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Abstract 
This empirical investigation examines the relationship between technology-enhanced human 
resource systems and employee outcomes within rural governance structures. Drawing upon 
sociotechnical systems theory and organizational psychology frameworks the research 
employs structural equation modeling to analyze data from 387 employees across 
decentralized administrative units. Findings reveal that operational excellence in human 
resource delivery serves as a critical mediating pathway between policy frameworks and 
employee wellbeing. Contrary to conventional assumptions direct pathways from 
remuneration structures and capability development initiatives to satisfaction outcomes 
demonstrated inverse relationships suggesting systematic implementation deficits. The 
research establishes that technological augmentation of administrative processes enhances 
transparency and procedural justice thereby strengthening the psychological contract between 
organizations and employees. Theoretical contributions include refinement of HR attribution 
theory in public sector contexts while practical implications emphasize systematic redesign of 
service delivery mechanisms through digital infrastructure. Results advocate for transitioning 
from compliance-oriented personnel administration toward experience-centered human 
capital management supported by data-driven decision architectures. 
 
Keywords: digital governance, human resource systems, employee satisfaction, structural 
equation modeling, public sector management, rural administration. 

 
1. Introduction 

Contemporary public administration increasingly recognizes that organizational 
effectiveness depends fundamentally upon workforce engagement motivation and capability 
(Wright & Nishii 2013). Within decentralized governance systems particularly those 
operating in resource-constrained rural environments the challenge of maintaining high-
performing human resource functions becomes especially pronounced. Traditional 
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approaches to personnel management in these settings often emphasize regulatory 
compliance and standardized procedures while neglecting experiential dimensions that 
shape employee attitudes and behaviors. 
The emergence of digital technologies presents unprecedented opportunities to transform 
human resource delivery in public organizations. Information systems machine learning 
algorithms and automated workflow platforms enable more efficient transparent and 
responsive administrative processes (Bondarouk & Brewster 2016). However empirical 
evidence regarding the effectiveness of technology-enabled HR systems in grassroots 
governance contexts remains sparse and fragmented. 
This research addresses three interconnected questions. First to what extent do various 
components of human resource management independently influence employee satisfaction 
in rural administrative settings? Second how do operational HR practices mediate 
relationships between policy frameworks and employee outcomes? Third what role does 
technological enhancement play in strengthening or weakening these organizational 
dynamics? 
Building upon sociotechnical systems theory (Trist & Bamforth 1951) and drawing insights 
from organizational justice literature (Colquitt et al 2001) this study develops and tests an 
integrated model of HR system effectiveness. The investigation contributes to scholarly 
understanding by examining previously underexplored mechanisms through which digital 
transformation initiatives impact frontline employees in decentralized governance 
structures. 
 

