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ABSTRACT 

This study has been enriched in BRADMAN DESIGN AND TECHNOLOGIES 

PVT LTD to understand  “Functions and Policies followed in an Organization”. 

 In modern organizational management, the establishment and adherence to effective functions and policies play a pivotal role in ensuring operational efficiency, regulatory compliance, and overall success. This abstract provides a comprehensive overview of the key functions and policies implemented within organizations, encompassing their significance, components, and strategic implications. 

The functions within an organization typically encompass core operational areas such as human resources, finance, marketing, operations, and strategic management. Each function is responsible for distinct activities aimed at achieving organizational objectives. Human resources functions involve talent acquisition, training and development, performance management, and employee relations. Financial functions manage budgeting, financial reporting, investment decisions, and risk management. Marketing functions focus on market analysis, product development, branding, and promotional activities. Operational functions oversee production processes, supply chain management, and quality control. Strategic management functions involve setting long-term goals, formulating strategies, and monitoring performance to ensure alignment with the organization's mission and vision. 

In parallel, organizational policies serve as guiding principles that regulate behavior, decision-making, and interactions within the organization. These policies encompass a wide range of areas, including code of conduct, diversity and inclusion, health and safety, data protection, and environmental sustainability. They provide clarity and consistency in organizational practices, mitigate risks, and promote ethical standards. Moreover, policies ensure compliance with legal requirements and industry standards, safeguarding the organization's reputation and reducing liability. 

Effective implementation and enforcement of functions and policies require a cohesive framework comprising clear communication, robust governance structures, and continuous monitoring mechanisms. Leaders play a crucial role in championing these initiatives, fostering a culture of accountability, and driving organizational alignment. Furthermore, leveraging technology solutions such as enterprise resource planning (ERP) systems and compliance management software enhances the efficiency and effectiveness of function and policy management. 

In conclusion, the integration of well-defined functions and policies is fundamental to organizational management, facilitating operational excellence, regulatory compliance, and stakeholder trust. By prioritizing these elements, organizations can navigate complexities, mitigate risks, and achieve sustainable growth in an ever-evolving business 
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CHAPTER-1 
INTRODUCTION 
1.1 INTRODUCTION 

Within various types of organizations, the employees as well as the employers need to carry out their job duties in accordance to policies and procedures. In leading to well-being and progression and enhance the reputation of the organization, it is necessary to formulate human resources policies and procedures. When the human resources abide by the policies and procedures, they are not only able to implement their job duties appropriately, but also would promote discipline within the working environment. The policies and procedures need to be concerned in terms of various areas such as, technical, clerical, management, administration and so forth. When the employees get recruited within the organizations, they are required to go through training and development programs. In these programs, they are imparted with knowledge in terms of human resources policies and procedures. When the human resources follow the policies and procedures, they are able to benefit to a major extent. The main areas that have been taken into account in this research paper are, meaning and significance of human resources policies and procedures, types of human resources policies, and areas in which human resources policies and procedures are implemented. 
Human resources (HR) policies and procedures are regarded as formal commitments that are focused upon the ways, in which employers treat the employees. Within the organization, it is apparent that members cannot carry out tasks and activities in isolation. In order to carry out various tasks and functions, they need to organize meetings, exchange ideas and suggestions, share viewpoints and work in co-ordination with each other. Collaboration and integration among the members are regarded to be of utmost significance in promoting a healthy and safe working environment. It is apparent that members need to form good terms and relationships with each other. The primary objective of HR policies and procedures is to create a working environment, which makes provision of support and assistance to the employees to build up self-esteem and selfconfidence. They are able to implement behavioural traits, which enable them to carry out their job duties in accordance to the expectations of the employers. 

HR policies and procedures are subjected to changes. They do not remain the same throughout. With advancements taking place and with the advent of modernization and globalization, changes take place in HR policies and procedures. For instance, when changes take place in the production methods, traditional methods get replaced by technical methods and machines, then it is apparent that changes will take place in HR policies and procedures as well. The HR policies and procedures aim at promoting an environment, in which the individuals feel appreciated and empowered. Furthermore, it is vital to take into consideration various factors that would promote implementation of job duties and achievement of organizational goals satisfactorily. These include, management of resources, initiating training and development programs, providing infrastructure, amenities, facilities, machines, tools and technologies, encouraging effective communication processes, promoting employee health and safety and creating an amiable and pleasant working environmental conditions. Therefore, it can be stated that it is necessary to formulate policies and procedures which would contribute efficiently in the implementation of these factors. 

As innovations and contemporary ideals push companies to become even greater than they already are, the tools needed to complete these possibilities are already within reach. Proven policies and comprehensive procedures build the foundation of various industries, outlining the fabric of what is required to succeed. These methods handle everything from day-to-day operations to the treatment of irregularities, giving employees the essentials needed to fulfill their jobs and bolster the companies they work for. 

On a simpler scale, policies and procedures are essential because they help get things done. They call for structure and direction, imploring processes to move smoothly and highlighting areas for improvement. Perhaps you have evaluated a need for change in these methods within your business or are constantly in search of how you can streamline efficiencies before they need to be addressed. Whatever your reasoning, let’s examine why it is important to have policies and procedures a little further. 

Although policies and procedures may differ across various organizations, their core purpose remains the same. They encourage consistency and foster a cohesive environment whereby accomplishing multiple tasks is straightforward. Therefore, they help employees stay on track and companies reach their goals while avoiding unwanted occurrences. 

Furthermore, these strategies provide instruction on how staff are expected to operate. For example, a policy might outline the discussion topics of a bi-annual performance review, and the procedure to follow is a scheduled meeting. Policies and procedures extend throughout all roles within a business, instructing based on methods that each business finds suitable for them. They may focus on various benchmarks a company must meet for their industry or be the result of an amalgamation of experiences and ideas that streamline a new process. 

Policies and procedures also calculate the potential risk associated with certain tasks. They are a manageable, measurable way of determining factors that a business might find undesirable or unacceptable. 

While it may seem obvious, highlighting the importance of organizational policies and procedures can help employees observe these strategies in an improved light. Some may be required by law, while others aim to reduce confusion or increase accessibility. 

Certain sectors are required to meet legal conditions in order to remain operable and in good standing. If your company functions globally, there may be unique regulations associated with your business that are specific to some continents and countries. we aim to provide solutions regarding keeping up with 

HYPERLINK "https://www.whistleblowersecurity.com/solutions/regulations/" \hethics management

HYPERLINK "https://www.whistleblowersecurity.com/solutions/regulations/" \h so nothing slips through the cracks. 

Turnover and structural shifts can lead to intense feelings of uncertainty surrounding a change in any workplace. What shouldn’t change is your company’s commitment to proper and cemented policies and procedures to ensure processes remain the same. Clear expectations allow for consistency. Not only will this help with current employees, but it also creates a supportive environment for new hires. 

Ensuring safety in the workplace falls in line with any and every business. Creating a healthy environment where employees feel that their health and security are valued allows them to perform at their best. The extent of your safety policies and procedures will be unique to your industry, but their main goals are to reduce the potential for accidents, liability risks, and interruptions. 

Service standards are often set to deliver quality customer interactions and meet their expectations. Following proper policies and procedures in this area means that employees can provide regular support to clients, enhance the quality of products and services, and thus improve a brand’s reputation. 

Understanding a company’s mission and vision as an employee means aligning with the policies and procedures that help to achieve it. However, it is possible for a staff member to feel under or overwhelmed by measures that they cannot meet. Accountability means meeting these employees where they are and looking at their role as it relates to the business. These methods can help to identify issues before they become more significant problems. 

Understanding a company’s mission and vision as an employee means aligning with the policies and procedures that help to achieve it. However, it is possible for a staff member to feel under or overwhelmed by measures that they cannot meet. Accountability means meeting these employees where they are and looking at their role as it relates to the business. These methods can help to identify issues before they become more significant problems. 

Accessibility will vary from industry to industry. Perhaps computers are not a vital component of day-to-day work, so a printed copy of necessary strategies and an inperson review will be required. Additionally, you may want to consider the design and flow of how this information is presented. Blocks of text without visual aids or hands-on experience are less engaging, leading to reduced retention. Depending on how you implement your policy manual, ensure that it can be easily updated and well-indexed should employees need to reference it in the future. 

The adage, “if it ain’t broke, don’t fix it,” need not apply to policies and procedures. Updates are necessary for growth and employee engagement, and the failure to recognize that something could be done more efficiently can raise concerns. 

Take a look at what is working and what needs improvement. For example, if you are struggling with finding the right tools to use, management is a way to ensure compliance with policies and procedures and eliminate guesswork. New and innovative software can make implementing improvements to existing methods straightforward and adaptable. 

A digital PDF and email reminder to review might be where your concern for training starts and stops. But measuring completion is vital to ensuring employees actually gain knowledge from the material available to them. Training takes place to absolve confusion and align teachings with what is expected in that role. 

Test your employee’s comprehension through various methods, such as in-person demonstrations or online modules. Set up tasks where they can continue with independent or group training to improve their performance and feel confident in their abilities. 

When you dare to ask why policies are important in the workplace, there are many answers to discover. Whether you are looking to start measuring compliance or need help assessing regulations in a new international market, 

An organization has many different kinds of resources like human resources, technological resources, financial resources, and natural resources. The deployment and manipulation of all these resources come under the umbrella of management goals. 

In today’s time, businesses have become more complex, and with that, management processes have also become more complicated and need a higher level of degree and skill. 

