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RESEARCH METHCDS FOR HUMAN RESOURCES MANAGEMENT

The environment within which human resources ara to
be msnaged is rapidly changing. Firstly, thate ic
£,

an increasing competiticen which organizations have to

face in the wmarkets, This impilies tnat the humsn resourccs

M
a

)

ﬁust be effectively managed to reduce cost and incroa
productivity, Secondly, labour legislatiu% calls for
careful thinking on the part of managements in reiabion
to discipline, lay-off, retrenchmont and closurae,
Thirdly, the inflationary conditions are craating

intense dissatisfaction with the comgpensaticn practices
in industry, Fourthly, teﬁhnological and structural
changes are occuring in industrial organizations. Such
changes are a sourco for alicnation and conflict,
Finally, the bockground, attitudcs and behaviour of the
managers, supsrvisors and wofkers are rapidly changing in

responsce to the environment, both internal and extarnal,

to the organizations.

In response to this increasingly complex situabtion,
human resource manzgers must design innovative systams
for planning, utilizing, and devcloping human Tasourcos,.

This is so bucauss aeviry organization is dunigue by itself

Prapared by Prof, Pramod Verma and Mr, A.8, Sivakumar
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and therefore there is a need for such systems to be
designed within the framowork of 2n organization's cultural
rcality, Personnel ressarch contributes tcowrrds the

-

designing of systems appropricste to an orgenization.

The objecktive of this paper is to indicate toe
methods of research which ars relovant to the problems
in managing human rasoufcas and to draw conclusicns
in faspect of methodologiss which could be uxperimentad
in individual organizations, The paper is thus divided
into four parts. Part I decals with the possible
hypotheses which can bo evolved, Part II is concuerned
with the methods of collection and organization of ,data,
Part 111 describes methods of statistical analysis.

Part IV brings ocut theimplications of personnel resenrch

for the human resource meznagers inthe organizations,

HYPOTHESES TN PERSCNNEL RESEARCH

It is necessary for human rescurce managers to
id-ntify the alternative hypothescs which could be
validated with a view to evolve justifiable parsonnal
tools and technigues. In this context hypothuses are
those statements which are drawn from eithor provious
resvarches or from experience, In a épecific situation

these are then sought to be validated zgainst the Facts



of the situation., Thus the problem is whether
the assumed relationships betueen the depcndent and
~independent variables exist in reality or they ocour

-

morely as a matter of chanco . We distincguish betusen

the null hypothesis and the alternative hypothesis. The
null hypmthgsis(HD} is usually formulatec for tne
expraess purpose of being rejected. If it is rejected,
the alternative hypothesis (H1) may bo accepted, The
aiternatiVe-hypothésis is the operational statement of
the reseapch hypothesis, which 1s the prediction Serived
from the theoTy under test., An illustrative ligt of
research hypotheses is as follous:
(1) The forecasting of net human resources require-
ment in the organization is apsropriete,
(2) The selection docisions are basec on valid
and Teliable criterias and prodictors, and
apnropriate combination of the nredictors,
(3) The development of appraisal system is groundad
in the cuitural rceelity of the organization
and it has achieved the objective of developing
the potential of individusl employaes in the
organization,
(4) The system of training and developmaent takes
into aceount the needs of the'individusl as well as
of the organizstion and it is geared towards

modifying skills, attitudes and behaviours of
employses in the positivc dirwction,

~~
w
St

The compensation system in the organizaticn is

not cnly adeguate in tarms of the relecvant criferis
of  pay fixation but it also ensures distributive
justice,



{6} The proceptions, attitudes and behaviours
nf 2oth the manzgemient and tho worksrs are
structured in a manncy that they lcad to a
problem-solving aporcach in the aorganization,

(7) The relationship betueen the union and the
managemnent is characterized by conflict of
interosts but these conflicts arc mianaged
in a constructive mannaer.

(8} The adminisbrative decisions in placement,

promotions, transfers, pay fixation aru carricd
out in a fair a»nd impartial manner in the
organizatiocn,

(9) The human resources management function
contributes to the viability of the organi-
zation by effective allocation, utilization
and developmant of human resourcas.

These hypotheses may he further divided intoc sub-
hypatheses for validating variols systems, tools and
tachnigues being practiced in the area of managing haman
resources. For instance let us take the offectivencess

of human resources management function itsclf. UWe may

ask thg follouino guestions:

1, To what extent the human resourcgs policies are

cogt effective?

2. T whet extent the human resources arg svailable
in the right numbers and of the right quality for

critical jobs?

