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Abstract
This study examines the role of Strategic Human Capital Management (SHCM) 
in enhancing organizational performance at AutoTech Industries India Private 
Limited. The main objective is to evaluate the effectiveness of HR practices such as 
recruitment, training and development, performance management, and employee 
engagement. A descriptive research design was adopted, and data were collected 
from 336 employees using a structured questionnaire through convenience sampling. 
The data were analyzed using the Statistical Package for Social Sciences (SPSS). 
The findings indicate that while SHCM practices positively influence organizational 
performance, certain areas such as training effectiveness, performance management, 
and employee satisfaction need improvement for better organizational growth.

Keywords: Employee Engagement, HR Practices, Organizational Performance, Strategic 
Human Capital Management (SHCM), Training and Development

Background of the Study
	 Organizations today increasingly recognize the importance of 
effective human resource management in achieving organizational 
success. Strategic Human Capital Management (SHCM) plays a 
vital role in improving employee performance, productivity, and 
overall efficiency within an organization. In the present competitive 
business environment, it is essential for companies to align their HR 
strategies with organizational goals to ensure sustainable growth 
and long-term development. This study focuses on understanding 
employees’ perceptions, attitudes, and awareness regarding SHCM 
practices implemented in AutoTech Industries India Private Limited. 
The main objective of this research is to analyze the role of SHCM 
in enhancing organizational performance. The study examines 
key HR practices such as recruitment, training and development, 
performance management, and employee engagement. In recent 
years, organizations have placed greater emphasis on improving 
workforce capabilities through continuous training programs, 
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effective performance appraisal systems, and employee involvement initiatives. Employees today 
expect better working conditions, career growth opportunities, and recognition, which makes the 
implementation of strong SHCM practices more important than ever. This research highlights both 
the positive and negative aspects of existing HR practices within the organization. It evaluates 
how these practices influence employee motivation, satisfaction, and productivity. The study also 
identifies areas where improvements are needed, particularly in training effectiveness, performance 
management systems, and communication processes. Overall, the findings help in understanding 
how strengthening SHCM practices can contribute to higher employee satisfaction, improved 
performance, and long-term organizational success.

Literature Review
	 Jackson, S. E., Schuler, R. S., & Jiang, K. (2025). Strategic Human Resource Management 
(2nd ed., pp. 60–78). The study by Jackson, Schuler, and Jiang (2025) explains that Strategic 
Human Resource Management aligns HR policies and practices with the long-term goals of an 
organization. It highlights that strategies such as talent management, employee development, 
performance evaluation, and leadership support help build a skilled and committed workforce.
	 Storey, J., Ulrich, D., & Wright, P. (2024). The Routledge Companion to Strategic Human 
Resource Management (Vol. 1, pp. 130–148): The study by Storey, Ulrich, and Wright (2024) 
explains that Strategic Human Resource Management helps organizations use human capital as 
a key resource for gaining competitive advantage. It highlights that aligning HR strategies with 
business objectives improves overall organizational performance. The authors emphasize the 
importance of managing employee skills, knowledge, and abilities effectively. Practices such as 
talent development, leadership support, employee engagement, and performance management 
contribute to building a strong workforce.
	 Snell, S., Morris, S., & Bohlander, G. (2024). Managing Human Resources (19th ed., pp. 
175–192): The study by Snell, Morris, and Bohlander (2024) explains that the development of 
human capital is essential for improving organizational growth and effectiveness. It highlights that 
practices such as employee training, performance management, and continuous skill development 
enhance employees’ knowledge and abilities. These initiatives help employees perform their tasks 
more efficiently and contribute to organizational goals.
	 Noe, R. A., Hollenbeck, J., Gerhart, B., & Wright, P. (2023). Human Resource Management: 
Gaining a Competitive Advantage (12th ed., pp. 210–228): The study by Noe, Hollenbeck, Gerhart, 
and Wright (2023) explains that effective human resource management helps organizations gain 
a competitive advantage. It highlights that practices such as recruitment, training, performance 
management, and employee engagement improve employee skills and productivity. The authors 
emphasize that aligning HR strategies with business goals helps organizations adapt to changes and 
encourage innovation.
	 Dessler, G. (2023). Human Resource Management (17th ed., pp. 88–104): The study by Dessler 
(2023) explains that integrating HR strategies with overall organizational planning improves 
business performance. It highlights that aligning recruitment, training, performance evaluation, and 
employee engagement with organizational goals increases employee motivation and commitment. 
This alignment helps improve productivity, teamwork, and operational efficiency

