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Abstract

This study examines the relationship between talent acquisition and recruiting,
employee training and development, and performance management—the three
cornerstones of human resource management (HRM)—and the attainment and
maintenance of a competitive advantage. The key to attracting excellent personnel and
building a strong employer brand is a tech-savvy recruitment strategy that maximizes
efficiency. Investing in your employees' training and development allows them to learn
and adapt on the job, which is crucial for staying ahead of the curve and reacting to
changing market conditions. Performance management systems boost employee
engagement and output by linking individual efforts to company goals through clear
and frequent feedback, fair assessments, and open goal-setting. The study found that
companies with strong implementation of these HR strategies had happier workers,
better performance outcomes, and outperformed their competition. By proactively
integrating critical HR operations, organizations can make the most of their human
resources, adapt to evolving business needs, and ensure long-term success.
Keywords: Talent Acquisition; Employee Training; Performance Management
1. Introduction

Businesses in the modern day are constantly trying to find ways to differentiate
themselves from their rivals (Czinkota et al., 2021). This desire to stand out is a
common motivator for innovation across many industries, and HR management is a key
factor that can have a major impact on a company's bottom line. Nowadays, every
successful company strategy views human resources as a crucial component, driving
the company's ascent to greater heights. Finding out how three HR practices—
performance management, staff training and development, and talent acquisition and
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recruitment—help firms remain competitive is the main objective of this research.

Armstrong and Taylor (2023) acknowledge that human resource management
plays a crucial role in determining an organization's overall effectiveness. Now more
than ever, companies need cutting-edge HR strategies to find, develop, and hold on to
their most valuable asset: their people. Talent acquisition and recruitment are crucial
HR functions that a company must execute effectively to gain a competitive edge. Any
company that wants to be at the top of its game has a system in place to find and hire
the best employees. A company's ability to achieve its strategic goals depends on its
ability to attract and hire people with the right mix of skills and potential. Building a
talent pipeline that supports the company's strategic objectives is an integral part of this
process, as is filling open positions to meet current demands.

The current business climate is so cutthroat that companies are vying for top
personnel in addition to market share (Hongal & Kinange, 2020). Consequently, it is
critical to have a strong plan for acquiring talent. Companies that are really good at this
use a lot of fancy recruiting strategies, such as data analytics and cutting-edge software,
to find the most qualified people. Developing compelling employer branding that
entices first-rate candidates is another area of emphasis. In order to stay ahead of the
competition, these companies make sure they have the correct individuals on staff to
boost innovation and operational efficiency.

Another important HR role that greatly affects competitive advantage is employee
training and development (Alfawaire & Atan, 2021). Keeping one's knowledge and
abilities up-to-date is crucial in today's fast-paced corporate world. Companies that put
money into their workers' education and development get a return on that investment
in the form of higher productivity and better preparedness for the future. Investing in
staff training and development ensures that they are always up-to-date on the latest
innovations, best practices, and industry trends. Additionally, they encourage a mindset
of constant growth and flexibility among employees. Because of this continuous
development, employees are better able to respond to market shifts and contribute to

the company's goals.
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According to Urbancova et al. (2021), companies create efficient training
programs that cater to employees' short-term goals and their long-term career objectives.
Businesses may boost employee happiness and retention by providing avenues for
career progression. Because of this, employee turnover is decreased, and the expenses
related to hiring and training new staff are decreased as well. Higher engagement and
productivity are two more ways in which companies that invest in their employees'
professional growth gain a competitive edge.

Performance management, another critical HR function, greatly aids in gaining an
advantage over the competition. According to Jain (2020), a performance management
system that is well-designed helps employees work towards the organisation's goals.
Specifically, it entails assessing workers' efforts in light of the company's long-term
goals, communicating those goals clearly, and offering frequent feedback. Overall
effectiveness and productivity are improved by good performance management, which
helps to align personnel with the organisation's goals.

When performance management systems offer opportunities for development and
continual feedback, employees can handle problems more promptly and enhance their
performance (Atmaja et al., 2022). If we adopt a proactive stance, we can prevent issues
from escalating and guarantee that our staff consistently provides 110%. Organizations
are better able to respond to shifts in the market and achieve their long-term objectives
when they have robust performance management systems in place.

