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Abstract The human-resource management function plays a critical role in part-
nering with business and external stakeholders and generates values and credibility
to the organisation in terms of attaining their goals and objective for the organi-
sation. The HR expert acts a change enabler by promoting change within the
company. Changes within business functions must be addressed through guiding
and generating policies and strategies to fulfill the business needs of the company.
The HR function is anticipated to generate a value-enhanced amenity to the workers
in order to meet upcoming business requirements. Major challenges occur due to
increasing stress levels in the work environment. These issues that must be ame-
liorated through certain engagement initiatives systemetised by the employer and
will have an impact manifested by lower attrition rates and the retaining of
high-performers workers within the organisation. HR experts partner with business
to counter various issues with respect to pre-onboarding requirements, formulating
effective strategies and policies that address issues regarding employee performance
and grievances, developing leadership skills, and retaining talented and
high-performance workers, etc. This study helps identify and address the challenges
confronted by HR experts during their day-to-day events at in Indian IT firm at
Bangalore. The study determines that female employees are more satisfied with
their job in its current role compared with male respondents.
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1 Introduction

HRM plays a wider role in an organisation. The concept of HRM was originated
during the 1970 s during the Indian Industrial Revolution and is currently known as
“personnel management.” The personnel department takes care of administration,
welfare activities, and employee relations. Due to the rapid growth of industrial
sectors, the focus shifted from administrative and transactional functions to trans-
formational activity as human-resource management. HRM plays a vital role in the
growth and development of an organisation by managing employee issues, per-
formance, and engagement factors in the organisation (Chatterjee 2006).

Personal management was promoted during 1931 based on the recommendations
of the Royal Commission Report to appoint a welfare officer to take care of welfare
activities for employees at the workplace. During the Industrial Revolution in India
in 1948, the Factories Act of India was formed to protect employees in the work
environment.

The scope of welfare officers was increased to include taking care of employees
and administrative as well as dismissal procedures per the Factories Act guidelines
as described by the government. The government of India also promoted
human-resource management through establishing leading b-schools in India, such
as Xavier School of Management and the Indian Institute of Personnel
Management, to help companies overcome management issues. However, a
strategic tie-up existed between the company and the institute to resolve issues
related to trade unions, employee grievances, introducing modern techniques and
principles to implement, and challenges in the work environment. HRM gained
important in the organisation by helping to formulate and design a process to
improve the efficiency and effectiveness of the organisation (Sucheta 2012).

HRM practices play an important role in improving company performance
through formulating the necessary policies and strategies to improve the knowl-
edge, skills, and attitudes of employees in the organisation (Colakoglu et al. 2006;
Azmi 2011). The practices mainly focus on enhancing the services offered to
customers, decreasing overhead costs, developing an engaged workforce, improv-
ing employee performance, controlling attrition, and decreasing stress in the
workplace (Nishii et al. 2008).

HRM helps in identifying and bridging the gap between current performance and
future organisation requirements through various training programs offered to
employees, promoting leadership skills, increasing employee efficacy, and fulfilling
employees’ learning needs. HRM also helps in establishing a formal communica-
tion channel for better connections and aligning the organisational strategy with HR
strategy to achieve better business outcomes (Nkhwangwa 2014).
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1.1 Growth of the Indian IT Sector

The IT industry is projected to grow up to $300 billion by the year 2020, and the
industry is expecting its growth to be up to 13–16% in the market. The industry
mainly focuses on emerging technologies such as mobile computing, cloud com-
puting, social networking, and cloud-based analytic systems. The industries
maneuver from various parts of the country and tier 1 cities such as Chennai,
Hyderabad, Mumbai, and Bangalore. Due to the increase in infrastructure and the
resulting increased costs, companies are focusing on shifting their operations from
tier 2 and tier 3 cities such as Mohali, Nagpur, Gurgaon, Mysore, Jaipur,
Chandigarh, and Pune (KPMG and NSDC Report 2013).

Indian IT companies play an important role in developing the GDP ratio. In FY
2015–2016, industry is expected to grow to 130$ billion. The domestic sector is
projected to grow to 10–12%, and >16,000 companies add 5–8% additional cus-
tomers ever year, which contributes 10–12% of growth to GDP of the country.
Bangalore is known as Silicon Valley of India: The city contributes up to 33% of
software exports in India. Mumbai is known as the business capital of India; the
majority of Indian companies have their headquarters in Mumbai. Few IT com-
panies have started their operations from Kerala despite trade union issues; for
example, TCS has its training center in Trivandrum. The company has invested
approximately 10 billion INR and generated 10,000-person seating capacity in
Trivandrum training center. The major verticals focused on by the industry are
manufacturing, retail, oil and gas, banking, health care, financial services,
e-commerce, telecom, and cloud computing, etc. (Taranjit and Batra 2014).

