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R
ecruitme
n
t
) (
V
a
c
ancies
 
in
 
a
 
business
 
c
an
 
arise
 
f
or
 
a
 
number
 
of
 
r
easons.
 
These
 
include:
 
e
xpansion,
r
e
ti
r
eme
n
t
 
of
 
e
xi
s
ting
 
w
or
k
e
r
s,
 
w
or
k
e
r
s
 
le
a
ving
 
f
or
 
a
 
n
e
w
 
job
 
els
e
whe
r
e,
 
w
or
k
e
r
s
 
h
a
ving
p
r
omotion
 
or
 
t
empo
r
a
r
y
 
r
easons
 
such
 
as
 
m
a
t
ernity
 
le
a
v
e.
 
F
or
 
small
 
businesses
 
r
ecruitme
n
t
is
 
of
t
en
 
a
 
simple
 
p
r
ocess.
 
Mana
g
e
r
s
 
and
 
business
 
owne
r
s
 
of
t
en
 
unde
r
s
t
and
 
in
 
d
e
t
ail
 
wh
a
t
t
as
k
s
 
a
r
e
 
i
n
v
ol
v
ed
 
in
 
a
 
job
 
and
 
will
 
know
 
the
 
type
 
of
 
pe
r
son
 
r
equi
r
ed
 
t
o
 
per
f
orm
 
the
 
job
w
ell.
 
Of
t
en
 
finding
 
someone
 
t
o
 
fill
 
a
 
v
a
c
ancy
 
c
an
 
also
 
be
 
r
el
a
ti
v
ely
 
simple,
 
with
 
w
o
r
d
 
of
mouth
 
or
 
the
 
job
 
ce
n
t
r
e
 
sufficie
n
t
 
t
o
 
find
 
sui
t
able
 
appli
c
a
n
ts.
) (
Job
descri
p
tion
) (
P
e
r
son
specifi
c
a
tion
) (
Job
 
anal
y
sis
) (
Job
 
ad
v
ert
) (
Shortli
s
ting
) (
I
n
t
e
r
vi
e
w
) (
F
or
 
la
r
g
er
 
businesses
 
the
r
e
 
is
 
a
 
mo
r
e
 
f
ormal
 
r
ecruitme
n
t
 
p
r
ocess
 
th
a
t
 
needs
 
t
o
 
be
 
f
oll
o
w
ed.
) (
The
 
fi
r
s
t
 
s
t
a
g
e
 
is
 
the
 
c
ompl
e
tion
 
of
 
a
 
job
 
anal
y
sis.
 
A
 
job
 
anal
y
sis
 
is
 
the
 
p
r
ocess
 
which
ide
n
tifies
 
and
 
d
e
t
ermines
 
in
 
d
e
t
ail
 
the
 
particular
 
duties
 
and
 
r
equi
r
eme
n
ts
 
of
 
the
 
job,
 
and
also
 
wh
a
t
 
the
 
position
 
r
equi
r
es
 
in
 
t
erms
 
of
 
a
p
titudes,
 
kn
o
wled
g
e,
 
and
 
skills.
) (
The
 
job
 
anal
y
sis
 
allo
w
s
 
the
 
c
ompl
e
tion
 
of
 
a
 
job
 
descri
p
tion
.
 
E
v
e
r
y
 
job
 
should
 
h
a
v
e
some
 
f
orm
 
of
 
job
 
descri
p
tion.
 
This
 
e
xplains
 
the
 
t
as
k
s
 
i
n
v
ol
v
ed
 
in
 
the
 
job,
 
the
 
job
 
title,
r
esponsibilities
 
a
t
t
ached
 
t
o
 
the
 
job,
 
place
 
of
 
w
ork,
 
and
 
empl
o
yme
n
t
 
c
onditions
 
(holid
a
y
s,
sala
r
y
 
e
t
c.).
 
