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Abstract - The modern globalized competitive market has compelled the firms to leverage on the workforce as a competitive 
weapon. A strategy for improving workforce productivity to derive higher value for the firms has become an important task 
for the organizations. The explosive pickup of the IT industry in the late 1990s has brought many challenges and 
opportunities to the knowledge industry. The Challenge was in terms of managing the human capital across the firms at 
different levels. The employee cost incurred in the Software industry has been on the rise. This has become an important 
factor in influencing the degree of competitiveness as every firm has been offering lots of benefits to its employees in terms 
of incentives and other measures to upgrade their skills so that they become competitive to contribute towards the 
organizational success. Amidst the dynamism of demographic dividend of India, the paper focuses on finding the effects of 
demographic and other factors, training and development programs, etc. on employee’s competitiveness in software 
industry. 
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I. INTRODUCTION 
 
The modern globalized competitive market has 
compelled the firms to leverage on the workforce as a 
competitive weapon. A strategy for improving 
workforce productivity to derive higher value for the 
firms has become an important task for the 
organizations. Firms have been optimizing their 
workforce through comprehensive human capital 
development programmes not only to achieve 
business goals but also for a long term survival and 
sustainability. To accomplish this, firms have to 
invest in human capital to ensure that the employees 
have the knowledge, skills, and competencies they 
need to work more effectively in a rapidly changing 
and complex environment (Marimuthu, 2009). 
 
Further the constantly changing business environment 
requires firms to strive for superior competitive 
advantages via dynamic business plans which 
incorporate creativity and innovativeness. This is 
essentially important for their long term sustainability 
whereby human capital plays a significant role in 
enhancing the competitiveness of the employees, 
thereby directly influencing the performance of the 
software/IT firms of India. 
 
The explosive pickup of the IT industry in the late 
1990s brought India on the global mapin the software 
industry. India became one of the 
Important competitors in the software industry. This 
explosion or what can be termed as boom in IT 
sector, however, brought many challenges and 
opportunities to the knowledge industry. The 
Challenge was in terms of managing the human 
capital across the firms at different levels. The 
employee cost incurred in the Software industry has 
been on the rise. This has become an important factor 
in influencing the degree of competitiveness as every 
firm has been offering lots of benefits to its 

employees in terms of incentives and other measures 
to upgrade their skills so that they become 
competitive to contribute towards the organizational 
success. But along with these there is a rise in the rate 
of attrition also. As per the report of the Press Trust 
of India, 2015, the attrition rate was expected to be in 
the range of 15 to 20% in the IT and ITeS sector. 
Thus the management of the human capital involved 
a better way for creating a pleasurable and satisfied 
working environment. Employees expected the 
company to give excellent opportunities for their 
personal growth through different incentives and 
schemes. A good balanced HR system becomes the 
backbone for ensuring career growth to the 
employees. This however has to be facilitated by an 
excellent training in terms of its planning for the 
future sustainability. Thus the management human 
capital and its development play a crucial role in the 
competitiveness of software firms of India. 
 
II. OBJECTIVE OF THE STUDY 
 
The paper focuses on finding the effects of 
demographic and other factors, training and 
development programs, etc. on employee’s 
competitiveness in terms of the following three 
specific sub-objectives. 
 

1. To find out the factors determining the 
salary as an important component 
determining the competitiveness of the 
employees. 

2. To study the impact of selection, training 
and development on competitiveness of 
employees. 

 
III. METHODOLOGY OF THE STUDY 
 
The paper consists of mainly primary data gathered in 
terms of a structured questionnaire which was 
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administered online in terms of the specially created 
URL(softwarecompetitiveness.co.in/competitiveness/
it-employees) to 2000 respondents. The questionnaire 
consisted the information on the demographic factors 
and its relation with the salary, educational 
qualification and salary, training and development, 
flexibility in working hours, etc. Out of 2000 
respondents, 400 respondents filled the online 
questionnaires, but only 341 questionnaires were 
found to be valid in terms of their entries and 
attributes. Hence the analyses were restricted to 341 
respondents only. The Anova, t-test, chi-square 
analysis were used to determine the efficacy of 
various variables. 
 
