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Abstract

Background: The Edu-Tech industry in India has grown significantly, especially since the
pandemic ended. This has altered how businesses are supposed to oversee and assist their
employees. As these companies grow and diversify, good HR practices are more important
than ever to preserve employee stability and satisfaction in a labor market that is becoming
more and more competitive.

Purpose: This study examines how employees' job satisfaction in Edu-Tech companies in the
Delhi NCR region is impacted by HR practices, particularly hiring, training and development,
performance reviews, and feedback systems. Additionally, it looks into whether these practices
have an equal impact on all businesses.

Methodology: A quantitative research design was employed to gather data from 400
employees of different Edu-Tech companies. Structured questionnaires were used to assess
employee perceptions of HR practices and job satisfaction. We used multiple regression
analysis and correlation to ascertain the degree and importance of the relationships between
the variables.

Key Findings: The results show that employee satisfaction and HR practices are strongly
correlated. Carefully considered training programs and open hiring practices were two of the
most important factors in employee satisfaction. Fair performance reviews had a significant
impact on people's perceptions of their skill development, but regular feedback had little effect,
suggesting that businesses might use it differently. The results show that HR practices have
different effects on different organizations. Certain practices have a stronger effect depending
on the situation.

Keywords: Human Resource Practices, Job Satisfaction, Edu-Tech, Performance Appraisal,
Training, Recruitment, Compensation, Organizational Culture, Delhi NCR

Introduction

Since it began as a source of additional educational resources, India's Edu-Tech sector has
undergone significant transformation. These days, it is a huge, tech-enabled education
ecosystem that has expanded rapidly due to the advancement of digital technology, shifting
student demands, and the constant need for employees to be adaptable. Following the COVID-
19 pandemic, which made students and schools largely reliant on digital platforms to keep
things running, the shift occurred more quickly (Eze et al., 2021). Two national initiatives that
have promoted technology-supported learning environments are Digital India and the
National Education Policy (NEP) 2020. Companies like Vedantu, UpGrad, Byju's, and
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Unacademy have been forced to join the mainstream of education delivery as a result
(Bhattacharya & Saini, 2019). These businesses require a variety of professional associations in
order to maintain a steady level of service and operational quality as they expand. Teachers,
content creators, product designers, data specialists, and tech teams are some of these groups.
Because of this diversity, human resource management is an essential component of an
organization's operations.

Edu-Tech companies’ HR procedures go beyond merely abiding by the law. They have an
impact on how workers view fairness in the workplace, how they learn new skills, and how
they feel about their jobs. Research indicates that in knowledge-intensive industries, job
satisfaction is strongly correlated with organizational commitment, productivity, and long-
term stability (Spector, 1997). Employee satisfaction is even more important in the Edu-Tech
context because employees often have to deal with short project cycles, high performance
expectations, and working with people from different fields. HRM's capacity to establish
transparent hiring procedures, worthwhile career pathways, and reliable performance reviews
is critical to retaining quality workers in such dynamic environments.

Due to its strong academic ecosystem, abundance of technical talent, and proximity to policy-
driven institutions, Delhi NCR has emerged as a major hub for Edu-Tech companies. Both
well-known companies and more recent ones are growing quickly in the area, and they are all
competing for a small pool of skilled workers (Singh & Sharma, 2015). Due to this competition,
HR departments must figure out how to maintain employee engagement while juggling a
variety of duties, hybrid work models, and the mental strain of delivering digital learning.

In India's digital economy, Edu-Tech companies can no longer rely only on brand awareness or
compensation due to increased job opportunities and employee mobility. Instead, they need
HR systems that prioritize opportunities for growth, equity, transparency, and inclusivity
(Kundu & Gahlawat, 2016).

Scholarly literature on HR practices in Indian Edu-Tech companies is scarce despite the
industry's growth. A lack of understanding of the hybrid identity of Edu-Tech organizations—
where educational principles converge with technology-driven business models—was caused
by prior research that primarily concentrated on universities, schools, or IT companies (Mishra
& Bhardwaj, 2020). Individuals in this industry frequently have diverse career goals. For
instance, technical teams might not be accustomed to teaching requirements, but teachers
might find tasks involving a lot of technology challenging. HR systems must support
employees' skill development, collaborative learning, and sense of security because of these
cross-departmental realities. Digital communication, flexible work schedules, and mental
health programs are essential for reducing burnout and boosting satisfaction, according to
post-pandemic research (Lok & Crawford, 2004).

