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The dynamic environment and globalization has brought about a consistent pressure on the organizations to continually change their practices, product and process, to endure and support. Besides, the organizations have perceived the necessity of introducing innovative and new practices, product and process. In the globalization time, to contend and continue in a long run, a business foundation must be inventive and cultivate the culture of innovation and entrepreneurship by tapping the competency of Human Resource (HR). In addition, in this business environment of vulnerability, danger and instability, innovation plays a significant capacity towards making an upper hand for organizations. Many researchers have proposed that innovation and entrepreneurship makes a significant commitment to organizational effectiveness for the long-term survival of organizations, because it empowers organizations to be competitive in a quickly changing environment and accomplishes an upper hand. Consequently, reassuring and encouraging innovation and entrepreneurship is a vital decision of each fruitful association. As people are the foremost critical asset in any organization and they can add to innovation by means of their inspiration and aptitudes, the part of human asset management is critical. In an organizational set up, it is the HR framework which plays pivotal role in encouraging and conveying the objectives of inventiveness to the Human Resource (HR) and the way to accomplish the hierarchical objectives. The connection between Human Resource Management Practices (HRMP) and innovation has been depicted as a black box, where a parcel still has to be examined. Subsequently, the point of this paper study is to explore the nature of the connection that exists among Human Resource Management Practices (HRMP) and innovation in organization. To do as such, hypothetical underpinnings and presence of an intervening or a directing component is assessed. This paper study is mainly discussed discusses the role of innovation and entrepreneurship in Human Resource Management Practices (HRMP). This research paper work investigates the hypothetical and experimental findings from more than 30 research papers and articles, which examines the role of innovation and entrepreneurship in Human Resource Management Practices (HRMP). This research paper work utilizes publications from the significant articles, altered works and other research materials to accomplish the objective of the study. Reviewing the nature of relations existed existing within the chosen articles, interesting discoveries are addressed comparative with the idea of the human resource management system (HRMS) utilized, practices encompassed and their diverse utility. HRMS has been demonstrated to be related with product development yet more proof is required for supporting process innovation. Managers can animate creativity and innovation by contributing resources into data sharing, strong management, and building up an inventive climate. The Human Resource Management Practices (HRMP) and innovation relationship is assessed; significant practices that would direct managers to actuate innovation are highlighted. This research paper work features the relationship of Human Resource Management Practices (HRMP) with ambience to entrepreneurship. In counter, research is done dependent on the theoretical perusing of literature review of Human Resource Management Practices (HRMP), entrepreneurship and the connection between the two factors.
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INTRODUCTION
The essential objective of every organization is to reach and build their productivity. Open doors for upper hand emerge by presenting new and innovative products or new services. The component of risk taking moreover plays an imperative role in internationalization for evaluating extension to new markets. Innovation and creativity are an undisputable apparatus that make a contrast in a more competitive presence in the market. Innovation in management standards and processes can make long-lasting advantage and deliver sensational shifts in competitive position. In the course of recent years, entrepreneurship and innovation, more than some other sort of advancement, has permitted organizations to cross new performance limits. Firms that are eager to face challenges and act proactively and innovatively are bound to distinguish and exploit entrepreneurial opportunities than firms that are not (Lumpkin and Dess, 1996)[1]. Well-known organizations which we relate with supported innovation, regularly portray their prosperity as because of finding the best individuals and afterward ‘getting out of their way’. Other organizations examine establishing conditions and frameworks which energize innovation and provide opportunities to change over thoughts into effective products or services. Our intrigued lies in ‘individuals related’ measures which are found in successful firms.

Human resource division is a focal piece of rebuilding organizations, regardless of whether the point is to create organizational framework, improve business cycles, or increment information, innovativeness or other organizational parameters. In dynamic organization conditions, the rewards stemming from speculations in human resource (HR) are perceived by scholastics and professionals. This is particularly evident in the current period with its accentuation on innovation, information information-based organizations. Roberts (1988) additionally contended that the four components of staffing, structure, methodology and framework uphold were vital to effective innovation and that guaranteeing the organization had the right sort of individuals who were successfully overseen were basic personnel shortages [2, 3]. Organizations are creating techniques dependent on innovation with the goal that they can stay in rivalry and can get feasible upper hand. They are creating Human Resource Management Practices (HRMP) and building up a culture, ideal for the turn of events and execution of innovative thoughts. In this setting, human resource development assumes a particularly imperative part in accomplishing organization success.

