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The present research paper aims to assess the impact of Human Resources Policies and
Practices on Organizational Performance in Indian Oil & Gas Industry. The main objective
of this research is to understand the influence of Human Resource Management Policies
and Practices on Organizational Performance in Oil & Gas Industry in India.

The study sheds light on how HRM practices are implemented in India specifically at
ONGC to enhance Organizational Performance.

1. Introduction

The rapid progress of economic globalization, technology
and the diversified expansion of customer needs and more
competitive market have brought great challenges to the
performance of organizations. The organizations need to adapt
these ever- growing competition needs in terms of delivery,
speed, producthor service quality, innovation and globalization.
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In the early 20 century, the organizations have introduced new
methods of manufacturing to improve the competitiveness and
efficiency. However, lesser attention was given on improving
the human resource management system which resulted in not
achieving the anticipated effect. However, the technology
& tangible assets, which were earlier a source of competitive
advantage, could easily be copied by the competitors. Thus,
organizations and researchers began documenting ways of
creating business value through the strategic management of
the workforce.

In today’s World of Globalization, Organizations are
seeking to gain competitive advantage by obtaining the right
talent through human resources strategy. The people working
in organizations can be a source for competitive advantage
unlike any other resource, in the way that they can be rare and
hard to imitate by competitors (Barney, 1991).

With the evolution of Strategic Management Theory, many
organizations have implemented the human resource strategy
which made the employees the focus of organizations.
Considering the macro domain of the human resource
management field, strategic human resource management
mainly concentrates on firm-level human resource phenomena
and the link between human resource practices and
organizational perforTance (Lepak& Shaw, 2008).

t

India ranks 4 largest Oil and Petroleum product
rd

consumer in the world and the 3 largest consumer of Crude
Oil and Petroleum products in the World in 2016. Further, the
increase in mergers and acquisitions due to Globalization,
technological progression, new production development,
regulatory requirements and shifting demographics challenge
the Oil and Gas Industry, specifically the ability of the industry
to attract and retain skilled employees. Among the energy
producing companies of the World, Oil and Natural Gas
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Corporation Limited (ONGC) ranked number one and amongst
th

the exploration and production (E&P) companies 11 among
the global energy majors.

2. HR SCENARIO OF ONGC

The Oil and Gas Industry in India is currently facing talent
shortage and so is the Oil and Natural Gas Corporation Limited
(ONGC). The average age of work force in the Indian oil and
gas sector is high. AlImost 50% of employees have more than
20 years of experience, and the majority is due to retire in the
next 5-10 years (Verma, 2016).

ONGC has about 32 thousand employees. Aging work
force is a cause of concern in ONGC. The sector may also
face 34% of employee retirement at the middle-management
level. This will reduce the experienced talent in the Oil and Gas
Sector. Attracting the right talent and positioning them at the
right place is another challenge: The problem gets further
accentuated by the fact that the fresh graduates who have
joined in the recent past had no immediate superiors with
whom they could connect and get proper guidance or
grooming. They sure had been assigned mentors, but the gap
between them (of age, level) had been too wide to develop a
healthy, elder- brotherly bond — the relationships were more
like father-son separated by a complete generation, and
unable to appreciate each other’'s concerns. There are two
major root causes of the problem — first, heavy recruitment in
the early and mid-eighties coupled with a time bound
promotion policy, and second, and more important, a
Government directive in the nineties to stop all fresh
recruitments.

The large number of fresh graduates who had joined
ONGC in the eighties therefore remained at the bottom of the
ladder even after several promotions. It was common to see
qualified graduate engineers at Superintending Engineer level
working in shifts and checking and topping up the oil and water
levels in the engines running at ONGC'’s installations. The
same people today are at General Manager Level, still at the
working level.

These two sets of people are today at the top levels and
have two very different competencies - the ones in the
corporate offices do not have good field exposure and are not
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able to appreciate the problems of the field. The people in the
field understand the problem well, and are very competent to
solve them, but lack communications skills to convey their
problems and likely solutions to the top management. They
also do not understand the complexities of contracts and keep
falling into the traps of vigilance, in spite of having acted in the
best interest of the organization. But there is an even bigger
problem - due to this acute shortage of manpower and the
growing volume of work, ONGC resorted to outsourcing. Out
sourcing is a preferred option for low-tech, routine or non-core
activities, such as logistics, civil construction work etc. But
ONGC ended up with contracting most of its high tech and
core activities.

