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Care for employees is an essential part of any successful firm, and this responsibility is sometimes referred to as "people management." Everything related to your employees, from contracts and salaries to hours worked and skills learned, can be found in a centralised database thanks to a People management system (Cabrera and Cabrera, 2015). People management is a strategic process implemented by businesses to aid in the achievement of set objectives. Human resource management encompasses tasks including hiring and firing, evaluating performance, motivating workers, and many others. This study examines these factors as they pertain to Walmart, a retail powerhouse in the UK, and discusses the company's strategies for addressing them.


[bookmark: _Toc120258645]Recruitment and Selection 
The term "recruitment and selection" refers to the steps involved in filling an open post, including announcing the vacancy, interviewing candidates, and ultimately making a final hiring decision (Mollet, 2021). Here, selection refers to the act of choosing a candidate from a pool of applicants, whereas recruitment refers to the act of actively seeking out candidates. Best practises in recruitment and selection are discussed, along with issues, difficulties, and approaches specific to Walmart. 
Issues and Challenges of Recruitment and Selection and their Impacts 
The abundance of applicants who lack desirable qualities is a problem. It's possible that a large number of qualified candidates are available in the area where the organisation is recruiting, but they lack the required credentials.
Another major problem is losing good employees to rivals. Networking was essential in the recruiting industry, and developing professional ties required time. There's some truth to it, but in today's digital job market, prospective employees routinely conduct mock interviews with Walmart in the very same manner the company conducts real ones with them. What this means is that the organisation may need to swiftly and effectively demonstrate the value of the position to the candidate.
Problems might also arise when applicants lie about their past work experience on job applications or interviews at Walmart (Hollenbeck and Zinkhan, 2010). Walmart is well aware of the significance of initial impressions in the recruitment process. A solid first impression is essential for both the organisation and the candidate when they meet for an interview. Candidates evaluate the office vibe and the tone that is set during in the interview process. Make sure that everyone present at the interview, whether they are a formal part of the assessment team or not, is aware of the importance of making a good first impression.
Ineffective recruiting and selection can occur when the hiring process takes too long. If they have a quality applicant in mind for a vacancy but are unwilling to advance due to a major inadequate experience, this can prolong the hiring process (Maher, 2017). In turn, companies are willing to miss this exceptional prospect to a competition.
Impacts 
Time is lost when Walmart makes a poor hire and the new employee is unable to accomplish the job similar to the one they replaced. Even while the company is still putting in the identical amount of money and time into the employee, it may be getting much less in return. It's possible that this could have a significant effect on the team's productivity and outcomes over time (Paul, 2013). The remainder of the team may suffer as a result of a terrible hiring who is underperforming because of a lack of knowledge or drive. The morale of the employees can be one of the primary things to suffer. Tension and conflict may arise if workers are requested to do more for the same pay in order to help out a struggling coworker.
Hiring and replacing staff members is an expensive endeavour. Companies must draught job descriptions, publish openings, receive, sort, and evaluate resumes and applications, and conduct interviews. Yet, they may be running low on personnel due to office constraints. There is always the cost of training and orienting a new employee, and there's always the chance that they won't perform as well as the individual they're replacing.
Best Practices of Recruitment and Selection 
Human resources at Walmart find candidates from both inside and outside the company for open roles. When looking to fill new or available roles, Walmart prefers to look to its current staff first. The firm's human resource management goals can be better met through the use of external recruitment sources due to their easier access to the labour market. Together, they make sure Walmart can adapt to meet its human resources requirements in a variety of ways.
Walmart's primary external recruitment source is people who apply in response to job postings. The company's website serves as the primary hub for applicant tracking and human resources administration. Walmart's corporate website is updated frequently with job vacancies for prospective employees to peruse. The use of this method of recruitment has the added benefit of reducing advertising expenses. Walmart employs both direct and indirect approaches to finding new employees, depending on the nature of the source being employed. 
The organisation uses direct approaches by making initial contact with potential employees. Sometimes, Walmart may even recruit on or near college campuses. Walmart's HRM strategy is to broaden its net in order to catch the attention of the most qualified applicants, and one way they do this is through the use of indirect recruitment techniques. Advertising on the company's website and other platforms is one example. Most of Walmart's employees come from indirect recruitment.
The factors used in Walmart's hiring process vary per role. Primordial considerations comprise a history of appropriate schooling and training as well as a clean criminal record. Walmart values employees with strong memory and people skills for hourly sales positions. Because salespeople work directly with customers, they need strong interpersonal skills to succeed (Carbery and Cross, 2018). Applicants' perspectives and expectations of Walmart are learned through structured interviews. The compatibility of a candidate with a specific position and an organisation can be gauged from this data. Furthermore, Walmart uses personality assessment and situational judgement assessments for a wide variety of professions, while these tests are more commonly utilised for managerial positions, such as those in people management, finance, and others.

