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Summary
Recruitment and selection is a priority area that most organisations should pay more attention to. As a key part to determine the employee quality and development prospects of the company, the department of recruitment and selection in EYAS International Education Group does have deficiencies in four aspects. Firstly, it has a response lag to covid-19, resulting in no normative rules and regulations for the forced choice of online interview. Secondly, it does not ensure the fairness of the recruitment and selection process, allowing the discrimination to prevail. Thirdly, the employees of the department lack digital literacy and data analysis ability, leading to the low working efficiency and effectiveness. Lastly, it neglects the significance of employer branding, which could actually attract more applicants to increase the quantity of applicants in the talent pool. In view of these problems, this paper comes up with six recommendations, which might help to tackle with them. Firstly, the HR department should formulate standardized guides for conducting online interview and retaining potential talents. Secondly, it is necessary to establish an anonymous reporting system for anti-discrimination and open social media channels for employer branding. Thirdly, the HR department are supposed to carry out employee and intern training, which could enhance their professional quality and finally let the organisation leave a good employer impression for others.
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[bookmark: _Toc15868]Introduction
The discussion of recruitment and selection is prevalent in both academia and commercial market. While recruitment is the process of developing a compelling outreach for a job opportunity designed to attract a diverse pool of qualified prospective candidates (Picardi, 2020, p.133), selection is the course of shortlisting and assessing (CIPD, 2021). This paper is based on the working experience in EYAS and literature research in the field of recruitment and selection. By analysing the shortfalls of the recruitment and selection department of EYAS from the outside to the inside, the article deepens the understanding of the recruitment and selection function of HRM in an organisation especially the negative impacts of its weaknesses on EYAS. According to its current deficiencies, several practical suggestions are provided, which will be discussed in details in assignment 2.
[bookmark: _Toc14511]Overview of EYAS
EYAS International Education Group, founded in Wuhan in 2008, is a Chinese corporation engaging in quality education for children aged 0-18 (EYAS, 2022) . During the past 14 years, EYAS has become the largest partner of multiple education operators (e.g. MYGYM Children's Fitness Center, YMM Art Academy) from all over the world, leading to the establishment of over 100 campuses across China (including Beijing, Nanjing, Hangzhou, Changsha, Nanchang, Shenzhen, etc.). Up till now, EYAS has had no more than 5000 employees. In view of the expansion of the company, EYAS decided to remove and upgrade its corporate headquarters in 2020, resulting in the Human Resources (HR) Department working together with other departments in the same location. Moreover, Wanghui, the CEO of EYAS, reorganized the office space of the HR Department, within which the recruitment group was empowered to have its own independent office area. All these new moves obviously indicate that the company attaches greater importance to the HR Department, especially the recruitment team, than ever before.
[bookmark: _Toc18100]Importance of Recruitment and Selection
Recruitment and selection is the process of searching for qualified applicants and choosing the suitable candidates to match the development of the organization (Roberts, 2005, p. 3) . In essence, the competition among enterprises in the market is the competition of talents, which are needed at all stages of business operation. As a basic link of human resource management, recruitment and selection is the main way for organisations to obtain high-quality employees. To some extent, the quality of recruitment is related to the survival of enterprises. Considering its significance of determining the operation status and potential of the company, there is no doubt that the board should regard the department of recruitment and selection as the blood supply station even the heart of the whole corporation (Brown, 2011, p. 11) . 

As for EYAS, it is worthy of affirmation that it has a specialist recruitment team ranging from interns, FTE (full-time employees), junior executives, middle managers to line managers, who are responsible for different parts of the recruitment process. Moreover, this organisation has also set up a relatively mature database on the cloud computing platform called iTalent for applicant management (Beisen, 2022). However, even though EYAS has paid much attention to the establishment of its macro recruitment system, there are still lots of deficiencies need improving at the micro level. Up to October 2021, EYAS had had problems in recruitment and selection in the following four aspects: online interview, non-discrimination, backstage management, and employer branding. In other words, the shortfalls among these four sections are hindering the further development of the HR department and performance of EYAS. And if they can be treated carefully and solved properly, it is of great help to leave a good impression on the interviewees, reduce the employment cost and finally promote the effectiveness of the whole company.
[bookmark: _Toc26109]Current Disadvantages of Recruitment and Selection In EYAS
Armstrong and Taylor (2020, p. 490) outlines the 10 stages (Figure 1) of a complete recruitment and selection (R&S) process, among which several points can be used to reflect on the shortcomings of R&S in EYAS.
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2. Attracting candidates
9. Offering employment
5. Testing
6. Assessing candidates
3. Sifting applications
4. Interviewing
10. Following up
7. Obtaining references
8. Checking applications
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Figure 1: 10 Stages of the R&S Process
(Source: Armstrong and Taylor, 2020)
[bookmark: _Toc8456]Online Interview：A Forced Choice Due To Covid-19 
The first weakness of EYAS is its reaction lag facing the reality of covid-19. As we all know, none of companies are ready for this unprecedented epidemic at the beginning, not to mention that we can come to the knowledge of when the pathogens will stop mutating. However, although the situation is extremely special and hard to overcome, some industry pioneers like XDF.CN made emergency plans in time and then put them into practice, which finally achieved obvious success and drove the trend of online interviewing in the market (Zhexuezhang, 2020) . 

