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ABSTRACT

As India works to realize its aspirational goal of becoming a developed nation by 2047, or “Viksit
Bharat,” emerging sectors have great potential to propel both economic growth and social advance-
ment. Nevertheless, developing a talent pool with the requisite abilities and motivated by an entrepre-
neurial spirit is essential to promoting innovation and long-term success within these industries. This
abstract explores how important human resource (HR) policies are to accomplishing this goal.

The investigation will look at how well-crafted HR policies can draw in, keep, and develop people
in developing industries including biotechnology, green technology, renewable energy, and artificial
intelligence. It will specifically look at the effects of the following talent acquisition strategies: utiliz-
ing skilling and reskilling initiatives, collaborating with academic institutions, and targeting different
talent pools.

Performance management systems: transparently defining success indicators, rewarding creative
thinking and taking calculated risks, and offering ongoing feedback.

Programs for education and growth: enhancing internal mobility, developing skill sets pertinent to
future technologies, and fostering cooperation through cross-functional training.

Workplace culture and employee engagement: establishing a setting that encourages innovation,
teamwork, and candid communication; encouraging work-life balance; and acknowledging each per-
son’s unique contributions.

The abstract will also cover how important it is to change HR laws to accommodate the unique needs
of start-up companies and entrepreneurial ventures that operate in these emerging markets. This might
mean flexible work schedules, equity-based compensation plans, and streamlined on boarding pro-
cesses. The abstract looks at best practices and successful case studies in order to give policymakers,
business executives, and HR specialists useful insights. The article will conclude by highlighting the
critical role HR plays in building a robust talent ecosystem that fosters innovation and growth and,
ultimately, contributes to the realization of a prosperous “Viksit Bharat.”

Keywords: Human Resources, Innovation, Growth, Emerging Sectors, Viksit Bharat, Talent Man-
agement, Talent Acquisition, Performance Management, Learning and Development, Work Culture,
Start-ups, Entrepreneurship.
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1. INTRODUCTION

India’s ambitious vision of “Viksit Bharat” - a de-
veloped nation by 2047 - hinges on the dynamic
growth of its emerging sectors. From renewable
energy and green technology to artificial intelli-
gence and biotechnology, these innovative fields
hold the key to unlocking economic prosperity
and societal progress. But this transformation
cannot be achieved solely through technological
advancements; it requires a skilled and motivat-
ed workforce, nurtured by effective Human Re-
source (HR) policies.

Emerging Sectors: Powering the Journey to
Viksit Bharat

The landscape of Viksit Bharat is being shaped by
a diverse range of emerging sectors. Renewable
energy ventures are replacing fossil fuels, paving
the way for a sustainable future. Green technolo-
gy advancements are minimizing environmental
impact while boosting resource efficiency. Artifi-
cial intelligence is revolutionizing industries, and
biotechnology is poised to transform healthcare
and food production. These rapidly evolving sec-
tors demand a workforce possessing specialized
skills, adaptability, and an unwavering commit-
ment to innovation.

HR Policies: The Unsung Engine of Growth

Traditional HR practices will not suffice in these
dynamic environments. Forward-thinking HR
policies will play a critical role in attracting and
retaining top talent, fostering a culture of inno-
vation, and propelling sustained growth. By im-
plementing strategic talent acquisition strategies,
performance management systems designed to
reward innovation, and comprehensive learning
and development programs, organizations can
equip their workforce with the necessary skills
and fuel their creative spirit. Additionally, nurtur-
ing an inclusive and collaborative work culture
that encourages risk-taking and open communi-
cation will be vital for unlocking the full potential
of the workforce.

2. GOALS OF THE RESEARCH AND JUS-
TIFICATION

The purpose of this study is to examine the re-
lationship that exists between role of HR polic-
es and how the fosters growth and innovation in
Viksit Bharat’s developing sectors.

The study will address Analysis and study of HR
Policies, Government best practices/Initiatives,
by evaluating successful real world examples.

3. Objectives:

1. Examine the Role of HR Policies in Fos-
tering Innovation

2. Assess the Impact of Talent Management
on Development

3. Evaluate HR’s Influence on Organization-
al Agility

4. Identify Best Practices in HR for Sectoral
Growth

4. LITERATURE REVIEW

1. Mariana Namen Jotab, Cristina I. Fer-
nandes, Marjaana Gunkel and Sascha
Kraus, Innovation and human resource
management: A systematic literature
review. Emerald Insight.

