VOLUME NO. 9 (2018), ISSUE NO. 02 (FEBRUARY) ISSN 0976-2183

INTERNATIONAL JOURNAL OF RESEARCH IN
COMMERCE & MANAGEMENT

k3

A Monthly Double-Blind Peer Reviewed (Refereed/Juried) Open Access International e-Journal - Included in the International Serial Directories
Indexed & Listed at:
Ulrich's Periodicals Directory ©, ProQuest, U.S.A., EBSCO Publishing, U.S.A., Cabell's Directories of Publishing Opportunities, U.S:Al Google Scholar,
Indian Citation Index (ICI). I-Gage, India [link of the same is duly available at Inflibnet of University Grants Commission (U.G.C.]].
Index Copernicus Publishers Panel, Poland [ilICNVEINEIONSI00N2002) & number of libraries all around the world.
Circulated all over the world & Google has verified that scholars of more than 5943 Cities in 193 countries/territories are visiting our journal on regular basis.
Ground Floor, Building No. 1041-C-1, Devi Bhawan Bazar, JAGADHRI — 135 003, Yamunanagar, Haryana, INDIA

http://iircm.org.in/




VOLUME NO. 9 (2018), ISSUE NO. 02 (FEBRUARY) ISSN 0976-2183

CONTENTS

Sr. Page
TITLE & NAME OF THE AUTHOR (S)
No. No.

1. |A COMPREHENSIVE STUDY OF THE HUMAN RESOURCE PRACTICES OF THE 1
CONSTRUCTION SECTOR IN TAMIL NADU
Dr. C. S. RAMANIGOPAL, A. MANI, S. VASUDEVAN & S. UGESH KUMAR

2. |A STUDY ON CURRENCY FLUCTUATIONS IMPACT ON GOLD PRICE DETERMINATION IN 9
SELECTED COUNTRIES (2005 TO 2015)
V. PRASHANTH KUMAR & K. SUHRULLEKHA

3. |DIGITAL MARKETING CONSEQUENCES ON URBAN CONSUMER BEHAVIOR IN NAGPUR| 15
CITY
SAGAR JADHAV, Dr. DEVENDRA VYAS & Dr. SHRINIVAS MANEKAR

4. |A STUDY ON JOB SATISFACTION OF EMPLOYEES IN ORGANISED RETAIL WITH SPECIAL| 18
REFERENCE TO BELAGAVI CITY
S O HALASAGI & ASHWINI M. JAMUNI

5. |CUSTOMERS’ PERCEPTION TOWARDS GST WITH SPECIAL REFERENCE TO INSURANCEAND | 22
AUTOMOBILE INDUSTRY IN TIRUPUR DISTRICT
VIJAY P.

6. |IMPACT OF CELEBRITY ATTRIBUTES ON CONSUMERS BUYING DECISION WITH SPECIAL| 25
REFERENCE TO TWO WHEELER
RAJNI

7. |CORPORATE SOCIAL RESPONSIBILITY — A CONCEPTUAL FRAMEWORK 30
RR REDDY & Dr. K. KALA

8. |CONTRIBUTION OF MSME TO ASPECTS OF POVERTY REDUCTION, EMPLOYMENTSHIP| 36
AND INCOME DISTRIBUTION IN PALEMBANG CITY (CASE STUDY IN MSME TANGGA
BUNTUNG AREA, 30 ILIR)

DRA. ELVIA ZAHARA, M.M., TITI ANDRIYANI, S.E., M.SI., ESYA ALHADI, S.E., M.M. & GUSTI
AYU OKA WINDARTI, S.E., M.M.

9. |DETERMINANTS OF ONLINE PURCHASE INTENTION AMONG YOUTH IN KERALA 45
MUHAMMED ARSAL TK

10. |CORPORATE SOCIAL RESPONSIBILITY: DIMENSIONS AND CHALLENGES IN SELECTED| 52
SOFTWARE COMPANIES IN INDIA
K. S. KHATHEEJA PARVIN

REQUEST FOR FEEDBACK & DISCLAIMER >9

INTERNATIONAL JOURNAL OF RESEARCH IN COMMERCE & MANAGEMENT ii

A Monthly Double-Blind Peer Reviewed (Refereed/Juried) Open Access International e-Journal - Included in the International Serial Directories
http://ijrcm.org.in/




VOLUME NO. 9 (2018), ISSUE NO. 02 (FEBRUARY) ISSN 0976-2183

CHIEF PATRON
Prof. (Dr.) K. K. AGGARWAL
Chairman, Malaviya National Institute of Technology, Jaipur
(An institute of National Importance & fully funded by Ministry of Human Resource Development, Government of India)
Chancellor, K. R. Mangalam University, Gurgaon
Chancellor, Lingaya’s University, Faridabad
Founder Vice-Chancellor (1998-2008), Guru Gobind Singh Indraprastha University, Delhi
Ex. Pro Vice-Chancellor, Guru Jambheshwar University, Hisar

FOUNDER PATRON
Late Sh. RAM BHAJAN AGGARWAL
Former State Minister for Home & Tourism, Government of Haryana
Former Vice-President, Dadri Education Society, Charkhi Dadri
Former President, Chinar Syntex Ltd. (Textile Mills), Bhiwani

FORMER .CO-ORDINATOR,
Dr. S. GARG
Faculty, Shree Ram Institute of Business & Management, Urjani

ADVISOR
Prof. S. L. MAHANDRU
Principal (Retd.), Maharaja Agrasen College, Jagadhri

EDITOR
Dr. A SAJEEVAN RAO
Professor & Director, Accurate Institute of Advanced Management, Greater Noida

CO-EDITOR.
Dr. BHAVET
Former Faculty, Shree Ram Institute of Engineering & Technology, Urjani

EDITORIAL ADVISORY BOARD
Dr. CHRISTIAN EHIOBUCHE
Professor of Global Business/Management, Larry L Luing School of Business, Berkeley College, USA
Dr. JOSE G. VARGAS-HERNANDEZ
Research Professor, University Center for Economic & Managerial Sciences, University of Guadalajara, Gua-
dalajara, Mexico
Dr. M. N. SHARMA
Chairman, M.B.A., Haryana College of Technology & Management, Kaithal
Dr. TEGUH WIDODO
Dean, Faculty of Applied Science, Telkom University, Bandung Technoplex, JI. Telekomunikasi, Indonesia
Dr. M. S. SENAM RAJU
Professor, School of Management Studies, 1.G.N.O.U., New Delhi
Dr. KAUP MOHAMED
Dean & Managing Director, London American City College/ICBEST, United Arab Emirates
Dr. D. S. CHAUBEY
Professor & Dean (Research & Studies), Uttaranchal University, Dehradun

INTERNATIONAL JOURNAL OF RESEARCH IN COMMERCE & MANAGEMENT iii

A Monthly Double-Blind Peer Reviewed (Refereed/Juried) Open Access International e-Journal - Included in the International Serial Directories
http://ijrcm.org.in/