3. To what extent optimum levels of productivity have

been achieved in the organization?

4, To what extent the human rosocurces developmment
activities have Toally modified the behaviour patterns

in the organrization?
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S5imilcor sub-hypotheses could he dsveloped for tho
hypothoses enumerated above., Some of the hypotheses
menticned aboue have becn tested in the cantext of their
individual crganization or ecross-secticn of orgenizatiuns,
Although cur emphasis should be on developing capabilities
for conducting rescarch within the mrgénizational context,
the cross-section studies are also useful in peinting

out the relevance of research findings for similarly

situated organizations.

RESEARCH METHODS

There are thrce aspects of Tesearch whizh wust bo
kept in view: (1) collection of data, (2} organization
of data and (3) inference from and interprctation of

statistical analysis.

The data for case studiss are genoerated by
observation, by discussions or by rovigu of company
documents and information, UWe may howosver, distinguish a
cas@, a casc-study of oxperisznce-sharing, A casc is a
depiction of real 1ife situaticn which lends itsalf to
analysis, guneration of «lternatives, and the choica of

the best alternstive under given set of circumstancas.



A case study represents not only the undorstanding

of a situmtion hut it also providcs the intepprotations

of the researcher, On the contrary, the axDariimgeusharing
is not meccssarily eithor a casc orf a case-study yot it .
has the possibilitics of boing convertad into.a casc

or a cass-study. In all those thres methods of rogscalChy

tha act of observatiun is implied in varying degraees.

The method of observation refers to gethering
information from the activities which a rescarcher
can observe either as a participant in a group or as
an observer of bohaviour patterns, Bales suggasts
certain well orcenized systems for gbsurving and recording
'behsuiourl Such systems relate to positive aspects of
social and emotional behaviour both positively and
negatively and systems relating to tha tosk area, iHouever,

Kelasa cautions that the group baehaviour may be influcneced

by the knouledge that the group is being obsarued%

n number of studies can . be identified wnich have
used tho methods of cass, caseu-study and expcricice-

sharing. Let us consider the follouwing situation:

Ashaok Corporztion was faced with tho gucstion

of implementing a job svaluation scheme, preparad
by a joint committec of tho management and the
union., Theg scheme was largezly unaccap?ahl@

to the emplayees aof the cerporation. g Chief
Engineer weg therefore concerned with the reascns
for the non-acceptance of the schemu,
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hr 4
[
Shath describes the verious forms cof

rel.tionship among the work pecple and the values

and norms gQovoerning thom, Hﬁ begins with 2 description

of the emorgonce =nd growth of the factory; = norﬁal

dav's routine in it and tha fermal organization of its
cmployees into groups and categories.  An cxaminstion

is then mede of their social background and thoir
obligeiions to local commynitics, caste; anc kinship
greups tc see how far these influenced their work,

The same linquistic, caste and kinship groups were
continued within the factory, meking up an instituticnal
netwerk of relationships, Relations boetween different
‘groups and uwith the management arce describod and the
points at which they touched the formal netuurk suggested,
The author concludes tHat the values of a pre-industrial
gsocinty seem to co-oxist with thoso of the industrial
sociaty, producing an intermixture of traditinnalistic and

rationalistic nmorms,

Dayaflsharas his experisnce with regard to the role
thzt a personnel manager can play.in changing the culture
of an oraoanization, He concludes that success of
organizational design, as suggested by him, deponds
on the daegrae of reaglization by manugoers thal each role-
incumbent has multiple role reglaticnships in whatevor

'role he octoupies in the organization and he must develop



accurate perspactives of multi-rolc relationships. He
belicves that this is an important festure of the work

in the complex organizztions of our age,.

A pumber of resesrchors have undertaken sample

surveys on various aspects of human resources mensgement,

The sﬁrvay mstheod consists of the following
procedures: (a; formulating thu questions, (L setting up
the sample and (c) intervieuing: Theo guzstions may bo
zither open-ended or structured., Somctimes attitude
SCales are developed to generate data. Thurstong davoloped
z scale that contains 11 points along a continuum of
favourable and unfavourgblensass, Likurg devslaoped
a five-point scale consisting of strongly approved,
apnroved, undecided, disapproved, and strongly
disapproved, Othar mecans ¢f measuring aptitudes consist
of semi-projective and projective technigues, Samples
of respondants can be drauh in = number of ways, The
mpst commgn methods are faﬂdom sample, stratified sample
and area or block samples. Tthese methods try to
establish the rspresentative character of the sample
drzwn from thé given population, Interviewing is a
difficull problem and thegrefore adequaﬁe training
;s.necessary S0 that the interviewer dgoeg not introouce

his own biases while recording the intervisu responses.
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Gopalaji, who underteok a2 survey of parsonnel

practices with specific referohce to organization chart

for the orasnization as a2 whole and ths lovusl of personnel
fupctions and personnel rotios in 31 units spraac over
different parts of the country found that while 21 of the
organizations {67.74%) had organization charte, only