For achievement of an organization, Human Resource Management Practices (HRMP) assume a significant part with organization culture, conductive to advancement of innovative capacity of the representatives. Human Resource Management Practices (HRMP) are those approaches which an organization needs to manage its employees and different people. Numerous studies found that associations with remarkable human resource (HR) lead to best execution of employees exclusively but allmoreover of organization collectively. As the organizations develop, the human resource management practice (HRMP) ought to be more formal, complex, arranged and methodical and disbursement of power to the subordinates is embraced to accomplish compelling outcomes (Pugh et al., 1976; Kotey and Slade, 2005; Flamholtz, 1995)[4, 5]. The essential focal point of human resource management practice (HRMP) are individuals individuals-centric exercises, since the ever-changing, competitive requests of the commercial center have constrained a re-orientation and change in perspective of human resource management practice (HRMP). Human Resource Management Practices (HRMP) generally incorporate enlistment, selection, training, remuneration management, performance management, career counseling and so forth. Human Resource Management Practices (HRMP) which create development and inventiveness in employees are considered vital for progress of the organization. Normal attributes of such innovative HR strategies and practices found in the literature are (Figure 1): 
· Equal treatment, 
· Human capital ventures, 
· Sustainable employability, 
· Reward frameworks (beyond monetary motivating forces), and
· Decentralization and self-sufficiency.


Figure Figure 1. Attributes of such innovative HR strategies and practices.

Human Resource Management Practices (HRMP) are those practices which an organization creates for enrolling, selecting, retaining and securing most able and potential candidates with the possibility for running its operations effectively. The organizations which are incapable to keep creative and innovative capacities in their work force, they obsolete with the time and are thrown out of the competition by their rivalries. In the literature, the connection between Human Resource Management Practices (HRMP) and innovation is twofold, i.e., Human Resource Management Practices (HRMP) can encourage innovative capacities of employees and simultaneously, the inventive capacity of workers can likewise, up somewhat, create between Human Resource Management Practices (HRMP) of the organizations.

Various factors moderate the relationship between Human Resource Management Practices (HRMP) and innovation, for example, knowledge management (Mario and Donate, 2014)[6], Knowledge (Alvaro, 2009)[7], style of leadership, organization technique, structure and culture. The significance of between Human Resource Management Practices (HRMP) was perceived in 1980s and later on their experimental connection with execution of the organization was established. A firm with better Human Resource Management Practices (HRMP) has a larger number of opportunities to get more upper hand than its adversary firms.
These days, organizations need a workforce with innovative capacities so they can create products and offer assistance according to requests of the business sectors in progressive business environment. The basic concern of the organization is to maintain a fit between its contributions to market and what environment directs (Liao, Kickul, and Ma, 2009)[8]. It is extremist and smart endeavor to present a few varieties in products, assistance, administrations or measures or in organization (Leede and Looise, 2005)[9].

Innovative capacity is significant in building and bringing unused products and services. In literature, innovation has been portrayed by a several distinctive ways. Thompson (1965) has characterized innovation as the generation of the thoughts and considerations, acknowledgment of thoughts and afterward execution of thoughts effectively [10]. Every segment of this definition requires innovative capacity, for example, generation of ground breaking thoughts requires critical thinking and thoroughly considering out of box. Thought acknowledgment requires total difference in attitude in light of the fact that there might be opposition from the employees and usage requires improvement of new abilities and change in general environment. Subsequently, innovation must be actualized over the organization not on step step-by by-step premise. Innovation executed step step-by by-step premise may lose its viability on the grounds that viewpoints of organization may not work in a coherent way with measurement of the organization which is influenced by change. As Scarbrough (2003) features [11], if innovation is the crossing point of two streams; the progression of knowledge and the progression of individuals (Starbuck, 1992), at that point HRM will assume a basic part in molding and aligning these two streams [12].

