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ABSTRACT

The main objective of this study is to investigate the influence of Human Resources Management (HRM) practices (Compensation and benefits, employee
development initiatives and rewards and recognitions) on employee well-being. HRM practices has emerged as one of the most important topics in the sphere of
human resource management. The aim of this paper is to examine and gain better understanding of the drivers that influence employee Economic well-being such
as compensation and benefits, employee development, rewards & recognition. Sample for the study consists of 160 employees from 5 Manufacturing companies.
Data were collected with the help of a questionnaire and analysed using the Statistic Package for Social Science (SPSS) version 23 and AMOS 22.0. The statistical
analysis reveals a significant association between the two independent factors and the dependent variable. Finally, it has been discovered that HRM practices have
an impact on employee well-being This demonstrates the need of businesses developing adequate and well-structured HRM policies in order to achieve high levels
of employees’ economic well-being among employees. As a result, organizations should assure proper and relevant HR interventions in order to achieve the highest
level of employee engagement and well-being as well.
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INTRODUCTION

HRM practices effectiveness is a topic that has gained increasing attention in recent years. The impact of digital HRM practices on organizations is not
yet fully understood by practitioners and researchers. However, studies have shown that the effectiveness of digital HRM practices depends on the HRM
capability maturity of the enterprise (Lijun et al,2022; Hongli et al,2022). The use of digital HRM practices can impact HRM effectiveness through the
internal consistency of HR practices and external social networking of HR managers with line managers (Chong et al,2020). Previous studies have
explored the impact of digital HRM on organizations, including cost reduction and organizational performance. However, there is a need to expand the
focus on the outcomes of digital HRM to include employees' perceptions of HRM effectiveness, which can further influence employees' attitudes and
organizational behaviors (Nwonu et al,2019). Additionally, the conduct of HRM practices in organizations can vary in terms of effectiveness and
efficiency, with some practices being effective in maintaining employee productivity while others may lack in providing opportunities for promotion and
employee involvement in decision making (Aseem et al,2018).

REVIEW OF LITERATURE

COMPENSATION AND ECONOMIC WELL BEING

Compensation and benefits have a significant impact on economic well-being. The integration of workers' compensation and health plan benefits is being
considered in health reform discussions, and studies show that an increase in workers' compensation benefits leads to an increase in the frequency and
duration of workers' compensation claims (John, D et al,1995.The social discount rate plays a crucial role in economic decisions related to the greenhouse
effect, and the concept of compensation is important in determining the intertemporal weights of welfare (Clive et al,1994). A total reward strategy that
includes financial incentives and personal benefits, such as work-life balance and health initiatives, promotes worker wellness, motivation, satisfaction,
and productivity (A.Yu et al,2022). Equality of economic opportunity is a fundamental principle that benefits both individuals and the economy as a
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whole (Ben et al ,2007). Compensation for ecological and economic benefits is seen as an effective way to address the imbalance between regional
ecological environment and economic growth, with economically developed regions providing compensation to underdeveloped regions (Bin et al,2021)

HRM PRACTICES AND ECONOMIC WELL BEING

HRM practices have been found to have a positive impact on organizational performance and employee well-bein. Organizational virtues, such as
prioritizing HRM practices, can enhance well-being at work. Sustainable HRM practices, including task autonomy, teamwork, and involvement,
positively influence immaterial satisfaction and performance in social and care services. HRM practices also have a significant positive effect on the
organizational performance of small and medium enterprises (SMEs). Effective HRM practices, such as selection and recruitment, performance appraisal,
training and development, and reward systems, are essential for attracting and retaining skilled and competent employees, leading to improved
organizational performance and gaining a competitive advantage.

