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Abstract 

There has been a significant increase in professional maturity in the 
field of personnel management so that it is now known as human 
resource management (HRM) and also has a strategic element 
(SHRM). Since the 1980s, all managerial functions have become 
increasingly integrated into SHRM so that the success of new policies 
depends increasingly on successful SHRM practice. This research 
paper makes an attempt to investigate the strategic human resource 
practices and policies of the Indian Electronics Industry. It was 
hypothesized that HR policies and practices would be positively 
related to organizational effectiveness. The data used in this study 
were collected form 15 electronics and electronics industries which 
have been operating in the National Capital Region (NCR).These 
firms have been undergoing quite a few changes recently, especially 
in terms of managerial philosophies and tendencies. Various 
statistical techniques were used to analyse the data obtained. Results 
indicated that the most commonly used strategic practices were 
SHRM focus, functional areas covered by SHRM, treatment of 
employees and adopted SHRM activities. It was also found that those 
companies following SHRM practices which achieved their goals used 
workforce planning, participative management, executive 
development programmes, succession and development planning, 
advance issue identification of strategic issues and communication 
between management and employees. 
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1. Introduction 

The electronics industry in India took off around 1965 with an 
orientation towards space and defence technologies. This was rigidly 
controlled and initiated by the government. The period between 1984 
and 1990 was the golden period for electronics, during which the 
industry witnessed continuous and rapid growth. After the electronics 
boom in the mid-1990s, India's focus shifted to the industry once 
again, although the hardware sector has been treated with indifference 
by successive governments. Moreover, the steep fall in custom tariffs 
made the hardware sector suddenly vulnerable to international 
competition. In 1997, the Information Technology Agreement (ITA) 
agreement was signed at the World Trade Organization (WTO), by 
which India committed itself to total elimination of all customs duties 
on IT hardware by 2005. In the subsequent years, a number of 
industries became distressed and were closed. At the same time 
industries like Moser Baer, Samtel Colour, Celetronix and others have 
made a global mark. By the year 2010-11, Indian electronics and 
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services exports were expected to reach US$60 billion and by 2011-
12, which is also the terminal year of the eleventh five year plan, the 
figures are expected to touch US$ 72 billion. This assumes a 20% 
growth rate YOY (year-on-year) for 2011-12. In India the demand for 
hardware is fuelled by a variety of drivers, these include: high growth 
rate of the economy, emergence of a vast domestic market catering to 
generation Y people and a thriving middle-class population with 
increasing disposable incomes, together with the relatively low-cost 
work force having in some cases advanced technical skills 
(NASSCOM, 2013). 

A few facts help in understanding the market drivers for electronics 
hardware products in India. There are over 60 million Internet users as 
of March, 2009, while Broadband subscribers have touched 7.4 
million by the same date, over 7 million DVD players were sold 
during financial year 2008-09, 6.78 million PCs sold; increasing year-
on-year from a base of of 30 million 15.5 million TVs sold; installed 
base of 150 million, in the fledgling telecom sector subscription had 
reached to 525.7 million at the end of October 2009. The installed 
base for Mobile phones stands at 488.4 million subscribers, with 10-
12 million new mobile subscribers added every month. The National 
Manufacturing Competitiveness Council (NMCC) has been 
established to provide a continuing forum for policy dialogue to 
energize and sustain the growth of manufacturing industries in India 
and this includes IT Hardware. The growth of this industry has never 
dipped below 20%. This sector is very important for the country’s 
economic growth and the major reason which makes for difference in 
the growth of this sector is human capital (ibid.). 

The field of human resources management (HRM) has undergone 
significant changes in scope, functions and activities over recent 
years. There has been a significant increase in professional maturity in 
this field and thus personnel management has become known as HRM 
and has also added a strategic element (SHRM). This involves all the 
managerial personnel of an organization and all managerial functions. 
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Around the world, a great deal of emphasis has been placed on the 
strategic implementation of HRM which, indeed, had been witnessed 
during the 1980s and 1990s. The success of the new policies depends 
on the introduction and implementation of new SHRM policies. The 
strategy has impacts on job training, career planning, job rotation and 
management development. In this strategy, HR policies and practices 
have to be consistent and emphasis team work, flexibility, employee 
involvement and organizational commitment. HR processes 
emphasizes factors like hiring and maintaining the workforce, which 
are very much needed for growing organizations in highly competitive 
markets. 