Essentially, entrepreneurship has been distinguished as the process toward making new thing of esteem worth by dedicating the fundamental time and exertion, accompanied with monetary, psychic, and social risks and receiving the subsequent awards of financial and individual fulfillment and freedom. (Hisrich, 20052002) [13]. This process empowers the business in making an incentive by recognizing market openings and making unique combination of assets to seek after those opportunities (Jacobson, 1997). These submissions hint that for organizations to outlive various challenging commerce thistles, there is a convincing need to add-on the human resource (HR) in supporting the rise and development of business in the association to achieve significant business results.	Comment by Archana Garg: Year is 2002 in the given ref list

Entrepreneurship can truth be told be perceived as the administration cycle by which a gathering of people, firing up another firm or dispatching another item or market, acknowledge danger and seek after a chance (Timmons, 1999; Schumpeter, 1934)[14, 15]. Entrepreneurship, as indicated by Onuoha (2007) [16], “is the practice of beginning new organizations or reviving full grown associations, especially new organizations by and large in light of distinguished chances”. Schumpeter (1965) characterized “entrepreneurs as people who adventure market opportunity through specialized or potentially authoritative advancement”. Bolton and Thompson (2000) have characterized an entrepreneur as “an individual who constantly makes and enhances to construct something of perceived an incentive around saw openings” [17]. Hisrich (1990)  characterized that an entrepreneur is portrayed as “somebody who shows activity and imaginative reasoning, can put together social and financial systems to turn assets and circumstances to commonsense record, and acknowledges danger and disappointment” [18]. Thomas and Mueller (2000) contend that the investigation of entrepreneurship should be extended to global business sectors to examine the conditions and qualities that empower innovative action in different nations and districts [19]. It is sensible to expect that business visionaries mirror the prevailing estimations of their public culture, and public culture has distinct impact on business (Thomas and Mueller, 2000)[19].	Comment by Archana Garg: Author not in the given ref list

Yaundt (2000) observed that Human Resource Management Practices (HRMP) do not straightforwardly influence organizational performance, yet help fabricate intellectual capital, which thus prompts expanded organizational worth creation. Hence, to appreciate this elevated closure of business entrepreneurship, in each organization, human resources must be arranged, coordinated, prepared, created, evaluated and satisfactorily remunerated in most ideal way that will result in the rise and improvement of the right core competencies and organizational capabilities which serve as the premise of making esteem. Thus, Organizations need to plan its human resources in conduct that will make it a virile wellspring of upper hand (Lawler, 2009).	Comment by Archana Garg: Author not in the given ref list
Human resource assumes an essential function in development and accomplishing upper hand for the association, yet it is conceivable just when an association centers on its Human Resource Management Practices (HRMP) to persuade or fulfill representatives as well as can animate age of novel thoughts and gives a cycle to fruitful usage of the equivalent.

THEORETICAL BACKGROUND
Innovation and Human Resource Management
Over two decades’ prior, Kozlowski (1987) called for HRM to be all the more unmistakably implanted in organizational methodology to encourage innovation [20]. Around a similar time, Roberts (1988) additionally contended that every one of the four elements of staffing, structure, technique and framework support were central to successful innovation which ensures the organization had the correct sort of individuals who were adequately overseen as the basic staffing issues [2, 3].

Neither of these early calls anyway endeavored to obviously arrange the specific Human Resource Management Practices (HRMP) or processes that may be most accommodating for building innovation capacities; but at slightest the discussion had started. Despite the fact that there is significant conversation with respect to the overall significance of explicit Human Resource Management Practices (HRMP) and how they should be designed, there is general understanding concerning the significance of arrangement between Human Resource Management Practices (HRMP) and organizational methodology (e.g., Lengnick-Hall and Lengnick-Hall 1988) [21].

