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Executive summary
In this report, the issues and approaches of performance management, selection and recruiting and employee engagement had been evaluated. It also evaluated the impact on the different organisations and it provided the best approaches that an organisation can follow in their process of performance management, selection and recruiting and employee engagement.
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Introduction 
Organisational performance refers to the extent to which organisations with informational, financial, and human resource capabilities sustain themselves in the business market (Contu, 2020). Organisations around the world are composed of human resources who actively put their effort towards achieving organisational goals. Thus organisations need to focus on managing their human resource effectively to improve their performance. This report will explore the effects of organisational culture and structure on the performance of the people and the organisation. The report will focus on the human resource processes of recruitment and selection. This will be followed by understanding the various issues and challenges that arise in the process.  The practice of performance management will be discussed along with understanding the importance of employee engagement. Overall, this report will explore the human resource process of recruitment and selection and the practices that will improve its effectiveness. 
[bookmark: _Toc120424334]Recruitment and selection
Human resource management is focused on looking after the recruitment and selection process, by utilising a systematic approach to attracting, recruiting, and retaining talented individuals. It assesses the number of employees required in the organisation and ensures that there is no shortage or excess of labour (Ozkeser, 2018). This is done by analysing the demand and supply of the total available human resources. The human resources department within the organisation is focused on structuring the recruitment process to ensure that individuals with the right talent get recruited. Along with this, another aim of human resource management is optimising the workforce in an organisation apart from recruiting and managing employees (Fahed-Sirih, 2018). Optimising the efficiency of the workforce by selecting the right candidates helps in the achievement of organisational goals. Thus considering how important the recruitment process is for an organisation, the human resource management process plays a crucial role in the success of an organisation. 
Recruitment can be defined as the process of selecting the best individual from either outside or inside the organisation followed by integrating the employee within the organisation for doing a specific job (Hamza et al., 2021). This includes assessing the required job responsibilities and finding individuals with the right skill set to do the job within the organisation. Research suggests that organisations must select the right candidate through a set of carefully curated processes which is also crucial for the onboarding of potential candidates (Farndale et al., 2018). Keeping the recruitment process free from biases is essential for improving its effectiveness alongside helping mitigate the chance of recruiting the wrong candidate. Recruiting the right candidate also optimises the use of organisational resources as hiring the wrong candidate results in sub-optimal use of resources. Recruitment across organisations is based on different approaches that recruit candidates based on factors such as beliefs, attitudes, and technical know-how. 
A commonly used approach in the recruitment process is the person Job Fit approach which focuses on matching the skills of the individual with the requirements of the specific job role (Qin et al., 2018). On the other hand, the organisation fit approach matches the individual’s beliefs with the organisational values. This approach facilitates employee satisfaction and commitment which significantly reduces turnover (Paille, 2019). Both recruitment approach focus on ensuring the selection of the right candidate. The process of recruitment and selection although used interchangeably they differ in terms of process. Recruitment focuses on finding individuals and directing them to apply for filling vacancies in the organisation while selection consists of screening potential candidates from the list of discovered candidates (Jashari and Kutllovci, 2020). The screening techniques in the selection process include resume screening, technical assessments, and interviews which is the final screening method used in the selection process. 
The major challenges in recruitment include successfully attracting the right candidate, hiring quickly, managing recruitment data, and creating an efficient recruiting process (Bika, 2022). Attracting the right candidate from a massive pool of candidates is a massive task in the recruitment process that the recruitment team needs to handle. Organisations need to fill vacant positions as quickly as possible because vacancies negatively impact the operations of the organisations. Recruitment processes across organisations are becoming data-driven and it is a massive task for the human resource department to manage the data generated efficiently. Recruiters need to quickly assess candidates as the process includes a lot of candidates and delaying the process results in vacancies being unfulfilled which is detrimental to the success of an organisation. Another key challenge in the recruitment process specifically in sampling is non-response and selection bias.
