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ABSTRACT

The research aims to discover the extent to whicliah HR practices can be considered unique, anghit
ways they are developing. The research aims toegahidence from software professionals in Indi@ncbmpanies
situated in various parts of India. Drawing on siee of literature the paper sets out an agendardsearch on HR
practice in Indian IT firms. It includes an innoivat approach to qualitative data collection usimg§jr@ discussion boards
to capture employee experiences. This researchcuaiitribute to evidence concerning the unique H&ttires in Indian
IT companies. The thesis aims to fill gaps in tbeent HRM and International Business literatupedifically the lack of
published work by indigenous Indian researcherd; gualitative analysis of the employee perspeativéHRM practices.
This paper draws up a new research agenda thabmay value to all researchers. Further it developslatively new

approach to qualitative data collection that mag fapplications in research across a range ofpdiises.
KEYWORDS: HR Practices- India (IT Industry)
INTRODUCTION

India’s software sector presents the case of arnationally competitive high-tech industry in tbentext of a
rapidly developing economy. India’s exports of aafte services, which accounted for US$128 million1990-91
increased to $8.3 billion in 2001 (Nasscom Re®001). The industry’s exports of services, whidrtsd at the low end
of data feeding and onsite projects in the earlgg and-1980s, moved up the quality ladder to encaspaffshore
development, niche products, and softwareconsujtaaovices by the beginning of the millennium. Ashall the major
US and European Information Technology (IT) firmsvé set up software development and R&D centre‘tndha,
especially in Bangalore (Nasscom Report, 200) dtuthes an innovative approach to qualitative datifection using
online discussion boards to capture employee espesgs. The research aims to gather evidence frdimwase
professionals in Indian IT companies situated inowes parts of India, about their expectations arpleriences in relation
to the HR practices followed in their respectivenpanies are born into their castes which creawscel hierarchy that
spills over into organizational life. This is theesario within which HRM is evolving from a primgrindustrial relations
and personnel function to that of the creation amudding of strategic and systemic policies and ficas aligned with
their business goals in an environment of interlebay competition . There are lots of HR policidsSmbex , which are
worth mentioning. One is our Feel the Pulse mestpér the program every Subexian will have to nugehis senior
Subexian , (not the immediate manager, but the genaho is one level above). This happens onc&imenths. This is
basically for the senior Subexian to feel the puls¢he junior, to know whether he is doing well rot, whether he is

enjoying his job or not, where are the areas whereeeds support etc.
HR Practices in India

Implementing HRM systems, the literature has suggethat these indigenous firms often adaptandrtéiilese
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practices to the realities of the Indian contexd #me challenging circumstances India faces. Tésggarch is designed to
understand the HR practices and an employee pérgpat relation to their expectations, experienaed performance in
the IT sector,micro environment, the socio-culturahtext of any country is also known to signifittarinfluence it's
HRM systems (Budhwar and Sparrow 1998; BudhwarBimatnagar 2009). India is a democratic republic asng 29
states and 6 Union territories. It is the secomgdst country in Asia and the seventh largesténwtbrid. A former British
colony, India has emerged as the largest demociradye world and is the birth place of three of ldt& main
religions;Hinduism (about 7000 years BC), Buddhigt87 BC) and Sikhism (AD 1699). Indian society coisgs six
main religious groups: Hindus (83.2 %), Muslims¥d)1 Christians (2%), Sikhs (2%), Jain and Buddh(itss than 1%).
There are over 3000 castes. India has 179 lang@eges44 dialects. Hindi and English are the twiiad languages.

[ Crerarare )

Figure 1

If we talk about strategic HRM in the Indian corttethen it is evidenced by significant variatioms HRM
strategies across different levels of employee®rdltan be a number of explanations for the lovell®# sharing of
strategic and financial information with differdevels of employees in Indian organizations. Thst fis ‘mistrust’ or the
low faith of higher management in their subordisa8parrow & Budhwar, 1997; Budhwar & Khatri, 20@Bcond,
research has shown that Indian managers are Idgsgwo delegate and have a high possessive ddtitowards their
subordinates (Sharma, 1984; Budhwar & Khatri, 208tEnce it seems that the more privileged and plavbave greater
access to more information than the less qualibedower level employees. Third Indian manager ldentralised
decision making (Kakar, 1971; Budhwar & khatri, 2DOMoreover the majority of the lower level of eloyees are not
aware of their rights and are exploited by the rgengent (Budhwar, 2000; Budhwar & Khatri, 2001)kifg into
account the above literature, it can be concluded there is a significant variation in the natared type of HRM
strategies for different levels of employees andgsthdifferent types of HR practices for differéewel of employees in
Indian organizations.

