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ARTICLE INFO ABSTRACT 

 The purpose of this study is to establish the impact of HRM policies on employee 
job satisfaction in MNC tech firms. In the highly competitive and fast-changing 
environment of the technological sector, employees’ satisfaction and motivation 
are key to organizational performance. It also explores the relationship between 
different strategic HRM practices such as recruitment and selection, training and 
development, appraisal, reward, WLB policies, and employee job satisfaction. The 
study employs both survey and interview data from 500 tech employees across 
different MNCs and qualitative data from the interviews with the HR professionals 
and tech employees. Research evidence shows that there is a strong positive 
relationship between the use of strategic HRM practices and employee job 
satisfaction. Promising policies like competitive recruitment, skill development, 
clear performance appraisals, fair compensation, and work-life balance policies 
are critical in affecting job satisfaction. The study also highlights the need to 
ensure that HRM practices are in harmony with organizational objectives and 
promote a culture of innovation. The HR practitioners, the corporate executives, 
and the policymakers need to understand these insights to enhance workplace 
satisfaction and organizational performance in the global market. 
 
Keywords: HRM policies, job satisfaction, the tech industry, multinational 
corporations, employee engagement 

 
1. Introduction: 

 
The fast-growing technological developments coupled with increasing competition in the current world 
economy present several complex obstacles to MNCs in technology industries in terms of attracting, 
maintaining, and engaging the cream talent. Digital disruption has emerged as a factor that has shifted the 
dynamics and underlined the importance of human capital as one of the main sources of organizational value 
and sustainable performance (Deloitte, 2019). Under these circumstances, the job satisfaction of the employees 
is a critical factor that plays a crucial role in increasing productivity, innovation, and organizational 
performance (Saks, 2019). 
The technology sector, characterized by high levels of dynamism and constant change, offers certain challenges 
and possibilities for MNCs to ensure that employees are satisfied and motivated. The integration of emerging 
disruptive technologies like artificial intelligence, cloud computing, and data analytics has created an ever-
growing need for qualified professionals with the ability to function in intricate digital environments 
(Accenture, 2020). In this context, MNCs are faced with the challenge of developing sound HRM policies that 
not only seek to retain talented employees but also to create a healthy organizational climate for human beings. 
HRM policies have been established as critical factors for MNEs in the technological industry to enhance the 
levels of employee satisfaction and develop a competitive advantage in the global environment. HRM practices 
within MNCs must be aligned with the organizational goals and objectives to enhance a culture of high 
performance, innovation, and diversity within the technological organizations (Barney & Wright, 2019). 
Therefore, this research aims to examine and explain the complex link between HRM policies and employee 
job satisfaction in MNC tech firms, to identify the best practices for improving satisfaction and engagement at 
the workplace. The main research question of the present study is to add to the current literature by providing 
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a quantitative analysis of the effects of various HRM practices, including recruitment and selection, training 
and development, performance appraisal, compensation, and work-life balance policies on employee job 
satisfaction in the MNC tech firms. Thus, through the use of a strong theoretical foundation and a 
comprehensive, methodologically sound analysis of the collected data, this study aims to contribute practical 
recommendations for the improvement of HRM practices and organizational performance in the context of the 
technological environment for HR practitioners, managers of technology companies, and policymakers. 
 
Scope of Study:  
This study targets the MNCs in the technology industry to recognize the varying and complex features of the 
industry. The paper focuses on the role of HRM policies in determining the level of job satisfaction of employees 
in MNC tech firms. The scope may cover a broad range of HRM policies such as recruitment and selection, 
training and development, performance appraisal, compensation, and work-life balance. The study objectives 
are to identify the strategies that may be effective in increasing the levels of satisfaction and commitment of 
employees in their workplace, which will, in turn, increase organizational performance and competitiveness in 
the global IT market.   
 
Aim:  
The purpose of this study is therefore to explore the contribution of HRM policies in improving employee job 
satisfaction in MNE IT firms. Thus, the study aims to explore the extent to which various HRM practices 
influence the levels of satisfaction among employees while striving to determine the best practices for 
improving the HRM policies within MNCs in the technology industry. Therefore, the general purpose is to 
provide practical recommendations that could be of value to HR practitioners, managers, and policymakers in 
designing effective and efficient HRM practices that can enhance the work environment and organizational 
performance.   
 
Objectives 
1. To learn more about how employment procedures influence the level of satisfaction among workers in large 

technology firms. 
2. To determine whether training and learning opportunities increase the level of happiness among employees 

in technology-related positions. 
3. To determine whether the assessment of employees at the workplace affects the extent to which they feel 

satisfied with their jobs. 
4. To investigate the extent to which pay, and benefits influence the level of satisfaction of employees in the 

tech sector. 
5. To find out whether the policies that assist in achieving the work-life balance increase the level of happiness 

among the employees in the technological organizations. 
 