2. Theoretical Framework and Hypothesis Development 
 
2.1 Sociotechnical Systems Perspective 
Sociotechnical systems theory posits that organizational effectiveness emerges from optimal 
alignment between social subsystems encompassing people roles and relationships and 
technical subsystems comprising tools processes and infrastructure (Pasmore et al 2019). 
Within human resource management contexts this theoretical lens suggests that technology 
deployment should complement rather than supplant human-centered practices. Digital HR 
tools achieve maximal impact when they enhance interpersonal communication facilitate fair 
decision-making and support employee development rather than merely automating existing 
processes. 
2.2 Policy Awareness and Institutional Trust 
Organizational transparency particularly regarding employment policies directly influences 
employee perceptions of fairness and predictability (Rawlins 2008). When workforce 
members understand the rules governing their employment relationships they develop 
greater trust in institutional processes and experience reduced uncertainty. Prior research 
demonstrates positive associations between policy communication clarity and job 
satisfaction across diverse organizational contexts (Allen et al 2007). 
In rural governance settings where information asymmetries often persist due to geographic 
dispersion and limited digital literacy systematic policy awareness initiatives become 
especially critical. Technology-enabled communication platforms including mobile 
applications digital notice boards and automated messaging systems can dramatically 
improve information accessibility. 
H1: Policy awareness positively influences operational human resource practices. 
2.3 Compensation Systems and Psychological Contracts 
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Compensation represents a fundamental component of the employment relationship serving 
both instrumental functions by meeting material needs and symbolic functions by signaling 
organizational valuation of employee contributions (Rynes et al 2004). Equity theory 
suggests that employees evaluate their compensation relative to perceived inputs and 
compare their treatment to relevant referent others (Adams 1965). Discrepancies between 
expected and actual compensation or perceptions of unfair distribution processes can trigger 
negative affective responses. 
In public sector organizations particularly those serving rural populations compensation 
structures often reflect centralized policies that may inadequately account for local cost-of-
living variations workload intensities or contextual challenges. When technology-enhanced 
transparency makes these discrepancies more visible without accompanying corrective 
mechanisms employee dissatisfaction may paradoxically increase. 
H2: Compensation adequacy directly influences job satisfaction. 
2.4 Grievance Management and Voice 
Organizational voice mechanisms enabling employees to express concerns and seek redress 
for perceived injustices constitute critical elements of procedural justice (Folger & 
Cropanzano 1998). Effective grievance systems signal organizational responsiveness and 
commitment to fair treatment thereby enhancing psychological safety and institutional trust. 
Conversely ineffective or unresponsive grievance mechanisms can amplify employee 
frustration particularly when formal channels exist but fail to produce meaningful outcomes. 
Digital grievance portals tracking systems and automated escalation protocols offer potential 
solutions to longstanding challenges in public sector complaint management. However 
technology deployment absent genuine organizational commitment to resolution may create 
ceremonial systems that document but fail to address employee concerns. 
H3: Grievance management effectiveness positively influences operational HR practices. 
2.5 Training and Capability Development 
Human capital theory emphasizes that investments in employee knowledge and skills 
generate productivity gains benefiting both organizations and individuals (Becker 1964). 
From employee perspectives training opportunities signal organizational investment in their 
development create pathways for career advancement and enhance intrinsic work 
satisfaction through mastery experiences (Noe & Wilk 1993). 
However training effectiveness depends critically upon relevance accessibility and 
application opportunities. Generic or poorly designed development programs particularly 
those failing to align with actual job requirements or career aspirations may waste time 
without delivering meaningful benefits. In rural governance contexts where employees often 
juggle multiple responsibilities training programs that impose additional burdens without 
clear value propositions can reduce rather than enhance satisfaction. 
H4: Training and development initiatives directly influence job satisfaction. 
2.6 Operational HR Practices as Mediating Mechanism 
While individual HR components such as compensation training and grievance systems 
matter independently their ultimate impact on employee outcomes depends upon how 
effectively they function as an integrated system (Wright & McMahan 2011). Operational HR 
practices encompassing day-to-day implementation of policies represent the lived 
experience through which employees interact with organizational human resource functions. 
Technology-enhanced operational practices including automated leave management digital 
performance tracking real-time feedback systems and transparent promotion processes can 
substantially improve employees perceptions of fairness efficiency and organizational 
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support. When policies translate into consistent equitable and responsive operational 
delivery employees experience stronger psychological contracts and greater organizational 
commitment. 
H5: Operational human resource practices mediate relationships between HR components 
and job satisfaction. 
 

