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A. Title of the thesis and abstract 

Title: A Study on impact of HR Practices on the Operational Performance of IT 

Industry 

Abstract: Opening the financial newspapers may give the impression that the drivers of 

value creation in today’s economy are equivalent to financial capital and, well, more 

financial capital. However, very seldom is the role of human resources in the value creation 

of companies celebrated in the same fashion as financial capital and other types of scarce 

resources, despite the fact that flexibility and the ability to acquire and utilize new 

knowledge seems important in today’s globally-oriented competitive environment. In the 

last couple of decades, the speed of change in the business landscape has continuously 

accelerated, and during the early years of the new millennium the knowledge-based society 

along with rising globalization and the developments in the BRIC economies ensured that 

this momentum continued to surge. Human Resources are key to the success of any 

organization. Employees or human resources bring in with them essential skills and 

competencies which ensure organization achieves goals. However, HR as a function has 

to have a permanent presence in the company board which though is an evolving thought. 

Employees and competences may comprise important factors of corporate performance 

and perhaps it is even the case that the role of human resources and competences constitute 

greater and greater proportions of corporate values in a society that is moving away from 

industrialization and capital and towards innovation and knowledge as the backbone of 

industrial competitiveness. In some streams of literature within accounting and 

management, especially the last couple of decades have given rise to discussions 

concerning the value of human resources; in some instances also analysed in the form of 

human and intellectual capital. This research intends to discern the quantitative and 

qualitative aspects of HR practices and thereby establish a concrete model which helps 

measure HR impact on business performance. Human Resource function plays an 

important role in the up-liftment of the organization. Several organs of the organization 

depend on human resources for their success. In this research we are trying to discern the 

impact of HR practices on the operational performance of Information Technology 

companies. 
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In this research study, we also study the impact that HR practices have on different facets 

of organization which have linkages to organizations’ operational performance. This study 

was conducted with 524 employees of 51 IT organizations across 8 cities in India. HR 

practices like Training and Development, Recruitment, Compensation, Rewards and 

Recognition, Work-life balance and Employee Engagement were studies. A pilot study 

along with focus group discussions held helped discern 15 performance parameters which 

have linkages to organization performance. A final questionnaire was administered post 

refinement for the final survey. Step wise regression analysis, discriminant analysis along 

with ANOVA and coorelation analysis was used to determine the outcomes of the research. 

The results reaffirm our belief in HR practices showing significant impact on performance 

parameters.  

Keywords— Human Resources, Impact, Organizational performance, Operational 

Performance, IT companies, HR Practices 

 

B. Brief description on the state of the art of the research topic 

Research on business model performance has to a large extent focused on 

customer/product delivery, alignment of corporate risks and cost-revenue structures. The 

question therefore arises: “What is the role of human resources and competences in relation 

to business model success?” Despite the fact that the competence-based strategy literature, 

as well as a series intellectual capital based management models took their point of 

departure in the ability to mobilize and develop employee competences and thus also 

human resources, recent research seems to largely have ignored the role of human 

resources in the success of specific and generic business model set ups (Dr. Christian 

Nielse, Special issue on The role of human resources in business model performance : 

Journal of Human Resource Costing and Accounting). The human resources function 

within companies today needs to look at itself much more as a  business, because that is 

how executives are looking at it and expecting it to operate (CIPD 2009 Market Wire 2005 

Kates 2006 Lawler 2006 Porter 2006 Ulrich 2009).  

 

Employees and competences may comprise important factors of corporate performance 

and perhaps it is even the case that the role of human resources and competences constitute 

greater and greater proportions of corporate values in a society that is moving away from 



 

Pawan Alamchandani  Ph.D. Synopsis 

industrialization and capital and towards innovation and knowledge as the backbone of 

industrial competitiveness. In some streams of literature within accounting and 

management, especially the last couple of decades have given rise to discussions 

concerning the value of human resources; in some instances also analysed in the form of 

human and intellectual capital. This research intends to discern the quantitative and 

qualitative aspects of HR practices and thereby establish a concrete model which helps 

measure HR impact on business performance. 