VOLUME NO. 9 (2018), ISSUE NO. 02 (FEBRUARY) ISSN 0976-2183

Dr. ANIL K. SAINI
Professor, Guru Gobind Singh Indraprastha University, Delhi
Dr. ARAMIDE OLUFEMI KUNLE
Dean, Department of General Studies, The Polytechnic, Ibadan, Nigeria
Dr. SYED TABASSUM SULTANA
Principal, Matrusri Institute of Post Graduate Studies, Hyderabad
Dr. MIKE AMUHAYA IRAVO
Principal, Jomo Kenyatta University of Agriculture & Tech., Westlands Campus, Nairobi-Kenya
Dr. NEPOMUCENO TIU
Chief Librarian & Professor, Lyceum of the Philippines University, Laguna, Philippines
Dr. BOYINA RUPINI
Director, School of ITS, Indira Gandhi National Open University, New Delhi
Dr. ANA STAMBUK
Head of Department of Statistics, Faculty of Economics, University of Rijeka, Rijeka, Croatia
Dr. FERIT OLGER
Professor & Head of Division of Management & Organization, Department of Business Administration, Fac-
ulty of Economics & Business Administration Sciences, Mustafa Kemal University, Turkey
Dr. SANJIV MITTAL
Professor & Dean, University School of Management Studies, GGS Indraprastha University, Delhi
Dr. SHIB SHANKAR ROY
Professor, Department of Marketing, University of Rajshahi, Rajshahi, Bangladesh
Dr. NAWAB ALI KHAN
Professor & Dean, Faculty of Commerce, Aligarh Muslim University, Aligarh, U.P.
Dr. SRINIVAS MADISHETTI
Professor, School of Business, Mzumbe University, Tanzania
Dr. ABHAY BANSAL
Head, Department of Information Technology, Amity School of Engg. & Tech., Amity University, Noida
Dr. KEVIN LOW LOCK TENG
Associate Professor, Deputy Dean, Universiti Tunku Abdul Rahman, Kampar, Perak, Malaysia
Dr. OKAN VELI SAFAKLI
Professor & Dean, European University of Lefke, Lefke, Cyprus
Dr. V. SELVAM
Associate Professor, SSL, VIT University, Vellore
Dr. BORIS MILOVIC
Associate Professor, Faculty of Sport, Union Nikola Tesla University, Belgrade, Serbia
Dr. N. SUNDARAM
Associate Professor, VIT University, Vellore
Dr. IQBAL THONSE HAWALDAR
Associate Professor, College of Business Administration, Kingdom University, Bahrain
Dr. MOHENDER KUMAR GUPTA
Associate Professor, Government College, Hodal
Dr. ALEXANDER MOSESOV
Associate Professor, Kazakh-British Technical University (KBTU), Almaty, Kazakhstan
RODRECK CHIRAU
Associate Professor, Botho University, Francistown, Botswana
Dr. PARDEEP AHLAWAT
Associate Professor, Institute of Management Studies & Research, Maharshi Dayanand University, Rohtak
Dr. DEEPANJANA VARSHNEY
Associate Professor, Department of Business Administration, King Abdulaziz University, Saudi Arabia

INTERNATIONAL JOURNAL OF RESEARCH IN COMMERCE & MANAGEMENT iv

A Monthly Double-Blind Peer Reviewed (Refereed/Juried) Open Access International e-Journal - Included in the International Serial Directories
http://ijrcm.org.in/




VOLUME NO. 9 (2018), ISSUE NO. 02 (FEBRUARY) ISSN 0976-2183

Dr. BIEMBA MALITI
Associate Professor, School of Business, The Copperbelt University, Main Campus, Zambia
Dr. KIARASH JAHANPOUR
Research Adviser, Farabi Institute of Higher Education, Mehrshahr, Karaj, Alborz Province, Iran
Dr. SAMBHAVNA
Faculty, I.1.T.M., Delhi
YU-BING WANG
Faculty, department of Marketing, Feng Chia University, Taichung, Taiwan
Dr. MELAKE TEWOLDE TECLEGHIORGIS
Faculty, College of Business & Economics, Department of Economics, Asmara, Eritrea
Dr. SHIVAKUMAR DEENE
Faculty, Dept. of Commerce, School of Business Studies, Central University of Karnataka, Gulbarga
Dr. THAMPOE MANAGALESWARAN
Faculty, Vavuniya Campus, University of Jaffna, Sri Lanka
Dr. JASVEEN KAUR
Head of the Department/Chairperson, University Business School, Guru Nanak Dev University, Amritsar
SURAJ GAUDEL
BBA Program Coordinator, LA GRANDEE International College, Simalchaur - 8, Pokhara, Nepal
Dr. RAJESH MODI
Faculty, Yanbu Industrial College, Kingdom of Saudi Arabia

FORMER TECHNICAL ADVISOR,

AMITA

FINANCIAL ADVISORS
DICKEN GOYAL
Advocate & Tax Adviser, Panchkula
NEENA
Investment Consultant, Chambaghat, Solan, Himachal Pradesh

LEGAL ADVISORS
JITENDER S. CHAHAL
Advocate, Punjab & Haryana High Court, Chandigarh U.T.
CHANDER BHUSHAN SHARMA
Advocate & Consultant, District Courts, Yamunanagar at Jagadhri

SUPERINTENDENT
SURENDER KUMAR POONIA

INTERNATIONAL JOURNAL OF RESEARCH IN COMMERCE & MANAGEMENT v

A Monthly Double-Blind Peer Reviewed (Refereed/Juried) Open Access International e-Journal - Included in the International Serial Directories
http://ijrcm.org.in/




VOLUME NO. 9 (2018), ISSUE NO. 02 (FEBRUARY) ISSN 0976-2183

CALL FOR MANUSCRIPTS

We invite unpublished novel, original, empirical and high quality research work pertaining to the recent developments & practices in the areas of Com-
puter Science & Applications; Commerce; Business; Finance; Marketing; Human Resource Management; General Management; Banking; Economics;
Tourism Administration & Management; Education; Law; Library & Information Science; Defence & Strategic Studies; Electronic Science; Corporate Gov-
ernance; Industrial Relations; and emerging paradigms in allied subjects like Accounting; Accounting Information Systems; Accounting Theory & Practice;
Auditing; Behavioral Accounting; Behavioral Economics; Corporate Finance; Cost Accounting; Econometrics; Economic Development; Economic History;
Financial Institutions & Markets; Financial Services; Fiscal Policy; Government & Non Profit Accounting; Industrial Organization; International Economics
& Trade; International Finance; Macro Economics; Micro Economics; Rural Economics; Co-operation; Demography: Development Planning; Development
Studies; Applied Economics; Development Economics; Business Economics; Monetary Policy; Public Policy Economics; Real Estate; Regional Economics;
Political Science; Continuing Education; Labour Welfare; Philosophy; Psychology; Sociology; Tax Accounting; Advertising & Promotion Management;
Management Information Systems (MIS); Business Law; Public Responsibility & Ethics; Communication; Direct Marketing; E-Commerce; Global Business;
Health Care Administration; Labour Relations & Human Resource Management; Marketing Research; Marketing Theory & Applications; Non-Profit Or-
ganizations; Office Administration/Management; Operations Research/Statistics; Organizational Behavior & Theory; Organizational Development; Pro-
duction/Operations; International Relations; Human Rights & Duties; Public Administration; Population Studies; Purchasing/Materials Management; Re-
tailing; Sales/Selling; Services; Small Business Entrepreneurship; Strategic Management Policy; Technology/Innovation; Tourism & Hospitality; Transpor-
tation Distribution; Algorithms; Artificial Intelligence; Compilers & Translation; Computer Aided Design (CAD); Computer Aided Manufacturing; Computer
Graphics; Computer Organization & Architecture; Database Structures & Systems; Discrete Structures; Internet; Management Information Systems; Mod-
eling & Simulation; Neural Systems/Neural Networks; Numerical Analysis/Scientific Computing; Object Oriented Programming; Operating Systems; Pro-
gramming Languages; Robotics; Symbolic & Formal Logic; Web Design and emerging paradigms in allied subjects.

