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[bookmark: _gjdgxs]Introduction 
Human Resource Management is an important activity of a business. Workers are the major resource of an organisation. The company should select appropriate strategies for conducting each activity regarding Human Resources management. This report includes the key strategies that can be used in three areas of the HRM, which are leadership development, Staffing: recruiting and availability of skilled labor, and HR effectiveness measurement.
[bookmark: _30j0zll]Leadership Development
Leadership development is a set of activities that helps in creating a leadership ability in the people of the organisation. it contains various strategic plans and programs. For the development of effective leadership, the company should include a leadership development program (Niyomdecha and Yahya, 2019). The leadership development should include: 
Coaching: One of the best ways for leaders to assist their team members in developing their skills is through coaching. Every day, there are capable moments that can create a leadership ability is happening in an organisation. The productivity and involvement of the workers can be improved through coaching. It will help the employees in improving their knowledge and skill. Coaching gives value to the team members. 
Communication: communication is an essential part of the leadership development plan. An efficient leader must have communication skills such as the ability to adapt communication skills, active listening ability, transparency in communication, communication clarity, open body language, etc. its important to build efficient communication skills among people. So, the leadership plan of the company should also include several interactive programs and communication training sections. Improving communication is essential. Communication and interaction will help in the participation of all people in the team (Klagge, 1997). 
Identification of Talents: Assessment and identification of talent is an important part of HRM of this company. Another plan is the identification of talents. For the identification of the talent, the company will choose several techniques in HR like performance and potential matrix (González Cánovas et al., 2020). 
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The diagram shows the Nine Box grid Performance Potential Matrix. This technique is essential for identifying and coaching future leaders in the company.  It helps in knowing the skills and performance level of each team member and by this, the company can give them enough coaching and training for leadership development. The horizontal axis of the box describes the performance and the vertical axis shows the potential of the employees. It provides consistency in the evaluation of the team members.
 Leadership training and development: another method that can be applied in the company is training and development programmes. Managers have an important role in encouraging the workers in the organization. If the leaders are more comfortable with the workers, they will become more motivated. People are motivated mostly by the superiors of the company. The HR department should consider the aspect of effective training of current leaders of the company (Prewitt, 2003).  It helps fill the skill gap of the leaders. Proper mentoring can also provide to the team member. It creates value for the workers in their minds, that they are treated as an important part of the organization. 
Promotion system: another strategy is the promotion system. Businesses always offer promotion systems for employees with leadership skills. When people are promoted to higher levels, HR should monitor their efficiency level properly. They should be able to manage their new position in the organisation. When people are promoted, it should be done effectively. It is a strategy for the promotion system. If the company gives promotions as per the leadership quality of the people, it will also help in the enhancement of the leadership ability of the workers by creating a competitive mind in the people to give their 100% skill and performance to the organization. By providing this type of promotion system, the company values its skills and performance. 
Employee-centric approach: in developing leadership, the company should concentrate on an employee-centric approach. Every member of the organization should know about effective leadership. It concentrates on the interpersonal skill of the people. The organisation should provide various activities for enhancing the interpersonal skill of the people (Sharma and Sahoo, 2013). 
Identification of key competencies: it is important to identify key competencies for identifying key competencies for leading at each level. It should be identified properly. There are competencies for leading an organisation such as social intelligence, decision-making ability, change management, etc. there are also several competencies for leading other people in the organisation. It includes interpersonal skills, people management skills, emotional intelligence and should be trustworthy. There should be also technological intelligence and cultural intelligence. 
Evaluation of problem-solving skill: problem-solving skill is an essential part of the organization. various situations can be given to the team members and can assess their problem-solving skills and enhance the activities is an important part. For this strategy, techniques like brainstorming can be used. Brainstorming includes problem-solving with the creative and innovative ideas of the team members. In this process, each member should contribute their ideas to the discussion. It will, helps in identifying the leadership ability of the workers and also needs the active participation of the team members (Slife and Weaver, 1992). 
[bookmark: _1fob9te]Staffing: Recruitment and Availability of Skilled local Labour
Staffing is an important area of the business. It is very important to select the right candidate for the proper working of the organisation. The staffing process should be considered seriously for the effective selection of the workers. Staffing is an important part of an organisation. An organization should have competent personnel for effective performance. Through proper staffing, a company can select suitable workers for efficient performance. The human resource of an organisation is an important part of the company. It should be utilized properly. 
Creation of employer brand: one of the important techniques that can be used as a recruitment strategy is the creation of an employer brand. A better employer brand can attract many candidates for recruitment. Candidates should know about the whole details of the organisation and its values and standards. To make them know that, the company should possess an employer brand that contains the mission, vision, and values shared by the company. It will also help in the value the company gives to the employees (Mokina, 2014). 
Detailed job description: attractive and engaging job description can attract candidates. The job description of the company should be given in detail. The job description should be attractive, Brief, it should reflect the culture of the company, and also the job details must include the salary and other requirements properly. The detailed job description can attract candidates and it also helps the customers to know about the job more effectively. 
Recruitment promotions: company can make advertisements and several promotional strategies for the recruiting of skilled labor. Availability of the post should be advertised properly and attractively; the company must use various means for the advertisements. Social media is the best option for the company. Social media are the most useful, cost-efficient platform for promotion and it has a wide range of audiences. Through an effective advertisement method, the company can attract a wide range of talented people. the company can also receive applications through the official site and pages (Allden and Harris, 2013). 
Job Fairs: conducting several Job Fairs will help the company in creating a talent pool in the recruitment process. The company can be a part of different job fairs and it will help the company to attract new and efficient people to the organization. 
