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Introduction


In modern business, the role of HR management is a set of various actions related to the management of the relationship between organizations and their employees. These employees are often skilled workers hired to help the organization achieve its goals (Torrington, 2020).
Organizations know the importance of their employees and their role in achieving competitive advantage and the importance of attracting capable people. The main priority of HR management is talent management, which consists of employee development and retention. To achieve its strategic goals, the organization must employ people who possess appropriate skills and competencies (Foot, & Hook, 2011).
After securing the necessary staff, another important task of the HR manager is to achieve the best performance of the staff in terms of productivity and quality. The goal of performance management is to extract the best performance from the individual and, as a result, achieve the best performance for the team and the organization. (Foot, & Hook, 2011).
Another no less important task of human resource management is employee engagement. It is also a vital issue for managers to think about. Because employee engagement leads to team engagement and better business results.
The purpose of this report is to identify and analyse the issues, challenges and approaches to recruitment and selection, successful employee engagement, and performance management. What are the most successful practices and strategies for achieving them?







Main Body

Recruitment and selection
Recruitment is the activity of finding the right people an organization needs and engaging them. Selection relates to choosing the right candidates to be assigned to a job (Armstrong, 2020).
Recruitment and selection activities are interrelated.
They are concerned with finding employees with certain competencies, and recruitment itself lays the foundation for staff selection, providing selectors with a pool of candidates to choose from. To the extent that the two activities are related, each of them requires separate skills to be performed. Sometimes the recruitment activity can be outsourced to an agency to provide suitable candidates from which managers can choose the right ones. The two activities can be considered separately.
“Recruitment is commonly referred to as the attraction phase (e.g., Murphy, 2008b) and can be further defined as ● all activities directed towards locating potential employees ● stimulating the interest of potential applicants ● attracting applications from suitable candidates” (Foot, & Hook, 2011).
No organization works in a vacuum and the recruitment process is about direct contact between the organization and the outside world. Other factors that influence recruitment are legislation that imposes a certain framework and the fact that organizations do not want to spend money on unnecessary activities. The objectives of recruitment are to provide suitable candidates for relevant positions, to ensure a fair process, and to ensure that recruitment activities contribute to the achievement of the organization's objectives and the organization's image (Foot, & Hook, 2011).
Effective planning of human resources and their selection is one of the conditions for the functioning of an organization and it is especially important that it becomes the right way. Inappropriate selection decisions lead to low organizational effectiveness, invalidate staff motivation strategies, and are sometimes unfair to individual employees. Well-thought-out, communicated, and agreed policies and procedures on recruitment and selection lead to good organizational performance, good relations with the staff, and a positive company image. Ineffective recruitment and selection are associated with poor employee performance, internal conflicts, job dissatisfaction, low morale, and staff turnover. Proper recruitment is not only about filling job vacancies, but also about ensuring that the recruitment and selection activity is aimed at the right people, in the right place, at the right time with the right skills to achieve the wishes of the organization (Pilbeam, 2010).
Many companies face several recruitment and selection issues that make the hiring process difficult.
Attracting the right candidates
Finding the right candidates is not easy. A substantial number of people apply for each advertised position. Going through everyone's applications is a time-consuming and stressful process, the goal is to select the most suitable candidate. Here comes the question of how to attract suitable candidates. The recruitment and selection process should be streamlined. This can be done by clearly defining the job description, what the job requirements are, and adding a questionnaire with "eliminating questions". This is how candidates can be screened (De La Pena, 2022).
[bookmark: _Int_8YiAg2cq][bookmark: _Int_rI03T4DG][bookmark: _Int_mMOImzO8][bookmark: _Int_QJgbdBpZ]For example, at Amazon, recruiters scrutinize applicants' resumes for technical requirements, experience, and education to identify potential candidates. The procedure for hiring candidates at Amazon is quite lengthy. First, shortlisted candidates after CV selection are given a screening call which they must pass. The purpose of this interview is to assess the applicant's communication skills, motivation, and work attitude. After that applicants pass the Amazon online assessment, followed by a video interview, writing test, and on-site interview. All the interviews are then brought together in one room and a hiring committee is formed and they decide whether the candidate is hired or not (MCP, 2022).                         Amazon's growth has been driven by its excellent recruiting skills. 
“Amazon recruiting is in a class by themselves because they relentlessly hire when others cry for applicants” (Backaitis).


