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ABSTRACT

This study has been conducted fo assess the linkage of High-Performance Human Resource Practices
(HPHRP) to the innovation in the selected companies of telecommunication sector. HPHRP is an
independent construct that comprises four variables, Extensive Training (ET), Performance Management
(PM), Performance Appraisal (PA), and Competency Development (CD) however, innovation s a
dependent construct that further comprises two variables. The variables of innovation adopted for this
research study are Technical Innovation (T} and Nen- Technical Innovation (NTIY. A survey method was
utilized to collect the primary data, A questionnaire was circulated to the 155 telecommunication
employees in Uttarakhand state in India. Multiple regression analysis technigues have been adopted to
analyze the data. This research is quantitative in noture.

Purpose of research- The research has been conducied fo assess the linkage between HPHRP and
innovation.

Major Results- The study has revealed that extensive training, performance management, perfermance
appraisal, and competency development lead to technical and non-technical innovation in
telecommunication sectorof India.

Implications- The research study suggests that apart from the four HPHRP adopted for this study, research
can be dene on other variables of HPHRE The study can also be conducted in different other sectors. The
inferences from the study apply to the Human Resource Department in the telecommunication sector and
the research scholars.

Key Words: High-Pedformance Human Resource Practices, Innovation,Telecommunication, and
Organization.

1. Introduction focuses on innovation when it enables leaming,
development, and opplication of the required knawledge
yoti J. G., 2011). Creativity and performance with
efficiency are mainly taken care of in workforce
managernent. The innovative copabilities of an employee
con be enhanced if they are equipped with proper training,
information sharing, and group cohesion. A positive
atfitude among emplovees and loyaly towards the
arganization can be the outcome of exdensive treining to
the employees fo achieve future targets, Human Resource
Manogement (HRM] is widely known for assisting
managers and employees of the arganization towards
arganizational behavior and simultanecusly developing
the workforce towards competency, commitment,
flexibility, and adaptability with the changing business
trends. High-Performance Humaon Resource Practices
(HPHRP} are those proctices that are rational in nature and
development over the traditionally followed Human

Competition in the telecommunizafion sector globally hos
evalved with the dynamic and flexible business practicesin
the lost two decades. A skilled ond motivated workforce
became the need of the heur o sustain in the merket which
can be flexible encughto meet the upcoming challenges.
Continugus improvement in the performance of the
organizatien and industry hos become crucial nowadays.
The perforrmance of any organization depends on its
innovative and creative human resources, The
telacommunication sector has emerged with the extreme
dynomic chonge in the post two decodes with
technolegicel up-grodation as well. Modern
organizotions formulate the strategies for the entire
erganization through creativity and plenned future growth
aspects, It makes innovation a vital aspect to loak upon
ond to adapt to the chonging trends. An organization
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Resource |HE} proctices. HR practices thot ore equipped
with training ore likely to hove o better outcome in terms of
innovation  (Benson, 2004). With the grodual
developments in the telecom sector, it amerged with the
innovation such os increose bandwidth, restructuring of
the arganization, mergers, and acguisitions (Berkhout,
2007). HPHR proctices enhance creotivity among
emplovees when undertoken with proper incenfives,
rewards, and recognifion to employees (Gupta, 19930, It
enables the employees to build better competency to
survive ond thrive in the market. Thebeginning of financial
reforms come up with the improverments ond exponsion of
felecommunication due to the contributions of private
vndertakings as a government of India had allowed the
equity stake in telecommunication, before which there wos
anly state ownership of government (Debnoth, 2008). In
the Indian transificnal economy HR proctices thet are
highly effective are the major contributorsto the success of
the organization {Dhar, 2015). Telecommunication is o
sector of high competition due to rapid technalogical
advancements and market comgletion worldwide
[Cooke, 2012). This sector incorporates fast
technological innovation otmarket and business
processes level adding to its strangths to keep pace with
the changing telecommunication trends. Emeloyess of
innovative orgonizotions are expected to be flexble
enough fo take risks, They shauld be strong encugh to
infroduce innovativeness so that the profit of the business
can increase. Top-level managers and execufives are
expected to be undergene with monpower planning and
contrel [Gupta, 19%3). Performance management which
is one of the competent varigbles of HPHRP ollows
employees to participote in the manogement-related
decisions in the organization which induces
innovativeness among the employees. Proper
communication of the information, sharing of ideas allow
creativity and innovation in the erganization which brings
flexibility to remain uneffected by the competition rther
than focus on their strengths and opporunities to cope up
and emerge as a streng business venture (Roffe, 1999).
HR practices lead to competitive advantege through
innovation as it deals with idea evoluation ond
implementation by the human copital {Farm, 2008}, Thus, it
helps to improve the competency and performance of the