Given the technological advancements made, the management can no longer be done by a single person. That is why different parts of management are now assigned to varying levels of management throughout the enterprise. Hence, now there is a hierarchy with different levels of responsibility and authority in the management, department-wise executive-level. 

The levels of management in a company depend on the size and nature of the business. However, all the levels of management work in tandem to achieve the common goal of the organization. In the sections below, we will learn about the functions of different levels of management. 

Levels of Management 
There are primarily three broad levels of management in any organization. Segmenting management into different levels of management is vital for the performance and productivity of the organization as a whole.  The levels are defined below: 

Top-Level Management or the Administrative Level: 
People who have the ultimate power and authority over the business fall in this level of management. Board of directors, managing director (MD), chief executive officer (CEO) are some of the top-level managerial positions. 

Determining and overseeing the goals, procedures, and policies of the business are the functions of top-level management. The list of roles and responsibilities of this level includes: 

Laying down the vision, goals, and broad policies of the organization. 

Preparing strategies for the business. 

Instructing how to prepare the department-wise budget, schedule, processes, etc. 

Encouraging harmony and boosting collaboration. 

Appointing executives for the middle layer of management or the department managers. 

Communicating with the outside world to build the face of the brand. 

Responsibility towards shareholders to maintain the performance of the company. 

Middle-Level Management: 
This is also called executive level management. They are subordinates to the toplevel management, and their job is to direct and organize the low-level managerial personnel. In a small organization, there could be just one layer of middle-level management. Still, in larger companies, the middle section can further be divided into senior and junior level executives. The main tasks of middle-level management are: 

1.2 INDUSTRY PROFILE 

The graphic design and packaging industry is a dynamic and essential sector that plays a crucial role in shaping consumer perceptions, driving sales, and enhancing brand recognition. Combining creativity, technology, and strategic thinking, this industry encompasses a wide range of activities aimed at creating visually compelling and functional packaging solutions for products across various sectors. 

At its core, graphic design in the context of packaging involves the creation and manipulation of visual elements such as typography, imagery, color, and layout to communicate messages effectively and engage consumers. Whether it's a product label, box design, or point-of-sale display, graphic designers in this industry strive to strike the right balance between aesthetics and functionality, ensuring that the packaging not only catches the eye but also conveys essential information about the product within. 

One of the primary objectives of packaging design is to differentiate a product from its competitors on the crowded shelves of retail stores. In a world where consumers are bombarded with countless choices, packaging serves as a powerful tool for brand differentiation and storytelling. A well-designed package can evoke emotions, communicate brand values, and establish a connection with the target audience, ultimately influencing purchasing decisions. 

Moreover, packaging design goes beyond just aesthetics; it also plays a crucial role in ensuring product safety, preservation, and convenience. Packaging designers must consider factors such as material selection, structural integrity, ease of use, and sustainability when developing packaging solutions. With increasing awareness about environmental issues, there is a growing demand for eco-friendly packaging options that minimize waste and reduce the environmental footprint. 

The graphic design and packaging industry is characterized by constant innovation and evolution, driven by advancements in technology, changing consumer preferences, and emerging trends. From traditional print-based packaging to digital solutions incorporating augmented reality and interactive elements, designers are continually exploring new avenues to create impactful and memorable experiences for consumers. 

Furthermore, the rise of e-commerce has brought about new challenges and opportunities for packaging design. In the online retail landscape, where physical interaction with products is limited, packaging serves as the first point of contact between the brand and the consumer. As a result, there is a growing emphasis on creating packaging that not only stands out visually but also enhances the unboxing experience, fostering brand loyalty and advocacy. 

In conclusion, the graphic design and packaging industry play a vital role in shaping consumer perceptions, driving sales, and fostering brand loyalty. By combining creativity, technology, and strategic thinking, designers in this industry create visually compelling and functional packaging solutions that differentiate products, communicate brand values, and enhance the overall consumer experience. As consumer expectations continue to evolve, the industry will undoubtedly see further innovation and growth, reaffirming its significance in the global marketplace. 
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Bradman Design And Technologies Private Limited is an unlisted private company incorporated on 19 August, 2016. It is classified as a private limited company and is located in Chennai, Tamil Nadu. It's authorized share capital is INR 1.00 lac and the total paid-up capital is INR 1.00 lac.The current status of Bradman Design And Technologies Private Limited is - Active.The last reported AGM (Annual General Meeting) of Bradman Design And Technologies Private Limited, per our records, was held on 30 November, 2021.Bradman Design And Technologies Private Limited has two directors - Daniel Deepak Kanagaraj

HYPERLINK "https://www.tofler.in/daniel-deepak-kanagaraj/director/00962220" \h and Janakialfred Durairaj.The Corporate Identification Number (CIN) of Bradman Design And Technologies Private Limited is U72501TN2016PTC112055. The registered office of Bradman Design And Technologies Private Limited is at 31/22, Victoria Crescent Road Egmore, Chennai, Chennai, Tamil Nadu. 

HOW TO DOWNLOAD BRADMAN DESIGN AND TECHNOLOGIES PRIVATE LIMITED REPORT 
A Company report by Tofler is an easy-to-read PDF report that includes company's financial information, ratio analysis, management, group structure, shareholding pattern and more. Such reports can be bought from company pages at Tofler (

HYPERLINK "https://www.tofler.in/pages/sampleprofilereport" \hSample) or can be downloaded from 

HYPERLINK "https://www.tofler.in/company360" \hCompany360. Here is the video showing how a report downloaded from 

HYPERLINK "https://www.tofler.in/company360" \hCompany3

HYPERLINK "https://www.tofler.in/company360" \h60

HYPERLINK "https://www.tofler.in/company360" \h looks like. 
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LIMITED

HYPERLINK "https://www.tofler.in/emergtech-business-solutions-india-private-limited/company/U72500AP2014PTC095075" \h 
	2014 
	Andhra Pradesh 
	1.00 lac 
	Buy 
financial 
reports

HYPERLINK "https://www.tofler.in/bradman-design-and-technologies-private-limited/company/U72501TN2016PTC112055" \l "reportpurchasemodal" \h 

	NAME 
	INCORPORA TION YEAR 
	STATE 
	PAID UP CAPITAL 
	 

	SHIVA'S GAMES PRIVATE 

HYPERLINK "https://www.tofler.in/shiva-s-games-private-limited/company/U72500AP2014PTC096497" \hLIMITED

HYPERLINK "https://www.tofler.in/shiva-s-games-private-limited/company/U72500AP2014PTC096497" \h 
	2014 
	Telangana 
	1.00 lac 
	Buy 
financial 
reports

HYPERLINK "https://www.tofler.in/bradman-design-and-technologies-private-limited/company/U72501TN2016PTC112055" \l "reportpurchasemodal" \h 

	VALUETHOUGHT IT 
SOLUTIONS PRIVATE 
LIMITED

HYPERLINK "https://www.tofler.in/valuethought-it-solutions-private-limited/company/U72500AP2015PTC097042" \h 
	2015 
	Andhra Pradesh 
	1.00 lac 
	Buy 
financial 
reports

HYPERLINK "https://www.tofler.in/bradman-design-and-technologies-private-limited/company/U72501TN2016PTC112055" \l "reportpurchasemodal" \h 

	BLUEPETAL SOLUTIONS 

HYPERLINK "https://www.tofler.in/bluepetal-solutions-private-limited/company/U72500AP2015PTC097094" \hPRIVATE LIMITED

HYPERLINK "https://www.tofler.in/bluepetal-solutions-private-limited/company/U72500AP2015PTC097094" \h 
	2015 
	Andhra Pradesh 
	1.00 lac 
	Buy 
financial 
reports

HYPERLINK "https://www.tofler.in/bradman-design-and-technologies-private-limited/company/U72501TN2016PTC112055" \l "reportpurchasemodal" \h 

	TECHSOURCE SOLUTIONS 

HYPERLINK "https://www.tofler.in/techsource-solutions-private-limited/company/U72500AP2015PTC097675" \hPRIVATE LIMITED

HYPERLINK "https://www.tofler.in/techsource-solutions-private-limited/company/U72500AP2015PTC097675" \h 
	2015 
	Andhra Pradesh 
	1.00 lac 
	Buy 
financial 
reports

HYPERLINK "https://www.tofler.in/bradman-design-and-technologies-private-limited/company/U72501TN2016PTC112055" \l "reportpurchasemodal" \h 

	PRO COMMODITY MARKET 
PRIVATE LIMITED

HYPERLINK "https://www.tofler.in/pro-commodity-market-private-limited/company/U72500AP2015PTC097697" \h 
	2015 
	Andhra Pradesh 
	1.00 lac 
	Buy 
financial 
reports

HYPERLINK "https://www.tofler.in/bradman-design-and-technologies-private-limited/company/U72501TN2016PTC112055" \l "reportpurchasemodal" \h 

	YOGA SRI INFO 
TECHNOLOGIES PRIVATE 
LIMITED

HYPERLINK "https://www.tofler.in/yoga-sri-info-technologies-private-limited/company/U72500AP2016PTC103541" \h 
	2016 
	Andhra Pradesh 
	1.00 lac 
	Buy 
financial 
reports

HYPERLINK "https://www.tofler.in/bradman-design-and-technologies-private-limited/company/U72501TN2016PTC112055" \l "reportpurchasemodal" \h 

	MJM SOFTWARE SOLUTIONS 

HYPERLINK "https://www.tofler.in/mjm-software-solutions-private-limited/company/U72500AP2016PTC103652" \hPRIVATE LIMITED

HYPERLINK "https://www.tofler.in/mjm-software-solutions-private-limited/company/U72500AP2016PTC103652" \h 
	2016 
	Andhra Pradesh 
	1.00 lac 
	Buy 
financial 
reports

HYPERLINK "https://www.tofler.in/bradman-design-and-technologies-private-limited/company/U72501TN2016PTC112055" \l "reportpurchasemodal" \h 


COMPANY NETWORK - BRADMAN DESIGN AND TECHNOLOGIES PRIVATE LIMITED 
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Bradman Web Technologies helps our clients to discover, track, extract, compare and analyze the price position in the market with their competitors, and make strategic pricing changes according to real-time data. We are specialized in modern data mining techniques. We help you in obtaining recommendations for optimizing your pricing, based on real-time competitive pricing information. So our clien ts can now identify the updated pricing of their product before the competitors exploit the opportunity. This helps you to revise prices without affecting the product ranking on comparison shopping engines (CSE). 

