


Managing People: Component 2: Individual Report 
Student Name: Alexandru Sasco
Student ID: 2026429
Module code: LCBB5004
Component: Individual Report
                                    Module Coordinator: Dr Uju Ugochukwu





























Table of Contents
Introduction……………………………………………………………………………………………...... 1
Recruitment and Selection ………………………………………………………………………….. 1
Performance Management …………………………………………………………………………. 2
Employee engagement ……………………………………………………………………………….. 3
Impact …………………………………………………………………………………………………………. 4 
Examples ……………………………………………………………………………………………………… 5
Conclusion……………………………………………………………………………………………………. 5
References………………………………………………………………………………………………….. 5-9















 1 Introduction 
An organization has a huge number of factors that plays either positive or negative role. It has internal and external stakeholders that are basically generating company’s action. This study is aimed to analyse the importance of the recruitment and selection, performance management and employee engagement. The common possible issues, challenges and approaches for team to empower the organisation will. Through acting organization can’t avoid the impact occurred. Diverse sources and literature will be applied to analyse the process of recruitment and factors occurred due the selection. The performance management is a step to be a leader, so having new individuals in the management field creates diverse experience that without strategy might affect negatively. Employee engagement has to be at level to retain workers and provide the best approach to customers. The further study will divide these three factors for understanding the internal perception of workplace and will be used relevant examples.
2 Recruitment and selection 
In the workplace this day’s employee recruitment and selections is a traditionally energetic and domain research in people’s skills and performance. The recruitment is the process of searching new talents and candidates for a certain job or post. The selection is a final choosing of certain person. These processes should be carefully organised as there will be hiring of a new worker that will either influence or inspire the performance of the company (Bakalo, 2022)
    2.1    Issues 
An unethical issue for recruitment and selection is “Favouritism” and it’s associated with range of negative effects such as discrimination, less production, corruption, reduced job. It’s expression often is reflected from cultural values and norms. The superior-subordinate relations are linking favouritism to partialism and paternalism. The Asian countries like Russia, China, and Korea for examples through history had the collectivism mentality that in more cases created decisions (d according to Chen et al. (2015) without individualism and particular way of thinking often is reflected in negative effect on managers decisions (Hotho, 2020) One common issue is failing to explain the interview process. Dependent on role, there might be more stages to the interview, and some candidates can fail if their task is not explained properly or is not given enough time. Using the same recruitment strategy is one issue that might create a limitation for searching new potential. By using the same strategy over and over, company is losing its’ versatility and the ability for finding the best candidate almost disappear. Looking for a super-candidate might limit the process of recruitment, if there are too many skills and background experience required for applicant, he might never appear. It sets unrealistic goals, and in addition qualified fresh graduates, that might be intelligent enough to start the job, might never apply.
    2.2 Challenges 
Attracting the right candidates is one of the common challenges in recruitment as lot of candidates do not have a certain skill for the position and most of them need training. In E-recruitment some people fill the application with wrong information. The number of unqualified candidates is large and sometime because poor internet connection they can’t check portals or sites (Okolie, 2017) A strong employer brand play a role in candidates’ preference of getting the job. According to LinkedIn 75% of job seekers won’t apply or accept the job offer if they don’t like company’s reputation (Zojceska, 2022). Hiring slow is another challenge that can cost time and money. Half’s (2022) research found that 57% of job seekers are losing interest if the process is lengthy and for 39% 7-14 days is to long to wait. Misalignment of technology sometime is slowing the process of recruitment and selection from the lack of knowledge of Human resources. Recruiting professionals require a quick response to avoid losing a prized applicant (Recruiting, 2020)
2.3 Approaches 
The most effective approach is attracting right people. The advertisement for a job must be accurate with specified description about skills and responsibilities. A new vacancy in the company means hunting new talent for a required task. From population of million it must be 1 certain individual for this post. Organisation must consider the strategy of promotion for job and the technology of nowadays are the perfect tool for spreading it through newspapers, internet, specialist publications. Through educational facilities like school or university can be recruited a fresh talent that can be modelled for his life job (The Open University, 2016) Bakalo (2022) recommended that managers should give more attention for pooling applicants through internal recruitment as external is more costly. Organization should be interested in their creativity and ambition more than on their physical look.
3  Performance management 
Performance management is the main control of employees in the workplace. It plays a vital role in the success of the business. Achieving the task requires physical effort of employees and their grow depends on right programs and strategies carried by management. 
    3.1 Issues 
