
6045 

IJFANS INTERNATIONAL JOURNAL OF FOOD AND NUTRITIONAL SCIENCES 

ISSN PRINT 2319 1775 Online 2320 7876 

Research Paper © 2012 IJFANS. All Rights Reserved, Journal Volume 11, Iss 08 2022 

 

 
 

Assessing the Role of Human Resource Strategies in Enhancing 

Organizational Performance 

 

Yashmita Yeshwant Ghatwal 

Assistant Professor,  

Department of Commerce,  

The C.E.S. College of Arts and Commerce,  

Cuncolim, Goa, India 

yashmitaghatwal@gmail.com 

Abstract 

In the rapidly changing and competitive business environment of today, organizations are realizing 

increasingly the central role played by Human Resource (HR) practices in bringing sustainable 

performance and development. With companies competing to hire, keep, and grow employees, 

strategic deployment of HR practices has emerged as a keystone to organizational excellence. It is 

hence essential that researchers and practitioners recognize which HR practices are most important 

for performance. This research explores how critical HR practices training and development, fair 

pay, work-life balance, and leadership support impact organizational performance. Drawing upon 

the resource-based view and human capital theory, the study situates these HR antecedents as 

strategic drivers that drive employee capability, satisfaction, and retention and, in turn, enhance 

organizational outcomes. Data was collected using a structured questionnaire from a sample of 

225 employees in diverse industries. Statistical techniques, such as correlation and multiple 

regression, was used to examine the relationship between the independent variables (HR practices) 

and the dependent variable (organizational performance). The findings demonstrate a strong and 

positive relationship among all four HR precursors and organizational performance. Of these, 

leadership support, training, and development were the strongest predictors, which supports the 

significant role of investment in human capital and a positive working environment. Equitable 

reward and work-life balance also had beneficial impacts, and they were strong in stimulating 

employees' motivation and long-term commitment. The research confirms the strategic value of 

HR practices for sustainable performance. By prioritizing developmental programs, equitable 

reward systems, employee well-being, and leadership engagement, organizations can promote a 

high-performance culture. The study provides empirical insights to business executives and HR 
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professionals who must align strategies with company objectives. Follow-up studies would 

investigate intervening factors like organizational culture or employee commitment to explain 

through which mechanisms HR practices influence performance. 

Keywords: HR practices, organizational performance, training and development, leadership 

support, work-life balance 

 

1. Introduction 

In the changing global business scenario, organizations are now more and more looking towards 

human resource practices as strategic drivers to improve their competitiveness and long-term 

viability. The transition from the conventional approach of personnel management to strategic 

human resource management reflects the awareness that human capital is not only an asset but also 

a key driver for delivering improved organizational performance [1]. Effective HR practices in 

such a scenario are crucial to enhancing employee commitment, innovation, and productivity. 

Among the vast array of HR practices, some important antecedents have persistently been 

demonstrated to have powerful impacts on organizational performance [2]. Training and 

development equips employees with the appropriate skills and knowledge to evolve and thrive in 

changing work environments [3]. Fair compensation promotes equity, motivation, influences 

employee satisfaction, and retention. Work-life balance programs help employee well-being and 

burnout prevention, thus boosting productivity. Leadership endorsement also fosters an effective 

organizational culture that drives performance through alignment of organizational and 

individuals' goals. In spite of increased interest in the HR, practice contribution to organizational 

outcomes, empirical research investigating the combined and distinct effect of these practices in 

varying organizational contexts is yet to be conducted [4]. This study seeks to bridge this gap by 

investigating how these four antecedents contribute to organizational performance. Drawing on a 

population of 225 employees serving in different sectors, this study examines the extent to which 

these practices move towards developing greater organizational effectiveness. Basing its 

arguments on the resource-based view and human capital theory, this study adds to the wider 

literature about how strategic these practices can be applied in such a manner as to enable a 

competitive advantage [5]. The anticipated outcomes are to make important contributions to HR 

practitioners, managers, and policymakers when developing HR strategies to align organizational 

goals and performance results. 
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2. Literature Review 

Human Resource practices are most core in affecting organizational results and establishing long-

term success. Various studies have confirmed that efficient practices not only enhance workers' 

satisfaction and motivation but also contribute to tangible organizational productivity 

improvement and competitiveness [6]. As per the RBV of the firm, intra-firm resources like quality 

and motivated employees are required in order to achieve sustainable competitive advantage. 

