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Abstract 

The HR practises in the North Indian IT industry are examined in this article. Information 

was collected from 400 Indian IT employees for this investigation. SPSS and a partial least 

squares model helped us make sense of the information. A company's beta score of 0.638 

estimates that HR practices contribute for 40% of the overall performance volatility.. In light 

of these findings, the HR practises of IT companies should be upgraded. There can be no 

doubt that human resources management is critical in today's highly competitive business 

environment (HRM). 

Keywords: HRM practices, organizational performance, IT sector, India, SEM. 

“Introduction” 

How to manage an organization's most valuable asset—the people that work there and 

contribute to its success individually and  collectively (Armstrong, 1999). For Denisi and 

Griffin (2001), "Human resource" is a word used to describe the individuals who labor for a 

business in exchange for money. "Human resource management" refers to a company's 

capability, according to Stone, to make optimal use of its staff in order to fulfil business 

objectives and satisfy employee demands. Taticchi et al. (2010) state that HRM is a strategy 

for addressing employee problems in order to improve organisational performance. 

Methods in Human Resources Management (HRM) are designed to boost employee 

happiness and organisational commitment (Ahmad and Schroeder, 2003). An organization's 

productivity and efficiency can be greatly enhanced by implementing sound HR practises 

(Petrescu and Simmons, 2008). Human resource practises and policies have been 

extensively studied by academics in order to better understand how they impact both 

employee and corporate outcomes. 
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If all of the right people are working together at the same time, success and happiness in the 

workplace may be accomplished(Oladipo, 2011). Attracting and retaining great personnel is 

critical to the success of any firm. When it comes to establishing an advantage in the 

marketplace, Pfeffer (1994) says that HRM has long been considered an essential 

component. Human resource management (HRM) and business strategy go hand in hand, 

allowing companies to make the most of their best employees. The subject has progressed 

greatly in the last few years. Since HRM strategies boost both employee and company 

performance, it's no surprise that many academics and researchers have given HRM high 

priority in their study (Ko et al., 2013). 

Employee retention and recruitment are crucial in today's increasingly competitive and 

demanding corporate environment. Other elements, both macro and micro, have an 

influence on a company's success (Mirah, 2017). There is a distinction being made between 

macro and micro variables. The micro-level characteristics of the organisation are not 

influenced by the macro-level impacts of the organisation. Micro-level characteristics of an 

organization's performance are examined in this research. Organizational goals can only be 

achieved by having an HR department, but it's also important to find out how employees see 

HRM procedures. This study explores how Indian IT sector employees evaluate the link 

between HRM practises and their performance. 

Review of literature 

Workers' perceptions of the link between HRM practises and organisational success were 

the focus of Haque's (2021) research. To analyse the data gathered from 200 Bangladeshi 

employees, SEM was applied. There was a correlation between the perception of 

organisational performance and strategic HRM. There is a correlation between the direct 

impact of strategic HRM on performance and turnover intentions because, without a 

mediator, the indirect influence is less important than the direct one. Human resource 

management (HRM) practises have been linked to organisational performance by Sabiu et 

al. (2019). A standard questionnaire was utilised to collect data from 216 Nigerian 

employees, and Smart PLS software was used to analyse the results. Organizational 

performance and performance evaluation techniques were found to be linked in the study 

results. Furthermore, the researchers looked into the relationship between organisational 

performance and the procedures used in conducting performance reviews. Investigation of 

the link between creative performance and innovative HRM practises by Waheed et al. 

(2019). A total of 632 Pakistani IT workers provided information for the research. When the 

data was analysed with SPSS software, it was discovered new HRM practises are critical to 

increasing the company's innovative performance through creative behaviour. 
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In addition, Pattnaik and Sahoo investigated the link between effective human resources 

management and business success (2020). The study included a sample of 424 workers from 

the Mineral and Refinery Complex in Odisha, India. According to the results of the SPSS and 

AMOS data analysis, organisations can benefit greatly from their pay policies. The second 

factor that had an impact on organisational performance was the organization's training and 

evaluation processes. Furthermore, Torlak et al. found a similar correlation between HRM 

practises and organisational performance (2018). Employees of 440 travel companies in 

Iran and Turkey were asked to supply the data. It was shown that training, job security and 

career management techniques were strongly connected with organisational performance 

after SPSS analysis of the correlations between variables. In order to remain competitive, a 

company has to have the ability to recruit and retain the best employees. (Oladipo, 2011). 