Their personal objectives are often at variance with the
objectives of ONGC and result into disputes, delays, litigations,
and worst of all, corruption.

This therefore leads us to an organization, where those
who know and can perform, are neglected and demoralized
those with lesser technical knowledge but better
communication skills call the shots and those with vested
interests manipulate the things.

3. REVIEW OF LITERATURE

This section presents an in-depth review of literature of the
variables related to the study. The present review analyses the
way in which subject aspects have grown indicating various
components that have added value. Based on the different
HRM literature and research done in large companies, this
section will describe how the subject has developed in the past
years.

Gould-Williams (2003) supported that HR practices are
powerful predictors of trust and organizational performance.
Singh (2004) believed that training and compensation had a
significant impact on perceived organizational performance and
market performance of the firm. Bartel (2004) indicated a
positive relationship between branch performance and
employee’s satisfaction. Budhwar & Boyne (2004) showed
many similarities and differences in the HRM systems of Indian
public and private sector organizations. Gooderham et al.
(2008) indicated those five calculative practices and two
intermediary practices had a significant impact on performance
Katou (2009) indicated that the effect of HRD on organizational
performance was positive Caliskan (2010) investigated the link
between human resource management practices and
organizational performance. Gavrea et al. (2011) revealed that
all the variables except the structure of the organization had a
significant impact on organizational performance. Khan et al.
(2011) found that On-the-job-training, Training Design and
Delivery style had positive impact on organizational
performance. Santos & Brito, (2012) support the idea that
stakeholders have different demands that need to be managed
independently. Kagwiria (2013) found that most of the talent
management studies reviewed did not show a direct
relationship between talent management and organization
performance. Almatrooshi et al. (2016) found that “Leadership
is an important variable in the success of an organization”. The
study is theoretical in nature and requires further empirical
studies. Farouk et al. (2016) found that organizational
innovation fully mediates human resource management
practices —organizational. Choi (2014) revealed that the
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effectiveness measure had an impact on financial performance
and presence measure had an impact on employee job
satisfaction. The empirical research of Dirpal (2015) revealed
that team work, performance appraisal and work-life balance
generate tendencies to enhance organizational performance;
whereas corporate culture, empowerment and rewards
generate neutral powers/tendencies. Habtoor (2016) indicate
that human factors positively affect quality improvement
practices and organizational performance; human factors
indirectly and significantly affect organizational performance via
the mediator of quality improvement practices. Mehralian et al.
(2017) supported the research model and revealed that total
quality management implementation can positively and
significantly influence the organizational performance.

4. OBJECTIVES OF RESEARCH

The study aims to achieve the following objectives.

1. To identify the impact of HRM policies and practices
on perceived organizational performance.

2. To identify the impact of moderating variable on the
HRM policies and practices and organizational
performance relationship.

3. To suggest measures to improve perceived
organizational Performance through HR practices and
policies.

5. RESEARCH METHODOLOGY

The present research work is based on primary data
collected with the help of a questionnaire. The questionnaire
had three sections; Section A asked for the personal details of
the respondents, Section B had different questions on four
HRM dimensions such as Work-Life balance (WLB), Rewards
and Benefits (RB), Training and Development (TD),
Recruitment and Selection (RS), Perceived Organizational
Performance (POP) and HR Practices/ HR Bundle(HRP). The
last section, attempted to assess perceived organizational
performance.Thereare, in all 29 items in the questionnaire for
employees. All of the items were derived from the review of
existing literature on HRM policies and practices and were
adopted from previous researchers ((Delery and Doty (1996);
Dockel (2006); Guest (1998); Huselid (1995); Pfeffer (2005))and
a few items have been adapted from already developed and
validated scales such as HRMPPS (Human Resource
Management Practices and Policies Scale). The responses
were measured on a five point Likert scale, varying from 1=
strongly disagree to 5 = strongly agree which is useful in
context to questionnaire survey and research (Likert, 1932). All
the employees of ONGC are considered as the universe. The
employees who participated in the survey work at different
functional levels. Hence, a sample of employees was chosen
from the universe for data collection for this study. This
convenience sampling method has been used for the study. In
this paper, quantitative approach is used to develop the
hypotheses. The hypotheses consisting all the variables under
study are empirically investigated using statistical techniques
which have been used to prove the causal relationships among
independent variables, dependent variables, mediating
variables and between independent & dependent variables.