REWARDS & RECOGNITION ON ECONOMIC WELL BEING

The financial rewards of entrepreneurship are multifaceted and include different types and amounts of rewards at different stages of the business life
cycle (Brian, D., Galle et al2021) Rewards serve as a means of motivating desired behaviors and can impact employee motivation and job satisfaction
(Brian, D et al,2020).In designing successful rewards programs, it is important to consider both intrinsic and extrinsic motivators of human behavior(Sara
et al,2011). The impact of rewards on economic well-being can be seen in the context of preventing crime and reducing reliance on prisons. Preventive
benefits, such as drug and mental health treatment, housing, and unconditional cash payments, have been proven effective in reducing crime and enriching
crime-stricken communities (Rajeswari et al,2020). These benefits out-perform imprisonment by providing rewards ex ante and overcoming the need for
individuals to be highly attentive to future consequences (Dheeraj et al,2014). Overall, rewards play a crucial role in motivating behavior, enhancing
performance, and contributing to economic well-being in various contexts.

SCOPE OF THE STUDY

Studying the impact of compensation, HRM practices, and rewards on the economic well-being of employees in the IT industry is a multifaceted endeavor
with far-reaching implications. In the dynamic and competitive landscape of the IT sector, understanding how these factors influence the economic
welfare of employees holds immense significance. Compensation structures, encompassing salary levels, bonuses, and benefits, directly affect financial
stability and job satisfaction, influencing an employee's economic well-being. Furthermore, the effectiveness of HRM practices in areas like recruitment,
training, and career development plays a pivotal role in enhancing job security, skill development, and ultimately an employee's earning potential. Non-
monetary rewards, including recognition, work-life balance, and opportunities for career progression, significantly impact job satisfaction, engagement,
and overall well-being. This study's scope extends beyond individual employees and can have broader implications, including informing policy
development for organizations to create HR practices that motivate and retain IT professionals, contributing to talent attraction and retention, fostering
economic growth through increased consumer spending, and, most importantly, improving the overall well-being and quality of life for employees in the
IT industry. In summary, comprehending the intricate interplay of compensation, HRM practices, and rewards in the IT sector can lead to improvements
in employee well-being, organizational success, and the overall sustainability of the industry.

OBJECTIVES OF THE STUDY

The objective of studying the impact of compensation, HRM practices, and rewards on the economic well-being of employees in the IT industry is to
gain comprehensive insights into how these factors influence the financial, professional, and personal lives of IT professionals. By examining
compensation structures, we aim to understand their role in attracting and retaining talent and enhancing employee satisfaction. The study of HRM
practices seeks to determine how recruitment, training, and career development affect job security, skill development, and earning potential. Additionally,
the research into non-monetary rewards, such as recognition and work-life balance, is intended to uncover their impact on job satisfaction, engagement,
and overall well-being. Ultimately, this investigation serves the purpose of informing organizations about how they can design and implement HR policies
and practices that contribute to the economic prosperity and job satisfaction of employees in the IT industry, thereby enhancing both individual lives and
the industry's overall performance and sustainability.

HYPOTHESIS OF THE STUDY
H1: Compensation is positively related to economic well-being.
H2: HRD practices is positively related to economic well-being.

H3: Recognition & rewrads is positively related to economic well-being.
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Methodology

Research Design

A cross-sectional survey approach was modified to collect data for this investigation. In social science research, survey research questionnaires are a
frequent instrument for gathering data from a large number of respondents. Preliminary analyses, such as the demographic profile of the respondents and
multicollinearity, were carried out using the SPSS 26.0 edition of the program. In order to better understand the hypothesized associations, this study
employed SPSS AMOS 23 to perform partial least squares structural equation modeling (CB-SEM).

Participants and Procedure

The samples of this study incorporate the employees of Manufacturing companies. Convenience sampling method has been adapted where 10
Manufacturing companies have been taken up for the study. The sample size is 157 that includes employees from all the 10 companies.

DATA ANALYSIS

Table 1 Demographic profile of the respondents

Count Column N %
Age 21-30 26 16.6%
31-40 55 35.0%
41-50 47 29.9%
50 & above 29 18.5%
Gender Male 103 65.6%
Female 54 34.4%
Experience below 5 years 45 28.7%
6-10 years 42 26.8%
10-20 years 38 24.2%
above 20 years 32 20.4%

Table 1 displays the demographic information of the respondents. Men account for 65.6% of the study's sample, while women account for 34.4%. The
majority of respondents (35%) are between the ages of 31 and 40. The majority of research participants (28.70%) have been with their current employers
for 5 years or less, while (26.80%) have been with them for 6-10 years.

