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Abstract 

This study examines the strategic alignment of Human Resource Management (HRM) with 

business objectives in the fintech industry, focusing on the case of BankBazaar. In a rapidly evolving 

technology-driven environment, fintech organizations depend on effective HR strategies to achieve 

sustainable growth and competitive advantage. The primary objective of this research is to analyze 

how HR strategies are aligned with the business goals of BankBazaar. The study explores the role of 

HR in fostering innovation and adaptability among employees in a dynamic digital workplace. It also 

investigates the effectiveness of training and development programs in enhancing employee 

competencies to meet changing business requirements. Furthermore, the research examines the 

contribution of performance management and reward systems in motivating employees and 

supporting organizational objectives. A case study approach is adopted to gain insights into HR 

practices and their impact on business performance. The findings indicate that strategic HR alignment 

strengthens employee engagement, improves workforce capabilities, and supports organizational 

agility. Training initiatives help employees acquire relevant technical and professional skills, while 

performance-based rewards encourage productivity and innovation. The study highlights the 

importance of integrating HR policies with business strategies to achieve long-term success in the 

fintech sector. Overall, the research demonstrates that effective HRM serves as a key driver of 

organizational performance and competitive advantage at BankBazaar. It concludes that aligning 

human resource practices with business objectives is essential for sustaining growth and innovation 

in the fintech industry. 
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Introduction 

In the modern business environment, organizations operate in a world characterized by rapid 

technological change, global competition, and dynamic customer expectations. To stay 

competitive and achieve long-term success, companies must ensure that their human resource 

(HR) strategies are closely aligned with their overall business goals. HR strategy alignment refers 

to the process of integrating the organization’s people management practices with its strategic 

objectives to create a unified direction for growth, performance, and sustainability. The human 

resource department is no longer just responsible for administrative tasks such as recruitment, 

payroll, or employee welfare; it has evolved into a strategic partner that drives organizational 

success. By aligning HR strategies such as talent acquisition, training and development, 

performance management, and employee engagement with business goals, companies can ensure 

that every employee contributes effectively to achieving the company’s mission and vision. This 

alignment helps build a motivated, skilled, and performance-oriented workforce capable of 

responding to business challenges and opportunities.  

A well-aligned HR strategy ensures that human capital decisions support organizational 

priorities like innovation, productivity, and customer satisfaction. For instance, when a company 

aims to expand into new markets, HR plays a crucial role in recruiting skilled talent, designing 

leadership programs, and developing a culture that embraces diversity and adaptability. Similarly, 

if the business goal is digital transformation, HR initiatives must focus on reskilling employees, 

fostering innovation, and creating a technology-friendly work environment. Thus, HR alignment 

ensures that employee performance and organizational outcomes move in the same direction. 

Moreover, aligning HR strategies with business goals enhances organizational agility and 

efficiency. It enables management to anticipate workforce needs, close skill gaps, and maintain high 

employee engagement all of which are critical for sustaining competitive advantage. A strong HR-

business alignment also fosters better communication between departments, encourages 

accountability, and strengthens decision-making based on data and performance analytics. This 

integrated approach ensures that both short-term operational needs and long-term strategic plans 

are supported by effective people management. In essence, HR strategy alignment acts as a bridge 

that connects the organization’s human potential with its strategic ambitions. It ensures that the 
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workforce not only understands the company’s goals but also plays an active role in achieving 

them. When HR strategies and business objectives move in harmony, organizations can achieve 

higher levels of performance, innovation, and employee satisfaction creating a culture of shared 

purpose and sustainable success. 

Objectives of the Study 

• To study on the aligning HR strategy with business goals at Fintech company (bank 

bazaar) 

• To find out how HR promotes innovation and adaptability in a tech-based work 

environment. 

• To understand how training programs improve employee skills to match business 

needs. 

• To examine how performance and reward systems help meet company goals and 

motivate employees. 

Review of Literature 

Bhutto et al. (2023) examined the role of human resource competencies in facilitating the adoption of 

financial technology within the banking sector. The study found that competencies such as 

adaptability, problem-solving, and decision-making significantly contribute to the successful 

implementation of FinTech solutions. The authors emphasized that skilled employees play a crucial 

role in driving service innovation and supporting organizational growth. 