When it comes to getting ahead in today's business world, human resource
management is king. This is required for functions such as talent acquisition, hiring,
performance management, and training and development. Businesses can improve their
chances of attracting and retaining top talent, foster a growth mindset among employees,
and connect performance with company goals by implementing these HR practices.
Despite the complexity of the market, these HR practices significantly enhance their
long-term prospects. Businesses can improve their HR strategy and gain a competitive
advantage by better understanding the impact of certain HR responsibilities. This

research aims to provide such understanding.
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1.2 Problem Statement

Human resources (HR) are becoming increasingly important to a company's
performance, yet many companies still fail to implement HR strategies to obtain and
keep a competitive advantage (Jalloh & Ming, 2020). It is much more difficult to
transform this understanding into actionable strategies, even though it is well known
that human resources may significantly affect an organization's success. Understanding
the impact of various HR procedures on a business's competitiveness is crucial. All of
these procedures include talent acquisition and recruitment, staff development and
training, and performance evaluation.

Organizations in the modern business landscape must find ways to set themselves
apart from the competitors in order to survive the always shifting market conditions
(Sotoducho-Pelc & Sulich, 2020). Enterprises can achieve a competitive advantage by
implementing well-executed HR policies and processes that align employee efforts with
the company's objectives. Despite the theoretical awareness of HR's strategic
importance, many organizations struggle to put it into practice. To address this
knowledge gap, we need to learn more about how HR initiatives may boost competitive
advantage.

According to Wassell and Bouchard (2020), one of the most significant ways in
which human resources can impact competitive advantage is via recruiting and
acquiring talent. Filling unfilled jobs and assembling a team capable of contributing to
long-term success requires attracting and choosing exceptional individuals. Despite this,
many companies still struggle to find and hire the right people. They frequently struggle
with finding qualified applicants, developing attractive employer value propositions,
and making effective use of current recruitment tools. As a result, companies risk losing
out on top talent that could give them a leg up in the market.

In order to keep up with the ever-changing demands of any given industry, it is
crucial for organisations to invest in their employees' training and development (Ozkan-
Ozen & Kazancoglu, 2022). Improving employee performance and organizational

outcomes via well-designed and implemented training programs is a formidable
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challenge. Poor development results and a less competitive workforce' failure to link
training programs with strategic objectives. An area of worry for many firms is the
ability to offer continuous learning opportunities that promote growth and adaptation,
which is crucial for keeping a competitive edge.

Maintaining a competitive advantage also depends on performance management,
another HR role. According to Neher and Maley (2020), an effective performance
management system should include three main components: clearly defined
performance expectations, regular feedback, and an evaluation of employee
contributions that is in line with the organisation's goals. Developing systems that
generate the necessary results remains a challenge for many firms, despite the
importance of performance management. If feedback mechanisms, performance
metrics, and evaluation procedures are flawed, performance management may be
difficult to achieve as a competitive advantage. A company's overall performance and
competitiveness can take a hit if its employees' actions aren't in line with its strategic
goals.

We must determine the optimal methods of implementing these HR initiatives and
evaluate their impact on competitive advantage if we are to succeed in overcoming
these challenges. By examining the direct impacts of talent acquisition, staff
development, and performance management on a company's competitiveness, this
research aims to bridge the gap between theory and practice. We aim to provide
organizations with actionable guidance that will enhance their HR strategy and,
consequently, their competitiveness.

Focusing on the interaction between critical HR activities and competitive
advantage, this research seeks to identify the elements that allow firms to make better
use of HR practices. The primary objective of the research is to provide HR
professionals and company leaders with useful information that will enhance their
methods of talent acquisition, professional development, and performance assessment.
By the study's conclusion, we aim to have a clearer understanding of how HR strategies

can align with company objectives to drive competitive success.
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The problem here is that many businesses are still unable to translate the theoretical
importance of human resources into practical strategies that provide them with an
advantage in the market. This study will address this issue by examining how specific
HR tasks contribute to gaining a competitive advantage. The end goal is to help
businesses improve their market position and secure the future by making the most of
their HR capabilities.

2. Human Resources Management

Strategically managing a company's most important asset—its people—is what
human resource management (HRM) is all about (Hans, 2021). Training and
development, employee relations, salary and benefits administration, performance
management, selection, and training and development are all parts of this discipline,
which is crucial to any organisation's success. Human resource management's core
purpose is to maximise productivity in a way that supports business objectives.
Improving overall efficiency and driving corporate success are two of HRM's primary
functions, along with creating a positive work environment and making sure people are
ready to tackle organisational difficulties.