2. Literature Review 

Sivasubramaniam & Ratnam (1998), in their study on the strategic 
perspective of HRM in Indian firms and the effects of alternative 
HRM strategies on firm and employee performance level, surveyed 
109 senior managers in public and private Indian corporations. The 
results of the study indicated three coherent HR strategies in these 
organizations, which were based on the HR dimensions of 
inducement, investment, and involvement. This study found an 
amazing fact that HR strategy based on motivation through rewards 
and punishment accounted for 25 percent of the investment strategy 
sample. A great premium was placed on employee development. A 
paternalistic approach to management accounted for 33 percent of the 
sample. Involvement strategy to achieve a very high level of employee 
commitment accounted for 42 percent of the sample. As far as 
business strategies are concerned; the four different business strategies 
prevalent among the 83 industries were defender (23 percent), 
analyzer (42 percent), prospector (27 percent) and reactor (8 percent). 
In terms of the relationship between HRM and firm performance, 
tracking the impact of HR strategy through HR performance, it was 
found that turnover rate, employee productivity, strategic performance 
and financial performance were all affected. 
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Based on a study of 11 companies, it was found that 9 firms had 
aligned their HR strategy with their business strategy. Tripathi & 
Tripathi (2001), in their study, attempted to investigate the 
relationship between downward influence strategies and 
organizational success, which includes Job satisfaction (JS), 
Effectiveness (EFF) and Intention to quit (IQ). The study is based on a 
sample of 300 middle level executives of 10 public and private sector 
organizations. The findings indicate that less use of asserting expertise 
and negative sanctions and frequent use of rewards and personalized 
relationships would enhance job satisfaction. Effectiveness is also 
likely to enhanced by the use of rational rewards. Asserting expertise 
may increase intention to quit the organization. If managers use 
appropriate influence strategies, this would be more likely to result in 
organizational success. The findings of Miles and Snow (1984) 
suggest that the basic HRM strategy of defenders will be to build 
human resources, as opposed to acquiring or allocating them. This 
means that a defender company typically engages in intensive 
training, capability building of people and recruiting people only at 
the entry level. By contrast, prospectors typically follow a buy-in 
talent strategy that involves sophisticated recruiting at all levels of the 
organization, limited training and extensive psychological testing 
before hiring. By implication, Miles & Snow (1984) suggest that 
analyzers should match their HRM strategy to the nature of the 
product-market, and thus engage in make or buy HRM approaches as 
appropriate to the different product-market domains. 

An organization gains competitive advantage by using its people 
effectively, drawing on their expertise and ingenuity to meet clearly 
defined objectives. Integration of the business surplus to the human 
competency and performance requires adequate strategies. Here the 
role of strategy comes into picture. The way in which people are 
managed, motivated and deployed and the availability of skills and 
knowledge will all shape the business strategy. The strategic 
orientation of the business then requires the effective orientation of 
human resource to competency and performance excellence. 
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Another perspective linkage between business strategy and HRM is 
Miles and Snow’s (1984) model of organizational adaptation, which 
deals with alternative ways in which organizations define their 
product-market (strategy) and construct mechanisms (structures and 
processes) to pursue these strategies. Miles and Snow (1984) suggest 
that there are four basic types of organizational strategies which they 
term defender, prospector, analyzer and reactor. Each strategy has its 
own unique organizational features and supporting characteristics. 
Another survey carried out in 2003 by Accenture (Ashton, Heffner & 
Lambert, 2004) that confirms these findings. Among 1,000 leaders 
interviewed, only 34% evaluated the performance of their area as 
good, although 83% stated it was critical to the success of the business 
overall. From this perspective, HRM should have three key capacities 
to be considered strategic. Firstly, it should distribute services related 
to HRM work processes, so all employees could have access to the 
internal and external channels related to them (communication). 
Secondly, the area should bring in HRM management consultancy 
services, performing as partners of executives, business units and 
business line managers. In this way, it would attend to the specific 
needs of each of the other departments of the company helping to 
develop core competences that are relevant to them and that may 
constitute business differentiating factors. Thirdly, the HRM 
department should provide more support and strategic services to the 
organization’s senior management, an option foreseen as the future of 
the area, but which has yet to be established. Neilson, Martin & 
Powers (2008) found that enterprises fail at execution because they go 
straight to structural reorganization and neglect the most powerful 
drivers of effectiveness, which are decision rights and information 
flow. They tested organizational effectiveness by having people fill 
out an online diagnostic, which was a tool comprising 19 questions 
(17 that describe organizational traits and two that describe 
outcomes). To determine which of the 17 traits are most strongly 
associated with excellence in execution, they looked at 31 industries 
in which received responses from at least 150 individual, 
anonymously-completed profiles, for a total of 26,73 responses. 
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Applying regression analysis to each of the 31 data sets, they 
correlated the 17 traits with the measure of organizational 
effectiveness, which they defined as affirmative responses to the 
outcome statement “important strategic and operational decisions are 
quickly translated into action. Then they ranked the traits in order, 
according to the number of data sets in which the trait exhibited a 
significant correlation with the measure of success within a 90% 
confidence interval. Finally, they indexed the result to create a 100-
point scale. At the top, “Everyone has a good idea of the decisions and 
actions for which he or she is responsible,” exhibited a significant 
positive correlation with the success indicator in 25 of the 31 data sets, 
for an index score of 81. 

