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Abstract – The Indian Pharmaceutical industry has made a blemish on the worldwide pharmaceutical 
scene with its ease of generation, logical labor, eminent for being creative, and low innovative work cost. 
The business is accounted for to develop at 8 to 9 for every penny yearly. Best HR Practices empower the 
organization to impact radical enhancements, not simply incremental ones. Baddi is well known for 
Pharmaceutical industry. Baddi is a modern town and a Nagar panchayat in the Southwestern Solan 
locale of Himachal Pradesh, a slope condition of northern India. The town lies on the fringe of Himachal 
Pradesh and Haryana states in the Shivalik Hills, around 35 kilometers west of Solan. Chandigarh, a 
union domain and the joint capital of Punjab and Haryana, is around 40 kilometers west of Baddi. Baddi 
in the Solon locale of Himachal Pradesh is developing as the pharmaceutical business capital of India. 
The greater part of India's pharmaceutical creation, predominantly plans, would begin from Himachal 
Pradesh in couple of years as 200 odd medium and expansive scale units are coming up in and around 
Baddi. The fortunes of Baddi started to change with the visit of the then Prime Minister to Uttaranchal and 
Himachal Pradesh amid March 29 and 31, 2002, where he declared duty and focal extract concessions to 
draw in ventures to unique classification states. 
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1. INTRODUCTION  

Monetary environment is changing quickly and this 
change is portrayed by such marvels as the 
globalization, changing client and financial specialist 
requests, continually expanding item advertise rivalry. 
To contend effectively in these environment 
associations consistently need to enhance their 
execution by lessening costs, developing items and 
forms and enhancing quality, efficiency and speed to 
showcase.  

The general populations who make up an association - 
HR are thought to be a standout amongst the most 
critical assets of today's organizations. Individuals and 
how they are overseen are turning out to be more 
imperative on the grounds that numerous different 
wellsprings of focused achievement are less intense 
than they used to. Perceiving that the reason for upper 
hand has changed is fundamental to build up an 
alternate edge of reference for considering issues of 
human asset administration and strategy. Traditional 
wellsprings of achievement, for example, item and 
process innovation, secured markets, economies of 
scale, and so forth can even now give aggressive 
influence however an association's HR are more key 
for its maintainability.  

Parallel to the understanding that HR are essential for 
an association, human asset administration capacity 
is additionally going up in hierarchical progressive 
system. Human asset administration means to 
guarantee that the association gets and holds the 
talented, conferred and all around roused workforce it 
needs. This implies finding a way to survey and fulfill 
future individual‟s needs and to improve and build up 
the innate limits of individuals – their commitments, 
potential and employability – by giving learning and 
persistent advancement openings. It includes the 
operation of enrollment and determination methods, 
administration improvement and preparing exercises 
connected to the necessities of the business. 

Key human asset administration (SHRM) speaks to a 
moderately new change in the field of human asset 
administration. SHRM is worried with the part human 
asset administration frameworks play in firm 
execution, especially concentrating on the 
arrangement of HR as a method for increasing upper 
hand. Associations are getting to be distinctly mindful 
that effective human asset approaches and practices 
may expand execution in various territories, for 
example, profitability, quality and budgetary 
execution. 
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The idea of upper hand was defined by Michael Porter. 
Upper hand, Porter declares, emerges out of a firm 
making an incentive for its customers. Porter stressed 
the significance of separation, which comprises of 
offering an item or administration 'that is seen industry-
wise as being extraordinary', and center – seeing a 
specific purchaser gathering or item advertise 'more 
viably or proficiently than contenders who contend all 
the more extensively'. He then built up his outstanding 
system of three non-specific techniques, - cost 
administration, separation, and center that 
associations can use to increase upper hand. 
Doorman's generally acknowledged view proposes 
that the business – ecological determinants-influences 
an association's execution. Asset based view, then 
again, states that the reason for an upper hand of a 
firm lies essentially in the use of the heap of profitable 
assets at the company's disposal. Competitive 
favorable position, as per this view contrasts from the 
ecologically engaged vital administration worldview in 
that its accentuation is on the connections between the 
inner assets of the firm, its methodology and its 
execution.  

The asset based view recommends that human asset 
frameworks can add to supported upper hand through 
encouraging the improvement of abilities that are firm 
specific. The maintained predominant execution of 
many organizations has been ascribed to one of a kind 
capacity for overseeing HR to increase upper hand. 
Then again, to the degree that HR frameworks hinder 
the preparation of new abilities and additionally 
demolish existing skills, they may add to hierarchical 
helplessness and aggressive weakness.  