IV. DEMOGRAPHIC FACTORS AND 
COMPETITIVENESS 
 
The human capital plays a significant role in 
Information Technology industry. Being a service 
oriented and a knowledge driven industry the 
software/IT firms emphasize a lot on the quality of 
the human capital. But to attract the best quality, not 
only the environment of the firm, but also the salary 
plays an important role in getting the best talented 
employee for the firms. But salary in turn gets 
influenced by number of demographic and other 
factors such as gender, age, marital status, 
educational qualifications, etc. These factors are 
presumed to have its influence on the salaries of the 
employees which in turn influences the 
competitiveness of the firms. These factors are 
analyzed and discussed here. Salary is taken here as a 
proxy for competitiveness of employees in IT firms. 
 
4.1 Gender and salary 
The differences in attitudes of both the genders 
greatly influence their competitiveness. The 
differences in labour market for men and women are 
highly prevalent across the service industries like that 
of software industry.  The study found that, the mean 
salary between both the genders varied and it was 
found that males were paid more than the females. 
Further, The IT employees are more or less similarly 
educated. Therefore the general presumption is that 
male and the female employees are paid more or less 
the same salary and have the same degrees of 
competitiveness. However the mean salaries of the 
male and the females in the given sample found to be 
different. The statistical significance of the 
differences in the salary between the males and the 
females in terms of the following hypothesis, using‘t’ 
test. 
 
Ho – There is no significant difference in terms of 
gender and marital status in determining the salary of 
Software/IT employees. 
 
Ha - Salary in terms of gender and marital status of 
Software/IT employees are different. 

Sr.No. Variables T-
Statistic Df p-value 

1 Gender 3.199 339 0.002 

2 Marital Status 8.384 338 0.000 
Data Source: Calculated by the author 

Table 1: T-Statistic for Equality of Means 
 
Table (1) shows p< .05 and 0.000 Thus the 
hypothesis that there exists no significant relation 
between the gender and the marital status of the 
employees and their mean salary is rejected. It is 
found that there is statistically significant difference 
between the two in terms of their salary. The 
difference in sex has its own role in determining the 
salary and competitiveness of the IT employees. Thus 
men are found to be more competitive, the reasons of 
which are still debated across the globe. Similarly, the 
study found that the married employees are paid 
higher salary as compared to unmarried employees. 
In fact most of the software firms employ married 
people, because being together in the same firm, the 
couples contribute more towards the firm and helps to 
improve the productivity and performance thereby 
enhancing its competitiveness. 
 
4.2 Anova Results of Age and Salary 
The age of the employees can act as an important 
determinant of the competitiveness of the firms. It is 
presumed that the young employees are mostly 
energetic, innovative and always prefer challenges in 
any given organization. But at the same time, the 
experienced employees of higher age can also be 
more productive in service oriented firms like that of 
IT. 
The difference in the mean salary with respect to age 
of the respondents is tested with ANOVA on the 
following hypothesis by using Anova test. 
Ho – The salary differs in terms of age, education and 
work experience 
Ha – Age, education and work experience has no 
influence on salary. 
 

 
Table 2: Anova Results of Salary and its determinants 

 
The F-value of the ANOVA test is 62.5, which is 
highly significant and the null hypothesis is rejected. 
It implies that there is significant difference in the 
salary of the employees of different age groups. 
Firms are willing to pay higher salaries for 
experienced employees. Similarly, age plays an 
important role in determining the competitiveness of 
the firms with a significance value of 0.000 in Table 



International Journal of Management and Applied Science, ISSN: 2394-7926                                                 Volume-4, Issue-5, May-2018 
http://iraj.in 