This literature review has indicated that no study on SHRM practices 
in the electronics industry in India has been completed. This study is 
novel in this area, therefore, and was much needed. Keeping in view 
the role of the electronics industry in the growth of the Indian 
economy, this sector is very promising in terms of growth. 

3. Objective of the study  

The basic objective of this study is to know and examine the 
following areas: 

(a) To examine the status of SHRM practices in the Indian 
electronics industry and to understand the underlying 
factors of these practices. 

(b) To examine the extent of practice of SHRM in the 
electronics industry and to define the characteristics of 
such practices.  

(c) To examine SHRM effectiveness in the electronics 
industry. 
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4. Methodology 

A list of selected information technology industry electronics 
companies for the National Capital Region (NCR) of India was used 
for the research, defined as being within 100 km of the capital. A total 
of 15 companies, each with more than 50 employees, was taken as the 
sample. The 15 companies included ten which were foreign-owned 
multinationals and the remainder were Indian companies (see Table 1 
below). From this overall sample, convenience random sampling was 
employed to obtain data from respondents, who were employees in 
HRM and line departments. This led to a total respondent database of 
300 respondents, of which 294 were from the electronics and IT 
sectors and so the sample size for analysis was 294. Of the 
respondents, 8.2% were HR specialists, 17.9% were other managerial 
employees and the remaining 73.9% were lower level employees. It is 
not known whether there are errors derived from non-response bias. 

Ownership Name of Company 
Foreign-owned 
companies 

Agilent Technology, Gurgaon 
Alcatel Lucent India Ltd, Gurgaon 
Canon India Ltd, Delhi 
Ericsson, Gurgaon 
Motorola, Gurgaon 
Nokia, Gurgaon 
Panasonic, Gurgaon 
Sony India Ltd, Mathura 
Toshiba, IMT Manesar 
Videocon, Shahjahanpur (Raj) 

Indian-owned Binary Semantic Ltd, Delhi 
HARTRON, Gurgaon 
Minda Automotive, Manesar 
MVL Industries Ltd, Bhiwadi 
Rollex Electro Products, Bhiwadi 

Table 1: Database of Companies; source: original research 
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4.1. Questionnaire Development 

The questionnaire for this project consisted of 58 items based on an 
HR development (HRD) survey developed by Rao & Abraham (1986) 
for a survey conducted by Xavier Labour Relations Institute Centre 
Jamshedpur, India for a study of the HRD climate in 1986. The survey 
questions describe the critical aspects of each factor that contribute to 
the HRD process in the industry. The questions in the HRD 
instruments were structured using five-point frequency interval scales. 
The five behavioural anchors were measured with the help of the 
following descriptions: 

1 = Not at all true. 
2 = Rarely True.  
3 = Sometimes true. 
4 = Mostly true. 
5 = Almost always true.  