Organisations around the world are expanding globally thus they need to conduct recruitment on a global scale. Recruitment on an international level has its fair share of challenges such as workforce skills, coordination, Tax compliance, and salary expectations (Donnelly, 2022). Each country has its own tax rules and businesses need to assess the tax and labour laws to operate smoothly on an international scale. It is a major challenge for organisations to coordinate all the aspects of the recruitment process on an international scale. Recruiters also face the challenge of having to assess salary expectations and benefits in new countries since the job market varies across the globe.  International recruitment plays a significant role in the success of an organisation’s international expansion thus HR teams need to find ways to overcome these challenges. 
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The challenges of traditional recruitment processes can be managed with the use of technology in this digitally connected world. Technological advancements in recent times have resulted in tackling the challenges of international recruitment through E-recruitment. E-recruitment is the process of recruiting candidates through the use of digital technology and the internet (Okolie and Irabor, 2017). This form of recruitment helps to significantly quicken the process of recruitment as recruiters can find, screen, and interview potential candidates easily. A faster recruitment process also helps organisations get a competitive advantage over their competitors in the same market. This form of recruitment also provides time and cost advantages to an organisation along with access to a much wider talent pool. Some of the recruitment strategies which can be used by organisations to improve the effectiveness of the process include: 
· Using online platforms:  Recruiting teams can use online platforms to attract candidates easily by placing job advertisement which is visible to a massive group of potential employees who are looking for a job. Using such platforms also provide organisations with the chance to communicate with potential job seekers and conduct initial screening assessments easily. 
· Crafting clear job descriptions: A job description is vital for communicating to the job seeker the responsibilities that the specific job entails. This helps minimise the chance of recruiting the wrong candidate which improves the effectiveness of the overall recruitment process. Along with clearly mentioning the various responsibilities job descriptions should also be captivating and attract the interest of talented professionals. According to one of the leading online job platforms, Job descriptions that have 700-2000 characters end up receiving up to 30% more applications (uk.indeed.com, 2022). 
· Including experienced people in the interview process: The recruitment process generally consists of members of the recruiting team and the HR manager. Including experienced professionals who know about the technical skill requirements for the job role in the recruitment process helps in improving the effectiveness of the process. This is mainly because they will be able to assess the skills of the candidates much more effectively. 
· Assessing the personality of the candidate: Recruiting candidates whose personality matches with organisation’s values and daily task is a major consideration that recruitment teams need to employ in the recruitment process. 
· Improving the interview process: Organisations can improve the efficiency of the interview process by having multiple interviewers conduct the interview. It has several benefits such as reducing the time taken per interview, the hiring manager’s workload gets reduced, and interviewers can provide feedback to employees (Schooley, 2022). 
· Offering benefits and perks that meet the demand of job seekers:  Organisations should ensure that the job benefits and perks that they provide should be communicated to the job seeker. To ensure the effectiveness of the recruitment process organisations should focus on offering a competitive salary and work-life benefits which will help them attract potential job seekers. In the modern world, remote working options are a massive offering that companies can provide to attract a large pool of employees who are actively looking for such jobs. A survey conducted recently showed that 87% of the respondents stated that if they get the chance to work remotely they would grab the opportunity (mckinsey.com, 2022). This shows the rising demand for remote working which organisations can leverage to improve the effectiveness of their recruitment process.  
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Performance management is the continuous process of identifying, measuring, and enhancing the performance of an individual or team by aligning their performance with the organisational goals (Aguinis, 2019). It has been attributed to a lot of advantages some of which are
· It increases the motivation to perform: The main rationale behind the practice of performance management is that it improves employee motivation as a result of the expected rewards (Lee, 2018).  Performance management uses rewards as a way to stimulate employee motivation and performance. This includes bonuses and pays increase based on the performance of the employees.  The process of performance management also includes the use of feedback which helps individuals improve their performance along with improving their drive to work in the future. 
· Boosts self-esteem: The act of being appreciated for work contributions along with the use of positive feedback helps boost the self-esteem of individuals. This helps satisfy one of the key needs of the individual as stated in Maslow’s Hierarchy. 
· Organisational goals are set: One of the biggest advantages of practising performance management is that it helps in clearly outlining organisational goals. Clearly outlining the organisational goals helps employees understand how their performance is linked with organisational success.  It also significantly helps increase employee acceptance of new and wider goals (Aguinis, 2019). 
