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The present study, made in an inte-
grated Navaratna public sector unit
viz. Visakhapatnam Steel Plant, ex-
amines the configuration, alignment
and integration between HR prac-
tices (Welfare, Compensation Man-
agement, Structure and Policies, H
R Flow, H R D, Communication Sys-
tems, Performance Management,
Culture and Industrial Relations)
and the Organizational Strategies
(Primary Statements: Vision State-
ment, Mission Statement, Core Val-
ues and Core Competencies and
Supportive Statements: Corporate
Strategy, Business Strategy, HRM
Strategy). Out of a sample of 183
employees, drawn from top manage-
ment positive responses were re-
ceived from165. The study was car-
ried out with the help of Factor
Analysis, Means Analysis and
Pearson Correlation. No correlation
was found between Structure & Poli-
cies and Business and H R M strat-
egies.

Introduction

Human resource management is a
varied subject and interlinked with in-
ternal and external dynamics. Human
resource management as a profession
has gathered enough material and
faced changes to meet the strategic
requirements (Sparrow & Pettrigew,
1990). Human resources management
cannot be viewed in isolation and has
to be systematically assessed with or-
ganizational goals. The role of a HR
manager is to be a strategic partner
(Ulrich, 1998). The strategic require-
ments are be addressed by the human
resources management. The globaliza-
tion effect has created impacts on
workforce demographics, bottom-line,
market reach, technological changes,
intellectual capital, and the importance
of managing human resources
(Devanna, Fombrum & Tichy, 1981;
Wright & Snell, 1998).

Speaker (2000) views activities of
relations, compensation and planning
as strategic with high value. Sparrow
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(1986) postulates strategic human re-
source management as implementa-
tion of practices that generate the be-
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haviors and competencies to gain its stra-
tegic goals. The welfare management
has graduated to strategic human re-
source management, and the concept has
originated from resource based view.
Strategic human resource management
provides people oriented solutions to busi-
ness problems.

Organizational & HRM Strategies

Organizational strategy is a detailed
assessment from which it derives its evo-
lution and the objectives of existence. The
strategy spells out the direction of the
business. The corporate strategy is that
strategy made at corporate level to cre-
ate competitive advantage in the market-
place. Evaluation of the competitive im-
plications of broad trends, analysis of
competitors, identification of growth op-
portunities and creation of successful
brands are involved in the corporate
strategy. Porter’s (1980) corporate strat-
egies are growth, stabilization and re-
trenchment. Growth is the expansion,
development and creation of new assets
and business. The business through con-
solidation acquires stabilization and re-
trenchment strategy involves rightsizing
the business. Porter (1980) clarifies busi-
ness strategy as planned deployment of
resources and creation of an environment
to achieve stated objectives. The busi-
ness strategy is the action plan which
designs, executes and evaluates the
course to attain the stated objectives.
Patra (2011) clarifies that business strat-
egy is the purpose, goals, objectives and
plans to attain the business goals. There-
fore the term is to be understood in the
perspective of business environment.

Porter (1980) classifies business
strategies as generic and competitive
strategies. The cost leadership strategy
focuses on either low cost or high cost
premium market. The strategy derives
direction from the strategic intents; the
sources for these intents are vision, mis-
sion and organization objectives. The vi-
sion is a statement of the future of the
organization that is compelling and driv-
ing force, mission is more articulate,
measurable, written and focused over
time. The objectives are framed with
above intentions. The primary objective
of HRM may be categorized into four
objectives societal, organizational, func-
tional and personal. The societal objec-
tives refer to legal compliance, benefits,
union-management relations; organiza-
tional objectives are categorized as hu-
man resource planning, employee rela-
tions, selection, training and development,
appraisal, placement, assessment; the
functional objectives may be appraisal,
placement, assessment; and the personal
objectives are training and development,
appraisal, placement, assessment. HRM
is strategic by its very nature and all its
elements have strategic linkages (Wright
& McMahan, 1992).The core competen-
cies refer to those unique qualities of the
human resources that determine the or-
ganizations competitive advantage. The
core values are the standards of moral-
ity for which the organization stands.