16 (51.61%) had such charts for tre porsonnul depertments
and 16(51,61%) of the organizetions had orgsnization

charts for both the organization and personnel departments.
Thus planning for personnel organization has not received
due impertance in Indian manufacturing industrics,; though

there was growing realization of it con the part of top

managamant .

Gakhal% analysed the test battery wused by one
of the largest nationalized banks for selecting
probationary officers across 12 States. He concluded
that such tests wers inadequate in bringing cut the
innatc intellectual poteﬁtial of rTural and loucr
class applicenta, Hence they need to be roviscd if a

“Fair salection method is to be ensurcd.

In his study of the Indian industrial uworker,

9 . . .
Sharma had tried to examine Ltwo brond areas of nis
© daily =2xperiznce, one dealing with his work life and
the other concerned with his sxpericences outsidz the

plant, Tho phenomena cxamined include a fou subj=ctive
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dimensions, for cxample, commitment to imduétrial
work, ocCupational sspirations, compadny satisfactions,
and alienation as well as certain aspects of objective
bghaviour, for ¢xample, abscentcaism, union involvement,
and community invclvement. The author concludes that
the Indian unrkef has low level of commitment to woTrk,
occupational wnspirations, and community involuement,

and high lovel of alienation,

The e xperimental design consists cf manipulaticn
of the independent variable to observe its impact on
the dependent uariab104Q Thus, it is possible to
svaluate the chango occuring in thao de pendent vaeriable
befofe and aFtéf the event. Anuthgr design consists of
two groupss gxperimantal group and the centrol group.
Thae oxperimental group receives the trestment while tho
second group, the control group, does not, Any differance
in the measured dependent variable is prasumably the

result of the action of the indenondent wvariablioc.

] _
Cxingra, Pandsy amnd Paliuai have reported the

progress in action research conducted in z textile mill,



This action rescarch was undertazken to develop
psychological tusts for identifying potential uweavers,
and th. rolationships of test scores with critorian.
scores. The authors found th-ot scores on salection
tosts were not significantly related with certain scores
except on two elemental tests. In thoir conclusion,
thoy have sugoested the noed for improving selcection
tgsts and a criterion for validation.

12
The study by Saiyadain ‘»  yas dcsigned to test

the hypothesis that the satisfaction based on supgrvisory
przctices was not randomly accepted by subordinatas. It
was suggested that the subordinates' luvel of social
compctence would mediate the . satisfaction dzrived from
the supervisory style. A group of 76 class II1 employees
filled in several quostionnaires designed to got measures
of both independant and dependent veriasbles. The rosults
indicate that though higﬁ level of social competence and
dampcratic style of supervision independuently induce
orcater satisfaciion, subordinatoce with high sccial
competence oXporicneo groater satisfactian with
authoritarian sfylo of supsrvision., The findings arc
explained in terms of nced to bu‘controllud as wsll as
disscnance mopdel., The implications of the findings

are highlighied,
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A similar mothod but much more generalized is the
msthoed of acticn rescarch,  This mzthod czlls for diaghosis
of tho praoblum; application of appropriate intcrvention
and evaluation of tho impact of intecrvention in modifying
the behaviour patterns in an organization. This mothod
will thus call for anlobjﬂctiue apprfoach as the part of

the manager,

Nitish R dgaﬂﬁscribes his uxpericnce of action
ressarch that he conducted in the shop floor of an
organization, This was initiated in order to ascortein
whother work commitment can be doveloped at diffurent
hisrarchies of employess by bringing about a chance
inthe work systom, A detailed analysis of tho unit was
undertaken and workers in tho wit were then invelved
in discussions which resultcd in the sctting up of theo
task force with tho repruscntatives of cach category
of workors and 2 supervisor. It was also decided that
tha membhcrship of the task force wculd be rstional and
on a monthly basis and that a now work system ubuld be
evnolved to take care of workers! motivation. As the
systom started working, a positive climate with increcased
efficiency wes noted., Work.rs alsn became multi-skilled,
The experiment, most importantly, helped in changing

