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Every company has a human resources management department whose job it is to handle staff diversity, evaluate worker productivity, and choose new hires and promote from within. Success of an organization greatly depends of the effectively managing workers by creating corporate structure, culture and promoting teamwork (Griffin et al., 2016). Leaders need to navigate the challenges of leading employees through a variety of change management initiatives. This report focuses on examining and presenting the issues and challenges of recruiting and selection, performance management and employee engagement. The influence of these difficulties in business is also examined here. Various ways and approaches of these are described with stating the best practices followed by different businesses to achieve effectiveness and efficiency.
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Human resources activities include both the recruitment and selection phases. Recruitment is the process of attracting people to join an organization by creating job requirements and employee profiles (Okolie, and Irabor, 2017). Recruiting is a time-consuming and expensive process that involves many people, including upper management. Selection is choosing the best candidate for a job through interviewing and examining job candidates. To reduce employee turnover, proper recruitment and selection practices must be implemented.

Attracting the right candidates to apply
The possibilities for finding the ideal candidate among a crowd of unqualified applicants are limited, as anyone who has attempted it requires a test (Sunday et al., 2015). This is a time-consuming and perhaps stressful process, so one should choose the greatest choice available at the time. 
Recruiters know that the best option isn't always the best fit. It is recommended that job advertisements include a concise explanation of the position and its prerequisites. Use this list of questions to eliminate unqualified applicants from consideration. Now, the process is simplified and HR manager have adequate time to review applications from primarily qualified applicants.

Getting in touch with your qualified candidates
Finding qualified individuals is one challenge, winning them over to join in a company is another issue. On top of that, individuals with in-demand talents typically have their pick of multiple job offers at once (Ekwoaba et al., 2015). There needs to be a significant increase in efforts to involve competent candidates.
The best way to find out about your qualified candidates is to do as much research as possible. Find out their drive and what makes them happy at work. Using this information, HR managers can tailor their source emails to highlight the benefits to the recipient rather than the benefits to the firm.

Quick hiring
Long-term vacancies mean delayed operations and lost money. Human resources departments strive to move as swiftly as possible through the employment process.  The lack of appropriate skillsets is a major factor in the lengthy duration of the process. The top candidates may leave for other companies when hiring process is too lengthy.
The first piece of advice is to examine current hiring procedure and determine whether or not all of the hiring phases are truly necessary (Rozario et al., 2019). Looking to fill positions that are difficult to fill have a lengthy hiring process. That’s why setting criteria and expectations early can be helpful for communicating candidates.

Make use of data-driven approaches
Businesses can use metrics and data gathered during the hiring process to make better, more informed decisions (Hamza et al., 2021). However, data collection and processing are not always easy. Material handling, operator mistakes, and non-compliance are all problems with using spreadsheets to keep track of employment information. This makes it challenging to track data and trends accurately.
Find efficient ways to compile and simplify data. Tracking all recruiting metrics isn't necessary. Discuss the matter with senior management in order to settle on a few pertinent indicators. It's easy to implement this method by utilizing Google Analytics, a recruitment tool, and an applicant tracking system (Derous and De Fruyt, 2016).

Creating a positive experience for job applicants
Providing a positive applicant experience is critical for attracting top talent and retaining best performers in the workplace (Krylov et al., 2019). If an applicant has a negative experience with a company throughout the hiring process, they may assume that working there would be unhealthy for them. 
When organizing a one-on-one interview, offer all relevant information. Let the candidate know what to expect and the measures to take. Avoid having them wait in the corridor by contacting welcome of their presence.
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Issues and challenges of performance management

The term "Performance Management" refers to the ongoing procedure of tracking, analyzing, and improving the efficiency with which individuals and groups contribute to the achievement of organizational objectives (Ivanovic and Ivancevic, 2022). The purpose of performance management is to increase output from all team members. Together, management and the team member determine the influence that the member will have on the organization's goals and objectives, and then monitor, review, and evaluate that impact. The issues and challenges of performance management include:


Incorrect Layout

The tools and methods used for managing employee performance must be tailored to the company's unique requirements (Frangopol, 2019). The design should reward performance and manage weak performers. It can't be a carbon copy of a system already in use at another company. It's crucial to have extensive discussions with the system's users and other interested parties. 