1.3 COMPANY PROFILE 
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From a global service provider of graphic design and image editing services to a full-fledged packaging solution provider, Bradman Design specializes in Master Artwork Creation, Adaptations, Rollouts and Repro. Our team brings years of industry experience to manage your Brand within challenging turnaround times. We provide solutions in Artwork Development, Pre-press & Image Editing to Brands, Agencies, Online Retailers and Professional Photographers across Australia, Europe and North America. Our process begins right after the Design finalization by the Brand / Creative Agencies and ends before the Plate / Cylinder Production Process. 

With a team of professionals using industry standard tools and software, Bradman Design manages brands by combining Quality Workmanship and Precision to meet the High Standards in shortest turn-around. 

Package designing: - 
Package designing plays a pivotal role in the development of your brand identity. It is as important as the product itself. It is a robust marketing tool, and it is crucial to pay particular attention to the package design.Our mission is to contribute to your success by providing your products with the most presentable and memorable appearance in the market, which will catch the buyer’s attention.Another essential part we take seriously into account is utilitarian packaging quality, to keep your products without damages and easy to use.With a team of 100+ Designers, we offer you complete end to end solutions right from Packaging to Image editing services. 

Package Design ; - 
[image: image6.jpg]PACKAGE DESIGN

Master Artwork Creation

‘The concept design from creative Agency is converted to a Master
design file which becomes the base artwork for adapting onto a
different pack format, sizes, variants and localization for multiple:
markets.

The integration process is a crucial stage and our expert team
manages this task by ensuring adaptive designs are in compliance
to Brand Guidelines, legal and global regulations.

Reprography

AMastery service that delivers high resolution fles for different
Print Processes and standards.

Our team has serviced many brands and drives that expertise to
transform artwork into quality print ready files.

Artwork Roll outs

‘The technical expanse of designers allows to go beyond not just
specifications but compose the artwork to maintain brand values
and consistency across all variants and sizes.

We bring in our efforts to execute the artwork on time, on budget

and on quality aligning to the tangible strategic pathways of your
brand.

Pack shots

We don't just create, but transform the artwork ta reality that
helps in design decision.

Our expert professionals reproduce your products in a digital
environment as 2D / 3D renders to effectively display on your
eCommerce / retailer site.

Our renders are fully interactive and best fit for your Advertising
and Marketing Campaigns.



 

IMAGE EDITING 

We create product images that sell. We have helped over 2000 online retailers with their image needs. Expertise in Clipping Paths, Background Removal, Masking, Retouching, Color Correction and image editing services. 

Industries We Serve 
eCommerce & Online Retailers 

Clothing & Accessories 

Jewellery & Watches 

Fashion & Handbags 

Furniture, Home & Kitchen 

And many more 
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REGISTERED DETAILS - BRADMAN DESIGN AND TECHNOLOGIES 
PRIVATE LIMITED 

CIN 
U72501TN2016PTC112055 

INCORPORATION DATE / AGE 
19 August, 2016 / 8 yrs 

LAST REPORTED AGM DATE 
30 November, 2021 

AUTHORIZED CAPITAL 
INR 1.0 Lacs 

PAIDUP CAPITAL 
INR 1.0 Lacs 

INDUSTRY* 
Computer Related Services 

TYPE 
Unlisted Private Company 

CATEGORY 
Company limited by Shares 

SUBCATEGORY 
Non-govt company 

REGISTERED ADDRESS 
31/22, Victoria Crescent Road, Egmore 

Chennai, Chennai - 600008 Tamil Nadu – India. 

1.4 NEED OF THE STUDY 

Policies encourage consistency and foster a cohesive environment whereby accomplishing multiple tasks. They help employees stay on track and companies reach their goals while avoiding unwanted occurrences. Policies provide guidance, consistency, accountability, efficiency, and clarity on how an organization operates. Furthermore, these strategies provide instruction on how staff are expected to operate. 

1.5 OBJECTIVES OF THE STUDY 
PRIMARYOBJECTIVE 
A Study on functions and policies followed in an organizations 

SECONDARY OBJECTIVE 
To identify key functions of the organizations, understanding how they contribute to overall operations and effectiveness. 

To evaluate existing organizational policies assessing the identify gaps, or areas needing improvement in policy implementation. 

To assess policy impact on organizational performance analysing on how organizational policies influence key performance indicators such as productivity, efficiency, employee satisfaction, and financial outcomes. 

1.6 SCOPE OF THE STUDY 
It should cover all the aspects of business. 

It includes the functions and responsibility of employees. 

Deal with determination of future course of action. 

Involves a choice of purpose and defining the needs. 

Include the resources by the help of which organization can achieve its goal. 

1.7 REVIEW OF LITERATURE 
Hadji, S., et.al (2022),. Diagnosing of human resource performance management based on lack of ambidextrous learning themes: a case study of public Iranian banking system. International Journal of Ethics and Systems, ahead-of-p(ahead-of-print). With drastic changes in the external environment, many organizations today cannot continue their activities and create sustainability in achieving long-term goals without having carefully designed and coordinated systems with each other. The human resource performance management system is considered as one of the most important process pillars of any organization that without any specific strategic mechanism, such as inclusive learning, faces challenges and harmful conflicts. The purpose of this study is to diagnose human resource performance management based on the lack of ambidextrous learning themes in the banking system. Design/methodology/approach - In this study, theoretical screening based on similar research was used to identify the components (diagnosing of human resource performance management) and research propositions (ambidextrous learning themes). Then, Delphi analysis was used to determine the reliability of research components and propositions by the participation of 13 management specialists and experts. 

Aydogan, E. and Arslan, Ö. (2021), “HRM practices and organizational commitment link: Maritime scope”, International Journal of Organizational Analysis, This study aims to determine the dimensions of HR Practices and Policies contained in various previous literatures. Journal analysis was carried out using a systematic literature review (SLR) method obtained from Scopus in 2016-2021 following inclusion and exclusion criteria with the keywords HR Policies and Practices in order to obtain 15 journals. The journal articles obtained related to HRM practices and policies were found with various specific topics ranging from age-related HRM, Green HRM, hospitality HRM, Austerity HRM, Gen-Z HRM, Health Workers HRM, HRM Strategy, SR-HRM, Promoting Women to seniors. and HRM in the University. There are various dimensions of HR Practices and Policies categorized on macro, meso and micro measures. Most of the research methods used in the article are qualitative. For future researchers, it is expected to combine quantitative and qualitative approaches to make it more comprehensive with a wider research sample. 

Ahmed, R., & Philbin, S. P. (2021), Systematic literature review of project manager’s leadership competencies. Over the last few decades, a large number of research studies have been carried out on project manager’s leadership competencies. However, systematic literature reviews are still scarce in the project management literature. Therefore, the purpose of this article is to conduct a systematic literature review on project manager’s leadership competencies based on published empirical research studies. 

Boehm, S. A., et.al, (2021), Age-Related Human Resource Management Policies and Practices: Antecedents, Outcomes, and Conceptualizations. Work, Aging and Retirement, 7(4), 257–272. Due to the demographic change in age, societies, firms, and individuals struggle with the need to postpone retirement while keeping up motivation, performance, and health throughout employees’ working life. Organizations, and specifically the Human Resource Management (HRM) practices they design and implement, take a central role in this process. 

Bagader, A., &Adelhadi, A. (2021), The need to implement green human resource management policies and practice in construction industries. Topic of green human resources management policies and practices. The selection of this topic is to emphasize the importance of sustainability at human resource management and the need to use the green human resource management in the construction industry. Recent changes in the business world as increased attention on environmental concerns of organizations. In the 21st century, companies are intended to give importance to climate changes and other socialenvironmental concerns. The harmful environmental impact such as increasing carbon and pollution in society requires responsible actions of companies to control their negative impact on society. Other than chemical waste and operational pollution, there are some social factors as well such as concerns with environmental management. 

Kelana(2021),The Effect of HR Sustainability Practice To HR Policy at SMEs Manufacturing in Malaysia. Academy of Entrepreneurship Journal, vol. 27(SpecialIssue 2), 1–5. This article was published to discuss the impact of the implementation of sustainability practices of human resource to human resource policies conceptually through discussions of previous studies. In addition, this article also presents the results of SEM analysis gained from questionnaires to answer the research objective which is “To study the significant effects of human resource sustainability practices and Human 

Resource policies” as an empirical evidence. Based on the results, only three human resource sustainability practices have significant impacts on human resource policy including career development, facilities and welfare and personal flexibility. 

