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Human resource management focuses mostly on the company's employee management, recruitment, and selection (Sobocka-Szczapa, 2021). Whenever a new worker is required in the organization, there is a need to evaluate and follow specific methods for recruitment and selection. The main challenges of the recruitment process are to choose the most eligible candidate through the selection process. So, the company needs to focus on developing the capacity to develop the strengths of skilled and competent employees.  In every company, the recruiting procedure is crucial. Topics to be covered in this report include hiring practices, candidate evaluation, and employee engagement and performance management.
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[bookmark: _Toc118774055]Key Issues of Recruitment and Selection Process:
Acceptance of recruitment: the organization's higher-ups should be consulted before any hiring decisions are made. Managers are usually chosen and hired with the blessing of the organization's upper management (Hamza et al., 2021). Without the green light from upper management, human resources have no choice but to delay the process. The approval process must involve the electronic submission of the document.
Preparing a job description: A job description is drafted by an organization's HR staff. The job description will contain a long list of responsibilities. There will be a role in the company for the new employee to fill. Understanding the nature of the employment you are applying for is crucial. The tasks and responsibilities of the position are outlined in the job description.
Advertising: After drafting the job description, the human resources department handles the actual advertising procedure. The ad must be approved by the company's upper management's human resources department.
This method benefits both the company and the individuals who are interested in the position by providing them with information about the company and the job (Muduli and Trivedi, 2020; Sobocka-Szczapa, 2021). There are several channels via which a company may disseminate its advertising message.
Following the advertisement's distribution, the corporation will choose a suitable medium. Some information about the Jos, like education level, additional talents, salary expectations, etc., must be included in the company's human resources department. At long last, a company's HR department will adhere to the letter of the law while posting an employment ad.
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Maintaining the legal issues: There are different laws and regulation that impacts in the recruitment and selection process, even in the employee management process and the manager has to keep in mind to oblige the mandatory laws-
There must be norms and regulations in place, as well as legal ramifications, for the selection and recruiting procedure. These legal and regulatory considerations should be on the radar of every responsible business. Following this criterion will help the corporation mitigate several threats. Any company's ability to pick and choose its employees is governed by a number of statutes. 
To protect women's rights and encourage them to thrive in a male-dominated workforce, this legislation is crucial. The company may ensure this practice to get more women to apply for jobs on its website. The Act on Race Relations has had a significant impact by ensuring that race plays no role in the hiring or promotion of employees. No one race or nationality may be required of a company.
Organizational practices ensure that race and family status plays no role in personnel decisions. This legislation aids creative individuals in their quest to discover their ideal career path. Effects of the Law when conducting interviews, a company must follow all applicable laws. The company is responsible for making sure the ad does not violate any regulations or cause any kind of prejudice.
The interviewer has no vested interest in seeing any certain outcome from the encounter. The finest candidates for open positions may be chosen with the aid of this legislation. Having the legal right to work has the practical effect that any individual or entity may submit an application for employment. the potential employee's legal status will be verified by the company. This individual is then chosen by the company. The method aids both the company and the applicant in finding the most qualified person for the job (Muduli and Trivedi, 2020).
Consequences of age equality in the workplace: employers must abide by the age equality law. There is no consideration given to age in the decision-making process, as required by the age-related provisions in the legislation. Anyone regardless of age, who meets the requirements will be considered for the position.
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Organizations often finish the hiring and selection process prior to posting a job ad. One company has begun its search for potential new employees. The HR function of a company will be taken care of by this procedure as a whole. It's going to take a few steps to make the cut.
Strong Selection Board: The human resources team convenes a panel to run the selection and recruiting process as a whole, therefore it's important that they choose members with experience and credibility (Nikolaou, 2021). 
Shortlisting: After receiving applications, the selection committee will narrow the pool of candidates down to a more manageable number. The list is then sent to HR for review.
Interviewing: Candidates on the list are interviewed by the selection committee. The panel members interrogate the candidates. The panel also inquires as to the applicant's level of interest in and motivation for applying to the position. The interview is mostly used to gauge a candidate's passion and sense of self-assurance.
Appointment: Once the interviews are over, the panel prepares a short list from which appointments are made. Applicants that impress the screening panel with their knowledge and assurance are chosen. Appointment letters are often sent out by a company's human resources department to those who have been chosen for a position.
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Performance Management helps them work more effectively and gain valuable experience. A firm will reap numerous rewards if it implements a systematic approach to managing employees' performance. Scholars of management have long extolled the virtues of collaborative efforts. Following initiatives and strategies can improve the performance management of the organization-
Evaluation of Work: People working for a company are the lifeblood of that company. When this is the case, a company owes it to its workers to provide them with adequate benefits (Harvard Business Review, 2011). It's a win-win for both the company and its employees if they're given the resources, they need to do their jobs properly.