Job
 
descri
p
tions
 
need
 
t
o
 
be
 
upd
a
t
ed
 
r
egularl
y
,
 
as
 
jo
b
s
 
of
t
en
 
e
v
ol
v
e,
 
as
 
those
doing
 
the
 
job
 
be
c
ome
 
mo
r
e
 
e
xperienced
 
and
 
skilled.
) (
The
 
n
e
x
t
 
s
t
a
g
e
 
in
 
the
 
r
ecruitme
n
t
 
p
r
ocess,
 
a
f
t
er
 
p
r
eparing
 
or
 
upd
a
ting
 
a
 
job
 
descri
p
tion
is
 
the
 
p
r
epa
r
a
tion
 
of
 
a
 
pe
r
son
 
specifi
c
a
tion
.
 
This
 
describes
 
the
 
skills,
 
knowled
g
e
 
and
e
xperience
 
needed
 
b
y
 
an
 
individual
 
t
o
 
c
ompl
e
t
e
 
the
 
job.
 
It
 
will
 
d
e
t
ail
 
edu
c
a
tional
r
equi
r
eme
n
ts,
 
e
xperience
 
and
 
skills
 
needed,
 
perha
p
s
 
p
h
y
si
c
al
 
a
ttribu
t
es
 
(e
.
g.
 
f
or
 
a
 
fi
r
eman)
and
 
impor
t
a
n
t
 
aspects
 
of
 
pe
r
sonality
 
r
equi
r
ed.
)
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Once
 
the
 
job
 
anal
y
sis,
 
job
 
descri
p
tion
 
and
 
pe
r
son
 
specifi
c
a
tion
 
h
a
v
e
 
been
 
p
r
epa
r
ed
 
the
business
 
c
an
 
s
t
art
 
t
o
 
look
 
f
or
 
the
 
rig
h
t
 
c
andid
a
t
e.
) (
I
n
t
ernal
 
m
e
thods
 
of
 
r
ecruitme
n
t
) (
This
 
m
e
thod
 
i
n
v
ol
v
es
 
finding
 
someone
 
al
r
eady
 
empl
o
y
ed
 
b
y
 
an
 
o
r
g
anis
a
tion
 
t
o
 
fill
 
a
 
v
a
c
anc
y
.
I
n
t
ernal
 
v
a
c
ancies
 
m
a
y
 
simply
 
be
 
placed
 
on
 
a
 
notice
 
boa
r
d,
 
published
 
on
 
an
 
i
n
t
r
an
e
t
 
or
ad
v
ertised
 
in
 
an
 
in-house
 
ma
g
azine.
 
The
r
e
f
o
r
e
 
the
 
c
o
s
t
 
of
 
r
ecruitme
n
t
 
is
 
r
educed:
 
the
r
e
 
will
be
 
no
 
need
 
f
or
 
e
x
t
ernal
 
ad
v
ertiseme
n
ts
 
and
 
all
 
the
 
admini
s
t
r
a
ti
v
e
 
c
o
s
ts
 
and
 
time
 
i
n
v
ol
v
ed
in
 
dealing
 
with
 
appli
c
a
tions.
 
The
r
e
 
a
r
e
 
s
e
v
e
r
al
 
other
 
ad
v
a
n
t
a
g
es
 
t
oo.
 
These
 
include
 
the
f
act
 
th
a
t
 
the
 
appli
c
a
n
ts
 
will
 
al
r
eady
 
kn
o
w
 
the
 
business
 
and
 
its
 
m
e
thods
 
of
 
w
orking
 
and
 
a
r
e
the
r
e
f
o
r
e
 
li
k
ely
 
t
o
 
s
e
ttle
 
i
n
t
o
 
the
 
job
 
a
 
g
r
e
a
t
 
deal
 
easier
 
than
 
e
x
t
ernal
 
c
andid
a
t
es.
 
Another
ben
e
fit
 
is
 
th
a
t
 
i
n
t
ernal
 
r
ecruitme
n
t
 
m
a
y
 
inc
r
ease
 
moti
v
a
tion
 
of
 
the
 
w
ork
f
o
r
ce.
) (
The
r
e
 
a
r
e,
 
h
o
w
e
v
e
r
,
 
p
r
oblems
 
with
 
using
 
i
n
t
ernal
 
r
ecruitme
n
t.
 
