
Aim of the Anywr Group recruitment policy is to appoint employees with appropriate qualifications, skills, and experience to identify 

vacancies to be able to deliver services to the community effectively. 

 

     What is Anywr hiring philosophy?  

     The employer brand: Talent is borderless. 

      What are we looking for in candidates?  

1. Open to the world and have Strong adaptability skills 

2. Like to build new things and contribute to a dynamic group 

3. Speak multiple languages 

4. Like to get involved in projects with social Impact 

      Responsibilities & authorities: Who undertakes which tasks?  

Talent team: in charge of the full life cycle of employees, thus will manage the recruitment process in each stage of recruitment, and involve for the 

final decision.  

Payroll team: manage the employment contract and administrative tasks for France/Corp 

Hiring Manager: give the criteria, expectation, package range according to budget for the selection of candidates.  

Hiring country: has the recruitment need. 

Team member: participate the interview since they have the work relationship and cooperation with the person who will fill in the open position.  

N+2: Direct report of the hiring manager: participate the interviews to involve the final decision, if necessary.   

 

Total 3 interviews for a candidate; HR, hiring manager, team member. 

Reference check: random check, and as per request.  

 

Average time to close a recruitment: 40 days (advertising to closure of the position)  

 



• Procedures. What is our recruitment procedures? 

 

3 stages for the recruitment: pre-hiring-stage, hiring process (external and internal candidates), on-boarding preparation.  

 

 

1. Pre-hiring-stage: 
Link : Support interne Anywr - Jira Service Management (atlassian.net) 

https://anywr.atlassian.net/servicedesk/customer/portals


 

Report to Comex is every Monday, average 5 to 7 awaiting days.  

 

Outline the standard hiring process for France and Corp (external candidates)  

Request for open 
posts: 

HR ticketing 
system 

•New job creation

•Replacement

•Freelancer

•Internship/apprenticeship

An appointment 
with HR 

•Reason for the request

•Impact for the team structure and cost-wise

•Greed light: inform by HR for the next steps for kick-off the recruitment 
(refer to hiring process) 

•No go: no recruitment action, informed by HR.

Weekly report to 
Comex

•CHRO gives weekly 
report of group 
open positions to 
Comex. If there is 
any change of 
decision, HR reverts 
to hiring manager



 

 

Outline the standard hiring process for countries (external candidates)  

1st step: prepare the job 
advertising and sourcing 

• Hiring manager will :

1.  fill the ad template 

2. read the template of 
the job brief 

•HR will make an 
appointment with 
hiring manager :

to have one-hour job 
brief.

•Publication of the ad 
and/or start of the hunt 
by the recruiter.

2nd step: Interviews

•Telephone or video 
pre-qualification with 
the recruiters 

• HR interview

•Interview with the 
hiring manager via 
video or in person to 
challenge the candidate 
on their professional 
skills

•Culture Fit interview 
with a member of the 
team or the N+2

•If necessary, interview 
with a member of the 
Comex

3rd step: offer letters

• Validation between 
the HR  and the 
manager on salary, 
start date and benefits 
in kind if necessary

• Offer by telephone or 
video meeting by HR

• Sending of the offer 
letter by HR

• Once signed, 
onboarding 
organization between 
the HR and the hiring 
manager

4th step: pre-boarding 
preparation

•France/Corp: HR 
payroll team prepares 
work contracts, Talent 
for welcome cards, IT 
ticktets ( create of the 
email, the acess on the 
teams cahnnels), 
prepare a list of people 
to meet for integration 
weeks and so on.



 

Customize the hiring process for specific roles. such as top managers, country managers (Case by case)  

 

 

Outline the standard hiring process (internal candidates)  

1st step: prepare the 
job advertising and 
sourcing 

• Hiring manager can 
kick off on their side 
the advertising and 
sourcing in the local 
market alingned with 
the group template. 

•If the hiring manager 
needs supoort for 
advertising and 
sourcing, corp HR 
team adapt by their 
request

2nd step: Interviews

•Hiring country 
proceeds the 
interviews to 
challenge the 
candidate on their 
professional skills 
and local cultural fit.

• Next step is to invite 
corp HR for 
interview.

3rd step: offer letters

• Validation the final 
candiate between 
the hiring manager 
and HR  and decide 
on salary, start date 
and benefits in kind 
if necessary

• Offer annoucement 
to candidiates by 
hiring country

• Once confirmed by 
candidate, 
onboarding 
organization 
between the HR and 
the hiring manager

4th step: pre-boarding 
preparation

•Countries: hiring 
country prepares the 
work contract, HR 
corp manages 
welcome card, IT 
tickets (create of the 
email, the acess on 
the teams cahnnels), 
prepare a list of 
people to meet in 
corp for integration 
weeks, if necessary. 