To support future research on HRM practices
on innovation, we established the conclusions
from a review of the evidence derived from the
peer-reviewed literature using the Web of Science
database.

2. Bhatnagar, J. (2014). Mediator analy-
sis in the management of innovation in
Indian knowledge workers: The role of
perceived supervisor support, psycho-
logical contract, reward and recogni-
tion, and turnover intention.

While examining the field of innovation, a re-
search gap was found concerning the need to
examine the contextual factors affecting manage-
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ment of innovation and turnover intention (TI) in
knowledge workers.

3. INNOVATION IN HR POLICIES - A
CASE STUDY OF SHOPPER STOP

Pratima Chaubey, Dr. Neeraj Sharma

The reason for the HRD’s effectiveness is that
it fosters a friendly workplace environment, en-
hances employee interactions, shapes organiza-
tional culture, and maximizes workforce poten-
tial. contributions to the economical and efficient
achievement of the corporate goals. As a result,
the study’s focus is on a number of HRD system
components of India’s Shopper Stop, including
hiring and selection, training and development,
performance reviews, career planning, and per-
sonnel data.

4. THE IMPACT OF HR AND ORGAN-
ISATIONAL PRACTICES ON INNO-
VATIONAND GROWTH - A STUDY
WITH MANUFACTURING COMPA-
NY Mrs. MYTHILY N and Dr. K. MA-
JINI JES BELLA

The impact of HR and organizational practic-
es extends beyond innovation. These practices
also have a profound influence on organizational
growth. By investing in employee development,
organizations can cultivate a workforce equipped
with the necessary skills to

drive growth initiatives. Effective talent manage-
ment strategies, such as sequence planning and
performance-driven career development, ensure
that organizations have the right people in key
positions to execute growth strategies. Creating
a high-performance culture that sets ambitious
goals and fosters a sense of ownership and ac-
countability among employees is crucial for sus-
tained growth.

HR Policies in India

Organizations in India should think about putting
in place a number of HR policies in order to up-

hold labor laws’ compliance and foster a healthy
work environment. Employers should be aware
of the eight key HR policies listed in this blog
post.

Definition: An organization’s rules, guidelines,
and procedures that control how its human re-
sources are managed are referred to as its HR
policies.

It describes the organization’s strategy and goals
for managing human resources, including hiring,
pay, benefits, performance reviews, employee re-
lations, training and development, and adherence
to legal and regulatory requirements.

The Purpose of HR Policies in India-

HR policies are the appropriate set of guidelines
that assist the business in providing a safe and se-
cure work environment for each and every em-
ployee. HR rules are primarily intended to pre-
serve the organization’s smooth operation and
manage staff more effectively. Thus, the basic
foundation of HR policy establishes a strong and
useful basis upon which businesses can direct and
lead their workforce toward advancement and
well-being. Additionally, it shields the business
from any lawsuits that may be brought by em-
ployees against it.

When something like an argument comes out or
staff productivity declines, the HR department
is also the first to know about it. Consequently,
having a strong HR department is equally crucial
since they are able to anticipate these problems
and take preventative action. Long-term business
protection is aided by this.

But an HR department needs a legal foundation
in order to safeguard the organization. Having the
appropriate HR policies in place facilitates the
HR department’s ability to act promptly in the
event of future disputes. A company’s policies are
documented, so their implementation cannot be
biased or partial.
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Types of HR Policies

In India, two main categories of HR policies are
utilized:

1. General regulations: These are the kinds of
policies that are necessary and present in every
organization. The company’s executives typically
create them.

2. Specific regulations: HR rules that are specific
to a given organization’s difficulties or concerns
are known as specific policies. The HR depart-
ment crafts them specially to fit the organization.
These policies address matters pertaining to em-
ployee benefits, recruitment, pay, and other mat-
ters.

1. Talent Acquisition and Recruitment:
Focus: Attracting creative and innovative talent.

Strategies: Using innovative recruitment meth-
ods, hiring for diversity, and prioritizing skills
and cultural fit for innovation.

2. Continuous Learning and Develop-
ment:

Focus: Encouraging skill enhancement and
knowledge sharing.

Strategies: Providing training programs, work-
shops, and continuous learning opportunities
tailored to emerging sector needs.

3. Performance Management:

Focus: Encouraging innovative thinking and re-
warding creative contributions.