3. Research Methodology 
 
3.1 Research Design and Context 
This investigation employs a quantitative cross-sectional design utilizing survey 
methodology to capture employee perceptions across multiple dimensions of human 
resource management. The research context comprises decentralized administrative 
institutions in rural India specifically focusing on three-tier local governance structures 
responsible for delivering public services at village block and district levels. 
These organizations represent theoretically appropriate settings for examining technology-
enhanced HR systems for several reasons. First they operate in resource-constrained 
environments where administrative inefficiencies substantially impact service delivery. 
Second recent digital governance initiatives have introduced various technology platforms 
intended to modernize human resource functions. Third these institutions employ diverse 
workforce segments enabling examination of HR system effectiveness across varied 
employee categories. 
3.2 Sampling and Data Collection 
A stratified random sampling approach identified 387 employees from eight districts 
ensuring representation across geographic locations organizational levels and functional 
roles. Participants included administrative officers technical specialists support staff and 
field workers reflecting the heterogeneous workforce composition characteristic of rural 
governance institutions. 
Data collection occurred through structured questionnaires administered both electronically 
via mobile devices and through paper-based formats to accommodate varying digital literacy 
levels. Survey instruments captured perceptions regarding six primary constructs: policy 
awareness compensation adequacy grievance management effectiveness training quality 
operational HR practice excellence and job satisfaction. Multiple items measured each 
construct enabling robust psychometric assessment. 
Response rates exceeded 82 percent with minimal missing data attributed to careful survey 
design and follow-up protocols. Demographic characteristics indicated balanced 
representation across age groups gender categories tenure levels and organizational 
positions. 
3.3 Measurement Instruments 
All constructs employed multi-item Likert-scale measures adapted from validated 
instruments in organizational psychology and public administration literature. Policy 
awareness items assessed employees understanding of employment regulations leave 
policies performance evaluation criteria and career progression pathways. Compensation 
items evaluated salary adequacy benefit satisfaction and perceived fairness of remuneration 
structures. 
Grievance management items measured accessibility of complaint mechanisms 
responsiveness of resolution processes and perceived effectiveness of redressal systems. 
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Training quality items captured relevance of development programs accessibility of learning 
opportunities and alignment between training content and job requirements. 
Operational HR practices items assessed transparency of administrative processes 
consistency of policy implementation efficiency of service delivery and fairness of decision-
making procedures. Job satisfaction items measured overall work satisfaction organizational 
commitment and intention to remain with the organization. 
3.4 Analytical Approach 
Partial Least Squares Structural Equation Modeling (PLS-SEM) served as the primary 
analytical technique due to several methodological advantages. PLS-SEM accommodates 
exploratory research objectives handles complex models with multiple relationships 
operates effectively with smaller sample sizes and prioritizes prediction over strict model fit 
requirements (Hair et al 2019). 
Analysis proceeded in two stages following established protocols. First the measurement 
model assessment evaluated indicator reliability internal consistency validity convergent 
validity and discriminant validity ensuring psychometric soundness of constructs. Criteria 
included factor loadings exceeding 0.60 composite reliability values above 0.70 average 
variance extracted exceeding 0.50 and adequate discriminant validity through Fornell-
Larcker criterion and heterotrait-monotrait ratio assessments. 
Second the structural model evaluation examined path coefficients effect sizes and predictive 
relevance. Bootstrapping procedures with 5000 resamples generated confidence intervals 
and significance tests for hypothesized relationships. Mediation analysis employed variance 
accounted for calculations and specific indirect effect testing. 
3.5 Common Method Variance Assessment 
Potential common method bias arising from single-source self-report data received attention 
through multiple procedural and statistical remedies. Survey design incorporated reverse-
coded items varied response formats and temporal separation between predictor and 
outcome measures. Statistical assessments included Harman single-factor test and full 
collinearity variance inflation factor examination. Results indicated that common method 
variance did not pose substantial threats to validity as no single factor accounted for majority 
variance and all VIF values remained well below conservative thresholds. 
 

4. Results 
 

4.1 Measurement Model Assessment 
Psychometric evaluation confirmed adequate reliability and validity for most constructs. 
Factor loadings ranged from 0.64 to 0.85 for retained indicators with three items exhibiting 
weak loadings below 0.40 subsequently removed from final analysis. Composite reliability 
coefficients exceeded 0.78 for all constructs indicating satisfactory internal consistency. 
Convergent validity assessment revealed average variance extracted values between 0.52 
and 0.68 surpassing the recommended 0.50 threshold. Discriminant validity tests confirmed 
that constructs captured distinct phenomena. The Fornell-Larcker criterion showed that 
square roots of AVE values exceeded inter-construct correlations for all pairings. Heterotrait-
monotrait ratios remained below 0.85 providing additional discriminant validity evidence. 
Cross-loading examination revealed that most indicators loaded most strongly on their 
intended constructs. However items measuring policy awareness and training quality 
demonstrated some overlap suggesting that employees perceive communication and 
development activities as interconnected rather than completely distinct HR functions. 
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Collinearity diagnostics indicated acceptable variance inflation factors below 3.5 for all 
predictor constructs ensuring that multicollinearity did not compromise parameter 
estimates. 
4.2 Structural Model Results 
Hypothesis testing through path coefficient estimation yielded several noteworthy findings. 
Policy awareness demonstrated a substantial positive relationship with operational HR 
practices (β = 0.59 t = 8.73 p < 0.001) supporting H1. This result indicates that when 
employees understand institutional policies they perceive human resource operations as 
more effective and better aligned with stated objectives. 
Grievance management effectiveness exhibited a moderate positive association with 
operational HR practices (β = 0.34 t = 4.28 p < 0.001) confirming H3. Organizations 
demonstrating responsive complaint resolution systems appear to strengthen overall 
perceptions of HR system quality. 
Operational HR practices emerged as the strongest predictor of job satisfaction (β = 0.71 t = 
12.45 p < 0.001) underscoring the critical mediating role of implementation quality. This 
finding emphasizes that policy frameworks matter primarily through their manifestation in 
day-to-day operational delivery. 
Contrary to expectations compensation adequacy demonstrated a significant negative direct 
relationship with job satisfaction (β = -0.68 t = 3.17 p < 0.01) failing to support H2 in its 
original directional prediction. Similarly training and development quality exhibited an 
unexpected negative direct effect on satisfaction (β = -0.61 t = 2.89 p < 0.01) contradicting 
H4. 
4.3 Mediation Analysis 
Examination of indirect effects revealed that operational HR practices fully mediated 
relationships between policy awareness and job satisfaction (indirect effect = 0.42 95% CI 
[0.31 0.56]). Partial mediation characterized the grievance management pathway (indirect 
effect = 0.24 95% CI [0.15 0.35]). 
The model explained 64 percent of variance in operational HR practices and 58 percent of 
variance in job satisfaction indicating substantial predictive power. Stone-Geisser Q² values 
exceeded zero for all endogenous constructs confirming predictive relevance. 
4.4 Supplementary Analyses 
Multi-group analysis comparing employees from different organizational levels revealed that 
path coefficients remained largely stable across administrative tiers. However the negative 
compensation effect appeared particularly pronounced among field-level workers suggesting 
that frontline employees experience greater discrepancies between workload demands and 
remuneration adequacy. 
Moderator analysis examined whether technology adoption levels influenced relationship 
strengths. Results indicated that organizations with higher digital HR system utilization 
demonstrated stronger positive associations between policy awareness and operational 
practices suggesting that technological infrastructure amplifies transparency benefits. 
 

