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Employee turnover is recognized as a measure of the way various workers leave a firm as well as are replaced each year. With that said, as a good HR director, it is wise to perform an extensive and complete investigation of the turnover experienced in the organization presented in the case. It is unfortunate that the company has lost a number of employees (Martinelli, 2017). Therefore, this paper evaluates whether experienced turnover is a problem.
To begin with, there exist various reasons for workers leaving the aforementioned organization. Some of the reasons for worker turnover include lack of growth and progression. Employees believe that opportunity for growth as well as development is vital for retaining talented employees. However, when workers feel trapped in a dead-end position, they opt for different firms for the opportunity to enhance their income as well as status (Martinelli, 2017). Secondly, high turnover is experienced when employees feel overworked. For instance, in economic pressure times, workers are asked to take on extra duties, and this makes them quit their jobs. Similarly, the lack of adequate feedback, as well as recognition, contributes to turnover. In case a firm avoids offering good feedback, it pushes talented and good employees away (Magloff, 2019). It is noteworthy that feedback is the first step to make sure workers succeed and avoiding the aforementioned process is detrimental to their success. 
In addition, when workers have little opportunity for decision-making, they opt for a different firm to because they feel unrecognized. Therefore, firms should offer their workers a chance to take part in the decision-making process. Lastly, poor employee selection is a considerable cause of the experienced turnover in organizations. With that said, it is evident that the experienced turnover in the presented firm is a problem. The reason is that the company is losing crucial and talented workers who are critical for the productivity and improvement of the enterprise.     
A human resource information system (HRIS) is recognized as a computer software that various employers utilize to control the human resources functions of their firms. Notably, HRIS has the ability to maintain employment records of all staff members. On the same note, employers can utilize it to collect metrics surrounding the organization’s staffing, compensation, benefits, as well as performance management events. The most important data that one can collect from HRIS is information about human resource initiatives such as details pertaining to the firm’s hiring practices. On the same note, HRIS holds information about the salary as well as incentive compensation of every employee. Similarly, the software has important outcomes of annual performance appraisals as well as disciplinary actions that have been taken toward members of the team. 
The HRIS is a vital tool that offers important information about payroll function. Notably, the HR department is capable of downloading or even uploading worker hours as well as issue payroll deposits or cheques to workers. Similarly, salaried workers are paid with a substantially mitigated risk of errors. The tool at hand takes part in improving tax compliance for locations with various tax levels. Additionally, the HRIS enable employers to come up as well as maintain medical benefits as well as retirement investments through the software. The aforementioned software allows employers to have a one-stop shopping experience for all their workers' data management needs. In simple terms, the HRIS plays a critical role in providing significant information pertaining to the management of employees in a firm.  
Part B: BT Green Case
The desired goal of this response is to show Mr. Banks the importance and meaning of the employment contract he signed with BT Green Company. In this case, the employee signed to be an at-will worker and that no organization shall change that status. In this contract, the BT Green had the mandate to terminate Mr. Banks without reason and on the other hand, the worker had the opportunity to terminate his employment at any time. However, the company's CEO had the authority to change the employment-at-will status and such a transformation must be in writing as well as officially signed by the firm. Therefore, it was the duty of Mr. Banks to understand the contract before signing it. 
Some of the issues considered in crafting this response include employment at will, equal opportunity and well as commitment to diversity, harassment as well as compliant procedure, job performance, receipt of employee handbook, receipt of harassment and safety policies, as well as employee record summary. The documents above help to understand the type of contract that was signed between BT Green Company and Mr. Banks. On the same note, the files will play a crucial role in helping comprehend whether the termination was legal or illegal. Similarly, the files assist to understand whether Mr. Banks has the right to sue the company at hand. As a matter of fact, the documents provide effective guidelines that direct the fate of the issue at hand. Therefore, before deciding to take legal action against BT Green Company, Mr. Banks should re-read the aforementioned documents to decide the right direction to take.  
The response will be delivered in writing. In particular, this method will allow me to provide a comprehensive and detailed explanation pertaining to the available files about the prevalent contract between Mr. Banks and BT Green Company. Notably, through writing, Mr. Banks will have enough time to read the response and comprehend every aspect of it and the available consequences of any decision he will take. For instance, if Mr. Banks decides to sue BT Green Company of discrimination, the response will provide the anticipated outcomes of the decision. Therefore, Mr. Banks will have enough time to pass read, understand, and make a decision that has little risks to his side. On the same note, a write response serves as evidence for future reference.
The reason why I chose the writing method is that it provides extensive and detailed information about the case and the expected results or consequences of any decision that Mr. Banks makes. In fact, the written response plays a vital role in providing Mr. Banks a direction to follow in making his decision. Lastly, the written response serves as a future reference for Mr. Banks. 
