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INTRODUCTION


Covid’s are a tremendous gathering of diseases that reason disorder going from the standard infection to more genuine ailments like Middle East Respiratory Syndrome and Severe Acute Respiratory Syndrome. Older people and those with underlying medical problems like cardiovascular disease, diabetes, chronic respiratory disease, and cancer are more likely to develop serious illness. The COVID-19 infection spreads principally through beads of salivation or release from the nose when an infected person coughs or sneezes. Most people infected with the virus will experience mild to moderate respiratory illness and recover without requiring special treatment.

Covid-19 has created a 'new normal' for all the organizations - and particularly HR departments - are now working hard to keep up with. Organizations currently face a scope of interesting difficulties identified with the pandemic that will require committed, compelling arrangements in the event that they need to stay cutthroat during this time.

The outbreak of the Corona virus disease (COVID-19) has acted as a significant restraint on the information technology market in 2021 as supply chains were disrupted due to trade restrictions and employees working for these establishments faced difficulties related to infrastructure and communication owing to lockdowns imposed by governments globally, forcing them to work from home. COVID 19 is an infectious disease with flu-like symptoms including fever, cough, and difficulty in breathing. The virus was first identified in 2019 in Wuhan, Hubei province of the People’s Republic of China and spread globally including Western Europe, North America and Asia. Steps by national governments to contain the transmission have resulted in a decline in economic activity with countries entering a state of lockdown and the outbreak is expected to continue to have a negative impact on businesses throughout 2020 and into 2022. Over the past five years there has been an increasing prevalence of low-cost open-source alternatives. Open source has become a preferred platform for developing new technology. In the past, software publishers would open-source software that was not making money, but now companies are open sourcing software to increase its presence and share in the market. According to Allison Randal, President, open- source Initiative, 78% of companies use open-source solutions and 64% participate in open-source projects indicating an increase in open-source software platforms.

Sustainable HRM can be explained as “the adaptation of HRM practices and strategies that enable
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them to achieve the financial, ecological and social goals of the organization over a long-term horizon, while controlling for negative feedback and unintended side effects”

The countries covered in the global information technology market are Australia, Brazil, China, France, Germany, India, Indonesia, Japan, Russia, South Korea, UK, and USA. The regions covered in the global information technology market are Asia-Pacific, Western Europe, Eastern Europe, North America, South America, Middle East, and Africa.

RATIONALE OF THE PROJECT


Sustainable HRM crisis management practices are implemented as the main representative of the highest capital of any organization, they mainly focus on taking care of the employee’s wellbeing during the Epidemic to guarantee high performance. Being sustainable does not mean that the organization wouldn’t experience difficulty. Sustainable HRM practices is found to be a multidimensional, socially constructed concept that is relative, dynamic and developmental in nature. The focus on training employees to acquire new skills necessary to work in new conditions is an important defense mechanism and can help in the maintaining the stability of organizations. HRM practices allows the organization to persevere in the difficult time of crisis by cutting operational costs related to recruitment or employee’s development and promotions, thus ensuring its high efficiency.
Management practices and technological developments in human resource sector are changing the scenario of organizations. The new concept and ideas become the key mechanism of the organizations and should be advocated by all managers. In organizations, it is important to manage employees efficiently and effectively. It mainly depends on the behavioral part of the individual which comprised of satisfaction, dissatisfaction, perceptions, and attitude, etc. The path of HRM practices during the pandemic situation decides the performance of employees either through motivation or safe working environment; it is also interconnected with Performance and Job satisfaction.
[bookmark: By_studying_various_research_articles,_n]By studying various research articles, newspaper reports and references, the need for HRM programs of employees prompted researcher to select this problem. In the present study the researcher intends to study and compare employee work culture during and after the days of emergency.
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[bookmark: STATEMENT_OF_THE_PROBLEM]STATEMENT OF THE PROBLEM


This pandemic has brought changes in sustainable HRM practices and the content of the study is to know how these changes occurs to sustainable HRM practices through factors such as social, economic, political and environmental factors. The objective of this study is to identify the transitions in sustainable HRM practices and to study the effectiveness of HRM practices during COVID-19 period.

The following research questions were determined for this study: -

RQ1: Why and how did the Covid-19 pandemic affect companies and employees in general? RQ2: Why and how did the pandemic conditions influence the HRM practice?
RQ3: How did HRM respond to the crisis and whether HRM strategy has worked out for the post- pandemic period.

REVIEWS OF RELATED LITERATURE


1. Amelia Manuti(2020)"Everything Will Be Fine”: A Study on the Relationship between Employees’ Perception of Sustainable HRM Practices and Positive Organizational Behaviour during COVID-19",discusses that Sustainable Human Resource Management Practices represent one of the main organizational strategy to survive and to prosper within the fast-moving current scenario. The objective of the study is to investigate employees’ perception of sustainable HRM in the frame of the COVID-19 emergency and the research involved 549 participants. Results confirmed the important role played by sustainable HRM practices both for the capitalization of human resources and of organizational performance in a period of incredible vulnerability and worldwide emergency.

2. David McGuire (2020)"Reshaping HRD in Light of the COVID-19 Pandemic: An Ethics of Care Approach”. The study focuses on the morals of care as a fundamental part of learning and human turn of events. Care is proximal and context oriented and articulations of care require administrators and HRD experts to draw in with and address workers requirements in a way that perceives the intricacy of individual circumstances. The objective of the study to evaluate how HRD might respond to the challenges posed by the COVID-19 pandemic. The pandemic has shown that the entrepreneur framework depends upon  conceptive work for its actual endurance, yet
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reliably underestimates this type of work. Surely, later many years have seen an expanding commodification of work because of patterns identified with globalization and new innovation. Setting aside some effort to look out for representatives needs and defend their mental wellbeing and prosperity is a center duty of compassionate organization.

3. Iza Gigauri(2020) "Effects of COVID-19 on Human Resource Management from the Perspective of Digitalization and Work-life-balance": The objective of the study is to know uncommon changes brought about by COVID-19 which has enforced companies around the globe to accelerate transition to digital business processes. Human resource management (HRM) is considered to be the core of these transformations helping organizations to navigate in the uncertain present and unforeseeable future. The study is based on primary data collection implemented by semi-structured face-to-face video interviews, and analytical procedure were determined by theoretical framework as well as the qualitative characteristic of the gathered data.HRM needs to manage the employees in the organizations during the emergency to empower 15 business coherence and guarantee balance between serious and fun activities. The paper discusses the difficulties HRM is looking because of the current emergency regarding far off working, and recognizes the ramifications the pandemic has on HR. And the conclusion of the study is HRM needs to think about approaches to grow new strategies for crossover working models as a reaction to the current pandemic crisis.

4. Katarzyna Piwowar-Sulej (2020) "Human resources development as an element of sustainable HRM – with the focus on production engineers": The purpose of the article is to present the development of human potential in an organization against the background of other detailed sustainable HRM principles, to be followed by confronting the theory and the research results on the development of future competencies referring to industrial engineers in Poland as the professional group responsible for implementing the idea of cleaner production and Industry4.0.The analysis was based on the survey method and representative data from Eurostat and Statistics Poland. Results shows research shows that industrial companies in Poland have more of a short- sighted perspective when it comes to developing the potential of their engineers. There is likewise a noticeable absence of representative support during the time spent settling on preparing related choices, which is another rule of practical HRM.

5. Nataliya podgorodnichenko (2020)"The role of HRM in developing sustainable organizations: Contemporary challenges and contradictions":The study aims to develop a conceptual framework capable of analysing the contributions made by strategic human resources management to firm sustainability and competitiveness. In doing so key jobs embraced by the HRM work as it runs after creating feasible associations are distinguished and the difficulties that emerge from the quest for dissimilar authoritative objectives are featured. This audit closes by first giving some wise counsel to experts about how to explore these opposing goals so they can genuinely effect on CSR endeavors and second, by proposing a few headings for future exploration.

6. Paula Caligiuri (2020) "International HRM insights for navigating the COVID-19 pandemic: Implications for future research and practice", discusses about the importance of surviving global business exploration, and the sky is the limit from there explicitly work on worldwide HR the board, to address Corona virus pandemic difficulties. The results of the study shows that pandemic has led to increased cross-border distance problems and often also to new intra-firm distancing challenges imposed upon previously co-located employees.

7. Faiza Manzoor (2019)"An examination of Sustainable HRM Practices on Job Performance: An Application of Training as a Moderator”. The study is to analyze the part of practical Human Management. The descriptive survey research design was utilized for this study. The board rehearses on work execution and envelops preparing as an arbitrator variable to further assess the relationship among HRM practices and representative's work performance. The fundamental after effects of relapse examination approve that HRM rehearses, like choice, cooperation, and worker strengthening, have a critical and constructive outcome on representative occupation execution. In particular, the investigation recommends that preparation fundamentally moderates the impact of HRM rehearses on the presentation of workers and that maintainability of HRM rehearses enormously affects work execution. The study suggests that training significantly moderates the effect of HRM practices on the performance of employees and that sustainability of HRM practices has a great impact on job performance.

8. KadumbriKritiRandev (2019)"Sustainable Human Resource Management: A Literature based Introduction", The idea of maintainability has profoundly infiltrated in all elements of the executives, for example, store network, hierarchical conduct, human asset, key administration, etc. However, as of late, maintainable human asset the board (S-HRM) has earned a lot of consideration from industry experts and academicians because of the heightening of unfavorable effect of existing

HRM approaches on workers, society and the environment. This article means to investigate the current writing of S-HRM to build up a more profound comprehension of the idea. Through a thorough writing survey, this article likewise features the advancement of S-HRM alongside its suggestions for workers, HR administrators and the associations that have been concentrated in the past writing.

9. Jacob cherian (2017)"Impact of sustainable human resource practices on organizational performance”: This study was conducted to understand the role of sustainability in human resource management and to investigate the impact of sustainable human resource practices on organizational performance. A sample size of 150 was taken for the study. The effect of sustainable practices in various dimensions of human resources like recruitment and retention, training and development, performance management and motivation and environmental awareness was studied. The investigation showed that the maintainable human asset rehearses impacted the hierarchical execution.

10. Saleh Md. Arman (2017)"Impact of Sustainable Human Resource Management in Organizational Performance: A Study on Bangladeshi HR Professionals". The study focuses on how the different instruments of feasible HRM create an effect on the authoritative execution in various associations working in Bangladesh. The study conveniently chose 100 HR professionals and collected data by administering a questionnaire. The study presumed that, human resource recruitment and selection, human resource marketing and misemployment have a positive influence on the organizational performance of Bangladesh.

OBJECTIVES OF THE STUDY
Following objectives are formulated for the proposed study:

a) To identify the changes that occurred pre and post COVID-19 period in companies

b) To measure the effectiveness of these sustainable HRM practices

c) To identify the changes in emergent HR practices due to the break out of the global pandemic

d) Comparative analysis of present HR training and development practices followed in organizations and its impact.

RESEARCH METHODOLOGY

Research methodology is the particular methods or strategies used to recognize, select, measure, and break down data about a subject. There are different types of methodology that is qualitative, quantitative and mixed method. In this study the focus is on quantitative research method. Under quantitative research, correlation method is used for the studies because the relationship between the dependent variables such as social, economical and environmental factors should be analyzed.


Research Design

A research design is the arrangement of conditions for collection and analysis of data in a manner that aims to combine relevance to the research purpose with economy in procedure. The research design that issued for the study is descriptive research design since we are concentrating on a HR employee of the IT sector in Kerala and using the descriptive research method it will be easy to systematically describe a situation of sustainable in COVID-19 period.


Research Approach

In this study we are using quantitative research approach. Since it’s a theoretical based study, quantitative approach is more effective because it’s mainly based on objective, deductive, and based on numeric quantification and generalization of results.


Research Instrument

The research Instruments used in the study is questionnaire. The questionnaire is based on the effectiveness of sustainable HRM in COVID-19 periods. Questionnaire is divided 3 sections personal details, effectiveness of sustainable HRM in the organization and effectiveness of sustainable HRM during COVID-19 periods.

Sampling Plan

The study is focusing on the effectiveness of sustainable HRM practices in COVID-19 period and mainly focusing on the pre and post COVID-19 changes that occurred to the sustainable HRM of the organization.

a) Population under Study: The study is mainly focusing on the HR employees from the IT sectors all over Kerala.

b) Sample Size: The questionnaire was distributed to all HR employees of IT sector in Kerala and the sample size of the study is 200.

c) Sampling Method: Here Convenience sampling is used since we are taking the data readily available.



LIMITATIONS OF THE STUDY


a) This study is focused only at one sector.

b) This study is conducted for a time period of two months.
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CHAPTER I INTRODUCTION
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1.1 Introduction

COVID is tremendous gathering of diseases caused by the SARS-COV-2 virus that reason disorder from the standard infection to more genuine ailments like Middle East Respiratory Syndrome and Severe Acute Respiratory Syndrome. Older people and those with underlying medical problems like cardiovascular disease, diabetes, chronic respiratory disease, and cancer are more likely to develop serious illness. The COVID-19 infection spreads principally through beads of salivation or release from the nose when an infected person coughs or sneezes.

COVID-19 has created a 'new normal' for all the organizations - and particularly HR departments
- are now working hard to keep up with. Organizations currently face a scope of interesting difficulties identified with the pandemic that will require committed, compelling arrangements in the event that they need to stay cutthroat during this time.

Sustainable HRM can be explained as “the adaptation of HRM practices and strategies that enable them to achieve the financial, ecological and social goals of the organization over a long- term horizon, while controlling for negative feedback and unintended side effects”

1.2 Statement of the Problem

This pandemic will bring changes in sustainable HRM practices and the content of the study is to know how there occurs changes to sustainable HRM practices through factors such as social, economic, political and environmental factors. The objective of this study is to identify the transitions in sustainable HRM practices and to study the effectiveness of HRM practices during COVID-19 period.

1.3 Objectives of the Study

a) To identify the changes that occurred pre and post COVID-19 period in companies

b) To measure the effectiveness of these sustainable HRM practices

c) To identify the changes in emergent HR practices due to the break out of the global pandemic

1.4 Research Model

The study is based on the effectiveness of HRM practices in COVID-19 period. It contains both dependent and independent variables. The dependent variables include social factors, economical factors and environmental factors. The independent variable of the study is sustainable HRM practices

Independent Variable	Dependent Variable
a) Social

b) Economical

c) Environmental


Sustainable HRM Practices


Fig No.1.1- Showing the research model of the study


1.5 Scope of the Study

This study was conducted among HR employees in Kerala. The data for the study is collected using questionnaire as a primary source and journals and magazines as secondary source of data. The time period of the study is from 1st Nov 2021 to 31st Dec 2022.

1.6 Research Methodology

Research methodology is the particular methods or strategies used to recognize, select, measure, and break down data about a subject. There are different types of methodology that is qualitative, quantitative and mixed method.

In this study it focuses on quantitative research method. Under quantitative research correlation method is used for the studies because the relationship between the dependent variables such as social, economical and environmental factors should be analyzed.

1.6.1 Research Design

A research design is the arrangement of conditions for collection and analysis of data in a manner that aims to combine relevance to the research purpose with economy in procedure. The research design that issued for the study is descriptive research design since we are concentrating on a HR employee of the IT sector in Kerala and using the descriptive research method it will be easy to systematically describe a situation of sustainable in COVID-19 period.

1.6.2 Research Approach

In this study we are using quantitative research approach. Since it’s a theoretical based study quantitative approach is more effective because it’s mainly based on objective, deductive, and based on numeric quantification and generalization of results.

1.6.3 Data Source (primary and /or secondary)

a) Primary Data: Primary data is information collected through original or first-hand research.For example, surveys, group discussions, interviews, surveys, experiments, etc.

b) Secondary Data: Secondary data refers to data that is already been collected. Common sources of secondary data include, information collected by government departments, organizational records and data that was originally collected for other research purposes.

1.6.4 Research Instrument

The research Instruments used in the study is questionnaire. The questionnaire is based on the effectiveness of sustainable HRM in COVID-19 period. Questionnaire is divided 3 sections personal details, effectiveness of sustainable HRM in the organization and effectiveness of sustainable HRM during COVID-19 period.

1.6.5 Sampling Plan

The study is focusing on the effectiveness of sustainable HRM practices in COVID-19 period and mainly emphasis on the pre and post COVID changes that affected the sustenance of HRM in an organization.

a) Population under Study:
The study is mainly focusing on the HR employees from the IT sectors of Kerala.

b) Sample Size:

The questionnaire was distributed to all HR employees of IT sector in Kerala and the sample size of the study is 200.

c) Sampling Method:

Here convenience sampling is used since we are taking the data readily available.

1.7 Period of the Study:

The study was conducted for 2 months, from 1st Nov 2022 to 31st Dec 2022.

1.8 Limitations of the Study:

a) This study is focused only at one sector.

b) This study is conducted for a time period of two months.
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2.1 Introduction

Over the past few decades, the Information Technology (IT) industry has become one of the fastest growing sector in India. Indian IT- industry grew at a rate of 33 % in FY 2008. India is now being identified as a powerhouse for incremental development of computer software. It has grown from USD 4 billion industry to USD 58.8 billion industries in FY 2008-09 employing over
2 million people. IT Industry has become the growth engine for the economy contributing substantially to increase in GDP, urban employment and exports to achieve vision of 'young and resilient India'. Although domestic market is growing in India, the major propellers of growth are exports.

The key segments that have contributed significantly to industry's exports include-Software services (IT services) and IT enabled services. In the face of current recession though the mood is that of cautious optimism, Industry is expected to witness sustainable growth over period of two years. But at the same time, while industry has significant headroom for growth, the threat of China emerging as major competitor is increasing. All the stakeholders of Indian IT industry must give concentrated efforts to ensure that it realizes potential and maintains a lead position in the future.

2.2 Global Scenario of IT Industry

The information technology (IT) market comprises of sales services and related goods by entities (organizations, sole traders and partnerships) that apply computers, computer peripherals and telecommunications equipment to store, retrieve, transmit and maneuver data. The IT market involves services such as computer networking, broadcasting, systems design services and information distribution technologies like television and telephones and other equipments used during the process. The IT market also includes sales of goods such as computers, computer peripherals and telecommunications equipment which is used in providing ITservices.

The global information technology market is expected to grow from $7850.57 billion to
$8370.95 billion in 2022 at a compound annual growth rate (CAGR) of 6.6%. The growth is mainly due to the companies rearranging their operations and recovering from the COVID-19 impact, which had earlier led to restrictive containment measures involving social distancing,

remote working, and the closure of commercial activities that resulted in operational challenges.