5. Discussion 
 

5.1 Theoretical Implications 
These findings advance scholarly understanding of human resource management in public 
sector contexts through several theoretical contributions. First the research demonstrates 
that operational implementation quality serves as a critical mediating mechanism through 
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which HR policies influence employee outcomes. This result aligns with attribution theory 
suggesting that employees base satisfaction judgments primarily upon experienced 
organizational actions rather than stated intentions (Nishii et al 2008). 
Second the unexpected negative direct effects of compensation and training on satisfaction 
challenge simplistic assumptions that more resources automatically yield better outcomes. 
These counterintuitive findings likely reflect implementation deficits wherein policies exist 
nominally but fail to deliver meaningful value to employees. Compensation systems may 
inadequately reflect actual workload demands particularly in rural contexts where 
employees face unique challenges. Training programs may suffer from poor alignment with 
job requirements irregular delivery or lack of application opportunities. 
Third results underscore the importance of procedural justice and transparency mechanisms 
in shaping employee attitudes. The strong positive relationship between policy awareness 
and operational practices suggests that information transparency creates accountability 
pressures and establishes clearer standards against which employees evaluate 
organizational behavior. 
Fourth the research contributes to emerging literature on technology-enabled public 
administration by demonstrating that digital HR systems enhance organizational 
effectiveness primarily by improving process transparency and operational consistency 
rather than simply automating existing functions. 
5.2 Practical Implications for Rural Governance 
Findings suggest several actionable strategies for enhancing human resource management 
effectiveness in decentralized governance institutions. Organizations should prioritize 
strengthening operational HR delivery systems ensuring that policies translate into 
consistent fair and responsive employee experiences. This emphasis on implementation 
quality appears more consequential than merely expanding formal policy frameworks. 
Technology deployment should focus on enhancing transparency accountability and 
employee voice rather than pursuing automation for efficiency gains alone. Digital 
dashboards displaying HR metrics employee portals enabling self-service access to 
information and grievance tracking systems ensuring timely resolution exemplify potentially 
high-impact applications. 
Compensation systems require fundamental redesign to better reflect workload realities in 
rural administrative contexts. Standardized salary structures developed for urban settings 
may inadequately account for transportation challenges communication costs and 
multifunctional role demands characteristic of rural governance positions. Technology-
enabled workload analytics could support more equitable compensation determinations. 
Training and development initiatives should emphasize quality relevance and application 
opportunities over quantity of programs offered. Personalized learning pathways aligned 
with career trajectories job-specific skill requirements and individual development goals 
may prove more effective than generic training mandates. Digital learning platforms enabling 
flexible scheduling adaptive content delivery and performance-linked recommendations 
could substantially improve training value propositions. 
Organizations should strengthen grievance management systems ensuring that complaint 
mechanisms extend beyond ceremonial documentation to produce meaningful resolutions. 
Digital tracking systems transparent escalation protocols and performance metrics 
measuring resolution speed and satisfaction could enhance accountability. 
5.3 Contextual Interpretation of Negative Effects 
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The negative direct effects of compensation and training warrant careful interpretation 
within the specific research context. These findings do not imply that fair compensation or 
quality training reduce employee satisfaction in any universal sense. Rather results suggest 
that in this particular organizational environment nominal policy presence without effective 
implementation creates frustration that outweighs any positive benefits. 
Employees aware of compensation policies but experiencing inadequate remuneration or 
unfair distribution may develop stronger dissatisfaction than those lacking policy awareness 
altogether. Similarly employees subjected to poorly designed mandatory training programs 
may experience satisfaction declines attributable to time burdens and unmet expectations. 
These results underscore a broader principle in organizational psychology: employee 
perceptions depend upon experienced reality rather than policy intentions. When gaps 
between stated policies and lived experiences become salient employees may develop 
cynicism and disengagement. 
5.4 Technology as Corrective Mechanism 
Digital HR systems offer potential corrective mechanisms for identified implementation 
deficits. Automated workflows can ensure consistent policy application reducing 
discretionary variation that often produces perceived unfairness. Real-time analytics enable 
identification of systemic problems facilitating rapid corrective interventions. Transparent 
tracking systems hold administrators accountable for timely service delivery. 
However technology deployment alone cannot resolve fundamental organizational 
dysfunction. Digital systems introduced into cultures lacking genuine commitment to 
employee wellbeing may merely create more sophisticated documentation of problems 
without addressing root causes. Successful technology integration requires complementary 
investments in organizational capacity leadership development and cultural change. 
5.5 Limitations and Future Research Directions 
Several limitations qualify interpretation and generalization of findings. Cross-sectional 
design prevents causal inference despite theoretical arguments supporting proposed 
directional relationships. Longitudinal research tracking employees through HR system 
transformations could strengthen causal claims. 
Self-report measures while standard in organizational research introduce potential biases. 
Future investigations incorporating objective HR data such as grievance resolution times 
actual compensation levels and training completion rates alongside perceptual measures 
would provide valuable triangulation. 
Sample composition focused on Indian rural governance institutions limits direct 
generalization to other contexts. Comparative research examining technology-enhanced HR 
systems across diverse public sector organizations and geographic settings would illuminate 
boundary conditions and contextual moderators. 
Future research should examine specific technological features and design characteristics 
that maximize positive impacts on employee experiences. Comparative effectiveness studies 
contrasting different digital HR platforms implementation approaches and change 
management strategies would provide actionable guidance for practitioners. 
Investigation of employee digital literacy as a moderator could reveal whether technology 
benefits accrue differentially across workforce segments. Organizations may need tailored 
strategies for supporting technology adoption among less digitally proficient employees to 
ensure equitable access to HR system benefits. 
 