Theoretically, it has been shown that HR procedures that support advancement, fairness, and
recognition improve job satisfaction. Herzberg's Two-Factor Theory distinguishes between
hygiene factors like pay and policy and motivators like growth prospects, success, and
recognition (Herzberg, 1959). In Edu-Tech companies, where employees value autonomy and a
sense of purpose, motivators usually lead to longer-term satisfaction. Increased engagement,
trust, and loyalty are ways that employees repay organizational support, according to Social
Exchange Theory (Blau, 1964). When employers are fair in hiring, open about evaluations, and
value their work, employees are more likely to care about their jobs both personally and
professionally.

Because the industry is changing quickly, Delhi NCR is a good place to look at how HR
practices affect job satisfaction. The region is home to a diverse range of Edu-Tech companies,
from big, well-managed enterprises to tiny, flexible startups. Accordingly, there may be
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differences in HR models, technology integration, and leadership philosophies (Jiang et al.,
2012). Employees still prefer to interact with others and make decisions that will benefit them,
despite the increasing prevalence of digital tools like automated performance dashboards and
Al-assisted hiring. In the field, striking the correct balance between technology-enabled HR
systems and tailored engagement remains a major challenge.

This study looks at how hiring procedures, training and development programs, performance
evaluation systems, pay structures, and organizational culture affect job satisfaction in Edu-
Tech companies in Delhi NCR. It also investigates whether these HR practices are the same for
all companies or if they vary according to the company's age and level of technological
sophistication. The findings are intended to help HR directors and legislators better
understand what it's like for employees to work in digital education environments in order to
develop stable, motivated, and future-ready Edu-Tech workforces.

Edu-Tech Sector in India

Edu-Tech Growth After the Pandemic

One of the quickest changes to digital technology in India's educational system was brought
about by the pandemic. For ongoing education, Vedantu, Byju's, and Unacademy were
essential. At the same time, government policies promoted hybrid models of instruction,
remote delivery, and digital literacy (Eze et al., 2021). In K-12, professional development,
competitive exams, and vocational education, the field expanded rapidly.

Education Needs and Technology Integration

India's varied educational needs, particularly in impoverished areas, necessitate the creation of
user-friendly, interactive, and skill-focused digital content. In response, Edu-Tech platforms
provided games, tests, and personalized learning paths driven by Al (Zhang & Lu, 2021).
Workers now have to strike a balance between new technology and learning objectives as a
result of the integration of technology and education.

Shifts in Employment Patterns

New job titles like curriculum technologists, learning designers, virtual instructors, and data-
driven academic analysts have emerged as a result of the expansion of Edu-Tech. Because these
positions demand both subject-matter expertise and the capacity to adjust to new technologies,
HRM is essential to attracting and retaining a diverse workforce (Paek & Kim, 2021).

Edu-Tech Landscape in Delhi NCR

Due to its highly educated workforce, access to talent from elite universities, and advanced
digital infrastructure, Delhi NCR has become a major hub for Edu-Tech companies. Two large
organizations that assist students throughout India are Byju's and upGrad. There are also new
startups. Because there are so many companies competing with one another, there is a greater
need for skilled workers. Because of this, companies now spend money on data-driven HR
solutions, skill-building programs, and hiring technologies (Breaugh, 2008). Particularly for
startups, agile teams that can manage quick product cycles are crucial. However, larger
businesses require structured HR systems to grow sustainably.

HR’s Role in Building Employee Satisfaction and Innovation

The ability of staff members to work together, try new things, and stay up to date with new
tools is crucial to innovation in Edu-Tech. As a result, HR departments have a strategic role in
creating an environment at work that supports mental health, constructive criticism, and
ongoing education (Tharenou et al., 2007). Candidates with hybrid skills, or the capacity to
satisfy both technological and educational needs, are becoming more and more sought after by
hiring strategies.
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Employees can advance in their careers and acquire new skills through training programs,
internal mobility initiatives, certification opportunities, and mentorship (Ehrhardt et al., 20m1).
Particularly in the industry's fast-paced, high-pressure setting, HR's emphasis on well-being
initiatives, flexible work schedules, and recognition also helps reduce burnout and increase
satisfaction. By providing employees with the resources they need to confidently and
significantly contribute to the organization's goals, good HR practices support the
development of an innovative culture.