On the contrary, EYAS did not follow the pace of them. Firstly, it was not until the time when almost most of applicants are unable to attend the offline interviews because of the Chinese policies of mobility restriction and self-isolation that EYAS had got to think about the approaches, exposing its passiveness and immaturity on business operation. Secondly, EYAS didn’t lay down strict criteria for online interviewing, which led the interviewers to use their discretion in choosing the interviewing devices and places. In addition, there were no extra standards or particular strategies for older job applicants who are not good at making use of high-tech products while their intended positions do not require them to do so as well. Lastly, the most critical point, some leaders changed the interview time frequently for a variety of reasons such as having other meetings, causing unreliable impressions from the interviewees of not keeping promises. For example, one candidate complained about the lack of professionalism of her ideal enterprise that the HR phoned her to change the date for three times, which actually made her angry (CIIC, 2020) .

Hence, all these drawbacks illustrate that the recruitment team of EYAS was forced to respond to the impact of covid-19. Without clear rules of online interview, the image of EYAS interviewers show to interviewees can not be unified. What’s worse, some older candidates may be misjudged and thus fail the interview if the team simply adopt a rigid and inflexible interview standard.
[bookmark: _Toc1634]Interview Discrimination: An Unlawful Long-standing Behavior 
The second problem of R&S in EYAS is the interview discrimination, which exists throughout the hiring process from determining requirements to interviewing and assessing candidates. According to the Equality Act 2010 (Equality and Human Rights Commission, 2011, p. 30), there are 9 protected characteristics (Figure 2) in employment (Citizens Advice, 2019). Based on this pattern, it is easy to find three discrimination phenomena in recruitment and selection in EYAS: age, sex, pregnancy and maternity. 
NINE
· Age
· Disability
· Race
· Sex
· Sexual orientation
· Gender Reassignment
· Religion 
or belief 
· Marriage and civil partnership
· Pregnancy and maternity
 

Figure 2: 9 Protected Characteristics in Employment
(Source: Equality and Human Rights Commission, 2011)
Specifically, when the employers are sifting the candidates, they tend to choose the one under 36 years old and without a delivery plan (neither herself nor his or her wife) in 2 years. What’s more, the interviewers of EYAS are inclined to have pre-judgements that teachers and child care workers should be women and salesman must belong to men, which made a large quantity of capable people shut out. Apart from these kinds of discrimination, the recruitment group of EYAS also has appearance and accent prejudice when interviewing. That is to say, all employers of EYAS R&S department are more interested in candidates who have advantages in appearance conditions such as height, figure, dressing style, etc., which even determines the efficiency of the interviewer walking to the meeting room and the length of the whole interview. For applicants who have accents, the interviewers will end the interview quickly and write the bold words of ‘Non-standard Mandarin/ English’ in the blank of refusal reasons.

To summarise, in some cases, it is not the ability of the candidates but other force majeure factors that the department of R&S of EYAS considers to decide whether applicants can be shortlisted, which is actually an illegal act and needs to be prevented.
[bookmark: _Toc12111]Backstage Management: A Covert Field With Problems In Data Processing
Now that the analysis of online interview in EYAS is based on its external situation of covid-19, and the discussion of interview discrimination can be viewed as a wrong practice on its overt level, then, from a deeper perspective, another fault could also be found in the field of EYAS backstage management. To be more specific, this main problem lies in its data processing. 

In the first place, it is undeniable that EYAS has made itself involved in digital culture, which 95% of senior executives try to cultivate in their organisations as well to improve their business (Infosys Knowledge Institute, 2019). Many companies including EYAS are using digital technologies such as artificial intelligence and algorithm to optimize customer experience and increase productivity (Kavanaugh, 2020). However, sometimes they just stay in the primary stage. 

For example, EYAS has transferred the psychometric testing which aims to assess the candidates’ intelligence, personality, team-work ability, etc. into a computer-based system. Rather than using the information technology to compare the differences between applicants according to their different test results and classifying them into the talent pool for future reference, the interviewer simply used the technology to calculate the scores and check whether they can meet the standard of the position, and then closed the web page. Later, when the line manager wanted to review certain types of applicants categorized by scores in the computer system, he could only get messy and scattered information on the screen, which delays the selection efficiency in the end.

Secondly, the R&S department of EYAS had a dereliction of duty in ensuring the confidentiality of candidates’ personal information. In terms of the ones who were shortlisted and finally given the offer, the HR department would definitely save all their information in a designated place. But for those who failed in the interview or tests, the recruiter had great discretion in putting the interviewers’ resumes and personal information forms into the shredder. In most cases, they gave them directly to the interns or the office cleaners, letting them dispose of those paper by themselves, which means a lot of private personal information would be possible to be leaked everywhere.

