Chapter 5 – In Class
· The very first thing we need to do when we’re recruiting is deciding “who we are” (branding)
Chrysler Video
· They provide newly graduated students with the ability to experience different jobs and roles of management before they commit to something they want to do. They go through a rotation
· The female has a mechanical and aerospace engineering degree but worked in electrical and automotive engineering while at the company and the male was the lead of a project after spending 3 years at an intern in the company
· Everyone gets a chance to experience different positions and chose what’s best for them
Canadian Armed Forces Video
· Showed all the different jobs you can have while working with the forces
· Showed all the different activities you can be a part of (Hockey and volleyball)
· You still have a family as well 

· Branding: An organization’s efforts to help existing and prospective workers understand why it is desirable place to work
Who should do the recruiting?
· HR recruiters or generalists (Large firms)
· They just have a general idea of the job and its expensive 
· Managers and/ or supervisors (smaller firms)
· The manager knows the type of person they’re getting and knows the job requirements 
· Work teams
· When you have a large team and several teams are looking for a new employee 
· Recruiting process outsourcing (RPO)
· The practice of outsourcing an organization’s recruiting function to an outside firm
Should A Firm Recruit Internally Or Externally? 
· Most managers try to follow a policy of filling job vacancies about the entry-level position through the promotions and transfers 
· There are advantages and disadvantages to both
Advantage
· Team Moral
· Know the organizations culture 
· Not as expensive and time consuming (Training) 
· Rewarding them for past performances 
Disadvantage 
· Your job pool is limited 
· Inbreed of knowledge, they’ll bring their old habits with them

Labour Markets
· Labour Market: Area from which applicants can be recruited from
· Tight Market: There are not many people to choose from (High employment, few available workers)
· Loose Market: There are lot of people to choose from (Low employment, many workers available) 
· Factors determining the relevant labour market
· The scope of the company (Location)
· The position Level (operational or strategical level)
· Whether it is a high unemployment or low unemployment climate 
Recruiting Internally 
· Internal Job Postings
· Identifying talent through performance appraisals (Ex. 9 box grid, skill inventory, replacement chart)
· kills inventories and replacement charts 
· Skills inventory lists the education, past work experience, vocational interests, specific abilities and skills, compensation history, job tenure
· Replacement chart uses this information and what it does is this: For existing jobholders (for key positions), you’ll have a number of individuals that you’ve pre-qualified as candidates for that job. Who is the best-suited individual for that job?

Recruiting Externally
· Advertisements
· Walk-ins, unsolicited applications, and resumes (best for fast food, retial > Temporary Jobs)
· The internet, social networking and mobile recruiting
· Job fairs
· Employee referral’s 
· Re-Recruiting 
· Executive search firms

Improving the effectiveness of recruiting
· Surveys, Recruiting Metrics, realistic Job previews = Effectiveness of Recruiting
· Effectiveness of recruitment 
· Recruiting Metrics – looking at hard numbers
· Quality of fill statistics 
· Quality of hire – looks at performance ratings, productivity, how much they’re retaining… This is a formula that takes into consideration all of these factors. 
· Cost of hire – how much are we spending in order to get these individuals into the organization? Then we look at whether they’re performing well, and then we look at “are they staying?” 

· Surveys
· Doesn’t give you as much information, but it contains a lot of important information 
· Ask managers – challenges/perks 
· Realistic Job Previous 
· Talk about the challenging elements as well as perks of the job – goal of giving a full perspective. No disconnect when you start the job. 
· Reduces the shock – it is an effective way to mitigate the negative impacts

Career Management: Developing talent over time
· The goal is to match individual and organizational needs
· The employee role
· The organizational l role
· Recognizing different career paths
· Consider various career development initiatives 
· [bookmark: _GoBack]Career Plateau: When you stop growing at your job and career development helps break it
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