Until the 2000s, the innovation literature was portrayed by moderately meager consideration being paid to Human Resource Management Practices (HRMP) and how they impact development execution (Laursen and Foss, 2003)[22]. The contention in this manner is that to amplify the probability of effective innovation, commitment with human resource management (HRM) in a coordinated way is fundamental.

Lately, the relationship between human resource management (HRM) and innovation has been investigated from different points. One course this exploration has taken accepts that HRM frameworks in general or HRM frameworks involved explicit practices that impact innovation capacity by implication. For occasion, experimental examinations loan uphold for the conflict that human resource management (HRM) impacts mechanisms, for example, advancement and exploitation of intellectual capital (Wright et al., 2001)[23], information creation and new item improvement (Collins and Smith, 2006) [24] and organizational learning (Snell et al., 1996) [25] that thus encourage innovation.

Past HRM examines have focused on development in human resource management (HRM) as opposed to innovation and human resource management (HRM). Initiatives such as high high-performance work practices have been featured as innovations inside the domain of HRM (McCartney and Teague, 2004; Murphy and Southey, 2003; Richard and Johnson, 2004). Similarly, issues, such as, adaptable benefits plan have been proclaimed as human resource management (HRM) innovation (Barringer and Milkovich, 1998)[26]. Nonetheless, these have not fundamentally interpreted into those inside the human resource management (HRM) discipline seeing their commitment to creating more extensive innovation capabilities inside the organization.	Comment by Archana Garg: Not in ref list

The human resource management (HRM) literature has not endeavored to bridge this isolation between innovation and human resource management (HRM), or to take a gander at how innovation exists as a necessarily portion of development in Human Resource Management Practices (HRMP).

In later times, De Leede and Looise (2005) have made a commitment to this wrangle about by the advancement of a model that incorporates human resource management (HRM) and innovation [27]; a basic advance if the connections and commitments are to be experimentally explored. This model perceives the possible commitment of HR techniques, practices and results inside the structure of innovation management; signal handling, methodology, resourcing and execution (Tidd et al., 2005)[28]. De Leede and Looise (2005) have demonstrated the requirement for additional examination here, especially comparable to the foremost appropriate Human Resource Management Practices (HRMP) in the different stages of innovation [27]. Laursen and Foss (2003 p.257), additionally call for more examination into “conjecturing the connections between Human Resource Management Practices (HRMP) and innovation execution all the more thoroughly” [22].

Human Resource Management (HRM) and Entrepreneurship 
[bookmark: _GoBack]An entrepreneurial direction is basic for organizational endurance and development in the present business environment (Morris and Jones, 1993)[29]. Additionally, the current slant towards knowledge escalated businesses implies that intensity progressively relies upon the administration of the social bases of individuals from associations. Culture, perspectives, qualities, and obligation to representatives, at that point, are more critical to the achievement of firms –, of all shapes and sizes –, than ever (Snell et al., 2002) [30]. Human resource management (HRM) hypothesis and practice can add to understanding issues looked by the enterprising firm (Altinay et al., 2008)[31]. Various models are the responsibility of Human Resource Management Practices (HRMP) to the perseverance of new pursuits and the impact of resource obtainment, assignment and headway on the speed and course of advancement in quickly expanding firms (Heneman et al., 2000; Katz et al., 2000; Barrett and Mayson, 2007)[32, 33]. To be sure, HRM would appear to be one of the more essential administrative choice zones influencing corporate business (Kuratko et al., 2005).

Schuler and Jackson (1987) detail the connections between each of the HRM approaches– : planning, staffing, assessing and monitoring performance, compensating, training and development and the workplace relations –, and entrepreneurship [34–37]. Contrasts in Human Resource Management Practices (HRMP) are probably associated with changes in the degree of entrepreneurship across organizations, as is predictable with possibility hypotheses of associations (for example Minzberg, 1984). Representative qualities are related with effective entrepreneurial endeavors: creative and innovative conduct, ability to take risk, long term direction, center around results, adaptability to change, co-activity, free conduct, resilience of equivocalness and an inclination to accept accountability HRM (McCartney and Teague, 2004; Murphy and Southey, 2003; Richard and Johnson, 2004)(Schuler, 1986). Both entrepreneurship and human resource management (HRM), notwithstanding, have issues delimiting their fields of research. This is especially valid for business in view of the extraordinary vagueness that exists in its definition and measurements.	Comment by Archana Garg: Not in ref list	Comment by Archana Garg:  is it Schuler RS, Jackson SE.?

