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Abstract 

 

Human Resource Management (HRM) refers to practices, structures and strategies for employee 

conduct, efficiency and attitude. Human capital planning includes the choice of criteria for human 

resources, selection, retention, scheduling, pay and assessment, as well as employee partnerships, 

security and health and justice. Effective HR behavior is a significant source of strategic 

advantage in companies and has an important relation to the performance of the enterprise. The 

paper involves a review that explores the effect of different HRM activities on an organization's 

success as well as on a person. Employees of I.T firms were recruited from the city of Bengaluru 

to conduct the experiment. In order to collect their respective answers, these participants were 

given a series of questionnaires. The findings were evaluated after accumulating the data and 

concluded that, indeed, there is an interrelation between the HRM variables and the organization's 

efficiency. 

 

Keywords: Human Resource Management (HRM), Organizational performance, Monitory 

Compensation.  

__________________________________________________________________________________ 

 

I.  INTRODUCTION 

 

As one of the overall workforce, an employee or employees of a corporation as staff of that 

business is a human resource. Each employee in an entire company is a human resource that carries 

the experience and knowledge of the Organisation to make the business prosper. A human resource 

is someone capable of sharing their work, expertise or resources to pay to develop the business. It 

does not matter whether they are part-time, full-time, autonomous, or contract workers. Employees 

are hired, fulfilled, motivated, created and sustained and the work of the HR team is carried out. 

A human resources department is the one that manages an organization's human capital. As one of 
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the overall workforce, an employee or employees of a corporation as staff of that business is a 

human resource [1]. Each employee in an entire company is a human resource that carries the 

experience and knowledge of the Organisation to make the business prosper. A human resource is 

someone capable of sharing their work, expertise or resources to pay to develop the business. It 

does not matter whether they are part-time, full-time, autonomous, or contract workers. Employees 

are hired, fulfilled, motivated, created and sustained and the work of the HR team is carried out 

[2]. A human resources department is the one that manages an organization's human capital. For 

most instruments, people require better direction and a new attitude, so it's worth having a whole 

team dedicated to them. If it is mediating internal conflicts or establishing a savings account, the 

Human Resources Staff is equipped to deal with it. 

 

A. Human Resource Working: 

The aim of human resources is to enable the most efficient use of the workers of an organization. 

Human resources can address challenges such as: 

 

1. Benefits and Compensation:  

Compensation is the cumulative monetary & non-monetary compensation provided by an 

employer to an employee in exchange for work done as required. It is simply a blend of pay, 

holidays, pension, life care and other amenities that can be provided, including free lunches, free 

sports, and parking. As compensation is defined, certain elements are used [3]. Organizations are 

based on a number of compensation requirements. Certain businesses pay greater attention to the 

above factors than others, but virtually all organizations use a method of wage analysis. In order 

to encourage good morale, high morale and low unemployment, they choose to pay staff equally. 

 

2. Employing and hiring employees:  

The knowledgeable managers who recruit the best candidates pick a pre-qualified group of 

prospective staff before they can occupy a role. 

 

3. Onboarding:  

Forcing potential employees on a new mission can be the best way to learn and adapt to the 

workforce. Nonetheless, in any company, most jobs require procedures to be familiar with a certain 

degree of onboarding. New workers can discover anything about themselves, and they are qualified 

in the initial tasks as well [4]. However, as their roles grow, they can be unaware of processes in 

the rest of the organization that hinder communication. 

 

4. Performance management: 
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The practice of developing a working environment in which people can do their best is success 

improvement. Performance management is a complete operating process that begins when a 

mission is created. This comes to an end when a worker leaves the business to pursue a new job 

or retirement. Each phase between these broad life cycle operations establishes the relationship 

with the employee through performance management [5]. A learning opportunity for performance 

improvement is the increasing inspiration for interaction with an employee. 

 

B. Human Resource Management: 

Human Resource Management (HRM) covers all forms of business recruiting and management in 

the workplace (HRM or also abbreviated as HR). The term HRM derives mainly from personal 

administration, which takes on conventional meanings, including work or health monitoring. A 

number of analysts began to concentrate on the citizens of businesses from a different angle in the 

1980s, in the face of an economic recession and increasing business strain due to globalization and 

the accelerated pace of change triggered by technological advancements [5]. A synthesis of this 

research has evolved into what is known as human resource management or human resource 

management. 

Strategic management's primary problem is how to gain strategic advantage. In the 1980s, the work 

of Michael Porter gained special attention. A similar economic theory, the resource-based 

perspective that emerged at this time, suggests that if an organization's resources are necessary, 

limited and costly to be imitated, a competitive advantage may be achieved. Both ideas influenced 

people management thinking in organizations. 