Competing businesses need to be able to attract and retain top talent. Results from the SPSS 

analysis demonstrate that employee engagement methods, remuneration policies, hiring 

and selection techniques, and training practises are all positively connected with 

organisation success. This relationship is also moderated favourably by Islamic principles. 

Lee et al. (2010) conducted HRM practises and organisational performance were examined 

among 236 Taiwanese steel industry workers in this study. A company's success is 

influenced by each of these factors, according to the conclusions of this study: training 

processes; collaboration; fair assessment; job security; HR planning; and incentive practises 

Human resource management practises, such as cost reduction, quality improvement, and 

innovation, were shown to be positively correlated with company performance, according 

to the research. Katou and Budhwar (2010) HR practises and firm performance were 

investigated among 178 Greek manufacturing industry employees. Employee outcomes are 

completely mediating HRM practises and organisational success, according to the data's SEM 

analysis. Enhancing employees' abilities, attitudes & behaviour increases the company's 

performance. HRM practises aid in this. 

This study focuses on how employees see the company's performance. By looking at factors 

such as job creation and staff retention, efficiency and innovation, this research evaluated 

the company's overall success. A company's ability to attract and retain new personnel is a 

critical factor in determining its success. Performance indicators take into consideration a 

company's capacity to efficiently utilise its resources. The company's inventive behaviour 

and creation of new goods and services are also examined in this research. 

Objective and subjective metrics can also be used to measure an organization's performance. 

(Coyne, 1986) Financial metrics are among the objective performance indicators (Coyne, 

1986), and perceptions of the organisational outcomes are among the subjective 

performance indicators (Mellor et al., 1999). An organization's effectiveness can be better 

represented by subjective indicators, notwithstanding their lack of precision. Organizational 

performance metrics that are based on objective data are more likely to produce accurate 
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results (Allen et al., 2008). Non-financial performance measures cannot use objective 

measurements since they only deliver results tied to financial data. (Santos and Brito, 2012). 

Hypothesis 1: “there is significant impact of HRM practices on organizational performance.” 

Hypothesis 2:“There is no significant impact of HRM practices on organizational 

performance.” 

“Research Methodology” 

The influence of HRM practices on corporate performance was studied using descriptive 

research methodologies. Samples were obtained in the north of India by experts for further 

study (Mohali and Delhi-NCR). Only IT and ITeS companies that are listed with NASSCOM 

were included for this study. For knowledge-based industries like IT/ITeS and design, as well 

as for research and development and financial services, each of these regions has a 

considerable concentration of highly educated persons. A Cochran's sample size calculation 

procedure was used to determine the current study's sample size (n=400) (Cochran, 1963). 

A non-probability sampling strategy, known as intentional sampling, was adopted in the 

current study since it was impractical to contact all IT employees. According to numerous 

writers, scales that already exist were utilised to analyse the putative links. 

 

Data analysis 

Use of already validated and experimentally established scales is highly recommended. 

These 26 claims about HRM practises were derived from Delery and Doty's 26 assertions. 

(2002). There are an estimated eleven metrics of organizational success that, and Katou and 

Budhwar (1997) identified (2007). Likert scales ranging from 1 to 5 were used to score each 

statement, with 1 expressing strong opposition and 5 indicating strong approval. 

“Table 1: Demographic profile of respondents” 

“Characteristics

” 

Category “Freque

ncy” 

Percenta

ge 

“Gender” “Male” 229 57.2 

“Female” 171 42.8 

“Total” 400 100 

“Age of 

respondents” 

“Less than 28 

years” 

117 29.2 

“28-31 years” 153 38.3 

“Above 31 

years” 

130 32.5 
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“Total” 400 100 

“Marital Status” “Married” 258 58.3 

“Unmarried” 167 41.7 

“Total” 400 100 

“Qualification” “Graduation” 139 34.8 

“Post-

Graduation” 

239 59.7 

“Others” 22 5.5 

“Total” 400 100 

“Total 

Experience” 

“Less than 3 

years” 

118 29.5 

“3-6 years” 173 43.3 

“Above 6 years” 109 27.2 

“Total” 400 100 

“Total” 400 100 

Source: Author's calculations 

The study's participants are 57.2 percent male and 171 percent female (42.8 percent). 

Participation in the survey was more likely to be taken by males than by women. In all, 38.3% 

of respondents were 28 years old or younger, while 29.2% were 31 years old or older. There 

were 130 respondents (32.5%) who were over the age of 31, and 2 (64.5%) of them were 

married, while 142 (35.5%) were unmarried. Of the 239 people who took the survey, 59% 

were postgraduates, while just 34.8% were fresh out of high school. Twenty-two survey 

takers (5.5%) have credentials other than a college degree or a post-graduate diploma. 