6. CONCEPTUAL FRAMEWORK OF THE STUDY
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Based on the review of Literature the following research
models have been proposed

H2: There is a positive relationship between Training and
Development and Perceived Organizational Performance

Model 2 H3: There is a positive relationship between Reward and
. Benefits on Perceived Organizational performance
H4: There is a positive relationship between Work-Life
Balance and Perceived Organizational Performance.
" s H5: There is a positive relationship between individual
HRP POP HRM policies and Perceived Organizational Performance.
wwLB
7. DEMOGRAPHIC DESCRIPTION OF RESPONDENTS
RB Gender Profile of Respondents

The gender status covers two categories viz .male and
female. After generating the profile of the respondents on the
basis of gender, it has been observed that the male
respondents are dominant as out of 336 respondents, there
are 243 (72.3 %) male and 93 (27.7%) female in study.

RESEARCH HYPOTHESIS

In this section all the hypotheses used in the study have
been formulated.

H1: There is a positive relationship between Recruitment
and Selection and Perceived Organizational Performance

Gender Frequency Percent Cumulative Percent
Male 243 72.3 72.3

Female 93 27.7 100.0

Total 336 100.0

Age Profile of Respondents
Respondents have been divided into four groups on the basis of their age viz. 18-25 years, 26-39 years, 40-55 years, and 56
years & above.

Age Frequency Percent Cumulative Percent
18-25 117 34.8 34.8

26-39 196 58.3 93.2

40-55 17 51 98.2

56 and above 6 1.8 100.0

Total 336 100.0

Academic Qualification of Respondents
The academic qualification has been sub-divided into four groups. These are; PhDs: postgraduates, graduates and any others.

Academic Qualification Frequency Percent Cumulative Percent
Ph.D. 2 0.6 0.6

Post Graduate 166 49.4 50.0

Graduate 163 48.5 98.5

Others 5 15 100.0

Total 336 100.0

Work Experience of Respondents

Employees of ONGC have been categorised into five groups as per their work experience viz below 0-5 years, 5-10 years, 10-

15years, 15-20 years and 20 years and above.

Work Experience Frequency Percent Cumulative percent
0-5yrs 200 59.5 59.5
5-10 yrs 95 28.3 87.8
10-15 yrs 18 5.4 93.2
15-20 yrs 6 1.8 94.9
20 & above 17 5.1 100.0
Total 336 100.0

8. DATA ANALYSIS

The responses gathered by means of the questionnaire from the employees of Oil and Natural Gas Corporation (ONGC) have
been processed and analyzed for testing the hypotheses formulated for the present study. The collected data and its analysis are
presented below.
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EFA was used to reduce data to a smaller set of summary
variables and to explore the underlying theoretical structure of
the phenomena. It is normally used to regroup variables into a
limited set of clusters based on shared variance. The Scale
reported to have 24 items in total. Therefore, out of 29 items
used in the questionnaire for measuring variables, 24 items of
the study were retained. Internal consistency for estimating the
reliability was measured by Cronbach Alpha. For this study, the
reliability scores (Cronbach Alpha or a) of each construct (i.e.,
TD, CA, WLB, RB and POP) was abovethecut-
offlevelof0.8asrecommended by Nunnally and Bernstein (1994),
Sekaran (2003) & Field (2009). Confirmatory factor analysis
(CFA), using AMOS (Analysis of Moment Structures) 20, has

Structural Model —Hypothesis Testing

been first applied as a preliminary analysis to evaluate the
dimensionality and adequacy of the measurement items that
connect to corresponding latent variables simultaneously
(Anderson &Gerbing, 1988).

It was concluded that the proposed research model-Il fits
the data reasonably. The measurement model fit and construct
validity are found to be satisfactory using a variety of
assessment criteria such as various fit indices, standardized
factor loadings etc. Based on these results, the structural
models are subsequently specified and assessed to examine
the theoretical links among the latent variables.