attitudes of employees in the orgsnization.
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Verma and Hagadcscriba acticn rascarch carried
cut with ¢ samplo of welfare cfficors from tho textile
mills of Ahingodabad, This project was starctad with the
objcctive of cxporimenting with tha UGlFaFE-UFFiCurS as
change agents in the organizoed sccteor. First, a gurvay
was conducted through a mailcd questionhaira in the
current activities éf wolfare of ficers, their attitudeos
and motivations to family planning, and their eagerncss
to work as changc-agents in this area, A random sample of
100 workers frca 20 mills was also chosen and rosults of thié
survey indicated that the werkers of thess mills gencrally
had a positive attitud: towards a small family but had

little knowledge about differont family planning techniques,

After the survey, the 20 mills were divided inteo a
group of _ 10 cxperimental mills
and ten control mills, The uxperimental group of wslfare
officers was invited for a training programmé rn chango-
agents in family uelFaré, which helped them examine their
own motives, attjtudes and roles and discovered that they
had amplc scopc to be change-agents in family welfare.
Thay made 2 diagﬂosié of their own organization an the
basis of tho survey datas collocted in.tha project, They
set futurs goals and worked ovut sction steps individually
For chonage in their mills. There action steps reflact
different strategies depending upon individual mill

situation,
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Vuring the period 1974-77 tho wolfare of Ficers QF
the oxperimental groeup of mills carriad owt their own
strategies to spread family planning among their mill
workers and results indicated that atloast @ out of 16
welfare of ficors in the expirimental group were able to
achiecve varTying degraes of success in such getivities,
But the welfarc officers of the control group could not
athiove as much success as thaoss in the experimental group.
The latter's success was largely due to perscvcorance of

the uelfare dFPicars of this group,

The zuthors conclude by saying that tno welfarco
officers cah play very innovative and fzoilitative ralus
in contributing tu the family Welfare of tho workers thrpugh
some stimulaticon by an cutside ageincy, group-support,
prouiéion of technical &nou-how, and suprnort by taop.

manzocment,

MeS.8, UarannTSdiscussus thio crganizational
development uxporimoent initiatad at HMT, in which
organization, he Jjuas himself 2 scnior manageor, This
“Xporiment is a good example of ection ressarch, wherein
problens were idontified atb various levols and action

plans worked oqut.

In 1969-7C, the new concept of proczss selling

.

W 3 introcduced in plece of mere product sclliing. Theg
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main arca of thrust was sales andamafketing and

the following organizationsl prablems were worked outs
Indepth comparative stusy of HMT's sroduc yith -
compctitors, process sclling and total plant ;Déineoring
scrvice concept, ncusr marketing strateqics and
technioguss, base for Futuré-tuo yinr industrial
markating étratggies for frush cngincers, Results
indicated that salos turnover was Rn:204.3 millions in
1970~71 compared to Rs:$166,7 millions in tho

provious year, In subssguent yoars, that is; 1971-75,
among othems the follouing organizationsl problcms were
worked at: Company objectives, Head oFfice-unit
Relationships, Utilization of Managemant Scrvices,
RESOUPCB;ShariHQ for optimum utilization, spegdy Intrgo.
duction of new products, Improving Productivity and
profitability, team bujilding, maintunanﬁe management,
Rple of supervisors, Productivity problems, Financial

Management for Tochnical Executives utc,

00 efforts to tackle tﬁe above problems were
concentrated around laboratorics and short t arm COUT SES 4
Sophisticated tecchniques lika PERT, Value Enginecring Toams,
and L;P intduction were used., Th: laberatories helpod
tec idontify action p;ans tn be implemented by cooperation

betueen verjous departments, The results indicated that
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rejections in Finishing cperations had comec down, now
systoms were introduced in stores Fuhctinning, as.also
improvamant in inter-persanal relaticns., 0 for workers
at Kolamassory unit of HMT clicited positive reSpoﬁge

as far as constructive swuggestions rglating to dircct
production, working conditions, wclfare moasures

snd general policy mouasules walc concerned. Those uefe
then taken up far impleﬁentation through action plans

at various levels. 1In the author's own words 0D -has

becoms a way of life in HWTW,

00 =t Rich-~rdson Hjndustgé ia an sxample of

how organizational develepment (D) was implemented

in a company which had a host of nroblems: cash poor, louw
morale, hostile labour, adversial labour mansagoment
relations, and high managerial turnover, QOrganizational
diagnosis reuealed poor coummunication amony departmcnts
duc tu the marketing uricntation which was the main
sctivity of tnis consumer-products Ccmp;ny. An allied
problem was poor man-managemont skills amang highly
Competant.and result oriented managers, Thore was a