‘ The strategy derives direction
from the strategic intents; the

sources for these intents are vi-

sion, mission and organization ob-
jectives.
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The HRM practices are procure-
ment, development, compensation, inte-
gration and maintenance (Edwin Fillipo,
1980). Harvard Business Review model
defines practices as HR flow, work flow
and reward flow. HRM practice refers
to organizational activities directed at
managing the pool of human resources
and ensuring that the resources are em-
ployed towards the fulfillment of the or-
ganizational goals. The contribution of
HRM to organization strategy is best
achieved by having the best fit. This stra-
tegic fit aims at utilization of human re-
sources to achieve organizational goals.
Salaman Graeme (2000) view fit as
planned deployment of human resources
and its activities. This fit refers to two
kinds, horizontal fit and vertical fit. Hori-
zontal fit is the alignment of HRM prac-
tices and vertical fit refers to the align-
ment of these practices with the man-
agement strategy. Porter (1980) clarifies
that these practices and alignment brings
organizational excellence.

The determinants of horizontal fit and
vertical fit may be classified as:

e HR function factors: HR policy, op-
tion, investment and budget.

e Capability and ability factors: HR
manager’s capability, top manager’s
ability and support, employee’s
knowledge and skills.

e Firm level factors: nature of strategy,
values and culture.

The approaches to integration of
strategies may be grouped into three
types’: contingency approach, best

practice approach and bundled ap-
proach (Salaman Graeme, 2000). Con-
tingency approach is based on situ-
ational variables namely decision, es-
poused values and situation. The best
practice approach relies on such prac-
tices which are universal, proved as the
best and on application provides com-
paratively superior performance. The
bundling approach refers to combina-
tion of best practices and contingency
practices as per the requirement. Each
of the HR practices operates as
complementary or supplementary to
each other. The empirical studies by
Huselid and Becker (1997) have estab-
lished relationship between financial
returns, human resource management
(HRM) system, operational excellence
and alignment with business strategic
goals. Further, perceptual performance
is high when HR strategies are aligned
with organizational strategies (Youndt,
Snell, Dean, & Lepak, 1996). Smith
(1982) has examined the HR practices
followed at different stages of organi-
zational growth and Schuler and Jack-
son (1987) have classified generic strat-
egies of HR practices as dynamic
growth, extract growth and turnaround
strategy. Sumantra Ghoshal and Chris-
topher Bartlett (1997) emphasize on
McKinsey’s 7-S framework and the
need for the alignment of seven orga-
nizational variables; superordinate
goals, strategy, structure, systems,
staff, skills, and style. Core competen-
cies are the unique abilities of the hu-
man resources which give distinct com-
petitive advantage (Hamel & Prahalad,
2002).The core values are the building
blocks of the culture and determine the
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extent of vertical and horizontal fit. The
alignment of core competencies and
core values with HR strategies is an
area of priority.

‘ The alignment of core competen-
cies and core values with HR strat-

egies is an area of priority. \

The present study was made in an
integrated Navaratna public sector unit,
Visakhapatnam Steel Plant (a unit un-
der Rashtriya Ispat Nigam Limited) and
examines the configuration, alignment
and integration between HR practices
and the organizational strategies.
Visakhapatnam Steel Plant is a turn-
around organization from 2001 and ex-
panded its production capacity to
6.5million tons of iron and steel through
internal accruals. The annual turnover
in 2014 is Rs.10,500 crores and profit-
able. The Visakhapatnam Steel Plant
provides direct employment to
18,440(Executives:6,319, Non-Execu-
tives:11,597 and Trainees:524) and with
productivity of 350 tons per person. The
study is made with the following two
dimensions:1.HR practices, 2.0rgani-
zational strategies.

