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Introduction
Every organization works towards the realization of a specific vision. Common goals achieved through the formulation of specific strategies and execution of the same, which is carried out by the human resource department. Human resources processes includes planning which takes into consideration recruitment, selecting, hiring, training, promotion and laying-off (Deb, 2006). Human resource department has currently become complex as well as involved today that it had ever in the past. There is so much that goes into the management of the workers’ information that is been used for many processes such as recruiting and hiring to training, evaluations and so much more. At SaperLaw Company HRM processes are critical for an organization to become successful. Human resource management process entails of a sequence of activities that kicks-off with job analysis and human resource planning, recruitment and selection, training and performance appraisal. However, in this paper only four areas will be covered; selection and placement, training, performance management and career development and succession planning   at Saper Law Company. The significance and manpower behind the above listed tasks makes it vital for human resources department to have in place human resource management software which enable the department to function efficiently. 
Selection and Placement
Effective selection and placement refers to the process through which the human resources managers employs to enable them to find and hire the right workers for their respective organization. This process enables the human resource department at SaperLaw Company to pick the potential employees and then place them in the job positions that they are best suited. Saper Law Company seemed to be devoted so much in ensuring that they were picking on the best employees. 
Saper Law Company appeared to be following all steps that are involved in selection and placement of the best employees. The first step that the company kicks-off this process with is that of job description. The human resource manager appears to be competent in the work, although there are some areas that happens to be not considered that much. The human resource manager seems to have understood that an accurate and complete job description is a powerful tool towards ensuring the success of the selection and placement process. The realistic job description might appear to be discouraging some people who might not be meeting all the job requirements that have been listed, but those who happens to sail successfully through the process will probably get satisfied with the job once they get hired (Durai, 2010). The other point through which the company happens to be optimizing the process of selection and placement is that of using key words that are taken from the list of common search terms. This ensures that there is a higher chance that the job posting will appear on the job seeker’s searches. In the recent, companies are using the internet to post their job openings in their websites so that they can attract a large number of interested applicants. The other point where the organization has optimized individual and team talents in this process is where it highlights special intangible as well as unusual benefits that the employees of the company will have once they have got hired. Some of the benefits that the company has highlighted are flexible time and travel. The current generation is looking for a company that will have flexible working times. 
The process of selection and placement that is employed by Saper Law Company tailors the recruitment process to match its culture. Every company has its unique culture and it is better if the human resource manager incorporates the company’s culture into its recruitment process. Human resource managers who hire well do not just hire for academic background or skills, they ask concerning the potential worker’s philosophy on life or simply how the candidates likes to spend his or her free time. It gives a company an advantage over its competitors within the industry of operation. 
One of the gaps that are found in selection and placement process of this company is that of customization versus consistency. Presently, recruitment tech has proved to be great at customization. Organizations appears to have customized everything from the phase of application to assessment tests that have been assisting the human resource managers to pick on the job seekers whom he believes fits for the advertised position. However, the company seems not to have correctly implemented this feature and it has been hindering its research. This makes it hard for the human resource manager to use the data that has been collected as it is not that concrete. In order for the human resource manager to reach for a sound decision with regard to the selection and placement process, there is a need to have data that reflects on truth (Durai, 2010). However, the existing customized recruitment technology does not allow there to be collected information that fits in all the companies. 
Each of the organization’s human resource management processes impacts each other; either positively or negatively. The HRM process of selection and placement seems to have both positive and negative impacts on training process. For instance, the process of selection and placement negatively impacts the training process whenever the wrong employee gets selected and placed. Since the employee does not meet the requirements of the open position, then it might result to taking up extra resources to train the employee. The process of performance management is also affecting the selection and placement in a negative way since it is not collecting the right information that would enable the human resource manager to pick on the right employees (Durai, 2010). In addition, it is also affecting the HRM/ line manager partnership as it is not functioning correctly. This does not entirely mean that the whole system is not working well, there are some instances where it functions well. For instance, the system seems to have provided information that have enabled the HRM to pick on the employees whom fit with the company’s culture. 
Training
Training is concerned with teaching and learning that is carried out in order to enable the workers to acquire basic knowledge as well as skills that will enable them to take up the tasks that will be assigned to them by the human resource manager or the head of the department where he or she will be joining. It is intended to prepare the new employee to carry out a set of pre-determined tasks in a well-defined job context. At the time when a person is been hired to work for a company, it is obvious that he or she will require some training and education pertaining the tasks that he will be undertaking soon after getting hired or even in the future (Simmons-Welburn, & McNeil, 2004). There is no any single company that has a choice of if to develop a worker or not; the only choice that the organization has is that pertaining to the method. 