bureaucratic and procedur @ oriented managemant,

Gurcharan Das, who took over as Chiof Executive
aof thy company in 1981, chonged theg entire corporate cul-

ture of the company through orgesnizatiocngl development,
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R participative style of management, with omohasis
on docisinon-making in the particiontivo way and
involvement of wrrkers was gvolved through workshops

ous lovels. Managers  wero made to

[

for mamagers at var
cheznge their style aof functiconing through inputs ;aarnt

in those werishops, YFar Q0 efforts included = tun day
residential uurkéhcp for field sales supervisors =nd
manégers which focussed on peoplo Management and selling
skiils, a ofle~week residential programme for senior

and middle mancgers with smphasis on developing gancral
ménagcmcnt skille and similar warkshops for union losaders
sales and mzrketing managérs and other personncl, Workshnp
For union lecaders - the company hod only an in-company
union - wgre organised on a special basis and intcr.-
Personal issues were resnlved, Communic-tions with

Wirkers was made more essicol and direct,

R1l these afforts, coupled with appoinément of kuoy
personncl likc VP{Personnel), human Tesourcas davelopmont
mafager, etc. to contingye and follaw-up on sach of thess
action plans helped the organization achiove major changes

in work envircnmen:t and werker commitment,
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SECONDARY DATA

We have-already indicated that company reports anc
documents could be useful scurces for generating data,
Very often the pefsanncl menagers have to generate datsa
for purpcses of cemparing their oun policies and
practices with thosae prevalent in similar nrganizations
in the samc industry or region, For.instance, while
negotiating wages and Fringe benefifs or intrhducing
_changés in working conditicns, the managuers have to
obtain relavant information from other organizationse

Sometimes such data are published by omployers foderations

or government agsnciss, The porsonnel managers may also
bencfit from ths statistical studies conducted by
academicians of spucific aspects cof personnel managemant,
the data for which may be drewn from publishoed sources,

Ve quote_threé such studies here,

Monappa and Kamgz analysud dats éontainad in
annual reports of a sample of 150 companies, listed
assat-wisc in 1975 by the Economic Times, with special
emnhasis on statutory informsticn provided under
Section 217{2A) of the Company's Act in such reports,
The purpose of this analysis uaé to find out tho status
of personnel maﬁagers in the corporate structurc, focuss-
ing primarily on salary, designastions and qualificaticns/

expsrisnce,




The authors found that a significant majority of
the companies had roesognized the importance of the
pzrsonnel function snd rclative impértance had becn given
in the corporats structurac,

18 :
Varde talks absut long-term forecasts of manpowel

requirements of the commercinal banking industry in Incia,
H.T pepor has two objectives (i, to discuss the
credibilitics of various approaches and tgechniques for
Fbrecasting long~torm roquirements of manpower of the
commercial banking industry in India, and (ii; to preseﬁt
the forecasts of the annual requirements of this industry
for a period of 15 years - Prom 1982 through 1982 -
obtained by oemploying ths most appropriat@ and reliable
tochniques., Analyticel impiidctibns of these
forecasts, such as net recruitment ﬁn cach level of
staff during the forccast poriod and tho waiting period
of clerks for promotion to the supervisory loevel are

also discussed.,

]c_\

Uer%? analysed tho greuth and compcnsation o
salaried employcss in manufacturing industries in thg
yocars 1950-64, using data contained in Counsus for
Indian Manufactursrs for tihne years 1850 ta 1958 and

Annual Survey of Industrics for the years 1955 ta 1964,
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He found that theproportion of salaried staff cmployees
was influcnced by labour productiVity, capital intensity
and avsragu salarve. In turn, avorage salary was found
to‘bé highly corrolated with productivity, ceopital
intensity and thoe proportion of éalsriod staff to
total employass. is fagards policy implications of
Lhres propositiens of tho aﬁthor, it shguld bg rocognisdd
that labour productivity itsulf depends upon, among
bother things, thc availahility of ufficient management,
o ~ of increzsing productivity should
Any attempt to implement a policy Ahorofore consider the
contribution of salaried staff to production'effmrt,
Suecondly, with the introducticn of medern tochnology, an
expansion of salaried staff could be expected, Conseque
ently, the nead for cducatiucnal facilitiss to train
managerial and technical poersonnal should be carcfully
considered, On the basis of data reiated to this
third proposition, the author brings wut the fact that
while in 1950, production workoers earned only 47% of
staff salary, the propartion fell to zbout 45% in 1964,
though they alsc ecarned substantial fringe benefits
thus implying that in order to expand the canloyment
opportunities for salaried staff, it may be nucessary

to reduce this difraerential,
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METHODS OF DATA ANALYSIS

groadly spcsksng, there arc thres major ways in
which data can b& analysed to tust the hypothesces-and
reath meaningful conclusions. These ars content analysis,

non-parametric methcds and parametric statistical mothods.

