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1. Introduction 
The act of enlisting, employing, doling out, and overseeing workforce is recognized as a human assets to the executives (HRM). Oftentimes, HRM is alluded to as HR (HR). The HR branch of an organization or association is much of the time responsible for creating, carrying out, and checking the company's strategies in regards to representatives and their connection with them. The expression HR was at first used to allude to each of the workers of a business in the mid-1900s, or it turned out to be more famous during the 1960s (Pak et al., 2019).
Everything is related to managing people in the internal group or company. This means decisions, practices, principles, processes, strategies, functions, actions, and approaches used to achieve employees. The category of relationships populates have in their seats of employment and all that touches those relations in a confident or undesirable way (Pak et al., 2019).
Ensuring that employees are content with the environment of this organization.  These tips improve services and construction of goods and help businesses victory (Pham, Hoang, and Phan, 2019). Since every company is made up of people that deliver their services, develop their skills, motivate them to realize a developed level of performance and defend that they continue to be committed to the company, human asset the executives are worried about individuals aspect in administration. People are also crucial in achieving an organizational goal. No substance the sort of organization management, education, health, leisure, or social act this is true. To guarantee that individual, hierarchical, and social objectives are accomplished, human asset the executives (HRM) involves arranging, sorting out, coordinating, controlling., developing, compensating, integrating, maintaining, and separating HR (Rana and Sharma, 2019). 

[bookmark: _1fob9te]2. Discussion and analysis 
In the twenty-first century, HRM is more crucial for businesses to manage knowledge workers. Though, most companies give their workers minimal career autonomy, preferring to decide on hiring and promotion without consulting workers. Companies will lose their competitive edge Therefore, businesses should design a suitable human resource flow while taking flow patterns into account to edoesntice the knowledge of employees and enhance corporate performance. In this report, HRM defines study areas to increase human resources flow management, which gives businesses a competitive edge. To use the three axes of target employee, lifetime stage, and human resource flow, we designed a new matrix. Consequently, the matrix demonstrates the relationship between areas.
Over the past years, ties to organizational behavior and conduct as well as those between HRM and the study of strategic management have arisen (Rana and Sharma, 2019). Outside of Northern European society, the HRM narrative has breached the levee, always reminding us of the diverse socio-political contexts in which HRM is anchored. They acknowledge that there has been a maturing phase in this manual. The discipline is superior from an outsider's perspective since it is more cognizant of varied scenarios. Internally, it is more focused on interactions, rational linkages, and how management initiatives successfully win over employees.

[bookmark: _3znysh7]2.1 HRM strategy 
1. HR effectiveness measurement 
The practice of assessing the business impact of an HR department's actions is known as HR effectiveness. The HRM department is crucial to the overall success of the business. An effective recruitment plan for instance can assist the business to attract top people, which will raise productivity and profit. Similar to this, a dynamic performance management system gives staff measurements and direction, assisting in ensuring company goals are reached (Amrutha and Geetha, 2020). 
Key Measures of HR Efficiency	
Numerous signs can measure the human resource department’s effectiveness. Here are some of the most important signs the HR team is having an impact, even though every organization evaluates the effectiveness of its people operations team differently.
Recruitment cost reports 
This study shows the recruitment cost for changed sets of teams and relates such prices with the consequences finished period. If the cost of recruiting has gone up over the past year, the HR department is ineffective (Amrutha and Geetha, 2020). If it has been reduced, it is an indication that HR policy is functioning well.
Labor production report
The recruitment team is primarily responsible for ensuring an efficient workforce, even while labor productivity depends on a variety of other elements as well, many of which are outside of its control. 	
2. Leadership development