There are two methods of scoring. One is to identify the correct answer 
as the one that is considered correct by the majority of the respondents 
in the research or standardized sample. This is the general consensus 
method. The second method is to invite HR specialists to judge which 
answers are correct and use the average based on managerial judgment 
method. This is the expert consensus approach, which was used for 
scoring in this study (Pareek & Rao, 1981) To verify the subscales 
under the above mentioned dimension exploratory factor analysis 
(Principal component analysis and Varimox rotation) with SPSS 13 
was conducted). After factor analysis was conducted, the items that 
loaded at less than 0.50 or loaded on an uninterruptible factor were 
dropped or rephrased. As a result of the above analysis, the instrument 
from measuring HRD was developed that uses a Likert scale (i.e. 5 
point box scale as specified above) for ranking each of the items, on 
which a higher score indicates effective HRD environments, trends and 
practices. Responses to the total of 58 questions composing the HRD 
factor were analysed (N=294) using principal component factoring 
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with iteration and Varimox rotation. The data for research were taken 
for the sample questions applicable to SHRM Practice. The output of 
relevant questions was applied to help understand the applicability to 
strategic HRM and to investigate the effectiveness of the practice of 
SHRM in these companies. 

5. Findings 

SHRM practices are essential to achieve effectiveness in the 
organization. These practices enable organizations to monitor and 
control standards and to agree on expectation and practices. The 
companies which have implemented strategic HRM practices were 
found to be more stable, successful in terms of satisfaction of HR and 
showed more innovation and creativity in HR. Consequently, SHRM 
practices played a pivotal role behind the success story of these 
companies. 

5.1. Popular SHRM Practices in Electronics and IT 
Companies 

According to the percentile analysis, the focus of SHRM practices in 
rank order is given below. These practices are followed in electronics 
& IT firms. The Rank % of the respondents of these industries is 
shown in Table 2. 

This study also examined the relationship between the practices of the 
organization diagnosing its strategic needs by planning of human 
development talent and implementing strategies to achievement and 
other practices, such as strategies are linked to HRM policies, areas 
covered by SHRM, achievement of organizational objectives, who is 
most in touch with employees, SHRM facilitation, treatment of 
employees, relevant SHRM activities and SHRM activities adopted. 
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Rank 
Order 

SHRM Factors  Respondents 
Using (%) 

1 Organization policies and strategies 
linked to HRM policies 

(94.2%) 

2  SHRM focus (67.3%) 
3 SHRM facilitates achievement (65.4%) 
4 Treatment of employees  (64.4%) 
5 Relevant SHRM activities (57.0%) 
6 SHRM facilitates co-ordination (57.2%) 
7 Functional areas covered by SHRM  (56.2%) 
8 Organization diagnoses its strategic 

needs  
(53.8%) 

9 Line managers most in touch with 
employees  

(37.5%) 

10 Adopted SHRM activities  (33.7%) 
Table 2: Rank Order of SHRM Policies Adopted; source: original 
research 

The Chi square test was used to examine these relationships. The 
following practices have significant relationships with organizations 
diagnosing its strategic need by planning human development talent 
and implementing strategies to achievement, i.e. SHRM focus (P 
value = 0.00**), functional areas covered by SHRM (P value = 
0.00**), line managers are most in touch with employees (P value = 
0.00**), SHRM facilitation (P value = 0.00**), treatment of 
employees (P value = 0.00**), relevant SHRM activities (P value = 
0.00**), adopted SHRM activities (P value = 0.00**) and other 
practices like organization policies and strategies are linked to HRM 
policies and SHRM facilitates objectives are not significantly 
distributed. 

An attempt was also made to examine the order of importance of 
practices. Means and standard deviation tools were used in this 
process. The analysis yields the following practices in the firms. 
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These variables are dominant practices in the electronics companies 
surveyed:  

• SHRM activities (Mean 3.18, S.D. 1.23);  
• SHRM activities adopted (Mean 3.04, S.D. 1.28); 
• Treatment of employees (Mean 2.61, S.D. 1.18); 
• Areas covered by SHRM (Mean 2.54, S.D. 0.70); 
• Organization diagnoses its strategic needs (Mean 2.18, S.D. 

1.05) and 
• SHRM facilitation (Mean 2.07, S.D. 0.80). 