Content Analysis

The content analysis is dafined by Berelson as
"a resvarch technigue for the bbjectiuu systematic
and quantitative discription of the manifest content of
the communicatioffi He makes o distimction betwesn

"wiiat is said" and "how it is said® - in Jther werds

between substancs and form,

Three typical studies, among cthers, arc bascd
on content analysis., Subramanian and Uagf-analysed
advertisements released in “THE HINDU". & total numbar
of 496 advertjsements - 125 belonging to the public sccter

i

~and 37171 baelonging to tho privats soctor-formed the
sample for tho study under taken to cvaluate the aduquacy
of information provided thrbugh advertisemants of public
and privato sector crganiiafiens. Thay concluded thet
public sector Companies are mnre explicit about both job
description and compcnsation details, tﬁan their countor-

parts in private sector.



P

Monappa and Joséﬁi based on information obtained
from 186 managers who participated in Executive Deueiopment
Programmes conducted at the Indian Institute of
Management, attempt to present a managerigl perspé&tiue
of the Personnel function, Seven broad areas of concern
to these participante are discussed, These are:

{a) structure, location and autonomy of the personnel
department in the'ofganization. (b, Manpouwer Qlanning
and Recruitment/selection, (c; Performance aprraisal;
pro&otion énd transfer, (d) Employee development and
Atraining,‘(e) Working conditions,; welfare and reward
systems, (f) Industrial relations and {g; Systems,

procedures and standards,

The authors concludelthat it is not mersely the locatian
that is important for the growth and cantribution of the
personnel fuﬁction, but a combination gf factors such as
theteop management support, the careeriorientation of the
Personnel Manager, his ability to pri;ritise sub-systems
in terms of the Or ganization needs, both short-run and long
run and the implementaiion of policies and programmes as

a result of prigritazion resulting in or moving towards

enhanced viability of the corporation,

E.A. Ramasuaﬁ%SdESctibes in detail, two major

strikes in South India, Hg collected data as and when
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these strikes took place, Based on arguments drawn,
dezrived from, and enriched by such data, the author
attempts to explain his theory of the Statg, with fecus
on its role as an importaht party in the triangle cf
employers, trade unions and the government that together
form the Industrial Relations System in India, In his |
conclusion, he points out that ga%n in a system of slate
regulatiah is a function of the guality of one's claim
on the political execytive, Secondly, labour can be
reasonably certain that the stats will protect its right
employment whereas the management has the greater say with

ragard to sconomic compensaticn and production levels,

Non-Parametric Methods

The inter-grouprdifferences may be ssessed through
the certain tests such as the critical ratjio, the chi-
sguare and analysis of uariaﬂ%g. The critical ratio
compareés the difference batween the means of the tuwo

~—

groups with the standard deviation of that difference.

CR = D
-D

A critical ratio higher than 3 gides a nigh probabiljity

f a real difference between the mezns, since the



probability is light that a chance score would be
found more than three sign as above or below tha mean,
The chi-sguare (X2) tests may be used when there are

many'different outcomes possible, Thus

X = _igrgli
E

Whiers '0' is tho observed figure and 'E' is tho sxpected

oNe .

Theg analysis - -of variance loads to the estimation
of F-ratio, It is defined as the ratio of two estimates
of variances being compared (the variance is the square

of the sigma or standard deviation):

[

The F ratio thus predicts uhether the differences

between the two ogroups are significant or not,

‘Sriniuésa%§ using the Deinri technigque - which
is an éxtension of the systematic analysis into the
areas &F ~.opinion and value judgements - attempts tg
forecast the status and content of Executive Development

programmes in 1985,
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The results of the study, fn the form of forecaste,
according to the author, have already started taking
shapa, atleast in an elemantary form. &n exe0utiug
attending a deuglobment programme in 1985 would very
likely tie a managemsnt graduate poséessing the basic

skills and knowledge,

26
salyadain's study examines the usefulness of a

selection test by expanding the scope of validity design,
In addition to corraslating the test scores with the first
year performance, it correlates them with the scores on

subsequent performance measuras.

