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[bookmark: _Toc119450391]Introduction
This study will be based on the management of people in organisations and an understanding of how it can be done with maximum efficiency. Three main aspects will be focused on such as recruitment and selection, performance management and employee engagement in organisations. The various issues, challenges and approaches regarding these three functions in organisations will be provided with various practical and relevant organisational examples. Then the best practices that organisations can adopt to face those challenges and overcome the issues will be provided with the help of relevant theories and models as appropriate. It can be hoped that through this study, the various challenges can be faced successfully and how an organisation manages its people through various kinds of approaches will be understood clearly.
[bookmark: _Toc119450392]Recruitment and selection practices in organisations
[bookmark: _Toc119450393]Identifying the issues, challenges of recruitment and selection
There are various challenges and issues that companies face while trying to recruit the best talent for their organisations. There are many approaches that they use to face such challenges. Some of the issues and challenges will be given below:
Attracting the right talent
Companies often find it difficult to be able to attract the right candidates for a job. There are many reasons behind it such as lack of appropriate advertising, talent gaps in the job market, less than ideal brand value etc. (Normore, 2020). This is an issue that makes companies suffer in the long run due to not being able to find the best person for various important job roles, which hampers the quality of work. For example, the R&D of Vectura pharmaceuticals company had to suffer a lot due to not being an employer of choice, as the employees couldn’t offer enough innovative product and process development ideas as a result. 
Lack of quality candidates
This is another challenge in recent years, especially in terms of having the required technical skills among employees. The industries heavily dependent on technology are the ones that suffer the most due to this skill gap. For example, NHS has stated several times how the lack of necessary skills in employees affects their quality of service immensely. This is because even though there are many candidates for the healthcare sector jobs, very few of them possess the required qualifications and practical experience to work for a hospital or care home (Hughes, 2022). 
 Insufficient use of technology and data available
Another issue in the recruitment and selection process is that organisations fail to make use of data-driven methods for a better approach. There are countless data available online for companies to assess, but the issue is that these data must be inserted manually after each application. Many companies fail to collect and retain necessary data and suffer in future due to that (Lievens and Chapman, 2020). There is a great talent pool that companies often get access to and keeping a record of them can be highly advantageous for them in future recruitment as well.
[bookmark: _Toc119450394]Best practice initiatives to be used by organisations for effective recruitment and selection
Clearly defined recruitment process
There are many best practices that organisations can use for handling the issues and challenges regarding the recruitment and selection process. The human capital theory refers that people possessing a wide range of abilities and competencies, which can add to organisational value. This can help organisations to identify, hire and retain employees with the highest potential to drive organisational performance through their skills, ideas and knowledge (Nafukho, Hairston and Brooks, 2021). For example, an organisation can use this theory to determine the specific skills they want in employees to hire for a role and then communicate it specifically to the candidates. There must be appropriate tests to assess their skills and abilities before hiring.
Ensuring employee engagement, cooperation and empowerment for a better brand image
The social capital theory states that employees feel more satisfied and productive when the leaders create a culture of cooperation and collaboration in the workplace. When there is a positive work environment, the organisations also build up a positive brand reputation for themselves. An example is Microsoft Inc. which provides a superior work environment for the employees, thus being one of the global employers of choice. This helps the company attract the best talent in the market for any job role (Kreuter and Lezin, 2021). So other organisations also need to ensure employee engagement, cooperation and satisfaction through rewards and employee wellbeing programs. 
High standards for the recruitment process
There is also the resource-based view, which is another model of people management, it promotes sustainable competitiveness in an organisation. According to this model, an organisation must evaluate its workforce strictly and in that way, it can ensure better performance and higher competition in the industry (Armstrong and Shimizu, 2019). One way to do so is by keeping the initial standard high for recruitment and selection which will eventually lead to the best recruits, and other competitors will also realise in time that the talent requirements should be raised. This will lead to higher standards which will also cause the candidates to develop their talents. An example can be Tesla which has very high standards of recruitment and employees must have updated technical knowledge and practical experience. 

[bookmark: _Toc119450395]Performance management practices in organisations
[bookmark: _Toc119450396]Identifying the issues, challenges of performance management
Performance management is imperative for an organisation, but there are many issues that various companies face while managing the performance of their employees. Some of those are:
Lack of formal appraisal systems
There are many instances in which employees are not completely aware of what they are supposed to be doing and what they are doing wrong. This especially happens in terms of group projects with undefined roles of the team members. Many organisations suffer from this issue because employees are not aware of their targets and on what basis they will be appraised. There can be end-of-month targets and assessments based on if the employee could fulfil the target, but it would not provide a clear picture of their all over performance (Kloot and Martin, 2020). The employee should be assessed using specific criteria that they must be aware of and by several parties instead of only based on quantitative measures or by only their immediate superiors. But many organizations fail to ensure this and suffer from inadequate employee performance. 
Unmotivated employee base
This is an issue that has become even more apparent after the covid-19 pandemic because the employees do not feel satisfied with their current working systems. Many organisations failed to provide the necessary support, compensation and motivation to their employees amidst the crisis, which caused them to lose their inspiration and as a result their productivity as well (Otley, 2019). For example, Zara has suffered from a huge loss due to a lack of new designs as the employees suffered after major layoffs, lockdown of stores and uncertain work processes during the pandemic. 
Inability to provide necessary training and development 
Many organisations fail to provide employees with the opportunity to grow and develop in their careers. There can be the issue of resource limitation, geographical location issues and many other causes behind this. Another challenge is that in today's fast-growing business environment, the demands change constantly, and it is very hard to prepare the employees for all the changing needs by offering development opportunities on time (Brumback, 2020). For example, the recent mini budget in the UK has caused the economy to suffer severely and the financial institutions are struggling to respond to the market changes. In this state, if the employees could be prepared beforehand the UK banks could take preventative measures as needed to face this issue. 
[bookmark: _Toc119450397]Best practice initiatives to be used by organisations for effective performance management
Clear goals for the appraisal system
Latham and Locke's goal-setting theory states that employees become more encouraged to fulfil their responsibilities to the best of their ability when they have clear goals set. In this way, they will know what to do and how they will be assessed in future. 
[image: Locke and Latham's Goal Setting Theory - projectcubicle]
[bookmark: _Toc119442154]Figure 1: Goal-setting theory
Source: (Locke, and Latham, 2019).
The various qualities of an ideal goal are provided in the figure above. When organisations will make employees aware of how they will need to fulfil these goals and they will be promised appropriate rewards for it, their performance will improve. 
Offering personalised meetings and reward programs for employees
The task of performance management will become easier if the employees have the option to reach out for their development to the company. The organisation can offer personalised meetings for the employees who believe they have specific skill gaps they need to fulfil. There should also be reward programs for employees who manage to hit the target and exceed it.

