
Juni Khyat                                                                                                                  ISSN: 2278-4632 

(UGC Care Group I Listed Journal)                                   Vol-13, Issue-08, No.06, August: 2023 

Page | 33                                                                                                    Copyright @ 2023 Author 

EXAMINING THE INFLUENCE OF HR ANALYTICS ON THE PERFORMANCE OF IT 

COMPANIES 

 

Ramsha Khaliq Research Scholar, Mahatma Gandhi University, Nalgonda, Telangana. 

Prof. B. Saritha Professor and Dean Faculty of Commerce and Management Studies, Mahatma 

Gandhi University, Nalgonda, Telangana. 

ABSTRACT 

Focusing on the IT-ITES sector in the Hyderabad area, this research investigates the complex 

connection between HRM practises and their effect on corporate performance. The purpose of the 

research is to identify typical HRM practises, as well as those that are less frequent, in this industry, 

with an eye towards highlighting their strategic importance. Human resource management, or HRM, 

is an umbrella term for several interconnected but equally important activities for every successful 

business. This study intends to fill in the gaps in our knowledge of the direct and indirect connections 

between HRM practises and performance by concentrating on the special difficulties encountered by 

the IT sector.The research combines a quantitative survey of Indian IT companies with qualitative 

interviews with HR specialists. Topics that emerged from the qualitative investigation included data-

driven procedures, the incorporation of AI, quantitative assessments, and the moulding of company 

culture. Reducing costs, increasing productivity, and keeping valuable employees are just some of 

the ways in which these HR practises have been shown to affect businesses. To investigate the link 

between HR policies and their effective implementation in the IT sector, hypotheses are developed. 

The research adds to our knowledge of HRM-performance correlations, suggests avenues for 

furthering the development of best practises, and provides a holistic view of HR procedures in the 

Indian IT industry. 
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INTRODUCTION  

For many businesses, their employees really are their most valuable resource. Human resource 

management, as defined by Wright and McMahan, is the process by which an organisation makes 

effective use of its current human resources to achieve its stated objectives. Human resource 

management, to put it in layman's terms, is concerned with how an organisation makes use of the 

wide range of practises and policies it currently has in place to increase overall performance and 

productivity. Human resource management (HRM) practises and the impact they have on an 

organization's performance are the subject of this research. The strategic link between HRM practises 

and the impact of such practises on organisational performance is thus made clear. 

 

THE IMPORTANCE OF HR POLICIES AND PROCEDURES TO THE SUCCESS OF THE 

IT SECTOR 

Guidelines for Human Resource Management in the IT and ITeS Industries: 

Although several studies have looked at how HRM spending affects productivity, not enough of 

them have really established or shown the direct or indirect connections between the two. This 

research tries to fill that void by examining the IT-ITES sector in the Hyderabad metropolitan area. 

Its purpose is to catalogue the HRM methods most regularly used in different fields, investigate the 

most popular methods, and shed light on the less popular or less important methods. The purpose of 

this research is to shed light on the link between human resource management and productivity in the 

IT-ITES sector of Hyderabad's economy. 

 Although human resource management (HRM) covers a large variety of topics roughly 35 to 40 in 

total—this research narrows down on a subset of those topics by isolating and analysing essential 

HRM practises. Though only a subset of businesses in any given field really put them into practise, 

they have still achieved near-universal recognition. The study's goal is to give a thorough knowledge 

of the impact and efficacy of these practises by focusing on them specifically. 
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1. HR PRACTICES IN INDIA  

Human resource management (HRM) is studied extensively by academics and professionals alike 

because of the critical role it plays in a company's success. Performance assessment all contribute to 

enhancing the competence of employees, which in turn leads to heightened performance levels, as 

facilitated by tools and systems for effective communication. Operational success is highly 

dependent on productive interactions and cooperation between personnel from different departments. 