Engaging your qualified candidates
After finding the right candidates, they need to be convinced to join the company. Really suitable candidates are regularly sought after by other recruiters. A huge effort should be made to engage the candidate and choose the company over the competition. Qualified candidates should be researched, on what motivates them and makes them happy at work. On this basis, a suitable job offer can be made that appeals to these candidates (De La Pena, 2022).
Rapid hiring
[bookmark: _Int_YcYGJQ3Z]HR teams want the hiring process to be as fast as possible. No company wants to hold open positions for a long time because it slows down business operations and results in wasted money. One of the reasons for the slow process is the lack of talent. To solve the problem of slow hiring, it is necessary to discuss whether there is a real need for all stages of recruitment, another question is whether talent is being sought in the right places and how fast communication with them is (De La Pena, 2022).
Employ data-driven methods
To improve the recruitment and selection process, it is good to use data-driven methods. When a recruiter has access to data, they can make the right informed decisions.
Build a good employer brand
Practice shows that it is easier to attract candidates from companies that invest more in the employer brand.
“An employer brand is the image presented by an organization as a good employer – a great place to work” (Armstrong, 2020).
If the organization has a positive brand, it will contribute to the company becoming a preferred employer and it will attract more good candidates for the business vacancies. The brand is defined by the employer's reputation - how people are treated, work-life balance, the opportunity for growth, engagement with colleagues, and quality of management (Armstrong, 2020).
An example for a good employer brand is Amazon. The company is the largest e-commerce marketplace in the world. Amazon uses extremely appropriate strategies to achieve the brand reputation of one of the best employers (TIEN, 2022).

