CHAPTER-1 

INTRODUCTION 



PART -A 
“ HUMAN RESOURCE MANAGEMENT” 

MEANING: 
Human Resource management means employing people, developing their resources, utilizing, maintaining and compensating their services in tune with the job and organizational requirement. 
DEFINITION: 
According to the Michael J. Jucius, Human Resource Management is defined as, “ The field of management which has to do with planning, organizing, directing and controlling the function of procuring, developing, maintaining and utilizing a labour force. 
Further HRM is defined as, Managing the functions of employing, developing and compensating human resources, resulting in the creating and development of human with a view to contribute proportionately to the organizational, individual and social goals. 

OBJECTIVES: 
Objectives are pre- determined goals to which individual and group activity in an organization is directed. The objectives of the organization is as follows: 
 To create and utilize an able and motivated workforce, to accomplish basic organizational goals. 
 To establish and maintain sound organizational structure and desirable working relationships among all the members of the organization. 
 To create facilities and opportunities for individual or group development so as to match it with the growth of the organization. 
 To attain an effective utilization of human resources in the achievement of organizational goals. 
 To maintain high employee morale and sound human relations by sustaining and improving the various conditions and facilities. 
 To provide an opportunity for expression and voice in the management. 
 To provide fair, acceptable and efficient leadership. 
 To provide facilities and conditions of work and creation of favorable atmosphere for maintaining stability of employment. 
FUNCTIONS: 
The functions of HRM can be classified into two categories, 
1. Managerial functions and 
2. Operative functions. 

MANAGERIAL FUNCTIONS: 
 Planning 
 Organizing 
 Directing 
 Co-ordination 
 Controlling 
 Planning: 
Planning is a pre- determined course of action. Planning is the determination of personnel programmes and changes in advance that will contribute to the organizational goals. 
In other words, It involves planning of human resources, requirements, recruitment, selection, training etc. It also involves forecasting of personnel needs, changing values, attitudes and behavior of employees and their impact on organization. 
 Organizing: 
An organization is a structure and a process by which co- operative group of human beings allocated its task among its members, identifies relationships and integrates its activities towards common objectives. 
It is essential to carry out the determined course of action and it establishes relationships among the employees so that they can collectively contribute to the attainment of company goals. 
 Directing 
It is the important managerial function in building sound industrial and human relations besides securing employees contributions. 
The next logical function after completing planning and Organizing is the execution of the plan. The basic function at all level is motivating, commanding, leading and activating people. 
The willing and effective co-operation of employees for the attainment of organizational goal, is possible through proper direction 

 Co- ordination 
It deals with the task of blending efforts in order to secure successful attainment of objectives; the personnel manager has to co-ordinate various mangers at different levels. 
Human Resources management function should also be co-ordinate with other functions of management like management of material, machine and money. 
 Controlling: 
It involves checking, verifying and comparing of the actual with the plans, identification of deviations if any and correcting of identified deviations. 
After Planning, Organizing, directing, co-ordination, the various activities of the management, the performance is to be verified in 
order to know that the personnel functions are performed in conformity with plans and directions. 
Auditing training programs, analyzing labour turnover records, directing morale surveys, conducting separate interviews are some of the means of controlling the personnel management function. 

OPERATIVE FUNCTIONS 
 Employment 
 Human Resource development 
 Compensation 
 Human Relations 
 Effectiveness of Human Resources Management 
 Employment: 
It is the first operative function of Human Resources Management. Employment is concerned with securing and employing the people possessing required kind and level of human resources necessary to achieve the organizational objectives. It covers the functions such as job analysis, human resources planning, recruitment, selection, placement, induction and internal mobility. 
 Human Resource Development 
It is the process of improving, molding and changing the skills, knowledge, creative ability, attitude, values, commitment etc., based on present and future job and organizational requirements. This function includes Performance Appraisal, Training, Management development, Career planning and development, organization development. 
 Compensation: 
It is the process of providing adequate, equitable and fair remuneration to the employees. It includes job evaluation, wage and salary administration, incentives, bonus, social security measures etc 
 Human Relations. 
It is the process of interacting among human beings. Human relations are an area of management in integrating people into work situation in a way that motivates them to work together productively co-operatively and with economic, psychological and social satisfaction. It includes, motivating the employees, boosting employee morale, developing communication skill, developing the 
leadership skills, improving quality of work life of employees through participation and other means. 

