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ARTICLE INFO ABSTRACT

Received: 01-05-2024 Employee satisfaction plays a crucial role in the success of any organization,

Accepted: 01-10-2024 particularly in the general insurance sector, where workforce motivation and

Published: 12-11-2024 engagement are key to service efficiency. This study explores the relationship
between human resource (HR) policies and employee satisfaction in India’s general
insurance companies. The research aims to assess employee perceptlons of HR
policies, their level of satisfaction, and the effectiveness of policies in ensuring a
positive work environment.
A structured questionnaire was used to collect primary data from 100 employees
across different job levels and experience groups in the insurance industry. The
findings indicate that HR policies significantly impact employee satisfaction, but
issues related to policy transparency, career growth opportunities, recognition, and
work-life balance remain key concerns. While some employees perceive HR policies
as beneficial, a considerable proportion believe they either have no impact or
negatively affect job satisfaction.
The study concludes that for HR policies to be more effective, insurance companies
must improve policy communication, enhance career development programs, and
implement fair recognition systems. These measures can lead to improved
employee morale, productivity, and overall job satisfaction.

KEYWORDS: HR Policies, Employee Satisfaction, General Insurance Sector,
Work-Life Balance, Career Growth, Employee Engagement, Policy Transparency,
Job Satisfaction.

1. INTRODUCTION

Itis said that the insurance sector is one that focuses on its customers, however insurance in India is still sold as
a push product. Since the insurance market was made up to private enterprises and foreign reinsurers in 1999,
a large number of private insurance companies and international reinsurers have set up shop in India. In the
country of India, there are seventy different insurance firms. Which may be further broken down into 27
General Insurance Companies, 24 Life Insurance Companies, 7 Standalone Health Insurance Companies, and
12 Foreign Reinsurance Companies that are all Registered with the IRDA. There are a total of 62 private firms
and 8 companies that belong to the public sector. The public sector companies include 4 general 4 general
insurance companies, 2 specialist insurers (AIC and ECGC), a reinsurance company called GIC Re, and 1 life
insurance company called Life Insurance Company (IRDA annual report 2018-19). There is reason to be
optimistic about the future of the insurance business in India. It is anticipated that the insurance market in
India would expand to more than 280 billion dollars in value by the end of the year 2020. Both the government
and the IRDA have made significant contributions to the development of the sector. The disruption caused in
economies all over the globe by the epidemic of COVID-19 has necessitated a departure from the traditional
methods of providing insurance solutions. In the current climate, customers expect insurance goods to be
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delivered to their mailboxes, and staff have been exploring new avenues of working and serving their customers
by participating in online meetings and working from home (WFH). Therefore, "innovation" is the new
buzzword that shall keep reinventing itself from the standpoint of consumers as well as workers of the insurance
sector. This is true both from the customer's and the employee's point of view. When it comes to their staff,
companies commit a significant amount of time, energy, and resources. Right from the point of recruiting all
the way through additional training and development, maintenance, and continued employment within the
firm. Therefore, the primary problem that human resource managers of insurance businesses have is to make
every attempt to keep them working for the company. It is possible for firms to significantly reduce the amount
of employee turnover via the efficient use of strategies designed to retain existing staff members. The cost of
employee turnover from a human resources standpoint is quite high and should not be seen as solely the cost
of replacing vacancies. Productivity and profitability are both significantly impacted whenever there is any kind
of employee turnover, whether it be voluntary or involuntary.

1.2 JOB SATISFACTION

Job satisfaction denotes the effectiveness and efficiency of employee. It increases the productivity and
performance of employee in a quantitative and qualitative manner. It implies employee engagement and
employee motivation within the organization. If an employee satisfies with his job by various ways such as
monetary and non-monetary benefits, job security, career growth, relation with co-workers, then the chances
of rate of turnover automatically decreases. The industrial relations become harmonious and strong. Job
satisfaction is a crucial factor for employee retention. There are various factors of job satisfaction, which
improve Employee Performance and Productivity such as:

e Friendly Working Environment

¢ Organizational Policies and Practices

¢ Recognition given to employees for their performances

e Positive work life balance « Chances of Promotions within the organization

¢ Job Safety and Security » Refine the Creativity of the Employees

e Proper feedback given by the superiors

e Flexibility in working hours

e Mutual understanding, trust and relationship with Co-Workers.