Research Methodology
	 Descriptive research design was adopted for this study, as it focuses on understanding and 
analyzing current HR practices in the organization. The study describes the perceptions and 
opinions of employees regarding Strategic Human Capital Management (SHCM). The sample for 
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the study consists of 336 respondents selected through convenience sampling using a structured 
questionnaire. Close-ended questions were used to collect primary data from the employees. The 
collected data were carefully edited, classified, and analyzed using Statistical Package for Social 
Sciences (SPSS). The results were presented using simple tables and percentage analysis to clearly 
show trends and patterns in the data.

Objectives
•	 	To study the role of Strategic Human Capital Management (SHCM) in AutoTech Industries 

India Private Limited.
•	 	To evaluate the effectiveness of HR practices such as recruitment, performance management, 

and employee retention in achieving organizational goals
•	 	To analyze the impact of employee training and development programs on employee 

productivity and efficiency in the organization.
•	 	To study the relationship between employee engagement and organizational performance in 

AutoTech Industries India Private Limited.
•	 	To identify strategies to strengthen human capital management practices in order to improve 

productivity, employee satisfaction, and long-term organizational growth.

Findings and Analysis
Demographic Profile of Respondents
•	 	Age Group: Majority of respondents fall within the below 20 age group, indicating that the 

workforce is predominantly young and at an early stage of their careers
•	 	Gender: The distribution (61.6% male and 38.4% female) indicates a male-dominated 

workforce in the organization.
•	 	Education Level: Most respondents have school-level (35.4%) and diploma (29.2%) 

qualifications, indicating that the workforce is mainly moderately educated.
•	 	Occupational Experience: The majority of respondents have less than 1 year of experience 

(43.8%), indicating that the workforce is largely composed of early-career employees with 
limited experience.

•	 	Desingation: The respondents were categorized based on their job roles such as operators, 
technicians, and supervisors to understand how organizational position influences their 
perception of HR practices.

Table 4.1. Demographic Profile of Respondents
S.no Respondents Frequency Percentage

Age group
1 Below 20 134 39.9 %
2 21-25years 66 19.6%
3 26-30 years 48 14.3%
4 31-35 48 14.3%
5 Above 36 years 40 11.9%

Total 336 100%
Gender

1 Male 207 61.6%
2 Female 129 38.9%

Total 336 100%
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Educational Qualification
1 At school level 199 35.4
2 Diploma 98 29.2%
3 U.G 52 15.5%
4 P.G 55 16.4%
5 Other 12 3.6%

Total 336 100%
Experience

1 Less than 1 years 147 43.8%
2 1-5 years 103 30.7%
3 6-10 years 55 16.4%
4 11-15 years 17 5.1%
5 Above 15 years 14 4.2%

Total 336 100%
Designation

1 Plant Manager 148 44%
2 Production Supervisor 96 28.6%
3 Machine Operator 56 16.7%

4 Quality Inspector 36 10.7%
Total 100%

 
Role of SHCM in the Organization
•	 	Concept of SHCM: Strategic Human Capital Management (SHCM) refers to the effective 

management of employees as valuable assets to achieve organizational goals. It focuses on 
aligning HR policies and practices with the long-term objectives of the organization.

