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Abstract: Better recruitment and retention practices result in improved organizational outcomes. With reference to this context, this research paper which is entitled Recruitment and Retention practices has been prepared to put a light on Recruitment Process and Retention Practices. The main objective is to identify general practices that Universities use to recruit and select employees and, to determine how retention practices affect organizational outcomes in all universities in general and at Gabes University in particular. Successful recruitment and retention practices are key components at the entry point of human resources in any organization. The study also focus its attention to determine how the recruitment and retention practices affect the organizational outcomes and provide some suggestions that can help. Data analysis has been done with statistical tools like figures, tables, graphs, and charts.
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Introduction

In this paper we study about the various Human Resources (HR) practices that help employee recruitment and foster employee retention in the organization.
Successful human resource should identify HR needs in the organization. Recruitment is as the initial process to be carried on. Rynes suggested that “recruitment encompasses all organizational practices and decisions that affect either the number, or types, of individuals who are willing to apply for, or to accept, a given vacancy” (Rynes, 1990).

Best practices for employee retention would be by recruiting the right person in the first place (Oracle white paper 2012). Thereby, employees’ retention is among the top priority of organizations due to increasing competition. It is an efficient and productive advance towards the employee management who are considered to be ‘greatest assets' to the University. To manage top talent it requires a constant balance between the human aspirations and the strategic and financial needs of the University.
This paper will focus on two main headings : The first one will be entitled Recruitment Process and the second will be about Retention Practices.
I. Recruitment Process
Recruitment is the process of attracting prospective employees and stimulating them for applying job in an organization. Recruitment is the process of hiring the right kinds of candidates on the right job, According to Costello (2006), recruitment is described as the processes used to receive a suitable talents willing to offer services to an organization at the right time and at the right place so that it benefits both the people and the organization. In other words, the recruitment process provides the organization with a good number of aspiring employees judged as qualified from which judicious selection can be made to fulfil the job requirement. Jovanovic said “recruitment is a process of attracting suitable candidates for the selection process” (Jovanovic, 2004)

i. Benefits and Importance of Recruitment:

(1).Helps to create a talent pool of potential candidates for the benefits of the University
 (2).Helps in identifying and preparing potential job applicants who will be the appropriate candidature for the job. 
(3).Helps in increasing University and individual effectiveness of various recruiting techniques and for all the types of job applicants 

(4).Creates new breathe and new atmoshpere in the University through rectruiting new employees    
ii. Human Resources Sub-Directorate 
Recruitment process of  administrative and technical staff is up to the human resources sub-directorate however, recruitment of academic staff is up to the Ministry of Higher Education and Scientific Research to handle with coordination with the University. 

General conditions of administrative and technical recruitment: 
Recruitment as all recruitment in other public institution is subject to general conditions.To be appointed to a position in the state official function, candidates must meet the following conditions:
He/she has Tunisian nationality.
He/she enjoys his/her civil rights and good morals.
He/she is in a regular position with regard to the provisions of the law on the army recruitment.
He/she must be at least 18 years old
He/she must fulfill the conditions of physical and mental aptitude for the functions to which He/she postulates.  
iii. Recruitment process 
The identification of need is done by the sub-directorate of Human Resources of the University. So, the identification of recruitment needs can result from certain staff movements within   the  University, such as:

(1).The resignation of an employee;

(2).The death of an employee;

(3).The dismissal of an employee;

(4).The revocation of an employee;

(5).The retirement of an employee;

(6).The transfer of an employee;

As it can result from creating a new position following a restructuring of some services. When the identification is completed, the president signs a decree fixing the number and the nature of the posts to be recruited which will be send to the Ministry of Higher Education then send to the Ministry of Finance for it to be targeted.Once the decree is authorized, the recruitment process is triggered.
The national publication of jobs is published on the University website, in two daily newspapers in two different languages, and in the employment office.While Receiving requests for candidacies Recruitment differs by staff category : Administrative, Technical and workers.
The contest is divided into two tests for administrative and technical staff:

Eligibility test: Written test files examination by a jury, (QCM method is generally used)
An admission test: Oral test
The contest is divided into two tests for workers:
External contest: 
The external contest is divided into  two tests:

