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Abstract:  Innovative HR practices are essential in organisations, especially in the IT industry, where the atmosphere is fast-
paced and constantly evolving. Methods guarantee employees have the skills, knowledge and abilities to perform optimally in changing 
circumstances. Organisations must apply innovative HR policies & practices to maintain competitiveness and foster employee growth 
and satisfaction. The topic of innovative HR practices plays a very important role in any organisation. Employees benefit from modern 
HR approaches that enhance their engagement, development and satisfaction, leading to better performance and organisational 
success. The actual statement of the problem is to find and evaluate innovative HR practices in software-industries. This study aims 
to investigate implementing employee involvement in HR practices in software organisations in Bengaluru City. It focuses on how 
employees engage in activities such as connecting, discussing and identifying effective solutions to enhance operations. 
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Introduction
HR practices have been in existence since the early 20th 
century, but they got huge recognition with modern 
management theories; that’s why innovative HR practices 
came into the picture. Peter Drucker and Dave Ulrich might 
have made the concept mainstream, but truly speaking, 
human capital raw material is what attracts them. Today the 
focus has transitioned from managing employees to truly 
developing and engaging those and using forward-thinking 
HR strategies.

The Indian economy’s GDP and public welfare have been 
significantly bolstered by the IT and BPM sectors, which 
have emerged as critical development generators. The IT 
sector was responsible for 7.5% of India’s GDP in FY23 and 
projections suggest that it will increase to 10% by 2025. 

India is on the brink of the next phase of its IT revolution as a 
result of the widespread adoption of new digital applications 
in all sectors. India is recognised worldwide as having one of 
the largest Internet user populations and the most affordable 
Internet prices, with 760 million individuals currently having 
an Internet connection. 

The current emphasis is on the facilitation of a robust digital 
infrastructure and enhanced digital access through the 
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Digital India Programme in order to generate substantial 
economic value and empower citizens. India is one of the 
nations with the highest rate of digital adoption. This was 
accomplished through a combination of governmental 
initiatives, commercial innovation and investment and 
innovative digital applications that are augmenting and 
infiltrating a variety of activities and types of labour, 
thereby positively affecting the daily lives of residents.  
Innovative Human Resource Management Practices in India:

●● Focus on continuous learning and reskilling.
●● Gartner HR trends.
●● HR trend: upskilling.
●● Global Human Capital.
●● People analytics takes the stage.

●● Employer brand matters.

Conceptual Background and 
Literature Review  

The concept of innovative HR practices encompasses a 
range of strategies aimed at improving the management and 
development of human resources within an organisation. 
This includes new approaches to hiring, training, employee 



36   Journal of Strategic Human Resource Management� Volume 13 Issue 3 October 2024

engagement and performance management. Organisations 
benefit from innovative HR practices. Adapt to external 
changes, such as technological advancements and global 
competition, by enhancing employee capabilities and 
organisational efficiency. 

Essential as these principles are, they provide a foundation 
for organisations to adapt in the face of performance changes 
or shifts in business conditions. Additionally, they contribute 
to improved performance, increased job satisfaction and 
the recruitment and retention of talent. Organisations need 
to build an ecosystem that is fostered with innovation 
by implementing best HR practices, making your work 
environment a place for creativity and collaboration and 
continuous improvement.  

Literature Review

Agarwala (2003), emphasised the need for organisations 
to apply innovative HR policies & practices to enhance 
employee autonomy and skill development. These practices 
help in creating a more empowered workforce capable of 
adapting to dynamic business environments.

Ulrich and Dulebohn (2015), investigated the impact of 
environmental and demographic trends on the future of 
HRM. HRM highlighted the importance of aligning HR 
strategies with these trends to maintain the organisational 
relevance and competitiveness.

Marler and Fisher (2013), provided an overview of E-HRM 
and its impact on managing human resources using 
technology. They argued that E-HRM can streamline HR 
processes, improve data management and enhance decision-
making capabilities within organisations. 

Powels and Koster (2017), found that organisations using 
training and performance-related pay score higher on items 
and product innovation. Their study underscores continuous 
learning and reward systems in fostering an innovative 
organisational culture. 

