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An organization is nothing without human resources. Human beings are unique 
among the resources of enterprise because they are thoughtful, sensitive and 
imaginative. Human resource management concerns the human side of the 
management of enterprises and employee relation with their firms. The main aim of 
the human resource management is to bring the human resources of an organization 
together and develop them in such a way that they made the best contribution in the 
success of an organization. Effective human resource management practices lead an 
organisation towards the success. The pharmaceutical industry is knowledge based 
industry and directly deals with the lifesaving drugs. So it is necessary to manage the 
human resources effectively for ensuring the smooth working of the industry. The 
main objective of this research is to find out the impact of HRM practices on 
employees’ development in the pharmaceutical industry.  The study has been based 
on the primary data. The primary data has been collected through the self-
administrated questionnaire and different statistical tools have been used to achieve 
the results. Finally the suggestions and the recommendations have been highlighted in 
the paper based on the findings of the study. 

KEYWORDS : - Human Resource Management Practices, Indian Pharmaceutical 
Industry. 

Introduction 

Human resources hold a key position in the system of economic development in any 
country because the development process is the total of productive efforts guided, 
managed and executed through its human resources. Human resource plays a crucial 
and dominant role in the development process of modern economy. Arthur Lewis 
observed “there are great differences in development between countries which seem 
to have roughly equal resources, so it is necessary to inquire into the difference in 
human behaviour.” Therefore, it is true that the success and failure of a country and 
an organisation purely depends upon its human resources. The management of the 
private sector as well as the public sector seems to have understood the need for 
developing the human resources. Management is a social process, especially aimed at 
the utilization and development of the human resources. Despite mechanization, the 
role of ‘man’ ‘or personnel’ has been gaining organization wanting to survive, thrive 
or flourish in the modern competitive set up should necessarily plan, develop and 
manage its human resources. Human resource management encompasses those 
activities designed to provide for and coordinate the human resources of an 
organization. Human resources management is a multi-dimensional concept and it is a 
process for an overall development of all the people in the society. It is also 
considered as a significant management device and has been gaining importance in 
the corporate setup. It applies to all functional areas i.e. production, finance, 
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marketing, research, etc. Human resource management is a process by which the 
people and organization are bound together in such a way that both of them are 
capable to achieve their objectives. It is the art of acquiring, developing and 
maintaining a complete workforce in such manner so as to accomplish with maximum 
efficiency and economy in the functions and objectives of the organization. HRM 
aims at achieving organizational goals develop the potentialities of people at work and 
meet their expectations and thereby improve the quality of working life and manage 
human resources in an ethical and socially responsible manner. The Indian 
pharmaceutical industry currently top at amongst India’s science-based industries 
with wide ranging capabilities in the complex field of drug manufacture and 
technology. A highly organized sector, the Indian pharmaceuticals market is expected 
to expand at a CAGR of 23.9%to reach US$ 55 billion by 2020. It ranks very high 
amongst all the third world countries, in terms of technology, quality and the vast 
range of medicine that are manufactured. The Indian pharmaceutical sector is highly 
fragmented with more than 20,000 registered units. It has expanded drastically in the 
last two decades. The Pharmaceutical and Chemical industry in India is an extremely 
fragmented market with serve price competition and government price control. The 
pharmaceutical industry in India meets around 70% of the country’s demand for bulk 
drugs, drugs intermediates, pharmaceutical formulations, chemical, tablets, and 
capsules, orals and injectable. There are approximately 250 large units and about 8000 
small scale units, which form the core of the pharmaceutical industry in India 
(including 5 Central Public Sectors Units).  

Review of Literature  

Kaur and Zafar (2014) suggested that a businessman and entrepreneur can make their 
business huge success through the use of social media by advertising, recruiting, and 
even for branding which will save their time and money and ultimately shall add 
towards their economies of scale. Niazi (2014) revealed that HRM practices have a 
significant positive impact on employee Job satisfaction. The front line management 
was less satisfied with HRM practices as compared to middle level management.  He 
suggested that expectation of employees can be improved through effective HRM 
practices which will be helpful in building a good position of the organisation in the 
competitive environment. Mohan et. al., (2015) revealed that the mindset of most 
companies is still ruled by decade old perceptions and there is a need for giving 
greater importance to the HR function and the changing role of the HR Manager in 
the present challenging times. They suggested that other non monetary methods may 
prove more effective than higher pay. Hassan (2016) concluded that the HRM 
practices (compensation, career planning, and performance appraisal, training and 
employee involvement) play a crucial role in enhancing the employees’ performance, 
so the organisation should modify their HR policies by keeping in view the above 
factors in order to attain the organisational goals.  