Indian IT companies gain an advantage in terms of outsourcing requirements
from multinational companies due to the availability of a skilled workforce, high
quality of service offered to customers, and cost-efficiency. India generates 2.3
million degree holders and 3,00,000 post-graduates across every year through 347
institutions all over the country (AON Report 2012).

The information-technology industry created a revolution in the Indian market
by offering a cost-efficient communication platform, internet channels, and
video-conferencing facilities, etc. The IT industry helps business to operate 24/7
around–the-clock service, which allows business to operate from various places in
the country without any hindrance through the help of Internet technology. Internet
technology plays an important role in web surfing, online shopping that allows
delivering the product to the customer’s doorstep, and staying connected with
friends and family through various social-networking platforms, etc. (Kumar 2014).

1.2 Statement of the Problem

HR plays an important role in engaging the work force because employee
engagement will result in improved employee productivity. An engaged work force
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will have a better connections, increased level of motivation, be able to accept more
responsibilities at work, be energised, and aspire toward better work performance.
Higher engagement levels will have a direct impact on company growth and its
performance. Engaged employees focus on attaining organisational goals, formu-
lating high-performance teams, building relationships between employees and the
employer, and creating a better work environment (Priyadarshni 2016).

Motivation is a key factor that engages the work force to overcome challenges
and creates confidence that helps in building strong relationship between employees
and the employer (Katzell and Thompson 1990). By encouraging employees to be
part of the decision-making process will help improve their performance and
commitment toward the job and also acts as a retention tool in terms of retaining the
best talent in the organisation (Haizlip 2008).

HR experts promote the change-management process through creating trans-
parent communication channels, promoting a learning culture in the work envi-
ronment, and facilitating change that improves the work climate (Agarwal 2008).
The performance of an employee can be improved through offering employees a
wide range of training opportunities within or outside of the organisation that will
result in improving performance toward the current job (Blanchard and Witts 2009).

HR plays a crucial role in bridging the gap between personal and professional
life through work–life balance initiative by formulating the necessary policies and
strategies through various engagements that promote work–life balance initiatives
such as flexible working hours, flexible working week, and extending the
work-from-home policy, which also helps in managing both personal and profes-
sional life. All of these result in reducing the stress factors in the work environment
and help in building confidence and integrity toward the work (Ellen et al. 2002).
The HR manager should create policies and strategies that improve employee
performance by maximum utilisation of available resources, investments in training
individual capabilities, rewarding and encouraging a high-performance workforce
through promoting rewards and recognition programs, and managing attrition levels
through offering a wide range of career-development opportunities within the
organisation (Vishva Prasad 2015).

By analysing various literature, the researchers determined that the issues faced
with reference to job satisfaction, level of motivation, engagement levels, and work
as well as personal life is completely different for IT industries compared with other
industries in the country. HR experts face various issues due to factors such as
employee satisfaction and motivation levels, engaging employees, and promoting
work–life balance, all of which have a potential direct impact on stress levels in the
workplace, employee-attrition levels, and employee attitudes toward the job. HR
experts place an important role on engaging a talented workforce. By reading
various literature reviews, it was identified that no study has previously been per-
formed on the human-resource practices and challenges confronted by HR experts
in an Indian IT firm. This motivated the researchers to conduct such a study.
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2 Research Objectives

The objectives of the study were as follows:

• Identify the various human-resource practices and challenges confronted by HR
experts in an Indian IT firm.

• Determine the relationship between gender and level of satisfaction toward the
current job.

• Determine the association between years of experience and response toward
employee engagement within the organisation.

• Determine the association between respondents’ demographic profile and the
work–life balance offered by the company.

• Predict the level of motivation given the respondents’ demographic profile.

3 Literature Review

3.1 Employee Participation in the Decision-Making Process

HR plays a crucial role in developing employee participation in the
decision-making process. The process helps managers identify and recognise the
contribution of their employees at their work. Participation results in better deci-
sions, generating a positive attitude among the workforce, and increasing the level
of employee satisfaction with the job (Lawrence et al. 2014).