Fi
r
s
tl
y
,
 
the
r
e
 
will
 
be
 
a
 
limi
t
ed
r
an
g
e
 
of
 
appli
c
a
n
ts
 
and
 
the
 
po
t
e
n
tial
 
of
 
finding
 
n
e
w
 
t
ale
n
t
 
will
 
be
 
r
educed.
 
The
r
e
 
is
 
also
 
less
li
k
elihood
 
of
 
an
 
input
 
of
 
new
 
ideas
 
and
 
m
e
thods
 
of
 
w
orking
 
i
n
t
o
 
the
 
o
r
g
anis
a
tion.
 
As
 
one
pe
r
son
 
is
 
p
r
omo
t
ed
 
then
 
another
 
v
a
c
ancy
 
is
 
c
r
e
a
t
ed,
 
which
 
then
 
has
 
t
o
 
be
 
filled.
) (
Ex
t
ernal
 
m
e
thods
 
of
 
r
ecruitme
n
t
) (
The
r
e
 
a
r
e
 
a
 
wide
 
v
ari
e
ty
 
of
 
m
e
thods
 
th
a
t
 
businesses
 
c
an
 
use
 
t
o
 
find
 
sui
t
able
 
c
andid
a
t
es.
The
 
actual
 
m
e
thod
 
or
 
m
e
thods
 
used
 
will
 
depend
 
on
 
the
 
type
 
of
 
v
a
c
ancy
 
and
 
the
 
number
of
 
v
a
c
ancies
 
a
v
ailable.
 
F
or
 
skilled
 
and
 
p
r
o
f
essional
 
w
or
k
e
r
s
 
it
 
m
a
y
 
be
 
app
r
opri
a
t
e
 
t
o
 
use
r
ecruitme
n
t
 
a
g
encies
 
th
a
t
 
a
r
e
 
specialised
 
in
 
finding
 
specific
 
w
or
k
e
r
s
 
f
or
 
specific
 
t
as
k
s.
Headhu
n
t
e
r
s
 
c
an
 
be
 
used
 
when
 
v
e
r
y
 
senior
 
mana
g
eme
n
t
 
positions
 
arise.
 
Headhu
n
t
e
r
s
will
 
use
 
their
 
kn
o
wled
g
e
 
of
 
the
 
empl
o
yme
n
t
 
mar
k
e
t
 
t
o
 
find
 
sui
t
able
 
c
andid
a
t
es.
 
F
or
 
semi-
skilled
 
w
or
k
e
r
s
 
ad
v
ertiseme
n
ts
 
in
 
lo
c
al
 
and
 
n
a
tional
 
n
e
w
spape
r
s
 
m
a
y
 
be
 
app
r
opri
a
t
e.
 
The
job
 
ce
n
t
r
e
 
c
an
 
be
 
used
 
f
or
 
admini
s
t
r
a
ti
v
e
 
and
 
unskilled
 
w
or
k
e
r
s.
 
Whe
r
e
 
people
 
a
r
e
 
needed
t
o
 
e
n
t
er
 
mana
g
eme
n
t
 
t
r
aining
 
p
r
og
r
ammes,
 
of
t
en
 
the
 
mo
s
t
 
sui
t
able
 
m
e
thod
 
f
or
 
finding
 
a
g
ood
 
pool
 
of
 
c
andid
a
t
es
 
is
 
t
o
 
use
 
r
ecruitme
n
t
 
p
r
og
r
ammes
 
a
t
 
uni
v
e
r
sities.
 
Ma
n
y
 
of
 
these
r
ecruitme
n
t
 
m
e
thods
 
a
r
e
 
e
xpensi
v
e
 
but
 
c
an
 
help
 
ensu
r
e
 
th
a
t
 
the
 
rig
h
t
 
c
andid
a
t
es
 
a
r
e
 
f
ound.
) (
Appli
c
a
tions
) (
Appli
c
a
tions
 
a
r
e
 
normally
 
made
 
th
r
ough
 
the
 
use
 
of
 
the
 
business
’
s
 
o
wn
 
appli
c
a
tion
f
orm,
 
of
t
en
 
bac
k
ed
 
b
y
 
a
 
l
e
t
t
er
 
of
 
appli
c
a
tion
 
and
 
a
 
C
V
.
 