•	 	Features of SHCM: SHCM includes key practices such as recruitment, training and development, 
performance management, employee engagement, and talent management. It also involves the 
use of modern HR technologies and strategic planning to improve workforce efficiency.

•	 	 Importance for Organization: SHCM plays a major role in improving employee performance, 
productivity, and job satisfaction. It helps in building a skilled workforce, enhancing employee 
motivation, and supporting overall organizational growth.

•	 	SHCM is Efficient and Reliable: SHCM ensures better utilization of human resources through 
proper planning, training, and evaluation. It reduces employee turnover, improves performance, 
and creates a positive work environment, making it essential for long-term organizational 
success.

Effectiveness of HR Practices
•	 	Quality of Recruitment Process: The organization uses structured methods to select qualified 

and suitable candidates, ensuring the right fit for job roles.
•	 	Fairness in Selection: The selection process is transparent and unbiased, providing equal 

opportunities to all applicants.
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•	 	Clarity of Job Roles: Job roles and responsibilities are clearly communicated during recruitment 
to avoid confusion among employees.

•	 	Effectiveness of Recruitment Methods: The recruitment techniques used by the organization 
help in attracting and hiring capable employees.

•	 	Performance Appraisal System: The performance management system helps employees 
improve their performance through proper evaluation.

•	 	Regular Feedback Mechanism: Employees receive continuous feedback from supervisors, 
helping them enhance their efficiency.

•	 	Fair Performance Evaluation: Performance evaluations are conducted fairly, ensuring accurate 
assessment of employee performance.

•	 	Clear Performance Goals: The organization sets clear and achievable performance goals for 
employees.

•	 	Career Growth Opportunities: Employees are provided with opportunities for promotion and 
career development.

•	 	Rewards and Recognition: The organization offers rewards and recognition to motivate 
employees and improve satisfaction.

•	 	Employee Retention and Motivation: Employees feel motivated to continue working in the 
organization due to supportive HR practices.

Impact of Training and Development
•	 	Use of HR Technology: The organization uses modern HR tools and systems for recruitment, 

performance evaluation, and employee management to improve efficiency.
•	 	Cost Effectiveness of HR Practices: Effective SHCM practices help reduce employee turnover 

and recruitment costs while improving overall productivity.
•	 	Career Growth Opportunities:The organization provides opportunities for employee 

development and promotion based on skills and performance.
•	 	 Improved Organizational Performance: Strategic HR practices enhance employee performance, 

leading to better productivity and efficiency in the organization.
•	 	Employee Motivation and Engagement: SHCM practices such as recognition, feedback, and 

involvement increase employee motivation and job satisfaction.
•	 	Continuous Learning and Development: Training and development programs help employees 

upgrade their skills and adapt to organizational changes.
•	 	 Innovation through HR Practices: Encouraging employee ideas and participation helps improve 

creativity and innovation within the organization.
•	 	 Increasing Importance of SHCM: Organizations are increasingly adopting SHCM practices to 

improve employee performance and achieve long-term success.
•	 	 Improvement in Productivity: Effective HR strategies help employees perform better, leading 

to higher productivity and organizational growth.

Employee Engagement and Performance
•	 	HR Practices for Workplace Safety: The organization implements HR policies, training, and 

safety programs to reduce workplace risks and ensure employee well-being.
•	 	Decision in HR Management: Management makes HR decisions based on employee 

performance, organizational goals, and workforce requirements to improve overall effectiveness.
•	 	Cost Effectiveness of HR Practices: Efficient HR strategies help reduce recruitment and training 

costs while improving employee productivity and retention.
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•	 	Quality of HR Practices: The organization ensures fair recruitment, transparent performance 
evaluation, and effective training systems to maintain high HR standards.

•	 	Employee Support and Service: HR provides support through grievance handling, feedback 
systems, and employee welfare programs to improve satisfaction.

•	 	Work Environment and Organizational Design: A positive work environment with clear roles, 
responsibilities, and teamwork improves employee performance and engagement.