Anybody can submit the soft copy of unpublished novel; original; empirical and high quality research work/manuscript anytime in M.S. Word format
after preparing the same as per our GUIDELINES FOR SUBMISSION; at our email address i.e. infoijrcm@gmail.com or online by clicking the link online
submission as given on our website (FOR ONLINE SUBMISSION, CLICK HERE).

GUIDELINES FOR SUBMISSION OF MANUSCRIPT

1. COVERING LETTER FOR SUBMISSION:
DATED:

THE EDITOR
IJRCM

Subject: SUBMISSION OF MANUSCRIPT IN THE AREA OF

(e.g. Finance/Mkt./HRM/General Mgt./Engineering/Economics/Computer/IT/ Education/Psychology/Law/Math/other, please
specify)

DEAR SIR/MADAM

Please find my submission of manuscript titled * ' for likely publication in one of
your journals.

I hereby affirm that the contents of this manuscript are original. Furthermore, it has neither been published anywhere in any language
fully or partly, nor it is under review for publication elsewhere.

| affirm that all the co-authors of this manuscript have seen the submitted version of the manuscript and have agreed to inclusion of
their names as co-authors.

Also, if my/our manuscript is accepted, | agree to comply with the formalities as given on the website of the journal. The Journal has
discretion to publish our contribution in any of its journals.

NAME OF CORRESPONDING AUTHOR

Designation/Post*

Institution/College/University with full address & Pin Code

Residential address with Pin Code

Mobile Number (s) with country ISD code

Is WhatsApp or Viber active on your above noted Mobile Number (Yes/No)

Landline Number (s) with country ISD code

E-mail Address

Alternate E-mail Address

Nationality

*i.e. Alumnus (Male Alumni), Alumna (Female Alumni), Student, Research Scholar (M. Phil), Research Scholar (Ph. D.), JRF, Research Assistant, Assistant
Lecturer, Lecturer, Senior Lecturer, Junior Assistant Professor, Assistant Professor, Senior Assistant Professor, Co-ordinator, Reader, Associate Profes-
sor, Professor, Head, Vice-Principal, Dy. Director, Principal, Director, Dean, President, Vice Chancellor, Industry Designation etc. The qualification of
author is not acceptable for the purpose.

INTERNATIONAL JOURNAL OF RESEARCH IN COMMERCE & MANAGEMENT Vi

A Monthly Double-Blind Peer Reviewed (Refereed/Juried) Open Access International e-Journal - Included in the International Serial Directories
http://ijrcm.org.in/




VOLUME NO. 9 (2018), ISSUE NO. 02 (FEBRUARY) ISSN 0976-2183

10.
11.

NOTES:

a) The whole manuscript has to be in ONE MS WORD FILE only, which will start from the covering letter, inside the manuscript. pdf.
version is liable to be rejected without any consideration.

b) The sender is required to mention the following in the SUBJECT COLUMN of the mail:
New Manuscript for Review in the area of (e.g. Finance/Marketing/HRM/General Mgt./Engineering/Economics/Computer/IT/
Education/Psychology/Law/Math/other, please specify)

c) Thereis no need to give any text in the body of the mail, except the cases where the author wishes to give any specific message
w.r.t. to the manuscript.

d) The total size of the file containing the manuscript is expected to be below 1000 KB.

e) Only the Abstract will not be considered for review and the author is required to submit the complete manuscript in the first
instance.

f)  The journal gives acknowledgement w.r.t. the receipt of every email within twenty-four hours and in case of non-receipt of
acknowledgment from the journal, w.r.t. the submission of the manuscript, within two days of its submission, the corresponding
author is required to demand for the same by sending a separate mail to the journal.

g) The author (s) name or details should not appear anywhere on the body of the manuscript, except on the covering letter and the
cover page of the manuscript, in the manner as mentioned in the guidelines.

MANUSCRIPT TITLE: The title of the paper should be typed in bold letters, centered and fully capitalised.

AUTHOR NAME (S) & AFFILIATIONS: Author (s) name, designation, affiliation (s), address, mobile/landline number (s), and email/al-
ternate email address should be given underneath the title.

ACKNOWLEDGMENTS: Acknowledgements can be given to reviewers, guides, funding institutions, etc., if any.

ABSTRACT: Abstract should be in fully Italic printing, ranging between 150 to 300 words. The abstract must be informative and eluci-
dating the background, aims, methods, results & conclusion in a SINGLE PARA. Abbreviations must be mentioned in full.

KEYWORDS: Abstract must be followed by a list of keywords, subject to the maximum of five. These should be arranged in alphabetic
order separated by commas and full stop at the end. All words of the keywords, including the first one should be in small letters, except
special words e.g. name of the Countries, abbreviations etc.

JEL CODE: Provide the appropriate Journal of Economic Literature Classification System code (s). JEL codes are available at www.aea-
web.org/econlit/jelCodes.php. However, mentioning of JEL Code is not mandatory.

MANUSCRIPT: Manuscript must be in BRITISH ENGLISH prepared on a standard A4 size PORTRAIT SETTING PAPER. It should be free
from any errors i.e. grammatical, spelling or punctuation. It must be thoroughly edited at your end.

HEADINGS: All the headings must be bold-faced, aligned left and fully capitalised. Leave a blank line before each heading.
SUB-HEADINGS: All the sub-headings must be bold-faced, aligned left and fully capitalised.
MAIN TEXT:

THE MAIN TEXT SHOULD FOLLOW THE FOLLOWING SEQUENCE:

INTRODUCTION

REVIEW OF LITERATURE
NEED/IMPORTANCE OF THE STUDY
STATEMENT OF THE PROBLEM
OBJECTIVES

HYPOTHESIS (ES)

RESEARCH METHODOLOGY
RESULTS & DISCUSSION

FINDINGS
RECOMMENDATIONS/SUGGESTIONS
CONCLUSIONS

LIMITATIONS

SCOPE FOR FURTHER RESEARCH
REFERENCES
APPENDIX/ANNEXURE

The manuscript should preferably be in 2000 to 5000 WORDS, But the limits can vary depending on the nature of the manuscript.

INTERNATIONAL JOURNAL OF RESEARCH IN COMMERCE & MANAGEMENT Vii

A Monthly Double-Blind Peer Reviewed (Refereed/Juried) Open Access International e-Journal - Included in the International Serial Directories

http://ijrcm.org.in/




VOLUME NO. 9 (2018), ISSUE NO. 02 (FEBRUARY) ISSN 0976-2183

12. FIGURES & TABLES: These should be simple, crystal CLEAR, centered, separately numbered & self-explained, and the titles must be
above the table/figure. Sources of data should be mentioned below the table/figure. It should be ensured that the tables/figures are
referred to from the main text.

