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ABSTRACT

This paper examines relationships between human resource management (HRM) and necessary
conditions to improve productivity by boosting policies related to welfareness of organization and
employee associated with. Work climate, employee retention and good social environments are few
of them; these all measures initiated by HR can improve organizational performance. Sgnificant
correlations are found between good human resource practices and business performance. The
functional area of an organization that is responsible for all aspects of hiring and supporting
employees, all the activities related to the recruitment, hiring, training, promotion, retention,
separation and support of employees are generally performed by HR department of an
organization. Effective use of human resources is essential in order to enhance organizational
performance. This article here summarizing some research emphasizing the policies and practices
of HR responsible for the improved productivity of organization.
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INTRODUCTION

The general HRM-practices involve job design, deda¢ appraisal and training. All necessary
actions for employee empowerment taken by orgapizatlso a part of HRM-Practices. Human
resources if applied properly then it can help pedp succeed, improve performance and decreases
chances of human error. An effective human resoumaeagement practices namely employee
empowerment, training and development, appraisiesy compensation are the main factor for the
success of a firm on employee performance whicecty enhances productivity of any business
due to the longer employee retention and good wgrkocial environments. HR policies determine
how employees regard importance of their empowetrmequity of compensation, job design
through training and expectancy toward effectivefqgenance management on their satisfaction
towards their job. Various researches have beedumed on this regards by many researchers.

23



Biresh K Sarkar et al J. of Appl. Sci. And Research, 2015,3(1):23:26

Retention

HRM Performance Working

Decision Climate
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The conclusive study of all researchers observattthining and development, appraisal system,
compensation are significant approaches of HR tetie requirements of employee satisfaction
2]

Retention of employee for long terms and generdiggthy working environments are the few HR
policies which improves performances of organizatmd employee; here we are describing such
policies with their conclusive research facts.

MATERIALS AND METHODS

EMPLOYEE RETENTION
Employees are the backbone of an organization. éjeéhe retention of the employees is important
in controlling the proper working conditions of argzation appropriately. Generally, organization
can retain their employee for a specified periodirok to utilize their experiences and emotional
association with organization. The motivation is iarportant factor contributing to employee
retention, it is essential to consider motivatiotiedories as motivated employees tend to stay with
an organization longer. Sufficient guidance throughining & development appraisal and
compensation are also affect employee retenticeceiely.
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Figure 2. Factor affecting retention of employee.
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There are various organizational strategies whitdcts employee retention. There are different
perceptions of each individual employee towardsitng, compensation and appraisal aspects when
they make decision to stay an organization. Em@syare generally concerned with all these
aspects as each variable affects employee reterfiogyanization should look forward to fulfill
employee satisfaction in all these aspects to bebshtion rate of employee. When an organization
is able to motivate its employees it will directhcrease productivity and efficiency. The different
working conditions on different places may affeetention of employee differently since every
individual having different thought process towatigis organization policies. Thus every individual
organization needs to set their goal differentlgamply the strategy of employee retention.