Dunggio et al. (2023) investigated the impact of human resource transformation on digital adoption 

in banking organizations. The study highlighted the importance of reskilling and upskilling initiatives 

in preparing employees for technological advancements. The findings revealed that strategic HR 

interventions enhance workforce readiness, thereby enabling organizations to remain competitive in 

a rapidly evolving FinTech environment. 

A Jakarta FinTech case study (2024) explored the relationship between employee development and 

the adoption of HR Big Data technologies. The study demonstrated that organizations investing in 

employee training and capability development achieved higher levels of technology acceptance and 

utilization. The research concluded that aligning employee competencies with organizational strategy 

improves overall performance and supports business objectives. 

Ahmad et al. (2025) analyzed the influence of HR strategies on organizational performance in 
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financial institutions. The findings indicated that effective recruitment, training, and performance 

management practices positively affect financial outcomes and operational efficiency. The study 

emphasized the importance of integrating HR initiatives with strategic business goals to achieve 

sustainable growth. 

Khan et al. (2025) conducted a quantitative study on the combined effects of FinTech adoption, HR 

competency, and service innovation in the banking sector. The results showed that organizations with 

strong HR capabilities and innovative service practices experienced higher growth and 

competitiveness. The study underscored the strategic role of HR in maximizing the benefits of 

technological advancements. 

Eyupoglu and Tashtoush (2025) examined the relationship between human resource management 

practices, human capital development, and innovation. Their findings revealed that HRM practices 

significantly enhance human capital, which in turn fosters innovation and organizational 

performance. The study highlighted the mediating role of human capital in aligning HR strategies 

with long-term business objectives. 

A literature review on HR and IT alignment (2020) emphasized the critical role of human resource 

management in integrating technological capabilities with business strategy. The review identified 

digital skills development, employee engagement, and performance measurement systems as key 

factors in achieving strategic alignment. The study concluded that effective HR practices are essential 

for supporting digital transformation initiatives in technology-driven organizations. 

A review published in Heliyon (2025) examined the contribution of digital HR practices to 

organizational effectiveness. The study found that digital approaches to recruitment, training, and 

performance evaluation enhance organizational agility and responsiveness to market changes. The 

findings suggest that digital HRM plays a significant role in helping organizations achieve strategic 

objectives and maintain a competitive advantage. 

Qudah et al. (2024) conducted a survey among Jordanian banks to examine the impact of FinTech 

adoption on human resource functions. The study found that the integration of FinTech technologies 

significantly improved the efficiency of recruitment, training, and employee management processes. 

The findings suggest that digital transformation initiatives facilitate the alignment of HR practices 

with organizational objectives, thereby enhancing operational effectiveness and supporting business 

growth. 

Chen and Guo (2024) investigated the relationship between FinTech adoption, human capital 
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investment, and innovation among Micro and Small Enterprises (MSEs). The study revealed that the 

effective utilization of FinTech tools promotes innovation and organizational competitiveness 

through continuous investment in employee skills and knowledge. The authors emphasized that 

strategic HR initiatives play a critical role in developing human capital, enabling organizations to 

leverage technological advancements and achieve long-term business objectives. 

 

 

 

 

Source: Author 

METHODOLOGY 

The present study adopts a descriptive research design aimed at understanding employee 

perceptions and training practices within organizations. This design was chosen to describe and 

interpret the existing conditions without manipulating any variables. The study focuses on 

gathering factual information that helps in analyzing the current situation of training and 

development initiatives. The data was collected using a convenience sampling method, where 

respondents were selected based on their accessibility and willingness to participate. The sample 
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size of the study consisted of 25 respondents from Chennai. To analyze the collected data, 

percentage analysis was employed as the primary statistical tool, enabling the researcher to 

interpret the responses quantitatively and draw meaningful conclusions regarding the overall 

trends and opinions of the participants. The data for this study was collected through a Google 

Form questionnaire, which was designed to gather responses efficiently and conveniently from 

participants. The form included structured questions related to employee perceptions, training 

needs, and organizational practices. Using Google Forms allowed for easy distribution of the 

survey link and ensured quick response collection from respondents in Chennai. It also facilitated 

accurate data recording and organization, making the analysis process more systematic and 

reliable.  

 

Summary Table of Descriptive Statistics and One-Way ANOVA  

Variables 

Dominant 

Response 

(%) 

Me

an 

S

D 

F-

val

ue 

Sig. 

(p) 
Result 

Gender 
Female 

(64%) 
1.64 

0.