Thirdly, the phenomenon of data tempering is common in the R&S department. This is because that every leader in the R&S department is required to achieve certain KPI (Key Performance Indicator) in every month, such as the number of people invited to attend the preliminary interview, intermediate test, final discussion and even on-boarding. Therefore, in the off-season of job hunting, it will be difficult for them to meet the expected indicators, resulting in their changing the data in the backstage system on the sly. In addition to this, sometimes they would let those who are obviously not qualified for the position pass and attend the ultimate examination for the purpose of submitting a work report with more satisfactory data, which honestly could not provide any substantial help to the employment rate.

In a word, these above problems about data processing are not only affecting the work efficiency in the process of recruitment and selection, but also of no benefit to the construction of the internal organisation culture and external image.
[bookmark: _Toc5194]Employer Branding: A Neglected Point During Hiring Employees
The last shortfall is that EYAS paid less attention to employer branding. Before all others, it should be noted that employer branding is different from employer brand (Theurer et al. 2018). While employer brand is a package full of unique features especially advantages of an organisation showed to their employees (Ambler and Barrow, 1996, p. 8), employer branding is more like a process of building an attractive and identifiable image in a tangible or intangible way (Backhaus, 2004, p. 117; Backhaus and Tikoo, 2004, p. 502), which is usually applied in recruitment and selection to attract potential employees (Sivertzen et al. 2013). Chapman, D. S. and Mayers, D. (2015) compared job recruitment to selling products, holding the view that the characteristics of a job are similar to the features and capability of a product. Therefore, making the jobs attractive is the key to sell products successfully. That is to say, the process of recruitment and selection is a course of two-way interaction. While the applicants are selling themselves to the organization, the organisations are promoting their employer brand to them in the meantime.

Based on this, on the one hand, EYAS did not do well in the layout of waiting area and the length control of the whole recruitment process. Firstly, there is no waiting room for applicants to fill in the application registration forms and do the psychometric tests when they arrive at the specified place. They can just sit on the entry bench together and finish such kind of things silently in a crowded way. Secondly, though the R&S department has divided the recruitment process into seven parts (four rounds of interviews and three rounds of competency tests) to show the professionalism of the company, sometimes the timeline is too long for candidates, giving rise to their poor interview status even impatience. 

On the other hand, in the process of considering how to satisfy the recruitment goals, EYAS underestimate the impact of non-face-to-face communication on shaping the employer brand. For example, the way of EYAS persuading former employees to return to work or contacting the people in the talent bank for several times on phone might arouse their disgust, and lead them to deem that the company are unable to recruit new talents. Besides, the R&S department did not make good use of the social media such as Zhihu ( the Internet Q&A community in China) to set up their employer brand, the use of which can facilitate the hiring process for both employers and the organisation (Borstorff et al., 2005; Walker et al., 2011), which EYAS should focus on in the future.

To sum up, EYAS is supposed to concentrate more on how to attract high-quality job applicants by its employer brand rather than how to search for them in the vast sea of people.
[bookmark: _Toc17931]Conclusion
EYAS is a growing and promising organisation in the field of quality education in China. It has a comparative good reputation of formal recruitment process and high-end recruitment requirements in the market. However, in order to make the company develop more steadily and healthily, four main aspects need improving in the area of recruitment and selection. As for the way of interview, online channels ought to be maximized to meet the demands of applicants in the Internet Age especially the epidemic period. While the interviewers should comply with the newly-set-up online interview rules, they are required to enhance their professional qualities to prevent discrimination in selection process. What’s more, EYAS are supposed to cultivate the data handling capacity of the employers working for the R&S department, which can improve the recruitment efficiency and protect the privacy of candidates. Last but not least, EYAS must attach great importance to employer branding, which can only be accomplished explicitly and implicitly but not overnight. If the mentioned suggestions can be taken into practice, it is of great help to the employees’ enthusiasm for work, the diversity and effectiveness of the organisation and the increasing profit of stakeholders.
[bookmark: _Toc20193]Recommendations
All in all, the following recommendations can be taken into account to improve the HR function, which will be discussed in details in the assignment 2.
	No.
	Measures
	Aims
	Priority

	1
	Formulate Online Interview Rules And Regulations
	To Standardize The Online Interview Process
	Business Critical

	2
	Establish An Anonymous Reporting System
	To Make The HR Department Be Subject To The Internal And External Supervision Of Anti-discrimination
	Very High

	3
	Carry Out Employee Training And Assessment
	To Enhance Employees’ Professional Quality And Data Processing Skills 
	Very High

	4
	Operate Channels of Social Media
	To Build Employer Brand Quickly By Internet
	High

	5
	Set Up A Special Intern Group
	To Help The HR Manage The Waiting Area And Control The Interview Duration
	High

	6
	Draw up An Handbook Of How To Retain Talents
	To Provide Words Technique And Persuasion Pattern  
	High
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