When discussing the information technology sector, experts are the very centre, serving as a source 

of competitive advantage. High employee turnover, low levels of job satisfaction, frequent job 

changes, and the need for customization and adaptability are just some of the problems plaguing the 

IT-ITES industry, which is known for its innovative work culture (think virtual offices and virtual 

migration). Organisational leaders now see recruitment and selection processes as critical tools for 

achieving their strategic goals. Continuous recruiting, employee recommendations, providing 

accurate job descriptions, and establishing transparent selection criteria are just some of the many 

recruitment techniques at play. Any company's long-term success is tied to how well it invests in its 

employees' professional growth and personal development. Providing employees with opportunities 

to learn and grow is becoming more important as businesses seek to increase their productivity and 

bottom lines. 

 

2. REVIEW OF LITERATURE  

Strategic human resource management (SHRM) theoretical frameworks often include employee 

behaviour as a critical moderating element between HR practises and business success. However, the 

present corpus of empirical research in SHRM largely ignores the possible mediating role of 

employee behaviour. 

To achieve this goal, 174 separate work groups were studied as a sample. The researchers focused on 

how employees' views mediated the relationship between HR policies and employee actions. 

According to the results, attitudes do play a mediating role between HR policy and employee actions. 

These findings provide credence to the idea that behaviours and beliefs play a crucial mediating role 

between HRM procedures and organisational outcomes. In order to fully understand the far-reaching 

effects of HR policies, the research highlights the crucial need of adopting multilevel theoretical 

frameworks and approaches.As retirement ages climb and the workforce ages, the significance of 

adopting a customised array of human resources practises to support well-being and performance 

among older workers grows. This research bases its categorization of HR policies and practises on 

theories of lifespan development and self-regulation. 

Everyone knows that a company's human resources are its greatest strength and a key to success in 

the marketplace. In order to be a great leader, you need a solid HRM system in place, since the 

complexities of HR management much outweigh those of managing technology or economics. The 

purpose of this research is to examine the impact that human resource management practises have on 

workers' evaluations of their own performance in areas such as hiring, education, advancement, pay, 

recognition, and job satisfaction. The results of the research shed light on the factors that cause HRM 

choices to have such a large and unique bearing on business outcomes. Human resource management 

and organisational efficiency is a growing field of study, and this activity contributes to that field. 

The research also highlights open questions that need to be investigated further and introduces a 

number of ideas to help academics develop a deeper body of knowledge with real-world 

applications.The research digs deep into how High-Performance Work Systems affect productivity in 

the workplace. These tactics have been shown to have a statistically and economically significant 

influence on employee performance, and the findings come from a nationally representative sample 

of businesses. There is little evidence, however, that the interconnectedness and alignment of High-

success Work Practises with strategic goals are necessary for the impact they have on corporate 

success. Information technology specialists, in particular, are very important human capital assets, 

and this study highlights the significant investment made by the ICT industry in high-involvement 

HR practises as a strategy to retain and inspire these individuals. The research presents a 

multidimensional strategy for HR practises and investigates their effect on turnover intentions (TOI) 
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among information and communication technology (ICT) workers. Organisational commitment, 

which serves as both an employee attitude and a unifying factor inside the organisation, is crucial in 

this setting. 

It is notable that studies investigating the effect of organisational commitment on TOI within the ICT 

industry are few in the existing literature. In particular, HR policies and procedures regarding pay 

and education have a substantial direct impact on total organisational impact. In addition, the 

contribution of organisational commitment to TOI is made clear after the paradigm is fully 

implemented. 

It is emphasised that HR practises and organisational commitment must be taken into account when 

addressing the turnover intentions of ICT workers. 

 

3. RESEARCH AND METHODOLOGY 

• Statement for Problem  

When it comes to operational efficiency and its broader implications for overall organisational 

success, including profitability and employee contentment, the existing body of research. The 

primary goals of this research are (1) to identify key HR practises that have a substantial effect on 

organisational success, and (2) to provide management with practical suggestions for the future 

implementation of these practises. This study uses a multi-method approach to better understand how 

HR policies affect organisational performance, particularly how they affect productivity, and how 

that, in turn, affects the company's overall success. 

