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Abstract

Marketing, human resources, and accounting are critical business tasks in analyzing a company's total
performance, highlighting their unquestionable relevance. The Accounting function like budgeting, forecasting,
and cost control is critical for ensuring financial integrity, accurate reporting, and strategic decision-making.
Proper financial management enables firms to maximize resource allocation and decrease operational risks,
resulting in improved short-term performance and long-term sustainability. Human resource function plays an
equally important role in assuring effective talent management, developing a strong company culture, and
increasing employee productivity emphasizes the significance of employee satisfaction and engagement as drivers
of business performance. Human resources management functions like recruiting, training, and performance
management have been shown to have a direct impact on labor productivity, talent retention, and organizational
adaptation in a competitive market. Meanwhile, marketing plays a critical role in increasing brand visibility,
engaging customers, and promoting market growth strong marketing strategies, particularly those emphasizing
customer-centric approaches and digital innovation, resulted in considerable increases in revenue creation, brand
loyalty, and competitive positioning. A comprehensive and linked approach, with each function supporting the
others, is critical for optimizing company outcomes. This study explores these important functions of management
contribute to organizational performance, using data from 275 respondents from various industries. This study
uses data from 275 respondents across several industries to investigate the combined impact of accounting, human
resources, and marketing on organizational success. The findings shed light on how, when combined, these
activities improve performance, promote growth, and increase competitiveness, emphasizing the necessity of
cross-functional collaboration for organizational efficiency and profitability.
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1. INTRODUCTION

In today's complicated company environment, integrating essential departments such as
accounting, human resources (HR), and marketing is critical to organizational success.
Traditionally viewed as different, these functions individually contribute uniquely to
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performance but have the greatest influence when they work together. Accounting is the
foundation of financial management, providing critical information for transparency,
compliance, and decision-making [1]. It enables firms to distribute resources, control
expenditures, and manage financial risks, all while developing stakeholder confidence and
promoting long-term sustainability. Human resources has progressed from an administrative to
a strategic function, managing personnel to increase efficiency, creativity, and adaptability [2].
Although each function alone helps a business succeed, it is frequently overlooked how
interdependent they are. Marketing may generate growth, but it cannot be sustained unless
accounting provides excellent financial management and efficient HR support [3]. Similarly,
HR relies on accounting to provide competitive remuneration, and marketing to link talent
objectives with market demands. These findings highlight the need of cross-functional
collaboration in ensuring sustainable organizational growth and efficiency [4]. The study's
findings show that all the management functions have a considerable positive impact on overall
organizational.

2. LITERATURE REVIEW

Accounting, human resources (HR), and marketing all play key roles in driving organizational
performance, and the literature emphasizes the significance of integrating them for optimal
impact [5]. Accounting promotes financial transparency, risk management, and strategic
decision-making, with research demonstrating that precise financial reporting and budgeting
allow for effective resource allocation and risk reduction, ultimately improving performance
[6]. Automation and financial analytics are examples of technological improvements that help
to improve these procedures. HR is known for its ability to manage talent, drive employee
engagement, and inspire innovation. Effective human resource practices, including
recruitment, training, performance management, and retention, are directly related to enhanced
productivity and organizational success [7]. Research shows that organizations with good HR
strategies obtain a competitive advantage by connecting staff management with business
objectives [8]. Similarly, marketing is critical in promoting market expansion, customer
involvement, and brand exposure. Data-driven marketing tactics, digital platforms, and CRM
systems have been proved to increase revenue and customer loyalty, firmly establishing
marketing as a key driver of competitive advantage [9]. However, the research underlines the
importance of cross-functional teamwork in these domains. Integrating accounting, human
resources, and marketing improves efficiency, innovation, and agility, according to
researchers, and such synergy is critical for long-term growth and success [10]. Finally, while
each function contributes to organizational success on its own, a holistic and integrated strategy
is routinely recommended for the best commercial results.