 

C. Definition of the Problem 

In a world in which financial results are measured, a failure to measure human resource policy 

and practice implementation dooms it to second-class status, oversight, neglect, and potential 

failure. The feedback from the measurements is essential to refine and further develop 

implementation ideas as well as to learn how well the practices are actually achieving their 

intended results. 

Several qualitative models for HR efficacy have been proposed and illustrated; however no 

definite model exists for measuring impact of individual HR practices and HR practices in 

totality, specific to the IT industry in India. This research takes a stab at one of its kind research 

where a lot of effort and care has been taken to mingle qualitative and quantitative aspects of 

Human Resource Practices and their impact on Operational performance of the company.  

 

D. Objective and Scope of work 

Primary Objectives: 

 To study the impact of HR practices on the operational performance of IT companies 

in India. 

 To come up with a model to identify and measure correlation between HR practices 

and organizational performance. 

 

Secondary Objectives: 

 To study the HR practices in various organizations. 
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 To study the HR practices impacting business performance of companies in IT industry. 

 To evaluate correlation within HR practices 

 To evaluate impact of individual HR practice on the operation performance of IT 

industry. 

 To evaluate the cumulative impact of HR practices on the operational performance of 

IT industry. 

 To study the key factors impacting employee productivity at workplace. 

 To study the measurable factors comprising of operational performance in the 

organizations. 

 To provide a tested theoretical framework for studying the impact of HR practices on 

performance of the organization. 

 

The Research is carried out for the IT Companies in India to evaluate their HR practices and 

thereby the impact on the operational performance of these companies.  

E. Original contribution by the thesis 

 The earlier studies have covered primarily 4 HR practices namely Recruitment and 

Selection, Training and Development, Compensation and Benefits and Performance 

Appraisal and that too in manufacturing sector or services specific to banking but none 

in IT industry.  

 Work life balance and Employee Engagement have been studied in isolation in several 

studies but not in tandem with other HR practices. 

 No HR practice bundle has been created and studied covering all the six HR practices 

studied as part of this research. 

 Impact of HR practices on operational performance has been extensively studied in 

manufacturing setup while there is little relevant literature in services and even meagre 

or no study on impact in Information Technology companies.  

 Most studies capturing impact of HR practices has been studied in western countries, 

however as per literature, there is evidence of variance in results due to geography. 

Hence the study in India makes it even more unique.  

 Operational performance in the past studies has typically included manufacturing 

measures and no study covers services sector based parameters of ‘Effective 
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Commitment’, ‘Employee Efficiency’ and ‘Product/Service Quality’ in one study. This 

bundle again is unique.  The study hence is unique and novel.  

 

F. Methodology of Research, Results / Comparisons 

As a part of this research, we are trying to study the HR practices and their impact on 

organizational performance. Hence, it becomes extremely essential to study and rate the HR 

practices of different organizations on an established scale and understand their overall 

performance and thereby discern if there is any correlation or not and if so what is the level of 

correlation. This research also takes cognizance of the fact performance is an outcome that can 

be attributed to several factors directly or indirectly. There can be no single determiner of 

performance. However, at the same time the research strives to evaluate if companies faring 

well on HR practices also score high on parameters which directly or indirectly affect 

organization performance. In such a scenario, HR practices become an important asset for the 

companies and also a key differentiator. Hence the research studies the key HR practices and 

parameters that are key to up the operational performance of the organizations.  Also, survey 

was conducted to study the HR practices as independent parameters and their impact on 

organization performance as a dependent parameter. 