Methodology

The HR Practices are conceptualized
into nine factors and organizational strat-
egies into seven intent factors. The study
was conducted with the objective to ex-
amine the extent of alignment of the HR
practices with the organizational strate-
gies. Further, it sought to find out the fac-
tors influencing the strategic fit between

the human resources practices and the
organizational strategies. The hypothesis
framed for the study is:

H,: There is an alignment of Human
Resources Practices with Organizational
Strategies.

The sample is selected from the uni-
verse by applying convenience sampling
technique. The sample size is 10% of the
universe drawn from executives in the
grade of senior manager (E-5) to Execu-
tive Director (E-9) i.e. 183 employees.
The questionnaire was distributed to the
selected sample and the responses re-
ceived were 165. The percentage of
questionnaires received was 90% of the
sample selected, which is good for a
study of this nature. The study was dis-
seminated with the help of factor analy-
sis, the factor loadings were duly noted,
subsequently means were calculated and
Pearson Correlation test was applied to
study the significance of the relationship.
The mean scores are graded as follows
for descriptive analysis:

1. >4 is High

2. >3and<4 is Moderate

3. <3 is Average

4, <2 is poor
Results

The data collected is tested for its
reliability with Cronbach’s Alpha reliabil-
ity test. The reliability coefficients (Table
1) for personnel and employment, H R
Practices and Organizational Strategies
are greater than 0.6 which is considered
as acceptable.

The Indian Journal of Industrial Relations, Vol. 50, No. 4, April 2015

669



G.Venkat Rao & D.Jayarama Krishna

Table 1 Cronbach’s Alpha Reliability Coefficients

Reliability Coefficients

Personnel and Employment details H R Practices Organizational Strategies
No. of Items Alpha No. of Items  Alpha No. of Items Alpha
7 0.7205 54 0.9114 24 0.9130

Table 2 KMO & Bartlett’s Test

Kaiser-Meyer-Olkin Measure of Sampling Adequacy. .864
Bartlett’s Test of Sphericity Approx. Chi-Square 565.830
Df 36
Sig. .000

Table 3 Communalities Extraction Method: Principal Component Analysis.

Initial Extraction
Structure & Policies 1.000 .256
HR flow 1.000 .225
Culture 1.000 .723
Performance Mgt 1.000 .608
Compensation 1.000 444
Welfare 1.000 524
Industrial Relations 1.000 .506
HRD 1.000 .495
Communications 1.000 .543
Table 4 Total Variance Explained
Initial Extraction
Eigen- Sums of
values Squared
Loadings
Component Total % of Variance Cumulative % Total % of Variance Cumulative %
1 4.322 48.028 48.028 4.322 48.028 48.028
2 .946 10.508 58.536
3 .847 9.411 67.947
4 764 8.491 76.438
5 .559 6.210 82.648
6 491 5.452 88.100
7 461 5.123 93.223
8 .380 4.224 97.447
9 .230 2.553 100.000

Extraction Method: Principal Component Analysis.
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Table 5 Component Matrix-Rotation Method:
Varimax with Kaiser Normalization.

Component
Structure & Policies .506
HR flow 474
Culture .850
Performance Mgt .780
Compensation .666
Welfare 724
Industrial Relations 711
HRD .703
Communications 737

Rotation converged in 1 iteration.

The validity of the HR practices was
established with factor analysis. The
Kaiser-Meyer-Olkin Measure of Sam-
pling Adequacy was 0.864 and it is
more than the requirement (.60) and
Bartlett’s Test of Sphericity was signifi-
cant (Table 2). The communalities with
initial value 1 and its extractions were
derived (Table 3). Further, when extrac-
tions were made using Principal Compo-
nent Analysis (Table 4) with Eigen val-
ues > 1, the total variance is explained

Table 6 KMO and Bartlett’s Test

by one factor (48.028 per cent). The
component matrix on rotation using
Varimax with Kaiser Normalization
(Table 5) shows the factor loadings
(0.474 - 0.850).