Strategies: Implementing performance appraisals
that emphasize innovation, setting innovation-re-
lated goals, and recognizing creative achieve-
ments.

4. Employee Engagement and Empower-
ment:

Focus: Creating a culture that values and supports
innovation.

Strategies: Involving employees in decision-mak-
ing, fostering a collaborative work environment,
and encouraging autonomy and risk-taking.

5. Flexible Work Arrangements:

Focus: Enhancing creativity through flexible
work options.

Strategies: Implementing remote work policies,
flexible hours, and other arrangements that allow
employees to work in environments where they
feel most creative.

6. Diversity and Inclusion:

Focus: Leveraging diverse perspectives for inno-
vative solutions.

Strategies: Promoting a diverse workforce, ensur-
ing inclusive practices, and creating platforms for
diverse voices to contribute to innovation.

7. Innovation Incentives and Rewards:

Focus: Motivating employees to pursue innova-
tive ideas.

Strategies: Offering financial incentives, recogni-
tion programs, and other rewards for innovative
contributions and successful implementation of
new ideas.

8. Collaboration and Knowledge Sharing:

Focus: Facilitating the exchange of ideas and col-
laboration.

Strategies: Establishing cross-functional teams,
creating knowledge-sharing platforms, and en-
couraging mentorship and networking within the
organization.

9. Strategic Alignment:

Focus: Ensuring HR policies align with the com-
pany’s innovation goals.

Strategies: Aligning HR policies with the compa-
ny’s strategic vision for innovation, involving HR
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in strategic planning, and continuously adapting
policies to support emerging sector trends.

10. Health and Well-being Programs:

Focus: Maintaining a healthy and stress-free work
environment.

Strategies: Implementing wellness programs,
providing mental health support, and promoting
work-life balance to ensure employees are in the
best state to innovate.

CONCEPTUAL BACKGROUND

Various theoretical frameworks and models can
be used to examine the function of HR policies
in supporting innovation and growth in Viksit
Bharat’s growing sectors (developing India).

Here are some important ones:
e Resource-Based Viewing (RBYV)

According to RBV, a firm’s resources, par-
ticularly human resources, can provide a
long-term competitive edge.

In the context of growing sectors in Viksit
Bharat, HR policies can be studied using
RBYV to determine how they help to build-
ing capacities and promoting innovation
that drives growth.

e Dynamic Capabilities Framework

The Dynamic Capabilities Framework
emphasizes a company’s ability to adapt
and develop in response to changing mar-
ket conditions.

HR policies are crucial in building and
using dynamic capabilities because they
nurture talent, encourage knowledge
sharing, and foster a culture of continual
learning and experimentation.

e Innovation Diffusion Theory

This theory explores how innovations

spread within organizations and across in-
dustries.

HR policies can be examined in light of
innovation diffusion theory to understand
how they facilitate the adoption and im-
plementation of innovative practices and
technologies in emerging sectors of Viksit
Bharat.

Human Capital Theory

Human Capital Theory highlights the im-
portance of human capital (knowledge,
skills, abilities) in enhancing organization-
al performance and creativity.

Human capital theory is used to evaluate
HR strategies in terms of how they attract,
develop, and retain personnel with the
skills and expertise required to drive inno-
vation and growth in developing areas.

Social Exchange Theory

Social Exchange Theory explores recipro-
cal relationships between individuals and
institutions, focusing on mutual advantag-
es and obligations.

Human resource policies can be analysed
using social exchange theory to understand
how they alter employees’ perceptions of
fairness, trust, and commitment, which in
turn influence their willingness to contrib-
ute to innovation and corporate success.

High-Performance @ Work  Systems
(HPWS)

High-Performance Work Systems (HPWS)
integrates HR strategies to improve em-
ployee skills, motivation, and engagement.

In growing sectors of Viksit Bharat, HR
policies can be assessed using the HPWS
framework to determine their success in
providing a supportive work environment
that stimulates innovation and drives orga-
nizational performance.
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e Open Innovation Model

The Open Innovation Model encourages
collaboration with external partners and
stakeholders to develop and market inven-
tions.

HR policies play an important role in pro-
moting open innovation by encouraging
collaboration, knowledge exchange, and
boundary-crossing activities both inside
and outside the firm.

Using these theoretical frameworks and
models, researchers can gain insights into
the mechanisms by which HR policies in-
fluence innovation and growth in Viksit
Bharat’s emerging sectors, as well as strat-
egies for designing and implementing ef-
fective HR practices to support organiza-
tional success.