Employee participation leads to improved interpersonal skills and serves as a
knowledge sharing forum. This practice results in implementing better decisions
within the organisation (Davenport and Volpel 2001).

Employee involvement gains an important role in the industry, which results in
implementing decisions more quickly, gaining financial and technology benefits,
improving individual efficiency, building relationships between employees and the
employer, and decreasing stress levels in the work environment, all of which have a
impact on attrition levels at the organisation and gaining a competitive advantage in
the industry (Shivangee Singh et al. 2011).

3.2 Creating a Motivational Workplace

HR professionals play a major role in creating a motivational work environment
through offering incentive programs, fulfilling the short-term needs of the workers,
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and rewarding a talented workforce when organisational objectives are met. An
increased motivation factor at work will result in increased employee productivity.
A motivated workforce will express and deliver positive energy and attitude toward
their work. The workforce is motivated through monetary and non-monetary terms
such as rewards and recognition programs, cash incentives, paid leaves, travel
allowance, bonus, cash-reward programs, etc. Recognising employees for their
work will help to create a positive work environment and a better work climate. HR
managers can help formulate a better work culture and work climate, which will
help in developing the productivity level of workforce in the organisation (Vinay
2014).

Motivation plays a crucial factor during difficult times in terms of meeting
challenging goals, generating a talented and engaged workforce at all levels, pro-
moting confidence at work, increasing employee commitment, and increasing
employee performance and motivational levels, all of which have a focus on
realistic goals, which have a direct impact on employee productivity levels. This
helps in obtaining the goals and objectives for the organisation (Fishbach et al.
2006).

Motivational factors will improve employees’’ confidence level, generate a tal-
ented workforce in the organisation, and motivate employees to take on challenging
tasks that help in obtaining the company objectives, etc. (Koo and Fishbach 2008).

3.3 Leadership Engagement

Developing leadership skills will help create a talented workforce within the
company. Leaders play an important role in guiding and motivating employees to
get on the right path and setting clear, realistic goals for the company (Griffin and
Parker 2010). Leadership skills focus on task-oriented processes, generates bonding
between employee and the employer, enables a clear vision for the company,
focuses on persuasive directions, and creates a strong communication channel for
employees. There is a positive and strong relationship between employee perfor-
mance and leadership skills. The employees with fewer motivation skills will have a
lower degree of organisational performance (Hackman and Wageman 2005).

Leadership skills help to create a motivated workforce, improve employee
performance, and creates employee growth factors. The leadership style will have a
strong focus on improving the organisation’s performance and achieving the
desired business results (Fry 2003). Leadership factors promote individual perfor-
mance and organisational growth through leadership engagement by identifying
and developing future leaders in the organisation (Van Emmerik et al. 2010),

Leadership plays a major role in formulating and incorporating the necessary
strategies to improve the skills required of employees. It also focuses on improving
the knowledge, behavior, attitudes, interpersonal skills, motivational spirit,

82 P. Saravanan and A. Vasumathi



communication, focus, and customer-centric behavior of employees and also adds
more value to business functions (Christman and McClellan 2012).

3.4 Retention Strategies

Retention is a key factor that controls attrition levels in the industry. An effective
retention tool will result in obtaining better business outcomes. A committed
workforce will help in increasing performance levels; improving employee work
culture, attitude, and skills; and decreasing attrition rates. Improved work perfor-
mance will result in a lower absenteeism rate, increased employee motivation,
better connections with peers and subordinates, and a better and healthy work
environment (Mita et al. 2014).

HR managers promote career-development engagements in order to retain tal-
ented resources in the organisation, prevent employees leaving the organisation due
to improper communication, developing proper retention policies, and facilitation a
proper mechanism to address grievances between the employer and supervisor. The
employer should focus on developing a mechanism to address grievances, creating
a stress-free work environment, and promoting a better work culture and climate,
etc. (Bagga 2013).

HR should create a policies and necessary strategies to attract and retain talented
employees by offering a wide range of learning opportunities, promoting
self-development engagements, creating an improved feedback-based mechanism,
facilitate open and transparent communication, organise coaching and mentoring
programs, promote succession-planning programs to help employees climb the
“corporate ladder,” and have a plan to retain employees in the organisation
(Kaliprasad 2006).

3.5 Work–Personal Life Balance

HR plays an important role in creating a balance between personal and work life
through creating wide range of initiatives offered within the company. This will also
result in decreasing employee turnover in the organisation and acts as a retention
tool for the employer in order to gain a competitive advantage in the industry
(Karatepe 2013).