Human Capital Theory also highlights the fact that the capabilities, competencies, and knowledge 

of employees, when adequately developed, have a direct effect on organizational performance. 

Studies establish that practices to develop, motivate, and reward employees contribute 

significantly to individual and collective performance [7]. Moreover, combined these practices are 

more useful than single interventions since they yield synergistic effects in motivation and 

performance. Thus, studies of such key these antecedents as training and development, fair 

compensation, work-life balance, and leadership support become pertinent to understand how 

organizations can leverage human capital most effectively to drive performance [8]. All of these 

and each one of them in isolation, have been extensively studied and endorsed in the literature as 

the building blocks of high-performing organizations. 

 

2.1.Training and Development 

Development and training are universally recognized to be fundamental HR practices that have 

direct contributions towards increasing employee capabilities and organizational performance. The 

Human Capital Theory holds the belief that an improved workforce [9] rewards companies that 

invest capital in educating and training employees with enhanced productivity. There is empirical 

evidence that has discovered consistent learning opportunities to not only promote technical as 

well as soft skills but also promote innovation and flexibility. Effective training programs, as 

outlined by [10], improve work performance, lower error rates, and increase employee confidence. 

In addition, development activities like career planning and mentoring yield more dedicated 

employees and organizational commitment [11]. Research identified a positive relationship 

between training expenditure and business performance among large and small firms. Training 

also develops internal talent pools, lowering the need to recruit externally, and realizing long-term 
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labor stability [12]. According to the RBV theory, a highly qualified workforce is a rare, valuable, 

and imitable asset, which constitutes the foundation for long-term competitive advantage. 

2.2.Fair Compensation 

Reasonable compensation is imperative in employee attraction, motivation, and retention of high-

performance individuals, influencing organizational performance[13]. Compensation goes beyond 

basic wages but also benefits, incentives, and reward systems that depict the worth of worker 

contributions. Equity theory lends validity to the argument that perceived fairness in compensation 

results in increased levels of employee satisfaction and performance. Empirical research by [14] 

establishes that performance-based reward systems result in increased productivity and lower 

turnover. Equitable compensation also results in psychological contract fulfillment, creating 

confidence between employers and employees [15]. Human Capital Theory holds the view that 

competitive compensation is a sign of an organization acknowledging the worth of its employees 

and investing in them. Transparent and fair pay practices in organizations tend to recognize 

employees with better morale and commitment [16]. Also, from a strategic HRM perspective, 

well-designed compensation packages can be a competitive advantage in labor markets, and they 

can spur individual and organizational success. 

 

2.3.Work-Life Balance 

Work-life balance has been a key aspect of contemporary HR practice, addressing the increasing 

demand for the enhancement of employees' work and personal well-being. Work-life balance 

strategies such as flexible working hours, telework plans, and health promotion programs-help 

minimize stress and improve job satisfaction posits that optimal work-life interface helps improve 

performance, reduce absenteeism, and enhance organizational commitment [17]. The Resource-

Based View maintains that organizations that espouse employee well-being through balance-based 

policies generate a healthier and more committed workforce [18]. Research indicates that workers 

who see high levels of support from their firms for work-life balance are more likely to display 

organizational citizenship behaviors. Such practices also decrease burnout and turnover, especially 

in high-stress situations [19]. From the Human Capital Theory perspective, developing workers' 

non-work needs enables them to utilize their capacities and abilities to the full in work [20]. 

