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Introduction
HRM refers to practices of people management that aims to enhance organizational
performance by improving the performance of individuals within the organization. They include
plactices such as recruitment. selection. induction. training. appraisal, and the design and

application olreu,ard systems. HRM also refers to the strategies developed by organizations for
people management and their alignment to broader organizational strategies. These inch-rde (for
eramples) manpower planning, skill mix, equal opportunities policics and policies on managing
issues ol skill retention, job secLrrity. industrial relations and redundancies.

The purpose of this study is to explore the Human Resource Management Practices (HRMP)
u'ithin the Cooperatives in Sri Lanka. The results of the study rn''ould help management of
cooperatives to understand the importance of HRMP and considcr thc effective HRMP in order
to induce and maintain success and survival of their organization. The success of cooperatives
can be considered as the rvays of economic efficiency, growth and promoting social justice. The
participation of members in the decision making process is an essential parameter fbr gauging
the performance of cooperative.So there is no doubt that cooperatives are econornic institutions
mnning along democratic lines. The cooperatives ale organizatiolls on the principles of
"collectivism" as its authority rests u,ith general body. Thus the authority structures in
cooperatives are reverse ofthe normal structure.

ln the development process of developing countries. coopelali\-e sector has assumed a

significant role to play. Sri Lanka is no cxccption to it. Cooperati\ es are the institutions formed
b1, the members b-v pooling theil ou,n resources for their socio-economic development. They are
self-managed institutions. Therefore. tl.ie -ruccess ol a ccrol.reratir e depends upon how they
nlanase their hnr-nan resoLlrce.

corpr,rz :nrl c|is:t;:-:; R.,;-: I I - :...-::.: . t; -,.:t-,:, tiSrrLLrCr- lnanagement practices of selected

glrpprsy;'-11', i: :: -:i--r-.;- -. : -. -)'-.,;.,'-r111ent Authority. It focused parlicr-rlarly on
the pt-oceCt-rr-: ; r-rt . ' : - : .. -.- ,-ti ..i-id selection of cmployees, training and
derelopment .i -'::-'.'---...- : - .-l-;:.. .h!'11' pertbrmance appraisal as well as their
Compensaticrli ani :::-ci.. -- ,., -. '.,: !rr,freratl\eS. Cooperative SuCCeSS waS measured in
tenns of the rolume ',; ;.. ---- -:!:t: ;utd i.nelnbers'equity.The HRM is a developed
concept. It has tlerlendrlrr> i:;'.: .; :,-' .lmrs in the cooperative sector" Human input is the
single largest input that srrei ir-- r ,.ri'r'-lTr\ es industry. The level of efficiency/productivity
of this input gets reflecied in tir: , ,.. - > c-r ic e ofl-ered by the Cooperatives its beneticiaries
as also in its r,rltimate gro\\'th. >',..-::: .. : .,.:', rral.

Mangaleswaran (2011) rn.r r'.rr--. - - etl to study tlie reasons for losses and develop
strategies to overcome those 1.r>s:. , : : i.l,:.ii Purpose Cooperative Societies (MPCSs) in
Jaffnadistrictfoundthatsone HF"1 .,,, -. .: , r: leasons forfailureorlosses.



: DleS€rt study focuses on exploring HRMP in MPCSs. The literature review expresses thatr-"lP have been studied extensively arnong the public and private sector. Even these
:r'.r!'hers have not explored HRMP in MPCSs. Therefore, this study attempts to fuifill the- .' gap by answering the following questions.

,'. r Are they practice HRM or Personnel Management?
I r If they practice, rvhat are they?
: How do Cooperatives practice HRM?
-: What role do administrators play in the HRMp?
: ) Do they contribute to the organization success and sr-rrvival?

'.rnodology

'':.-.lrlaire and Intervier.v are the tools to collect the data. The toois were used to obtain
.,:-\'data. Questionnaires wcre issued to the Adrnin ofllcers of the selected MPCSs (General
-: lsis, Administrativc Manager/Personnel ManageriHuman Resource Manager/Accountant).

r-..\\s were conducted with key informants of the MPCSs (Comrnissioner. Assistant
,::tssioner, Cooperatir.e Development olficers of the Department of Cooperative).

- .r:1.11t revier'v was car:ried out to obtain secondary data frorn Department of Cooperative andI - > ni.ro participated in the study. lt w-as expected to collect 50 (25 Districts *
, - - Ss district) responses from admin officers but data were collected from 60 MPCS in 24

" -:s oLrt of 25 Districts. Quantitative and qualitative analysis were conducted. Statistical
', ,--i fbr Social Sciences (SPSS) was used to analysis the quantitative data. Content analysis

..-'d to analysis the quaiitative data.

,. uision and Conclusion
:lri rn the near past when MPCSs have started paying greater attention to their HR assets

, ::nns. Presently the HR priictices of the MPCSs are in the follou,ing manner:
This study results lound that most of thc staff in MPCSs are not dedicated
Lrrganization. it means they are not practicing Human Resource Management.

- Some MPCSs still practice Personnel Management but Some MpcSs only
HRM.

: The study results reveals that MPCSs provide
:rnd Private Sector Organizations.

low compensation package than Public

- Petformance appraisal systems are still used as administrative putpose in most of the
\lPCSs hut it function as administrative as well as developmental putpose in some
\IPCSs.

: \lost of the MPCSs do not have budget fbr staff training.- Erlployee Relations in MPCSs are very negatir-e compared to private sector
.-.r ganization.

- .\ttlition rate are high in most of the MpCSs
Little Hur.ran Resource Pianning is available in MPCSs
\lPCs arc not providing opportunity in developing and designing sound career path for
.:ter employees.

,,::;r erplores HRM practices in MPCSs. can MPCSs practice HRM? what are the
, : r .-rrltstr&ints to effectively practice HRM in MPCSs'?

.-,,- elllent of the MPCSs can understand u,hat the HRM practices they are practicing ancl
:.'-': J.rr needed to achieve their organizational objectivcs and in what practices they are. ..::::er. it helped MPCSs identify areas for improvement or development.

::. .: re\eal that MPCS are practicing HRM Practices such as Recruitment, Training,
.,:.:: -\ppraisal, Human Resource Planning, Compensation and Ernployee Relations but

: \lPCS do not practice effectively so solre of the MPCS are lacing difficulties for

to their

practice



sr-ln i\ al because they are in loss for several years. The organizations need to take steps for
irrpror ing HRM practices ro their survival and success.
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