Time-management is a common issue in performance management. By disorganizing time managers fail to keep a To-Do list lack the prioritizing the most important for achieving task. It might lead to fail on managing the distractions that prevent us from achieving flow (CFI Team, 2022). Irrelevant job description is another issue in most of the organizations. With weak description of the job or workplace, employees might wonder negatively about their performance satisfaction and a big number of managers struggle to resolve it. Inadequate feedback has been issue since last century. As feedback is a “double loop learning” (Otlev, 1999), delivering it in an adequate form might damage employee’s loyalty. Lack of Objective Assessment is an issue that keeps employees’ spirit on the low level. This comes from managers’ weak delivery of the task, and as they are the only mirror of the company in presence of employees, managers opinions with be primary. Absence of the plan for addressing below the standard performance is an issue that leave gaps of performance in an workplace. A manager is wasting an opportunity to show his skill if he can’t address a employee’s mistake that forms a problem (Kineo, 2022)
     3.2 Challenges 
One performance challenge is lack of clarity in vision. A manager is required to have any image of outcome, so his leadership skills will be used in achieving direction. Without vision the importance of the task might not be delivered properly to employee. Even for experts in performance management, and difficulty appears in automation of supporting activities. Employees’ acting is unexpectable and from incompetence is hard to make an automate system that would work for everyone (Heger, et al., 2017) Setting goals is another issue that in face of employee is patterned from managers approach to the task. Without clear introduction employees won’t know what they achieve. Another performance issue is lack of leadership commitment. In fast growing companies a lot of leaders consider themselves too occupied to fill the gaps in their management. Leaders must set time aside to commit themselves in employee growth and development. Poor communication is another challenge that can lead to unproductivity. It comes in different forms, written or spoken. Badly worded emails might create wrong impression or meetings which can go off-topic. Employees can lack an understanding of expectations, that would worse their performance. Relationships can become weak, and feedback is not often or fair. Without a leaders’ eye it might create a serios problem (StaffCircle, 2022)
     3.3 Approaches 
The best approach and one of the first is to set effective goals. Baker (2022) concluded three ways of setting goals:
· Help for providing context for goal setting; Managers need to be provided with information about the business strategy and how it relates to workers roles. They must give direction that gets employees attention into specific task. Providing the right information would enable the team to work under strategy proposed.
· Making the goal collaborative; Creating a collaboration that would change the solo-activity into engaging with all the team. Individuals must share and understand their goals and jointly perform for achieving the results.
· Encouraging employees to update goals regularly; Managers must build flexibility into process of setting goals, make adjustment if needed.  Employees can evolve their goals and develop in additional direction as his can be changed.
Another effective approach is development of plan. Organizations must define the timeline, that would include short-term and long-term goals. Goals must be documented and to reach them must be created an action plan. When the plan is developed and whole team is participating employees are engaged and their careers are improving and growing.
4 Employee engagement 
Robinson and Heyday (2007) define engagement as “employees’ productivity from positive attitude to organization values”. A worker is implicated in the business context and cooperates with colleagues to improve organizations’ performance and for its’ benefit. For achieving the task in a peace state organization must develop and use ways to engage employees, other way they might lose interest. With adjusting the engagement statements the belief of organizations is increased and behaviour as a team player becomes altruistically.
     4.1 Issues 
Lack of recognition is the most common issue in engagement of employee. The reward system has be measurable for all workers. Forgetting about an individual in a meeting after a hard shift might influence his further implication in the working process. Avoiding the employees work-life balance is another issue that lot of organization are not considering. A healthy work-life balance would boost employees’ productivity as the individual would feel important and mean. Giving time for outdoor activities would make his life diverse, what make their loyalty committed. Lack of direction is another issue occurred as an impact of poor leadership. A lack of leaders’ confidence might lead to organisation crisis and majority of workers would be lost without a capable leader (Sinclair, 2021) The technology might create an issue if the workplace is not upgraded with needed machinery. If a factory is still running on machines installed 30-40 years ago, it might slow employees’ perception as the world is perfecting in terms of technology and any workplace that doesn’t pass the adaptation might end up its business.
     4.2 Challenges 
According to Robinson and Hayday (2007) age might be a challenge for engagement. Young individuals under 20s and oldies 60 plus require higher engagement than those at 30s, 40s, or 50s. The same research shows an ethnic challenge where foreign people or different demographic characteristics might need more engagement than local individuals. Kleins’ (2022) study found that 82% of employees are having the ideas to boost the organizations performance. But one-third of voices are not heard by management, as their opinion might not be considered from the lack implication.