In the present day, many organizations are striving to retain viable as well as knowledgeable work force. Thus, obviously employee training and development will automatically be needed. It is through training that the company will impart or re-sharpen the worker to gain the desired knowledge and skills. New issues, procedures as well as developments in technology have resulted to creating the need for training. 
Saper Law Organization appears to be keen on using training process. The organization seems to have established clear expectations with regard to the training process. The human resource management of the organization has been reviewing its job descriptions from time-to-time in order to ensure performance requirements are current (Simmons-Welburn, et al., 2004). It is through ensuring the job descriptions are capturing the current or the desired performance that it has optimized both individual and team talents. This is because the company has been at times to pick on the employee whom the human resource manager has ascertained to be fitting in for the available position. 
The other thing that has enabled the company to optimize on the individuals’ and group talents is through measuring performance. The company has in place ways through which they can measure the performance of the individual employees as well as groups’ performance. The training sessions that the company has been organizing, have been giving the employees and their trainers a chance to interact and point out instances of unsatisfactory. The trainers have been documenting any issues that arises concerning the training process. 
The Saper Law Company has been supporting career development which has resulted to optimizing the individual’s and the teams’ talents. The trainers of the company have been asking the workers to rate their satisfaction with the training that they have gone through as well as the available development opportunities. The company has also provided resources as well as support to the workers that have resulted to enabling them set up self-directed development plans.
The organization has also appeared to be optimizing the individuals and the team’s talents. The company has an existing program that gives the employees a chance to coach and mentor on them on the best practice which are linked with high performance (Simmons-Welburn, et al., 2004). Companies are always looking forward to have their teams or individual employees indicate high performance so that they can help the organization realize their objectives and ultimately their goals. It has mentors who supports the new employees in order to develop personal and career development over time.  
However, there is a gap that exists in the training process that is employed by the company. The organization does not solicit input on training needs. The company does not conduct focus groups or surveying the individual workers on their performance needs. In order to ensure that the employees are highly performing, there is a need for the company to carry out survey on the performance needs of the employees (Simmons-Welburn, et al., 2004). There is no way a person can solve an issue if he or she does not know it or does not know what is causing it. With that having been said, since the organization has not been carrying out survey on performance needs of the employees, it will not be an easy thing to note the issues that they are going through or what is making them to perform lowly.  
Training process affects the selection and placement process in various ways. Training of new employees is costly and thus it is important for the human resource manager to pick the potential employees who appears to require less training. In the event that a new employee happens to be requiring longer training, then it will be costly to the company. Thus, it is important for the human resource to be keen on the kind of employees that will be picked. 
Training process also affects performance management process. It is important for the company have already set measures that will be used to indicate if the employees are getting what they are been trained on. The training process of the HRM ought to establish clear expectations. In order to evaluate the performance of the employees, it should accurately identify the training needs or job expectations that are required to be understood by the employees (Simmons-Welburn, et al., 2004). This could be done through periodically reviewing the job descriptions to ensure that they are current. Jobs are evolving from time-to-time and in order for the human resource to ensure that the employees are getting the right training they should ensure that job descriptions are up-to-date.
Training affects career development in various ways. One of the way that training impacts career development is ensuring that what they are been trained on is relevant. Training of the employees ought to be going hand-in-hand with the training needs of the employees. This could be successfully done by having the human resource manager or the different department heads asking the workers to rate their satisfaction with the training and development opportunities and list ways through which this could be improved. Once the human resource or the different departments heads have noted the issues that the employees are going through, it will be possible for them improve on their performance. Hence, the human resource manager or the department heads would be in a position to carry out performance management effectively.  
Performance Management
Performance management refers to the continuing process through which both workers and managers communicate. The communication that goes on between the managers and the workers is geared towards the realization of a mutual goal of accomplishing the strategic goals of the organization. It enables the employees to realize performance and engage with each other within the organization (Sahu, 2007). This process entails both written as well as oral components and goes on throughout the year and normally results in an annual performance evaluation. 
One of the step that the Saper Law Company seems to be observing is that of performance planning. This phase involves setting of goals and the objectives that are going to be attained. It is this objectives as well as goals that will be used to indicate the desired state that the firm might wish its employees to arrive to. 
