Chapter 1: An introduction to recruitment and selection

Why recruitment and selection matter
· Best practices are supported by empirical evidence that has been accumulated through accepted scientific procedures
· Do not involve “hunches” 
· Involve ethical treatment of job applications throughout the recruitment and hiring process
· Results from HR professionals following the accepted standards and principles
· Do not have to be perfect  must be fair
· Using best practices adds value to an organization 
· Organizations using effective recruitment selection practices gain a competitive advantage
· Talent management: which can be though of as an organizations commitment to recruit, retain, and develop the most talented and superior employees 
· HR information systems: computer based systems that track employee data, the needs of HR, and the requirements and competencies needed for different positions, among other functions
· Recruitment: the generation of an applicant pool for a position/job in order to provide the required number of candidates for a subsequent selection or promotion program
· Selection: the choice of job candidates from a previously generated applicant pool in a way that will meet management goals and objectives as well as current legal requirements  

Social/economic factors affecting recruitment and selection
· Global competition 
· Increasing globalization as changed the level of competition 
· Canadian businesses must continually work on improving their competitiveness  must find ways to become more efficient  find the best more productive employees
· Rapid advances in technology and the internet 
· Expect new hires to be computer literate 
· Employers using technology for recreating and selecting
· Benefits of e-recruiting: larger pool of candidates, lower recruiting costs, eliminating printing costs, immediate tracking of results, etc. 
· Changing workforce demographics
· The working population is getting older with fewer young workers available
· Abolition of mandatory retirement at age 65
· HR policies will have to accommodate these demographic changes
· Workforce is more gender balanced, more highly educated & more culturally diverse 
· Growing population of physical & mentally challenged people
· The economic context
· The state of the economy has a profound effect on staffing
· Economic booms  brings skilled labor shortages, recruitment and retention take on a strategic importance & given high priority 
· [bookmark: _GoBack]Economic slow down  cutbacks in jobs, pay, and benefits, or hiring freezes, many qualified people looking for jobs so recruitment may be easier
· Type of organization
· Public sector  more formalized recruitment and selection, highly unionized
· Private sector  recruitment and selection may vary, more informal, smaller organizations  rely on friends/family, unstructured interview
· The challenge for HR is to increase the use of best practices regardless of sector or the size of an organization 
· Organizational restructuring
· Technology is reducing need for labor & large segment of workforce approaching retirement  non age related layoffs, early retirement incentive packages & restructuring/downsizing
· Redefining jobs
· Workers are required to apply a wider range of skills to an ever changing series of tasks
· Unionized work environments 
· May specify how competitions for vacant positions are carried out including the selection procedures (ex. employee seniority) 
· Best practices
· To remain competitive, organizations must have in place HR strategies for recruiting identifying and selecting employees who will contribute to the overall effectiveness of the organization  old ways of hiring do not work 

A systems view of HR
· Principal 1: HRM must carefully coordinate its activities with other organizational units and people if the larger system is to function properly
· Principal 2: HR managers must think in systems terms and have the welfare of the whole organization in mind 
· HR must be seen as an effective change agent or face a grim fate at the hands of results-oriented senior managers

Recruitment and selection and the HR profession
· HR staff are professionals who must keep abreast of developments in their field through continuous learning  latest legal & scientific information, recruitment & selection, accepted professional standards
· Recruitment and selection activities carried out by in-house HR staff and consultants from management consulting firms
· Consultants  with membership in these associations come certain rights and obligations, including adherence to ethical codes or standards 
· Keeps HR professional from becoming isolated and provides assistance with ethical difficulties 

An introduction to ethical issues and professional standards
· Ethics: right and wrong, the standards of appropriate conduct or behavior for members of a profession
· Grey area
· HRM requires balance of rights/interests of management with those workers & larger society 
· Professional standards: provide guidance on how HR professionals should behave in certain situations including the use of employment tests 
· CHRP’s must:
· Apply the principals of human rights within the profession
· Adhere to any statutory regulations
· Not knowingly engage/condone activities to circumvent the law
· Balance organizational and employee needs

Ethical dilemmas in recruitment and selection 
· Employment interview is subject to the same set of regulations and ethical considerations as any other employment test

HR and the Internet 
· Resources and information related to every aspect of recruitment and selection 
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