Taking everything into account a gap exists in both the innovation and entrepreneurship and human resources management practices (HRMP). Filling this gap is significant on the grounds that both innovation and entrepreneurship assumes a vital function in human resources management practices (HRMP) as the shaker and mover in firm turn of events and development, and on the grounds that the literature has just not explored this territory in extraordinary enough profundity. To begin this collaborative zone of explorationTo launch this joined zone of exploration, at that point, this paper study audits the current the current literature on role of innovation and entrepreneurship on HRM practices in India.

OBJECTIVES OF THE STUDY
1. To study the role of innovation and entrepreneurship in Human Resource Management Practices (HRMP).
2. To study the various innovative Human Resource Management Practices (HRMP) in Indian companies.
3. To portray the different intercessions of Human Resource Management Practices (HRMP). 
4. To analyze the new elements of Human Resource Management Practices (HRMP).

PROBLEM FORMULATION
Employees are the noteworthy resource of any organization, ; however, it is as of late that it has been really acknowledged, and Human Resource (HR) departments have been arrangedarrangement. There are number of reasons in the Indian organizations which require HR manager’s consideration. There are number of challenges like ‘finding the suitable and competent applicant’ and ‘how to lead the workplace’, these both are truly imperative as to advantage the organization. Aside from these, there are additionally some different issues confronted by the organizations, which are managing people, spurring workers to embrace new innovations, training and recruitment etc.

Remembering these challenges, the opportunity has already knocked the doors of the organizations to discover solutions. From recruiting new representatives effectively, on boarding them enthusiastically, preparing them deliberately and connecting all workers astutely, there are numerous openings to stand apart with inventive Human Resource Management Practices (HRMP). The present Human Resource (HR) departments depend on innovation and creativity to stay with the on the bleeding edge of rivalry. The best organizations consider their HR teams to be accomplices in the business. This research paper work evaluates the association between innovation and entrepreneurship in Human Resource Management Practices (HRMP).

RESEARCH METHODOLOGY
The principale wellspring of information utilized for the investigation is secondary information. The current examination is has applied study with exploratory cum distinct in nature. This examination follows the scientific exploration philosophy which depends on the quantitative information. The data related with study has been gathered from websites, journals, magazines, published and unpublished research papers and books.

FINDINGS OF THE STUDY
Innovative Human Resource Management Practices (HRMP) in India
There is a total transformation in Human Resource Management (HRM) in an organization from the previous decade, it was even more of a bolster framework for any business however now daily it assumes an essential part in adjusting diverse division’s exercises and plays a critical part for the organization to accomplish its targets and objectives. After the liberalization, Indian firms discovered a few changes in the outside climate which affected theire working; to react to the serious disturbance, Indian firms embraced the creative changes in their Human Resource Management Practices (HRMP). The present time dealing with the labor force, persuading and holding them has been a confounded errand and requires acquiring changes the Human Resource Management Practices (HRMP). Privatization and globalization have made it fundamental for associations to embrace the innovative Human Resource Management Practices (HRMP) (Som, May 2007). A few approaches straightforwardly sway the employees while others rely upon the supervisor’s sponsorship and backing, the HR manager is required to counsel colleagues just as other line utilitarian chief’s to frame methodologies.