OBJECTIVES OF THE STUDY 

1) To analyze the profile of the executives working in the pharmaceutical 
industry. 

2) To find out the impact of HRM practices on employees’ development. 
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RESEARCH METHODOLOGY 

The target population of this study was the employees of pharmaceutical industries 
situated in the Solan and Sirmour districts of the Himachal Pradesh.  In order to meet 
the objectives of the present study, multi stage sampling has been used. At the first 
stage with the help of convenient sampling Solan and Sirmour districts of Himachal 
Pradesh have been selected. At the second stage Baddi, Barotiwala and Nalagarh 
areas of Solan district and Ponta Sahib and Kala Amb areas of Sirmour district have 
been selected conveniently for the purpose of study. At the third stage, a sample of 21 
Pharmaceutical companies (7 from Baddi, 4 from Barotiwala, 3 from Nalagarh and 3 
from Ponta Sahib and 4 from Kala Amb) has been selected purposively. At the fourth 
stage while adopting the quota random sampling a sample of 105 respondents @ 5 
employees from each pharmaceutical company has been selected. While selecting 
sample, an utmost care has been made to ensure that the employees are selected from 
different level without any biases or favouritism. For achieving the objectives of the 
study, different statistical techniques like percentage method, mean, standard 
deviation and factor analysis have used. 
RESULT AND DISCUSSIONS 

1. Demographic Profile of the Executives 

While analyzing the demographic profile of the executives it has been observed that 
the majority of the respondents i.e. 75.28 percent are males whereas only 24.76 
percent are females. This shows that the pharma sector is still male dominating and 
majority of executives of the companies are male. Further, it has been noted that a 
large proportion of the employees, i.e. 51.43 percent belongs to the age group 30-40 
years, followed by the employees, i.e. 27.62 percent who lies in the age group of 
above 40 years. Whereas, 20.95 percent of the respondents belongs to the age group 
of up to 30 years. Thus, it can be said that the majority of respondents are from the 
age group of 30-40 years. It can be concluded that in this age an individual has full 
potential to fulfil career development needs along with the organizational needs. The 
table further depicts that in  the organizations large chunk of the respondents i.e. 
21.92 percent have designated as production manager followed by the employees i.e. 
20 percent working as H.R. Manager. Further, it has been observed that 20.95 percent 
of the respondent’ working as quality control executives and 18.09 percent 
respondents working as store head. It can be concluded that production manager and 
quality control executives are the main component of executives in the 
pharmaceutical industry. The background of the respondents is an important indicator 
for analyzing the present residential status of the employees. It has been noted that a 
large chunk of respondents i.e. 58.09 percent belongs to the Non-Himachali 
background, while only 41.91 percent respondents belongs to Himachali background. 
Thus, it can be said that the majority of the management personnel in the pharma 
sector belongs to Non-Himachali residential background. It may be concluded that in 
the pharmaceutical industry the key position is hold by the employees who belongs to 
other than Himachal Pradesh.    

Table 1 

Demographic Profile of the Executives 

Demographic Features Responses Percentage 
Gender Male 79 75.28 
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Female 26 24.76 
Total 105 100 

Age 
 

Upto 30 years 22 20.95 

30-40 years 54 51.43 
Above 40 years 29 27.62 

Total 105 100 
Working Experience Upto 5 years 19 18.09 

5-10 years 46 43.91 
Above 10 years 40 38.09 

Total 105 100 
Designation 

 
H.R. Manager 21 20.00 

Production Manager 23 21.92 

Quality Control 
Executives 

22 20.95 

Packaging Manager 20 19.04 
Store Head 19 18.09 

Total 105 100 
Background Non- Himachali 61 58.09 

Himachali 44 41.91 
Total 315 100 

Source: Various Questionnaires from the Respondents 

1.  Descriptive Statistical Analysis of Executives’ Perception towards the 
Impact of HRM Practices on Employees’ Development 

Factor analysis has been used in the present study to identify the impact of HRM 
practices which leads to employees’ development. Factor analysis is often used in 
data reduction to identify a small number of factors that explain most of variance 
observed in a much larger number of manifest variables. To meet the objective of the 
study, a scale has been developed comprising eighteen variables. These statements are 
measured in 5- point Likert scale i.e. 1) strongly disagree 2) disagree 3) neutral 4) 
agree 5) strongly agree. On the basis of responses received from the executives, factor 
analysis has been done to extract the factors from observed variables which facilitate 
to measure the impact of HRM practices on employees’ development.    