[image: ]

Fig No.2.1- Showing Impact across the globe (Courtesy-BBC)


North America was the largest region in the global information technology market, accounting for 34% of the market in 2020. Asia Pacific was the second largest region accounting for 32% of the global market. Africa was the smallest region in the global IT market

The demand for cloud computing services is expected to drive the demand for IT services during the forecast period. In cloud computing model data is stored on the internet by a cloud computing provider, who manages and operates data storage as a service. Many companies are now choosing applications hosted in the cloud for their day-to-day operations. For example, according to statistics provided by hostingtribunal.com, 60% of computing workloads were running in the public cloud in 2019 similarly, 94% of enterprise workloads are expected to be processed by cloud data centers in 2023.
[image: ]

Fig No.2.2- Showing World Economies struggling with unemployment (Courtesy-BBC)

The outbreak of the Corona virus disease (COVID-19) stood as a significant restraint on the information technology market in 2020 as supply chains were disrupted due to trade restrictions and employees working for these establishments faced difficulties related to infrastructure and communication owing to lockdowns imposed by governments globally, forcing them to work fromhome. COVID-19 is an infectious disease with flu-like symptoms including fever, cough, and difficulty in breathing. The virus was first identified in 2019 in Wuhan, Hubei province of the People’s Republic of China and spread globally including Western Europe, North America and Asia. Steps by national governments to contain the transmission have resulted in a decline in economic activity with countries entering a state of lockdown and the outbreak has resulted a negative impact on businesses throughout 2020 and into 2022.

Over the past five years there has been an increasing prevalence of low cost open source alternatives. Open source has become a preferred platform for developing new technology. In the past, software publishers would open source software that was not making money, but now companies are open sourcing software to increase its presence and share in the market. According to Allison Randal, President, Open Source Initiative, 78% of companies use open source solutions and 64% participate in open source projects indicating an increase in open source software platforms.

The countries covered in the global information technology market are Australia, Brazil, China, France,   Germany,   India,   Indonesia,   Japan,   Russia,    South    Korea,    UK,    and    USA. The regions covered in the global information technology market are Asia-Pacific, Western Europe, Eastern Europe, North America, South America, Middle East, and Africa.

Segmentation:
1) By Type: IT services, computer hardware, telecom, software products

2) By End-User Industry: Financial Services, Retail & Wholesale, Manufacturing, and Healthcare.

2.3 Indian Scenario of IT Industry

Information Technology in India was first established by Tata Group in 1968. Tata Consultancy Services, Mumbai first joined with United States' Boroughs, a mainframe manufacturer to supply software programmers; which was first denied by the Indian govt. where else there was no rule for software at that time. Software or IT was not an "Industry" for the Govt. to access or grant any kind of business and developing programs. In 1970s, State govt. were controlling the country's

economy not willing to promote Information Technology, as the hardware and software rates were very    huge    to    export    from    other    countries.    It    was     more     than     that     of 100%.In 1984, Mr. Rajiv Gandhi created a New Computer Policy that reduced the price rate of exporting IT resources from foreign countries and opened the gateway to the IT industry.

The first software export zone Santacruz Electronics Export Processing Zone (SEEPZ) was created as a special economic zone India at Mumbai. The basic business imparts electronics and diamond. Department of Information Technology (DIT) under Ministry of Communications and Information Technology is totally impart the Information technology education, research, development, IT-Science, e-commerce, rules, regulations, and systems of Internet law or policies. DIT also undertake the functions of National Informatics Centre (NIC), Electronics Export and Computer Software Promotion Council, promoting electronics and IT-enabled service, caring and managing IT related laws such as Cyber Laws, promoting IT-education, interacting international IT       governing       organizations,       standardizing       and       certifying        IT       products etc.

India Government's enterprises in information technology are Software Technology Parks (STPs), Special Economic Zones (SEZs), Electronics Hardware Technology Parks (EHTPs), Export Oriented    Units    (EOUs),    Export    Promotion    Capital    Goods    (EPCGs)    etc. The business of Private IT sector exists in the areas of satellite based communication wireless, software development, IT-BPO, IT-enabled services, IT-enabled education, Optic Fibre cables, communications, Gateways, server farming etc. The top most IT companies in India are Tata Consultancy Services Ltd, Wipro, Infosys, and Satyam computers. Other than this IBM, HCL, Patni, Cisco, Cognizant, Polaris and many more leading IT companies are in India.

a. Software exporter companies are Chennai;
b. Andhra Pradesh Industrial Infrastructure Corporation's IT-parks at Hyderabad and other cities;
c. Vansum Industries Pune IT-park;
d. BPO/ITES sectors at Coimbatore;
e. IT and BPO industries at Mumbai, Jaipur and Bhubaneswar;
f. National Capital Region (NCR) consists of Delhi, and nearby cities;
g. Eastern IT hub at Kolkata.


The current scenario of Information Technology in India is very brisk and reviving. Information

technology  is  spread  over  and  involved  in  every10sector,  whether  related  to  education,  farming,

health-hospitality, research-development, weather-environment, communication, banking, travel, share-marketing and many more factors.

The information technology in India first started on 1968 by Tata Group's Tata Consultancy Services. As per the history says, Jawaharlal Nehru first acquired the EVS EM computer from Soviet Union, which was used in space science research. Later, 18th August 1951, Indian Institute of Technology, Kharagpur established followed by Massachusetts Institute of Technology. It was the beginning and gateway to the Indian students to technology world of education. This emphasizes not only requirement in the field of education and further job or profession; but also necessity to every people of a developing and developed country. How means, from filing up a form in a school-college-university; booking a ticket at railway-bus-airways counter; depositing- insuring-shaving money for your future or next generation; knowing the forecast of earthquake- tsunami-volcano-tornado; communicating people through mobile or internet; hospitalizing or scrutinizing any kind of operation and hazards; everywhere it is required. And this is what; we called as IT Age to this world.

2.4 State scenario of IT Industry

Information technology is imperative not only for the development of modern industries but for the general well being of the State. Information and Communication Technology sector has been playing an important role in the development of the State, since the 9th Five-Year Plan. Realising its potential and critical importance, the State Government have made earnest efforts to create a sound and world class infrastructure for the sector and to develop the State's digital technology capacities and resources. This has enabled the State to be at the forefront in implementing information and communication technology projects, e-governance initiatives, e-literacy programmes and in the creation of basic IT infrastructure facilities. Currently the State has the highest mobile penetration in the country with about 32 million connections, the highest Internet penetration, covering about 20 per cent of households through broadband and another 15 per cent through mobile, and is making significant strides in transforming the State into a knowledge powered economy. Kerala is one of the significant IT destinations in India and ranks 8th in the export by Software Technology Parks of India (STPI) registered IT and ITeS (Information Technology enabled Services) units. Moreover, Kerala is fast emerging as a major player in the digital economy in India.
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The information technology sector has recorded a steady growth over the last decade and various frontiers have been opening up in relation to the application of information technology in day to day life. From the emergence of artificial intelligence to self-driving vehicles and the extensive disruption brought about by the internet based business models, IT sector has been revolutionising every sector in the economy. To stay competitive as an IT destination, the IT sector in Kerala must significantly enhance the value addition it brings to the State economy. It must attract investment in emerging areas in the IT sector and not rely solely on established IT/ITES activities. As the Indian IT sector as a whole grapples with issues of the changing focus and emerging issues within the global IT sector, Kerala must also keep pace with these changes. At the same time, the considerable advancements that have been made in the digital empowerment of the population and the spread of IT awareness and use must continue to be built upon and developed with further investment in appropriate infrastructure that will continue to serve the State's needs over a period of time and not risk early obsolescence.

Government of Kerala recognises the critical importance of ICT as the key vehicle for the State's overall equitable development, reiterating its commitment to the sector; the Government
revised the Information Technology Policy for the State in 2017. The vision of the State's policy is to establish Kerala as a knowledge powered digital society by 2020 through the application of digital technologies in the areas of digital citizenship, digital lifestyle and digital commerce; withinthe governing principles of freedom, ubiquity, inclusion, transparency, safety and security for all; aligned to technology trends, citizen and industry needs, to provide overall social and economic empowerment of citizens.

Kerala has a strong infrastructure and human resource strength to adopt digital facilities. We need to leap forward attracting substantial investment in IT sector and identify and promote young entrepreneurs through start ups.

Kerala State Information Technology Mission (KSITM), Indian Institute for Information Technology and Management – Kerala (IIITM-K), Technopark, Infopark, Cyberpark, Kerala State Information Technology Infrastructure Ltd. (KSITIL),International Centre for Free and Open Source Software (ICFOSS), Kerala Start-up Mission (KSUM) and Centre for Development of Imaging Technology (C-DIT) are the major agencies involved in the implementation and promotion of Information Technology related activities in the State.
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3.1 Introduction

1. Amelia Manuti (2020)"Everything Will Be Fine”: A Study on the Relationship between Employees’ Perception of Sustainable HRM Practices and Positive Organizational Behaviour during COVID19",discusses that Sustainable human resource management practices represent one of the main organizational strategy to survive and to prosper within the fast-moving currentscenario. The objective of the study is to investigate employees’ perception of sustainable HRM in the frame of the COVID19 emergency and the research involved 549 participants. Results confirmed the important role played by sustainable HRM practices both for the capitalization of human resources and of organizational performance in a period of incredible vulnerability and worldwide emergency.

2. David McGuire (2020)"Reshaping HRD in Light of the COVID-19 Pandemic: An Ethics of Care Approach”. The study focuses on the morals of care as a fundamental part of learning and human turn of events. Care is proximal and context oriented and articulations of care require administrators and HRD experts to draw in with and address workers requirements in a way that perceives the intricacy of individual circumstances. The objective of the study to evaluate how HRD might respond to the challenges posed by the COVID-19 pandemic. The pandemic has shown that the entrepreneur framework depends upon conceptive work for its actual endurance, yet reliably underestimates this type of work. Surely, later many years have seen an expanding commodification of work because of patterns identified with globalization and new innovation. Setting aside some effort to look out for representatives needs and defend their mental wellbeing and prosperity is a center duty of compassionate organization.

3. Iza Gigauri(2020) "Effects of Covid-19 on Human Resource Management from the Perspective of Digitalization and Work-life-balance". The objective of the study is to know uncommon changes brought about by COVID-19 which has enforced companies around the globe to accelerate transition to digital business processes. Human resource management (HRM) is considered to be the core of these transformations helping organizations to navigate in the uncertain present and unforeseeable future. The study is based on primary data collection implemented by semi-structured face-to-face video interviews, and analytical procedure were determined by theoretical framework as well as the qualitative characteristic of the gathered data.HRM needs to manage the employees in the organizations during the emergency to empower

business coherence and guarantee balance between serious and fun activities. The paper discusses the difficulties HRM is looking because of the current emergency regarding far off working, and recognizes the ramifications the pandemic has on HR. And the conclusion of the study is HRM needs to think about approaches to grow new strategies for crossover working models as a reactionto the current pandemic crisis.

4. Katarzyna Piwowar-Sulej (2020) "Human resources development as an element of sustainable HRM – with the focus on production engineers". The purpose of the article is to present the development of human potential in an organization against the background of other detailed sustainable HRM principles, to be followed by confronting the theory and the research results on the development of future competencies referring to industrial engineers in Poland as the professional group responsible for implementing the idea of cleaner production and Industry4.0.The analysis was based on the survey method and representative data from Eurostatand Statistics Poland. Results shows research shows that industrial companies in Poland have more of a short-sighted perspective when it comes to developing the potential of their engineers. There is likewise a noticeable absence of representative support during the time spent settling on preparing related choices, which is another rule of practical HRM.

5. Nataliya podgorodnichenko (2020)"The role of HRM in developing sustainable organizations: Contemporary challenges and contradictions".The study aims to develop a conceptual framework capable of analysing the contributions made by strategic human resources management to firm sustainability and competitiveness. In doing so key jobs embraced by the HRM work as it runs after creating feasible associations are distinguished and the difficulties that emerge from the questfor dissimilar authoritative objectives are featured. This audit closes by first giving some wise counsel to experts about how to explore these opposing goals so they can genuinely effect on CSR endeavors and second, by proposing a few headings for future exploration.

6. Paula Caligiuri (2020) "International HRM insights for navigating the COVID-19 pandemic: Implications for future research and practice", discusses about the importance of surviving global business exploration, and the sky is the limit from there explicitly work on worldwide HR the board, to address Corona virus pandemic difficulties. The results of the study shows that pandemic has led to increased cross-border distance problems and often also to new intra-firm distancing challenges imposed upon previously co-located employees.

7. Faiza Manzoor (2019)"An examination of Sustainable HRM Practices on Job Performance: An Application of Training as a Moderator”. The study is to analyze the part of practical Human Management. The descriptive survey research design was utilized for this study. The board rehearses on work execution and envelops preparing as an arbitrator variable to further assess the relationship among HRM practices and representative's work performance. The fundamental after effects of relapse examination approve that HRM rehearses, like choice, cooperation, and worker strengthening, have a critical and constructive outcome on representative occupation execution. In particular, the investigation recommends that preparation fundamentally moderates the impact of HRM rehearses on the presentation of workers and that maintainability of HRM rehearses enormously affects work execution. The study suggests that training significantly moderates the effect of HRM practices on the performance of employees and that sustainability of HRM practices has a great impact on job performance.

8. KadumbriKriti Randev (2019)"Sustainable Human Resource Management: A Literature- based Introduction",The idea of maintainability has profoundly infiltrated in all elements of the executives, for example, store network, hierarchical conduct, human asset, key administration, etc. However, as of late, maintainable human asset the board (S-HRM) has earned a lot of consideration from industry experts and academicians because of the heightening of unfavorable effect of existing HRM approaches on workers, society and the environment. This article means to investigate the current writing of S-HRM to build up a more profound comprehension of the idea. Through a thorough writing survey, this article likewise features the advancement of S-HRM alongside its suggestions for workers, HR administrators and the associations that have been concentrated in the past writing.

9. JACOB CHERIAN (2017)"Impact of sustainable human resource practices on organizational performance”. This study was conducted to understand the role of sustainability in human resourcemanagement and to investigate the impact of sustainable human resource practices on organizational performance. A sample size of 150 was taken for the study. The effect of sustainable practices in various dimensions of human resources like recruitment and retention, training and development, performance management and motivation and environmental awareness was studied. The investigation showed that the maintainable human asset rehearses impacted the hierarchical execution.

10. Saleh Md.Arman (2017)"Impact of Sustainable Human Resource Management in Organizational Performance: A Study on Bangladeshi HR Professionals". The study focuses on how the different instruments of feasible HRM create an effect on the authoritative execution in various associations working in Bangladesh. The study conveniently chose 100 HR professionals and collected data by administering a questionnaire. The study presumed that, human resource recruitment and selection, human resource marketing and misemployment have a positive influence on the organizational performance of Bangladesh.
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4.1 Introduction to Sustainable HRM Practices

The concept of sustainability has deeply penetrated in all functions of management such as supply chain, organizational behaviour, human resource, strategic management and so on. But recently, sustainable human resource management (S-HRM) has garnered a significant amount of attention from industry practitioners and academicians due to the escalation of adverse impact of existing HRM approaches on employees, society and the environment.

Human resource sustainability is being desired by all because of its notable implications for both the employees and the organisations. Furthermore, the harmful impact of high performance work systems and their existing HRM practices on the well-being of employees and their families has made it even more pertinent for industry practitioners to identify mechanisms to reduceemployee harm and increase human resource sustainability for organisational growth and well- being. Dynamics of the business environment keep getting affected due to the turbulence offeredby the uncertain times of today. The need for innovation, continuous technological advancements and regular upheavals in the socio-economic, political and legal fabric of nations are a fewchallenges that the HR managers have to combat to maintain the relevance of their HRM systems and processes. The objective of SHRM is to increase the output or to decrease the input by stationing the human resource more efficiently and effectively

4.2 Definition of Sustainable HRM Practices

Sustainable human resources management can be defined as “the adoption of HRM strategies and practices that enable the achievement of financial, social, and ecological goals, with an impact inside and outside of the organization and over a long-term time horizon while controlling for unintended side effects and negative feedback”

4.3 Theories and Models Related to Sustainable HRM Practices

4.3.1 Theories:

In the 21st century, sustainability and sustainable development - applied as synonyms for ‘long- term’, ‘durable’, ‘sound’, and ‘systematic’ - have become a critical issue for the world and for business in particular. Companies have found themselves in need to develop more sustainable business models, in which the HR function has a key role to play. The understanding of

sustainability in theory and practice has been influenced by three main groups: ecologists, business strategists, and the United Nation’s World Commission on Environment and Development (WCED, 1987), called the ‘Brundtland Commission’. Ecologists’ view on sustainability is said to have been coined in 1712 by the German nobleman Hans Carl von Carlowitz, and referred to the sustainable production of wood.

In the 1970s, the term was adapted by the ecological movement concerned with the over- exploitation of natural and environmental resources. While ecologists focus on sustainability’s ecological dimension – the protection of the natural environment – the traditional goal of business strategy scholars is economic sustainability of organizations. Business strategists link the term ‘sustainability’ with ‘sustainable competitive advantages’.

The Brundtland Commission added a social dimension to the ecological and economic ones, defining sustainable development as a development that meets the needs of the present without compromising the ability of future generations to meet their own needs. Since it’s dissemination through the Brundtland Report (WCED, 1987), the notion of sustainability has been associated with ecological issues in business practice primarily. In the recent years however, the focus on the social dimension of sustainability has become increasingly important. The diffusion of researchand practice such as ‘Corporate Social Responsibility’ or ‘Corporate Sustainability’, in practiceand research, has contributed to the interest in sustainability linked to Human Resources issues.

4.3.2 Models:

4.3.2.1 Models of Sustainable HRM

Model is just a simplified image of some object under study. Modelling will mean the art of constructing and using such models as tools for analysing policy alternatives and evaluating operations (Vemuri, 1978). It aims at increasing the understanding of how systems function and make it possible to predict their response to different changes. The objectives of modelling may be more or less operational. Sometimes models are developed in order to provide prognoses, or to evaluate decision alternatives. Often, however, the purpose is just to use the model as a tool for developing a deeper insight into the properties of a system (Lagergren, 1998, p. 258). This insight could then be used for policy design or evaluation.

4.3.2.2 The Three Pillars Model of Sustainable HRM

The term sustainable HRM, has been conceptualised in a variety of ways. According to Zaugg, Blum, and Thom (2001), sustainability in the management of people is built on three pillars: work- life balance, personal autonomy in professional development, and employability of the workers. The underlying objectives of the conceptual model of sustainable human resource management arethe following: 1) increasing the employees’ employability, 2) using participatory management models to enhance individual responsibility, and 3) ensuring a harmonious work- life-balance.

The achievement of these objectives is possible if the individual and the company are considered as equal partners. Therefore measures for sustainable human resource management concern the individual as well as the company. By sustainable human resource management satisfaction of individual needs is promoted and maintaining the competitiveness of a company is supported.

