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Introduction 
The successful implementation of Human Resource Management (HRM) is essential to improve the performance of the organisation and the success of the project through effective people-management practices. As competition and changes are becoming more severe in the business world, organisations need to concentrate on high-performance workplaces, employee orientation, succession planning, employee retention, and workforce analytics. This report will critically analyse these HRM areas through the use of current examples of organisations and draw from relevant theory.

[bookmark: _643ie6tkgbuh][bookmark: _Toc230469635]High-Performing Workplaces 
High-performance workplace systems (HPWSs) are critical as they contribute to employee resilience and agility in organisations (Bhardwaj et al. 2025). These are defined by strategic human resource management (HRM) practices which drive employee engagement, productivity, and organisational performance. There are some common traits among top employers, such as Microsoft, Google, Salesforce, and Deloitte, when it comes to their HR practices. They focus on transformational leadership, effective communication, structured onboarding, and ongoing professional development. For instance, Microsoft encourages a "growth mindset" culture, and Deloitte has launched a gamified learning system, "The Deloitte Academy", to support employee development (Farhan, 2024; KUBITSKYI and KUBITSKYY, 2025). This practice falls under the High-Performance Work Systems (HPWS) that propose that an integrated HR approach enhances employee capabilities and organisational results (Khan, 2024). 
The second common characteristic is that they provide employees with full benefits. In these organisations, flexible and hybrid working, mental health and wellness programs, paid parental leave, financial incentives, and career progression opportunities are plentiful. Sales offers up to 26 weeks of paid parental leave, while Google provides medical insurance to all its staff (Singh, 2022; Girma, 2026). Research by Kim et al. (2024) states that more than 70% reported flexible work arrangements in place to alleviate the disruption across the public sector, thus improving employee trust and engagement. Likewise, 61% of employees indicated well-being benefits played a key role in their decision to remain with their current employer (Kohli, 2025). These benefits cover hygiene and motivational aspects outlined by Herzberg's Two-Factor Theory and thus minimise dissatisfaction and increase commitment (Shinde, 2025).
Highly successful workplaces also have similar organisational cultures. Consistent features are trust, inclusion, recognition, and empowerment. and good organisational values. A survey conducted by Deloitte reveals that 88% of employees are convinced that a corporate culture is a key factor in business achievement (Celestin et al. 2024). Staff are involved in decision-making and teamwork spiritually and are encouraged to share and propose innovative thoughts. Google's People Analytics team (Project Aristotle) found that psychological safety is the most critical factor for highly successful teams in a research study by Rosario (2024). Social Exchange Theory is largely used to explain this relationship, which proposes that organisations can support employees, recognise them, and develop them, leading to a corresponding increase in their commitment to and performance for the organisation (Bannya and Bainbridge, 2022). 
Thus, successful companies employ comprehensive approaches to people management that include supportive leadership, employee-focused benefits, continuous learning and training, and cultures that embrace employees. Recurring themes of trust, wellbeing, empowerment, and learning foster positive employee experience, boosting engagement, retention, and organisational effectiveness. These HRM practices are a significant factor in building sustainable competitive advantage and long-term organisation success in project-based organisations where collaboration, adaptability, and knowledge sharing are key factors.
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Employee orientation is an essential HRM activity, which helps to integrate new employees in an organisation successfully (Njoku and Eseitonghe, 2022). One example that has been well documented is Deloitte's onboarding programme. The candidate is invited to download the Deloitte Welcome app as soon as he signs a contract (Mishra et al. 2023). It enables the firm to reach out to and welcome the new hires the right way: by sharing information and making them feel welcome for a memorable onboarding.  
Deloitte's induction programme structure is a testament to some good practice. New employees have access to organisational resources before they start work, and then to formal orientation sessions. This not only enhances the employee onboarding process but also helps in building engagement, boosting productivity, and lowering employee turnover (Deloitte, 2026). Employability development includes mentors and peer networks to foster social networking and organisational knowledge. This approach is in line with the Four C's Model of onboarding by Bauer, which states that good onboarding leads to increased role clarity, job satisfaction, and organisational commitment (Nizum, 2025). It has been found by Komarova (2023) that firms with an effective onboarding process have 82% higher retention rates for new hires and over 70% higher productivity.
While these are strong features, there are still some weaknesses to be noted. First, employees can be overloaded with a lot of information during the early weeks, which can make it difficult for them to remember and retain it. According to Kylliäinen (2024), 81% of staff members reported that the induction process was overwhelming. Second, standardised induction programmes may not meet the needs of employees for the department or role (Solicitors, 2025). Third, orientation is focused on the first few days instead of the entirety of the employee's transition period. This can lead to a lack of clarity for employees at the end of formal induction activities.
