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[bookmark: _Toc119232144]Introduction
The world of business has become very competitive and each organisation try to gain a competitive advantage over their competitors to gain maximum market share by adopting different strategies. For this reason, organisations try to develop and manage their employees in a way so that employees' output could generate a competitive advantage for them as the ability of employees can’t be imitated by the competitors. Managing people is not an easy task to do. Organisations have to recruit and maintain according to their business goal which varies from organisation to organisation and task to task. On the other hand, each employee in an organisation has a different philosophy to pursue. This is another reason, organisations face difficulty to manage their human capital easily. The report will write about managing people in the organisation. The report will cover three specific aspects of managing people including recruitment and selection, performance management and employee management. The report will use established theories and organisational examples to discuss these topics and will identify the best practice or approaches of business organisations to ensure effective recruitment and selection, performance management and employee management process. 
[bookmark: _Toc119232145]Issues and challenges regarding recruitment and selection, performance management and employee management
[bookmark: _Toc119232146]Recruitment and selection
Recruitment and selection is the process through which organisations attract a candidate to their job vacancy and take the different assessments and interviews and finally appoint employees based on their assessment and interviews (Petter, 2021). Generally, organisations recruit and select employees who are fit for their organisation's goal or any specific duty. Tesco plc recruits employees by maintaining consistency between employees' qualifications and job roles. For example for an account manager, the organisation require employees from an accounting or business study background. The recruitment and selection process is an internal matter of an organisation which varies from organisation to organisation and country to country. Sometimes government impose different regulations on organisations in terms of recruiting and selecting employees. Eva (2018) said that though recruitment and selection is a factors of the internal environment of organisations, sometimes external factors of the business environment create a direct impact on it and in this situation international organisations suffer the most. It creates an impact on international business as employees of the international markets are coming from different countries with different background, nature, needs and want. On the other hand, the competitive business industry influences each organisation to recruit and select the best employees from the market. For this reason, organisations have to face some common challenges including attracting the right candidates, hiring fast, building a strong employer brand, ensuring good candidate experience, creating an efficient recruiting process and so on (Eva, 2018). In these situations, organisations face many difficulties in how they should recruit and select the best employees for their organisations. Sometimes organisations fail to recruit the right person and for this reason, many organisations won't able to meet their organisational goal properly.
[bookmark: _Toc119232147]Performance management
In this digital business world, to ensure the legality and authenticity of business, it is required that organisations disclose their way of doing business and for this reason, organisations have to share their pros and cons with the public (Rivera, 2018). This also insists an organisation share their business strategy and competitors copy or imitate the same strategy and this is a disadvantage for each organisation. On the other hand, technological advancement enables each organisation to operate its business efficiently and attract maximum customers digitally. In this situation, to get a competitive advantage, organisations have to work with their employees and need to ensure their high performance and employee performance can’t be imitated by any organisation. Apart from this, poor communication with employees, micromanagement, lack of trust, focusing on the wrong thing, and inappropriate goal for employees' performance also creates a negative impact on employees' overall performance (Ogden, 2019). Halligan (2015) said that in today's business world only employees' high performance could make difference and generate competitive advantage and for this reason organisations needs to consider employees' performance and invest much in the development of their performance to ensure their high performance. To ensure employees' high performance, organisations have to manage their performance.
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The term employee management defines managing and controlling employees as a way they could generate the best benefit for the organisation. Employees are considered human capital and ultimately by didn’t their performance, organisations reach their goal. Commons (2018) said that organisations should provide extra care in terms of managing employees as employees' performance is the organisation's performance and their efficiency is the organisation's efficiency. Human capital consists of some number of individuals and they might have different expectations, preferences, nature, behaviour, attitude and so on. International organisations have to experience these differences in a greater way. It becomes very difficult for organisations to manage employees based on each employee's preferences. Apart from this, if an organisation cant manages employees' performance properly, employees' performance level decreased and sometimes they resign from their job. Ogden (2019) said in his study that improper management of employees generates some challenges in the working environment including poor teamwork, inadequate support, miscommunication and feeling pressure to perform. These all ultimately reduce the overall organisation's performance. 