Niati, D. R., Siregar, Z. M. E., &Prayoga, Y. (2021), The Effect of Training on Work Performance and Career Development: The Role of Motivation as Intervening 

Variable. Budapest International Research and Critics Institute (BIRCI-Journal): 

Humanities and Social Sciences, 4(2), 2385–2393. https://doi.org/10.33258/birci.v4i2.1940

HYPERLINK "https://doi.org/10.33258/birci.v4i2.1940" \h. This study aims to determine the effect of training on work performance and career development by mediating work motivation. Respondents in this study were employees of PT. Asam Jawa in South Labuhanbatu Regency, amounting to 135 employees. Collecting data in this study using a questionnaire. The process of distributing questionnaires was carried out via online (Google form). The collected data is processed using path analysis using Amos Software Version 23. The results showed that training and motivation can improve job performance.  Training, motivation, and job performance can improve career development of employees at work. It is recommended to improve training program, motivation and work performance of employess. For further research, we suggest to increase the population and variables in order to get better results. 

Serafini &Szamosi. (2021), Variations and differences in the application of HR policies. In this study, we explore how, and to what extent, home country effects on HR practice in hotel industry MNEs might diminish when host country institutional mediation is weak or uneven. This study centres on the case of luxury hotel chain subsidiaries of a US multinational firm operating across advanced coordinated and transitional periphery economies. It focuses on employee resourcing, training, reward and performance management practices, and draws on in-depth interviews, participant observation and document analysis thereby enabling triangulation of results. 

Tsymbaliuk, et.al,. (2021), Green human resource management policies and practices in Ukraine. IOP Conference Series: Earth and Environmental Science, Vol. 915(1). The main purpose of the study is to assess the development and implementation of GHRM policies and identify prospects for the dissemination of GHRM practices in Ukraine. The results of the survey confirmed the working hypotheses: the practice of developing GHRM policies in Ukraine has not become widespread and there are no effective mechanisms for implementing GHRM policies. The research showed the average level of respondents’ assessment of their awareness of GHRM practices. 

Aggarwal, et.al. (2020), Gen Z entering the workforce: Restructuring HR policies and practices for fostering the task performance and organizational commitment. Generation Z, the youngest generation is steadily entering the workforce with an entirely unique perspective on careers and workplace norms. Employers need to embrace this generation cohort and use their strengths while providing meaningful work. In this regard, the paper aims to examine the influence of HR policies and practices on Generation Z, toward job satisfaction using the attraction-selection-attrition (ASA) theory and selfdetermination theory (SDT). Incorporating structural equation modeling, on a sample of 493 Generation Z employees, this paper came up with findings that flexible work practices, reward and recognition, compensation and benefits, feedback-seeking behavior and volunteering work positively influence Gen Z. In addition , this paper also reveals that job satisfaction mediates the relationship between HR practices, task performance, and affective organizational commitment. 

Gaffar, V, (2020), This study aims to determine the dimensions of HR Practices and Policies contained in various previous literatures. Journal analysis was carried out using a systematic literature review (SLR) method. The journal articles obtained related to HRM practices and policies were found with various specific topics ranging from agerelated HRM, Green HRM, hospitality HRM, Austerity HRM, Gen-Z HRM, Health Workers HRM, HRM Strategy, SR-HRM, Promoting Women to seniors. and HRM in the University. There are various dimensions of HR Practices and Policies categorized on macro, meso and micro measures. Most of the research methods used in the article are qualitative. For future researchers, it is expected to combine quantitative and qualitative approaches to make it more comprehensive with a wider research sample. 

Paraschi, & Georgopoulos, A. (2020), Austerity HRM practices, work deterioration and possible recovery policies: A cross-European survey in the airport workplace. Economic and Industrial Democracy, Vol. 41(4), hlm. 860–886. This study investigates the austerity HRM practices implemented in European airports during the economic crisis, the subsequent deterioration of working conditions and possible recovery policies. The survey results indicate that austerity HRM practices, especially work flexibility, increased workload and workplace discrimination, are strongly and positively correlated with work deterioration. Moreover, the impact of the crisis is not homogeneous across airports, since public airports and those located in South European regions and in countries displaying a high Economic Crisis Index suffer the most. Notwithstanding, a combination of micro-, meso - and macro -policies has the potential to alleviate the detrimental effects of the crisis on airport workplaces. 

Shah, M. M., et al. (2020), The Development Impact of PT. Medco E & P Malaka on Economic Aspects in East Aceh Regency. Budapest International Research and Critics Institute-Journal (BIRCI-Journal) Volume 3, No 1, Page: 276-286. Development basically aims to realize prosperity for the community. Development can be done by implementing in various forms of programs. Development that uses human resources and high technology to process natural resources that can be utilized for human life, one of which is the development of oil and gas exploration block A area of PT. Medco E & P Malaka in Indra Makmur Sub-district. This activity is expected to provide positive benefits for the welfare of the people around the exploration activities. 

Onnis, L. ann. (2019), Human resource management policy choices, management practices and health workforce sustainability: remote Australian perspectives. Asia Pacific Journal of Human Resources, Vol. 57(1), hlm. 3–23. The challenges for health professionals working in remote regions are diverse, particularly where voluntary turnover is high. This study examined the influence of management practices on workforce sustainability in remote regions of northern Australia using human resource management (HRM) policy choices. In this study, 24 semi-structured interviews with HR managers, health professionals and health managers revealed that the impact of HRM policy choices on remote workforce sustainability is significantly influenced by management practices. The emergent themes depict work environments where ineffective management practices for recruitment, remuneration, resourcing and relationships have profound consequences. 

Barrena-Martínez, et.al (2019), Towards a configuration of socially responsible human resource management policies and practices. The integration of socially responsible behaviour has become a strategic priority for companies in recent years. Academic contributions that merge the fields of corporate social responsibility (CSR) and human resource management (HRM) have been expanding, demonstrating a broad sweep of benefits reflected in greater levels of commitment, motivation, and performance by employees. However, little has been clarified about what academics and business management understand to be a configuration of socially responsible human resource management (SR-HRM) practices. 

Khan, Rasli, & Qureshi. (2017), Greening human resource management: A review policies and practices. Advanced Science Letters, Vol. 23(9), hlm. 8934–8938. The awareness of Green Human Resource Management (GHRM) practices has been phenomenally increased among Different stakeholders like management researchers, practitioners, governments, corporate world including business executives and consumers. A review of the literature shows that the concept of GHRM has gained significant attention from research scholars in recent years. Since the corporate world has experienced a shift from traditional HRM practices to go green by integrating environmental aspects into HRM practices. GHRM practices have become a key tool for the green organizations. This research study presents an integrative view of the literature about GHRM practices mainly including Green recruitment, training and development, performance appraisal, compensation and employee’ relation along with Green policies. Lastly the research provides comprehensive insight that organizations should translate Green HRM policy into practice to achieve sustainability agenda. In addition, the paper provides some GHRM initiatives for Green organizations. 

DeNisi, & Murphy. (2017), “Performance appraisal and performance management: 100 years of progress?”, Journal ofApplied Psychology, Vol. 102 No. 3, p. 421. We review 100 years of research on performance appraisal and performance management, highlighting the articles published in JAP, but including significant work from other journals as well. We discuss trends in eight substantive areas: (1) scale formats, (2) criteria for evaluating ratings, (3) training, (4) reactions to appraisal, (5) purpose of rating, (6) rating sources, (7) demographic differences in ratings, and (8) cognitive processes, and discuss what we have learned from research in each area. We also focus on trends during the heyday of performance appraisal research in JAP (1970-2000), noting which were more productive and which potentially hampered progress. Our overall conclusion is that JAP’s role in this literature has not been to propose models and new ideas, but has been primarily to test ideas and models proposed elsewhere. Nonetheless, we conclude that the papers published in JAP made important contribution to the filed by addressing many of the critical questions raised by others. We also suggest several areas for future research, especially research focusing on performance management.  

Crimmins, G. (2017), Feedback from the coal-face: how the lived experience of women casual academics can inform human resources and academic development policy and practice. International Journal for Academic Development, 22(1), 7–18. This article discusses how a performed drama based on a narrative inquiry into the lived experience of women casual academics in Australian universities is understood by an audience. The audience, principally comprised of casual and ongoing academics, described the drama as authentic and personally recognised many of the main scenarios and preoccupations represented. In particular, they identified that the drama’s re-presentation of casual academics’ feelings of insecurity, precarious collegial relationships, and a lack of belonging and voice strongly resonated with them. 

Biswas, K., et.al,. (2017). A mediated model of the effects of human resource management policies and practices on the intention to promote women: An investigation of the theory of planned behaviour. International Journal of Human Resource Management, 28(9), 1309–1331. This study investigates the role of supportive human resource management policies and practices in senior HR managers’ intention to promote women to senior management positions. Based on the theory of planned behaviour, we argue a model in which supportive HR policies and practices affect managers’ attitudes towards the promotion of women to senior positions and their perception of organisational norms and control over the decision. We employ partial least squares based structural equation modelling to investigate data from a sample of 183 firms in Bangladesh. Our results support the utility of the theory of planned behaviour in understanding the positive effects of HR practices on the intent of senior managers to promote women. 

