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The human resource management strategy can be considered in bringing forward a significant positioning of an organisation as well as help in the value of an organisation. The fact that the human resource management strategies have more than one agenda of maintaining a steady approach towards the organisational importance is a considerable approach towards businesses. Hence, strategies associated with change management, retention of staff as well as that of the leadership development is to be considered for identifying the concepts and approaches with the HR management system.
The assignment provides an enlightenment of the important human resource strategies that can be used for bringing about value as well as an opportunity to interact with the required employees and employers (Aaron C.T. Smith). The focus of the assignment is to identify theories and models along with strategies that can be used for inducing change management, leadership development as well as for meeting the retention requirement of the staffs.
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Change management
Change is always a concern for most organisations and hence can be considered to bring about an effective application of the strategies that can help in bringing about an intensified application of the management. For an organisation, the change management strategy as well as that of the applied change needs to be such that it can develop the much required enhancement for the development of an organisational success (Aaron C.T. Smith).
According to Alqatawenah (2018), the change proposed can be considered for bringing about an identified approach for bringing together a situational analysis that can help in the development of an organisation. This can well be considered as an important strategy for any organisation looking to redeem its operations or trying to align its operations in the competitive market.
In the words of Cameron and Green (2019) the overall application of the change management strategy can be considered as a way for deploying the best opportunities in the market. For the change management strategy to be successful, it is important to note that deployment of the additional support that can be regarded as ways of bringing forward a proper application of the business is regarded.
Each of the change management strategy that can be used by organisations need to be associated with developing strong relationship between the employees and the employers (Cherry). Thus, change management and the execution of the change approach is to bring about satisfactory development of an organisation.
Staffing retention
The staff retention can be considered as a way of bringing about a significant impact towards the organisational success with the aim to ensure that the overall assessment of the staffs be considered as a way of bringing about success of the organisations. In the words of Grant and Shandell (2022) the ways with which the staffing retention can be done promotes considerable value for an organisation.
The retention can be considered as a form of motivation with which every company can be allowed to bring about an approach that can be associated with the success. In this case, the retention has to be well directed towards the development of the talents of the employees and encourage possible growth strategies with which the staffs can be retained (Sarker).
According to Paais and Pattiruhu (2020), the staffing retention promotes an idea of the areas that an organisation needs to work on and identify the policies that can be useful for bringing forward an approach with which the strategies developed for the retention is deployed. Several strategies mostly in the form of motivation of the employees are required to be made so that the staff retention can be possible. In such a way, the overall assessment as well as the independent nature of the staff motivation system can be regarded as the ultimate way of bringing about staff retention policy.
Leadership development
The leadership development can be considered as a matter of debate mainly because understanding of the traits possessed by the employees help in the development of leadership qualities. As stated by Cortellazzo, Bruni and Zampieri (2019) the fact that the leadership qualities need to be developed based on the requirement of an organisation as well as the deployment of the future of an organisation can be regarded as unique.
The core value of leadership that is maintained by organisations denotes the fact that leadership can be able to bring about development of the strategies with which competitive development can be made. However, as pointed out by Gandolfi and Stone (2018) the leadership development needs to be based on the styles that exist in bringing forward important strategies with which an organisation can clarify its existence in the market.
The debate still lingers on whether the trait of leadership is gained or is natural. Either way, organisations with an excellent leader seem to prosper mainly because of the vision that exists in identifying the threats from the opportunities. In such cases, the leadership qualities are required to bring about the necessary form of strategic influence that can allow an organisation to maintain form of strategic intervention. Hence, the leadership development is valuable for an organisation after considering the styles and requirement with which development of the attributes can be made. Organisations tend to thrive on the proper display of motive by the leaders.
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Change management
Change management is a way of bringing about strategic development for an organisation. The value that an organisation can gain from the change management is the fact that enhanced mode of opportunity can be present. However, the belongingness can be considered to have a negative impact mainly because the acceptance of the change management scenario might not exist.
The appreciation of the strategic tactic is that with the change management an organisation can hope to reform some of the tactics used and at the same time maintain a required form of excellence with which such transformation can take place. In the words of Jayatilleke and Lai (2018) the change management strategy is a required phenomenon for bringing forward suitability in the managerial applications of development within an organisation.
As pointed out by AlManei, Salonitis and Tsinopoulos (2018) the team value and the sense of belongingness can be identified if a change proposed can be accepted by every employee in an organisation. In such cases, it is important to note that the strategy developed is appreciated and that the full support of the employees exists.
However, one of the most important applications that can be considered in this case is the fact that the change brought about need to be aligned with the position of the organisation and hence ensure that a strong yet relevant bonding takes place so that the management can be regarded to have an impromptu application towards the change.
Staffing retention
The staffing retention can be related to creating values for an organisation. The fact that the organisations can bring about a core team by entertaining the staffs in the best possible manner is regarded to bring forward an identified account of the theories associated with motivation. In the words of Werdhiastutie, Suhariadi and Partiwi (2020) the staffing retention focuses on bringing about an identified approach that can be regarded to have useful notion that the belongingness of the employees exist in the organisational set-up.