Work–life balance can be obtained through generating a positive workforce and
creating a positive work environment, improving job satisfaction, and increasing
employees’ commitment levels to stay in the organisation. Negative factors result in
increased absenteeism, increased labour turnover, negative feeling toward work,
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etc. Formulating various policies related to flexible working hours, flexible working
week, better recruitment practices, and learning initiatives will help in managing
better the work culture and manage WLB among employees (Deery 2008).

HR managers should also focus on meeting the needs and requirements of
employees that help create a balance between personal and professional life, which
result in creating a better work climate, a transparent communication channel, and
better training programs, which serve as the best retention tool for the organisation
(Ans De Vos and Annelies Meganck 2009).

3.6 Workforce Planning

Workforce planning results in maximum utilisation of resources and identifying the
right resources at the right places at right times. It is a process of identifying the gap
between the existing resources and future requirements of an organisation. The
planning process improves employees’ performance through organising various
training programs and learning initiatives within workplace and anticipating cost
benefits with the maximum utilisation of resources with the minimum available
resources (Deepa et al. 2013).

Workforce planning determines the following:

• Identifying the number of employees
• Retain a talented workforce
• Managing the existing available resources
• Developing and motivating employees to next level within the organisation

Manpower planning determines the present and future human requirements to
meet the objectives of the organisation. The process creates a linkage between
HRM practices and strategic requirements of the organisation. It is a process of
identifying the company’s demands and evaluating the available resources to meet
those demands (Reilly 2003). The process determines the retention strategies and
talent branding, decreases absenteeism, promotes job rotation, increases employee
job satisfaction and motivation levels (Maina and Kwasira 2015).

Workforce planning plays an important role in the organisation because proper
planning will result in achieving the company’s goals and projecting the long-terms
growth for the organisation. It requires the organisation to focus on the required
competences to analyse the future needs of the company (Ghazala and Habib 2012).
The process helps in identifying the necessary requirements at the recruitment stage
and determines the workforce needs to the employer (Gupta 2008).
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4 Model of Modern HR Practices

5 Research Methodology

5.1 Type of Research

The purpose of analysing the descriptive research is to study a phenomenon that
occurs at particular place and time. Basis on the said factor, descriptive research
was executed in this study.

5.2 Sample

The sample size defined as:

n ¼ zr=dð Þ2:

where n-sample size of the population.

z Value at a complete level of confidence.
r Standard deviation of the population.
d Difference between the population mean and sample mean.

It is challenging to determine the standard deviation and population mean;
hence, the researchers used a systematic sampling method, and the survey was
conducted with HR experts at an Indian IT firm. The company operates from
various parts of India such as Mysore, Mangalore, Trivandrum, Jaipur, Chandigarh,
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Gurgaon, Bhubaneswar, Hyderabad, Pune, and Mumbai with 450 HR experts
working from various development centers in India. In the Bangalore development
center, approximately 150 h experts are employed in the firm. Hence, the
researchers approached 75 HR experts, who were ready to respond for the primary
data collection through questionnaire and considered as sample size for this study.
This is the main limitation of the study.

5.3 Research Instrument

This study was purely empirical in nature; hence, a questionnaire was used as a sole
instrument for data collection. The researchers framed a well-structured question-
naire consisting of three categories. The first category deals with the demographic
profile of the HR experts; the second category deals with human-resource practices;
and the third category contains various issues and challenges confronted by HR
experts in the IT company. The researchers performs a validity test for the variables
in the questionnaire in order to measure the human-resource practices and chal-
lenges encountered by HR experts (43 items with a Likert-type scale in the ques-
tionnaire) and obtained a = 0.7. The questions were used for the validity test
including respondents’ responses toward their “level of satisfaction,” “Work–life
balance,” “employee-engagement initiatives,” “motivation levels,” and “career
engagements,” etc.

5.4 Sources of Data

Primary source of data and information collected through questionnaires and the
secondary source of data were journals, publications, books, and the handbook of
the IT firm.