The Organizational strategies fac-
tors were also tested with factor analy-
sis and the factors have met the re-
quirements. The Kaiser-Meyer-Olkin
Measure of Sampling Adequacy was
0.86 and Bartlett’s Test of Sphericity
was significant (Table 6). The commu-
nalities with initial value 1 and extrac-
tions are derived using principal com-
ponent analysis (Table 7) and all found
to be above 0.558. The variance ex-
plained by two factors (Table 8) is to
the extent of 70.40 per cent. The com-
ponents were rotated using Varimax
with Kaiser Normalization and was con-
verged on 3 iterations (Table 9). The
Vision, Mission and Core Competen-
cies are Primary. Corporate Strategy,
Business Strategy and HRM Strategy
are supportive to primary.

Kaiser-Meyer-Olkin Measure of Sampling Adequacy. .860
Bartlett’s Test of Sphericity Approx. Chi-Square 500.144
df 21
Sig. .000

Table 7 Communalities Extraction Method: Principal Component Analysis.
Initial Extraction
Vision 1.000 .766
Mission 1.000 .706
Corp. Strategy 1.000 .666
Business Strategy 1.000 754
HRM Strategy 1.000 .790
Core Values 1.000 .688
Core Competencies 1.000 .558
The Indian Journal of Industrial Relations, Vol. 50, No. 4, April 2015 671
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Table 8 Total Variance Explained

Initial Extraction Rotation
Eigenvalues Sums of Sums of
Squared Squared
Loadings Loadings
Comp- Total % of Cumula-  Total % of  Cumula Total % of Cumula-
onent Variance tive % Variance tive % Variance  tive %
1 3.855 55.067 55.067 3.855 55.067 55.067 2.907 41534 41.534
2 1.073  15.332 70.399 1.073 15.332 70.399 2.021 28.865 70.399
3 .566 8.089 78.489
4 463 6.612 85.101
5 .398 5.683 90.784
6 .347 4.962 95.746
7 .298 4.254  100.000

Extraction Method: Principal Component Analysis.

Table 9 Rotated Component Matrix

Component

1 2
Vision .856 179
Mission 791 .284
Corp. Strg .550 .603
Business Strg .168 .852
HRM Strg .204 .865
Core Values .809 .183
Core Competencies 722 .193

Rotation Method: Varimax with Kaiser Normal-
ization. Rotation converged in 3 iterations.

The data is analyzed under the fol-
lowing groups: a)Profile Analysis, b)H
R Practices, c)Organizational Strate-
gies and d)Alignment between H R
Practices and Organizational Strategies
of VSP.

Profile Analysis

The descriptive statistics of the pro-
file variables consisting of personal and
employment data was analyzed. The
age - gender profile distribution for
males (53.9 percent) and females (7.3
percent) in 40 - 50 years age group is

maximum. The gender - department dis-
tribution shows males in the works de-
partment as 84.8 percent and non -
works department as 7.9 percent and
92.7 percent females are only from non-
works department. The respondents’
distribution designation wise is as fol-
lows: Senior Managers are 18.2 percent,
AGM’s are 50.3 percent, DGM’s are
21.8 percent, GM’s are 9.1 percent and
ED is 0.6 percent. The grades include
from E5 to E9 and from both works and
non-works departments.

Table 10 Descriptive Statistics

Mean Std. Deviation
Age 3.25 .57
Length of Service 3.05 .60

HR Practices

The Welfare, Compensation and
Structure and Policies were the high-
est priority for Works Department
whereas Welfare, Structure and Poli-
cies and Compensation were for Non-
Works Department(Table 11). The per-
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ception of the Works Department em-
ployees in the order of mean ranking
are Welfare (77.2 percent: 3.86), Com-
pensation Management Practices (77
percent, x:3.85), Structure and Policies
(76.80 percent, x: 3.84) , H R Flow
(74.5 percent, x:3.73) H R D (74.40
percent, x:3.72), Communication Sys-
tems (74.40 percent, x:3.72), Perfor-
mance Management (73.90 percent,
x:3.70), culture (72.60 percent, x:3.63)
and Industrial Relations (72.60 percent
, X:3.63) and all the dimensions have
moderate scores.