Human Capital and Competitiveness of IT Firms 
 

66 

(2). The results reveals that higher the age of the 
workforce, higher the competitiveness of the 
employees. 
The F-value of the ANOVA test is 3.367 which are 
significant and the null hypothesis is rejected. It 
implies that there is significant difference in the 
salary of the employees with different educational 
backgrounds. The ANOVA results show that 
education has a significant role in influencing the 
salary. Further, the various programs of the firms are 
also directed towards the building up of requisite 
skills required for the achieving of the organizational 
goals and tasks through education combined with the 
compatible skills consistent with the firm’s goals and 
objectives. This plays a crucial role in influencing the 
competitiveness of the employees of the software/IT 
firms, which in turn helps in becoming the employees 
highly competitive.The work experience also greatly 
acts as a determining factor for the salary of the 
software employees. 
Further, it is presumed that the IT and ITeS 
employees possess specific attributes which differs 
from the employees of other sectors. The IT 
employees usually prefer to work in any given 
organization for a very short duration of time as they 
tend to move from one firm to another in search of 
better avenues in terms of salary, job security, better 
working environment, etc. Thus work experience is 
believed to have its impact on the employee 
preference toward job security, working environment, 
etc. Therefore, it is important to understand how 
employee preference towards job security, working 
environment, etc, changes with work experience. 
 
4.3 Chi-square analysis of Work Experience and 
its related factors 
It is presumed that people who are highly experienced 
usually choose that firm which offers a lot of 
incentives and other measures. An important measure 
presumed to be mostly preferred by the employees 
has been thejob security. But it should be noted as to 
whether all the employees having different work 
experience do prefer job security. 
It is presumed that employees with more working 
experience usually prefer organization which ensures 
more in terms of job security. This presumption is 
tested with the help of the following hypothesis using 
Chi-square. The results are given in Table (3) 
Ho-Work experience and preference for job security 
are independent 
Ha-Work experience and the preference for job 
security are dependent 
 

 Value df p-value 
Pearson Chi-Square 28.208 10 .002 

Likelihood Ratio 28.189 10 .002 
Linear-by-Linear 

Association 16.204 1 .000 

No. of Valid Cases 159   
Table 3: Chi-Square Test - Work Experience and Job Security 
The P-Value ofchi-square test is < 0.05. It implies 
that the null hypothesis of no relationship between 
work experience and the job security in the choice of 
job is rejected. It implies that there is significant 
relation between thework experience and job security. 
Thus provision of job security can attract young, 
energetic and competitive employee 
 
4.4 Chi-Square Test -Work Experience and the 
Firm’s Environment 
Employees who are well experienced in their jobs 
usually are presumed to choose the organization 
where good working environment persists. A very 
pleasant and a good working environment always 
makes the employees feel at the home, thereby 
contributing to their overall productivity and 
competitiveness. This greatly helps the organization 
to have a competitive edge over its competitors in 
terms of its productive workforce. 
The relation between the employees work experience 
and their preference for organization in terms of 
better working environment is tested using chi-square 
test based on the following hypothesis 
Ho- Work experience and preference for good 
working environment are independent 
 

 Value df p-value 
Pearson Chi-Square 43.141 15 .000 

Likelihood Ratio 41.628 15 .000 
Linear-by-Linear 

Association 13.959 1 .000 

N of Valid Cases 341   
 

Table 4 Chi-Square Test for better working Environment and 
work Experience 

 
The p-value of the Chi-square test in Table (6.14) is< 
0.01, which is significant and therefore the null 
hypothesis is rejected. It implies that there is a 
significant relation between the preference for work 
environment and their experience. The belief that 
experienced employees preferred those organizations 
which guaranteed better working environment was 
found to be not correct. 
 
In fact as per the Global Workforce Study 2014, 
conducted by Towers Watson, a global professional 
services company. Salary, job security and career 
advancement opportunities are the top reasons that 
people consider for joining and staying in an 
organization. Globally, the top drivers of attraction 
and retention remain the same, indicating that Indian 
employees have similar preferences as their global 
counterparts for choosing their employers(Reporter 
BS 2015). Thus most of the organizations have been 
concentrating on these factors to make themselves 
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more competitive in terms of equipping and retaining 
its human capital so that their sudden exits do not 
hamper its competitive abilities of the software firms. 
4.5 Chi-Square Test -Work Experience and Better 
Salary 
The employees who have given more years of service 
in a given line of profession are always presumed to 
be more capable in doing his work more efficiently 
and productively. This greatly enhances the 
competitiveness of the firms. But at the same time, it 
should be noted that experienced employees always 
prefer a host of benefits. One of such is a better salary 
compared to the inexperienced or with lesser 
experience employee. The extent of relation between 
the work experience and the salary is tested using chi-
square test and the results are shown in Table (5) on 
the basis of the following hypothesis. 
 