5. RESEARCH METHODOLOGY

Research methodology is based on secondary
data. The data collected for this research paper is
from different research papers and websites.

Hence, analysis of various HR policies which
foster growth and innovation is given Below.

6. ANALYSIS OF HR POLICIES in Indian
Companies for Fostering Growth and In-
novation in Viksit Bharat

Research paper topic focuses on “Viksit Bharat,”
which translates to “developed India” by 2047.
This national vision emphasizes inclusive growth
and innovation across all sectors.

Here’s how HR policies can contribute to this vi-
sion;

e Skilling and Upskilling: Equipping the
workforce with relevant skills for emerg-
ing sectors is crucial. Policies like internal
training programs, industry collaborations
for skill development, and encouraging
participation in online learning platforms
can bridge the skill gap.

e Fostering a Culture of Innovation: HR
can create an environment that encourages
experimentation and risk-taking. This in-
cludes policies promoting idea generation
(hackathons, innovation awards), intrapre-
neurship programs, and tolerance for cal-
culated failures.

e Diversity and Inclusion: A diverse work-
force brings a wider range of perspectives,
leading to more creative solutions. HR
policies focusing on equal opportunity hir-
ing, promoting women in leadership roles,
and encouraging participation from tier 2
and tier 3 cities can drive inclusive inno-
vation for Viksit Bharat.

Analysing Current HR Practices-

Many Indian companies are adopting progressive
HR practices, but there’s still room for improve-
ment:

e Focus on Hierarchy: Traditional hierar-
chical structures can stifle creativity. HR
can explore flatter structures, cross-func-
tional teams, and collaborative deci-
sion-making processes.

e Limited Risk Tolerance: Fear of fail-
ure can discourage experimentation. HR
can implement performance management
systems that reward initiative and learning
from mistakes.

e Skilling Gaps: The rapid pace of tech-
nological change creates skill gaps. HR
needs to be agile in identifying future skill
requirements and providing upskilling op-
portunities.

7. GOVERNMENT INITIATIVES:

Impact of government initiatives like Skill India
Mission on fostering innovation-driven HR prac-
tices.

1. Skill India Mission: This government
initiative aims to bridge the skill gap by
providing training programs and certifica-

MET Mangement Review - MMR

Vol Il | Issue 2 | July 2024 m




tions in various sectors relevant to Viksit
Bharat, such as renewable energy, artificial
intelligence, and healthcare. This fosters
growth by creating a readily employable
workforce equipped for emerging sectors.

2. Startup India: This program provides
various benefits to startups, including tax
breaks, easier access to capital, and men-
torship opportunities. This fosters innova-
tion by creating a supportive ecosystem
for new ventures to flourish and contribute
to India’s economic growth.

3. Atal Innovation Mission (AIM): AIM
aims to promote a culture of innovation
and entrepreneurship across India. It es-
tablishes tinkering labs, Tinkering Fes-
tivals, and Innovation Centers in schools
and higher education institutions, foster-
ing innovation at the grassroots level.

8. PRIVATE SECTOR EXAMPLES

1. TCS Innovation Labs: Tata Consultancy
Services (TCS) has established dedicat-
ed Innovation Labs where employees can
work on cutting-edge projects and develop
new technologies. This fosters innovation
by providing resources, encouragement,
and opportunities for employees to experi-
ment and turn their ideas into reality.

2. Flipkart Learning & Development
(L&D) Programs: Flipkart, an e-com-
merce company, offers comprehensive
L&D programs that equip employees with
the skills and knowledge necessary to
adapt to the dynamic e-commerce land-
scape. This fosters growth by ensuring the
workforce is constantly upskilled and pre-
pared for future challenges.

3. Biocon’s “Ideas to Innovation” Plat-
form: Biocon, a biotechnology company,
has implemented an “Ideas to Innovation”
platform where employees can submit their
ideas and collaborate on developing them.

This fosters innovation by encouraging a
culture of open communication and partic-
ipation in the innovation process.

e These examples highlight how HR poli-
cies can contribute to both growth and
innovation;

Skilling and Upskilling: Programs like Skill
India Mission and company-specific L&D ini-
tiatives equip the workforce with relevant skills,
enabling them to contribute to the growth of
emerging sectors.