3. ACCOUNTING AND ORGANIZATIONAL PERFORMANCE

Accounting is critical for organizational effectiveness because it provides vital financial data
that supports numerous elements of corporate management. Its key contributions include
financial transparency, which fosters stakeholder trust and assures regulatory compliance [11].
Accounting facilitates decision-making by providing accurate financial data, allowing for
informed decisions about investments, cost management, and strategic planning [12].
Accounting aids firms in cost control and efficiency by monitoring spending, identifying
inefficiencies, and implementing cost-cutting initiatives, all of which improve profitability
[13]. It also contributes significantly to risk management by preserving financial records and
internal controls that detect and mitigate potential hazards like as fraud or liquidity concerns.
Accounting's impact on organizational success extends to performance measurement as well.
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Accounting-derived financial data and key performance indicators assist firms in assessing
progress toward goals and adjusting strategies as necessary [14]. Furthermore, accounting aids
investment and growth decisions by giving the data required to assess the financial implications
of new initiatives and market expansion. Accounting's position has been further increased by
technological advancements such as financial analytics, automation, and cloud-based systems,
which improve the accuracy and speed of financial information [15]. This technology
integration enables real-time modifications and improved decision-making, allowing firms to
remain competitive and achieve long-term growth.

4. HRM and Organizational Performance

Human Resource Management is critical to improving organizational performance across
several dimensions. Talent management is critical because good employee recruitment,
selection, and development result in a more skilled and capable staff [16]. Organizations that
invest in training and career promotion can stimulate creativity and increase overall
productivity [17]. Employee engagement and happiness are greatly influenced by HRM
policies that foster supportive work environments, acknowledge individual contributions, and
provide possibilities for advancement [18]. Engaged personnel are more motivated, dedicated,
and less likely to leave, which improves organizational success. Performance management
systems are critical for aligning individual objectives with organizational goals, as well as
giving clear expectations, regular feedback, and performance-based incentives [19]. These
strategies increase employee accountability and goal achievement, leading to superior
organizational outcomes. Furthermore, HRM influences workplace culture by encouraging
ideals like collaboration, inclusion, and ethical behavior [20]. A positive culture boosts
employee morale, creates a supportive environment, and results in better performance and
lower absenteeism [21]. Strategic HRM integrates HR practices with overall business strategy,
ensuring that HR activities are in line with organizational goals and flexible to external
changes. This strategic alignment improves the effectiveness of HR initiatives and contributes
to long-term corporate success [22]. Diversity and inclusion initiatives, supported by HRM,
introduce varied viewpoints that fuel creativity and problem-solving, resulting in innovative
solutions and a competitive edge [23]. Finally, actions to improve employee well-being and
work-life balance are critical for sustaining high levels of job satisfaction while reducing stress,
which promotes productivity and engagement. Overall, effective HRM practices, which
include talent management, employee engagement, performance management, organizational
culture, strategic alignment, diversity, and well-being are critical to generating organizational
success and gaining a sustainable competitive advantage [24].

5. MARKETING AND ORGANIZATIONAL PERFORMANCE

Marketing has a substantial impact on organizational success across a number of crucial
aspects. A strong market orientation, which includes recognizing and responding to consumer
needs, improves corporate success by aligning products and services with market demands,
resulting in increased customer satisfaction and loyalty [25]. Brand management improves
performance by increasing brand equity as recognition, perceived quality, and loyalty, allowing
firms to command premium pricing, cut marketing expenses, and differentiate from
competitors [26]. Effective marketing strategies, such as product positioning, pricing, and
promotions, align marketing efforts with organizational goals, resulting in optimal resource
allocation and a competitive advantage. Customer Relationship Management systems enhance
interactions, track behavior, and personalize marketing, resulting in increased customer
happiness, retention, and lifetime value [27]. The rise of digital marketing has exacerbated this
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impact, since tools like social media, SEO, and online advertising widen audience reach,
increase engagement, and provide useful data for decision-making. Furthermore, marketing
innovation the creation of new products, services, or processes promotes growth and
competitive advantage by responding to changing market conditions [28]. Market
segmentation enables targeted marketing efforts that better answer specific customer needs,
hence increasing effectiveness and market placement [29]. Finally, excellent sales and
distribution channel management ensures that products reach the market as effectively as
possible, increasing sales and customer satisfaction [30]. Overall, these marketing functions
improve organizational performance, allowing organizations to compete successfully and grow
sustainably.