An admissibility test: Examination of the files by a jury

An admission test: A professional examination

Internal contest: Promotion
The internal contest can be done either for category 2 and 3 workers or by professional test. 
iv. General conditions of academic recruitment: 
-Teachers’ recruitment:
Teachers’ recruitment in the Ministry of Higher Education and Scientific Research is  based on the category of teachers to be recruited. More precisely, we can mention two major recruitment processes:
-Research professors’ recruitment: Assistants, teachers, internal or external assistants, lecturers in lessons or tutorials and professors of higher education.
-Research professors’ recruitment, we can talk about a centralization of the decisions at the level of the Ministry of Higher Education and Scientific Research since the role of the Universities is purely administrative applying the procedures and the rules required by the various ministerial circulars launched on this subject. Thereby, the role of the University is limited.
-Contract teachers’ recruitment, we can talk about a certain autonomy for the different Universities in organizing the recruitment procedure. Generally the procedure for recruiting contract teachers is as follows:
- Consultation of the needs of the institutions of the University with contractual assistants after the appointment of permanent research teachers. 
-The launch of a call for candidacy for those concerned setting: Required documents, deadlines, and number of posts to promote by discipline.
-The designation of recruitment commissions of contractual assistants by disciplines by the president of the University.
-The preselection of candidacies according to the rules and conditions set by the Central Directorate of Higher Education (concerning the number of years of enrollment in theses, candidates previously benefitting from contracts ...). 
- Files transfer to various commissions.
- Reception of candidates ranking according to criteria fixed by the commissions which must be explicit and objective.
- Candidates assignment to different institutions of the University according to their previously    declared needs and respecting the classification set by the committee concerned.The administrative and financial processing of the files of the contractual assistants accepted in collaboration with the Central Directorate of Higher Education. So, The overall aim of  recruitment and selections process is to obtain the right number and quality of employee’s required to satisfy the human resources need of the University and to clarify the stages of recruitment and selection as a whole they are described much more in the figures below :
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Figure 1 : Defining requirement is preparing job descriptions and specification, deciding terms and conditions of employment

Interpretation: Defining the requirements is based on what the job description says about the content of the job and what the job specification says about the requirements in order to compile the content of an internal announcement or and external advertisement regarding the specific recruitment. It is important to check that the job description is up-to-date and accurately expresses the present requirements.
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Figure 2: Attracting candidates is reviewing and evaluating alternative sources for applicants, inside and outside the organisation, advertising, possibly using agencies and consultants.

      Interpretation: There are often some forms of internal announcement within the public administration before external advertisements may be used. Furthermore, there might be provisions that make advertisement in certain ways compulsory. The content of an internal announcement shall basically have the same content as an external advertisement.
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Figure 3: Selecting candidates is sifting applications, interviewing, testing, assessing candidates, employment, taking references, employment contract

Interpretation: Selecting people aims at finding a person who can meet the requirementsdescribed in the job description and job specification. It is difficult to get the right people into the organization but even harder to get the wrong people out fromthe organization, especially in public service organizations. Mistakes in selecting candidates can have very serious consequences for the effectiveness of the organization. 
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Figure 4 : Employees Induction is introduction to the work and the colleagues, to the organization and its main objectives,to terms of employment.

Interpretation: The induction of new employees into an organisation is an important part of the management of people at work and it needs certain consideration. One of the main reasons why many people leave the organization shortly after joining is  the lack of  good induction and good treatment when they get in the new organization during the starting period of their employment. The starting period in a new job is well known to be very stressful, from personal experience and from research. If an employer wants well-motivated staff, it is of importance that this is demonstrated from the start of the employment.
II. Retention:

Employees retention has become an important strategic aspect for the organization. It is not only important to have the best and the most talented employees but it is equally necessary to be able to retain them for long term benefits to both the organization and its people. The most precious asset to an institute is its employee, so retaining employees in their jobs is necessary for all organizations and According to Kibui, Gachunga and Namusonge (2014), retaining talented employees has become one of the major priorities of organizations and the key differentiator for human capital management. Employees’ retention is considered as vital source of achieving competitive edge (Walker, 2001). Employee retention is a process through which employees are motivated to stay in the organization (Griffeth and Hom, 2001). 
Retention pratices:
Human Resource Management (HRM) practices are known as of key importance among several factors that have been suggested to be helpful in retaining employees. Organizations must use proper HRM practices i.e. performance appraisal, promotional opportunities and job security in order to enhance employees retention (Khan, 2010).  Furthermore, job embeddedness theory (Mitchell, Holtom, Lee, Sablynski, and Erez 2001) also provides a basis for linking HRM practices and employees retention, employees working in an organization are more embedded when they feel that HRM practices are favorable and they are getting fair outcomes. Hence, embedded employees are more probable to show positive job outcomes, such as good retention and performance.
Job embeddedness is a new approach to understanding retention as embedded employees choose to remain employed despite any attitudinal issues or dissatisfiers (Mitchell et al, 2001b). Job embeddedness has been defined as “the combined forces that keep a person from leaving his or her job” people can become stuck or “embedded” in their job as a result of various forces (Yao et al., 2004, p. 159). Mitchell et al, (2001b) described embeddedness as being intertwined in a web that is often difficult to exit. The more enmeshed workers are, the more probable they are to stay in their current position.
1. Primary Data

