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Executive summary
ABC Products is a fast-growing global SME with around 150 employees. For the business to continue its successful growth ambition it needs to assess and understand the following:
· What is the priority area that needs improving in your chosen organisation?
· Why does this need improving; what are the current shortfalls?
· What impact is this deficiency having on the performance/effectiveness of organisation? 
· What are the benefits, as specific to the context of your organisation, of improving this priority area for a) the organisation, b) the employees, c) other organisational stakeholders?

The conclusion is that there is insufficient process and understanding of the measures that should be in place to develop successful recruitment, selection and onboarding.
The recommendations are to develop specific procedures for constructing, job descriptions and efficiently conducting interviews. Furthermore, the onboarding process needs significant development of a critical plan where more people are involved, and the process is spread over a longer period to ensure employee engagement from day 1 to day 90. 
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1.0	Introduction

The purpose of this report is to identify the issues around recruitment, selection and onboarding within a particular organisation. Having identified these issues and the consequences of these shortfalls. The report goes on to further conclude and evaluate the effects of these concerns. The report then recommends positive changes and suitable action for a HRM function to take to improve the outcomes of recruitment, selection and on boarding.  

2.0 Organisational overview
ABC Products is a world-leading manufacturer of electronic devices that have supplied the construction market for the last 35 years. The business is classified as an SME due its turnover of approximately £50M worldwide and staff count of around 150 employees.
The desire of the business is to grow and expand its distribution in its home markets of United Kingdom, United States, Canada and Australia. As a young successful brand, it is already dominating much of the distribution within the traditional distribution channels. The big picture is to move on to the multinational retailers that operate internationally on enormous scale by comparison. Furthermore, the business wants to increase its global reach into the various markets in mainland Europe, Eastern Europe, Middle East, Mexico, South America and regions of Asia. This no doubt presents multiple challenges when needing to recruit and retain strong candidates in what has become a highly competitive market.
The organisation has multiple directors that sit in each geographical subsidiary that operate their own independent business. At present, Human Resource Management is a fragmented operation that exists as a process rather than a specific entity of the business. 


3.0	Main discussion
3.1	The priority area that needs improving
The business currently has a lack of strategy to achieve the best recruitment, selection and onboarding. The business currently lacks personnel in the departments of marketing, logistics, product development and technology. The marketing void comes in the form of product knowledge and the insatiable demand for marketing collateral. The digital world has accelerated since 2019 and digital marketing excellence has never been needed more. (Home.kmpg, 2021) Due to expansion and growth the business needs to continuously recruit staff in logistics. Warehousing and distribution are a physically demanding area of the business and can create high staff attrition. (Kane Logstics, 2021)

The priority area for improvement is recruitment, selection and onboarding. As a small to medium size business (Simply Business, 2022) it has significant challenges in recruiting the right people for the specific needs of the business. What has recently been labelled as ‘The great resignation’ has been identified as people being more selective over the type of work, they do (CIPD, 2021). The business has not been able to adapt to the necessary changes and have struggled to motivate and inspire new employees which has impaired their ability to retain staff.

3.2	Why it needs improving

As the organisation continues to grow demands from customers and government have created added pressure. Managers have recruited staff to carry out these needs, however the selection and onboarding process of some new hires has been poorly executed. Some new hires have had little to no onboarding and very little direction or contact with their line manager. Due to the lack of management expertise, new hires are left lost and lingering, with no clarity on their autonomy, belonging or contribution. During selection process, there has been little thought of location of staff and travel. Although COVID-19 has presented its challenges and improvements of remote working, it hasn’t made permanent changes. (Christian, 2022) This means that some positions have reverted to fully office-based roles. Because this has been overlooked, staff with long commutes now view their position within the company as less appealing. (CIPD, 2021)
Strong interview skills will give the potential candidate their first impression about the opportunity which is often critical to the success of the remainder of the selection process.

