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ABSTRACT: 

 

This study explores the practices, challenges, and effectiveness of Human Resource Management 

(HRM) and Payroll Management at Oscar Infrastructure, a growing player in the construction and 

infrastructure development sector. The research aims to evaluate how HRM functions—such as 

recruitment, training, performance appraisal, and employee engagement— are integrated with payroll 

systems to ensure operational efficiency, legal compliance, and employee satisfaction. Using a mixed-

methods approach, including employee surveys, interviews with HR personnel, and analysis of payroll 

processes, the study identifies key areas of strength such as digital integration and timely 

disbursement, as well as areas for improvement, including transparency, policy communication, and 

workforce planning. Findings suggest that while Oscar Infrastructure has implemented foundational HR 

and payroll systems, greater investment in automation, data analytics, and employee self-service 

platforms could enhance overall productivity and organizational climate. The study concludes with 

recommendations to align HRM strategies with long-term business goals and to modernize payroll 

practices to better serve a growing and diverse workforce. 

 

 

INTRODUCTION: 

 

Human Resource Management (HRM) and Payroll Management are critical components of 

organizational success, particularly in sectors like construction and infrastructure where workforce 

planning, compliance, and compensation play a pivotal role. Effective HRM ensures that the right 

people are recruited, developed, and retained, while an efficient payroll system guarantees timely and 

accurate compensation, directly impacting employee morale and productivity. 

 

Oscar Infrastructure, a growing company in the infrastructure development sector, faces the dual 

challenge of managing a dynamic workforce and maintaining streamlined payroll operations amid 

rapid expansion. With a workforce that includes engineers, project managers, laborers, and 

administrative staff, the company must ensure that HRM practices are robust and adaptable to diverse 

roles and working conditions. Similarly, the payroll system must accommodate varied pay structures, 

statutory compliance, and performance-linked incentives. 

This study aims to examine the current HRM and payroll management practices at Oscar 

Infrastructure, assess their effectiveness, and identify potential areas for improvement. By analyzing 

how HR policies are implemented, how payroll systems are managed, and how both functions are 
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integrated, the research seeks to provide practical insights that can support Oscar Infrastructure in 

optimizing its people management strategies for improved organizational performance. 

 

HUMAN RESOURCE MANAGEMENT AND PAYROLL MANAGEMENT: 

Human Resource Management (HRM) and Payroll Management are two critical functions that work 

hand-in-hand to ensure the smooth operation of any organization. HRM focuses on recruiting, 

developing, and retaining employees while also managing performance, compliance, and employee 

engagement. It plays a strategic role in aligning human capital with the company’s goals. On the other 

hand, Payroll Management is concerned with the accurate and timely processing of employee salaries, 

wages, bonuses, deductions, and tax filings. It ensures compliance with statutory requirements and 

contributes to employee satisfaction through transparent and error-free salary disbursement. Together, 

HRM and payroll systems form the foundation of effective people management—HR oversees the 

policies and workforce data, while payroll transforms that data into financial transactions. An 

integrated approach to HRM and payroll not only improves operational efficiency but also enhances 

trust and morale among employees, ultimately contributing to the overall success of the organization. 

 

STATEMENT OF THE PROBLEM: 

 

In a rapidly growing infrastructure company like Oscar Infrastructure, efficient management of human 

resources and accurate payroll processing are essential for maintaining productivity, legal compliance, 

and employee satisfaction. However, as the company expands its operations and workforce, it faces 

increasing challenges in streamlining HR practices, maintaining accurate employee records, ensuring 

timely salary disbursement, and adhering to statutory obligations. Inefficiencies or gaps in HRM and 

payroll systems can lead to employee dissatisfaction, increased turnover, administrative errors, and 

potential legal issues. Currently, there is a lack of comprehensive assessment on how well these 

systems are integrated and whether they meet the operational and strategic needs of the organization. 