When ajob fulfils all the expectations of an individual the employee becomes automatically satisfied. A satisfied
employee always tries to deliver the best of his capability which implies the goodness of the organization. If an
employee feels comfortable and happy with his work, then he puts his all efforts in the production process of
organization.

1.2.1Job Satisfaction Can be Understood by Two Perspectives

e From Employee’s perspectives

e From Employer’s perspectives.

For an employee, Job satisfaction means — good salary, secure and stable job, opportunity for career growth,
gets rewards and recognition etc. On the other hand, for employers, a satisfied employee always gives his best
which means less turnover rate, helps to control attrition and helps in growth of company. Employers need to
provide proper job description to the employees to attract them and to retain them for long term. To
learn and grow individually employers constantly give the carrier opportunities to the employees. High profits
of the companies, high employee retention, high employee loyalty, more efficient employee, less employee
turnover rate etc. are the adversely result of job satisfaction. As it is mentioned earlier that there are various
monetary and non- monetary factors of job satisfaction. It can be easily understood by given Figure.

Reward and
Recognition

Proper Job
Description

JOB
SATISFACTION

Job Security
and Stability

Fig.1
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1. LITERATURE REVIEWS

Gita Rani Sahu (2022) “Employee Turnover and Employee Satisfaction: The Major Concerns in
Changing Hr Dynamics of Insurance Sector” The paper is based on empirical study and deals with the
major causes of employee turnover in this sector and suggests the useful measures for increasing the level of
employee satisfaction. The Paper also focuses on various aspects of employee satisfaction which may cope off
with the reduction in rate of employee turnover within an organization. The problem of Employee Turnover is
generally seen at the lower level of the organization. Most of the employees are Ok with them. Working culture,
policies, rules and conditions of work, packages, benefits etc. effects the employee turnover as well as job
satisfaction hence still improvement is required in various aspects of companies such as opportunities of career
growth, performance appraisal, monetary benefits, job designing and description, work life balance etc.

Dr. Ragini Bhat (2023) “Employee Retention in Indian Insurance Sector” The purpose of this study
is to get an understanding of the need of retaining employees in the insurance sector in India. The concept of
employee retention has long been considered a complicated phenomenon, which has served to perpetually
pique the interest of HR managers. The field of general insurance in India is a sector that is seeing rapid growth.
Following the liberalisation of its market, the insurance sector in India has seen substantial expansion, which
would not have been achievable without the efforts of the human resources working in the sector. The elements
in a company that cause workers to remain loyal to it are referred to as retention factors. An effort has been
made to investigate the factors that employees of insurance companies believe are most important and realistic
in determining whether or not they will remain with the organisation. These factors include the effect of
compensation and rewards, job security, working environment, and work life balance. To determine the extent
to which retention variables have an impact on employee retention, research was conducted in the Ahmedabad
area with participants drawn from a variety of general insurance businesses with which the city is associated.
Analysis techniques such as correlation analysis, hypothesis testing, and multiple regressions are used to the
gathered data.

Vikas Kumar Tiwari (2023) “Employee Retention in Life Insurance — An Investigation in
Private Life Insurance Companies in Chhattisgarh” The study's main findings include an increasing
problem with staff turnover, especially in the lower levels, and that while most workers are happy with the
organization's practices and work environment, there is still room for enhancement in a number of HR areas,
including performance evaluation, job design, advantages and perks, work-life balance, etc. The article states
that human resources are an organization's most valuable asset and that every company's achievement
eventually rests on how productive and efficient its workforce is.

Ms. Hiral Desai (2022) “Quality of Work Life and Job Satisfaction among Employees in
Insurance Sector” The present study is based on secondary sources. Several studies on factors that have been
covered in the present study are based on Walton’s Model. Accordingly, studies on, Adequate and Fair
Compensation, Working Conditions, Use of Capacities at Work, opportunities at work, social integration at
work, constitutionalism at work, occupied space by the work in life, social relevance and importance of work
have been covered. Thorough review of papers under study reveals that the factors as ascribed by Walton do
comprise quality of work life and they all have significant impact on job satisfaction among employees.

