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INTRODUCTION
 
Human Resource Management is all about managing the general farewell of the human resource, which entails recruitment and selection, performance management of the hired or selected personnel, and the, most important, employee engagement. These three aspects are crucial in determining the organisation's success and accomplishing its goal. From the selection process, HR must ensure its selection process is all about diversity, skills, and openness to attract as many skilled and talented personnel as possible across all races, religions, and beliefs. Achieving this section means hiring the right people for the job, and after hiring comes the performance assessment and management, the ability to transform the skills in the hired personnel to working requires a dedication of both the company and the employee. Khalid and Tariq, (2015) argue that workers must feel accommodated and welcomed to deliver their tasks on time; this can be done through training and regular assessment to ensure quality is rendered to the company. The last step, which is also vital, is engaging these skills by trying to balance their workplace needs and personal lives. In order to increase employee productivity, overall organisation/job performance, and satisfaction, suitable candidates must be picked, managed, and trained accordingly. However, several challenges and issues are associated with these processes, which require careful consideration and effective management to ensure their success is achieved and that of the company.

Selection and Recruitment

Recruitment and selection are locating and luring competent applicants for available jobs in a business. The processes in hiring include general job analysis, applicant screening, interviews, and job posting. On the other hand, the selection comprises a comprehensive evaluation and assessment of the applicants to identify the right ones or the best suited for the job based on their expertise, qualifications, and experience. In today's highly competitive employment market, finding the appropriate people with the necessary abilities and experience may take time and effort. Moreover, employing new staff members may be expensive and time-consuming, primarily when companies utilize outside agencies or marketing (Khalid and Tariq, 2015). In order to solve these difficulties, Wahyuni and Syamsir (2020) believe that businesses may adopt various tactics, including collaborating with educational institutions, employing employee recommendations, and publicizing job positions on social media. Organisations may also use standardized job descriptions and selection criteria, diverse interview panels, and recruiter training to prevent prejudice and discrimination.

Performance Management

Performance management comprises assessing employee performance, providing feedback, and creating performance improvement plans to ensure that workers perform their positions' duties and contribute to the company's success. Organisations may boost employee productivity and work satisfaction by supporting and aligning employee goals with company objectives.
One of the main difficulties in performance management is ensuring that the performance evaluation process is unbiased, fair, and transparent. Employees are usually demoralized and dissatisfied by performance appraisals since they are frequently influenced by prejudice and subjective judgment (Shantz and Latham, 2011). Another challenge in performance management is identifying the right performance indicators in accordance with company goals and objectives. Businesses typically adopt measurements like sales volume, customer happiness, or productivity that may not adequately reflect how people contribute to the company's success.

An all-around feedback approach, regular employee input, and management development to assist managers in conducting performance assessments fairly and objectively are some techniques organisations may take to solve these difficulties (Wahyuni, and Syamsir, 2020). Companies may also align performance measurements with goals and objectives, provide workers with training and development opportunities to advance their knowledge and abilities and reward employees for their contributions to the company's success.


Employee Engagement:

A crucial element of employee engagement is fostering a work environment that promotes motivation, job satisfaction, and dedication to organisational objectives. Employee engagement raises output, dedication, and creativity, improving organisational success.

One of the main problems of employee engagement is creating an environment that supports employee welfare and work-life balance. Employee job satisfaction and engagement may suffer from regular work-related stress, burnout, or problems with their personal life. Another obstacle to employee engagement is providing chances for professional development. Employees may gain motivation and engagement if they can learn new skills, take on new tasks, or grow in their professions (Wahyuni, and Syamsir, 2020).

Businesses may address these challenges in a number of ways, including by providing wellness programs for workers, flexible work hours, and support for work-life balance. Organisations may also provide career development plans, mentoring programs, and training and development opportunities to enhance employee skills and expertise. Organisations may also acknowledge and reward employee contributions to corporate performance and include workers in decision-making to foster ownership and involvement.