Processing payroll and ensuring compliance with labour rules were the main
administrative concerns of HRM in the past (Chukwunonso, 2022). Having said that,
HRM's function has changed significantly over the years. In today's business world,
human resource management is seen as an integral aspect of a company's success in
formulating and implementing strategy. The growing recognition of the significance of
human capital in attaining competitive advantage is evident in this transition from
conventional administrative duties to a more strategic position. The focus of modern
human resource management is on how to more effectively incorporate HR policies and
procedures into business plans for the benefit of both the organization and its employees.

In this strategic role, human resource management excels in attracting and
maintaining top talent. To achieve success, any organization must find and hire people
with the correct set of skills (Abdalla Hamza et al., 2021). To thrive in today's fast-

paced business environment, human resource management (HRM) is essential for firms
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to find and hire top people. HRM helps with strategic recruitment and hiring decisions.
Furthermore, HRM practices contribute to higher retention rates by creating a
welcoming workplace that promotes engagement and job satisfaction. When employees
enjoy coming to work, they are more likely to stay, which in turn lowers the cost of
turnover.

Human resource management, according to Al-Taweel (2021), can have a greater
effect on an organization's resilience via strategic training and development programs,
on top of its role in acquiring and retaining talent. As a result of technological
advancements, businesses must provide their employees with the knowledge and skills
necessary to thrive in a dynamic market. Human resource management satisfies this
need by providing opportunities for ongoing professional development, which in turn
helps workers gain employable skills. These programs foster a growth mindset and a
willingness to adapt by providing tools to help employees cope with uncertainty. For
modern businesses to remain competitive, human resource management practices that
empower employees to make meaningful contributions to company innovation and
success are essential.

A key function of human resource management is to ease the flow of information
between upper-level executives and their subordinates. Effective human resource
management practices, say Salas-Vallina et al. (2021), encourage two-way
communication between managers and employees, which helps to resolve expected
conflicts. By actively listening to employees' concerns, establishing attainable goals,
and maintaining open lines of communication, human resource professionals may
maintain employee engagement and motivation. This relationship is essential for
maintaining high morale and directing collaborative efforts towards common
organisational goals. When employees know their opinions matter, they are more
invested in the organization's mission and more inclined to make a good impact.

Without human resource management, building a culture that supports
organizational goals and drives performance is impossible. This entails overseeing the

HR department's day-to-day operations as well as providing strategic direction for the
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growth of the company's values and culture. Human resources experts are crucial in
reinforcing an organisation's purpose and values through policymaking, program
development, and environmental shaping (Ludwikowska, 2021). The purpose of human
resource management is to guarantee that all facets of HRM contribute to the attainment
of company goals by coordinating HR practices with the organisation's larger strategic
objectives.

In role of human resource management has evolved from that of an operational
function to that of a strategic ally in the face of the increasing complexity of today's
corporate landscape. Its responsibilities include more than just paperwork; they cover
a wide range of operations that help provide an edge in the market. In order to help
organisations achieve their strategic goals and stay ahead of the competition, HRM
focusses on talent management, creating a positive work culture, training employees to
be more resilient, and facilitating communication between leadership and employees.
Human resource management is being characterized in a way that emphasizes its
increasing significance as a driver of strategic success for organizations, and the
relevance of aligning HR practices with the organization's goals and aspirations is on
the rise.

2.1 Talent Acquisition and Recruitment

A company's ability to compete is heavily dependent on its recruitment and talent
acquisition strategies. A business's ability to recruit and hire top individuals with the
right mix of expertise directly determines its success or failure. Experts in the field have
recognized for quite some time that recruitment tactics greatly affect business results.
Anwar and Abdullah (2021) state that a key component of a successful organization is
strategic management of human resources. Recruiting practices aligned with the
company's strategic goals can build a high-performing staff capable of driving
innovation and achieving corporate objectives. When competency and compatibility
with the organization's long-term objectives are in sync, talent acquisition becomes a
reality.

