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The business environment nowadays is highly competitive and changes constantly as it is impacted by several internal and outside factors. To ensure that the business activities and operations are not adversely impacted due to highly dynamic environment, it is essential that the organizations have a strong human resource management as human resources are one of the most important assets of an organization. Human resource management is not only important for the survival in the competitive business environment, but is also important for the long-term growth and stability of the organization. This report is going to shed light on the concept of human resource management and the various strategies that can be developed and deployed in HR effectiveness measurement, Learning and development and retention of the staff. Furthermore, the report will also shed light on the various ways through which these strategies will make the team members valued, appreciated and develop a sense of belongingness within the organization. 
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Human resource management (HRM) can be define as the strategic approach where the human resources of the organization are managed in an effective and efficient way to help the organization to attain a competitive edge over its competitors. It further ensures that the activities and operations of the business are undertaken smoothly while managing people and also the workplace culture and environment (Stone et al., 2020). There are various areas of HR, however, in this report, 3 areas have been focused. 
[bookmark: _Toc102450907]HR EFFECTIVENESS MEASUREMENT 
HR effectiveness can be defined as the process through which the impact of the HR activities on the business is determined. It not only involves assessment of the impact on the business activities but also on the overall employee performance and satisfaction. HR effectiveness measure is a great approach to find the loophole in the HR strategies and processes and ensure great employee relations within the organization (Boon et al., 2019). The ways in which HR effectiveness can be measure within the organization involves the following:
· Employee surveys: Employee surveys are one of the most effective and most preferred ways to measure the HR effectiveness is employee surveys. Employee surveys involved different questions relating to the HR management and is a great tool to obtain feedbacks on the various aspects of the HR (Mira et al., 2019). The questions that can be used for the employee surveys to determine the HR effectiveness could be-
· On a scale of 1-10, how much supportive is your HR?
· On a scale of 1-10, how much responsive is your HR?
· What suggestions or feedbacks would you give to the HR to be more effective?
Asking such questions in the surveys will not only provide the HR an opportunities for improvement in the HR management, but will also help the HR to determine the level of satisfaction of the employees with the current HR policies and strategies. Through the surveys, the HR department of the organization would be able to know the levels of consistency, effectiveness, responsiveness and the quality of the HR services provided to the employees within the organization. On an average, the employee surveys will help to determine the HR issues that shall be resolved or taken care of and also the ratio of HR costs to overall business costs (Van Beurden et al., 2021). 
· HR-related metrics: Apart from employee surveys, HR-related metric are also a great way to determine the HR effectiveness. The analysis of data provides the HR department a clear insight about their strategies and its impact on the performance of employees as well as on the entire organization (Pillai and Sivathanu, 2021). The metrics that can be used by the HR department to measure the effectiveness could be Revenue per employee; Profit per employee; Employee absence rate; Labor cost per employee; Voluntary turnover rate; Involuntary turnover rate; Total turnover rate; Promotion rate, etc. These metrics are not only helpful in determining the status of current human resources of the organization, but also helps in determining how the HR policies have impacted the employee relations overall (Wawer, 2018). For example, the voluntary turnover metric helps in determining that how many employees have voluntary left the organization and also the possible reason behind it. Through this, the HR can deploy such policies and strategies through which those reasons could be identified and resolved to retain the employees for a long time within the organization. This will not only help the organization to attain its goals and objectives, but also help in gaining a competitive edge over the other organizations (Galanki and Lazazzara, 2020). 
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Another area to on which the HR department focuses on is staffing. Staffing can be defined as the process through which candidates are hired within the organization. In involves evaluation of the skills and knowledge of the candidates and then offering them different job roles accordingly (Akunda et al., 2018). Once the candidates are hired, it becomes an important aspect to retain the employees to make the human resources of the organization a strong asset for the attainment of the organizational goals and objectives. Different strategies through which employee retention within the organization can be increased are as follows:
· Focus on onboarding and orientation: The first and foremost strategy to retain the employees is strong onboarding and orientation. A strong onboarding and orientation process will not only teach the employees about their jobs, but will also give them an insight to the culture and environment of the organization. In addition to this, they also get an idea about the expectation from them and the way through which they can contribute to the achievement of the goals and objectives of the organization (Hassan, 2020). 
· Competitive compensation: Another most important strategy to retain the employees is to offering them a competitive compensation. It is not necessary to be increase in salary, an organization can also offer bonuses to the employees and also offer benefits like retirement plans. This will not only encourage and motivate the employees, but will also further enhance overall employee satisfaction (Kalyanamitra et al., 2020). 
· Continuous feedback on performance: Regular constructive feedbacks on performance of the employees will allow the employees an opportunity to improve their weak areas of performance and will also help the employees to identify the areas of professional growth and development. Providing feedback on the performance can also include having 1-to-1 conversation with the employees and talking about their long-term or short-term professional goals. They shall also be educated about the different career advancement scenarios and lay out a realistic plan to achieve those short-term or long-term goals (Bibi et al., 2018). 
· Training and development: In addition to these, the training and development of the employees also enhance the employee retention within an organization. With the help of continuous feedback on performance, employees can identify their strengths and weaknesses and shall be provided with such training that focuses on working on those weaknesses. The employees are needed to be up-skilled as they can gain the competent abilities and skills through which they can contribute to the goals and objectives of the organization (Kalayanamitra et al., 2020). 