Among the participants, 173 (43.3%), have a cumulative work experience of between three 

and six years, while 109 (27.2%) have less than three years. 

“Figure 1. Measurement model” 
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There were two steps to evaluating the higher-order idea's validity and dependability. 

Analyzing the reliability of HRM practises, the Alpha Cronbach's coefficient was 0.841, the 

Rho A coefficient was 0.99, the Composite Reliability was 0.883, and AVE was 0.06. (Hair et 

al., 2013). Measurement model results are shown in the table below, which indicates that 

they are more reliable and valid than predicted. 

“Table 2. Validity & Reliability” 

“Construct” “Indica

tor” 

“Std. factor 

Loading” 

“CA" “rho 

A” 

“CR” “CR” “AV

E” 

”Compensation and 

Rewards” 

CR1 0.756 0.87

3 

0.88 0.90

7 

0.90

7 

0.66

1 

 CR2 0.839      

 CR3 0.804      

 CR4 0.832      

 CR5 0.832      

“Employment Security” ES1 0.718 0.78

7 

0.794 0.86

3 

0.86

3 

0.61

1 

 ES2 0.836      

 ES3 0.76      

 ES4 0.808      

“Organizational 

Performance” 

OP1 0.831 0.92

4 

0.929 0.93

6 

0.93

6 

0.59

5 
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 OP10 0.748      

 OP2 0.765      

 OP3 0.727      

 OP4 0.856      

 OP5 0.782      

 OP6 0.732      

 OP7 0.739      

 OP8 0.769      

 OP9 0.753      

“Performance 

Appraisal” 

PA1 0.889 0.87

9 

0.88 0.91

3 

0.91

3 

0.67

9 

 PA2 0.719      

 PA3 0.871      

 PA4 0.736      

 PA5 0.887      

“Recruitment and 

Selection” 

RS1 0.742 0.85

7 

0.88 0.89 0.89 0.57

6 

 RS2 0.757      

 RS3 0.733      

 RS4 0.748      

 RS5 0.853      

 RS6 0.712      

“Training and 

Development” 

TD1 0.798 0.88

1 

0.892 0.90

9 

0.90

9 

0.62

4 

 TD2 0.798      

 TD3 0.831      

 TD4 0.784      

 TD5 0.769      

 TD6 0.759      

Source: Author's own findings 

Note: “CA=Cronbach alpha, CR= Composite reliability, AVE= Average variance extracted” 

“Correlation matrix and Roots of AVE's” 
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Discriminant validity was discovered by Fornell and Larcker. (1981). Results show that the 

correlation coefficients between all AVE square roots are greater than the correlation 

coefficients between AVE square roots alone, according to the researchers. In the 

accompanying table, we can see that the model has good discriminant validity. 

“Table 3: Fornell & Larcker criterion” 

 “CR” “ES” “OP” “PA” “RD” “TD” 

“CR” 0.813      

“ES” 0.531 0.782     

“OP” 0.451 0.706 0.771    

“PA” 0.432 0.608 0.468 0.824   

“RD” 0.291 0.364 0.21 0.732 0.759  

“TD” 0.512 0.763 0.623 0.564 0.333 0.79 

   Source: Author's own findings 

Organizational performance, recruitment, selection and training and development are just a 

few of the terminology used to define these aspects. 

 

Discriminant Validity 

Testing of the HTMT criteria's discriminant validity was carried outHigh test-to-test 

discriminant validity (HTMT) scores (higher than 0.85 or 0.90) might be problematic 

(Henseler et al., 2015). Figure 1 illustrates that the model's discriminant validity is 

unaffected by values less than.90, indicating that the model has no difficulties. 

“Table 4: Heterotrait –Monotrait Ratio” 

 “CR” “ES” “OP” “PA” “RS” “TD” 

“CR”       

“ES” 0.61

1 

     

“OP” 0.47

7 

0.82     

“PA” 0.46

5 

0.709 0.502    

“RS” 0.30

3 

0.393 0.208 0.77

2 

  

“TD” 0.54 0.888 0.66 0.59 0.33  
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9 5 7 

Source: Author’s own findings 

Note: “CR= compensation and rewards, ES= employment security, OP= organizational 

performance, PA= performance appraisal, RS= recruitment and selection, TD= training and 

development” 

“Structural Model” 

Analysis of significance and path coefficients was performed on 5000 subsamples using 

bootstrapping, as recommended by Hair et al (2017).  