Appraisal Interview: The appraisal interview is a common method used by businesses to evaluate an employee's performance on the job.
Initiating Novel Approaches: Businesses may improve their performance evaluation processes by using novel approaches. Some of the many ways in which Performance Management may contribute to an organization's success are highlighted below-
There are several positive outcomes for a company when measuring performance. To put it simply, a new manager has been hired by the company. Therefore, the company needs to evaluate its efficiency. 
Growth of Efficiency: To maximize productivity, businesses should establish teams and delegate administrative tasks to them. In this method, employees are able to do their tasks with relative ease since they are able to draw on the expertise and assistance of their coworkers. When workers collaborate, they have more opportunities to debate and refine their ideas.
Promotion Employees Relationship: Increase the quality of working relationships by using a performance management system. Due to the proximity of team members, small-scale social events may be easily organized (Randall and Sim, 2013). Due to this, the worker is able to strengthen the bond between them. Organizations that invest in Performance Management have a positive impact on employee relationships.
Developing Confidence: Staff confidence and faith in management are bolstered when employees work together toward a common goal on a team basis inside a company. There will be a beneficial impact on the business as a result of this.
Team’s Flexibility: Organizational agility is greatly enhanced by the efforts of a well-functioning team. In a team setting, tasks may be delegated to and completed by a variety of team members. 
Skill Development: One of the biggest advantages of working in a team is the opportunity to learn new skills. For Performance Management, a team is formed when people with varying expertise are brought together.
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Through the following activities the employee engagement would be improved. 
Training and advancement opportunities: the company has a huge management staff to handle all the administrative tasks (Gruman and Saks, 2011). The company's top priority should not only be the growth of the business, but also the professional growth of its employees. Training and advancement opportunities should be offered to the employee by skilled professionals. A business may determine whether workers need further instruction by monitoring their performance on the job. Therefore, a company should invest in its employees by providing them with the necessary training to help them grow professionally.
Individual performance in a company may be greatly improved via participation in motivational activities (Sun and Bunchapattanasakda, 2019). Different forms of employee motivation may be used to foster growth in a company. The organization is capable of coordinating a rewarding program.
Giving feedback and reward:
It is important and ethical to provide criticism on work performance and communication skills. If workers are not made aware of their performance, and if the organization's incentive policy and system are inadequate, the organization's performance and team spirit will suffer. Daily feedback to the workers and the organization listed as a party in dispute is one method for resolving such disagreements (Sun and Bunchapattanasakda, 2019). 
Providing the employee with more amenities is another method of development. Motivational theories are the second technique. 
Open Door Policy: An "open door policy" creates a safe place for workers to talk openly about their concerns and brainstorm solutions without fear of retaliation from management. Because of the policy, all workers are encouraged to share and exchange information with one another.
Clearing the roles and responsibilities: This is why businesses need to clearly define their workers' functions inside the company (Smith, Yellowley and McLachlan, 2020). The efficiency of an organization's communication system and the output of its workers may both benefit from a more precise definition of each member's function within the larger whole.
Build team spirit: Lunch together, playing at the same time, and other shared characteristics are often organized to develop strong team spirit. Some also coordinate a wide variety of cultural and other activities. In this way, everyone involved may have a deeper comprehension of the topic.
Organizing Team Training: 
Having a designated training period may help employees become more effective communicators inside the company. It's not only the brand-new hire that struggles with internal communications; even the most seasoned veteran might trip up from time to time. Therefore, the company designs a training program to impress upon its members the significance of effective communication (Gruman and Saks, 2011; Sharma and Taneja, 2018).
Communication Channel:
There is a wide variety of methods available for conveying ideas and information. Both businesses and individuals are free to use any method they like when communicating with one another, with other businesses, or with other organizations. There are four main types of communication: verbal, internet, internal, and external (Smith, Yellowley and McLachlan, 2020). The company relies on software-based messaging. In today's world, texting is often preferred over chit-chatting or relying on body language to convey meaning.
Communication friendly Space:
There is a wide variety of methods available for conveying ideas and information. Both businesses and individuals are free to use any method they like when communicating with one another, with other businesses, or with other organizations (Sushil, Bhal and Singh, 2015). There are four main types of communication: verbal, internet, internal, and external. The company relies on software-based messaging. In today's world, texting is often preferred over chit-chatting or relying on body language to convey meaning.
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Based on the above mention discussion it is clear that, recruitment and selection process of each organization is very much important due to find the best employees for the organization. To best output in the competitive market, the organization also need to use the performance management of the employees to get the best output and feedback of the organization. In fact, determining the employee’s engagement also helps to make the best output of the aims and objectives of organization. 
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