13. EQUATIONS/FORMULAE: These should be consecutively numbered in parenthesis, left aligned with equation/formulae number placed
at the right. The equation editor provided with standard versions of Microsoft Word may be utilised. If any other equation editor is
utilised, author must confirm that these equations may be viewed and edited in versions of Microsoft Office that does not have the
editor.

14. ACRONYMS: These should not be used in the abstract. The use of acronyms is elsewhere is acceptable. Acronyms should be defined
on its first use in each section e.g. Reserve Bank of India (RBI). Acronyms should be redefined on first use in subsequent sections.

15. REFERENCES: The list of all references should be alphabetically arranged. The author (s) should mention only the actually utilised
references in the preparation of manuscript and they may follow Harvard Style of Referencing. Also check to ensure that everything
that you are including in the reference section is duly cited in the paper. The author (s) are supposed to follow the references as per
the following:

. All works cited in the text (including sources for tables and figures) should be listed alphabetically.

J Use (ed.) for one editor, and (ed.s) for multiple editors.

. When listing two or more works by one author, use --- (20xx), such as after Kohl (1997), use --- (2001), etc., in chronologically ascending
order.

. Indicate (opening and closing) page numbers for articles in journals and for chapters in books.

. The title of books and journals should be in italic printing. Double quotation marks are used for titles of journal articles, book chapters,

dissertations, reports, working papers, unpublished material, etc.
. For titles in a language other than English, provide an English translation in parenthesis.

. Headers, footers, endnotes and footnotes should not be used in the document. However, you can mention short notes to elucidate
some specific point, which may be placed in number orders before the references.

BOOKS
. Bowersox, Donald J., Closs, David J., (1996), "Logistical Management." Tata McGraw, Hill, New Delhi.
. Hunker, H.L. and A.J. Wright (1963), "Factors of Industrial Location in Ohio" Ohio State University, Nigeria.

CONTRIBUTIONS TO BOOKS

. Sharma T., Kwatra, G. (2008) Effectiveness of Social Advertising: A Study of Selected Campaigns, Corporate Social Responsibility, Edited
by David Crowther & Nicholas Capaldi, Ashgate Research Companion to Corporate Social Responsibility, Chapter 15, pp 287-303.

JOURNAL AND OTHER ARTICLES

. Schemenner, R.W., Huber, J.C. and Cook, R.L. (1987), "Geographic Differences and the Location of New Manufacturing Facilities," Jour-
nal of Urban Economics, Vol. 21, No. 1, pp. 83-104.

CONFERENCE PAPERS

. Garg, Sambhav (2011): "Business Ethics" Paper presented at the Annual International Conference for the All India Management Asso-
ciation, New Delhi, India, 19-23

UNPUBLISHED DISSERTATIONS

. Kumar S. (2011): "Customer Value: A Comparative Study of Rural and Urban Customers," Thesis, Kurukshetra University, Kurukshetra.
ONLINE RESOURCES

. Always indicate the date that the source was accessed, as online resources are frequently updated or removed.

WEBSITES

. Garg, Bhavet (2011): Towards a New Gas Policy, Political Weekly, Viewed on January 01, 2012 http://epw.in/user/viewabstract.jsp
INTERNATIONAL JOURNAL OF RESEARCH IN COMMERCE & MANAGEMENT viii

A Monthly Double-Blind Peer Reviewed (Refereed/Juried) Open Access International e-Journal - Included in the International Serial Directories
http://ijrcm.org.in/




VOLUME NO. 9 (2018), ISSUE NO. 02 (FEBRUARY) ISSN 0976-2183
A COMPREHENSIVE STUDY OF THE HUMAN RESOURCE PRACTICES OF THE CONSTRUCTION SECTOR IN
TAMIL NADU

Dr. C. S. RAMANIGOPAL
PROFESSOR & HEAD
FACULTY OF COMMERCE & MANAGEMENT
VINAYAKA MISSIONS UNIVERSITY
SALEM

A. MANI
ASSOCIATE PROFESSOR
DEPARTMENT OF MANAGEMENT STUDIES
VMKV ENGINEERING COLLEGE
SALEM

S. VASUDEVAN
PG STUDENT
MBA IN REAL ESTATE MANAGEMENT
VMKV ENGINEERING COLLEGE
SALEM

S. UGESH KUMAR
PG STUDENT
MBA IN REAL ESTATE MANAGEMENT
VMKV ENGINEERING COLLEGE
SALEM

ABSTRACT

For organization of any size and scale, Human Resource Management (HRM) is a critical function in general and this function comes along with its own set of
complex issues and challenges specific to this sector. The management decided to diversify their business portfolio by entering into Real estate Construction projects
sector and believed that a complete study on Human Resources (HR) challenges and practices in the Construction industry is still in the nascent stage at this point
in time. The success of any project is a direct reflection of the skills of the workers who completed it and the managers who supervised it. In building and maintaining
a strong workforce, businesses in the construction industry face several unique human resource challenges, including a lack of qualified candidates to fill open
positions, high employee turnover, perpetual safety concerns, and the burden of complying with employment laws. The issues are far-reaching and diverse, and
due to other factors such as notice periods and other aspects and thereby, it becomes imperative that a skilled HR team would be required to be integrated into
the management framework from the very beginning. There were two main phases in this project — Primary data collection phase to gather data from the target
group through interviews and questionnaires and Secondary data collection phase consisted of a comprehensive Literature Review on the current studies in this
area. The Primary and Secondary data were analysed for key issues and practices pertaining to administering the human resource functions. These suggestions
were presented to the management and they had given a confirmation that that they would use this report as a reference document while framing their HR Policies
for the upcoming new Real Estate construction business.

KEYWORDS

HRM practices, real estate sector, construction industry.

JEL CODE
015

INTRODUCTION

onstruction is an essential part of any country‘s infrastructure development. Construction industry, with its backward and forward linkages with various
@other industries like cement, steel, bricks etc. catalyses employment generation in the country. Broadly, Construction can be classified into 3 segments

namely Infrastructure, Industrial and Real Estate. Infrastructure segments involve construction projects in different sectors like roads, railways, ports, irri-
gation, power etc. Industrial construction is contributed by expansion projects from various manufacturing sectors. Real estate construction can be sub-divided
into residential, commercial, malls, multiplexes etc. The construction industry operates on the basis of contractual agreements. Over the years different types of
contracts have been developed. It mainly depends on the magnitude and nature of work, special designs needs annual requirements of funds and complexities of
job. Construction projects can be materialized through a number of smaller contracts that mainly depends upon size of the project and diversified nature of
activities to be carried out in the project. As a result, Subcontracting is a common phenomenon in the construction industry. The sector also faces headwinds in
oil exporting countries, as oil prices are decisive for infrastructure investments. According to statistics, in the United States, the sector could be reinforced by the
decision of the new government. Some countries continue to face difficulties on inflation (China) while others have weathered the storm (France, Spain).