[bookmark: _Toc120258646]Performance Management 
An individual's performance can be maximised and the organization's strategic goals aligned through the use of a systematic approach known as "Performance Management." This approach involves regularly discussing and clarifying the employee's job responsibilities, preferences, performance goals, and capacity building. Performance evaluations, key performance metrics (KPIs), and management dashboards are just a few instances of performance management system or technologies.
Issues and Challenges of Performance Management 
A lack of structure in the process is a contributing factor to the failure of performance management. It's not something that can be done just once, but rather requires more frequent application (Wilkinson, 2012). The absence of a well-thought-out framework for performance management makes this impossible. There are many issues impacting Walmart's performance. However, a few of the most significant include: Negativity or hostility in customer service or workplace relations; inaccurate recordkeeping or reporting; and lost productivity due to tardiness and absenteeism.
Walmart utilises unsatisfactory attendance and punctuality as grounds for dismissal if it finds that an employee's productivity has suffered as a result. However, mistakes in documentation and reporting might cause further issues within the company's supply chain and associated areas. In order to reduce the number of mistakes made by employees, Walmart's HR department offers various training programmes. The organisation also makes adjustments to its methods and policies to deal with the factors that may have led to the mistakes. Furthermore, pessimism is a common issue with human resource management (Numonjonov, 2017). The sales teams and the administrative or supervisory staff at Walmart are less productive when they are pessimistic. Walmart's solution is to have its staff join in on more social events and other company-wide activities. Additionally, the company offers rewards and incentives to aid in a reduction of workplace negativity. Human resource managers at Walmart are constantly on the lookout for new performance issues that can be addressed with better HR practises like training, remuneration, and so on.
Impacts 
Problems with performance management at Walmart, such as those highlighted below, can have far-reaching consequences for the company as a whole, causing a dip in morale, output, and customer happiness. The disengagement and resentment of the remaining workforce could increase absenteeism and employee turnover. Walmart workers who are subjected to poor procedures and performance review practises may experience negative emotions like anger, discouragement, and a loss of motivation. Causes harm to interpersonal connections, which can be long-lasting in some cases.
Best practices of performance management 
Wlamart's performance management incorporates performance planning, measurement, and benchmarking. The needs of Walmart's retail business inform Walmart's approach to performance planning across three primary categories. focus on the needs of the customer, Critical thinking, analysis, and problem-solving abilities, with an emphasis on making decisions and seeing them through to completion. Specifically, Walmart's human resource management issues in the retail industry are addressed by emphasising a focus on the needs of customers. The retail industry is one that provides a service to its customers (Hassan et al., 2022). To guarantee that its services are to the liking of its clientele, Walmart places an emphasis on customer service oriented in its performance planning. However, while planning for management and supervisory roles, an emphasis on decision-making and results-orientation is placed, this approach is used with all positions.
Standards vary by position and by degree of management at Walmart. Warehouse workers, for instance, are held to a higher standard of productivity than other employees. Management roles typically place a premium on sound decision making and a track record of monetary success. Human resources at Walmart places a greater premium on salesmanship for front-line hourly employees. As a contrast, managerial or supervisory positions place a greater emphasis on problem-solving and planning criteria.