Therefore, this study aims to identify the existing challenges in HRM and payroll management at Oscar 

Infrastructure, evaluate the effectiveness of current practices, and suggest improvements to enhance 

organizational efficiency and employee engagement 

 

OBJECTIVES OF THE STUDY: 

 

1. To examine the current Human Resource Management practices at Oscar Infrastructure, including 

recruitment, training, performance appraisal, and employee relations. 

2. To analyze the existing payroll management system in terms of accuracy, timeliness, 

compliance, and employee satisfaction. 

3. To assess the integration between HRM and payroll functions and its impact on 

operational efficiency and data consistency. 

4. To identify the challenges and gaps in the implementation of HRM and payroll processes 

at Oscar Infrastructure. 

5. To evaluate employee perceptions and satisfaction with HR and payroll services provided 

by the organization. 

6. To provide practical recommendations for improving HRM and payroll systems to better 

support organizational growth and employee well-being. 

 

SCOPE OF THE STUDY: 

This study focuses on evaluating the Human Resource Management (HRM) and Payroll Management 

systems at Oscar Infrastructure. It covers key HR functions such as recruitment, training and 

development, performance management, employee engagement, and compliance with labor laws. In 

terms of payroll, the study examines processes related to salary calculation, statutory deductions, 

benefits administration, and the timeliness and accuracy of disbursements. The research is limited to the 

internal HR and payroll operations of Oscar Infrastructure and involves data collection from HR 

personnel, administrative staff, and a sample of employees across various departments. 
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RESEARCH METHODOLOGY: 

This study adopts a descriptive research design to explore and evaluate the Human Resource Management 

and Payroll Management systems at Oscar Infrastructure. The primary aim is to understand the current 

practices, identify existing challenges, and suggest improvements. 

1. Research Design: 

The study uses a qualitative and quantitative (mixed-methods) approach. Qualitative data helps in 

understanding processes, perceptions, and challenges, while quantitative data provides measurable 

insights on employee satisfaction and system efficiency. 

 

 

2. Data Collection Methods: 

 Primary Data: Collected through structured questionnaires and semi-structured interviews.

o Questionnaires were distributed to a sample of employees across different 

departments to assess their satisfaction with HR and payroll services. 

o Interviews were conducted with HR personnel and payroll staff to gather insights 

into existing practices, challenges, and integration issues. 

 Secondary Data: Gathered from company records, HR manuals, payroll policy 

documents, and relevant academic literature.

 

3. Sample Size and Sampling Technique: 

A purposive sampling technique was used to select a representative group of participants: 

 10 HR and payroll staff members

 30 employees from various departments (engineering, administration, site 

management)

 

4. Data Analysis: 

 Quantitative data from questionnaires were analyzed using basic statistical tools such as 

percentage analysis and graphs.

 Qualitative data from interviews were analyzed using thematic analysis to identify patterns 

and key concerns related to HR and payroll management.

 

LIMITATIONS OF THE STUDY: 

This study is subject to several limitations that may affect the scope and generalizability of its 

findings. First, the research is limited to Oscar Infrastructure, and therefore, the results may not be 

representative of other companies within the infrastructure or construction industry. The sample size 

was relatively small due to time and resource constraints, which may have limited the depth of insight, 

especially regarding employee experiences across different departments. Additionally, some 

respondents may have withheld honest opinions due to concerns about confidentiality or possible 

repercussions, introducing potential bias in the data collected. The study was also conducted over a 

short period, which restricts the ability to observe long-term trends or the impact of recent changes in HR 

or payroll systems. Furthermore, access to certain internal documents and payroll data was limited due 

to organizational privacy policies, which affected the comprehensiveness of the analysis. Lastly, the 

study focused solely on internal processes and did not include comparisons with industry benchmarks 

or best practices, which could have provided a more holistic view of performance. 
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REVIEW OF LITERATURE: 

Boxall and Purcell (2016), recruitment and selection are vital functions within HRM. They argue that 

effective recruitment strategies ensure that organizations attract the best talent, which is critical for 

organizational performance. HRM must align the recruitment process with organizational goals and 

culture. 

