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[bookmark: _Toc119622619]Introduction 
Planning, creating goals, and inspiring employees to work toward those goals are all part of effective management, which is crucial to any business (Rozario et al., 2019). Good management sets a course for the company and spreads the word both inside and outside the company. Organisational leadership also plays a significant impact in the growth and improvement of its employees. Managers recruit, select, train, and guide workers to fill positions and accomplish goals. Increases in output and efficiency may frequently be traced back to companies that put resources into their employees' personal development. Employees who invest in their professional development are better equipped to take on more responsibilities and thrive in their existing roles. Employee development begins with the hiring and selection process and continues with performance management and enough motivation to keep workers engaged. The paper includes a discussion of the influence of recruiting and selection, performance management, and employee engagement on businesses, as well as a discussion of the concerns, challenges, and techniques involved in each of these areas.
[bookmark: _Toc119622620]Recruitment and selection
Human resources are tasked with finding, interviewing, and ultimately hiring the most qualified people to work for the company (Searle and Al-Sharif, 2018). Recruitment refers to the process of attracting suitable applicants for a vacancy, whereas selection refers to the process of identifying and selecting the best candidate for that opportunity.
[bookmark: _Toc119622621]Issues and challenges 
[bookmark: _Toc119622622]Approaching the right candidates
Finding the perfect candidate among a sea of unqualified applicants is challenging since employers have few good options to choose from. Management will select the most qualified applicant it can locate now (Rozario et al., 2019). However, the best method for selecting the right employees typically comes from a limited pool of candidates with relevant experience, rather than a larger pool of less qualified applicants.
[bookmark: _Toc119622623]Recruiting competent individuals
Since top applicants are frequently approached by recruiters, it can be difficult for a company's correspondence to stand out. Competent skills are typically weighing multiple job offers at once. As a result, there are instances when the organisation needs to make an extra effort to convince passive prospects to pick the company over its rivals.
[bookmark: _Toc119622624]Rapid hiring
Human resources departments strive for a swift and efficient recruitment process. Long periods of unemployment are bad for businesses since they slow down operations and cost money. Yet, depending on the field, the time it takes to conduct an effective search and ultimately select a candidate can be prohibitively long (Chungyalpa and Karishma, 2016). The stress this causes for the hiring teams is unreasonable.
[bookmark: _Toc119622625]Utilising a data-driven approach
The use of metrics and statistics in the recruitment process allows businesses to make better, more informed decisions. However, data collection and processing are not always simple. One option for keeping track of employee information is using a spreadsheet; however, this method is time-consuming, error-prone, and non-compliant. Inaccurate monitoring of data and trends is hampered by this. Recruiting teams must have simple and streamlined methods of collecting and organising information.
[bookmark: _Toc119622626]Streamlining the hiring procedure
Hiring teams must communicate quickly, evaluate prospects readily, and stay informed. Recruiters must coordinate all this contact, which is not easy especially if recruiter-hiring manager relations are poor (French and Rumbles, 2010). Administrative activities take time recruiters could have spent managing the recruitment process and ensuring a positive candidate experience. 
[bookmark: _Toc119622627]Approaches 
[bookmark: _Toc119622628]Direct advertisement
The best method to attract a large pool of qualified candidates is to advertise open positions in a variety of high-traffic places, such as careers pages, job boards, social media, and trade publications. It is a great way to promote an organisation and gain visibility for the employer brand.
[bookmark: _Toc119622629]List of potential employees
It is important to regularly scour the talent pool archives for resumes of unhired but otherwise qualified applications and candidates (Derous and De Fruyt, 2016.). In most cases, a company has to narrow down the choices to two or three applicants before making a hire. This list can be used afterwards.
[bookmark: _Toc119622630]Staff recommendations
These days, it is not uncommon for businesses to offer incentives to workers who bring in new customers. Employee referrals combine internal and external forms of hiring. Current employees are urged to provide recommendations for open positions.
[bookmark: _Toc119622631]Transfers and promotions
When a position needs to be filled, current employees are evaluated for suitability. Promotion means more money, greater responsibility, and a higher position in the company (Searle and Al-Sharif, 2018). Relocation is a horizontal change that usually does not involve any new or increased duties or pay. Employees may be transferred to different locations or departments if a vacancy occurs in a certain department or region.
[bookmark: _Toc119622632]Performance management
Through effective performance management, businesses may identify where they already excel and where they still have room for growth. Organisational development and continuous improvement are what performance management is all about (Mone and London, 2018). It's a strategy for fostering staff members' growth as individuals and as professionals, and for making the workplace one in which everyone feels like they can give their all.
