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Part I (a) 
Explain how staff turnover could be affected by recruitment and selection methods

Part I (b)
Identify the main advantages and disadvantages of the case study company's use of a job experience day as part of their recruitment process.

Part I (c)
Explain tools used in competency assessments and suggest how those could be applied in the context of the case study

Part II (a)
Contribution to the TGF discussions

Part II (b) 
Summary of 1 of the Book 2 discussions in the TGF
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Well structured report James, clearly something you are used to 
Part 1 (a) – Recruitment Methods Impact on Staff Turnover

Recruitment & Selection Methods

The course material cites three methods of selecting and recruiting staff: Interviewing; testing and assessment centres (Preston,2011). This misses out selection based on CV/application yes, although that is usually a desk based selection which just short lists for one or other of the above which usually precedes interviews and also the job experience day cited in the case study (although that could be an assessment centre). Yes I think it would fall under the assessment centre label 
Advertising the Organisation

Recruitment processes are an attempt to market the organisation to prospective employees (Preston,2011). There is a need to attract people with the right skills and attitude to do the job. When hiring managers want a choice of good candidates. Vroom’s expectancy theory suggests that there is a need to demonstrate a tangible link between effort and reward, in that people are more likely to put in the effort if they think there will be a reward.  So the recruitment methods used need to be proportionate to the reward levels and skills required for the job. This will ensuring that qualified candidates will recognise that the effort to apply is likely to lead to a successful outcome for them.  Yes, good 
Establishing the Psychological Contract 

The selection process also establishes the Psychological Contract (Preston,2011) which is ….. (you do need to explain your concepts James – assume that the reader has never heard of the psychological contract – this will be more important in the EMA by advertising expectations through the job description, dialogue at interview and other contact between the candidates and the hiring managers. The closer this early contact is to the reality of working for the organisation the more likely the new employee is to be content and motivated. In turn this leads to job satisfaction, which will lower staff turnover. 
Yes good – the most important aspect is that of ‘fit’ with the organisation’s culture, values, ideals etc – you have alluded to this and the fact that the focus of the recruitment is on getting employees who do fit – in which case they are likely to feel more settled and less likely to leave (other motivations notwithstanding).
Part 1 (b) – Job Experience Day Advantages & Disadvantages

Introduction

The company in the case study took a novel approach to recruitment by putting a job experience day between two interviews. They did this to try and improve their staff turnover rate. 

Advantages

· Candidates understand what the job entails, including the early start, and are exposed to the culture and values of the existing staff, so there are fewer surprises if they are offered a job. Yes 
· There is a direct test of whether or not candidates fit in with the existing team and have a general aptitude for the job. This is validated by the people that they will work with, which increases engagement with existing staff as they have a say in recruitment. Yes, you could refer back to some of the points around turnover from question 1.Also, it increases the chances of acceptance by the team as they will feel they have a stake in the individual.
· Each competency required is tested in the real environment that they will be used in rather than in an artificial environment. Candidates who interview well but are not up to the job will be identified at this stage, the company saw a 50% drop off at this stage. Which means that those who go through to interview have demonstrated their capability, so the interview can concentrate on attitude and fit.
· You could possibly mention that there are elements of the socialisation/induction process already included in the day.
Disadvantages

· While the staff involved are trained to avoid bias there is still a risk that they will select people like them rather than stick strictly to the competencies required. Yes this is the idea of stereotyping – the process runs the risk of not developing a diverse workforce
· It is time consuming and needs competent staff to mentor potential recruits. There is also a risk that untrained candidates could cause breaches of hygiene or safety regulations. Yes agreed
· It may also take employees away from their day to day tasks causing a drop in productivity
Conclusions

Overall the benefits of reduced turnover outweigh the risks because less time will be spent in recruitment and the people recruited are more likely to be both capable and motivated to do the job. It is clearer to candidates exactly what the job entails, allowing them to do their own calculus of whether the effort required is worth the reward (Vroom,1964). Those that don't value it or cannot do the job drop out at this stage (50% of those attending).  This increase in motivation is evidenced by the significant reduction in staff turnover (down from 138% to 98%) and the benefits of existing staff feeling responsible for selecting their co-workers and therefore being more likely to ensure that they are properly inducted. That in turn also contributes to the reduction in staff turnover.  Very good answer James, the conclusion works especially well.
Part 1 (c) – Use of Competency Assessment Tools

There are two primary documents in establishing the competencies required to undertake a job. These are a job description and a person specification. These can both be used as part of the recruitment process. The person specification is the most useful of the two documents for selecting the correct person. However the job description plays an important part in the advertising of expectations to candidates.  Yes, very good 
Job description 

Typically this contains the what of the job. What responsibilities, scope, resources and objectives does the post holder have? There may be organisational context showing how the role fits into the organisation. What a job description will not have is a skill or competency based view of the role. As well as use in recruitment a job description can be used for performance and development reviews (Preston,2011).  Good 
The main feature from a recruitment perspective is that a job description very clearly describes what will be expected from the successful candidate in terms of their objectives and outcomes. It allows the candidate to decide whether or not the job sounds interesting enough to consider. This will influence their motivation both to apply for the post and also to undertake the role if they get it. 
Very good – you might just have embellished it with one or two examples from the case study which could be contained within the JD
Person specification 

This sits alongside a job description and is easier to produce if you have first done the job description. This looks at the skills, education, qualifications, experience and competencies that someone doing the job will need, and typically clarifies these into those that are essential to be effective and those that are desirable, which enhance performance. 

This is useful both to inform the candidate whether or not they are the right sort of person and also to give the hiring manager a checklist of competencies to test during the selection stages. The sort of competencies required will inform what selection stages are likely to be required. For example a job involving skilled work may warrant testing as well as an interview. Again, here was a perfect opportunity to included some ideas from the case study Where there are professional qualifications it may be enough to check that the person is certified as part of an interview. Yes, very good 
Conclusions

It is useful to undertake a job design exercise when recruiting to sequentially produce a job description and then a person specification. With the latter being used to help determine the selection methods to be used. This should ensure that there is an effective selection process that will recruit a candidate with the correct skills, attitude and experience to perform effectively. 

Very good - a nicely positioned analysis of the two documents, well done
[1.016 words, including headings and references] 

Part II: Contribution & Understanding - TGF

One of the TGF questions was whether HR policies and process were more important than culture and values (Linin,2014).  

Initially the view was that culture and values trumped HR policies, but that the latter were important. This was challenged with the view that the HR policies were likely to shape the culture and values, and as such were more important (Cowely,2014). Additionally there was general agreement that HR policies were necessary to ensure fairness and equity, especially in larger organisations.  

Initially in the discussion there was a focus on some of the negative aspects of HR policies and processes, and this was probably the reason that culture and values were seen as being more important. When the viewpoint was balanced better with the positive side of things (e.g. flexible working, reward, learning & development etc) attitudes shifted. 

Further discussion saw both as important and that HR policies/process could be part of culture and values. The conclusion was that they were equally important. 

I learnt two things from this: firstly a reminder that HR policies cover the whole range of employee experience not just the negative bits HR are formally involved in, and that they can have a huge impact on the culture and values of the organisation. 
Spot on James, just what I’m looking for and some nice posts in the TGF too
[214 words]
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