2. Review of Literature 
 
Within the context of the relationship between HRM policies and employee job satisfaction, the literature 
presents a vast amount of evidence pointing to the important role of HRM policies in various industries (Guest, 
2017). Especially in the technology field, where talent management and retention are crucial, it is impossible 
to overestimate the importance of strategic HRM practices to create a suitable environment and support 
employees. This assertion is supported by research by Boxall and Macky (2014) and Jiang et al. (2019) which 
notes that the policies of HRM such as recruitment and selection, training and development, appraisal, pay, 
and work-life balance have a bearing on job satisfaction of the tech employees. 
Recruitment and selection are the basic blocks of any organization and are critical in attracting the right talent 
and ensuring organizational culture fits in multinational technology firms (Rynes et al., 2019). By applying 
strict criteria for admission and valuing diversification and inclusion, it is possible to increase the level of 
satisfaction of employees and their commitment to the organization. 
Training and development are some of the most significant factors that can determine the levels of job 
satisfaction and career mobility (Chuang et al., 2016). Given the fact that employees in the tech sector consider 
learning and professional development as something self-evident, organizations that invest in the professional 
growth of their workers will be capable of achieving better levels of engagement and satisfaction among the 
employees. 
Another critical factor is the fair and transparent performance management systems that are crucial for the 
assessment of employee performance in MNC tech firms. When objectives are specific and measurable, when 
there are periodic performance appraisals and chances to upgrade skills, the employee develops and is happy 
with the job. 
In the context of competition within the technological sector, the structure of the compensation, including 
salary, bonuses, and other perquisites, becomes the key issue to address when it comes to attracting and 
maintaining talented employees (Huselid & Becker, 2011). Thus, it becomes crucial for the MNCs to maintain 
the compensation policy to be at par with the industry benchmarks and to suitably reward the employees for 
their efforts to boost motivation levels and job satisfaction. 
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It is for this reason that work-life balance policies have become of increased significance in modern employee 
relations, especially in MNC tech firms where telecommuting and flexible work schedules are prevalent (Allen 
et al., 2013). This way, MNCs can provide their employees with the best working conditions such as flexible 
working hours, teleworking, and wellness programs that would ensure that the company gets the best 
employees while at the same time the employees are happy with their jobs and the company gets the best 
results. 
Taylor et al. (2018), Jackson et al. (2017), and Olsen et al. (2020) also support the importance of HRM policies 
on the job satisfaction of employees and the need for organizations to adopt several strategic approaches that 
can help enhance the various aspects of the experience of the employees. Thus, this review synthesizes the 
findings from these various sources to present a broad overview of the HRM policies’ complex effects on EJS 
in MNE tech organizations, emphasizing the need for organizational fit and dynamic adjustment due to the 
dynamic nature of employees in the current global environment. 
When studying the connection between HRM practices and engagement, Guest (2014) shares important 
information on how engagement, which is highly associated with job satisfaction, can be promoted through the 
use of appropriate HRM strategies. This review highlights the importance of HRM policies in promoting an 
environment of workforce engagement hence enhancing the levels of satisfaction of employees. 
In their study, Jiang et al. (2012) provide a comprehensive overview of the relationship between HRM systems 
and employee performance with a specific focus on the role and impact of HRM practices on job satisfaction. 
The review also provides a theoretical background to the study, making it easier to understand how the findings 
of the study can be explained in terms of the relationship between the independent variable (HRM policies) 
and the dependent variable (Job satisfaction levels among employees). 
Lepak and Shaw (2019) on human resource architecture focus on how the structure and management of HRM 
policies in an organization can influence employee outcomes such as job satisfaction. In their review, they also 
stress the need to gain a big-picture perspective of the structure of HRM and its impact on improving employee 
satisfaction within the workplace. 
Nishii and Wright (2017) present a review of the literature on HRM and organizational performance, with an 
emphasis on the link between HRM practices and employees’ work outcomes, including job satisfaction. From 
their review, they explain how various policies formulated under HRM are useful in enhancing different aspects 
of employee welfare about job satisfaction. 
Lastly, Wright and Nishii (2013) explore the relationship between strategic HRM and organizational behavior, 
especially the role of integrating HRM practices with the organization’s objectives. Their review also supports 
the fact that with proper and strategic HRM initiatives, one can achieve positive results in terms of improving 
the level of satisfaction of employees and organizational performance. 
 