Data for this study was collected from three private
ééctor manufacturing organizations, which had the
Wonderlic Personnel Test or on acapted version of it.as
the only commnon tast amang them, though they had other

tests and personality inventoriecs for ¢election,

~ Results indicated no relationship batween test
scores and first yeér performance appraisal scores,
However, the relationship betwzen the two for the secand
and third years turned out to be significart,

27
Baldev R, Sharma's study is based on a random

sample of 166 supervisors{of the fank of "Ch =T coman? .
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Data was colleﬁted én 2 sﬁecially designed structured
questionnaire, which took about two years to deveslon,

This ruvised guestionnaire seeks information regarding”
employar-amployees reiatioﬁs, which is the dependent
variable, and ninb sspects of organizational environment,
Thus, these tén variablaes uwere: Emﬁloyer~employae relations,
Rdvancement, Grievance Handling, Money,AParticipatiDn;
Dbjectiuify, Recognition, Security,'Training, and

telfare,

The findings of t'is studylclearly show that
an improvement in two areas will have a posftive influence
FQUardS'improving the climate of relationship bstyeen
nanagemehﬁ and supervisors, These tuwo arctas are - sCops
For aduénCEmeﬁt and monetary benefits. Data on the
"emaining seven factors shous that when compared to the
tuo factors mentioned above, thesg féctors were relativqu

unimportant in ths arganization under study,

Parametric Methods

The extent to whiich two variables ara associataed

28
with each other is deng=ed by the cosfficicnt of correlation,

This cocfficient variss between +1 to -1, Tha linear

correlation is computed in the following manner:

r = Eixx
[(£x2 £y?)

W
'



=2 -

Wherse ¢ is the coefficient of corrgelation, X is tha

doviation from the mean of gne variable and Y is the

deviation from the mzan of the carresponding variable,

Sometimes it wmay be ngcessary to rank tha wsriables
in grder of size instead of using tﬁu-actual valuos
of the tuo vasriables, In such a situation, we may
compute the Spoarman Rank Lorrelation coefficiént.

Ths Formula for the Rank Corroletion is tha followings

n(n2-1)

Where d is theg difference in ranks and n is the

number of obhserveltions.

As it has baesn indicated, ths coefficient of
correlatjon merely indicates the degreé af agsociaticon
betueen tuo Qariables. The coefficient of regression
‘goes a step beyond thnis, It shows the extent to which
a change in the indepsndent variable brings about a change

in the dependent variable. The linear rcgression eguation

is as follous:

¥y = a + bx
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Where y refers to the dependsnt variasble, x to the
indepandent varjable, a to the constant velue, b to
coefficient of regression.and e to errata, In order
to calculate the valugs of 'a' and 'b!' it is necossary
to use the Follauiné equatioﬁs: |

(£x) (£xy) - (£y) (£x%)
(é’.x)2 - n(iixz)
EXy  ~ExEy
mn

i

A

o
il

£x? - (‘ix!z

n
Where in addilion tg earlicr notatians, 'm' refars to

thg number of observations,

The preceding ‘ormulae referred to simple lincar
'9quations.r Iﬁ,is possible, to oxtend this analysis to
multiple correlation coefficient, multiple linoar
regression and non-linear moaes of correlaticn énd
reggression, {

29

Deb asnd Seshadri, on the basis of data collected
from four companies that rocruited management trainces,
sought to cxamine the ratings of the intsrviewees!
traits as assessed by the intervieuers sao és to determire

the extent of concord and unanimity among the raters.
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Aftef collccting the data and scoring the
samt, estimation of tﬁe reliability of the interuiéuers'
ratiﬁg was made by employing Ebsl's method of computing
intarwclass cdrrelation. The formula suggested by him
to datermine the reliability For mean ratings of

k raters is

T V -~V
kk = ) g8
v
Where r, | is the reliability for mecan ratings from k
raters, Up is variance for persaons and Ue is variance

for error

The scnsitivity or the significance of reliability

Was then‘detebmined by Jackson's formula as follpwss:

r2 (sensitivity of reliability)

: ve {
Where ', is variance for persons and UG is wvariance
r

for error,

Rasults.indicated that regarding the fina?
assessment thare is unanimity among raters (high,
significant inter-rater reliability}. Also, traits
like leadership and initiative may be asséséad Correctly

if they are wsll defined.
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Johri and Agarwal analyse the tremus in tho intor-

industry wage structure during 1950-1361 and test some
hypothases pertaining to it, The purpose of thoir

paper isrto anglyse the trends in the inter-industry

wvago strudture in India during a 12 yeer psriod, 1950-61,
The study is based con the published data in twenty-nine
industries included in the Census of Indian Manufscturar

(CIH}‘and the Annuzl Survey of Industrias (ASI).