• The Study of Objectives  

1. Examining the IT industry's existing HR practises and digging into the motivations for the 

widespread use of HR Analytics. 

2. Human Resource Analytics in the Information Technology Sector: An Impact Analysis 

3. The goal of this research is to provide useful ideas and recommendations for the IT sector.  

 

4. SIGNIFICANCE AND SCOPE OF THE STUDY  
The primary objective of this research is to analyse the most important HR practises in the Indian IT 

sector. This study's overarching objective is to learn more about the many contributing elements to 

these parameters and the substantial effect they have on business results. This involves investigating 

the role that HR policies and procedures have in boosting productivity in the workplace. 

Human resource practises' impact on saving money and boosting morale is also examined in this 

research. Employee and company productivity are predicted to rise or fall in direct proportion to 

these variables. Research seeks to give useful insights into the efficient management of HR practises 

in the Indian IT sector by analysing the links between HR practises, performance improvement, cost 

savings, and employee morale. 

• Sampling Design  

Quantitative interviews with 16 HR professionals at mid- and high-levels in Indian IT companies 

were undertaken. The purpose of these interviews was to glean rich information from HR experts on 

the issue under investigation. 

For the statistical study, we gathered 100 samples from various IT companies in India. Human 

resources professionals at all levels of an organisation were represented in this sample.  

• Methods, Devices, and Software for Collecting Data: 

Respondent validation was next applied to the collected interview data, in which participants were 

asked to verify the veracity and interpretation of their own answers.After the data was verified, it was 

analysed to look for trends and themes from the interviews. Based on these topics, a more organised 

survey was created. The use of HR practises and their perceived impact on organisational 

performance were measured using a 5-point Likert scale in the questionnaire. The range went from 

"Not at all" to "Very Great Extent." 

Both senior and entry-level HR staff members were given the same structured questionnaire to fill 

out. As a result, we were able to isolate the most consequential HR practises in use at these 

companies and quantify their effect on business outcomes. 
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This research attempted to collect in-depth and relevant insights about the HR practises utilised in 

the Indian IT sector and their impact on organisational performance via the use of a mixed-method 

approach that included both open-ended interviews and structured questionnaires. 

• Variables of the Study 

The qualitative study conducted in this research identified several themes related to HR practices and 

their impact on organizational performance. The themes derived from the qualitative analysis are as 

follows: 

1. Data-Driven Practices: HR practices that rely on data analysis and metrics to inform decision-

making and strategic planning. 

2. Artificial Intelligence: HR practices incorporating AI technology to automate and streamline 

processes such as recruitment, employee evaluation, and performance management. 

3. Statistical Evaluations: HR practices that involve analyzing and interpreting statistical data  

4.  Assess & Analyze: HR practices focused on assessing and analyzing various aspects of 

employee performance, satisfaction, and engagement. 

5. HR Information Systems: HR practices that involve the use of HRIS (HR Information Systems) 

for managing employee data, processes, and workflows. 

6. Decision Making: HR practices that emphasize effective decision-making processes, particularly 

in areas such as talent acquisition, career development, and succession planning. 

7. Revising the training structure & material: HR practices aimed at improving the training structure 

and materials to enhance employee skills and performance. 

8. Key parameters identification: HR practices focused on identifying the key parameters or factors 

that influence employee performance and organizational success. 

9. Work Culture: HR practices that shape and promote a positive work culture, fostering employee 

satisfaction, collaboration, and productivity. 

10. Understanding the Employee: HR practices centered around understanding and addressing the 

needs, preferences, and motivations of employees. 