Competitive advantage is the significant concern for any firm. It is not any more identified with the presentation of a new product but it is a greater amount of recognizing capabilities and making a contender move. Numerous organizations are embracing new technologies and changing their working in according to the new pattern; quite a long long-range informal communication has changed the cycle of enlistment (Bing, 2011). Firms are receiving new and creative Human Resource Management Practices (HRMP) to expand their effectiveness and individual profitability (Sung-Choon, 2013 and Conway, 2011). Indian associations need to adjust so that its work force is capable to take difficulties and according to the changing external environment. In the course of recent years, innovative Human Resource Management Practices (HRMP) have picked up significance and to be productive in that, organizations need to get an assorted labor force with competitive aptitudes. An examination by studySom, (March-April 2006) and Harish Jaina, (March, 2012) gave a few instances of the organizations has have received inventive human resource (HR) policies and picked up advantages too. There are not many Indian organizations which actualized the creative Human Resource Management Practices (HRMP) and get got the outcomes, for example, Maruti Udyog Ltd., Mahindra and Mahindra and some more.	Comment by Archana Garg: Not in the ref list

Four Critical Dimensions of Best Practices (Figure 2)	Comment by Archana Garg: Fig.2?
1. Attract and access: Attracting and retaining competent and contributing employees is turning to be an enormous issue for each organization, they are following each trap and methodology to enlist and retain the workforce.
2. Develop and grow: These days’ organizations attempt to perceive the yearnings of representatives and center ofon their development, improvement and advancement. India gives job rotation openings to high-performing representatives from operations division. This gives them more broad understanding of the business.	Comment by Archana Garg: Focus?
3. Engage and align: Worker commitment has held the focal point of organizational leadership and numerous organizations continue dispatching new practices to charm representatives. They are utilizing creative Human Resource Management Practices (HRMP) like “Loyalty Interview” - to discover would could it be that makes its representatives remain on. The input from faithful workers frequently considers the leadership style and apparently works as an incredible inspiration.
4. Transition: Development of talent inside the association and outside of the association imparts solid signals to the representatives about the association’s consideration and concern. Directly from the induction, which is the primary impression the representatives conveys, to the exit interview, the affectability displayed by the association includes an enduring affects all representatives.


Figure 2. Innovative human resource management practices.
Figure ???	Comment by stmjournals9: Pls. provide caption and citation

Innovative Human Resource Management Practices (HRMP) By Companies in India
a. Enlistment and selection.
b. Learning and improvement.
c. Rewards and acknowledgment.
d. Career management and planning.
e. Compensation and benefits.
f. Performance management.
g. Initiative and improvement.
h. Organization structure.

Enlistment and Selection
i. Google: 
· Diversity among representatives: Ex-armed force man to previous teacher in the labor force. 
· For enlistment they expect the individual must be comfortable with innovation and be idealistic about the future. The organization’s enlistment process ensures that it gets individuals edge it needs. A series of wire checks are performed.There is a battery of wiring tests, interviews are thorough, not in the feeling of being a pressure meet, yet questioners attempt and dive deep into what really matters to the applicant. At that point, the itemized criticism on the competitor is given to an autonomous group accountable for employing. The organization’s philosophy is to recruit somebody who is superior to you. 
ii. Representative references by workers which involves half of all recruiting at SAP Labs India, Bangalore. 
iii. Non-standard pool of talent: housewives with a hole in profession.
iv. “Bar raisers”: The HR division has coordinated an elite group of 34 workers, – who have blackball power in an enlistment choice, if a Bar member feels a potential enlist does not coordinate up to the organization’s guidelines. 
v. Short stories: The Company gathered 52 short stories, one for every week, the organization used to present new recruits. The stories talk about its set of experiences and advancement, innovation and individuals who had any kind of effect. 
vi. The organization beyond its workforce and associates with their care group: The family, when a representative joins, his parents or life partner get a welcome letter.

