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1. [bookmark: _Toc112666081]HR Effectiveness Measurement
[bookmark: _Toc112666082]Introduction
Assessing the value added by the HR department is what is meant by "HR effectiveness." Regardless of how large or small a firm is, its people operations division is crucial to its success. Successful recruiting, for instance, may bring in more top-tier workers, who in turn enhance output and income. Similarly, a dynamic performance management system equips workers with measurements and direction, facilitating the achievement of business objectives (Boon and Lepak, 2019). 

[bookmark: _Toc112666083]Essential Measures of HR Effectiveness
The effectiveness of an organization's human resources department may be gauged in several ways. While there is no universally accepted metric for a company's human resources department's effectiveness, there are several key signs that your HR department is having an effect (Phillips, 2016). 

[bookmark: _Toc112666084]Happy and motivated workers
Successful businesses depend on dedicated&contented staff. The success of your human resources department may be gauged in large part by how enthusiastic your workforce is about their work. Employee satisfaction may be impacted by several variables, but HR efforts like team-building exercises can go a long way toward creating a positive work environment (Pradhan and Soto, 2017). 








[bookmark: _Toc112666085]Effective Managers
Whether or if managers often consult your HR department is an indication of how competent they are in that role. Managers' honesty with their HR contact facilitates the resolution of issues before they fester (Mackay and Landis, 2017). 

[bookmark: _Toc112666086]High Retention Rates
The success of your HR staff in shaping the culture of the firm may be gauged by how long workers typically remain with the business. It also shows that your pre-hire screening methods are effective and that your recruiting managers have been educated to identify cultural fits throughout the interview process (Taouab and Issor, 2019). 

[bookmark: _Toc112666087]An Effective Employer Brand
Successfully competing in today's tight labor market requires a strong employer brand. Your company's reputation is crucial in the recruiting process and may make or break your ability to get the best and brightest employees. A strong onboarding program and positive reviews on sites like Glassdoor are signs that your HR department is doing a great job (Taouab andIssor, 2019). 

[bookmark: _Toc112666088]Unquestionable HR conformity
You can tell your HR department is doing a good job if you have the proper labor law posters up in the office, your managers all know the ins and outs of conducting interviews, and your firm passes audits with flying colors (Delery and Gupta, 2016). 






[bookmark: _Toc112666089]Well-defined Methods and Procedures
When your HR department has a system in place for every scenario, it shows they are taking great care and paying close attention to the details as they handle critical tasks like hiring and conducting workplace investigations (MAJUMDAR, 2017).

[bookmark: _Toc112666090]Strategies for Boosting HR Performance
To make your human resources department more efficient, consider the following strategies. 

[bookmark: _Toc112666091]Streamline internal interactions
Construct reliable channels for disseminating HR updates and policy changes to staff. This should ideally be handled in a "waterfall" fashion, with top-level management providing direction to middle managers, etc. (Kareem, 2019). 

[bookmark: _Toc112666092]Give updates on a consistent basis
Providing feedback to employees is important for fostering growth and development, and HR also benefits from hearing from workers about how they feel about the services they get. Methods such as surveys, town halls, and focus groups may help with this (Sainaghi and Zavarrone, 2017). 

[bookmark: _Toc112666093]Talk to upper management
Human resources, in the end, play a supporting role. For this reason, it's essential that HR objectives coincide with those of the business as a whole and individual departments. Make it a priority to schedule frequent meetings with your HR department and company executives to ensure that everyone is on the same page (Luftman and Zvi, 2017). 



[bookmark: _Toc112666094]Conduct research
Human resource metrics, remember? Ensure that everyone counts! Regular reporting on a subset of data may be used to identify growth opportunities and solicit opinions (Rani and Begum, 2016).

[bookmark: _Toc112666095]How to Assess Human Resources Effectiveness
Now it's time to figure out how to evaluate the results of human resources efforts. 

[bookmark: _Toc112666096]Methods for Polling Workers
Correctly administered employee surveys are a gold mine for gauging HR's performance. Space out the surveys for optimal response rates. There will be ause of questions designed to capture overall efficiency, but this tool may be used to collect input on any facet of human resources (Islam and Rahaman, 2020). Examples of questions you could ask include: 

· How helpful is your human resources representative, on a scale from 1 to 5? 
· How would you rate the courtesy and respect shown to you by the HR department? 
· How can human resources best assist you? 

[bookmark: _Toc112666097]Metrics Monitoring and Reporting
The examination of data, in this case, HR-related indicators, is a reliable method of gauging HR's efficacy at any firm(Shimp, 2017). Some examples of metrics and their corresponding formulae are provided below that may be used to evaluate the success of your efforts.

· Profit incurred by each worker.
· Earnings multiplied by the headcount.
· Earnings for each worker.
· Money made / people employed.
· Weekly overtime.
· Overtime hours as a percentage of total hours worked (contractual + overtime).
· The average price of labor.
· Total payroll expenses are divided by the total workforce (Buchan, Charlesworth, and Seccombe, 2019).