In the end years of the twentieth century, 
administration has come to acknowledge that 
individuals, not items, markets, money, structures, or 
hardware, are the basic differentiators of a business 
venture. Every one of the benefits of an association, 
other than individuals, are idle. They are aloof assets 
that require human application to produce esteem. The 
way to maintaining a beneficial organization or a solid 
economy is the profitability of the workforce. 

What is essential to perceive is the reason 
accomplishment through HR can be maintained and 
can't promptly be imitated by contenders. The reason 
is that the achievement that originates from overseeing 
individuals viably is regularly not as noticeable or 
straightforward as to its source. Culture, how 
individuals are overseen, and the impacts of this on 
their conduct and abilities are now and again observed 
as the "delicate" side of business, periodically 
dismissed. Even when they are not expelled, it is 
frequently difficult to fathom the flow of a specific 
organization and how it works on the grounds that the 
way individuals are overseen regularly fits together in 
a framework. It is anything but difficult to duplicate a 
certain something yet significantly more hard to 
duplicate various things. HRM necessities to 
accomplish the accompanying vital objectives all 

together for the organization to pick up and manage 
aggressive advantage: 

• To put resources into individuals through the 
presentation and support of learning 
procedures intended to build capacity and 
adjust abilities to hierarchical needs,  

• To guarantee that the association 
distinguishes the information required to meet 
its objectives and fulfill its clients and finds a 
way to procure amd build up its scholarly 
capital,  

• To characterize the practices required for 
authoritative achievement and guarantee that 
these practices are empowered, esteemed 
and compensated,  

• To urge individuals to connect with 
wholeheartedly in the work they accomplish 
for the association,  

• To pick up the dedication of individuals to 
the association's main goal and qualities.  

2. REVIEW OF LITRATURE: 

Holton, E.F. 2000, Internet India with its focal 
objective according to which its specialists are 
centered on animal prosperity and the ethics of the 
veterinary calling. Its picture core contains 
'specialists for specialists' who are made plans to 
research, Integrity and slant and are essentially 
stirring disapproving, communitarian and inventive. 
Late estimations show that over 15% of the Intervets 
indicate work urge in R and D 14%. R and D areas 
spread the world over. Its yearly enthusiasm for R 
and D outperforms 10% of offers. Intervet is the 
world's third greatest animal association. It was set 
up in the year 1969, As an animal prosperity 
association having a strong focus accessible and its 
customers. Intervet is addressed in 53 countries and 
has 14 R and D and 18 creation areas with more 
than 5000 specialists.  

Foot, M. additionally, Hook, C. 1996, Intervet is 
focused on inventive work with innovative things to 
propel animal prosperity. Intervet India, which is a 
100% assistant of intervet overall 6v, has its HQ at 
Boxmeer, the Netherlands. Intervet India is arranged 
at Wagholi, a town closes Pune where the modern 
office produces common, especially Foot and Mouth 
Disease Vaccine and it is alluded to for worldwide 
capacity as a fundamental FMD creating unit in 
India. This association is getting authority in 
controlling FMD which is an imperative live - stock 
sickness.  

Elena P 2000. Intervet is its presentation express 
"Our affiliation acknowledges to be a honest to 
goodness and tried and true business assistant, 
guaranteeing nature and showing respect for our 
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neighbors and making their respect thusly. We grasp 
that, to find the right reactions to each one of these 
solicitations is troublesome, be that as it may, is pith 
that is the thing that Corporate Social Responsibility is 
about for the entire Intervet affiliation. We are an 
association of master concentrated on animal 
prosperity and the ethics of the veterinary calling, Our 
accentuation on driving helpful data respond in due 
order regarding animals, their proprietors and animal 
prosperity specialists".  

Carlos A 2012. Primo Braga, Ranbaxy Laboratories 
Ltd. is a pharmaceutical association that is situated 
among the ten overall nonexclusive associations. Its 
proximity in 23 of the primary 25 pharma markets of 
the world is eminent. It conveys a broad assortment of 
sensible quantitative non particular medications and 
acknowledges the trust and sureness of human 
administrations specialists and patients at the national 
and overall level. This association was merged in the 
year 1961 and opened up to the world in 1973. "For 
the year 2006, the association's Global arrangements 
at US $ 1339 Mn reflected an advancement of 1.7%. 
The EBIDTA at US $ 207 reflected an augmentation of 
16% advantage after cost at US $ 114 Mn enrolled an 
extension of 950% over the prior year. These 
associations looked for after successfully acquisitions, 
which have basically expanded its business practices 
in the creating and beneficial markets.  