Oladapo and Onyeaso (2013), examined the connection 
of organisational practices and innovation. Their findings 
emphasised that employee involvement, continuous training 
and performance incentives are vital for fostering innovation. 

Foster and Harris (2005), investigated how organisations 
develop diversity policies and the role of managers in this 
process. Investigation emphasised accurate management of 
diversity lead to a more inclusive and innovative workplace.

Ruel, Bondarouk and Looise (2004), analysed effect of 
E-HRM on HRM functions. They finished E-HRM improves 

efficiency, reduces costs and enhances employee engagement 
by providing better access to HR services.  

Sels et al. (2006), demonstrated that investments in 
HRM correlate with lower turnover rates and increased 
productivity, showcasing the economic benefits. Their study 
underscored the importance of strategic HR investments for 
long-term organisational success. 

Tafti, Mithas and Krishnan (2007), showed that aligning 
HR practices with overall organisational strategies boosts 
performance. Their investigation emphasised the necessity 
of coherence between HR and business approaches for 
attaining peak performance results. 

Huselid (1995), argued that well-integrated HR policies 
and practices enhance employee performance, satisfaction 
and commitment. This foundational study explored how 
coherent HR systems contribute to overall organisational 
effectiveness. 

Greer, Youngblood and Gray (1999), discussed the 
advantages of outsourcing HR functions like payroll and 
training to leverage advanced technologies. They noted 
that outsourcing provides specialised expertise and cost 
efficiencies.  

Went and Kremer (2015), discussed the implications 
of technological changes for HRM, stressing the need 
for adaptable HR practices. Their study highlighted the 
importance of flexibility in HRM to respond to ongoing 
technological evolution.

Murphy and Southey (2003), examined how legitimisation 
processes affect the diffusion of innovative HR practices. 
They emphasised that seeking external validation and 
leveraging networks for successfully implementing new HR 
practices. 

Cappelli (2016), this article, The Future of Work: Attracting 
and Retaining Talent in the 21st Century, discusses the 
changing landscape of talent acquisition and retention, 
emphasising need for organisations to adopt flexible work 
arrangements and create a compelling employee value 
proposition.  

Hurst (2019), artificial intelligence in HR: How AI is 
Transforming HR Practices: Hurst explores how AI 
technologies are revolutionising HR functions, from 
recruitment to employee engagement, highlighting both the 
benefits and challenges of AI implementation in HR. 

Nicholas Bloom et al. (2020), the Rise of Remote Work: A 
New Era for Organisations: This research analyses impact 
of remote work on productivity and employee satisfaction, 
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offering insights into effective management practices in a 
distributed work environment. 

Sarah O’Connor (2022), ethical considerations in HR 
Technology: O’Connor highlights the ethical dilemmas 
associated with AI and HR technology, urging organisations 
to implement responsible practices and address potential 
biases in AI systems. 

Sabrina M. R. B. K. (2021), diversity and inclusion in the 
Workplace: Analysing the Impacts, This article reviews 
various DEI initiatives and their effectiveness, advocating 
for organisations adopting comprehensive strategies to 
improve workplace diversity and inclusion. 

Research Gap 

Numerous studies have been conducted on innovative 
HR practices in a variety of industries. We are conducting 
longitudinal studies to assess the long-term impact of 
innovative HR policies on the performance and satisfaction 
of employees in software companies. This would offer 
insight into the long-term sustainability of these practices. 
Additionally, to investigate the impact of the integration 
of a variety of innovative HR practices on the overall 
performance of the  employees.

Research Design 

Statement of Problem 

Several organisations are currently facing a substantial 
challenge in the implementation and maintenance of 
sophisticated human resource management programs. The 
conditions under which innovations in human resource 
management strategies are effectively employed or fail to 
materialise are still not fully understood. Many companies 
fail to conduct a thorough evaluation of their success 
after implementing new people initiatives to improve the 
workplace, despite the frequent adoption of these initiatives. 
Despite the fact that HRM innovations are typically 
implemented to foster positive employee attitudes and 
behaviours, they frequently fail to achieve management 
objectives.  