 Hence this research uses both inferential and experimental research in the domain of 

quantitative research. The research also has focused on exploratory research by conducting 

focus groups to arrive at parameters which should be considered for operational performance 

impact either directly or through a linkage. Since the concepts of HR are qualitative in nature, 

a fair amount of thought has gone into making this as pure quantitative research as possible 

while minimizing bias if any. 

Appropriate scales for measuring HR practices have been studied using available literature and 

also factors having direct and indirect linkages to operation performance to design the 

questionnaire effectively. Focus groups were also conducted to understand how different HR 

practices influence employees. It was an effort of over 6 months of deliberation, revisions and 

dilemmas before finalizing the final questionnaire. Pilot study was also conducted to evaluate 

respondents’ understanding of the questions and the questions and even parameters at places 

have been modified wherever required. 
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Secondary data has been collected from relevant literature i.e. research papers, articles, reports, 

websites, etc. Ten models were developed based on regression analysis and these models were 

tested in line with the objectives of the research. The hypothesis were accordingly. 
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Table 5.40: Coefficientsa 

Model 
Unstandardized 

Coefficients 
  

Standardized 

Coefficients 
t Sig. Correlations Collinearity Statistics 

    B 
Std. 

Error 
Beta     

Zero-

order 
Partial Part Tolerance VIF 

1 (Constant) 1.257 0.096   13.112 0           

  ORR 0.679 0.024 0.784 28.826 0 0.784 0.78 0.784 1 1 

2 (Constant) 0.883 0.091   9.662 0           

  ORR 0.389 0.033 0.449 11.916 0 0.784 0.46 0.289 0.414 2.413 

  OPA 0.412 0.036 0.438 11.613 0 0.781 0.45 0.282 0.414 2.413 

3 (Constant) 0.8 0.091   8.751 0           

  ORR 0.319 0.035 0.368 9.035 0 0.784 0.37 0.215 0.34 2.939 

  OPA 0.31 0.041 0.329 7.543 0 0.781 0.31 0.179 0.297 3.366 

  OWL 0.199 0.043 0.21 4.666 0 0.764 0.2 0.111 0.281 3.564 

4 (Constant) 1.008 0.094   10.723 0           

  ORR 0.393 0.036 0.453 10.917 0 0.784 0.43 0.25 0.305 3.279 

  ORR 0.411 
0.0

37 
0.474 

11.1

51 
0 

0.7

84 
0.44 

0.2

55 
0.289 

3.4

64 

  OPA 0.41 
0.0

43 
0.435 

9.56

6 
0 

0.7

81 
0.39 

0.2

19 
0.253 

3.9

54 

  OWL 0.333 
0.0

48 
0.35 

6.87

3 
0 

0.7

64 
0.29 

0.1

57 
0.201 

4.9

7 

  OEE -0.287 
0.0

54 
-0.269 

-

5.35

2 

0 
0.6

65 

-

0.23 

-

0.1

2 

0.207 
4.8

35 

  OTD -0.074 
0.0

34 
-0.105 

-

2.13

5 

0 
0.6

69 

-

0.09 

-

0.0

5 

0.214 
4.6

64 

6 
(Consta

nt) 
0.86 

0.1

09 
  

7.86

4 
0           

  ORR 0.403 
0.0

37 
0.465 

10.9

04 
0 

0.7

84 
0.43 

0.2

48 
0.286 

3.5

02 

  OPA 0.398 
0.0

43 
0.422 

9.26

2 
0 

0.7

81 
0.38 

0.2

11 
0.249 

4.0

12 

  OWL 0.318 
0.0

49 
0.334 

6.52

7 
0 

0.7

64 
0.28 

0.1

49 
0.197 

5.0

65 

  OEE -0.305 
0.0

54 
-0.286 

-

5.65

3 

0 
0.6

65 

-

0.24 

-

0.1

3 

0.202 
4.9

53 

  OTD -0.093 
0.0

35 
-0.133 

-

2.62

7 

0 
0.6

69 

-

0.12 

-

0.0

6 

0.201 
4.9

66 

  OCB 0.081 
0.0

36 
0.092 

2.23

4 
0 

0.6

76 
0.1 

0.0

51 
0.305 

3.2

8 

a. Dependent Variable: OOI 
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  OPA 0.415 0.043 0.44 9.658 0 0.781 0.39 0.221 0.254 3.943 