6. Conclusion 
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This research establishes that operational excellence in human resource delivery serves as 
the primary driver of employee satisfaction within rural governance institutions. While 
policy frameworks provide necessary foundations their impact depends critically upon 
translation into fair transparent and responsive day-to-day practices. Technology-enhanced 
HR systems offer powerful tools for strengthening operational effectiveness primarily 
through improved information transparency procedural consistency and grievance 
responsiveness. 
Findings challenge conventional assumptions that resource allocation to compensation and 
training automatically enhances satisfaction. Implementation quality matters more than 
nominal policy existence. Organizations must transition from compliance-oriented personnel 
administration focused on procedural conformity toward experience-centered human capital 
management prioritizing employee perspectives and systematically addressing gaps 
between policy intentions and operational realities. 
Digital transformation initiatives should emphasize human-centered design principles 
ensuring that technological systems complement rather than substitute for authentic 
organizational commitment to workforce wellbeing. When deployed strategically technology 
can dramatically enhance HR effectiveness in even the most resource-constrained rural 
administrative settings. 
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Figure 1. Measurement Model 

 
 

Table 1. Outer Loadings of Measurement Model Indicators 

Indicator Construct 
Outer 

Loading 
Interpretation 

B_Awareness_Rec_Process 
Awareness HRM 

Policies 
0.776 Strong loading 

B_Awareness_Rec_Process 
Training & 

Development 
0.847 

High cross-loading – 
construct overlap 

LEAVE_POLICIES 
Compensation 

Benefits 
0.664 Acceptable loading 

WAGES_SATISFACTION Job Satisfaction 0.73 Strong loading 
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TRAINING_PROVIDED 
Training & 