Jibril and Yesiltas (2022) state that in order to get a competitive advantage, a

Online ISSN: 2959-0191



Informative Journal of Management Sciences (IJMS) wcusicounaiscom

www.cubicwriter.com

/\ CUBIC

company must have excellent recruitment tactics. One important part of this advantage
is being able to attract and keep excellent talent. Strong recruiting tactics, they contend,
increase a company's chances of attracting and hiring individuals who can aid in the
development of the company's strengths and the utilization of its resources. Top-tier
personnel contribute their unique views, skills, and experience, enhancing the
company's ability to innovate and respond to market demands. Therefore, in order to
reach their long-term goals, firms need to have strong recruitment processes in place.
These procedures help the company stand out in the competitive job market.

Azam and Qureshi (2021) further highlight the significance of talent acquisition
techniques in building a strong employer brand. By using effective recruitment
techniques, many companies have found success in building a favorable reputation as
desired employers. Because of its excellent employer brand, the company stands out
from the competition and attracts top talent. A strong employer brand produces two
outcomes: engaged and motivated staff and better application quality are two outcomes
of a strong employer brand. By clearly outlining its principles, culture, and prospects
for advancement, a company can entice applicants who share its vision and will most
certainly help it achieve its goals.

Data analytics and technological advancements have played an ever-more-
important part in the hiring process in recent years. Applicant tracking systems and
artificial intelligence are just two examples of how advancements in recruiting
technology have revolutionised the way businesses find and hire new employees.
Companies can improve their capacity to find and connect with top talent and
streamline their recruitment processes thanks to these technologies (Dunlop et al., 2022).
For instance, applicant tracking systems record interactions with candidates, streamline
screening procedures, and make application management easier. This automation
allows human resources departments to devote more time and energy to key recruiting
tasks, reducing their administrative workload.

Artificial intelligence (Al) and machine learning have improved recruitment

procedures by providing predictive analytics and candidate matching capabilities
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(Albassam, 2023). Using Al, recruiting tools can go through massive amounts of
candidate data, identify patterns, and predict which candidates would excel in a certain
role. Using these resources, businesses have a better chance of making fast, accurate
hiring decisions and filling available positions with qualified candidates. Using these
state-of-the-art solutions to enhance and simplify their employment processes gives
organizations a competitive advantage.

The utilization of technology in recruitment enhances both the process efficiency
and the candidate experience. Modern recruiting platforms provide candidates with a
positive experience because of their intuitive interfaces, streamlined application
procedures, and timely contact (Zhou & Cen, 2023). In order to recruit top talent, it is
important to have a positive applicant experience. This will help build a fantastic
employer brand. Furthermore, organisations can continuously improve their tactics and
make informed decisions to boost their competitive position by employing data
analytics to track and assess recruitment indicators.

Building or maintaining a competitive edge requires first acquiring and recruiting
top talent. Attracting and retaining top personnel is crucial to a company's success, and
effective recruitment methods that are in line with organisational goals help with this.
The recruitment process is made more efficient and successful by the strategic
management of practices, which is backed by data analytics and technological
improvements. By identifying and engaging with high-potential individuals more
effectively, organizations can enhance their competitive position in the market. The
importance of talent acquisition and recruitment in determining an organisation's
performance and competitive advantage will not go away, even as the business
landscape changes.

2.2 Employee Training and Development

If companies want their workers to be able to adapt to a constantly changing
business climate, they must invest in their training and development programs.
Programs that promote continuous learning and development can enhance an

organization's competitive advantage, as the literature well acknowledges. Strategic
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investments in training and development, beyond just operating costs, can greatly
improve a company's performance and longevity.

Gumede (2021) asserts that there is ample evidence connecting training and
development programs for employees to numerous beneficial results for organisations.
Higher retention rates, happier workers, and better overall performance are all results
of well-designed training programs. To ensure that employees are developing skills that
are directly applicable to their jobs and the company's long-term goals, it is important
to align training programs with those goals. With harmony, workers will be ready to do
more than their jobs now; they will help the company achieve its long-term goals.

The literature goes on to say that companies that put money into their employees'
professional growth are better able to weather market shifts. Staff members that are
professionally and personally developed are more likely to be the ones driving
innovation and efficiency in an organization, as stated by Modransky et al. (2020). A
staff that is competent and flexible enough to adjust to the dynamic nature of both the
corporate world and technological advancements is more important than ever.
Companies that put money into their workers' professional development will be better
able to weather these shifts and remain competitive. For businesses to thrive in today's
dynamic marketplace, the capacity to adapt is crucial.