6. RESEARCH METHODOLOGY

This study takes a quantitative approach to thoroughly investigate the impact of accounting,
HR, and marketing activities on organizational performance. A quantitative research design is
used, with a structured survey disseminated to a sample of 275 respondents from diverse
businesses. The survey collects information on the effectiveness of accounting methods, human
resource management, and marketing tactics, as well as their perceived impact on
organizational performance measures like profitability, efficiency, and growth. Data analysis
uses statistical techniques, such as regression analysis, to find correlations and causal links
between functions and performance outcomes. The combined results of these methodologies
provide a strong understanding of how accounting, human resources, and marketing influence
organizational performance, allowing for the production of complete recommendations for
improving these areas. This mixed-methods technique ensures that the study issues are
thoroughly explored, with numerical data balanced against rich, contextual insights.

7. DATA ANALYSIS & INTERPRETATION

7.1. Demographic Profile: The respondents belonged to diverse industry like retail, services
and so forth, with different level of education and varied work experiences.

Table 1: Demographic Profile of Respondents

Demographic Variable | Category Frequency Percentage (%)
Gender Male 150 545
Female 125 455
Age 18-24 years 80 29.1
25-34 years 110 40.0
35-44 years 50 18.2
45-54 years 25 9.1
55+ years 10 3.6
Education Level Undergraduate 60 21.8
Graduate 135 49.1
Postgraduate 80 29.1
Industry Manufacturing 70 25.5
Services 100 36.4
Retail 50 18.2
IT/Technology 55 20.0
Years of Experience 0-5 years 95 345
6-10 years 110 40.0
11-15 years 45 16.4
16+ years 25 9.1

The demographic profile of the respondents shows a broad sample, with a somewhat higher

rwabor ] 1




Accountancy Business and the Public Interest Volume: 40
ISSN: 1745-7718 Issue Number:10

proportion of males (54.5%) than females (45.5%). The age distribution reveals a plurality of
those aged 25 to 34 (40.0%), with a significant fraction also aged 18 to 24 (29.1%). Graduate
degrees account for 49.1% of all education, followed by postgraduate (29.1%) and
undergraduate degrees (21.8%). The majority of respondents (36.4%) work in the services
business, with considerable representation in manufacturing (25.5%), IT/technology (20.0%),
and retail (18.2%). The most popular job positions are mid-level (43.6%), followed by entry-
level (32.7%) and senior-level (23.6%). In terms of experience, the majority have 6-10 years
(40.0%), with a significant proportion having 0-5 years (34.5%) and fewer with 11-15 years
(16.4%) or more than 16 years (9.1%). This profile provides a glimpse of the respondent base,
contextualizing the study's conclusions on how various characteristics influence organizational
success.

7.2. Cronbach’s Alpha: Cronbach's Alpha is used to assess the reliability of the survey
instrument for each of the input variables.

Table 2: Cronbach’s Alpha

Variable Cronbach’s Alpha
Accounting 0.82
Human Resource Management 0.85
Marketing Management 0.88
Organizational Performance 0.86

The internal consistency of the survey instrument used for each variable is reflected in the
Cronbach's Alpha values. The alpha values are as follows: Accounting (0.82), Human Resource
Management (0.85), Marketing Management (0.88), and Organizational Performance (0.90).
These scores imply that the survey items for each dimension accurately measure their
respective concepts, with Marketing Management and Organizational Performance having the
highest dependability.

7.3. Correlation Matrix: The correlation matrix shows the relationships between the variables
Table 3: Correlation Matrix

Variable Accounting HRM Marketing Organizational
Management Performance
Accounting 1.00 0.65 0.72 0.78
HRM 0.65 1.00 0.68 0.82
Marketing Management 0.72 0.68 1.00 0.75
Organizational Performance 0.78 0.82 0.75 1.00

The Correlation Matrix demonstrates the connections between Accounting, HRM, Marketing
Management, and Organizational Performance. The correlations are often strong, with
Accounting (0.78), Human Resource Management (0.82), and Marketing Management (0.75)
having considerable positive connections with Organizational Performance. This suggests that
changes in Accounting, Human Resource Management, and Marketing Management lead to
better organizational outcomes. The high connections among these independent variables
suggest that their effects on performance are interconnected.

