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Abstract- Human resource policies are the central factor in 

determining employee performance, job satisfaction, and 

organizational productivity. In the modern workplace, 

effectively designed HR policies like compensation, 

training and development, work-life balance, career 

opportunity, and performance evaluation are critical in 

employee motivation and organizational commitment. With 

this study, this objective is attempted to be met to examine 

the efficacy of HR policies in organizations and how they 

contribute to employee performance. Through these 

associations, companies are able to make their HR 

planning more efficient in creating a more productive and 

motivated workforce. The research is quantitative in 

nature, using a systematic questionnaire among 250 

employees working in various industries. Statistical 

measures like mean, standard deviation, and hypothesis 

testing methods have been used to find the effect of HR 

policies on the performance of employees. The study also 

assesses the extent of employee satisfaction with various 

aspects of HR policies and examines the effectiveness of 

electronic HR management (E-HRM) in making HR 

functions easy. The findings indicate that the satisfaction 

of employees with HR policies is strongly connected with 

motivation and job performance, and hence the need for 

strategic HR frameworks is highlighted. The study 

concludes that organizations that place emphasis on well-

designed HR policies have greater employee satisfaction, 

improved performance, and increased organizational 

effectiveness. In addition, application of E-HRM 

technologies is a strong predictor of HR process 

effectiveness, decision-making velocity, and talent 

retention. The results are valuable for HR professionals, 

policymakers, and business executives in designing HR 

strategies in harmony with the ambitions of employees and 

organizational goals. 
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I. INTRODUCTION 

 

Human resource policies are the organizational 

management's lifeline, defining rules, norms, and 

practices that regulate relations between employees. 

They affect most of the areas of interest, namely 

compensation, training, career development, and 

performance management, all of which have 

immediate impacts on the motivation and productivity 

of the employees. As corporate homes are 

transforming themselves in the light of technological 

change and changing workforce needs, they require 

more rational and strategic HR policies. Additionally, 

e-HR software like electronic human resource 

management (E-HRM) systems have transformed the 

way of HR practices and provided effective processes 

and better decision-making tools. Nevertheless, such 

performance of employees that is influenced by these 

technologies and policies is something that is yet to be 

researched and discussed on an ongoing basis. The aim 

of this research is to analyze the role played by HR 

policies in terms of improving the performance of 

employees based on factors of satisfaction, motivation, 

and effectiveness. Besides, the research explores the 

growing applicability of E-HRM systems in enhancing 

HR management and overall workplace effectiveness. 

Through this analysis, the research seeks to guide the 

development of policies that appeal to employee needs 

while promoting organizational success. 

 

II. REVIEW OF LITERATURE 

 

Mahfouz, Shatha & Bahkia, Ayu Suriawaty & Alias, 

Noryati. (2021). This paper aims to explore the 

significance of employee commitment as a mediator in 

the relationship between HRM practices and employee 

performance. The target population is employees in 

the construction industry in Jordan. The respondents 

were selected utilizing a simple random sampling 
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method. The data was gathered through a self-

administered questionnaire and analyzed utilizing 

structural equation modeling (SEM) in IBM SPSS 

AMOS 24.0. The researcher obtained an aggregate of 

297 usable and completed questionnaires. The study 

found that: 1) HRM practices have significant effects 

on employee performance, 2) employee commitment 

has significant effects on employee performance, 3) 

HRM practices have significant effects on employee 

commitment, and more importantly, and 4) employee 

commitment partially mediates the relationship 

between HRM practices and employee performance. 

The implications of the study are also examined. 

Salman, M., Anwar, I., Ganie, S. A., & Saleem, I. 

(2023).This study is an endeavor to assess the impact 

of different human resource management practices on 

the organizational performance of banks in India. 