The perception of the Non - Works
Department employees in the order of
mean ranking are Welfare (82.60 per-
cent: x:4.13), Structure and Policies
(79.20 percent, x: 3.96), Compensation
Management (78.60 percent, x:3.93),
Communication (78.40 percent, x:3.92),
Performance Management (76.13 per-
cent, x:3.81), Industrial Relations (76.20
percent, x:3.81), HR D (75.60 percent,
x:3.78), Culture(74.60 percent, x:3.73)
and HR Flow(74percent, x:3.70). Except
for Welfare (x: 4.13 and is high) all the
dimensions have moderate scores.

Table 11 Means of HR Practices and Organization Strategies

HR Number Means Organization Number Means
Practices of Factors Strategies of Factors
Works Non- Works Non-
Depart- Works Works
ment  Depart- Depart-
ment ment
Structure and 6 3.84 3.96 Vision 4.02 4.15
Policies
HR flow 7 3.73 3.70 Mission 3.97 4.1
Culture 12 3.63 3.73 Corporate 3.84 3.98
Strategy
Performance 6 3.70 3.81 Business 3.69 3.54
Management Strategy
Compensation 4 3.85 3.93 HRM Strategy 3.66 3.66
Management
Welfare 7 3.86 4.18 Core Values 4.18 4.36
Industrial 4 3.63 3.81 Core 4.15 4.36
relations Competencies
HRD 4 3.72 3.78
Communication 5 3.72 3.92

Organizational Strategies

Organizational strategy is defined as
the strategies that are adopted by the
organization to achieve its main objec-
tives. The organizational strategies are
spelt out through the following intent
statements: primary statements; vision

statement, mission statement, core val-
ues and core competencies and support-
ive statements; corporate strategy, busi-
ness strategy and HRM strategy.

The perception of the Works Depart-
ment employees(Table 11) on Vision
Statement (x:4.02, 80.40 percent) Mis-
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sion Statement (x:3.97, 79.40 percent)
Corporate Strategy (x:3.84,76.80 percent)
Business Strategy (x:3.69,73.80 percent),
H R M Strategy (x:3.66,73.28 percent)
Core Values (x:4.18, 83.60 percent) and
Core Competencies(x:4. 15,83 percent)
are high to moderate. The perception of
the Non - Works Department employees
on Vision Statement (x:4.15,83 percent),
Mission Statement (x:4.1,82 percent),
Corporate Strategy (x:3.98,79.60 per-
cent), Business Strategy (x:3.54,70.80
percent), H R M Strategy (x:3.66, 73.28
percent),Core Values (x:4.36, 87.20 per-
cent ) and Core Competencies (x:4.36,
87.20 percent) are reasonably high and
moderate.

Alignment

In order to test the hypothesis that
there is perfect alignment of HR prac-
tices with organizational strategies cor-
relation statistics was used, correlation
analysis is done using SPSS package.
The test was done in the following man-
ner for comprehensive analysis: The H
R practices are correlated with organi-
zational strategies factor wise, the result-
ant matrix along with significant values
are shown in Table 12.The values are
tested for significance at 5 percent and
1 percent level. The correlation matrix
shows that HR flow is correlated with
structure & policies and core competen-
cies at 5 percent level. Further, structure

Structure & policies are not cor-
related with business strategies

and HRM strategy. \

& policies is not correlated with business
strategies (r=0.127) and HRM strategy
(r=0.048) whereas all other factors are
correlated with each other at 1 percent
level. The findings are very interesting
as both business strategy and HRM strat-
egy are correlated (r=0.600) at 1 percent,
but not with structure and policies. The
hypothesis was not found to be true due
to non-correlation of structure & policies
with business strategy and HRM strat-
egy. Therefore, structure & policies re-
quires attention.

