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[bookmark: _Toc118804816][bookmark: _Toc119365510]Introduction
Managing people is a vital task of an organisation as this lead to all other resources of management in the organisation. For having succeeded in people management, the organisation there need appropriate selection and recruitment, best performance management practices and engage the employee (Adams, 2012). In the company, there raise different issues for the macro and micro environmental change like technological disruptions bringing different tools to manage HR, climate change influence bringing different diseases, and cultural barriers creating employee disengagement which all should be resolved to bring success (Miller and Cardy, 2014). Some of the practices due to contemporary issues like remote working, online people management, community build-up for employee wellbeing, and sustainable HR management also need to be addressed in every company.  In this report, the issues, challenges and different approaches to recruitment and selection,  performance management as well as employee engagement will be discussed with examples taken from different organisations. The best practices of the above issues will also be discussed in terms of the different organisational cases. 


[bookmark: _Toc119365511]Issues, challenges and approaches to recruitment and selection 
Recruitment is the process of proactively sourcing, marketing to, and attracting a pool of qualified candidates for an open position and the term "selection" describes the method used to choose the most qualified applicant (Kumari and Malhotra, 2013). Planning, analysing, searching, screening, engaging, selecting, and finally, boarding is the seven phases of the recruitment process. Recruitment, on the other hand, entails a series of steps beginning with the identification of a company's requirements and the compilation of a list of desired skills and experiences, followed by the writing of a job description, the development of a recruitment strategy, the launch of an extensive search for qualified candidates, the scheduling of preliminary phone interviews, in-person interviews, and finally the extension of a job offer (Kamran, Dawood and Hilal, 2015). Selection is also a process which involves initial screening, completion of the application form, employment test, job interview, conditional job offer, background investigation, medical examination, and the permanent job offer. 
The issues and challenges of recruitment and selection include attracting the right candidates for a specific role in an organisation,  engaging qualified candidates as if candidates fit the post, hiring fast, use of data-driven recruitment and selection as data provides the accurate and right way to recruit and select candidates for the post,  building a strong employer brand, ensuring a good experience as if the experience of the candidate outside of the organisation are speeded positively because word of mouth is very much effective for future recruitment and selection, recruiting fairly, creating an efficient recruitment process as if the cost is lower and organisation have low employee turnover in future which is costly (Zinyemba, 2014). At present, creating an employer brand is one of the key challenges because in the recruitment and selection process a candidate finds an employer brand with a good reputation. A study shows that seventy-five per cent of people, even if they were out of work, wouldn't work for a company with a poor reputation thus best practices of recruitment and selection in an organisation is highly necessary. Building a talent pool to create a pipeline for future recruitment is important as finding out an employee urgently isn't a facile task because finding out a low-quality employee who isn't fit for the job is easy but it's that much hard to find a job-fit employee instantly. For that creating a talent pool is important and this is a challenging task to create a pool in different sources, create referrals, engage social media and create a community, creating an exclusive career site for the employee. There are two approaches to recruitment internal recruitment and the other is external recruitment which is given below:
[image: ][bookmark: _Toc119333572]Figure 1 The approaches to recruitment (Source: Author)

In the recruitment process, the internal approach includes transferring employees, promotions to upper positions, demotion, retired employees, previous applicants, employee referrals, and former employees (Sunday, Olaniyi and Mary, 2015). In addition, the external approaches to recruitment could be advertising or e-recruitment, campus recruitment, placement agency, walk-in and write-in, professional associations and so on. The selection approaches are interviews either individual or group,  references, physical ability tests, cognitive ability tests, work samples analysis, and personality tests.
[bookmark: _Toc119365512]Best practice approaches of recruitment and selection in business organisations
Tesco is one of the UK-based retail multinational groceries as well as general merchandiser companies having employees 500000+ employees located in more than 12 countries. Christopher Roper who is the director of HR at Tesco has best practices in terms of recruitment and selection in the organisation. Tesco enhances the employer brand as a way of analysing existing company culture to grow a positive image among the applicants and Tesco keeps communication via social media to the potential candidates. In social media, Tesco promotes its employer brand to potential and existing candidates and tries to be fair enough while recruiting and selecting employees. In recruitment and selection, Tesco has talent planning which is something that Tesco does. This motivates employees to advance their careers inside the company. Individuals have the opportunity to apply for "larger" jobs through an annual review process. Workers choose how they would like their careers at Tesco to progress. Tesco is dedicated to ensuring the quality of the jobs we help to create and sustain. Standards must be upheld for concerns like working hours, health and safety, absence of child and forced labour, right to organise, and non-discrimination (Vickers, McDonald and Grimes, 2019). At this time, Tesco uses technology and turns to online-based recruitment which saves time as well as ensures an ethical, nepotism-free, sustainable recruitment and selection process. 