       4.3 Approaches 
To engage employees in the right way, managers need to pay attention on how they use their leadership skills. A leader must take a decision that would inspire the employee and motivate him to work essentially without feeling of avoidance. Managers must build relationship with their workers (Imd, 2022) Connection between employees will make them values. A healthy relationship would keep employee performance at the top levels. It is automatically reflected from how the understanding between managers and employees stays. With relationship employee would be engaged and certainly his interest would increase. After while of challenges and new taking experience, the employee would be engaged would possible drawn career. New things in their job might open their potential and give insurance that organization needs their skill. Without that the workers might be de-motivated to stay for longer term (Rao, et al., 2021)

5 Impact on the organisations 
Recruitment and selection are activities that impact critically on the performance of an organization, but they are playing a crucial role. Selecting power of company’s future is an important part that builds the profitability of it. This process might be costly when new workers don’t possess knowledge or experience as organizations would have to provide training that sometimes might damage the inventory (Sunday, et. al., 2015) A well established recruitment and selection plays a role in reputation of the company. Based on treating during the process, applicants are having an opinion and conclusion about the companies’ views and visions what is creating a picture for external world of the company (Lievens, 2010)). When the best employees are hired, recruitment and selection lead to better results.
The impact of the performance management is very important as it is the connection of voices between employees and leaders. Through management team employees have an opportunity to discuss their concerns about improvement. If an employee got a problem to perform certain processes, it might create a damage or loss for the company. Performance management is designed for this purpose. Managers must observe and whether show their mistake or deliver to leaders for further action. Through performance management leaders know who to reward and recognise. Employee must be appreciated in the purpose to not lose skilled power of the organization. Performance management is describing the process of engagement and commitment in the workplace to leaders, so they can decide either about the business or employees (White, 2021)
Employee engagement is also playing a positive role in the organization’s success. Its impact is manifested through productivity and profitability, employee’s retention, quality of the product, financial success. Employee engagement is building up customers’ loyalty and deliver to them organization culture becoming voice for the buyer. Engaged employee are often responding positively and show committed performance that are increasing managers confidence and self-efficacy. Employee engagement might influence organizational strategies of market and bring a change that will require an adaptation. This would be a positive outcome, as refreshed policies and rules would be changed by new approach (Patro,2013)

6 Examples
As an example, for recruitment and selection will be researched Booking.com. In terms of E-recruitment and selection, the team of Booking.com has designed the process with fun experience for candidates. They can quickly explore options and make themselves familiar with possible co-workers, check the everyday performance of the offices and even understand how a company would take a decision for a certain product. On almost every social media the content is available in blogs, posts, videos, and infographics. Candidates can find on the site questions, concerns, and tips for the interview. They can even create a job alert for a notification under their own preferences (Suzuno, 2019)
Example for performance management will be Adobe Inc.. In 2012 Adobe Systems Incorporated started to use check-in systems that create interaction between managers and employees. They can discuss the company’s’ goal and review the performance for improving or rewarding. Poor performers are identified by managers in reports (Cappelli and Tavis, 2016) Brian Miller (2022) reported that 26,000 employees globally is the crucial support for the company’s focus. Adobe aims to enable digital-first workflows with a culture of growth “transparency around career development with work has purpose and impact” (Miller, 2022)
For employee engagement Nvidia Software company is one of the examples researched. Type of company culture is based on trust excluding politics and hierarchy. The company is having just one team that has team-centric attitude and team-building events. Nvidia is motivating employees to take risk and see mistakes as closeness to success (Postelnyak, 2021). Being a top-tech innovative company, Nvidia created a foundation against the cancer, raising $485,000 for the American Cancer Society and netting $45,000 for the Leukemia & Lymphoma Society.
7 Conclusion 
The report analysed the issues, challenges and approaches for recruitment and selection, performance management, and employee engagement. Was researched the impact and we have seen that acting must always be certain as outcome might be sudden and company has to be ready for unexpected changes. For any organization the management and employment is essential and confronting issues and challenges should have a serios approach as this is adapting to the process. The impact has to be constantly under visor as it is opening the gaps that need to be filled.
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