Literature Review

It has long been believed that job satisfaction has a major impact on employee performance,
organizational commitment, and retention. Conventional research indicates that an
employee's evaluations of their workplace, their relationships with coworkers, and their
opportunities for professional development all have an impact on their level of satisfaction
(Spector, 1997). Herzberg's Two-Factor Theory distinguishes between motivators like
autonomy, career advancement, and recognition and hygiene factors like compensation,
working conditions, and organizational policies (Herzberg, 1959). HR procedures that take into
account both sets of factors considerably boost morale and lower turnover intentions,
according to research in the service, technology, and education sectors (Jiang et al., 2012; Lok &
Crawford, 2004).

It has been shown that structured HRM systems promote equity, trust, and transparency in
developing digital industries. These are all essential elements of job satisfaction, according to
Kundu and Gahlawat (2016). As businesses embrace hybrid teams and fast-paced workflows, it
is even more important for HR practices to match employee preferences in order to maintain a
stable workforce.

Hiring is frequently the first action a business takes to influence its employees' opinions. Open
and methodical selection processes reduce role ambiguity and foster early trust, according to
research (Breaugh, 2008). Higher job satisfaction and early retention have been associated with
skill-based hiring practices, realistic previews, and clear job descriptions in rapidly expanding
industries like technology and startups (Singh & Sharma, 2015). Research highlights the need to
hire people with hybrid skills—technical expertise combined with pedagogical insight—in
interdisciplinary fields like Edu-Tech in order to improve job compatibility and satisfaction
(Ehrhardt et al., 2011).

In knowledge-driven organizations, training and development play a major role in employee
satisfaction. Tharenou et al. (2007) found a strong correlation between access to learning
opportunities and long-term career commitment and employee engagement. When companies
invest in organized skill development, certifications, and opportunities for experiential
learning, workers in quickly changing digital roles report higher levels of job satisfaction
(Bhattacharya & Saini, 2019). Expectancy Theory (Vroom, 1964), which demonstrates that
employees are motivated and content when they believe that developmental initiatives will
result in significant rewards, career advancement, or increased competence, supports these
findings.

The fairness, transparency, and development relevance of performance appraisal systems have
an impact on employee satisfaction. Brown, Hyatt, and Benson (2010) state that while appraisal
procedures that are perceived as punitive or biased lower morale, feedback mechanisms based
on coaching, participation, and goal alignment improve performance and satisfaction. It has
been shown that continuous feedback models, as opposed to yearly reviews, boost employee
confidence and reduce uncertainty about performance expectations in digital and hybrid
organizations (Aguinis, 2009). However, research also reveals challenges: When evaluations
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don't fairly reflect actual contributions, employees in quickly evolving roles often perceive KPIs
as unclear or out of alignment, which causes dissatisfaction (Gupta & Shaw, 2014).

Pay continues to be a major determinant of satisfaction, particularly in labor-competitive
industries. According to Adams' Equity Theory, workers evaluate their level of satisfaction by
comparing their contributions and benefits to those of their peers (Adams, 1965). In the service
and digital industries, it has been shown that pay transparency, performance-based incentives,
and non-monetary rewards boost employee satisfaction (Khan & Rasheed, 2015). Employees in
the Edu-Tech sector, where career paths are subject to rapid change, frequently favor reward
programs that combine financial gains with developmental incentives, such as training budgets,
internal advancement opportunities, and initiatives that recognize employees for their hard
work.

Because culture influences how people communicate, feel like they belong, and live their daily
lives, it has a significant impact on how happy they are at work. According to research,
creativity and satisfaction are strongly correlated in supportive cultures, which are
characterized by openness, collaboration, psychological safety, and channels for expression
(Lok & Crawford, 2004). It has been demonstrated that inclusive cultures and team-based
structures in Indian digital companies increase creativity and reduce burnout, particularly
during periods of high workplace stress (Mishra & Bhardwaj, 2020). The Edu-Tech industry
needs an organizational culture that strikes a balance between business flexibility and
academic values. Workers who must juggle product development and teaching frequently
depend on transparent, encouraging, and adaptable HR systems.

Research on HR's role in Edu-Tech is lacking, despite being a part of both the education and IT
domains. Recent research indicates that workers in digital education face unique challenges
such as high learner expectations, rapid changes in workload, and the need to constantly adapt
to new tools (Eze et al., 2021). Al-driven tools, automation, and analytics cannot take the place
of managerial support and interpersonal communication, according to research on digital
transformation in the workplace (Pereira et al,, 2023). Furthermore, recent research
emphasizes the significance of mental health initiatives, digital communication tools, and
hybrid work models for promoting happiness in technology-enabled learning environments
(Paek & Kim, 2021). These results are particularly relevant to Edu-Tech, where human-centered
interaction is still essential despite increasing technological integration.