[bookmark: _Toc119622633]Issues and challenges 
Employee performance may fall short of expectations occasionally. It is possible that the following issues will present themselves as major issues and challenges when trying to manage performance.
[bookmark: _Toc119622634]Wrong design
The tools and methods used for managing employee performance must be tailored to the company's unique requests. It should not be a duplicate of a scheme in another corporation. System stakeholders and users must be consulted extensively (Cappelli and Tavis, 2016). System success requires user trust. Before implementing the design organisation-wide, it should be piloted. All paperwork must be complete, and it should be fair. Performance management is a continual process, not a once-a-year task. It is also important to include systems for identifying and correcting the performance of low achievers.
[bookmark: _Toc119622635]Lack of Cohesion
Organisational culture, structure, and all other important systems and procedures must be considered when integrating the performance management process with human resource management (Aguinis, 2019).
[bookmark: _Toc119622636]Lack of leadership commitment
Leadership endorsement and support are crucial for a smooth implementation of the system. Leaders are responsible for steering the process and making performance reviews an integral part of operating the company. Leaders aren't simply responsible for setting direction and establishing benchmarks for success; they must also monitor progress toward those goals. As a result of recognising and rewarding performance, they further strengthen the performance cycle.
[bookmark: _Toc119622637]Ignoring change management
In order to successfully execute the system, strategic change management is essential. The initiative is being pushed from on high, so any pushback needs to be handled delicately. Having good lines of communication would be a significant help in adjusting to this shift (Buckingham and Goodall, 2015). The implementation plan's timetable and significant checkpoints must be strictly adhered to. All required documentation must be in order.
[bookmark: _Toc119622638]Approaches 
Performance management can be planned and carried out in a variety of approaches.  The productivity of today's cross-functional teams can be greatly enhanced by adopting a progressive attitude that involves mixing multiple approaches.
[bookmark: _Toc119622639]Planned performance
Organisations should outline specific performance roadmaps for the employees along with KRAs and assessment standards. An employee's performance roadmap should include:
· Company's aims for an individual within a set time
· Steps towards achieving those objectives
· Plan to reach goals and milestones (Cappelli and Tavis, 2016)
[bookmark: _Toc119622640]Key Performance Indicator (KPI) 
KPIs enable an organisation to select what measures to use to evaluate employees, what the baseline should be, and how to track and analyse progress. KPIs function when the company sets attainable targets for the employee and then draws them afterwards.
[bookmark: _Toc119622641]Reward systems
Setting up a rewards and recognition system ensures efficient performance management and assessment. Rewards and recognition don't just acknowledge great performance or extraordinary efforts; they also acknowledge the investment employees make in the firm by working hard every day (Mone and London, 2018).
[bookmark: _Toc119622642]Feedback constantly
Continuous input leads to improvements and modifications. Consistent feedback can help workers better understand their objectives and how to go about achieving them. Continuous feedback must include 5Cs. Those are:
Clear: A successful feedback session relies on employees leaving with a crystal-clear understanding of their roles and the areas where they can make the most impactful contributions.
Candid: Both sides need genuine feedback. Both the boss and employee must be honest for successful feedback (Buckingham and Goodall, 2015).
Continuous: Continuous feedback ensures that staff may course-correct and exhibit continual improvement.
Constructive: Feedback must be constructive so that people can reflect constructively on their performance and not lack motivation or self-confidence.
Collaborative: Both parties must work together to encourage and grow through feedback (Aguinis, 2019).
[bookmark: _Toc119622643]Mentoring
This performance management approach must include L&D initiatives. L&D and mentorship programmes promote knowledge sharing, development, collaboration, and performance evaluation.
[bookmark: _Toc119622644]Employee engagement
The term "employee engagement" is used to describe how dedicated, enthusiastic, and enthusiastic people approach their tasks. the call of duty (Sun and Bunchapattanasakda, 2019). When workers are invested in their work, they perform it with passion and dedication. If employees are invested in the company's success, managers will have more time and energy to devote to strategic initiatives like innovation, process optimisation, and talent development.
[bookmark: _Toc119622645]Issues and challenges 
[bookmark: _Toc119622646]Compliance with norms and rules
· The arduous duty of keeping abreast of changes to labour laws in all of the countries in which the company operates.
· Complying with all local, state, and federal laws on advertising, sales, and hiring practices. (Anitha, 2014).
· Lack of familiarity with the subject matter and the complexities of the applicable legislation due to a lack of resources and time.
[bookmark: _Toc119622647]Change management
· Human Resources (HR) process and policy adaptation to reflect the expanded business goals
· Finding a happy medium between the expectations of long-time workers and those of new hires and upper management
· Establishing clear lines of communication prior to, during, and after transitions
· Managing complaints or complaints from workers (Handa and Gulati, 2014) 
[bookmark: _Toc119622648]Monitoring productivity and performance
· Monitoring output and resource use to guarantee smooth operations and achievement of goals.