Barrena-Martínez, et.al, (2017), Socially responsible human resource policies and practices: Academic and professional validation. European Research on Management and Business Economics, 23(1), 55–61. This article addresses the measurement and validation of socially responsible human resource policies from academic and professional points of view. Corporate Social Responsibility (CSR) has made great progress in recent years in the theoretical realm, showing its importance through different perspectives such as the institutional theory, the stakeholder approach, the theory of legitimacy, and the process of shared value. However, from an empirical standpoint, more research is needed to provide new indicators and evidence of testing socially responsible policies on business performance. 

Upamanyu, &Shivnani, T. (2016), HR policies and practices: A study of Hotel Sarovar Portico and Hotel Fortune Select Metropolitan of Jaipur city. International Journal of Applied Business and Economic Research, Vol.14(No. 12), hlm. 8399–8407. Hotel industry which is a part of service industry, where guest experience and satisfaction is most important, is one of the major sectors of generating revenue for the country. Guest satisfaction increases business of the hotels. Guest satisfaction comes from the satisfied employees of the hotel. Well drafted and easy to understand HR policies and practices make the Hotel employees to work in a secure environment in terms of clarity of job benefits and that ultimately results in revenue generation for the Hotel. The main aim of this study is to identify the various HRM policies & practices at Hotel Sarovar Portico, and Hotel Fortune Select Metropolitan in Jaipur city of Rajasthan. 

1.8 RESEARCH  METHODOLOGY 

MEANING OF RESEARCH: 
Systematic investigative process employed to increase or revise current knowledge by discovering new facts. It is divided into two general categories: Basic research is inquiry aim increasing scientific knowledge, and applied research is effort aimed at using basic research for solving problems or developing new processes, products, or techniques. Research refers to a search for knowledge. It can also be given as a scientific and systematic search for pertinent information on a specific topic. In fact research is an art of scientific investigation. The Advanced Learner‟s Dictionary of current English lays down the meaning of research as “a careful investigation or inquiry especially through search for new facts in any branch of knowledge.” Some people consider research as a movement from the known to the unknown. It is actually a voyage of discovery. 

RESEARCH METHOD: 
Research method is those techniques that are used for condition of research. 

RESEARCH METHODOLOGY: 
Research methodology is a way to systematically solve the research problem. It may be understood as a science of studying how research is done scientifically. In this study the various steps that are generally adopted by a researcher in studying the research problem along with the logic behind him. 

RESEARCH DESIGN: 
Research Design is defined as the “arrangement of conditions for collection and analysis of data in a manner that aims to combine relevance to the research purpose with economy in procedure”. 

RESEARCH DESIGN: 
1. Descriptive 
The research design followed for the study is descriptive type of research. It is typically concerned with determining the frequency with which something occurs or how two variables 25 vary together. Descriptive research studies are those studies which are concerned with the characteristics of a particular individual, or of a group. 

SAMPLING: 
Sampling is a process used in statistical analysis in which a pre-determine 

number of observation are taken from a larger population. 

SAMPLING DESIGN: 
A sample design is a finite plan for obtaining a sample from a given population. 

POPULATION: 
The Employees of “BRADMAN DESIGN AND TECHNOLOGIES PVT LTD” Chennai constitute the work place of the study. The employees of the company are 310, and it forms the work place for the present study. 

SAMPLE SIZE: 
Number of the sampling units selected from the population is called the size of the sample. Sample of 200 respondents were obtained from the population. 

SAMPLING TECHNIQUES: 
Probability Sampling 

Non-Probability Sampling 

The techniques adopted in the present study is probability sampling, which is also know as chance sampling. Under this sampling design, every item of the frame has an equal chance of inclusion in the sample. Under probability sampling, stratified random sampling is used for this study. 

HYPOTHESIS: 
It is a statement about the population parameter. In other words, a hypothesis is a conclusion which is tentatively drawn on logical basis. 

H0: 
There is no significant difference between two attributes(NULL HYPOTHESIS) 

H1: 
There is a significant difference between two attributes (ALTERNATE HYPOTHESIS) 

1.9 LIMITATION OF THE STUDY 

One of the disadvantages of organizational policies is that the rigid nature of business rules and regulations can make it difficult for you to implement changes. By their nature, business rules tend to be inflexible and binary, which creates a rigid framework for your employees. 

Inadequate Coverage- Time Period 

Limited Zone 

CHAPTER-2 
DATA ANALYSIS AND  INTERPRETATION 
2.1 DATA ANALYSIS AND INTEREPRETATION 
PERCETAGE ANALYSIS 

Table-2.1 Table showing age of the respondent. 
	SL.NO 
	Age of the respondent 
	No of the respondent 
	Percentage of the 
respondent 

	1 
	18-24 
	100 
	50% 

	2 
	25-35 
	63.2 
	31.60% 

	3 
	above 40 
	36.8 
	18.40% 

	 
	 
	200 
	100% 


INTERPRETATION: 
Out of the respondents, 50% are between 18-24 years, 31.60% are between 25-35 years, 18.40% are between above 40 years. 

Chart No: 2.1(a) chart showing age of the respondents

 SHAPE  \* MERGEFORMAT 



Table-2.2 Table Showing gender of the respondent 
	SL.NO 
	Gender of Response 
	No of the respondent 
	Percentage of the respondent 

	1 
	Male 
	121 
	61% 

	2 
	Female 
	79 
	39.50% 

	 
	 
	200 
	100% 


INTERPRETATION: 
Out of the  respondents,60.50% are male, and 39.50% are female 

Chart no:2.2(a)  chart showing gender of the respondents 
 SHAPE  \* MERGEFORMAT 



Table-2.3 Table Showing Education Qualification of the respondents 
	SL.NO 
	Education Qualification of the respondents 
	No of the respondent 
	Percentage of the respondent 

	1 
	10th 
	16.2 
	8.10% 

	2 
	12th 
	27 
	13.50% 

	3 
	UG 
	75.6 
	37.80% 

	4 
	PG 
	81 
	40.50% 

	 
	 
	200 
	100% 


INTERPRETATION: 
Out of the respondents 8.10% are 10th,13.50% are 12th,37.80% are ug,40.50% are pg 

Chart no:2.3(a) Chart Showing education qualification of the respondents 
 SHAPE  \* MERGEFORMAT 



Table-2.4 Table showing the salary of the respondents 
	SL.NO 
	Salary of the respondents 
	No of the respondent 
	Percentage of the respondent 

	1 
	10000-20000 
	47.4 
	23.70% 

	2 
	20000-30000 
	0 
	0.00% 

	3 
	30000-40000 
	31.6 
	15.80% 

	4 
	40000 Above 
	110.6 
	55.30% 

	 
	 
	200 
	100% 


INTERPRETATION: 
OUT OF THE RESPONDENTS 23.70% are getting 10000-20000,15.80% are getting 30000-40000,and 55.30% are getting 40000 above 

Chart No:2.4(a) Chart showing salary of the respondents 
 SHAPE  \* MERGEFORMAT 



Table-2.5 Table showing the experience of the respondents 

	SL.NO 
	Experience  of the respondents 
	No of the respondent 
	Percentage of the respondent 

	1 
	5 YEARS 
	57.8 
	28.90% 

	2 
	5-10 YEARS 
	52.6 
	26.30% 

	3 
	10-15 YEARS 
	57.8 
	28.90% 

	4 
	15-20 YEARS 
	31.6 
	15.80% 

	 
	 
	200 
	100.00% 


INTERPRETATION: 
Out out of the respondents 28.90% are having 5 years of experience,26.30% are 5-10years of experience,28.90% are 10-15years of experience and 15.80% are 15-20  years of  experience. 

Chart No:2.5(a) Chart Showing experience of the respondents 

 SHAPE  \* MERGEFORMAT 



Table-2.6 Table showing the   awareness  of all the HR policies in  company 

	SL.NO 
	aware of all the HR policies in your company 
	No of the respondent 
	Percentage of the respondent 

	1 
	Excellent 
	52.6 
	26.30% 

	2 
	Very good 
	105.2 
	52.60% 

	3 
	Neutral 
	42.38 
	21.19% 

	4 
	Bad 
	0 
	0.00% 

	5 
	Good 
	0 
	0.00% 

	 
	 
	200 
	100.00% 


INTERPRETATION: 
OUT OF THE Respondents 26.30% selected excellent, 52.60% are selected very good, 21.10% are selects neutral 

Chart No;2.6 (a) Chart showing the  are you aware of all the HR policies in your company 
 SHAPE  \* MERGEFORMAT 



Table -2.7 Table Showing  information about the policies disseminated 

	SL.NO 
	information about the 
policies disseminated 
	No of the respondent 
	Percentage of the respondent 

	1 
	Excellent 
	55.6 
	27.80% 

	2 
	Very good 
	61.2 
	30.60% 

	3 
	Neutral 
	66.6 
	33.30% 

	4 
	Bad 
	16.6 
	8.30% 

	5 
	Good 
	0 
	0.00% 

	 
	 
	200 
	100.00% 


INTERPRETATION: 
OUT of the respondents 27.80% are selected excellent,30.60% are selected very good,33.30% are selected neutral and 8.30% are selected bad 

Chart No:2.7(a) Chart Showing information about the policies disseminated 

 SHAPE  \* MERGEFORMAT 



Table 2.8 Table Showing effectiveness of  policies 

	SL.NO 
	Effectiveness of policies 
	No of the respondent 
	Percentage of the respondent 

	1 
	Excellent 
	43.2 
	21.60% 

	2 
	Very good 
	70.2 
	35.10% 

	3 
	Neutral 
	70.2 
	35.10% 

	4 
	Bad 
	16.2 
	8.10% 

	5 
	Good 
	0 
	0.00% 

	 
	 
	200 
	100.00% 


INTERPRETATION: 
Out of the respondents 21.60% are selected excellent,35.10% are selected very good,35.10% are selected neutral and 8.10% are selected bad 

Chart No:2.8(a) Chart  Showing effectiveness of  policies 

 SHAPE  \* MERGEFORMAT 



Table 2.9 Table Showing  HR policies well  enforced in  the company 

	SL.NO 
	HR policies well  
enforced in  the 
company 
	No of the respondent 
	Percentage of the respondent 

	1 
	Excellent 
	70.2 
	35.10% 

	2 
	Very good 
	75.6 
	37.80% 

	3 
	Neutral 
	49.6 
	24.80% 

	4 
	Bad 
	0 
	0.00% 

	5 
	Good 
	0 
	0.00% 

	 
	 
	200 
	100.00% 


INTERPRETATION: 
Out of the respondents 35.10% are selected excellent,37.80% are selected very good,24.80% are selected neutral. 