Training and development programs can significantly enhance organizational
performance by boosting productivity and flexibility. According to Tamsah et al. (2020),
organizations can get greater results when they invest in training programs that boost
employees' knowledge and abilities. Businesses may foster a more capable and efficient
workforce by equipping their employees with the tools they need. These enhanced
capabilities contribute to both the company's short-term objectives and its long-term
competitiveness.

In their concept of "learning organizations," Alerasoul et al. (2022) reaffirmed the
value of fostering an attitude of continuous improvement through education. A learning
company is one that values its employees' professional development and is able to adapt

and innovate in response to shifting market conditions. Incorporating a culture of
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continuous learning into an organization's fabric may help generate a workforce that is
resilient and adaptive. Staff members' commitment to lifelong learning encourages
creativity and helps the company keep its edge in the market.

Training and development affect the dynamics of an organization as a whole, not
just the performance of specific individuals. Training programs that are well organized
can greatly enhance organizational efficiency, team cohesiveness, and communication
(Caniago, 2024). After getting training that is tailored to their unique roles and aligned
with the company's goals, employees are more inclined to collaborate effectively and
make meaningful contributions to its success. This sort of cooperation and shared
understanding of the organization's objectives is crucial for peak performance and
maintaining a competitive edge.

Employees are more invested and content when their employers support their
professional development, according to research by Ngwenya and Pelser (2020). An
organization's involvement in its employees' professional development leads to
motivated and dedicated workers. Employees are more invested, which boosts morale,
increasing productivity and decreasing attrition.

Training and development programs are an integral part of strategic HRM. Training
and development budgets tend to have a positive effect on employee satisfaction,
productivity, and loyalty, according to studies. Organizations should connect training
programs with strategic objectives to foster innovation and adapt to changes in the
business landscape. Learning organizations emphasize the need to foster a culture of
continuous learning as a means to sustain a competitive advantage. Funding staff
development can help companies boost their market competitiveness and organizational
performance. This will enhance the abilities and adaptability of employees.

2.3 Performance Management

The HRM performance management system significantly affects a company's
competitiveness. A key responsibility of human resources is to ensure that employee
efforts are in line with the organization's overall goals and objectives. The three

cornerstones of an effective performance management system—establishing
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measurable objectives, communicating those objectives clearly, and evaluating
employees fairly—work together to boost productivity and success for every given
business.

To make sure that people's efforts are contributing to the company's objectives,
performance management uses a number of methods (Van Waeyenberg et al., 2022).
An essential part of this process is establishing definite objectives. Once workers know
their roles and how they fit in, they're more likely to focus on company success. When
workers have specific, attainable objectives, they are better equipped to organise their
workdays and ensure that their efforts contribute to the company's larger purpose.

Another important part of managing performance well. Consistent feedback helps
employees identify their strengths and areas for growth. Managers and employees
maintain an open line of communication to quickly resolve performance concerns and
offer suggestions for improving employees' contributions (Govender & Bussin, 2020).
Promoting an open communication culture through regular feedback can enhance
employee engagement and happiness. Workers who get honest feedback and know
where they stand are in a better position to improve their performance.

Objective evaluations are fundamental to performance management. When
performance reviews are transparent and fair, there is a greater sense of fairness and
trust in the workplace. Workers are motivated and engaged when performance reviews
are fair. Conversely, performance management systems tend to be less effective when
assessments are biased or inconsistent, which can lead to dissatisfaction and
disengagement.

Successful performance management systems are associated with several positive
outcomes for businesses, according to Ibrahim et al. (2023). A high degree of employee
involvement, higher productivity, and outstanding performance characterize these
companies. Aligning employee performance with organizational goals enhances
individual contributions and helps the company stay ahead of the competition. Workers
who can see the big picture of how their work contributes to the company are more

invested in its success and work harder to reach its long-term objectives. Boosted
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morale, output, and competitiveness in the market are the next steps in the cycle.

Performance management systems significantly facilitate strategic decision-making
within an organization. According to Grossi et al. (2020), effective performance
management provides valuable insights into employees' strengths and areas for
improvement. This data-driven approach might help businesses improve their people
management and organizational development decisions. Organizations may address
talent gaps, find potential leaders, and recognize exceptional work by analyzing
performance data. By strategically analyzing performance data, companies may
maximize their people resources and better distribute human capital to fulfill business
goals.