Using a convenience sampling technique, a sample of 

325 employees from four banks responded to a survey 

questionnaire. The psychometric properties of the 

constructs were established through confirmatory 

factor analysis, while structural equation modelling 

was utilized to examine the proposed hypotheses. The 

findings of the study confirmed a positive and 

significant influence of training and development, 

performance appraisal, and employee involvement on 

the performance of the banks under investigation. 

However, recruitment and selection indicated a 

positive but insignificant impact. The outcome of this 

research can assist policy and decision-makers in 

enhancing organizational performance by investing in 

appropriate human resource management practices. 

The study is equally significant for human resource 

professionals and practitioners to foster the 

professional development and advancement of their 

personnel. 

Basu, Ranita. (2024). The present study was designed 

to investigate the role of HR policies on employee's 

motivation and employee performance. According to 

the paper, the company employs a variety of 

approaches to motivate its employees. It was also 

discovered that the company would not provide 

instruction to its staff. It was found that flexible and 

employee friendly HR polices impact the employees 

in a positive way, thus reflected in employee 

engagement and performance as well. The aim of the 

research was to determine the impact of positive HR 

policies on motivation, engagement and performance 

of the employees. The research looked at motivation, 

job efficiency, and the connection between 

engagement, motivation and employee performance. 

The research included a detailed survey of workers. 

Three hypotheses were formulated and purposive 

sampling technique was used to collect data. Mean, SD 

and Product moment correlation were used to interpret 

the data obtained by systematic questionnaires. 

According to the findings, motivation is the most 

important thing that influences employee success. It 

also showed a direct connection between HR policy 

and Employee engagement. Furthermore, the results 

showed that employee motivation causes them to do 

extra tasks in order to improve their performance, and 

that there is a clear, solid, and positive association 

between HR policies, employee motivation, employee 

engagement and employee performance. 

Maliha, M. N., Tayeh, B. A., & Abu Aisheh, Y. I. 

(2025). The main objective of this paper is to identify 

the HRM strategies, practices and their impact on 

worker’s performance in the Architecture, 

Engineering, and Construction (AEC) Industry. The 

method which was used in this study was based on 

three stages. After the completion of the database and 

web engine search, the total number of sources found 

were 149. Next, the sources’ titles and abstracts were 

reviewed and those marked as relevant to the review 

were chosen to be retrieved and thoroughly reviewed. 

The sources were chosen based on the following 

inclusion criteria: (a) the sources implied in HRM 

strategies in the AEC industry, (b) the sources released 

between 2010 and 2023, (c) the online sources, and (d) 

the English-language sources. Also, the selected 

sources are reviewed to extract the factors using the 

content analysis method which is a thorough and 

systematic study of the contents of a specific body of 

material. In addition, content analysis is carried out to 

extract practices of HRM strategies and their impact 

on worker performance. This can be followed up and 

observed through the figures and tables that come 

later. As a final result, which concludes the outputs of 

the previous stages which results in a first-round total 

of 31 HRM strategies practice but in the second-round 

result of reaching 39 different sources from 149 related 

sources. After that, discussing the most popular 

between them based on the appearance of it in the 

sources which reviewed beside that, the impact of it on 

worker’s performance were viewed in the AEC 

industry.  

III. OBJECTIVES OF THE STUDY 
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1. To examine the impact of HR policies on the 

performance of employees in organizations and 

research employee satisfaction with various 

dimensions of HR policies such as compensation, 

training, and work-life balance. 

2. To analyze the effect of career development 

opportunities and performance appraisal systems 

on employee motivation and explore the 

effectiveness of electronic HR management (E-

HRM) in optimizing HR processes and decision-

making. 

3. To explore the relationship between employee 

retention and HR policies and to test the 

hypothesis regarding the effectiveness of HR 

policies in influencing workers' job performance 

and motivation and to provide recommendations 

on how to improve HR policies to improve 

organizational efficiency and labor productivity. 