Discussion

The reliability and validity of the in-
struments were established. As the
sample is drawn from senior level man-
agement the age - gender distribution in-
terpretation reveals that maximum num-
ber of employees is found to be in the
age group of 40-50 years. The majority
of respondents are from Works Depart-
ment and male (84.5 percent). The dis-
tribution has AGM cadre employees from
Works (39.4 percent) and Non-Works
(10.9 percent) departments. The compo-
sitions from senior management shows
majority are non-natives  of
Visakhapatnam. The designation-length
of service has relation but in a few cases
the length of service is less in AGM cadre
as there is direct recruitment at senior
cadre. The Department — Length of ser-
vice relationship shows majority from
Works (57 percent) and Non-Works
(10.9 percent) departments and are in the
service period of 20-30 years. Further,
17.0 percent of Works Department and
2.4percent of Non-Works Department
employees are having more than 30 years

674

The Indian Journal of Industrial Relations, Vol. 50, No. 4, April 2015



HR Practices & Organizational Strategies

“(palte1-z) 18A8] TO'0 8Y1 18 1UBOIIUBIS SI UOIRIBII0D
‘(pajrel1-z) [8A8] S0°0 8y ¥e 1ued1IubIs SI UoIIR|aII0D) «

sa19U8a)

adwo)

000'T xx8.V xx6VE" xxV8C xx8GV xxE6V" xxV9G" *»xGTV xxGVC"  xx90€° »x08¢’ *x99C xx6C€  xxGVE’ *06T" *»xL6C’ 810D

sanjeA

000'T *+PTE xxGEE" xxGCS" xxG09" xxVV9’ *x6L7  xxT9E€  xxGEE’ *x/8Y *»xEVV xx92V"  xx8LE *xE6C xxESC - 810D

‘ABarens

000'T  %x009" %998 xx00¥" xxVVE’ *xLVE xxVGE  xx09€° *x8GT’ *xLLT  xxVIV  xx6VE *x/8E  8¥0 >m_>_mI

‘ABarens

000'T  *xE8V" xxL9E€" xxLlEE’ *x9G€" xxG9€" xx9GE’ *x8LT *x08T xx6TV"  xxG9V° »xVGE 12T sssulsng

‘ABarens

000'T  *xGLG *xTTS *x60G9 xxCGV xx0T9" *x79€’ *x96€" xxC€G  xxTCY *x9G9¢" xx0¢¢C ‘di0d

000'T  xxV.9° *xTG9  xx6VV  xx8EG *xGCS’ *xGEV  xxVCG  xx9G9" *x9VE  xx,0T uoIssin

000'T *x9CG  xxlCV  xx607° *xCT9’ *»xT6V xxClV  xx609° *xE6C"  xx8TE’ UOISIA

‘uorned

000'T *»xGEV xxCLV *x6CV *x6€G  xxTCG  xxT99° *x6G9C° xxT9C  -lUNWWOD

000'T *x897 *xE9€’ *»»T€E xx0C0G9"  xx6VS *xCVE xx8CE adH

suoleley

000'T *x8TV *x79€  xx667  xx629° *x8TC  %x9¢C [erisnpuj

000'T *x899°  xxGSV  xxCT9 *xI6T %xC8E aIejIaM\

' uoles

000°T *»xLTV  xxE0V’ *xGE€C  xxV9C -usdwo)

' jusw

-abeuey

soueW

000'T «x979"  xx88E"  xx98C -10jJed

000'T *x0G€" xxC6E’ 8imno

000'T /8T MO|4 dH

saloljod ®

000'T aInnis

Sa19 AbBa suon usw
-uajed ABa -lels  Abay uon -e|oy uole -abeuey

-Wwo) SsanjeA -lens  -ssau IS uol -ealun el are) -suad doueW Mo|4 sa1o1j0d
8100 a8lo)  INYH  Isng 'dlo)  -SSIN UOISIA wwo) adH -snpuj BEN -wo) -lopiad  aInynd  HH aInonng