Hypothesig Path Regression Weight (beta Stands\r/(::;icti (Izee?;)ession p-valug Criti?g:?gzatio
H1 R_S-P_OP 0.279 0.255 0.001 3.283
H2 T D-P_OP 0.171 0.160 0.111 1.593
H3 C A-P_OP 0186 0.197 0.011 2.531
H4 W_L B-P_OF 0.255 0.249 ok 3.731
H5 R_B-P_OP 0.100 0.091 0.199 1.285

From the structural equation Modeling Technique, it is
found that Recruitment and Selection (RS) has a positive and
significant impact on Perceived Organizational Performance. It
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is found that Training and Development has a positive and
significant impact on Perceived Organizational Performance. It
is found that Work- Life Balance had a positive and significant
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impact on Perceived Organizational Performance. It is found
that Rewards and Benefits have a positive and significant
impact on Perceived Organizational Performance. The bundled
HR practice that is the combined impact of all the independent
variables taken as a latent factor was found on Perceived
Organizational Performance. It is found that the bundled HR
practices have a direct and positive impact on Perceived
Organizational Performance. It was also found that the impact
of bundled HR practices on POP is greater than the impact of
individual practices.

Thus, all the independent variables selected for the study,
that is, Recruitment and Selection (RS), Training and
Development (TD), Work-Life Balance (WLB) and Rewards and
Benefits (RB) have a direct and positive impact on Perceived
Organizational Performance.

9. CONCLUSION

It was found out that to achieve a greater level of firm
performance, it is important to design and implement those HR
practices that are aimed to enhance the organizational
performance specifically including rigorous staffing, extensive
training, flexible work arrangements and efficient rewarding
mechanism. And in order to incur more benefits from HR
policies and practices, the organization has to strategically
invest in the bundles of HR practices. A combination of
traditional as well as contemporary HR practices can be

References

1. Ahmad, S., & Schroeder, R. G. (2003). The impact of human
resource management practices on operational performance:
Recognizing country and industry differences. Journal of
Operations Management, 21(1), 19-43.
https://doi.org/10.1016/S0272-6963(02)00056-6

2. Alagaraja, M. (2012).HRD and HRM Perspectives on
Organizational Performance: A Review of Literature. Human

Resource  Development  Review, 12(2), 117-143.
https://doi.org/10.1177/1534484312450868
3. Alchian,A.A.,&Demsetz,H.(1972).Production, information

costs, and economic organization. American Economic
Review, 62 (December), 777-795

4. Almatrooshi, B., Singh, S. K., & Farouk, S. (2016).
Determinants of organizational performance: a proposed
framework. International Journal of Productivity and
Performance Management, Management Decision in
International Journal of Productivity and Performance
Management, 65(6), 844-859.
https://doi.org/10.1108/02656710210415703

5. Antony, J. P., & Bhattacharyya, S. (2010). Measuring
organizational performance and organizational excellence of
SMEs — Part 1: A conceptual framework. Measuring Business
Excellence, 14(3), 42—
52.https://doi.org/10.1108/13683041011047812 Apospori, E.,
Nikandrou, I., Brewster, C., & Papalexandris, N.(2008). HRM
and Organizational Performance in Northern and Southern
Europe. The International Journal of Human Resource

Management, 19(7), 1187-1207.

6. Armstrong, M. (2006). A Handbook of Human Resource
Management Practice (10th ed.). London and Philadelphia:
Cambridge University Press.

7. Azmi, I. A. G. (2015). Islamic human resource practices and
organizational performance. Journal of Islamic Accounting
and Business Research, 6(1), 2-18.
https://doi.org/10.1108/JIABR-02-2012-0010

RRIJM 2015, All Rights Reserved

successfully implemented in organizations to yield greater
result.

10. SUGGESTIONS

1. ONGC should invest more in the
progressive/innovative HR like Work-Life Balance
practices, as it is perceived as an important predictor
of POP.

2. The Recruitment and Selection policies should be
revamped to include the contemporary ways of
recruiting e.g. through employee referrals.

3. Rewards and Benefits should be designed considering
employee expectations and suggestions so that the
impact of this practice on Perceived Organizational
Performance increases.

4. HR Policies and Practices should be synchronized in
such a way that there is a synergy between manpower
and Organizational Performance.

11. LIMITATIONS OF THE STUDY

Only four Human resource practices have been taken for
the study. This research is empirically centered on ONGC Delhi.
Due to this, the results cannot be generalized. Indirect impact of
human resource practices on organizational performance using
other mediators such as employee outcomes, employee
satisfaction cans also be examined.

8. Barney, J.B. (1991). Firm resources and sustained
competitive advantage. Journal of Management, 17, 99-120.

9. Bartel, A. P. (2004). Human Resource Management and
Organizational Performance: Evidence From Retail Banking.
Industrial and Labour Relations Review. Retrieved
fromhttp://wwwO0.gsb.columbia.edu/faculty/abartel/papers/hum
an_resource_manage ment.pdf

10. Beig, M., Karbasian, M., & Ghorbanzad, Y. (2012). Studying
the impact of human resources functions on organizational
performance using structural equations method (case study:
Iran Behnoush Company). Interdisciplinary Journal of
Contemporary Research in Business, 3(9), 721-731.

