Chapter 6
Recruitment strategies in a diverse workforce
· Disadvantaged training programmes
· Learnerships/mentoring programmes
· Career exhibitions
· Telerecruiting
· Diversity data banks
Labour market information
· You can use Stats SA to identify unemployed people
· You can use the labour force participation rate for an area (important stat)
Recruitment sources
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Methods of recruitment
· Internal- easy access to all, 24 hour availability, minimum paperwork, immediate notification to all employees
· External – direct applications, employee referrals, Uni recruiting, recruitment agencies, advertising, direct mail, radio tv and internet recruiting
INSERT!!!!! ADVANTANGES/DIS OF THE MAJOR TYPES OF ADVERTISING MEDIA
Hiring alternatives
· Assigning overtime
· Temporary help
· Leasing employees
Recruitment and the law
· Labour relations act no 66 of 1995
· BCEA no 75 of 1997
· Employment Equity Act No 55 of 1998
Selection process
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Selection decision
· Multiple hurdles selection – requires applicant to pass each hurdle, initial screening, application blank, testing, interview, reference checks and department interview
· Compensatory selection – get a load of qualified for the position people and interview them all (could become expensive)
Record keeping
· Important as per Employment Equity act that you may have to prove you didn’t discriminate against a potential employee.  From copies of advertisement and contracts with employment agencies, to CVs and final decisions to hire or reject













Chapter 7
Objectives of orientation
· Acquainting new employees with job procedures
· Establishing relationships with co-workers including subordinates and supervisors
· Creating a sense of belonging
· Acquainting new employees with goals of the organisation
· Indicate the preferred means by which these goals should be attained
· Identify the basic responsibilities of the job
· Identify the required behaviour patterns for effective job performance
A model for orientation – Feldman approach
Phase 1
· Realism about organisation
· Realism about the job
· Congruence of skills and abilities
Phase 2
· Management of outside-life conflicts
· Management of intergroup role conflicts
· Role definition
· Initiation to the task
· Initiation to the group
Phase 3
· Resolution of role demands
· Task mastery
· Adjustment to group norms and values
Three types of behaviour that are essential for organisation members to engage in
· Carry out the role assignment dependably
· To remain with the organisation
· To innovate and cooperate spontaneously
Three outcomes from the above three behaviours
· General satisfaction
· Internal work motivation
· Job involvement
Benefits of orientation
· Job satisfaction
· Lower labour turnover
· Improved safety
· Greater commitment to values and goals
· Higher performance as a result of faster learning times
· Fewer costly and time-consuming mistakes
· Reduction in absenteeism
· Better customer service
· Improved manager/subordinate relationships
· Better understanding of company policies, goals and procedures
Reasons for the lack of effective orientation
· Supervisors responsible lack time/ability to fulfil the obligation
· Organisations consider orientation reduce anxiety and stress unnecessary
· Organisations regard effective recruitment as substitutes for orientation
· Key components at some orientations are lacking
· Employees who are transferred or promotes within are not sent for orientation
· Orientation programmes are not followed up
· Some programmes often concentrate on promoting the image of the organisation
Responsible for orientation
· Supervisor
· Head of department
· HR department
· A mentor
· Shop steward
· New employees
Who should attend orientation?