(sa1barea1s uoneziuehuaQ — s9d110eId HH) uolle|all0) uosiead ZT a|gel

675

The Indian Journal of Industrial Relations, Vol. 50, No. 4, April 2015



G.Venkat Rao & D.Jayarama Krishna

“(paltel-g) [9A8] GO"0 8Y1 18 JUBIIHIUBIS SI UONE|AII0D "«
"(pa1eI-) 18A8] TO'0 8Y3 18 JUBDIHIUBIS S1 UOIIRIBII0D "xx

suoned
T «GEV WCLV LB62Y L6EST LT2CST LT99 PGITA «19C €00°0- €00°0- LET'0 690°0- T.Z00 ¥¥0°0 ¢IT'0- -lunwwo)
T ~897  ,.€9¢ LTEE ,.0¢59 ..6VS wCVE «8CE 9200 9¢0°0 GE0'0 vv1°0 LEO'0 6T0°0 1800 ayH
suone|ay
T ~8TV  LLP9E .66V ..6C9 ~81¢ 92 9¢T0 9¢T0 ¢IT0 9€0°0 660°0- 9v70°0 T00°0 lersnpuj
T 899" LGSV L.CT9 L16T ~C8E’ 810°0- 810°0- 88T 600°0 L0°0 81¥0°0 Z17'0 aleJ|s\
uon
T wLIV L0 oA WV9C ¥00°0 ¥00°0 €900 8¥0°0 1500 ¥90°0- €600  -esuadwo)
BN
T w979 ~88€" 98¢ 80T0 80T0 L1100 ¥80°0 vET'0- €100 //0°0 dduewlolisd
T ~08€” «C6E’ 8800 880°0 L0°0 ¢0'0 80°0- 8¥0°0- ¢T100 81N ny
T LL8T" LG8T - LG8T - G¢0'0-  LEO0- S00°0- TT°0- €90°0- MOl} 1y
salo110d
T 9¢T'0 9¢T'0 S1T°0 OLT GE0'0- 6¢T°0 T60°0 '®9imonns
T ~000'T 900~ ..ESV L0T°0 9.0°0- .99 apeIo
T 9.0°0-  L.ESY L0T°0 9/0°0- ..£95 uoneubisag
T 6€0°0- VITO «€99’ 6v0°0  luswiredag
901NIBS
T L0°0 9¢0'0-  ..899" Jo yibuaT
T 99T 2eT0 AnnieN
T G¢1°0- Jspus
T aby
suol
suoles -Tejay 16N
-lunw leu are} uoljesu  doueW  aIn} Moy} saloljod uon waw 921INISS JO
wo) dyH  -Isnpul  -[3p\ -adwo) -1oped  -InD dH 2IN12NNS 8pelo -eubisag  -pede@  yibuse  AlAneN  Jspus  aby

(seo11084d HH - S|ie1ep 1uswAojdwg 79 [euosIad) UOIIR[8II0D UosIead €T a|qel

The Indian Journal of Industrial Relations, Vol. 50, No. 4, April 2015

676



HR Practices & Organizational Strategies

"(pal1el-2) 19A8] GO0 Y1 18 UBIIHIUBIS SI UONE|8II0D
"(paltel-z) 18A8] TO'0 8yl Je JUBDILIUBIS S1 UOITRIBII0D “xx