REAL ESTATE IN INDIA

With increasing Globalization and supporting policies of the Indian government, Real estate in India has attracted a huge attention globally from investors and
developers. With a contribution of around 6.3% to the Gross Domestic Product (GDP) of the country, it stands second in employment generation. Research shows
that in the next one decade, the sector may touch USS 25 billion FDI from the present USS$ 4 billion. This huge investment may be attributed to the factors like
increasing income of the people, increasing urbanization, migration to urban areas, infrastructure development, trend of nuclear families and increasing housing
demands. It is also estimated that with these high investment inflows the annual revenues during 2020 may increase to USS 180 billion.
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REVIEW OF LITERATURE IN THE AREA OF STUDY

A Comprehensive Literature review was done by referring to various research papers, articles, websites and books. The focus of the secondary research exercise
was to understand the current HR challenge and practices specific to the Real Estate construction sector.

Mehrdad Arashpour and Mohammadreza Arashpour (2015) their research paper was to introspect the changing construction labor market in Hong Kong. The
research addresses the important labor resource context related to the construction industry, including the trends of the critical indicators of the labor market in
construction and the implications of the changing markets and technology on the future pattern of skill requirements and the government policies on construction
personnel. Primary research was done using questionnaires to measure HR effectiveness, Historical perspective of the professions, Values, Principles, Organiza-
tional Maxims, and Culture, Talent sourcing of HR professionals and executives and Key challenges to HR in construction industry. HR is a member of the top-level
management team in the construction firms with the head of HR reporting to the CEO, and is more focused on the strategic and long-term activities of the firm
including strategy formulation, organizational design, leadership and organizational development. In the construction environment, there was a noted preference
for informal performance management characterized by frequent dialogue as opposed to formal annual reviews that are highly structured and documented.
Additionally, in the construction firms, the general management development is relatively unstructured culture plays a role in an organization. With increased
outsourcing and splitting off of the administrative functions of HR, studies have suggested new measurements of HR effectiveness are required. HR departments
can no longer rely on traditional measurements of transactional activities. Indeed, most of the data indicated that many in the profession are making this transition.
Malkani Z.A.K. and Kambekar A.R (2013) research paper focuses on the identification of HRM related issues within the construction company. The main focus was
on the human resource practices that are generally pursued in the Indian construction industry, availability of skilled labor and formal or informal method or forms
commonly adopted for the management of the human resource. Research methodology tools were used to gather information from the target group. Some of
the major issues of discussion were about the hiring of the right people, developing the right process, helping employee develop right skills, motivating and
retaining the workforce, creating culture of innovation and Succession planning. Majority of the construction companies have separate department for manage-
ment of their human resource and the department is designated as human resource department. The main function of this department is recruitment, selection,
attendance, salary fixation, rewards etc. Almost all the companies have human resource policy but the average rating for formal procedure was low. Out of all the
companies having human resource policies only a few companies were identified with combination of implicit and explicit policy.

The most critical issue in management of human resource is motivating and retaining the workforce and hence our study indicates that keeping human force
motivated throughout the service span has to be given the highest priority. This issue is followed by hiring the right employee, developing the right process of
recruitment, helping employee develop right skill, creating culture of innovation and the last priority observed was succession planning. Training for upgradation
of skills and knowledge is the major issue in current scenario due to faster development in the technology. It was observed that many companies do not have
specific training module and program for the workforce. It was observed that though most of the companies have a separate department for managing their
human resource only few companies follow the formal practices completely. On the other hand, in most companies formal HRM systems tend to be under-utilized.
Adrian Wilkinson, Stewart Johnstone and Keith Townsend (2012) research paper focuses on managing people in the construction sector that is labor intensive and
recognizes that the way employees are managed can have important implications for organizational performance. This could even be a differentiator between
successful and unsuccessful organizations. The main focus was on the micro and macro perspectives on elements of Human Resource Management across three
dimensions namely human focus, resource focus and management focus. The sector is distinctive in terms of the extensiveness of subcontracting and outsourcing
arrangements have been central to business recipe of the industry worldwide for some time. Human focus places a strong emphasis on employee rights, needs
and well-being. This perspective is evident in developments in the areas of occupational health & safety, grievance management, work design, work-life balance,
equality and diversity. Core workers in the construction sector are likely to be highly regarded permanent employees, to be well paid and enjoy good career
prospects. They involve in key business activities. Peripheral workers, on the other hand, provide high flexibility in terms of number of staffs working at a particular
time and the amount of hours worked. Both the categories needs to be addressed based on the requirement of projects.

Nicola King, Andrew D.F.Price and Andrew R.J.Dainty (2014) their research paper examines the multi-facetted nature of the Strategic Human Resource Manage-
ment function and particularly the perspectives of employee relations. The need for more strategic approaches to HRM in the Construction industry is evident
when examining the sector’s reliance upon- virtu contracted labor and multi-organizational project delivery structures. It is believed that small firms account for
a significant part of economic activity in a country. Almost 97% of firms employ fewer than 20 employees and over 99% fewer than 100. Though small firms
dominate the construction industry, it remains unclear as to how effectively construction SMEs aligns their HRM activities with their strategic needs. Business
decision-making processes in organizations should encourage the participation of employees i.e., type of work, verification & validation of projects etc. Such
situation provokes formal methods of communication, staff meetings and social gatherings. Roles and responsibilities are different for all management employees.
Matters that are considered to be more serious in nature are dealt with by directors and senior managers. Lower level issues and relationships are dealt by line
managers. The management style for addressing grievances involves systems and processes that are to be dealt informally for providing effective solutions to the
problems. Studies suggest that larger organizations and clear difference exist between larger and smaller organizations. An area of improvement in this sector
would be to align closely the employee relation strategies between organisation goals and employees in order to improve organizational performance.

OBIJECTIVES OF THE STUDY

The objective of the Project work was to study, understand and analyze the current Human Resource - Challenges, Practices and Policies in the Real estate con-
struction business and provide relevant recommendations on them. This Project report will be taken as a reference document by Aquoion to frame their HR
Policies in their Real estate construction division.

SCOPE OF THE STUDY

The study is limited to Real Estate Construction sector in Salem, Tamil Nadu. All the 203 respondents for the survey, were part of the Salem District Industrial
Association and Salem District Engineer Association, both these associations based out of Salem —Tamil Nadu. Observations, Findings and Recommendations made
from the Project study will only be used by Aquoion as a reference document for framing their HR Strategy and Policies.