In addition to the HR practices themes, the qualitative study also identified themes related to the 

impact of these practices on organizational performance, including: 

1. Reduced Costs: HR practices that contribute to cost reduction through efficient resource 

allocation, improved processes, and effective budget planning. 

2. Increased Employee Performance: HR practices that enhance employee performance through 

training, skill development, performance evaluations, and feedback mechanisms. 

3. Employee Retention: HR practices that promote employee retention by creating a supportive 

work environment, providing growth opportunities, and recognizing employee contributions. 

4. Effective and Efficient Budget Planning: HR practices that facilitate the development and 

execution of budget plans aligned with organizational goals and HR priorities. 

5. Employee Engagement: HR practices that foster employee engagement and commitment, leading 

to improved productivity, satisfaction, and overall organizational performance. 

These themes obtained from the qualitative study provide valuable insights into the HR practices and 

their impact on organizational performance in the IT industry. 

• Hypothesis of the Study 

This study's hypotheses are as follows: 

 H0: There is no statistically significant relationship between the elements of HR practises in India 

and the advantages gained from their adoption in the IT sector.  

H1: The elements of HR practises in India have a substantial association with the advantages 

received after their effective application in the IT business. 

HR analytics have zero correlation with organisational effectiveness.  

Alternate: HR analytics are linked to improved productivity inside organisations. 

 

5. DATA ANALYSIS AND INTERPRETATION 

I. It is evident that the HR practices implemented in many IT companies in the Indian context have 

been assessed for their importance by IT employees. The findings indicate that the highest level of 
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importance is attributed to practices related to Statistical Evaluation and HRIS (Human Resource 

Information Systems). These practices are considered to be crucial and widely used in the IT 

industry. Following these, the practices of Data Driven approaches and Assessment and Analysis are 

also recognized as significant by the employees. On the other hand, the utilization of Artificial 

Intelligence in HR practices appears to be relatively less common compared to the other mentioned 

practices. 

ASSESSING HR PRACTICES IN IT INDUSTRY 

“HR 

PRACTICES 

t-Value Sig(1- 

tailed) 

Mean Mean 

Difference 

Decision Result 

HRIS 28.953 .000 4.15 1.508 Reject Ho Significant 

Assessment 

& Analyze 

26.505 .000 3.58 1.405 Reject Ho Significant 

Statistical 

Evaluation 

27.272 .000 4.35 1.153 Reject Ho Significant 

Artificial 

Intelligence 

26.372 .000 3.10 1.203 Reject Ho Significant 

Data Driven 26.501 .000 3.61 1.458 Reject Ho Significant 

 

II. The analysis reveals that the dimensions of Sourcing the Job Applicant and Reduced Biasness 

exhibit greater significance compared to the dimensions of Decision Making, Work Culture, and 

Revision of Training Structure & Material. As a result, the null hypothesis is rejected for the former 

dimensions, indicating that they have a significant impact. However, the null hypothesis is accepted 

for the dimensions of Employee Participation, Tracking the Employee Background, and Attrition 

Reasons, suggesting that they may not have a significant impact based on the analysis conducted. 

Analysis 

Coefficients 

 

 

 

Model 

Unstandardized 

Coefficients 

Standardized 

Coefficients 

 

 

 

t 

 

 

 

Sig. 

Collinearity 

Statistics 

B Std. Error Beta Tolerance VIF 

1 (Constant) .222 .212  1.101 .271   

Sourcing the Job 

Applicant 

.163 .042 .241 5.869 .000 .859 1.164 

Chat Bots .125 .041 .178 4.336 .000 .865 1.156 

Tracking The 

Employee 

Background 

 

.005 

 

.042 

 

.006 

 

.150 

 

.982 

 

.816 

 

