
 

INTERNATIONAL JOURNAL OF PROGRESSIVE 

RESEARCH IN ENGINEERING MANAGEMENT 

AND SCIENCE (IJPREMS) 
 

Vol. 04, Issue 05, May 2024, pp: 1748-1753 

e-ISSN : 

2583-1062 

Impact 

Factor: 

5.725 
www.ijprems.com 

editor@ijprems.com 
 

@International Journal Of Progressive Research In Engineering Management And Science               Page | 1748 

HR PRACTICES AND POLICES IN INSURANCE INDUSTRY 

T. Deebak1, Dr. D. Anitha Kumari2 

1Student of MBA GENERAL, School of Management Studies, VISTAS, Chennai, India. 

2Associte Professor & Research Supervisor, VISTAS Chennai, T.N. India. 

DOI: https://www.doi.org/10.58257/IJPREMS34277 

(Corresponding Author) 

ABSTRACT 

A primary goals of HR practices and policies in the insurance industry, focusing on alignment with industry regulations, 

evaluation of existing practices, and identification of best practices and areas for improvement. Through a 

comprehensive analysis, the study assesses how current HR practices comply with industry standards and regulatory 

requirements. It evaluates the effectiveness of existing HR policies and their impact on employee performance and 

satisfaction within the company. By comparing the company's HR strategies with industry best practices, the paper 

highlights key areas where improvements can be made to enhance HR functions and drive organizational success. 

Additionally, the study provides targeted recommendations for developing best HR policies and practices that align with 

the company's strategic goals and promote a high-performance work culture. The findings offer valuable insights for 

insurance companies seeking to optimize their HR practices and maintain competitive advantage in a rapidly evolving 

industry. The study is descriptive in nature and was conducted with a sample size of 50. The data were interpreted using 

ANOVA, correlation, and Chi-square analysis. To break down the practices and communication and workplace concerns 

and issues, To know the hand's opinions regarding the HR practices and policies in insurance industry 

Keywords: Practices, policies, industry regulation, Training, workplace concern 

1. INTRODUCTION  

HR PRACTICES AND POLICIES 

In the insurance sector, HR procedures and guidelines are vital to the efficient management of human resources, the 

development of a performance- and innovation-oriented culture, and, eventually, the success of the company. Insurance 

companies must adhere to strict regulations to protect policyholders and maintain financial stability. Auditors evaluate 

financial performance to assess stability and solvency, helping stakeholders like investors, regulators, and policyholders 

make informed decisions. They identify weaknesses and risks, help detect fraud and misconduct, and improve 

accountability and transparency. Auditors also aid in decision-making by providing insightful analysis and suggestions 

to management. Regularly providing reports and disclosures to regulatory bodies ensures accuracy and compliance with 

standards. Auditors play a crucial role in ensuring the accuracy and completeness of these reports. 

2. OBJECTIVES OF THE STUDY 

• To asses the alignment of HR practices with industry regulations and compliance to standards. 

• To evaluvate the current existing HR practices and policies implemented in the company. 

• To identify the HR best practices within the insurance industry. 

• To identify the area where current HR practices and policies to be improved in the company. 

• To provide suggestion to develop best HR policies and practice for the company. 

NEED FOR THE STUDY 

The study aims to evaluate and enhance the organization's HR procedures and policies, particularly in the context of the 

insurance sector. By examining current HR practices, the research seeks to ensure compliance with industry regulations 

and assess their impact on corporate objectives and employee satisfaction. The study will identify potential areas for 

improvement by investigating industry best practices and analyzing gaps in existing processes. Recommendations will 

be made for optimizing HR policies to improve effectiveness and performance. Through data gathering techniques such 

as surveys, interviews, and document reviews, the research will guide the company toward HR procedures that boost 

compliance, performance, and employee satisfaction. 

3. SCOPE OF THE STUDY 

This study focuses on HR processes and regulations within the insurance industry, emphasizing how HR supports 

diversity and inclusion programs in insurance businesses. The research investigates best HR practices in the industry, 

aiming to compare industry standards and compliance with current HR practices. This initiative explores HR policies 

and procedures related to employees in the insurance sector, seeking to identify areas for improvement. By analyzing 
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these aspects, the study provides valuable insights into how HR can be optimized to meet regulatory requirements and 

enhance workplace diversity. Ultimately, the project aims to offer guidance for better alignment between HR practices 

and industry standards in the insurance field. 

4. REVIEW OF LITERATURE 

Kundu, S. C., & Malhan, D. (2007) 

A Study In Proceedings of the 13th Asia Pacific Management Conference, Melbourne, Australia (pp. 472-488). Human 

resources (HR) may provide a business a competitive edge, and a company's success can be impacted by a set of efficient 

HRM procedures. Our goal in conducting this study was to evaluate insurance firms' HR procedures. 

King, M. & Walker, J. (2020) 

Their findings underscore the critical importance of identifying and developing future leaders within the organization. 

By implementing strategic succession planning policies, HR ensures the continuity of leadership and talent pipeline, 

thereby safeguarding the long-term prosperity and viability of the business. 

