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Abstract

As the core competitiveness of enterprises, human resources have always affected the survival
and development of major enterprises. The employee turnover rate is low and the stability is
strong, which can provide sufficient and stable talent protection for the company’s long-term de-
velopment. Recruitment is the most important part of human resources. It is the company's de-
velopment to solve the problem of employee turnover rate from the source Internal needs. In this
context, this article takes EF Education Group’s curriculum consultant post as a research case, and
analyzes the current recruitment status of EF Education Group. At the same time, it uses literature
research methods, field research methods and interview methods to investigate and find that EF in
the recruitment portal of the Education Group, the recruitment process is not systematic and
standardized, resulting in a situation where the stability of employees in the later period is low
and the turnover rate is high. In response to this problem, combined with practice and recruit-
ment-related theories, targeted solutions and optimization suggestions were proposed to effec-
tively reduce the turnover rate of employees of the enterprise. This study aims to provide a valua-
ble reference for problem solving in the recruitment process of similar companies.
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Figure 1. The organizational structure of EF education Group (Chengdu district)
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Figure 2. The screening system of EF education Group
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Table 1. Conversion rate of recruitment channels
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Table 2. Rules for salary distribution of recruitment specialists

3 2. 1BISE CIEREM & A

ERER RF Bosks whEgs ¥

ERAT KIS0 B REHAS A HOH 30 A
I\ g 2500 %4/ H EN X sLi H , T N o
oy B & T a0 2 Matn t PRI ELR: LR (R DL i

NF10 A, K

AR T RN 25 FE I A\ K0k 24 A

i H 5 e 2500 %4/ H FE eI N Kok 24 N, rp 2 . ! /2 g AT
e XA 1 A0 % SISO B FRT \IT, BT

FRRSVEAS K 8 ) — ORI A, SRR, B TR R, WPARRER— R e TS0 fA AR,
R SRR XN TR e HeA S NHGR I8 bR & S 28 1A AR Ea AR B AR B S i i)
(IR EE, 75 B A2 15 DX N 75 5K — MBIt AR A DX 0 T A I S S R P AT 20 R PP

X NIRRT TS SO € AR TS & 03 B O SR AMISIE R, SERRIRAER, 20 B3 51
R T T ) — REAR AR IS N BOEARIE DUR AR . IS DUH I A SO B RS LR I 2 pir
Z

4R ) B R TR ER PR

VAR ) B A — B DR ARG S AN, — T2 BB & R OLIORS IR, 53— 7 T BRAE B i As
WA KR WEPUELGE, REEBUR AL IR A TR BERREYIR AL, PRk, @dmd: HIR
NTTAFFEREZERE 3N, 1HER 1 ELZIUMBG B E ) AK B & 1#H A A B2
R G RZH, HIRPOATIE IR« sl s b 5 R A B 214 3 i)

DOI: 10.12677/mm.2020.104069 573 AR HE


https://doi.org/10.12677/mm.2020.104069

WEF, AL

PR 52 TR R R 0 A

A JE R CHb AR 5 45
APECE AT IR AL, S AR -
G BHVHHEEAT WK

JEILATE), MR
ASKAG I el n] e DAl
Mg AR, H AR H

JE SRR, AMELLKAZ

iy AVES|

=

o
[y

2 3 4

Figure 3. Reason distribution of course consultant's resignation
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Figure 4. Three dimensions of the standard portrait of talents)
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Table 3. Talent portrait elements and specific indicators
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Figure 5. Losed loop process of Recruitment feedback evaluation system)
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