Chart No:2.9(a) Chart  Showing   HR policies  well enforced in  the  company 

 SHAPE  \* MERGEFORMAT 



Table 2.10- Table Showing the   employee  enforcing  these policies 

	SL.NO 
	Employee enforcing these policies 
	No of the respondent 
	Percentage of the respondent 

	1 
	Excellent 
	93.2 
	46.60% 

	2 
	Very good 
	59.4 
	29.70% 

	3 
	Neutral 
	37.8 
	18.90% 

	4 
	Bad 
	0 
	0.00% 

	5 
	Good 
	0 
	0.00% 

	 
	 
	200 
	100.00% 


INTERPRETATION: 
Out of the respondents 46.60% are managers,29.70% are supervisors,18.90% are upper management 

Chart No:2.10(a) Chart Showing  the  employee enforcing these policies

 SHAPE  \* MERGEFORMAT 



Table 2.11- Table Showing employee  witnessed  policy  violation 
	SL.NO 
	Employee witnessed  policy violation 
	No of the respondent 
	Percentage of the respondent 

	1 
	YES 
	129.8 
	64.90% 

	2  
	NO  
	70.2 
	35.10% 

	
	
	200 
	100.00% 


INTERPRETATION: 
Out of the respondents 64.90% are saying yes and 35.1% are saying no 

Chart No: 2.11(a) Chart  Showing  employee witnessed  policy violation 
 SHAPE  \* MERGEFORMAT 



Table 2.12- Table Showing  HR policies positively impacts our work life

	SL.NO 
	HR policies positively impacts our work life 
	No of the respondent 
	Percentage of the respondent 

	1 
	Excellent 
	64.8 
	32.40% 

	2 
	Very good 
	81 
	40.50% 

	3 
	Neutral 
	54 
	27.00% 

	4 
	Bad 
	0 
	0.00% 

	5 
	Good 
	0 
	0.00% 

	 
	 
	200 
	100.00% 


INTERPRETATION: 
Out of the respondents 32.40%  are selected excellent,40.50% are selected very good and 27% are selected neutral 

Chart No: 2.12(a) Chart  Showing  HR policies positively impacts our work life 
 SHAPE  \* MERGEFORMAT 



Table 2.13- Table Showing  Satisfaction  with the company’s HR policies

	SL.NO 
	Satisfaction  with 
the company’s HR 
policies 
	No of the respondent 
	Percentage of the respondent 

	1 
	Excellent 
	44.4 
	22.20% 

	2 
	Very good 
	83.4 
	41.70% 

	3 
	Neutral 
	44.4 
	22.20% 

	4 
	Bad 
	0 
	0.00% 

	5 
	Good 
	0 
	0.00% 

	 
	 
	200 
	100.00% 


INTERPRETATION: 
Out of the respondents 22.20% are selected excellent,41.7% are selected very good and 22.20% are selected neutral 

Chart No:2.13(a) Chart  Showing  Satisfied with the company’s HR policies 

 SHAPE  \* MERGEFORMAT 



Table 2.14 Table Showing Accepting that the policies need to be updated

	SL.NO 
	Accepting that the policies need to be updated 
	No of the respondent 
	Percentage of the respondent 

	1 
	Excellent 
	59.4 
	29.70% 

	2 
	Very good 
	86.4 
	43.20% 

	3 
	Neutral 
	48.6 
	24.30% 

	4 
	Bad 
	0 
	0.00% 

	5 
	Good 
	0 
	0.00% 

	 
	 
	200 
	100.00% 


INTERPRETATION: 
Out of the respondents 29.70% are selected excellent,443.20% are selected very good and 24.30% are selected neutral 

Chart No:2.14(a) Chart  Showing Accepting that the policies need to be updated 
 SHAPE  \* MERGEFORMAT 



Table 2.15 – Table Showing Rate the clearness of the vision of the company 

	SL.NO 
	RATE THE CLEARNESS OF 
THE VISION OF THE 
COMPANY 
	No of the respondent 
	Percentage of the respondent 

	1 
	Excellent 
	21.6 
	10.80% 

	2 
	Very good 
	59.4 
	29.70% 

	3 
	Neutral 
	86.4 
	43.20% 

	4 
	Bad 
	32.4 
	16.20% 

	5 
	Good 
	0 
	0.00% 

	 
	 
	200 
	100.00% 


INTERPRETATION: 
Out of the respondents 0-25% are giving 10.80%,25-50% are giving 29.70%,50-75% are giving 43.20% and 75-100% are giving 16.20%. 

Chart No:2.15(a) Chart  Showing rate the clearness of the vision of the company 
 SHAPE  \* MERGEFORMAT 



Table 2.16- Table Showing Is the employee's  right guide available to those who need it 

	SL.NO 
	employee's  right guide available 
	No of the respondent 
	percentage of the respondent 

	1 
	0-25% 
	16.2 
	8.10% 

	2 
	25-50% 
	54 
	27% 

	3 
	50-75% 
	81 
	40.50% 

	4 
	75-100% 
	48.6 
	24.30% 

	 
	 
	200 
	100.00% 


INTERPRETATION: 
Out of the respondents 8.10% have upto 25% right guide,27% have upto 50% right guide, 40.5% have upto 75% right guide and 24.3% have 100% right guide. 

Chart No:2.16(a) Chart  Showing Is the employee's  right guide available to those who need it 

 SHAPE  \* MERGEFORMAT 



Table 2.17- Table Showing Rate satisfaction towards the organization 's policy 
	SL.NO 
	Rate satisfaction towards the 
organization’s policy 
	No of the respondent 
	percentage of the respondent 

	1 
	Excellent 
	32.4 
	16.20% 

	2 
	Good 
	75.6 
	37.80% 

	3 
	Neutral 
	43.2 
	21.60% 

	4 
	bad 
	32.4 
	16.20% 

	5 
	Very bad 
	0 
	0% 

	 
	 
	200 
	100% 


INTERPRETATION: 
Out of the respondents 16.20% are having 0-25%,17.80% are having 2550%,21.60% are having 50-75% and 16.20% are having 75-100% 

Chart No: Chart 2.17(a) Chart  Showing  Rate satisfaction  towards the organization 's policy 
 SHAPE  \* MERGEFORMAT 



Table 2.18-Table Showing   company business policy must be treated in a proper manner 

	SL.NO 
	company business 
policy must be treated in a proper manner 
	No of the respondent 
	Percentage of the respondent 

	1 
	Excellent 
	27 
	13.50% 

	2 
	Very good 
	59.4 
	29.70% 

	3 
	Neutral 
	64.8 
	32.40% 

	4 
	Bad 
	48.6 
	24.30% 

	5 
	Good 
	0 
	0.00% 

	 
	 
	200 
	100.00% 


INTERPRETATION: 
Out of the respondents 13.50% are strongly agree,29.70% are disagree,32.40% are neutral and 24.30% strongly disagree 

Chart No:2.18-Chart  Showing  In your company business policy must be treated in a proper manner 

 SHAPE  \* MERGEFORMAT 



Table 2.19-Table Showing Our organization compelling the employee to better perform 

	SL.NO 
	Our organization compelling the 
employee to better perform 
	No of the respondent 
	Percentage of the respondent 

	1 
	Excellent 
	37.8 
	18.90% 

	2 
	Very good 
	43.2 
	21.60% 

	3 
	Neutral 
	81 
	40.50% 

	4 
	Bad 
	37.8 
	18.90% 

	5 
	Good 
	0 
	0.00% 

	 
	 
	200 
	100.00% 


INTERPRETATION: 
Out of respondents 18.9% agrees strongly agree, 21.60% disagree, 40.5% selected neutral and 18.9% disagrees strongly. 

Chart No: 2.19(a) Chart Showing  Our organization compelling the employee to better perform 
 SHAPE  \* MERGEFORMAT 



Table 2.20- Table showing the acceptance towards the companys  business policy 
	SL.NO 
	acceptance towards the companys business 
policy 
	No of the respondent 
	percentage of the respondent 

	1 
	0-25% 
	42.2 
	21.10% 

	2 
	25-50% 
	36.8 
	18.40% 

	3 
	50-75% 
	79 
	39.50% 

	4 
	75-100% 
	42.2 
	21.10% 

	 
	 
	200 
	100.00% 

 


INTERPRETATION: 
Out of the respondents, 21.1% have 25% acceptance, 18.4% have 50% acceptance, 39.5% have 75% acceptance and 21.1% have upto 100% acceptance. 