The empowerment is not so significant factor whaéfects employee retention strongly. Different
culture might have different expectation on deteing their employment satisfaction and
retention.
All such type of research concluded that trainingmpensation, motivation and appraisal are
fundamental requirements to be implemented by HRag@ment for increase sustainability of their
3]
employed?.
WORKING ENVIRONMENTS
Socio working environments of aorganization also affects its performantleere is a strong
correlation between organization working climatel gmoductivity. Human resource management
(HRM) is responsible for the overall working cukusf an organization.
Some organizations can evaluate their performawccarately by averaging the performance of
their employees. Generally the performance of ajamization is determined by the productivity.
Each organization having separate departmentsity tanperform specific work, these productive
units can be compared with each other when thegwuga the same type of resources and produce
the same type of outputs. Examples of such unitBinvan organization are branches of a bank,
stores in a retail chain or assembly lines in &ofgc At a higher level, whole organizations in the
same industry can also be treated as single udipartment.
Many types of organizational behavior and manydatlirs of organizational performance exist
only at the group level and have no obvious eqaivaat the individual level.
Progressive HRM practices may enhance both clipeteeptions and business performance. This
raises the possibility that the observed assodistizetween climate and performance are spurious
(dependent on a common third factor) and thus thiatate and performance are not causally
connected. Climate of an organization may act mediating link between HRM and performance.
The conjecture here is that progressive HRM prastitoster a positive work climate, which
increases employee well-being and motivation, dmsl ih turn leads to enhanced performance.
There may be more than one dimension of organizaitiolimates which may affect functioning
and performance of organization hence this show@dcbnsidered with all dimensions which
actually correlates climate and performance. Wdrknate in turn is posited to influence the
cognitive and affective states of employees invibekplace, in particular, work motivation and job
satisfaction; and these psychological states sépvashape individual behaviors such as job
performance and citizenship, which in turn have efiect on organizational productivity and
performance.
While considering effect of working environments performance other factors also need to be
consider and a rational conclusion require conattar of all aspect of an organization which
might affect performance. Different organizationdifferent palaces may have distinct correlation
between working climate and productivity. Favorgisgchological environments in the work place
and progressive HRM practices, such as managenigolb @lemand and support for professional
development, are associated with superior orgdoizat performance. Relationships between
climate and performance cannot be explained by twenmon dependence on HRM factors. There
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are both direct and an indirect influence on penmmce. HRM decisions exert effect by enhancing
or depressing the work climate which in turn pratisubsequent changes in performance. Thus
decision making sense is also a factor which médgcafcorrelation between climate and
performance, HRM decisions, climate and performareeconnected.

The effect of Human Resource (HR) policies on fperformance has been a major research issue
in recent years; smaller, entrepreneurial firmseh@aceived less attention in this area because they
do not typically have formal HR management depantseThesuccess of entrepreneurial firms is
highly dependent upon contributions from each eggdoand maximum contributions can be
obtained from each employee when HR policies becdiberal towards them. Many
entrepreneurial firms use an alternative approactraditional HR by establishing work climates
where employees feel valued and important. The @&apen is that this climate will have a
dramatic effect on employee behaviors that ultityatead to successful firm performance.
Generally the correlation between working climatel @erformance can be observed or analyzed
by studying some factors like; job satisfaction péogees’ behaviors and retention.

Generally both working climate and self-efficacyfeat work engagement both directly and
indirectly through influencing the otht.

CONCLUSION

HR strategies must be developed to support theeaehent of the organization’s objectives. HR
strategies can themselves be critical inputs inerda@hing the strategic initiatives for the
organization. Management of employee in organimasoessential tool for HR policies. HR needs
to develop an effective retention management plah Wwealthy working climate to motivate
employee which ultimately boost organizational perfance. Along with providing the company a
road map for forecasting their staffing demande@fe human resources planning documents the
talents and skills of the people who are in plawg fanally retention of such talent by creating goo
working climate.

REFERENCES

[1]. Ali P, Job satisfaction characteristics of lieg education faculty by race. Afr. J. Bus. Manage.
2009 4(5), 289-300.

[2]. A.K. Paul and R.N. Anantharaman, Impact of pleananagement practices on organizational
performance: analysis of a causal model, Int. JHoman Resource ManagemeR003 1246—
1266.

[3]. Eric Ng Chee Hong, Lam Zheng Hao, Ramesh KurGaarles Ramendran, Vimala Kadiresan,
An Effectiveness of Human Resource Management ieegcon Employee Retention in Institute of
Higher learning: A Regression Analysis, InternaséionJournal of Business Research and
Management2012 3 (2), 60-79.

[4]. Garry A. Gelade, Mark Ivery, Lloyds TSB. Thepact of Human Resource Management and
Work Climate on Organizational Performance, PersbRsychology2003 56, 383-404.

26



