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Introduction

This paper explores all phases of the recruiting process, including workforce planning, talent management, and recruitment and selection. Recruiting and employment planning are frequently overlooked in favour of selection and, more recently, talent management. In contrast, adopting different approaches that are well-selected and appropriate can contribute to more equality of opportunity and improve the possibility that successful applicants are capable of completing objectives and have a more favourable psychological contract. This is a commonly outsourced HR function, particularly recruitment promotion and psychometric testing, and knowing one's limitations is as vital as learning which strategies to employ. Given that choices almost usually involve line managers, who are frequently not as well-trained in interviewing as HR experts, it is crucial that these processes are well-organized, carried out successfully, and evaluated appropriately to ensure that they are effective (Marchington et al. 2021, p.414). Human resources are vital to a business because they contribute value, viewpoint, and cultural characteristics. Effective human resource management may accelerate a company's significant increase. Different recruitment concepts and recruiting processes will be discussed and identified based on the various theories and approaches. According to Raybould and Sheedy (2005), firms may minimise avoidable expenses such as high staff turnover costs, unsatisfied consumers, and poor employee performance by implementing a successful and efficient recruiting and selection strategy (Yadav et al. 2021). In addition, the impact of the recruiting process and engagement in the organisation will be discussed and how to support the organisational growth.
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Figure 1: Employment cycle (Brown, 2021)
As shown in Figure 1, effective recruiting relies on accurate assessment. Choosing the proper individuals is likely to result in high levels of engagement, which in turn leads to employee retention and then recruiting. It is a difficult balancing act to maintain concentration on each region while always keeping the total in mind (Brown, 2021, p.11).
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The failure or success of other organisational components determines the necessity for recruiting. If your company is highly successful and wants to expand, recruiting will be a crucial growth driver; finding the appropriate capabilities in the right location at the right time for proper compensation will decide the company's ability to keep up with or drive the growth curve. v high recruiting rates may indicate a more significant issue. In any case, recruiting must significantly impact the organisation and receive frequent board attention. The most effective recruiting, whether conducted by an overworked line manager, firm owner, or recruitment professional, demonstrates influence and foresight. Essential for any firm is the capacity to foresee how the talents of a freshly sourced or interviewed candidate will favourably affect the organisation (Brown, 2011, p.11). Recruitment begins when a task or sequence of tasks is identified as requiring completion. Whether this occurs after a person leaves their current work or identifies new employment, it will involve one or both of the following: 
· Providing a work evaluation and outlining the tasks to be completed.
· Establishing the most efficient way of completing the tasks.
Once it is recognised that a task has to be completed, the following steps must be taken:
· approving a budget and getting it signed off on
· drafting a position and person specification together with compensation and benefits
· creating and implementing an external and internal recruitment strategy
· coordinating and conducting the evaluation process
· picking selected candidates to offer
· managing the offer process
· directing and operating the recruitment procedure (Brown, 2011, p.12).
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Assessment can raise the probability of hiring someone who will perform well in the position from 30% to 60%. The assessment method will significantly impact expenses and team performance; it must be valid, not susceptible to discrimination claims, and tailored to evaluate the required competencies and behaviours. The candidate’s experience is also vital to the evaluation procedure (Brown, 2011, p.12).
Various applicants participate in a formal, single- or multi-day procedure that may involve an interview and multiple simulation exercises focusing on job-specific abilities, with each activity done individually or in groups. Assessment centres may be critical and influential selection tools if their design, execution, and potential data applications are carefully and strategically considered (Picardi, 2020).
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The engagement procedure begins at the start of the recruiting system. It is a vital component of attraction and must grow at every process stage. Evaluate it regarding consumer marketing and our connection with brands we identify with. Engagement is a company's ability to demonstrate that it can achieve the employee's goals, whether as simple as caring for their family or as complex as expanding their understanding of astrophysics (Brown, 2011, p.12).
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The ability to retain and cultivate talent is at the centre of any human resource strategy. The retention of employees is facilitated through succession planning, employee well-being, career advancement, and engagement in its broadest meaning. It has a variety of advantages. Important factors include: 
· setting labour turnover or attrition rate key performance indicators (KPIs) to focus the business
· what are the sufficient amounts of new employees to enter the business 
· how to become a favoured employer in its region
· how to be a "good environment to work.”