[image: Expectancy Theory of Motivation (Vroom) - Motivation Training from EPM]
[bookmark: _Toc119442155]Figure 2: Expectancy Theory
Source: (Behling and Starke, 2020).
The expectancy theory states that employee motivation increases when they believe they will be rewarded for their efforts, which in turn improves their performance. So, it can be said that if organisations offer clear rewarding offers to employees then their motivation will increase. For this reason, organisations will have to ensure proper communication and build trust among employees that their hard work will certainly be appreciated and rewarded fairly by the organisation.
 
[bookmark: _Toc119450398]Employee engagement practices in organisations
[bookmark: _Toc119450399]Identifying the issues, challenges of employee engagement
Employee engagement is believed to be directly influential to employee motivation, productivity and satisfaction. The level of engagement by employees affects the company image, harmony in the work environment and performance quality of employees. Some of the issues and challenges that organisations face regarding this matter are:
Lack of communication among the staff
Proper communication is a must in every organisation and the lack of it not only causes a negative impression of it on employees but sometimes even causes various accidents due to miscommunication. This is an issue that is most prevalent among the senior and junior employees of organisations. For example, the employees of Nestle had complained that the company did not have proper communication of floor level staff with the line managers, causing disorders of production and loss. This also causes employees not to be able to express themselves properly and give their opinion which also causes the company to misjudge market demand and customer feedback on various products (Shuck, 2020). 
Inability to ensure transparency
Transparency has become a vital part of organisations so that employees can feel like a part of the company they work for and perform their best to contribute to its development. But in global organisations, such as Starbucks it is difficult to be transparent with employees all over the world. The cultural differences make it even more difficult to maintain a global brand principle and all the employees be satisfied with the message it delivers (Matthews, 2018). Often various initiatives end up coming off as offensive to people with certain backgrounds, which makes the employees feel like the company is not aligned with their beliefs and makes their loyalty waver. 
Employees feeling unheard or undervalued
This is a great issue that organisations suffer from, especially in recent years when employees have become more conscious of inclusiveness, human rights and their well-being. The use of technology has made it easier to see the practices in other organisations and draw comparisons, which makes employees feel even more undervalued if their organisation puts must lower value on employees than their competitors (Ababneh, LeFevre and Bentley, 2019). In this case, the employees end up feeling unheard by their organisation because they cannot feel satisfied with the current rewards, recognition and well-being programs being offered, resulting in them becoming unengaged and demotivated.  
[bookmark: _Toc119450400]Best practice initiatives to be used by organisations for effective employee engagement
Establish two-way communication in the workplace
Establishing two-way communication among senior and junior employees in an organisation is one of the best ways to ensure employee engagement. The Zinger model of employee engagement states that there must be an authentic connection among employees, recognition for their efforts and ways to engage in the organisational affairs. 
[image: Zinger Model of Employee Engagement]
[bookmark: _Toc119442156]Figure 3: Zinger model of employee engagement
Source: (Kusuma and Madasu, 2019).
So as the mode states, there should be weekly dinner programs with employees from multiple levels together, freely socialising. There can be an internal communication channel to make the employees able to communicate with others they work with. There should also be monthly initiatives and recognition programs based on the engagement levels of employees which will make them encouraged to engage more in the organisation and offer their solutions and opinions.
Initiating employee engagement programs
There are many initiatives where organisations follow the principles to make an organisation the most desirable for their employees. In this way, the employees feel the need to be the best for their organisation and also feel valued by the company because it specifically emphasises facilitating employee communication and engagement. An example is Google Inc. where the employees are very engaged and are also rewarded based on ideas they can provide and their engagement level.  
[image: elements of employee engagement]
[bookmark: _Toc119442157]Figure 4: Deloitte model of simply irresistible organisation
Source: (Abdurrohman and Febriansyah, 2019).
The Deloitte model provided above shows how an organisation can make the employees feel valued and heard by ensuring some aspects, and it should be practised for maximising employee engagement in organisations. 

[bookmark: _Toc119450401]Conclusion
This study has focused on some of the most important functions of human resource management in organisations. In recent years, organisations have been struggling due to various issues and challenges that have been explained in this study. The examples of various organisations have also been used to explain how these issues have caused an impact on recruitment and selection, performance management or employee engagement practices in those organisations. Then the best practice approaches that can be taken in organisations have been explained. In this stage, the models and theories have also been used that explains why the chosen approach will be effective for the relevant issue. It can be hoped that this study will provide a clear idea of people management and its various practices in the modern business world. 
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