www.ijcrt.org © 2025 IJCRT | Volume 13, Issue 11 November 2025 | ISSN: 2320-2882

IJCRT.ORG ISSN : 2320-2882

APy, 'NTERNATIONAL JOURNAL OF CREATIVE
@a% RESEARCH THOUGHTS (1JCRT)

An International Open Access, Peer-reviewed, Refereed Journal

IMPACT OF HR POLICY ON IPPOPAY’S

IMrs. M. Banurekha, 2Mr. T. Aravind Thavasi

! Assistant professor, Department of Commerce, Dr. N.G.P. Arts and Science college, Coimbatore, India.
2Student of 11 M.com, Department of Commerce, Dr. N.G.P. Arts and Science college, Coimbatore, India.

Abstract: Human resource (HR) policies are critical to organizational culture, employee performance, and
long-term success, particularly in high-tech finance firms such as IppoPay. This study looks at the impact of
HR practices on staff retention, productivity, and work satisfaction at IppoPay, a growing Indian payment
solutions firm. The study focuses on how successful HR policies for hiring, training and development,
performance evaluations, and work-life balance improve employee engagement and organizational
effectiveness. By connecting HR procedures with business objectives, IppoPay may promote innovation,
reduce attrition, and generate a motivated staff, all of which lead to customer satisfaction and competitive
advantage. The conclusion is that an open, flexible, and inclusive human resources policy is required if the
country is to continue growing.

The study highlights the importance of strategic human resource management in organizational resilience and
long-term success.

Index Terms - Job satisfaction, Employee Engagement, Training and Development, Performance
Appraisal, Work-Life Balance, Employee Retention

. INTRODUCTION

Human Resource policies and practices play a critical role in organizations and employees, as they reflect
the contribution of Human Resource Management (HRM). There has been a shift in the past two decades
from micro-level focus on HR practices to macro-level, with its significance highlighted in terms of
achieving competitive advantage in the modern business era. Job satisfaction and HR policy are hand in
hand, and evidence (e.g., Ting, 1997; Applebaum, 2000) supports that effective HR policy leads to higher
job satisfaction, ultimately improving organizational performance. Organizations tailor their HR policy
such as recruitment, remuneration, and health and safety to their heterogeneous employees and individual
performance measures. With the advent of fast-moving and competitive business, employee satisfaction
has become a critical factor in ascertaining organizational success and viability. Employee satisfaction is a
multifaceted concept with numerous dimensions encompassing various aspects of an employee's job
including interaction with the supervisor, the co-workers, and the organization in general. Employee
satisfaction is a dominant source of motivation of employee engagement, productivity, and retention, and
it has a significant bottom-line influence within an organization.

1. STATEMENT OF THE PROBLEM
At IppoPay, linking the HR policies with the multifaceted needs of employees is key to sustaining job
satisfaction and promoting development. Yet, comprehending how certain HR practices—Ilike recruitment,
performance management, pay, and work-life balance—affect employee satisfaction is a challenge. This
study seeks to review the effectiveness of IppoPay's HR policies in improving job satisfaction and map
areas for improvement to promote employee welfare and organizational achievement.
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I1. SCOPE OF THE STUDY
This research is centered on examining the effect of IppoPay's HR policies, such as recruitment, pay,
performance management, and work-life balance, on the job satisfaction of its employees. It will endeavor
to determine the strengths and weaknesses of these policies. The study will be confined to IppoPay
employees in diverse departments and positions, shedding light on how HR practices can be maximized to
improve employee wellbeing and organizational success.

IVv. OBJECTIVES OF THE STUDY
» To analyze the impact of IppoPay's HR policies on employee job satisfaction.
> To identify key HR practices that contribute to employee well-being.
» To evaluate the alignment of HR policies with employee needs and expectations.

V. RESEARCH METHODOLOGY
Research Design - Descriptive research design.
Source of Data - Primary data & Secondary data.
Sampling Technique - Convenience sampling technique.
Sampling Size - 250 respondents.
Area of the Study - Ippo Pay Techonology Private Limited
Tools For Analysis
The research paper involved certain tools like

» simple percentage analysis.

» Chi-square.

> ANOVA.

» Friedman Ranking

VI. LIMITATION OF THE STUDY

% The study is limited to IppoPay employees, which may not represent all organizations.

The study depends on the availability and honesty of employee responses in surveys or interviews.

% Since the project has to be completed within a short period of time the information collected could
be biased.

X/
X

e

VIl. REVIEW OF LITERATURE

Al Sabei et al. (2020) studied factors influencing nurses' decisions to quit their jobs in Oman, focusing on
burnout, job satisfaction, and patient care perceptions. The study, conducted with 207 nurses at a Muscat
hospital, found that job satisfaction played a key role in reducing turnover intentions. Nurses who were
satisfied with their jobs were less likely to want to leave. The study also revealed that participation in hospital
affairs was linked to lower burnout and better care quality perceptions. Improving job satisfaction could help
retain nurses and enhance workplace conditions.