3. Methodology 
 

Research Design: 
This research uses both qualitative and quantitative data collection methods, where survey data will be 
analyzed statistically, while interviews will be analyzed thematically. It also helps in making a systematic 
assessment of the link between HRM policies and employee job satisfaction in MNC tech companies. 
 
Quantitative Analysis: 
The quantitative component entails administering questionnaires to employees in MNC tech firms to 
determine their level of awareness regarding different HRM practices and their level of satisfaction with their 
jobs. A target population of 500 employees is proposed to ensure that adequate representation is made across 
the organizational hierarchy. 
 
Qualitative Insights: 
Besides the quantitative data, the qualitative data will be collected through the administration of structured 
questionnaires to a selected sample of HR professionals and tech employees. These interviews, which will be 
roughly twenty in number, will provide further qualitative information about the efficacy of particular practices 
in increasing organizational satisfaction. 
 
Sampling 
The survey sample will be derived from more than one MNC tech firm, all of which will be chosen based on 
their industry ranking and survey cooperation. Stratified random sampling will make sure that all levels in the 
organization and all the departments are well represented. In this study, purposive sampling will be employed 
in identifying the participants for interviews, and they will consist of HR professionals and employees with 
various positions and tenure. 
 
Data Collection 
The data will be gathered through surveys and the surveys will be conducted online to avoid problems 
associated with large amounts of paperwork and to ease the process of data management. Face-to-face 
interviews will be conducted where possible or through the use of telecommunication facilities where the 
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participants prefer or where it is impossible to meet face-to-face. The procedures for data collection will be 
consistent with the ethical requirements and patient data privacy rules. 
 
Data Analysis: 
Survey data will be collected quantitatively, and the results of the survey will be analyzed statistically, such as 
regression analysis, to test the hypothesis that the implementation of the HRM policies has a positive impact 
on the job satisfaction of the employees. The data collected from interviews will be analyzed using thematic 
analysis to reveal patterns and common themes about the efficiency of practices that will be employed by the 
human resource department. 
 

4. Results and Discussions 
 
The quantitative and qualitative results of this study employing a mixed-method approach show that there is a 
strong positive relationship between the implementation of strategic HRM policies and employee job 
satisfaction in MNC tech companies. Combining survey data with interview findings has offered a richer 
understanding of the antecedents to job satisfaction for employees in the technology industry. 
 
Quantitative Analysis: 
The cross-sectional survey data comprising 500 employees from several MNC tech firms reveals that there is a 
positive correlation between different strategic HRM policies and employee job satisfaction. Table 1 provides 
an overview of the survey findings about the themes and the effect on the job satisfaction scores. 
 

Table 1. Summary of Survey Results 
HRM Policy Mean Score (Out of 10) Standard Deviation 
Competitive Recruitment 8.5 1.2 
Skill Development 8.7 1.1 
Transparent Performance Eval 8.4 1.3 
Fair Compensation 8.9 1.0 
Work-life Balance Initiatives 8.6 1.2 

 
Table 1 presents that competitive recruitment strategies, career growth opportunities, clear performance 
appraisal, reasonable remuneration, and flexible work-life policies were the most significant factors that 
affected job satisfaction levels among employees. The respondents rated these factors highly, affirming that 
they significantly influenced job satisfaction within the organizations. 
 
Qualitative Insights: 
Semi-structured interviews with HR professionals and IT employees also support survey results, providing 
qualitative data. Interview transcripts were analyzed using thematic analysis; the process provided detailed 
descriptions of how particular HRM policies contributed to the satisfaction of employees. 
 

Table 2. Thematic Summary of Qualitative Insights 
Theme Key Findings 
Continuous Improvement of 
HRM Policies 

HR professionals emphasize the need for ongoing evaluation and adaptation of HRM 
strategies to meet the evolving needs of employees 

Alignment with Organizational 
Goals 

Both HR professionals and employees highlight the importance of aligning HRM 
practices with organizational objectives 

Fostering a Culture of 
Innovation 

Tech employees value organizations that promote innovation and creativity in HRM 
practices 

 
As illustrated in Table 2, HR professionals stressed the need to keep on updating and changing the HRM 
strategies to suit the current needs of the tech employees and to compete favorably in the global economy. They 
emphasized the importance of ensuring that the HRM practices are in harmony with the organizational 
objectives and the need to encourage innovation and participation of the employees. 
 

