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[bookmark: _Toc119502806]Introduction
This report will review the recruitment and selection processes and discuss strategies to ensure their success. 2022 brought much discussion about shortages in the labour market; the organisations faced new difficult times after the pandemic of Covid19. Reference
Clarifying the steps of recruitment and selection will set a new vision and plans for better management of human resources. The entire procedure will follow a framework to move the candidate from sending a CV to the interview and selection process. Reference
These frameworks are implemented to match the skills required for the vacancy. 
Effective recruitment could increase performance and deliver smooth management in the operation process of a firm. Selection strategies help to identify personal motivation and engagement with the business industry; individuals may need to gain the right skills for the position. Still, if they are keen to learn, employers could set a list of training to ensure their success in serving the organisation. Sometimes these little risks set high engagement levels, and employees are dedicated to their organisations; retaining this type of employee is easier.
With a successful retention strategy, the need for recruitment is reduced, and performance is not affected due to labour shortages. The performance is monitored either by the managers or modern software; analysing these reports of performance level is an essential tool to help identify weaknesses and strengths of an organisation's activities.
The managers step in once an issue is reported and follow an escalation process to find the best solution in the short term. Problems affecting the operation process could have an impact on the revenue of the firm. 
Therefore, it is essential to manage human resources successfully.



Recruitment and Challenges of Recruitment
The recruitment process refers to the organisation's ability to attract and sustain a pool of applicants for the vacancy, attract new and fresh candidates with cost-effective purposes, and provide shortlists with trustable individuals to proceed with the selection.
(Petzall & O`Meara, 2013)
A set of questions to specify the job requirements are used as a framework to follow up the interview; the questions should judge everyone equally to evaluate if they match the skills specific to the vacancy. 
Once the specifics are arranged, the selection process can begin by filtering and appraising the candidates based on their skills and experience.
 Some organisations may use new technologies as the bridge from recruitment to selection; keywords and particular filters are applied to filter the pool of candidates. 
Once the candidate's CV matches the vacancy specifics, they go automatically to the selection process. This explains that recruitment is not so easy and sometimes challenging for organisations to deliver; nowadays, more manufacturers need more skilled labour and shortages within the operating departments.
Once all candidates attend the job interview, the board of managers must decide and send a job offer to the best match for the position. Deadlines are applied for discussions and decisions, but in 2022 the business met issues with low recruitment levels and could not deliver a short-term plan. 
Because of Covid19 and Brexit, United Kingdom's business industry meets shortages in several factors, putting operative organisations under challenging times. 
Harriet Clark's research discusses the increase within the open administrative sector of vacancies and the decrease in the food and manufacturing sectors (Clark, 2022). 
This change happens during the pandemic, and the challenges of findings on the labour market are increasing. Virtual recruitment continues to grow, and after the pandemic's impact, thousands of individuals have switched their old jobs to office-based ones because of the benefit of working from home (Mirza, 2022).
Shutting down the World made people afraid for their future. Therefore, individuals show adaptivity and change their mindset. HRM is now adapting new ways to recruit and manage people. Filtering the pool of candidates is where everything begins, but this takes loads of time for HR professionals. Companies are currently looking for investment in new technologies to improve their companies' recruitment, retention, and engagement. New systems based on software programs are installed on each employee's smartphone, and they can personally report and raise issues. These new systems will help the management and HRM to identify where employees are engaged and committed to the work. Appraisal systems are also welcomed to identify recruitment's strengths and weaknesses.
Appraising the following factors is key to setting up and approaching exemplary performance in operations. 
Management objectives are separating the objects and grouping them in the smaller group; this helps analyse and to identify issues (Stephen, 2019). Feedback, assessment centre, HR accounting method and behaviour monitoring are some appraising factors used extensively in today's organisations.
Therefore, everyone must keep discipline and expected behaviour in the workplace; otherwise, a bad reference could impact the individual's future. However, to deliver equal justice for everyone, recruiters could look deeper into situations if the candidate has the right skills they need.
[bookmark: _Toc119502808] Further discussions and analyses could provide a solution for managers to hire individuals with bad backgrounds. 
Employees Engagement

Engagement is the connection between managers and employees. This type of relationship is necessary to clarify where the employee will stay and is committed to the organisation he is currently working in (Behav, 2016).
Well-established engagement with the employees will help the HRM retain their employees within the organisation; this could help avoid disruption in the job process provoked by a labour shortage. Reference
Low engagement is the main issue in bass performance in most operations. 
Retention is the key to good engagement; showing respect and care to everyone will clarify if they are trustworthy; bringing this to the table, managers could rely on employees' skills when building future-plan actions. 
Factory in Market Drayton produces thousands of pastries for major UK food stores. Following a conversation with a group leader in the oven department working there, the following issues are identified. High amounts of waste are reported daily due to the lack of commitment of the managers. Simple communication mistakes are the reason for thousands of products being overbaked or lousy quality; the lack of communication between the Make, Ovens and Production departments is the trigger.
Most of the time, the employees are on break when the Make puts the source product in the oven line. Therefore, there are no operators to manage and pack the product. Loads of pastries are going on the floor and later are rejected by the QA managers. This rejection is bringing losses to the business. 
Here we can see how low employee engagement is causing losses to the organisation's revenue. The lack of communication directly impacts the line's performance; the production, therefore, fails to deliver their daily targets based on the 24h plan. 
Setting up regular daily meetings with the group leaders of each department could help the factory avoid this loss of products. This is an example of terrible engagement within the organisation.
Currently working as a sale representative and commercial support, I am bringing my example for good engagement within Glendale Managed Services organisation. 
Glendale implements a good family culture, making each feel appreciated and valued (Glendale, 2022).
 This culture helps the engagement between employees to be transparent and solve each problem through a simple conversation. Even with the labour shortages, the company operation teams still find a way to split the extra work between them via regular meetings and deliver the service promised to customers. 
Looking after large logistic organisations such as GXO and ample food retailers like Co-Op, Glendale is a leading UK landscaping provider  (Airey, 2021).
This success is established by good communication and engagement. 
Making me engaged and committed to the job process of Glendale differently is motivating, and the fact is my activity performance. To be valued and involved in the organisation's future goals is an excellent strategy to ensure the engagement and performance of employees.