· Recognising trouble spots and adopting corrective measures
· Collaborating across departments to diagnose underperformance and brainstorm fixes (Saks and Gruman, 2014).
· Informing upper management about HR issues so they may formulate policy responses
[bookmark: _Toc119622649]Approaches 
[bookmark: _Toc119622650]Communication
The health and development of any relationship depend on open lines of communication. Effective and easily understood communication between management and staff is crucial for businesses of all sizes and ages (Handa and Gulati, 2014). It has been said that poor communication is the root of most workplace problems.
[bookmark: _Toc119622651]Creating positive environment
The workplace should be a place where workers are satisfied to be each day. It is important that the workplace inspires its employees and boosts their spirits. In a negative workplace, no one can flourish or perform at their best. Backstabbing, gossiping, favouritism, office politics, etc. are all signs of a negative work environment. It is the responsibility of upper management to foster a setting in which employees feel secure enough to assist one another in reaching the company's goals.
[bookmark: _Toc119622652]Opportunities for expansion
Employing out-of-date knowledge and practises within an organisation might stunt its development. With everything happening so quickly, it's crucial for businesses to adopt cutting-edge practices to keep up (Saks and Gruman, 2014). The corporation can accomplish this by providing its workers with opportunities for personal and professional growth. It can help them by providing opportunities for internal training and advancement.
[bookmark: _Toc119619261][bookmark: _Toc119622653]Best practice initiatives
[bookmark: _Toc119619262][bookmark: _Toc119622654]Recruitment and selection
Job Centers are utilised as a practice of recruitment because they are controlled by the government. As a result, companies do not have to spend for them to promote the job, which saves the company time and money. Additionally, job centres are utilised as a source of recruitment (Rozario et al., 2019). Most people who are currently without work seek information and guidance through job centres, which are designated as "job centres." Tesco has adopted this strategy for the operation of its recruitment process, which has so far been demonstrated to be successful. They also provide employers with additional training and support in order to assist them in the process of employee recruitment (Nahian, 2020). For instance, they may offer guidance on a variety of training possibilities, such as apprenticeships.
[bookmark: _Toc119619263][bookmark: _Toc119622655]Performance management
The establishment of agile goals and the implementation of objectives and key outcomes, which are often referred to as OKRs, are examples of best practice efforts that businesses may choose to undertake. The process of performance management begins with the establishment of goals. The notion that long-term goals may be easily split into a series of steps that are within one's reach is, however, something that is sometimes disregarded (Mone and London, 2018). When this occurs, they transform into a powerful and more relevant tool that can be used by both employees and supervisors. OKR s should be quantifiable and specific, but they should also develop as the project progresses. This will make it much simpler for all involved parties to monitor continuing progress. OKRs ought, ideally, to be decided upon through the course of an open conversation that continues over the course of time. The proper software for talent management makes this process easier by giving employees and managers a digital platform on which they can continuously update agile goals, as well as share good feedback in real-time.  To maximise management efficiency, IKEA has been trying out a wide variety of innovative ideas and practises. This organisation has begun implementing initiatives such as OKRs and agile objective setting to improve its processes (Performance Consultants, 2022). This enables the process to run more smoothly. When an objective has been accomplished, automation can be used also to poll collaborators for their feedback on the endeavour. 
[bookmark: _Toc119619264][bookmark: _Toc119622656]Employee engagement
Making collaboration a continual process is one of the best practices that can be utilised by corporations for employee engagement purposes. It can be difficult for managers to keep employee engagement at the forefront of their minds when they have so many other responsibilities to attend to, such as evaluating company performance and adjusting budgets (Sun and Bunchapattanasakda, 2019). However, for engagement activities to be effective, they need to be ongoing activities. It is not possible to carry out questionnaires and one-on-one meetings just once if these programmes are to continue indefinitely. Instead, one should be checking up on the staff on a weekly basis so that doing so will become second nature. To aid in the company's performance on its promises, Sainsbury's has developed its own internal collaboration brand called "You make the difference," which encouraged and required employee participation (Engage for Success, 2018.). It is critical that these engagement rules be maintained since they demonstrate the company's ongoing commitment to ensuring that the workforce is satisfied. 
[bookmark: _Toc119622657]Conclusion 
Implementing the right strategies can be very crucial for any organisation that wants to excel in the field of selection and recruitment, performance management and employee engagement. These factors of Human Resource Management turn out to be the factors that separate businesses that are now giants and the ones that are falling behind. It is more important to assess each of the approaches before implementing them towards a workforce that needs good direction.
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