 

 

In principle, no internal moving within a year after the position changes. Any special case or request, please discuss 

with HR.  

 

 

Outline the standard on-boarding process 

1st step: internal job advertising 
and sourcing 

• Open positions communicate 
by Any weeks.

2nd step: how to apply

•collaborator contacts the 
direct repot first to discuss 
their project for internal 
mobility.

•Either side (collab/mgr) 
contact Talent team to 
schedule a meeting with direct 
report. And a HR interview 
with the collaborator, to 
understand the motivation 
and his/her profile. (package, 
EAA result and so on) 

•HR will make a debriefing to 
the hiring manager for internal 
candidate and if it is a go for 
hiring mgr, next step is to 
schedule inteviews. 

• interview with hiring manager 
+ functional manager/team 
member

• If necessary, interview with a 
member of the Comex

3rd step: follow up 

•No matter the final decision is, 
HR comes back to collab and 
mgr for the annoucement.

• If the candidature is selected, 
HR prepares the internal 
transfert agreement. 

•note: if the transfer is 
between countries, HR needs 
to be involved to understand 
the CB and tax difference, as 
well as relocation package) 

• Once the agreemnt is signed, 
onboarding organization starts 
between the HR and the hiring 
manager.

4th step: pre-boarding 
preparation

•France/Corp: Hiring manager 
apply HR ticktets for the 
change of organisation and job 
title for the new team 
member in his/her team.    HR 
Payroll team will follow up for 
the contract modification. 

•In same country: Hiring 
manager apply HR ticktets for 
the change of organisation 
and job title for the new team 
member in his/her team. And 
country will manage the 
modification of contract. 

•Between countries: Hiring 
manager apply HR ticktets for 
the change of organisation 
and job title for the new team 
member in his/her team. And 
hiring country prepare the 
work contract.

•HR communicate for the 
nomination in the 
communication channels. 
(anyweeks, nomination letter), 
to be prepare the template.  



What is the difference for France and countries?  France will use Nibelis for automation and documentation, Countries will be autonomous on 

their operational integration, but HR will provide tool, and follow up with questionnaire, reports and HR interviews if necessary.  

What program we have in common? Employee handbook (corporate book), on-boarding on 360L, 30/60/90 days questionnaires 

What program only for France?  

- Probation follow up, each countries the probation is not the same rhythm, but as Corp we can still keep contact with hiring 

managers to do regular check-in, and as well the new comers. Adapted by country’s need 

- Sign contract, Tour of the office and explain some rules, people to meet organization (this could consider for countries but 

depends on the position and country need.)   

- On-boarding breakfast/coffee, Onboarding lunch with the hiring department.  

 

Who is involved? 

Hiring manager, HR EES and HR EAS 

Note: 

1) 30, 60, 90 engagement survey 

• After 30, 60, 90 days in the Company, HR will send the 30, 60, 90 days questionnaire to the new collaborator. 

• This is to know how does their first days integrations go to give a feedback of his first global impression of the Company in general. 

• Once the 30, 60, 90 days report is received, a meeting with the new joiner, the hiring manager and HR is scheduled. This is to discuss 

about the employee’s integration in his/her specific position, bring forward ideas, identify potential problems and discuss plans and 

wishes for the future. 

Those Reports help HR and hiring manager to identify the needs and to follow the progression of the New Joiner in the Company.  

 



2) Probation 1-1 Meeting, with whom and what is the frequency?  

Each new employee should have a 1 to 1 Meeting interview with their respective reporting line to evaluate their task & behavior. And to 

confirm if their probation is ok or need to be extended. Copies of the evaluation probation sheet should be signed by both and handover to the 

HR department. After the evaluation probation sheet is signed, this copy goes to the Employee Physical file and is also scanned to be classify 

on the Employee file on the Server.  

       

3) More details of the on-boarding process of Nibelis, refer to the annex of timeline. 

 

What is the KPI for recruitment: 

1) From request to confirm open position: 5 working days in avg. (HR tickets)  

2) Average time to close a recruitment: 40 days (advertising to closure of the position)  

3) Report of total recruited numbers, external, internal transfer. 

4) Candidates satisfaction survey 

5) PE validation % (quality of recruitment and integration)  

6) TO% during probation  % (quality of recruitment and integration)  

7) Training completion ( compulsory trainings: hours, completion rate, and if any extra cost)  

8) Questionnaires of new comer satisfaction  

9) 100% execution and documentation of probation follow up and interviews.  

 


