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Who Should do the recruiting?
The size of an organizational often affects who performs the recruitment function. Most large firms have full time, in house HR recruiters. In smaller organizations, the recruiting might be done by an HR generalist. If the firm has no HR function, managers and or supervisors will recruit their own employees. 

Recruitment Process Outsourcing: the practice of outsourcing an organizations recruiting function to an outside firm

Should a firm recruit internally or externally?
· Most managers try to follow a policy of filling job vacancies above the entry level position through promotions and transfers
· There are advantages and disadvanatges of both

Labour Markets are the areas from which applicants are to be recruited.
Tight Market: High employment, few available workers.
Loose Market: Low employment, many available workers.

Global Sourcing is a business practice of searching for and utilizing goods and services from around the world. 

Branding is a company’s efforts to help existing and prospective workers understand why it is a desirable place to work. 

Recruiting Internally:
· Internal Job Postings
· Identifying talent through performance appraisals
· Skills inventories and replacement charts
Recruiting Externally:
· Advertising
· Walk Ins and Unsolicited Applications
· The internet, social networking
· Job Fairs
· Employee Referrals
· Recruiting
· Educational Institutions
· Professional Associations
· Labour Unions
· Public Employment Agencies

Employee leasing is the process of dismissing an employee to a leasing company and contracting with that company to lease back the employees when they are needed.



Improving the Effectiveness of Recruiting:
· Use realistic job previews , which informs employees of both the desirable and undesirable facets of a job. 
· Use of surveys
· Recruiting Metrics

Career Management: Developing talent over time
The Goal is to match the individual to organizational needs
· The employee role is to take an active role in planning their career, what skills do they need, what career options would suit them, etc.
· The organizations role is to establish a favourable career development climate
· Recognize different career paths (lines of advancement in an occupational field within an organization)
· Plan job progressions (the hierarchy of jobs a new employee might experience, ranging from a starting job to jobs that successively require more knowledge and/or skill.

Different Career paths:
· Promotion: a change of assignment to a job at a higher level in the organization
· Transfer: placement of an individual in another job for which the duties, responsibilities, status and remuneration are approximately equal to those of the previous job
· Relocation Services: Services provided to an employee who is transferred to a new location, which might include help in moving, selling a home, orienting to a new culture.
· Outplacing Services: Services provided by organizations to help terminated employees find a new job.
· Career Plateau: A situation in which, for whatever reason, the probability of moving up the career ladder is low.
· Sabbatical: Extended period of time in which an employee leaves an organization to pursue other activities and later returns to his or her job.

Career Development Initiatives
Six most successful career management practices used within organizations are as follows:
· Placing clear expectations on employees 
· Giving employees the opportunity to transfer to other office locations
· Providing a clear and thorough succession plan to employees
· Encouraging performance through rewards and recognition
· Giving employees the time and resources they need to consider short and long term career goals
· Encouraging employees to continually assess their skills and career direction

Career Counseling: Process of discussing with employees their current job activities and performance, personal and career interests and goals, personal skills, and suitable career development objectives.

Fast Track program: A program that encourages new managers with high potential to remain with an organization by enabling them to advance more rapidly than those with less potential.

Mentors are individuals who coach, advise and encourage individuals of lesser rank.

Career Networking: Process of establishing mutually beneficial relationships with other businesspeople, including potential clients and customers.

Informational Interview: An informal meeting with someone in an occupation that interests you

[bookmark: _GoBack]Job Shadowing: The process of observing an employee in his or her work environment to obtain a better understanding of what the employee does. 
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