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[bookmark: _heading=h.audu84l8af2c]Introduction
Human Resource Management (HRM) is important in ensuring the effectiveness of an organisation, particularly in the context of project-based environments where teams are dynamic, time-bound and often multidisciplinary. In contrast to traditional organisations, project-based organisations are required to constantly deal with talent mobility, knowledge transfer and employee engagement in an uncertain and changing environment. Thus, HRM practices such as employee orientation, succession planning, retention strategies and talent development are important in order to maintain competitive advantage. 

This report critically reviews the current HRM practices on five areas, which are high performing workplaces; orientation of employees; succession planning; resourcing and retention strategies; talent insight for strategic retention. Each scenario is examined in the context of well established HRM theory and practical organisational approaches, providing insight into how organisations can enhance employee engagement, productivity and long-term sustainability.
1. High-Performance Workplaces

High-performing workplaces, as identified by platforms such as Great Place to Work UK and Fortune’s Best Companies to Work For, consistently demonstrate common organisational practices that contribute to employee satisfaction and organisational success.
1.1 Usual organisational practices 

Top-rated organisations share a number of HRM practices:

· Transformational leadership styles which encourage inspiration, motivation and development of employees (Bass, 1999). 
· Communication that is open and transparent, creating trust and feedback between management and employees.
· Structured on-boarding processes to ensure effective integration of employees into the organisational culture.
· Continuous learning and development opportunities, including mentoring, leadership programmes and up skilling initiatives.
 
Such practices demonstrate a strategic alignment of HRM with organisational goals, creating an environment where employees are valued and supported throughout the employment lifecycle. 



1.2  Standard Employee Benefits 

High-performance organisations typically offer: 

· Flexible working options including hybrid and remote working.
· Full wellness programs including physical, mental and emotional wellness. 
· Competitive salary package including bonuses, healthcare and pension benefits. 
· Opportunities for career development, to ensure long-term growth and motivation. 

These benefits are consistent with the psychological contract notion that employees expect support and recognition in return for commitment and performance. 

1.3  High Performance Culture Characteristics

These companies organisational cultures are characterised by:
· Strong trust between management and employees 
·  Respect for diversity and inclusiveness 
·  Mechanisms for recognition and reward 
·  Empowerment and independence of employees 

These combine to create what Schein (2010) calls a strong organisational culture where shared values drive behaviour and performance. 

1.4 Synthesis and Major Themes 

Themes that have arisen in several organisations are: 
· Alignment of Leadership, Culture & HR practices 
· Focus on employee wellbeing and engagement 
Investment in developing long-term talent 

This results in organisational success by increasing job satisfaction, reducing turnover and increasing innovation. High performing workplaces show that HRM is not just an administrative function, but a strategic driver of performance.









2. Practices for orienting employees 

Employee orientation (or induction) is an essential HRM process that familiarises new employees with the organisation’s culture, policies, and expectations. 
You will use an orientation process to welcome a new employee to the organization, this is called new employee orientation.

According to Heath field, the organization was based on. Programs are typically kicked off by a new employee orientation. A new employee orientation is usually the first step in a program.
During a meeting with the Human Resources department, typically will include information on safety, the nature of the working situation, new job description, benefits and eligibility, company culture, information about the company, the company structure and any other relevant to working in the new company.

New employee orientation often includes an introduction to each department in the company
and training on-the-job. New employee orientation frequently includes spending time doing
the employees in each department to grasp the process for the product or services to move through the department organization.

2.1 Assessment of Orientation Programme 

An orientation programme usually includes: 
· introduction to the organisational structure and values 
·  Role training 
·  Policy and compliance updates 
· Activities for social inclusion 

Although such programmes are often well-structured, many do not offer personalisation and do not engage employees effectively. For example, information-dense sessions can contribute to cognitive overload, undermining retention and engagement. 

2.2 Strengths:

· Provides basic organisational knowledge 
· Assists in reducing anxiety among employees 
· Establishes early expectations 





2.3 Restrictions
· Low communication and participation 
· No further support once induction is over
·  Limited fit with long-term employee development 

2.4 Alignment with Organisational Goals 

To be consistent with organisational objectives, effective orientation programs should: 
· Reinforcing organisational culture 
· Backing performance expectations 
·  Promoting collaboration 

However, many programmes are transactional and not strategic. 