11. Bourne, M., Pavlov, A., Franco-Santos, M., Lucianetti, L., &
Mura, M. (2013). Generating Organizational Performance.
International Journal of Operations &
ProductionManagement, 33(11/12), 1599-
1622 .https://doi.org/10.1108/IJOPM- 07-2010-0200

12. Budhwar, P.S., &Boyne, G. (2004).Human resource
management in the Indian public and private sectors: an
empirical comparison. Int. J. of Human Resource
Management, 15(2), 346—
370.https://doi.org/10.1080/0958519032000158554

13. Caliskan, E. N. (2010). The Impact of Strategic Human
Resource Management on Organizational Performance.
Journal of Naval Science and Engineering, 6(2), 100-116.

14. Campbell, J. P. (1999). The definition and measurement of
performance in the new age. In D. R. ligen& E. D. Pulakos
(Eds.), the changing nature of performance. Implications for
staffing, motivation, and development, (pp. 399-429). San
Francisco: Jossey-Bass.

15. Cassoni, A., & Labadie, G. (2013). The impact of HRM
practices on organizational performance: a general model
and a test for Uruguay. 30th BALAS Annual Conference 1—
20.

1294 | Page


https://doi.org/10.1016/S0272-6963(02)00056-6
https://doi.org/10.1177/1534484312450868
https://doi.org/10.1108/02656710210415703
https://doi.org/10.1108/JIABR-02-2012-0010
http://www0.gsb.columbia.edu/faculty/abartel/papers/human_resource_manage%20ment.pdf
http://www0.gsb.columbia.edu/faculty/abartel/papers/human_resource_manage%20ment.pdf
http://www0.gsb.columbia.edu/faculty/abartel/papers/human_resource_manage%20ment.pdf
https://doi.org/10.1108/IJOPM-%2007-2010-0200
https://doi.org/10.1080/0958519032000158554

Volume-04, Issue-06,June-2019

RESEARCH REVIEW International Journal of Multidisciplinary

16.

17.

18.

19.

20.

21.

22.

23.

24.

25.

26.

27.

28.

29.

Choi, J. H. (2014). The HR-performance link using two
differently measured HR practices. Asia Pacific ~ Journal of
Human Resources, 52(3), 370-387.
https://doi.org/10.1111/1744-7941.12009
Clare. J., & Hamilton, H. (2003). Writing research:
Transforming data into text. Edinburgh, Scotland: Churchill
Livingstone.
Collins, C. J., & Clark, K. D. (2016). Strategic Human
Resource Practices, Top Management Team Social
Networks, and Firm Performance: The Role of Human
Resource Practices in Creating Organizational Competitive
Advantage Author(s): Christopher J . Collins and Kevin D.
Clark Published by, 46(6), 740-751.
Combs, J. G., Liu, Y. Y., Hall, A., & Ketchen, D. (2006). How
much do high- performance work practices matter? A meta-
analysis of their effects on organizational performance.
Personnel Psychology, 59, 501-528.
https://doi.org/10.1111/j.1744-6570.2006.00045.x
Dessler, G. (2007), Human Resource Management, Prentice
Hall of India Private Limited, New Delhi
Dirpal, G. (2015). Human Resource Management Practices
and Performance Link : Applying Critical Realist Meta-Theory.
University of the West of England, Bristol.
Farouk, S., Abu Elanain, H. M., Obeidat, S. M., & Al- Nahyan,
M. (2016). HRM practices and organizational performance in
the UAE banking sector: The mediating role of organizational
innovation. International Journal of Productivity and
Performance Management, 65(6), 773—
791.https://doi.org/10.1108/IJPPM-01-2016-0010
Gavrea, C., llies, L., &Stegerean, R. (2011). Determinants of
organizational performance: The case of Romania.
Management & Marketing, 6(2), 285-300. Gooderham, P.,
Parry, E., & Ringdal, K. (2008). The Impact of Bundles of
Strategic Human Resource Management Practices on the
Performance of European Firms. The International Journal of
Human Resource Management, 19(11), 2041-2056.
Gould-Williams, J. (2003). The Importance of HR Practices
and Workplace Trust in achieving superior Performance: A
study of Public-Sector Organizations. The International
Journal of Human Resource Management, 14(1), 28-54.
https://doi.org/10.1080/09585190210158501
Habtoor, N.
(2016).Influenceofhumanfactorsonorganisationalperformance:
quality improvement practices as a mediator variable.
International Journal of Productivity and Performance
Management, 65(4), 317-360.
https://doi.org/http://dx.doi.org/10.1108/MRR-09-2015-0216
Hagen,T., Pollner, F., Tryggestad, C.,&Woxholth, J. (2017,
June). The future of HR in oil and gas. Retrieved from
https://www.mckinsey.com/industries/oil-and-gas/our-
insights/the-future-of-hr-in-oil-and-gas
Hamon, T.T. (2003), “Organizational effectiveness as
explained by social structure in a faith-based business
network organization”, unpublished doctoral dissertation,
Regent University, Virginia Beach, VA.
Henri, J. (2004).Performance  measurement  and
organizational effectiveness: Bridging the gap. Managerial
Finance,1-47.https://doi.org/10.1108/03074350410769137
Katou, A. A. (2008). Measuring the Impact of HRM on
Organizational Performance Journal of Industrial
Engineering and Management,
1(2), 119-142.
In G. R. Ferris, P. M. Wright, L. D. Dyer, J. W. Boudreau, &
G. T. Milkovich (Eds.), Research in personnel and human
resources management: Supplement. Strategic human
resource management in the 21st century (pp. 99-122).
Stamford, CT7 JAI Press. Oil & Gas Industry
in India June 2019 retrieved
from https://www.ibef.org/industry/oil-gas-india.aspx