PART- B 
WORK ENVIRONMENT 
Employees are endowed with skills, knowledge, attitude, values etc., they come to the organization with all these varieties of human resources. Though the organization and job require employee skill and knowledge, it is the duty of the management to respect the employees. A committed employee is a valuable asset to the company as he contributes his maximum skill and knowledge. In the process of maintaining human relations, the company provides congenial work environment to its employees. 
The organization has to create conducive environment at the work place to make him committed to the company. Work environment includes variousinternal and external factors, which consists at work place. These factors influence employee’s mind and body. 

The work environment should match with the requirement of plant and machinery in case of production requirement and job requirement in case of other requirement in addition to the convenience and comfort of the employees. The work environment that suits the requirements of job and convenience of the employees maximizes the workers efficiency and productivity 
Industrial psychologist therefore suggest that the organization should provide constructive work environment in order to reduce employee’s problem at work, annoyance, boredom, mandatory, anxiety, and fatigue. 
Work environment consists of – 
 Physical environment 
 Social environment 
 Psychological environment 

1.Physical environment: 
Physical work environment consists of building location, type of building, ventilation, lighting, rest rooms, furniture, toilets, and colors of walls, roof, passages and greenery. 
2.Social environment 
Social work environment consists of management policies and practices regarding formation of work groups/teams, allowing and encouraging the employees to form work groups/ teams informally, making use of grapevine, utilizing open space concept regarding layout of offices and work place. 
The factors like encouraging the employees to interact socially with other employee’s open and extensive interaction between superiors and subordinates, easy access of the top management to employees and management style of managing by consulting employees informally also include social environment. 
3.Psychological environment 
Psychological work environment significantly influences certain factorsof human resources like values, attitudes, aptitudes etc. 
Psychological work environment includes perception, motivation, morale, group formation, leadership, style, levels of job satisfaction, human relations, superior- subordinate interaction and relation, organization climate, and communication. 
LEGISLATIONS GOVERNING WORK ENVIRONMENT: 
FACTORIES ACT 1948: 
The main objective of this act is to improve the working conditions of the workers by implementing the provisions of industrial safety. 
Factory means, any premises where in, ten or more workers are working and in any part of which a manufacturing process is carried out with the aid of power or where in twenty or more workers are working and in any part of which a manufacturing process is being carried out without the aid of power. 
WORKMEN’S COMPENSATION ACT 1923: 
It is an act to provide for the compensation for injury by accident> It provides relief by the way of compensation to all the employees who suffer an accident during the course of employment, which disables him to work in the job or as a result of which death occurs. 

The term Workers in the act refers to those employed who employed in factories, mines, construction work and other hazardous occupation except those covered under ESI (Employee State Insurance) Act 1948 and clerical employees. 
The claims under the workmen’s compensation act falls into the categories- 
1. Accidents resulting in to temporary disablement. 
2. Accident resulting in permanent or total disablement. 
3. Fatal Accidents. 
Workmen are expected to notify if any accident occurs, but failure to do so will not deprive them compensation claim from employer, if the claim is filled with in 2 years from the day of accident. 
Compensation for the total disablement and total partial disablement should be payable on the scales described. In he event of death of the injured during the accident, payment of compensation must be made only through the commissioner 

EMPLOYEE’S PROVIDENT FUND ACT 1982: 
This act provides compulsory contributory provident fund for employees of factories and other establishments. It applies to all factories and other establishments falling under any notified industry and employing 20 or more workers. It prescribes the obligation of employers and employees and the authorities for implementation of the provisions. It includes contract labour also. It also applies to educational institutions. 
The employer is required to deduct employee’s contribution from his wages and deposit the same in to the provident fund account along with employer contribution. The amount standing at the credit of account holder is not liable for any attachment under any court order. Nomination faculty is available. The member can withdraw certain extent from the fund account for the following purposes- 
 To purchase or construct a property or house. 
 For alteration or modification of house. 
 To meet expanses to meet illness, marriage of dependents, higher education of children etc. 
PF is refunded with interest in the event of death, permanent disability, migration, leaving service. Depending upon the earning on these investments, interest is allowed to the workers annually on the amount to their credits. 
EMPLOYEES FAMILY PENSION SCHEME: 
The family scheme seeks to provide monetary relief to the employees, who die in service i.e., before superannuating or after retirement. The contribution to this fund is deducted from employer’s contributions to the provident fund. Depending upon the contribution and last salary drawn, the pension is determined after superannuating. The person contributing to the P.F. membership for the period not less than 10 years will receive the pension as per the scheme. 
PAYMENTS OF GRATUITY ACT 1972: 
This act provides retirement benefit to the employees with long and continuous meritorious service. Every employee irrespective of his remuneration is entitled to receive gratuity if he has rendered service of 5 years or more. Gratuity is payable at the time of termination of service on account of retirement, resignation, death or disability due to accident or disease. The condition of 5 years of service is not applicable for payment of disablement. In case of death, gratuity is payable to the nominee and if there is no nominee then to the legal heir’s. The Act provides that for every year’s continuance in employees should get 15 days wages. The total gratuity should not exceed 20 months wages. Gratuity cannot attach by the court. 