4.3.2.3 The Holistic Model of Sustainable HRM

One of the most interesting attempts to capture the complexity of the concept of Sustainable Human Resource Management is De Prins’ holistic model consisting of four approaches to Sustainable HRM (Rompa, 2011, pp. 15–17). De Prins (2011) argues that Sustainable HRM focuses on optimally utilising and respecting human workforces within the organisation, in which an explicit relationship is built between an organisation’s strategic policies and its environment. De Prins distinguishes four approaches to the concept, of which the first, second, and fourth are exhibited in concrete policies: sociological, psychological, strategic human resource management, and green approaches.SUSTAINABLE HRM FRAME WORK
PSYCHOLOGICA
PERSPECTIVE
SOCIOLOGICAL
PERSPECTIVE
STRATEGIC
PERSPECTIVE
GREEN
PERSPECTIVE

Fig No.4.1- Showing Holistic Model of HRM Frame Work
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DATA ANALYSIS AND INTERPRETATION

5.1 Introduction

This chapter represents the analysis and interpretation of the data collection for the research on the topic – Employee relations and its effect on employee productivity. The study was conducted among employees who were working in IT sectors. Data was collected from 200 samples using a pretested questionnaire. The collected data was tabulated, edited and analyzed using following statistical tools to arrive at conclusions. The tests used for the analysis of the variables are:

a) Descriptive Analysis

Descriptive statistics are used to describe the basic features of the data in a study. They provide simple summaries about the sample and the measures. Together with simple graphical analysis, they form the basis of virtually very quantitative analysis of data.

b) Reliability Analysis

Reliability is an important characteristic of any measurement procedure. Reliability measures the level of confidence we can place on the instrument to give us the same numeric value, when the measurement is repeated on the same project.

c) Factor Analysis

Factor analysis attempts to identify underlying variables, or factors, that explain the pattern of correlations within a set of observed variables.

d) Normality Test

Normality tests are used to determine if a data set is well modeled by a normal distribution and to compute how likely it is for a random variable underlying the data set to be normally distributed.

e) Chi – squared Test

A Chi-squared test (symbolically represented as X2) is basically a data analysis on the basis of observations of a random set of variables. The Chi-squared test is used to estimate how likely the observations that are made would be, by considering the assumption of the null hypothesis as true.

5.2 Analysis of Sample Characteristics

1) Gender of Respondents

The researcher analyzed the data on the basis of the gender of the respondents. The descriptive analysis of the gender of the respondents is given below.

Table No. 5.1: Frequency Distribution of the Gender of the Respondents
	No
	Response
	No. of Respondents
	Percentages

	1
	Female
	57
	28.50%

	2
	Male
	105
	52.50%

	3
	Prefer not to say
	38
	19%

	Total
	
	200
	100%




19%
28%
Gender
Female
Male
Prefer
53%

Fig. No. 5.1: Graph Depicting the Gender of the Respondents



Data Interpretation: The table 5.1 and Fig. 5.1 indicate frequency and percentage distribution of the respondents in terms of gender 28.50% of respondents are female, 52.50%of respondents are male and 19% of respondents are prefer not to say.

2) Age of Respondents

The researcher analyzed the data on the basis of the age of the respondents. The descriptive analysis of the age of the respondents is given below.

Table No. 5.2: Frequency Distribution of the Age of the Respondents
	No
	Response
	No of Respondents
	Percentages

	1
	20-30
	26
	13%

	2
	31-35
	62
	31%

	3
	36-40
	81
	40.50%

	4
	Above 40 years
	31
	15.50%

	Total
	
	200
	100%
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Above 40 years

Fig. No. 5.2: Graph Depicting the Age of the Respondents



Data Interpretation: The table 5.2 and Fig. 5.2 indicate frequency and percentage distribution of the respondents in terms of age 13% of respondents are within 20-30 years of age, 31% of respondents are within 31-35 years of age, 40.50% of respondents are within 36-40 years of age and 15.50% of respondents are above 40.

3) Marital Status of Respondents

The researcher analyzed the data on the basis of the marital status of the respondents. The descriptive analysis of the marital status of the respondents is given below.

Table No. 5.3: Frequency Distribution of the Marital Status of the Respondents
	No
	Response
	No of Respondents
	Percentages

	1
	Single
	25
	12.50%

	2
	Married
	102
	51%

	3
	Divorced
	51
	25.50%

	4
	Separated
	22
	11%

	Total
	
	200
	100%
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Fig. No. 5.3: Graph depicting the marital status of the respondents



Data Interpretation: The table 5.3 and Fig. 5.3 indicate frequency and percentage distribution of the respondents in terms of marital status, 12.50% of the respondents are single, 51% of the respondents are married, 25.50% of the respondents are divorced and 11% of the respondents are divorced.

4) Educational Qualification of Respondents

The researcher analyzed the data on the basis of the educational qualification of the respondents. The descriptive analysis of the educational qualification of the respondents is given below.

Table No. 5.4: Frequency Distribution of the Educational Qualification of the Respondents
	No
	Response
	No of Respondents
	Percentages

	1
	Diploma
	13
	6.50%

	2
	Degree
	41
	20.50%

	3
	Post graduation
	120
	60%

	4
	others
	26
	13%

	Total
	
	200
	100%


Educational Qualification
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13%
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Fig. No. 5.4: Graph Depicting the Educational Qualification of the Respondents



Data Interpretation: The table 5.4 and Fig. 5.4 indicate frequency and percentage distribution of the respondents in terms of educational qualification, 6.50% of the respondents have diploma as their qualification, 20.50% of respondent has degree qualification, 60% are post graduated and13% are belonging to other qualifications.

5) Experience of Respondents

The researcher analyzed the data on the basis of the experience of the respondents. The descriptive analysis of the experience of the respondents is given below.

Table No. 5.5: Frequency Distribution of the Experience of the Respondents
	No
	Response
	No of Respondents
	Percentages

	1
	< 2 years
	18
	9%

	2
	2-5 years
	31
	15.50%

	3
	6-10 years
	115
	57.50%

	4
	>10 years
	36
	18%

	Total
	
	200
	100%
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Fig. No. 5.5: Graph Depicting the Experience of the Respondents



Data Interpretation: The table 5.5 and Fig. 5.5 indicate frequency and percentage distribution of the respondents in terms of experience, 9% of the respondents have below 2 years of experience, 15.50% of the respondents have 2-5 years of experience, 57.50% have 6-10 years of experienceand18% of respondents have above 10 years of experience.

6) Organizational Level of Respondents

The researcher analyzed the data on the basis of the organizational of the respondents. The descriptive analysis of the organizational level of the respondents is given below.

Table No. 5.6: Frequency Distribution of Organizational Level of the Respondents
	No
	Response
	No of Respondents
	Percentages

	1
	Employee
	27
	13.50%

	2
	Lower management
	32
	16%

	3
	Middle management
	87
	43.50%

	4
	Top management
	54
	27%

	Total
	
	200
	100%
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Fig. No. 5.6: Graph Depicting the Organizational level of the Respondents




Data Interpretation: The table 5.6 and Fig. 5.6 indicate frequency and percentage distribution ofthe respondents in terms of organizational level, 13.50% of the respondents are employees, 16% are lower management, 43.50% are respondents from middle management and 27% of the respondents are from top of management.


5.3 Descriptive Statistics of variables of the study

Table No.5.7 Descriptive Statistics of variables of the study
	Variables
	Mean
	Variance
	Standard
Deviation
	Minimum
	Maximum

	Employees welfare
and social welfare
	18.1500
	16.962
	4.1183
	5.00
	24.00

	New	policies	an
procedures
	8.1450
	1.501
	1.22535
	4.00
	10.00

	Work from home
	8.100
	1.417
	1.19041
	4.00
	10.00

	Employee
performance
	7.8900
	1.3355
	1.15524
	5.00
	10.00

	Resource
Management
	8.0700
	1.181
	1.08674
	5.00
	10.00

	Facilities for employees
	8.0050
	1.372
	1.17125
	4.00
	10.00

	Employees benefits
	4.0600
	0.589
	0.76769
	2.00
	5.00

	Cost reduction strategy
	4.1600
	.567
	.75315
	3.00
	5.00

	Employees pay and efficiency
	8.1800
	.842
	.91750
	5.00
	10.00

	Organisational
welfare
	7.8950
	1.441
	1.20049
	3.00
	10.00

	Job fulfilment
	8.2350
	1.186
	1.08890
	5.00
	10.00

	Leaves for
employees
	4.1050
	.567
	.75287
	3.00
	5.00

	Workplace protocols
	8.1250
	.914
	.95600
	5.00
	10.00

	Online counseling
	4.1050
	.567
	.75287
	3.00
	5.00

	Changes in SHRM
	4.0500
	.570
	.75522
	2.00
	5.00




5.4 Reliability Analysis

To check whether the data obtained is reliable or not we perform the reliability test on the data obtained for “A Study on effectiveness of Sustainable HRM Practices in COVID-19 Period”.

Table No. 5.8 Reliability Statistics of the Study
	Cronbach's
Alpha
	N of Items

	.680
	36



Interpretation: The standard value of Cronbach’s Alpha is 0.6 for a data to be reliable. Here, the data used for the analysis of “A Study on effectiveness of Sustainable HRM Practices in COVID- 19 Period” and the reliability test shows Cronbach’s Alpha value is 0.680 which is greater than the standard value that makes this data highly reliable for further analysis.

5.5 Test of Normality

The researcher has applied the 8 variables for checking the normality. For checking normality this 15 variables have put into SPSS tool. The result for normality is given below.

Table No. 5.9 Tests of Normality for Employees welfare and Social Welfare
	
	Kolmogorov-Smirnova
	Shapiro-Wilk

	
	Statistic
	df
	Sig.
	Statistic
	df
	Sig.

	Employee	welfare
and social welfare
	.152
	200
	.000
	.935
	200
	.000




Table No. 5.10 Tests of Normality for Fair and Consistent Practices
	
	Kolmogorov-Smirnova
	Shapiro-Wilk

	
	Statistic
	Df
	Sig.
	Statistic
	df
	Sig.

	Fair	and	Consistent
Practices
	.197
	200
	.000
	.916
	200
	.000




Table No. 5.11 Tests of Normality for Remote Working Environment
	
	Kolmogorov-Smirnova
	Shapiro-Wilk

	
	Statistic
	Df
	Sig.
	Statistic
	df
	Sig.

	Remote
Working Environment
	.165
	200
	.000
	.923
	200
	.000



Table No. 5.12 Tests of Normality for Employees Performance
	
	Kolmogorov-Smirnova
	Shapiro-Wilk

	
	Statistic
	Df
	Sig.
	Statistic
	df
	Sig.

	Employees
performance
	.178
	200
	.000
	.930
	200
	.000




Table No. 5.13 Tests of Normality for Resource Management
	
	Kolmogorov-Smirnova
	Shapiro-Wilk

	
	Statistic
	Df
	Sig.
	Statistic
	df
	Sig.

	Resource
management
	.179
	200
	.000
	.920
	200
	.000




Table No. 5.14 Tests of Normality for Employees Engagement and Commitments
	
	Kolmogorov-Smirnova
	Shapiro-Wilk

	
	Statistic
	Df
	Sig.
	Statistic
	df
	Sig.

	Employees Engagement andCommitments
	.173
	200
	.000
	.920
	200
	.000




Table No. 5.15 Tests of Normality for Build Team Skills
	
	Kolmogorov-Smirnova
	Shapiro-Wilk

	
	Statistic
	df
	Sig.
	Statistic
	df
	Sig.

	Build Team
Skills
	.244
	200
	.000
	.832
	200
	.000




Table No. 5.16 Tests of Normality for Cost Reduction Strategy
	
	Kolmogorov-Smirnova
	Shapiro-Wilk

	
	Statistic
	df
	Sig.
	Statistic
	df
	Sig.

	Cost reduction
strategy
	.243
	200
	.000
	.798
	200
	.000



Table No. 5.17 Tests of Normality for Compensation Infrastructure
	
	Kolmogorov-Smirnova
	Shapiro-Wilk

	
	Statistic
	df
	Sig.
	Statistic
	df
	Sig.

	Compensation
Infrastructure
	.233
	200
	.000
	.894
	200
	.000




Table No. 5.18 Tests of Normality for Organizational Welfare
	
	Kolmogorov-Smirnova
	Shapiro-Wilk

	
	Statistic
	df
	Sig.
	Statistic
	df
	Sig.

	Organisational
welfare
	.190
	200
	.000
	.903
	200
	.000




Table No. 5.19 Tests of Normality for Job Fulfilment
	
	Kolmogorov-Smirnova
	Shapiro-Wilk

	
	Statistic
	df
	Sig.
	Statistic
	df
	Sig.

	Job
fulfilment
	.190
	200
	.000
	.916
	200
	.000




Table No. 5.20 Tests of Normality for Leaves and Flexible Working
	
	Kolmogorov-Smirnova
	Shapiro-Wilk

	
	Statistic
	df
	Sig.
	Statistic
	df
	Sig.

	Leaves	and Flexible
Working
	.223
	200
	.000
	.804
	200
	.000



Table No. 5.21 Tests of Normality for Flexible Work Arrangements
	
	Kolmogorov-Smirnova
	Shapiro-Wilk

	
	Statistic
	df
	Sig.
	Statistic
	df
	Sig.

	Flexible Work Arrangements
	.222
	200
	.000
	.904
	200
	.000




Table No. 5.22 Tests of Normality for Employee Assistance Program
	
	Kolmogorov-Smirnova
	Shapiro-Wilk

	
	Statisti
c
	df
	Sig.
	Statistic
	df
	Sig.

	Employee	Assistance Program
	.223
	200
	.000
	.804
	200
	.000




Table No. 5.23 Tests of Normality for Human Resource Flows
	
	Kolmogorov-Smirnova
	Shapiro-Wilk

	
	Statistic
	df
	Sig.
	Statistic
	df
	Sig.

	Human Resource
Flows
	.234
	200
	.000
	.828
	200
	.000




Interpretation

The Test for all the 15 variables is .000 which is below 0.05. So, the researcher found that the data is not normal. So, the researcher applied Non-parametric Test for the data.

5.6 Analysis of Influence of Sample Characters

A) Influence of demographic variables on Employee Welfare and Social Welfare

5.6.1 Descriptive Statistics for Gender and Employee Welfare and Social Welfare

Table No. 5.24: Descriptive Statistics for Gender and Employee Welfare and Social Welfare
	
	N
	Mean
	P

	
	
	
	Value

	Female
	57
	17.6491
	

.081

	Male
	105
	17.7714
	

	Prefer not to say
	38
	19.9474
	

	Total
	200
	18.1500
	




Interpretation

From the above table, it is found that the mean value of workplace support varies across gender. In order to prove whether the above relationship is statistically significant, the researcher attempted Chi-squared analysis with this following hypothesis.

H0: There is no association between gender and Employee Welfare and Social Welfare HI: There is association between gender and Employee Welfare and Social Welfare

Influence of Gender on Employee Welfare and Social Welfare


Table No. 5.25: Influence of Gender on Employee Welfare and Social Welfare
	
	Value
	df
	Asymp. Sig. (2-sided)

	Pearson Chi-Square
	50.730a
	38
	.081

	Likelihood Ratio
	61.276
	38
	.010

	N of Valid Cases
	200
	
	




Interpretation: From the above table, it is found that the chi-square value is 50.730 is not statistically significant at 95% confidence level and 38 degree of freedom as P value .081 which is higher than 0.05. Hence we accept the null hypothesis. Hence it is proved that, there is no relationship between gender and employee welfare and social welfare.

5.6.2 Descriptive Statistics for Age and Employee Welfare and Social Welfare

Table No. 5.26: Descriptive Statistics for Age and Employee Welfare and Social Welfare
	
	N
	Mean
	P

	
	
	
	Value

	20-30
	26
	16.8462
	

0.363

	31-35
	62
	17.7742
	

	36-40
	81
	18.6790
	

	Above 40 years
	31
	18.6129
	

	Total
	200
	18.1500
	





Interpretation

From the above table, it is found that the mean value of workplace support varies across age. In order to prove whether the above relationship is statistically significant, the researcher attempted Chi-squared analysis with this following hypothesis.

H0: There is no association between age and Employee Welfare and Social Welfare HI: There is association between age and Employee Welfare and Social Welfare

Influence of Age on Employee Welfare and Social Welfare

Table No. 5.27: Influence of Age on Employee Welfare and Social Welfare
	
	Value
	df
	Asymp. Sig. (2-sided)

	Pearson Chi-Square
	60.110a
	57
	.364

	Likelihood Ratio
	66.739
	57
	.177

	Linear-by-Linear Association
	4.033
	1
	.045

	N of Valid Cases
	200
	
	



Interpretation: From the above table, it is found that the chi-square value is 60.110 is not statistically significant at 95% confidence level and 57 degree of freedom as P value .364 which is higher than 0.05. Hence we accept the null hypothesis. Hence it is proved that, there is no relationship between age and employee welfare and social welfare.

5.7.3 Descriptive Statistics for Marital Status and Employee Welfare and Social Welfare

Table No. 5.30: Descriptive Statistics for Marital Status and Employee Welfare and Social Welfare
	
	N
	Mean
	P

	
	
	
	Value

	Single
	25
	18.3200
	

0.200

	Married
	102
	17.4608
	

	Divorced
	51
	19.0588
	

	Separated
	22
	19.0455
	

	Total
	200
	18.1500
	




Interpretation

From the above table, it is found that the mean value of workplace support varies across marital status. In order to prove whether the above relationship is statistically significant, the researcher attempted Chi-squared analysis with this following hypothesis.

H0: There is no association between marital status and Employee Welfare and Social Welfare HI: There is association between marital status and Employee Welfare and Social Welfare
Influence of Marital Status on Employee Welfare and Social Welfare


Table No. 5.31: Influence of Marital Status on Employee Welfare and Social Welfare
	
	Value
	df
	Asymp. Sig. (2-sided)

	Pearson Chi-Square
	65.750a
	57
	.200

	Likelihood Ratio
	76.699
	57
	.042

	N of Valid Cases
	200
	
	




Interpretation:. From the above table, it is found that the chi-square value is 65.750 is not statistically significant at 95% confidence level and 57 degree of freedom as P value .200 which is higher than 0.05. Hence we accept the null hypothesis. Hence it is proved that, there is no relationship between marital status and employee welfare and social welfare.

5.7.4 Descriptive Statistics for Educational Qualification and Employee Welfare and SocialWelfare

Table No. 5.32: Descriptive Statistics for Educational Qualification and Employee Welfare and Social Welfare
	
	N
	Mean
	P

	
	
	
	Value

	Diploma
	13
	19.1538
	

.181

	Degree
	41
	16.2683
	

	Post Graduation
	120
	18.2333
	

	Others
	26
	20.2308
	

	Total
	200
	18.1500
	




Interpretation

From the above table, it is found that the mean value of workplace support varies across educational qualification. In order to prove whether the above relationship is statistically significant, the researcher attempted Chi-squared analysis with this following hypothesis.

H0: There is no association between educational qualification and Employee Welfare and Social Welfare

HI: There is association between educational qualification and Employee Welfare and Social Welfare


Influence of Educational Qualification on Employee Welfare and Social Welfare

Table No. 5.33: Influence of Educational Qualification on Employee Welfare and Social Welfare
	
	Value
	df
	Asymp. Sig. (2-sided)

	Pearson Chi-Square
	66.584a
	57
	.181

	Likelihood Ratio
	72.483
	57
	.081

	N of Valid Cases
	200
	
	





Interpretation: From the above table, it is found that the chi-square value is 66.584 is not statistically significant at 95% confidence level and 57 degree of freedom as P value .181 which is higher than 0.05. Hence we accept the null hypothesis. Hence it is proved that, there is no relationship between educational qualification and employee welfare and social welfare.