 

IV. RESEARCH METHODOLOGY 

 

The research method used in the study guarantees 

systematic analysis of human resource policy's effect 

on workers' performance. It employs primary and 

secondary sources of information, hypothesis, and 

statistical tests to draw meaningful inferences. It is 

based on a sample population of 250 participants from 

diverse organizations to achieve diversity of opinions 

concerning HR policy and its impact on employee 

performance. 

• Research Design: The study employed a 

descriptive and analytical research design to 

ascertain the effect of HR policies on employee 

performance and motivation. The descriptive 

section outlines current HR policies, and the 

analytical section describes the correlation 

between policy effectiveness and employee 

performance. A Likert scale-based questionnaire 

was used to obtain measurable responses from the 

respondents. 

• Sample Size and Sampling Technique: The study 

used a sample size of 250 employees from 

different industries. Stratified random sampling 

was employed to get balanced representation from 

dimensions like job level, work experience, and 

type of industry. This methodology increases the 

validity of the research since it captures a wide 

range of employees. 

• Data Collection Methods: Data for the current 

study were collected employing both primary and 

secondary data sources. Secondary data were 

obtained by conducting research reports, HR 

reports, and company documents which provided 

the backdrop setting to the study. Primary data 

were obtained using a response structured Likert 

scale-based questionnaire in order to determine 

the extent of employee satisfaction, motivation, 

and perceived impacts of HR policies. 

• Data Analysis Tools: Statistical tools like Mean, 

Standard Deviation, t-test, and calculation of p-

value were used to examine the data that was 

gathered. Hypothesis testing was utilized within 

the study to check whether HR policies 

significantly influenced employee performance 

and motivation. Demographic analysis tables and 

Likert scale-based response tables were drawn up 

for the presentation of findings in a sequential 

manner. 

 

V. ANALYSIS AND INTERPRETATIONS 

 

5.1 Demographic Profile of the Respondents  

Table 1: Demographics 

Particulars Frequency Percentage 

Gender 

Male 138 55.2% 

Female 112 44.8% 

Age Group 

20-30 years 87 34.8% 

31-40 years 92 36.8% 

41-50 years 45 18% 

Above 50 years 26 10.4% 

Educational Qualification 
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Undergraduate 71 28.4% 

Postgraduate 98 39.2% 

Doctorate 38 15.2% 

Others 43 17.2% 

Years of Experience 

Less than 5 years 82 32.8% 

5-10 years 92 36.8% 

11-20 years 51 20.4% 

More than 20 years 25 10% 

Job Level 

Entry Level 97 38.8% 

Mid-Level 92 36.8% 

Senior Level 61 24.4% 

 

Table 1: Demographics gives the breakdown of the 

respondents by gender, age group, educational 

qualification, experience years, and job level. The 

gender split indicates 55.2% of the respondents as 

male and 44.8% as female, which is a very evenly split 

workforce. By age, the highest percentage of 

respondents (36.8%) belong to the 31-40 years age 

group, followed by 20-30 years (34.8%), reflecting 

that the majority of participants fall in the early to 

middle phase of working life.At the educational level, 

there is a huge majority that possesses a postgraduate 

degree (39.2%), followed by an undergraduate degree 

with 28.4%, and 15.2% possesses a doctorate, and 

hence it is an educationally highly qualified 

workforce. In terms of experience, a majority of 

respondents belong to the experience bracket 5-10 

years (36.8%), followed by fewer than 5 years 

(32.8%), indicating most of the participants are 

exposed extensively to HR policies. Employment 

distribution suggests that 38.8% respondents are 

juniors, 36.8% are intermediates, and 24.4% are 

seniors, which leaves diversified sampling for the 

study. 

