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ABSTRACT 
This study examines the contemporary Human 

Resource (HR) practices and policies implemented 

at TETA Workforce Management BPO Services in 

Coimbatore. With the evolving dynamics of the 

BPO industry, HR strategies have shifted towards 

employee engagement, digital integration, flexible 

work culture, and skill enhancement. The study aims 

to analyze how modern HR policies are being 

applied and their impact on workforce efficiency, 

job satisfaction, and employee retention. Through a 

structured analysis of current practices such as 

performance-based appraisals, training programs, 

and diversity inclusion, this research highlights the 

effectiveness and areas of improvement in HR 

management. The findings aim to provide insights 

for optimizing HR frameworks in similar BPO 

environments. 
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I. INTRODUCTION OF THE STUDY 
The terms "human resource policies" relate 

to the values and standards of behavior that 

"formulate, redefine, detail and decide a specific set 

of actions" that control how workers interact with 

one another in order to accomplish the objectives of 

the company.  

For human resource managers (HR) 

working in human resources departments of 

multinational corporations, local HR units, 

subsidiaries of international corporations, and 

businesses that supply services and goods to 

domestic large, medium, and small markets, 

implementing human resource management (HRM) 

is a notoriously difficult and frequently frustrating 

task. 

Supervisors are occasionally hesitant to 

execute manager-developed policies, regardless of 

the situation; for fear that doing so will make them 

appear to follow HR managers' advice. 

 Prior to the assignment, yet act entirely 

differently afterward. The purpose of this research is 

to determine whether there is a strong and positive 

effect on relevant performance by evaluating the 

influence of HR strategies (organization, 

recruitment and selection, preparation and 

promotion, job search and planning, inspiration, 

performance evaluation, and dynamic employee 

interest) on relevant performance.  

 

THE EFFECTIVE USE OF RESOURCES 

DEPENDS TO A LARGE EXTENT ON:  

 The efficiency of resource transfer and 

human resource management,  

 The perception that staff members have of 

management, and 

 The rapport between workers and 

management.  

 

HUMAN RESOURCES POLICIES INCLUDE: 

• Employment regulations for staff members that 

appropriately take into account variables including 

reservations, gender, marital status, etc.;  

• Employment Policy Terms and Conditions: Pay, 

Hours, Overtime, Promotion, Transfer, Termination, 

and Related Procedures and Policies 

• Housing Policies, Transportation, Uniforms, and 

Benefits; Sick Pay, ESI, and Institutional Medical 

Benefits; and Medical Assistance Policy 

• Policies, procedures, and frequency of training and 

development are necessary for training and 

development. 

• Participatory management, employee 

communications, collective bargaining, grievance 

procedures, union recognition, and industrial 

relations policies 
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NEED OF THE STUDY 

The fundamental idea is that most 

companies require regulations in order to guarantee 

uniformity and equity of behavior in their 

interactions with employers and employees. 

Accurate and efficient achievement of corporate 

goals is the goal of policies. Strong HR policies are 

built on HR guidelines, which are then 

implemented. HR regulations standardize 

management procedures. HR policies and 

procedures are essential because they provide small 

businesses with structure, control, consistency, 

fairness, and relevance. They also have to make sure 

that labor laws are obeyed and that employees are 

aware of their responsibilities and standards for 

performance.  

 

PROBLEM IDENTIFICATION 

This study explores how HR policies in 

areas like hiring, training, motivation, and 

performance reviews impact organizational 

performance. It aims to evaluate HR coverage and 

its effectiveness in enhancing productivity. HR 

policies guide decision-making and offer structured 

solutions for workplace issues. Leaders must model 

compliance and safety to set examples for 

employees. Promoting learning, leadership, 

diversity, and a safe work environment are key to 

improving overall employee experience. 

 

OBJECTIVES OF THE STUDY 

 Primary Objective:  

To investigate how TETA workforce management 

BPO services in Coimbatore is putting the HR 

policy into practice.  

Secondary Objectives  

• To research the company's justifications for 

implementing HR regulations. 

• To examine the individual factors that 

contributes to absenteeism and offer remedies to 

prevent attrition 

• To find out what the public believes about 

the many employee welfare schemes available 

• To assess the recruiting and training 

procedures used by the business for its employees. 

• To research the factors impacting HR 

policy efficacy and firm application of these policies  

• The firm goes through a number of 

procedures and processes in order to analyze the 

agreed level of the implementation life cycle.  

 

SCOPE OF THE STUDY 

The most valuable resource in every firm is 

its human capital. As things stand, TETA workforce 

management BPO services is a fairly sizable BPO 

business. The effectiveness of the organization's 

personnel policy is crucial since employee 

performance directly affects the performance of the 

company as a whole. Thus, the project has a big 

chance of assisting the business in thriving in the 

current global competitive environment. The 

organization's analysis and evaluation as well as the 

creation of the personnel policy manual are at the 

center of the project.  