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Learning and development is another aspect on which the HR department of the company focuses on. The learning and development strategies of an organization lay out the way in which the capabilities, skills and competencies of the workforce are developed to attain the aims and objectives of the organization. Business environment is highly competitive and to avoid any persistent uncertainty, reskilling and up-skilling the employees is extremely important for every organization (Csillag et al., 2019). Some of the employee learning and development strategies that can be developed and implemented within an organization are as follows:
·  Training: Training is one of the most preferred learning and development strategy employed by several organizations in the marketplace. It involves combination of lectures, videos, individual or group based assignments that enhance the necessary skills of the employees and shapes both soft skills (Time management, communication, etc.) and hard (technical) skills as well (Sheeba and Christopher, 2020). 
· Coaching: Another strategy for learning of employees is coaching which involves working of the skilled employees with an area that they are untrained with or training with the new employees. This strategy can help the employee to understand several topics within a short span of time. Additionally, this method can prove to be extremely helpful when an employee needs to brush-up his existing skills or to learn any particular set of skills like leadership or management skills (Park et al., 2020). 
· Mentoring: Mentoring is another strategy that involves senior leaders or management to guide the employees for the development of the skills that the employees lack or need improvement in. In general, experience employees of the organization can mentor the newly hired employees to clarify the goals and objectives of the organizations and the ways in which the newly hired employees can contribute in attainment of those goals (Gannon et al., 2021). 
· Job rotation: Apart from the learning strategies mentioned above, the development strategies involves job rotation. The main goal of the job rotation strategy is to rotate the tasks and roles within the employees so that they can learn something new from it. This reduced the monotony of work and creates a balance between the employee’s skills and abilities and the respective job role (Wood, 2018). 
· Simulations: Another strategy for the employee development involves simulation. Simulation can be defined as the role-playing activity where an employee is asked to handle a particular situation independently. This could include responding to any emergency situation or customer service interactions. This enables the employees to apply their knowledge to the real-life situation and broaden their perspective and knowledge (Collou et al., 2019).
· Career planning: Lastly, another strategy for the employee development involved career planning which is an –employee driven- strategy. Under this strategy, the HR decided that which employee shall do which job. However, while doing this, the employees are also given a chance to suggest alternative future career paths that they wish to pursue. Through this, the areas of improvement are identified within the employee and they can be guided to attain those skills or a training program can be designed for the employees to help them learn and develop such skills for their future (Salleh et al., 2020). 
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HR effectiveness measurement is not only a way to determine the performance and impact of the HR department, but also a way to determine employee satisfaction and behavior. Implementing this strategy within the organization leads to happy and engaged employees as this encouraged the HR department to take further initiatives like team building for strengthening employee relations within the organization. Furthermore, it leads to a construction of a healthy organizational culture and environment consequently leading to higher retention rate and high sense of belongingness to the organization. Through the method of employee surveys, employees also develop a sense of belongingness to the organization as it gives the sense that the opinion of the employees is valued and appreciated for developing further strategies and policies by the HR department (Boon et al., 2019). 
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The retention of the employees within an organization ensures stability and efficiency of the human resources of the organization. Employee turnover highly impact the organization in the long run. A strong onboarding and orientation will ensure that the employees understand the culture and environment of the organization, which will ensure that the employees feel valued and appreciated by the efforts of the organization to retain them within the organization for the long-term. In addition to this, competitive compensation will further make the employees feel appreciated that the organization appreciated their abilities and the skill set and is paying appropriately for their respective job roles. The continuous feedback on performance and training and development will additionally develop a sense of belongingness within the employees as these strategies will not help the organization to attain its goals and objectives, but will also help the employees to attain their long-term and short-term professional goals which will consequently enhance employee satisfaction and retention within the organization (De Sousa et al., 2018). 
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Learning and development is a great way that makes the employees realizes, that the company is also concerned about their professional career goals as well. The learning strategies like coaching, mentoring and training makes the employees feel valued and appreciated as these strategies offer opportunities to the employees for professional growth and development. These strategies creates a robust environment of improvement leading to higher employee retention and attracting new talents towards the organization (Christopher, 2019). Furthermore, offering such opportunities helps the organization to make themselves growth along with the growth of the employees which consequently, develops a sense of belongingness within the employees towards the organization. In addition to these, the development strategies like simulation, career planning and job-rotation, employees gets an opportunity to work on their areas of improvement and empowers the employees making them feel that their needs and wants are also being considered and that the organization cares about their professional future and growth, developing a sense of belongingness and making the employees feel valued and appreciated for their contribution to the organization and attainment of its objectives and goals (Salleh et al., 2020). 
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Thus, to conclude, it can be clearly said that the HR department plays a vital role in strengthening the human resources of the organization and ensure high employee performance along with the attainment of the objectives and goals of the organization. To ensure that the effectiveness of the HR is consistent and impactful, organizational communication and regular feedback are some of the best methods through which the HR effectiveness can be improved. This will not only ensure that the employees are communicating clearly, but with the help of regular and constructive feedback, the employee performance can also enhance significantly. With appropriate guidance and feedback, the employees can work on their weak areas and polish their strengths and can attain their professional goals making them feel belonged to the organization. In addition to this, impactful and successful learning and development strategies result is highly employee engagement; improves business productivity; improve employee retention and also creates a strong company culture. This provides a competitive edge to the organization over its competitors in the market and makes the organization as well as the employees to grow together. 
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