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ABSTRACT: The dynamic business environment demands organizations to develop their resources and keep them aligned with such environment. Employees are undoubtedly above all other resources. So, business organizations have to manage this supreme resource first. : What distinguishes a successful company from unsuccessful one is the quality of manpower. It works not only with a talent acquisition function but also with a function of talent retention. Thus, HR managers must introspect and shed the prevailing bad HR practices, so that they are sure of being amongst those companies who build talent and drive performance. 

This paper attempts to highlight some good HR practices that can yield productive employees. It also discusses some bad HR practices which must be avoided. 

INTRODUCTION: 

Human Resource Management is much discussed in today's business world. In a world where people's competencies and skill sets are described in paragraphs rather than in a few words and where media reports of salaries make us do a double-take to ensure that seeing indeed believes, it is becoming increasingly challenging to manage this high potential we consider as the country's asset. 

Today, managing the expectations and motivations of a skilled workforce has brought with it attendant complexities in terms of the need for robust HR practices and organizational procedures. 

There is an inevitable shift in focus from traditional HRM to strategic HRM. Competitive advantage for an organization lies not just in differentiating a product or service or in becoming the low cost leader but in also being able to tap the company's special skills or core competencies and rapidly respond to customer's needs and competitor's moves. HR management can play a role in identifying and analyzing external opportunities and threats that may be crucial to the company's success. It is in a unique position to supply competitive intelligence that may be useful in the strategic planning process. 

GOOD HR PRACTICES 
Some of the good HR policies are listed below. If present in organization they will help in creating a healthy physical and psychological atmosphere for the employees. 

Safe, Healthy and Happy Work Environment 

Creating a safe, healthy and happy workplace will ensure that your employees feel homely and stay with the current organization for a very long time. HR should think of capturing their pulse through employee surveys. 

Open Book Management Style 

The management should share information about contracts, sales, new clients, management objectives, company policies, employee personal data etc. This will ensure that the employees are as enthusiastic about the business as the management. This open book process can gradually create a culture of participative management and ignite the creative endeavor of the work force. It will help in building trust & will motivate the employees. 

360 Degree Performance Appraisal System 

This system, which solicits feedback from seniors (including the boss), peers and subordinates, has been increasingly embraced as the best of all available methods for collecting performance feedback. Gone are the days of working hard to impress only one person, now the opinions of all matters. Every person in the team must be responsible for giving relevant, positive and constructive feedback. Such systems also help in identifying leaders for higher level positions in the organization. Senior managers could use this feed back for self development. 

Fair Evaluation System 

An evaluation system that clearly links individual performance to corporate business goals and priorities must be developed. Each employee should have well defined reporting relationships. Self rating as a part of evaluation process empowers employees. Evaluation becomes fairer if it is based on the records of periodic counseling & achievements of the employee, tracked over the year. For higher objectivity, besides the immediate boss, each employee should be screened by the next higher level. Cross - functional feedback, if obtained by the immediate boss from another manager (for whom this employee's work is also important), will add to the fairness of the system. 

A relative rating of all subordinates reporting to the same manager is another tool for fairness of evaluation. Normalization of evaluation is yet another dimension of improving fairness. 

Knowledge Sharing 

A systematic approach should be there. It will help to ensure that knowledge management supports strategy. All data and information must be stored in a manner that it could be easily retrieved by the employees. It should be updated time to time on the knowledge portals of the company. When an employee returns after attending any competencies or skills development program, sharing essential knowledge with others could be made mandatory. Innovative ideas (implemented at the work place) are good to be posted on these knowledge sharing platforms. 

Open house discussions and feedback mechanism 

Ideas rule the world. Great organizations recognize, nurture and execute great ideas. Employees are the biggest source of ideas. The only thing that can stop great ideas flooding the organization is the lack of an appropriate mechanism to capture ideas. Open house discussions, employee-management meets, suggestion boxes and ideas capture tools such as Critical Incidents diaries must be used as building blocks that can help the Managers to identify and develop talent. 

Reward and Recognition 

Merely recognizing talent does not work; such recognition needs to be coupled with ceremonies where it can be broadcasted. Looking at the Dollar Check is often less significant than listening to the thunderous applause by colleagues in a public forum. So, rewards must be given in public. Such lists of rewards and recognition should be displayed on company’s intranet. 

Delight Employees with the Unexpected 

The last but not least way is to occasionally delight employees with unexpected things that may come in the form of a reward, a gift or a well-done certificate. Not only the top performers must be rewarded but also a few others who are in need of motivation can be rewarded to exhibit their potential. 

BAD HR PRACTICES 
Every body talks about the best HR practices, it is good, but merely bringing in the best cannot give the desired results if some Bad HR practices co-exist in the organization. Below are some Ten Bad HR practices which caution & alert an organization. 

Employee has no access to personal data: 
If employees can’t view their personal information, it can create some dilemmas. For example if they have no access to leave records, salary data, attendance record, training & promotion details, they will never be sure if the management’s decisions are based on correct information. This can breed suspicion since there is a perceived lack of transparency and its direct impact could be seen on employee-employer relationships. 

Employee development without his/ her involvement: 
There is usually no opportunity given to an employee to project his /her development needs. Training managers themselves nominate employees on various development programs. There is no formal process to collect training needs and do gap analysis of skills & competencies. All this leads to unplanned employee development, a wasteful effort, both in time and money spent on training. 

Rusting of Talent: 
Long tenures in the same position with no avenues for job rotations make people rust & relax. It has become a general practice that during the first 2-3 years of job position, an employee experiences new challenges, innovates & contributes. Thereafter the routine takes over. Even a change of location, if not the job, can provide the requisite challenge to an employee. This is enough to remove the rust and make the talent bloom again. 

Non-performers lobby: 
Each non-performer remains glued to his chair. The situation gets worst when a non-performing senior has to appraise subordinates who are professionally competent, high-energy youngsters. Some of them leave the organization per-maturely and add to the attrition rate. The end result is the building of a non-performers lobby which impedes the progress of the organization. This vicious cycle can only be stopped by filtering out the non-performers. 

Shyness to obtain Feedback: 
Employees have individual opinions about the quality of leadership in the company. They know their engagement levels at the workplace. They understand what hinders their performance & satisfaction. Unless the management is prepared to receive and analyze their objective feed back, no worth while initiatives can be launched to apply timely corrections. The end-result could be lower productivity and increasing disharmony. 

Technology Phobia: 
Many old timers, even in some big organizations, refuse to acknowledge that introduction of technology can empower HR staff to provide timely, accurate & quality information for employee oriented decisions. They sometimes feel that IT staff will need to be hired to manage computer based systems. They probably need an exposure to S-a-a-S technology which neither requires elaborate hardware platforms nor software expertise within premises. So this phobia must be shed. 

CONCLUSION: 

What distinguishes a successful company from unsuccessful one is the quality of manpower. It works not only with a talent acquisition function but it is the responsibility of this department to keep these talents happy and satisfied, thereby retaining them for long term in the organization. It should make sure that company policies are good, people are co-operative, culture is good, and facilities are good. HR ensures the development of employee dynamism, effectiveness, competencies & motivation in a systematic & planned manner. Human resource works like a pillar for the stability of the organization. Thus, HR managers must introspect and shed the prevailing bad HR practices, so that they are sure of being amongst those companies who build talent and drive performance. 
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