3.3	The impact this is having on the performance of the business 

Like any fast-growing SME, it is difficult to know where to enhance resource and recruit staff to deliver results. Sometimes it is not even understood how it has been achieved. (Dr Eric George, 2022) As a result, those employees who have been improperly recruited and poorly onboarded are now looking to leave. Increased attrition can also be linked to competing organisations with higher salaries and improved benefits. This has left vacancies, that are now more difficult to fill and will require time consuming efforts to recruit and then onboard. (Barbara Bowes, 2020)
The reduction in staff has led to reduction in output across departments which has resulted in a reliance on temporary resource. Outsourced support for sales, web design, marketing and administration can offer immediate but limited results. Overseas agencies can provide low-cost support but with other implications. Poor internet connections, storms and compromised infrastructure in countries such as the Philippines has limitations to longevity. It is difficult to train and develop these support agencies not only from a language barrier but also a cultural one. It also lacks control and impacts quality. (Deep Patel, 2017)
The reduced output has meant that fewer marketing promotions have been produced whilst competitors are driving stronger campaigns. Customers have received dwindling support, and turnover and profitability has been impacted. Logistics have had unreliable staffing levels resulting in reduced operations, and product development have brought fewer products to market with poor launch execution.  


3.4	The benefits of improving this priority for the business, the employees, and stakeholders
3.4.1 The benefit to the organisation would be that the correct people are recruited in a forecasted, and well-prepared manner. The business would be able to apply the correct funds and resources, to ensure that all employees are able to carry out their duties to the best of their ability. This would then allow the business to achieve its main objectives and continue its path of growth. (CIPD, 2021)

3.4.2 The benefit to the employees would be a better strategy of resource, balanced workload and improved job satisfaction. As far as onboarding is concerned, an improved plan for induction would give the employee immediate grasp of company vision, expectations, and belonging. Other employees would be able to assist onboarding and further develop themselves and the overall positive culture. (Podcast, 02/04/2014)

3.4.3 Stakeholders, directors and senior management, would be able to allow new hires and other employees to carry out their job functions without the concern or need to micromanage them. Furthermore, the senior leaders of the business would be able to concentrate on more pressing issues such as supply chain, product development, and other strategic business decisions and a higher level.





4.0	Conclusions
Recruitment is conducted in a basic way by many of the senior managers and directors. With a lack of forecast, strategy and poorly outlined job specifications, the business is struggling to attract the right candidates for the departments that need support. The job market appears buoyant with candidates however candidates are now far more critical in what they want of a career, and competitor companies can attract higher calibre people with improved salaries. There is little to no budget in place for advertising key positions within the business, and marketing of company benefits is non-existent. 
The selection process is intertwined with a lack of strategy in the recruitment faze. Since there is not a clearly defined purpose of what some new positions are meant to be doing, then employees immediately feel alienated. Because of COVID-19 where remote working became a standard practice, closure of offices made the decisions of staff home locations more difficult. Post pandemic practices, even with hybrid working, still means that employees who live too far away, are disliking the commute back into the office. 
Onboarding for the organisation is the most critical area for improvement. Even with recruitment and selection of the right candidate, the onboarding process needs complete review. New starter induction to the business has been seen as a one-day event. In many businesses this is viewed as continuous development to ensure the employee is best equipped to complete their work.


5.0	Recommendations
5.1	Forecasting
The HR function should firstly assess the strategy with all appropriate departments. By understanding the specific needs and goals, the HR function can recommend on a course of action to best establish process and order. As part of this process, HR will outline a set of criteria to develop the recruitment process. This includes forecasting, recruitment and selection process, and onboarding. By means of process, hiring managers should firstly identify what, when and where they require support. What is the person going to be doing, where are they going to be based internally and externally? When will they be required, part time, full time, temporary period etc. The next phase of understanding the business requirements is asking, who does the business want. Does there need to be a cultural fit or a specific skillset, what is the budget for recruiting them. 

5.2	Training and developing processes for recruitment and selection
Setting up these processes can initially be time consuming. Hiring managers could view the processes as frustrating and cumbersome. The HR function would need to show the senior leadership team that without these processes in place, then the rest of the execution is likely to fail. Trainee and grad schemes can work well in SME’s as they can offer well rounded experience to the employee, and a low-cost support to the business. Where the business is trying to scale with limited budgets, new graduates should form part of the consideration as bright new talent can make positive impact quickly. Some hires may leave; however, the best talent can be kept on and developed.
When an exact plan or forecast is established, the recruitment stages can begin. The business needs to attract and identify the right people and involve the best employees in the procedure. There are many options for recruitment, however the easiest option and most cost effective, is that of online recruitment websites such as, REED, Glass Door, Linked-In to name a few. These are cost effective platforms that can establish online connections and deliver corporate communications. As the brand is strong, there is already an online following and presence. This means that organic traffic to the organisations content, will offer immediate impact when advertising vacancies. Hiring managers must complete effective job descriptions to be able to attract top potential talent, which will also ensure they are selecting the right people. Although the online platform style of recruitment can be cost effective and immediate, it does require personnel to be able to spend time interacting with potential candidates. If the resource is available, it will save in recruitment fees who are already using this style of practice themselves. 