Failing to include Change Management into New System Deployments
 
The implementation of the system requires careful planning and execution of the change management strategy. Failure to handling change resistance properly leads to poor performance management. Top-down leadership drives a strategy that requires tactful handling of opposition. Communication would be a main approach and vital element in managing the shift. 



Mismatched job descriptions

The job description is the primary reference point for evaluating and managing employee productivity in most companies. In the absence of clear job descriptions, both employees and managers are struggling about what is expected of them in terms of performance.




Inadequate feedback

It is not enough for performance management to just rely of informing employees of how effectively or poorly they perform in their jobs (Popa, 2015). Feedback should not only analyze and expose gaps in performance, but it should also give clear routes to improvement.


Incompetent Management

The success of the performance management system relies on its users' ability to make effective use of it. This includes formulating goals, KPIs, giving and absorbing feedback, conducting appraisal interviews, and active listening, instruction in improving one's performance etc. (DeNisi and Murphy, 2017).  Training and development initiatives that help improve the skillsets of people in different jobs would be the main focus. 

Failure to Commit at the Top

System implementation requires leadership commitment and assistance. Most of the leaders are reluctant to commit them in the process of the system. Leaders play a vital role in both establishing the organization's long-term course and defining how success will be measured. 

Failure to Integrate

Integration with other aspects of an organization should be needed to effective management of employee's performance. Organizational culture, structure, and all other important systems and processes need to be accounted for in the performance management system's design and implementation.
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Align employee efforts with overall company success
 
The performance management report can be used to evaluate the efficiency of the entire team and compile data on each member's performance. There is a clear correlation between an individual's output and the objectives of their present team, division, or employer. If there is a misalignment between the desired outcomes of both parties, the job description should be revised. 


Get feedback

This procedure can be done professionally and informally through feedback method. Review and feedback on whether or not promise made or regulations agreed upon by an employee have been met are essential (Buckingham and Goodall, 2015). It is also crucial to recognize and reward individuals who do very well, who make significant improvements to their job. Rewarding them will help them keep doing them for a longer time and put more effort into making them better.

Encourage workers to enhance themselves

Performance management reviews, assist and understand employees' performance and capabilities. If the employee can't find a problem or is irritated by the work, allow him time to figure out what to do. Employers can request that workers develop plans of action to address areas of weakness.   One of the best techniques is to offer staff the energy and ownership to build an action plan. 
[bookmark: _Toc119867554]Issues and challenges of employee engagement

Employee engagement refers to the level at which workers are committed in their work, dedicated to their firm, and motivated to perform excellently than what is expected from them (Albrecht et al., 2015). Engaged employees actively seek feedback from leaders and want to achieve goals at work. People who don't do well avoid taking responsibility and fight against change.
 

Ineffective communication

A leader's ability to motivate and communicate openly with their team will go a long way toward resolving engagement issues. Lack of skill in effective communication between workers and management is a major issue in engaging workers in their jobs.


Lack of personal interaction

One-on-ones allow managers to discuss employees' needs, issues, and growth prospects. It is difficult for a manager to provide constructive feedback on employees' work and progress without holding regular one-on-one sessions (Mone et al., 2018). Therefore, it is crucial that managers hold regular meetings with the workers in order to remove potential roadblocks to healthy employee relations.
 

Lack of growth

A lack of career advancement is the leading cause of employee turnover.  The feeling of being stuck in a dead-end job will result from disregarding workers' career progression (Chanana, 2021). They will eventually go in search of more favorable employment prospects. Increasing the number of possibilities for professional growth is an absolute necessity to reduce the obstacles that prevent employees from being engaged.


Inadequate recognition and rewards system

If an employee recognition programme is not in place, workers will feel demotivated and will have a negative attitude toward the firm. Recognizing and rewarding employees is crucial to keeping them actively involved in their work. 
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Give consistent, encouraging feedback
 
Many workers would improve their performance if they knew how their management felt about them. This feedback needs to be encouraging and provided on a consistent basis.  In order to motivate workers, it's important to let them know how much a manager value their efforts.
  