5.5 Data-Analysis Procedures

The primary information collected through questionnaires and their responses were
keyed in and analysed using SPSS (Statistical Package for Social Sciences) for
analysis. Pearson’s Chi-Square was used to identify whether two random variables
were independent in nature. Hence, the researchers were able to determine the
significant level of association between years of experience and response toward
employee engagement at the organisation. Correlation analysis was used to identify
the degree of relationship between the dependent and independent variables. Hence,
the researchers were able to determine the relationship between gender and level of
satisfaction toward the current job.
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Discriminant analysis identified the association between one dependent variable
(dichotomous questionnaire) and many independent variables. Hence, discriminant
analysis revealed the significant association between work–life balance engage-
ments with gender, age, annual income, educational qualification, and years of
experience in the organisation. Multiple regression was helpful to find out the
important independent variables among all other independent variables to predict
the dependent variable. Therefore, multiple regression analysis was performed to
determine the HR experts’ level of motivation toward the work with gender, age,
educational qualification, annual income, and years of experience. The investigators
determined that employee number of years of experience is a more important
independent variable than other variables in predicting the level of employee
motivation factors toward their work faced by HR experts.

6 Findings and Data Analysis

6.1 Correlation Analysis

Relationship between gender and level of satisfaction toward the current job.
The Pearson’s correlation value (Table 1) was 0.049, which revealed that there is

a positive correlation between gender and level of satisfaction toward the current
job. Most of the female respondents are satisfied with their job toward the current
role compared with male respondents.

6.2 Chi-Square

Hypothesis no. 1: There is a significant association between years of experience and
response regarding employee engagement at the organisation.

The Chi-square presents a significance level of 0.469 at the 95% confidence
level (Table 2). This number is greater than the hypothetical value of 0.05. Hence,

Table 1 Correlation value

Particulars Value Asymptomatic
SE

Approximate
T

Approximate
p

Interval by
interval

Pearson’s R 0.049 0.116 0.415 0.679

Ordinal by
ordinal

Spearman
correlation

0.034 0.119 0.293 0.770

No. of valid
cases

75
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hypothesis no. 1 is accepted: There is a significant association between years of
experience and response toward employee engagement at the organisation.

Cramer’s V is 0.469 (Table 3), which reveals that there is a moderate association
between years of experience and response regarding employee engagement at the
organisation.

The asymmetric-lambda value is 0.000 (Table 4), which reveals that there is a
0% error reduction in predicting responses regarding years of experience and those
regarding employee engagement at the organisation. If the lambda value increases
then dependent variable output could be predictable. Hence, the researchers could
predict responses regarding years of experience and as well as those regarding
employee engagement at the organisation. Here the researchers cannot determine
participants’ response regarding years of experience nor those regarding employee
engagement at the organisation.

6.3 Discriminant Analysis

Hypothesis no. 2: There is a significant association between gender, age, educa-
tional qualification, annual income, and years of experience with work–life balance
at the company (Tables 5, 6, 7 and 8).

The classification matrix (Table 9) indicates that the discriminant functions were
able to classify 69.3% of the 75 objects correctly. The Wilks’ lambda value
(Table 3) is 0.852. The value falls between 0 and 1, which indicates the better
discriminating power of the variables selected. The probability value of the F-test
determined that the discrimination between the two groups is extremely significant.
Because p < 0.107, it indicates the F-test would be significant at a confidence level
up to (1 − 0.045) � 100 or 95.5%. Hence, hypothesis no. 2 is accepted.

The standardised coefficient (Table 4) reveals that gender is the best predictor with a
coefficient of 0.757 followed by age (coefficient = 0.564), annual income (coeffi-
cient = 0.491), educational qualification (coefficient = –0.520, and years of experience

Table 2 Chi-square

Particulars Value Approximate significance

Nominal by nominal 0.340 0.469

Phi 0.196 0.469

No. of valid cases 75

Table 3 Symmetric measures

Particulars Value df Asymptomatic p (2-sided)

Pearson Chi-Square 8.660 9 0.469

Likelihood ratio 8.918 9 0.445

Linear-by-linear association 0.820 1 0.365

No. of valid cases 75

88 P. Saravanan and A. Vasumathi



T
ab

le
4

D
ir
ec
tio

na
l
m
ea
su
re
s

Pa
rt
ic
ul
ar
s

V
al
ue

A
sy
m
pt
om

at
ic

SE
A
pp

ro
xi
m
at
e
T

A
pp

ro
xi
m
at
e
si
gn

ifi
ca
nc
e

N
om

in
al

by
no

m
in
al

A
sy
m
m
et
ri
c

la
m
bd

a
0.
03

8
0.
04

7
0.
77

8
0.
43

7

E
m
pl
oy

ee
-e
ng

ag
em

en
t
de
pe
nd

en
t

0.
00

0
0.
00

0

Y
ea
rs

of
ex
pe
ri
en
ce
–
de
pe
nd

en
t

0.
06

7
0.
08

3
0.
77

8
0.
43

7

G
oo

dm
an

an
d

K
ru
sk
al

ta
u

E
m
pl
oy

ee
en
ga
ge
m
en
t

0.
01

9
0.
01

4
0.
90

3

Y
ea
rs

of
ex
pe
ri
en
ce
–
de
pe
nd

en
t

0.
04

0
0.
02

7
0.
43

9

A Study of the Human-Resource Practices and Challenges … 89



Table 5 Wilks’ lamba Test of function
(s)