· Employee engagement is improved: An effective performance management system helps in significantly improve employee engagement.  Engaged employees are committed, passionate, and involved in the process of achieving organisational objectives. An increase in employee engagement results in improving the performance of employees and the organisation (Govender, and Bussin, 2020)
· It helps facilitate organisational change:  Performance management system improves communication across the organisations thus change in policies and new goals can be adopted quickly. Sustainability reporting is a performance management practice that has been attributed to facilitating organisational change (Domingueset al., 2019). It also helps in the process of gathering knowledge along with providing valuable resources needed for facilitating organisational change. 
According to Audenaert et al., (2019), the organisation had implemented performance management and it affects individual innovation and addresses the issue in multiple demands. One of the major issues that are faced by performance management is poor time management and time management and low prioritising. It also includes the lost time and slow process of incoming requests. At the same time, it also includes difficulty in accomplishing the task, lack of trust, along with not having the setting of goals. 
However, the best way that can develop the process of performance management in an organisation; they must start slow within a single department and use technology to focus on gaining the goals. At the same time, the company must apply continuous performance to keep the process simple. The impact of performance management is boosting the communication between the leadership team and the members. It allows the company to make trusted conversations and improve employment opportunities. 
For example in Unilever, they appoint the best measures in performance and select the USLP and EOS to achieve the target in performance (assets.unilever.com, 2022).
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In the workplace, employee engagement is the enthusiasm and involvement of employers where they are working.  According to Moletsane et al., (2019), the employers' engagement and productivity are connected; it determines the level of productivity in an organisation.  
[bookmark: _Toc120424338]Issues in employee engagement, its impact on the organisation and best approaches for the best recruitment process
The employer's engagement issues lead to negative factors that include poor communication, micro-management, high turnover and stress among the members.  At the same time, the employer's engagement is backed by the employer's job satisfaction and the working culture that makes them feel motivated. It also includes opportunities for carrier development within the organisations and developing opportunities for digital work experiences.  
According to Govender and Bussin (2020), constant and regular communication between the employers and other members of the management is responsible for the issues that are required to solve quickly. A continuous process of making the employers mentoring will help to ensure the skills of the employers and develop their opportunities to ensure business growth and gain constructive feedback from the employers; this will help the employers deliver positive contributions for the participation of employers and foster team engagement. It will help them to encourage the employers and motivate them by identifying their value, hence, the employers feel valued. In an organisation, effective communication is one of the vital parts because it promotes efficiency and productivity. The organisation can develop a better understanding among the members to understand the key points and use them as advantages (linkedin.com, 2022).  For example, Marks and Spencer, their people stay at the heart of their business and they employ many colleges across their support centres, this help to promote diversity, personal development and promote inclusion (corporate.marksandspencer.com, 2022).
According to Martinez et al., (2020), the leaders are related to the employer's engagement and they affect the organisations, it also affects the positive environment that is associated with social interaction. Strong leadership can help to promote employers' trust, develop the passivity of the employers and enhance their performance. At the same time, it also includes effective leadership that makes priorities to the organisational health.  The role of leadership in the context of affecting the employer’s relationship determines the value of an individual, the culture of the organisation and the motivation of the employers. 
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The reports discussed the issues that are faced in the process of recruitment and selection, one of the most common issues that had been identified in this process is job training and making the perfect fit for the right job or the right people. The best practices that had been identified to mitigate the risk are using technology and adopting the process of E-recruitment and using the online platform in the process of recruitment and selection. In performance management, the key issues that had been identified are addressed the issue in multiple demands. The best way to mitigate the issue was to apply continuous performance to improve the employer's skills and develop gaining opportunities. In employee engagement communication is the main issue; it can be addressed by making a continuous process of employee mentoring.  