METHODOLOGY

Research methodology is the process used to collect information and data for the purpose of making business decisions. The methodology adopted in this project
includes publication research, interviews and surveys. The primary data collection phase included distribution of questionnaires within the target group of HR
professionals and Real estate Construction industry members (Managers, Engineers, Contractors and Technical staffs). Likert scales were used in the questionnaire
degree of agreement with a statement or set of statements. Each level on the scale is assigned a numeric value or coding, usually starting at 1 and incremented
by one for each level. Microsoft Excel software were used to analyses the data obtained. Unstructured Interviews with the HR Manager was also carried out to
know about the policies and practices in the Real estate Construction sector. Data regarding the policies and practices with regards to the sector has been sourced
from various articles and books. A Comprehensive Literature Review was done by referring to research papers related to HRM in Construction Industry.
SAMPLING DESIGN

The sampling technique used for this study is Convenience Sampling. Convenience sampling is a specific type of non-probability sampling method that relies on
data collection from population members who are conveniently available to participate in study. Some of the advantages of Convenience Sampling are simplicity
of sampling, ease of research and data collection can be facilitated in short duration of time. The population selected for this study included the members of the
District Industrial Association and Salem District Engineer Association, which was around 4500. The sample size for the survey was 203 members from their data-
base and the roles of those respondents are related to HR professionals and Real estate Construction industry members (Managers, Engineers, Contractors and
Technical staffs).
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TIME PERIOD COVERED

The duration for the entire Project work was 60 days. The time taken to finalize the Project design, Literature review, Objective formations, selecting dimensions
to measure questionnaire formations, refining the questionnaire etc. was around 30 days and the data collection were carried out in 14 days.

TOOLS & TECHNIQUES FOR COLLECTION OF DATA

The primary data collection was done using questionnaires and responses were received from HR professionals and Real estate Construction industry members
(Managers, Engineers, Contractors and Technical staffs). The primary structured questionnaire in this study consisted of questions regarding HRM policy and
recruitment, selection and training methods adopted. Along with the questionnaire, there were face to face Interactions with a few HR managers to understand
and analyze the awareness of HR practices in the Construction projects companies. Secondary data was collected from reviewed literature as applicable to the
construction industry. The most important and relevant data sets were chosen to develop further correlation between primary and secondary data sets.

PLAN OF ANALYSIS FOR PRIMARY RESEARCH

The questionnaire has been designed to collect information for the following HR functions: Human Resource Planning, Recruitment and Selection, Training and
Development, Performance Management, Compensation and Benefits, Career Management and Development, Employee Relations and Health, Safety & Environ-
ment. The Likert scale was used to assign value to each of those responses and derive observations on the level of awareness and maturity of HR Policies in Small,
Medium and Large companies. The study also looked at the underlying factors for the following responses - Neutral, Partially agree and Partially disagree. For the
purpose of analyses, the Microsoft Excel software has been used. The results of the analyses have been presented in the form of bar charts. Data regarding the
HR best practices were retrieved from the comprehensive Literature Review related to HRM in the Real estate Construction projects sector. An in-depth analysis
from various websites, articles and books was done to further support the study.

LIMITATIONS

Due to time constraints, the Primary data collection was limited to only 203 respondents within the sector. The Primary data collection has been conducted for
selected respondents from a particular region in Tamil Nadu. Hence the inferences and findings of the analysis need not hold good totally for the Construction
sector across Tamil Nadu as a whole or the country at large. In many companies, there were senior people who took care of multiple functions including Admin-
istration, Procurement, Material management and Human Resources. Since, many of them had limited knowledge on HR specific information, it was difficult to
get specific HR information from them. The data collected may not be a representation of the entire population. This study was limited to the capacities and
willingness of the respondents in appropriately answering the questions and hence the information provided by respondents may or may not be true.

ANALYSIS OF THE DATA

In Phase one of the Project, Primary data was collected from HR professionals and Real estate Construction industry members (Managers, Engineers, Contractors
and Technical staffs) through survey research techniques namely questionnaires and interviews. Most of the personal interviews were to gather information about
the HR activities, challenges and practices in the Real Estate Construction industry. The most important and relevant data sets were chosen and included for
developing further correlation between primary and secondary data sets.

PRIMARY DATA COLLECTION ANALYSIS

A total of 120 completed responses were received from the target group and those responses were used for the analysis.

TABLE 1: RESPONDENTS BY COMPANY TYPE
Type of Company Number of Respondents
Large
Casa Grande
L&T
Prestige groups
Purvankara groups
Shoba Builders
Medium

NININW D

ARRS Builders 2
Landmark Builders 9
Mukesh Associates 2
SKS Builders &Promoters|2
Sri Krithika Builders 12
Small

Balaji Builders 22
Chola Builders 20
Pugal Builders 14
Shabari Builders 14
Sona Builders 10
Grand Total 120

Source: Primary Data
HUMAN RESOURCE PLANNING
The Primary data analysis revealed that all the companies have a formal system of Human Resources Planning in place and are able to forecast manpower as per
the Business requirement. Many Organizations still face the challenge of having minimal planning time to create the right HR Strategies when the work is with
multiple Contractors. Although there is long lead time from bidding to award in the constructions sector, the bids tend to be awarded to the contractors on a short
notice. Many companies use a lot of contractors to supplement their existing manpower available on the site. The short notice to contractors reduces the scope
to implement a proper HR strategy. Ideally, the entire project team should have the right skill mix to keep the project under control. Many companies are still in
the process of developing policies for Contractors and these policies would define the skill requirements for each role, safety processes and trainings, which needs
to be imparted on a regular basis.
RECRUITMENT AND SELECTION OF EMPLOYEES
The construction industry requires specific skills that are often difficult to locate. HR managers in the construction industry must find qualified applicants for on a
project specific basis. To facilitate the recruitment process, the HR manager for a construction company should come up with a clearly defined job description for
each team member. Many companies have leveraged the most effective mediums for reaching their desired candidates such as social media/ job sites to post job
descriptions that clearly explain the requirements of the position.
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FIGURE 1: MODES OF RECRUITMENT ANALYSIS
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The Primary data analysis revealed that main modes of recruitment are contracting agencies and walk-in interviews. The small and medium companies also pre-
ferred to recruit though their association of engineers by word of mouth. It was noted that all the large organization has a structured recruitment system in place
with proper documentation on Job descriptions compared to Small and medium organization. With multiple projects taking off simultaneously, it becomes imper-
ative that people with right skill sets are chosen for managerial roles and technical roles.

FIGURE 2: RECRUITMENT SYSTEM ANALYSIS
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The Analysis reveals that all the companies have a recruitment system but there were many respondents in the Small and medium companies who had given
neutral responses. Interviews with the managers of small and medium companies revealed that those companies have a recruitment system but it was not properly
followed by those involved in recruitment. With the rise of Contractors to perform specific technical work, the HR teams face a critical challenge to on-board the
Contractors as fast as possible to make them work alongside the Organization‘s work Working with force different. Contractors and managing them is one of the
challenges faced by the Companies today. As most of the projects executed on an ad-hoc bases, the construction workforce tends to be made up of transient
contractors. With this approach, the overall workforce tends to work for longer hours, less overall control and constant work —life issues. Moreover, as staff
turnover tends to be high on construction projects, this often piles on the pressure to the day to day workload. The rate of attrition is very high as much as 23% in
large companies and 27% in medium companies.
FIGURE 3: ON-BOARDING PROGRAM ANALYSIS
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The analysis revealed that the Small and Medium companies did not have a well-defined induction program to on board the new employees and this can be
attributed to lack of dedicated Human resource teams in these organizations. Although, all organization conducts tests and interview to access the candidates and
their skills, only the large companies had a well-defined induction program for the newly recruited employees.