Wilks’
lamda

Chi-square df p

1 0.953 3.414 5 .045

Table 6 Standardised
canonical
discriminant-function
coefficients

Particulars Function

1

Gender 0.757

Age 0.564

Education qualification −0.520

Annual income 0.491

Years of experience −0.979

Table 7 Canonical
discriminant-function
coefficients

Particulars Function

1

Gender 1.559

Age 0.698

Education qualification −0.801

Annual income 0.443

Years of experience −1.169

(Constant) −0.566

Unstandardised coefficients

Table 8 Functions at group
centroids

Work–life balance Function

1

No −0.257

Yes 0.660

Unstandardised canonical discriminant functions were evaluated
at group means

Table 9 Classification
results

Details Work–life
balance

Predicted
group
membership

Total

Yes No

Original Count Yes 35 19 54

No 4 17 21

% Yes 64.8 35.2 100.0

No 19.0 81.0 100.0

Of the original grouped cases, 69.3% were correctly classified
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(coefficient –0.979.6). The means of the canonical variables (Table 6) shares the new
means for the transformed group centroids. Hence, the new mean for group 1
(non-work–life balance) is –0.257, and the newmean for group 2 (work–life balance) is
0.660. This means that the midpoint of these two is 0. This is clear when the twomeans
are plotted on a straight line and their midpoints are located as shown below.

Chart 1

−0.257 0 0.660

Mean for group 1 (no work‒life balance) Mean for group 2 (work‒life balance)

If the discriminant scores of a respondent falls left of the mid points, this infers
that the respondents rated positively the work–life balance offered in the company;
if a respondent’s score is falls right of the midpoint, the respondent rated that no
work–life balance is offered by the company. Therefore, any positive (> 0) value of
the discriminant score will lead to classification the career-development opportu-
nities are offered within the company, and any negative (< 0) value of the dis-
criminant score will lead to classification there is no work–life balance in the
organisation.

Unstandardised discriminant function (Table 7) is

Y ¼ �0:566þ 1:559 genderð Þþ 0:698 ageð Þ � 0:801 educational qualificationð Þ
þ 0:443 annual incomeð Þ � 1:169 years of experienceð Þ:

Y gives discriminant scores of any person based on the categories of gender, age,
educational qualification, annual income, and years of experience.

For example, a female HR professional in the age group 40 years who com-
pleted her post-graduate degree and who currently has experience >12 years falls
under the category of annual income >7 lakhs provided that there is work–life
balance in the organisation. This can be proven by the following equation.

The researches coded in SPSS were as follows: A female HR professional
respondent (coded in SPSS as 2), falls under age group of 40 yrs (4), education
qualification as post-graduate (3), annual income >7 Lakhs (4), with >12 years of
experience (4). By calculating these values into the above said discriminant func-
tion, the discriminant score Y is as follows:

Y ¼ �0:566þ 1:559 genderð Þ þ 0:698 ageð Þ
� 0:801 educational qualificationð Þ þ 0:443 annual incomeð Þ
� 1:169 years of experienceð Þ:

Y ¼ �0:566þ 1:559 2ð Þþ 0:698 4ð Þ � 0:801 3ð Þþ 0:443 4ð Þ � 1:169 4ð Þ:
Y ¼ �0:566þ 3:118þ 2:792� 2:403þ 1:772� 4:676:
Y ¼ 0:037:
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From chart 1, the preceding Y-value of 0.037 shows the decision rule of the
discriminant score left of the midpoint 0, which leads to a classification of work–life
balance available in the organisation.

6.4 Regression Analysis

Factors identifying the relationship between level of motivation at work and the
respondents are age, gender, qualification gained, annual income, and years of
experience through regression analysis (Tables 10, 11 and 12).

