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Personnel Planning and 5 5
Recruiting




1.

2.

3.

. Explain the main techniques used in
employment planning and forecasting.
. Explain and give examples for the need
for effective recruiting.
Name and describe the main internal

sources of candidates.
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5-4. Discuss a workforce planning
method you would use to improve
employee engagement.

5-5. List and discuss the main outside
sources of candidates.

5-6. Explain how to recruit a more diverse

workforce.

é
N

"P§1 ‘UOyPINP] UOSID3{ £10Z © yBuAdod



Discuss practical guidelines for E—

obtaining application information. s

Altemnate Address;
Contact Information: ! ]

Homa Talsphons
Heyw ol yoer femm about our commpery?

POSMIOMSOUGHT: = Boailable Stant Date:

Dasirad Pay Range; Ara you currantly employed?

Trade Schaol, etc... i

.
Orthver Edhaation :

Pleaze st your areas of highest proficiency. special skills or ot dems that may contribute to your
abilities in parforming the above menticned position.




Explain the main techniques
used In employment
planning and forecasting.
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Stepsin
Recruitment and Selection
Process

Introduction

1.: o [ EN
i

The recruitment and selection process & a senes of hundles aimed at selecting the best candidate for the jab.
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IS the process of deciding what positions the firm
will have to fill, and how to fill them.

Tihhe 7 Stepos Oof
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The dashboards, which are
part of Towers Watson's
workforce planning
Internet software, help
clients manage the
workforce planning
process.

Workforce Planning by

Workforce scan

Workforce projection model

owers Watson MAPS

th ull.'h“l.l.l_xl
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Workforce -.nan EMBIECES:
from malnt funw JJArJg 5
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Forecasting Personnel Needs (Labor
Demands)

| FORECASTING PERSONNEL NEEDS
1. Trend Analysis (LABOR DEMAND)

2. Ratio Analysis
i Forecast»ing Tools | E
3. Scatter Plot ﬁ"

Trend Ratio Scatter Computerized

4 . M an ag er I al \] u d g m ent analysis analysis plotting forecast




Is a study of a firm’s past Is a graphical method
employment needs over a ~w.. used to help identify the
Trend Analysis period of years to prediCt future - I'e|CI‘|'ionship between
needs. "~ two variables.

Is a forecasting technique for
determining future staff needs by
! using ratios between, for
;7 example, sales volume and
9 number of employees needed

a

Managerial
Jud n?em Few historical trends, ratios, or
g relationships will continue
8 unchanged into the future so

- | managerial judgment is needed
to adjust




Forecasting the Supply of Inside
Candidates

Personnel Replacement

Charts

Personnel
or Management
Replacement Chart
Showing Development

Meeds of Potential Future
Divisional Vice Presidents

PRESENT
FERFORMAMNCE

Out=tanding FAY
Satisfactory ‘
Heeds improvement L

FROMOTION
POTENTIAL

Fleady now
Meeds further training
Questionable
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IMprOVinURRErfoTmance:
- HRasiaPronicenter

Predicting Labor Needs
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the J),JJJ/J "Jr) r)J,)JfJJI . Succession ,)Lmn]n- is the
ongoing Drocess olsysStenietCallyNuENUIyINg, dSSessing, and
developing organizationaiNEaUEISHIPROENTIaN Ce performance.

It entailS three s] ,c::: ' "f/ e/ ,c ))Il'lf)rl nl_-)ed), dg elop
Inside candidatesy
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iEXplain and give exampl_
| the need for effectives

recruiting.
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 The need for effective recruiting
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Recruiting is important. If only two candidates apply for two
openings, you may have little choice but to hire them. But if:10
or 20 applicants appear, you can use techniques like interviéws
and tests to screen out all but the best. |

 What makes recruiting a challenge?



Effective recruiting allows a company to fill open positions while their competitors may have
missed solid opportunities. If, for example, you fill open positions 50% faster than industry
average, you are more likely to get better talent onboard more quickly.

Even the employer’s “brand” or reputation will impact recruiting success. Obviously it is futile
to recruit if the employer’s reputation is that it's an awful place to work.

The recruiting yield pyramid is based on experience and solid record-keeping. In our example,
if a company needs 50 entry-level accountants, using the pyramid, it will need to generate
approximately 1,200 leads to fill the new-hire requirement.



Recruiting
Yield Pyramid

New hires

Offers made (2:1)
Candidates interviewed (3:2)
Candidates invited (4:3)

Leads generated (6:1)
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open posmo SIS Irlom vr\r/ iic lrmlu with the job it§elf.
S0, for ‘..__1,)15\, !:ne rscrluzgr wnll el Lo know frorra the
Standiits job
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1)Internal recruitment: A process in which managers
recruit job candidates from the department or

property.
EX: Rehiring, Succession planning, Posting jolb openings.

(2) External recruitment: A process in which managers

seek outside applicants to fill positions.
EX: Internet, Advertising, and employment agencies.




