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Slide 1
My name is Laurentiu Lascarache and this presentation is part of the module HRP4002 Recruitment and Selection
The lecturer is Sukhpreet Grewal and the assignment focuses on recruitment and selection during organisational transformation in the NHS
Today I will present how recruitment systems influence job levels job descriptions person specifications and interview practices in a transforming organisation
---
Slide 2
In this presentation I will explain the NHS transformation context
I will show how recruitment systems affect job analysis job descriptions and person specifications
I will explore how different professions and sectors recruit differently
I will present interview types questioning techniques and workforce strategy
I will also explain how equal opportunity is supported in recruitment
---
Slide 3
The NHS is undergoing major digital and structural transformation
Electronic patient records telemedicine automation and new digital tools are being introduced
This transformation requires new roles such as project managers change managers digital specialists and operations managers
Recruitment becomes essential because the organisation needs people with new skills and behaviours
Academic sources such as Armstrong CIPD and NHS Workforce Strategy highlight the importance of aligning recruitment with organisational change
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Job analysis is the first step in recruitment and it is strongly influenced by the recruitment system
In the NHS job analysis identifies new digital tasks new responsibilities and new skill requirements
Armstrong and CIPD explain that job analysis shapes job level job description and person specification
This ensures the organisation recruits people who can support transformation and meet new operational demands
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The job description changes during transformation
Digital projects require clearer responsibilities and more technical tasks
For example a project manager in the NHS must coordinate digital systems work with clinical teams and manage change
A structured recruitment system helps define responsibilities accurately and supports transparency and equal opportunity
Torrington et al describe how job descriptions evolve during organisational change
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The person specification also changes
The NHS needs digital literacy problem solving adaptability communication skills and experience in complex environments
Recruitment systems influence what competencies are included and how candidates are evaluated
Competency frameworks from CIPD support this approach and help identify behaviours needed for transformation
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Different professions and sectors recruit differently
Clinical roles require face to face interviews and practical assessments
Digital roles often use virtual interviews and technical tests
Managerial roles use panel interviews
Interview questions differ depending on the profession and sector
Taylor explains how sectors adapt interview questions to job demands
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Structured interviews are widely used in the NHS
They support equal opportunity because all candidates receive the same questions
This reduces bias and increases fairness which is essential in public sector recruitment
Structured interviews also help evaluate competencies consistently
NHS Workforce Strategy recommends structured approaches for transparency
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Competency based interviews are important for transformation roles
They explore behaviours and skills using real examples
The STAR method helps candidates explain how they handled challenges
This method is recommended in HR literature for roles involving change
Armstrong highlights the value of competency based assessment
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Panel interviews are common in the NHS
Panels include managers clinicians and HR representatives
This supports equal opportunity because decisions are made collectively
Panel interviews also allow different perspectives on the candidate
CIPD notes that panel interviews reduce individual bias
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Questioning techniques support fair and effective selection
Behavioural questions explore past actions
Situational questions explore future responses
Competency questions check skills such as leadership communication and teamwork
Probing questions help clarify unclear answers
Different sectors use different questions depending on job demands
Taylor explains how questioning techniques vary across professions
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Face to face interviews allow better observation of body language and rapport
They are useful for clinical and managerial roles
Virtual interviews are faster and more flexible
They are suitable for digital and administrative roles
The NHS uses both formats depending on the role and workforce strategy
NHS Workforce Strategy highlights the importance of flexible interview formats
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Workforce strategy is essential for recruitment and selection
The NHS uses workforce planning to identify skill gaps and future needs
Digital transformation requires upskilling reskilling and targeted recruitment
A strong workforce strategy supports equal opportunity transparency and fairness
This leads to better hiring decisions and successful organisational change
CIPD emphasises the link between workforce planning and recruitment success
---
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In conclusion recruitment systems influence job levels job descriptions and person specifications
Different professions and sectors recruit differently and use different interview questions
Workforce strategy supports fair and effective recruitment in the NHS
Structured competency based and panel interviews help ensure equal opportunity
These elements together support successful organisational transformation


Conclusion
The NHS is going through major digital and structural transformation and this makes recruitment and selection more important than ever
A clear recruitment system helps shape job levels job descriptions and person specifications so the organisation can identify the skills needed for new digital and operational roles
Different professions and sectors recruit differently and the NHS uses a mix of structured interviews competency based interviews and panel interviews to ensure fairness and consistency
Questioning techniques such as behavioural situational competency and probing questions help assess candidates in a reliable way
Face to face and virtual interviews both play a role depending on the job and workforce needs
A strong workforce strategy supports equal opportunity transparency and better hiring decisions
Together these elements help the NHS select people who can manage change and contribute to successful organisational transformation
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