Ruchi Jain and Anu Kool Hyde (2021) “Effectiveness of stress management interventions in
Indian insurance sector” In the present scenario, appropriate remuneration of the employee is the
extensive factor to reduce the stress at workplace. Apart from this there are some more parameters that are
considered as significant as remuneration to make an organisation successful. Employee stability, working
condition, work life balance, work adaptability and adaptable working hours these are the superseding
parameters which are additionally impressive. Somewhat these parameters are answerable for diminishing
occupational stress and expanding work execution. The motivation behind this investigation is to discover
whether the stress management interventions (SMIs) increase the effectiveness of the employees at workplace
or not. Also, to find out the parameters that increases the effectiveness of the employees of the insurance
organisations. The information is then analysed using two statistical testing techniques (correlation and chi-
square). The outcomes of the investigation indicate that SMI has an efficient role in improving the productivity
of the employees of insurance companies.

Binu B Pilla (2021) “Factors Influence the Level of Employee Engagement of Public Sector
Insurance Companies in Kerala” This paper is conspicuous proof of employee engagement practices in the
public sector insurance. It endeavours to show the factors of engagement in the insurance sector. The insurance
business of India involves life security plans and non- life security plans. Among 53insurance companies in
India 24 are in the life wellbeing and 29 are non-life wellbeing net suppliers. Maybe the most actually driving
sectors are Insurance sector which joins banking and other assistance sectors. In recent years, low insurance
market penetration rate and wide market openings have drawn various private companies towards insurance
sector, giving extreme contention to the old insurance beasts. To help in the market it is significant for the
insurance sector to outfit incredible things close by extraordinary organizations. The paper is an illustrative
one that bases on deciding a mathematical condition for engagement. A model examination is done. Primary
data is collected for the explanation and fitting verifiable statistical tools are used to reach the outcome.

Binu B Pilla (2021) “Role of Employee Engagement Frame Work In Private Sector Insurance
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Companies” The current examination study was limited to just private area insurance agencies arranged in
Pathanamthitta District, Kerala, India. This investigation depends on information gathered from five Private
insurance agencies in Pathanamthitta locale. The aftereffects of the examination demonstrate that employees
are not exceptionally connected with on account of perspectives, for example, uneasiness with respect to the
association culture, deficient assets uphold, resistance of-employees uphold, disappointment in the activities
and conduct of the senior administration, disturbance concerning organization Human Resources strategies
and techniques and upsetting chances. It is assumed that the aftereffects of the current investigation will be of
significance to associations, which try to upgrade the degrees of engagement of employees' status. Further, the
consequences of the examination would illuminate the segments of employee engagement and hierarchical
adequacy. The result of the examination would likewise help associations a lot in detailing reasonable projects
and suitable strategies to improve authoritative adequacy.

Khambam Pranay Raj (2022) “The Effect of Performance Appraisal on Job Satisfaction and
Organizational Commitment of Select Insurance Employees” The purpose of this research paper is
to investigate the effect and impact of performance appraisals conducted for employees in the Insurance Sector
on job satisfaction and organizational commitment. The findings supported the hypothesis that
performance appraisal does have a significant positive impact on both job satisfaction and organizational
commitment. The findings also supported the hypothesis that performance appraisal positively influences
employee satisfaction and commitment to their job and organization. This study indicates the need to redefine
the usage of performance appraisal and its relevance in the organization, understanding its influence on
employees’ performance and their level of job satisfaction and commitment towards the organization in an
industry with a huge proportion of workers.

2. METHODOLOGY

3.1 Research Design

The study employs a descriptive research design to analyze the impact of HR policies on employee satisfaction
in India's general insurance sector. This design helps in understanding employee perceptions, identifying key
HR policy areas, and assessing their influence on overall job satisfaction.

3.2 Sample Size and Sampling Technique

e The sample size for this study is 100 employees working in various general insurance companies in India.

¢ A random sampling technique was used to ensure fair representation of employees from different experience
levels, job positions, and demographic backgrounds.

3.3 Data Collection Method

Primary Data: Collected through a structured questionnaire designed to assess employee satisfaction,
awareness, and perceptions of HR policies. The questionnaire included demographic questions, Likert scale
questions, and multiple-choice questions.

e Secondary Data: Sourced from HR policy documents, company reports, industry journals, and previous
research studies to support the findings.

3.4 Questionnaire Structure

The questionnaire consisted of the following sections:

1.Demographic Information: Age, gender, education, work experience, and job position.