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The above part of the report has discussed different issues regarding the recruitment and selection process. To reduce the impact of those issues and challenges, theorists have developed different theories which could be best for organisations in terms of recruiting and selecting employees. Some of the theories and models are discussed below. 
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[bookmark: _Toc119164974]Figure 1 Recruitment and selection process model
Source: Petter, 2021
The above model has shown a specific process regarding recruitment and selection. Petter (2021) said that an organisation should use a defined process in terms of the recruitment and selection process so that it could generate the best result. The above model identified five specific areas in which an organisation should focus to recruit and select its employees. These areas are including analysis of position and recruitment, identifying candidates, pre-screening and shortlisting, test and final selection. According to this model, at the first stage, organisations have to develop a need for recruiting employees and it has to identify in which area of the organisation requires employees. Based on the need, organisations have to analyse the position and requirements of the employees. For example, for developing software, an organisation must need employees from CSE backgrounds. If the position requires effective and high-level performance then the organisation should require experienced employees. For an entry-level job, an organisation should provide an opportunity for freshers. This is how organisations need to define their requirements and based on the requirement organisation have to provide job circulars and attract potential candidates to apply for the job. In the case of the prudential insurance company, it depends on different online platform for providing their job circular as the company believe that it is the most effective way to reach a maximum number of employees (Latif, 2021)
After getting applications from potential candidates, organisations should do a short list where organisations will eliminate employees who are not matched with the job vacancy. Eva (2018) said that shortlisting is important as it eliminates unwanted candidates and it makes the assessment period smooth and meaningful. After shortlisting, organisations should make an assessment which varies from organisation to organisation. Throughout the interview process, the organisation should get a better understanding of candidates' interpersonal behaviour as well as knowledge regarding the position. Finally, the organisation will select the best one among the all candidates and by following this process, an organisation could able to identify the potential employees to meet its objectives. 
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[bookmark: _Toc119164975]Figure 2 Selection and recruitment model
Source: Gjakovski, 2015
The above diagram is another model regarding the selection and recruitment process in an organisation. This model requires six specific stages to follow to ensure effective recruitment and selection process. Stages are including social justice theories, applicant attribution-reaction theory, interview structure, objective element, transparency and fairness (Gjakovski, 2015). The first stage defines that when an organisation will recruit employees it should ensure justice for the people living in the society by giving them job opportunities. As organisations have responsibilities to the region and nation where it is situated, it has to consider the people living in the country. On the other hand, local people have greater knowledge about the local market and this will generate benefits for the organisation. This is the reason Unilever always give top priority to local employees and appoints them. After doing this, organisations should maintain applicant attribution-reaction theory to attract employees to the vacant job. The organisation should make a structure of their assessment process which will include how they will take interviews and tests of the employees to identify their capabilities. In this situation, organisations could take different types of assessments like a psychometric test, skill test, personality test, the ability of the situation handled and so on. Based on the result of the test, organisations will recruit and select their potential employees. The model gives much emphasise o transparency and fairness. According to this model, the recruitment and selection process should be free from biasedness and nepotism (Gjakovski, 2015).
To get the best practice in the working environment, organisations should use the first model as it provides some specified stages to follow. But organisations should also consider transparency and fairness from the second model to ensure the recruitment and selection process is accurate. 
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Theorists have developed some theories for managing employees' performance so that organisations could reduce the impact of performance-related issues from the working environment and could ensure a best practice of employee performance management. Some of them are discussed below. 

[image: What is the Performance Management Cycle? It's Model and Stages]
[bookmark: _Toc119164976]Figure 3 Performance management cycle
Source: Ogden, 2019
Ogden (2019) has suggested a performance management cycle model ensure the effective performance of employees which has four stages including planning, monitoring, reviewing and rewarding. According to this model, before delegating responsibilities to the employees, organisations have to set a goal and object to employees' performance which will define the expectations on employees' performance of organisations. Walmart always sets a defined objective for its employee's performance and acknowledged employees about the objective. As for the sales executive, the company set a goal for per day selling and for this reason sales executive try their best to fulfil the target. This is how each organisation needs to develop a plan for employees' performance and set an objective for their performance. In the second stage, organisations should monitor employees' performance directly where the leader or the organisation will assess how employees perform their responsibilities, their lacking, their potentiality, sense of responsibility and so on. In the monitoring phase, the leader and manager of the organisation need to provide continuous feedback and guidance on employees' performance so that they could get the opportunity to fix their errors instantly. The third stage is reviewing which will be done based on the result of the monitoring phase.  In this situation, the leader and manager of the organisation will provide them with sufficient training opportunities to develop their skills. Tesla incorporation provides training opportunities to its employees regularly as the company believes that through the regular training session, employees will be able to learn new things and this will develop their skills also. Finally, organisations have to provide rewards based on the employee's performance. Rhodes (2019) said that when employees get rewarded based on their performance, they willingly want to provide high performance to get a reward from the organisation.