“Figure 2. Structural model assessment (HRMP and OP)” 

 

Structural models are frequently assessed using the R2 coefficient. Organizational 

performance may be explained by HRM practises to an extent of 40 percent, as shown by R2 

values. Our HR policies have a substantial impact on the company's success, according to the 

route research. As can be seen from the route coefficient table, HR procedures have a major 

influence on an organization's operational efficiency. As a result, the H1 is given the green 

light. 

“Table 5: Path coefficient table” 

“Relationship” “Standardized 

Estimate” 

“Standard 

Error” 

“T 

Statistics

” 

“R 

Square

” 
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“HRM Practices->Organizational 

performance” 

0.638 0.039 16.356 0.408 

“Source: Author’s own findings” 

Note: “HRMP= Human Resource Management practices, OP= organizational performance” 

Predictive relevance 

Cross-validated redundancy indices may be examined while blindfolded to indicate the 

model's prediction ability. The Q2 score of 0.237, which is more than zero, indicating that the 

model has a considerable ability to forecast the future. 

“Table 6. Predictive relevance results” 

 “SSO” “SSE” “Q² (=1-

SSE/SSO)” 

“Organizational Performance” 4000.0

00 

3052.6

57 

0.237 

“Source: Author's own findings” 

“Discussion” 

This research examined how HR practises and corporate success were intertwined. [*] The 

building has undergone a major refurbishment following a recent study. To test the accuracy 

and precision of the equipment, a measuring model was also utilised. Human resource 

management approaches and company efficiency have improved as a result of this research.. 

The financial performance of a company is linked to its human resources strategy to the tune 

of 0.638. ' The proposed approach requires a t-value of at least 1.96According to a growing 

amount of data, HR practices may have a major impact on a company's profitability. It is for 

this reason that H1 has been approved. An important contribution to scientific knowledge 

has been made as a result of this study's findings. 

Organizational success was intertwined with Pattnaik and Sahoo's theory of training, 

compensation and performance evaluation (2020). Sabiu et al. found a significant correlation 

between the adoption of various performance evaluation methodologies and organisational 

performance (2019) (= 0.375), as well as job security (= 0.146) and training practises 

(=0.13), these people have an enormous effect on the functioning of an organization, 

according to experts Torlak et al (2018). Farouk et al. (2016) found that HRM practises were 

connected with greater organisational performance (= 0.306, t=3.706). HR practises have a 

considerable and positive influence on an organization's success, according to Lee et al 

(2010). There is evidence that HR practises have a major impact on an organization's 

success, according to Kaya's (2006) research. There was a substantial correlation between 

training and remuneration in the workplace, according to Singh (2004). Human resource 
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management practises and an organization's performance have been found to be statistically 

significant (Haque, 2020, Sabiu et al., 2019; Waheed et al., 2019; Pattnaik and Sahoo, 2020; 

Lee et al., 2010). According to the findings of this study, HRM practises have a greater impact 

on the overall success of a firm. 

Implications of the study 

The study's findings have important ramifications for management and theory in the Indian 

IT sector and beyond. An organization's performance may be improved through reinforcing 

and demonstrating the value of HRM practises. In an increasingly competitive global 

environment, organisations cannot afford to undervalue the value of human resources, even 

as the number of unexpected discoveries rises. Consequently, a successful set of HR 

management approaches may be used to enhance the performance of the organisation in 

question. In order to effectively serve both their workers and their organisations, 

corporations should place a greater emphasis on human resource management (HRM). 

Today's businesses are more concerned than ever before with retaining their most talented 

employees. In predicting whether or not an IT firm will be successful, the findings of this 

study may be an invaluable resource for practitioners, policymakers, and HR managers. We 

hope to help management by delivering HR techniques that portray people as vital assets of 

the organisation, and that their contributions may have an impact on performance. 

Workforces that can easily go from one function to another should be prioritized by 

companies in terms of recruitment, training, and retention efforts. 

Limitations 

It is imperative that future studies address several shortcomings in the study, 

notwithstanding its theoretical and administrative implications. There are a number of HRM 

practises that can be studied in the future that are not included in this first investigation: 

career planning (empowerment), information sharing (information), and other HRM 

practises such as compensation/rewards and compensation/rewards Customers' levels of 

satisfaction, loyalty, and willingness to switch companies are all considered dependent 

variables. To test the suggested associations, this study used a literature review, but future 

studies may use various concepts with different dimensions. IT workers in northern India 

provided further information. The study's conclusions should only be used with extreme 

caution in other domains. Cross-sectional studies were included in the analysis. These links 

might be tested by looking at long-term data from a different sector or region. 
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