Leadership development Activities that boost a leader's confidence, skills, and abilities are referred to as leadership development. Programs differ greatly in terms of complexity, price, and teaching methodology. Leadership development allows workers to recover their aid in ranges like- decision making, strategy, team management, innovation, network building, and various other areas are improve leadership development(Chams and Garcia, 2019).
Baldwin and Ford (1988) assert that the effectiveness of leadership development is significantly determined by the program's quality, the degree of support and acceptability from superiors, and the personality and learning preferences of the individual being developed.
The goal of succession planning, which strives to create high-caliber leaders to fill senior roles as they become open, is leadership development. These leader development seminars, which could be extremely long and wider than those focusing on more specific end goals, are often reserved for top achievers.
Some critics make a distinction between leadership development and mentoring programs, using the former to describe development programs that concentrate on collective organizational leadership and the latter on personalities.
3. Staffing: retention 
For an organisation’s succeed, its top personnel or staff must be retained by the organization. Retention of employees aims to achieve the goals and objectives of the organization more effectively. Employee commitment alludes to the plans a business makes to decrease the probability of representative turnover and the methodology it executes to keep its most significant workers. Representative maintenance is presently a central issue for organizations and human asset offices (Trullen, Bos, and Valverde 2020).
People quit their jobs for various reasons. Others are constrained, such as being laid off, while some are decisions, such as evolving positions. Rather than the departure of an unfortunate entertainer, representative maintenance techniques generally focus on intentional turnover that is hurtful to the organization. It likewise underscores the turnover that might be forestalled, for example, when an individual leaves their place of employment to migrate out of state.
Benefits of employee retention
Efficiency in hiring and training
Companies can save recruiting expenses and get better returns on employee training by putting more emphasis on staff retention. Recruiting expenses include commissions paid to recruiters or for posting the vacancy, travel expenses associated with interviews, and potential signing bonuses. Next comes training, which can also be costly (Trullen et al., 2020). After being employed, if the person quits early, the money has been wasted.
Increased productivity
Employee turnover reduces the productivity of the organization because it requires time for new employees to catch up and perform at a level that is equivalent to that of their predecessor. Additionally, it strains the remaining employees, who must take on more work and can end up delivering work of inferior quality as a result. On the other hand, high-retention companies typically have more engaged employees who are, consequently, more productive (Llu, et al., 2021).
[bookmark: _2et92p0]2.2 Developing self of belongingness 
A human’s very own hankering to interface with and be recognized by various people in the get-together is implied as the longing to have a spot, generally called belongingness. To be recognized by teammates, be a piece of an athletic gathering, or be a person from a severe foundation are two or three examples of this. Acknowledging others is only a solitary piece of feeling a sensation of having a spot. It is revolved around getting affirmation, thought, and support from pack people along with giving various individuals a comparative idea (Llu, et al., 2021). 
The team can be appreciated or valued through the HR strategies like
Encourage effort
Start with praising staff individuals for their ordinary endeavors. When their endeavors are recognized en route, workers feel appreciated. Making certain to energize representatives since it now and then requires a great deal of exertion before an objective is accomplished. (Chams and Garcia, 2019).
Reward results
There are numerous techniques to offer thanks for both major and little victories true note of much obliged, a little gift, or a more significant representative prize.
Help employees are seen or grow
By genuinely encouraging your team memberships’ growth, you may demonstrate your gratitude for them. By enabling employees to shine, employee recognition can aid in visibility and career development.
[bookmark: _tyjcwt]2.3 Model of human resource management 
The parts of human assets the executives known as a human asset the board models serve as a foundation for management system analysis. They make it simple to establish the variables and connections that underpin the significance and efficacy of important HR practices. To define the practice of HR management, a variety of academics and industry professionals have suggested many human resource management models (Yong et al, 2020). 
1. The fombrun model of HRM
The Fombrun model emphasizes four functions such as selection, assessment, development, and incentives. These four functions are interdependent. These four aspects of HRM are anticipated to increase an organization's effectiveness. This simple model can be used as a heuristic framework to describe the nature and significance of important HR activities. The model also highlights how the four tasks are interdependent and how this affects the overall organizational effectiveness. Because it focuses only on four HRM functions and leaves out any other contextual and situational aspects that affect HR activities, this model does have the drawback of being incomplete (Marrucci et al., 2021).
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Figure 1The fombrun model of HRM
Source: (Pham et al., 2019)
The strategic human resources management described in the Fombrun Michigan model concentrates on executive management, profession groupings, and the developing labor force. The primary objective of the concept was to integrate the human resource management system with the organizational structure, new initiatives, and policies (Amrutha and Geetha, 2020). As a result, achieving the organization's strategic goals is made simpler. They saw the company's employees as a strategic asset for getting an advantage over competitors. Among the elements are rewards, training, appraisal, and selection.
The Fombrun Model of human resource management’s dedication to organizational development is one of its greatest assets. Employees are regarded as resources and a comparative position that aids in cost-cutting for businesses (Marrucci, Daddi, and Lrald, 2021). The ability of managers to act quickly is another benefit. In times of disaster, outsourcing recruitment aids in developing successful plans. Managers who utilize this model put areas of strength for representative preparation in the conviction that productivity improvements are what drives management's interest in human resource. The model implies that there needs to be a diagonal alignment because it relates compensation, assessment, progression, and selection. This model has the defect of overlooking situational contemplations like partner interests and the possibility of the key. decisions. It places a strong emphasis on market success and company expansion.	
2. Maslow’s need hierarchy theory of human resource management 
A psychologist named Maslow proposed his theory of human motivation in the year 1943. His view of human motivation is a well-liked and frequently mentioned one. The Hierarchy of Needs Theory is the foundation of Maslow's thesis (Chaudhary, 2020).
Maslow asserts that a person's behavior is tied to his needs. It is modified by the needs that must be met. Maslow recognized five categories or groups of human wants and grouped them in a hierarchy of their relevance and priority in his Maslow’s hierarchy of needs of motivation. When one set of requirements is met, he concluded that it is no longer a driving element. The following set of requirements in the hierarchy order then takes its place.
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Figure 2 Theory of human resource management
 Source: (Stewart and BEOwn, 2019).                