  OWL 0.286 0.043 0.301 6.6 0 0.764 0.28 0.151 0.253 3.959 

  OEE -0.324 0.051 -0.303 -6.354 0 0.665 -0.27 -0.15 0.231 4.336 

5 (Constant) 0.889 0.109   8.148 0           

  ORR 0.411 0.037 0.474 11.151 0 0.784 0.44 0.255 0.289 3.464 

  OPA 0.41 0.043 0.435 9.566 0 0.781 0.39 0.219 0.253 3.954 

  OWL 0.333 0.048 0.35 6.873 0 0.764 0.29 0.157 0.201 4.97 

  OEE -0.287 0.054 -0.269 -5.352 0 0.665 -0.23 -0.12 0.207 4.835 

  OTD -0.074 0.034 -0.105 -2.135 0 0.669 -0.09 -0.05 0.214 4.664 

6 (Constant) 0.86 0.109   7.864 0           

  ORR 0.403 0.037 0.465 10.904 0 0.784 0.43 0.248 0.286 3.502 

  OPA 0.398 0.043 0.422 9.262 0 0.781 0.38 0.211 0.249 4.012 

  OWL 0.318 0.049 0.334 6.527 0 0.764 0.28 0.149 0.197 5.065 

  OEE -0.305 0.054 -0.286 -5.653 0 0.665 -0.24 -0.13 0.202 4.953 

  OTD -0.093 0.035 -0.133 -2.627 0 0.669 -0.12 -0.06 0.201 4.966 

  OCB 0.081 0.036 0.092 2.234 0 0.676 0.1 0.051 0.305 3.28 

a. Dependent Variable: OOI 

 

 

Table 5.40: Coefficientsa   

Model 
Unstandardized 

Coefficients 
  

Standardized 

Coefficients 
t Sig. Correlations Collinearity Statistics 

  

    B 
Std. 

Error 
Beta     

Zero-

order 
Partial Part Tolerance VIF 

  

1 (Constant) 1.257 0.096   13.112 0             

  ORR 0.679 0.024 0.784 28.826 0 0.784 0.78 0.784 1 1   

2 (Constant) 0.883 0.091   9.662 0             

  ORR 0.389 0.033 0.449 11.916 0 0.784 0.46 0.289 0.414 2.413   

  OPA 0.412 0.036 0.438 11.613 0 0.781 0.45 0.282 0.414 2.413 
  

3 (Constant) 0.8 0.091   8.751 0             

  ORR 0.319 0.035 0.368 9.035 0 0.784 0.37 0.215 0.34 2.939   

  OPA 0.31 0.041 0.329 7.543 0 0.781 0.31 0.179 0.297 3.366   

  OWL 0.199 0.043 0.21 4.666 0 0.764 0.2 0.111 0.281 3.564   

4 (Constant) 1.008 0.094   10.723 0             

  ORR 0.393 0.036 0.453 10.917 0 0.784 0.43 0.25 0.305 3.279   

  OPA 0.415 0.043 0.44 9.658 0 0.781 0.39 0.221 0.254 3.943   

  OWL 0.286 0.043 0.301 6.6 0 0.764 0.28 0.151 0.253 3.959   

  OEE -0.324 0.051 -0.303 -6.354 0 0.665 -0.27 -0.15 0.231 4.336   

5 (Constant) 0.889 0.109   8.148 0             
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  ORR 0.411 0.037 0.474 11.151 0 0.784 0.44 0.255 0.289 3.464   