There are a number of evidence-based changes that could make orientation programs more effective. The first step is to take a holistic adoption strategy that spans 90 days or more, with frequent feedback and review points. As argued by Liyanage et al. (2025), the first 30-90 days on the job are extremely important as they can have a great influence on an employee's engagement and future success. Secondly, the digital personalised learning pathway can adapt to the induction content based on the job role and career aspiration. Third, mentoring or buddy systems can help new students adjust rationally by creating relational social capital and alleviating adjustment problems (Islam et al. 2025). The recommendations are in line with the Socialisation Theory that role clarity is crucial because it directs attention, time, and energy toward activities that are congruent with the organisation's objectives and reduces stress associated with uncertainty (Zhou et al. 2022).
Thus, Deloitte’s induction programme effectively supports employee integration and aligns with organisational goals of performance, collaboration, and talent development. In modern project-driven companies, though, longer-term, individual and project-oriented orientation processes would further contribute to employee engagement, productivity and retention results.
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Modern Approaches to Succession Planning
In the contemporary era, project-based organisations tend to shift their succession planning strategies from conventional opaque linear systems to data-driven and dynamic frameworks (Ojo, 2025). Whereas the conventional linear process only focused on the replacement of senior executives, it might be associated with a person dependency risk. In the modern business structure with flatter hierarchy and rapid technological evolution, the conventional approaches to succession planning are not worthy, focusing on the modern business approaches of horizontal mobility, continuous talent pipelines, and the use of workforce analytics to build organisational resilience (Bano et al. 2022). In this context, the case example from the Hilton Worldwide can be exemplified, which is a global hospitality brand, dealing with full-service hotels and resorts (Hilton, 2025). For example, in the Asia Pacific region, Hilton has to operate with more than 92,000 team members across almost 1100 hotels and by 2030, the region is expected to have more than 2300 new leadership positions (Stories from Hilton, 2025). In covering these positions, beyond the use of simple replacement charts, Hilton uses an analytics-based strategy, by applying the “Rule of three” to recruit at least three potential successors for every critical role, which might vary in their readiness to take the responsibility of the job roles from immediate to 1-3 years. This can give the firm a genuine opportunity to drive targeted development and bridge the readiness gaps (Manage HR, 2025).  
The use of workforce analytics by Hilton can also be exemplified. Analysing the employee survey data by Hilton authority, involving more than 3.2 million employees from the Asian countries, Hilton found that 88% of the employees acknowledged having a long career journey with the company, whereas 64% marked it as a typical workplace in Asia. Leveraging data to track the internal mobility of the employees, the company also found that 16,000 team members in APAC experienced meaningful career growth in Hilton over two years (JJSC, 2025). The use of analytics in this case can link the employee engagement directly to the retention strategy, where succession efforts can directly lead to the development of the middle management. 
However, critical evaluation identifies several limitations of such an analytics-based succession plan. Despite being well structured, it puts a lot of administrative burden on the organisation to manage high-potential employees to avoid feeling entitled to promotion (Ojo, 2025). The feeder role concept can be very effective, but if not regularly updated to meet the needs of agile projects, it can also produce very rigid developmental pathways (Cobb, 2023).
In order to assist with this, organisations need to use succession analytics with real-time performance data on projects to test the successors in terms of their ability and flexibility (Chitraju and Abubakar, 2025). Hilton's success has proven out through having approximately half of the turnover rate as compared to the industry average for their industry, proving the importance of effective succession planning, not just as an HR function but as a strategic risk management system, aligning the supply of talent directly with the long-range business goals of the company (315 Strategies, 2025).

[bookmark: _iozrwjdxl9d9][bookmark: _Toc230469638]Resourcing and Retention Strategies 
Organisations are struggling to recruit and retain a diverse workforce in today's competitive labour market because of a lack of skills, high employee expectations, demographic changes, and the rise of flexible working. Effective resourcing and retention strategies are crucial, as effective resourcing is reported as a challenge by 77% of employers in 41 countries surveyed in 2023 (Carranza and McKenzie, 2024). It is therefore imperative that contemporary organisations use evidence-based approaches which are conducive to diversity, engagement, and long-term employee commitment.
Organisations are increasingly adopting inclusive recruitment and employer branding strategies to court a variety of talent (Ajayi and Udeh, 2024). For instance, Google and Microsoft have established diverse recruitment programs that are not only beneficial to their talent pool but have improved their brand reputation as well (Vaxevanos and Dimopoulou, 2025). In addition, organisations implement social media recruitment programs, skills hiring, and employee referral programs in addition to traditional qualifications. This is in line with the Resource-Based View (RBV) theory that states that a wide array of skilled and knowledgeable employees is a valuable resource that can create a sustainable competitive advantage (Khan et al. 2024).