2.1 Analysis of Factors Contributing Towards the Impact of HRM Practices on 
Employees’ Development 

Table 2.1 explains the descriptive statistics for factors affecting the employees’ 
development in the pharmaceutical industry. The table shows the values of mean and 
standard deviation for eighteen variables. Further, the table depicts that the mean 
values  are  the highest i.e. 4.46, 4.30, 4.27, 4.27, 4.27, 4.25, 4.19, 4.18 and 4.14 
respectively for statement including  good work is noticed and rewarded, appraisal 
system helps employees to grow and development their skills, career opportunities 
are pointed out to the juniors by the seniors’, decrease conflicts between the 
employees and management, helpful in effective communication with management, 
compensation and incentives play an important role in retention of employees, 
supervisors keep open communication with employees, improve overall status of the 
company and quality of work life of employees is important for company success as 
compared to other variables. Therefore, it can be said that these variables are the 
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most important variables which are directly affected the employees’ development in 
the pharmaceutical industry.  

Further, the calculated values of the standard deviation expose high variation in the 
factors affecting the employees’ development.  The mean scores for all the variables 
have been found more than three, which reveals more than moderate effect of human 
resource management practices on employees’ development in pharmaceutical 
industry. 

Table 2.1 

 Analysis of Factors Contributing Towards the Impact of HRM Practices on 
Employees’ Development 

Variables Mean  Std. 
Deviation  

Total  

Training and development programme helpful in improving 
employee’s performance. 

4.13 .856 105 

Performance appraisal system has a strong impact on individual 
& team performance. 

4.09 .942 105 

Helpful in effective communication with management. 4.27 .869 105 

 Compensation and incentives play an important role in retention 
of employees. 

4.25 .928 105 

Career opportunities are pointed out to the juniors by the 
seniors’. 

4.27 2.016 105 

Employees are motivated to work hard. 3.90 1.109 105 
Healthy working environments. 3.91 1.186 105 
Employees are motivated to work collectively towards achieving 
organizational goals. 

3.81 1.136 105 

Every employee is aware of career path in the organization. 4.10 1.082 105 
Appraisal system helps employees to grow and development 
their skills. 

4.30 .900 105 

Supervisors keep open communication with employees. 4.19 .833 105 
Improve overall status of the company. 4.18 .969 105 
Decrease conflicts between the employees and management. 4.27 .933 105 
Helps in smooth working. 3.97 1.139 105 
Availability of right talent at right time. 4.06 1.175 105 
Participation in decision making. 3.83 1.130 105 
Quality of work life of employees is important for company 
success. 

4.14 .994 105 

Good work is noticed and rewarded. 4.46 .665 105 
 

2.2 Kaiser- Meyer- Olkin Measure of Sampling Adequacy and Bartlett’s Test of 
Sphericity 

Table 2.2 depicts the results of Kaiser Meyer Olkin measure of sampling adequacy 
and Bartlett’s Test of Sphericity. The Kaiser Meyer Olkin measures the sampling 
adequacy which should be greater than 0.5 for a satisfactory factor analysis. Kaiser 
Meyer Olkin (KMO) measures the sampling adequacy which varies between 0 and 1. 
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The value closer to 1 are better and the value of 0.6 is the suggested satisfactory for 
factor analysis.  The Bartlett’s Test of Sphericity is the test for null hypothesis that the 
correlation matrix has an identity matrix.  

 A table 6.2.2 shows that the Kaiser Meyer Olkin measure is .662 which indicates that 
factor analysis is appropriate for this data. The Bartlett’s test value is .000, indicating 
that the value is highly significant. This means that correlation matrix is not an 
identity matrix. 

 Table 2.2 KMO and Bartlett’s Test     

Kaiser-Meyer- Olkin Measure of Sampling Adequacy. .662 
Approx. Chi-Square 724.900 
 Bartlett's Test of Sphericity         d.f. 153 

Sig. .000 

 

2.3 Communalities 

Table 2.3 presents the communalities of all observed variables before and after 
extraction.  Communalities are the amount of variance which a variable share with 
other variables under consideration. This is also the proportion of variance explained 
by the common factor. Thus, communalities measure the percentage of variance in a 
given variable explained by all factors. It may be interpreted as the reliability of the 
indicator.  

 Table 2.3 Communalities 

Variables Initial                      Extraction                   
Training and development programme helpful in improving 
employee’s performance. 