· relationship development for long-term employment
· internal and external talent strategy and pipeline development for recruiting
· internal career management
· performance management (Brown, 2011, p.13).
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Figure 2: Asda recruitment and selection process (Slideshare, 2015)

Asda promotes employment possibilities on its careers-specific website. When recruiting, the organisation seeks to retain and attract the most qualified and skilled candidates. The company's competitive salary and benefits, such as its Sharesave programme and employee discounts, contribute to its appeal. The online recruitment process at Asda has increased the pace and effectiveness of hiring, making applications simpler for candidates and quicker for managers. As one of the leading employers in the United Kingdom, Asda provides a variety of possibilities for students seeking work experience, apprentices, and graduates in various fields (Slideshare, 2015).
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[bookmark: _Hlk117512886]Monitoring individual performance in businesses has historically focused on measuring performance and giving rewards, with successful implementation viewed as combining unique talent and motivation. Today, it is acknowledged that creating and implementing performance significantly impacts individual performance, with set objectives and standards, appropriate resources, and advice and support from the individual's management all playing a significant role. Sometimes, the term "performance management" refers to organisational objectives, and frameworks such as the balanced scorecard, survey, and analytics, with individual measures developed from these (Torrington et al. 2020, p.231).
According to Aguinis and Pierce, the essence of performance management is a “continual process of recognising, measuring, and developing the performance of individuals and teams, and aligning performance with the strategic goals of the organisation”. Thus, a strategic concept is used in which attempts are made to guide employee activities toward the fulfilment of organisational objectives. Both task and contextual performance are evaluated. Competencies are frequently used to address contextual performance, as how something is accomplished is just as significant as the outcomes. In this manner, organisations aim to achieve long-term, sustainable success instead of short-term gains that may harm continuing commercial relationships. Values play an increasingly important role in recruiting and selection, and some organisations are incorporating them into their performance management systems (Torrington et al. 2020, p.232).
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[bookmark: _Hlk118201231]Members of the HR community have criticised Amazon for its distinctive emphasis on the constant improvement of employee performance. Performance Scoring's Performance Management System matches several of Amazon's approaches for driving continuous improvement while maintaining within the criticism's parameters. Coombs explains that Amazon's experimental management programme, Pivot, was designed to give a 'fair and open approach for employees who need assistance in their job' and career advancement options. This explanation does not conform to the typical norm. Some firms may believe they lack Amazon’s resources for such a comprehensive programme, but Performance Scoring's employee performance data enables it (PerformanceScoring, 2019).
Even though the company has achieved the peak of success, Amazon's senior management prioritises staff development. Coombs admits this by stating, "Amazon's performance standards have always been high." Performance management is key to Amazon's corporate culture, which has resulted in enormous success. When organisations prioritise good performance management, their success increases almost immediately. This is where Performance Scoring comes in, as only some organisations have the resources Amazon does to construct its performance management system. Our system emphasises the development of employee performance on an ongoing basis, resulting in higher organisational success (PerformanceScoring, 2019).
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The most popular method for evaluating performance is performance appraisal or review. Typically, evaluations are conducted as interviews between management and their subordinates. The results of performance appraisal may be used for a variety of purposes, including:
·  - to evaluate the employee's performance during the previous appraisal period.
· - to establish and agree upon future goals and performance standards.
· - to inspire the individual by emphasising positive accomplishments.
· - to address any employee issues and determine what assistance they may require (e.g., support from the management or other employees, more resources, training/development/counselling).
· - to agree on the employee's future objectives and performance requirements (Leatherbarrow and Fletcher, 2019, p.353).
According to the CIPD, there are five primary components of the formal appraisal process (CIPD, 2011a):
· measurement - evaluating performance based on agreed-upon aims, objectives, and behaviour.
· feedback – supplying individuals with information regarding their previous results and what is necessary for future success.
· positive reinforcement - underlining what has been completed effectively, providing valuable feedback on what could be changed, emphasising the relevance of how the task has been completed and what remains to be done, and guaranteeing that effort is focused on activities that provide value.
· an exchange of views — an open exchange of perspectives on what transpired, how appraisees might enhance their performance, any help required, and future career goals.
· agreement – all parties agree on what must be done to improve and sustain performance and address any difficulties mentioned throughout the debate (Hutchinson, 2013). 
