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[bookmark: _Toc132806003]Internal mobility rate
· Internal mobility rate is an inner transition calculated by an organization Figure out dissimilar roles, as a percentage of all changes.
· Internal mobility rate is an important component of HR management, it helps to track the movement of employees throughout the organization.
· To execute the internal mobility rate accurately, HR needs to create a perfect Time frame of internal movements number for planning. 
· After calculating the total number of employees, itneeds to increase by 100 to get the percentage (Alvarez et al 2021). 
Internal mobility rate help to HR to track Their employees' movement throughout the organization. It includes promotion transfer and demotions. The larger organization have a lot more mobility on their organization because there is more position.  HR need to remember that, the greatest source of talent is already within the organization and a good internal mobility program laboratories that talent to fill the vacancy. However internal mobility does not just help track the employee's movement, it also helps to control the budget of the organization for cost-functional opportunities.To execute the internal mobility rate process, the first task is to calculate total the number of internal movements for the time frame that HR wants to look at. HR will most likely want to use a full calendar year physical year if it is the first time calculating. After that, it can be used as a benchmark to compare against. After that depending on the scale of the organization HR can track action in every quarter, and then Take the resulting number and multiply it by 100 to get the percentage (Abudaqa et al 2021).
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· The cost of HR per employeeisequal to the total cost a company spends on HR management.
· For the calculation of the HR cost per employee, it needs to divide by total HR costs per year by the FTE amountat the end of the year. 
· Fixed the budgetincluding salary, variable budgetincluding commissions, andemployees benefits including health insurance and PF/gratuity.
· The budget of HR per employee helped HR need to be calculatedaccording to return on investment (Malik et al 2022).
The cost of the HR per employee is the total calculation of the cost of a company's plan on human resource functions for full-time equivalent. This help to calculate HR to understand budget recruitmentto develop and maintain human capital. Small companies have higher HR budgetsforemployees than medium or large industries. The reason for thisis when the staff number increases, the budgetgets divided among more employees. The big companies have lower HR budgets foremployees. The HR budget foremployees is the main component of any company. Human resource work management system helped to develop and manage company work for strategy. The cost of HR per employee also helps in planning and defending the policy. The cost of HR per employee system helps to source new talents for the organization. To calculate the HR cost per employee, divide the total HR costs per year by the FTE count at the end of the year. This calculation helps to provide benefits including life insurance, and gratuity for employees. FTE benefits for Full-Time employees(Velikorossov et al 2020). 
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· HR Tech ROI Is the financial return on investment achieved from inflating HR tach.
· HR Tech ROI weighs the costs associated with purchasing, developing, and maintaining the technology.
· HR Tech ROI may use workforce planning software to identify potential talent gaps within an organization.
· To calculate HR Tech ROI, a cost-benefit analysis needs to process business used to determine watched a proposed project or course of action is worth processing by HR (Chalutz 2019).
HR will never see a successful business leader throwing resources behind an initiative casual approach. Every financial decision in an organization needs to be backed by the well-researched expected return on investment (ROI). To maintain a good return on investment (ROI). A new HR Tech needs to be implemented in the financial department. HR needs to calculate and demonstrate a compiling HR Tech ROI to gain financial profit. HR Tech ROI Is the financial return on investment achieved from inflating HR Tech. HR Tech ROI weighs the costs associated with purchasing, developing, and maintaining the technology Including training and support, against the potential benefits of adding the tech to support the HR process. To calculate HR Tech ROI, Hr's first step is to identify all the potential costs and benefits of implementing the new software. In the next step, HR needs to estimate the monetary value of each cost and benefit and compare the total estimated cause to the total estimated benefit to define whether the new HR take is worth pursuing. an HR Tech ROI is a percentage of the technology cost (Florkowski 2019).
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· The tech adaptation rate is a process of identifying The potential customer interest in technology.
· HR Tech’s Uses are increased among HR managements of big organizations.
· Core each I take adaptation increased above 75% Adaptation level in 10 of 14 surveyed recently (Yadav et al 2020).
· HR Techs uses grain popularity in the automobileindustry,E-commerce sector, hospitality industry, education industry, retail sector, and telecom sectors.
· HR techs are helpful to reduce the cost of an organization, it's increased the adaptation rate of HR tech. 
Tech adaptation rate is a vital processor to identify the potential of the technology, Its demand in the market, its potential customer base, and its potential for growth from standpoint of user satisfaction. A successful strategy considered the vision for the improvement of the technology transformation which includes the promises to the customer. HR is more likely to adopt and embrace the take HR Technology if the technology was built with them in mind. HR tech now gains popularity among the HR management of multiple fronts of companies such as the automobile industry, E-commerce sector, hospitality industry, education sector, retail hey industry, and telecom sectors, etc. HR tech is easy to use, cost-reducing, and beneficial for many organizations. After covid-19 pandemic, the HR tech uses adaptation rate increased. 
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