 

Noe (2013) emphasizes that continuous training and development are crucial for employees to adapt 

to changing industry demands and technological advancements. Organizations invest in training 

programs to improve employee skills, productivity, and job satisfaction. 

 

Aguinis (2013) describes performance management as the continuous process of assessing employee 

performance and providing feedback. This process helps ensure that employees meet organizational 

goals and objectives while facilitating personal and professional growth. 

 

Harter et al. (2002), employee engagement refers to the emotional commitment employees have 

toward their organization. Engaged employees are more productive, motivated, and likely to stay with 

the company. HRM plays a critical role in fostering a positive work environment that promotes 

engagement. 

 

Milkovich et al. (2013) explain that compensation strategies are central to HRM. A well-designed 

compensation system attracts, motivates, and retains employees. HR must ensure that compensation is 

competitive, equitable, and aligned with industry standards. 

 

DATA ANALYSIS: 

 

SIMPLE PERCENTAGE ANALYSIS: 

 

Simple Percentage Analysis: refers to a special kind of rate percentage are used in making comparison 

between two or more series of data. percentage is used to determain relationship between the series. 

MAIN RESPONSIBILITY OF PAYROLL MANAGEMENT 

 

 

 

S.NO ATTRIBUTES NO OF 

RESPONDENCE 

PERCENATGE% 

1 Recruiting new 

employees 

55 30.1 

2 Ensuring employees 

are paid accurately and 

on time 

78 42.6 

3 Managing employee 

benefits 

37 20.2 

4 Conducting 

performance reviews 

13 7.1 

 TOTAL 183 100 
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INTERPRETATION: 

The above table shows that 30.1%of the respondents from Recruiting new employees. 42.6% of the 

respondents from Ensuring employees are paid accurately and on time.20.2% of the respondents from 

Managing employee benefits.7.1% of the respondents from Conducting performance reviews 

 

RANKING ANALYSIS: 

Ranking in statistics and data analysis refers to ordering data points from least to greatest (or vice versa) 

and giving each data point an ordinal number (i.e. 1, 2, 3, ...). Ranking data are frequently collected when 

individuals are asked to rank a set of items according to a certain preference criterion. Ranking provides an 

incentive for better data collection within institutions, they can expose pockets of institutional weakness 

and confirm area of strength, and they are useful for bench marking against like institution. Rankings 

encourage institutions to re-examine mission statements. 

 

RANK OF THE FOLLOWING ASPECTS OF HR MANAGEMENT 

 

 

S.NO Category Rank1 

(5) 

Rank2 

(4) 

Rank 3 

(3) 

Rank 4 

(2) 

Rank 5 

(1) 

TOTAL RANK 

1 a)Recruitment 

process: 

35 

 

175 

6 

 

24 

8 

 

24 

18 

 

36 

116 

 

116 

183 

 

375 

 

I 

2 b)Onboarding 

experience: 

6 

 

30 

25 

 

100 

17 

 

51 

23 

 

46 

112 

 

112 

183 

 

339 

 

II 

3 c)Employee 

engagement 

initiatives: 

6 

 

30 

4 

 

16 

39 

 

117 

28 

 

56 

106 

 

106 

183 

 

325 

 

 

III 

4 d)Performance 

management 

system: 

3 

 

15 

14 

 

56 

6 

 

18 

52 

 

104 

108 

 

108 

183 

 

301 

 

 

IV 

5 e)Training and 

development 

opportunities: 

9 

 

45 

6 

 

24 

7 

 

21 

28 

 

56 

133 

 

133 

183 

 

279 

 

 

V 

 

INTERPRETATION: 

From the above table, it is found that employee well beings (rank I) by the respondents and positive 

above life balance (rank III) by the respondents. 