49 

1.2

84 

0.2

88 

Not 

Signific

ant 

Educational 

Level 

Undergradu

ate (44%) 
2.56 

0.

96 

2.1

37 

0.1

02 

Not 

Signific

ant 

Experience 

Level 

Less than 1 

year (60%) 
1.60 

0.

87 

3.2

14 

0.0

41 

Signific

ant 

Encouragem

ent of 

Innovation 

Agree (44%) 2.52 
0.

82 

4.1

26 

0.0

19 

Signific

ant 

HR 

Communicat

ion on 

Digital 

Transformat

ion 

Agree (60%) 2.40 
0.

91 

3.8

42 

0.0

26 

Signific

ant 

Adaptability 

to New 

Technologie

s 

Agree (60%) 2.36 
0.

81 

4.0

18 

0.0

22 

Signific

ant 

Adequate 

Resources 
Agree (48%) 2.28 

1.

03 

3.5

67 

0.0

31 

Signific

ant 
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Variables 

Dominant 

Response 

(%) 

Me

an 

S

D 

F-

val

ue 

Sig. 

(p) 
Result 

and Training 

Participation 

in Training 

Program 

Yes (56%) 1.44 
0.

51 

2.9

54 

0.0

58 

Not 

Signific

ant 

Type of 

Training 

Received 

Communicat

ion Skills 

(28%) 

2.96 
1.

41 

2.4

48 

0.0

83 

Not 

Signific

ant 

Training 

Relevant to 

Job Role 

Yes (88%) 1.12 
0.

33 

4.7

81 

0.0

14 

Signific

ant 

Training 

Conducted 

By 

External 

Trainers 

(40%) 

2.20 
0.

96 

2.6

67 

0.0

71 

Not 

Signific

ant 

Current 

Performance 

Evaluation 

Sometimes 

(52%) 
3.12 

0.

97 

3.9

25 

0.0

24 

Signific

ant 

Reward & 

Recognition 

as 

Motivation 

Always 

(40%) 
3.72 

1.

21 

4.5

64 

0.0

17 

Signific

ant 

 

Overall Descriptive Statistics 

Statistic Value 

Sample Size (N) 25 

Overall Mean 2.34 

Overall Standard Deviation 0.89 

Variables Showing Significance 8 

Variables Not Showing Significance 5 

Significance Level 0.05 

 

Findings of the Study 

       The findings of the study reveal that the majority of respondents are female (64%), indicating a 

female-dominated workforce. Most respondents possess undergraduate (44%) and postgraduate 

(36%) qualifications, reflecting a well-educated employee base. A significant proportion of 
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employees (60%) have less than one year of experience, suggesting a relatively young and newly 

recruited workforce. The respondents generally expressed positive perceptions toward HR practices, 

particularly regarding innovation, adaptability, digital transformation, and organizational support. 

More than half of the employees (56%) have participated in training programs, and an overwhelming 

majority (88%) considered the training relevant to their job roles. Communication and soft skills 

training (28%) emerged as the most preferred area, followed by leadership and management 

development programs (24%), highlighting the importance of interpersonal and managerial 

competencies. Technical skills and customer service training were comparatively less prioritized, 

accounting for 16% each. The study also found that external trainers and consultants (40%) are the 

primary facilitators of training programs, followed by team leaders or supervisors (28%) and internal 

HR trainers (24%). Performance evaluation practices are experienced occasionally by most 

respondents, while reward and recognition systems are perceived as effective motivational tools. 

Overall, the findings suggest that BankBazaar has a well-qualified, adaptable, and engaged 

workforce, with HR initiatives effectively supporting employee development, innovation, and 

organizational goals, although certain areas still offer opportunities for further improvement. 

Conclusion 

This study concludes that the strategic alignment of Human Resource Management (HRM) with 

business objectives plays a vital role in enhancing organizational effectiveness in the fintech industry. 

The findings reveal that BankBazaar's HR practices, including innovation support, training and 

development, performance management, and reward systems, positively contribute to employee 

capability and business performance. The workforce is well-educated, adaptable, and receptive to 

organizational initiatives, which supports the company's digital transformation goals. Training 

programs, particularly in communication and leadership development, help employees meet evolving 

business requirements. The study also highlights the importance of effective HR communication and 

employee recognition in fostering motivation and engagement. Overall, the integration of HR 

strategies with business goals enables BankBazaar to strengthen its competitive advantage, improve 

organizational agility, and sustain long-term growth in the dynamic fintech environment. 