In the output of the regression model, the value of B gives all the coefficients of
the model, which are as follows:

Y ¼ 2:293þ 0:337 genderð Þ � 0:029 ageð Þ � 0:118 education qualificationð Þ
þ 0:188 annual incomeð Þ � 0:360 years of experienceð Þ:

From the above equation, it can be inferred that the female employees are highly
motivated toward the job and the best predictor variable is gender with a higher
coefficient of 0.337. The factors of age, educational qualification, and years of

Table 10 Model summary

Model R R2 Adjusted R2 SE of the estimate

1 0.300 0.090 0.024 1.123

Table 11 Analysis of variance

Model Sum of squares df Mean square F Significance

1 Regression 8.613 5 1.723 1.365 0.248

Residual 87.067 69 1.262

Total 95.680 74

Table 12 Coefficients

Model Unstandardised
coefficients

Standardised coefficient T p

B SE Beta

1 (constant) 2.293 0.732 3.132 0.003

Gender 0.337 0.269 0.149 1.254 0.214

Age −0.029 0.228 −0.021 −0.129 0.898

Education qualification −0.118 0.253 −0.067 −0.465 0.643

Annual income 0.188 0.159 0.183 1.186 0.240

Years of experience –0.360 0.211 –0.270 –1.706 0.093
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experience have a negative coefficient, and those of gender and annual income have
a positive coefficient, which shows a statistically significant t-value of 0.898.

The p-level is observed to be 0.248, indicating that the model is statistically
significant. The R2 value is 0.090. The Student t-test for significance of an individual
dependent variable indicates that at the significance level of 0.05 (confidence level of
95%), only gender is statistically significant in the model. Experienced female HR
experts are highlymotivated toward their job comparedwith other factors such as age,
years of experience, annual income, and education qualification.

6.4.1 Forward Regression

Given an output of forward regression, the regression ends up with one of five
independent variables remaining in the regression model. The variable “years of
experience” is statistically significant at the 95% confidence level. The F-test of the
model is also highly significant, and the R2 value is 0.053 (Tables 13, 14, 15 and 16).

Y ¼ 2:844�0:306 ðyears of experienceÞ:

6.4.2 Backward Regression Analysis

The results of the backward regression analysis show that only “years of experi-
ence” remains in the model to predict the effectiveness level of motivation at work

Table 13 Model summary

Model R R2 Adjusted2 SE of the estimate

1 0.230 0.053 0.040 1.114

Table 14 Analysis of variance

Model Sum of squares df Mean square F p

1 Regression 5.059 1 5.059 4.075 0.047

Residual 90.621 73 1.241

Total 95.680 74

Table 15 Coefficients

Model Unstandardised
coefficients

Standardised coefficient T p

B SE Beta

1 (constant) 2.844 0.326 8.730 0.000

Years of experience −0.306 0.152 −0.230 −2.019 0.047
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compared with other independent variables. The independent variables are statis-
tically significant at the 95% confidence level. The F-test of the model is also highly
significant, and the R2 value is 0.053 (Tables 17, 18, 19 and 20).

Y ¼ 2:844� 0:306 ðyears of experienceÞ:

Table 16 Excluded variables

Model Beta
In

T p Partial
correlation

Collinearity
statistics

Tolerance

1 Gender 0.137 1.196 0.236 0.140 0.976

Age –

0.029
–

0.199
0.843 −0.023 0.605

Educational
qualification

0.15 0.128 0.898 0.015 0.959

Annual income 0.129 0.985 0.328 0.115 0.756

Table 17 Model summary

Model R R2 Adjusted R2 SE of the estimate

1 0.300 0.090 0.024 1.123

2 0.300 0.090 0.038 1.115

3 0.293 0.086 0.047 1.110

4 0.267 0.071 0.046 1.111

5 0.230 0.053 0.040 1.114

Table 18 Analysis of variance

Model Sum of squares df Mean square F p

1 Regression 8.613 5 1.723 1.365 0.248

Residual 87.067 69 1.262

Total 95.680 74

2 Regression 8.592 4 2.148 1.727 0.154

Residual 87.088 70 1.244

Total 95.680 74

3 Regression 8.232 3 2.744 2.228 0.092

Residual 87.448 71 1.232

Total 95.680 74

4 Regression 6.823 2 3.412 2.764 0.070

Residual 88.857 72 1.234

Total 95.680 74

5 Regression 5.059 1 5.059 4.075 0.047

Residual 90.621 73 1.241

Total 95.6807 74
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7 Findings and Conclusion