Nazim-ud-Din, M. (2013) 

The findings demonstrate that employee happiness and productivity are not positively impacted by HR strategies in the 

insurance industry. These findings point to the necessity for simulative policies for the growth of the insurance business, 

which may be helpful for national insurance entrepreneurs and policymakers looking to increase productivity and quality. 

Sani, A. D. (2012) 

The work environment of the company affects how successful these strategies are. Data from a survey of eighteen 

insurance firms was evaluated using descriptive statistics, regression analysis, and correlation analysis. The findings 

demonstrated the importance of career planning systems, job description, strategic HRM alignment, and line 

management training in affecting organizational performance in Nigeria's insurance sector 

5. STATEMENT OF THE PROBLEM 

Aligning the company's Human Resources (HR) operations with industry legislation and compliance requirements 

presents obstacles. The efficacy and adherence to these requirements of the current HR policy must be assessed. 

Furthermore, locating HR best practices in the insurance sector is essential for benchmarking and development. To 

investigate how HR helps insurance businesses with their diversity and inclusion objectives. Handling mergers and 

acquisitions is part of change management, which calls for good staff support and communication. 

6. RESEARCH METHODOLOGY 

In this study, a descriptive research design was used. The probability sampling approach uses the simple random 

sampling technique to get the samples. There are 50 people in the sample. By use of a questionnaire, primary data was 

gathered. Fifty experts were randomly selected in Madurai and Chennai. ANOVA, correlation analysis, percentage 

analysis, and Chi-square analysis are the methods used for data analysis. 

Table no: 1 Percentage Analysis of Demographic Variables 

QUESTIONS VARIABLES FREQUENCY PERCENTAGE 

GENDER Female 20 40% 

 Male 30 60% 

 TOTAL 50 100% 

 

 

 

AGE 

25-30 years 4 8% 

30-35 years 6 12% 

35-40 years 13 26% 

40-45 years 14 28% 

45 years and above 13 26% 

TOTAL 50 100% 

MARITAL STATUS Single 5 10% 

 Married 45 90% 

 Others 0 0% 
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 TOTAL 50 100% 

EDUCATION UALIFICATION UG 6 12.2% 

 PG 39 79.6% 

 Above PG 4 8.2% 

 TOTAL 50 100% 

EXPERIENCE Less than 1 year 0 0% 

1-3 years 4 8% 

3-6 years 5 10% 

6-9 years 15 30% 

9-15 years 12 24% 

15 years & above 14 28% 

TOTAL 50 100% 

SALARY 25,000 3 6% 

 25,001-45,000 10 20% 

 45,001-70,000 26 52% 

 70,001-90,000 8 16% 

 90,001 & above 3 6% 

 TOTAL 50 100% 

Source: Primary data 

Table no: 2 Chi square Analysis 

S.No Chi square between P-value Sig.2-sided Accepted Result 

1 HR practices are updated regularly to 

reflect changes in industry regulations 

and compliance standards and HR 

effectively communicate policy changes 

and updates to employees. 

 

 

27.831a 

 

 

.033 

 

 

Null Hypothesis 

(Ho) 

 

 

No Significant 

relationship 

2 HR practices align with the strategic 

goals of the company and HR policies 

and practices could be more aligned with 

industry standards. 

21.000a .013 Null      

Hypothesis (Ho) 

No Significant 

relationship 

7. DISCUSSION OF THE RESULT 

The chi square above shows that there isn't a connection between HR practices are updated regularly to reflect changes 

in industry regulations and compliance standards and HR effectively communicate policy changes and updates to 

employees and HR practices align with the strategic goals of the company and HR policies and practices could be more 

aligned with industry standards. 

Table no : 3 ANOVA 

ANOVA 

 

 Sum of Squares df Mean Square F Sig. 

Between Groups 15.631 4 3.908 2.923 .031 

Within Groups 60.149 45 1.337   

Total 75.780 49    
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DISCUSSION OF THE RESULT 

The above table shows the results of ANOVA along with the value of significance. It is observed from the table that the 

value in significance column for all the statements is above 0.05. Hence the null hypothesis is accepted and alternate 

hypothesis is rejected. Further, Post Hoc Test was applied to know the significant difference between different question. 

Table no : 4 Correlation 

Correlations 

 Offering more opportunities for 

training and professional 

development would benefit 

employees and the company 

HR should adopt more 

transparent and fair 

performance management 

practices. 

Offering more 

opportunities for training 

and professional 

development would benefit 

employees and the 

company 

Pearson Correlation 1 .303 

Sig. (2-tailed)  .033 

N 

50 50 

HR should adopt more 

transparent and fair 

performance management 

practices. 

Pearson Correlation .303* 1 

Sig. (2-tailed) .033  

N 50 50 

DISCUSSION OF THE RESULT 

There is a significant negative relationship Offering more opportunities for training and professional development would 

benefit employees and the company and HR should adopt more transparent and fair performance management practices., 

r (48) = .303, P=.033. 

Table no : 5 Correlation 

Correlations 

 HR could improve its approach 

to diversity and inclusion 

initiatives 

More opportunities for 

professional development and 

training should be offered. 