firm (Zheng, 2006).
2. Literature Review

[Anderson M. P, 201 4) found that at the fundamental level
of the success of the ocrganizotion innovation plays o
crucial rale. It invalves people, groups, and arganizations
os o whole, The dynamic environment of the business
requires reinvention techniques. (Walsworth, 2007) stated
in their paper that innovation in the organizations is likely

to be introduced by training when efficiently provided to
the employees. They exomined those intentions with which
the departments of the orgonizotions thet occept HRE
practices worldwide are mare likely fo be the innovators of
the improved products and services,

(Dahie, 2017) stoted in their poper thot monoging tne
workforce of the organization is o coherent prachice where
the highly valued human ossets are token care of as i is
encompassed by individuals, groups and the whole system
that contributes towards the innovative and qualitative
organization. Personnel contributes to the best of their
ability in the orgonization for befter productivity The
objective of monaging the pool of manpower iz to ensure
the smooth functioning of human resources of the
organization to achieve the organizational goals.

(Beugelsdijk, 2008} found that few HR proctices help 1o
organize innovation in o relatively better manner where
managers can incregse the output of the firm. Providing
training to the employees hos significont results in his
studies witn innovation. HRpractices, when merged with
learning, give the positive cutcome which emerged as an
innovation.

3. Research Gap

The telecommunicotion sector is one of the lorgest and
rapicly growing sectors in India for the post two decodes
which hos been contributing to the Indion economy in
several ways, one of which is o contribution towards the
grass domestic product of the economy. Human capital
when spoken with the perspective of innovation ond
creativity pluys o crucial rele in the development of the
organization. In this poper the problem of the
telecommunicotion sector has been studied with the
purpose to ossess the linkage between the HPHRP and
innovation in ferms of technicol ond non-technical
innovation in the state of Uttarakhand, India. This study
has not been undertaken previcusly by anybody to date.
The Research Framework has been reflected in Figure 1.
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4, Objectives And Hypothesis

The objective of the study is:

To ossess the linkoge between HPHRP and Innavation
Hypothesis of the study:

H1:Thereis a significant impoct of HPHRF on Innovation,
5. Resesarch Methodology

Manogement of HE ploys o very significant rele in the
service secior os services provided by the service secior are
the only means to survive in the market. In this study, all the
variables of the constructs were measured on o five-point
Likert scole that ranged from 1 = strongly disogres to 5

= strongly ogree. An item scale from previous studies hove
been odopted which has been widely cccepted and
validated by the researchers previously to ossess the
hynotheses of the study {lyoti

1., 2017). The questionnaire included Part A with
demecgraphic statements and Port B statements about
HPHRP aond Innovation. It was circulated among 155
employess of different telecommunication companies
operating in the Uttarakhand region which included three
private companies viz., Ralionce lio Infocomm Limiteg,
Bharti Airtel Limited, and Vodafone Indio Limited, 5
districts viz., Dehradun, Horidwar, Moinital, Udham Singh
Mogar, and Almora. Out of 155 guestionnaires circuloted
only 123 were responded, An actual response rafe come
to #%%. The somple come up with 53% of males and 47%
of temolas. 57% wera between 20- 30 yeors of oge. The
majority of respondents belonged to the income group
range from 30,000- 40,000 per month. The respandents
for the survey ore frem three major market players of the
telecom sector from privete sector undertokings viz.,
Feliance Jio Infocamm Limited, Bharti Airtel Limnited, and
Yedofone idea Limited. The volid percentage of each
company found in the survey to be 34.1%, 45.5%, and
20.3% respectively.