Factor analysis was also conducted to ascertain dominant factors of 
SHRM practices. The factor analysis solution that emerged explained 
43.26% of variance. The items loading on the first factor were SHRM 
facilitation, treatment of employees and SHRM activities. This factor 
was named SHRM processes and explained 25.48% of variance. The 
items loading on the second factor were strategic link to HRM policies 
and functional areas covered by SHRM practices. It was named 
organizational goals accomplishment and explains 17.78% of 
variance. 

From the above analysis, it has been found that most of the electronics 
firms concentrate on the following strategic HRM practices: 

• SHRM focus (strategic issues and operational issues); 
• functional areas covered by SHRM (finance, marketing, 

operations); 
• SHRM facilitation (transformation); 
• treatment of employees (fairness and equity, favour balanced 

decision making and congenial work environment); 
• adopted SHRM activities (team-based job design, flexible 

work force, quality improvement practices) and  
• SHRM activities (innovation, designing consistent policies 

and practices and strong expectation). 
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5.2. Dominant SHRM Practices which Achieve Higher 
Effectiveness 

According to the percentile analysis, the focus of SHRM effectiveness 
in rank order is given in Table 3 below. 

The Chi-square test was also used to examine the relationships 
between conducting work/family programmes and other practices. 
The following variables have significant relationships: participative 
management (P value = 0.00**), executive development programme 
(P value =0.04*), strategic advance issue studies (P value = 0.00**), 
communication between employees and managers (P value = 0.00**). 
There is no significance relation with SHRM effectiveness attainment 
(i.e. teamwork, communications, enhancing quality, employee 
participation and empowerment), succession planning and 
development planning, work force planning support and quality 
output. 

Rank Practices % of 
respondents 

1 Workforce plan 93.8 
2 Participative management 90.3 
3 Executive development 86.1 
4 Succession and development planning 81.2 
5 Advance issue identification strategic 

studies 
72.0 

6 Communication between employee and 
manager 

56.7 

7 Quality output 49.0 
8 SHRM effectiveness attained 46.2 
Table 3: Rank Order of Dominant SHRM Practices; source: original 
research 

An attempt was also made to examine the order of importance of 
SHRM effectiveness practices. Means and standard deviation tools 
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were used for this. This descriptive statistical process gives higher 
rating of effectiveness for SHRM in the organization by teamwork, 
communications, employee participation and empowerment (Mean 
3.57, S.D. 1.59), secondly employee and manager communications 
(Mean 2.50, S.D 0.65), thirdly workforce productivity and quality 
output (Mean 2.27, S.D 0.69), fourthly workforce planning (Mean 
1.96, S.D 0.92) and finally executive development programmes and 
succession planning (Mean 1.16, S.D 0.37). Factor analysis of these 
results led to the extraction of four factors. Factor one consist of two 
items, namely planning and workforce productivity and quality factor 
and this was named employee outcomes. Factor two consist of two 
items, namely participation management and strategic advance issue 
identification and employee and manager communication and this was 
named managerial decision-making and communication. Factor three 
consisted of two factors, namely management of executive 
development and succession planning and this factor was named 
management development. Factor four consisted of only one factor, 
workforce planning, so retained this name. From the above analysis, it 
has been found that most of the electronics firms achieve effectiveness 
thought the following SHRM practices: workforce planning, 
participative management, executive development programmes, 
succession and development planning, strategic advance issue 
identification and communications between employees and managers. 

6. Conclusion 

The results have indicated that most of these electronics companies 
practice the following SHRM policies: SHRM focus, functional areas 
covered by SHRM, facilities, treatment of employees, adopted SHRM 
activities and SHRM activities. It was concluded that the firms under 
research were following SHRM practices and they achieved 
effectiveness by the following principal strategies: 

• workforce planning,  
• participative management;  
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• executive development programmes;  
• succession and development planning;  
• strategic advance issue identification studies and  
• communications between employees and managers. 

It is suggested that replication of this study on other similar but 
randomly selected organisations together with of other facets of the 
electronics industry would be helpful. Also, further study on SHRM 
practices might be conducted to identify the performance indicators of 
various categories of professionals with a view to evolving a 
performance appraisal system and training policy design for electronic 
industry employees. In conclusion, this indicates the need for further 
research on the above lines which might help similar organisations to 
determine the role of SHRM practices in the development of 
organisations and how best SHRM practices make a difference in the 
performance of those organisations. 
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