1.000 .938 

Performance appraisal system has a strong impact on 
individual & team performance. 

1.000 .657 

Cooperation from management 1.000 .817 
The compensation and incentives play an important role in 
retention of employees. 

1.000 .770 

Career opportunities are pointed out to the juniors by the 
seniors’. 

1.000 .571 

Employees are motivated to work hard. 1.000 .649 
Healthy working environments. 1.000 .695 
Employees are motivated to work collectively towards 
achieving organizational goals. 

1.000 .793 

Every employee is aware of career path in the organization. 1.000 .589 
Appraisal system helps employees to grow and development 
their skills. 

1.000 .925 

Supervisors keep open communication with employees. 1.000 .668 
Improve overall status of the company. 1.000 .660 
Decrease conflicts between the employees and management. 1.000 .688 
Helps in smooth working. 1.000 .500 
Availability of right talent at right time. 1.000 .587 
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Participation in decision making. 1.000 .562 
Quality of work life of employees is important for company 
success. 

1.000 .520 

Good work is noticed and rewarded. 1.000 .810 
 Extraction Method: Principal Component Analysis 

2.4 Eigenvalues (Select those components with eigenvalues>=1)  

The initial components are the number of variables used in factor analysis. However, 
not all the 18 variables have been retained. In the present research, only 6 factors have 
been extracted by combining the relevant variables. The eigenvalues are the variances 
of the factors. The total column contains the eigenvalue. The first factor has always 
accounted for the most of variance and hence has the highest eigenvalues. The next 
factor has accounted for much of the left over variance as it can and the same has 
continued till the last factor. The percentage of variance represents the percent of total 
variance accounted by each other factor and the cumulative percentage gives the 
cumulative percentage of variance account by the present and the preceding factors. 
In the present research, the 6 factors explain 68.898 percent of variance. The rotation 
sums of the squared loadings represent the distribution of variance after the Varimax 
rotation with Kaiser Normalisation. The Varimax rotation tries to maximise the 
variance of each of the factor. Table 2.5 explains the total variance. Further, the table 
shows all the factors extractable from the analysis along with their eigenvalues, the 
percent of variables attributable to each other, the cumulative variance of the factor 
and the previous factors. Table reveals that the first factor accounts for 21.536 percent 
of variance, the second factor 12.993 percent, third factor 10.841 percent, fourth 
factor 9.432percent, fifth factor 8.185 percent and sixth factor 5.911 percent. All the 
remaining factors are not significant.   

2.5 Total Variance Explained 

Co
mp
one
nts 

Initial Eigen values Extraction Sums of 
Squared  Loadings 

Rotation Sums of Squared 
Loadings 

Total % 
Varianc

e 

Cumul
ative 
% 

Total % 
Varianc

e 

Cumulat
ive % 

Total % 
Varianc

e 

Cumulat
ive % 

1 3.876 21.536 21.536 3.876 21.536 21.536 3.832 21.291 21.291 

2 2.339 12.993 
34.52

9 
2.339 12.993 34.529 1.991 11.060 32.351 

3 1.951 10.841 
45.37

0 
1.951 10.841 45.370 1.967 10.926 43.277 

4 1.698 9.432 
54.80

2 
1.698 9.432 54.802 1.791 9.947 53.224 

5 1.473 8.185 
62.98

7 
1.473 8.185 62.987 1.591 8.837 62.061 

6 1.064 5.911 
68.89

8 
1.064 5.911 68.898 1.231 6.837 68.898 

7 .890 4.947 
73.84

5 
      

8 .789 4.385 
78.23

0 
      

9 .669 3.717 81.94       
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7 

10 .594 3.298 
85.24

5 
      

11 .531 2.949 
88.19

4 
      

12 .496 2.753 
90.94

7 
      

13 .473 2.630 
93.57

7 
      

14 .365 2.030 
95.60

6 
      

15 .316 1.753 
97.36

0 
      

16 .230 1.279 
98.63

8 
      

17 .165 .914 
99.55

3 
      

18 .080 .447 
100.0

0 
      

Extraction Method: Principal Component Analysis 

2.6 Scree Plot 

 Figure 1 shows the Scree plot, it is a graph of the eigenvalues against all the factors. 
The graph is useful for determining how many factors to be retain. It can see from the 
graph that after factor 6 there is a change in the curvature of the scree plot. This shows 
that after factor 6 the total variance accounts for smaller and smaller amounts.  
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2.7 Components matrix 

The table 2.7 reveals the loadings of the eighteen variables on the six factors 
extracted. The higher the absolute value of loading, the more the factor contributes to 
the variables.  