Stone R J. 2000, To highlight its forceful improvement 
Ranbaxy considers its R and D limits as an essential 
piece of its business framework. Its investigation 
ranges for medicine divulgence are unfriendly to 
infective, red hot, respiratory, metabolic disease and 
oncology. It has overall association together in the 
locale of drug revelation and headway with Glaxo 
Smithkline, It longings to achieve significant business 
in elite pharmaceutical things by 2012 with a strong 
proximity in the made markets. Its business hypothesis 
is to pass on regard to its accomplices. This objective 
moves its agents to progress, fulfill remarkableness 
and set new overall seat marks.  

Champathes, M. R. 2006, with regards to the open 
entryways it offers to its delegates the going with 
articulations of Ranbaxy are extremely noteworthy 
"The overall spread of Ranbaxy and the blasting 
advancement in business gives ample opportunities to 
our laborers to amass occupations in various fields.  

MacDuffie, J.P. besides, Kochan 1995, Opportunities 
have never been a basic for the justifying. We place 
stock in specialist advancement that goes past vertical 
improvements and change in assignments. Potential 
and execution are the pillars of job development at 
Ranbaxy. A solid change handle supports this.  

Alavi, M. besides, Leidner 2001, Our executives will 
overall have the opportunity to live and work in 
different countries; such overall experience will help 

them better fathom our unusual business and get to be 
distinctly both really and professionally. Pay and 
distinctive points of interest in Ranbaxy are for all 
intents and purposes indistinguishable with the best in 
the business and one can want to the compensated 
exceedingly if the perfont1ance is dependably 
phenomenal.  

Profession Planning helps the person to know his 
capacities and intrigue identified with his present 
occupation. It likewise imparts a feeling of duty 
towards the association and in light of the fact that he 
feels that the association is occupied with the worker's 
advance. It prompts to the improvement of 
representatives capacities and makes him work 
fulfilled as he is functioning according to his capacity 
and inclination, in addition to getting what he merits. 

Fringe benefits are advantages which the 
representatives get notwithstanding his compensation 
.On the assessment form frame they are called 
'benefits in kind'. They incorporate such things as 
organization autos, private medicinal protection paid 
for by the business and shabby or free credits, or 
whatever other advantage which are given to the 
representative well beyond his pay/compensation. 

A definition of Fringe Benefits says that “Employment 
benefits granted to employees in addition to their 
current base salary or wages (i.e., cash, 
merchandise, services, health insurance, pension 
plans, holidays, paid vacations, etc.).” (The Society 
for Human Resource Management)  

„The Reward includes both the monetary and non-
monetary rewards which an employee receives from 
the organization. Rewards do not only mean the 
payment in return of services of it employees rather it 
means more than that, as it also influences the 
attraction and retention of the employee in the 
organization. Traditionally, human resource or 
personnel department was responsible for the scale 
and schemes of payment whereas the finance 
departments are usually entrusted the final 
responsibility of making the final payment to the 
employees.  

The definitions of Rewards and Recognition and 
related concepts are given below:  

Recognition: Correspondence amongst 
administration and representatives which rewards 
them for achieving particular objectives or uncommon 
execution or accomplishments in the working 
environment. Perceiving or respecting workers for his 
exertion is intended to support rehash activities that 
are fortified in type of acclaim, recognition or 
appreciation. 
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Incentive Pay: An extra installment gave to a 
representative in light of his execution, as one 
approach to propel the worker to proceed with his 
great execution. Motivation pay may come as a 
reward, benefit sharing, or commission.  