Ha – Work experience do not influence Salary 
Ho - Work experience do influence the salary. 
 

 Value df p-value 

Pearson Chi-Square 42.087 15 .000 

Likelihood Ratio 29.794 15 .013 
Linear-by-Linear 

Association 2.099 1 .147 

N of Valid Cases 153   
Table 5 Chi-Square Test of work experience and salary 

 
The p-value of the Chi-square test in Table (5) is< 
0.00, which is significant and therefore the null 
hypothesis is rejected. It implies that there is a 
significant relation between the preference for better 
and salary and the work experience. The presumption 
that experienced employees preferred those 
organizations where better salary was offered was 
found to be not true. 
 
V. TRAINING, DEVELOPMENT AND 
COMPETITIVENESS 
 
Training and development programs contribute 
directly to the enhancement of efficiency and 
competitiveness of employees in the organizations. 
To enrich their human capital, the companies 
organize various training and development programs 
to help acquire knowledge and the required skills to 
achieve the goals of the organization and make them 
more competitive. The choice of an organization by 
an employee also depends on the training and 
development programs available in addition to the 
salary and other benefits. 
 
The increasing size and complexity of organizations, 
the intensive use of technology, combined with 
changing socio-cultural norms have contributed with 
immense complexity to Human Resources 
Management aspects of managing people in the 

organizations (Saxena, 2013). Infact the severe 
competition amidst attrition in the Information 
Technology industry within and outside India has 
compelled the firms to develop their human capital 
through continuous training and development 
programs. The major purpose of such programs is to 
minimize the performance deficiencies of the 
employees at the desired level. 
Further evaluating the impact of training and 
development programme is a continuous process. It 
needs to be monitored on a regular basis. The present 
study intended to know the impact of training and 
development programmes initiated by IT firms. This 
chapter also looks into the employee perceptions 
about the IT firms and the factors that determine the 
choice of the organization. 
 
5.1 Induction Programs and Management of 
Human Capital 
When a new employee joins a company, more often 
than not, there is a period of time that is required for a 
person to settle in to the new role before they are able 
to operate at full capacity. This is a common scenario 
when one is exposed to a new working environment 
and culture despite the credentials and competencies 
a new employee brings into the company. A 
comprehensive and well-prepared induction program 
helps new staff quickly understand the 
responsibilities of their new role and the employer’s 
expectation of them. Investing in such a program 
ensures that the learning curve is shorter, as not only 
are skills and knowledge of the company quickly 
obtained and understood, but interaction, 
communication and collaboration with others is likely 
to take place much quicker than if no program was 
outlined. Induction helps an employee to adapt to the 
organization easily in short period. This also helps to 
minimize the labor turnover. The present study 
evaluated the role of induction programs in human 
capital management and its building up of 
competitive abilities of the employees. 
 
The impact of the induction programs on productivity 
of the employees is tested in terms of the hypothesis 
using chi-square tests in Table (6). 
 
Ho – The productivity of the employees is 
independent of induction Programs. 
Ha – The productivity of the employees is dependent 
on Induction Programs 
 

 
Table 6: Chi-square Test of Induction Programs and 

Productivity 
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Table (6) shows a chi-square test of independence of 
the relationship between induction programs and the 
productivity of the employees. The study finds a 
statistically significant relationship between the 
variables. Thus the null hypothesis is rejected. It 
implies that induction programs play a significant 
role in influencing the productivity of the employees. 
 
Similarly the impact of the induction programs on 
competitiveness of the employees is tested using chi-
square test and the result is given in Table (7). 
 
Ho – Competitiveness of the employees is 
independent of Induction Programs 
Ha-Competitiveness of the employees is independent 
of Induction Programs. 

 Value df p-value 
Pearson Chi-Square 61.761 16 .000 

Likelihood Ratio 60.770 16 .000 
Linear-by-Linear 

Association 16.056 1 .000 

N of Valid Cases 148   
Table 7 Chi-square test of Induction Program and 

Competitiveness 
Table (7) shows a chi-square test of independence of 
the relationship between induction programs and the 
productivity of the employees. The study finds a 
statistically significant relationship between the 
variables. Thus the null hypothesis is rejected. It 
implies that induction programs play a significant 
role in influencing the productivity of the employees. 
Further the impact of the induction programs on the 
abilities of the employees to contribute to the 
organizational goals is tested in terms of the 
hypothesis using chi-square tests in Table (8) 
Ho – The organizational goals of the employees is 
independent of Induction Programs. 
Ha – The organizational goals of the employees is 
dependent on Induction Programs. 
 