•	 	Acceptance of HR Practices: Employees increasingly accept and adapt to modern HR practices 
such as training programs, performance management, and engagement initiatives, leading to 
better organizational outcomes.

Improving Human Capital Practices
•	 	Strengthening Recruitment Practices: The organization should adopt transparent and skill-

based recruitment methods to select the right candidates and clearly communicate job roles 
and responsibilities.

•	 	Enhancing Training and Development: Regular and updated training programs should be 
provided to improve employee skills, knowledge, and adaptability to new technologies.

•	 	 Improving Performance Management System: The organization should ensure fair evaluation, 
clear performance goals, and continuous feedback to enhance employee performance.

•	 	 Increasing Employee Engagement: Encouraging employee participation, communication, and 
teamwork can improve motivation and job satisfaction.

•	 	Developing Career Growth Opportunities: Providing clear promotion policies, career planning, 
and recognition systems helps in retaining employees and improving long-term organizational 
growth.

Opinion Of Respondents
Strongly

Agree
Agree Neutral Disagree

Strongly
Disagree

Total

SHCM 
Performance

Frequency 104 148 56 22 6 336
Percentage 31% 44% 16.70% 6.50% 1.80% 100%

HR Alignment
Frequency 31 179 82 35 9 336
Percentage 9.20% 53.30% 24.40% 10.40% 2.70% 100%

Training & 
Development

Frequency 28 102 144 54 8 336
Percentage 8.30% 30.40% 42.90% 16.10% 2.40% 100%

Performance
Management

Frequency 21 94 74 121 26 336
Percentage 6.30% 28% 22% 36% 7.70% 100%

Management
Frequency 31 117 63 44 81 336
Percentage 9.20% 34.80% 18.80% 13.10% 24.10% 100%

HR 
Contribution

Frequency 83 161 49 31 12 336
Percentage 24.70% 47.90% 14.60% 9.20% 3.60% 100%

Candidate 
Selection

Frequency 27 157 106 34 12 336
Percentage 8% 46.70% 31.50% 10.10% 3.60% 100%

Fair Selection
Frequency 25 89 131 78 13 336
Percentage 7.40% 26.50% 39% 23.20% 3.90% 100%

Role Clarity
Frequency 26 81 86 117 26 336
Percentage 7.70% 24.10% 25.60% 34.80% 7.70% 100%

Recruitment 
Effectiveness

Frequency 29 106 73 55 73 336
Percentage 8.60% 31.50% 21.70% 16.40% 21.70% 100%
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Performance
Appraisal

Frequency 71 86 91 63 25 336
Percentage 21.10% 25.60% 27.10% 18.80% 7.40% 100%

Appraisal
Frequency 34 123 97 59 23 336
Percentage 10.10% 36.50% 28.90% 17.60% 6.80% 100%

Feedback 
System

Frequency 19 107 115 68 27 336
Percentage 5.70% 31.80% 34.20% 20.20% 8% 100%

Fair Evaluation
Frequency 25 102 79 100 30 336
Percentage 7.40% 30.40% 23.50% 29.80% 8.90% 100%

Goal Setting
Frequency 31 100 71 68 66 336
Percentage 9.20% 29.80% 21.10% 20.20% 19.60% 100%

Career Growth
Frequency 40 120 77 70 29 336
Percentage 11.90% 35.70% 22.90% 20.80% 8.60% 100%

Rewards & 
Recognition

Frequency 95 143 52 37 9 336
Percentage 28.30% 42.60% 15.50% 11% 2.70% 100%

Employee
Motivation

Frequency 21 165 91 45 14 336
Percentage 6.30% 49.10% 27.10% 13.40% 4.20% 100%

Training 
Availability

Frequency 26 86 73 123 28 336
Percentage 7.70% 25.60% 21.70% 36.60% 8.30% 100%

Skill 
Improvement

Frequency 24 99 71 59 83 336
Percentage 7.10% 29.50% 21.10% 17.60% 24.70% 100%

Work Efficiency
Frequency 90 149 50 34 13 336
Percentage 26.80% 44.30% 14.90% 10.10% 3.90% 100%