Learning and Improvement
i. SME’s (Subject Matter Experts): 
· HR group distinguishes the interior subject matter specialists to offer training to the representatives.
· Sending representatives for higher studies.
ii. E-Welcome:
· At the point when representatives join the organization, they need to associate with functionaries in different regions who accept that the new individual in knows the interior frameworks. Frequently the new representative is new to the frameworks. The E-Welcome passage records certain all-inclusive frameworks of the organization and assists them get acquainted with such things. A stand-out element is that if this agenda remains fragmented, it sends a programmed notice to the supervisor liable for the representative. 
· Organization follows training and learning strategy to have seven 7 days of training each year and is required for all representatives, even theis administrator and the chiefs.
iii. GOLD (Godrej Organization for Learning and Development):
· Electronic learning tied up with UK-based NetG to convey e-learning modules among the workforces. The organization gives equivalent significance to soft skill training. This learning makes an authority pipeline.

Rewards and Acknowledgment
i. MAD (Mutual Admiration): Is an event where each representative is given green cardboard departs on which they jot messages of appreciation and pin them onto the MAD tree in the cafeteria. The leaves are a method of connecting with partners and groups who have made a difference. Furthermore, toward the week’s end, the foliage gets thick. Clearly, the representatives like being around one another. 
ii. Smart Work and Smart Reward: It coordinated towards improving representative’s efficiency. It remunerates the individuals who complete errands in less working hours than specified. The reward process is well characterized and straightforward. It has helped in guaranteeing better work-life balance.
iii. Promotion within: Promoting from within an organization supports spirit and helps keep profitability high. New representatives can see the potential for growth. Employees are bound to exploit organizational training and educational opportunities in the event that they realize these exercises can improve their odds of promotion. Promoting from inside can abbreviate occupy times, extend worker residency, invigorate representatives and lessen turnover. Augmenting an interior up-and-comer’s range of abilities might be simpler and results in a more limited expectation to absorb information than getting an outer up-and-comer who does not have the foggiest idea about the association’s current circumstance and customer base.

Career Management and Planning 
i. Career Success Centre: 
· An online entry and a one-stop look for all career related assets. The entry assists representatives with planning and building up their career as per business needs.
Compensation and Benefits
i. Paternity leave. 
ii. Additional three 3 months’ maternity leave at a large portion of the compensation leave. 
iii. No attendance observing. 
iv. Boundless sick leave. 
v. Equivalent advantages for representatives across levels.

Performance Management
i. 360-degree feedback framework 
ii. “Execution Task Force”: A cross functional group establishes 20 individuals and this group monitors what should be stopped and what appears to be working. It returns to HR at regular intervals to convey input.

Initiative and Improvement
i. Nourishment for thought: Welcoming representatives in gatherings to talk with Managing Chief over lunch in a casual environment on different issues and themes. 
ii. Progression planning.
iii. Representative empowerment.
iv. Connect: An activity to keep an immediate connection of correspondence to its employees, the leader of the organization meets the representatives.

Organization Structure
i. Flexi and Part-time. 
ii. The organizations permit the representatives to shift jobs in case they wish to, over its distinctive functions.
iii. Dramas: The organizations are requesting that the representatives devise plays to perform its qualities, plan screen savers and even make mascots themed on the qualities, they would much rather dig in and plan some more. 
iv. The organization made new position called “Employee Engagement Manager”: the significant errand of the supervisor is to empower the work environment with fun-filled occasions and viable correspondence. 
v. “Individuals Champions”: Every task group has one facilitator from the HR division. Individuals champion deals with any regulatory need a project may have, allowing the task people to concentrate on their worka venture may have, leaving the task individuals allowed to focus on their work.
vi. Orientation alongside guardians: The company welcomes the guardians of newcomers for orientation, it is useful for the guardians to know the sort of association their youngsters work for, this knowledge came from grounds’ enlistment, where guardians would remain with their kids directly till results were guardians would remain with their kids directly till results were reported. 
vii. “Individuals Movement Management Review Committee”: It guarantees capable representatives were held by reassigning them to different gatherings. The organization additionally recruited advisors to help the individuals who were approached to leave to secure positions in different associations.