 

 

CHI-SQUARE ANAYSIS: 

Chi-square analysis is a statistical test used to evaluate relationships between categorical variables. It 

compares observed frequencies to expected ones, assessing whether differences are due to chance. 

The chi-square statistic is calculated by summing the squared differences between observed and 

expected frequencies, divided by expected frequencies. This value is compared to a critical value from 

the chi-square distribution table, based on degrees of freedom and a significance level. If the 
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calculated value exceeds the critical value, the null hypothesis is rejected, indicating a significant 

association. Common applications include tests of independence and goodness-of-fit in fields like 

biology and sociology 

 

 

CHI-SQUARE 

 

 

TEST STATISTIC 

 

VALUE 

 

DEGREES OF 

FREEDOM 

 

P-VALUE 

Person chi-square 18.547 9 0.029 

Likelihood ratio 19.237 9 0.023 

Linear-by-linear 

association 

5.234 1 0.022 

Number of valid cases 240   

 

 

INTERPRETATION: 

The above table shows 18.547 is from Pearson chi-square. 19.237 is from likelihood radio. 5.234 is 

from linear-by-linear association.240 is from No f valid cases. 

 

SUGGESTIONS: 

 

 Implement an Integrated HR and Payroll System: Introducing 

an integrated software solution can streamline employee data management, automate salary 

processing, and reduce errors. This would also improve coordination between the HR and accounts 

departments. 

 Digitize Employee Records and Attendance Tracking: Moving 

from manual or semi-manual processes to a digital attendance and leave management system will 

enhance data accuracy and make payroll calculations more efficient and transparent. 

 Conduct   Regular   Training   for   HR   and   Payroll   Staff: Providing 

training on labor laws, compliance updates, and new HR/payroll technologies can help staff stay 

current and minimize operational and legal risks. 

 Enhance  Communication  of  HR  Policies  and  Payroll  Structures: Clear 

communication of salary structures, deductions, performance bonuses, and HR policies through 

employee handbooks or intranet portals can increase transparency and trust. 

 Introduce Employee Self-Service Portals: Allowing 

employees to view payslips, apply for leave, update personal information, and track performance 

appraisals through a self-service portal can improve satisfaction and reduce HR workload. 

 Regularly Review and Update HR Policies: Policies 

related to recruitment, appraisal, benefits, and grievance handling should be reviewed periodically to 

align with organizational goals and legal requirements. 

 Strengthen Compliance and Audit Mechanisms: Establishing 

regular audits and compliance checks for payroll processes will help ensure adherence to statutory 

requirements and prevent financial discrepancies. 

 Encourage Employee Feedback and Engagement: Creating 

feedback mechanisms such as surveys or suggestion boxes can help HR understand employee 

concerns and enhance workplace satisfaction. 
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CONCLUSION: 

 

The study of Human Resource Management and Payroll Management at Oscar Infrastructure reveals 

that both functions play a vital role in ensuring organizational efficiency, legal compliance, and 

employee satisfaction. As a growing company in the infrastructure sector, Oscar Infrastructure faces 

unique challenges related to managing a diverse workforce, processing complex payroll structures, 

and adhering to labor regulations. While the organization has made significant efforts in establishing 

basic HR and payroll processes, there are evident gaps in integration, automation, and communication. 

The findings suggest that a more strategic and technology-driven approach is needed to streamline HR 

operations and payroll processing. Improved systems can not only reduce administrative errors and 

enhance transparency but also contribute to better employee engagement and retention. Furthermore, 

regular training, policy updates, and effective communication can strengthen internal systems and 

align them with the company’s growth objectives. 

Overall, by addressing the identified challenges and implementing the suggested improvements, Oscar 

Infrastructure can build a more resilient, efficient, and employee-friendly HR and payroll framework, 

supporting its long-term success in a competitive industry. 
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