Firstly, people management techniques and systems should be in accordance with the corporate 

ideology of the organization and secondly, that all capital, particularly human capital, contributes 

to the intrinsic life of companies, and can therefore promote competitive advantage. This leads to 

people being heard and investing in them, rather than lowering costs, as a means of 'human capital 

value.' The other aspect of the HRM definition derived from the organizational behavior theory 

[6]. Organizational behavior (OB) is designed to examine the existence and behavior of entities 

within them. In other words, how human and organizational behavior communicates and how this 

influences the performance of the company. The roots of HRM are in all areas of concern, 

including organizational design, association theory and leadership. 

 

II. LITERATURE REVIEW 

 

Many experiments have been performed to establish if there is a causal connection between the 

management of human resources and the organization's success. In order to recognize the effect of 

HRM activities such as pay, staff engagement and preparation on the efficiency of the employee, 

both Malaysian lecturers Ananthalakshmi Mahadevan and Fadumo Ahmed Mohamed performed 

research work in Malaysia. "The research paper entitled "Employee Influence of Human Resource 

Management (HRM) Practices" presented descriptions of the research work carried out by the two 
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journalists [7]. The research was based on Malaysia, where about 102 workers were chosen to fill 

out the questionnaire to test clear theories. The regression analysis was conducted using SPSS in 

order to figure out the influence of variables on employee results. The result of the experiment 

revealed that a substantial association exists between employee performance management 

programs and the effect of preparation [8]. The trial, however, was confined to a single Malaysian 

telecom-based corporation, so the findings cannot be rationalized. These HR practices are based 

on study by different researchers and according to the key HR activity at Telekom Malaysia many 

other practices may be focused in future studies. 

An experiment was performed to investigate the direct association between human resource 

practices (HRM) such as performance evaluation, preparation, recruiting, and incentive scheme 

and career management, focused on 171 major manufacturing companies in Malaysia [9]. "This 

research was conducted by researchers named Cheng Ling Tan and Aizzat Mohd Nasurdin and 

created a research paper titled "Organizational Innovation: Evaluating the Mediating Role of 

Efficacy in Information Management [10]. The findings of the experiment showed that HRM 

activities typically have a positive effect on the efficiency and creativity of organizations. 

Employee preparation has turned out to be the most powerful instrument for corporate success. 

 

III.  CONCLUSION 

 

The aim of this paper was to research the effect of HR practices by concentrating in India on three 

measures of corporate performance. Ironically, there has been strong and substantive IT and 

employee recruiting and profit relations to corporate performance. This may be because, as in 

developed nations, workers are really not paying relative to most emerging countries, so they are 

much more involved in human resources operations that will then increase earnings. Personnel 

benefits have a bearing mostly on the performance of the company, rather than on the interaction 

between HR policy and performance. These activities are important metrics for optimizing 

business efficiency with respect to the direct impact on organizational effectiveness, information 

management, unemployment and wages. In the other hand, for consumer performance 

optimization, IT is also important. As other non-financial rewards, such as the confidence, 

obligation and prestige of groups and societies, are equally important, workers do not react 

exclusively to financial incentives. 

This could be likely because 'high-powered' incentives like retail sales and 'low-powered' 

incentives in bureaucracy have played a part in that. The association between HR and 

organizational behavior, however, was not diminished by incentives. It is most likely that the 

ability to succeed and attain better corporate efficiency depends on commitment to community-

based behavior, which is common in Asian nations. In addition, recent research in a cross-cultural 

sample confirm this finding that effect-based employee trust behavior is associated with employee 

entrepreneurial behavior; thus, company incentives do not reduce the association between HR 

behaviors and their corporate success levels. Interestingly, the results show that increased 

operational efficiency is correlated with personnel readiness and appraisal of progress. As previous 



 

 

ISSN: 0374-8588 

volume 21 Issue 7, July 2019 

__________________________________________________________________________________ 

 

486 

 

literature on the pay effect of schooling and training showed contradictory findings, this is not 

unexpected. 

The research has shown that HRM determinants like IT, preparation and organizational rewards 

have clear positive correlating qualities. This shows that it employs value rewards and IT 

preparation, particularly the evaluations made by firms. These results were consistent with 

previous study findings that increase the efficiency of firms by ensuring self-growth and freedom 

at work. The purpose of the management improvement activities is to teach administrators in many 

organizational environments on the various forms of human resources procedures, such as running 

seminars and training sessions for managers and subordinates, which will potentially be more 

beneficial for long-term workers. 
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