'The genuine test is to give exquisite yet basic 
motivating force frameworks that guarantee 
trustworthy prizes for particular outcomes, that matter 
to people, and that match accomplishment to 
authoritative targets. A similar guideline applies to 
reward framework. This is all the harder to do in light of 
the fact that prizes must be given for more than 
unimportant individual accomplishment or 
commitments. They should likewise consider the 
estimation of employments in the outside work 
showcase, the estimation of individual commitments to 
gathering, group, division, office or hierarchical 
execution, and protect the connections that exist 
among and between occupations in an association. 
Basically, reward and motivator projects ought to be 
intended to perceive and support great execution'. 
(Burke, 2005) 

A word of appreciation saying „job well done‟ is a great 
way of motivating employees and to step up their 
performance levels. Today more and more 
organizations are using employee recognition 
programs as a strategy to motivate as well as retain 
their valuable employees. The success of these 
programmes will ensure motivation and commitment of 
the worker. For greater effectiveness of the 
programmes HR managers should strive to develop a 
sense responsibility among employees, ensure fair but 
stiff compensation, promote employee participation at 
all levels but under the guidance of the seniors and 
stimulate high levels of job commitment among 
workers.  

3. ORGANISATIONAL COMMITMENT ON 
FACTORS OF HR PRACTICES 

To pick up knowledge into the connections of 
fittingness of HR Practices facilitate and to distinguish 
the prescient connections between Organizational 
Commitment and HR Practices, assuming any, 
Multiple Regression Analysis was performed. It can be 
seen that there are fundamentally suitable straight 
relationships among different elements of 
Organizational Commitment and HR Practices. 
Keeping in mind the end goal to see, various 
connections between various factors in foreseeing 
certain result variable, Multiple Regression Analysis 
was performed on the information. The discoveries 
helped in recognizing the most intense indicators, their 
progressive request, singular positive and negative 
commitments and Multiple R. The stepwise relapse 
examination concentrated on grabbing the best 
arrangement of indicator factors in deciding the factual 
hugeness of their forecast of criteria. Relapse line of 
Organizational Commitment on the five elements 
(Procurement and Development, Employee Benefits, 
Schemes, Promotions and Transfer and Exit Policy) of 

HR Practices, as saw by the administrative workers 
seems to be:  

 

Where Y is Organizational Commitment and X1, X2, 
X3, X4, X5 are the five variables of HR Practices i.e. 
Acquisition and Development, Employee Benefits, 
Schemes, Promotions and Transfer and Exit Policy, as 
saw by the administrative representatives in the 
pharmaceutical units understudy. 5 From the above 
condition, by applying stepwise different relapse it was 
obvious that the apparent fittingness of variable Exit 
Policy had an essentialness estimation of 0.646>0.05 
at 5% level of importance. As the incentive for the 
variable, Exit Policy was more than 0.05, therefore, 
the Exit Policy component of HR Practices was 
barred in the following stride of relapse investigation. 
Likewise by applying stepwise numerous relapse it 
was clear that the apparent propriety of component 
Employee Schemes had an essentialness estimation 
of 0.980>0.05 at 5% level of criticalness. As the 
incentive for the element, Employee Schemes was 
more than 0.05, along these lines, the Employee 
Schemes component of HR Practices was prohibited 
in the following stride of relapse examination. Also, 
by applying stepwise various relapse it was apparent 
that the apparent suitability of element Promotions 
and Transfers had a criticalness estimation of 
0.311>0.05 at 5% level of hugeness. As the incentive 
for the element, Promotions and Transfers was more 
than 0.05, in this manner, the Promotions and 
Transfers element of HR Practices was prohibited in 
the following stride of relapse investigation. Next, by 
applying stepwise various relapse it was apparent 
that the apparent fittingness of component Employee 
Benefits had an essentialness estimation of 
0.607>0.05 at 5% level of importance. As the 
incentive for the component, Promotions and 
Transfers was more than 0.05, in this manner, the 
Employee Benefits variable of HR Practices was 
barred in the following stride of relapse examination.   

Y = .335+ .100X1 

The apparent fittingness of these elements of HR 
Practices altogether of significance of their effect on 
Organizational Commitment is 'Acquisition and 
Development'. In this manner, we can presume that 
Organization Commitment is specifically reliant on 
Procurement and Development and the more it is 
expanded the greatly improved will be Organizational 
Commitment among the workers. This element of 
HR Practice i.e. Obtainment and Development is 
having most extreme effect on the Organizational 
Commitment among the workers at administrative 
level in the six pharmaceutical unit's understudy. In 
this way, we can infer that if a positive change is 
made in the Procurement and Development 
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component of HR Practices than there is likewise an 
upgrade in the dedication of the workers. 

