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Abstract 

Best Employees.  The process of choosing the best employees is one of the ways that senior management, such as the general 

manager or director, assesses how effectively the performance of employees is adjusted to the criteria set by the firm. The best 

employees are still typically chosen manually using a variety of criteria and options, which typically makes it challenging for 

top management to make selections. As a result, it is essential to create a decision support system that can help the decision-

maker choose the best alternative based on uniform criteria, quicker, and more objectively. There are numerous human 

resources, often known as personnel, throughout the company. Enhancing the human resource function, particularly with regard 

to the workers, has a significant impact on raising productivity and moving the organization closer to its objective. In order to 

choose the best employee based on predetermined criteria, the priority order method will be used in this study's case study. 

Employer branding is a powerful marketing tactic that enables businesses to position themselves as an employer of choice in 

the minds of potential candidates. Companies are now taking part in more Finest Employer Surveys (BES) in an effort to 

position themselves as the best places to work. COPRAS (Complex Proportional Evaluation is proposed to evaluate the possible 

maintenance strategy. Linguistic terms are used to evaluate the ratings and weights. The rankings of the alternatives are 

COPRAS Alternative 1, Alternative 2, Alternative 3, Alternative 4, and Alternative 5. Job Responsibilities, Work Discipline, 

Work Quality, Behavior. Alternative 1, Alternative 2, Alternative 3, Alternative 4, Alternative 5. Job Responsibilities, Work 

Discipline, Work Quality, Behavior. Alternative 2 gets the first rank whereas Alternative 3 has the lowest rank. 

Keywords: Financial literacy, Measuring financial literacy, COPRAS Method. 

 

Introduction 
Companies now have an added motivation to reassess their employee relations strategy due to factors including globalization, 

the need for speed and innovation, and increased competition for competent people. It can be challenging for many businesses 

to find and keep outstanding personnel, therefore how to differentiate HR strategies to do so is essential to corporate success. 

As a result, many businesses express their ambition to be top employers in some way. Many advantages are anticipated from 

developing a strong employer brand, including lower staff turnover, increased employee satisfaction, client retention, and the 

capacity to keep pay rates below the industry standard. Due to the expanding and varied goals of the younger generation, the 

literature contends that long-term survival may be a more difficult challenge than creating an employer brand for trainee 

managers in increasingly cutthroat job marketplaces. The job of the marketing hat is to build and maintain an employer brand 

to draw top talent to their companies and keep them there. In high-performing firms, superior personnel is increasingly 

acknowledged as a crucial source of long-term competitive advantage. The constantly evolving business environment and the 

rising demand for managers and professionals with a global perspective, multi-fluency, technological literacy, entrepreneurial 

abilities, and the capacity to function in many cultures, structures, and marketplaces form the basis of this trend. At the same 

time, there are indications that it is getting harder to find and keep skilled people. In reality, according to a number of recent 

studies, a persistent scarcity of talented workers is already affecting many large organizations. Three-quarters of 400 corporate 

executives in the US, for instance, indicated their businesses were "sometimes under-efficient" or "inefficient" in a recent 

survey. Similarly to that, it draws attention to the developing issue of skill shortages in the majority of European nations. For 

instance, according to INSEE data, the proportion of manufacturing companies in France having trouble hiring all categories 

of personnel increased from 25% in 1976 to over 50% in 1989. The management and technical labor markets have the most 

issues. A growing need for skilled workers is correlated with shifting investments in new computers and machines, higher 

productivity, and new organizational techniques.  There's this ubiquitous notion that we're in a "battle for talent," pushed by 

Fast Company and others. Talent is important in the field of intellectual capital, and we contend that competitive organizations 

are better at locating, assessing, hiring, and retaining the most brilliant individuals. Fast Company, the wildly popular business 

magazine for the new economy, published an article titled "The Great Talent Caper" in its September 2000 issue that begins, 

"It's hard to dispute with the concept that the company with the best talent wins. In fact, it is simple to refute that common 

sense assertion in the modern economy by pointing out the value of capital and knowledge work  Human resource management 

(HRM) techniques and corporate performance have been the subject of extensive research in the field of human resources, 
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primarily in the United States. Adopting a stakeholder perspective and paying little to no attention to other situational 

circumstances define a set of HR practices that improve business results. The "best practices" or "high-performance practices" 

method of interpreting HRM research is known and is mostly based on an evidence-based view as a theoretical framework. No 

of the setting, a best practice approach supports corporate performance through universal HR principles. Employee onboarding 

is the procedure through which a new employee is introduced to a company and its vision, mission, and values. It is also known 

as integration, organizational entry, and socialization. It is "receiving, onboarding, integrating, and accelerating new team 

members into the organization" whether the person is an internal or external candidate. When a new employee is offered a job, 

the onboarding process begins. It concludes when the employee is completely productive. It has a strategic emphasis and 

encompasses a range of offices and functions, the first year of employment, and the entire range of staffing requirements 

(equipment, accounting, training, networking). The onboarding procedure is actively engaged by the employees.    