Due to the fact that Mr. Banks signed a contracted that had an at-will agreement between him and BT Green Company, the organization had the powers to determinate the contract. In particular, BT Green Company had the power to terminate Mr. Banks without reason as well as the employee, who happens to be Mr. Banks, had the mandate as well as opportunity to terminate the employment contract at any time without any consultation. Therefore, the law allows BT Green Company to terminate the contract signed without Mr. Banks' consent. Even if Mr. Banks decides to sue BT Green Company, the employee might lose the case because of the at-will employment contract he signed. On the other hand, the contract gave the firm’s CEO the authority to change the at-will employment status and such information should be in writing and officially signed by the company. In simple terms, it is the responsibility of Mr. Banks to read as well as understand the contract before signing it.  
Part C
It is important to understand that human resource, as well as compensation experts, need to employ a C-suite approach to decision support that is grounded on data and facts. In view of understanding it, metrics are a simple strategy to quantify, measure, as well as track key performance indicators. Some of the available types of decision metrics can support consist of the kind of compensation programs that make sense, the linkage existing between program costs as well as results, and the allocation of financial resources. It is noteworthy that metrics take part in measuring increased performance, the return of investment, the impact of a program on revenue, as well as decreased costs (BCR, 2013). Notably, this might be a series of single metrics when viewed together to tell the story. Research indicates that using various metrics to measure a function is called dashboard and this offers a complete story. 
Some of the available metrics in compensation programs include compensation costs per dollar of revenue, total compensation costs as a percentage of the total organization operating costs, as well as compensation mix and this means fixed salaries versus performance-driven compensation (BCR, 2013). The aforementioned metrics should offer the whole picture, such as cost, time, effectiveness, quantity, as well as quality. On the same note, the metrics should concentrate on key areas where change is crucial. What is more, the metrics should develop a benchmark to utilize for evaluating progress toward goals. Furthermore, it should set goals as well as establish metrics for measuring progress. In addition, it must use the language of the business leaders including ratios as well as measurements they understand. Simply put, organizations should not be afraid of information on measuring results. In this case, metrics can add to the professional credibility as well as garner support for the reward program.
It is noteworthy that human resource management experts are often called upon to perform various tasks that relate to the success of their firms as well as the available workers. Specifically, human resource practitioners do not offer the same degree of support as experienced in union representatives as it relates to labor relations. However, human resource professionals can advocate for both the workers as well as the firm at the same times. Notably, this is possible because various roles of the union representatives are handled by human resource management as well as other roles have become defunct because of the available laws protecting workers (Heathfield, 2018). With that said, the question of whether it is possible for an HR practitioner to be an effective advocate for both workers as well as the organization at the same time need adequate explanation.
Research indicates that human resource practitioners can be effective advocates for both employees and the organization at the same time. To begin with, HR practitioners are organization advocates in the case that they play both administrative functions as well as provide executive agendas. In particular, HR practitioners' roles serve as the systematizing as well as policing arm of executive management. Their role is aligned with personnel as well as administrative functions that viewed by the firm as paperwork. Additionally, the aforementioned professionals are organizations' advocates in terms of hiring workers, paying employees, as well as dealing with the benefits of the firms. On the other hand, HR practitioners are employees' advocates in various ways (Jessy, 2015). The experts play a vital part in managing organizational change by utilizing knowledge about individuals. The advocacy mentioned above consists of expertise in the way to come up with a work environment where individuals choose to be motivated. A number of aspects of workers advocacy include consistency in the treatment of workers, counseling, complaint solving process, best employment practices, as well as handling employee issues.


References
BCR. (2013). How well do you know if your total rewards program is working? Benefit and Compensation Resources. Retrieved from http://www.benefitsandcompensationresources.com/how-well-do-you-know-if-your-total-rewards-program-is-working   
Heathfield, S. (2018). The 3 new roles of the human resources professional. The Balance Careers. Retrieved from https://www.thebalancecareers.com/the-new-roles-of-the-human-resources-professional-1918352  
Jessy, N. (2015). New trend in HR role: HR practitioner as an employee advocate. LinkedIn. Retrieved from https://www.linkedin.com/pulse/new-trend-hr-role-practitioner-employee-advocate-nilufar-sharmin 
Magloff, L. (2019). Employee turnover in organizations. Chron. Retrieved from https://smallbusiness.chron.com/employee-turnover-organizations-12002.html 
Martinelli, K. (2017). Cause of employee turnover and strategies to reduce it. High-Speed Training. Retrieved from https://www.highspeedtraining.co.uk/hub/causes-of-employee-turnover/