4. RELATIONSHIP BETWEEN 
ORGANIZATIONAL EFFECTIVENESS AND 
HUMAN RESOURCES MANAGEMENT 

The greater part of the early audits of the writing was 
distributed by prominent modern clinicians as referred 
to in Ferris (et al., 1999). As a result, these audits had 
a tendency to accentuate connected individual-level 
issues, for example, representative testing, preparing 
and inspiration. Gilley (2002) exchange of situational 
factors elucidated the significance of coordinating 
faculty methodologies with hierarchical systems. 
Assist, Gilmer welcomed specialists to configuration 
measures to evaluate the relationship between 
"individual identities" and "organization identities"  as 
referred to in Ferris et al., 1999). A few analysts have 
recommended that assessments of adequacy ought to 
be founded on money related measures (e.g., benefit) 
and for a considerable length of time, HR issues have 
been auxiliary to such measures. Today, numerous 
CEOs concur that benefit alone is insufficient to hold 
the energy and loyalties of workers or to point out the 
crucial components of a business that must get 
consideration on the off chance that it is to perform 
adequately (Zellars and Fiorito, 1999). Under the risk 
of leave, associations now perceive that they should 
satisfy duties to numerous bodies electorate (Zellars 
and Fiorito, 1999), including representatives. Mohrman 
and Lawler III, (1997) advocates that an association is 
made in which the human asset administration 
practices of the past do not fit anymore. Associations 
are confronted with a circumstance that shouts out for 
new answers for the prickly difficulties of coordinating 
business and individual‟s needs. Acquaah (2004) 
states that human asset administration rehearses 
upgrade hierarchical viability and execution by drawing 
in, recognizing, and holding workers with learning, 
aptitudes, and capacities, and inspiring them to carry 
on in a way that will bolster the mission and targets of 
the association. In this manner, the adequacy of HRM 
practices relies on upon how it induces the proper 
states of mind and practices in workers, 
notwithstanding its usage. Today, HR divisions are 
relied upon to add to authoritative execution and 
numerous associations now trust that the achievement 
of the key administration prepare to a great extent 
relies on upon the degree to which the HR capacity is 
included. Learns at the most recent decade have 
revealed rather huge consequences for such results 
as worker turnover, profitability, quality, benefits, and 
even stock costs. Inconvenience is, for an assortment 
of methodological reasons - including temperamental 
measures of HRM and OE, basic strategy change, 
inadequately indicated models, and cross-sectional 
instead of longitudinal research outlines - these 
assessments strain believability to the point of 
suspicion. 

 

CONCLUSION 

The HRPI (Human Resource Practices Index) clearly 
depicts that the appropriateness of HR practices 
perceived by the managerial employees. Through an 
Analysis of Variance (ANOVA), the researcher infers 
that the HR Practices factors like Procurement & 
Development; Employee Benefits; Employee 
Schemes; Promotions & Transfers and Exit Policy, in 
all the six Pharmaceutical units under study are 
significantly different. Thus, it is seen that the 
appropriateness of prevalent HR Practices is 
perceived different by the employees that managerial 
level in the selected Pharmaceutical units under 
study. The study brings out clearly that the levels of 
Job Satisfaction of managerial employees are 
definitely enhanced by the prevalence of appropriate 
HR Practices in all the six Pharmaceutical units under 
study. This could offer invaluable learning‟s for the 
Pharmaceutical Industry at large. The various 
dimensions of Job Satisfaction were grouped into five 
factors using factor analysis. These are Team 
Working & Supportive Culture, Working Conditions; 
Quality of Work Life; Supervisory Style and Skill 
Enhancement. A comparison of the employees at 
managerial levels in the six Pharmaceutical units 
under study showed that the levels of Job 
Satisfaction are appropriate. It is further inferred that 
the Team Working and Supportive Culture factor of 
HR practices is perceived to be appropriate in all the 
six Pharmaceutical units under study. Managerial 
employees in these organizations have full 
confidence in top management and trust their 
organization for not favoring incompetent employees. 
They are satisfied with the various welfare activities 
provided by the organization and appreciate the way 
promotions are given to the employees. These 
Pharmaceutical units believe in promotions as per the 
employees‟ qualifications, experience and merit. As a 
result the employees have a high team spirit at work, 
good advancement and better prospects in their 
career. The study indicates that the factor Working 
Conditions also leads to Job Satisfaction. In the 
comparative analysis of the six Pharmaceutical units 
understudy, the researcher observed that the 
employees are highly satisfied with their working 
conditions. 