 

5.2 Analysis on Human Resource Policies 

Table 2: Employee Satisfaction with HR Policies 

HR Policy Factors Highly Satisfied Satisfied Neutral Dissatisfied Highly Dissatisfied 

Compensation & Benefits 54 89 47 38 22 

Training & Development 62 84 39 43 22 

Work-Life Balance 71 81 42 36 20 

Career Growth Opportunities 58 92 44 37 19 

Performance Evaluation System 65 87 41 39 18 

 

Table 2: Satisfaction with HR Policies reveals 

respondents' satisfaction with key HR policies. The 

majority of employees are satisfied with career 

development (92 satisfied, 58 highly satisfied), 

training & development (84 satisfied, 62 highly 

satisfied), and compensation &benefits (89 satisfied, 

54 highly satisfied). The large majority, on the other 

hand, are indifferent or unhappy when it comes to 

compensation & benefits (47 neutral, 38 unhappy) and 

performance appraisal programs (41 indifferent, 39 

unhappy). The implication is that while HR policy is 

generally excellent, performance management and 

compensation are two areas needing some tweaking.  

 

Table 3: Impact of HR Policies on Employee Performance 

HR Policy Factors Improved Performance No Significant Change Declined Performance 

Compensation & Benefits 141 81 28 

Training & Development 152 71 27 

Work-Life Balance 138 83 29 

Career Growth Opportunities 147 74 29 

Performance Evaluation System 133 89 28 
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Table 3: Influence of HR Policy on Worker 

Performance shows that the influence of HR policy on 

worker performance is generally positive. Training & 

development (152 respondents) and career 

development opportunity (147 respondents) lead to 

improved performance among the majority of 

employees, confirming the applicability of these 

policies towards career growth. Similarly, 

compensation & benefits equate to improved 

performance by 141 respondents, whereas 81 have no 

change, which testifies to the importance of 

individualized compensation practices. In summary, 

the findings confirm that efficient HR policies enhance 

the productivity and participation of employees. 

 

Table 4:Employee Perception of E-HRM Effectiveness 

E-HRM Aspect Strongly Disagree Disagree Neutral Agree Strongly Agree 

Improves HR process efficiency 12 18 43 91 56 

Enhances employee engagement 15 22 49 85 49 

Reduces administrative workload 9 19 47 89 56 

Supports remote workforce management 10 17 42 92 59 

 

Table 4: Employee Perception of E-HRM 

Effectiveness shows the employees' perception of the 

impact of electronic HR management systems. They 

mostly agree or strongly agree that E-HRM improves 

the effectiveness of HR processes (91 agree, 56 

strongly agree), reduces administrative load (89 agree, 

56 strongly agree), and supports remote worker 

management (92 agree, 59 strongly agree). But there 

is disagreement and a minority that are also neutral, 

particularly with its effect in employee engagement 

(49 neutral, 22 disagree), which shows that 

engagement programs should be re-tuned. 

 

Table 5: Impact of E-HRM on Organizational Performance 

Performance Factor No Impact Low Impact Moderate Impact High Impact Very High Impact 

Employee Productivity 8 14 51 89 58 

Decision-Making Speed 7 19 46 93 55 

Cost Efficiency 10 18 49 85 58 

Talent Retention 11 22 52 84 51 

 

Table 5: Influence of E-HRM on Organizational 

Performance shows that the impact of E-HRM systems 

on drivers of performance is high. Highest impact is 

seen in decision tempo (93 high impact, 55 very high 

impact) and employee productivity (89 high impact, 

58 very high impact). Cost-effectiveness (85 high 

impact, 58 very high impact) and talent retention (84 

high impact, 51 very high impact) are also positively 

impacted. This establishes that the E-HRM systems 

have a significant part to play in optimizing HR 

activities and overall organisational performance.  

 

5.3 Hypothesis testing  

H₀: HR policies do not significantly impact employee 

job performance. 

H₁: HR policies have a significant positive impact on 

employee job performance. 

