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Unit 1

Employment & Recruitment

Text A

Staff Recruitment — A Qualitative Aspect of the
Human Resources Management

5% BEAREIFES, EAMELEFTERER, R LB RESARGT
2, BAEE5 ARSI AEBEF ARG PILIEIRA, HFHIASIL M RANIRL P IFA TP
BEEFHESLOLEEHR L, AHR— ML LR T, M, i AlHOXLE
P, AL EAEERL, E—ANAEEAAAARGLLY, RIVERALYAELLY
A BAFE, RELLHEAFLRTE, IARBE—-ANDLERGEGETIRA
HFRIFI G EZRI, ;

The staff recruitment has an immediate impact both on the lives of the people and
on the organisations. Therefore, one can say that the act of recruitment is one of the key
acts of management. The success or the failure of the recruitment process has a
significant impact on the enterprises and the organisations. lIts quality relies mostly on the
adopted strategy but also on the preparation of the manager.

When Churchill wanted to recruit the commandant of the British army in Northern
Africa in the Second World War, he would have chosen the least agreeable one of his
superior officers, and he declared to the state that “If the commandant was so
disagreeable to us, then he should be odious to his enemies. ” So, the question is how
we can recruit the most competitive person.

The goal of the recruitment activity is to identify a large number of applicants, so
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that the ones who fulfil the requirements
are selected. Recruitment ensures the
selections according to the principle of
performance.

John Kador thinks that there are just a
few organisations who are satisfied with
hiring employees who are able to reach
only a reasonable performance level. The

organisations only want to hire superstars
for each level of the organisation. These
organisations are looking for applicants who can offer remarkable results and who are
able to overcome the traditional thresholds of performance.

The process of ensuring staff from within or outside an organisation can be regarded
as a series of activities which are necessary to fulfil the individual and organisational
objectives. The process of ensuring staff from outside of an organisation consists of:
recruitment, selection and orientation or integration of the staff, while ensuring staff from
the interior of an organisation involves promotions, requalification, developments as
well as prospective retirements, reassignments, dismissals or deaths.

According to George T. Milkovich and John W. Boudreau, recruitment is the first
step in the process of ensuring staff, as well as the first step in the process of selecting
human resources. At the same time, in spite of the fact that more attention was given to
the selection of the staff, staff recruitment has to have another priority, because an
efficient selection of the personnel can be accomplished only if the recruitment process
provides a large number of competitive candidates. In
other words, the most efficient methods or selection
procedures of the personnel are limited by the
efficiency of the recruitment process.

The recruitment of the human resources also takes
into account the analysis of the vacancies and the
projection of labour, because the basic results of these
activities, the descriptions and the specifications for the
jobs, are essential in the recruitment process of the
personnel. This means that the person who recruits or
hires has to have not only the necessary information

regarding the features of the job, but also the qualities
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of the future employee.
The recruitment effort of an organisation and the methods which have to be used

depend on the planning process of the human resources and of the specific requirements
of the jobs which are going to be taken. Knowing the need for staff or anticipating this,
as a consequence of the human resources planning process, allows for a good and
successful completion of the staff recruitment process. Recruitment can be carried out
directly, contacting the recruitment source or indirectly through mass media. The
process should take place according to a correct methodology, facilitating in this way the
identification and attracting the most adequate persons.

The process of recruitment begins when new jobs appear in the organisation or
when the existing ones become vacant due to transfers or to retirement. It starts with the
detailed inventory of the needs that is the job description, qualifications and necessary
experience. The recruitment process takes place according to the nature of the activities
and it may be a permanent process or a process which takes place when a certain need
appears.

Staff recruitment is the process of attracting the suitable qualified candidates for a
certain job who will stay in the enterprise for a reasonable period of time after accepting
the employment. The recruitment relies on internal and external sources. The
recruitment from within an enterprise has not only a series of advantages but also some
disadvantages as compared to the external recruitment.

In what the internal recruitment is concerned each enterprise may have its own
training program in order to train the staff for certain jobs. For example, IBM, a
worldwide well known company relies on an important practice-internal recruitment and
promotion. In the context of Europeanization and globalisation, staff recruitment related
to the evolution of the mentalities is more and more favourable for the mobility. Victor
Ernoult wrote that “On a European level labour legislation allows more fluidity. This
aspect involves not only more possibilities and opportunities both for the one who
recruits and for the applicant, but also more competitiveness. ” Therefore, it is necessary
for a sustained professionalization of recruitment.

In the case of the external recruitment, the sources are different according to the
type of the jobs and the size of the organisation.

The external recruitment process can be: recruitment offices, newspapers,
placement agencies, references, training programs.

Although there are various sources, one of the traditional practices is the recruitment
of a number of individuals, larger. than necessary, so that after selection the best should
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be chosen. Another way is to identify the place where the best candidates come and to

recruit from those sources.