Acknowledge and appreciate
 
Recognizing and rewarding employees for their accomplishments and hard work is the cornerstone of a productive employee engagement strategy. When workers are appreciated, they tend to work more.  Acknowledging their contributions to the organization's success just requires recognizing the positive effects their actions, attitudes, and performance. This shows them they're respected and acknowledged. 



Encourage peer-and-superior collaboration
 
While it is true that providing employees with constant feedback is critical for boosting engagement, it is much more advantageous when feedback is generated at a number of different levels (Taneja et al., 2015). Feedback from numerous sources gives an objective view of employee performance. The feedback may be self-assessment, peer review, or comments from consumers, coaches, and mentors. Facilitating collaboration among colleagues enable workers feels like work in a family which fosters commitment and productivity. 
 
 Help employees and provide resources to do well
All of the necessary information, instruction, equipment and any other requirements should be supplied in a timely way to the employees. Supervisors must ensure their employees can focus on the tasks they have assigned to them. Mangers should help workers in their every aspects of works and provide clear directions.  
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There are many approaches in conducting the process of recruitment and selection. But not all play a better role in facing challenges and ensuring the utmost efficiency for an organization. Establishing an organized and attractive culture is the prime task for connecting and engaging qualified candidates with an organization. Managers responsible for hiring should be trained and developed to ensure a positive experience for the applicants as well as sowing the positive attitudes among every individual in the recruitment and selection process. Clarifying each and every details of a job and formulating requirements of a candidate is helpful for an organization to attract potential qualified employees and make the best selection among them easily. Reducing time and cost of the selection process will be fruitful for a company in terms of increasing profit. McDonald's has a two-step hiring process for hourly staff. All applicants are required to take a psychometric test before submitting an online application (Osborne and Hammoud, 2017). If they pass the initial screening, the candidate will be invited to a restaurant for a on the job interview and experience. OJE gives a fantastic opportunity to examine a candidate's customer service skills and whether or not they suit the working environment. The company train hiring managers to reduce the time in selection process and enable them to attract best qualifies applicants. After that, the candidate will spend around two days assessing their skills in customer-facing areas, during which time they will be provided with detailed instructions. They then have a final interview with a manager who makes the selection. 
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Among the many strategies, providing feedback to the employees for their respective jobs, recognizing employees for their excellence in accomplishment, inspiring subordinates to develop their skills and knowledge, collaborative workforce are the best approach for performance management as well as for worker engagement in the workplace. Tesco's approach to performance management is holistic, taking into account both the company's long-term vision and the short-term goals of its employees, as well as the employee's status and responsibilities to attain the performance management goal. The company have committed and collaborative management top to down in the whole organization. Tesco has spent a significant amount on development and training programmes for both the appraisee and the appraiser (Anwaar et al., 2016). A standardized performance management system can be attributed to the company's dedication to training and development initiatives.  Meetings to evaluate progress are held independently from those used to discuss project development.

Sainsbury's transactional leadership style is well-known. Daily tasks are clear to employees. The leader explains the new system's stages, creates a structure, and leverages team dependencies. Sainsbury's communication helps motivate employees by setting goals and requesting feedback on operations and process changes (Awadari and Kanwal, 2019). Sainsbury ensures each employee's tasks promote teamwork and collaboration. These strategies increase worker engagement and productivity.
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Selecting the right person is a top priority for the recruitment team, and the right approach may benefit the applicant as well as recruiter.  All aspects of the hiring process are being impacted by technological advancements. Resume screening, interviews, and new hire orientation are just some of the HR processes that are going digital. Human resources professionals need to employ effective recruitment and selection processes to entice and retain the most qualified workers (Chungyalpa and Karishma, 2016). The most effective strategies for managing employee performance and encouraging high morale among staff include providing constructive criticism, recognizing and rewarding employees for their efforts, giving subordinates the freedom to learn and grow on the job, and fostering collaborative work groups. Effective performance management lead to enhance the possibility of gaining success in every organization. 
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