· New employees
· Transferred/promoted employees
· All current employees
Scope of orientation training
· General organisation orientation
· Specific departmental orientation
Problems with orientation programmes
· Too much emphasis on paperwork
· Info overload
· Scare tactics (heavy emphasis on failure rates or negative aspects of the job)
· Too much selling of the organisation
· Emphasis on formal one-way communication (doesn’t ask new employee questions)
· One-shot mentality (limiting orientation to employees first day at work)
· No diagnosis of the programme
· Lack of follow-up
Motivation
· Maslow’s hierarchy of needs
· Alderfer’s ERG Theory (existence, relatedness, growth)
· Achievement motivation McClelland, achievement, affiliation and power
· Goal seting (management by objectives)
· Positive reinforcement
· Herzberg’s two-facto theory of motivation 
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· The great debate for love or money
Individual/organisational relationships
Psychological contract – the unwritten expectations employees and employers have about the nature of their work relationship
· Psychological contract – accomplishes two things 1. Firstly defines the employment relationship and 2. Manage expectations
Violations of the psychological contract
· Reneging – when either party to pc knowingly breaks a promise to the other
· Incongruence – when parties have different understandings about their obligations in the contract
Changing the psychological contract
Difference between old and new psychological contracts
Old 
· Organisation is parent and employee is child
· Employee’s identity is defined by organisation
· Those who stay are good and others are bad and disloyal
· Employees who do what they are told will work until retirement
· Primary route for growth is through promotion
New
· Organisation and employee enter into adult contracts focused on mutual beneficial work
· Employee’s identity and wore are defined by employee
· Regular flow of people in and out is healthy
· Long-term employment is unlikely, expect and prepare for multiple relationships
· Primary route for growth is a sense of personal accomplishment
Retention of Human Resources
Employers expect from employees
· To work contracted hours
· Do quality piece of work
· To deal honestly with clients
· To be loyal and guard organisation’s reputation
· To treat property carefully
· To dress and behave correctly
· To be flexible and go beyond the job description if necessary
Employees expect from employers
· Provide adequate orientation and training
· Ensure fairness in selection, appraisal, promotion and redundancy procedure
· Same as above for disciplinary procedures
· To be fair in allocation of benefits
· To allow time off to meet family and personal needs
· To consult and communicate on matters that affect them
· To act in a personally supportive way towards employees
· To recognise or reward special contributions or long service
· Provide safe and congenial work environment
· Provide what job security they can
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Chapter 8:
Reasons underlying the design of a proper internal staffing programme
· Employee dissatisfaction
· Increasing concerns with job security
· Changing employee attitudes and concerns
· Employment equity issues
· Labour union presence
Factors influencing internal staffing decisions
· Organisation growth
· Reorganisation
· General economic trends and other issues
· Attrition (employee reductions that result from termination,resignation,retirement,transfer and death)
Advantages of internal staffing
· Employers can maintain closer control over skills and work habits of existing employees
· Develop logical career paths so employees are gradually prepared to fill complicated positions without overburdening their capacity to learn
· Employers doesn’t have to spend time orienting new employees to business environment
· Employers have more detailed info about their abilities
· To promote internally may motivate employees
· Enables organisations to fulfil hiring goals specified in employment equity 
Requirements for effective internal staffing
· Pay close attention to identifying the current employee skill levels and development needs!
· Employers must ensure that internal equity exists in compensation, promotion and access to training
· HRIS must exist within an organisation
· Staffing programme must have the involvement of top-level managers as well as line managers
Various approaches to internal staffing
· Promotion can be closed or open promotion systems – open can achieve
· Opportunities for employee growth and development
· Equal opportunity to all employees is provided
· Greater openness in the organisation is created
· Increased staff awareness of salary scales, job descriptions and general procedures
· Organisation goals and objectives are communicated and allow each individual to find a fit in the organisation.
· Seniority
· Avoids problems of biased supervisors who promote favourite employees
· Is a quick easy way to make a promotion decision
· Often some correlation between seniority and performance
· Rewards the loyal employee who has worked hard for many years
· Performance
· Assessment centre
· Unofficial promotion criteria
Advantages of internal promotions
· Employees feel more secure and identify long-term interests within organisation that provides them with job opportunities
· Use employees’ abilities to the greatest extent possible
· Can encourage excellent performance from employees
· Can be much less expensive to the organisation
Disadvantages of internal promotions
· By limiting the selection to internal employees, more qualified personnel from other sources may be overlooked
· Peter-principle.  Rather than improving the workforce through promotion, the organisation may be weakening its existing status
· Promotion from within requires additional training
· May lead to infighting and inbreeding, and lack of varied perspectives and interests may result
· During growth times employees are promoted regardless of qualifications and this rapid growth can cover managerial deficiencies that the employees may have.
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