[bookmark: _Toc112666098]Conclusion
Human resources (HR) initiatives influence the bottom line, and intangible assets are essential to a company's worth. (HR) management's fundamental tasks are crucial to the success of every company. Measuring the success of human resources is a challenge, though, but the significance of this emphasis is rising. There must be indicators of how employees are more of a resource than a liability to the company (Marufu, Collins,and Almghairbi, 2021). 

2. [bookmark: _Toc112666099]Staffing: Retention
[bookmark: _Toc112666100]Introduction
Many companies undoubtedly desire that the Great Retention, which has been the new trend since the spring of 2021 when workers started leaving their positions in record numbers, would suddenly take over from the Great Decision to resign. However, according to findings from Robert Half, many employees are still optimistic about their chances in the present job market. This implies that employers must continue to be on the lookout for the possibility of top achievers quitting their jobs (Allan and Vadean, 2021). 

To ensure that the company is taking the proper steps to promote work satisfaction among employees and, ultimately, the retention of highly valuable talent. You must first comprehend the potential motivations behind your team members' job searches and consider any potential reasons why some of them may have already submitted their resignations (Fairman and Lech, 2019).

[bookmark: _Toc112666101]Why are employees quitting?
Exit interviews are a great way to get feedback from departing employees on how your business is doing and whether your retention initiatives are working. 

Typically, a resigning worker will provide one or more of the following explanations: 

· Survey cited a higher wage as the primary motivation for looking for a new job).
· A subpar benefits package that fails to attract and retain talent.
· Tired of working too hard and/or not getting enough help.
· Inadequate acknowledgment.
· Managerial dissatisfaction.
· Issues with the company's strategy or finances.
· Motivation to alter one's behavior.
· The availability of more appealing employment possibilities at competing firms (Castle, Hyer, and Engberg, 2020).

[bookmark: _Toc112666102]Employee Retention Strategies
Although the labor market favors employers in particular sectors and areas, those with marketable talents won't have to look for work for very long. Despite the epidemic, several businesses continued to seek new employees actively, and some have even stepped up their recruitment efforts in recent months (Nurdiana and Gayatri, 2019). 

If you fear losing your company's best and brightest employees, you should take immediate action to strengthen your employee retention efforts. Taking active action in the followingareas has been shown to promote job satisfaction among employees and hence the likelihood of retaining valuable staff (Ylimaki, Gause, and Tran, 2020).

[bookmark: _Toc112666103]Initial employee introduction and orientation
Each new employee needs a solid foundation to build upon right away. New hires should learn not just the fundamentals of their position but also the values and expectations of the firm. This is the initial step, and it must be taken seriously. The tone of an employee's entire stay with your company may be established by the training and assistance they get on the first day, whether in person or online (Andersson and Tengblad, 2021). 

[bookmark: _Toc112666104]Pay for Workers
Companies must ensure they are paying their workers a competitive wage, which requires frequent reviews and increases in salary. Even if your company is unable to boost base salary at this time, you can still think about alternative types of compensation, such as bonuses. Workers' happiness in the workplace may be increased by investing in their health care and retirement (Straw, 2018). 

[bookmark: _Toc112666105]Benefits to the Health
It is a smart business practice to invest in the emotional, physical, and financial wellness of one's staff. To assist their workers, feel supported, and make their health a priority during the pandemic, several top companies increased and enhanced their wellness initiatives. Your company might do more to help its workers feel appreciated by giving them stress management courses, retirement planning assistance, and fitness class reimbursement, to name a few (Larkin and Poole, 2020). 

[bookmark: _Toc112666106]Interaction
The growing prevalence of hybrid and remote work has highlighted the need for effective communication in the workplace. Whether they work in an office with you or from afar, your direct reports should always feel comfortable approaching you with their thoughts, questions, and concerns. Likewise, as a leader, you should do everything you can to encourage effective, timely, and upbeat communication among all members of the team. Also, make it a habit to check in with everyone on the team on a frequent basis so you can gauge their workload and morale (Beckendorf and Lauver, 2020). 



[bookmark: _Toc112666107]Performance Evaluation
There has been a shift away from yearly performance reviews toward more in-depth discussions with employees on a more regular basis. During these one-on-one sessions, you and your workers may discuss their short- and long-term professional aspirations, and you can assist them in visualizing their future with the firm. While you shouldn't offer any guarantees, it's a good idea to discuss the possibility of moving up the corporate ladder and map out a strategy on how to get there (Dols and Martinez, 2019). 