2. Employee Satisfaction Measures: Work-life balance, career growth opportunities, and job satisfaction.

3. HR Policy Awareness and Impact: Employee perceptions of transparency, fairness, and effectiveness of HR
policies.

4. Recognition and Rewards: Employees’ views on performance appraisal systems and motivation strategies.
5. Recommendations for HR Policy Improvements: Employee suggestions for better HR policies.

3.5. Data Analysis

o Descriptive Statistics (frequency, percentage) were used to summarize and analyze the responses.

o Inferential Analysis was conducted to test the hypothesis and determine the significance of the relationship
between HR policies and employee satisfaction.

e Cross-tabulation and correlation analysis were used to examine the impact of HR policies on different
employee groups.

3.5 Limitations of the Study

¢ The study focuses only on 100 respondents, which may not fully represent the entire insurance sector.

¢ Responses are based on employee perceptions, which may be subjective and influenced by personal
experiences.

¢ The study is limited to general insurance companies in India, so findings may not apply to life insurance or
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other sectors.
3. DATAANYALISIS
1. What is your age group?

Age Group Frequency [Percentage (%)
Below 25 years 13 13%

25—35 years 11 11%

36—45 years 25 25%

16—55 years 30 30%

Above 55 years 21 21%

Total 100 100%

Interpretation

The age distribution of respondents in this study indicates that a significant proportion (30%) of employees fall
within the 46-55 years age group, followed by 25% in the 36—45 years category. This suggests that a large
portion of employees in the general insurance sector in India are experienced professionals who have spent a
substantial amount of time in their careers. On the other hand, the younger workforce (below 35 years) accounts
for only 24% of the total respondents. This lower representation might indicate less recruitment of younger
professionals in the sector or a relatively lower retention rate for fresh employees. The presence of 21%
employees above 55 years suggests that the industry also has a considerable number of senior employees,

potentially indicating long-term career stability and job security in the insurance sector.

BELOW 25 25-35 36—45

46-55 ABOVE 55

YEARS YEARS YEARS YEARS YEARS
2, What is your gender?
Gender Frequency Percentage (%)
Male 65 65%
Female 35 35%
Total 100 100%

Interpretation

The gender distribution of respondents in this study shows that 65% of the employees in the general insurance
sector are male, while 35% are female. This indicates a male-dominated workforce in the industry. The lower
percentage of female employees (35%) suggests that gender diversity may still be an area for improvement in
the insurance sector. The presence of zero respondents identifying as "Other" may indicate a lack of inclusivity
or representation of non-binary and gender- diverse employees in the workforce.
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W Male
W Female
1. What is your highest level of education?
Education Level Frequency [Percentage
(%)
High school diploma orfi7 17%
below
Bachelor’s 23 23%
degree
Master’s 19 19%
degree
Doctorate or higher 24 24%
Other (please specity) 17 17%
Total 100 100%

Interpretation

The education level distribution among employees in the general insurance sector reflects a diverse academic
background.

¢ The largest proportion of respondents (24%) hold a Doctorate or higher, indicating that a considerable
number of employees in this industry have pursued advanced studies.

¢ 23% of employees have a Bachelor's degree, suggesting that undergraduate education remains a common
qualification for entry into the sector.

¢ 19% hold a Master's degree, which indicates that a notable percentage

of employees have opted for higher education to advance in their careers.

¢ 17% of respondents have a high school diploma or lower, which implies that some roles in the insurance sector
do not necessarily require higher education degrees.

¢ Another 17% fall under the "Other" category, which may include specialized certifications, diplomas, or
vocational training.
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1. How many years have you worked in the insurance industry?

'Work Experience [Frequency [Percentage (%)
Less than 1 year 14 14%
1—5 years 16 16%
6—10 years 30 30%
11—15 years 21 21%
Morethan 15 years [19 19%
Total 100 100%
Interpretation
The work experience distribution among respondents provides insights into the industry's workforce
composition:
The largest group (30%) has 6—10 years of experience, indicating that a significant portion of employees has
gained substantial industry knowledge and expertise.

¢ 21% have worked for 11—15 years, and 19% have more than 15 years of experience, showing that a considerable
portion of employees have long-term careers in the insurance sector. This may suggest stability in employment
and effective retention strategies by HR.

On the other hand, 14% of employees have less than one year of experience, and 16% have 1—5 years,
highlighting the presence of new and relatively inexperienced employees. This could indicate ongoing
recruitment efforts and industry growth.

