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Abstract:

	The objective of this assignment is to take a closer look at the widely varied methodologies utilized in the staffing and recruiting processes respectively.  Specifically drawing focus onto the myth of a ‘one-size-fits-all’ approach by Human Resource Departments and the wisdom of customization by way of ‘mixing-and-matching’ the techniques available in the hopes of finding and selecting the best possible candidate for the position in need of filling within an organization.



Inventing the Proverbial Wheel 
	
	Human Resource (HR) personnel face the daunting challenge of peacekeeper for existing staff and fulfillment of new hires when additional positions are made available in an organization.  Quite possibly more so than any other position, ‘soft skills’ are the key to a successful HR professional.  Mathis & Jackson define soft skills as “non-cognitive abilities” meaning that these are traits that are not necessarily capable of being reduced to verifiable facts or analyzed yet “are complementary to outstanding job performance”, providing examples such as “empathy, openness, cooperation, integrity, interpersonal style, ethical behavior, and emotional intelligence” to name a few (2012, p. 98.).  Obtaining realistic job previews is the cornerstone to successful recruiting and staffing efforts.  Unfortunately, this task isn’t always as straight forward as it might appear on the surface and will require research, the application of soft-skills, and time through trial and error.  Take for example the role of a receptionist.  While some basic functions such as answering incoming calls, greeting visitors, and taking messages may be universal, other fringe tasks such as maintaining office equipment, inventory supply control, break-room attending, and even collections in some cases may also be required.  “Providing a balanced view of the advantages, demands, expectations, and challenges in an organization or a job may help attract employees with more realistic expectations and reduce the number of employees who quit a few months after being hired because the ‘reality’ they discover does not match what they expected” (Mathis & Jackson, 2012, p.79).  Businesses ought to be aware of what it is that they are looking for in a potential hire before the recruitment process can begin effectively by first taking time to determine their specific staffing needs.  Writing a job analysis and description will assist in understanding of the requirements of the job being filled.  Ideally this task would be done by multiple layers of management in addition to the current employee holding that or a similar position detailing attributes from the following areas: “the mental/physical tasks involved (ranging from judging, planning and managing to cleaning and lifting), how the job will be done (the methods and equipment used), the qualifications needed (training, knowledge, skills, and personality traits)” and if need be, “one good way to get information for a job analysis is to talk to employees and supervisors at other companies that have similar positions” to utilize as a starting point (Entrepreneur Media, 2015).

But It’s Tradition
	
	The old traditional ways of reaching external sources of job candidates have been around seemingly forever because they do work… technically anyway, as such means will result in the opportunity to fill a position with a ‘warm body’, but the odds of locating that ‘dream candidate’ aren’t terribly impressive.
	Media of every variety from print (papers/flyers), audio (radio), and digital (TV/Internet) sources have been the constant staple (sometimes literally if a flyer is stapled to a board or telephone pole) of the employee recruitment.  It represents the ground-floor basis upon which to begin advertising an available position for most every business imaginable.  The return on investment for media based recruitment depends largely on a number of factors.  The quality and quantity of applicants can vary largely between an advertisement placed, for example, in the free coupon books found in a pizza place or a laundromat to The Wall Street Journal (WJS), not to mention the price tag, but it all depends on the targeted audience.  If a company is looking for a plastic molding press operator, then the likelihood that an employee searching for that job would be reading The WJS at all is, putting it mildly, unlikely.  Keeping realistic expectations of what the general population of the area has to offer and selective marketing can help to keep from going underwater on investment.
	Job fairs are the first step in human face-to-face mass marketing of employment opportunities.  From a job seeker’s perspective it can feel like a meat-market cattle-call and to a perspective employer more like a marathon round of speed-dating.  There’s no real way to predict what the turn out, much less the quality of applicants, will be from one event to the next but just like in Hollywood, one never knows when previously undiscovered talent might emerge.  The initial up-front cost of this method is greatest due to investment of hard-cost items such as tables & covers, chairs, displays, printed materials, promotional items, etc.  However, once acquired, they can be used again at subsequent events as opportunities present themselves.    
	Educational Institutions and Recruiting, specifically college/university based recruitment is described in our text as being potentially “expensive and requiring significant time and effort” (Mathis & Jackson, 2012) and while no one is doubting the truth of that statement, it doesn’t necessarily have to be the case.  While others might approach is in the same manner as a job-fair environment trying to grab the attention of students passing by on their way to someplace else, there may well be a more efficient, and cost effective solution to this particular dilemma by offering a scholarship and or internship.  For as little as $300-$500, a company otherwise strapped for cash could potentially be providing not only motivation for students to contact the potential future employer but to market themselves for approval.  For the cost of a text-book or two and whatever staff is necessary to do the initial read-throughs of the essay paragraphs submitted, a savvy company can identify early talent and keep people in mind for future openings after graduation or to fill part-time positions while in school.  From this creative marketing angle, the rate of return is potentially quite excellent.