Based on the research and survey conducted in a group of HR experts, there is a
positive correlation between gender and level of satisfaction with the current job.
Most of the female respondents are satisfied with their job regarding their current
role compared with male respondents. This finding aligns with the findings of
Ogundele (2005), but it contradicts the findings of Kim (2005). From the analysis, it
is proven that there is a significant association between years of experience and
response regarding employee engagement at the organisation. This finding aligns
with the findings of Sagayarani (2015) and those of Fatma and Shyqyri (2015), but
contradicts with the findings of Elizabeth and Dennis (2014). From discriminant
analysis, the researchers determined that there is a significant association between
work–life balance initiatives organised by the company and gender, age, annual
income, educational qualification, and years of experience. Of many independent
variable, gender acts as important independent variable with higher a coefficient
value, which predicts work–life balance engagements in the company compared

Table 19 Coefficients

Model Unstandardised
coefficients

Standardised
coefficient

T p

B SE Beta

1 (Constant) 2.293 0.732 3.132 0.003

Gender 0.337 0.269 0.149 1.254 0.214

Age −0.029 0.228 −0.021 −0.129 0.898

Educational
qualification

−0.118 0.253 −0.067 −0.465 0.643

Annual income 0.188 0.159 0.183 1.186 0.240

Years of experience −0.360 0.211 −0.270 −1.706 0.093

2 (Constant) 2.285 0.724 3.155 0.002

Gender 0.342 0.263 0.151 1.300 0.198

Educational
qualification

−0.128 0.238 −0.073 −0.539 0.592

Annual income 0.187 0.158 0.182 1.190 0.238

Years of experience −0.375 0.176 −0.281 −2.130 0.037

3 (Constant) 2.067 0.598 3.458 0.001

Gender 0.330 0.261 0.146 1.264 0.210

Annual income 0.144 0.135 0.140 1.069 0.289

Educational
qualification

−0.368 0.175 −0.276 −2.107 0.039

4 (Constant) 2.306 0.555 4.153 0.000

Gender 0.312 0.261 0.137 1.196 0.236

Years of experience −0.278 0.153 −0.209 −1.815 0.074

5 (Constant) 2.844 0.326 8.730 0.000

Years of experience −0.306 0.152 −0.220 −2.019 0.047
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with other independent variables. This result aligns with the findings of Amy et Al.
(2014) but contradicts with the findings of Karishma and Harvinder (2015).
Multiple regression analysis reveals that independent variables—such as age,
gender, education qualification, annual income, and years of experience—are sta-
tistically significant with level of motivation at work. The study found that gender is
the best predictor and gain importance in level of motivation at work. This finding
aligns with the findings of Fapohunda (2014), but it contradicts with the findings of
Rashmi et al. (2010).

8 Implications of the Study

HR experts act as a business-driven HR by incorporating necessary policies and
practices with reference to onboarding and induction, manpower planning–induc-
tion process, and feedback-based system. The study also identifies and encourages a
learning culture, leadership engagements, career advancements,
employee-engagement drives, increasing the level of satisfaction, and work–life
balance initiatives, etc. HR experts should focusing on and decrease attrition levels
through a wide range of rewards and recognition programs, counseling, mentoring
programs, creation of a positive and friendly work environment, promoting
employment involvement, participation, and generating and retaining talented
workforce in the organisation. This research helps to determine human-resource
practice and the challenges confronted by HR experts in an Indian IT firm. The
study is limited to an IT firm in Bangalore, India, but the results can be extrapolated
to IT firms and other industries in India and abroad to get a better understanding of
human-resource practices and the challenges faced by HR experts.

Table 20 Excluded variables

Model Beta In T p Partial
correlation

Collinearity
statistics

Tolerance

2 Age −0.021 −0.129 0.898 −0.015 0.504

3 Age −0.045 −0.295 0.940 −0.035 0.562

Educational
qualification

−0.073 −0.539 0.809 −0.064 0.708

4 Age −0.006 −0.040 0.968 −0.005 0.594

Educational
qualification

0.009 0.079 0.937 0.009 0.957

Annual income 0.140 1.069 0.289 0.126 0.753

5 Age −0.029 −0.199 0.843 −0.023 0.605

Educational
qualification

0.015 0.128 0.898 0.015 0.959

Annual income 0.129 0.985 0.328 0.115 0.756

Gender 0.137 1.196 0.236 0.140 0.976
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