This mainly is due to the competition created kg liberalization of economic policies. A changehe attitude
of the trade unions has also been noted (antagomisisupportive) towards their respective manageniBudhwar &

Khatri, 2001). However, it's only the beginning @fong process which has to survive the political aocial pressures.
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considering the pressure created by the presernaignbusiness environment, Indian organizationsl iegoursue more
rationalized HRM practices, which should emphasiately performance and should be less influencedradgitional

values, religious and political factors. There soene indications suggesting such developmentseiriatm of increased
emphasis on training & development, preferencali@nt in recruitment and performance based comgiensare taking
place (Budhwar & Khatri, 2001). Given the uniqueisecultural, political, legal and economic surrdings of India, the
challenges placed before the efficient managemehtuman Resources in the Indian context can be bothplex and
demanding. From the mid- to late 1990s, as a re$libberalization policies, competition betweemign and foreign firms
increased and the Indian firms were under trememgoessure to change from indigenous, costly asd &ffective
technology to a more highly effective one (Kristarad Monappa 1994; Venkataratham 1995; Budhwar dratragar,
2009).

This also demanded an effort not only to upgraednfrastructure and existing organizational cdfuyut also to
change the bureaucracy at all operational levdie. Jolicies of that time indicated a switch frorhdar —intensive to a
more capital —intensive methods of production dmddfore required organizations to remove sur@bsur and generate
new sustainable employment. Such pressures fonegidl organizations to improve quality and matcterdmational
standards. The challenge was also how to increaskugtivity, reduce costs , generate employmentraddce voluntary
and involuntary absenteeism, because of increagingpetition that has resulted from liberalizatibrdian organizations
have adopted HRM practices both critically and tutsively to foster creativity and innovation angopeamployees. By
the way of summary, Budhwar and Bhatnagar's (2@@@k provided an overview of HRM practices in Indialuding
key developments in Indian HRM, determinants ofdndHRM, sector specific HRM, emerging themes, faitchallenges,
and the way forward. The challenges of managirgntahave led firms in India to implement HRM syssemften based
on their understanding of the best practices usesiccessful MNCs (Bjorkman & Lu, 2001). Local smif MNCs have
been early adopters of annual performance appsasalployee development programs, and relativer(alized) ranking
of performance (Corporate Executive Board, 2008)s Tecognition and certain counterintuitive reshdindings across
culturally diverse countries have led HR scholargdémonstrate that merely transplanting “best” Hecfices around the
globe may be less than desirable from an orgapizaltticompetitive advantage perspective. Althougteaechers have
undertaken ambitious cross country and cross-@llinternational HR studies, these studies havelinettly incorporated
the Indian HR perspective, and a scarcity of retear the Indian context persists (Budhwar & Sparr@997). While
some studies have considered other Asian countridi differs culturally from its geographical gabours in terms of

socio-cultural attributes (Triandis, 1989), whicivl been thought to influence organizational HRtizes.

HRM practices in Indian public- and private seaboganizations and found somewhat unexpectedly rttaaty
similarities existed in practices between these gactors in (1) the structure of the HR departm@)tthe role of the HR
function in corporate change, (3) recruitment aptection, (4) pay and benefits, (5) training andedepment, (6)
employee relations, and (7) emphasis on key HRBlteggies. However, they also found that in seveldR-functional
areas (for example, compensation ,training and Idpweent), Indian private sector firms have adopdenhore rational
approach (e.g., the adopting of formal testingobf §pplicants, job evaluation, training needs aiglytraining evaluation,
and performance-related pay) than their publicesecounterparts. One of the conclusions of thaidgtindicates that
knowledge workers are mostly reacting positivelyhair attitudes to more rationalized HRM systemnidia. They tried
to find out that what must be done to gain competiadvantage and whether firms in different paftthe globe practice

human resource management for competitive advartdfgeently? Their investigation concludes tha¢rh is indeed a
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convergence in the use of HRM for competitive ad@ge; however, in pursuing this convergence theeesame clear
divergences, nuances and specific themes in tlaes afeHRM that must be handled carefully. HRD istaer area which

also needs a mention here though it has been ng¥dtiangeably with HRM.
The 5-P Model for HRM

The 5-P model is mainly based on SHRM which isédygoncerned with ‘integration’ and ‘adaptatioBHRM
therefore has many different components, includii) policies, culture, values and practices. Baseduch premises,
Schuler (1992) developed a 5-P model of SHRM teaisiwith five HR activities (Philosophies, Pol&gidrogrammes,
Practices and Processes) with strategic needsmbiel further shows, the influence of internal eeteristics (such as
organizational culture and the nature of the bisshand external characteristics (such as natutetate of economies in

which the organization is existing and critical sess factors such as opportunities and threatsdqawby the industry) on

the strategic business needs of the organization.