Discussions 
 
The findings of this study show that there is a very strong positive correlation between the implementation of 
strategic HRM policies and the level of employee job satisfaction in MNC tech organizations. The survey data 
and the interview findings are presented in conjunction to offer a holistic understanding of the effects of 
different HRM practices on employee satisfaction. 
From the survey, the most important aspects highlighted by the employees include competitive recruitment 
strategies, training and development, clear performance appraisal, remunerations, and work-life balance 
policies. All these HRM policies were rated highly with mean scores hence underlining their influence on job 
satisfaction. Employees rated skill development (mean score: Two of the six subcategories, namely, 
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compensation and benefits (mean score: 8. 7) and learning and development (mean score: 8. 9), were rated 
especially high, as these are essential in the IT industry where workers should be provided with opportunities 
to learn and be paid fairly. 
These insights are supported by the interviews conducted with HR professionals and employees in the tech 
industry. The participants of the study highlighted the importance of ongoing development and change in the 
processes of HRM, as well as the need to develop strategies that are relevant to the current needs of the IT 
market. They stressed the need to integrate with organizational objectives and to encourage innovation in the 
HRM strategy. The strategic alignment of these areas is viewed as essential for keeping the employees 
committed and happy. On the other hand, the employees appreciated organizations that embrace their 
development and welfare as they corroborated the quantitative results. 
In conclusion, the discussion underscores the fact that strategic HRM policies are crucial in improving 
employee job satisfaction. Companies that focus on competitive recruitment, ensure that their employees 
receive adequate training, ensure fair practices in the appraisal system, offer fair remuneration, and encourage 
the employees to balance work and personal life are likely to have contented and committed employees. This 
study also emphasizes the need for the constant review of HRM strategies to ensure they are in line with the 
changing employee needs in the rapidly evolving tech sector. Thus, MNC tech companies can shape a positive 
organizational climate to increase job satisfaction and, at the same time, foster organizational performance. 
 

5. Conclusion 
 
It is possible to conclude that the presented research proves the importance of HRM policies in enhancing 
employee job satisfaction in MNC tech companies. This research also demonstrates that competitive 
recruitment, skill development, transparent performance appraisal, fair compensation, and work-life balance 
are the essential effective strategic HRM practices that help develop a healthy organizational culture and 
increase employee engagement. These practices are particularly relevant in the tech industry where talent 
competition and the pace of innovation can quickly outpace traditional methods of human capital management. 
The quantitative findings show that the mean scores related to the major HRM policies are high, which implies 
their role in influencing job satisfaction. For instance, the employees have rated skill development and fair 
compensation as significant, which shows the significance of training and remuneration. These factors are 
important to retain the best talents in the industry of technology where individuals seek employment 
opportunities that provide them with a chance to grow in their careers and be rewarded fairly for their efforts.  
Quantitative data is supported by qualitative data in this case as it presents a more detailed picture of the 
effectiveness of certain HRM practices. The interviews with the HR professionals clearly show that there is 
always a need to integrate and adapt the HRM policies to fit the changing needs of the technology sector. The 
emphasis on the link between the implementation of HRM practices and organizational goals and the 
cultivation of the culture of innovation is seen as crucial for the maintenance of the employees’ engagement 
and contentment. They also value the organizations that pay attention to their professional growth and their 
well-being, which also underlines the concept of the broad definition of HRM. Thus, the results of this paper 
have significant implications for HR practitioners, corporate managers, and policymakers. To the HR 
practitioners, the study provides a guide on the HRM practices that can be implemented to enhance the job 
satisfaction of the technology employees. Therefore, by applying competitive recruitment, training and 
development, fair and objective performance appraisal and pay, and work-life balance policies, HR 
professionals can create a workplace environment, which will attract and maintain the best employees.  
These considerations can be applied by the managers of large corporations to cultivate a culture of continuous 
improvement and innovation. HRM practices and organizational goals, a positive work culture, and increased 
employee commitment and performance can help leaders improve organizational performance. Policymakers 
also have a role to play in ensuring that these HRM practices are enabled to work as intended. Policymakers 
should promote reasonable wages, flexible working hours, and career progression of workers which will 
translate to a more competitive and contented workforce in the technology industry.  Hence, this study 
confirms that strategic HRM policies are crucial in enhancing job satisfaction and organizational performance 
in MNC tech firms. In this paper, the author outlines how, if companies adopt the right HR practices that meet 
the needs and demands of the employees working in the technology sector, it is possible to foster a positive 
organizational culture, enhance the level of engagement, and ultimately, reap the benefits. The present research 
provides valuable insights for HR practitioners, supervisors, and policymakers who strive to improve the levels 
of workplace satisfaction and organizational performance within the sphere of the constantly evolving 
technology industry. 
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