[bookmark: _Toc119365513]Issues, challenges and approaches of performance management 
A supervisor's role in performance management is to maintain an open line of communication with each employee throughout the year to help them achieve the company's long-term goals. The five processes that makeup performance management (i.e., planning, monitoring, developing, rating, and rewarding) complement and strengthen one another, resulting in efficient and successful performance management (Hargrove and Barros-Rivera, 2018). Learning and development, performance assessment, and organisational growth are just a few of the many elements that come together in an organisation like Tesco's performance management to enable strong people management practices. Setting and revising objectives is an integral part of performance management, along with helping people improve their performance. Performance reviews, KPIs, and management dashboards are just some of the tools used by companies like Tesco to monitor and improve employee productivity. 
There are a lot of issues that arise in performance management including poor prioritizing and time management; when an organisation aims to achieve objectives and goals it must manage time in an optimum way and then prioritise tasks based on weights and the highly prioritised task should be done fast with care (Heger, Mann and Okanović, 2017). In addition, there are some challenges of performance management,  Tesco as well including lack of integration in some country, work design challenges over time, lack of leadership support who gives direction and supervise subordinates, implementation failure, incompetence or skills gap, communication challenges due to lack of coordination or conflicts, lack of monitoring in a real-time basis,  lack of evaluation or evaluation techniques usage. At this time performance management are difficult to some extent due to the influence of macro-environmental impact like inflation rate is high which disrupts the economic activity in the organisation, political changes that create obstacles to skilled people movement, climate change, global warming bringing different types of disease, disruptions in the ongoing operations of business thus performance drops in any time (George, 2019). The performance management approaches could be adaptive performance management; solving problems creatively, adapting to new cultural values, improving the ability to handle stress, handle uncertain situations, adept in interpersonal skills, Continuous performance management; objectives and key results tracking,  dashboards, one to one check-ins, data analytics and reporting, work-based pay, social performance management; integration peer to peer rewards and recognition, in-house social intranets and forums, creation of the work-related groups in social media. 
[bookmark: _Toc119365514]Best practice approaches of performance management in business organisations
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Competencies or the skills gap:  These should be brought to light and proactively addressed to facilitate growth and better performance management. Depending on the severity of the deficiencies Tesco recommends additional training, stricter management, or the assignment of coaches and mentors to gain skills for better performance. 
Irregular Performance Activities: Regular evaluations, reviews, and other forms of feedback are cornerstones of an effective performance management system. Tesco never limits performance reviews to once a year or twice a year at most.
Objective assessment: Tesco have 360-degree appraisals, on-the-job evaluations, goal-based management, peer reviews, and trait/behaviour-based evaluations are all proposed solutions to this problem (Hope and Player, 2012).
Job description: Tesco establish specific, attainable, relevant, and timely (SMART) goals for job performance as part of the job description. Establish a connection between an employee's job description and their performance in light of the company's objectives.
Feedback: One effective strategy for dealing with this issue is to provide brief but detailed feedback on a wide range of performance indicators. Tesco ensures feedback through online and real-time basis as if employees improve performance by analysing the root cause of down performance. 
Appraisal system: In Tesco, managers and supervisors have a much greater impact on performance when they take on the role of front-line coaches and performance appraisers, as opposed to the bi-annual or annual systems of measurement.
Performance plan: Failure to make preparations for subpar results: Add a solid performance support system to your performance management strategy. Assigning mentors, providing consultations and counselling, recommending extra training, offering refresher courses, and continuously improving abilities are all parts of the approach (Hope and Player, 2012).