RRIJM 2015, All Rights Reserved

30. India Brand and Equity Foundation.(2018).0il and gas report.
Retrieved from https://www.ibef.org/download/Oil-and-Gas-

Report-Jan-2018.pdf

31. Katou, AA.

(2009).ThelmpactOfHumanResourceDevelopmentonOrganiz

ational Performance: Test of a causal Model. Journal of
335-356.
32. Khan, R. A. G, Khan, F. A,, & Khan, M. A. (2011). Impact of
Training and Development on Organizational Performance.
Global Journal of Management and Business Research,

Behavioral & Applied Management, 10(3),

11(7),  63-60.
https://doi.org/10.1017/CBO9781107415324.004

33. Kouhy, R., Vedd, R., Yoshikawa, T., & Innes, J. (2009).
Human Resource Policies, management accounting and
organizational performance. Journal of Human Resource

245-263.

34. Kumar, Y., & Mishra, A. (2011). Measuring Human Resource
Functions: A Comparison Of Public Sector And Private

Costing & Accounting, 13(3),

Sector Organizations. Management Insight, 7(1), 1-7.

35. Lepak, D. P., & Shaw, J. (2008).Strategic HRM in North
America: Looking to the future. International Journal of

Human Resource Management, J 9(8), 1486-1499.

36. Ling, L.F. (2011).The Relationship between Strategic Human
and Organizational

Resource  Management (SHRM)
Performance, University Utara Malaysia.

37. Lyria, R. K. (2013). Role of Talent Management o n
Organization Performance in Companies Listed in Naibobi
Security Exchange in Kenya: Literature Review. International

Journal of Humanities and Social Science. 3(21), 285-290.

38. Manalo, E., &Trafford, J. (2004).Thinking to thesis: a guide to
graduate success at all levels. Auckland, New Zealand:

Pearson Longman.

39. Mc Mahan, G. C., Virick, M., & Wright, P. M. (1999).
Alternative theoretical perspectives for strategic human
resource management revisited: Progress, problems, and

prospects.
40. Mebhralian,G.,Nazari,J.A.,Nooriparto,G.,Rasekh,H.R.,&Author

s,F.(2017).TQM and organizational performance using the
approach.
InternationalJournalofProductivityandPerformanceManageme
nt, 66(1), 111- 125.https://doi.org/10.1108/IJPPM-08-2015-

balanced scorecard

0114

41. Moideenkutty, U., Al-Lamki, A., & Murthy, Y. S. R. (2011).
HRM practices and organizational performance in Oman.
239-251.