Jahanbazi Goujani et al. (2019) studied the relationship between employee loyalty and job satisfaction at
the Isfahan Provincial Gas Company (IPGC). The study found that most employees (78%) were categorized
as "hostages"” in terms of loyalty. Using a questionnaire and structured equation modeling, the research
showed that job satisfaction did not significantly impact loyalty among these employees. The study
recommended that companies identify factors affecting job satisfaction and loyalty to improve employee
engagement and retention.

Demerouti & Bakker, 2017: Health and Well-being Initiatives Recognizing the importance of employee
health, IppoPay has partnered with CysterCare to provide accessible medical care for female employees,
particularly those dealing with Polycystic Ovary Syndrome (PCOS). Such health-focused partnerships
demonstrate the company's dedication to employee well-being, a significant factor in job satisfaction

Gajendran & Harrison, 2007: Flexible Work Arrangements IppoPay offers flexible work options,
allowing employees to choose between remote and in-office work. This flexibility is especially valued by
younger generations and has been shown to enhance work-life balance and overall job satisfaction

Kossek & Lee, 2017: Inclusive Workplace Culture IppoPay Technologies Private Limited prioritizes
fostering an inclusive workplace culture, emphasizing diversity, equity, and inclusion (DEI). This
commitment is reflected in the company's 4.2 out of 5-star rating based on 14 anonymous employee ratings
(IppoPay Technologies Private Limited, 2022). Research highlights the significance of inclusive cultures in
enhancing employee satisfaction and retention
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TABLE NO 1
HR PRACTICES ENHANCES EMPLOYEE SATISFACTION OF THE RESPONDENTS
S.NO PARTICULARS NO. OF PERCENTAGE
RESPONDENTS (%)
1 Providing flexible work arrangements 32 16.00
Imposing strict work hours without 117 58.50
flexibility

3 Avoiding employee feedback 40 20.00

4 Delaying salary increments 11 5.50
TOTAL 200 100

(Source: Primary Data)

INTERPRETATION:

Table 1 shows describes that 58.5% of employees work under strict, inflexible schedules, while only
16% have access to flexible work arrangements. Additionally, 20% of respondents feel that their organization
avoids employee feedback, which may hinder workplace improvement and job satisfaction. A smaller
proportion, 5.5%, experience delays in salary increments, potentially affecting financial stability. These
findings suggest that rigid work policies and a lack of employee engagement are prevalent, emphasizing the
need for organizations to adopt more flexible and inclusive workplace practices. The majority of employees
(58.5%) work under strict, inflexible schedules.

TABLE NO 2
HR POLICY HELPS IMPROVE WORK-LIFE BALANCEOF THE RESPONDENTS
S.NO PARTICULARS NO. OF PERCENTAGE
RESPONDENTS (%)
1 Encouraging employees to work overtime 68 34.00
regularly
2 Providing remote work and flexible 89 44.50
schedules
3 Restricting paid time off 25 12.50
4 Increasing workload without compensation 18 9.00
TOTAL 200 100

(Source: Primary Data)

INTERPRETATION:

Table 2 shows that 44.5% of employees benefit from remote work and flexible schedules, indicating
a positive shift toward work-life balance. However, 34% of respondents report being encouraged to work
overtime regularly, which may lead to burnout. Additionally, 12.5% face restrictions on paid time off, and
9% experience increased workloads without compensation, both of which could impact employee morale and
productivity. These findings suggest that while flexible work options are being adopted, concerns about
excessive workload and limited benefits still exist, highlighting the need for fair workplace policies. The
majority of employees (44.5%) benefit from remote work and flexible schedules, indicating a positive
shift toward work-life balance.

TABLE NO 3
EMPLOYEE SATISFACTIONOF THE RESPONDENTS
S.NO PARTICULARS NO. OF THE PERCENTAGE
RESPONDENTS (%)
1 The happiness and fulfillment employees feel in 71 35.50
their jobs

2 The number of employees in an organization 90 45.00
3 The amount of work employees do in a day 28 14.00

4 The number of holidays employees receive 11 5.50
TOTAL 200 100

(Source: Primary Data)
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INTERPRETATION:

Table 3 shows that 45% of respondents associate job satisfaction with the number of employees in an
organization, possibly linking team size to workload distribution and workplace dynamics. Additionally,
35.5% believe happiness and fulfillment in their jobs are key factors in job satisfaction. Meanwhile, 14%
consider the amount of work done in a day as a significant factor, and 5.5% focus on the number of holidays
received. These findings suggest that while organizational size plays a major role, employee well-being and
workload balance are also crucial in determining job satisfaction. The majority of employees (45%o)
associate job satisfaction with the number of employees in an organization, highlighting the importance
of team size and workload distribution in workplace dynamics.