Fostering a Culture of Innovation: Initiatives
like TCS Innovation Labs and Biocon’s platform
encourage employees to experiment, share ideas,
and collaborate on developing innovative solu-
tions.

Encouraging Risk-Taking and Learning: Sup-
portive environments created by Startup India
and Flipkart’s L&D programs allow employees to
take calculated risks and learn from failures, fos-
tering an environment conducive to innovation.

9. IMPLICATIONS FOR UNDERSTAND-
ING THE ROLE OF HR POLICIES

These results have various ramifications for com-
prehending how HR policies promote innovation
and expansion in Viksit Bharat’s developing in-
dustries:

1. Strategic HR Management: In order to
promote innovation-led growth, policy-
makers and practitioners must acknowl-
edge the strategic significance of HR pol-
icies. Investments in HR procedures that
foster creativity and foster an atmosphere
that encourages trial and error ought to be
given top priority.

2. Employees Engagement: The study em-
phasizes how crucial staff involvement is
to fostering creativity. To release employ-
ees’ creative potential, policymakers and
practitioners should concentrate on creat-
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ing HR policies that support a culture of
participation, empowerment, and cooper-
ation.

Leadership Development: Using HR
policies to promote innovation requires
the development of leadership skills. Leg-
islators ought to fund leadership develop-
ment initiatives that provide executives
the abilities and perspectives required to
promote creativity and spearhead organi-
zational transformation.

Encouragement of Flexibility: In order
to allow for agility and response to shifting
market conditions, policymakers should
push businesses to implement flexible HR
practices. To foster creativity, this entails
encouraging telecommuting, flexible work
schedules, and cross-functional coopera-
tion.

10. LIMITATIONS

Despite its contributions, the study based on sec-
ondary data analysis has certain limitations;

1.

The study focused on identifying correla-
tions between HR policies and innovation
outcomes, but it did not establish causality.

The findings of the study may be specific
to the context of Viksit Bharat’s emerging
sectors and may not be generalizable to
other regions or industries.

The study relied solely on quantitative
analysis, overlooking qualitative insights
that could provide a deeper understanding
of the mechanisms underlying the relation-
ship between HR policies and innovation.

11. RECOMENDATIONS

1. Develop and implement HR policies that

explicitly support innovation, such as
flexible work arrangements and innova-
tion-friendly reward systems. Encourage

continuous learning and development pro-
grams that focus on emerging technolo-
gies and trends to keep the workforce up-
to-date and creative.

Design a comprehensive talent man-
agement strategy that includes targeted
recruitment, tailored development pro-
grams, and succession planning. Invest
in leadership development and mentoring
programs to ensure that high-potential em-
ployees are prepared for future leadership
roles and are capable of driving sectoral
development.

. Foster organizational agility by imple-

menting HR policies that promote adapt-
ability and quick decision-making. This
includes establishing cross-functional
teams, promoting a culture of feedback
and flexibility, and creating a dynamic per-
formance management system that adjusts
to the changing needs of emerging sectors.

Conduct a benchmarking study to identi-
fy and adopt best HR practices from lead-
ing organizations within and outside the
emerging sectors. Implement a continuous
improvement process for HR policies, in-
corporating feedback from employees and
industry experts to ensure these practices
effectively drive innovation and develop-
ment.

12. CONCLUSION

1.

Positive Correlation between HR Pol-
icies and Innovation: The results of the
investigation showed that there is a pos-
itive relationship between the degree of
innovation in Viksit Bharat’s developing
sectors and the application of effective
HR policies. Organizations that place a
high priority on HR procedures includ-
ing performance management, knowledge
sharing, and talent development usually
demonstrate greater levels of innovation.
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1. Employees Engagement as a Key Driv-
er: The study emphasized the role that
staff engagement has in promoting cre-
ativity. Organizations with higher levels of
innovation tend to have HR policies that
prioritize employee empowerment, skill
development opportunities, and a support-
ive work environment.

2. Leadership’s Impact on HR Policy De-
velopment: It has been determined that
leadership has a significant impact on how
well HR policies promote innovation. In-
novative HR practices lead to improved
innovation outcomes in organizations with
visionary leaders that support innovation
and offer strategic direction.

3. Flexibility and Adaptability: It has been
discovered that HR regulations that sup-
port these qualities are essential for stim-
ulating creativity in developing industries.
Businesses that support experimentation,
provide flexible work schedules, and
quickly adjust to market fluctuations are
better positioned to spur innovation and
encourage expansion.
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