5.7.5 Descriptive Statistics for Experience and Employee Welfare and Social Welfare

Table No. 5.34: Descriptive Statistics for Experience and Employee Welfare and Social Welfare
	
	N
	Mean
	P

	
	
	
	Value

	< 2 years
	18
	18.4444
	

.836

	2-5 Years
	31
	19.1613
	

	6-10 years
	115
	17.7826
	

	>10 years
	36
	18.3056
	

	Total
	200
	18.1500
	





Interpretation

From the above table, it is found that the mean value of workplace support varies across experience. In order to prove whether the above relationship is statistically significant, the researcher attempted Chi-squared analysis with this following hypothesis.

H0: There is no association between experience and Employee Welfare and Social Welfare HI: There is association between experience and Employee Welfare and Social Welfare
Influence of Experience on Employee Welfare and Social Welfare

Table No. 5.35: Influence of Experience on Employee Welfare and Social Welfare
	
	Value
	df
	Asymp. Sig. (2-sided)

	Pearson Chi-Square
	46.583a
	57
	.836

	Likelihood Ratio
	54.820
	57
	.557

	
Linear-by-Linear Association
	.580
	1
	.446

	N of Valid Cases
	200
	
	






Interpretation:. From the above table, it is found that the chi-square value is 46.583 is not statistically significant at 95% confidence level and 57 degree of freedom as P value .836 which is
higher than 0.05. Hence we accept the null hypothesis. Hence it is proved that, there is no relationship between experience and employee welfare and social welfare.

5.7.6 Descriptive Statistics for Organizational Level on Employee Welfare and Social Welfare


Table No. 5.36: Descriptive Statistics for Organizational Level and Employee Welfare and Social Welfare
	
	N
	Mean
	P

	
	
	
	Value

	Employee
	27
	18.5926
	

.677

	Lower management
	32
	19.3125
	

	Middle management
	87
	18.1379
	

	Top management
	54
	17.2593
	

	Total
	200
	18.1500
	




Interpretation

From the above table, it is found that the mean value of workplace support varies across organizational level. In order to prove whether the above relationship is statistically significant, the researcher attempted Chi-squared analysis with this following hypothesis.

H0: There is no association between organizational level and employee welfare and social welfare HI: There is association between organizational level and employee welfare and social welfare

Influence of Organizational Level on Employee Welfare and Social Welfare

Table No. 5.37: Influence of Organizational Level on Employee Welfare and Social Welfare
	
	Value
	df
	Asymp. Sig. (2-sided)

	Pearson Chi-Square
	51.596a
	57
	.677

	Likelihood Ratio
	57.937
	57
	.440

	N of Valid Cases
	200
	
	




Interpretation: From the above table, it is found that the chi-square value is 51.596 is not statistically significant at 95% confidence level and 57 degree of freedom as P value .677 which is higher than 0.05. Hence we accept the null hypothesis. Hence it is proved that, there is no relationship between organisational level and employee welfare and social welfare.


B) Influence of demographic variables on Fair and Consistent Practices

5.7.7 Descriptive Statistics for Gender, Age, Marital Status, Educational Qualification, Experience, Nature of the Firm, Organizational Level on Communication

Table No. 5.38 Descriptive Statistics for Gender, Age, Marital Status, Educational Qualification, Experience, Nature of the Firm, and Organizational Level on Fair and Consistent Practices
	Variable
	Category
	N
	Mean
	P Value

	


Gender
	Male
	57
	8.2105
	

.063

	
	Female
	105
	8.0857
	

	
	Prefer not to say
	38
	8.2105
	

	


Age
	20-30
	26
	7.9231
	

.089

	
	31-35
	62
	7.9194
	

	
	36-40
	81
	8.2593
	

	
	Above 40
	31
	8.4839
	

	


Marital Status
	Single
	25
	7.9600
	

.863

	
	Married
	102
	7.9608
	

	
	Divorced
	51
	8.5098
	

	
	Separated
	22
	8.3636
	

	

Educational Qualification
	Diploma
	13
	8.4615
	

.293

	
	Degree
	41
	8.0976
	

	
	Post Graduation
	120
	8.1000
	

	
	Others
	26
	8.2692
	

	

Experience
	< 2 years
	18
	7.8333
	

.099

	
	2-5 years
	31
	7.9355
	

	
	6- 10 years
	115
	8.1478
	

	
	>10 years
	36
	8.4722
	

	




Organizational Level
	Employee
	27
	7.8889
	




.367

	
	Lower Management
	32
	8.0000
	

	
	Middle Management
	87
	8.1724
	

	
	Top Management
	54
	8.3148
	



Interpretation

From the above table, it is found that the mean value of fair and consistent practices varies across gender, age, marital status, educational qualification, experience, nature of the firm and organizational level. In order to prove whether the above relationship is statistically significant, theresearcher attempted Chi-squared analysis with this following hypothesis.

H0: There is no association between gender, age, marital status, educational qualification, experience, nature of the firm, organizational level and fair and consistent practices.

HI: There is association between gender, age, marital status, educational qualification, experience, nature of the firm , organizational level and fair and consistent practices.


Influence of Gender on Fair and Consistent Practices


Table No. 5.39: Influence of Gender on Fair and Consistent Practices
	
	Value
	df
	Asymp. Sig. (2-sided)

	Pearson Chi-Square
	20.213a
	12
	.063

	Likelihood Ratio
	21.231
	12
	.047

	N of Valid Cases
	200
	
	





Interpretation: From the above table, it is found that the chi-square value is 20.213 is not statistically significant at 95% confidence level and 12 degree of freedom as P value .063 which is higher than 0.05. Hence we accept the null hypothesis. Hence it is proved that, there is no relationship between gender and fair and consistent practices.



Influence of Age on Fair and Consistent Practices

Table No. 5.40: Influence of Age on Fair and Consistent Practices
	
	Value
	df
	Asymp. Sig. (2- sided)

	Pearson Chi-Square
	26.481a
	18
	.089

	Likelihood Ratio
	23.887
	18
	.159

	Linear-by-Linear Association
	5.320
	1
	.021

	N of Valid Cases
	200
	
	



Interpretation: From the above table, it is found that the chi-square value is 26.481 is not statistically significant at 95% confidence level and 18 degree of freedom as P value .089 which is higher than 0.05. Hence we accept the null hypothesis. Hence it is proved that, there is no relationship between age and fair and consistent practices.

Influence of Marital Status on Fair and Consistent Practices

Table No. 5.41: Influence of Marital Status on Fair and Consistent Practices
	
	Value
	df
	Asymp. Sig. (2-sided)

	Pearson Chi-Square
	11.694a
	18
	.863

	Likelihood Ratio
	12.733
	18
	.807

	N of Valid Cases
	200
	
	




Interpretation: From the above table, it is found that the chi-square value is 11.694 is not statistically significant at 95% confidence level and 18 degree of freedom as P value .863 which is higher than 0.05. Hence we accept the null hypothesis. Hence it is proved that, there is no relationship between marital status and fair and consistent practices.

Influence of Educational Qualification on Fair and Consistent Practices

Table No. 5.42: Influence of Educational Qualification on Fair and Consistent Practices
	
	Value
	df
	Asymp. Sig. (2- sided)

	Pearson Chi-Square
	20.734a
	18
	.293

	Likelihood Ratio
	22.690
	18
	.203

	N of Valid Cases
	200
	
	




Interpretation: From the above table, it is found that the chi-square value is 20.734 is not statistically significant at 95% confidence level and 18 degree of freedom as P value .293 which is higher than
0.05. Hence we accept the null hypothesis. Hence it is proved that, there is no relationship betweeneducational qualification and fair and consistent practices.


Influence of Experience on Fair and Consistent Practices

Table No. 5.43: Influence of Experience on Fair and Consistent Practices
	
	Value
	df
	Asymp. Sig. (2-sided)

	Pearson Chi-Square
	26.047a
	18
	.099

	Likelihood Ratio
	21.542
	18
	.253

	Linear-by-Linear Association
	4.318
	1
	.038

	N of Valid Cases
	200
	
	





Interpretation: From the above table, it is found that the chi-square value is 26.047 is not statistically significant at 95% confidence level and 18 degree of freedom as P value .099 which is higher than 0.05. Hence we accept the null hypothesis. Hence it is proved that, there is no relationship between experience and fair and consistent practices.

Influence of Organizational Level on Fair and Consistent Practices

Table No. 5.44: Influence of Organizational Level on Fair and Consistent Practices
	
	Value
	d f
	Asymp. Sig. (2-sided)

	Pearson Chi-Square
	19.415a
	18
	.367

	Likelihood Ratio
	17.137
	18
	.514

	N of Valid Cases
	200
	
	




Interpretation: From the above table, it is found that the chi-square value is 19.415 is not statistically significant at 95% confidence level and 18 degree of freedom as P value .367 which is higher than 0.05. Hence we accept the null hypothesis. Hence it is proved that, there is norelationship between organizational level and fair and consistent practices.

C) Influence of demographic variables on Remote Working Environment

5.7.8 Descriptive Statistics for Gender, Age, Marital Status, Educational Qualification, Experience, Nature of the Firm, Organizational Level on Remote Working Environment

Table No.5.45: Descriptive Statistics for Gender, Age, Marital Status, Educational Qualification, Experience, Nature of the Firm, Organizational Level on Remote Working Environment
	Variable
	Category
	N
	Mean
	P Value

	

Gender
	Male
	57
	8.0175
	

.546

	
	Female
	105
	8.1429
	

	
	Prefer not to say
	38
	8.1053
	

	


Age
	20-30
	26
	7.8462
	


.722

	
	31-35
	62
	8.0806
	

	
	36-40
	81
	8.1605
	

	
	Above 40
	31
	8.1935
	

	

Marital Status
	Single
	25
	7.8800
	

.710

	
	Married
	102
	8.2059
	

	
	Divorced
	51
	7.8431
	

	
	Separated
	22
	8.4545
	

	

Educational Qualification
	Diploma
	13
	8.4615
	

.547

	
	Degree
	41
	8.0000
	

	
	Post Graduation
	120
	8.0583
	

	
	Others
	26
	8.2692
	

	

Experience
	< 2 years
	18
	7.8889
	

.818

	
	2-5 years
	31
	8.2581
	

	
	6- 10 years
	115
	8.0261
	

	
	>10 years
	36
	8.3056
	

	


Organizational Level
	Employee
	27
	7.8889
	


.081

	
	Lower
Management
	32
	8.4063
	

	
	Middle
Management
	87
	7.9310
	

	
	Top Management
	54
	8.2963
	



Interpretation

From the above table, it is found that the mean value of HR Policies varies across gender, age, marital status, educational qualification, experience, nature of the firm and organizational level. In order to prove whether the above relationship is statistically significant, the researcher attempted Chi-squared analysis with this following hypothesis.

H0: There is no association between gender, age, marital status, educational qualification, experience, nature of the firm, organizational level and remote working environment.

HI: There is association between gender, age, marital status, educational qualification, experience, nature of the firm, organizational level and remote working environment.
Influence of Gender on Remote Working Environment

Table No. 5.46: Influence of Gender on Remote Working Environment
	
	Value
	df
	Asymp. Sig. (2-sided)

	Pearson Chi-Square
	8.851a
	10
	.546

	Likelihood Ratio
	10.080
	10
	.434

	N of Valid Cases
	200
	
	





Interpretation: From the above table, it is found that the chi-square value is 8.851 is not statistically significant at 95% confidence level and 10 degree of freedom as P value .546 which is higher than 0.05. Hence we accept the null hypothesis. Hence it is proved that, there is no relationship between gender and remote working environment

Influence of Age on Remote Working Environment

Table No. 5.47: Influence of Age on Remote Working Environment
	
	Value
	Df
	Asymp. Sig. (2-sided)

	Pearson Chi-Square
	11.431a
	15
	.722

	Likelihood Ratio
	11.647
	15
	.706

	Linear-by-Linear Association
	1.299
	1
	.254

	N of Valid Cases
	200
	
	




Interpretation: From the above table, it is found that the chi-square value is 11.431 is not statistically significant at 95% confidence level and 15 degree of freedom as P value .722 which is higher than 0.05. Hence we accept the null hypothesis. Hence it is proved that, there is no relationship between age and remote working environment.

Influence of Marital Status on Remote Working Environment

Table No. 5.48: Influence of Marital Status on Remote Working Environment
	
	Value
	df
	Asymp. Sig. (2-sided)

	Pearson Chi-Square
	11.584a
	15
	.710

	Likelihood Ratio
	14.144
	15
	.515

	N of Valid Cases
	200
	
	




Interpretation: From the above table, it is found that the chi-square value is 11.584 is not statistically significant at 95% confidence level and 15 degree of freedom as P value .710 which is higher than 0.05. Hence we accept the null hypothesis. Hence it is proved that, there is no relationship between age and remote working environment.

Influence of Educational Qualification on Remote Working Environment

Table No. 5.49: Influence of Educational Qualification on Remote Working Environment
	
	Value
	df
	Asymp. Sig. (2-sided)

	Pearson Chi-Square
	13.719a
	15
	.547

	Likelihood Ratio
	13.651
	15
	.552

	N of Valid Cases
	200
	
	




Interpretation: From the above table, it is found that the chi-square value is 13.719 is not statistically significant at 95% confidence level and 15 degree of freedom as P value .547 which is higher than 0.05. Hence we accept the null hypothesis. Hence it is proved that, there is no relationship between age and remote working environment.
Influence of Experience on Remote Working Environment

Table No. 5.50: Influence of Experience on Remote Working Environment
	
	Value
	df
	Asymp. Sig. (2-sided)

	Pearson Chi-Square
	10.031a
	15
	.818

	Likelihood Ratio
	12.531
	15
	.638

	
Linear-by-Linear Association
	.536
	1
	.464

	N of Valid Cases
	200
	
	




.
Interpretation: From the above table, it is found that the chi-square value is 10.031 is not statistically significant at 95% confidence level and 15 degree of freedom as P value .818 which is higher than 0.05. Hence we accept the null hypothesis. Hence it is proved that, there is no relationship between experience and remote working environment.

Influence of Organizational Level on Remote Working Environment


Table No. 5.51: Organizational Level Firm on Remote Working Environment
	
	Value
	df
	Asymp. Sig. (2-sided)

	Pearson Chi-Square
	23.170a
	15
	.081

	Likelihood Ratio
	21.858
	15
	.112

	N of Valid Cases
	200
	
	

	.




Interpretation: From the above table, it is found that the chi-square value is 23.170 is not statistically significant at 95% confidence level and 57 degree of freedom as P value .081which is higher than 0.05. Hence we accept the null hypothesis. Hence it is proved that, there is no relationship between organizational level and work from home.
d) Influence of demographic variables on Employee Performance

5.7.9 Descriptive Statistics for Gender, Age, Marital Status, Educational Qualification, Experience, Nature of the Firm, Organizational Level on Employee Performance

Table No.5.52: Descriptive Statistics for Gender, Age, Marital Status, Educational Qualification, Experience, Nature of the Firm, Organizational Level on Employee Performance
	Variable
	Category
	N
	Mean
	P Value

	

Gender
	Male
	57
	7.8772
	

.641

	
	Female
	105
	7.8381
	

	
	Prefer not to say
	38
	8.0526
	

	

Age
	20-30
	26
	7.5769
	.224

	
	31-35
	62
	7.6613
	

	
	36-40
	81
	8.0370
	

	
	Above 40
	31
	8.2258
	



	

Marital Status
	Single
	25
	8.0400
	

.861

	
	Married
	102
	7.9020
	

	
	Divorced
	51
	7.7647
	

	
	Separated
	22
	7.9545
	

	

Educational Qualification
	Diploma
	13
	7.7692
	

.507

	
	Degree
	41
	8.0732
	

	
	Post Graduation
	120
	7.8250
	

	
	Others
	26
	7.9615
	

	

Experience
	< 2 years
	18
	8.1667
	

.152

	
	2-5 years
	31
	7.4839
	

	
	6- 10 years
	115
	7.8696
	

	
	>10 years
	36
	8.1667
	

	

Organizational Level
	Employee
	27
	8.0000
	



.360

	
	Lower
Management
	32
	7.7813
	

	
	Middle
Management
	87
	7.9540
	

	
	Top Management
	54
	7.7963
	





Interpretation

From the above table, it is found that the mean value of HR Policies varies across gender, age, marital status, educational qualification, experience, nature of the firm and organizational level. In order to prove whether the above relationship is statistically significant, the researcher attempted Chi-squared analysis with this following hypothesis.

H0: There is no association between gender, age, marital status, educational qualification, experience, nature of the firm, organizational level and Employee Performance.

HI: There is association between gender, age, marital status, educational qualification, experience, nature of the firm, organizational level and Employee Performance.


Influence of Gender on Employee Performance

Table No. 5.53: Influence of Gender on Employee Performance
	
	Value
	df
	Asymp. Sig. (2-sided)

	Pearson Chi-Square
	7.876a
	10
	.641

	Likelihood Ratio
	9.058
	10
	.527

	N of Valid Cases
	200
	
	





Interpretation: From the above table, it is found that the chi-square value is7.876 is not statistically significant at 95% confidence level and 10 degree of freedom as P value .641 which is higher than 0.05. Hence we accept the null hypothesis. Hence it is proved that, there is no relationship between gender and employees performance.
Influence of Age on Employee Performance

Table No. 5.54: Influence of Age on Employee Performance
	
	Value
	df
	Asymp. Sig. (2-sided)

	Pearson Chi-Square
	18.778a
	15
	.224

	Likelihood Ratio
	19.676
	15
	.185

	Linear-by-Linear Association
	7.700
	1
	.006

	N of Valid Cases
	200
	
	

	.




Interpretation: From the above table, it is found that the chi-square value is 18.778 is not statistically significant at 95% confidence level and 15 degree of freedom as P value .224 which is higher than 0.05. Hence we accept the null hypothesis. Hence it is proved that, there is no relationship between age and employees performance.

Influence of Marital Status on Employee Performance

Table No. 5.55: Influence of Marital Status on Employee Performance
	
	Value
	d f
	Asymp. Sig. (2-sided)

	Pearson Chi-Square
	9.309a
	15
	.861

	Likelihood Ratio
	10.397
	15
	.794

	N of Valid Cases
	200
	
	



Interpretation: From the above table, it is found that the chi-square value is 9.309 is not statistically significant at 95% confidence level and 15 degree of freedom as P value .861 which is higher than 0.05. Hence we accept the null hypothesis. Hence it is proved that, there is no relationship between marital status and employees performance.
Influence of Educational Qualification on Employee Performance

Table No. 5.56: Influence of Educational Qualification on Employee Performance
	
	Value
	df
	Asymp. Sig. (2-sided)

	Pearson Chi-Square
	14.239a
	15
	.507

	Likelihood Ratio
	15.612
	15
	.408

	N of Valid Cases
	200
	
	

	.




Interpretation: From the above table, it is found that the chi-square value is 14.239 is not statistically significant at 95% confidence level and 15 degree of freedom as P value .507 which is higher than 0.05. Hence we accept the null hypothesis. Hence it is proved that, there is no relationship between educational qualification and employee’s performance.


Influence of Experience on Employee Performance

Table No. 5.57: Influence of Experience on Employee Performance
	
	Value
	df
	Asymp. Sig. (2-sided)

	Pearson Chi-Square
	20.544a
	15
	.152

	Likelihood Ratio
	24.377
	15
	.059

	
Linear-by-Linear Association
	.885
	1
	.347

	N of Valid Cases
	200
	
	




Interpretation: From the above table, it is found that the chi-square value is 20.544a is not statistically significant at 95% confidence level and 15 degree of freedom as P value .152 which is higher than 0.05. Hence we accept the null hypothesis. Hence it is proved that, there is no relationship between experience and employees performance.