Applicant Tracking System (ATS): every organizational activity should be technologically updated. Like that, there should be proper strategy application in the staffing process also. It will help in finding qualified candidates with suitable requirements easily. It will also help in reducing the recruiting and staffing time of the company (Nawaz, 2020). It also helps the candidates to know about the responses very easily and help them to know whether they are suitable or not suitable for the job. 
 Recruiting Tools: the company will adopt various effective recruiting tools for the operation. There are several types of recruitment tools and each one has different usage in the recruitment and staffing process. There are several job collectors on social media and outside for collecting talent pool. The company can hire people through such platforms also. The company can evaluate the various skills of the candidates using Artificial Intelligence and Automation. It helps in measuring various skills and analysis of data entered by the candidates. 
Campus Recruiting: most of the innovative and creative ideas of the people and their talent are reflected during their study time. Campus recruiting can contribute to the creation of effective candidates for the job. 
Employee Referrals: employee referrals can be used by the company to achieve people with great talents. The current employees will allow referring people with enough qualifications to fill the vacancies in the organization.
To conduct the recruitment and selection of the labor properly, the company should focus on each step of the recruitment carefully. An effective Recruitment process should contain different steps (Burfeind, 1994). It includes:
1. Preparing- this is the first step in Recruiting Process. In this section, the company will prepare an effective job description and advertisement which can represent the job details and culture, and values properly. 
2. Sourcing: the second step in the Recruiting Process is Sourcing. This section includes the Sourcing of candidates for the creation of a talent pool. The company can also check on the current talent pool and also check the past applicants.
3. Screening: the third important step of the Recruiting process is screening. In this section, the application of the candidates is screened and evaluated properly. Phone screenings can be also done in this section. 
4. Selecting: in this section, the candidates meet with the HR manager. It can be conducted online or offline. The HR manager can conduct interviews to know the candidates in a more detailed way. 
5. Hiring: next step is the Hiring process. In this step, the company selects a suitable candidate, performs a background check, and collection of other details about the candidates. 
6. The last step of the recruiting process is Onboarding. 
[bookmark: _3znysh7]HR Effectiveness Measurement
The activities of measuring the performance of the HR department of an organisation and their impact on the business can be called HR effectiveness measurement. It helps in knowing the strength and weaknesses of the HR department of the company and it also helps in correcting the mistakes and faults of the HR department. The company can use several strategic methods for measuring its Effectiveness of the company (Mohd.Yusoff, Abdullah and Ramayah, 2009). 
Listening Sessions: the company can conduct various listening sessions for getting feedback on the performance. The HR department of the company can conduct listening sessions and other meetings to get feedback from other departments of the organization. It will help in the active participation of each member of the HR team. 
Surveys: the HR department can conduct various surveys within the organization among the internal customers of the company. HR is providing a great service to the organisation. To measure the efficiency of the service, the company should survey the members of the company. It includes asking several questions on the conductance of the departments and the data collected by the survey are integrated to get a clear idea of the performance. 
Comparing HR goals with Organisation Goals: HR department goals should be compared with organization goals. The HR department can align the HR and organizational Goals and measure how much the department can contribute to achieving the organizational Goal.  When the organization’s goals are aligned with the department’s goal, it can be easy to measure performance and effectiveness. Comparing these two goals will make many impacts on the performance of the team members (Srimannarayana, 2015). 
Key Performance Indicators analysis: company can measure the performance HR department by evaluating various performance indicators like retention rates, cost per hire value, absenteeism rates, average employee length of service, etc. company should evaluate various performance indicators for evaluating the overall performance. 
HR Metrics: company can use various HR metrics for the evaluation of performance. Several key metrics can be used by the company such as:
1. Employee net performer: it is the rate or score at which the employees in the company describe the company as a great place to work for others. It has various scales like promotors, passives, and Detractors. Promotors are basically motivated employees in the company. Passives are the people in the company who are not passionate about the company and detractors are the dissatisfied people in the company.
2. Engagement Rate: engagement rate is a calculation that gives an idea about the engagement rate of employees in an organization. It focused on the happiness level of the employees, training efficiency, relationship level, recommendation level, etc. there is a norm for the calculation of the scoring also (Kummer, 2008). 
3. Employee turnover Ratio: it is the ratio at which the employees of the company leave the organization. It can be calculated by – (number of left employees /total number of employees) x 100.
4. HR tech ROI: it is the ratio of the return on investment over various investments done in HRM such as software and technologies and other investments. It helps measure the return of the HR or the Ability of the HR department in producing earnings from the investments. 
5. Cost per hire: it is a calculation of the cost of hiring a new employee to the organization. Cost per hire = (internal recruiting cost + external recruiting cost) / total number of hires (Salkey, 2005).
[bookmark: _2et92p0]Conclusion 
This report consists of the strategic approaches that can be done in the various areas of a company such as leadership development, staffing: recruiting and availability of skilled labor, and HR effectiveness management. In the leadership development area, the major strategies company can provide are coaching and training, proper communication, identification of talent of the team members, training program, promotion system, employee-centric approaches, identification of competencies, and the evaluation of problem-solving skills for the development of leadership. Staffing and recruiting are other important area of a company in which the effective people of an organization are selected. In this area, the company will choose strategies like employer brand creation, job description making, recruitment promotion, job fairs, ATS, recruiting tools, campus recruiting and employee Referrals can be used. Another area is HR effectiveness measurement in which the activities and the performance of the HR department are measured and evaluated. For this evaluation, the company can choose strategies such as listening sessions, surveys, aligning of goals, performance indicators analysis, and various types of HR metrics. The proper HR management of the company needs various strategic approaches in each activity.
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