  

      Job satisfaction 

A crucial component of the service sector is employee job satisfaction, and HRM seeks to explain how it performs its duties. 

For instance, higher intentions to leave employment were associated with poorer levels of job satisfaction. Employee 

satisfaction is also a key indicator of service quality because customers constantly judge a company's overall success by the 

quality of its products and services. As a result, employee retention, which influences job satisfaction, morale, and a positive 

attitude at work, is strongly influenced by the effectiveness of HRM practices. Staff unhappiness, on the other hand, affects 

employee morale and leads to a bad attitude toward the job, which ultimately results in employee turnover. When an employee 

is unhappy at their job, nearly 90% of them leave. It is advised that supervisors keep a careful eye on the employee's health and 

swiftly address any indicators of stress or unhappiness. An organization may experience the effects of workplace stress through 

employee absenteeism, intention to leave, personal challenges, and subpar performance. Indicate that tension and annoyance 

may cause employees to leave the company. The hotel sector may lose potential candidates and staff if certain HRM practices 

are not taken into account; For instance, the perception of the workplace, social standing, the type of job, the conditions of the 

workday, the acceptance of manual labor, and career advancement. 

 

Leadership development 

The history of serious scholarly theory and study on the subject of leaders and leadership development is substantially shorter 

than that of leadership theory and research, which has a history spanning more than a century. It has been noted that it is crucial 

to distinguish between developing leaders and building leadership. While leadership development focuses on the process of 

intrinsic development involving many people, leadership development focuses on the development of individual leaders (eg, 

leaders and followers or those in a self-managed work group). However, leadership theory has historically received a lot of 

attention, and there is a common belief that if the "right" leadership theory can be found and accepted, the growth area will 

automatically follow. As it turns out, it's not as easy as it seems. It takes more than choosing a leadership theory to encourage 

effective development to build both individual leaders and good leadership procedures. This is because human development 

comprises intricate processes that call for comprehension. Because personal leader development takes place within the context 

of growing adulthood, it is crucial to place equal emphasis on development and leadership to better understand how this process 

works. The persistent emphasis on tying personality to leadership is one reason why research and theory in this area offer little 

to leadership development. If dispositional tendencies are summarised in terms of personality traits, it is debatable whether 

studying personality development (i.e., change) is relevant. The behavioral approach, which has limited developmental benefits, 

is another well-liked strategy in leadership research. Even though behaviors may be learned, training rather than long-term 

development initiatives is the main intervention emphasis when it comes to leadership behaviors. Training often entails 

presenting tried-and-true methods for resolving well-known issues, but the problems facing modern leaders are more 

complicated and cannot be effectively solved by transient training interventions. Due to these difficulties, emerging disciplines 

of leadership and leadership development have shifted their emphasis from leadership theory to developmental science. In other 

words, there has been a shift in the emphasis from understanding and enhancing developmental processes to leadership research 

and associated studies of leadership development generally defined. The fact that leadership development is essentially 

multilayered and longitudinal is another significant distinction. In particular, mapping and comprehending patterns of change 

inside and between individuals across time, incorporating groups, teams, and larger collectives, are necessary for studying 

development. To contribute to a better understanding of how leaders and leadership processes evolve and change, pertinent 

theory and research should take into account the multidimensional and longitudinal aspects of development. Personal and 

interpersonal processes are crucial to leadership development throughout time because of this longitudinal, multidimensional 

focus. 

 

COPRAS Method 
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COPRAS (Complex Proportionality Assessment) is one of the most used Multi-Criteria Decision Making (MCTM) methods, 

and the ratio of the best solution Determines the solution with the best rate in the set of possible alternatives by Providing a 

better alternative Bad Solution This technique has Decision-making problems Various solutions used by researchers. The 

COPRAS-G method requires identifying selection criteria, evaluating information related to these criteria, and developing 

methods to evaluate Meeting the participant's needs Criteria for doing to assess the overall performance of the surrogate. 

Decision analysis involves a Decision Maker (DM) Situation to consider a particular set of alternatives and select one among 

several alternatives, usually with conflicting criteria. For this reason, the developed complexity proportionality assessment 

(COPRAS) method can be used. In 1996 in Lithuania COPRAS (Complex Proportion evaluation) method was developed. 

construction, economics, real estate, and management. One of the articles assesses the risks involved in construction projects. 