It
 
will
 
be
 
the
 
job
 
of
 
the
 
pe
r
sonnel
departme
n
t
 
t
o
 
initially
 
sort
 
th
r
ough
 
the
 
appli
c
a
tions
 
and
 
t
o
 
p
r
oduce
 
a
 
shortli
s
t
 
f
or
 
i
n
t
e
r
vi
e
w
.
)
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I
n
t
e
r
vi
e
w
s
) (
I
n
t
e
r
vi
e
w
s
 
a
r
e
 
be
s
t
 
c
arried
 
out
 
b
y
 
a
 
panel
 
c
onsi
s
ting
 
of
 
a
 
speciali
s
t
 
pe
r
sonnel
 
mana
g
e
r
,
 
a
mana
g
er
 
f
r
om
 
the
 
departme
n
t
 
the
 
pe
r
son
 
is
 
applying
 
t
o
 
and
 
an
 
independe
n
t
 
membe
r
.
 
This
w
ould
 
allow
 
an
 
all-
r
ound
 
pictu
r
e
 
of
 
the
 
c
andid
a
t
e
 
t
o
 
be
 
d
e
t
ermined.
 
The
 
objecti
v
e
 
of
 
an
i
n
t
e
r
vi
e
w
 
is
 
f
or
 
the
 
c
andid
a
t
e
 
t
o
 
be
 
able
 
t
o
 
e
xplain
 
their
 
sui
t
ability
 
f
or
 
the
 
job
 
and
 
f
or
 
the
i
n
t
e
r
vi
e
w
e
r
s
 
t
o
 
g
a
ther
 
as
 
much
 
r
el
e
v
a
n
t
 
i
n
f
orm
a
tion
 
about
 
the
 
c
andid
a
t
e
 
as
 
possible.
) (
T
elephone
 
i
n
t
e
r
vi
e
w
s
) (
T
elephone
 
i
n
t
e
r
vi
e
w
s
 
a
r
e
 
i
n
t
e
r
vi
e
w
s
 
held
 
o
v
er
 
the
 
phone
 
r
a
ther
 
than
 
f
ace-
t
o
-
f
ace.
 
Th
e
y
 
will
usually
 
be
 
c
arried
 
out
 
b
y
 
a
 
member
 
of
 
the
 
c
ompa
n
y
’
s
 
human
 
r
esou
r
ces
 
t
eam.
 
A
 
t
elephone
i
n
t
e
r
vi
e
w
 
will
 
usually
 
be
 
gi
v
en
 
t
o
 
c
andid
a
t
es
 
who
 
h
a
v
e
 
passed
 
the
 
online
 
appli
c
a
tion
 
and/
or
 
p
s
y
chom
e
tric
 
t
e
s
t
 
s
t
a
g
e
 
of
 
the
 
r
ecruitme
n
t
 
p
r
ocess,
 
and
 
a
r
e
 
used
 
t
o
 
select
 
appli
c
a
n
ts
 
t
o
be
 
i
n
vi
t
ed
 
t
o
 
a
 
f
ace-
t
o
-
f
ace
 
i
n
t
e
r
vi
e
w
.
 
T
elephone
 
i
n
t
e
r
vi
e
w
s
 
a
r
e
 
normally
 
used
 
b
y
 
the
 
la
r
g
e
c
orpo
r
a
t
e
 
r
ecrui
t
e
r
s
 
r
a
ther
 
than
 
small
 
or
 
medium-si
z
ed
 
businesses.
 
