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1 PURPOSE 

1.1 To inform members regarding the implementation of a new recruitment system  

1.2 To set out the proposal to carry out a review of our current recruitment practices.   

1.3 Relevance to the Council’s ambitions and priorities: 

• Community objectives - To be a well-managed Council 

• Corporate priorities - To continue to be a responsive Council, meeting the needs of 
the people who work in the borough 

• Other considerations – To ensure the Council complies with:  

o The Equality Act (2010) 

o Rehabilitation of Offenders Act (1974) 

o Immigration, Asylum and Nationality Act (2006) 

o Data Protection Act (1998) 

o Employment Rights Act (1996) 

 

2 BACKGROUND 

2.1 In March 2019 the Council approved a capital bid for a new e-recruitment system at a cost 
of £22,500 for implementation in the financial year 2023/24.  The scheme is for an end-to-
end product covering all aspects of the recruitment process from creation of a vacancy 
through to the appointment of a new member of staff.  Further information regarding the 
scheme bid is attached at Annex 1. 

2.2 It is crucial that we ensure that our recruitment process is robust, legal, relevant and fit for 
purpose. The key areas of law affecting recruitment and selection include discrimination, 
the right to work in the UK, criminal records checks and data protection. When recruiting 
staff, we need to understand and keep up to date with our legal obligations, making sure 
our recruitment and selection procedures comply with the law. 

2.3 Once we have completed the procurement process, we must ensure we successfully 
implement the new recruitment system in order to ensure we receive the maximum potential 
benefits such a system offers. 
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3 ISSUES 

3.1 With regards to procurement, we are in the process of investigating possible systems in line 
with our Contract Procedure Rules. A further report will be brought to you in due course 
setting out further information regarding this. 

3.2 The following elements are to be reviewed in line with the new digital end to end recruitment 
process:  

• Job descriptions for formatting and consistency 

• Essential and desirable requirements to be taken from a corporate approved bank 
of criteria, demonstrating consistency and professionalism 

• The addition of ‘Values’ to our job descriptions and candidate specifications 

• Recruitment and Selection training for all managers and HR on the new recruitment 
system, including: 

o Recruitment processes 

o Creating job adverts  

o Creating Job and Person Specifications 

o Shortlisting  

o Interviewing  

o Giving and receiving recruitment feedback 

o Creating a scoring matrix for shortlisting and interviewing 

o Risk and Tribunal learning 

o Reasonable adjustments 

o Unconscious bias 

o Equality 

o Neurodiversity and Recruitment 

o Safer Recruitment (Safeguarding) 

 

3.3 Training will be needed to enable managers to have more involvement, management 
confidence and safety over their own recruitment processes by giving them clear tools and 
guidance to follow. 

3.4 Undertaking this process in full will provide us with a future proof provision and a robust 
system for any auditing. 

3.5 To implement the new recruitment system whilst maintaining our current high volume of 
recruitment, we will need to give careful consideration as to how this can be successfully 
achieved.  
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3.6 To manage this project, including the coordination of training (to be provided externally), 
testing, and the smooth migration from one system to another will need a consistent 
approach linking with the developers to ensure the setup is accurate. 

 

4 RISK ASSESSMENT 

4.1 The approval of this report may have the following implications: 

• Resources – The approved bid is included in the capital program for the next 
financial year ie 2023/24 at a cost of £22,500.  We will need to identify internally how 
the project will be implemented. 

• Technical, Environmental and Legal - None 

• Political - None 

• Reputation – None  

• Equality and Diversity - None 

4.2  Financially not implicating this as a project with additional resources could lead to:  

• Recruitment becoming disjointed.  

• Losing applicants in the recruitment process 

• Reputational damage 

 

4.3 Some of the financial risks of not undertaking full and thorough training could be: 

• an average cost of £8,500 for defending against an employment tribunal claim for 
discrimination 

• Unlimited fines for recruiting those not eligible to work in the UK 

 

4.4 Risk of not reviewing our processes and making them fit for purpose: 

• Failure to attract the right candidates 

• Recruiting the wrong candidates 

• Inconstant recruitment practices, job descriptions and personal specifications 

• Failure to recruit a diverse workforce 

• Looking outdated or unprofessional on first impressions 

• Wasted money advertising 
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5 CONCLUSION 

5.1 Progress is being made regarding the procurement of a new e-recruitment system. 

5.2 Further information will be brought to you in due course. 

5.3 We will need to review current HR processes, candidate specifications, and job descriptions 
for consistency as part of the implementation of a new system. 

 

 
DAWN EVANS-STOREY  JANE PEARSON 
HEAD OF HR DIRECTOR OF RESOURCES 
 
REF 
 
 
BACKGROUND PAPERS – Capital Bid approval for Recruitment system 
 
For further information please ask for Dawn Evans-Storey, extension 4402 
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