HR could improve its 

approach to diversity and 

inclusion initiatives 

Pearson Correlation 1 .060 

Sig. (2-tailed)  .681 

N 50 50 

More opportunities for 

professional development 

and training should be 

offered. 

Pearson Correlation .060 1 

Sig. (2-tailed) .681  

N 50 50 

DISCUSSION OF THE RESULT 

There is a significant negative relationship HR could improve its approach to diversity and inclusion initiatives and 

More opportunities for professional development and training should be offered. ,r (48) = .060, P=.681. 

FINDINGS OF THE STUDY 

• 60% of respondents are male. 

• 34% of the respondents that their company is diligent in maintaining these records, suggesting a significant portion 

believe the company is compliant. 

• 34% of the respondents believe their company's HR practices are regularly updated to reflect industry regulations 

and compliance standards. 

• 36% of the respondents indicating overall confidence in the company's HR communication. 

• 38% of the respondent indicates that company promptly addresses compliance issues and takes corrective action as 

needed. 



 

INTERNATIONAL JOURNAL OF PROGRESSIVE 

RESEARCH IN ENGINEERING MANAGEMENT 

AND SCIENCE (IJPREMS) 
 

Vol. 04, Issue 05, May 2024, pp: 1748-1753 

e-ISSN : 

2583-1062 

Impact 

Factor: 

5.725 
www.ijprems.com 

editor@ijprems.com 
 

@International Journal Of Progressive Research In Engineering Management And Science               Page | 1752 

• 34% of the respondent believe the company effectively prevents and addresses these issues. 

• 36% of the respondent their company effectively communicates HR policy changes and updates. 

• 34.07% of the respondent were offers competitive compensation and benefits. 

• 30% of the respondents believe the company provides sufficient opportunities for training and development. 

• 34% of the respondents believe the company's recruitment and selection processes are fair and effective. 

• 30% of the respondents, indicating a range of perspectives. 

• 34.7% of the respondents believe there is open and effective communication. 

• 38% of the respondents believe the company invests in technology to support HR. 

• 38% of the respondents believe the company provides comprehensive onboarding programs. 

• 30% of the respondents believe the company promotes a positive and inclusive work environment. 

• 28% of the respondents were align HR practices align with the company's strategic goals. 

• 36% of the respondents, indicating that a significant majority believe conflict resolution and employee relations 

could be handled more effectively. 

• 34% of the  respondents are uncertain or undecided about HR's approach. 

• 28% of the respondents believe there could be better integration of HR technology and data systems. 

• 32% of the respondents who believe HR policies and practices do not align well with industry standards. 

• 48% of the respondents believe that more opportunities for professional development and training should be offered. 

• 30% of the respondents believe the company should offer more flexible work arrangements. 

• 30% of the respondents believe the company could benefit from a clearer and more consistent application of HR 

policies. 

• 32% of the respondents believe HR could enhance diversity and inclusion initiatives. 

• 36% of the respondents believe offering more opportunities for training and professional development would benefit 

employees and the company. 

• 32% of the respondents believe HR should adopt more transparent and fair performance management practices. 

SUGGESTIONS 

• HR may enhance hiring and selection in the insurance sector by using technology and data-driven insights to 

expedite procedures and enhance hiring choices. To draw and keep top personnel, give equal hiring processes, 

competitive pay, and a good employer brand high priority. To guarantee long-term success, highlight favorable 

applicant experiences and chances for professional advancement. 

• The HR could offer, competitive compensation and benefits packages which is quite popular and widely used. 

• Maintaining productivity at work requires motivation. Nevertheless, advancement is certain when labour itself acts 

as inspiration. The company needs to exercise extreme caution when it comes to work performance, qualification, 

and performance evaluation in order to inspire its staff. 

• Additionally, the company has to have first aid supplies on hand for its employees. An experienced staff 

rehabilitation program, a duty physician, or an ambulance should always be available. 

• Rewarding exceptional performance not only shows the applicant how much you value them, but it also inspires 

them to do even better. To perform at the highest level, a competitive attitude is also fostered. 

• A few methods used by companies to thank their staff members are awards given to workers after ten years of 

service, supplied apartments and hotels for officials, paid trips to other countries. 

8. CONCLUSION 

Here its concludes that the company must prioritize the alignment of its HR practices with industry regulations and 

compliance standards to establish a fair, safe, and legally compliant workplace. Evaluating the current HR practices and 

policies reveals the effectiveness of existing strategies and areas for improvement, providing insight into refining 

recruitment, training, performance management, and retention.  

Identifying HR best practices within the insurance industry allows the company to benchmark its own strategies against 

industry leaders, gaining insights into proven approaches that enhance employee satisfaction, productivity, and 

engagement. Targeted recommendations can then be made to develop best HR policies and practices, such as optimizing 

recruitment processes, investing in employee development, enhancing performance management, and offering 

competitive compensation and benefits packages. By implementing these improvements, the company can create a 

supportive, efficient work environment that aligns with industry standards, strengthens its position in the insurance 

industry, and drives overall organizational performance. 
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