Theoretical Perspective of HRM effective measurement
  The management of human capital is the primary responsibility of human resource management (HRM), a crucial role in organizations. It has been demonstrated that efficient human resource management enhances the competitiveness, productivity, and performance of organizations. To enhance organizational performance and obtain a competitive advantage, HRM effectiveness must be measured. The theoretical stances that inform the assessment of HRM effectiveness will be covered in this article along with pertinent references.
  The Resource-Based View (RBV) of the firm is one theoretical viewpoint that directs the measurement of HRM effectiveness. This viewpoint contends that the main sources of competitive advantage for businesses are their resources, notably their human resources. This viewpoint contends that to attain a long-term competitive advantage, organizations must concentrate on efficiently developing and utilizing their people resources. As a result, businesses need to create HRM procedures that let them find, keep, and develop exceptional workers. Southwest Airlines and Starbucks are two examples of businesses that have successfully used their human resources to gain a competitive edge (Prahalad & Hamel, 1990; Barney, 1991).
 The Stakeholder Theory is a different theoretical viewpoint that directs how HRM effectiveness is measured. This viewpoint contends that to succeed over the long term, businesses must consider the interests of all parties involved, such as the community, employees, clients, and suppliers. This    viewpoint contends that in the context of HRM, businesses must create HRM procedures that satisfy the requirements and expectations of their staff members while simultaneously advancing business objectives. Organizations might, for instance, provide competitive pay and benefits packages, opportunities for training and development, and flexible work schedules (Freeman & Reed, 1983; Freeman, Harrison, & Wicks, 2007).
  Another theoretical viewpoint that directs the assessment of HRM performance is institutional theory. This viewpoint contends that to be legitimate and to stay out of trouble, organizations need to abide by institutional norms and principles. This viewpoint contends that organizations must create HRM practices that are compliant with societal, judicial, and cultural norms and expectations. According to Jackson and Schuler (2003) and Li, Li, and Li (2018), organizations may be required to comply with labor rules and offer rewards that are valued by their staff and local stakeholders.
Theoretical Perspective of IHRM effective measurement
For multinational corporations (MNCs) that conduct business internationally, international human resource management (IHRM) is an essential task. The performance and competitiveness of these organizations may be significantly impacted by the success of IHRM practices. To enhance IHRM practices performance and acquire a competitive edge in the global market, it is crucial to measure their efficacy. In this essay, we will go over the theoretical philosophies that inform how IHRM efficacy is measured and include pertinent citations.
  The Resource-Based View (RBV) of the firm is one theoretical viewpoint that directs the evaluation of IHRM efficacy. This viewpoint contends that the main sources of competitive advantage for businesses are their resources, notably their human resources. According to this viewpoint, MNCs must concentrate on growing and using their human resources effectively across borders to gain a lasting competitive edge. Attract, retain, and develop talented people internationally, MNCs must adopt IHRM practices. Apple and Google are two examples of businesses that have successfully used their human resources to gain a competitive edge (Prahalad & Doz, 1987; Barney, 1991).
   Institutional Theory is a different theoretical viewpoint that directs how IHRM efficacy is measured. This viewpoint contends that to be legitimate and stay out of trouble, organizations must modify their operations in accordance with the institutional norms and values of the host nation. This viewpoint contends that MNCs must create HRM procedures that are sensitive to cultural differences and well-liked by local stakeholders in the context of IHRM. For instance, MNCs operating in China must respect Chinese cultural values, comply with Chinese labor laws, and offer advantages that Chinese employees appreciate (Jackson & Schuler, 2003; Li, Li, & Li, 2018).
  Another theoretical viewpoint that directs how the efficiency of IHRM is measured is contingency theory. According to this viewpoint, the distinctive qualities of the organization and the environment in which it functions determine how effective IHRM practices are. According to this viewpoint, MNCs must create HRM practices that are specific to the local context when it comes to IHRM. For instance, to make up for a dearth of local talent, MNCs operating in developing nations may need to provide greater training and development opportunities to local employees (Schuler & Jackson, 2005; Brewster, Sparrow, & Vernon, 2007).
 Another theoretical viewpoint that directs the assessment of IHRM efficacy is Cultural Distance Theory. According to this viewpoint, cultural differences between the home nation and the host country may have an impact on how well IHRM practices work. As a result, MNCs must create HRM procedures that overcome cultural barriers and promote cross-border cooperation and communication. Recruit and keep Japanese personnel, MNCs operating in Japan might need to provide more generous perks and a cozier work atmosphere (Tung, 1984; Takeuchi, 2011).

Conclusion 
Most people agree that strong leadership is essential for successful organizational and societal functioning.
 According to Antonakis et al. (2004), a precise and generally recognized definition of leadership does not exist and may never be discovered due to the complexity of the subject.
People use their leadership traits to do this. Leaders inspire followers to be committed and enthusiastic about achieving goals. The interaction of the leader, the follower, and the environment results in leadership. Understand leadership and development of Leadership of TATA and explained that issues of HRMS, IHRMS, analysis polices and many more.
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