Chart No: 2.20(a) Chart  showing the acceptance towards the companys business policy 

 SHAPE  \* MERGEFORMAT 



NULL HYPOTHESIS(H0): There is no significant difference between Organization's policy treated in a proper manner and Acceptance towards organization's business policy  to the organization. 

ALTERNATIVE HYPOTHESIS(H1): There is a significant difference between 

Organization's policy treated in a proper manner and Acceptance towards organization's business policy  to the organization. 

	
	Correlations 
	

	 
	
	Organization's policy treated in a proper manner 
	Acceptance towards organization's business policy 

	Organization's policy treated in a proper manner 
	Pearson Correlation 
	1 
	-.131 

	
	Sig. (1-tailed) 
	 
	.342 

	
	N 
	200 
	200 

	Acceptance towards organization's business policy 
	Pearson Correlation 
	-.131 
	1 

	
	Sig. (1-tailed) 
	.342 
	 

	
	N 
	200 
	200 


	Confidence Intervals
	 

	 
	Pearson Correlation 
	Sig. (1-tailed) 
	95% Confidence Intervals (1tailed)a 

	
	
	
	Lower 
	Upper 

	Organization's policy treated in a proper manner - Acceptance towards organization's business policy 
	-.131 
	.342 
	-1.000 
	.394 

	a. Estimation is based on Fisher's r-to-z transformation. 
	


NULL HYPOTHESIS(H0): There is no significant difference between Organization's policy treated in a proper manner and Acceptance towards organization's business policy  to the organization. 

ALTERNATIVE HYPOTHESIS(H1): There is a significant difference between 

Organization's policy treated in a proper manner and Acceptance towards organization's business policy  to the organization. 

	
	
	Correlations 

	 
	
	
	Organization's policy treated 
in a proper manner 
	Acceptance towards organization's business policy 

	Spearman's rho 
	Organization's policy treated in a proper manner 
	Correlation Coefficient 
	1.000 
	-.077 

	
	
	Sig. (1-tailed) 
	. 
	.406 

	
	
	N 
	200 
	200 

	
	Acceptance towards organization's business policy 
	Correlation Coefficient 
	-.077 
	1.000 

	
	
	Sig. (1-tailed) 
	.406 
	. 

	
	
	N 
	200 
	200 


	Confidence Intervals of Spearman's rho 

	 
	Spearman's rho 
	Significanc e(1-tailed) 
	95% Confidence Intervals (1tailed)a,b 

	
	
	
	Lower 
	Upper 

	Organization's policy treated in a proper manner - Acceptance towards organization's business policy 
	-.077 
	.406 
	-1.000 
	.452 

	a. Estimation is based on Fisher's r-to-z transformation. 

	b. Estimation of standard error is based on the formula proposed by Fieller, Hartley, and Pearson. 


NULL HYPOTHESIS(H0): There is no significant difference between Organization's policy treated in a proper manner and Acceptance towards organization's business policy  to the organization. 

ALTERNATIVE HYPOTHESIS(H1): There is a significant difference between 

Organization's policy treated in a proper manner and Acceptance towards organization's business policy  to the organization. 

	
	Correlations 
	

	 
	
	Organization's policy treated in a proper manner 
	Acceptance towards organization's business 
policy 

	Organization's policy treated in a proper 
manner 
	Pearson 
Correlation 
	1 
	.131 

	
	Sig. (2-tailed) 
	 
	.685 

	
	N 
	200 
	200 

	Acceptance towards organization's business policy 
	Pearson 
Correlation 
	.131 
	1 

	
	Sig. (2-tailed) 
	.685 
	 

	
	N 
	200 
	200 


	Confidence Intervals 

	 
	Pearson Correlation 
	Sig. (2tailed) 
	95% Confidence Intervals (2tailed)a 

	
	
	
	Lower 
	Upper 

	Organization's policy treated in a proper manner - Acceptance towards organization's business policy 
	-.131 
	.685 
	-.656 
	.479 

	a. Estimation is based on Fisher's r-to-z transformation. 


Correlations 
	 
	
	
	Organization's policy treated 
in a proper manner 
	Acceptance towards organization's business policy 

	Spearman's rho 
	Organization's policy treated in a proper manner 
	Correlation Coefficient 
	1.000 
	-.077 

	
	
	Sig. (2-tailed) 
	. 
	.812 

	
	
	N 
	200 
	200 

	
	Acceptance towards organization's business policy 
	Correlation Coefficient 
	-.077 
	1.000 

	
	
	Sig. (2-tailed) 
	.812 
	. 

	
	
	N 
	200 
	200 


	Confidence Intervals of Spearman's rho 

	 
	Spearman's rho 
	Significance(2 -tailed) 
	95% Confidence Intervals (2tailed)a,b 

	
	
	
	Lower 
	Upper 

	Organization's policy treated in a proper manner - Acceptance towards organization's business policy 
	-.077 
	.812 
	-.635 
	.534 

	a. Estimation is based on Fisher's r-to-z transformation. 

	b. Estimation of standard error is based on the formula proposed by Fieller, Hartley, and Pearson. 


CHI-SQUARE:  
Chi- Square test on Age of the respondents and Positive impact do the HR policies have on your Work life an major role in the organization: 

 NULL HYPOTHESIS(H0): There is no significant difference between age of the respondent and Positive impact do the HR policies have on your Work life an major role in the organization.  

ALTERNATIVE HYPOTHESIS(H1): There is a significant difference between age of the respondent and Positive impact do the HR policies have on your Work life an major role in the organization. 

Age of the respondent Age of the respondent 

	
	Descriptive Statistics 
	
	

	 
	N 
	Mean 
	Std. Deviation 
	Minimum 
	Maximum 

	Age of the respondent 
	200 
	2.00 
	.853 
	1 
	3 

	Positive impact do the HR policies have on your Work life 
	200 
	2.50 
	1.168 
	1 
	4 


INTERPRETATION: Here the significance was occurs and has a value 0.000 is less than 0.05. Hence H0 is rejected.  

RESULT: There is no significant difference between Age of the respondent and Positive impact do the HR policies have on your Work life in the organization.  

Frequencies 
	Age of the respondent 
	
	

	 
	Observed N 
	Expected N 
	Residual 

	18-24 
	90 
	88.0 
	-2.0 

	25-35 
	60 
	66.0 
	6.0 

	Above 40 
	50 
	55.0 
	5.0 

	Total 
	200 
	 
	 


INTERPRETATION: Here the significance was occurs and has a value 0.000 is less than 0.05. Hence H0 is rejected.  

RESULT: There is no significant difference between Age of the respondent and Positive impact do the HR policies have on your Work life in the organization.  

Competency mapping plays an major role in the organization 

	Positive impact do the HR policies have on your Work life 

	 
	Observed N 
	Expected N 
	Residual 

	Excellent 
	50 
	48.0 
	-2.0 

	Very good 
	60 
	70.0 
	10.0 

	Neutral 
	50 
	56.0 
	6.0 

	Bad 
	40 
	38.0 
	-2.0 

	Total 
	200 
	 
	 


	Test Statistics 
INTERPRETATION: Here the significance was occurs and has a value 0.000 is less than 0.05. Hence H0 is rejected.  

RESULT: There is no significant difference between Age of the respondent and Positive impact do the HR policies have on your Work life in the organization.  

Test Statistics 

	 
	Age of the respondent 
	Positive impact do the HR policies have on your Work life 

	Chi-Square 
	.000a 
	.000c 

	Df 
	2 
	3 

	Asymp. Sig. 
	1.000 
	1.000 

	Monte Carlo Sig. 
	Sig. 
	1.000b 
	1.000b 

	
	95% Confidence 
Interval 
	Lower Bound 
	.985 
	.985 

	
	
	Upper Bound 
	1.000 
	1.000 


ANOVA: 
ANOVA: ANOVA using Qualification and Aware of all HR polices in the competency mapping in the organization:  

NULL HYPOTHESIS(H0): There is no significant difference between Qualification and Qualification and Aware of all HR polices in the organisation. 

 ALTERNATIVE HYPOTHESIS(H1): There is significant difference between 

Qualification and Qualification and Aware of all HR polices in the organisation. 

STATISTICAL TEST: ONE-WAY ANOVA used as the above hypothesis. 
ANOVA Qualification and aware of all HR polices 

	
	Descriptive Statistics 
	

	 
	N 
	Minimum 
	Maximum 
	Mean 
	Std. Deviation 

	Qualification of the respondent 
	200 
	1 
	4 
	2.50 
	1.168 

	Respondents aware of all HR policies in the organization 
	200 
	1 
	4 
	2.50 
	1.168 

	Valid N (listwise) 
	200 
	 
	 
	 
	 


INTERPRETATION: Here the significance was occurs and has a value 0.000 is less than 

0.05. Hence H0 is rejected.  

RESULT: There is no significant difference between Age of the respondent and Positive impact do the HR policies have on your Work life in the organization.  