MINIMUM WAGES ACT 1948: 
It is an act to provide for fixing minimum rates of wages in certain employment. It is meant to help the workmen to avail a fair bargain with their employers and ensure the wages for them. 
It lays down the procedure for fixing minimum wages and for appointment of advisory committees and boards. Time and condition of payment of wages are stipulated. Only authorized deductions are accepted from the wages. Working hours in case of an adult are fixed at 48 hours a week. Wages at he rate of double time are to be paid for work beyond the normal hours. Registers and records are to be maintained under the Act prescribed. 

EMPLOYEE STATE INSURANCE (ESI) ACT 1948: 
This helps the employees from the hardships arising from sickness, maternity, accidents, occupational disease etc., this provides the medical facilities and the unemployment insurance during illness to industrial workers. The ESI Corporation, an autonomous body consisting of central and state government, employers, employees, medical professionals and members of parliament, administers the scheme. 
This scheme applies to the factories, which they employ more than 20 people where in process is carried out by power. This doesn’t apply to the seasonal factories. 
The finances of the scheme include contributions from employee, employers, donations from sate and central government and local bodies. 
The scheme offers the following advantages: 
 Medical benefit 
 Sickness benefit 
 Maternity benefit 
 Disablement benefit 
 Dependents benefit 
The scheme provides for medical care through dispensary, hospitals etc. When an insured person is suffering from chronic long term disease like tuberculosis, he get fairly extended medal care for almost a year after the normal entitlement. During medical treatment, the person is paid half of the daily wage. 
MATERNITY BENEFIT ACT 1961:- 
This act regulates employment of women in certain establishment of certain periods before and after childbirth. It provides maternity and certain other benefits. The act is not applicable to women employees covered under ESI scheme. 
Women employee is entitled to a maximum 12 weeks maternity leave i.e., 6 weeks before and 6 weeks after her delivery. She also gets medical allowanc4e of Rs. 250/-, if the employer doesn’t provide pre-natal and post-natal medial care. To avail these benefits she should have completed at least 60 days of service in the preceding 12 months. 
BONUS ACT 1975: 
This act provides for the payment of bonus, linked with profit or productivity to the employees in factories and establishments. Bonus payable to all categories of employees drawing wages up to Rs. 4000/-pm. 
The important features of bonus act are: 
1. Minimum bonus was reduced to 4 percent and there was a condition that if the company did not earn any profit they would be no compulsion to pay minimum bonus also. 
2. Negotiations out of bonus act to get bonus in excess of 20 percent were sought to be curtailed. 
PART- C 
INDUSTRY PROFILE 