TABLE NO 4
KEY FACTOR IN EMPLOYEE SATISFACTIONOF THE RESPONDENTS
S.NO PARTICULARS NO. OF THE PERCENTAGE
RESPONDENTS (%)
1 Low salary 39 19.50
2 Work-life balance 70 35.00
3 Lack of career growth opportunities 80 40.00
4 Poor communication 11 5.50
TOTAL 200 100

(Source: Primary Data)

INTERPRETATION:

The table 4 describes that 40% of employees feel a lack of career growth opportunities is a major
factor impacting their job satisfaction, followed closely by 35% who identify work-life balance as a key issue.
19.5% of respondents are dissatisfied with their salary, suggesting compensation is a concern for a significant
portion of the workforce. Additionally, 5.5% point to poor communication as a contributing factor. These
results emphasize the importance of addressing career development, work-life balance, and compensation to
improve overall employee satisfaction. The majority of employees (40%o) feel that a lack of career growth
opportunities is a major factor impacting their job satisfaction, highlighting the importance of career
development in employee retention and satisfaction.Likert scale value 3.76 is greater than the middle
value (3), so the respondents are satisfied in their current work-life balance.

TABLE NO 5
COMMUNICATION OF HR POLICIESBAND PROCEDURES AT IPPOPAY

TECHNOLOGIES PRIVATE LIMITED

ANOVA

Sumof Mean
Squares |Df Square |F Sig.

How 2 are you with the communicationBetween Groups [8.584 3 2.861 3.650(.014
of

HR policies and procedures at Ippo PaYNVithin Groups  [153.636 196|784

Technologies Private Limited?

[Competitive compensation andTotal 162.220 (199

benefits]"”

How 2 are you with the communicationBetween Groups [1.892 3 631 2.1341.097
of

HR policies and procedures at 1ppo PayyyiinGroups  57.028 [196 296

Technologies Private

Limited? Total 59.820 199
[Opportunities  for  growth  and
development]”
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How 2 are you with the communicationBetween Groups [7.148 3 2.383 3.531|.016
of
HR policies and procedures at 1ppo Payyyiin Groups 132,247 [196 675
Technologies Private
Limited? Total 139.395 199
[Recognition and rewards for
performance]"
How 2 are you with the communicationBetween Groups [1.275 [3 425 1.179(319
of

HR policies and procedures at Ippo pay

Technologies Private Limited? [2 andW'thm Groups  (70.645 196 360

flexibility]" Total 71.920 (199

How 2 are you with the communication Between Groups [17.117 3 5.706 6.623.000
of —

HR policies and procedures at Ippo Within Groups  |168.863 1196 1,862

pay Technologies Private Limited? Total 185.980 |199

(Source: Primary Data)

ANOVA was conducted to examine the relationship between HR policy communication and
job satisfaction factors at Ippo Pay Technologies. The results show no significant difference for
Opportunities for Growth (p = 0.097) and Flexibility (p = 0.319) as p-values exceed 0.05.
However, significant differences exist for Compensation (p = 0.014), Recognition (p = 0.016),
and Overall HR Policies (p = 0.000), indicating varied employee perceptions

TABLE 6
IMPORTANT TO SEE IPPOPAY TECHNOLOGIES PRIVATE LIMITED

INVESTING IN NEW TECHNOLOGIES AND INNOVATIONS

ANOVA

Sum of Mean
Squares|df  |[Square |F Sig.

How important is it for you to see IppopayBetween Groups(2.649 |3 .883 1.062 |.366

Technologies Private Limited investing in newWithin Groups (162.931/196 |.831

technologies and innovations? [Innovation andTotal 165.580(199
R&amp;D]

How important is it for you to see IppopayBetween Groups|1.454 (3 485 1550 [203

Technologies Private Limited investing in newWithin Groups (61.301 {196 |313

technologies and innovations? [CustomerTotal 62.755 199

satisfaction and retention]

How important is it for you to see IppopayBetween Groups/3.806 |3 1.269 1.379 |.250

Technologies Private Limited investing in newWithin Groups [180.349(196 920

technologies and innovations? [3 engagementTotal 184.155(199
and

development]

Between Groups2.604 |3 .868 1.732 162
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How important is it for you to see IppopayWithin Groups (98.271 |196 |501

Technologies Private Limited investing in newTotal 100.875(199
technologies and  innovations?  [Process

improvement and efficiency]

How important is it for you to see IppopayBetween Groupsl2.829 3 943 1.024 |.383

Technologies Private Limited investing in newWithin Groups (180.526{196 |.921

technologies and innovations?  [StrategidTotal 183.355[199

partnerships and collaborations]

(Source: Primary Data)
ANOVA was conducted to examine the relationship between employee perceptions and