Influence of Organizational Level on Employee Performance

Table No. 5.58: Organizational Level Firm on Employee Performance
	
	Value
	df
	Asymp. Sig. (2-sided)

	Pearson Chi-Square
	16.330a
	15
	.360

	Likelihood Ratio
	16.458
	15
	.352

	N of Valid Cases
	200
	
	




Interpretation: From the above table, it is found that the chi-square value is 16.330 is not statistically significant at 95% confidence level and 15 degree of freedom as P value .360 which is higher than 0.05. Hence we accept the null hypothesis. Hence it is proved that, there is no relationship between organizational level and employees performance.

e) Influence of demographic variables on Resource Management

5.7.10 Descriptive Statistics for Gender, Age, Marital Status, Educational Qualification, Experience, Nature of the Firm, Organizational Level on Resource Management

Table No.5.59: Descriptive Statistics for Gender, Age, Marital Status, Educational Qualification, Experience, Nature of the Firm, Organizational Level on Resource Management
	Variable
	Category
	N
	Mean
	P Value

	

Gender
	Male
	57
	7.8421
	

.189

	
	Female
	105
	8.1048
	

	
	Prefer not to say
	38
	8.3158
	

	

Age
	20-30
	26
	7.5385
	


.041

	
	31-35
	62
	8.1290
	

	
	36-40
	81
	8.1481
	

	
	Above 40
	31
	8.1935
	

	

Marital Status
	Single
	25
	8.0400
	


.765

	
	Married
	102
	8.0490
	

	
	Divorced
	51
	8.0196
	

	
	Separated
	22
	8.3182
	



	

Educational Qualification
	Diploma
	13
	8.0769
	


.963

	
	Degree
	41
	8.0976
	

	
	Post Graduation
	120
	8.0750
	

	
	Others
	26
	8.0000
	

	

Experience
	< 2 years
	18
	7.8889
	


.532

	
	2-5 years
	31
	7.8710
	

	
	6- 10 years
	115
	8.1478
	

	
	>10 years
	36
	8.0833
	

	


Organizational Level
	Employee
	27
	7.9259
	



.861

	
	Lower
Management
	32
	8.0313
	

	
	Middle
Management
	87
	8.1954
	

	
	Top Management
	54
	7.9630
	





Interpretation

From the above table, it is found that the mean value of HR Policies varies across gender, age, marital status, educational qualification, experience, nature of the firm and organizational level. In order to prove whether the above relationship is statistically significant, the researcher attempted Chi-squared analysis with this following hypothesis.

H0: There is no association between gender, age, marital status, educational qualification, experience, nature of the firm, organizational level and Resource Management.

HI: There is association between gender, age, marital status, educational qualification, experience, nature of the firm, organizational level and Resource Management.


Influence of Gender on Resource Management

Table No. 5.60: Influence of Gender on Resource Management
	
	Value
	df
	Asymp. Sig. (2-sided)

	Pearson Chi-Square
	13.659a
	10
	.189

	Likelihood Ratio
	13.301
	10
	.207

	N of Valid Cases
	200
	
	



Interpretation: From the above table, it is found that the chi-square value is 13.659 is not statistically significant at 95% confidence level and 10 degree of freedom as P value .189 which is higher than 0.05. Hence we accept the null hypothesis. Hence it is proved that, there is no relationship between gender and resource management.

Influence of Age on Resource Management

Table No. 5.61: Influence of Age on Resource Management
	
	Value
	df
	Asymp. Sig. (2-sided)

	Pearson Chi-Square
	25.710a
	15
	.041

	Likelihood Ratio
	21.563
	15
	.120

	Linear-by-Linear Association
	4.029
	1
	.045

	N of Valid Cases
	200
	
	





Interpretation: From the above table, it is found that the chi-square value is 25.710 which is statistically significant at 95% confidence level and 15 degree of freedom as P value 0.041 whichis lesser than 0.05. Hence we accept the alternative hypothesis. Hence it is proved that there is relationship between the age and resource management. So from the table no.5.61 employees in IT firms perceives that resource management is more important to improve sustainable HRM practices.

Influence of Marital Status on Resource Management

Table No. 5.62: Influence of Marital Status on Resource Management
	
	Value
	df
	Asymp. Sig. (2-sided)

	Pearson Chi-Square
	10.820a
	15
	.765

	Likelihood Ratio
	10.975
	15
	.754

	N of Valid Cases
	200
	
	





Interpretation: From the above table, it is found that the chi-square value is 10.820 is not statistically significant at 95% confidence level and 15 degree of freedom as P value .765 which is higher than 0.05. Hence we accept the null hypothesis. Hence it is proved that, there is no relationship between marital status and resource management.
Influence of Educational Qualification on Resource Management

Table No. 5.63: Influence of Educational Qualification on Resource Management
	
	Value
	df
	Asymp. Sig. (2-sided)

	Pearson Chi-Square
	6.804a
	15
	.963

	Likelihood Ratio
	7.658
	15
	.937

	N of Valid Cases
	200
	
	




Interpretation: From the above table, it is found that the chi-square value is 6.804 is not statistically significant at 95% confidence level and 15 degree of freedom as P value .963 which is higher than 0.05. Hence we accept the null hypothesis. Hence it is proved that, there is no relationship between educational qualification and resource management.

Influence of Experience on Resource Management

Table No. 5.64: Influence of Experience on Resource Management
	
	Value
	df
	Asymp. Sig. (2-sided)

	Pearson Chi-Square
	13.913a
	15
	.532

	Likelihood Ratio
	12.549
	15
	.637

	Linear-by-Linear Association
	1.094
	1
	.295

	N of Valid Cases
	200
	
	




Interpretation: From the above table, it is found that the chi-square value is 13.913 is not statistically significant at 95% confidence level and 15 degree of freedom as P value .532 which is higher than 0.05. Hence we accept the null hypothesis. Hence it is proved that, there is no relationship between experience and resource management.

Influence of Organizational Level on Resource Management

Table No. 5.65: Organizational Level Firm on Resource Management
	
	Value
	df
	Asymp. Sig. (2-sided)

	Pearson Chi-Square
	9.304a
	15
	.861

	Likelihood Ratio
	9.578
	15
	.845

	N of Valid Cases
	200
	
	



Interpretation: From the above table, it is found that the chi-square value is 9.304 is not

statistically significant at 95% confidence level and 15 degree of freedom as P value .861 which is higher than 0.05. Hence we accept the null hypothesis. Hence it is proved that, there is no relationship between organizational level and resource management.

f) Influence of demographic variables on Employees Engagement And Commitments

5.7.11 Descriptive Statistics for Gender, Age, Marital Status, Educational Qualification, Experience, Nature of the Firm, Organizational Level on Employees Engagement And Commitments

Table No.5.66: Descriptive Statistics for Gender, Age, Marital Status, Educational Qualification, Experience, Nature of the Firm, Organizational Level on Employees Engagement and Commitments
	Variable
	Category
	N
	Mean
	P Value

	

Gender
	Male
	57
	7.9825
	

.772

	
	Female
	105
	8.0667
	

	
	Prefer not to say
	38
	7.8684
	

	


Age
	20-30
	26
	8.0385
	


.286

	
	31-35
	62
	7.9194
	

	
	36-40
	81
	7.9136
	

	
	Above 40
	31
	8.3871
	

	

Marital Status
	Single
	25
	7.8400
	

.071

	
	Married
	102
	7.9216
	

	
	Divorced
	51
	8.0588
	

	
	Separated
	22
	8.4545
	

	

Educational Qualification
	Diploma
	13
	8.0000
	

.424

	
	Degree
	41
	7.9756
	

	
	Post Graduation
	120
	8.0500
	

	
	Others
	26
	7.8462
	

	

Experience
	< 2 years
	18
	7.9444
	

.048

	
	2-5 years
	31
	7.7742
	

	
	6- 10 years
	115
	8.1130
	

	
	>10 years
	36
	7.8889
	

	
Organizational
	Employee
	27
	8.4074
	.681



	Level
	Lower
Management
	32
	7.8750
	

	
	Middle
Management
	87
	7.9195
	

	
	Top Management
	54
	8.0185
	





Interpretation

From the above table, it is found that the mean value of HR Policies varies across gender, age, marital status, educational qualification, experience, nature of the firm and organizational level. In order to prove whether the above relationship is statistically significant, the researcher attempted Chi-squared analysis with this following hypothesis.

H0: There is no association between gender, age, marital status, educational qualification, experience, nature of the firm, organizational level and Employees Engagement and Commitments.

HI: There is association between gender, age, marital status, educational qualification, experience, nature of the firm,  organizational level and Employees Engagement andCommitments.

Influence of Gender on Employees Engagement and Commitments

Table No. 5.67: Influence of Gender on Employees Engagement and Commitments
	
	Value
	df
	Asymp. Sig. (2-sided)

	Pearson Chi-Square
	6.500a
	10
	.772

	Likelihood Ratio
	7.379
	10
	.689

	N of Valid Cases
	200
	
	

	.


Interpretation: From the above table, it is found that the chi-square value is 6.500 is not statistically significant at 95% confidence level and 10 degree of freedom as P value .722 which is higher than 0.05. Hence we accept the null hypothesis. Hence it is proved that, there is no relationship between gender and Employees Engagement and Commitments.

Influence of Age on Employees Engagement and Commitments


Table No. 5.68: Influence of Age on Employees Engagement and Commitments
	
	Value
	df
	Asymp. Sig. (2-sided)



	Pearson Chi-Square
	17.578a
	15
	.286

	Likelihood Ratio
	18.101
	15
	.257

	Linear-by-Linear Association
	1.066
	1
	.302

	N of Valid Cases
	200
	
	




Interpretation: From the above table, it is found that the chi-square value is 17.578 is not statistically significant at 95% confidence level and 15 degree of freedom as P value .286 which is higher than 0.05. Hence we accept the null hypothesis. Hence it is proved that, there is no relationship between age and Employees Engagement and Commitments.

Influence of Marital Status on Employees Engagement and Commitments

Table No. 5.69: Influence of Marital Status on Employees Engagement and Commitments
	
	Value
	df
	Asymp. Sig. (2-sided)

	Pearson Chi-Square
	23.638a
	15
	.071

	Likelihood Ratio
	27.124
	15
	.028

	N of Valid Cases
	200
	
	




Interpretation: From the above table, it is found that the chi-square value is 23.638 is not statistically significant at 95% confidence level and 15 degree of freedom as P value .071 which is higher than 0.05. Hence we accept the null hypothesis. Hence it is proved that, there is no relationship between marital status and Employees Engagement and Commitments.

Influence of Educational Qualification on Employees Engagement and Commitments

Table No. 5.70: Influence of Educational Qualification on Employees Engagement and Commitments
	
	Value
	df
	Asymp. Sig. (2-sided)

	Pearson Chi-Square
	15.385a
	15
	.424

	Likelihood Ratio
	18.803
	15
	.223

	N of Valid Cases
	200
	
	



Interpretation: From the above table, it is found that the chi-square value is 60.110 is not statistically significant at 95% confidence level and 57 degree of freedom as P value .364 which is higher than 0.05. Hence we accept the null hypothesis. Hence it is proved that, there is no

relationship between educational qualification and Employees Engagement and Commitments.


Influence of Experience on Employees Engagement and Commitments

Table No. 5.71: Influence of Experience on Employees Engagement and Commitments
	
	Value
	df
	Asymp. Sig. (2-sided)

	Pearson Chi-Square
	25.135a
	15
	.048

	Likelihood Ratio
	22.488
	15
	.096

	Linear-by-Linear Association
	.144
	1
	.704

	N of Valid Cases
	200
	
	




Interpretation: From the above table, it is found that the chi-square value is 25.135 which is statistically significant at 95% confidence level and 15 degree of freedom as P value 0.048 which is lesser than 0.05. Hence we reject the null hypothesis. Hence it is proved that there is relationship between the experience and Employees Engagement and Commitments. Hence it is proved that there is relationship between the experience and Employees Engagement and Commitments. So from the table no.5.71, employees in IT firms perceive that facilities for employees are more important to improve sustainable HRM practices.

Influence of Organizational Level on Employees Engagement and Commitments

Table No. 5.72: Organizational Level Firm on Employees Engagement and Commitments
	
	Value
	df
	Asymp. Sig. (2-sided)

	Pearson Chi-Square
	11.978a
	15
	.681

	Likelihood Ratio
	15.211
	15
	.436

	N of Valid Cases
	200
	
	





Interpretation: From the above table, it is found that the chi-square value is 11.978 is not statistically significant at 95% confidence level and 15 degree of freedom as P value .681which is higher than 0.05. Hence we accept the null hypothesis. Hence it is proved that, there is no relationship between age and Employees Engagement and Commitments.
g) Influence of demographic variables on Build Team Skills

5.7.12 Descriptive Statistics for Gender, Age, Marital Status, Educational Qualification,

Experience, Organizational Level on Build Team Skills

Table No.5.73: Descriptive Statistics for Gender, Age, Marital Status, Educational Qualification, Experience, Organizational Level on Build Team Skills
	Variable
	Category
	N
	Mean
	P Value

	

Gender
	Male
	57
	4.0526
	

.204

	
	Female
	105
	3.9714
	

	
	Prefer not to say
	38
	4.3158
	

	

Age
	20-30
	26
	3.8462
	

.119

	
	31-35
	62
	4.0161
	

	
	36-40
	81
	4.2346
	

	
	Above 40
	31
	3.8710
	

	

Marital Status
	Single
	25
	4.1600
	

.909

	
	Married
	102
	4.0392
	

	
	Divorced
	51
	3.9804
	

	
	Separated
	22
	4.2273
	

	

Educational Qualification
	Diploma
	13
	3.7692
	

.607

	
	Degree
	41
	4.1951
	

	
	Post Graduation
	120
	4.0417
	

	
	Others
	26
	4.0769
	

	

Experience
	< 2 years
	18
	3.8889
	

.937

	
	2-5 years
	31
	4.0645
	

	
	6- 10 years
	115
	4.0957
	

	
	>10 years
	36
	4.0278
	

	


Organizational Level
	Employee
	27
	4.1111
	



.884

	
	Lower
	32
	4.0313
	

	
	Management
	
	
	

	
	Middle
Management
	87
	4.1034
	

	
	Top Management
	54
	3.9815
	


Interpretation

From the above table, it is found that the mean value of HR Policies varies across gender, age, marital status, educational qualification, experience, nature of the firm and organizational level. In order to prove whether the above relationship is statistically significant, the researcher attempted

Chi-squared analysis with this following hypothesis.

H0: There is no association between gender, age, marital status, educational qualification, experience, nature of the firm, organizational level and Build Team Skills.

HI: There is association between gender, age, marital status, educational qualification, experience, nature of the firm, organizational level and Build Team Skills.

Influence of Gender on Build Team Skills

Table No. 5.74: Influence of Gender on Build Team Skills
	
	Value
	df
	Asymp. Sig. (2-sided)

	Pearson Chi-Square
	8.498a
	6
	.204

	Likelihood Ratio
	8.506
	6
	.203

	N of Valid Cases
	200
	
	





Interpretation: From the above table, it is found that the chi-square value is 8.498 is not statistically significant at 95% confidence level and 6 degree of freedom as P value .364 which is higher than 0.05. Hence we accept the null hypothesis. Hence it is proved that, there is no relationship between gender and build team skills.
Influence of Age on Build Team Skills

Table No. 5.75: Influence of Age on Build Team Skills
	
	Value
	df
	Asymp. Sig. (2-sided)

	Pearson Chi-Square
	14.099a
	9
	.119

	Likelihood Ratio
	15.350
	9
	.082

	Linear-by-Linear Association
	.665
	1
	.415

	N of Valid Cases
	200
	
	




Interpretation: From the above table, it is found that the chi-square value is 14.099 is not statistically significant at 95% confidence level and 9 degree of freedom as P value .119 which is higher than 0.05. Hence we accept the null hypothesis. Hence it is proved that, there is no relationship between age and build team skills.
Influence of Marital Status on Build Team Skills

Table No. 5.76: Influence of Marital Status on Build Team Skills
	
	Value
	df
	Asymp. Sig. (2-sided)

	Pearson Chi-Square
	4.031a
	9
	.909



	Likelihood Ratio
	4.801
	9
	.851

	N of Valid Cases
	200
	
	





Interpretation: From the above table, it is found that the chi-square value is 4.031 is not statistically significant at 95% confidence level and 9 degree of freedom as P value .909 which is higher than 0.05. Hence we accept the null hypothesis. Hence it is proved that, there is no relationship between marital status and build team skills.


Influence of Educational Qualification on Build Team Skills

Table No. 5.77: Influence of Educational Qualification on Build Team Skills
	
	Value
	df
	Asymp. Sig. (2-sided)

	Pearson Chi-Square
	7.289a
	9
	.607

	Likelihood Ratio
	8.250
	9
	.509

	N of Valid Cases
	200
	
	





Interpretation: From the above table, it is found that the chi-square value is 7.289 is not statistically significant at 95% confidence level and 9 degree of freedom as P value .607 which is higher than 0.05. Hence we accept the null hypothesis. Hence it is proved that, there is no relationship between educational qualifications and build team skills.

Influence of Experience on Build Team Skills

Table No. 5.78: Influence of Experience on Build Team Skills
	
	Value
	df
	Asymp. Sig. (2-sided)

	Pearson Chi-Square
	3.584a
	9
	.937

	Likelihood Ratio
	3.348
	9
	.949

	Linear-by-Linear Association
	.299
	1
	.585

	N of Valid Cases
	200
	
	



Interpretation: From the above table, it is found that the chi-square value is 3.584 is not statistically significant at 95% confidence level and 9 degree of freedom as P value .937 which is higher than 0.05. Hence we accept the null hypothesis. Hence it is proved that, there is no relationship between experience and build team skills.