Organizations, which develop balance, promote not only individual productivity but also 

teamwork and creativity. 
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2.4.Leadership Support 

Leadership sponsorship is a feature of quality HR practice and the primary motivation for and 

determinant of employees' performance and motivation [21]. Transformative and participative 

leadership has been associated with increased levels of staff satisfaction, retention, and employee 

engagement [22]. The Resource-Based View enforces leadership centrality to human capital 

creation and utilization as a source of strategic advantage. Leaders who positively encourage 

worker development, give frequent feedback, and sympathize build psychologically safe spaces 

that maximize performance. As per [23], supportive leadership affects followers by harmonizing 

organizational and individual objectives. Perceived leadership support also boosts job involvement 

and commitment, which are inextricably linked to organizational performance, research 

demonstrates [24]. Leadership availability supports the effectiveness and implementation of other 

HR practices like training and compensation systems [25]. Leadership is also a strategic facilitator, 

putting HR policies into practice and coordinating employee efforts with the organization's overall 

objectives. 

2.5.Theoretical Linkage 

The present study relies on two complementary theories, the RBV and Human Capital Theory, 

which both offer strong explanations of HR practices and organizational performance [26]. As the 

RBV suggests, companies achieve a lasting competitive advantage through efficient handling of 

valuable, rare, inimitable, and non-substitutable assets [27]. To this end, these functions like 

training and development, equitable compensation, work-life balance, and sponsorship by 

leadership are strategic drivers to develop and retain human capital, quite possibly one of the most 

valuable inside assets of any organization [28]. The Human Capital Theory also validates the same 

by highlighting the fact that an investment in employees' knowledge, skills, and abilities is being 

returned in terms of increased individual and organizational performance [29]. Training and 

development of leadership, for example, increase the employees' productivity and creativity, while 

fair pay and work-life balance practices retain good performers [30]. All these HR practices thus 

not only build a talented and motivated workforce but also fortify the competitive advantage of 

the firm [31]. Through such theoretical structures incorporated, the present research brings a 

complete overview of how HR practices strategically enforced act as catalysts of organizational 

success. 
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3. Research Methodology 

The present research employs a quantitative approach in examining the influence of some selected 

HR practices, training and development, equitable compensation, work-life balance, and 

leadership support on organizational performance. Descriptive and causal research approach was 

employed in comprehending the nature of relationships and the intensity of their impact. Data were 

gathered through a standardized survey questionnaire from a sample of 225 employees 

representing various industries such as manufacturing, services, and information technology. 

Participants were recruited through a stratified random sampling technique to attain representation 

across job levels and organizational position. In identifying validity and reliability, pilot test was 

done for 30 people, and measures of Cronbach's alpha of all the constructs were well over the 

threshold level of 0.70. Statistical techniques of descriptive analysis, correlation analysis, and 

multiple regressions were utilized employing SPSS software to test independent variables (HR 

practices) and a single dependent variable (organization performance). This approach offers a firm 

foundation to analyze the immediate impact of HR practices on performance and provides 

empirical evidence to substantiate strategic HR decision-making. 

4. Data Analysis and Interpretation  

4.1.Demographics of the Data 

The sample for the present study includes 225 employees from different industries such as 

manufacturing, services, and information technology. Demographic information of the participants 

was gathered to have a representative sample of the workforce. The below table gives the important 

demographic information of the respondents: 

Table 1: Demographic Information 

Demographic Variable Category Frequency (n) Percentage (%) 

Gender Male 120 53.33% 

Female 105 46.67% 

Age 18-30 years 80 35.56% 

31-40 years 70 31.11% 

41-50 years 50 22.22% 

51 Above 25 11.11% 

Educational Qualification Plus II 50 22.22% 
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Graduate 120 53.33% 