TRAININGS FOR TECHNICAL AND ADMINISTRATIVE STAFF

With the introduction of new types of materials for construction from manufacturers across the globe, training is essential for the workers on the field to under-
stand the new ways of working. Apart from technical training, Managers would also needs to aware of the cultural aspects of working with people from different
regions and make sure that they are utilized to their capacities. There are numerous training courses which are offered by companies and manufacturers but they
are not available in all cities in India. In the current scenario, limited time is allotted for training classes leading to accidents on the work site. The HR team would
need to manage the de-skilling and re-skilling of the labor force due to the introduction of new technology and strategies should be to create an innovative,
responsive training delivery system to maintain skill currency that could be leveraged across all Projects. The HR department needs to come up with clear policies
relating to training. It also should provide information about time off and compensation for off-site training.

FIGURE 4: TRAINING AND DEVELOPMENT PROGRAM ANALYSIS
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It has been observed in the data analysis that none of the Small companies have Training & Development (T&D) programs for employees. Although, T&D Policies
existed in large companies, Training has always been a major issues because of cost and the companies do not get a complete Return on Investment (ROI) by
investing construction training courses. Any Training investments would neither lead to higher productivity or financial returns for the organization. This is evident
as the Real estate construction workers are a transient workforce and do not stay with company for a longer period of time. In 80% of the large companies,
employee‘s Training & Dev identified through an annual performance appraisal mechanism and plans are established to address any gaps. Inspire of these efforts,
the construction workers felt it was a time consuming process and there was insufficient or no interest among the workers to learn new skills. Most of administra-
tion teams take regular trainings on leadership skills and managing people. In IT sector, the customers check the skillsets of the delivery team before awarding a
project and will scan the resumes of every person to make sure that they are the best people to work for the customer. Contrary to the IT sector, the customer of
the Real Estate construction projects do not show much interest on skillsets possessed by the labors; rather they are only concerned about the project progress,
timelines and costs.
COMPENSATION STRATEGY
One of the top challenges facing construction companies today involves devising the best compensation strategy to retain top talent while also meeting business
goals. The Primary data analysis showed that 20% of the Small companies, 60% of the medium companies and all the large companies have compensation policies
in place.

TABLE 2: PRIMARY DATA ANALYSIS ON PRESENCE OF COMPENSATION POLICIES

Type of Company Policies exist for Compensation
Large

Casa Grande Yes
L&T Yes
Prestige groups Yes
Purvankara groups Yes
Shoba Builders Yes
Medium

ARRS Builders Yes
Landmark Builders Yes
Mukesh Associates Yes
SKS Builders &Promoters|No
Sri Krithika Builders No
Small

Balaji Builders No
Chola Builders No
Pugal Builders No
Shabari Builders Yes
Sona Builders No

Source: Primary Data
In order for organizations to remain competitive, companies must aggressively pursue talent to increase productivity and profitability, leveraging human capital
to maintain a competitive advantage. It becomes important to offer competitive pay and benefits, but ensure employees develop the right skills and also create a
friendly environment to be able to develop and sustain its workforce.
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FIGURE 5: COMPENSATION SATISFACTION ANALYSIS
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It was observed that 70% of the employees in all companies are dissatisfied with their current pay and this would be another factor to become demotivated and
underperform in their roles. With these responses, it cannot be concluded that compensation and benefits are lead, lag or medium as it does not represent the
entire population set. Most companies tend to align their compensation structure to the Market rate and do not look to match pay for performance. To meet this
challenge, companies, regardless of industry and size, must craft a clear and compelling strategy for implementing a well thought-out total reward/compensation
plan to attract, retain and motivate key talent. This total reward strategy should integrate key components including Total compensation, Benefits, Work-life
balance and Training, career and personal growth opportunities.

HIGH EMPLOYEE TURNOVER RATE

The Real estate construction section in India has seen a lot of inter-state moment of skilled and unskilled workers. These workers are hired in huge numbers on a
temporary basis in various companies. Although, most of the construction workers are hired on a temporary bases for specific projects, they are highly prone to
shift companies because of better wages and benefits. Construction companies understand this very well and have policies to retain them but unfortunately,
Interviews with the HR Managers revealed that these policies are not well understood by the employees and they continue to shift companies. In 80% of the cases
in large companies, construction workers are not provided an opportunity to exchange views with the top management and only in some cases, the top manage-
ment is supporting of certain labor management strategies and goals. With numerous construction companies, another major challenge is to retain the construc-
tion workers in the company for a longer time.

It was observed that large organizations recognizes the career growth needs of its employees and does career planning to meet objectives of both individuals and
the organization but that’s not the case with small companies do not have this function in place. One of the most effective steps that companies can take to keep
employees engaged is to equip them with the tools they need to succeed such as training and development programs, establish communication channels etc. By
empowering workers to achieve their full potential, companies will reduce turnover, improve safety, and boost productivity. HR Policies for employee retention
should focus on incentive bonuses when a project milestone is reached. HR staff can also offer project-based incentives such as housing, automotive or tool
allowances, and educational reimbursement for required certifications. And because much of the work is project-based, HR should develop policies on allowing
extended vacation time between projects.

One HR strategy that can help construction companies retain valuable workers is to implement employee mentoring programs. These programs assist staff mem-
bers in high stress jobs by allowing smaller tasks to be delegated to a junior member under their supervision. From a HR perspective, this improves employee
retention by keeping employees invested in the success of their co-workers.

HEALTH, SAFETY AND ENVIRONMENTAL ISSUES

Health and safety aspect is also a massive issue in the construction industry. Although the health and safety team should be ensuring best practice is followed,
accidents still occur no matter how stringent the enforcement. Safety would be the prime concern for any construction company as any risk activity and workplace
accident would lead to costs apart from affecting the brand reputation of the company.

FIGURE 6: HEALTH, SAFETY AND ENVIRONMENT PRACTICE ANALYSIS
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It was observed that most companies had policies and practices pertaining to employee‘s Health, Safety Interviews and with Environment the Managers (H re-
vealed that only a few companies followed them. There was a strong disagreement from the employees of the small companies on the daily usage of HSE practices.
Over the last few years, many companies have hired certified Quality, Safety and Environment managers to overlook the HSE activities that take place - before,
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during and after the task. It has also been observed that QSE (Quality, Safety and Environment) role has been neglected in many companies and they tend to
engage contractors for most of the work. Although the contractors have been given the mandate to follow the policies and guidelines, they do not tend to follow
for the lack of time and cost. This negligence results in many direct and indirect costs include medical expenses, lost productivity as the injured worker heals, costs
incurred in recruiting and training substitute workers, and the possibility of lawsuits stemming from the incident. Therefore, safety should be the paramount
consideration at any worksite. All construction companies must have comprehensive safety plans in place, including regular training for all workers and clear
protocols to follow in the event of injuries.

MEETING SKILLED LABOUR DEMAND AND SUPPLY

The entire construction Industry has a scarcity of skilled and experienced personnel to perform the activities effectively and specifically for Real Estate construction
projects, every project carries different requirements and most of the companies struggles to find the right talents with the requisite skills, experience, and certi-
fications. With a lot of problems related to the quality and quantity of resources assigned to projects in the recent past, some of the customers are also looking
into the resumes of skilled personnel and have dedicated resources from quality of work performed by the resources. Another problem is the aging workforce and
replacement of the loss of skilled trade’s in the coming years. All types of companies had most of their employees on contract basis so that they could be flexible
enough to ramp up or down based on their project needs.