5.3	Interviews
The HR function should identify what training hiring managers should have for conducting successful interviews. The interviews should be conducted in neutral locations to begin with, then if successful should be conducted at a corporate location. First interviews should be conducted with the hiring manager and possibly another member of staff but not essential. The second interview should include the hiring manager and another member of staff. This person should also be trained and suitable for interview questioning and observation. Interviews should be intended to gauge candidates on question and response. Candidates must be able to express themselves around their CV and to expand on their initial application should they need to. They then can ask further questions about the role and to gain further understanding of the business’s expectations, remuneration package and other topics such as culture. The interviewer/s should have they’re questions for the for the candidate and answers at the ready. Interview notes should be taken to be able to give feedback to candidates. Information on the interviews should also be correctly stored in case they are interviewed again. Although COVID-19 from spring 2022 is presenting improved recommendations for face-to-face interviews over the trend of video. Employers should qualify if at least first interviews are needed to be in person or via video call. In person calls are often much more personal and can give better perspective for both the candidate and employer. (CIPD, 2020)


5.4	Methods of selection
If there is a large response to a role, or that there may be multiple roles available psychometric testing is a fast and simple process that quantifies and qualifies situational judgment, personality and cognitive function. It’s important to understand whether such a test is even suitable. Not all tests are the same and therefore the requirements can and should vary. After all, it is subject to bias both in its administration and analysis of results. Further questions continue around this part of selection defining who will assess the value of it, how will the feedback process work and how the storage and access of the results is carried out. (sovassessment.com, 2022)
Assessment centres would only be necessary in large recruitment drives. Assessments in interviews should form part of the scoring system to enable selection.  These assessments should be task based, practical and theoretical so that candidates can be observed. The tasks must be consistent, fair and applicable to get the best results. Additional assessment with character profile software is also advantages. Plug ins for websites such as ‘Crystal knows’ can be used to identify strong organisation fits. Bear in mind that this is only as accurate as the self-assessment and algorithms could be misleading. (Crystal Knows, 2022)


5.5	Onboarding
When someone has decided to accept a new position, it is important to reassure the candidate that they have made the correct decision by sending them a welcome pack. This can include a letter of welcome, treats, company merchandise and other contents that make that person feel special. (personio.com, 2022)
Induction is the next step of the process which ensures the expectations of both the employer and employee are met. The hiring manager will have a schedule of how to complete the induction by covering procedures and regulations, code of conduct and dress code etc. The employee may need to supply documentation such as licenses and proof of qualifications, these will then be recorded and signed off. Furthermore, their bank details are submitted and further policies such as expense processes are outlined. The last part of the induction will include access and mobility. Should the new hire require equipment, vehicles and access to physical and digital services then further induction is given. (Freshworks.com, 2021)
The next stage of onboarding will require the hiring manager to outline KPI’s. This defines targets and expectations to be achieved. Along with the KPI’s, it should include calendar and schedule. This ensures that the employee knows when and where they need to be. Understanding the hierarchical structure, directs the employee to the correct colleague in each department. If applicable, communication of the new hire is sent to all relevant members of the company and that person should be added to the correct mailing lists. (Bamboo HR, 2022)
Training should not just be part of the induction but a continuous onboarding process. It ensures that the employee is maximising their potential and can carry out their work safely and effectively. (CIPD.co.uk, 2015)
Values and culture are one of the most difficult areas of onboarding to explain and understand. There are many social groups within organisations that can revolve around many dynamics such as belief, sport, health, entertainment, fashion, intellect, and technology to name a few. Although the understanding of culture is very important to the success of building strong relationships, this awareness may take multiple interactions with colleagues over time.  Once understood, relationships can grow, and the synergy between colleagues increases productivity and high-quality output. (CIPD.co.uk, 2015)
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