How does the Performance impact the business?

The overall performance is to deal with the speed and quality of delivery. Each business has established a quality level, ensuring the products are delivered on time and reasonably.
The performance is daily reporting the speed of the work process and distributions in the job process. The employee's behaviour could be monitored at several levels by hr professionals; most companies are focused on Behaviour, Activity, Problem Solving and Admin skills, and watching those four factors will help the management identify the strengths of everyone. Those factors correspond with each other at the psychical level; employees with low motivation and bad behaviour will not deliver the same activity to the business with a positive mindset. 
Here the managers must decide either to keep the employee and find a way to engage and bring the solution so the activity level is established or to find a replacement for the position. 
Most organisations will first investigate the problem-solving analyse, as retaining an employee is much more cost-efficient than hiring a new one. The low engagement could have a direct impact on the revenue or the profit of the company. Low-engagement organisations sometimes fail to deliver the service or products within deadlines. The performance of the company is based on how engaged its employees are. 
HRM managers are responsible for bringing a certain level of engagement; this will at least get the performance to the break-even point so the company will deliver all the agreements and contracts with customers.

HR bases have a set of training on how to evaluate and measure the engagement of employees. Engaged individuals could be called those who are enthusiastic about the organisation's success and committed to their work and firm. Engagement managers are crucial for each company, as their involvement leads to the overall engagement's success down the pipeline. Therefore, employee engagement directly impacts individual or organisational performance.
Gallup's employee engagement index categorises the different high-level insights into engagement. Engaged employees are involved and enthusiastic about their work; not engaged are unattached to their outcome, and actively disengaged are resentful of the organisation's meeting.
Both performance and engagement can directly impact revenue and profit. 
Analyses deliver clear facts about how low-performance activity leads to failure in providing services or products on the market. Organisations with hundreds of employees usually fail to deliver the required engagement, and this sometimes causes damages to contracts with promised deadlines. Employees with low concentration will distract easily and find different jobs, leaving the organisation with weaknesses in the face of their part of the job process.



[bookmark: _Toc119502809]Effective recruitment and selection strategies

Effective recruitment is the first step in setting the right people to work for an organization. Once the company select the right candidate and he accepts the company job offer, the employer must provide proper training so the new employee can be integrated into the job process and the business plan. Training is the first step to allocate resources in assets which can increase the business's overall performance. Having qualified and trained human resources is promising for organisations' future and creates a competitive environment for employers. 

Regular and deep monitoring is a part of HR measures for evaluating the efficiency of employees—regular meetings to discuss long-term goals and responsibilities of the performance and identify weaknesses of the job process. Monitoring the performance is the only way for a company to clarify and determine if the goals are delivered consistently.
Monitoring interactions on employees' computers or setting up counters on operation lines is one option to help HR deliver the Performance analysis. Online tools and techniques are the new trends around big factories to enable the monitoring of the engagement of their employees with the business.

Transparency in the recruitment process and consistency in reviewing internal and external candidates will build a good culture within the HRM management, and new ideas can be efficiently allocated. Providing a fair and reasonable selection process can quickly put employees together and attract new employees with high credibility, encouraging unique individuals to apply for a job within the organisation (Partners, 2019).

Issues like labour shortages or skilled employees could directly impact the organisation's future. An effective recruitment strategy is essential to setting the chain of command so the operations process will be permanently established. Failure to fill the pool of candidates or selection of individuals with the right skills for the vacancy will lead the organisation to significant shortages, putting more pressure on the current employees. It is harmful to individuals to work in a stressful environment; this is why effective recruitment must be delivered at least to cover the critical roles within the organisation.

[bookmark: _Toc119502810]

Conclusion

Recruitment is an essential part of each business organisation. Failing to provide employees with matching skills to the vacancy and retaining the one already working for the company could damage the revenue. However, today thousands of options to help prevent this from happening. HR professionals are now more prepared for this issue, and the business is implementing new strategies and solutions to help the HRM recruit successfully. Relying on organisational engagement is one of the powerful strategies to prevent failure in successful recruitment and retainment. Allocating a sound appraisal system is helpful for the selection process so that the right employees are retained or employed. Effective recruitment and managing employees are crucial for the success of the organisation's long-term plan.
Shortages of labour and skilled employees can fail the operation plan. Therefore, organisations must ensure all the support available to get this done.
Labour issues in 2022 increased significantly and still increasing. Therefore, HRM departments and strategies should be updated for the fast-changing world's speed.
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