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[bookmark: _Toc119640969]Introduction:
Recruitment and selection, performance management, employee engagement are the factors those are not just important on its own rather these factors are crucial for organizational quality like satisfaction, employee turnover and so on(Bonn and Forbringer, 1992). Since these factors are not only crucial on its own, depending on the quality of these factors the whole organizational environment and quality evolve, it must be given proper priority as the topic of this assignment directs. 
[bookmark: _Toc119640970]Recruitment and selection:
Recruitment and selection are one of the initial phases through which employees are hired for the organization those are the powerhouse of the organization because organizational success depends on its manpower (Baron et al., 2018). If the initial recruitment and selection is based on proper principles and techniques, it will be able to deliver the expected outcome from manpower for the organization. But each organization faces some challenges regarding recruitment and selection. Those are:
[bookmark: _Toc119640971]Issues and challenges:
Issues and challenges vary organization to organization, environment to environment. But most commonly faced challenges are-
1. Recruiting suitable candidates:
Since the organization will be benefited through the performance of the employees, hiring proper employees for the organization is a challenge because it poses more importance. From pool of the candidate, searching and finding the proper employee who can serve the organization better itself a challenge because there are various candidates with various expertise(Rozario et al., 2019). Therefore, candidate with proper expertise must be employed in the right place. 
2. Setting up quality assessment criterion:
Candidates are hired and taken as employee for the organization based on evaluation against the criterion set for the assessment at the time of recruitment and selection. So, hiring of a candidate mostly depends on the quality assessment criterion. So, it is crucial to set the criteria for recruitment and selection considering the outcome needed in the appointed position(Jackson et al., 2007). What the position demands and what are the required skills are to be considered for setting up the assessment criteria. But setting up a set of criteria that can deliver exactly what is required for the job is difficult for many reasons like limitations, lack of proper planning and on.  
3. Limited resources:
Candidates are diversified with various skills. But the challenge that arise during recruitment and selection is limitation of resources. If organizational resources cannot support the recruitment of suitable candidate, no matter how rigorous the assessment or overall selection system, suitable selection and recruitment is not possible because of lack of resources as (Leung, 2003) puts this in a perspective in his writing. Although lack of resources can’t be overcome in a limited time but resource employment in R&S can be solution to this challenge in a long term.

4. Fair recruitment:
Fairness in a recruitment is must for a practical and output-oriented manpower recruitment and selection. Fairness in R&S process varies society to society like in Indonesian corporate environment, lack of fairness is dominant, and nepotism or corruption is prevalent that outputs improper selection that fails to provide organizational efficiencies(Baron et al., 2018).  During recruitment and selection, if any unfairness emerges, an ideal recruitment that is desired is not possible.  
[bookmark: _Toc119640972]Approaches of recruitment and selection:
If the challenges are considered, as shown (lack of proper assessment tools or lack of fairness), to develop an effective recruitment and selection process, these challenges are to be addressed at the first place. Mostly followed recruitment and selection processes are:
1. Inbound recruiting and selection: Candidates are attracted, not chased in this process. Good and attractive tactics help companies obtain, nurture, and convert the process of recruitment. This is how inbound recruiting attracts, converts, and engages candidates. By creating relevant resources for targeted applicants and audience, competent candidates can be recruited(Hope, 2015). 
2. Social recruitment and selection: Social network are much helpful in R&S. not investing on formal recruitment process, informal networks are used in this method, and it provides more flexibility in selecting appropriate candidates(Holland and Jeske, 2017).
3. Talent Pooling: Talent pooling involves developing a database of the greatest potential candidates. This innovative model replaces the traditional talent bank, built from other applications. The talent pool includes professionals who have applied for jobs and interacted with the company's selection processes(Yang et al., 2009). These sophisticated foundations are fed with online applicant profiles to enhance the company's talent database.
[bookmark: _Toc119640973]Impacts of R&S on the organization: 
More successfully recruiting and selecting people leads to more contented employees. Effectiveness of a company's selection system can affect productivity and financial performance(Ahmad and Schroeder, 2002).there is no alternative of effective R&S for ensuring efficiency. 
[bookmark: _Toc119640974]Best practice of R&S:
1. Attractive offer: Job posts must engage prospects like marketers do with consumers. Attractive job ads and facilities will draw qualified candidates for the organization.
2. Assess the Candidates: To evaluate the suitability of these individuals for the role, well-trained, motivated, and high-caliber interviewers should be used. In addition to evaluating the candidates, the purpose of this step is to sell the position and organization to highly desirable candidates and develop consensus inside the organization over the candidate's fit.



[bookmark: _Toc119640975]Performance management: 
Performance management involves continuous feedback and communication between managers and employees to achieve organizational goals. The challenges are faced in this process are:
Issues and challenges:
1. Vague objectives: Numerous staff work on multiple projects with multiple teams, causing overlap and confusion. Lack of clarity on duties and responsibilities hinders staff productivity. When organization alter their strategy and goals quickly, it is difficult to assess the performance based on the objectives as the objectives are not clear and stable.

