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In Human Resource context, the term metrics is occasionally used to define the standards put in place to evaluate the performance and the success of the HR processes. When success and achievement are measured, the value is added to the decision-making program based on the available opportunities. HR metrics quantify the cost and the effect of the talent management and measure the general success of the HR moves. 
One of the measures of success of the HR programs is the overall employee turnover. In this case, the administration should have a look at the number of employees that voluntarily quit the company annually. The Human Resource should collect data on the labor and supply-demand within the company. This move is achieved by calculating the turnover rate or the total percentage of the employees that leave the company. The turnover rate significantly affects the planning process and comes with a cost (Heathfield, 2018). Besides, the turnover rate annually and monthly can inform the success of the recruitment decisions and allocation of budget. Similarly, managers may use the standard to make comparisons to other companies within the same industry gauge their progress and formulate improvement plans. Overall employee turnover is measured by adding the total number of employees at the start of the fiscal year to the number at the end and dividing it by two to come up with average. The number of the employees that left is then divided by the average number to reach the final employee turnover rate. 
The second measure is the engagement of the employees. The reaction of the employees in the course of the Human Resource program implementation can be used to measure the effectiveness of the moves taken. For instance, the management should ask, how satisfied are the employees at work (Heathfield, 2018). This success indicator can be achieved through surveys. The surveys can be carried out internally or externally with aggregated numbers to safeguard the privacy of the participants. Gauging the engagement of the employees can help the management to have a picture of the encounters and the frustrations on the ground and the general success of the initiatives. The leadership can use this evaluation to make corrections that will affect sales, customer services, and the employee wellbeing. 
The success of the laid down HR strategies can also be measured through the general performance of the employees. Areas to focus on in this context are a performance in sales, service delivery, and production in the manufacturing industry. When the performance metrics are in line with the goals of the organization, the areas that need to be reinforced and those that are excellent come out. For instance, sales performance metrics can be used in awarding the top sales and those rendering quality services. The complaints about production and the complaints on service delivery indicate the success of the measures and the areas that need improvements. 
Lastly, the revenue per employee is also a factor worth measuring when looking at the success of the HR programs (Heathfield, 2018). Every organization aims at collecting more revenue. For stability in the business and the financial departments, sales and income must be increased. High revenue per employee can only achieve the goal. When the income is high, it is evident that the measures in place were successful. 
Ideally, any created program should be measured. Even in the informal settings, like let us do this and see what happens, evaluation of the results is still essential.  The measurement and evaluation parts of any program should be well thought out. When the wrong things are measured, it is not easy to find the success parts.
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