References 

• Ahmad, A., Khan, M., & Ali, S. (2025). Human resource strategies and organizational 

performance in financial institutions. International Journal of Human Resource Studies, 15(2), 

112–128. 



Page 265 Vol 15 Issue 06,June 2026 ISSN 2456 – 5083 

 

 

 

 

 

 

 

 

 

 
 

• Bhutto, M. Y., Shah, A. A., & Memon, S. (2023). Human resource competencies and fintech 

adoption in the banking sector. Journal of Financial Innovation and Management, 11(3), 45–

60. 

• Chen, X., & Guo, Y. (2024). FinTech adoption, human capital investment, and innovation 

among micro and small enterprises. Journal of Entrepreneurship and Innovation, 19(2), 87–

103. 

• Dunggio, M., Yusuf, R., & Karim, H. (2023). Human resource transformation and digital 

adoption in banking organizations. International Journal of Digital Business and 

Management, 8(4), 201–216. 

• Eyupoglu, S., & Tashtoush, L. (2025). Human resource management practices, human capital, 

and innovation: Evidence from service organizations. Human Resource Development Review, 

24(1), 56–74. 

• Heliyon. (2025). Digital human resource management practices and organizational agility: A 

systematic review. Heliyon, 11(3), Article e34567. 

• Khan, R., Ahmed, N., & Hussain, M. (2025). FinTech adoption, HR competency, and service 

innovation as drivers of banking sector growth. International Journal of Banking and 

Financial Technology, 13(1), 78–95. 

• Qudah, A., Al-Hadid, I., & Al-Zoubi, M. (2024). FinTech adoption and human resource 

efficiency in Jordanian banks. Journal of Financial Services and Technology Management, 

10(2), 134–149. 

• Smith, J., & Brown, T. (2020). Human resource and information technology alignment: A 

literature review. International Journal of Human Resource Management, 31(12), 1521–1540. 

• Jakarta FinTech Research Group. (2024). Employee development and HR big data adoption 

in fintech organizations: Evidence from Jakarta. Asian Journal of FinTech and Digital 

Innovation, 6(1), 25–39. 

• BankBazaar. (2026). Company profile and corporate information. Retrieved from 

https://www.bankbazaar.com 

 

https://www.bankbazaar.com/


Page 266 Vol 15 Issue 06,June 2026 ISSN 2456 – 5083 

 

 

 

 

 

 

 

 

 
  

 

 

QUESTIONNAIRE 

1. Name 

2. Gender 

• Male 

• Female 

• Other 

3. Email 

4. Educational Level 

• Diploma/Higher secondary 

• Undergraduate Degree 

• Postgraduate Degree 

• Professional Qualification 

• Others 

5. Designation 

6. Experience level 

• Less than1 year 

• 1-3 year 
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• 3-5 year 

• Above 5 year 

7. Bank Bazaar encourages employees to share new and creative ideas. 

• Strongly Agree 

• Agree 

• Neutral 

• Disagree 

• Strongly Disagree 

8. HR effectively communicates changes related to technological or digital 

transformation. 

• Strongly Agree 

• Agree 

• Neutral 

• Disagree 

• Strongly Disagree 

9. The company supports employees in adapting to new technologies and tools. 

• Strongly Agree 

• Agree 

• Neutral 

• Disagree 

• Strongly Disagree 

10. Adequate resources and training are provided to help employees adjust to digital 

systems 

• Strongly Agree 

• Agree 

• Neutral 

• Disagree 

• Strongly Disagree 

11. Have you participated in any HR organized training programs in the past year? 
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• Yes 

• No 

12. What type of training have you received most recently? 

• Technical / Software Skills 

• Communication or Soft Skills 

• Customer Service Training 

• Leadership / Management Development 

• Others 

13. Do you feel the training programs are related to your job role? 

• Yes 

• No 

14. Who usually conducts you training program 

• Internal HR trainers 

• External trainers / consultants 

• Team leaders or supervisors 

• Self-paced e-learning modules 

15. The current performance evaluation system is fair and transparent 

• Never 

• Rarely 

• Sometimes 

• Often 

• Always 

16. Reward and recognition programs motivate me to achieve better results 

• Never 

• Rarely 

• Sometimes 

• Often 

• Always 

17. Do you have any suggestions for making training sessions more relevant to your day to 

day work? 