LESS 1-5YEARS 6-10 11-15 MORE
THAN 1 YEARS YEARS THAN 15
YEAR YEARS

1. What is your current job position?

Job Position Frequency Percentag e (%)
Entry-level 20 20%

Mid-level 18 18%

Senior-level 22 22%

Managerial 18 18%
Executive/Direct or 22 22%

Total 100 100%

Interpretation

The distribution of job positions among respondents provides valuable insights into the hierarchical
structure of the general insurance industry:

¢ 22% of employees are at the Senior- level and 22% at the Executive/Director level, indicating a strong presence
of experienced professionals and decision-makers in the sector.

¢ 18% of employees hold managerial positions, reflecting a balanced distribution of leadership roles within
organizations.

¢ 18% of employees are at the mid- level, suggesting a significant number of employees working in specialized
or supervisory roles.

20% of employees are at the entry- level, indicating a steady influx of new talent into the industry.
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M Entry-level
22% | 20% m Mid-level
‘18% Senior-level
Managerial

3. How satisfied are you with your job role in your insurance company?

Job Frequency [Percentage (%)
Satisfaction Level

Very satisfied 16 16%

Satisfied 17 17%

Neutral 24 24%

Dissatisfied 26 26%

Very dissatisfied 17 17%

Total 100 100%

Interpretation

The data on job satisfaction levels among employees in the general insurance sector shows mixed responses:

¢ 33% of employees (Very satisfied + Satisfied) feel positive about their job roles, indicating that some
employees find fulfilment in their current positions.

¢ 24% of respondents have a Neutral stance, suggesting that a considerable portion of employees may not have
strong feelings about their job roles, possibly due to average work conditions or unclear expectations.

¢ 43% of employees (Dissatisfied + Very dissatisfied) express dissatisfaction with their job roles, which is a
concerning indicator for HR policies and management.

4. The higher percentage of dissatisfaction (26% dissatisfied + 17% very dissatisfied) suggests that there may
be issues related to job roles, career growth, work environment, or HR policies.

Do you feel that HR policies in your company support employee career
growth and development?

Response Frequency Percentage (%)
Strongly agree 27 27%
Agree 13 13%
Neutral 21 21%
Disagree 19 19%
Strongly disagree 20 20%
Total 100 100%
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Interpretation

The data highlights varied opinions regarding how well HR policies support career growth and development in

the general insurance sector:
¢ 40% of employees (Strongly agree

+ Agree) believe that HR policies positively contribute to their career growth and development, indicating that
some policies are effective in fostering professional advancement.
¢ 21% of respondents have a Neutral stance, suggesting that they may not have observed any significant career

benefits from HR policies.

¢ 39% of employees (Disagree + Strongly disagree) feel that HR policies do not effectively support career
development, which points to potential gaps in career progression, training programs, or promotional

opportunities.

B Strongly agree

B Agree

M Neutral

Disagree

M Strongly
disagree

5. How transparent do you think HR policies are in your organization?

Response Frequency | Percentage
Very transparent 18 18%
Somewhat Transparent 17 17%
Neutral 18 18%

Not very transparent 22 22%

Not transparent at all 25 25%

Total 100 100%

Interpretation

The data on HR policy transparency in the general insurance sector reveals a lack of clear communication and

trust among employees:

¢ 35% of employees (Very transparent + Somewhat transparent) feel that HR policies are transparent,
indicating that some organizations have well- communicated and open HR practices.

¢ 18% of employees have a Neutral stance, suggesting uncertainty or lack of awareness regarding HR policies.
¢ 47% of employees (Not very transparent + Not transparent at all) perceive HR policies as lacking
transparency, which is a concerning issue for trust and employee satisfaction.
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9.Do you believe HR policies in your company impact overall employee satisfaction?

Response Frequency Percentage (%)
Yes, positively 29 29%

Yes, negatively 34 34%

INo impact 37 37%

Total 100 100%

Interpretation

The data highlights mixed perceptions regarding the impact of HR policies on employee satisfaction:

¢ 20% of employees believe HR policies positively impact their satisfaction, indicating that some HR practices
effectively support employee needs and well-being.

¢ 34% of employees feel HR policies negatively affect their satisfaction, suggesting dissatisfaction with HR
initiatives, communication gaps, or perceived unfair policies.