  OPA 0.41 0.043 0.435 9.566 0 0.781 0.39 0.219 0.253 3.954   

  OWL 0.333 0.048 0.35 6.873 0 0.764 0.29 0.157 0.201 4.97 
  

  OEE -0.287 0.054 -0.269 -5.352 0 0.665 -0.23 -0.12 0.207 4.835   

  OTD -0.074 0.034 -0.105 -2.135 0 0.669 -0.09 -0.05 0.214 4.664   

6 (Constant) 0.86 0.109   7.864 0             

  ORR 0.403 0.037 0.465 10.904 0 0.784 0.43 0.248 0.286 3.502   

  OPA 0.398 0.043 0.422 9.262 0 0.781 0.38 0.211 0.249 4.012   

  OWL 0.318 0.049 0.334 6.527 0 0.764 0.28 0.149 0.197 5.065   

  OEE -0.305 0.054 -0.286 -5.653 0 0.665 -0.24 -0.13 0.202 4.953   

  OTD -0.093 0.035 -0.133 -2.627 0 0.669 -0.12 -0.06 0.201 4.966   

  OCB 0.081 0.036 0.092 2.234 0 0.676 0.1 0.051 0.305 3.28   

a. Dependent Variable: OOI   

 

Model -1  

Y= a + βX + € 

[Y= Operational Performance (Dependent variable), a = intercept/constant, β= the regressions 

coefficient of y on x, impact on dependent variable because of independent variable, X = 

independent variable (ORR – Recruitment and Selection), € = the error term] 

As per the result for the Model - 1 Beta (β) for ORR is 0.784 which means change of one unit 

in Recruitment and Selection will have .784 unit changes in Operational Performance. T value 

is 28.826 with Significant value sig. = .000 (< .05) which validates the model with significant 

impact. When we look at the values of Tolerance, it is 1.000 (< 1) and VIF is also 1.000 (≥ 1 

and ≤ 10), which means there is no problem of multi co-linearity in the model. Hence, the 

model can be framed as, 

Operational Performance = 1.257 + 0.784 (Recruitment and Selection) + € 

Model -2  

Y= a + β1X1 + β2X2 + € 

[Y= Operational Performance (Dependent variable), a = intercept/constant, β= the regressions 

coefficient of y on x, impact on dependent variable because of independent variable, X1 = 

independent variable (ORR – Recruitment and Selection), X2 – independent variable (OPA – 

Performance Appraisal), € = the error term] 
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As per the result for the Model - 2 Beta (β) for ORR is 0.449 and that for OPA is 0.438 which 

means change of one unit in Recruitment and Selection will have .449 unit changes in 

Operational Performance when OPA is unchanged and one unit change in Performance 

Appraisal will have 0.438 change in Operational Performance when ORR is unchanged. T 

value for Recruitment & Selection and Performance Appraisal is 11.916 and 11.613 

respectively with Significant value sig. = .000 (< .05) which validates the model with 

significant impact. When we look at the values of Tolerance, it is 0.414 (< 1) and VIF is also 

2.413 (≥ 1 and ≤ 10), which means there is no problem of multi co-linearity in the model. 

Hence, the model can be framed as, 

Operational Performance = 0.883 + 0.449 (Recruitment and Selection) + 0.438 

(Performance Appraisal) + € 

 

Model - 3  

Y= a + β1X1 + β2X2 + β3X3 + € 

[Y= Operational Performance (Dependent variable), a = intercept/constant, β= the regressions 

coefficient of y on x, impact on dependent variable because of independent variable, X1 = 

independent variable (ORR – Recruitment and Selection), X2 – independent variable (OPA – 

Performance Appraisal), X3 – independent variable (OWL – Work Life Balance), € = the error 

term] 

As per the result for the Model – 3, Beta (β) for ORR is 0.368, for OPA is 0.329 and that for 

OWL is 0.21 which means change of one unit respectively in Recruitment and Selection, 