The organization has been using performance coaching. The organization has been using performance coaching in order to provide regular feedback on performance of the workers either on quarterly, semiannually or annually. At the same time the law firm has been providing direction as well as support and coaching in order to enhance the performance of its employees. Every single worker is considered to be unique - he or she might be working on a different task and needs support in some other areas. This is the point where the law firm managers appeared to be concerned and were also aware of the different necessities of the various employees.
Earlier, it was indicated that there is no any single company that could be perfectively organizing the various processes that makes it to be successful at the end of the day. With that having been said, this law firm appeared not to have been carrying out performance review effectively. The managers appeared to be only considering recognition of the employees’ strengths and not the weaknesses (Sahu, 2007). In addition, this is the point that represented the gap that existed within the performance management HRM process. 
Performance management impacts the rest of the other four HRM processes. Performance management impacts training. In the event that the managers of the law firm fails to consider the weaknesses of the employees then they result to not allowing the employees to be trained on those specific areas. Performance management impacts the selection and placement process as the company will not be knowing the positions that need to be filled with new employees. The employers requires the employees to deliver and failure to that they can replace them. Thus, since the managers of the law firm are not looking at the weaknesses of the employees, then they will not notice fast the position that needs to fill with a new workers (Sahu, 2007). Performance management also impacts career development and succession planning. When the managers fail recognize the points where the employees were failing will not be in a position to enable the workers to realize career development. In addition, the managers will also hinder the succession planning of the company since they will not realize the employees who need to be promoted to the next level or those who will need to be replaced. 
Career Development and Succession Planning 
Career development involves a set of programmes which are designed to match with the employee’s needs, capabilities as well as career goals. They are reached for after having considered both current and future opportunities in the company (Rothwell, 2010). Succession planning involves the management considering the company’s needs and the employees who are in a position to take up the evolving work into the future. 
The gap that appears to be existing in the law firm is that of exploration. The company has not been tracking the performance or the career period of the different workers. Since they have not been keeping track the performance of the workers, it will prove not to be an easy task when it comes to making decision on the career development and succession planning. 
The law firm appears to be using career counselling to optimize on individual and team talents. It is through career counseling where the workers discusses their job activities or performance, their personal career interests and goals. It also helps them in building networks where they can reach out to other employees working in different companies but operating within the same industry. 
Career development and succession planning affects selection and placement process. Career development affects selection and placement when the human resource manager together with the other panelists do not get satisfied with the career aspiration of a certain job seeker will not pick him or her. This means that they might result to lack a potential job seeker to fill the available vacancy.
Career development and succession planning affects training. Career development involves programmes that are designed to match the worker’s needs and career goals. It is a worker’s career needs and goals that guides training sessions (Rothwell, 2010). For instance, if a worker is looking forward to do well in his or her job, then training will be enhanced in order to enable the worker realize his or her career aspiration. 
Performance management affects career development and succession planning. In this case, performance management affect career development since when the managers fail recognize the points where the employees were failing will not be in a position to enable the workers to realize career development. Since career development is not realized, it will not be easy for the managers to pick the best workers to continue working for the company. Career development and succession planning should give a company a chance to plan for retention of certain workers who happens to have shown interest in the job and who possess the kind of skills as well as knowledge that will keep moving the company towards realization of its goals.
Recommendations on how to redesign each HRM Process
Saper Law Company requires embracing the right steps that will assist in improving the overall effectiveness of the organization. This section of the paper presents detailed recommendations to improve each of the Human resources functions. Indeed, it is a strategic approach for SaperLaw Company to be successful because Human Resources is a core function of the organization.
Selection and placement.
Saper Law Company is quite focused in the selection and placement function because it is vital for the success of the organization. However, there are several gaps that require to be addressed in order select and place the best employees in the organization.  To begin with, the issue of customization can be addressed by having consistent variables that will make it easier for researcher to ascertain hard data during the hiring process. Thus, SaperLaw Company minimize customizing all stages to the selection and recruitment process. In order for the human resource manager to reach for a sound decision with regard to the selection and placement process, there is a need to have data that reflects on truth. Also, it is an imperative way to keep track of the candidate’s information. According to Arnold (2015) a well-planned and thoughtful recruitment helps to fulfill the requirements of the job. Thus, it is vital to create a balance between consistency and customization because determines the type of candidate that will be picked
Progressively it is important for the human resources professionals to ensure selection process is conducted in the right manner because it impacts training. Therefore, Saper Law Company Human Resources manager should ensure the right candidates are selected for the job because it directly impacts training. Training and performance has a direct influence on employee performance (Suwarto & Subyantoro, 2019). Besides, there is need to uphold best practices in selection because it promotes the organizational culture. SaperLaw Human Resources professionals ought to continuously increase effectiveness in selection and placement because it reduces turnover greatly. 