37% of respondents believe HR policies have no impact on their satisfaction, which could indicate that
employees feel HR policies are ineffective, generic, or irrelevant to their day-to-day work experience.

10.Do you think there is a direct connection between HR policies and your job satisfaction?

0]
Response Frequency Percentage (%6)
Strongly agree 19 19%
Agree 17 17%
Neutral 25 25%
Disagree 21 21%
Strongly disagree 18 18%
Total 100 100%
26

EXCELLENT GOOD AVERAGE POOR VERYPOOR

Interpretation

The responses indicate divided opinions on whether HR policies directly influence job satisfaction:

¢ 36% of employees (Strongly agree

+ Agree) believe there is a direct connection, suggesting that effective HR policies can positively impact
employee satisfaction and engagement.

¢ 25% of employees remain neutral, indicating that some employees may not be fully aware of HR policies or
do not see a direct impact on their daily work experience.

39% of employees (Disagree + Strongly disagree) do not see a connection between HR policies and job
satisfaction, which could mean that existing HR policies are either ineffective, not properly communicated, or
not addressing employee concerns adequately.
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B Strongly agree

18% = 19% g

17% Neutral

Disagree

11. How well does your organization recognize and reward employee performance?

Response Frequency Percentage (%)
Very well 24 24%
Well 17 17%
Neutral 18 18%
Poorly 25 25%
Very poorly 16 16%
Total 100 100%

Interpretation

The data suggests mixed responses regarding how well organizations recognize and reward employee
performance:

¢ 41% of employees (Very well + Well) feel that their organization recognizes and rewards employee
performance effectively, indicating that some companies have a structured reward system in place.

¢ 18% of respondents have a Neutral stance, implying that some employees may not have strong opinions or
may not be aware of the recognition system.

¢ 41% of employees (Poorly + Very poorly) feel that performance recognition is inadequate, suggesting that a
significant portion of employees may feel undervalued, unrecognized, or unfairly treated.

6. How would you rate your work-life balance in your current organization?

Response Frequency |Percentage
(%)

Excellent 26 26%

Good 15 15%

|Average 20 20%

Poor 20 20%

Very poor 19 19%

Total 100 100%

Interpretation

The responses indicate a diverse perception of work-life balance among employees:

41% of employees (Excellent + Good) feel satisfied with their work- life balance, suggesting that some
organizations provide supportive policies like flexible working hours, remote work options, and workload
management strategies.

¢ 20% of employees consider their work-life balance to be Average, which might indicate occasional challenges
in managing work and personal life.

¢ 39% of employees (Poor + Very poor) struggle with work-life balance, implying that a significant portion of
the workforce faces high workloads, long working hours, or inadequate support from management.

7. Areyou aware of the human resource policies implemented by your company?

Response Frequency Percentage (%)
Yes 56 56%

No 44 44%

Total 100 100%
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YES NO
Interpretation
The responses indicate that a significant portion of employees lacks awareness of HR policies in their
organization:

56% of employees are aware of the HR policies, suggesting that the company has some level of communication
regarding HR practices.

44% of employees are unaware of HR policies, which raises concerns about the effectiveness of policy
communication, accessibility, and employee engagement with HR initiatives.

8. Would you recommend changes in the HR policies to improve employee satisfaction?

Response Frequency |Percentage (%)
Yes 53 53%

INo 47 47%

Total 100 100%

M Yes

® No

Interpretation

The results show that a majority of employees feel the need for changes in HR policies to improve satisfaction:
¢ 53% of employees believe HR policies should be modified, indicating that current policies may not fully meet
employee expectations regarding benefits, career growth, recognition, and work-life balance.

47% of employees do not see the need for changes, suggesting that for nearly half of the workforce, existing HR
policies are satisfactory and effective.
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15. How effective do you think HR policies are in ensuring a positive work environment?

Response Frequency | Percentage (%)
Very effective 21 21%
Somewhat effective 19 19%
Neutral 21 21%
Ineffective 18 18%
Very ineffective 21 21%
Total 100 100%
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Interpretation

The results show divided opinions on the effectiveness of HR policies in fostering a positive work environment:
¢ 40% of employees (Very effective + Somewhat effective) believe HR policies contribute positively to the work
environment, indicating that some organizations have well- implemented policies that support employee well-
being and engagement.