 

Table 6: Hypothesis Testing - Impact of HR Policies on Employee Performance 

HR Policy Factors Mean (M) Std. Deviation (SD) t-value p-value Significance (p < 0.05) 

Compensation & Benefits 3.87 0.92 5.62 0.001 Significant 

Training & Development 4.02 0.85 6.14 0.000 Significant 

Work-Life Balance 3.76 0.95 4.89 0.002 Significant 

Career Growth Opportunities 4.08 0.88 6.33 0.000 Significant 

Performance Evaluation 

System 

3.95 0.91 5.87 0.001 Significant 

 

Table 6: Hypothesis Testing - HR Policies and their 

Impact on Employee Performance investigates 

whether HR policies significantly impact employee 

performance. Since the p-values of all factors are less 

than 0.05, null hypothesis H₀: HR policies do not 

significantly influence performance is rejected. The 

greatest mean score is reported for career development 

opportunities (M = 4.08, SD = 0.88), followed by 
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training & development (M = 4.02, SD = 0.85), their 

highest impact on employee performance. 

Compensation & benefits, work-life balance, and 

performance appraisal practices also register 

statistically significant positive impacts, justifying the 

appropriateness of carefully thought-out HR policies 

in sustaining performance. 

H₀: There is no significant relationship between 

employee satisfaction with HR policies and 

motivation. 

H2: Employee satisfaction with HR policies 

significantly influences motivation. 

 

Table 7: Hypothesis Testing - Employee Satisfaction & Motivation 

Employee Satisfaction Factors Mean (M) Std. Deviation 

(SD) 

t-value p-value Significance (p < 0.05) 

Compensation & Benefits 3.91 0.89 5.72 0.001 Significant 

Training & Development 4.05 0.83 6.21 0.000 Significant 

Work-Life Balance 3.80 0.94 5.01 0.002 Significant 

Career Growth Opportunities 4.12 0.87 6.44 0.000 Significant 

Performance Evaluation System 3.98 0.90 5.95 0.001 Significant 

 

Table 7: Hypothesis Testing - Employee Satisfaction 

& Motivation is used to determine the relationship 

between employee satisfaction and HR policies and 

motivation. In this case, all p-values are less than 0.05, 

and the null hypothesis (H₀) is therefore rejected, 

confirming that HR policies significantly influence 

employee motivation. Career development prospects 

(M = 4.12, SD = 0.87, t = 6.44) and training & 

development (M = 4.05, SD = 0.83, t = 6.21) are the 

most effective motivators, and the reason is that they 

have a critical role in maintaining employees' 

motivation level. The results support the fact that 

organizations with sound HR policies can anticipate 

higher employee motivation and productivity. 

VI. CONCLUSION 

 

The study reveals the importance of HR policies in 

determining the performance of employees, job 

satisfaction, and organizational performance. Good 

working HR policies like fair compensation, career 

development opportunities, work-life balance 

programs, and performance management programs are 

found in the study to impact employee motivation and 

productivity tremendously. Employees tend to work 

more vigorously if they feel that HR policies are just 

and for their good, contributing to better performance 

and long-term success for organizations. Other than 

this, the study points out the additional importance of 

E-HRM systems in simplifying HR functions. 

According to the analysis, E-HRM enhances 

efficiency, limits paperwork constraints, and provides 

increased control over the staff. Organizations with 

computer-based HR applications have improved 

decision-making, improved staff retention, and 

improved organizational responsiveness. Statistical 

results confirm the hypothesis that effective HR 

practices are followed by workers' motivation and 

labor performance, indicating that companies have to 

continually upgrade their HR methods. Put simply, 

companies need to learn about the strategic role of HR 

policy in a bid to design a motivated and efficient work 

force. A robust well-designed HR system guarantees 

not just the happiness of the employees but also the 

power of the organization in a competitive business 

world. With the integration of data-driven analytics 

and technology-facilitated HR solutions, organizations 

can instill a culture of engagement, learning, and long-

term success. Other industry-level HR policy changes 

and AI-based HRM system emerging role in 

optimizing organizational performance can be 

examined further with future studies. 
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