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KABSTRACT: Management of human resources plays an extremely vital role as compared to the\

technologyorcapital and for its effective management, organization requires effective HRM

practices.Competing in today’s turbulent global economy provides additional challenges in the
HR function and adapting themselves to those changes has become an occupational reality for
HR practitioners in organizations. Hence, the aim of this study was to establish if HR
practitioners in organizations are equipped with the capabilities that can increase HR
effectiveness.However, the research hasnot been extended to ascertain Emerging role of
employees based on the impact ofvarious factors determinants. This research fosters a holistic

view.
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1. INTRODUCTION

Human Resources Management (HRM), and Human Resource Development (HRD) approaches
has been seizing the attention of professionals, especially in the new millennium. Widespread
changes in business environments, employee-management relationships, emergence of
generational and cultural diversity, have given an interesting twist to management of human

resources within organizations in India.

This has fostered a new thinking whereby managements are cautiously treading on
sensitive issues carrying their workers with them. Humanization of work environment in
countries like Japan, quality of work life movement in countries like United States, and the
quality circles approach in India itself has initiated action to attain better organizational
commitment among the work force.

Large scale production, increasing effects of recession, technical and technological
developments and so on have opened up new training needs for the people at work. Human
resources development programmes have therefore; become the need of the hour. Government
policy of importing technology has also necessitated introducing new facilities and avenues for
training and development. Fresh initiatives and emphasis on research and development in the
realm of industry also led to a new policy of human resources development to cope with the

increasing demand for technically capable people.

2. TRADITIONAL HR ROLES
Jackson & Schuler (2000) talked of six HR roles: partnership (knows the market and
business), change facilitator (has a long-term vision of the business), enabler (has the ability to
build commitment), strategic (is involved in strategic decisions), innovator (knows the number
and type of skills needed) & monitoring (is comfortable with both hard and soft data).
Storey (1992) developed a typology based on: (a) action orientation (interventionist
versus non-interventionist); and (b) strategic versus tactical choices / considerations. These two

dimensions lead to the following four HR roles: (i) advisors are like internal consultants to line
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and general management, (ii) handmaidens are primarily customer oriented in the services they
offer to line management, (iii) regulators are more interventionist in that they formulate
employment rules, and (iv) change makers seek to put relationships with employees in line with
the business needs. Based on empirical data, Caldwell (2003) re-examined Storey’s typology and
concluded that the regulator role has declined and advisor and change agent roles have become
entrenched.

3. SIGNIFICANCE OF THE STUDY

» The emerging roles of HR practitioners would be compiled and documented through
review of related literature in order to propose a conceptual framework and research
model.

> It would serve as a starting point from where problem areas related to effective
functioning of HR practitioners that need immediate attention would be compiled.

> It would serve as a barometer to gauge the level of satisfaction with various roles
performed by HR practitioners.

> It would help in ascertaining the impact of such roles on voice behaviour, organizational
learning capabilities and organizational commitment thereby adding value to existing
knowledge.

4. OBJECTIVES OF THE STUDY

The primary objective is to review and compile the emerging roles of HR practitioners in
corporate.
The secondary objectives are:
» To conceptualize a research framework to analyses the causal relationships between
identified emerging roles, voice behavior and organizational learning capabilities.
» To ascertain the impact of voice behavior and organizational learning capabilities on
organizational commitment.
» To formulate recommendations to foster effective and beneficial role execution by

HR practitioners.
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5. LIMITATIONS OF THE RESEARCH
Thelimitations of the research were:

(@) The study is primarily focused on the role of HR practitioners only and other dynamics of
human resource management are not under its purview.

(b) The study is targeted at employees serving in IT services across India only and other service
sectors are not under its purview.

(c) There may be changes in the IT sector environment, service design and delivery, and
employee behavior in the future. The consequences are that these would impact perceptions
and expectations.

(d) The emerging roles identified in this research would keep evolving as the years roll by and

therefore new categorizations / typologies may arise in future

6. RESEARCH DESIGN

Research Designs

Research Design Applications in this Study
Exploratory Literature Review, Factors influencing constructs.
Descriptive Research instrument, Measurement, Hypothesis formulation and Testing,

Data analysis and interpretation.
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Causal

Conceptual framework and its testing (Path Analysis).

Source: Compiled by Researcher.

7. CONCEPTUAL FRAMEWORK

The conceptual framework is depicted in Figure 3.1.

Administrative Role

Employee Advocacy Role

Operational Role

Strategic Role

Contigent Role

8. RESEARCH QUESTIONS AND NULL HYPOTHESES

Voice Behavior

RQ1 Do such roles impact voice behaviour?

RQ2 Do voice behaviorhave impact organizational commitment?