The impact of performance management on organizational efficiency extends well
beyond that of individual employees. According to research by Kanyangale and
Chikandiwa (2022), performance management systems help businesses foster a growth
mindset and encourage employees to take ownership of their work, both of which
contribute to improved productivity. Organizations see an increase in productivity and
creativity when they hold employees accountable for their work and provide them
opportunities to develop their skills. A learning organization is the result of performance
management strategies that place an emphasis on growth and improvement. The
organization constantly motivates its employees to improve their skills and adapt to
changing market conditions.

Well-designed performance management systems enhance both employee
satisfaction and loyalty (Kalyanamitra et al., 2020). Workers appreciate it when they
get regular feedback and have well-defined objectives to work toward. Job satisfaction
and retention can both rise as a result of this enjoyable experience. Companies that put
an emphasis on performance management and staff development have a higher chance
of holding on to their best employees and attracting new ones.

Performance management, an essential HR role, affects a company's competitive
advantage by coordinating the efforts of employees with the overall objectives of the

business. Setting clear goals, providing regular feedback, and conducting fair
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evaluations are the three pillars upon which performance management systems rest.
Research indicates that well-implemented performance management systems enhance
productivity, employee engagement, and overall performance. Performance
management provides valuable insights into employee strengths and areas for
improvement, supporting strategic decision-making and assisting businesses in
optimizing their personnel resources. A well-organised performance management
system positively impacts organisational effectiveness, fosters a growth mindset, and
enhances competitive advantage.
3. Overview of Research
3.1 Research Design

A qualitative research method will be used for Efficient management of students’

academic records: factors to consider.
4. Discussion on Major Findings

Recruiting and acquiring top talent are critical to every company's ability to stay
ahead of the competition. If you want to fill open positions with qualified individuals,
you need a recruitment strategy that works. A competitive advantage can be yours when
your company has a solid recruitment strategy in place to bring in and keep the best
employees, according to the research. In addition to assisting the business in reaching
its goals, a well-thought-out recruiting strategy also helps it stand out as an employer
of choice, which in turn attracts top talent. Modern recruiting tools, like application
monitoring systems and Al facilitate the faster and more accurate identification of top
candidates.

It is critical to put money into staff training and development if you want to remain
competitive. Adequately supported training programs lead to increased productivity,
job satisfaction, and employee loyalty. Organizations can accomplish their long-term
goals with the support of training programs that are in line with their aims. These
programs help people acquire skill sets that are directly pertinent to their occupations.

According to studies, companies that put an emphasis on employee growth are better
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able to respond to shifting market conditions and fuel innovation. By promoting a
culture of continuous learning, companies can foster a versatile and competitive
workforce.

Performance management is essential for ensuring that employees' efforts are in
line with the objectives of their company. Performance management systems, which
incorporate quantifiable goals, regular feedback, and objective evaluations, enhance
both the bottom line and employee performance. Proper implementation of
performance management tactics leads to an increase in workplace output, enthusiasm,
and efficiency. Organizations may bolster their competitive position by utilizing data-
driven performance management decisions about talent development and management.

Gaining and keeping a competitive advantage requires solid human resource
strategy in areas such as talent acquisition, development and training, and performance
management. Performance in these areas positively impacts a company's capacity to
attract and retain top talent, foster a growth mentality in the workplace, and coordinate
employee activities towards organizational goals. Collectively, these HR initiatives
enhance organizational performance, innovation, and competitiveness.

5. Conclusion

In conclusion, human resource management's strategic actions in people
acquisition, development and training, and performance management are critical to
establishing and sustaining a competitive edge. Companies may attract top talent who
will contribute to achieving their strategic goals by using state-of-the-art technology to
streamline the hiring process. Putting money into employee training and development
allows workers to grow intellectually, adapt to changing circumstances, and find novel
solutions. This is crucial in order to keep up with the competition and adjust to market
developments. Better decision-making, higher engagement, and output are all outcomes
of performance management systems that make workers feel like they have a stake in
the company's success.

Integrating these HR techniques creates a highly engaged workforce, which in turn

helps the organization expand and maintain its competitive edge. Companies should
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implement these HR techniques in order to achieve long-term success, prosper in
today's complex business climate, and maximize human capital. Businesses need to
deliberately incorporate HRM practices to boost their competitiveness and succeed

consistently in the market.
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