Performance Appraisal and Work Life Balance will have .368, 0.329 and 0.21 unit changes 

respectively in the Operational Performance when other parameters are unchanged. T value for 

Recruitment & Selection, Performance Appraisal and Work Life Balance is 9.035, 7.543 and 

4.666 respectively with Significant value sig. = .000 (< .05) which validates the model with 

significant impact. When we look at the values of Tolerance, it is 0.34, 0.297 and 0.281 (all < 

1) and VIF is also 2.939, 3.366 and 3.564 (≥ 1 and ≤ 10), which means there is no problem of 

multi co-linearity in the model. Hence, the model can be framed as, 

Operational Performance = 0.8 + 0.368 (Recruitment and Selection) + 0.329 

(Performance Appraisal) + 0.21 (Work Life Balance) + € 
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Model - 4 

Y= a + β1X1 + β2X2 + β3X3 + β4X4 + € 

[Y= Operational Performance (Dependent variable), a = intercept/constant, β= the regressions 

coefficient of y on x, impact on dependent variable because of independent variable, X1 = 

independent variable (ORR – Recruitment and Selection), X2 – independent variable (OPA – 

Performance Appraisal), X3 – independent variable (OWL – Work Life Balance), X4 – 

independent variable (OEE – Employee Engagement), € = the error term] 

As per the result for the Model – 4, Beta (β) for ORR is 0.453, for OPA is 0.44, for OWL is 

0.301 and that for OEE is -0.303 which means change of one unit respectively in Recruitment 

and Selection, Performance Appraisal, Work Life Balance and Employee Engagement will 

have .453, 0.44, .301 and -0.303 unit changes respectively in the Operational Performance 

when other parameters are unchanged. T value for Recruitment & Selection, Performance 

Appraisal, Work Life Balance and Employee Engagement is 10.917, 9.658, 6.6 and -6.354 

respectively with Significant value sig. = .000 (< .05) which validates the model with 

significant impact. When we look at the values of Tolerance, it is 0.305, 0.254, 0.253 and 0.231 

(all < 1) and VIF is also 3.279, 3.943, 3.959 and 4.336 (≥ 1 and ≤ 10), which means there is no 

problem of multi co-linearity in the model. Hence, the model can be framed as, 

Operational Performance = 1.008 + 0.453 (Recruitment and Selection) + 0.44 

(Performance Appraisal) + 0.301 (Work Life Balance) – 0.303 (Employee Engagement) + 

€ 

 

Model - 5 

Y= a + β1X1 + β2X2 + β3X3 + β4X4 + β5X5 + € 

[Y= Operational Performance (Dependent variable), a = intercept/constant, β= the regressions 

coefficient of y on x, impact on dependent variable because of independent variable, X1 = 

independent variable (ORR – Recruitment and Selection), X2 – independent variable (OPA – 

Performance Appraisal), X3 – independent variable (OWL – Work Life Balance), X4 – 

independent variable (OEE – Employee Engagement), X5 – independent variable (OTD – 

Training and Development), € = the error term] 
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As per the result for the Model – 5, Beta (β) for ORR is 0.474, for OPA is 0.435, for OWL is 

0.35, for OEE is -0.269 and that for OTD is -0.105 which means change of one unit respectively 

in Recruitment and Selection, Performance Appraisal, Work Life Balance, Employee 

Engagement and Training and Development will have .474, 0.435, 0.35, -0.269 and -0.105 unit 

changes respectively in the Operational Performance when other parameters are unchanged. T 

value for Recruitment & Selection, Performance Appraisal, Work Life Balance, Employee 

Engagement and Training and Development is 11.151, 9.566, 6.873,        -5.353, and -2.135 

respectively with Significant value sig. = .000 (< .05) which validates the model with 

significant impact. When we look at the values of Tolerance, it is 0.289, 0.253, 0.201, 0.207 

and 0.214 (all < 1) and VIF is also 3.464, 3.954, 4.97, 4.835 and 4.664 (≥ 1 and ≤ 10), which 

means there is no problem of multi co-linearity in the model. Hence, the model can be framed 

as, 

Operational Performance = 0.889 + 0.474 (Recruitment and Selection) + 0.435 

(Performance Appraisal) + 0.35 (Work Life Balance) – 0.369 (Employee Engagement) -