9. SEM (STRUCTURE EQUALATION MODELING)

.| Organizational
"| Commitment

Hor1  HR practitioners’ administrative role has no impact on voice behavior

Hoi2 HR practitioners’ employee advocacy role has no impact on voice behavior

Hois HR practitioners’ operational role has no impact on voice behavior

Hoi4  HR practitioners’ strategic role has no impact on voice behavior
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Hois  HR practitioners’ contingent role has no impact on voice behavior

Hoo  Voice behavior has no impact on organizational commitment

STRUCTURAL EQUATION MODELLING

The observed, endogenous variables were:
i) Voice Behaviour

i) Organizational Commitment

The observed, exogenous variables were:
i) Administrative Role
i) Contingent Role
iii) Strategic Role
iv) Operational Role

v) Employee Advocacy Role

The unobserved, exogenous variables were:
i) el (error term for Voice Behaviour).

ii) e2 (error term for Organizational Commitment).

Variable counts (Group number 1)

Number of variables in model: 9
Number of observed variables: 7

Number of unobserved variables: 2
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Number of exogenous variables: 7
Number of endogenous variables: 2

SEM ANALYSIS

Adiminstrative
Role

Employee

19

Advocacy

Role 95

Voice 44

¥l Behaviour

Operational
Role

Organisational
Commmitment

Strategic
Role

Contigent
Role

Source: Primary Data.

Major Model Fit Indices Summary
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Parameters Acceptable values for | Research Model
Good Fit values

GFlI >0.9 0.957

AGFI >0.9 0.962

CFl >0.9 0.971

RMSEA <0.06 0.04

RMR <0.10 0.05

The Goodness of Fit index (GFI) value was 0.957, Adjusted Goodness of Fit Index (AGFI) value
was 0.962 and Comparative Fit index (CFI) value was 0.971. All these values were greater than
0.9 indicating a very good fit. It was found that Root Mean Score Error of Approximation
(RMSEA) value was 0.04 (lesser than 0.06) and Root Mean Square Residual (RMR) value was
0.05 (lesser than 0.2).

Discussion: Good fit exists for research model.

10. FINDINGS
» HR practitioners’, Administrative role has a positive impact on voice behaviour.
» HR practitioners” employee advocacy role has a positive impact on voice
behaviour.
HR practitioners’ operational role has no impact on voice behaviour.
HR practitioners’ strategic role has no impact on voice behaviour.

HR practitioners’ contingent role has no impact on voice behaviour.

YV V V V

Voice behavior has no impact on organizational commitment.

SUGGESTION

The results of this present study are of greater significance in the field of HRM and of immense

value to management professionals, academicians and researchers. Since this study is conducted
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in India only in the IT and ITES industry only, it suggests future scope to make a comparative
analysis with this sector in other countries as well which are emerging as a competitor for the
Indian BPO sector. Studies can as well be conducted in other customer centric service industries
like e- commerce where voice behavior plays a crucial role. There is also a need to explore other
factors of the management or employee development that are likely to be impacted by voice

behavior besides organizational commitment.

CONCLUSION

The impact of HR on voice behavior seems to exist among employees in the IT and ITES sector.
The role of HR practioners as administrators of the policies and programs for employees and as
the link between management needs and employee needs has a positive impact on voice
behavior. However HR practioners when they formulate the workforce, their jobs, manage the
pay leave and benefits do not have an impact on voice behavior. Also, HR practitioners adopting
a dynamic and contingent approach based on company’s geographical area and sector do not
have an impact on voice behavior. Hence HR practioners when they frame and communicate
employee policies with their interest in mind and advocate their needs to the management,
regarding their pay and supplements, leave and benefits it positively impacts the crucial voice
behavior in the IT and ITES industry. However, the contingent planning approach does not have
an impact on voice behavior. Finally the commitment of employees to their work is not based on

their voice behavior.

REFERENCES

Caldwell, R. (2003). The Changing Roles of Personnel Managers: Old Ambiguities, New
Uncertainties. Journal of Management Studies, 40(4): 983-1004.

Kramar, R. &Steane, P. (2012), “Emerging HRM Skills in Australia”, Asia-Pacific Journal of
Business Administration, Vol.4 (2), pp.139-157.



International Journal For Academic Development In Social
Science and Humanities

Scullion, H. & Starkey, K. (2000). In Search of the Changing Role of the Corporate Human
Resource Function in the International Firm. International Journal of Human Resource
Management, 11(6): 1061-1081.

Singh, Balwinder&Dhawan, Seema (2013). Challenges faced by HR managers in the
contemporary business atmosphere. International Journal of Management and Business Studies,
3(2): 90-92

Van Dyne, Linn and LePine, Jeffrey A (2001). Voice and Cooperative Behavior as contrasting
forms of contextual performance: evidence of differential relationships with Big Five Personality

characteristics and cognitive ability. Journal of Applied Psychology, 86(2): 326-336.