 

LIMITATIONS OF THE STUDY 

• Because of their hectic work schedules, the 

employees made it exceedingly difficult to get 

information from them. 

• The study's duration was incredibly brief. 

• The study's sample size consisted of a mere 

130 participants. 

• Because the outcomes of research 

investigations are not accurate, few statistical 

methods are used. 

 

II. REVIEW OF LITERATURE 
Agarwal and Sharma (2019), Performance 

appraisal systems are central to HR practices, 

especially in BPOs, where employee performance is 

frequently measured against targets. As noted by the 

implementation of fair and transparent performance 

appraisal systems can enhance employee satisfaction 

and motivation. HR policies that focus on setting 

clear performance expectations and offering 

constructive feedback lead to increased employee 

morale and retention. However, these systems often 

face criticism for lacking consistency and 

objectivity, which can create a sense of unfairness 

among employees. The challenge is for 

organizations to design and implement performance 

management policies that are both transparent and 

aligned with the organizational culture.   

Kapoor and Jain (2020), In the BPO industry, 

employee engagement plays a significant role in 

influencing productivity levels. HR policies that 

foster a sense of belonging, recognition, and 

motivation are essential in improving employee 

engagement, which directly impacts organizational 

productivity. Engaged employees tend to perform 

better, exhibit higher levels of job satisfaction, and 

have lower absenteeism rates. However, in the BPO 

sector, where employees often work under stressful 

conditions with high turnover, it is essential to 

continuously adapt HR policies to ensure long-term 

engagement. Despite the benefits, many companies 

struggle to measure and maintain effective 

engagement strategies, which often leads to 

challenges in policy implementation.   
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Aydogan, E. and Arslan, Ö. (2021) This paper 

aims to elucidate the essential components of 

research capacity expansion in situations when 

novel and unconventional approaches are provided 

without exhibiting saturation. By concentrating on 

research pertaining to other HR management 

policies, such as performance and skills, working 

conditions, and rewards, and taking into 

consideration discovered gaps, other institutions 

could take advantage of the chance to boost 

academic output. By working together, these groups 

can enhance the direction of research on HRM 

policy and present Brazil as a model for other 

countries. 

Bagader, A., & Adelhadi, A. (2022) An integrated 

set of tactics, guidelines, and procedures for 

managing individuals within a company; human 

resource management procedures as actions that can 

be independently verified; and procedures for 

managing human resources as tasks that are truly 

completed and experienced by staff members. The 

authors emphasize the importance of integrating the 

firm's internal and external environments with 

human resource management techniques.  

Kelana, et.al,. (2023) To facilitate the seamless 

growth of the firm, the employee needs to remain 

committed to achieving high output. He can use the 

personnel to help him achieve his goal and improve 

the quality of his work. Furthermore, the 

organization ought to support the worker's 

enhancement of their interpersonal skills. The 

expansion of the unit requires the participation of 

both employers and employees. He makes the case 

in his research that HR has a variety of policies in 

place to support an employee's personal 

development while they work for the company. 

Through its efficient and successful operation, it 

also contributes to the organization's income growth. 

The most valuable resource for every firm is its 

employees, who also benefit from it. 

 

III. RESEARCH METHODOLOGY 
STUDY AREA: The study will focus on a study on 

contemporary HR practices and policies and its 

implementation of TETA workforce management 

BPO services at Coimbatore 

RESEARCH DESIGN:  

There are several varieties of research designs, 

including experimental research design and 

description, diagnostic research design, and 

exploratory research design. The research design 

used in the study was descriptive.  

SAMPLING DESIGN: A fraction of the total 

population makes up the sample. The population as 

a whole is subdivided by the sample. refers to the 

methods or approaches utilized in a study to choose 

objects from a 130-person sample.  

SAMPLING METHOD:  A method of practical 

sampling was applied.  

DATA COLLECTION METHODS:  

An investigation into the issue was conducted using 

a descriptive search. It is a descriptive research.  

DATA SOURCES  

Primary data: 

 These were gathered through the use of a 

questionnaire. Graphs were used to elaborate and 

tabulate the data, tables were examined, and 

conclusions were made.  

Secondary Data: 

This particular kind of report is utilized to compare 

two or more data series since the percentage 

provides a common summary and enables 

meaningful comparisons to be made.  

STATISTICAL TOOLS USED  

1. Simple percentage analysis  

2. Correlation Analysis 

3. Chi-Square Analysis  

4. Anova Analysis  

ANOVA 

NULL HYPOTHESIS  

Ho: There is no significant relationship between no 

of years in working service and recruitment and 

training process offered  

ALTERNATIVE HYPOTHESIS  

H1: There is a significant relationship between no of 

years in working service and recruitment and 

training process offered 

 

 

ANOVA 

No of years in working service      

   Sum of Squares df Mean Square F Sig. 