Need for the Study 

Innovative-HR practices are crucial and boost employee 
satisfaction and foster organisational growth. This study 
aims to identify specific HR innovations implemented at 
software organisations and assess whether these practices 
effectively meet employee needs and expectations. 

Objectives 
●● To systematically identify and evaluate the current 

innovative-HR practices in software firms in Bengaluru 
city. 

●● To access the impact of these innovative-HR practices 
on employee performance and satisfaction in software 
firms.

●● To find most effective HR practices and strategies 
that contribution to organisational success in software 
firms. 

●● To analyse the role of technology, such as HR analytics, 
AI and automation, in software firms. 

●● To identify emerging trends in HR practices in software 
firms.  

Scope of Study 

One of the most critical elements in any industry, particularly 
in the IT sector, that employees can be satisfied only when 
they believe they are adequately addressed.

The actual scope of study includes:
●● Understanding additional HR innovations that soft-

ware firms might need.
●● The study aims to assess the impact of HR-Practices 

on the performance.   

Research Methodology  

The research is methodologically situated within a descriptive 
and explanatory framework. The study is descriptive in nature 
and is designed to demonstrate the distribution of employees 
with varying perceptions of the significance, implementation 
and satisfaction levels of innovative HR practices within 
their organisations, as well as the distributions related to the 
criterion factors of HR outcome variables.  

Sources of Data 

Primary Data: The researcher has prepared a Google 
Form questionnaire & forwarded it to various respondents.  
This data will be gathered specifically for the purpose of 
understanding Innovative HR-practices. 

Secondary Data: Secondary-data will come from industry 
papers, academic journals, market research publications 
and trusted web sources. This data will contextualise and 
enhance primary research. 
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Sources of Secondary Data: Industry Reports and Market 
Research, Academic Journals, Corporate Reports and Case 
Studies, Surveys and Benchmarking Reports & Professional 
Associations and Networks. 

Sampling Design

●● Sampling Unit: Employees of Software Firms from 
various Clusters. 

●● Sample Size: 100 responses.
●● Sampling Technique: Convenience sampling.
●● Convenience sampling will be used to select 

participants for this study. This is non-probability.
●● Sampling method allows for the selection of easily 

accessible respondents, making it suitable.

●● For gathering data on HR practices in software firms. 

Data Collection and analysis  

Survey

A questionnaire using Likert scale options will be employed 
to collect data on innovative-HR Practices. Time frame for 
data collection was done for the duration of three months 
June 2024 to August 2024.

Plan of Analysis

The data will be organised, sorted and tabulated for analysis. 
Percentage analysis and hypothesis testing using a two-
sample t-test to compare the means of the two group’s 
analysis for two variables will be used to assess the data & 
make conclusions regarding the HR Practices & their impact 
on employee performances.    

A questionnaire using Likert scale options will be employed to collect data on innovative-HR 
Practices. Time frame for data collection was been for the duration of three months June 2024 
to August 2024. 

<Level B>Plan of Analysis 

The data will be organised, sorted and tabulated for analysis. Percentage analysis and 
hypothesis testing using a two-sample t-test to compare the means of the two group’s analysis 
for two variables will be used to assess the data & make conclusions regarding the HR 
Practices & their impact on employee performances.     
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<Level B>Hypothesis:  

 H1 Implementing innovative HR practices in software firms enhances both employee 
performance and satisfaction. 

 H0: Innovative HR practices in software firms have no significant effect on employee 
performance and satisfaction.  

 Data collected includes responses like employee performance ratings, satisfaction 
levels or direct feedback on the impact of HR practices. A significance level of α = 
0.05 is chosen, meaning there’s a 5% chance of rejecting the null hypothesis when it 
is actually true.  

 If p-value < 0.05, reject the null hypothesis (H0), indicating that innovative HR 
practices have a significant positive effect on employee performance and satisfaction. 

 If p-value ≥ 0.05, fail to reject the null hypothesis, suggesting no significant effect. 
 Sample Size (n): 100 samples (employees surveyed)  

Hypothesis 

●● H1 Implementing innovative HR practices in software 
firms enhances both employee performance and 
satisfaction.

●● H0: Innovative HR practices in software firms have 
no significant effect on employee performance and 
satisfaction. 