[bookmark: _Toc119365515]Issues, challenges and approaches of employee engagement 
Employee engagement is one in which workers actively contribute their minds, hearts, and actions to the success of the business (Markos and Sridevi, 2012). So, what do actively involved workers do? In general, they are devoted to and enthusiastic about their work. Look for deeper meaning in their actions. Reckitt Benckiser works hard to keep its workers happy by, among other things, giving them access to training and resources, making sure they have a clean and comfortable workplace, paying them a competitive wage, guaranteeing their employment, and keeping them in the loop about company news. Employees' minds, hearts, and hands are all needed to keep Tesco running smoothly. Passion for one's organisation is the lifeblood of employee engagement. Tesco has guiding principles that emphasise the importance of employees' mental, physical, emotional, and spiritual well-being on the job. They also boost morale in the workplace by fostering deeper relationships and more engaging conversations among employees. 
There are some of the issues or challenges of employee engagement because of the organisation including diversity and inclusion, high voluntary employee turnover rate, low employee retention rate in a different organisation, employee net promoter score, absenteeism, ROI on employee engagement, employee performance and so on (Siddhanta and Roy, 2017). In addition, disappointing lack of backing from higher-ups, disparities in communication between departments and employees, and measuring employees' level of commitment is challenging for employee engagement in the organisation and due to a lack of resources, failure to advance and gain prominence, weak work-life equilibrium makes more difficult to employee engagement. However, the approaches of employee engagement in Reckitt Benckiser for their different country manufacturing or business are the application of Herzberg two factor theory and Maslow's hierarchy of needs theory, 360 employee appraisal, creating a sustainable work culture, teamwork while growing team spirits, training and development continuously for the macro and micro environmental changes, use of leaky bucket theory for employee retention, leadership grows in a way growing self-motivated employees for better engagement with work. Reckitt Benckiser ensures employee satisfaction due to keeping employees engaged with the work over time thus they try to implement or manage employee satisfaction-related tools in the organisation. Nowadays, keeping the employee engaged is tough but a company may choose to implement a technology-based solution though it's challenging to implement due to lack of facility or the need for massive change in the overall organisational operations. 
[bookmark: _Toc119365516]Best practice approaches of employee engagement in business organisations
Participation from all employees is crucial to the success of any business. Employees' perceptions of themselves and the company suffer when they aren't fully invested in their work. Those of you at Tesco in Bengaluru should be on the lookout for ingenious ways to increase employee participation. There are several programmes in place to keep the staff interested and active while also ensuring that information flows freely and openly throughout the company (Barbera and Young, 2019). All of Tesco Bengaluru's employee engagement events were created using insights from employee surveys and in-person meetings. Tesco Bengaluru's involvement efforts centred on three main goals: 1. Bring the workforce closer together and boost employee pride in Tesco. To implement the objectives Tesco started Colleague Briefing Sessions (CBS,  talent showcas3, facebox, yammer chat, spark, celebration events, reward and recognition, driving engagement through CSR volunteerism. The strategy that has been taken was implemented A comprehensive strategy for encouraging participation from one's workforce as a whole is presented here. Tesco's HR department planned events and programmes for employees across the company, taking into account the many departments they support. Consistent and extensive use of internal communication channels for employee involvement; these include the intranet, bulletin boards, television, the monthly newsletter Reflections, electronic mail, and the social networking platform Yammer. There is a shared calendar where all activities that employees are invited to attend may be found. The schedule is disseminated to employees via email, the company intranet (HUB), the company's social networking platform (Yammer), and digital television (TV) in the workplace. Sending out reminders on the day of the event is a great way to get people involved. A majority of the activities were filmed for education. This is one of the best practices of employee engagement that Tesco has implemented. 

[bookmark: _Toc118804821][bookmark: _Toc119365517]Conclusion 
In short, managing people is one of the key tasks of management in every organisation. Recruitment and selection is the first and foremost crucial task of getting qualified employees for job-fit in the organisation. Recruitment and selection have some issues like inappropriate candidate selection and recruitment, traditional methods of employee recruitment, and unethical practices of employee recruitment but the best practice in contemporary times could be e-recruitment and selection, creating a talent pool, employer brand creation and so on. Performance management and employee engagement are other terms for organisational success the issues that are raised by the micro and macro environmental need to be dealt with following the best practices. 
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