Table 2 : Descriptive Statistics
Minimum Maximum Mean Std. Deviation
CB 1.00 5.00 3.642 .903
HRD 1.00 5.00 3.727 .801
RR 1.00 5.00 3.953 .839
WEB 1.00 5.00 3.752 .827

The constructs are compensation and benefits, HRD Practices, Rewards and recognition employee on Economic well-being. Table 2 provides descriptive
data for the research variables, including mean scores, standard deviations, and correlations. The mean of all the data from the observed variables fell
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between the ranges of 3.6 and 3.9, compensation and benefits, HRD Practices, Rewards and recognition employee on Economic well-being

EXPLORATORY FACTOR ANALYSIS

Exploratory Factor Analysis (EFA) is a statistical technique used to identify the underlying factors or dimensions that explain the patterns of correlations
among a set of observed variables. It is commonly used in social sciences, psychology, and market research to uncover the latent structure of a dataset.

Table 3.1
KMO and Bartlett's Test
Kaiser-Meyer-Olkin Measure of Sampling Adequacy. .788
Bartlett's Test of Sphericity Approx. Chi-Square 1163.807
Df 105
Sig. .000
Table 3.2

Rotated Component Matrixa

CB1
CB2
CB3
ED1
ED2
ED3
RR1
RR2
RR3
WB1
WB2
WB3

1 2 3 4
798
.839
.780
.815
.854
733
.824
.882
.837
.805
.862
.829

MEASUREMENT MODEL
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To evaluate the measurement model, AMOS was utilized to calculate a confirmatory factor analysis. The factor loadings of each item were tested using
CFA, and they were all determined to be more than the advised value (>.50). The overall goodness of fit of the model was assessed using the model fit
metrics (CMIN/df, GFI, CFl, TCI, SRMR, and RMSEA), and all values were within the appropriate common acceptable level. The five structures resulted

in a satisfactory fit.
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Model Validity Measures

CR AVE | MSV | MaxR(H) EEN WEV COoP TRD MOT
EEN |0.539]1 | 0.739 | 0.261 1.035 0.860
WEV | 0,832 | 0.623 | 0.26] 0.837 Q511%%% ) 0,789
COP | 0,842 | 0.641 | 0,293 0.865 0.313%% | 0,300%* 0.801
TRD | 0.763 | 0.528 | 0.298 0.873 0.069 0.079 0.238% 0.727
MOT | 0.752 | 0.507 | 0.298 0.793 0.175% 0.139 | 0.541%*%% | 0 546%"% | 0,712

To assess construct dependability, Cronbach's alpha and composite reliability were used. Each construct in the study showed a Cronbach alpha greater
than the required level of.70. Scale item convergence validity was evaluated using Average Variance Extracted. The average variance values retrieved
were greater than the threshold criterion of 0.50. The discriminant validity of the study was tested using the HTMT ratio.

PATH ANALYSIS

Estimate S.E. C.R. P Label
CoOB <- WB 126 .090 1.432 .003 Supported
HRD <-- WB .107 .083 1.250 ok Supported
RR <--- WB .234 .070 6.334 ok Supported

FINDINGS

The study assessed the impact of compensation, HRD practices and Rewards on Employee economic well-being. The impact of all the independent
construct were positive and significant. The study follows the findings of the previous studies that showed significant relationship. Compensation has a
significant impact on employees' economic well-being(Sharfika et al,2022; Anna et al,2022; Hoeel et al,2022)Studies have shown that monetary
compensation is strongly related to employees' happiness and overall job satisfaction(Putu et al,2022). It is important for employers to ensure that
employees receive appropriate compensation that reflects their efforts and sacrifices. Additionally, the structure of the economy can also influence
employee compensation, with a shift towards modern branches leading to increased compensation. Furthermore, economic compensation, such as labor
costs and welfare benefits, has been found to positively affect corporate performance in logistics companies. Overall, compensation plays a crucial role
in employees' economic well-being and can have a significant impact on their job satisfaction and performance.