¢ 21% of employees hold a Neutral opinion, suggesting that they may not have strong views on HR policies or
do not see a direct impact on their work experience.

¢ 39% of employees (Ineffective + Very ineffective) feel HR policies do not effectively contribute to a positive
work environment signalling potential gaps in policy implementation, communication, or enforcement.

4. FINDINGS OF THE STUDY

Based on the survey responses, the following key findings have emerged regarding the impact of HR policies
on employee satisfaction in India's general insurance sector:

1. Demographics and Work Experience

e Employees come from diverse age groups, with a significant portion falling between 36-55 years.

¢ A majority of respondents are male (65%), indicating possible gender disparities in employment.

e Employees have varying education levels, with a high number holding bachelor's, master's, or doctorate
degrees.

¢ 30% of employees have 6-10 years of experience, followed by 21% with 11- 15 years of experience, highlighting
a relatively experienced workforce.

e Job positions are well distributed, but only 18% of employees are in managerial roles, suggesting limited
career progression opportunities.

Employee Satisfaction with Job and HR Policies

¢ 43% of employees are dissatisfied (Dissatisfied + Very dissatisfied) with their job roles, indicating concerns
regarding job structure, growth opportunities, or compensation.

e Work-life balance is a mixed issue: while 41% rate it as Excellent or Good, 39% find it Poor or Very Poor,
highlighting a significant challenge.

¢ Only 40% of employees feel HR policies effectively ensure a positive work environment, while 39% believe
they are ineffective, indicating room for improvement in HR strategies.

2. Awareness and Transparency of HR Policies

¢ 56% of employees are aware of HR policies, but 44% are unaware, suggesting a need for better communication
and policy dissemination.

* 47% believe HR policies are not transparent and effectively communicated, which may lead to trust issues
between employees and management.
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3. Impact of HR Policies on Employee Satisfaction

¢ 34% of employees feel HR policies negatively impact satisfaction, while 29% see a positive impact and 37% see
no impact. This split suggests that HR policies are not uniformly effective across all employees.

¢ 36% of employees (Strongly agree

+ Agree) believe HR policies directly influence job satisfaction, but 39% disagree, indicating a lack of perceived
connection between HR practices and employee well- being.

Recognition and Reward System

¢ 41% of employees feel their performance is poorly recognized, which could be a major factor affecting
motivation and retention.

¢ Performance-based incentives and recognition programs need improvement to ensure higher engagement
and productivity.

5.Need for Policy Changes

©53% of employees recommend changes in HR policies, showing that a majority feel improvements are
necessary to enhance job satisfaction.

o Key areas for improvement include career development opportunities, work-life balance, and performance
recognition.

4. CONCLUSION

The study on the impact of HR policies on employee satisfaction in India’s general insurance sector reveals a
significant gap between policy implementation and employee expectations. While HR policies exist to enhance
workplace satisfaction, their effectiveness varies among employees due to lack of transparency, insufficient
communication, limited career growth opportunities, and ineffective recognition systems.

Key findings indicate that a considerable portion of employees are dissatisfied with their job roles, work-life
balance, and HR policies. Moreover, while some employees acknowledge HR policies as beneficial, others
believe they have no impact or a negative effect on satisfaction. This variation highlights the need for HR
departments to reassess and refine their policies to ensure they align with employee needs.

For insurance companies to enhance employee engagement and retention, HR policies should focus on:

¢ Ensuring fair and transparent communication of policies.

¢ Providing clear career advancement opportunities through structured training and promotions.

¢ Recognizing and rewarding performance to motivate employees.

¢ Implementing policies that support work-life balance and employee well-being.

By adopting a more employee-centric approach, insurance companies can foster a more satisfied, productive,
and committed workforce, ultimately contributing to better organizational success and growth.

5. RECOMMENDATIONS

¢ Improve work-life balance initiatives, such as flexible working arrangements and wellness programs.

e Enhance career growth opportunities through training and promotion policies.
e Strengthen recognition and reward systems to boost employee motivation.
e Increase awareness and transparency of HR policies to ensure employees understand

and trust company policies.

¢ Conduct regular employee feedback surveys to adapt policies based on employee needs and concerns.

By implementing these changes, general insurance companies in India can create a more positive and engaging
work environment, leading to higher employee satisfaction and organizational success.
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