[bookmark: _Toc120258647]Employee Engagement
Employee engagement refers to the level to which workers dedicate their mental, emotional, and behavioural resources to achieving company goals. An engaged worker is one who is fully devoted to and invested in their job. Get more out of life by finding deeper purpose in your work (Lavigne et al., 2022). Employee engagement is correlated with higher levels of job satisfaction and higher morale, both of which can have a significant impact on a company's bottom line. Having an open line of communication is essential to both developing and sustaining employee enthusiasm. Staff members that feel invested in their work have a higher likelihood to meet and exceed expectations. They also tend to show more dedication to the company's ideals and objectives.
Issues and Challenges of Employee Engagement 
The concept of employee engagement in the workplace investigates how people feel about their jobs, such as whether or not they are intrinsically motivated to accomplish their work, whether or not they view themselves as valuable contributors to the company, and so on. When people don't place a high enough value on the labour they do on a regular basis, as is likely the case at Walmart, they are less likely to be invested in their employment.
For some Walmart workers, the most significant barriers to efficiency are the company's own unnecessary policies and processes. Workers should be able to focus on their tasks at hand with a minimum of disruption from their surroundings (Soderquist, 2015). To achieve this goal, it is necessary to streamline your operations whenever possible.
Organisational engagement, on the other hand, at Walmart is centred on the employee's sentimental investment in the company and its mission. This basically guarantees that everyone in the firm, from the CEO down to the office cleaner, is on the same page. Each member of the team must share a deep dedication to the organization's mission, values, and culture as a whole (Crain, 2019). They need to take a step back and look at it from a macro perspective.

Impacts
Walmart employees may get disengaged as a result of these challenges and problems. Compared to engaged workers, disengaged workers are 60% more likely to make mistakes and fall short of expectations in their roles. A whopping 73% of Walmart workers are not engaged in their work and are actively seeking other employment. 
Practices of employee engagement in Walmart 
There is anecdotal evidence that Walmart employees participate in charitable initiatives on occasion. Also, Walmart workers hardly never socialise outside of the workplace. Employees who are actively involved in their communities foster a culture of social responsibility within their companies.
When employees at Walmart feel trusted, they are more likely to take pride in their work and feel appreciated by management. They may experience micromanagement and a loss of self-worth if they cannot trust their superiors. Providing workers with more freedom at work has been shown to increase their happiness on the job. Workers at Walmart report higher levels of job satisfaction and responsibility as a result of more opportunities for independent decision making (Armstrong, 2010). Again, it has been very useful to provide clear communication of company- and team-wide goals in order to encourage employee buy-in, concentration, and commitment over the long haul. One of the best ways to keep high-performing employees feeling appreciated at Walmart is through employee appreciation. However, day-to-day efforts are often overlooked while seeking recognition from upper management. To solve this problem, we can use social proof based on the opinions of other people. Employee engagement, loyalty, and satisfaction can be greatly boosted by peer-to-peer appreciation programmes. We feel that giving employees the ability to both give and receive recognition will increase employee engagement, thus we have implemented such a programme.



Insofar as Walmart invests in its employees by helping them develop professionally, it shows that it cares about them (Whysall et al., 2019). Due to the company's well-defined advancement opportunities, employees feel much more committed to the organisation. Walmart's genuine interest in its employees' professional development is a major factor in the high level of motivation felt by the majority of its workforce. In light of this, we devised a plan to assist staff members in enhancing their abilities and providing them with a tangible end goal to strive toward.
[bookmark: _Toc117421756][bookmark: _Toc120258648]Conclusion 
The aspect of running a company that involves taking care of its employees is known as "people management," and this is becoming an increasingly common term. A People management scheme is a centralised database that stores all of your personnel data, including contracts, salaries, hours worked, and skill sets, in a protected and private format. Companies such as Walmart engage in people management strategically in order to assist the achievement of organisational goals. A few examples of the activities that fall under the umbrella of "people management" within the organisation are recruitment and selection, performance management, employee engagement, and so on. Even though there are some flaws, the corporation is nevertheless able to maintain its position as the leader in the sector because to the successful performance of these operations.
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