HRD practices has been significant that is in line with other previous studies, HRD practices have a significant positive effect on employee well-being
(EWB)(Elaina et al,2022). The ability, motivation, and opportunity (AMO) practices of HR have been found to enhance EWB, while the integrationist
and isolationist configurations of HRM systems have different effects on well-being(Meera et al,2023;). Additionally, HR practices and organizational
climate have a positive impact on well-being, with women potentially benefiting more from a friendly and contributory work environment(Murk et
al,2021). The study also found that HR practices such as recruitment and selection, performance appraisal system, compensation and benefits, mentoring
and career support, and job design have a positive relationship with employee well-being(Luiz et al,2020). Overall, the research suggests that HR practices
play a significant role in promoting employee well-being, and organizations should focus on creating a conducive work environment and providing
opportunities and motivation for employees to enhance their well-being.

Recognition and rewards have shown significant impact on the employee economic well-being which falls in line with the previous studies, ecognition
has a significant and positive effect on employee well-being and performance(Mercy et al,2023).Receiving recognition for work is associated with higher
quality of life and lower risks of hypertension and high blood cholesterol(Dorota et al,2021). Witnessing employee recognition can lead to higher
organizational justice and increased work engagement, mediated by perceived organizational justice and workplace well-being(Tianfei et al,2023)).
Employee recognition is linked to positive psychological functioning, which in turn mediates the relationship between recognition and well-being(Nicole
et al,2020)

MANAGERIAL IMPLICATIONS

The relationship between compensation, Human Resource Development (HRD) practices, and recognition is critical in improving employees' economic
well-being, with several important managerial implications.
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To begin, attracting and retaining top talent necessitates a competitive compensation structure. Organizations should benchmark their compensation
packages against industry standards on a regular basis to ensure they remain appealing. Effective human resource development practices are critical for
providing employees with the skills and knowledge they need to excel in their roles. Investing in training and development programs is both an ethical
and a strategic necessity.

Recognition is also essential. Employees are more likely to feel motivated and engaged when they receive regular recognition and appreciation for their
contributions. Managers should foster a culture of recognition through formal recognition programs, informal gestures, or simply expressing gratitude.

To summarize, organizations should align their compensation, HRD practices, and recognition strategies to ensure employees' financial well-being. This
alignment can result in increased job satisfaction, lower turnover, and higher productivity. Managers must constantly assess and adapt these elements in
order to maintain a positive relationship between these factors and their employees' economic well-being, ultimately contributing to the organization's
overall success.

SCOPE FOR FURTHER RESEARCH

There is a considerable need for additional research into the complex interplay between salary, Human Resource Development (HRD) practices, and
recognition and their substantial impact on the economic well-being of IT professionals. To begin, more in-depth industry-specific research is required
to understand how the IT sector's distinguishing traits, such as rapid technical improvements and changing skill needs, influence the nature and strength
of this relationship. Comparative research across industries could give light on differences in the effectiveness of remuneration, HRD, and recognition
initiatives, indicating whether the IT industry requires unique measures.

Long-term assessments are required to track the long-term effects on employees' economic well-being, which includes career advancement, financial
stability, and overall job satisfaction. In addition, research should consider cultural and geographic influences on these dynamics, as well as how emerging
technologies such as artificial intelligence and automation are changing this relationship. Additional dimensions for investigation include employee
segmentation within the IT industry and the development of specific well-being metrics to include income, benefits, work-life balance, and job security.
Research in these areas has the potential to provide critical insights for IT industry leaders and HR professionals, allowing them to fine-tune strategies
that improve employee economic well-being, thereby fostering industry growth and sustainability.
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