One of the most important applications in this case is the fact that the employees need to be associated with the fact that the staffing retention can be used for the appreciation of the strategies. According to Niati, Siregar and Prayoga (2021), with a core group of staff being retained it is necessary that an application towards the strategic management phenomenon be considered. In such a case, the overall requirement of the staffing needs can be considered for bringing about specific uprising of the organisational factors.
Therefore, the staffing requirements are to be associated with the core value of an organisation such as the team management as well as the opportunities with which employees can be made to feel motivated for an enhanced performance. Therefore, the retention of the staffs seems to be associated with an enhanced level that can be associated with the requirements of an organisation as well as that of the motivation required.
Leadership development
The leadership development can be met with extensive value creation phenomenon mainly because it tends to bring about an identified notion that the essence of the leadership qualities must be within the person concerned. The power of the person selected as a leader provides the required value, belongingness as well as appreciation so that the support of the members can be gained.
According to Al Khajeh (2018), this power can come in the form of pursuing the employees to work hard by motivation or by force given the nature and requirement of the business. The actions taken by a leader defines the way the team members can be responsive and the value created is mainly based on the strategic application of the resources. In this way, as pointed out by Fries, Kammerlander and Leitterstorf (2021) the leadership development can be associated with bringing forward a significant attitude one that can allow the leaders to comprehend the required form of analysis associated with the strategic development.
Keeping this in mind, it can be stated that the leadership development ways and the significant conundrum associated with the purpose of the leaders can be regarded as a form of strategic intervention, one that can help in the organisations to gain the required level success associated with the leaders. Hence, the appreciation can be made only after contributing towards the success of the success of the organisation and by gaining the respect of the team members. 
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Change management
The change management undertaken can be understood by the application of a strategic theory that can ensure proper success takes place. According to Anwer, Wen and Wang (2019), the ways with which the change management approach can be brought about for the timely application in an organisational setting can be useful for the strategic formation of a competitive advantage.
In this case, the application of change management theory such as Lewin’s three step model can be made. In this model, the execution of change is made in three steps and it helps in bringing about saving of time. As stated by Rosdiana and Aslami (2022) organisations such as Apple are known to perform such type of change as the result of the changes needs to be put in effect immediately.
Hence, in terms of the HRM approach the change brought about can have a useful authority over the strategies of an organisation and in the process bring about identification of the areas that are required to be developed for gaining competitive advantage. In such cases, the alignment between the change management as well as the HRM policies can be deemed as beneficiary for every organisation bringing about improvement towards the strategic decisions that are undertaken. Thus, Lewin’s model can be considered as the ultimate way to understand the strategic development process that might exist in an organisational setting.
Staffing retention
The staffing retention can be understood by the application of theories related to motivation and performance appraisal. These theories highlight the level of enhanced performance that the employees tend to create and the ways with which each of these performance levels can be regarded as bringing about a considerable approach towards the satisfaction of the organisational success.
Kuswati (2020) is of the opinion that the alignment with the HRM strategies is that the duty of the HR is to bring about motivation so that employees can work well and engage with the organisational objectives and culture. The fact that the performance appraisal can help in the motivation is another important aspect. The Maslow’s hierarchy of motivation can be considered in this case mainly because it can help in bringing understanding the needs of the employees and the performance appraisal help in meeting these needs.
However, as pointed out by Mohebi et al. (2019) one of the most important aspects that can be considered in this case is the fact that the staff retention can be associated with the performance of the employees and although motivation to work hard is provided by the organisations, the requirement is that the employees also reciprocate the motivation that is provided. In this way, the overall accountability of the organisation can be maintained. Thus, it can be stated that efforts from the employee, employer as well as the leader is necessary to ensure that the motivation factor associated with the staff retention policy be maintained.
Leadership development
The leadership development can be regarded to bring about an identified form of analysis one which can be regarded to have a simplified approach towards helping an organisation gather the required level of success. As stated by (Sarker) in such cases, models for leadership development, which is typically considered as the styles of leadership are taken care of which helps in identifying the exact area of development that are needed to be made.
The application of styles such as democratic or autocratic can be made depending on the requirement of change. However, as pointed out by Vasilescu (2019) a charismatic form of leadership theory can be applied keeping its alignment with the HRM approach. The main reason for this is that the charismatic leadership theory can allow an individual to take decisions that are worthy of bringing about strategic implementation of the organisations.
In this way, the leadership approach is to ensure that an overall application of the strategic requirements be maintained. Organisations like Google tend to employ a charismatic leadership mainly because it can help in bringing about extensive approach towards the enhancement of the ideas associated with leadership. As such the charismatic leadership style is the requirement with which most organisations can bring about value. For Google it helps in identifying the needs of the employees and consequently allows the development of the motivation theories with which each employee can be retained.
[bookmark: _Toc113464085]CONCLUSION
In conclusion, it can be stated that these three strategies can be considered as bringing about a significant impact towards the development of an organisational success as well as for the development of areas associated with the reasoning of the organisational development system. The overall impact that each of the strategies can have on an organisation can be regarded as ways of bringing about valuable strategic development along with the strategies for success.
In such an occasion the development of the strategies is relevant for an organisation. The organisations with good reputation tend to bring about the use of resources that can be considered as the overwhelming approach to maintain the strategies required for maintaining the level of success required. Hence, it is necessary to ensure that an approach be developed that can allow each of these organisations to enjoy the required form of strategic success so that the concepts identified can be used for their advantage.
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