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Engagement of employees is recognised as the next step beyond commitment. Employees may feel devoted to their co-workers, clients, work, or employer. Still, they may not extend the desired discretionary effort represented in popular HRM idioms like "going the extra mile" and "working beyond the contract." When employees show these behaviours, we can say that they are engaged. It is necessary to provide the employee with the ability, the means, and the incentive to participate in the firm's performance. This principle originates from the 1960s Quality of Working Life movement, if not even earlier. However, with the long record of employee involvement policies and the widely acknowledged significance of engagement to the company, an assessment of the level of engagement in the United Kingdom reveals poor results. The CIPD (2006, p.3) indicates that 'three out of ten employees are involved in their work' and that 'the level of involvement among those under the age of 35 is much lower than among those over the age of 35'. What are the main components that transform employee commitment into engagement? Observers of employment relations emphasise the highest importance of collaboration and leadership. The CIPD (2007) confirms this perspective by naming psychological contact and relationship as the essential factors in achieving a high-performance workplace (Foot and Hook, 2011, p.90).
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Apple acknowledged that engaged worker exhibits high levels of job satisfaction, loyalty to the employer, initiative, and interest in their work. The effect of enthused workers is greater than the sum of their parts. Apple used many cutting-edge methods to encourage its staff. As a result of a well-executed strategy for employee engagement, Apple has been able to outpace its rivals in terms of profit and revenue growth while allocating fewer resources to innovation. Workers who felt invested in their work put in extra effort to develop innovative solutions to problems, which reaped enormous rewards for Apple. Apple's creator, Steve Jobs, implemented a “360-degree engagement” system with its staff in which they are actively encouraged to participate at all times. The 360-degree approach to employee engagement places a premium on the correlation between satisfied and retained clients and increased business success (Academic Mentor Online, 2017).
[bookmark: _Toc119937952]The impact on the organisation from the recruitment and selection process
According to Virgin Atlantic's Sir Richard Branson, "firms' clientele do not come. First, the employee is responsible; therefore, a happy employee generates pleased clients ", which corresponds to either an objective or subjective perspective of organisational performance. According to this perspective, employees are seen as the driving force behind the success of businesses and organisations. According to Sir Richard Branson, the transformation of employee satisfaction is in the hands of Human Resources Management, or the HR practises implemented by a firm. Numerous experts have empirically and theoretically demonstrated a direct relationship between HR practices and organisational success. The primary objective of the recruiting process is to locate the most qualified applicants with the knowledge and skills that match the open position in the company and, as a result, achieve the firm's goals. A company's competitive edge can be easily increased by adopting an efficient hiring method that employs personnel quickly and affordably. Selection is typically defined as selecting from a pool of applicants with the optimal knowledge, skill sets, and capacity to perform the job effectively. The technique aids in distinguishing candidates based on their qualifications and selecting those who are more likely to be suited for the job. According to Basak and Khanna (2017), selection is the process of choosing the best candidate from a pool of candidates for a particular post. In conclusion, the purpose of the employee selection process is not only to replace departing employees or to increase the number of employees in a company but also to upgrade to employees with superior knowledge and skills and a higher level of commitment to the company (Almansoori et al. 2021).
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Recruiting and selection become crucial for businesses aiming to expand, penetrate new markets, or preserve market share. Recruitment is the process through which an organisation identifies and attracts candidates from which it will undoubtedly make selections. In recruitment strategies, attempts are made to access larger candidate pools and to promote the company as an employer of choice. Selection involves choosing between people applying for a position. It focuses on creating an accurate and fair evaluation of applicants' strengths and disadvantages and identifying the most likely to succeed well in the position (Elearn Limited, 2007, p.1).  The recruitment process consists of the process organisations take to hire new candidates. All businesses must establish a procedure outlining how they perform the hiring process. The more specific this approach is, the simpler it will be for all recruiting managers to comprehend and implement. Human resource management does not stop only with these activities; managers should carry out additional action to retain and engage employees with the organisational objectives. The human resource department must balance strategic long-term company objectives and day-to-day planning and decision-making. For this reason, human resource management alignment is crucial, and professionals must proactively establish and maintain strong partnerships with other managers and employees in the organisation (Picardi, 2020).
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