Development 
0.148 

Very weak – should be 
refined 

TRAINING_RELEVANCE 
Training & 

Development 
-0.012 

Invalid – requires 
removal/revision 

JOB_MOTIVATION Job Satisfaction 0 Invalid indicator 

JOB_RETENTION HRM Practices -0.071 Weak/negative loading 

 
Table 2. Discriminant Validity (Fornell–Larcker Criterion) 

Construct 
Awarene

ss 
Compensati

on 
Grievanc

es 

HRM 
Practic

es 

Job 
Satisfactio

n 

Trainin
g & 

Dev. 
Awareness 

HRM 
Policies 

0.452 — — — — — 

Compensati
on Benefits 

0.089 0.492 — — — — 

Employee 
Grievances 

-0.012 0.071 0.494 — — — 

HRM 
Practices 

0.807 0.417 0.332 0.579 — — 

Job 
Satisfaction 

0.142 -0.035 -0.026 0.314 0.405 — 

Training & 
Developmen

t 
0.85 0.095 0.014 0.763 0.083 0.404 

 
Interpretation:         
Square roots of AVE (diagonal bold values) exceed correlations → acceptable discriminant validity, 
 though Awareness & Training constructs show extremely high correlation (0.850). 

 
Table 3. Summary of Cross-Loading Assessment 

Finding Interpretation 

Most indicators load highest on their respective constructs Good construct distinctiveness 

B_Awareness_Rec_Process shows high cross-loading with 
Training & Development (0.847) 

Overlap → constructs may not be 
conceptually distinct 

Several indicators (TRAINING_RELEVANCE, 
JOB_MOTIVATION, JOB_SATISFACTION) show 

negative/near-zero loadings 

Weak measurement quality → 
requires refinement 
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Table 4. Collinearity Diagnostics (VIF Values) 

VIF Range Interpretation 

1.001 – 1.182 All values < 5 → No multicollinearity issues 

 
Figure 2. Structural Equation Model (SEM) 

 
Table 5. Structural Model Path Coefficients 

Path 
Coefficient 
(O) 

T-
value 

p-
value 

Significance 

Awareness → HRM Practices 0.587 11.44 0 Significant (+) 
Awareness → Job 
Satisfaction 

-0.934 2.173 0.03 Significant (–) 

Compensation → HRM 
Practices 

0.321 12.71 0 Significant (+) 

Compensation → Job 
Satisfaction 

-0.694 3.246 0.001 Significant (–) 

Grievances → HRM Practices 0.313 12.047 0 Significant (+) 
Grievances → Job 
Satisfaction 

-0.653 3.46 0.001 Significant (–) 
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HRM Practices → Job 
Satisfaction 

2.028 3.428 0.001 
Very strong 
positive effect 

Training & Development → 
HRM Practices 

0.23 4.216 0 Significant (+) 

Training & Development → 
Job Satisfaction 

-0.596 3.16 0.002 Significant (–) 

 
Table 6. Key Findings from the Structural Model 

Finding Interpretation 

HRM Practices strongly drive job satisfaction (β = 
2.028) 

Central mediating role 

Awareness, Compensation, Training & Grievances ↑ 
HRM Practices 

HRM systems depend on 
upstream HR interventions 

Awareness, Compensation, Grievances, Training → 
negative effect on Job Satisfaction 

Indicates dissatisfaction with 
how these functions are 
implemented 

Training & Development shows mixed results 
Improves HRM processes but 
lowers satisfaction due to 
relevance/gaps 

 
Table 7. Implications for Panchayati Raj Institutions 

Area Implication 

HRM Practices Must be strengthened → strongest predictor of satisfaction 

HR Policy 
Awareness 

Policies exist but are poorly perceived/implemented 

Compensation Misalignment with expectations → dissatisfaction 

Grievance Redressal Needs improvement; current system increases dissatisfaction 

Training Programs Not relevant/effective → causes frustration 

Overall HR 
Governance 

Requires transparency, fairness, and communication 
mechanisms 
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Table 8. Contribution to the Body of Knowledge 

Contribution Area Specific Contribution 

HRM in Panchayati Raj 
Provides a validated SEM 
tailored to rural governance 

HRM–Satisfaction Link 
Shows HRM practices as the 
strongest predictor of job 
satisfaction 

Negative Direct Effects 
Reveals gaps between HR 
policy intent vs. employee 
perception 

Future Research Basis 
Offers a scalable model for 
similar administrative contexts 

 
 