T
elephone
 
i
n
t
e
r
vi
e
w
s
a
r
e
 
used
 
b
y
 
all
 
kinds
 
of
 
empl
o
y
e
r
s
 
–
 
ban
k
s,
 
ac
c
ou
n
t
ancy
 
and
 
l
a
w
 
firms,
 
c
onsul
t
ancies,
r
e
t
aile
r
s,
 
manu
f
acturing
 
c
ompanies
 
e
t
c.
Ad
v
a
n
t
a
g
es
 
of
 
t
elephone
 
i
n
t
e
r
vi
e
w
s:
) (
•
•
•
) (
Th
e
y
 
a
r
e
 
time
 
and
 
c
o
s
t
-
e
f
f
ecti
v
e
 
–
 
mo
s
t
 
la
s
t
 
about
 
20–25
 
minu
t
es.
Th
e
y
 
t
e
s
t
 
the
 
c
andid
a
t
e
’
s
 
v
erbal
 
c
ommuni
c
a
tion
 
skills
 
and
 
t
elephone
 
t
echnique.
Th
e
y
 
c
an
 
t
e
s
t
 
the
 
c
andid
a
t
e
’
s
 
c
ommitme
n
t
 
–
 
th
e
y
 
of
t
en
 
i
n
v
ol
v
e
 
que
s
tions
 
t
o
 
check
 
if
c
andid
a
t
es
 
h
a
v
e
 
r
esea
r
ched
 
the
 
empl
o
y
e
r
.
) (
The
 
actual
 
choice
 
of
 
c
andid
a
t
es
 
m
a
y
 
not
 
ju
s
t
 
depend
 
on
 
i
n
t
e
r
vi
e
w
 
but
 
the
 
appli
c
a
tion
p
r
ocess
 
c
an
 
also
 
c
o
n
t
ain
 
t
e
s
ts
 
f
or
 
pe
r
sonality
 
and
 
ap
titude.
) (
W
ork
 
trials
) (
A
 
w
ork
 
trial
 
is
 
a
 
w
a
y
 
of
 
t
r
ying
 
out
 
a
 
po
t
e
n
tial
 
empl
o
y
ee
 
b
e
f
o
r
e
 
of
f
ering
 
them
 
a
 
job.
 
Th
e
y
 
a
r
e
the
 
ultim
a
t
e
 
e
x
t
ended
 
i
n
t
e
r
vi
e
w
.
 
W
ork
 
trials
 
c
an
 
la
s
t
 
up
 
t
o
 
30
 
d
a
y
s
 
(but
 
normally
 
perha
p
s
a
 
w
eek),
 
and
 
during
 
the
 
trial
 
the
 
po
t
e
n
tial
 
empl
o
y
ee
 
will
 
be
 
i
n
t
r
oduced
 
t
o
 
the
 
c
o
r
e
 
t
as
k
s
of
 
the
 
job
 
and
 
t
r
y
 
t
o
 
c
ompl
e
t
e
 
them
 
e
f
f
ecti
v
el
y
.
 
W
ork
 
trials
 
a
r
e
 
of
t
en
 
used
 
t
o
 
help
 
people
back
 
i
n
t
o
 
empl
o
yme
n
t,
 
and
 
a
r
e
 
c
ommonly
 
used
 
f
or
 
unskilled
 
w
ork.
 
A
 
succes
s
ful
 
w
ork
 
trial
 
is
e
xpec
t
ed
 
t
o
 
lead
 
t
o
 
empl
o
yme
n
t.
)

 (
Cha
p
t
er
 
15
 
–
 
R
ecruitme
n
t
) (
©
 
W
J
E
C
 
|
 
C
B
A
C
) (
Selection
 
e
x
e
r
cises
 
–
 
pe
r
sonality
 
t
e
s
ts
 
and
 
a
p
titude
 
and
 
ability
 
t
e
s
ts
) (
P
e
r
sonality
 
t
e
s
ts
 
–
 
p
s
y
chom
e
tric
 
t
e
s
ting
) (
A
 
p
s
y
chom
e
tric
 
t
e
s
t
 
is
 
a
 
w
a
y
 
of
 
assessing
 
a
 
pe
r
son
’
s
 
pe
r
sonality
 
in
 
a
 
measu
r
ed
 
and
s
tructu
r
ed
 
w
a
y
.
 