The primary data is collected by using primary methods such questionnaires, interviews, observations etc. For this study questionnaires are used to collect primary data from the employees of the University. We know relatively little on a systematic basis about how or why organizations choose to use different combinations of these strategies, though some of the results reported in the study of recruitment and selection. Nowadays employees suggests that personality tests are now being routinely used for some occupations in 19 per cent of workplaces, and performance tests are being used in Recruitment and selection in 46% of workplaces. Personality testing seems to be concentrated in larger workplaces and used  upon professional, and managerial; and performance testing concentrated again in larger workplaces but used for professional and administrative staff. Among the sample of large employers the overall relative ranking of importance of different skill/suitability. Assessment methods are follows:

-Interview

-Work experience

-Performance/competency test

-Qualifications

-Assessment 
-Personality/aptitude test

2. Secondary Data:

Secondary data is collected from various Journals, books, websites, , Newspapers, etc.
Table 1: Number of Respondents
	Particulars
	No.of Respondents

	Newspaper sources
	45

	Journals& Periodicals
	10

	Campus recruitment
	40

	Employee referral
	30

	Consultancies
	25

	Total
	150


3. Analysis :

Data analysis is very important aspect of project, as it basically involves the analysis of all the information that we collected. Data analysis is a body of methods that help to describe facts, detect patterns, develop explanations and test hypothesis. After analysis of each of the question in a questionnaire the interpretation of the same is also being provided which includes the reason about the particular aspect of the organization.
4. Analysis  about the source of recruitment followed in the selected Universities
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Graph 1: Number of respondents
Interpretation:
From the above table and graph it is observed that, 30 respondents have accepted that the University is following external recruitment sources and 20 respondents have accepted the University is following internal recruitment sources and 100 respondents have expressed that the University is adopting both internal and external recruitment sources.
	Particulars
	No. of Respondents

	Experience
	25

	Qualification
	50

	Both
	72

	Other
	3

	Total
	150


Table 2: Number of respondents
Interpretation:

It is observed that,25 members expressed that, the University gives preference to experienced candidates. 50 members expressed that, the University gives preference to qualified candidates. 72 members expressed that, the University is giving preference to both experience and qualification candidates and three members are accepted that the University gives preference to other criteria.

[image: image1]
Chart 1: Sources of selection
Interpretation:

It is observed that 30 members of the total respondents have expressed that, the University is following written tests 25 members of the total respondents have expressed that, the University is following group discussions,50 members of the total respondents have expressed that, the University is following interview,45 members of the total respondents have expressed that, the University is following all the above tests as main source of selection.

III. Conclusion :

The main thing that I want to conclude is that This paper has presented a model on the mediating effect of recruitment and job embeddedness on the relationship between HR practices (performance appraisal, promotional opportunities and job security) and employees retention. The proposed study has a few basic implications for enhancing employees retention. Firstly, the finding will give imperative understanding to practitioners and managers about the huge part of HR practices in increasing employees retention. Secondly, the mediating effect of recruitment and job embeddedness on the relationship between HR practices and employees retention will help to explain that the  proper use HR practices will embed the employees and help the organization to retain them. Even though an HR manager has many challenges to face in order to ensure that the human resource service contributes to the bottom-line and emerges as a strategic partner at University, it is“ Talent acquisition”, that is the key determining factor in how well a human resource service is.
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Appendix :
Figure 1: Defining requirement is preparing job descriptions and specification, deciding terms and conditions of employment

Figure 2: Attracting candidates is reviewing and evaluating alternative sources for applicants, inside and outside the organisation, advertising, possibly using agencies and consultants.


Figure 3: Selecting candidates is sifting applications, interviewing, testing, assessing candidates, employment, taking references, employment contract.
Figure 4 : Employees Induction is introduction to the work and the colleagues, to the organization and its main objectives,to terms of employment.
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