The assessment is based on various multi-objective assessment methods. The risk assessment indices are selected considering 

the interests, objectives, and factors of the countries that influence the construction efficiency and real estate price increase to 

describe and consider the task model. Complex Proportionality Assessment (COPRAS) Method Similar to any Many other 

criteria will make the decision (MCDM) tool, first Proposed COBRAS method of several related criteria Basically for 

alternatives Used to prioritize criterion weights. This method is better and Worst-Best Solutions Best decision considering 

Selecting alternatives. Cobra's approach is used for device tool choice; Because of this, the triangle Ambiguous numbers are 

selected for their computational performance. Three area specialists are selected to assign weights and by way of combining 

the fuzzy cobra's method, System 1 (MC1) and device 2(MC2) similarly are ranked, with machines three and four. -based total 

approach is utilized in a mixture of fuzzy. COPRAS assesses the complexity of consumer dating management (CRM) 

performance. A combined choice matrix is obtained from a panel of 20 specialists offered 3 options with the set, and 5 criteria 

Assessments are done. COPRAS to resolve MCDM issues, wherein the weights of the criteria and Performance ratings of 

alternatives are absolute Based on linguistic terms are calculated. Comparison of criteria Importance calculated and Cobras 

method become used to assess renovation strategies. This has a look at ambitions to develop the impact of the latest overall 

performance metrics in TPM and COPRAS in an ambiguous context Primarily multi-criteria selection based on opinions Use 

the do method. The looseness of the paper is prepared as follows. Section 1 disturbance and Literature review describes. Section 

2 Literature Evaluation and Cobras-G Approach Introducing the basics in sections three and four, Cobras G and the application 

of the proposed Cobras method. Complex proportional estimation approach with gray c language Numbers (COPRAS-G) 

approach. Cobras- G&#39;s ideal approach is based on standards values expressed in durations, actual decision-making 

conditions, and programs of Gray Systems Theory. Diploma. COPRAS method changed into The most relevant social media 

platform Rank and choice are used. Proposed Applicability of the structure We proved and proved the character. COPRAS 

(Complex Proportionality Assessment) To examine the Cumulative of an alternative Performance, it is essential to become 

aware of the maximum vital criteria, examine the options, and compare the facts Depending on those criteria to fulfill the 

wishes of the DMs to compare grades evaluation involves a situation in which a DM must pick amongst several downloaded 

alternatives given a selected set of commonly conflicting standards. For this motive, the developed complex proportionality 

evaluation (COPRAS) method can be used in real situations, and alternatives The criteria for assessment are vague is related 

to the factor, And the values of the standards are real and Cannot be expressed with numbers. 

 

Result and discussions 
 

TABLE 1. Shown as Alternative data 

 

Alternative Description 

Diya A1 

Shyla A2 

Ambar A3 

Shylah A4 

Sajan A5 

 

Table 1 Showns the Alternative data A1 is Diya, A2 is Shyla, A3 is Ambar, A4 is Shylah, A5 is Sajan. 

 

 

 

 

TABLE 2. Data Set for Best Employees  
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Alternative Job Responsibilities Work Discipline Work Quality Behavior 

A1 4.00 3.00 4.00 4.00 

A2 5.00 4.00 3.00 3.00 

A3 3.00 4.00 5.00 4.00 

A4 4.00 4.00 3.00 3.00 

A5 5.00 4.00 5.00 4.00 

 

Table 2 shows the data set for best employees for COPRAS Method.  Job Responsibilities, Work Discipline, Work Quality, 

Behavior. Alternative 1, Alternative 2, Alternative 3, Alternative 4, Alternative 5. 

 

 
FIGURE 1. DATA SET FOR BEST EMPLOYEES 

 

 

TABLE 3. Normalized Data 

 

Normalized Data 

Job Responsibilities Work Discipline Work Quality Behavior 

0.1905 0.1579 0.2000 0.2222 

0.2381 0.2105 0.1500 0.1667 

0.1429 0.2105 0.2500 0.2222 

0.1905 0.2105 0.1500 0.1667 

0.2381 0.2105 0.2500 0.2222 

 

Table 3 shows data set for best employees Normalized Data for .  Job Responsibilities, Work Discipline, Work Quality, 

Behavior  Normalized value. 