Influence of Organizational Level on Build Team Skills

Table No. 5.79: Organizational Level Firm on Build Team Skills
	
	Value
	df
	Asymp. Sig. (2-sided)

	Pearson Chi-Square
	4.395a
	9
	.884

	Likelihood Ratio
	5.873
	9
	.753

	N of Valid Cases
	200
	
	




Interpretation: From the above table, it is found that the chi-square value is 4.395 is not statistically significant at 95% confidence level and 9 degree of freedom as P value .884 which is higher than 0.05. Hence we accept the null hypothesis. Hence it is proved that, there is no relationship between organizational level and build team skills.

h) Influence of demographic variables on Cost Reduction Strategy

5.7.13 Descriptive Statistics for Gender, Age, Marital Status, Educational Qualification, Experience, Organizational Level on Cost Reduction Strategy

Table No.5.80: Descriptive Statistics for Gender, Age, Marital Status, Educational Qualification, Experience, Nature of the Firm, Organizational Level on Cost Reduction Strategy
	Variable
	Category
	N
	Mean
	P Value

	

Gender
	Male
	57
	4.1053
	

.718

	
	Female
	105
	4.2095
	

	
	Prefer not to say
	38
	4.1053
	

	

Age
	20-30
	26
	3.9231
	

.360

	
	31-35
	62
	4.3226
	

	
	36-40
	81
	4.1111
	

	
	Above 40
	31
	4.1613
	

	

Marital Status
	Single
	25
	3.9200
	

.380

	
	Married
	102
	4.2157
	

	
	Divorced
	51
	4.0784
	

	
	Separated
	22
	4.3636
	

	

Educational Qualification
	Diploma
	13
	4.3077
	

.650

	
	Degree
	41
	4.0732
	

	
	Post Graduation
	120
	4.1917
	

	
	Others
	26
	4.0769
	

	Experience
	< 2 years
	18
	4.0000
	.977



	
	2-5 years
	31
	4.1935
	

	
	6- 10 years
	115
	4.1565
	

	
	>10 years
	36
	4.2222
	

	


Organizational Level
	Employee
	27
	4.2593
	


.356

	
	Lower
Management
	32
	3.9375
	

	
	Middle
Management
	87
	4.2299
	

	
	Top Management
	54
	4.1296
	





Interpretation

From the above table, it is found that the mean value of HR Policies varies across gender, age, marital status, educational qualification, experience, nature of the firm and organizational level. In order to prove whether the above relationship is statistically significant, the researcher attempted Chi-squared analysis with this following hypothesis.

H0: There is no association between gender, age, marital status, educational qualification, experience, nature of the firm, organizational level and Cost Reduction Strategy.

HI: There is association between gender, age, marital status, educational qualification, experience, nature of the firm, organizational level and Cost Reduction Strategy.
Influence of Gender on Cost Reduction Strategy

Table No. 5.81: Influence of Gender on Cost Reduction Strategy
	
	Value
	df
	Asymp. Sig. (2-sided)

	Pearson Chi-Square
	2.096a
	4
	.718

	Likelihood Ratio
	2.098
	4
	.718

	N of Valid Cases
	200
	
	



Interpretation: From the above table, it is found that the chi-square value is 2.096 is not statistically significant at 95% confidence level and 4 degree of freedom as P value .718 which is higher than 0.05. Hence we accept the null hypothesis. Hence it is proved that, there is no relationship between gender and cost reduction strategy.

Influence of Age on Cost Reduction Strategy

Table No. 5.82: Influence of Age on Cost Reduction Strategy
	
	Value
	df
	Asymp. Sig. (2-sided)



	Pearson Chi-Square
	6.599a
	6
	.360

	Likelihood Ratio
	6.644
	6
	.355

	
Linear-by-Linear Association
	.056
	1
	.812

	N of Valid Cases
	200
	
	





Interpretation: From the above table, it is found that the chi-square value is 6.599 is not statistically significant at 95% confidence level and 6 degree of freedom as P value .360 which is higher than 0.05. Hence we accept the null hypothesis. Hence it is proved that, there is no relationship between age and cost reduction strategy.

Influence of Marital Status on Cost Reduction Strategy

Table No. 5.83: Influence of Marital Status on Cost Reduction Strategy
	
	Value
	Df
	Asymp. Sig. (2-sided)

	Pearson Chi-Square
	6.401a
	6
	.380

	Likelihood Ratio
	6.833
	6
	.337

	N of Valid Cases
	200
	
	





Interpretation: From the above table, it is found that the chi-square value is 6.401 is not statistically significant at 95% confidence level and 6 degree of freedom as P value .380 which is higher than 0.05. Hence we accept the null hypothesis. Hence it is proved that, there is no relationship between marital status and cost reduction strategy.

Influence of Educational Qualification on Cost Reduction Strategy




Table No. 5.84: Influence of Educational Qualification on Cost Reduction Strategy
	
	Value
	df
	Asymp. Sig. (2-sided)

	Pearson Chi-Square
	4.199a
	6
	.650

	Likelihood Ratio
	4.536
	6
	.605

	N of Valid Cases
	200
	
	





Interpretation: From the above table, it is found that the chi-square value is 4.199 is not statistically significant at 95% confidence level and 6 degree of freedom as P value .650 which is

higher than 0.05. Hence we accept the null hypothesis. Hence it is proved that, there is no relationship between educational qualification and cost reduction strategy.

Influence of Experience on Cost Reduction Strategy

Table No. 5.85: Influence of Experience on Cost Reduction Strategy
	
	Value
	df
	Asymp. Sig. (2-sided)

	Pearson Chi-Square
	1.201a
	6
	.977

	Likelihood Ratio
	1.216
	6
	.976

	Linear-by-Linear Association
	.636
	1
	.425

	N of Valid Cases
	200
	
	





Interpretation: From the above table, it is found that the chi-square value is 1.201 is not statistically significant at 95% confidence level and 6 degree of freedom as P value .977 which is higher than 0.05. Hence we accept the null hypothesis. Hence it is proved that, there is no relationship between experience and cost reduction strategy.
Influence of Organizational Level on Cost Reduction Strategy

Table No. 5.86: Organizational Level Firm on Cost Reduction Strategy
	
	Value
	df
	Asymp. Sig. (2-sided)

	Pearson Chi-Square
	6.637a
	6
	.356

	Likelihood Ratio
	6.912
	6
	.329

	N of Valid Cases
	200
	
	






Interpretation: From the above table, it is found that the chi-square value is 6.637 is not statistically significant at 95% confidence level and 6 degree of freedom as P value .356 which is higher than 0.05. Hence we accept the null hypothesis. Hence it is proved that, there is no relationship between organizational level and cost reduction strategy.

i) Influence of demographic variables on Compensation Infrastructure

5.7.14 Descriptive Statistics for Gender, Age, Marital Status, Educational Qualification, Experience, Nature of the Firm, Organizational Level on Compensation Infrastructure


Table No.5.87: Descriptive Statistics for Gender, Age, Marital Status, Educational Qualification, Experience, Nature of the Firm, Organizational Level on Compensation

Infrastructure
	Variable
	Category
	N
	Mean
	P Value

	

Gender
	Male
	57
	8.1579
	

.722

	
	Female
	105
	8.1714
	

	
	Prefer not to say
	38
	8.2368
	

	

Age
	20-30
	26
	8.1538
	

.578

	
	31-35
	62
	8.0968
	

	
	36-40
	81
	8.2469
	

	
	Above 40
	31
	8.1935
	

	
	

Marital Status
	Single
	25
	7.9600
	

.224

	
	
	Married
	102
	8.2745
	

	
	
	Divorced
	51
	8.0784
	

	
	
	Separated
	22
	8.2273
	

	
	

Educational Qualification
	Diploma
	13
	8.1538
	

.665

	
	
	Degree
	41
	8.1220
	

	
	
	Post Graduation
	120
	8.2333
	

	
	
	Others
	26
	8.0385
	

	
	

Experience
	< 2 years
	18
	8.0000
	

.613

	
	
	2-5 years
	31
	8.1935
	

	
	
	6- 10 years
	115
	8.2261
	

	
	
	>10 years
	36
	8.1111
	

	
	


Organizational Level
	Employee
	27
	8.0741
	


.382

	
	
	Lower
Management
	32
	8.2813
	

	
	
	Middle
Management
	87
	8.0690
	

	
	
	Top Management
	54
	8.3519
	





Interpretation

From the above table, it is found that the mean value of HR Policies varies across gender, age, marital status, educational qualification, experience, nature of the firm and organizational level. In order to prove whether the above relationship is statistically significant, the researcher attempted Chi-squared analysis with this following hypothesis.

H0: There is no association between gender, age, marital status, educational qualification, experience, nature of the firm, organizational level and Compensation Infrastructure.

HI: There is association between gender, age, marital status, educational qualification, and experience, nature of the firm, organizational level and Compensation Infrastructure.
Influence of Gender on Compensation Infrastructure

Table No. 5.88: Influence of Gender on Compensation Infrastructure
	
	Value
	df
	Asymp. Sig. (2-sided)

	Pearson Chi-Square
	5.328a
	8
	.722

	Likelihood Ratio
	6.618
	8
	.578

	N of Valid Cases
	200
	
	





Interpretation: From the above table, it is found that the chi-square value is 5.328is not statistically significant at 95% confidence level and 8 degree of freedom as P value .722 which is higher than 0.05. Hence we accept the null hypothesis. Hence it is proved that, there is no relationship between gender and compensation infrastructure.

Influence of Age on Compensation Infrastructure

Table No. 5.89: Influence of Age on Compensation Infrastructure
	
	Value
	df
	Asymp. Sig. (2-sided)

	Pearson Chi-Square
	10.430a
	12
	.578

	Likelihood Ratio
	12.943
	12
	.373

	Linear-by-Linear Association
	.352
	1
	.553

	N of Valid Cases
	200
	
	





Interpretation: From the above table, it is found that the chi-square value is 10.430 is not statistically significant at 95% confidence level and 12 degree of freedom as P value .578 which is higher than 0.05. Hence we accept the null hypothesis. Hence it is proved that, there is no relationship between age and compensation infrastructure.
Influence of Marital Status on Compensation Infrastructure

Table No. 5.90: Influence of Marital Status on Compensation Infrastructure
	
	Value
	df
	Asymp. Sig. (2-sided)

	Pearson Chi-Square
	15.330a
	12
	.224



	Likelihood Ratio
	15.872
	12
	.197

	N of Valid Cases
	200
	
	




Interpretation: From the above table, it is found that the chi-square value is 15.330 is not statistically significant at 95% confidence level and 12 degree of freedom as P value .224 which is higher than 0.05. Hence we accept the null hypothesis. Hence it is proved that, there is no relationship between marital status and compensation infrastructure.

Influence of Educational Qualification on Compensation Infrastructure

Table No. 5.91: Influence of Educational Qualification on Compensation Infrastructure
	
	Value
	df
	Asymp. Sig. (2-sided)

	Pearson Chi-Square
	9.442a
	12
	.665

	Likelihood Ratio
	11.645
	12
	.475

	N of Valid Cases
	200
	
	





Interpretation: From the above table, it is found that the chi-square value is 9.442 is not statistically significant at 95% confidence level and 12 degree of freedom as P value .665 which is higher than 0.05. Hence we accept the null hypothesis. Hence it is proved that, there is no relationship between educational qualification and compensation infrastructure.

Influence of Experience on Compensation Infrastructure

Table No. 5.92: Influence of Experience on Compensation Infrastructure
	
	Value
	df
	Asymp. Sig. (2-sided)

	Pearson Chi-Square
	10.031a
	12
	.613

	Likelihood Ratio
	9.357
	12
	.672

	Linear-by-Linear Association
	.113
	1
	.736

	N of Valid Cases
	200
	
	





Interpretation: From the above table, it is found that the chi-square value is 10.031 is not statistically significant at 95% confidence level and 12 degree of freedom as P value .613 which is higher than 0.05. Hence we accept the null hypothesis. Hence it is proved that, there is no relationship between experience and compensation infrastructure.

Influence of Organizational Level on Compensation Infrastructure

Table No. 5.93: Organizational Level Firm on Compensation Infrastructure
	
	Value
	df
	Asymp. Sig. (2-sided)

	Pearson Chi-Square
	12.826a
	12
	.382

	Likelihood Ratio
	15.667
	12
	.207

	N of Valid Cases
	200
	
	





Interpretation: From the above table, it is found that the chi-square value is 12.826 is not statistically significant at 95% confidence level and 12 degree of freedom as P value .382 which is higher than 0.05. Hence we accept the null hypothesis. Hence it is proved that, there is no relationship between organizational level and compensation infrastructure.

Influence of demographic variables on Organisational Welfare

5.7.15 Descriptive Statistics for Gender, Age, Marital Status, Educational Qualification, Experience, Organizational Level on Organisational Welfare

Table No.5.94: Descriptive Statistics for Gender, Age, Marital Status, Educational Qualification, Experience, Organizational Level on Organisational Welfare
	Variable
	Category
	N
	Mean
	P Value

	

Gender
	Male
	57
	7.9123
	

.516

	
	Female
	105
	7.9238
	

	
	Prefer not to say
	38
	7.7895
	

	

Age
	20-30
	26
	7.6923
	

.036

	
	31-35
	62
	8.0645
	

	
	36-40
	81
	7.6790
	

	
	Above 40
	31
	8.2903
	

	

Marital Status
	Single
	25
	7.7600
	

.696

	
	Married
	102
	8.0294
	

	
	Divorced
	51
	7.7843
	

	
	Separated
	22
	7.6818
	

	

Educational Qualification
	Diploma
	13
	8.0769
	

.219

	
	Degree
	41
	7.9024
	

	
	Post Graduation
	120
	7.8000
	

	
	Others
	26
	8.2308
	



	

Experience
	< 2 years
	18
	7.6111
	

.556

	
	2-5 years
	31
	8.0323
	

	
	6- 10 years
	115
	7.8435
	

	
	>10 years
	36
	8.0833
	

	


Organizational Level
	Employee
	27
	7.8519
	



.025

	
	Lower
Management
	32
	7.7813
	

	
	Middle
	87
	7.8161
	

	
	Management
	
	
	

	
	Top Management
	54
	8.1111
	




Interpretation

From the above table, it is found that the mean value of HR Policies varies across gender, age, marital status, educational qualification, experience, nature of the firm and organizational level. In order to prove whether the above relationship is statistically significant, the researcher attempted Chi-squared analysis with this following hypothesis.

H0: There is no association between gender, age, marital status, educational qualification, experience, nature of the firm, organizational level and Organisational Welfare.

HI: There is association between gender, age, marital status, educational qualification, experience, nature of the firm, organizational level and Organisational Welfare.

Influence of Gender on Organisational Welfare

Table No. 5.95: Influence of Gender on Organisational Welfare
	
	Value
	df
	Asymp. Sig. (2-sided)

	Pearson Chi-Square
	11.149a
	12
	.516

	Likelihood Ratio
	11.261
	12
	.507

	N of Valid Cases
	200
	
	





Interpretation: From the above table, it is found that the chi-square value is 11.149 is not statistically significant at 95% confidence level and 12 degree of freedom as P value .516 which is higher than 0.05. Hence we accept the null hypothesis. Hence it is proved that, there is no relationship between gender and organizational welfare.

Influence of Age on Organisational Welfare

Table No. 5.96: Influence of Age on Organisational Welfare
	
	Value
	df
	Asymp. Sig. (2-sided)

	Pearson Chi-Square
	30.102a
	18
	.036

	Likelihood Ratio
	29.077
	18
	.047

	Linear-by-Linear Association
	.644
	1
	.422

	N of Valid Cases
	200
	
	





Interpretation: From the above table, it is found that the chi-square value is 30.102 which is statistically significant at 95% confidence level and 18 degree of freedom as P value 0.036 whichis lesser than 0.05. Hence we accept the alternative hypothesis. Hence it is proved that there is relationship between the age and organizational welfare. So from the table no.5.96, it is proved that, employees in IT firms perceive that organizational welfare is more important to improve sustainable HRM practices.


Influence of Marital Status on Organisational Welfare

Table No. 5.97: Influence of Marital Status on Organisational Welfare
	
	Value
	df
	Asymp. Sig. (2-sided)

	Pearson Chi-Square
	14.497a
	18
	.696

	Likelihood Ratio
	15.773
	18
	.608

	N of Valid Cases
	200
	
	





Interpretation: From the above table, it is found that the chi-square value is 14.497 is not statistically significant at 95% confidence level and 18 degree of freedom as P value .696 which is higher than 0.05. Hence we accept the null hypothesis. Hence it is proved that, there is no relationship between marital status and organizational welfare.

Influence of Educational Qualification on Organisational Welfare

Table No. 5.98: Influence of Educational Qualification on Organisational Welfare
	
	Value
	df
	Asymp. Sig. (2-sided)

	Pearson Chi-Square
	22.292a
	18
	.219

	Likelihood Ratio
	23.276
	18
	.180

	N of Valid Cases
	200
	
	





Interpretation: From the above table, it is found that the chi-square value is 22.292 is not statistically significant at 95% confidence level and 18 degree of freedom as P value .219 which is higher than 0.05. Hence we accept the null hypothesis. Hence it is proved that, there is no relationship between educational qualification and organizational welfare.

Influence of Experience on Organisational Welfare

Table No. 5.99: Influence of Experience on Organisational Welfare
	
	Value
	df
	Asymp. Sig. (2-sided)

	Pearson Chi-Square
	16.525a
	18
	.556

	Likelihood Ratio
	18.225
	18
	.441

	Linear-by-Linear Association
	.840
	1
	.359

	N of Valid Cases
	200
	
	




Interpretation: From the above table, it is found that the chi-square value is 16.525 is not statistically significant at 95% confidence level and 18 degree of freedom as P value .556 which is higher than 0.05. Hence we accept the null hypothesis. Hence it is proved that, there is no relationship between experience and organizational welfare.

Influence of Organizational Level on Organisational Welfare

Table No. 5.100: Organizational Level Firm on Organisational Welfare
	
	Value
	df
	Asymp. Sig. (2-sided)

	rson Chi-Square
	31.458a
	18
	.025

	lihood Ratio
	31.643
	18
	.024

	f Valid Cases
	200
	
	



Interpretation: From the above table, it is found that the chi-square value is 31.458 which is statistically significant at 95% confidence level and 18 degree of freedom as P value 0.025 whichis lesser than 0.05. Hence we accept the alternative hypothesis. Hence it is proved that there is relationship between the level organizational level and organizational welfare. So from the table no.5.100, it is proved that, employees in IT firms perceive that organizational welfare is more important to improve sustainable HRM practices.

j) Influence of demographic variables on Job Fulfillment

5.7.16 Descriptive Statistics for Gender, Age, Marital Status, Educational Qualification, Experience, Nature of the Firm, Organizational Level on Job Fulfillment

Table No.5.101: Descriptive Statistics for Gender, Age, Marital Status, Educational Qualification, Experience, Nature of the Firm, Organizational Level on Job Fulfillment
	Variable
	Category
	N
	Mean
	P Value

	

Gender
	Male
	57
	8.2632
	

.387

	
	Female
	105
	8.1905
	

	
	Prefer not to say
	38
	8.3158
	

	

Age
	20-30
	26
	7.8846
	

.004

	
	31-35
	62
	8.2742
	

	
	36-40
	81
	8.1358
	

	
	Above 40
	31
	8.7097
	

	

Marital Status
	Single
	25
	7.8800
	

.287

	
	Married
	102
	8.2157
	

	
	Divorced
	51
	8.2941
	

	
	Separated
	22
	8.5909
	

	

Educational Qualification
	Diploma
	13
	8.3846
	

.766

	
	Degree
	41
	8.0000
	

	
	Post Graduation
	120
	8.2833
	

	
	Others
	26
	8.3077
	

	


Experience
	< 2 years
	18
	7.6111
	


.076

	
	2-5 years
	31
	8.3226
	

	
	6- 10 years
	115
	8.2522
	

	
	>10 years
	36
	8.4167
	



	


Organizational Level
	Employee
	27
	8.0370
	


.158

	
	Lower
Management
	32
	8.3438
	

	
	Middle
Management
	87
	8.1264
	

	
	Top Management
	54
	8.4444
	





Interpretation

From the above table, it is found that the mean value of HR Policies varies acrossgender, age, marital status, educational qualification, experience, nature of the firm and organizational level. In order to prove whether the above relationship is statistically significant, the researcher attempted Chi-squared analysis with this following hypothesis.

