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Hiring employees and the recruitment and evaluation processes associated with this can be expensive for an organisation, so it is logical that an organisation would want to minimise the risk of having to re- recruit employees because of previous staff being unsuitable for the job. It is important, therefore, to implement the best recruitment strategy possible in order to eliminate the risk of hiring the wrong staff. However, this approach results in organisations preferring to hire from a much smaller applicant pool with more references and experience. This results in a lot of potentially skilled but inexperienced applicants being put aside. This is where employment and training legislation is important as the acts put in place are responsible for encouraging more focus on training less experienced applicants to be as competent as experienced staff. This report will investigate the methods of recruitment and how recruitment and training legislation an be used to achieve the goals of recruitment strategy whilst increasing employment opportunities.
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The aim of employee recruitment is to ensure that the most qualified people for the job at hand are recruited, as the best employee for the job will carry out the task effectively and efficiently. When a pool of qualified applicants is created, it is the job of human resource management to select the most suitable of these applicants. The importance of the best recruitment strategy is often seen in the long term, as recruiting the right staff prevents having to replace employees later down the line, saving costs associated with re- recruitment. However, the increased cost of implementing training schemes and the risk of inexperienced staff still being unsuitable after training pushes organisations to be biased towards employing experienced staff with better references and previous employment in similar jobs. This disadvantages potential applicants that are less experienced but equally able to do the job. Therefore, it is the role of recruitment and training legislation to help these less experienced applicants by requiring organisations to increase the availability of training schemes and requiring companies to increase employment opportunities for minorities.
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Recruitment is often done externally. This means that the management will look for potential employees outside of the organisation, as opposed to promoting or relocating current employees to fill the job positions. The advantage of this is that there is a potentially larger pool of applicants for the job position, but the disadvantage is that the applicants will need induction and will be unfamiliar with the internal practices and company ideals. This is where internal recruitment will have an advantage, as the employees recruited internally will have already undergone an induction and therefore will only need to be trained in the specific procedures of the new job. They will be familiar with company policies and practices such as the company goals and etiquette in the workplace, and therefore will need less intervention and micro- management by human resource management, as well as having a higher chance of being more immediately adept at undertaking the job. Also, since the management already know the employees and the employees know their colleagues, there is a lower chance of conflict between employees.
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There are a number of methods that an employer can use to judge which people in the pool of applicants are the most suitable for the job. One of the most common methods of this is interviews. This allows the interviewer to ask any specific questions the organisation may have in order to assess the applicant. The advantage of this is that the interviewer can interact with the applicant and gain a better sense of the personality of the applicant. This allows better assessment of whether a potential employee will fit the company and get along with other staff. Another method of judging the strength of an applicant is the references that they have from previous employers and academic institutions. This method of evaluation allows the employer to see an unbiased review of the long performance of an employee allowing them to predict how the employee would behave once employed by the organisation. The advantage of this method is that it allows the employer to get an honest impression of the applicant regardless of the applicant’s self- presentation, preventing a sub- par applicant acting differently than usual to attain the job. Applicants can also be tested using a number of questionnaires aimed at determining their situational awareness and interaction with colleagues and customers. This allows the management to compare the responses of the applicant to the responses of an ideal employee and assess the applicant pool quickly and efficiently. This is especially an advantage when the application pool is large, for example if the number of available job positions is very large or the positions are at several locations as large numbers of applicants can be processed with fewer human resources. However, the disadvantage of this method is that the questionnaires and tests carried out in this manner are undertaken, in most cases, before training or induction so applicants that would be suited to the job after induction or training could be eliminated unnecessarily. This method could also be used post- induction to ensure the information was conveyed to the applicants correctly. In order to assess the applicant’s ability to perform the job safely, the employer will usually implement physical ability tests, particularly if the job is intensive or if the job requires specialisation. The reason for this is twofold; an employee needs to be able to conduct themselves safely without risk to others and they need to be able to carry out the job properly without wasting time or resources. The advantage of using these tests to determine suitability of the applicant is that the manager an see the applicant in situ. This means that this method of testing is the most accurate to the working conditions of the job and therefore the most realistic assessment of performance
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The 1973 employee act is an at implemented to encourage more employee training and job opportunities. This is important, as it is more cost efficient for companies and organisations to recruit applicants that need the least amount of training, as less training means less money spent on recruitment and therefore better overheads for the company. This act makes it mandatory for companies to be more inclusive and train staff in order to bring them up to the company’s requirements. For example, this act states that companies must increase the employment and training opportunities for women, the disabled, and minority groups. This, however, does not mean that employer must blindly recruit anyone that is in this group. The legislation is written in such a way that the company can still select the most qualified candidates from the candidate pool; the difference is that the candidate pool must be bigger and more inclusive. This follows the aim of recruitment, as this allows the company to employ suitable staff that will not likely need to be replaced later down the line. 
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The 1982 industrial training act was put in place to ensure that training of employees is consistent and available across may different organisations across many industries. This act introduced training boards for different industries that are responsible for ensuring everyone has the same access to adequate and consistent training. The benefit of these boards is that they can act as an intermediate between the employee and organisation, in order to facilitate more training opportunities. This can be in several forms, such as arranging for accommodation provisions whilst the employee is relocated for offsite training, arrange the application of applicant assessment tests and research into the training of the industry on behalf of an organisation in order to better implement training schemes. The benefit of this board is that it allows the training standards of the industry to be both consistent across organisations and constantly improving trough research and development. This suits the aims of the recruitment strategies because better training will allow more staff to be brought up to the right standard for the organisation, providing more reliable staff in the long term, reducing the risk of needing to replace staff.
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In conclusion, the recruitment and training legislation serves to benefit the employee more than the organisation. This is because the legislation pushes the organisation to spend more money increasing the availability of training and increasing the risk of having to re- recruit to replace unsuitable staff. On the other hand, the legislation benefits the employee as it encourages more employment opportunities and provides accommodations for staff undergoing training. Whilst it is biased in the favour of the employee, this system of forced inclusivity does work towards ensuring long term reliability and less long term expenses. Therefore, it is possible to conclude that the legislation in question does contribute towards the aims of recruitment strategy, albeit with an impact on the organisation responsible for the recruitment.