2.7 Components matrix 

variables  Component matrix 
 1     2 3 4 5 6 

Employees are motivated to work 
collectively towards achieving 
organizational goals. 

.862 -.097 -.011 -.043 -.177 
-

.083 

Employees are motivated to work hard. .787 -.089 -.002 -.017 -.144 
-

.008 

Healthy working environments. .742 .159 .041 .111 .238 
-

.219 
Participation in decision making. .733 .095 -.081 .099 -.010 .001 

Availability of right talent at right time. .682 .207 .065 .010 .269 
-

.046 
Helps in smooth working. .648 -.097 .020 .123 -.040 .231 
Quality of work life of employees is 
important for company success. 

.646 .213 -.067 .108 -.075 .190 

Training and development programme 
helpful in improving employee’s 
performance. 

-.122 .798 .331 .313 -.239 
-

.146 

Appraisal system helps employees to 
grow and development their skills. 

-.129 .757 .336 .254 -.234 
-

.321 
Supervisors keep open communication 
with employees. 

-.094 .491 .284 -.090 .366 .442 

Improve overall status of the company. .058 -.209 .714 -.163 .098 .261 
Performance appraisal system has a 
strong impact on individual & team 
performance. 

.165 -.272 .685 -.079 .281 .031 

Career opportunities are pointed out to 
the juniors by the seniors’. 

.070 .273 -.581 .265 .288 .041 

Cooperation from management -.107 -.328 .322 .767 .036 
-

.072 

Good work is noticed and rewarded. -.076 -.427 .134 .751 .200 
-

.008 
Every employee is aware of career path 
in the organization. 

.148 -.055 .425 -.447 -.117 
-

.412 
Decrease conflicts between the 
employees and management. 

-.082 .460 .003 -.097 .672 .094 

The compensation and incentives play 
an important role in retention of 
employees. 

.031 .204 .111 .101 -.601 .586 

Extraction Method: Principal Component Analysis. 

a. 6 components extracted. 
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  2.8. Rotated Components Matrix 

Table 2.8 exhibits the results of rotated component matrix. Further, the table reveals the 
factors which are extracted through factor analysis i.e. impact of human resource 
management practices on employees development through 18 variables. The rotation 
matrix reduces the number of factors on which the variables under investigation have 
high loading. The factor analysis has clubbed various variables under six factors which 
have emerged as significant contributors on employees’ development.   

First factor seems to relate with improved efficacy of the employees and it includes 
collective efforts of employees for achieving organizational goals, employees are 
motivated to work hard, healthy working environment, participation in decision 
making, availability of right talent at right time, importance of quality of work life, 
helps in smooth working. All the factors could be termed as important in improvement 
in the efficacy of employees as well as productivity of organisations. The second factor 
was named as enhanced employees’ performance as it included the variable such as 
appraisal system helps employees to grow and development their skills, training and 
development programme helpful in improving employee’s performance. The third 
factor find its identification with variables  like improvement in overall status, impact 
of performance assessment on  individual  and team performance, career development 
opportunities all these factors help employees in development of skills   so these could 
be regarded as  skill development. The fourth factor is loaded with the reward for good 
work and cooperation from the management and could be termed as job satisfaction. It 
shows that when good work is rewarded and management cooperate its employees it 
creates job satisfaction among the employees. The fifth factor named as relationship 
improvement which includes two variables i.e. decrease the conflicts between 
employees and employers, effective communication between supervisor and worker. It 
indicates that HR practices decrease grievances among the employees through effective 
communication. Compensation and incentives as a tool of retention of employees have 
been identified as a unique factor. These findings are passably supported by the 
findings of the existing studies. Punia & Sharma (2008), Yasmin (2008), Chen & 
Huang (2009), Singh (2010) and Goyal & Shrivastava (2011) have found that the HRM 
practices significantly affect the employees’ performance and development. 

 

 2.8 Rotated Components matrix 

Variables  Component 
 1     2 3 4 5 6 

Employees are motivated to work 
collectively towards achieving 
organizational goals. 

.833 -.081 .094 -.104 -.271 .000 

Employees are motivated to work hard. .765 -.096 .087 -.067 -.202 .046 

Healthy working environment. .763 .114 .003 .039 .097 
-

.300 
Participation in decision making. .745 .008 -.079 -.015 -.025 .005 

Availability of right talent at right time. .700 .059 .043 -.047 .234 
-

.185 
Quality of work life of employees is 
important for company success. 