REFERENCES 

Acquaah, M. (2004). Human factor theory, 
organizational citizenship behaviors and 
human resources management practices: An 
integration of theoretical constructs and 
suggestions for measuring the human factor. 
Review of Human Factor Studies, Vol. 10 (1), 
pp. 118-151. 



 

 

Regi Samuel1*, Dr. Mahesh Chandraa2 

w
w

w
.i

gn
it

e
d

.i
n

 

6 

 

 Impact of HR with Business Approach and Organizational Effectiveness 

Armstrong, Michael, (2008). Strategic Human 
Resource Management: A Guide to Action, 4th 
Edition, Kogan Page, London, p.11.  

Armstrong, Michael, Baron, Angela, (2003). Strategic 
HRM: The Key To Improved Business 
Performance, CIPD, London, p.xviii. 

Brewster, Chris et al., (2000). Contemporary Issues in 
Human Resource Management : Gaining a 
Competitive Advantage, Oxford University 
Press, Cape Town, p. 56. 

Collins, Christopher J., Clark, Kevin D., (2003). 
“Strategic Human Resource Practices, Top 
Management Team Social Networks, And Firm 
Performance: The Role Of Human Resource 
Practices In Creating Organizational 
Competitive Advantage”, Academy of 
Management Journal, Vol. 46, No. 6, p.740, 
pp. 740–751.  

Dyer, Lee, Reeves, Todd. (1995). “Human Resource 
Strategies and Firm Performance: What Do 
We Know and Where Do We Need To Go?”, 
The International Journal of Human Resource 
Management 6:3, p.657, pp. 656-670.  

Ferris, G. R., Arthur, M. M., Berkson, H. M., Kaplan, D. 
M., Harrell-Cook, G. & Frink, D.D. (1998). 
Toward a social context theory of the human 
resource management-organization 
effectiveness relationship. Human Resources 
Management Review, Vol. 8(3), pp. 235-264. 

Gilley, J., Eggland, S., & Gilley, A. (2002). Principles of 
Human Resource Development. New York: 
Basic Books. 

Gratton, Lynda et al., (1999). Strategic Human 
Resource Management, Oxford University 
Press, New York, p. 7.  

Lado, Augustine A., Wilson, Mary C., (1994). “Human 
Resource Systems And Sustained Competitive 
Advantage: A Competency-Based 
Perspective”, Academy of Management 
Review, Vol. 19. No. 4, p.699, pp.699-727.  [6] 
Fitz-enz, Jac, (2000). The ROI of Human 
Capital: Measuring the Economic Value of 
Employee Performance, American 
Management Association, USA, p.1.  

Lado, Augustine A., Wilson, Mary C., 1994. “Human 
Resource Systems And Sustained Competitive 
Advantage: A Competency-Based 
Perspective”, Academy of Management 
Review, Vol. 19. No. 4, p.702, pp. 699-727. 

Mohrman, S. A. & Lawler III, E. E. (1997). 
Transforming the human resource function. 
Human Resource Management, Vol. 36(1), pp. 
157-162. 

Pfeffer, Jeffrey, (1994). Competitive Advantage 
Through People: Unleashing The Power of 
Workforce, Harvard Business School, USA, 
p.6. 

Pfeffer, Jeffrey, (1994). Competitive Advantage 
Through People: Unleashing The Power of 
Workforce, Harvard Business School, USA, 
p.57.  

Porter, Michael E., (1985). Competitive Advantage, 
Creating and Sustaining Superior 
Performance, The Free Press, USA, p.38. 

Schuler, Randall S., Jackson, Susan E., (2007). 
Strategic Human Resource Management, 
Blackwell Publishing, USA, , p.xiii. 

Wernerfelt, Birger, (1984). “A Resource-based View 
of the Firm”, Strategic Management Journal, 
Vol.5, p.172, pp.171-180.  

Wright, Patrick M., Dunford, Benjamin B., Snell, 
Scott A., (2007). “Human Resources and 
Resource-Based View of The Firm”, in: 
Randall S. Schuler, Susan E. Jackson, 
Strategic Human Resource Management, 
2nd Edition, Blackwell, USA, p.76.  

Zellars, K.L. & Fiorito, J. (1999). Evaluations of 
organizational effectiveness among HR 
managers: Cues and implications. Journal of 
Managerial Issues, Vol. 11(1), pp. 37- 55. 

 

Corresponding Author 

Regi Samuel* 

Research Scholar, OPJS University, Rajasthan 

E-Mail – regi@infutec.net 

 

 

mailto:regi@infutec.net