●● Data collected includes responses like employee 
performance ratings, satisfaction levels or direct 
feedback on the impact of HR practices. A significance 
level of α = 0.05 is chosen, meaning there’s a 5% 
chance of rejecting the null hypothesis when it is 
actually true. 

●● If p-value < 0.05, reject the null hypothesis (H0), 
indicating that innovative HR practices have a 
significant positive effect on employee performance 
and satisfaction.

●● If p-value ≥ 0.05, fail to reject the null hypothesis, 
suggesting no significant effect.

●● Sample Size (n): 100 samples (employees surveyed). 
●● Group 1: Employees in firms with innovative HR-

practices & Group 2: Employees in firms without 
innovative HR-practices (control group). Group 1 
(With HR Practices): Average satisfaction score = 
7.5, standard deviation = 1.2. Group 2 (Without HR 
Practices): Average satisfaction score = 6.8, standard 
deviation = 1.3.

●● Hypothesis Test Results: T-statistic: 3.96 & P-value: 
0.0001.

●● Since the p-value (0.0001) is much smaller than 
the significance level α = 0.05, we reject the null 
hypothesis (H0). 

●● There is strong evidence to suggest that implement-
ing innovative HR practices significantly enhances 
employee performance and satisfaction in software 
firms. Therefore, H1 is supported based on the data.

Limitations
●● Only 100 people participated in the survey; therefore, 

the results may not be generalizable to the community 
at large.

●● The research is confined to Bengaluru City and find-
ings may not be generalizable to other regions or 
countries.

●● Time constraints may limit the depth of analysis and 
exploration 

Findings, Conclusion and Suggestions

Summary of Findings 

●● The majority of software companies do offer flexible 
work hours and remote working options, which are 
highly valued HR Policies by employees. 

●● Software firms provide health programs, mental health 
support and monthly health check-ups, enhancing 
employee contentment and well-being.

●● Software firms offers transportation, food and water 
facilities, which employees find very satisfactory.
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●● Innovative HR practices at software firms improve 
employee satisfaction and well-being.

●● Most employees at software firms feel neutral to 
positive about the innovative HR practices, which 
contribute to impactful work culture and good 
employee relationships.

●● Effective HR practices, such as flexible work policies 
and comprehensive health benefits, help retain 
employees by meeting their evolving needs.

●● Software Firms HR practices, such as flexible work 
options, comprehensive health benefits and continuous 
training in new technologies, serve as benchmarks.

Technology tools like AI and data analysis help HR teams at 
software firms streamline recruitment, personalise employee 
development plans and predict workforce trends.

Conclusion 

This research was undertaken to understand the innovative 
HR practices in software firms. The survey revealed 
employee participation and measures taken to structure work 
experience. The company is very supportive of employees, 
encouraging them to contribute to decision-making and 
offering suggestions to address problems and issues.

Employees regularly meet to discuss and work on issues, 
solving problems collaboratively. Software Firms provides 
the necessary facilities to its employees, who are all pleased 
with the provisions. Both the company and the employees 
are responsible and take effective measures to overcome 
any unexpected incidents. The loyalty and satisfaction of 
employees are evident from the facilities provided by the 
company, reflecting a strong commitment to creating a 
supportive and dynamic work environment. 

Suggestions
●● Managers should interact with workers to assess the 

facilities they need.
●● Hire more women to balance out the number of male 

and female workers.
●● Help workers share their health and safety worries 

easily.
●● Do things to help lower the stress levels of workers.
●● Make sure bosses and workers get along well when 

discussing safety rules.
●● Continuous monitoring by managers to make sure the 

workplace is very safe.

References
Aswathappa, K. (1997). Human-resource management.
Dessler, G. (2006). Human-resource management.
Gupta, S. K., & Joshi, R. (2011). Human-resource 

management.
Prasad, L. M. (2001). Human-resource management.
Rao, V. S. P. (2010). Human-resource management.
Aggarwal, R. D. (1977). Dynamics of personnel manage-

ment in India. New Delhi: Tata McGraw-Hill Publishing 
Co. 

www.ssrn.com
www.jst2or.com
https://talentculture.com
https://www.hrinnovations.com