Research Methodology

With an emphasis on businesses in the Delhi NCR area, this quantitative study examines how
HR procedures affect workers' job satisfaction in India's Edu-Tech sector. Establishing a
connection between job satisfaction and HR functions like hiring, training and development,
performance evaluation, compensation, and organizational culture is the aim of the descriptive
and analytical study. We sent a structured questionnaire to 400 employees of both new and
established regional Edu-Tech companies. Employee HR procedures and satisfaction were
rated using a five-point Likert scale. Stratified random sampling was used to include people of
different ages, roles, and organizational levels. We tested our hypotheses using SPSS software
and used multiple regression analysis and correlation to determine the relationships between
various variables. To ensure the validity and reliability of the data, we employed factor analysis
and Cronbach's alpha. Generalizable insights into how HR practices affect employee
satisfaction and organizational effectiveness in the changing Edu-Tech landscape are made
possible by the technique's empirical rigor and objectivity.

Data analysis
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Table 1: Demographic Profile of Respondents (N = 400)

Demographic Variable Category Frequency  Percentage

(n) (%)
Gender Male 214 53.5%
Female 186 46.5%
Age Group Below 25 years 38 9.5%
25-34 years 248 62.0%
35-44 years 92 23.0%
45 years & above 22 5.5%
Work Experience Less than 2 years 136 34.0%
(Tenure)
2-5 years 164 41.0%
More than 5 years 100 25.0%
Type of Organization  Startup (<100 employees) 8o 20.0%
Z/IHellcjlli:)J}rlr;—es;i)zed firm  (100-500 272 68.0%
Large firm (500+ employees) 48 12.0%
Job Role Cluster Content / Academic roles 132 33.0%
Technology / Product roles 104 26.0%
Sales / Support roles 96 24.0%
Management / HR / Admin 68 17.0%

The sample is reasonably representative of the Edu-Tech sector in Delhi NCR based on the
demographic data. Although there were many women (46.5%), the slightly higher percentage
of respondents who were men (53.5%) indicates that the workplace is fairly gender-inclusive.
The majority of respondents (62%) were between the ages of 25 and 34, suggesting that the
majority of workers in Edu-Tech companies are professionals in their early to mid-career stages.
Workers between the ages of 35 and 44 made up about 23% of the workforce, with younger
workers (under 25) and older workers (45+) making up smaller groups.

The distribution of work experience showed that 41% of participants had been in the field for
two to five years, and one-third had been in it for less than two years. This suggests that the
industry has a flexible labor market and draws a large number of relatively new workers. The
core workforce is stable, as evidenced by the fact that 25% of respondents had more than five
years of experience.

Medium-sized Edu-Tech companies employed the majority of respondents (68%), followed by
startups (20%) and large corporations (12%). This is consistent with the overall structure of the
Indian Edu-Tech industry, where the majority of the ecosystem consists of mid-sized
enterprises. Content and academic roles accounted for the majority of job roles (33%), followed
by roles related to technology and products (26%). Additionally, there were
managerial/administrative roles (17%) and sales and support roles (24%). This suggests that a
variety of functional departments that are crucial to Edu-Tech's operations are included in the
sample.
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Hypothesis:

The impact of HR practices on employee job satisfaction is consistent across all Edu-Tech
companies in the Delhi NCR region.

Table 2: Model Summary

Std. Error of the
Model R R Square Adjusted R Square Estimate

1 .043% .889 .889 .45403

a. Predictors: (Constant), Performance reviews are conducted fairly in my organization, I
receive regular and constructive feedback on my work.

Table 3: ANOVA?

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

1 Regression 656.151 2 328.075 1591.485 .000P
Residual 81.839 397 .206
Total 737-990 399

a. Dependent Variable: Employee Job Satisfaction

b. Predictors: (Constant), Performance reviews are conducted fairly in my organization, I
receive regular and constructive feedback on my work.

Table 4: Coefficients®
Unstandardized Standardized
Coefficients Coefficients
Model B Std. Error | Beta t Sig.
1 (Constant) 380 .052 7.344 |.000
Performance reviews are|.837 .066 .869 12.657 |.000
conducted fairly in my
organization
[ receive regular and|.o75 .067 .077 1.115 .265
constructive feedback on my
work.
a. Dependent Variable: Employee Job Satisfaction

The regression model shows that HR procedures and employee job satisfaction are strongly
correlated. The R2 value is 0.889 and the R value is 0.943. This suggests that the two HR
practices in the model—the fairness of performance reviews and the quality of constructive
feedback—account for about 88.9% of the differences in workers' job satisfaction. The overall
model is statistically significant, according to the ANOVA results (F = 1591.485, p <.001). When
each predictor is considered separately, fair performance reviews have a strong and significant
positive effect on job satisfaction (B =.869, p <.001). This suggests that if employees think the
evaluation process is fair, they are more likely to be happy in their positions.