Designimethodologylapproach

HRM

&
knowiedge transfer
within MNCs.

m Implications Originality

HRM
&
knowledge transfer
within MNCs.

Hypotheses

two groups of HRM additional

researchis needed

Figure 2
Discussion Themes
» Background to the organisation and to the intereie(Employee / line manager).
» Discussion about the expectations of employees fthain organization.
« Discussion about the experiences of employee®lation to HR practices in their respective orgatidss.
» Discussion about the relevance of these unique tdBtipes in Indian Context.

» Discussion about changing / adding anything toetkisting HR practices for improvement
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WQ What HRM practices?

Human resource planning Performance appraisal

Reward systems Career management

Which combinations of HRM practices?

conceptual

cluster analysis
factor analytic

Figure 3
RESEARH METHODOLOGY: was will be collected from following sources
» By conducting face-to-face interviews with emplayee

*  Written responses from online discussion board<ialhe designed for this study by the researchelt be

collected. This website will be controlled.
e Companies’ annual reports, HR policies etc.
e Companies’ websites, blogs and relevant Govt websit

* YouTube links for (interviews with CEOs and HR headiscussions on national TV channels on reletapits,

Speeches etc).

Data Collection

The employees were invited to participate eithermisemi-structured interview or to join an onliriscdssion
board. Semi structured interview is chosen as atrtument for this research because it involvesres®f open ended
guestions based on the topic area. The open eradackrof the question defines the topic under itigaton but provides
opportunities for both interviewer and intervieweediscuss some topics in more detail. If the witavee has difficulty
answering a question or provides only a brief rasppthe interviewer can use prompts to encoutageénterviewee to

consider the question further.

In a semi structured interview the interviewer dss the freedom to probe the interviewee to eltbaon the
original response or to follow a line of inquirytioduced by the interviewee. The interviews willdigitally taped and the
participants will be asked to tell their storiesdashare their experiences in relation to various piBctices in their
respective companies. They will be asked to giveaacount of their experiences of current HR prastiof their

employers and to what extent these practices Iftitfdir needs and expectations. Further to distussareas where they
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believe that the HR practices and policies mightriyeroved, extended and/or differently organizedrtieipants will be
informed via the letter of introduction that noanfation that identifies an individual will be pigiled in my dissertation
and that the confidentiality of any information piged by them will be respected. All the recordatkiviews will be
retained and will not be made available for geneialv. Participants can ask for information to beitted at any stage.

The participants will also be provided with a bdtinterview themes to be explored during the vitaw.

After each interview, the participant will persdgdbe thanked and also afterwards, an e-mail vélisbnt to the
participant thanking them for their participatiamdanforming that they will be sent a summary afulés when the study is
finalized. Similarly before freezing the websitethank you note will be uploaded for all the pap@mts. Each participant
will have the opportunity to review his/her inteawi transcript. Participants will be sent a summatryesults of the
interview as it will appear in the published wolkanyone will have questions about the use ofrimition, those will be

addressed before it is published.
ON-LINE DISCUSSION BOARD

The access to the websites will be given only ® plarticipants who give their consents to take parhe
discussions from each company via a link to thesitebParticipants will be invited to the websitkigh is set up for their
company and they will take part in the discussionagparticular theme. They can press a “guestotalthe website to

express their views, so that their names and adsill not appear on the webpage rather it wilbaar as “anonymous”.

Research Questions & Research Justification

Developing absorptive capacity of knowledge receivers

HRM practices [absorptive capacity ‘ J
of knowledge receivers]

I

degree of knowledge transfer ‘ J

Figure 4

The research problem addressed in this study isyiai extent the Indian HR practices can be constlenique
and in what ways are they developing? In orderdtiress this research problem, the following fosessch questions are

formulated.
Research Question 1What are the key HR practices in the Indian IT cames?

Research Question 2What are the experiences of HR practices amongti@oyees of IT Companies in for
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this study?

Research Question 3To what extent are employees’ experiences of HuR@source Practices in the Indian IT
companies convergent with their expectations? Ba@ample: Their experiences and expectations of ingirand

Development policies; Promotion policies.