Personnel Review, 40(2),
https://doi.org/10.1108/00483481111106101

42. Muduli, A. (2015).High Performance Work System, HRD
Climate and Organizational Performance: An Empirical Study.
European Journal of Training and Development, 39(3).

https://doi.org/10.1108/EJTD-02-2014-0022

43. Mufeed, S.A., & Gulzar, R. (2015).Impact of Human
Organizational
Performance: an Empirical Study of State Bank of India
(SBI). GE- International Journal of Management Research

Resource Management Practices on

(GE-IJMR), 3(5), 286-300.

44. Oliveira,A.M.B; Oliveira, A.J (2011).Human Resource
Management: ameta-analysis of its effects on organizational
performance. Journal of Contemporary Management, 15 (4).

650-669.
45. Robbins, S. P. & Coulter, M.
management (9th edn). Boston: Customer Publishing

46. Santos, J. B., & Brito, L. A. L. (2012). Toward a Subjective
Measurement Model for Firm Performance. Brazilian
95-117.

Administration Review, 9(6),
https://doi.org/10.1590/S1807-76922012000500007

47. Singh, K. (2004).Impact of HR practices on perceived firm
performance in India. Asia Pacific Journal of Human
302-315.

Resources, 42(301),
https://doi.org/10.1177/1038411104048170.Downloaded

1295 | Page

(2007). Principles of


https://doi.org/10.1111/1744-7941.12009
https://doi.org/10.1111/j.1744-6570.2006.00045.x
https://doi.org/10.1108/IJPPM-01-2016-0010
https://doi.org/10.1080/09585190210158501
http://dx.doi.org/10.1108/MRR-09-2015-0216
http://dx.doi.org/10.1108/MRR-09-2015-0216
https://www.mckinsey.com/industries/oil-and-gas/our-insights/the-future-of-hr-in-oil-and-gas
https://www.mckinsey.com/industries/oil-and-gas/our-insights/the-future-of-hr-in-oil-and-gas
https://www.ibef.org/industry/oil-gas-india.aspx
http://www.ibef.org/download/Oil-and-Gas-Report-Jan-2018.pdf
http://www.ibef.org/download/Oil-and-Gas-Report-Jan-2018.pdf
https://doi.org/10.1017/CBO9781107415324.004
https://doi.org/10.1108/IJPPM-08-2015-0114
https://doi.org/10.1108/IJPPM-08-2015-0114
https://doi.org/10.1108/00483481111106101
https://doi.org/10.1108/EJTD-02-2014-0022
https://doi.org/10.1590/S1807-76922012000500007
https://doi.org/10.1177/1038411104048170.Downloaded

Volume-04, Issue-06,June-2019

RESEARCH REVIEW International Journal of Multidisciplinary

48.

49.

50.

Singh, N. R., &Kassa, B. (2016). The Impact of Human
Resource Management on Organizational Performance.
International Journal of Recent Advances in Organizational
Behavior and Decision Sciences (IJRAOB), 1(1), 643-662.
https://doi.org/ISSN: 2311-3197

Singh, R. K., Kulshretha, A., & Chaudhary, R. (2012).
Performance Management- Nurturing Performance Culture (A
Case Study of Ongc-Oil & Natural Gas Corporation Ltd).
International Journal on Arts, Management and Humanities,
1(1), 30-44.

Torrington, D., Hall, L., Taylor, S., & Atkinson, C. (2014).
Human Resource Management. Pearson Education Limited.

RRIIM 2015, All Rights Reserved

51.

52.

Venkatraman, N. and Ramanujam, V. (1986), “Measurement
of business economic performance: an examination of
method convergence”, Journal of Management Development,
Vol. 13 No. 1, pp. 109-22.

Verma, A. (2016, February 05). Human Resource
Management as big a problem in ONGC as depleting
reserves and falling production. Economic Times, Retrieved
from  https://energy.economictimes.indiatimes.com/energy-
speak/human- __resource-management-as-big-a-problem-in-
ongc-as-depleting-reserves-and-falling- production/1235

1296 | Page


https://energy.economictimes.indiatimes.com/energy-speak/human-%20resource-management-as-big-a-problem-in-ongc-as-depleting-reserves-and-falling-%20production/1235
https://energy.economictimes.indiatimes.com/energy-speak/human-%20resource-management-as-big-a-problem-in-ongc-as-depleting-reserves-and-falling-%20production/1235
https://energy.economictimes.indiatimes.com/energy-speak/human-%20resource-management-as-big-a-problem-in-ongc-as-depleting-reserves-and-falling-%20production/1235