Training
Given that training is concerned with teaching and learning to facilitate acquisition of basic skills, it is vital for SaperLaw to address the gaps that exist in training. As such, the organization needs to solicit input on training needs of the employees. This can be conducted successfully by surveying individuals on their training needs. Kumpikaitė (2017) argues that learning in business is vital because an organizations capacity to grow is defined by the approaches embraced in training. Identifying the training needs can be conducted through setting clear expectations for each role, monitoring employee performance, personal development plans and surveys. In addition, the organization ought to improve on the system for mentoring and coaching that will assist to develop skills and identify additional training and development needs.  For example the organization can make use of need assessment tools to conduct surveys for training needs. They include online surveys, electronic focus groups, best practices literature search, job mapping and observation. Each of these tools is designed to help employees identify their strengths/weaknesses and how they can work on their weak points.
Training needs assessment will assist Saper Law employees to be increasingly productive, efficient and innovative which is the right direction towards the achievement of strategic goals. It is clear that training highly influences the other Human Resources role at SaperLaw Company. Thus, to examine the existing and future training requirement for each position. Modern day workplaces required employees who are independent thinkers with various competencies that support goal attainment. For instance, employees at SaperLaw company need training oriented towards problem solving, decision making, persuasion, project management, self-management and analytical skills. Training goes hand in hand with career development, hence the Human Resources professionals at SaperLaw ought to keep seeking training opportunities that facilitate performance in the long-run. 
Performance Management
There are various ways through which Sapar Law Firm could use to improve performance review. There is a need for an organization to improve on performance review. The following are the ways through which the law firm can use to improve on its performance review: The HRM system should let the managers together with the workers to collaborate during the time of carrying out performance review process. The combination of the feedback from the employees and the management of the law firm would help create an accurate picture of the workers’ performance.
The management of the organization could improve of performance review through monitoring the employees’ accomplishments as well as challenges in a single place. This can be realized, for instance, sending weekdone email reports indicating the status reports. This will give the law firms’ managers a chance to gauge their worker’s performance in real time. In order for the law firm’s managers to improve performance reviews, they should cultivate for transparent communication. The employees and the employer should communicate so that they can point out the extent to which work has been carried out. Through the use of the HRM software, the employers could easily communicate their goals. 
Career Development and Succession Planning 
There are numerous ways through which Saper Law Firm could use to improve on tracking the performance of the workers. In order to ensure that the law firm is continuously tracking the performance of its workers, it should have to use a HRM system that will help in tracking performance of the different workers. However, a good performance management software system should entail both 360s and traditional reviews and should also be user friendly so that the employees can be comfortable when using.
The use of peer reviews is another way that has been considered to be effective when it comes to performance management. This is a feature that is available in the performance management software programs. It gives the peers a chance coworkers to praise coworkers as and highlight on this positive aspects with regard to their performance and where improvements are required. 
Preemptive Management & Recognition helps in guaranteeing results in the workplace. It means that the workers will always know what they are expected to do by the management and thus there will be no room for guesswork. This gives all the workers a chance to begin on the same foot and thus brings about a fair playing ground whereby the expectations are set. 
Conclusion
Generally, SaperLaw Company is well-developed and it has taken major steps to establish selection and placement, training, performance management and career development and succession planning. SaperLaw Company Human Resources professionals are working towards realization of a specific vision because the roles are well coordinated. Selection and placement assist the Human resources professionals to at Saper Law to pick the right candidates for the job. Training assists Saperlaw to retain a knowledgeable workforce that facilitates goal achievement. Performance management is vital for SaperLaw because it is designed to monitor and evaluate employees work. Finally, career development and succession planning enables the employees to learn about various aspects of their work and increase their capabilities. The gaps identified in each of this role can be addressed following the recommendations because they are directed towards increasing productivity. The Human Resource professionals ought to embrace best practices in each area since they are closely linked to one another.
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