H0: There is no association between gender, age, marital status, educational qualification, experience, organizational level and Job Fulfillment.

HI: There is association between gender, age, marital status, educational qualification, experience, organizational level and Job Fulfillment.

Influence of Gender on Job Fulfillment

Table No. 5.102: Influence of Gender on Job Fulfillment
	
	Value
	df
	Asymp. Sig. (2-sided)

	Pearson Chi-Square
	10.630a
	10
	.387

	Likelihood Ratio
	12.336
	10
	.263

	N of Valid Cases
	200
	
	




Interpretation: From the above table, it is found that the chi-square value is 10.630 is not statistically significant at 95% confidence level and 10 degree of freedom as P value .387 which is higher than 0.05. Hence we accept the null hypothesis. Hence it is proved that, there is no relationship between gender and job fulfillment.

Influence of Age on Job Fulfillment

Table No. 5.103: Influence of Age on Job Fulfillment
	
	Value
	df
	Asymp. Sig. (2-sided)

	rson Chi-Square
	33.618a
	15
	.004

	lihood Ratio
	27.805
	15
	.023

	ear-by-Linear Association
	4.828
	1
	.028

	f Valid Cases
	200
	
	




Interpretation: From the above table, it is found that the chi-square value is 33.618 which is statistically significant at 95% confidence level and 15 degree of freedom as P value 0.004 whichis lesser than 0.05. Hence we accept the alternative hypothesis. Hence it is proved that there is relationship between the age and job fulfillment.. So from the table no.5.103, it is proved that, employees in IT firms perceive that organizational welfare is more important to improve sustainable HRM practices.

Influence of Marital Status on Job Fulfillment

Table No. 5.104: Influence of Marital Status on Job Fulfillment
	
	Value
	df
	Asymp. Sig. (2-sided)

	Pearson Chi-Square
	17.557a
	15
	.287

	Likelihood Ratio
	15.261
	15
	.433

	N of Valid Cases
	200
	
	




Interpretation: From the above table, it is found that the chi-square value is 17.557 is not statistically significant at 95% confidence level and 15 degree of freedom as P value .287 which is higher than 0.05. Hence we accept the null hypothesis. Hence it is proved that, there is no relationship between marital status and job fulfillment.

Influence of Educational Qualification on Job Fulfillment

Table No. 5.105: Influence of Educational Qualification on Job Fulfillment
	
	Value
	df
	Asymp. Sig. (2-sided)

	Pearson Chi-Square
	10.810a
	15
	.766

	Likelihood Ratio
	10.219
	15
	.806

	N of Valid Cases
	200
	
	



Interpretation: From the above table, it is found that the chi-square value is 10.810 is not statistically significant at 95% confidence level and 15 degree of freedom as P value .766 which is higher than 0.05. Hence we accept the null hypothesis. Hence it is proved that, there is no relationship between educational qualification and job fulfillment.

Influence of Experience on Job Fulfillment

Table No. 5.106: Influence of Experience on Job Fulfillment
	
	Value
	df
	Asymp. Sig. (2-sided)

	Pearson Chi-Square
	23.418a
	15
	.076

	Likelihood Ratio
	18.993
	15
	.214

	Linear-by-Linear Association
	4.342
	1
	.037

	N of Valid Cases
	200
	
	





Interpretation: From the above table, it is found that the chi-square value is23.418 is not statistically significant at 95% confidence level and 15 degree of freedom as P value .076 which is higher than 0.05. Hence we accept the null hypothesis. Hence it is proved that, there is no relationship between experience and job fulfillment.

Influence of Organizational Level on Job Fulfillment

Table No. 5.107: Organizational Level Firm on Job Fulfillment
	
	Value
	df
	Asymp. Sig. (2-sided)

	Pearson Chi-Square
	20.369a
	15
	.158

	Likelihood Ratio
	19.737
	15
	.182

	
N of Valid Cases
	200
	
	





Interpretation: From the above table, it is found that the chi-square value is 20.369 is not statistically significant at 95% confidence level and 15 degree of freedom as P value .158 which is higher than 0.05. Hence we accept the null hypothesis. Hence it is proved that, there is no relationship between organizational level and job fulfillment.




k) Influence of demographic variables on Leaves and Flexible Working

5.7.17 Descriptive Statistics for Gender, Age, Marital Status, Educational Qualification, Experience, Nature of the Firm, Organizational Level on Leaves and Flexible Working

Table No.5.108: Descriptive Statistics for Gender, Age, Marital Status, Educational Qualification, Experience, Nature of the Firm, Organizational Level on Leaves and Flexible Working
	Variable
	Category
	N
	Mean
	P Value

	

Gender
	Male
	57
	4.0702
	

.085

	
	Female
	105
	4.1905
	

	
	Prefer not to say
	38
	3.9211
	

	

Age
	20-30
	26
	4.0385
	

.627

	
	31-35
	62
	4.2258
	

	
	36-40
	81
	4.0741
	

	
	Above 40
	31
	4.0000
	

	

Marital Status
	Single
	25
	4.0400
	

.623

	
	Married
	102
	4.0980
	

	
	Divorced
	51
	4.0392
	

	
	Separated
	22
	4.3636
	

	

Educational Qualification
	Diploma
	13
	4.3846
	

.143

	
	Degree
	41
	4.0244
	

	
	Post Graduation
	120
	4.1083
	

	
	Others
	26
	4.0769
	

	

Experience
	< 2 years
	18
	4.1111
	

.750

	
	2-5 years
	31
	4.2258
	

	
	6- 10 years
	115
	4.0870
	

	
	>10 years
	36
	4.0556
	

	


Organizational Level
	Employee
	27
	4.1481
	



.377

	
	Lower
Management
	32
	4.2188
	

	
	Middle
Management
	87
	4.0115
	

	
	
Top Management
	54
	4.1667
	



Interpretation

From the above table, it is found that the mean value of HR Policies varies across gender, age, marital status, educational qualification, experience, nature of the firm and organizational level. In order to prove whether the above relationship is statistically significant, the researcher attempted Chi-squared analysis with this following hypothesis.

H0: There is no association between gender, age, marital status, educational qualification, experience, nature of the firm, organizational level and Leaves and Flexible Working.

HI: There is association between gender, age, marital status, educational qualification, experience, nature of the firm, organizational level and Leaves and Flexible Working.
Influence of Gender on Leaves and Flexible Working

Table No. 5.109: Influence of Gender on Leaves and Flexible Working
	
	Value
	df
	Asymp. Sig. (2-sided)

	Pearson Chi-Square
	8.192a
	4
	.085

	Likelihood Ratio
	7.800
	4
	.099

	N of Valid Cases
	200
	
	





Interpretation: From the above table, it is found that the chi-square value is 8.192 is not statistically significant at 95% confidence level and 4 degree of freedom as P value .085 which is higher than 0.05. Hence we accept the null hypothesis. Hence it is proved that, there is no relationship between gender and leaves and flexible working.

Influence of Age on Leaves and Flexible Working

Table No. 5.110: Influence of Age on Leaves and Flexible Working
	
	Value
	df
	Asymp. Sig. (2-sided)

	Pearson Chi-Square
	4.366a
	6
	.627

	Likelihood Ratio
	4.251
	6
	.643

	
Linear-by-Linear Association
	.576
	1
	.448

	N of Valid Cases
	200
	
	




Interpretation: From the above table, it is found that the chi-square value is 4.366 is not statistically significant at 95% confidence level and 6 degree of freedom as P value .627 which is higher than 0.05. Hence we accept the null hypothesis. Hence it is proved that, there is no relationship between age and leaves and flexible working.

Influence of Marital Status on Leaves and Flexible Working

Table No. 5.111: Influence of Marital Status on Leaves and Flexible Working
	
	Value
	df
	Asymp. Sig. (2-sided)

	Pearson Chi-Square
	4.402a
	6
	.623

	Likelihood Ratio
	4.884
	6
	.559

	N of Valid Cases
	200
	
	





Interpretation: From the above table, it is found that the chi-square value is 4.402 is not statistically significant at 95% confidence level and 6 degree of freedom as P value .623 which is higher than 0.05. Hence we accept the null hypothesis. Hence it is proved that, there is no relationship between marital status and leaves and flexible working.

Influence of Educational Qualification on Leaves and Flexible Working

Table No. 5.112: Influence of Educational Qualification on Leaves and Flexible Working
	
	Value
	df
	Asymp. Sig. (2-sided)

	Pearson Chi-Square
	9.596a
	6
	.143

	Likelihood Ratio
	9.941
	6
	.127

	N of Valid Cases
	200
	
	




Interpretation: From the above table, it is found that the chi-square value is 9.596 is not statistically significant at 95% confidence level and 6 degree of freedom as P value .143 which is higher than 0.05. Hence we accept the null hypothesis. Hence it is proved that, there is no relationship between educational qualification and leaves and flexible working.

Influence of Experience on Leaves and Flexible Working

Table No. 5.113: Influence of Experience on Leaves and Flexible Working
	
	Value
	df
	Asymp. Sig. (2-sided)

	Pearson Chi-Square
	3.455a
	6
	.750

	Likelihood Ratio
	3.412
	6
	.756

	Linear-by-Linear Association
	.434
	1
	.510

	N of Valid Cases
	200
	
	



Interpretation: From the above table, it is found that the chi-square value is 3.455 is not statistically significant at 95% confidence level and 6 degree of freedom as P value .750 which is higher than 0.05. Hence we accept the null hypothesis. Hence it is proved that, there is no relationship between experience and leaves and flexible working.

Influence of Organizational Level on Leaves and Flexible Working

Table No. 5.114: Organizational Level Firm on Leaves and Flexible Working
	
	Value
	df
	Asymp. Sig. (2-sided)

	Pearson Chi-Square
	6.432a
	6
	.377

	Likelihood Ratio
	6.427
	6
	.377

	N of Valid Cases
	200
	
	





Interpretation: From the above table, it is found that the chi-square value is 6.432 is not statistically significant at 95% confidence level and 6 degree of freedom as P value .377 which is higher than 0.05. Hence we accept the null hypothesis. Hence it is proved that, there is no relationship between age and leaves and flexible working.

l) Influence of demographic variables on Flexible Work Arrangements

5.7.18 Descriptive Statistics for Gender, Age, Marital Status, Educational Qualification, Experience, Nature of the Firm, Organizational Level on Flexible Work Arrangements

Table No.5.115: Descriptive Statistics for Gender, Age, Marital Status, Educational Qualification, Experience, Nature of the Firm, Organizational Level on Flexible Work Arrangements
	Variable
	Category
	N
	Mean
	P Value

	

Gender
	Male
	57
	7.9649
	

.026

	
	Female
	105
	8.0667
	

	
	Prefer not to say
	38
	8.5263
	

	


Age
	20-30
	26
	7.9615
	


.765

	
	31-35
	62
	8.2742
	

	
	36-40
	81
	8.1728
	

	
	Above 40
	31
	7.8387
	



	

Marital Status
	Single
	25
	8.0000
	

.869

	
	Married
	102
	8.1471
	

	
	Divorced
	51
	8.1176
	

	
	Separated
	22
	8.1818
	

	

Educational Qualification
	Diploma
	13
	8.1538
	

.747

	
	Degree
	41
	8.1463
	

	
	Post Graduation
	120
	8.1250
	

	
	Others
	26
	8.0769
	

	




Experience
	< 2 years
	18
	7.9444
	

.880

	
	2-5 years
	31
	8.1290
	

	
	6- 10 years
	115
	8.1391
	

	
	>10 years
	36
	8.1667
	

	


Organizational Level
	Employee
	27
	8.0370
	



.257

	
	Lower
Management
	32
	8.3750
	

	
	Middle
Management
	87
	8.0690
	

	
	Top Management
	54
	8.1111
	




Interpretation

From the above table, it is found that the mean value of HR Policies varies across gender, age, marital status, educational qualification, experience, nature of the firm and organizational level. In order to prove whether the above relationship is statistically significant, the researcher attempted Chi-squared analysis with this following hypothesis.

H0: There is no association between gender, age, marital status, educational qualification, experience, nature of the firm, organizational level and Flexible WorkArrangements.

HI: There is association between gender,   age,   marital status, educational qualification,

experience, nature of the firm, organizational level and Flexible Work Arrangements.

Influence of Gender on Flexible Work Arrangements

Table No. 5.116: Influence of Gender on Flexible Work Arrangements
	
	Value
	df
	Asymp. Sig. (2-sided)

	Pearson Chi-Square
	20.415a
	10
	.026

	Likelihood Ratio
	21.759
	10
	.016

	N of Valid Cases
	200
	
	





Interpretation: From the above table, it is found that the chi-square value is 20.415 which is statistically significant at 95% confidence level and 10 degree of freedom as P value 0.026 whichis lesser than 0.05. Hence we accept the alternative hypothesis. Hence it is proved that there is relationship between the gender and flexible work arrangements. So from the table no.5.116, it is proved that, employees in IT firms perceive that flexible work arrangements are more important to improve sustainable HRM practices.

Influence of Age on Flexible Work Arrangements

Table No. 5.117: Influence of Age on Flexible Work Arrangements
	
	Value
	df
	Asymp. Sig. (2-sided)

	Pearson Chi-Square
	10.826a
	15
	.765

	Likelihood Ratio
	10.686
	15
	.775

	Linear-by-Linear Association
	.624
	1
	.430

	N of Valid Cases
	200
	
	





Interpretation: From the above table, it is found that the chi-square value is 10.826 is not statistically significant at 95% confidence level and 15 degree of freedom as P value .765 which is higher than 0.05. Hence we accept the null hypothesis. Hence it is proved that, there is no relationship between age and flexible work arrangements.
Influence of Marital Status on Flexible Work Arrangements

Table No. 5.118: Influence of Marital Status on Flexible Work Arrangements
	
	Value
	df
	Asymp. Sig. (2-sided)

	Pearson Chi-Square
	9.168a
	15
	.869

	Likelihood Ratio
	9.574
	15
	.846

	N of Valid Cases
	200
	
	





Interpretation: From the above table, it is found that the chi-square value is 9.168 is not statistically significant at 95% confidence level and 15 degree of freedom as P value .869 which is higher than 0.05. Hence we accept the null hypothesis. Hence it is proved that, there is no relationship between marital and flexible work arrangements.

Influence of Educational Qualification on Flexible Work Arrangements

Table No. 5.119: Influence of Educational Qualification on Flexible Work Arrangements
	
	Value
	df
	Asymp. Sig. (2-sided)

	Pearson Chi-Square
	11.075a
	15
	.747

	Likelihood Ratio
	11.812
	15
	.693

	N of Valid Cases
	200
	
	





Interpretation: From the above table, it is found that the chi-square value is 11.075 is not statistically significant at 95% confidence level and 15 degree of freedom as P value .747 which is higher than 0.05. Hence we accept the null hypothesis. Hence it is proved that, there is no relationship between educational qualification and flexible work arrangements.
Influence of Experience on Flexible Work Arrangements

Table No. 5.120: Influence of Experience on Flexible Work Arrangements
	
	Value
	df
	Asymp. Sig. (2-sided)

	Pearson Chi-Square
	8.952a
	15
	.880

	Likelihood Ratio
	7.261
	15
	.950

	Linear-by-Linear Association
	.506
	1
	.477

	N of Valid Cases
	200
	
	



Interpretation: From the above table, it is found that the chi-square value is 8.952 is not statistically significant at 95% confidence level and 15 degree of freedom as P value .880 which is higher than 0.05. Hence we accept the null hypothesis. Hence it is proved that, there is no relationship between experience and flexible work arrangements.

Influence of Organizational Level on Flexible Work Arrangements

Table No. 5.121: Organizational Level Firm on Flexible Work Arrangements
	
	Value
	df
	Asymp. Sig. (2-sided)

	Pearson Chi-Square
	18.116a
	15
	.257

	Likelihood Ratio
	17.070
	15
	.315

	N of Valid Cases
	200
	
	




Interpretation: From the above table, it is found that the chi-square value is18.116 is not statistically significant at 95% confidence level and15 degree of freedom as P value .257 which is higher than 0.05. Hence we accept the null hypothesis. Hence it is proved that, there is no relationship between organizational level and flexible work arrangements.

m) Influence of demographic variables on Employee Assistance Programs

5.7.19 Descriptive Statistics for Gender, Age, Marital Status, Educational Qualification, Experience, Nature of the Firm, Organizational Level on Employee Assistance Programs

Table No.5.122: Descriptive Statistics for Gender, Age, Marital Status, Educational Qualification, Experience, Nature of the Firm, Organizational Level on Employee Assistance Programs
	Variable
	Category
	N
	Mean
	P Value

	

Gender
	Male
	57
	4.0351
	

.606

	
	Female
	105
	4.1619
	

	
	Prefer not to say
	38
	4.0526
	

	

Age
	20-30
	26
	3.8846
	

.599

	
	31-35
	62
	4.0968
	

	
	36-40
	81
	4.1852
	

	
	Above 40
	31
	4.0968
	

	

Marital Status
	Single
	25
	4.0000
	
.033

	
	Married
	102
	4.1275
	

	
	Divorced
	51
	4.1569
	



	
	Separated
	22
	4.0000
	

	

Educational Qualification
	Diploma
	13
	4.3077
	

.547

	
	Degree
	41
	4.1707
	

	
	Post Graduation
	120
	4.0917
	

	
	Others
	26
	3.9615
	

	


Experience
	< 2 years
	18
	4.0556
	.603

	
	2-5 years
	31
	4.0968
	

	
	6- 10 years
	115
	4.1565
	

	
	>10 years
	36
	3.9722
	

	
	Employee
	27
	4.0741
	.867

	

Organization alLevel
	Lower
Management
	32
	4.1250
	

	
	Middle
Management
	87
	4.1609
	

	
	Top Management
	54
	4.0185
	





Interpretation

From the above table, it is found that the mean value of HR Policies varies across gender, age, marital status, educational qualification, experience, nature of the firm and organizational level. In order to prove whether the above relationship is statistically significant, the researcher attempted Chi-squared analysis with this following hypothesis.

H0: There is no association between gender, age, marital status, educational qualification, experience, nature of the firm, organizational level and Employee Assistance Programs.

HI: There is association between gender, age, marital status, educational qualification, experience, nature of the firm, organizational level and Employee Assistance Programs.