 
Table 8 Chi-square test of Induction Program and 

Organizational Goals 
 
Table (8) shows a chi-square test of independence of 
the relationship between induction program and its 
contribution to the organizational goals.The p < 0.01, 
and thus the null hypothesis stands rejected. The 
study finds a statistically significant relationship 
between the variables.  It implies that induction 
programs play a significant role in influencing 
achieving of organizational goals on account of the 
efforts of the employees. 

VI. TASKS, RESPONSIBILITIES, 
FLEXIBILITY AND PERFORMANCE 
APPRAISAL 
 
6.1 Awareness of the Tasks and Responsibilities 
It is usually presumed that whenever an employee is 
inducted in any organization he is made aware of all 
his tasks and responsibilities towards the success of 
the organization. The frequency distribution of the 
employees in terms of their awareness of tasks and 
duties in the organizations is shown in Table (9) 
 

Awareness No. of 
Respondents Percent 

Not at All Informed 17 5.0 
Insufficiently Informed 99 29.0 
Sufficiently Informed 224 65.7 

Total 341 100.0 
Data Source: Calculated by the author 

Table 9 Awareness of Tasks and Duties 
In Table (9), it can be seen that only 65.7% of the 
respondents were sufficiently informed about their 
tasks and responsibilities at the time of joining the 
organization; whereas 29% were of the opinion that 
they were inadequately informed about their tasks 
and responsibilities and a marginal 5% of the 
respondents were of the view that they were not at all 
informed about their tasks. Delegating improper tasks 
and responsibilities to its new recruits can very often 
undermine the productivity and the competitiveness 
of the software organizations. 
 
6.2 Performance Appraisal 
Performance appraisal provides important and useful 
information for the assessment of employee's skill, 
knowledge, ability and overall job performance. It 
helps to a great extent in managing ones human 
capital for the betterment of the organization. Though 
theoretically, it plays an important role, but in reality 
the analysis showed a different picture. 
The statistical significance of the performance 
appraisal in terms of its impact on employee’s 
productivity and competitiveness is tested in terms of 
the following hypothesis. 
Ho Competitiveness is independent of performance 
appraisal 
Ha- Competitiveness is dependent on performance 
appraisal 
The hypothesis is tested using chi square test and the 
results are presented in Table (10) 

 Value df p-value 

Pearson Chi-Square 11.995 6 0.062 

Likelihood Ratio 12.171 6 0.058 
Linear-by-Linear 

Association 5.290 1 0.021 

N of Valid Cases 341   
Table 10: Chi-Square Test of Performance Appraisal and 

Competitiveness 
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Table (10) shows the p-value is 0.062. Thus null 
hypothesis cannot be rejected at 5% level of 
significance. It implies that performance appraisals 
cannot improve productivity and competitiveness. 
 
VII. FINDINGS OF THE STUDY 
 
The Human capital management in software industry 
plays an important role in determining the 
competitive edge of all the software firms. The 
various HR measures such as Performance 
Appraisals, induction programs and training programs 
have a positive influence in determining the 
competitiveness of the employees. The findings of the 
chapter are as follows 
 
1. Salary is greatly influenced by the age, gender, 

work experience, educational qualifications and 
marital status of the employees. 

2. The employees who preferred to work in the 
organizations where conditions of better 
working environment prevailed belonged to 
those who had work experience of 1-5 years. 

3. Employers preferred to select and recruit most 
of their employees on the basis of qualification 
and merit, followed by experience and 
personality traits. 

4. The Induction programs greatly contributes to 
the productivity, competitiveness and in the 
achievement of the organizational goals. 

5. The training programs and performance 
appraisals contributed positively to the 
competitive abilities of the employees. 

6. The Flexibility in working hour’s ant the 
internal transfer of tasks and responsibilities 
play an important role in building up of 
competitive abilities of the employees. 
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