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ABSTRACT:This paper provides the study of human resources literature. HRM plays an important role in each 

company. They play a key role in managing employee and employee desires as they act as a bridge.This paper lets us 

understand in depth the scholars who have had a decent understanding about the practice of human capital in India. The 

organization should follow human resource policies to conserve workers and to make a profit in the organization, 

which are well designed and built. This paper addresses the literature analysis of employee retention improvement 

strategies. 
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I. INTRODUCTION 

In the business world, digital era and the economy of knowledge influenced big shifts. In the competitive, 
unpredictable, changing and complex world, companies today face tough competitions. Companies rely heavily on their 

capacity to adapt and react to the environment, versatility and the capability of developing new innovations and goods 

to gain competitive advantage and even sustainability.Employees with a kind of entrepreneurial and inventive actions 

should be a business pursuing innovative and imaginative techniques. It is therefore necessary to consider correctly 

what makes people in the workplace innovate and how businesses should form these forms of behavior[1]. 

Management of human capital is thought to be highly incorporated into the organization policy to promote 

developments efficiently.Flexible human resource management is another evolving area which begins to create 

research interest in human resource management since it helps organizations to broaden and adapt to evolving, 

unpredictable and varied needs, both internally and externally. Flexible management of human capital is viewed as an 

essential feature of firm flexible activity since it conforms to shifting external circumstances the attractions of workers 

(knowledge, abilities, qualities and behavior).Flexible workforce management is basically promoted to use and 

assimilate current and efficient environmental information and to change flexibly in the systems, job strategies and 

motivation and preparation plans[2]. 

Human Resources Management (HRM) also affects innovative working behavior, as it focuses on improving employee 

skills, motivation, skills and possibilities. HRM essentially enables its workers to show their talents by using their 

knowledge, skills and capacity to deliver their achievements in the form of innovative ideas. Innovative working 

activity is, by design, a multi-level mechanism that focuses on creating, introducing and enforcing new 

concepts.Innovative practices are important for businesses looking for creativity; in essence because their workers are 

the effective companies whose action is the primary driver of innovation. The core element of change management, 
which drives companies to creativity and eventually to improved competition. While ingenuity and innovation are now 

viewed by the majority of business leaders as key to long-term growth, many still adopt conventional innovation 

methods, whose gains never outweigh their expense, frequently failed or lost[3].Ignorance remained the HRM position 

in creativity. There are just 20% of HR practitioners active in the innovation process in the business sector, according to 
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the study. In addition, the secret to organizations’ creative success is their employees' innovative working actions but 

companies do not know how to activate their employees in a manner that demonstrates innovative behavior, 

considering the role it plays. 

II.FINDINGS FROM HR LITERATURE 

1. Strategic HR: 

The interaction between HR structures and corporate success has been strongly oriented in strategic HR analysis with 

rising attention paid to factors and circumstances that could be crucial to a broad spectrum of organizational 

performance. There is significant quantity of data demonstrating that the different metrics of the HR system of an 

undertaking (e.g. good efficiency working practices) are associated positively with different organizational, customer 

and financial results. But we know much less about the processes that can impact core business priorities across HR 
programs.Present ideas remain scattered, but constructive attempts have been made for clarifying and elaborating on 

how to exploit HR programs in order to optimize organizational performance[4]. For example, an integrative, complex 

model which includes key elements of universalistic, configurationally and contingency perspectives used to direct 

many of the previous research in these sectors has been presented in the most frequently applied framework for the 

analysis of the HR-based performance relation.Factor outside of the organization’s context that can impact different 

linkages inherent in the success relationship with the HR business has been further taken into greater account. For 

instance, the complex attributes of the market world and the relevance to external factors of versatile, adaptive HR 

systems. This and associated initiative have further strengthened the essence of HR program and how this role can 

impact key metrics of organizational performance[5]. 