.674 .059 -.105 -.047 .079 .209 
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Helps in smooth working. .648 -.163 .059 .103 -.009 .197 
Appraisal system helps employees to 
grow and development their skills. 

-.040 .958 -.014 -.022 .078 .010 

Training and development programme 
helpful in improving employee’s 
performance. 

-.019 .937 -.045 .019 .173 .163 

Improve overall status of the company. .020 -.080 .763 .105 .195 .147 
Performance appraisal system has a 
strong impact on individual & team 
performance. 

.129 -.089 .731 .217 .177 
-

.143 

Career opportunities are pointed out to 
the juniors by the seniors’. 

.137 -.034 -.681 .070 .265 
-

.110 
Every employee is aware of career path 
in the organization. 

.076 .160 .544 -.335 -.244 
-

.300 

Good work is noticed and rewarded. -.029 -.102 -.007 .890 -.059 
-

.064 
Cooperation from management -.055 .118 .126 .875 -.136 .005 
Decrease conflicts between the 
employees and management. 

-.031 .091 -.106 -.106 .759 
-

.283 
Supervisors keep open communication 
with employees. 

-.041 .174 .145 -.099 .754 .192 

The compensation and incentives play 
an important role in retention of 
employees. 

.058 .170 .027 -.060 -.057 .854 

Extraction Method: Principal Component Analysis.  

Rotation Method: Varimax with Kaiser Normalization 

a. Rotation converged in 6 iterations. 

Conclusion and Recommendations 

Human resource management practices lead an organisation towards the achievement 
of the goals. The pharmaceutical industry is a highly knowledgeable industry and 
need committed and qualified employees, which help in the smooth working. The 
present research paper based on the analyses of executives’ perception towards the 
impact of HRM practices on employees’ development. It has been concluded from the 
above analysis that the HRM practices play an important role in the employees’ 
development. The HRM practices directly contributed to the employees’ development 
in following ways; the improved efficacy of the employees, enhanced employees’ 
performance, skill development, job satisfaction, relationship improvement and 
retention of employees. Overall, it can be said that smooth working of any industry 
insured only through the development of their most valuable assets i.e. its employees 
and effective HRM practices are requisites of employees’ development.  

References 

1. Kaur,Tajbir & Zafar,Sayeeduz (2014). Impact of Social Media on HR Functions: 
A Review. Prabandhan: Indian Journal of Management, 7(3). 



Online International Interdisciplinary Research Journal, {Bi-Monthly}, ISSN 2249-9598, Volume-07, Issue-04, July-Aug 2017 Issue 

 

 w w w . o i i r j . o r g                      I S S N  2 2 4 9 - 9 5 9 8 
 

Page 117 

2. Niazi, Muhammad Mushtaq Khan (2014). Impact of Human Resource Practices 
on Job Satisfaction: A study of textile industry of Pakistan. International 
Journal of Management & Organizational Studies, 3(1).     

3. Mohan, A. Chandra; Prasad, B.V.S. & Poonguzhali, P. (2015).Changing Role of 
HR Managers in Pharmaceutical Industry. International Journal of 
Pharmaceutical Sciences Review and Research, 30(2). 

4. Hassan, Saira (2016). Impact of HRM Practices on Employees’ performance. 
International Journal of Academic Research in Accounting, Finance & 
Management Sciences, 6(1). 

5. Punia, B. K. & Sharma, Priyanka (2008). Employees Perspective on Human 
Resource Procurement Practices as a Retention Tool in Indian IT Sector. 
VISION- The Journal of Business Perspective, 12(4). 

6. Yasmin, Robina (2008). A Study on the Effects of Strategic HRM Systems on 
Performance: The Case of Pakistani Manufacturing Companies. Japanese 
Journal of Administrative Science, 21(1). 

7. Chen, C. and Huang, J. (2009). Strategic human resource practices and 
innovation performance - The mediating role of knowledge management capacit. 
Journal of Business Research, 62(1). 

8. Singh, Anil kumar (2010). A Study of HRM Practices and Organizational 
Culture in Selected Private Sector Organizations in India. AOP,18(4). 

9. Goyal, Ruchi & Shrivastava, Madhu (2011). The Challenging HR environment 
& the changing HR Practices in Indian Pharmaceutical industry. SURESH 
GYAN VIHAR UNIVERSITY , ISBN No: 978-81-7906-2715 
 

 

 

 

 

 

 

 
 

 