The-mathudnlcgy of Tthe paper cansiéts of making a
descriptive analysis of the data and reinforcing the
samg uwith a cress-szctional analysis éor sach of tho
four sub-periods - {i) 1950-1952; (ii) 1953-1955;

(iii) 1956-1958; (iv) 1959-1361,

They find that the wage structure has gradually
uidened over the peried and shown flexibility in both
the upward and downward directions. They have appraised
the hyﬁothesis that im a crowing ocon0myf characterized
by wage flexihility, the wage structure will widen in
respons2 tg shifts in the camﬁosition of demand, In
addition: they have tested the hypathesis that the
varizbles measuring the expected abiiity to pay are
significant determinants of the inter-imdustry woge .

structure. Un the basis  of this amalysis, certain policy

conclusions are draun,
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Uerm§1analysed_InjUStrial Conflicts in India and
éttamptﬂto_explain the-phehomenon through a statistical
analysis. To anaIyse‘tha trend of conflicts, time
series data on the number oF_disthes, the number of workors
involved, and mandays lost were collected from the Iﬁdian
Labour Statistics., From this basic dats, the number
of mandays lost per d;éputa.as us;; as the number of
mandays 1dst perthundréd employeeé‘uerD-CDmQUted. t Uéé
f ound that.inf;ationary conditioﬁs had significantly
influenced the s trike activity. The wage-productivity
ratin had soma influence. A cross-ssction analysis
for inter~-state and inter-industry various in strike,
aﬁtivity was also a tempted by the author who found that
employment, salaried staff-uorkers raticy and wage-
.productivity rétio accounted for dispersion in the strikes
activity., The explanatory model developed by the author

could substantially sxplain strike—pronenéss in Indian

industry. . o

CONCLUSIONS

The various msthods of generating date and analysing
them have been illustrated in the precseding discussicn,
It should be obvious that a personnel researcher has to

follow a sequence of steps which are (i) identification
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of the problem, (ii) setting up the hypothesis,

(iii) choosing the appropriate method of generating'
data, (iv) selecting sfatistical or non-statistical
method to analyse the data and finally to drau

inferences from the study. 7To undertazke such an

exercise a personnel managsr uill-need'skills to

observe tho changing snvironment, and its impect on
ﬁersonnel-practib995.tm develop insights into the

various resgarch methads, and, to avolve an objective
'~apppuéﬁﬁ in his resecarch studies, Thus, a perspnnel
manager should combine the skilis required for managa-
mant anc ths competance for uhdertaking resegarch efforts.,
In many ways, tho .ole of a personnel rescarcher is
complaomentary to tha£ bf a persgnnal manager, Never
thﬁléSs, thé tuo sets'of Skiils, those of a manager
and of a rescarchsr must.bé combinced together\to achisye
cffeoetive management of human resources. In those
~situations were both skills are not availabde, it may
be_necaésary to develop a2 team of managers and reseérchers
who cauid,complament ths neéessary skills fur canducting

personnel rescarch in an organization,
In the earlier digcussion, we have also referred te

studics - which illustrate tho various aspects of

Personnel research, However, 2 survey of pubiighead
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literaturc indicates ﬁaucity of organization-based
research conducted by parsgnnel departments, on many
aspocts of humaﬁ rasourcos ménagemcnt. There is a
possibility that such studics might have boen conductad
within the organizations but these are ssidom reported
:in the technical jourmals, There is thercoforc a ngad
for not only conducting such studios For‘dcueloping
mpropriate tools'and_fechniques of human TosouUrcas manae-
gement, but also reporting the findings of such studiaes
that CQuid help porsonnel professionals to develop
apprdpriatc frameworks for conducting similar studies

in their own organizations,

To sum up than; the.personnel departmants must
'identiff-the basic problems of managing Human reéources in
their ofgéniiation39 select and apply the appropriate
ressarch mathods, and, interprct the results in an objective
manner. Such efforts must also be properly documented
and Teported so that tﬁis eXperighce can be shaéed with
the professionals in the areca of human ToSoUrces

management o
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