The Indian Automotive industry dates back to the 1930’s, was driven mainly by the state and was intended to put India on the map of the automotive industrial world. In 1935 selected leaders of the Indian business and industry met under the guidance of Sir. M. Visveshwariah who had taken up the task of lobbying India‘s capitalist circles for starting an automobile industry at Tata house in Bombay to consider the question of starting a factory in Bombay. 
On 17th April 1936 at the Indian Merchants Chamber in Bombay an automobile committee was appointed to prepare a scheme for Automobile Manufacture. The scheme made no headway for a short span of time, but the persistent efforts of the industry leaders and their unbeatable desire to make Indian auto industry a whooping success kept the plan going. 
Characteristically it was Mr. Walchand Hirachand who for the first time geared up the guts for doing the most feared task of setting up an automobile manufactures industry and his earnest endeavor received an assurance of patronage from the Kher Ministry of Bombay. Meanwhile in the 
Eastern India, the Birla Group had also taken the project of setting up a car manufacturing plant in Calcutta. 
Assistance from the Government of India during the World War II provided a severe boost to the speeding of the process of industrialization and hence both Mr. Walchand Hirachand and the most respected Mr. Ghanshyamdas Birla began to push their respective plans in rivalry with each other in spite of numerous obstacles. In 1942, the Birla Group formed the Hindustan Motor Limited in Calcutta, with a paid up capital of Rs.4.96 crore. In 1944, the Walchand Group formed the Premier Auto Limited in Bombay with a paid-up capital of RS. 2.2 Crore. 
Since in India only a nucleus of ancillary industries existed in the early 1940’s the Premier Auto Company set up their own ancillary industries to step up their production. This venture of the Premier Auto Company created a radical change in the automotive sector, which had so far relied on the assistance of ancillary industries, which were few and far between. 
DEVELOPMENT OF AUTOMOBILE INDUSTRY 
As a consequence of these developments, the following ancillary industries emerged in the year 50: 
 Pistons [India piston started production in 1952] 
 Cylinder liners [Produced for the first time by India pistons] 
 Leaf springs [India piston and the Metropolitan Spring started production in 1951] With the setting up of these ancillary industries the automotive industries gained momentum and especially the piston manufacturing gained the most desired important and advantage 
In 1945, another major break through was achieved as a result of the establishment of the Federal Mogul Goetze India Limited [FMGIL] (Formerly known as Escorts Limited) a joint venture company of the Federal Mogul at Patiala in Punjab with the technical and financial collaboration with Goetze Werke of Germany. Further, companies like Sriram pistons, Samkrung pistons and Menon pistons started their production. 
Goetze India Limited, which is a joint venture company of Federal Mogul, is at present the leading piston manufacturer in India. . Federal Mogul Company was founded in 1899 and was originally named the Muzzy Leon Company. It originally sold mill supplies and rubber goods. The company’s first location was on the Wood Ward Avenue in Detroit, Michigan. Federal Mogul Corporation today, is known for its world class auto ancillary products like pistons, leaf springs, piston springs and the like. 
Piston varies from 30mm to 300mm diameter covering a wide range of vehicles including whole of two wheelers, three wheelers, cars, jeeps and tractors, military tankers & railway loco engines. Pistons are in huge demand from light commercial vehicles, heavy commercial vehicles and high output locomotive diesel engines. 
THE MAIN PLAYERS IN THE INDIAN PISTON INDUSTRY: 
The main players in the Indian Piston Industry are given below 
 Federal Mogul Goetze India limited [Market share of about 40-48%] 
 India Piston [Market share of about 20-22%] 
 Sriram Pistons [Market share of about 15-17%] 
 Samkrung Pistons [Market share of about 8-12%] 
 The remaining share of the piston market consists of the other players like Perfect pistons, Menon Pistons and Piston Ring Manufacturing Company etc. 
The year 2003-2004 has been a very exciting and quite an eventful year for the Indian automotive and component industry. During this period, the Indian automotive industry has witnessed a phenomenal growth and this has been like a breath of fresh air after the highly turbulent fluctuations that had struck the industry in the preceding years. 
The vehicle industry witnessed a growth of 40% in the car segment, 38% in the heavy commercial vehicles segment and about a 23% growth rate in the three-wheeler segment. The two- wheeler segment recorded a growth of 11%. However, the tractor segment continued to show a downward trend. 
The year saw a number of milestones being crossed. For the first time total passenger vehicle sales crossed one million mark, moreover there was a sharp increase in the export of vehicles, leading to an export of US$ 1 billion, which was another major landmark. 
The auto component industry continued its excellent track record by registering a growth of over 20%. However 03-04 was not without challenges. The industry went through certain critical issues. First, the NAMA negotiation under WTO, which proposed zero duty on auto components and the FTA agreement with Thailand. Secondly, the spiraling prices of the raw materials, especially steel. 
INDUSTRY TURNOVER 
The automotive component industry’s output amounted for the financial year 2003-2004 was US$ 6730 million with a growth rate of 24% against financial year 2002-03.