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[bookmark: _Toc119164977]Figure 4 Performance management model
Source: Ogden, 2019
This performance management model offers five stages to manage employees' performance including planning, staffing, training and developing, compensation and employee relation (Ogden, 2019). This model is much similar to the previous one except for the stage of employee relations. According to the model, a good employment relationship influence employees to provide their best performance as this relation make them think as a part of the organisation. This thought them enthusiastic to meet the organisation's objective efficiently.
Apart from these models, theories of motivation also could apply to manage employees' performance. Motivational theories are including Maslow’s hierarchy theory, Herzberg's two-factor theory, expectancy theory and so on. Halligan (2015) said that motivational theories will create a positive impact on employees' performance as after getting motivation, employees will work diligently for their interests. 
For managing performance employees, maintaining a defined employee performance management process along with the application of any motivational theory could be the best practice for any organisation. 
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Established theories and models could reduce issues, challenges and pressure from organisations and could ensure effective employee management practices in the working environment. Explanations of some employee management models and theories are discussed below.

[bookmark: _Toc119164978]Figure 5 Employee management model
Source: Author
The above model suggested that an organisation should follow six steps for properly managing its employees. In an organisation, employee management starts with recruitment and selection and this process should be done based on a specified organisation policy and the organisation's demand for the vacant position (Singh, 2019). Then the organisation should provide sufficient training and through this training, newly recruited employees will get an idea about the organisation's environment, philosophy, the extent of their responsibilities and so on. The manager of the Unilever company always prefers providing training to its employees just after recruiting as the company believes that this training will introduce them to the working environment and their responsibilities. Organisations need to provide rewards based on performance and that’s why the leader of the organisations needs to continuously monitor each employee's performance. Maharani (2019) said that each organisation should take some approaches regarding the talent management of their employees and by managing talent, the employee could develop their skills more and could provide higher performance. To manage employees' talent, organisations should provide regular training to employees about updated issues so that they could easily cope with them (MOHAMMED, 2020). Succession planning is one of the most important areas for each organisation as in an organisation employee could resign at any time or might go on retirement. Giving sudden resignation or going on retirement to any top-level employee might create a great hamper on the business activities of the organisation. In this situation, a new employee might not be eligible for the position. That’s why organisations must do succession planning so that organisation could manage any sudden resignation or retirement of a top-level employee. Finally, maintaining a good employment relationship spread positivity in the working environment which generates a positive vibe among the employees about organisations. 
Apart from this model, organisations should apply contingency theory to manage their employees. Contingency theory refers maintain employees based on the emerging situation. Like COVID-19 provide a devastating situation for the world. If organisations provide support medical care to their employees, they will be pleased with their organisation and will remain more loyal. By using the X and Y theory, organisations could also manage employees effectively. In this theory, X define that employee could be managed through supervision, rewards and penalties and theory Y define that employee will provide better performance if they get empowerment in their task (Commons, 2018).
Application of both the performance management model and contingency theory could be the best practice for employee management as the performance management model provides a precise approach to managing employees and contingency theory deals with contemporary issues.
[bookmark: _Toc119232153]Conclusion
Business organisations are much concerned about managing human capital as through their performance and organisation meets its ultimate goal. The report has focused on three specific topics of managing human capital including recruitment and selection, performance management and employee management. These topics are discussed based on established theories and models. Sufficient real organisational examples have been given to get support for the discussion. Finally, the report identifies some best practices to manage human capital regarding these topics. 
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