Effects on Organisations of Performance Management, Employee Engagement, and Recruiting and Selection

Effective recruitment and selection, performance management, and employee engagement strategies can improve an organisation's performance, productivity, and work satisfaction. These processes help employers recruit and retain outstanding employees, align their goals with the companies, and increase employee engagement and drive. Conversely, poor recruiting and selection practices, performance management, and employee engagement may lead to a high staff turnover rate, decreased work satisfaction, and a deterioration in organisational performance. Ineffective performance management, for instance, may lead to disengaged and demotivated staff, while biased recruiting and promotion practices may result in a less diverse workforce.
For a company to ensure that they are selected the best people who perfectly fit the organisation's needs and ensure that the workers' performance is managed efficiently and the employees are motivated at all times, the company should consider a number of particulars during their recruitment of staff.
Implementing best practices and resolving issues may raise production, enhance organisational performance, and increase employee work satisfaction. Hence, companies should continuously review and strengthen their human resource management processes to ensure they achieve their goals and care for their staff (Compton, 2009.)

Best Practice Initiatives and Methods for Effective Recruitment and Selection

Organisations may develop standardized job descriptions and selection criteria to ensure they select the most qualified applicants for each position. This tactic helps to guarantee that the best competent candidate is chosen for the post and that all applicants are evaluated following the same criteria.
For instance, Google's recruiting process contains a typical job description that covers the necessary skills and expertise. Because of this approach, Google has found and chosen highly qualified people for its staff.

Organisations may put programs for diversity and inclusion into place to ensure they recruit diverse staff. This tactic helps guarantee that the business employs employees with various backgrounds, experiences, and opinions (Dale, 2003.)
For instance, Starbucks puts a high priority on diversity and inclusion throughout the employment process. The business has implemented various programs, such as the Partners of Color Network and the Diversity Advisory Council, to ensure that its staff is inclusive and varied.

Employer branding: Businesses may build a strong employer brand to attract excellent applicants. This tactic comprises enhancing the company's reputation as a top employer. This will assist the business in attracting highly qualified workers, enhancing the quality of the goods they produce, and giving them an advantage over rivals.

Example: A crucial part of Apple's recruiting process is employer branding. The company's reputation as a creative and appealing workplace has attracted top talent.


Best practices for initiatives and performance management techniques include:

Organisations may establish clear performance expectations for their staff to ensure they know what is expected of them. This will be a fantastic guide and help the employee grasp what is expected of them at a certain time. This will make the employees more efficient in meeting or surpassing the set targets. This approach helps match company goals with employee aspirations (Holzer and Yang, 2004.)
For instance, as part of Microsoft's performance management process, clear performance standards are defined for workers. The company uses a performance review process that includes goal setting and performance feedback to ensure that workers know what is expected of them.

Frequent Feedback: Organisations may provide regular feedback to workers to improve performance. The company should notify its workers if there is a change in the business environment and take the required action to resist the change. Employers may promote increased performance from their team by ensuring that employees are aware of their strengths and flaws (Kandula, 2006.)
For instance, Amazon's performance management process often solicits input from its workforce. The company's "Anytime Feedback Tool" technology enables workers to provide feedback to one another routinely.

Performance Incentives: Businesses may implement incentives to encourage staff to achieve top-notch work. Employees should be rewarded for excellent performance and given a chance to advance since this will inspire them to work more and produce more. This tactic comprises offering incentives or promotions to employees who exceed performance targets.
For example, employee performance incentives are part of Facebook's performance management process. Promotions and incentives are awarded to employees whose performance meets or exceeds expectations.

Best practices for successful employee engagement initiatives and strategies include:

Companies that adopt employee wellness programs may guarantee that their staff members are happy and healthy at work. This technique involves providing workers access to resources like gym memberships or mental health services to aid them in preserving their health and wellness (Bakker and Leiter, 2017.) For example, wellness programs are part of Google's employee engagement strategy. The firm offers massages, on-site gyms, and mental health counseling to keep its employees happy and healthy.

Employee Recognition: Companies may express gratitude and appreciation to employees for their efforts for the business. This tactic encourages staff morale and motivation. For instance, Zappos' employee engagement approach includes employee appreciation. Under the company's "Zollar" initiative, employees may express gratitude and appreciation to one another for their contributions to the business.