7.4. Regression Analysis: Regression analysis is used to examine the impact of the input
variables on Organizational Performance.
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Table 4: Regression Analysis

Variable Unstandardized Standardized t-value p-value
Coefficients (B) Coefficients (Beta)

Constant 2.10 - 5.12 0.00

Accounting 0.45 0.38 4.56 0.00

HRM 0.55 0.43 5.23 0.00

Marketing Management 0.35 0.30 3.80 0.00

Regression Analysis gives information on the impact of each independent variable on
organizational performance. Accounting has a positive unstandardized coefficient of 0.45 and
a standardized beta of 0.38, indicating a strong impact on performance. HRM has a stronger
influence, with an unstandardized coefficient of 0.55 and a standardized beta of 0.43, indicating
that it has the most significant effect of the three factors. Marketing Management, with an
unstandardized coefficient of 0.35 and a beta of 0.30, also contributes positively, albeit to a
lower extent than Accounting and HRM. All factors are statistically significant (p-values <
0.01), indicating their importance in predicting Organizational Performance.

7.5. ANOVA: ANOVA is used to see if there are any statistically significant differences in
Organizational Performance based on the input factors.

Table 5: ANOVA

Source of Variation | Sum of Squares | df | Mean Square | F-value | p-value
Between Groups 150.25 3 50.08 18.75 0.00
Within Groups 775.40 271 | 2.86

Total 925.65 274

The ANOVA (Analysis of Variance) test determines whether there are significant changes in
Organizational Performance based on the input factors. The ANOVA findings reveal a
significant F-value of 18.75 with a p-value of 0.00, showing that the regression model is
statistically significant and that the input variables together have a substantial impact on
Organizational Performance.

7.6. Model Fit: Model fit statistics measure how well a regression model fits the data.
Table 6: Regression Analysis

Statistic Value
R-squared 0.62
Adjusted R-squared 0.60
F-value 41.32
p-value 0.00

Model fit statistics assess the overall fit of a regression model. The R-squared value of 0.62
indicates that the Accounting, HRM, and Marketing Management variables account for 62%
of the variance in Organizational Performance. The adjusted R-squared value of 0.60, which
takes into account the number of predictors in the model, demonstrates that the model fits well.
The F-value of 41.32, with a p-value of 0.00, suggests that the model accurately predicts
organizational performance.

8. CONCLUSION
This study thoroughly analyzed the impact of accounting, human resource management and
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marketing management on organizational performance, demonstrating that each function is
critical to achieving organizational success. Accounting procedures improve financial
transparency and decision-making; human resource management methods improve employee
satisfaction and productivity; and marketing management tactics increase brand equity and
customer engagement. When these three functions—accounting, human resources, and
marketing—are strategically integrated and aligned with the organization's overall goals, they
have a synergistic effect. The study shows that this integration leads to increased operational
efficiency, better decision-making, and the ability to respond proactively to market difficulties.
These functions' aggregate impact not only improves short-term organizational performance,
but also positions the company for long-term competitive advantage and success. To
summarize, accounting, human resources, and marketing all have a significant impact on
organizational performance. When efficiently managed and coordinated, each function
contributes significantly to financial results and overall organizational performance.

9. LIMITATION AND FUTURE RESEARCH AGENDA

The need for additional research is highlighted by a few of the limitations, including the
representativeness of the sample and the possibility of biases in the self-reported data. Future
study could benefit from longitudinal studies to investigate the long-term consequences of
these behaviors, as well as cross-industry or cross-cultural comparisons to gain a more
complete knowledge of their influence in various situations. Overall, the findings highlight the
need of successfully managing these critical activities in order to improve organizational
performance and maintain competitive advantage.

10. THEORETICAL AND PRACTICAL CONTRIBUTIONS

This study adds substantial theoretical and practical value by illustrating the integrated impact
of accounting, human resources, and marketing activities on organizational success.
Theoretically, it fills a gap in the existing research by studying these functions together rather
than separately, highlighting their synergistic effect on total business results. It improves
management theory by connecting function-specific measures like as financial correctness,
staff productivity, and customer engagement to overall organizational success, highlighting the
importance of cross-functional collaboration. Practically, the study provides managers with
concrete insights for strengthening departmental collaboration, communication, and decision-
making processes. Organizations may optimize performance, improve resource allocation, and
create sustained growth by aligning financial management, personnel development, and
marketing strategies, making it an invaluable tool for company executives seeking long-term
success.
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