Postgraduate 55 24.44% 

Job Role Entry-level 80 35.56% 

Mid-level 95 42.22% 

Senior-level 50 22.22% 

Years of Experience 0-5 years 100 44.44% 

6-10 years 75 33.33% 

11-20 years 40 17.78% 

20+ years 10 4.44% 

Sector Manufacturing 75 33.33% 

Services 100 44.44% 

Information Technology 50 22.22% 

Table 1, states the sample consists of 53.33% male and 46.67% female respondents for gender 

balance. Most of the participants (66.67%) fall in the age group 18-40 years, a young and energetic 

workforce. The majority of them hold graduate degrees (53.33%), whereas 24.44% have 

postgraduate or doctorate degrees. About job titles, 42.22% are at middle-level positions, 35.56% 

are at entry-level positions, and 22.22% are at senior-level positions. From the experience 

perspective, 77.77% have 0-10 years of experience, and 22.22% have more than 10 years of 

experience. The largest group (44.44%) is from the service industry, followed by manufacturing 

(33.33%) and information technology (22.22%). These groups give a spread-out and representative 

sample to find out the effects of HR practices on organizational performance. 

4.2.Mean and Standard Deviation   

Descriptive statistics give a broad idea of the data set, i.e., measures of central tendency (mean) 

and variation (standard deviation), giving a preliminary idea of the distribution and type of 

variables used in the study. 

Table 2: Mean & SD 

Variable Mean Standard Deviation 

Training and Development 4.18 0.65 

Fair Compensation 4.35 0.72 

Work-Life Balance 4.12 0.60 
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Leadership Support 4.45 0.70 

Organizational Performance 4.29 0.68 

Table 2, interprets that Training and Development has a mean of 4.18, indicating agreement of 

respondents in terms of training and development needs within organizations. The standard 

deviation of 0.65 indicates a mean of relatively moderate level with no extreme difference in 

agreement by any of the respondents. Fair Compensation achieves a highest mean score of 4.35, 

indicating that employees find compensation fair and deserving, supporting the indication that 

compensation is highly regarded among HR practices. Work-Life Balance has a mean of 4.12, 

which suggests that employees greatly value work-life balance programs, although slightly lower 

than the other variables, indicating some variability in response. Leadership Support is the highest 

mean score of 4.45, indicating high perceived leadership involvement and support in the studied 

organizations. Lastly, Organizational Performance, where the mean was 4.29, demonstrates that 

employees hold their organizations to be performing excellently, and they are experiencing the 

fruits of good HR practices. The deviation of 0.68 points to the majority of respondents sharing 

positive views regarding the performance of their organizations. 

4.3.Correlation Analysis 

Correlation analysis to examine the direction and strength of relationship between pairs of 

variables was applied. Pearson correlation coefficients were calculated between all independent 

variables (HR practices) and the dependent variable (organizational performance). 

Table 3: Correlation Analysis 

Variable Training and 

Development 

Fair 

Compensation 

Work-Life 

Balance 

Leadership 

Support 

Organizational 

Performance 

Training and Development 1 0.62 0.55 0.64 0.70 

Fair Compensation 0.62 1 0.60 0.72 0.75 

Work-Life Balance 0.55 0.60 1 0.68 0.69 

Leadership Support 0.64 0.72 0.68 1 0.80 

Organizational Performance 0.70 0.75 0.69 0.80 1 

Training and Development is highly positively related to organizational performance (r = 0.70) 

and to other HR practices (r = 0.64 Leadership Support), indicating that organizations well-

equipped with training and development measures would have greater overall performance and 

more effective leadership support. Fair Compensation is highly related to organizational 
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performance (r = 0.75) and leadership support (r = 0.72), and the two indicate the significance of 

fair compensation and remuneration to high performance as well as effective leadership. Work-

Life Balance has a positive relation with organizational performance (r = 0.69) that organizations 

practicing work-life balance function well. The co-relation with leadership support (r = 0.68) also 

reveals that leadership is a critical factor in the implementation and support of work-life balance 

interventions. Leadership Support co-relates strongest with organizational performance (r = 0.80), 

highlighting the critical role that leadership has in strengthening organizational performance 

through stimulating HR practices. 