Options for Career Development: To assist workers in progressing in their employment, employers might provide them with chances for career development. This tactic maintains employee engagement and motivation (Turner and Turner, 2020.) Example: LinkedIn's employee engagement strategy includes providing chances for career growth. The organisation provides training and development programs to assist workers in growing their careers and expanding their talents.
For an organisation to be very successful, it must know ways to engage its workforce, manage its employees like their performance and develop strategies to keep and attract many customers. To stand on the right side that will bring success to the organisation, there is a need to apply best practices and strategies like ensuring that suitable candidates are selected for every workplace position (Khalid and Tariq, 2015). They have to ensure that they manage the workers' performance effectively and keep the employees engaged and motivated. Some of the initiatives which an organisation can apply is to ensure success include standardised descriptions of the work and using the best selection criteria, advancing the level of diversity and inclusion, improving their branding, providing precise performance on what the organisation is expecting, providing regular feedback on the progress of the organisation, offer performance incentives, develop the worker's wellness program that will assist in ensuring the health of the employees is well considered in the organisation, recognize the presence of the employee through giving them rewards and some payment leaves, and provide opportunities for development within the organisation (Yakubovich and Lup, 2006). 
There is various successful organisation that has applied these practices and have become successful in their operation. One example is Google's hiring process. They provide a standardized job description and ensure that they have utilized the best hiring criteria that enable them to select highly qualified candidates for various positions. This has enabled it to save money and time since they take enough time to choose the right people who will assist them in managing its resources and time. Starbucks is another organisation that has implemented the idea of diversity and inclusion so that the workers within the organisation feel included. Apple is another organisation that has created an employer brand which has assisted it in attracting many customers to its products. 
Clear communication on what the workers are expected to be doing within an organisation is one of the performance management strategies Microsoft has employed. The advancement in technology has enabled Amazon to come up with a tool, namely the "Anytime Feedback Tool," which enables the organisation to provide feedback to the staff and the customers when they are inquiring about something. Through this, workers at Facebook whose performance is good and exceeds that of the organisation are able to receive some bonuses (Friedman, 2007). This is also experienced in Google, where workers are able to assess on-site gyms, counselors on their mental health, and massage therapists as one way of keeping the workers healthy. Zappos is another organisation that takes care of its employees through appreciation initiatives so that they can boost the motivation and morale of the staff members. LinkedIn is another organisation that gives training and programs that assist its users in enjoying the services it provides as a way of helping them develop further in their professions (Jamali, El Dirani & Harwood, 2015). The procedures organisations use in the management of their human resource require regular evaluation and improvement so as they can satisfy the needs and demands of their workers and consumers of the products they make. They need to consider best practices and strategies considering the environment, culture, and industry where it is operating for them to achieve success. 
Worker involvement is another important aspect every organisation needs to consider, like involving the workers in every plan they have and the process to involved in putting the processes in action. They can include the workers in designing the strategies, aspects which the workers are supposed to do, and the marketing approaches that will be involved in the plans of the organisation. Organisations have a high chance of boosting the morale of the workers by ensuring their business goals are aligned with their requirements and that of the organisation (Shantz and Latham, 2011). for example, for google to determine how it manages its human resources, the company asks its staff members to do regular surveys and give feedback on what they have obtained in the field. After getting the feedback, it comes up with ways it will implement changes that are required to be done to ensure effective management is achieved in the organisation. 
If an organisation needs to accomplish its plans within the set period, it has to ensure that effective approaches are set, and techniques it uses in checking the effectiveness of the human resource department have to be checked regularly to ensure that there is proper advancement. There are various ways of doing this, like collecting and doing an evaluation of information concerning employee retention rates, the satisfaction of workers, and other important aspects that need to be considered (Wahyuni and Syamsir, 2020). Companies have the ability to identify areas that need improvement and make the right changes; this will bring success within an organisation since any kind of negativity within  will be solved on time. It is also crucial for the prosperity of the company to be considered by developing effective ways of performance management and the way they engage with the management, and the right procedures required in recruiting workers to an organisation (Yakubovich and Lup, 2006). When best practices are applied, like improved employee performance, motivation, and satisfaction, recruiting top talent to the organisation will bring success. Most successful organisations have utilized all important aspects that exist for them to be where they are, changes begun and  being able to identify the right candidates for the work and utilize the available top talented workers.
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