CONCLUSION
In the present serious world, the organizations are confronting parcel of aptitude deficiency, ability crunch and whittling down those come to verifiable stature ever, that caused the organizations to feel the inside client additionally more significant similarly with outer clients, so every organization attempts to devise innovative Human Resource Management Practices (HRMP) to pull in best ability , giving them decent climate to work with, that empowers the organization to hold gifts, the above said rehearses are considered and actualized and discovered fruitful by the main organizations in India. It is discovered that intermingling of practices of various organizations in various HR regions, if any organization needs to apply those practices that will profit for the organization to turn out to be more serious in the worldwide market.	Comment by Archana Garg: Benefit?
A developing concern has been there with respect to the approximations of execution depending on expected Human Resource Management Practices (HRMP), for example, performance examination, the executives of work, training, reward structure, staffing, further prominent participation, further recognizable joint effort of staffs in choosing measure and such. Despite the fact that hypothetically the ramifications of innovative Human Resource Management Practices (HRMP), hasve been set up, in any case, there are holes among the few requests with respect to the acts of Human Resource (HR). The idea of Human Resource Management Practices (HRMP) has procured differentiation universally the whole way across the globe, especially in organized nations, as enterprises are applying inventive acts of Human Resource (HR) in its coremineral, basically as fringe execution strategy, as it depends on the regulatory target of business execution just as proficiency. They are maybe setting out toward adding better monetary execution just once three conditions are satisfied: when laborers have information just as capacities needed by supervisors; whenever laborers are keen on applying this ability alongside comprehension through potential activities; and once the company’s old news or development measure should be satisfied once laborers add these potential exercises. Mulling over what has been expressed previously, current review has been engaged for the revelation of disparate issues fundamental in component organized companies alongside the technique for enlightening such issues through utilizing inventive acts of HR. Genuine improvement has happened associating inventive acts of HR, as an occurrence, structures of more noteworthy work rehearses, for managerial execution.
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The dynamic environment and globalization has brought ab


out a consistent pressure on the 


organizations to continually change their practices, product and process, to endure and support. 


Besides, the organizations have perceived the necessity of introducing innovative and new practices, 


product and process. In t


he globalization time, to contend and continue in a long run, a business 


foundation must be inventive and cultivate the culture of innovation and entrepreneurship by tapping 
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danger and instability, innovation plays a significant capacity towards making an upper hand for 
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competitive in a quickly changing environment and 


accomplishes an upper hand. Consequently, reassuring and encouraging innovation and 
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ion of each fruitful association.


 


As people are the foremost critical 


asset in any organization and they can add to innovation by means of their inspiration and aptitudes, 


the part of human asset management is critical. 


In an organizational set up, it i


s the HR framework 


which plays pivotal role in encouraging and conveying the objectives of inventiveness to the Human 


Resource (HR) and the way to accomplish the hierarchical objectives. The connection between 


Human Resource Management Practices (HRMP) and


 


innovation has been depicted as a black box, 


where a parcel still has to be examined. Subsequently, the point of this 


study 


is to explore the nature 


of the connection that exists among Human Resource Management Practices (HRMP) and innovation 


in org


anization. To do as such, hypothetical underpinnings and presence of an intervening or a 


directing component is assessed. This 


study 


mainly 


discusses 


the role of innovation and 


entrepreneurship in Human Resource Management Practices (HRM


P). This research 


work 


investigates the hypothetical and experimental findings from more than 30 research papers and 


articles, which examine


 


the role of innovation and entrepreneurship in Human Resource Management 


Practices (HRMP). This research 


work 


utilizes publications from the significant articles, altered 


works and other research materials to accomplish the objective of the study. Reviewing the nature of 


relations 


existing 


within the chosen articles, interesting discoveries are add


ressed comparative with 


the idea of the human resource management 


system (HRMS) utilized, practices encompassed 


and their diverse utility. HRMS has been 


demonstrated to be related with product 


development yet more proof is required for 


supporting process i


nnovation. Managers can 


animate creativity and innovation by contributing 


resources into data sharing, strong management, 


and building up an inventive climate. The Human 


Resource Management Practices (HRMP) and 


innovation relationship is assessed; signific


ant 


practices that would direct managers to actuate 


innovation are highlighted. This research 


work 
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