According to the hypothesis, all Edu-Tech companies in Delhi NCR will experience the same
level of job satisfaction as a result of HR practices. The results demonstrate that fair
performance reviews have a significant impact on satisfaction, whereas constructive criticism
has little effect. This disparity shows how different businesses are affected differently by HR
practices. Thus, the hypothesis is refuted, and it is found that different HR practices have
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different effects on employees' job satisfaction in the Edu-Tech industry.

Results:

According to the analysis, there is a strong and positive correlation between HR practices and
employee job satisfaction in Delhi NCR's Edu-Tech companies. Clear communication during
the hiring process and inclusive selection processes were strongly associated with employees'
perceptions of fairness and trust in the company (r = 0.919, p < 0.01). Regression analysis shows
that opportunities for professional development account for a significant portion of
satisfaction-related variance (R? = 0.690), underscoring the importance of structured career
advancement to employees.

Performance evaluation processes were also found to have a significant impact on people's
happiness levels. Employee perceptions of skill development and general morale were
significantly improved by fair and transparent review systems (3 = 0.869, p < 0.001). Although
crucial, regular feedback had a smaller and statistically insignificant impact, indicating that
businesses don't always employ feedback systems in the same manner. The model's overall
significance (F = 885.248, p < 0.001) shows that HR policies have a big impact on job
satisfaction.

Discussion:

The findings lend credence to the notion that HR procedures are effective instruments for
influencing workers' emotions and job satisfaction in the Edu-Tech sector. Clear expectations
and transparent hiring procedures seem to foster trust early in the working relationship, which
is a good foundation for engagement later on. Strong motivators are things that help people
advance in their careers, receive recognition, and be fairly judged, according to Herzberg's
Two-Factor Theory. On the other hand, elements like regular feedback, which are frequently
regarded as hygienic factors, have more variable effects depending on the circumstances.

The importance of developmental HR practices in rapidly evolving digital learning
environments is also emphasized in the study. Opportunities for professional development and
learning new skills are highly valued by employees, particularly in light of the industry's
constant change and the need for interdepartmental collaboration. Employees prefer
evaluation systems that are transparent, equitable, and focused on their personal development
rather than just evaluating their performance, as evidenced by the significant impact of fair
appraisal procedures.

Employees may not always receive helpful or actionable feedback from various companies,
according to the weaker relationship found for feedback practices. This disparity emphasizes
how important it is for managers to communicate clearly, show empathy, and be competent
because employees' opinions of HR procedures are often shaped by their supervisors' actions.
Even though Edu-Tech companies frequently succeed in implementing structured HR
procedures, the overall pattern of results indicates that daily people management consistency
remains a critical factor in determining employee satisfaction. As a result, it might be essential
to focus more on honing interpersonal and coaching-oriented managerial skills.

Conclusion:

The study's findings show that HR procedures have a major impact on workers' job satisfaction
in the Edu-Tech sector of Delhi NCR. The most crucial elements influencing employee
engagement, motivation, and organizational commitment are open hiring practices, easily
accessible development opportunities, and equitable performance evaluation systems. The
findings imply that intrinsic elements like growth, recognition, and a sense of justice have a

https://unicredit-capitalia.eu/ 895


https://unicredit-capitalia.eu/

J Euro Eco His.
ISSN : 0391-5115
Volume 7, Issue 3 ( 2026)

_ )
vt JOURNAL or EUROPEAN ‘ A
EcCONOMIC HISTORY 7’3 y *©

longer-lasting impact on satisfaction, even though compensation is still significant.

The study also demonstrates how various organizations use HR procedures in different ways.
Organizational culture, technology integration, and leadership style all influence how
employees perceive and gain from HR initiatives. This emphasizes the necessity for businesses
to implement adaptable, people-centered HR strategies that put equity, openness, and ongoing
development first.

Edu-Tech businesses can boost long-term competitiveness, foster innovation, and enhance
workforce stability in a field experiencing rapid change and rising learner expectations by
placing a strong emphasis on human-centric hiring, training, and evaluation practices. The
results highlight the importance of matching HR procedures with the changing requirements
of a diverse and highly skilled workforce and advance knowledge of HRM dynamics in digital
education firms.
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