Productivity 
Growth

Frequency 19 158 81 54 24 336
Percentage 5.70% 47% 24.10% 16.10% 7.10% 100%

Technology 
Adaptation

Frequency 24 110 131 58 13 336
Adaptation 7.10% 32.70% 39% 17.30% 3.90% 100%

Employee  
Motivation

Frequency 27 97 81 107 24 336
Percentage 8% 28.90% 24.10% 31.80% 7.10% 100%

Teamwork 
Improvement

Frequency 32 98 79 54 73 336
Percentage 9.50% 29.20% 23.50% 16.10% 21.70% 100%

Productivity 
Increase

Frequency 103 128 55 35 15 336
Improvement 30.70% 38.10% 16.40% 10.40% 4.50% 100%

Communication 
Effectiveness

Frequency 27 97 81 107 24 336
Percentage 8% 28.90% 24.10% 31.80% 7.10% 100%

Organizational
Impact

Frequency 32 98 79 54 73 336
Percentage 9.50% 29.20% 23.50% 16.10% 21.70% 100%

Career Growth
Frequency 103 128 55 35 15 336
Percentage 30.70% 38.10% 16.40% 10.40% 4.50% 100%

Employee
Involvement

Frequency 27 166 78 49 16 336
Percentage 8% 49.40% 23.20% 14.60% 4.80% 100%

Work 
Environment

Frequency 22 95 137 65 17 336
Percentage 6.50% 28.30% 40.80% 19.30% 5.10% 100%
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Inferential Analysis
Independent-Sample T Test
	 The Independent Sample T-Test is used to compare the mean values of two independent groups 
to determine whether a significant difference exists between them. It assumes normal distribution 
of data and equal variances between the groups. In this study, it is applied to analyze differences 
in employees’ perceptions of Strategic Human Capital Management practices and their impact on 
organizational performance.

Hypothesis
	 Null Hypothesis (H0): There is no significant difference between male and female employees in 
their perception of Strategic Human Capital Management practices at AutoTech Industries India 
Private Limited.
	 Alternative Hypothesis (H1): There is a significant difference between male and female 
employees in their perception of Strategic Human Capital Management practices at AutoTech 
Industries India Private Limited.

Table 4.2

Factor Contribution to Increase Employee Motivation
Gender

T value P value
Male Female

SHCM practices improve organizational performance 1.92 2.23 -2.936 0.004
HR strategies aligned with organizational goals 2.40 2.50 -0.968 0.334
Training & Development support employee growth 2.83 2.59 2.351 0.019
Performance Management improve employee performance 3.35 2.73 5.260 0.000
Strategic HR practices Contribute to organizational success 3.42 2.54 6.180 0.000

	
	 The Independent Sample t-test results indicate that there is a significant difference between 
male and female employees in their perception of Strategic Human Capital Management (SHCM) 
practices such as improving organizational performance, training and development, performance 
management, and organizational success, as the p-values are less than 0.05; hence, the null 
hypothesis is rejected for these variables. However, there is no significant difference between male 
and female employees regarding the alignment of HR strategies with organizational goals, as the 
p-value is greater than 0.05; therefore, the null hypothesis is accepted.

ANOVA
	 ANOVA (Analysis of Variance) is a statistical method used to compare the mean values of three 
or more groups to identify significant differences. It examines both within-group and between-group 
variations to determine statistical significance. In this study, ANOVA is applied to analyze whether 
demographic factors like age, experience, and designation influence employees’ perceptions of 
SHCM practices and organizational performance.

Hypothesis
Null Hypothesis (H0):
	 There is no significant relationship between training and development practices and employee 
performance at AutoTech Industries India Private Limited.