FIGURE 7: LABOR DEMAND SUPPLY ANALYSIS
Are Best practices pertaining to employee’s Health, Safety
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It was noted during the Primary data analysis that 60% of the organization are facing challenges with meeting skilled labor demand and supply. The Large compa-
nies have well defined contracts with the Contracting agencies, which would make them virtually exclusive of any labor shortage in the market. The Small and
medium companies face a major challenge and they would have to resort to finding skilled workers in other states to meet the demand. For example, smaller
construction companies often struggle to find management-level estimators, project managers, superintendents, engineers or administrative staff trained to pro-
cess construction-specific documentation. Experienced craftsmen to head project field teams or divisions are also difficult to find.

USAGE OF SUB-CONTRACTORS

All types of companies would outsource part or majority of the work to contractors and that would save cost over the entire lifecycle of the project. The sub-
contracting would help companies to focus on core activities and spend their time in administrative activities. The Contractors would bring labor to the construction
site when needed and disengage them when it is no longer required after completion of the work. The HR Policies and benefits would not be applicable to sub-
contractors and therefore would save time and cost for the companies.

In all the large companies and 20% of the medium companies, policies existed for sub-contractors to keep track of their performance. Some of the sections which
are part of the Sub-contractor policies as follows: Scope details, Recruitment Profiles and Delivery Locations, Audit Procedures, Health & Safety, Sustainability,
Quality Assurance, Performance management, Staff recruitment and development, Financial management, Contract Monitoring and Review and Contract Termi-
nation.

COST CONTROL METHODS

In one of the Real estate construction companies, a cost analysis is done by the admin department to check the areas where cost can be trimmed down and some
of initiatives taken are shown below: Based on the appraisal report of employees during the progress of the project, the employee is referred for rewards. Promo-
tions are based on talent recognition and even a meagre amount would help retain employees and increase their morale. It would be more expensive to poach
employees from other companies. Employees who could not perform as per the expectations are trained and transferred to other departments and in case of
continuous failures; they would ask the employee to leave the company. The recruitment team continuously checks in the market for basic remuneration packages
for employees who possesses certain skill set and propose the standard pay or less to the prospective joiners. Have qualified and experienced personnel work on
multiple projects. This is mostly done during the finishing stages or the starting stages so that they can provide a direction to the junior employees as well as check
the finished project for any flaws and rectify them as soon as possible. This would help the company reduce cost of hiring new employees. For people working in
the company for a long period of time, the salary and other benefits such as gratuity, promotion, bonus etc. are bound to increase. In those cases, the responsibility
would be delegated to junior staffs with a minor pay raise, the person would be promoted with additional responsibilities, or they would be given an option for
voluntary retirement.

For a project forecasted to begin in a few months, having the present manpower on payroll would add to burden of the company and increase the costs. At the
same time, the employees are not asked to leave as they company, as this would lead to additional acquisition costs. There would also be some employees who
have the environment knowledge and they would be difficult to replace. These employees would be given an option for Long leave without pay. Employees are
ready to accept these options, as they would continue to enjoy other benefits (such as Insurance, Medical etc.). Another approach, which would compensate for
the lost labour is by adopting prefabrication, standardization and modularization, and redesign of construction processes and the second approach would be to
increase the available supply by retraining the existing labourers, developing multi-skilled labour, and through motivation and mechanization.
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FINDINGS

The important findings from the analysis are as follows:

. Human Resource Management is still at nascent stage in the Real estate construction sector.

. Existence of a full-fledged HR department in companies was dependent on the company size (Small, Medium and Large). Small companies did not have a
separate department for management of their human resources and the function was taken over by the Administrative team.

. Only large organizations have a structured recruitment system in place with proper documentation on Job Descriptions.

. Small and medium companies preferred to recruit though their association of engineers by word of mouth and Contracting agencies.

. Large companies have well defined contracts with Job contractors but Small and Medium companies face a lot of challenges to find skilled workers.

. In all the large companies and 20% of the medium companies, policies existed for sub-contractors. Lack of Sub contractor policies could have negative effects
in Sub-contractor performance and also could lead to Legal hassles.

. All companies did not get a complete Return on Investment (ROI) by investing in Construction training courses. Trainings have neither led to higher produc-
tivity nor financial returns for the organization.

. Small and Medium companies did not have a well-defined induction program to on-board new employees/ contractors due to the lack of dedicated Human
resource teams.

. Most of the small companies did not have a career growth recognition system leading to a high employee turnover rate.

. 70% of employees in all companies are dissatisfied with their current pay and this would be as a result of the Organization's unclear Compensation and
Rewards programs.

. Primary data analysis showed that 20% of the Small companies, 60% of the medium companies and all the large companies have compensation policies in
place. Small and Medium companies face the highest attrition rates.

. Health, Safety and Environment (HSE) Policies existed in all companies but only a few companies followed them. Companies that do not follow the HSE Policy
guidelines have faced many direct and indirect costs.

RECOMMENDATIONS

The following recommendations have been suggested taking into account the current findings of the existing HR practices, existing HR Policies, current HR chal-
lenges in Real estate construction sector and standard HR Practices mentioned in this report. Frame new HR Policies for the Real estate construction business by
leveraging existing HR Policies and Standard HR practices mentioned in the Report. The new policies (specifically the Training & Development and Compensation
policies) could take into account the specific challenges related to Real estate Construction sector. Aquoion may consider leveraging the Organizational chart,
which was created, based on interaction with the various internal stakeholders. Aquoion could adopt the HR cost control techniques mentioned in this report.
Aquoion could look at the alternate approaches to compensate for shortage of Labor staff and those approaches are mentioned in this report. Aquoion may
consider to increase the minimum budget allocation for IT Systems of Human Resource management and this could lead to effective tracking of Employees and
Projects. Aquoion could look at translation of HR documents in their native language as most of the employees did not understand them, leading to poor involve-
ment of employees towards various HR initiative. Aquoion could look at investments in employer branding, which is the process of cultivating a positive reputation
as an employer. Businesses with strong employer brands save time and money on recruitment because candidates are more likely to seek them out.

CONCLUSIONS

The Project report was created with main intention that Aquoion gets strategic view on the Industry, Competition, existing HR Challenges and Practices, which
would be followed, by analysis, findings and recommendations. At a high level, the report provides extensive analysis for Recruitment and Selection of Employees,
Meeting skilled labor demand and supply, Trainings for Technical and Administrative Staff, Usage of Sub-contractors, Human Resource Planning, Health, Safety
and Environment Issues, High employee turnover rate over, Compensation strategy and Cost control methods. These details would help Aquoion understand the
current situation of the Real estate construction business and take an informed decision while creating their HR Strategy. The report in its entirety could be used
to frame the HR Policies for the new Real Estate construction company. The scope for future study would be to have a detailed HR study for each of the HR
functions including Human Resource Planning, Recruitment and Selection, Training and Development, Performance Management, Compensation and Benefits,
Career Management and Development, Employee Relations, Health, Safety & Environment.
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