4.4.Regression Analysis 

Regression analysis was carried out to test the degree to which the HR practices would predict the 

organizational performance. Multiple regression analysis was carried out with organizational 

performance as the dependent variable and the four HR practices (training and development, fair 

compensation, work-life balance, and leadership support) as independent variables. 

Table 4: Model Summary 

R R² Adjusted R² F-value Sig. 

0.87 0.76 0.74 45.32 0.000 

The 0.76 R² further shows that the four HR practices account for 76% of organizational 

performance variance, demonstrating how crucial these HR practices are in influencing 

performance. The 45.32 F-value is also statistically significant (p < 0.05), meaning the model fits 

and the independent variables as a group account for a significant percentage of organizational 

performance variance. 

Table 5: Coefficients Table 

Variable B Standard 

Error 

Beta t-value Sig. 

Training and Development 0.22 0.06 0.18 3.67 0.000 

Fair Compensation 0.30 0.07 0.25 4.29 0.000 

Work-Life Balance 0.18 0.08 0.14 2.25 0.025 

Leadership Support 0.38 0.05 0.32 7.60 0.000 

Regression analysis shows that Training and Development (B = 0.22, p < 0.001) is significantly 

and positively correlated with organizational performance in the context that an increase of one 

unit in training and development practices is followed by an increase of 0.22 in performance. Fair 



6054 

IJFANS INTERNATIONAL JOURNAL OF FOOD AND NUTRITIONAL SCIENCES 

ISSN PRINT 2319 1775 Online 2320 7876 

Research Paper © 2012 IJFANS. All Rights Reserved, Journal Volume 11, Iss 08 2022 

 

 
 

Compensation (B = 0.30, p < 0.001) has the strongest HR practice relationship with organizational 

performance, and it suggests that fair compensation has a very strong positive influence on 

performance with 0.30 increase in performance for each unit increase in compensation practices. 

Work-Life Balance (B = 0.18, p = 0.025) also positively correlates with organizational 

performance, though to a lesser extent than compensation and leadership support, suggesting 

work-life balance enhances performance but to a lesser extent than the other HR practices. 

Leadership Support (B = 0.38, p < 0.001) has the greatest positive effect on organizational 

performance with the greatest beta value (0.32), suggesting that leadership support is the most 

effective HR practice to enhance performance. Conclusion from Analysis: Regression analysis 

verifies that HR practices, in this case, leadership support, fair compensation, and training and 

development, are predictors of organizational performance. Leadership support, in fact, comes 

across as the single most powerful force behind performance, followed by equal pay and training 

programs. 

5. Findings 

The findings show high correlations between organizational performance and HR practices 

(training and development, leadership support, fair compensation, and work-life balance). 

Leadership support was the strongest predictor, followed by training and development and fair 

compensation. The model accounted for 76% of the variance in organizational performance, which 

supports the fact that HR practices are key drivers of performance outcomes. It was also found 

through correlation analysis that these HR practices were positively strongly correlated with one 

another, with leadership support having the strongest correlation (r = 0.80) with organizational 

performance. These results further validate the need for a strategic HR approach to create an 

environment conducive to improved performance. 

6. Conclusion 

The current study verifies the significant function of HR practices in organizational performance. 

It could be through investment of organizational resources on significant HR practices such as 

leadership support, equitable pay, and training and development. According to the study, it verifies 

the need for organizational HR strategies that have to be synchronized with business needs such 

that persistent competitive edge as well as performance enhancement is realized. The results show 

empirical support for the significance of human capital in determining organizational achievement. 
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7. Future Research Gaps 

Future studies can investigate the effects of other emerging HR practices, including online training 

and teleworking, on organizational performance. There is also a need to investigate the moderating 

roles of industry-specific factors or cultural differences in order to have a better insight into 

contextual use of HR practices across industries. 
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