239

Shanlax
             International Journal of Management

https://www.shanlaxjournals.com

Alternative Hypothesis (H1):
	 There is a significant relationship between training and development practices and employee 
performance at AutoTech Industries India Private Limited.

Sum of Squares Df Mean Square F Sig.

Employees receive regular  
feedback from their supervisor

Between Groups 26.134 3 8.711 6.186 .000
Within Groups 467.506 333 1.408

Total 493.640 336

Performance evaluations are 
conducted fairly in the  

organization

Between Groups 15.687 3 5.229 4.663 .003
Within Groups 372.301 333 1.121

Total 387.988 336

Performance appraisal  
systems help improve  
employee performance

Between Groups 98.076 3 32.692 23.249 .000
Within Groups 466.850 333 1.406

Total 564.926 336
	 The ANOVA results indicate that there is a significant difference among employee groups 
with respect to performance management practices, as the p-value is less than 0.05. This shows 
that factors such as designation or experience influence employees’ perceptions of performance 
appraisal, feedback, and evaluation systems. The variation between groups is higher than within 
groups, confirming statistical significance. Therefore, the null hypothesis is rejected at the 5% level.

Findings
•	 	A majority of respondents have a positive perception of SHCM practices, indicating that they 

contribute to organizational performance.
•	 	HR strategies are generally aligned with organizational goals, but a considerable number of 

employees remain neutral, showing a need for better clarity.
•	 	Training programs are regularly conducted, but their effectiveness in improving employee 

performance and adapting to new technologies is questionable.
•	 	The performance management system is not highly effective, as a significant number of 

employees expressed dissatisfaction.
•	 	Recruitment processes are largely effective and fair, but job roles and responsibilities are not 

clearly communicated during hiring.
•	 	Employee feedback and evaluation systems show moderate effectiveness, with some employees 

experiencing inconsistency.
•	 	Career growth opportunities exist, but employee perception is mixed, indicating scope for 

improvement.
•	 	Rewards and recognition systems are not fully satisfactory, as many employees expressed 

dissatisfaction.
•	 	Employee engagement levels are moderately high, and most employees feel motivated to 

contribute to organizational success.
•	 	Communication within the organization is not highly effective, affecting employee engagement.
•	 	A large portion of employees are neutral or dissatisfied about HR strategies improving employee 

satisfaction and long-term growth.
•	 	The workforce is dominated by less experienced employees, indicating a relatively young 

workforce with growth potential.
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Suggestion
•	 	 Improve HR strategy communication Clearly explain HR policies and goals to employees 

through regular meetings and updates.
•	 	Make training more practical Focus on skill-based and technology-oriented training with 

measurable outcomes.
•	 	Revise performance management system Ensure transparency, fairness, and continuous 

feedback in performance evaluations.
•	 	Define job roles clearly during recruitment Provide detailed job descriptions and expectations 

at the time of hiring.
•	 	Standardize feedback systems Implement consistent evaluation methods like regular reviews 

and structured feedback.
•	 	Enhance career development plans Offer clear promotion paths and growth opportunities for 

employees.
•	 	Strengthen rewards and recognition Introduce fair, performance-based incentives and 

appreciation programs.
•	 	 Improve internal communication Encourage open and transparent communication across all 

levels of the organization.
•	 	Boost employee engagement activities Organize team-building programs and involve 

employees in decision-making.
•	 	Develop young workforce Provide mentoring, coaching, and continuous learning opportunities 

for less experienced employees.

Conclusion
	 The study concludes that Strategic Human Capital Management (SHCM) plays an important 
role in improving employee performance and organizational effectiveness. HR practices such as 
recruitment, training, performance management, and employee engagement have a strong impact on 
productivity and success. Statistical analysis shows significant differences and relationships among 
key variables. However, gaps exist in areas like performance management, communication, and 
employee satisfaction. Improving these areas can help the organization achieve better productivity, 
employee satisfaction, and long-term growth.
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