6. Results and Discussions

The dota hos besn analyzed through frequencies,
parcentages, cerrelafion ANOVA, ond Multiple
Regression Analysis, Descriptive statistics have been used
in the P53 to test the normality of the doto. Reliability tests
hove been conducted through Cronbach's Alpha to check
the internal consistency of the scale which was found to be
826 which is more than 0.7 and widely occepted for the
reliobility of the instrument. Data analysis fecnnigue of
multiple regressions has been used in this study to examine
the link between the independent vorioble ond dependent
variables (Andeson J. F, 2014). The objective to use the
mulfiple regression onalysis technigues is to use veriobles
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of the HPHRP construct on identfifying its linkage with

Innovation.

Table 1: Multiple Regression Analysis

Modsi Unstandar Standar t Sig.
dized dized
Caefiicients Coeficients
B Std. Bata
Ermor
{Constant) | 2874 1.162 2473 015
1
HPHRP A8 03 A13 15,276 .000

Interprefotion of resulis: With the Dependent Variable:
Innovation, where R=_813, R2= 441, and adjusted
R2=.465%. As shown in Toble 1, the significant value of
HPHRP iz less than 0.05 which is a paositive linkage
between HPHRP and Innovation. The T value lies at 1 and
the VIF value is also found to be 1 os per the results of
multiple regressions when dependant variable innovation
tested with HPHRR Variance Inflation Factar [VIF) Painter of
the outcame that the other independent variables have an
the standard error of a regression coefficient. The variance
inflation factor is directly reloted 1o the tolerance value
tAnderson ] F,2014)

Table 2: ANOVA

Maodel Sum of df | Mean F Sig.
Squares Square

Regression | 3102929 | 1 3102828 | 236.433(.000

1 Residual | 1587938 [ 121 [ 13124

Total 4690927 | 122

Interpretation: ANOYA foble describes thot the significant
value for F distribution on ANOVA  table ot 0.05 levels is
highly significant in the results. In this AMCWVA table, the
dependent varioble is Innovation. Independent variobles
gre  Extensive Training, Performance Maonogement,
Competency Development, and Performance Approisal,

7. Findings and Suggestions

Troditional HR practices are not pacifying manogers of
todays erg in felecommunicotion. HPHREP and Innovation
hove helped monpower in the felecommunicofion sector o
be flexible ond competitive. This study has found thot
HPHRP has significantly linked with Innovation in
Telecommunication, It hos helped HE to meet the dynomic
business requirements for better decision-making along
with the compstent employees in felecommunicotien in
Uttarakhand. It is suggested thaot employess should be
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audited which iz a part of the HR audit to comply more with
the HPHRF ond innovation in telecom.

8. Limitations and Future Implications

This research hos been dene on inree mojor players of
telecommunication private organizations. As far as future
inferences of this study are concerned it con be undertaken
in the other domains ot different sectors and also in otner
parts of the country. The major limitation is that only the
private sector wos included in the felecommunication
sector. While focusing on the creativity and innovation of
the employess HPHRP ploys o very significont role.
Therefore, this study con be useful by the corporate to
improve better work systems and perdformance as far as
creativity and innovation are concermed.

9. Conclusions

The opplicotion of HPHRP in the telecommunication
sactor helps the organizations to get the proper fraining
that develops competency among employees and
therafore it forms o connedtion tfowards creativity and
innovation. It has been ohserved that during the Covid
pandemic felecommunicafion sectar has contributed 30-
35% af the GOP in the logkdown out of over 54% of the
total services sector contribution (www.telecom.
ecenomictimes.com). |t leads to meet the organizational
targets with high efficiency. HPHRF supporis new and
innovative idens. Through innovaofion  manogement
flexibility in the organization can be achieved.
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