Discovering what They Do Want by Examining what They Don’t. 
The Process of Elimination Method

	Looking at this concept from a position that might pose a challenge to conventional wisdom about industry standards is an alternate approach referred to as Success Essentials.  
The process of identifying specific deliverables, or ‘success essentials’, involves posing the following question to hiring managers: “If we could fast forward to the initial annual performance review for this position, what accomplishments must the incumbent achieve to merit a superior performance rating” (Powell, G., 2014).  The idea is to then create from the response given a bullet-point list of results that must be reached in order to be successful which are then used in place of “the job description as the foundation of your talent acquisition process” (Powell, G., 2014).  Think of it as reverse engineering the staffing and recruitment process by beginning at the desired end result and allowing for the promotion of “agreement between recruiter and hiring manager as to what superior performance is on the job, and how top candidates communicate these abilities on application materials, and during the interview” (Powell, G., 2014).  This method is key to the adoption of a performance-based recruitment process, particularly when considering the level of talent a company is seeking to fill upper level / executive positions.



Hire First, Ask Questions Later?

	In terms of sports metaphors, the next item might be considered comparable to a of National Football League (NFL) draft rounds, the ‘cream of the crop’ are likely to be selected in the first round and the more mediocre, at least comparatively speaking, will be those that are still remaining to be disbursed following the sixth round draft.  Whether in the high stakes world of professional sports or in any public elementary school during physical education class, there’s a palpable sting to being ‘picked last’ for anything.  Dial the analogy up to a high school prom date and nothing changes.
	The ‘Top Talent’ in any industry are going to get noticed and the old saying ‘use it or lose it’ is very applicable when dealing with a potential opportunity to ‘pick up’ a member of an elite pool of individuals.  If one team fails to take the shot, their opponents will.  Slow hiring processes not only account for measurable losses for the company, but also a potentially tarnished reputation, further hindering the likelihood of getting the desired candidate without numerous tries.  The higher demand prospects will be the ‘first choice’ for competitors who are willing to weigh the risk of a possible mismatch against the reward of snagging a potentially game-changing superstar.  Who is left aren’t necessarily worse per se, but rather representative of a weaker overall ‘gene pool’.  Streamlining the hiring process to reduce the number of requisitions needed or eliminating excessive administrative steps can serve to reduce frustrations on all sides.

Testing: The One, Two, Three Ring Circus

	The selection testing method which most closely resembles the well-rounded college student experience is the cognitive ability test, which is designed to measure “an individual’s thinking, memory, reasoning, verbal and mathematical abilities” as well as to help determine an “applicant’s basic knowledge of terminology and concepts, word fluency, spatial orientation, comprehension and retention span, general and mental ability, and conceptual reasoning” skills (Mathis & Jackson, 2012, p.92).  A company with a greater number of employees possessed of such cognitive abilities are better able to not only identify potential issues but offer alternative solutions thus saving not only time and money, but also reputation.  
	Personality tests such as Myers-Briggs were widely used fifty years ago until another study later “concluded that personality was not a good predictor for job selection” and that such test “explains so little about actual job outcomes” that the prevailing thought was to caution against “using it at all for employment decisions” (Mathis & Jackson, 2012, p.93).  Personality tests not necessarily soft-skills, but rather softer aspects.  Someone who is not naturally creative isn’t incapable of being artistic, but instead the product requires a greater effort.  After a team is assembled is where the greatest benefit from the Myers-Briggs for example would come into play, in that a better understanding of how each member functions can avoid hurt feelings and counter-productive clashing.


	Depending upon the skills requirement of the position, there are a great many varieties of aptitude, achievement, ability, and skills tests available measuring strength, dexterity, hand-eye coordination, work sample, situational judgment, and so on.    This gives opportunities for pre-screening mix-and-match customization according to the particular needs of the job to be filled.



Conclusion:

	There is no such thing as a one-size fits all solution to answering the call of industry manpower needs.  What works for one will not necessarily work for another.  What is clear is the profound impact that internet and by extension social network media will continue to be a dominating force for the foreseeable future. 
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