2. Unclear job description: In most organizations, the job description serves as the main yardstick by which performance is assessed and managed. Employees are left wondering what their performance expectations are due to irrelevant or ambiguous job descriptions, and managers find it difficult to manage such ambiguous expectations(Heger et al., 2017).

3. Lack of feedback system: For employees to perform at their best, feedback is crucial. Given that team members typically do a variety of responsibilities, feedback between team members is crucial. However, organizations without a strong feedback culture may cause employees to fear receiving feedback and managers to fear giving any kind of critical criticism(Powell, 2004).

4. Inconsistency of measurement: It is observed that because of lack of proper assessment tools, an organization is failing to assess its employee performance(Powell, 2004). Developing a proper tool in this regard can help to get rid of this challenge.  

[bookmark: _Toc119640976]Approaches of performance management: 
1. Continuous performance management: Regular feedback from continuous performance management addresses important performance concerns before they become a problem. They gradually acquire a diverse range of skills thanks to this strategy(“Continuous Performance Management: Innovation Reigns – JOSH BERSIN,” n.d.). These might include soft skills like leadership and communication that are directly tied to their duties and responsibilities(Kumaraguru et al., 2014).
2. Result tracking against standards: Goals can be tracked using objectives and important results. Setting goals helps employees focus on what matters most, improving performance. Real-time goal tracking promotes engagement and shows progress. These goals can match with the organization's broader goals. Leaders can acquire information without micromanaging by integrating these systems.
3. Result only work environment: A results-only work environment (ROWE) emphasizes results above hours worked. This strategy is excellent for telecommuting organizations. In these situations, measuring labor time is harder. A results-only work environment is the least-hands-on performance management strategy in this article. The flexibility can be perfect for self-starting employees. This strategy is unproductive when teams must work together.
4. Social performance approach: Social performance management connects employees with their supervisors and peers using social media. By developing social networks, they can learn from each other daily about performance goals and objective (Copestake J, 2007).
[bookmark: _Toc119640977]Impacts of performance management on the organization: 
Effective performance management systems improve team collaboration. It lets employees to vent concerns, analyze problems, and devise methods to improve.
[bookmark: _Toc119640978]Best practice of performance management:
1. Continuous 360 Feedback: Continuous feedback helps employees understand what's expected of them and creates trust with supervisors. Continuous feedback motivates employees 3.2x more than annual feedback(“More Harm Than Good: The Truth About Performance Reviews,” n.d.).
2. Recognition: By recognizing achievements publicly, employees feel more valued. Recognition is the most memorable acknowledgment (over monetary recognition)
3. Professionalism:   The act of providing feedback that is less than exceptional is challenging for managers as well as employees, which is one of the reasons why performance evaluations are typically a chore that is disliked the most. Managers are responsible for ensuring that feedback is delivered in a professional manner and remembering to place an emphasis on conduct rather than attributes.

[bookmark: _Toc119640979]Employee engagement:
The idea of "employee engagement" in human resources (HR) refers the process of making the employee enthusiastic and committed to their work.
Issues and Challenges:
Employee engagements are not effective in organizations for following issues-
1. No recognition: Underappreciation is a fundamental remote employee engagement issue. Your reward system must work for all employees. Remote workers may feel left out and lonely. This affects engagement and retention(“Strategic HRM and employee engagement,” 2020).
2. Lack of personal-professional balance: Poor work-life balance lowers engagement. Remote workers face an added barrier in managing their work-life balance. Helping home employees handle employee engagement difficulties will boost motivation and productivity(Snell, 2009).
3. Lack of information: When staff are far from the main office, they can miss communications. This information gap affects employee motivation and engagement. Not simply news and updates. Many companies boost engagement by curating a corporate ethos or culture and embedding it through communications, training, branding, and marketing(Sacher and Lal, 2016).
[bookmark: _Toc119640980]Approaches of employee engagement:
1. Organizational transparency: By developing a transparent organizational look, employees can be attracted to the jobs that will give them the spirit of being in a position in the organization
2. Autonomy and challenge: in this approach. Employees are provided autonomy so that they feel empowered and own the tasks they are assigned to and take them as challenge.
3. Rewards and recognition: by providing rewards for their actions and this approach attracts employee to be more concentrated and engaged with both to their organization and the work.

[bookmark: _Toc119640981]Impacts of employee engagement on the organization: 
The most productive employees are frequently those that go above and beyond the call of duty. Employee productivity rises as a result, and projects are more successful. Businesses with more engaged workers produced 21% more than those with less engaged workers(Bedarkar and Pandita, 2014; J., 2014).
Best practice of employee engagement:
1. Regular communication: High-engagement companies prioritize manager-employee facetime. Employee engagement and satisfaction depend on communication.
2. Feedback and review: Effective engagement initiatives follow up on employee input. 12 times more employees are likely to be engaged if their supervisors follow up after a survey.

[bookmark: _Toc119640982]Conclusion: 
All the components discussed above are crucial for organizational efficiencies. Though all these factors have some challenges, by following proper approach and adopting best practices, challenges can be overcome, and organizational efficiency and effectiveness can be ensured. 
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