2.5 Suggested Edits 

Evidence-based improvements are: 

a. Extended on boarding processes: Instead of a one-day induction, organisations should adopt on boarding over several months. 
b. Mentorship programmes: Mentors are assigned to improve social integration and knowledge sharing. 
c. Digital on boarding tools: Interactive tools increase engagement and accessibility. 
d. Role-specific learning pathways: Personalising content enhances relevance and retention. 
e. Feedback mechanisms: Continuous improvement is ensured by regular check-ins. 

According to Bauer (2010), structured on boarding can boost retention by up to 50% and increase productivity.










3. Planning for Succession in the Present Day 

Succession planning ensures organisational continuity by developing employees for future leadership roles. 
The main objective of succession planning is to detail a succession of jobs to ensure that future candidates for the job will be available when needed.
key positions are known in advance of actual need. There are a number of factors at work in most city and county organizations that hinder effective succession planning, such as:
You assume that your employees don't need to be told about retirement options, and you don't ask them about it. The belief that hiring someone before the actual job posting is done is tantamount to favouritism. first-come-first-served system is not applicable here. Seniority first, first served does not apply here. The most important factor in promotions In union and non-union settings. An agency that works with time in Ability to get ahead by grade (seniority) as a basic principle is encouraging organizational Atherosclerosis. Knowing that these factors could
Each be embedded in your particular organization should be assessed. and make a decision in favour of minimizing its influence. A possible way to go is to amend policies.

In the case of all collective bargaining agreements, negotiating new terms.
newly hired employees after a particular date. While not generating In the short term, this method will create a more favourable atmosphere for the overall economy will contribute to structural and long-term gains, which will free up the hands of future generations leaders.

3.1 Traditional Methods 

Traditional succession planning is usually: 
· Linear and Hierarchical 
·  Targeted Senior Leadership Positions 
· Determined by length of service, not merit 

This approach works well in stable environments but is not flexible enough for modern organisations.
 
3.2 Morden Methods 

Today, succession planning includes: 
· Agile organisational structures 
·  Skills based talent identification 
· Broad and inclusive leadership pipelines 

Now organisations are creating talent pools rather than identifying single successors. 

3.3 Labour Market Effect 

The factors that influence succession planning are: 
· Globalization and remote working
· More diverse workforce 
· Fast-paced technological change 

For these reasons, organisations need to have dynamic and responsive succession strategies. 

3.4 Workforce Analytics Part 

Workforce analytics allows organisations to: 
· Identify high-potential staff using performance data 
· Anticipate future skill requirements 
·  Leadership Readiness Evaluation 

Data driven succession planning is more effective and less biased. 

3.4 Assessment 

Modern approaches have several advantages: 
· Enhanced flexibility and adaptability 
· More inclusive 
· Greater alignment with organisational strategy 

But there are challenges:
· Privacy of data issues 
·  Over-dependence on analytics 
·  Resource-intensive implementation. 

In general, the best approach is to combine analytics with human judgement. 









4. Resourcing and Retention Strategies 

Attracting and retaining diverse talent is a major challenge in today’s competitive labour market.
Today’s sophisticated and dynamic global economic environment has changed.
This really changed dramatically and persisted. Social developments such as globalization,
technological innovation and growing competition for scarce resources place the pressure on organizations, including universities, and this accentuates their need to maintain their competitive advantage, at least in part through maintaining the skills of their employees. Furthermore, owing to these new developments, organizations have been pressured into stiff competition with each other in the business environment and also to have to deal with their resources as efficiently as possible. This is particularly in the areas of human resources (Korir, 2014). Having in place resourcing strategies such as human resource planning strategies, recruitment strategies, employer branding strategies, academically oriented strategies, etc. branding strategies, career development strategies, employee relations strategies and Retention strategies to recruit skilled, talented and committed employees is important. Becoming more significant, since employees' skills and knowledge have proven to be It is one of the most important factors for a business to be economically competitive (Kwon, 2009; HillTrop, 2009).

4.1 Current Trends in the Labour Market 

Some of the key trends are: 
· Lack of skills in key industries 
· Demand for flexible working increasing 
·  Increasing focus on diversity and inclusion 

These trends require organisations to rethink traditional HRM approaches. 