0.105 (Training and Development) + € 

 

Model - 6  

Y= a + β1X1 + β2X2 + β3X3 + β4X4 + β5X5 + β6X6 + € 

 

[Y= Operational Performance (Dependent variable), a = intercept/constant, β= the regressions 

coefficient of y on x, impact on dependent variable because of independent variable, X1 = 

independent variable (ORR – Recruitment and Selection), X2 – independent variable (OPA – 

Performance Appraisal), X3 – independent variable (OWL – Work Life Balance), X4 – 

independent variable (OEE – Employee Engagement), X5 – independent variable (OTD – 

Training and Development), X6 – independent variable (OCB – Compensation and Benefits), 

€ = the error term] 

As per the result for the Model – 6, Beta (β) for ORR is 0.465, for OPA is 0.422, for OWL is 

0.334, for OEE is -0.286, for OTD is -0.133 and that for OCB is 0.092 which means change of 

one unit respectively in Recruitment and Selection, Performance Appraisal, Work Life 

Balance, Employee Engagement, Training and Development and Compensation and Benefits 

will have .465, 0.422, 0.334, -0.286, -0.133 and 0.092 unit changes respectively in the 
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Operational Performance when other parameters are unchanged. T value for Recruitment & 

Selection, Performance Appraisal, Work Life Balance, Employee Engagement, Training and 

Development and Compensation and Benefits is 10.904, 9.262, 6.527, -5.653, -2.627 and 2.234 

respectively with Significant value sig. = .000 (< .05) which validates the model with 

significant impact. When we look at the values of Tolerance, it is 0.286, 0.249, 0.197, 0.202, 

0.201 and 0.305 (all < 1) and VIF is also 3.502, 4.012, 5.065, 4.953, 4.966 and 3.28 (≥ 1 and ≤ 

10), which means there is no problem of multi co-linearity in the model. Hence, the model can 

be framed as, 

Operational Performance = 0.86 + 0.465 (Recruitment and Selection) + 0.422 

(Performance Appraisal) + 0.334 (Work Life Balance) – 0.286 (Employee Engagement) -

0.133 (Training and Development) + 0.092 (Compensation and Benefits) + € 

 

Model -7 

Y= a + βX + € 

[Y= Operational Performance (Dependent variable), a = intercept/constant, β= the regressions 

coefficient of y on x, impact on dependent variable because of independent variable, X = 

independent variable (OHP – HR Practices), € = the error term] 

As per the result for the Model - 7 Beta (β) for OHP is 0.795 which means change of one unit 

in HR Practices will have .795 unit changes in Operational Performance. T value is 29.96 with 

Significant value sig. = .000 (< .05) which validates the model with significant impact. When 

we look at the values of Tolerance, it is 1.000 (< =1) and VIF is also 1.000 (≥ 1 and ≤ 10), 

which means there is no problem of multi co-linearity in the model. Hence, the model can be 

framed as, 

Operational Performance = 1.094 + 0.795 (HR Practices) + € 

 

Unstandardized 

Coefficients

Standardized 

Coefficients
t Sig.

B Std. Error Beta Zero-order Partial Part Tolerance VIF

7 (Constant) 1.094 0.098 11.2 0

OHP 0.776 0.026 0.795 29.96 0 0.795 0.795 0.8 1 1

a. Dependent Variable: OOI

Correlations
Collinearity 

Statistics

Table 5.41 : Coefficientsa

Model
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Model 
Unstandardized 

Coefficients 
  

Standardized 

Coefficients 
t Sig. 

    B 
Std. 