There are also negative recruitment techniques which use insults and sarcasm,
interview under stress and which test the ability of the employees to face certain
difficulties. These practices should be avoided; if they are used, the prospective
employees should be warned so they do not have an unfavourable image about the
organisation.

The development potential of the candidate is
identified by the psychologist in the selection process
and is transmitted to the decisive persons in the
organisation. The development potential of the
candidate can be identified by testing four large
plans: skills, intellect, motivation and character-

values. According to these plans one can make a

i .

prognosis for each candidate.

The recruitment of human resources also takes
into account the analysis of the jobs and designing the
labour because the basic results of these activities, the
descriptions and the specifications of the jobs are

essential in the staff recruitment process. This means
that the person who recruits or hires has to have the necessary information regarding the
characteristics of the job and the qualities of the future employee.

In the recruitment process, the job has to be presented as real as possible, so that
the employees would not quit even if their expectations have not been fulfilled. Staff
recruitment requires not only identifying and attracting candidates but also their first
screening. The most frequently used criteria in the process of recruitment are:
competencies, professional experience, development potential of the candidate.

The competencies-based recruitment systems are “focused on filtering methods
which allow the fast and efficient selection of a small number of valuable candidates
from an important group”.

These recruitment systems are focusing on the identification of some major
competencies which can satisfy the following criteria:

e competencies already possessed by the candidates and which have been proved

in their professional life (for example initiative) ;

e competencies which may estimate on a long term the success of the candidates.
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These competencies are difficult to develop through professional training or
experience ( competencies regarding the necessary motivation for the activity) ;

e competencies which can be evaluated through reliability, by using the
maintenance of the behavioural events. For example when “the participative
management of the team” is a required competence, the interviewed are
required to integrate in a group and to carry out a certain activity. The given
answers are codified before getting an assessment of the discussed competencies
which have been proven or not;

e competencies represent a set of observable behaviours, knowledge, skills,
interests and personality. All organisations are interested in candidates which
are able to give quick results;

“

e competence is a fundamental feature of a person, which may include a
trait, an ability, an intention, a set of knowledge, an aspect of the self-image or
of the social role. .. ”;

e competencies are defined in terms of traits, reasons, motives, knowledge and
behavioural skills;

e competencies are distinct dimension of behaviours which are relevant for the
performances in the job. The level of performance is affected by the way in
which an individual behaves.

There are two tendencies in the practices of the organisations:

organisations which recruit only young people because they start from the premises
that they can be easier trained and modelled, and their requirements are more modest;

organisations which recruit only personnel with a certain experience, starting either
from the principle of quality and avoiding the training costs, or from principles which are
imposed by normative acts which govern
certain sectors of activity.

In practice these two exacerbated tendencies
do not give good results, because the recruitment
has to focus on the competence and quality of
the employee and not on the economic costs.
The best recruitment has to take into account
the accomplishment of an age pyramid from
the young to the elderly. Therefore, if we
maintain the pyramid, we can send the future

generation the professional information and

’
’

N
\

'
Il



\

. ¢ English

ANBREETVIERE

secrets.
The seniority-based recruitment system can be found in the public organisations, the

system appreciates the degree and the seniority, and this aspect is characteristic both for
the person and for the job. One starts from the idea that all these aspects are correlated
with the proven ability.

In conclusion, the human resources recruitment process is related to other staff
activities as for example: the evaluation of the performances, the rewards given to
employees, training and developing the personnel and the relations with the employees.
Therefore, the candidates with corresponding preparation have better performances, and
the constant preoccupations for performance also involve the identification and attraction
of competitive candidates. The recruitment effort of an organisation and the methods
which should be used rely on the human resource planning process and of the specific
requirement for the jobs which are to be taken. Knowing the necessary staff need or
anticipating it, as a consequence of the human resource planning process, facilitates a

better and successful staff recruitment process.

Words & Expressions

1. commandant [ komon'dent | n. E4FE, RBEE \
2. fulfil [ ful'fil ] vt. iR

3. threshold [ 'Orefhould ] n.  T14%; R

4. dismissal [ dis'misal ] n  fRE; %R

5. vacancy [ 'veikonsi ] n T, T

6. anticipate [ en'tisipeit | vt.  FRHR, #E

7. inventory [ 'invontori | n. @B X

8. psychologist [ sai'koladzist ] n SEFE, SHSE

9. placement [ 'pleismant ] n ANBE

10. criteria [ krai'tioria ] n. A, &4 (criterion # 8 4 )
11. filter [ 'filtor] v. itiE, Bk

12. modest [ 'modist | adj. #JEH, I

13. exacerbate [ ek's@sabeit ] vt AE e, 4 EAL

14. external [ ik'starnal ] adj. L3R4

Qseniorify [ sizni'arrati ] n. R WAEEGHFR /




Englisﬁ %

Employment & Recruitment

1. Labour legislation (3 ILj%): Labour legislation is the regulation of labour in some

form or another, whether by statute, custom, royal authority, ecclesiastical rules or by

formal legislation in the interests of a community. This is as old as the most ancient forms

of civilization.