Oneway 
	Descriptives 
	

	Qualification of the respondent   
	

	 
	N 
	Mean 
	Std. Deviation 
	Std. Error 
	95% Confidence Interval for Mean 
	Minimum 
	Maximum 

	
	
	
	
	
	Lower Bound 
	Upper Bound 
	
	

	Excellent 
	50 
	1.00 
	.000 
	.000 
	1.00 
	1.00 
	1 
	1 

	Very good 
	90 
	2.00 
	.000 
	.000 
	2.00 
	2.00 
	2 
	2 

	Neutral 
	40 
	3.00 
	.000 
	.000 
	3.00 
	3.00 
	3 
	3 

	Bad 
	20 
	4.00 
	.000 
	.000 
	4.00 
	4.00 
	4 
	4 

	Total 
	200 
	2.50 
	1.168 
	.337 
	1.76 
	3.24 
	1 
	4 


	AN
	OVA 
	

	Qualification of the respondent   
	
	

	 
	Sum of Squares 
	df 
	Mean Square 

	Between Groups 
	15.000 
	3 
	5.000 

	Within Groups 
	.000 
	8 
	.000 

	Total 
	15.000 
	11 
	 


	
	Descriptive Statistics 
	
	

	 
	N 
	Minimum 
	Maximum 
	Mean 
	Std. Deviation 

	Acceptance towards organization's business policy 
	200 
	1 
	4 
	2.50 
	1.168 

	Organization's policy treated in a proper manner 
	200 
	1 
	5 
	2.75 
	1.485 

	Valid N (listwise) 
	200 
	 
	 
	 
	 


CHAPTER 3  
RESULTS OF THE STUDY  
3.1 FINDINGS 

We can find that the majority of respondents indicated that they are highly aware of all HR policies in their company. 

We can find that the respondents expressed a neutral opinion, indicating neither strong satisfaction nor dissatisfaction with the dissemination of policy information. 

We can find that the respondents rated the effectiveness as very good, suggesting a positive perception of the policies' ability to achieve their intended goals and objectives. 

We can find that the respondentsrated the enforcement of policies as very good, suggesting a positive perception of the company's efforts to uphold and apply HR policies consistently across the organization. 

We can find that the policies are enforced by the managers. This suggests that a significant portion of respondents perceive managers as playing a key role in ensuring policy compliance and adherence among employees. 

The majority of respondents (72.90%) provided positive ratings (excellent or very good) regarding the impact of HR policies on their work life, while a notable portion (27%) remained neutral. Notably, there were no respondents who rated the impact as bad, indicating a general satisfaction or lack of dissatisfaction with the influence of HR policies on their work life. 

We can find that the respondents provided positive ratings (excellent or very good) regarding their satisfaction with the company's HR policies. 

We can find that the data shows a varied level of cooperation towards the organization's policies among respondents, with a significant portion falling in the 25-50% range, followed by the 50-75% range. However, there is also a notable percentage of respondents with higher levels of cooperation (75-100%), suggesting a commitment to following organizational policies. 

We  can find majority of the respondents  enforced HR  policies in their company  70.2% of the respondents indicate s  excellent 75.6 of the respondents indicates  good  49.6 of the respondents indicates the neutral of tneir opinion  and no one of the respondents didn’t saying  their bad opinion. 

Most of the employees  enforcing  these policies  93.2 percentage of the respondents  saying excellent of their opinion and  59.4 percentage of the respondents saying  very good in their HR  policies  and  balance  employee saying neutral  of their opinion. 

Majority of the  employee  witnessed the policy violation  129.8   saying  yes and  70.2  are saying no on their opinions. 

We  can find most of the employees  HR policies positively impacts on the work life  64.8 percentage of the respondents saying  excellent in their  opinion  and 81 percentage of the respondents saying  very good in their opinions. 

We  can find most of the respondents  like 86.9 percentage of the employees  saying  excellent and very good in their overall positive  sentiment  and  lack of negative feedback from the employee and 22.2 percentage of the respondent saying   a significance room to improvement. 

Majority of the respondents  willingness to accept that the policies need to updated  like 72.9 percentages of employees  high agreement on the need for updated 24.3 percentages are saying considerable  neutral sentiment  and no strong dissatisfaction from   the employees 

Majority of the respondents  saying  clearness vision of the  company  is excellentis given by  21.6 percentage of the employees  and average of the employees saying  very good and neutral of their opinions. 

Most  of the employees indicates avail  right  guide to them  25-75 percentage of the employees saying increase accessibility  and enhance communication 

We  can find co-operation towards the organization policy  is accepted  good  by the employees  in their work life like training  and education and feedback mechanisms 

We  can find companies  business policy  must  be treated  in a proper manner  27 percentage of the respondents  are saying  excellent and 59.4  percentage saying  very good in their opinions. 

We  can find organization  forces  the employees to do better  37.8 percentage of the employees saing  excellent and 43.8 percentage of the employees saying very good in their opinions. 

Majority  of the  respondents  accept the  business  policy towards the companies  policy  25-50 percentages of the employees  accept the policies and move forward in their job position  level. 

3.2 SUGGESTIONS  

Based on the findings of a study on functions and policies followed in organizations, here are some potential suggestions for improvement: 

Enhance Communication Channels: Implement robust communication channels to ensure clear and consistent dissemination of organizational policies. This could include regular updates via email, intranet portals, or employee handbooks. 

Training and Awareness Programs:Develop comprehensive training programs to educate employees about organizational functions and policies. This could involve conducting workshops, seminars, or online courses to ensure everyone understands their roles and responsibilities. 

Regular Policy Reviews:Establish a process for regular review and revision of organizational policies to ensure they remain relevant and effective in addressing evolving business needs and compliance requirements. 

Promote Accountability:Implement mechanisms to hold employees accountable for adhering to organizational policies. This could involve setting performance metrics related to policy compliance and providing incentives for adherence. 

Feedback Mechanisms:Create avenues for employees to provide feedback on existing policies and suggest improvements. This could involve anonymous surveys, suggestion boxes, or regular feedback sessions with management. 

Streamline Processes:Simplify and streamline organizational processes to make it easier for employees to understand and comply with policies. This could involve reducing bureaucracy, clarifying procedures, and eliminating unnecessary steps. 

Emphasize Ethical Conduct:Embed principles of ethics and integrity into organizational policies to promote a culture of honesty, fairness, and transparency among employees. 

3.3 CONCLUSION 

In conclusion, the study on functions and policies followed in organizations sheds light on critical aspects of organizational behavior, management practices, and strategic decision-making. Through the examination of various functions and policies within the organization, several key findings have emerged.By implementing these suggestions, organizations can improve the effectiveness of their functions and policies, foster a positive work environment, and enhance overall organizational performance. 

Firstly, it is evident that clear communication and dissemination of policies are essential for ensuring employee awareness and understanding. However, there are areas for improvement in this regard, with a significant portion of respondents expressing neutral opinions about their awareness of organizational policies. 

Furthermore, the study highlights the importance of effective policy implementation and enforcement. While a majority of respondents indicated positive perceptions of policy enforcement, there is still room for enhancement, particularly in ensuring consistency and accountability across different levels of the organization. 

The impact of HR policies on employee satisfaction and work-life balance is another crucial aspect addressed in the study. While the majority of respondents reported positive perceptions, there is a notable proportion expressing neutral opinions, indicating a need for further evaluation and potential adjustments to HR policies to better meet employee needs and expectations. 

     Overall, the study underscores the importance of continuous evaluation, adaptation, and improvement of organizational functions and policies. By addressing the identified areas for enhancement, organizations can create a more transparent, efficient, and supportive work environment that fosters employee engagement, compliance, and organizational success. 

APPENDICES 
QUESTIONAIRE 
1. AGE 
A ) 18-24 
25-35 
Above 40 
2. GENDER 
Male 
Female 
3.Education qualification 
a) 10th B) 12th 

C ) UG 

D)PG 

4. Salary 
a) 10000 - 20000 B) 20000 - 30000 

C) 30000 - 40000 

D_ Above 40000 
5.Exerience 
a) 5 years B) 5 - 10 years 

10 - 15 years 

15 - 20 years 
6.How  much are you aware of all the HR policies in your company? 
a) Excellant 

b)Very good 

Neutral 

Bad 
7. How was information about the policies disseminated? 
a) Excellant B) Very good 

Neutral 

Bad 

8.How effective are the policies? 
A ) Excellant 

Very good 

Neutral 

Bad 

9.  How well are the HR policies enforced in your company? 
Excellent 

Very good 

Neutral 

Bad 

10. Who are the people enforcing these policies? 
Managers 

Supervisors 

Upper management 

Others 

11. Have you witnessed any policy violation? 
A) Yes B) No 

12. How positive of an impact do the HR policies have on your work life? 
Excellent 

Very good 

Neutral 

Bad 

13. In general, how satisfied are you with the company’s HR policies? 
Excellent 

Very good 

Neutral 

Bad 

14.How much percentage do you agree the policies need to be updated ?  
Excellent 

Very good 

Neutral 

Bad 

15. How much do you rate the clearness of the vision of the company 
0 - 25 % 

25 % - 50 % 

50% - 75 % 

75% - 100 % 

16. Is the employee's  right guide available to those who need it ?  
A ) 0 - 25% 

25% - 50% 

50% - 75% 

75% - 100% 

17. Your satisfaction towards the organization 's policy ?  
Excellent 

Good 

Neutral 

Bad 

Very Bad 

18. In your company business policy must be treated in a proper manner   
Strongly disagree 

Disagree 

Neutral 

Strongly agree 

19. Your organization forces the employee to do better ?  
Strongly disagree 

Disagree 

Neutral 

Strongly agree 

20. your acceptance towards company's business policy?  
0 - 25% 

25% - 50% 

50% - 75% 

75% - 100% 
Source:  www.sodhganga.com 
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