CHAPTER 5: RECRUITMENT 
· RECRUITMENT: The process of finding and attracting capable applicants to apply for employment and accept job offers that are extended to them. 
· The process of finding and attracting capable individuals to apply for employment and to accept a job offer   if/when one is made to them
· Includes both intentional and unintentional actions
· Recruiters are specialists within the HR department of large organizations
· SELECTION: The identification of candidates from a pool of recruits who best meet job requirements, using tools such as application blanks, tests and interviews. 

LOOK AT DIAGARAM ON PAGE 173****

Strategic Importance of Recruitment
Recruitment decisions have profound implications for strategic success
· Gaining Competitive Advantages from Human Capital 
· Human capital spells the differences between success and failure
· Reaping the Benefits of Diversity Management 
· If the firms workforce does not reflect the larger labor market composition- firm may be asked to purse an employment equity program to correct imbalances
· Focusing on Employee Development 
· When recruiting, firm has a choice; it can either develop and promote internal candidates or hire from outside. 
· Investing Resources 
· Costs of recruitment 
· Loss of employee- have to hire new one 
Internal Recruiting 
· Advantages 
· Employee is familiar with the organization
· Employee is “known”, thereby increasing ability to predict success
· Improves employee morale & motivation
· Weaknesses 
· Internal competition can reduce cooperation
· No “new blood” so can prevent creative solutions
· Poor morale (possible turnover) of employees not promoted
External Recruiting 
· Advantages 
· Able to acquire skills and knowledge that may not be available within
· Newer ideas and novel ways of solving problems may emerge
· Weaknesses 
· Newcomers may not fit in
· Newcomers take longer to learn about the organization
· Usually more expensive
· Lowered morale and motivation of current employees
Constraints 
· Organizational policies 
· 1. PROMOTE FROM WITHIN POLICIES 
· ORGANIZATINAL POLICIES: Internal policies that affect recruitment, such as “promote from within” polices 
· Gives present employees the first opportunity
· Facilitates career growth, recruitment and retention of valued employees
· Positive organization encourages people to stay and join with a firm 
· 2. COMPENSATION POLICIES
· Must adhere to stated pay ranges
· Pay ranges for different jobs 
· 3.  EMPLOYMENT STATUS POLICIES 
· e.g. limitations against hiring part-time, temporary or contract workers
· growing interest in hiring part-time or temporary employees 
· 4. INTERNATION HIRING POLICIES 
· Foreign jobs may need to be staffed with local citizens

· HUMAN RESOURCE PLAN: A firms overall plan to fill existing and future vacancies, including decisions on whether to fill internally or to recruit from outside. 
· DIVERSITY MANAGEMENT: Recognizing differences among employees belonging to heterogeneous groups and creating a work environment in which members of diverse groups feel comfortable 



Applying for a Job
· Submit a resume 
· A one-two page summary of the applicant’s education, work experience, personal contact information, work goals, and related skills
· Recruiters will use in deciding whether the applicant is worthy of further consideration
· May use screening software
· Application form
· Designates the information the recruiters would like to have for each applicant
· May make education credentials and employment gaps more apparent
· Standardized form makes it easier to compare applicants

Recruitment Methods 
· WALK IN’S/WRITE IN’s: Job seekers who arrive at or write to the human resource department in search of a job without prior referrals and not in response to specific ad. 
· Employee Referrals 
· Advertising 
· READ PAGE 185******
· The Internet 
· HRSDC (Human Resources and Skills Development Canada
Choosing Recruitment Sources
· How does a recruiter choose which methods to use?
· How many recruits are needed?
· What is the skill level required?
· What sources are available?
· What has worked in the past?
· How much is the budget?
· Are there labour agreements that specify recruitment options?
Evaluating Recruitment
· Cost per Hire 
· The dollar cost per person hired
· Include direct and indirect costs 
· Quality of hires and costs
· Quality of people hired from various sources
· Number and quality of résumés and job applications received
· Offers-to-Applicants Ratio
· Ratio between the number of job offers and total applicants for each recruitment method
· Time Lapsed per Hire
· Time taken to fill a position	
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