2. Staffing: 

The job review and skills evaluation processes, especially data collection procedures were given some attention within 

the personnel sector. Most recent research has, however, concentrated on recruiting and selection subjects. With respect 

to recruiting, there has been continued exposure to the factors that can impact not only the number and form of people 

applying for jobs, but also the degree to which those factors influence the acceptance of work offers[6].The latest meta-

analysis of 232 researches, for example, revealed that the characteristics associated with work, company, recruiting, 

recruiter attitudes and candidate preferences were strongly linked to the attractiveness of the applicant.The findings also 
indicate a good indicator of applicants' attractiveness over the whole recruitment period (that is, personal-organization 

and work-person capacity), but the influence of hiring habits degraded at later stages of recruiting. These studies offer 

insights into the relative significance of variables that may influence the attitudes and actions of the claimant[7]. 

3. Training and Development: 

Regarding the training material new employee programs, particularly the adaptation process, has received special 

attention. Additionally, the emphasis on diversity, including old staff, and on different management and leadership 

growth issues has intensified as a result of changing workforce dynamics. The influence of educational design and 

facilitation, especially the functions and the results of technology-enabled learning systems, has nevertheless received 

much more attention[8].For example, a hybrid teaching strategy, in which web-based training was used as a counterpart 

to classroom instruction, was considerably more efficient for promoting unique information and skills than classroom 

instruction.In addition the research that explored behavioral models and error prevention methods as well as practices 

beyond the learning context (e.g. post training input and self-coaching activities) that can be integrated into the training 

design to support further learning and the implementation of new knowledge has provided valuable insights into the 

learning process and The findings suggest that wider and integrative strategies are required for training and growth 

systems to be planned, applied and assessed. 
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4. Performance Appraisal: 

In terms of the performance evaluation students preceded to analyses the application and effectiveness of a multi-

source meta-analysis of 24 longitudinal studies, finding that input from three primary sources – direct accounts, peer 

reports and supervisor reports – had a rather slight positive yet positive influence on performance. This result shows the 
role and influence of performance feedbacks through a wide range of human and contextual influences. Furthermore, 

scholars have studied how success varies over time and the effects for performance assessment. Finally, the effect of 

human traits on the assessment scores, such as rater targets and employee satisfaction, as well as the impact of the job 

sense of the evaluation process is being further illustrated[9]. Moreover, in line with the above patterns, these findings 

intensify the need for wider explanations of evaluation processes, particularly those variables which may impact the 

usage and usefulness of input in order to enhance their outcomes. 

4. Compensation and Benefits: 

Compensation and gain analysis has, by contrast, gained far less focus than other HR roles. The effect of particular 

program elements on individual results was investigated in most of the studies in this area. For example, studies have 

ties with various perceptions, habits and efficiency, such as financial incentives and pay coordination However; most 

findings suggest how motivation and rewarding program can affect the results of workers through a contingencies 

approach[10]. For example, a connection between pay confidentiality and the success of the employee mission was 

mediated by justice (for example, procedural and information) expectations and the instrument of performance-pay (i.e. 

pay secrecy may have a negative influence on performance among individuals who are more sensitive to pay inequity). 

Thus, greater effort tends to be required to ensure that payments and incentives impact desired effects.  

III. CONCLUSION 

In summary, in all types of workplaces HR is obviously an essential feature, as there are recent indications that some 

facets of the HR system can be more applicable to businesses relative to other types of enterprises. There are some 

particular issues from the HR point of view about the intangible value of commodities, seasonality and market 

volatility, and dependency on low-wage/low-skilled employees, the high fixed cost and associated business 

characteristics. As such, hospitality HR scholars need to take a closer look at the characteristics that are particularly 

salient in labor-intensive, service-focused settings and determine which HR polices; practices and systems may have 

the most utility and impact. Doing so will enhance our conceptual understanding about effective hospitality HR 

systems and provide a basis for developing more actionable guidelines for practice.  
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