Influence of Gender on Employee Assistance Programs

Table No. 5.123: Influence of Gender on Employee Assistance Programs
	
	Value
	df
	Asymp. Sig. (2-sided)

	Pearson Chi-Square
	2.717a
	4
	.606

	Likelihood Ratio
	2.732
	4
	.604

	N of Valid Cases
	200
	
	



Interpretation: From the above table, it is found that the chi-square value is 2.717 is not statistically significant at 95% confidence level and 4 degree of freedom as P value .606 which is higher than 0.05. Hence we accept the null hypothesis. Hence it is proved that, there is no relationship between age and employee assistance programs
Influence of Age on Employee Assistance Programs

Table No. 5.124: Influence of Age on Employee Assistance Programs
	
	Value
	df
	Asymp. Sig. (2-sided)

	Pearson Chi-Square
	4.576a
	6
	.599

	Likelihood Ratio
	4.779
	6
	.572

	Linear-by-Linear Association
	1.490
	1
	.222

	N of Valid Cases
	200
	
	





Interpretation: From the above table, it is found that the chi-square value is 4.576 is not statistically significant at 95% confidence level and 6 degree of freedom as P value .599 which is higher than 0.05. Hence we accept the null hypothesis. Hence it is proved that, there is no relationship between age and employee assistance programs

Influence of Marital Status on Employee Assistance Programs

Table No. 5.125: Influence of Marital Status on Employee Assistance Programs

	
	Value
	df
	Asymp. Sig. (2-sided)

	Pearson Chi-Square
	13.731a
	6
	.033

	Likelihood Ratio
	14.125
	6
	.028

	N of Valid Cases
	200
	
	





Interpretation: From the above table, it is found that the chi-square value is 13.731 which is statistically significant at 95% confidence level and 6 degree of freedom as P value 0.033 which is lesser than 0.05. Hence we reject the null hypothesis. Hence it is proved that there is relationship between the age and resource management. Hence we accept the alternative hypothesis. Hence it is proved that there is relationship between the gender and employee assistance program. So from the table No.5.125., it is proved that, employees in IT firms perceive that employee assistance program is more important to improve sustainable HRM practices.

Influence of Educational Qualification on Employee Assistance Programs

Table No. 5.126: Influence of Educational Qualification on Employee Assistance Programs
	
	Value
	df
	Asymp. Sig. (2-sided)

	Pearson Chi-Square
	4.975a
	6
	.547

	Likelihood Ratio
	5.346
	6
	.500

	N of Valid Cases
	200
	
	





Interpretation: From the above table, it is found that the chi-square value is 4.975 is not statistically significant at 95% confidence level and 6 degree of freedom as P value .547 which is higher than 0.05. Hence we accept the null hypothesis. Hence it is proved that, there is no relationship between educational qualification and employee assistance programs.


Influence of Experience on Employee Assistance Programs

Table No. 5.127: Influence of Experience on Employee Assistance Programs
	
	Value
	df
	Asymp. Sig. (2-sided)

	Pearson Chi-Square
	4.545a
	6
	.603

	Likelihood Ratio
	4.467
	6
	.614

	Linear-by-Linear Association
	.099
	1
	.753

	N of Valid Cases
	200
	
	





Interpretation: From the above table, it is found that the chi-square value is 4.545 is not statistically significant at 95% confidence level and 6 degree of freedom as P value .603 which is higher than 0.05. Hence we accept the null hypothesis. Hence it is proved that, there is no relationship between experience and employee assistance programs.

Influence of Organizational Level on Employee Assistance Programs

Table No. 5.128: Influence Organizational Level Firm on Employee Assistance Programs
	
	Value
	df
	Asymp. Sig. (2-sided)

	Pearson Chi-Square
	2.513a
	6
	.867

	Likelihood Ratio
	2.461
	6
	.873

	N of Valid Cases
	200
	
	



Interpretation: From the above table, it is found that the chi-square value is 2.513 is not statistically significant at 95% confidence level and 6 degree of freedom as P value .867 which is higher than 0.05. Hence we accept the null hypothesis. Hence it is proved that, there is no relationship between organizational level and employee assistance programs.

n) Influence of demographic variables on Human Resource Flows

5.7.20 Descriptive Statistics for Gender, Age, Marital Status, Educational Qualification, Experience, Nature of the Firm, Organizational Level on Human Resource Flows

Table No.5.129: Descriptive Statistics for Gender, Age, Marital Status, Educational Qualification, Experience, Nature of the Firm, Organizational Level on Human Resource Flows
	Variable
	Category
	N
	Mean
	P Value

	

Gender
	Male
	57
	3.9649
	

.466

	
	Female
	105
	4.0857
	

	
	Prefer not to say
	38
	4.0789
	

	


Age
	20-30
	26
	3.9231
	


.581

	
	31-35
	62
	4.0000
	

	
	36-40
	81
	4.1111
	

	
	Above 40
	31
	4.0968
	

	

Marital Status
	Single
	25
	4.0800
	

.131

	
	Married
	102
	3.9510
	

	
	Divorced
	51
	4.2157
	

	
	Separated
	22
	4.0909
	

	

Educational Qualification
	Diploma
	13
	3.6154
	

.363

	
	Degree
	41
	4.1951
	

	
	Post Graduation
	120
	4.0083
	

	
	Others
	26
	4.2308
	

	

Experience
	< 2 years
	18
	4.0556
	


.848

	
	2-5 years
	31
	4.0645
	

	
	6- 10 years
	115
	3.9913
	

	
	>10 years
	36
	4.2222
	



	


Organizational Level
	Employee
	27
	4.1111
	


.613

	
	Lower
Management
	32
	4.0000
	

	
	Middle
Management
	87
	4.0345
	

	
	Top Management
	54
	4.0741
	





Interpretation

From the above table, it is found that the mean value of HR Policies varies across gender, age, marital status, educational qualification, experience, nature of the firm and organizational level. In order to prove whether the above relationship is statistically significant, the researcher attempted Chi-squared analysis with this following hypothesis.

H0: There is no association between gender, age, marital status, educational qualification, experience, nature of the firm, organizational level and Human Resource Flows.

HI: There is association between gender, age, marital status, educational qualification, experience, nature of the firm, organizational level and Human Resource Flows.
Influence of Gender on Human Resource Flows

Table No. 5.130: Influence of Gender on Human Resource Flows
	
	Value
	df
	Asymp. Sig. (2- sided)

	Pearson Chi-Square
	5.625a
	6
	.466

	Likelihood Ratio
	6.031
	6
	.420

	N of Valid Cases
	200
	
	





Interpretation: From the above table, it is found that the chi-square value is 5.625 is not statistically significant at 95% confidence level and 6 degree of freedom as P value .466 which is higher than 0.05. Hence we accept the null hypothesis. Hence it is proved that, there is no relationship between gender and human resource flows.

Influence of Age on Human Resource Flows

Table No. 5.131: Influence of Age on Human Resource Flows
	
	Value
	df
	Asymp. Sig. (2-sided)

	rson Chi-Square
	7.538a
	9
	.581

	lihood Ratio
	8.018
	9
	.532

	ear-by-Linear Association
	1.341
	1
	.247

	f Valid Cases
	200
	
	





Interpretation: From the above table, it is found that the chi-square value is 7.538 is not statistically significant at 95% confidence level and 9 degree of freedom as P value .581 which is higher than 0.05. Hence we accept the null hypothesis. Hence it is proved that, there is no relationship between age and human resource flows.

Influence of Marital Status on Human Resource Flows

Table No. 5.132: Influence of Marital Status on Human Resource Flows
	
	Value
	df
	Asymp. Sig. (2-sided)

	Pearson Chi-Square
	13.773a
	9
	.131

	Likelihood Ratio
	13.811
	9
	.129

	N of Valid Cases
	200
	
	





Interpretation: From the above table, it is found that the chi-square value is 13.773 is not statistically significant at 95% confidence level and 9 degree of freedom as P value .131 which is higher than 0.05. Hence we accept the null hypothesis. Hence it is proved that, there is no relationship between age and human resource flows.

Influence of Educational Qualification on Human Resource Flows

Table No. 5.133: Influence of Educational Qualification on Human Resource Flows
	
	Value
	df
	Asymp. Sig. (2-sided)

	Pearson Chi-Square
	9.846a
	9
	.363

	Likelihood Ratio
	10.985
	9
	.277

	N of Valid Cases
	200
	
	



Interpretation: From the above table, it is found that the chi-square value is 9.846 is not statistically significant at 95% confidence level and 9 degree of freedom as P value .363 which is higher than 0.05. Hence we accept the null hypothesis. Hence it is proved that, there is no relationship between educational qualification and human resource flows.

Influence of Experience on Human Resource Flows

Table No. 5.134: Influence of Experience on Human Resource Flows
	
	Value
	df
	Asymp. Sig. (2-sided)

	Pearson Chi-Square
	4.846a
	9
	.848

	Likelihood Ratio
	5.550
	9
	.784

	Linear-by-Linear Association
	.402
	1
	.526

	N of Valid Cases
	200
	
	





Interpretation: From the above table, it is found that the chi-square value is 4.846 is not statistically significant at 95% confidence level and 9 degree of freedom as P value .848 which is higher than 0.05. Hence we accept the null hypothesis. Hence it is proved that, there is no relationship between experience and human resource flows.
Influence of Organizational Level on Human Resource Flows

Table No. 5.135: Influence Organizational Level Firm on Human Resource Flows
	
	Value
	df
	Asymp. Sig. (2-sided)

	Pearson Chi-Square
	7.236a
	9
	.613

	Likelihood Ratio
	7.909
	9
	.543

	N of Valid Cases
	200
	
	





Interpretation: From the above table, it is found that the chi-square value is 7.236 is not statistically significant at 95% confidence level and 9 degree of freedom as P value .613 which is higher than 0.05. Hence we accept the null hypothesis. Hence it is proved that, there is no relationship between organizational level and human resource flows.
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FINDINGS, RECOMMENDATIONS AND CONCLUSION

Findings

1. The study found that during COVID-19 period the following sustainable HRM practices wereindustries practiced the following HRM practices:

a. Employee Welfare and Social Welfare
b. Fair and Consistent Practices
c. Remote Working Environment
d. Employees Performance
e. Resource Management
f. Employees Engagement and Commitments
g. Build Team Skills
h. Cost Reduction Strategy
i. Compensation Infrastructure
j. Organizational Welfare
k. Job Fulfillment
l. Leaves and Flexible Working
m. Flexible Work Arrangements
n. Employee Assistance Program
o. Human Resource Flows

2. Hence it is proved that, there is no relationship between gender and employee welfare and socialwelfare.
3. Hence it is proved that, there is no relationship between age and employee welfare and socialwelfare.
4. Hence it is proved that, there is no relationship between marital status and employee welfare andsocial welfare.
5. Hence it  is proved that, there is no  relationship between educational qualification and employeewelfare and social welfare.
6. Hence it is proved that, there is no relationship between experience and employee welfare andsocial welfare.
7. Hence it is proved that, there is no relationship between organisational level and employeewelfare and social welfare.
8. The study found that above 40 years of age is influencing the IT sector employees in case ofresource management.

9. The study found 6-10 years of experience is influencing the IT sector employees in case of employee’s engagement and commitments.

10. The study found that above 40 years of age is influencing the IT sector employees in case of organisational welfare.

11. The study found that above 40 years of age is influencing the IT sector employees in case of job fulfillment.

12. The study found that female group is influencing the IT sector employees in case of flexible work arrangements.

13. The study found that divorced employees are influencing the IT sector in case of employee’s assistance programs.


Recommendations

1. There is some changes happened to work environment of Industry sector before and during COVID-19 period therefore through proper sustainable HRM practices it can be improved.

2. Since through analysis we found that age group of 36-40 is more working in the IT sector, therefore effectiveness of sustainable HRM practices should be taught them clearly.

3. Once in a year providing counseling for employees will help in their performance because pandemic would have definitely affected their performance and this counseling will help the organization to do things in sustainable way.

4. Global pandemic had brought severe changes in much IT industry, but it seems that the company which is engaged in sustainable HRM is not that much affected by pandemic as compared to other company.


Conclusion

The study “A STUDY ON EFFECTIVENESS OF SUSTAINABLE HRM PRACTICES IN
COVID-19 PERIOD” was conducted from 1st Nov 2022 to 31st Dec 2022 with the help of IT Industry. The study conducted to understand how effective it sustainable HRM practices in every IT is firm and also their satisfaction with the job. The study is conducted by taking social, economical and environmental as independent variable and sustainable HRM practices as a dependent variable. Around 200 responds were collected. Sustainable HRM practices means the adaptation of HRM practices and strategies that enable them to achieve the financial, ecological

and social goals of the organization over a long term horizon, while controlling for negative feedback and unintended side effects. The benefits of sustainable HRM practices are improved employee morale, stronger public image, increased consumer/ customer confidence, employee loyalty and brand recognition, position as an employer of choice, increased workforce productivity, efficiency, and motivation and employee retention. The findings made in the study are there is no much change occurred to these practices even in pandemic because of the proper planning by each company. So there is an association with social, economical and environmental factors and sustainable HRM practices.























[bookmark: BIBLIOGRAPHY]BIBLIOGRAPHY


[bookmark: _GoBack]
Website:


1. www.researchgate.net/figure/Factors-influences-and-outcomes-of-sustainable-HRM-an- integrated-framework_fig1_340298946


2. www.researchgate.net/publication/335836112_Understanding_Sustainable_HRM_A_Systemati c_Literature_Review


3. https://www.google.com/search?q=susatainable+hrm+practices&rlz=1C1CHBF_enIN865IN86 5&oq=&aqs=chrome.6.69i59i450l8.13045873j0j15&sourceid=chrome&ie=UTF-8


4. Jacob Cherian, Sherine Farouk (2017). IMPACT OF SUSTAINABLE HUMAN RESOURCE PRACTICES ON ORGANIZATIONAL PERFORMANCE

International Journal of Management and Applied Science, ISSN: 2394-7926. Volume-3, Issue-8, Aug.-2017.


5. Sustainable Human Resource Management: Putting People in the Center (2020). Economic and Business aspects of Sustainability


6. Common Good HRM: A paradigm shift in Sustainable HRM?

Human Resource Management Review. Volume 30, Issue 3
























APPENDIX

QUESTIONNAIRE

A STUDY ON EFFECTIVENESS OF SUSTAINABLE HRM PRACTICES IN COVID 19 PERIOD




Please select the relevant columns showing scales from strongly disagree to strongly agree

	

S/N
	

STATEMENTS
	STRONGLY DISAGREE
	
DISAGREE
	
NEUTRAL
	
AGREE
	
STRONGLY AGREE

	
	
	1
	2
	3
	4
	5

	Sustainable HRM Practices

	
1
	Work from Home concept was successfully introduced in our firm
which reduced unnecessary stress
	
	
	
	
	

	
2
	Online facility to consult with doctors	were arranged	for	our
employees
	
	
	
	
	

	
3
	My work life balance was severely
affected	during the COVID-19 period.
	
	
	
	
	



	

4
	My family time and personal time were encroached by the formal work I find it difficult to work
during this pandemic situation.
	
	
	
	
	

	
5
	Online counseling services were provided to employees affected by
sudden changes.
	
	
	
	
	

	
6
	Even when salary cut was there in
most of the sectors we managed to pay salaries and perks ausual
	
	
	
	
	

	

7
	Additional medical leave with all pay and perks were extended to employees contacted with
COVID-19.
	
	
	
	
	

	


8
	In cases where family members of employees were contacted by COVID-19, special leave for quarantine were provided to such
employees.
	
	
	
	
	

	

9
	Suitable changes in sustainable HRM practices were successfully introduced during the outbreak
of the global pandemic.
	
	
	
	
	

	


10
	All possible support services were provided to the employees who were trapped at locations away from their native places due to
lockdown.
	
	
	
	
	

	

11
	Our firm introduced changes in the sustainable HRM practices of the organization during COVID-19
period.
	
	
	
	
	



	


12
	Sustainable HRM practices in our firm helped timprove the quality of work life and also to eliminate the social gaps and inequality caused
during this pandemic situation.
	
	
	
	
	

	

13
	In my opinion, proper sustainable HRM practice helped me to feel that I live in a society where social
justice is a reality.
	
	
	
	
	

	

14
	Our corporate culture nurtured by sustainable HRM practices remained intact during the
pandemic.
	
	
	
	
	

	
15
	I find changes and reduced vigour
in	the	CSR activities	of	the organization during this pandemic
	
	
	
	
	

	
16
	No benefits were denied or delayed to anyemployee with the excuse of
COVID-19
	
	
	
	
	

	

17
	I affirmatively believe that sustainable HRM practices helped us to implement the cost reduction
strategy during COVID-19
	
	
	
	
	

	
18
	In my opinion, sustainable HRM
practice	help	us	in	better management of resources
	
	
	
	
	

	

19
	Sustainable HRM helped in effective utilizationof resources in the organization during COVID-19
Period
	
	
	
	
	



	

20
	The reduction in corporate income was manage by reduction in the remuneration given to the
employees during the pandemic
	
	
	
	
	

	
21
	Sustainable HRM practice helped
us	in optimising	efficiency	of processes.
	
	
	
	
	

	
22
	Lay off of non essential employees
helped us incost reduction
	
	
	
	
	

	


23
	In my opinion, sustainable HRM practices created a healthy and appropriate environment following COVID-19 protocols in my work
place.
	
	
	
	
	

	


24
	As	part	of	preparedness	we rearranged the seat
to ensure social distancing and to
instil confidence to those reported to work
	
	
	
	
	

	


25
	Before lockdown in order to ensure social distancing we have directed only 50 % of the workers to report for shifts on alternate
Days
	
	
	
	
	

	

26
	We declared work from home policy at the appropriate time to instil confidence among our
employees.
	
	
	
	
	

	
27
	Work from home have changed the working behavior of employees in
our organisation
	
	
	
	
	



	
28
	Our SOP were suitably modified to suit the Work From Home regime
	
	
	
	
	

	Performance

	
29
	I	always	complete	my	duties specified in my job description
	
	
	
	
	

	
30
	I meet all the formal performance requirementsof the job.
	
	
	
	
	

	
31
	I fulfill all responsibilities required of my job
	
	
	
	
	

	
32
	I never neglect aspects of the job that I amobligated to perform.
	
	
	
	
	

	
33
	I often fail to perform some duties assigned tome.
	
	
	
	
	

	
34
	I have no plans to shift my job
	
	
	
	
	

	

35
	In my opinion, sustainable HRM practices help in maintaining and improving welfare of our present
and future employees.
	
	
	
	
	

	
36
	2021-212Financial year our turn over/ profitability were higher than
the previous year
	
	
	
	
	





37) Any other information, please specify ………



Demographic Details


38) Gender:

a) Male	c) Prefer not to say

b) Female	d) Others

39) Age:

a) 20-30	b) 31-35

c) 36-40	d) above 40 years


40) Marital Status:

a) Single	b) Married

c) Divorced	d) Separated



41) Educational Qualification:

a) Diploma	b) Degree

c) Post Graduation	d) Others (Specify….)



42) Experience:

a) < 2 years	b) 2-5 years

c) 6-10 years	d) >10 years


43) Organizational level

a) Employee	b) Lower management

c) Middle Management	d) Top Management
image1.jpeg
Start of First vaccine
the pandemic | announced |

20%

10%

0%

-10%

-20%

-30%

-40% —

T
2020 2021




image2.jpeg
Brazil

Italy

Canada

United States
France

United Kingdom
Germany

Japan

11.9% @ @ 13.4%
9.9% @@ 11%
57% @ @ 7%

37% @ @ s

85% @ 8.9%
38% @ @ 5.4%

31% @@ 43%
2.4% @@ 33%
:

T T T
0% 594 10% 15%




image3.png




image4.png




image5.png




image6.png




image7.png




image8.png




image9.png




image10.png




image11.png




image12.png




image13.png




image14.png




image15.png




image16.png




image17.png




image18.png




image19.png




image20.png




image21.png




image22.png




image23.png




image24.png