[bookmark: _Toc120424340]
References 
Aguinis, H., 2019. Performance management for dummies. John Wiley & Sons.
assets.unilever.com, 2022, Basis of Preparation 2020: Annual Report & Accounts [Online] Available at: https://assets.unilever.com/files/92ui5egz/production/11d174ee9eabda052fba09dec7411ad570a57299.pdf/unilevers-basis-of-preparation-2020.pdf [Accessed 27 November 2022]
Audenaert, M., Decramer, A., George, B., Verschuere, B. and Van Waeyenberg, T., 2019. When employee performance management affects individual innovation in public organizations: The role of consistency and LMX. The International Journal of Human Resource Management, 30(5), pp.815-834.
Conţu, E.G., 2020, July. Organizational performance–theoretical and practical approaches; study on students’ perceptions. In Proceedings Of The International Conference On Business Excellence (Vol. 14, No. 1, pp. 398-406).
corporate.marksandspencer.com, 2022, Our People [Online] Available at: https://corporate.marksandspencer.com/sustainability/our-people [Accessed 27 November 2022]
Domingues, A.R., Lozano, R., Ceulemans, K. and Ramos, T.B., 2017. Sustainability reporting in public sector organisations: Exploring the relation between the reporting process and organisational change management for sustainability. Journal of environmental management, 192, pp.292-301.
Fahed-Sreih, J., 2018. Introductory chapter: human resources in the twenty-first century. In Human Resource Planning for the 21st Century.IntechOpen.
Farndale, E., Nikandrou, I. and Panayotopoulou, L., 2018. Recruitment and selection in context. In Handbook of research on comparative human resource management. Edward Elgar Publishing. 
Govender, M. and Bussin, M.H., 2020. Performance management and employee engagement: A South African perspective. SA Journal of Human Resource Management, 18(1), pp.1-19.
Hamza, P.A., Othman, B.J., Gardi, B., Sorguli, S., Aziz, H.M., Ahmed, S.A., Sabir, B.Y., Ismael, N.B., Ali, B.J. and Anwr, G., 2021. Recruitment and selection: The relationship between recruitment and selection with organizational performance. International Journal of Engineering, Business and Management, 5(3).
Jashari, A. and Kutllovci, E., 2020. The impact of human resource management practices on organizational performance case study: manufacturing enterprises in Kosovo. Business: Theory and Practice, 21(1), pp.222-229.
Lee, H.W., 2019. Moderators of the motivational effects of performance management: A comprehensive exploration based on expectancy theory. Public Personnel Management, 48(1), pp.27-55.
linkedin.com, 2022, How Communication Affects the Flow of Work in an Organization [Online] Available at: https://www.linkedin.com/pulse/how-communication-affects-flow-work-organization-landry-morren [Accessed 27 November 2022]
Martinez, I.M., Salanova, M. and Cruz-Ortiz, V., 2020. Our boss is good! Cross-level effects of transformational leadership on work engagement in service jobs. Revista de Psicología del Trabajo y de las Organizaciones, 36(2), pp.87-94.
Moletsane, M., Tefera, O. and Migiro, S., 2019. The Relationship between Employee Engagement and Organisational Productivity of Sugar Industry in South Africa: The Employees' Perspective. African Journal of Business & Economic Research, 14(1).
Okolie, U.C. and Irabor, I.E., 2017. E-recruitment: practices, opportunities and challenges. European journal of business and management, 9(11), pp.116-122.
Ozkeser, B., 2019. Impact of training on employee motivation in human resources management. Procedia Computer Science, 158, pp.802-810. 
Paillé, P., 2019. Green recruitment and selection: an insight into green patterns. International journal of manpower.
Qin, C., Zhu, H., Xu, T., Zhu, C., Jiang, L., Chen, E. and Xiong, H., 2018, June. Enhancing person-job fit for talent recruitment: An ability-aware neural network approach. In The 41st international ACM SIGIR conference on research & development in information retrieval (pp. 25-34).
Visvanathan, V.B., 2020. INDIVIDUAL, ORGANIZATION AND OPPORTUNITY FACTOR IN THE RELATION TO EMPLOYEE MISCONDUCT IN WORKPLACE: A REVIEW. Asian People Journal (APJ), 3(2), pp.43-49.


1

image1.png
N Prifysgol Cymru
3N ¥ Drindod Dewi Sant
S University of Wales

Trinity Saint David