This
 
type
 
of
 
t
e
s
t
 
is
 
used
 
b
y
 
empl
o
y
e
r
s
 
t
o
 
help
 
them
 
ide
n
ti
f
y
 
c
andid
a
t
es
 
with
sui
t
able
 
pe
r
sonality
 
t
r
aits
 
f
or
 
the
 
job.
 
Th
e
y
 
help
 
empl
o
y
e
r
s
 
decide
 
wh
e
ther
 
c
andid
a
t
es
 
h
a
v
e
the
 
e
n
thusiasm
 
and
 
moti
v
a
tion
 
th
a
t
 
the
 
empl
o
y
er
 
is
 
looking
 
f
or
 
and
 
wh
e
ther
 
th
e
y
 
a
r
e
 
li
k
ely
t
o
 
fit
 
in
 
with
 
the
 
o
r
g
anis
a
tion
’
s
 
cultu
r
e
 
and
 
m
e
thods
 
of
 
w
orking.
) (
It
 
is
 
c
ommon
 
f
or
 
g
r
adu
a
t
e
 
empl
o
y
e
r
s
 
t
o
 
use
 
p
s
y
chom
e
tric
 
t
e
s
ts
 
as
 
part
 
of
 
their
 
selection
p
r
ocess.
 
O
r
g
anis
a
tions
 
beli
e
v
e
 
t
e
s
ts
 
help
 
them
 
r
ecruit
 
the
 
rig
h
t
 
people
 
with
 
the
 
rig
h
t
 
mix
of
 
abilities
 
and
 
pe
r
sonal
 
qualities.
 
Th
e
y
 
a
r
e
 
also
 
us
e
ful
 
f
or
 
‘
sifting
 
ou
t
’
 
a
 
la
r
g
e
 
number
 
of
appli
c
a
n
ts
 
a
t
 
an
 
early
 
s
t
a
g
e
 
and
 
so
 
s
a
ving
 
the
 
empl
o
y
e
r
s
 
both
 
time
 
and
 
mon
e
y
.
) (
A
p
titude
 
and
 
ability
 
t
e
s
ts
) (
A
p
titude
 
and
 
ability
 
t
e
s
ts
 
c
an
 
t
a
k
e
 
a
 
v
ari
e
ty
 
of
 
f
orms.
 
H
o
w
e
v
e
r
,
 
wh
a
t
e
v
er
 
type
 
is
 
used
 
th
e
y
a
r
e
 
designed
 
t
o
 
t
e
s
t
 
the
 
ability
 
of
 
the
 
c
andid
a
t
e
 
t
o
 
c
ompl
e
t
e
 
the
 
c
o
r
e
 
t
as
k
s
 
of
 
the
 
job.
Within
 
a
 
manu
f
acturing
 
w
orkplace
 
the
 
t
e
s
t
 
is
 
li
k
ely
 
t
o
 
t
a
k
e
 
the
 
f
orm
 
of
 
w
ork
 
sample
 
t
e
s
ts.
These
 
i
n
v
ol
v
e
 
c
ompl
e
ting
 
a
 
sample
 
of
 
the
 
w
ork
 
th
a
t
 
the
 
c
andid
a
t
e
 
will
 
be
 
e
xpec
t
ed
 
t
o
 
do.
Al
t
ern
a
ti
v
el
y
,
 
f
or
 
a
 
job
 
in
 
ac
c
ou
n
ts,
 
sui
t
ability
 
is
 
mo
r
e
 
li
k
ely
 
t
o
 
be
 
chec
k
ed
 
th
r
ough
 
the
 
use
 
of
a
 
numeric
 
ability
 
t
e
s
t.
 
This
 
t
e
s
t
 
will
 
include
 
basic
 
arithme
tic,
 
number
 
sequences
 
and
 
simple
m
a
them
a
tics.
) (
Induction
) (
Once
 
c
andid
a
t
es
 
h
a
v
e
 
been
 
selec
t
ed
 
and
 
b
e
f
o
r
e
 
th
e
y
 
f
ormally
 
s
t
art
 
their
 
job
 
of
 
w
ork
 
th
e
y
should
 
g
o
 
th
r
ough
 
an
 
induction
 
p
r
ocess.
 