4.2 Recruiting Diverse Talent 

Good practices are: 
· Blind recruitment and other inclusive recruitment practices 
· Employer branding with a focus on diversity and values 
·  Connections with educational institutions 
·  Digital recruiting platform usage 






4.3 Retention Tactics 
Retention is affected by: 
· Job satisfaction and engagement 
·  Opportunities for career development 
· Balance between work and life 

Evidence-based approaches include: 
a. Employee engagement initiatives 
b. Work arrangement flexibility 
c. Reward and recognition systems 
d.Career opportunities 

4.4 Inclusion and the long game 

Inclusive workplaces foster:
· Psychological safety 
· Voice of the employee 
·  Equality of opportunity 

That boosts loyalty and lowers turnover. 

4.5 Assessment 

Successful integration of resourcing and retention strategies by organisations delivers: 
· Increased employee satisfaction 
·  Enhanced organisational performance 
·  Reduced recruitment costs 
However, inability to adapt to labour market trends could lead to talent loss and reduced competitiveness.










5. Talent insight & strategic retention 

Talent insight tools and assessments are becoming more important for strategic HRM. 
In today's highly competitive business world, businesses are struggling with the challenging task of a mission-critical challenge which has a great influence on the ability to not only recruit but keep the best talent. These can have a significant effect on their overall success (Kaushik & Gaur, 2022). Kaushik and Gaur (2022) Highlight the shocking attrition rate in IT industry of Delhi NCR region, A deep dive into talent management techniques as powerful assets in strengthening of the organization's resources. Retention of employees in this industry. This research, adopting a descriptive research unearthing the hidden job opportunities available in the IT sector in Delhi NCR area. Methodology draws its sample from the IT workforce of Delhi NCR region, uncovering hidden opportunities in the job market. A valuable insight that is invaluable to the world of talent management. The study unequivocally affirms The strong and positive relationship between the use of talent management techniques and staff retention, and thus, Highlighting the importance of their key contribution to organizational efficiency and effectiveness. In the same manner, Abdulmaleek (2020) highlights the importance of talent management strategies. Specifically in the context of employee retention in CHI Farms LTD Oyo State, Nigeria. Using several regression models, Pearson product moment correlation.
5.1 Talent Insights Tools 

They include: 
· Psychometric assessments 
·  Analytics of performance 
· Employee engagement tools 

Such tools allow organisations to: 
· Identify strengths and areas for growth 
·  Match the right jobs to the right employees 
· Predict attrition risk 

5.2 Strategic Hiring 

Talent assessments help with recruitment by:
· Improved candidate fit 
· Minimizing bias 
·  Improving accuracy in decision-making 

5.3 Tailored Retention Strategies 

Personalisation means: 
· Personal development plans 
· Flexible benefit schemes 
· Career paths that are designed for you 

This is consistent with the concept of employee centric HRM, based on individual needs and preferences. 

5.4 The Significance of Feedback Loops 

Examples of ongoing feedback tools are: 
· Employee questionnaires 
· Quick surveys 
· Exit interviews 

These mechanisms assist organisations: 
· Pinpoint engagement problems 
· Enhance HR policies 
·  Improve employee experience Evaluation 

Advantages of talent insight tools: 
· Decision making based on data 
·  Better employee engagement 
·  Improved organisational performance 

5.5 Limitations
· Privacy issues 
· Risk of being too data-driven 
· Costs of implementation 

5.6 Synthesis 
Organisations that are proficient in their application of talent insights can craft a proactive HRM strategy, guaranteeing long term retention and organisational success.







6. Conclusion 

HRM practices are critical to the success of project-based organisations. The report has shown that top-performing workplaces put employee wellbeing, strong leadership and inclusive cultures first. Today, succession planning guarantees organisational continuity in a dynamic environment, while employee orientation increases engagement and productivity. 

In addition, strategic resourcing and retention practices address labour market challenges and talent insight tools enable data-driven decision making. These HRM practices collectively denote sustainable organisational performance via aligning employee needs with organisational objectives. 

In a highly competitive and fast-changing environment, organisations have to adopt innovative and flexible HRM strategies to effectively attract, develop and retain talent.
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