Error 
Beta     

8 
(Constant) 0.936 0.066   14.225 0 

OHP 0.832 0.017 0.904 48.173 0 

a. Dependent Variable: ECOM 

       

       

       

       

       

       

       

       

 

Model - 8 

Y= a + βX + € 

[Y= Organizational Commitment (Dependent variable), a = intercept/constant, β= the 

regressions coefficient of y on x, impact on dependent variable because of independent 

variable, X = independent variable (OHP – HR Practices), € = the error term] 

As per the result for the Model - 8 Beta (β) for OHP is 0.832 which means change of one unit 

in HR Practices will have 0.832 unit changes in Organizational Commitment. T value is 48.17 

with Significant value sig. = .000 (< .05) which validates the model with significant impact. 

Hence, the model can be framed as, 

Employee Organizational Commitment = 0.936 + 0.832 (HR Practices) + € 

Model -9 

Y= a + βX + € 

[Y= Employee Productivity (Dependent variable), a = intercept/constant, β= the regressions 

coefficient of y on x, impact on dependent variable because of independent variable, X = 

independent variable (OHP – HR Practices), € = the error term] 

As per the result for the Model - 9 Beta (β) for OHP is 0.882 which means change of one unit 

in HR Practices will have .882 unit changes in Employee Productivity. T value is 58.66 with 
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Significant value sig. = .000 (< .05) which validates the model with significant impact. Hence, 

the model can be framed as, 

Employee Productivity = 0.727 + 0.882 (HR Practices) + € 

Model -10 

Y= a + βX + € 

[Y= Product and Service Quality (Dependent variable), a = intercept/constant, β= the 

regressions coefficient of y on x, impact on dependent variable because of independent 

variable, X = independent variable (OHP – HR Practices), € = the error term] 

As per the result for the Model - 10 Beta (β) for OHP is 0.832 which means change of one 

unit in HR Practices will have .832 unit changes in Product and Service Quality. T value is 

48.17 with Significant value sig. = .000 (< .05) which validates the model with significant 

impact. Hence, the model can be framed as, 

Product and Service Quality = 0.936 + 0.832 (HR Practices) + € 

G. Achievements with respect to objectives 

This study was aimed at studying the impact of HR practices on operational performance of IT 

companies in India. IT industry has given India a distinct place amongst developed economies 

of the world making India the most preferred destination for outsourcing and development of 

quality products and services. Bangalore is called the Silicon Valley of India. The research 

studied 6 different HR practices like Recruitment and Selection, Performance Appraisal, 

Training and Development, Compensation and Benefits, Employee Engagement and Work 

Life Balance. All these 6 HR practices have been studied in addendum for the first time. There 

is ample literature and research done on the first four practices but none in conjunction with all 

6 practices which makes this research unique in its own manner. Individually, employee 

engagement and work life balance have been studied but no research has considered all these 

practices.  

Impact of HR practices on Operational Performance in IT industry in India is a study conducted 

for the first time which certifies for the novelty of the research. A total of 40 constructs were 

developed to evaluate different HR practices. A total of 15 constructs were evaluated to study 

3 parameters – Effective Commitment, Employee Productivity/Efficiency and Product/Service 

Quality which make up the total operational performance. This again is a feather in the cap for 
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this research since these three parameters of Operational performance are studied together for 

the first time in a research.  

H. Conclusion 

The analysis described above shows that HR practices have a significant impact on the 

operational performance of the IT companies in India. All the practices are positively correlated 

to the operational performance of the organizations.  

A theoretical model linking HR practices to the operational performance parameters has been 

developed and validated through this study. This model can be replicated in different setups 

and countries after necessary minor customizations if any required.All the research objectives 

listed above have been satisfactorily achieved as a part of this study. The factors impacting 

Operational performance have been identified in the sequence of their impact and also strong 

correlations have been established between HR practices and Operational Performance.  
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