The hierarchy of needs can be shown as a pyramid. Basic or physiological wants, which are universal in nature, make up the first set of demands at the most fundamental level. Then, there will be other sets of requirements.
Self-actualization 
Self-completion is the full development of one's capacities and regard forever, notwithstanding the acknowledgment of one's true capacity. As the most significant level of Maslow's order of requirements, this thought is far off for a great many people (Amrutha and Geetha, 2020).
Esteem needs 
Regard needs are all at level four of Maslow's ordered progression of requirements. An individual’s requirement for regard, notoriety, and acknowledgment is attached to their requirement for confidence. Somebody hopes to satisfy their regard needs in the wake of fulfilling their requirements for affection and having a place.
Belongingness and love needs
These are the main social requirements, including the need for social ties and group membership. Friendship, intimacy, trust, acceptance, accepting, and giving love and affection are just a few examples of these requirements (Pham, Hoang, and Phan, 2019).
Physiological needs 
Abraham Maslow suggested that people are driven by five necessities physiological, well-being, human commitment, confidence, and self-realization otherwise called self-satisfaction. Our physiological requirements, like those for food, water, rest, and warmth, are at the lower part of the pyramid (Chaudhary, 2020).
Maslow’s need for hierarchy
Maslow’s progressive system of necessities is a mental hypothesis that shows why people are headed to seek different needs at various levels. As indicated by the speculation, individuals are headed to focus on gathering their needs. The most fundamental parts start things out, trailed by the more mind-boggling needs (Pham, Hoang, and Phan, 2019).

[bookmark: _3dy6vkm]3. Conclusion 
In this day and age, Human asset executives (HRM) is an urgent part of day-to-day existence. From one viewpoint, both hard and human assets the executives affect business and empower speedy development. It can help representative inspiration in the work environment and urge them to focus on organizational approaches and regulations, which will work on the viability of the firm and result in expanded profit. On the opposite side, worker guilds support representatives in early discussion achievement, permitting them to can foresee more noteworthy compensation and great working circumstances. Be that as it may, right now, work regulation is dynamically surprising the world since it is more difficult and positive for shielding representatives’ inclinations. The HR Organization will keep on playing out its job in every association going ahead. The goal of management is to match an organization's needs with its staff members' talents and competencies 
This is accomplished by luring, developing, inspiring, and keeping the necessary talent and personnel in the organization. Function. Additionally, the company's workforce is used as a competitive advantage source. Gaining economic or financial capability, product capability, technological capability, or process capability the capacity of an organization.
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