 

TABLE 4. Weight 

 

Weight 

0.25 0.25 0.25 0.25 

0.25 0.25 0.25 0.25 

0.25 0.25 0.25 0.25 

0.25 0.25 0.25 0.25 

0.25 0.25 0.25 0.25 

 

Table 4 shows Weight used for the analysis. We taken same weights for all the parameters for the analysis.  
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           TABLE 5. Weighted Normalized Decision Matrix 

 

Weighted normalized decision matrix 

0.05 0.04 0.05 0.06 

0.06 0.05 0.04 0.04 

0.04 0.05 0.06 0.06 

0.05 0.05 0.04 0.04 

0.06 0.05 0.06 0.06 

 

 

Table 5 shows the weighted normalized decision matrix for Job Responsibilities, Work Discipline, Work Quality, Behavior  is 

also Multiple value. 

 

TABLE 6. Best Employees Bi, Ci, Min(Ci)/Ci 

 

 Bi Ci Min(Ci)/Ci 

A1 0.087 0.106 0.7500 

A2 0.112 0.079 1.0000 

A3 0.088 0.118 0.6706 

A4 0.100 0.079 1.0000 

A5 0.112 0.118 0.6706 

 min(Ci)*sum(Ci) 0.0396 4.0912 

 

 

Table 6 shows the data set for best employees Bi, Ci, Min(Ci)/Ci Job Responsibilities, Work Discipline, Work Quality, 

Behavior it is sum of minimum value. 

 

TABLE 7. Final Result of Data Set For Best Employees 

 

 Qi Ui Rank 

A1 0.179 76% 4 

A2 0.234 100% 1 

A3 0.170 73% 5 

A4 0.222 95% 2 

A5 0.194 83% 3 

 

Table 7 shows the final result of  COPRAS for data set for best employees. Qi Alterative is calculated using the A 2 is having 

is Higher Value and A 3 is having Lower value. Ui Entrepreneurs calculated using the A2 is having is Higher Value and A 3 

is having Lower value. 
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FIGURE 2. DATA SET FOR BEST EMPLOYEES Qi, Ui 

 

Figure 2 shows the final result of COPRAS for data set for best employees. Qi Alterative is calculated using the A 2 is having 

is Higher Value and A 3 is having Lower value. Ui Entrepreneurs calculated using the A2 is having is Higher Value and A 3 

is having Lower value. 

 

 
FIGURE 3. Shown the Rank 

 

FIGURE 3. Shows the Rank for Alternative 2 gets the first rank whereas Alternative 3 has the Lowest rank. 

 

Conclusion 
This study blends experience and theory to offer a justification for generally held BESs by introducing evidence on the links 

between SHRM, RBV, ST, SIT, HR practices, employee attitudes, business, and HR reputation, and financial performance. A 

conceptual model is proposed using the literature review and case study research of the BEA study. The integration of existing 

theories and the creation of a conceptual model of BES as a process of theory formation are the main focuses of this essay. The 

two main limitations of the study, however, raise doubts about the findings' generalizability. First, the study excluded 

companies that did not take part in BES. Second, the study used a smaller model. The previous restriction is somewhat 

overcome by taking into account three BESs as opposed to relying on one BES. Future research with a larger sample size and 

a broader firm coverage may be advised. Additionally, specific survey categories (such as recent grads vs. experienced 

employees), firm size, products/services offered, corporate reputation, and industry sector (such as manufacturing and services) 

may suggest how company characteristics might be used. One of the key capabilities of high-performing businesses in 

developed and developing nations alike is the capacity to draw in and keep talent. Developing this competence will be more 

crucial in the future decades as demographic, societal, and economic shifts deepen the link between human potential and 

sustainable profitability. In the future decades, it will undoubtedly become more challenging to find the entire talent pool, but 
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successful businesses are prepared for this development with a variety of tactics and procedures that aim to attract the top 

candidates. Any theory, whether explicit or tacit, tends to overlook some information and view it in a certain way. The war for 

talent is based on two theories: 1) organizational performance is the sum of individual performances (you can win the 

competitive battle if you get the best individual performers), and 2) people are essentially unchanged in terms of their skills 

and abilities, at least as they age on the job. For these reasons, choosing (and keeping) the right people is crucial. Best practices 

in a variety of fields, including training, access, and reference, are frequently shared by libraries. A group of executives has 

started a conversation about ideas and best practices for on boarding by joining the ACRL Personnel and Workforce 

Development Officers Group. The team consistently finds effective and creative ways to fulfill the aim of offering top-notch 

HR services in libraries. Over qualification is a serious problem that affects both employers and workers, and it is believed to 

have a detrimental effect on morale, performance, and turnover. On the other hand, actual research on over qualification is 

equivocal. Even though over qualification can have substantial, detrimental effects, we think there are situations and situations 

in which overqualified employees can be an asset to enterprises. Right now, what we need is a better knowledge of what surplus 

capacity is, how to quantify it, how various organizational players see it, how various employees experience it, and when it is 

genuinely valuable. 
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