Performance Management
[bookmark: _Int_FNqKpjUS][bookmark: _Int_clgjlcMz]Performance management is concerned with improving performance and is a set of management activities to make performance more manageable. One of the tasks of HR managers is to improve performance through people management. It is an integrated process where HR engages with staff by setting expectations, reviewing, and measuring results, presenting plans for improvement, and can reward performance (Hutchinson, 2013).
[bookmark: _Int_TwJeRe8U]“A continuous process of identifying, measuring and developing the performance of individuals and teams and aligning performance with the strategic goals of the organization” (Aguinis, 2009).
Performance management contributes to the improvement of organizational performance and helps to achieve cultural change. When management focuses on performance, it can bring real positives to the company. Performance management is the dialogue mechanism in the company. An organization's choice of how to lead performance can determine its future and culture. Performance management is often called the "Achilles heel" of HR management. In the modern world, all organizations face the challenge of what is the most successful way to manage performance. That is, organizations are tasked with finding the most accurate methods of setting goals, evaluating performance, and bestowing rewards so that this leads to improved performance (Armstrong, 2009).
One of the processes supporting performance management is performance measurement, this is achieved by assessing progress toward achieving pre-set objectives. Performance management itself is based on this assessment, adding appropriate action and communication on progress towards these pre-set goals. Performance can be seen as a comparison between the actual results achieved and the desired results. If the actual is less than desired, there is a need to improve the performance. Any effort aimed at closing the gap between desired and actual results can lead to improving performance. This is exactly what performance management deals with. Performance management represents a process including:
1. Performance planning by setting certain goals and tasks.
[bookmark: _Int_h2VtgzU5]2. Performance coaching, where the manager gives feedback and takes appropriate measures to correct performance.
3. Performance appraisal, is the process of documenting individual performance and giving feedback (Mitchell, 2007).
“Setting goals or objectives (the terms are interchangeable) is the most important activity during the performance planning and agreement stages of performance management” (Armstrong, 2009).
Latham and Locke (1979) created Goal theory, according to which people perform better if they have specific and challenging but achievable goals. People accept goals when they see them as reasonable and fair and trust their managers when the manager does not use goals to threaten employees but explains what is expected of them and when employees are given all the necessary resources to achieve the goals. Achieving goals is perceived as a success for the employee and motivates them to adopt future goals. Objectives are set by creating an agreed role profile that defines the area of key results (Armstrong, 2009).
[bookmark: _Int_23JPG5FW][bookmark: _Int_XgtZVuoW]Coaching can lead to motivation and effective feedback if managers have the necessary skills. They must believe that people can succeed and that they can help people as their coaches rethink how to develop their skills. Managers should look for the best in people and build on it, not focus on their weaknesses. To make it so that people can help themselves. Feedback on how people are doing is one of the most important performance management processes. Performance conversations should be a two-way exchange, so the employee better understands what is good and what is bad, and why good performance is good and bad performance is bad. When performance is described in precise detail, the employee can better assess how his past actions have affected performance and what efforts on his part will help future performance (Armstrong, 2009).
An important part of performance management is performance appraisal. This process includes reviewing employee performance, setting new goals, recording review information, and discussing the review orally face-to-face. Performance appraisals are useful in the initial period of employment and when changing the job duties of the employee. Typically, these evaluations are done every three and six months, so the employee learns the expectations of the company and the job (Mitchell, 2007).
Performance improvement is a concept of change where managers introduce a program to measure performance and as a result create ideas for changing organizational behavior leading to an improvement in the level of output (Mitchell, 2007).
[bookmark: _Int_qLQgwAiL]One example of good performance management is Tesco's performance management system, which ensures that business objectives are achieved by employees. Performance management for Tesco encompasses the company's strategic objective and employee performance objective.
Tesco's performance management system consists of several components:
Performance Planning Component
Performance evaluation
Employee performance feedback mechanism.
ay and reward system.
Improving employee performance through training and coaching.
Future performance evaluation including employee growth plans (Tesco Performance Management: Assignment help UK 2019).
Employee engagement
Employee engagement is the extent to which employees invest their behavioural and emotional energy to achieve positive results for the company. Committed employee is enthusiastic about what they do and is absorbed in their work. They find meaning in what they do. There is a strong connection between their role and their strengths, they look for opportunities to learn and grow (Kitto, 2019).
Engagement consists of three overlapping components: engagement, motivation, and citizenship behaviour. 
[bookmark: _Int_TkVAN5Yv]Commitment is the bond between experienced employees and their organization. Employees who are committed to their organization and feel a deep connection to their organization, feel they fit in, and understand the organization's goals (“HR Guide: Increasing Organizational Commitment - Factorial”).
Motivation is closely related to engagement. A highly motivated employee is willing to work hard for the organization and feels strongly connected and committed to it.
Organizational citizenship behaviour is an employee's behaviour that goes beyond his duties and brings benefits to the organization's effectiveness. This behaviour is associated with respect for colleagues and a desire to help colleagues, to put in a lot of effort, and to achieve more.
[bookmark: _Int_WAG6lAgC]Job satisfaction is a prerequisite for employee engagement. “Job satisfaction was defined by Locke (1976: 1304) as a pleasurable or positive emotional state resulting from the appraisal of one’s job and job experiences” (Armstrong, 2020).
[bookmark: _Int_8wsotU5q]To work better with engagement, it is important to know the factors that influence it:
Job challenge - when the responsibility of the job is great and there is a heavy workload. A worker engages because he sees potential for personal growth.
Autonomy - gives freedom and independence to the worker in his work, he feels that he has control over the results of the work.
Diversity - to create workplaces where the employee can perform different activities and use different skills.
Feedback - to give a clear assessment of the worker's performance.
Fit - to create such a working environment that the worker feels in his right place.
Opportunities for development - seeing opportunities for growth and realization, the employee is motivated to work better and feels engaged.
Rewards and recognition - they are compensation for the personal investment of time in the performance of work duties.
The quality of leadership is also an important driver of engagement. Line managers have a key role in improving engagement. They must set clear and achievable goals, appreciate the efforts of employees, treat people with respect, and organize work so that people feel valued and supported (Armstrong, 2020).
“Engagement requires a work environment that does not just demand more but promotes information sharing, provides learning opportunities, and fosters a balance in people’s lives, thereby creating the bases for sustained energy and personal initiative” (Armstrong, 2020).
[bookmark: _Int_AL0r2czG]Organizations face the challenge of creating a work environment, an appropriate culture, as well as appropriate work roles and relationships that contribute to employee engagement. For today's generations, crucial factors in working life are training and career opportunities, freedom to make decisions, as well as work-life balance.
[bookmark: _Int_Jtjehcfv]Honest, consistent, and clear communication is a key tool used by management to promote employee engagement. Communication strategies using open dialogue and continuous and strategic communication build trust in management and encourage employee engagement. 
A study by BlessingWhite (2013) identified the relationship between management and employees as the main factor affecting the level of employee engagement. It depends on the manager whether and how strong the relationship between the employee and the organization will be. Employees who trust their managers are more likely to take pride in the organization and believe they are using their own talents for both personal and the organization's success (Beardwell & Thompson, 2017).
Employee engagement depends on the work environment. If employees see the support of others in the performance of their tasks, when they feel teamwork and that they can freely express themselves, then they will be more engaged (Beardwell & Thompson, 2017).
[bookmark: _Int_IThePEoD]For a company like Amazon which has more than 1.6 million employees, employee engagement is key to the company's success. They say that the goal of the management is to listen to all their employees. They use a variety of engagement, feedback, and remediation mechanisms to continuously improve the workplace experience. The company constantly encourages employees to give feedback, they can regularly raise questions and make suggestions for changes and improvements in the workplace. Associate roundtable meetings are held regularly, where leaders hear directly from their employees who can ask questions and share their impressions of their work and give innovative ideas.











Conclusion

From the report presented, it can be concluded that employee engagement and retention have become a crucial part of the success of any small business. It is expensive to hire new employees, the changing work environment makes it normal for professionals to jump from one job to another. Hiring an employee should be seen as an investment. Lack of engagement is a nightmare for business owners. When employees are not engaged, productivity declines and businesses can spend more time searching for the right people than focusing on the employees they already have. For the business to cope with all these challenges, management must implement appropriate strategies to retain and engage employees and improve their performance. Only in this way the organization can survive and be prosperous and competitive in the global market.
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