Induction
 
i
n
v
ol
v
es
 
i
n
t
r
oducing
 
a
 
n
e
w
 
empl
o
y
ee
 
t
o
the
 
w
orkplace.
 
Th
e
y
 
will
 
be
c
ome
 
f
amiliar
 
with
 
the
 
admini
s
t
r
a
ti
v
e
 
s
y
s
t
ems
 
of
 
the
 
empl
o
y
er
and
 
be
 
i
n
t
r
oduced
 
t
o
 
w
ork
 
c
olleagues
 
and
 
di
r
ect
 
line
 
mana
g
eme
n
t.
 
The
 
objecti
v
e
 
of
induction
 
is
 
t
o
 
f
amiliarise
 
n
e
w
 
empl
o
y
ees
 
with
 
their
 
place
 
of
 
empl
o
yme
n
t
 
and
 
t
o
 
ma
k
e
them
 
f
eel
 
mo
r
e
 
c
o
m
f
or
t
able
 
in
 
their
 
n
e
w
 
empl
o
yme
n
t.
 
A
 
succes
s
ful
 
induction
 
p
r
og
r
amme
will
 
moti
v
a
t
e
 
s
t
a
ff
 
and
 
r
educe
 
the
 
risk
 
of
 
s
t
a
ff
 
le
a
ving
 
a
t
 
an
 
early
 
s
t
a
g
e.
)

 (
Cha
p
t
er
 
15
 
–
 
R
ecruitme
n
t
) (
©
 
W
J
E
C
 
|
 
C
B
A
C
) (
Discussion
 
themes
) (
Explain
 
the
 
r
ecruitme
n
t
 
p
r
ocess.
) (
'The
 
ad
v
a
n
t
a
g
es
 
of
 
i
n
t
ernal
 
r
ecruitme
n
t
 
out
w
eigh
 
the
 
disad
v
a
n
t
a
g
es.'
 
Discuss
 
this
 
s
t
a
t
eme
n
t.
) (
Describe
 
the
 
dif
f
e
r
e
n
t
 
selection
 
e
x
e
r
cises
 
a
 
business
 
c
an
 
use
 
t
o
 
select
 
the
 
rig
h
t
 
c
andid
a
t
e
 
f
or
 
a
 
job.
) (
E
v
alu
a
t
e
 
the
 
impor
t
ance
 
of
 
h
a
ving
 
g
ood
 
r
ecruitme
n
t
 
and
 
selection
 
p
r
ocedu
r
es
 
t
o
 
a
 
business
 
and
 
its
 
s
t
a
k
eholde
r
s.
) (
The
 
p
r
os
 
and
 
c
ons
 
of
 
i
n
t
ernal
 
r
ecruitme
n
t
 
(PDF).
h
ttp://
w
w
w
.msubillings.edu/Business
F
aculty/la
r
sen/MGMT321/
R
ecruiting%20-%20
 
i
n
t
ernal%20v%20
e
x
t
ernal%20hiring.pdf
) (
Explain
 
the
 
ad
v
a
n
t
a
g
es
 
t
o
 
businesses
 
and
 
y
oung
 
people
 
of
 
the
 
Y
oung
 
R
ecruits
 
P
r
og
r
amme.
W
e
s
t
ern
 
Mail
 
article:
 
I
t
’
s
 
vi
t
al
 
the
 
W
elsh
 
G
o
v
ernme
n
t
 
c
o
n
tinues
 
t
o
 
support
 
this
 
p
r
og
r
amme
 
t
o
 
g
e
t
 
y
oung
 
people
 
i
n
t
o
 
la
s
ting
 
empl
o
yme
n
t
h
ttp://
w
w
w
.
w
alesonline.
c
o.uk/business/business-opinion/its-
vi
t
al-
w
elsh-
g
o
v
ernme
n
t
-
 
c
o
n
tinues-7634656
)