[bookmark: _Toc112666108]The importance of reward and recognition programs
The need to feel valued in one's job is universal. A sincere expression of appreciation from an employer may go a long way in today's "anywhere workforce." Therefore, it is imperative that you show appreciation for your direct reports that go above and beyond and that you share the impact that their efforts have had on the company. Even if you have a small staff or a tight budget, you may still implement effective recognition programs to recognize and encourage exceptional ideas and innovation (Loeb and Myung, 2020). 

[bookmark: _Toc112666109]Manage change effectively
The recent disruption caused by the epidemic is only the most recent example of how every company must adapt to change. In such moments, staff members turn to their leaders for guidance and support. If your company is through significant change, it is in everyone's best interest to keep everyone as informed as possible. Make major announcements one-on-one or in a gathering and provide room for inquiries (Nguyen, 2020). 

[bookmark: _Toc112666110]Celebrate every achievement, no matter how large or tiny
One last thing you can do to keep your employees around is to highlight their successes. If your team completes a large project early or if one of your employees celebrates five years with the company, use the chance to celebrate the occasion as a group. It's still possible to have a special and memorable occasion even if you must do the party online (Ladyshewsky, 2017).

[bookmark: _Toc112666111]Conclusion
The above-mentioned employee retention techniques are just a few methods you may use to improve team members' work happiness. Make careful to assess the work frequently. This entails keeping up with industry norms for pay and benefits as well as the best ways to create an engaging workplace culture and solid manager-employee relationships. If workers leave the company feeling appreciated and supported, they will probably speak well of your company and could even return to work for you in the future (Sunaryo and Amelia, 2021).

3. [bookmark: _Toc112666112]Learning and development
[bookmark: _Toc112666113]Introduction
HR departments are regularly involved in training and development. HR managers regularly execute Learning &Development initiatives that consider organization-wide development.Larger businesses may have a Learning and Development role or department responsible for employee development. HR and L&D must work together to coordinate staff training and education successfully. Both domains have similarities. People, performance, succession, and change management are shared by both. Human resources professionals handle payroll processing, recruitment, and employee relations management, unlike L&D specialists. The L&D team's only purpose is to promote employee growth. Human Resources is responsible for defining a business strategy and identifying the training needed to support it (Sj and Zamroni, 2021).

[bookmark: _Toc112666114]HR Learning and Development Strategies
When it comes to learning and development, there is noapproach that works for every business. What succeeds for one business may not do the same for another. The approach that is used should be tailored to the training needs of the business and the responsibilities of various positions within theorganization. When formulating and executing an L&D plan, it's essential to keep some standards in mind (Meesuk and Wongrugsa, 2020). A few examples are as follows,

[bookmark: _Toc112666115]Assess Your Training Requirements
Analyzing the training requirements is the first and possibly most crucial stage in any employee learning and development project. The goal is to determine what knowledge will enable your staff to carry out their jobs and what skill sets are missing in your firm. You should think about where your company is right now and where you want it to go. You will be able to expand as a company because of developing new business competencies (Sarimanah, 2016). 

[bookmark: _Toc112666116]Create Your Learning & Development Resources and Techniques
Choosing how you will provide training is the next step in encouraging learning and growth in HRM. A variety of learning techniques are often used in effective training. 





[bookmark: _Toc112666117]Accept mobile learning
If you use an online learning platform, think about including mobile learning in your course offerings. Employees may now access learning materials from anywhere and at any time, thanks to mobile access, which increases the effectiveness of L&D (Hanna and Agarwala, 2018). 






[bookmark: _Toc112666118]Utilize technology to make learning more personalized
Technology may also be used to customize the learning process. One may design interactive, automated, and intuitive learning processes that change based on how employees behave. One might also regularly conduct online questionnaires (Fryer, 2017).

[bookmark: _Toc112666119]Analyze how L&D affects business performance
One must ensure that the L&D programs you are providing are improving company performance. Establish KPIs to gauge business performance and keep track of how well the L&D programs mesh with the corporate aims (Mahmoud, 2017).

[bookmark: _Toc112666120]Monitoring and assessing learning and growth
Make sure the staff training and development program is frequently tracked and assessed.Bloom's taxonomy is a very helpful paradigm for assessing the success of learning. This educational model may be used to categorizethe employee training goals, examine the learning-to-application gap, and bridge it (Maheshwari and Yadav, 2018). 

[bookmark: _Toc112666121]Make learning and growth a continuous process.
By incorporating learning into regular operations, one may need to make sure to see the L&D as a continuous development strategy. Encourage workers to incorporate training into their everyday job tasks rather than making them do it on their own time. This will boost participation rates and inspire workers to keep moving forward with their ongoing learning and development (Sun, 2016).

[bookmark: _Toc112666122]Conclusion
Performance is just one of the desired effects of L&D. Additional advantages include improved employee happiness, future-proofing your company, higher retention rates, and future-proofing your organization. Typically, learning is used to attract, develop, maximize, and retain personnel as part of an organization's broader talent management strategy (Planning, 2019).
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