IppoPay Technologies' investment in innovation. The results show no significant difference
across Innovation & R&D (p = 0.366), Customer Satisfaction (p = 0.203), Employee
Engagement (p = 0.250), Process Improvement (p = 0.162), and Strategic Partnerships (p =

0.383) as all p-values exceed 0.05, indicating a consistent perception among employees

TABLE 7
COMPARETION BETWEEN AGE AND KEY FACTORE IN

EMPLOYEE SATISFACTION

Chi-Square Tests

Asymptotic
Value Df Significance (2-sided)
Pearson Chi-Square 11.0642 9 271
Likelihood Ratio 12.306 9 197
Linear-by-Linear Association 1.070 1 301
N of Valid Cases 200

a. 5 cells (31.3%) have expected count less than 5. The minimum expected count is 1.10.

(Source: Primary Data)
In the above table, with degrees of freedom (df) = 9 and a significance value (0.271),

which is greater than the significance level (0.05), we conclude that there is no significant
association between the variables. This indicates that the observed differences are likely due to
chance, and there is no statistically meaningful relationship between the factors analyzed.
Additionally, 31.3% of cells have an expected count less than 5, which may affect the reliability

of the test results.
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TABLE 8
COMPARETION BETWEEN GENDER AND HR PRACTICES ENHANCES

EMPLOYEE SATISFACTION

Chi-Square Tests

Asymptotic
Value df Significance (2-sided)
Pearson Chi-Square 9.8914 3 .020
Likelihood Ratio 8.941 3 .030
Linear-by-Linear Association 4.084 1 .043
N of Valid Cases 200

a. 1 cells (12.5%) have expected count less than 5. The minimum expected count is 3.36.

(Source: Primary Data)
In the above table, with degrees of freedom (df) = 3 and a significance value (0.020), which is

less than the threshold significance level (0.05), we conclude that there is a significant
association between the variables. This indicates that the observed differences are not due to

chance, and there is a meaningful relationship between the factors analyze.

VII. FINDINGS

PERCENTAGE ANALYSIS:

¢ The majority of employees (58.5%) work under strict, inflexible schedules

¢ The majority of employees (44.5%) benefit from remote work and flexible schedules, indicating
a positive shift towards work-life balance.

¢ The majority of employees (45%) associate job satisfaction with the number of employees in an
organization, highlighting the importance of team size and workload distribution in workplace
dynamics.

¢ The majority of employees (40%) feel that a lack of career growth opportunities is a major factor
impacting their job satisfaction, highlighting the importance of career development in employee
retention and satisfaction.

CHI-SQUARE:
¢ There is no association between occupation and CSR initiatives that enhance customer loyalty.
¢ There is no association between occupation and CSR initiatives that enhance customer loyalty.

ANOVA:

¢ There is no significant difference between age and perception of CSR initiatives.

¢ There is no significant difference between gender and the perception of CSR initiatives.

¢ There is nosignificant difference between qualification and CSR initiatives likeEnvironmental
Sustainability, Social Welfare Programs and Community Development.

¢ There is significant difference between qualification and Employee Welfare.

¢ There is no significant difference in perceptions of CSR-related job satisfaction factors across different
occupations.

¢ Thereis no significant difference in perceptions of CSR-related job satisfaction factors across different
income levels.
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FRIEDMAN RANKINGL:

¢ The factors influencing employee job satisfaction,CSR initiatives (Mean Rank: 2.73) have gained
the highest priority.

IX. SUGGESTIONS

>

>

>

Collect anonymous employee feedback surveys to understand employees' level of satisfaction and
areas where improvement is needed.

Provide flexible working hours, work from home benefits, and wellness programs for both
professional and personal growth of employees.

Collect market data to ensure salaries are competitive and offer perks like health insurance, bonuses,
and holidays.

Come in the shape of training sessions, mentoring, and clear career progression lines for employees to
advance in the organization.

Implement diversity and inclusion initiatives in order to create an inclusive and welcoming work
environment.

Implement distinct performance standards and provide constructive feedback for motivating
employees.

Implement an employee reward system that rewards efforts, innovation, and dedication.

Encourage employee communication and management communication through open meetings, town
halls, and feedback sessions.

Offer counseling services, mental health days, and stress management training to promote employee
well-being.

Review and revise HR policies from time to time based on employees' recommendations, industry
trends, and organizational goals.

X. CONCLUSION

Ippopay’s HR practices play a major role in general employee satisfaction and overall well-being.
The study demands an employees-Cetric and proactive HR practices according to the evolving needs
of the workforce. By implementing strategic reforms in work-life balance, compensation, career
development, and appreciation, ippopay can create more participative and contented labor. A
persistent feedback system and regular policy review will make hr strategies effective, ultimately
contributing to employee retention, productivity, and organizational success.
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