Between 

Groups 

(Combined) 185.612 4 46.403 610.873 .000 

Linear 

Term 

Unweighted 158.350 1 158.350 2.085E3 .000 

Weighted 185.292 1 185.292 2.439E3 .000 
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Deviation .320 3 .107 1.405 .244 

Within Groups 9.495 125 .076   

Total 195.108 129    

HOMOGENEOUS 

No of years in working service 

 Recruitment and 

training process 

offered  N 

Subset for alpha = 0.05 

 
1 2 3 4 5 

Student-Newman-

Keulsa 

Strongly Agree 42 1.00     

Agree 48  2.08    

Neutral 16   3.00   

Disagree 14    3.93  

Strongly Disagree 10     4.90 

Sig.  1.000 1.000 1.000 1.000 1.000 

Tukey Ba Strongly Agree 42 1.00     

Agree 48  2.08    

Neutral 16   3.00   

Disagree 14    3.93  

Strongly Disagree 10     4.90 

 

IV. RESULT 
 From the above analysis, we find that 

calculated value of the F-value is a positive 475.455 

value, so H1 accept. Since the P value 610.873 is 

less than < 0.05 regarding there is significant 

relationships between no of years in working service 

and recruitment and training process offered. The 

results are significant at 4% level. 

 

V. SUGGESTIONS 
• Human resource (HR) policies are vital for 

guiding employee management, ensuring legal 

compliance, and achieving organizational goals.  

• Key HR practices like recruitment help align 

new hires with company culture and job 

requirements. Training and development 

policies enhance employee skills, satisfaction, 

and productivity.  

• Performance appraisal systems motivate staff 

and identify talent for growth opportunities. 

Overall, effective HR policy implementation 

directly improves organizational performance. 

 

VI. CONCLUSION 
 According to the organization's policy, 

everyone can adjust how individuals develop 

through association preparation both internally and 

externally, reorientation, cross-transfer, and self-

improvement through inspiration. Everyone can 

realize their full potential in politics by advancing 

both individual and higher hierarchical objectives. 

The most crucial tool of exercise in politics is the 

formation of groups and the promotion of 

collaboration. A reasonable, focused, and equitable 

system of incentives, rewards, and controls is put 

into place by the policy. MEPs concur that they are 

aware of their own normalcy. Representatives 

observe how the objectives of their job complement 

those of the company. Every day, the organization 

pushes its representatives to give it their all. Given 

that they are sharing the data identified by the link, 

the employees are dissatisfied with the matching and 

the dynamic measurement. Employees' 

accomplishments and efforts are not sufficiently 

acknowledged, nor are they fairly compensated. 

Workers believe their compensation does not reflect 

their commitment to the company.  

 

REFERENCES 
[1]. Aggarwal and colleagues, 2020). As 

Generation Z enters the workforce, HR 

procedures and policies should be updated to 

enable involvement within the firm and 

workplace performance. Journal of Public 

Affairs, hlm. 1–18  



 

   

International Journal of Humanities Social Science and Management (IJHSSM) 

Volume 5, Issue 2, Mar.-Apr., 2025, pp: 1178-1182                      ISSN: 3048-6874 

www.ijhssm.org 

 

 

 

| Impact Factor value 7.52 |                                   ISO 9001: 2008 Certified ‘Journal                             Page 1182 

[2]. Philbin, SP., & Ahmed, R. (2021).systematic 

review of the literature on project managers' 

capacity for leadership. 1, 1–30 in 28 

seconds.  

[3]. The article "Human Resource Management 

Practices and the Organizational Engagement 

Relation: a Maritime Domain" was published 

in the International Journal of Organizational 

Analysis in 2021 by E. Aydogan and Ö 

Arslan.  

[4]. Adelhadi, A. & Bagader, A. (2021). the 

necessity for the construction industry to 

adopt ecologically responsible HRM policies 

and procedures. 20 (Special Issue 2) of the 

Academy of Strategic Management Journal, 

1–7.  

[5]. Barrena-Martinez (2019). et al. Towards the 

Design of Socially Responsible Human 

Resources Management Policies and 

Practices: Establishing an Academic 

Consensus. 30(17), 2544–2580, International 

Journal of Human Resource Management. 

[6]. Barrena-Martínez and associates (2017). The 

validation of academic and professional 

practices and policies related to socially 

responsible human resources. 23(1), 55-61; 

European Research in Management and 

Business Administration.  

[7]. K.I. Biswas (2017).Based on planned 

behavior theory, an averaged model of how 

HR policies and practices affect women's 

intention to progress is presented. 28(9), 

1309–1331, International Journal of Human 

Resource Management.  

[8]. Principles and practices of age-related human 

resources management: antecedents, results, 

and conceptualizations, Boehm, S.A., et al., 

2021. Work, Retirement, and Old Age, 7(4), 

257-272. 

 

 

 

 

 

 