Retention strategies need to go beyond remuneration to meet the changing needs of employees. Flexible or hybrid working arrangements are especially salient. A report by the Chief Talent Officer (2023) argued that staff who were given flexibility to choose their options were 1.7x more likely to remain in their current organisation and 2.5x less likely to seek other work. To support work-life balance and employee satisfaction, organisations like Microsoft offer a Unique Hybrid work model, with more than 50% remote work and less time in the office, and Google offers wellbeing programmes, flexible working hours, and paid and unpaid holidays (Babu and Suhasini, 2024; Shimazu, 2023). Moreover, at Salesforce, training is conducted via Trailhead that boosts the employees' career prospects and organisational commitment (Haridasan, 2023).
Inclusivity is also key to retaining staff. According to Urme (2023), a sense of respect, empowerment, and belonging within the organisation are likely to be factors that will keep employees more committed and motivated. For instance, inclusive hiring practices, mentorship programs, and employee resource groups (ERGs) addressing diverse dimensions are among the diverse and inclusive strategies implemented by Microsoft (Mishra and Tiwari, 2024). These programmes can be understood using the lens of Self-Determination Theory (SDT), which proposes that when employees' needs for autonomy, competence and relatedness are met, they are more motivated and committed to their work, thus enhancing employee engagement (Guo and Chelliah, 2024).
Hence, effective resourcing and retention practices will involve an organisation's ability to combine inclusive recruitment, flexible working, wellbeing support and career progression. Organisations have the opportunity to improve engagement, decrease turnover, and ensure a diverse staff of people who can continue to provide the best organisational performance in a project-based setting by creating environments where employees feel valued, supported, and able to progress professionally.
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Organisations use talent-insight tools and employee assessments to improve recruitment quality and improve retention strategies in increasingly competitive and project-based business environments. Talent insights refer to data analytics which enable HR teams to comprehend the labour market trends, skill availability, hiring requirements, and workforce movements, and therefore, make evidence-based HR decisions (Alexander, 2025). These enable organisations to determine who is best suited to their needs based on their competencies, behaviours and values, which can help to enhance recruitment and long-term staff retention.
The leading organisations are using sophisticated talent analytics to aid in their strategic recruitment efforts. For instance, Google's HR team, called “People Operations”, has used analytics to improve employee retention by examining patterns in employee "attrition" statistics to help them take targeted action and lessen employee turnover by 25% (Okon et al. 2024). Likewise, Microsoft launched the Microsoft Viva platform that equips employees with the tools and resources to help them stay engaged, learn, and stay well (Samson, 2023). Skills-based assessment and Workforce Analytics minimise recruitment risks through enhanced person-job and person-organisation fit.
The effectiveness of the tools for talent insights can be explained by the Human Capital Theory, which states that the skills, knowledge, and competencies of staff are capital that can generate returns comparable to any investment (Abas, 2024). Organisations can benefit from investing in human capital by identifying high-potential employees and offering them specific development opportunities. Similarly, the talent management model includes attraction, identification, development, retention and deployment strategies and protocols implemented by employees who demonstrate a high level of potential to add value to the organisation (Reis et al. 2021). Organisations can therefore tailor retention programmes to individual needs, including the development of custom learning programmes, career pathways, mentoring, and succession planning exercises.
There is also a need for continuous feedback systems for employees to continue to influence HRM strategies and retention efforts. Retention surveys, pulse surveys, stay interviews, engagement surveys, and exit interviews offer great insights into employee experience, motivation, and concerns. As found by Salesforce (2026), the organisation has even held anonymous surveys over the years to gather unbiased feedback from employees on job satisfaction, the overall work environment, and employee well-being. This type of platform allows HR to detect patterns in workload, employee well-being, leadership performance, career growth, and employee inclusion in the workplace, before it ultimately leads to attrition.
Thus, talent-insight tools and regular employee-feed systems improve the strategic recruitment and personalised retention by offering data-driven insights into staff needs. By using analytics, targeted development programs, and regular employee listening, organisations can not only enhance employee engagement to lower turnover but also create a long-term talent pipeline that will support their organisational and project success.
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The analysis clearly shows that strategic HRM practices play a significant role in determining the effectiveness of the organisation, employee engagement, and sustainable performance. Effective cultures, comprehensive onboarding programs, data-driven succession planning practices, retention initiatives that engage and welcome everyone, and talent analytics all reinforce workforce capability and resilience. HR investments in project-based organisations are crucial to remain competitive, innovative, and successful in the long term and focus on people-centred and evidence-based HR practices.
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