1.225 

Decision Making .102 .038 .137 3.166 .002 .772 1.296 

Revision Of Training 

Structure & Material 

.055 .037 .086 2.073 .039 .844 1.185 

Attrition Reasons .051 .030 .079 1.863 .078 .811 1.232 

Work Culture .132 .031 .180 4.388 .000 .863 1.159 

Employee 

Participation 

.045 .037 .061 1.458 .175 .831 1.204 

Reduced Biasness .175 .031 .230 5.697 .000 .892 1.122 

a. Dependent Variable: HR_Analytics 

 

Reason for using HR Analytics  

 - 0.222 + .163 (AI for Sourcing the Job Applicant) 

 + .125 (Chat Bots) + 0.005(AI in Tracking the Employee Background) 

 +.102(Right Decision Making) 
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+.055(Revision of Training Structure & Material) 

 +0.051(Identifying the Attrition Reasons) 

III. It can be inferred that all the Pearson's correlation coefficients indicate a strong positive 

correlation between HR Analytics and the variables of Reduced Costs, Employee Performance, 

Employee Retention, Effective and Efficient Budget Planning, and Employee Engagement. This 

suggests that there is a significant relationship between the implementation of HR Analytics and 

these outcome variables. Therefore, the null hypothesis can be rejected, and the alternative 

hypothesis, which states that there is a positive correlation between HR Analytics and these 

variables, can be accepted. 

Assessing the association between using HR Analytics and Organizational Performance 

Correlations 

Dimensions HR_Analyti

cs 

Reduced 

Costs 

Employee 

Performance 

Emplo

yee 

Retent

ion 

Effective 

and 

Efficient 

budget 

planning 

Employee 

Engagement 

HR_Analytics Pearson 

Correlation 

1      

Reduced 

Costs 

Pearson 

Correlation 

.725** 1     

Employee 

Performance 

Pearson 

Correlation 

.727** .482** 1    

Employee 

Retention 

Pearson 

Correlation 

.657** .556** .529** 1   

Effective and 

Efficient budget 

planning 

Pearson 

Correlation 
 

 

.554** 

 

 

.524** 

 

 

.602** 

 

 

.553** 

 

 

1 

 

Employee 

Engagement 

Pearson 

Correlation 
 

.493** 
 

.491** 
 

.437** 
 

.554** 
 

.493** 
 

1 

**. Correlation is significant at the 0.01 level (2-tailed).” 

 

6. FINDINGS AND CONCLUSIONS 

The goal of the research done among Indian IT workers was to evaluate the efficacy of HR 

regulations and how well they were being implemented. The results showed that out of all the HR 

practises we looked at, AI-based ones were the least common. In addition, HR Analytics was not 

used to monitor employee histories, determine factors contributing to turnover, or boost engagement. 

On the other side, results showed that HR practises, especially those backed by HR Analytics, had a 

constructive effect on business outcomes. These HR practises were crucial to the success of the 

organisation as a whole, as shown by the many positive outcomes that resulted from their adoption. 

 

7. RECOMMENDATIONS OF THE STUDY 

The results of the aforementioned research may help businesses better understand the value of 

Artificial Intelligence (AI) from the perspectives of the firm, its workers, the government, and human 

resource professionals operating in today's more competitive marketplace. The research shows that 

HR Analytics should be used in all facets of HR management to better inform decisions and optimise 

procedures. It also highlights the need for better and more widespread use of AI practises in HR 

operations. Companies may get an advantage in the market, boost productivity, and adapt to the 

changing demands of workers, industry norms, and government regulations by adopting AI 

technology and using HR Analytics. 
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DIRECTIONS FOR FUTURE RESEARCH 

The full promise of emerging technologies like Artificial Intelligence (AI) has not yet been realised 

since HR Analytics is still in its infancy. Improving data extraction methods that may be put to good 

use in AI applications within HR Analytics is essential. However, research on the efficacy of AI in 

HR Analytics shouldn't be undertaken until after AI has been completely integrated and used in HR 

procedures. This will enable for an in-depth analysis of AI's contribution to improving HR 

procedures, administration, and productivity as a whole. 
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