Research Question 4:To what extent do HR practices influence employegfogpmance in the Indian IT

companies / Study group?
DATA ANALYSIS

Analysis of data adopts an "emic" approach in teisearch project. This means that the researctempts to
interpret data from the perspective of the popotatunder study. The results are expressed as ththeglsubjects
themselves expressed them. Collected data willares¢ribed and each participant will have the opymity to review and
edit his/her interview transcripts. Transcribinghe procedure for producing a written versiontaf interview. It is a full
"script” of the interview. Good quality transcrilins not simply transferring words from the tapéhe page. When people
are in conversation only a small proportion of thessage is communicated in the actual words uséargar proportion
is transmitted in the way people speak. Tone afelcition are good indicators of a whole range @fifegs and meanings.
When transcribing, consideration should be givehdw these feelings and meanings can be commudicatgaper by
using punctuation marks, and techniques s Whereopgpte the triangulation process will be use&nsure the validity
of collected data. Triangulation is the processciwhieeks to examine existing data to strengthemprdtations by cross
checking data collected from different sourcessTrocess therefore reduces the impact of potdritialthat can exist in
singly observed information. Small quotes can bedufr analysis as this research is based on thectations and

experiences of software professionals, such asrugse lettering, underlining and emboldening.

Basic content analysis will be used to organizedbiiected data together various techniques thatbea used
within the methodology of content analysis like iomyg identifying themes, using quotes. Coding ipracess for both

categorizing qualitative data and for describingithplications and details of these categories.
CONCLUSIONS

The Indian economy was forced to adopt a structcihahge process at the beginning of 1991. Libextidin
initiated the process of the opening up of an otfer closed economy of India and created a hypempeditive
environment. A hyper-competitive business environthpeesented a number of challenges and oppossntioth external
and internal. External challenges and uncertaintielsided barriers that were difficult to contrbiternal challenges like
dramatic advances in technology, changing of omgdiuinal forms necessitated redesigning of humaauree practices.

To respond to this turbulence, Indian organizatimthspted innovative changes in their HRM practices.
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complementarity

(H3a) (H3b) (H3e)
HRM practices HRM practices HRM practices [Both
[absorptive capacity [Supporting learning capacity and
of knowledge receivers environment as a environment as a
as a system of mutually system of mutually system of mutually
reinforcing practices] reinforcing practices] reinforcing practices]
degree of knowledge transfer |
_r ™
-
Figure 5

Emerging economies also face a daunting challetagsustain their impressive growth rates for yaarsome,

diversify that growth across a broader range ofsseand make it more inclusive across their pdjpna. As this new

landscape takes shape, India has the opportunjtgdition itself at the forefront of future econaengrowth — as a leading

international hub for investment, human capital ambvation. The country’s growth rate remains agtire strongest in

the world, fuelled primarily by rising domestic dentd. Despite these achievements, India must do tadeke its place at

the table with the world’s most competitive econesniTo improve its position, India needs to rebegatie foundations

of its growth to build structures and capabilitthat can help it withstand economic shocks andagustigh growth rates

far into the future. Liberalization does not resultthe replacement of “traditional” with “moderii India but rather

creates hybrid relationships in which an emergéstia managerial class is built on and Christid@#%), Sikhs (2%), Jain
and Buddhists (less than 1%). There are over 388tes. India has 179 languages and 544 dialectdi bind English are

the two official languages.

REFERENCES

1.

Bjorkman, I. & Lu, Y.( 2001), “Institutionalizatiorand bargaining power explanations of HRM practioes

international joint ventures—The case of Chinesestéfa joint ventures”.

Beer, M., Walton, R. E., Spector, B. A., Mills, Q. & Lawrence, P. R. (1985), Human resource Boxall&
Purcell, J. (2000), “Strategic human resource memegt, where have we come from and where shoulbewve
going?”,

International Journal of Management ReviewsBrewster (1995) , “Towards a ‘European’model of human

resource management”, Journal of Internationalr@erhational Journal of Cross Cultural Management.

Budhwar, P. S. (2000), “Strategic integration arelalvement of human resource management in the UK

manufacturing sector”, British Journal of Managemsimess Studies.

Budhwar, P. (2001) , “Doing business in India”, fiderbird International Business Review, BudhwarSR .&
Sparrow, P. R. (2002), “An integrative framework fmderstanding cross-national human resource neameigt

practices”. Human Resource Management Review,

Hendry, C. & Pettigrew, A. (1992), “Patterns ofaségic change in the development of human resource

management”, British Journal of Management.

Impact Factor (JCC): 4.9135 Index Copernicus Value (ICV): 3.0