Competency-based recruitment system (B 1 Z BB HFE L HLHI): Competency-
based management provides organizations with a unique opportunity to create and shape a

recruitment and selection system based competencies that job experts within the

organization have identified as being critical for success in the targeted job or role.

«Exercises

Comprehension of the Text.

Decide whether the following statements are true (T) or false (F) according to the

passage.

it

The goal of the recruitment activity is to identify a small group of elites from all
applicants, so that the ones who fulfil the requirements are selected.
The process of ensuring staff from outside of an organisation consists of:
recruitment, selection and orientation or integration of the staff, while ensuring
staff from the interior of an organisation involves promotions, requalification,
developments as well as prospective retirements, reassignments, dismissals or
deaths.
The external recruitment process can be; recruitment offices, newspapers, placement
agencies, references, training programs.
The development potential of the candidate is identified by the deputy manager in the
selection process and is transmitted to the decisive persons in the organisation.
The best recruitment has to take into account the accomplishment of an age pyramid
from the young to the elderly. Therefore, if we maintain the pyramid, we can send
the future generation the professional information and secrets.

~
\
\
'

’
%



s English
ANFREEE W IERE

Translate the Following Sentences into Chinese.

1. The goal of the recruitment activity is to identify a large number of applicants, so
that the ones who fulfil the requirements are selected.

2. The human resources recruitment process is related to other staff activities as for
example: the evaluation of the performances, the rewards given to employees,
training and developihg the personnel and the relations with the employees.

3. At the same time, in spite of the fact that more attention was given to the selection
of the staff, staff recruitment has to have another priority, because an efficient
selection of the personnel can be accomplished only if the recruitment process
provides a large number of competitive candidates.

4. In what the internal recruitment is concerned each enterprise may have its own
training program in order to train the staff for certain jobs.

5. The seniority-based recruitment system can be found in the public organisations, the
system appreciates the degree and the seniority, and this aspect is characteristic both

for the person and for the job.

How to Use Social Media as a Recruiting Tool?

SiE: “FRBREARIA, BEARIGHFARIFAGA AE, BEAL S L
AAFREBAR E@IEXAFGEMLIE, £MEEHRERZAT, 158444809 AR EL
BRI MATRERAT o do gk b kb &, dofT 7 GBI Z 3K P L A2 4F 5k 64 — K 1)
BPEE A TRBHA,

There are millions of people on social media sites like Linkedin, Facebook or
Twitter. More companies are using social media to target candidates. Here’s how to use
social media as a way to find your next hire.

As a recruiter, you want to be where the most qualified, talented, and largest pool
of applicants are. Human resources can leverage social media to tap in to potential
recruits. This type of head hunting is called social recruiting. It’s about engaging with
users and using social media tools to source and recruit talent. LinkedIn, Facebook, and

Twitter have over 535 million combined users. That equals a lot of potential talent for
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your company. But how do you find the right person for the job you have available

using social media? Here’s how to get started.

Understanding Each Social Network

By now you should be familiar with LinkedIn, Facebook, and Twitter. But just in
case your’re not, here is a quick overview.

“LinkedIn is an interconnected network of
experienced professionals from around. the world,
representing 170 industries and 200 countries. You
can find, be introduced to, and collaborate with
qualified professionals that you need to work with

il

to accomplish your goals,” states the company’s
website. That is the corporate way of saying they
are a giant jobs board and you can connect to

other professionals. There are over 65 million

professionals on LinkedIn.

Facebook is the largest of the social networking sites with over 400 million users.
Facebook is a social utility that connects people with friends and others who work,
study, and live around them. It is intended to connect friends, family, and business
associates. The model has expanded to include connections to organizations,
businesses, and interests — not just individual people.

Twitter is a microblogging social networking service. Messages, better known as
tweets, are no more than 140 characters. According to their website, “Twitter is a
simple tool that helps connect businesses more meaningfully with the right audience at
the right time. ”

So, now that you know what the major social media sites are, which one should
you use and how do you use it?

Using Linkedin

The most obvious ways to use Linkedin are to post jobs you have available and
search for candidates. It costs $195 to post a job for 30 days. Or you can buy job
credits and pay less per job posting if you buy more credits. You can also sign up for
LinkedIn Talent Advantage. It is an exclusive suite of tools for recruiters. But if you don’t
have the budget to pay for job postings or join the Talent Advantage you can still tap in
to the free resources LinkedIn offers.

You should start by building connections to people you already know. This could
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