sal10
-usladwo)
T ~8LV L6VE V8¢ 88V’ i 798" 670°0 670°0 60T°0 760°0 9500 ~1€C° 9900 310D
T wV1E ~GEE’ RcTACh 909" el 970°0- 9T0°0- SOTO L0T°0 L1.0°0 G60°0 SGL0°0 sanjeA 810D
T 009" 995" 007" wVe LG0°0- LS0°0- ¢00°0- €¢0°'0- LL0°0- TO00 ¥TI0°0- Bns WdH
bis
T €87 ...9¢ /g€  6T0°0- 6TO0- S.00- 9€00 9.00- TETO0- L60OO- ssauisng
T PRCpACH w119 T.0°0 T.L0°0 780°0 V€10 0 T80°0 9€0°0 bans "dioo
T w719 800°0- 800°0- G600 62¢0°0 8€0°0- 9¥0°0 ¢c¢0'0- UOISSIIN
T €G0°0- €S0°0- 71600 7G0°0 ¢s0'0 8¢0°0 ¢v0'0 UOISIA
T ~000'T 9.0°0- ..ESV L0T'0 9.0°0- ..£99 3pel
T 9,00~ ~EGY’ L0T0 9/0°0- ..£95 uoneubisag
T 6€0°0- V¥ITO ~£99°  6¥0°0 Iuswiedsqg
ERIIVELS
T L0°0 9¢0'0- ..899" 10 y1buaT
T 99T 2¢t1'0 AuaneN
T S¢T'0- l8puso
T aby
SETRITEN ERITVELS
-adwo) sanpea  bBis ons bns uolleu juaw 10

310D 210D NYH ssauisng ‘dio)d UOISSIIN  UOISIA  8pelD -Bisag  -wedag  yibus  AliAneN Jdspuss aby

(sa1bo1e41S JRUONERZIURBIQO — S|elep 1uswAo|dwg 7 [eu0Sdad) UOIlR[all0) uosiead pT a|gel

677

The Indian Journal of Industrial Relations, Vol. 50, No. 4, April 2015



G.Venkat Rao & D.Jayarama Krishna

of service. Therefore, the employees are
associated with the organization for a rea-
sonable length of time. Further, all the re-
spondents are from E-5 to E-8 grades.

The percentage and means of the
factor of HR practices from Works De-
partment (74.57 percent) and Non-Works
Department (79.20 percent) have agreed
about the existence of perfect structure
and policies in Visakhapatnam Steel
Plant. All the HR practices are having
high to moderate means with significant
inter correlation. Except for HR flow all
other factors were inter-correlated at 1
percent level. In the next step, the fac-
tors of organizational strategies were
analyzed and the findings were reason-
ably good.

The vision, mission statements, core
values and core competencies were per-
fect for both Works and Non-Works de-
partments. And they form the primary
strategies. The analysis of Corporate
Strategy, Business Strategy and HRM
Strategy are moderate for Works and
Non-Works departments and form sec-
ondary strategies. The correlation figures
reveal that factors of HRM practices and
organizational strategies are aligned with
each other except structure and policies
with business strategy and HRM strat-

eqgy.

‘ Factors of HRM practices and or-
ganizational strategies are aligned
with each other except structure
and policies with business strategy

and HRM strategy. \

The structure and policies are per-
ceived as moderately perfect but the
same has no relation with business and
HRM strategy. Therefore the hypothesis
was found to be untrue. The deployment
of human resources in a systematic pat-
tern to enable an organization to achieve
its goals (Mathis & Jackson, 1985; Beer,
Spector, Lawrence, Mills & Walton, 1984)
and its alignment with corporate and
business strategies is a crucial determi-
nant to the success of the organization.
The delivery of HR practices is a signifi-
cant competency of HR professionals
(Ulrich, Brockbank, Yeung & Lake,
1995). The structure and policies in this
study were not aligned as perceived be-
cause of internal or external factors.

The study results are exceptional as
structure and policies as HRM practices
failed to align with business strategy and
HRM strategy whereas it aligned with
corporate strategy. Future studies may
be oriented to examine whether perfect
alignment with corporate strategy leads
to excellence and whether independent
role is played by each of the organiza-
tional strategies on alignment with HRM
practices.
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