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New Recruitment Pathways

By Reg Polson

At a recent Polson Discussion Group we shared our experience in how organisations were going about to find talent outside their organisations.  
We also discussed common errors more senior applicants make in their job search.

It is of course helpful to those seeking a new role to become more aware of which processes companies are using. Candidates increase their opportunities of finding a new challenge if they use a range of search channels.  

In this summary, we will talk about the Recruitment Channels organisation use to find applicants.  We also share some relevant ideas when searching for a new role.

Recruitment Channels when Recruiting 

Older, but still effective if fit for purpose, are:

· Newspaper ads which target senior and junior roles at local levels
· Professional journals and E-News services are useful when targeting professionals 

· Recruitment firms which specialise in your target area

· Networking gives you contact with people who may open doors  

· Search It is normally safer to do this through a search firm than directly    

· Reputation Find out who is known as great area and ask the recruiter to phone 

Online channels such as Seek now dominate the recruitment process.  Around 70% of recruitment ads now appear there.  Not only may you want to differentiate yourself from the pack, you should also ensure this is the best use if your time. I have heard stories about adverts for "ghost jobs” that may not exist – placed firstly to assist the recruiter in hitting their KPI’s by adding more names to their candidate database, and secondly to quiz applicants on what other roles they're going for – with a view to contacting the company and putting forward candidates of their own. 

Newer recruitment channels include:

Six Figures Recruitment.  Their aim is to serve their membership which consists of people earning over $100K.  Companies can advertise in this medium because they do not want to waste time screening people below the target level for the role.  Members pay for the service, so it is free to clients.

Social media such as LinkedIn and Facebook are increasingly used.  

Tip for Avoiding Retrenchment

Outplacement research shows that introverted people get retrenched more often than extraverted people.  This not because extraverts are better performers, but are better at promoting themselves.  Subtle self-promotion is a useful skill to have. 

Common Applicant Errors

1. Too Senior to Get with the Process:  My experience is that more senior applicants are worse at making recruitment errors because they are not used to making job changes.  Younger people are better versed in recruitment processes such as the need to write a good looking CV.  In some cases, especially if they have been approached in search process, senior candidates can be arrogant and treat the recruiter with thinly veiled distain. If the recruiter is small minded and takes things personally, they can exclude good options from the shortlist.

(Tip: Recruiters tend to play it safe. They are judged on the fish they present – no-one knows what they reject.)  
If we have approached someone who is right for the job we will do our best to enthuse them.  We will also coach them if necessary on how to write a CV, interview skills etc.

2. Lack of self-awareness:  Be clear on your values, (hence what you want), your skills, where you have been in your career and where you want to end up.
3. Shallow Strategy:  If you want to make a job change, you need to be strategic in your thinking.  You need to identify which organisations you are targeting, do research and then how best to get them to know you.

4. If you post your resumes on job boards or business-related social networking sites you indicate you are ready to move – would you be comfortable if your current manager saw your details there?
5. Over-reliance on some recruitment channels:  Identify which channels the recruiter or company are most likely to use and then position yourself accordingly.  

6. Sloppy planning:  An example is inconsistency between the covering letter, “I am keen to apply for job X” and the resume, “My preferred job is Y”.  Do tailor your CV to the role you are applying for.  Some things that frustrate me include not having the contact details readily accessible, or being contactable.  Messy, poorly set out CV’s also count against you if the role you are applying for involves influence.

Common Recruiter Errors
1. The greatest complaint the Polson Discussion Group had about recruiters was their rudeness.  Most applicants do not get any response at all when they apply for roles.  Very often the recruiter is only focused on sales and sees applicants as commodity.  
Modern job seekers are savvy and expect service and respect.

2. Little Understanding of the role is another strong complaint.  Very often the recruiter is new in the field (given the high turnover in the field) and simply does not understand the role.
So good applicants can get excluded because the recruiter does not understand that the person’s experience goes beyond what is on the check list question.
For a facilitator role, the question may be, “Must have cert. IV training qualification?”  The applicant may say, “I do not have cert. IV, but I am a master NLP facilitator.”  The person is then excluded because the interviewer does not know what NLP means and they do not have the much, much, lower qualification.

3. Overuse of Specific Recruitment Channels
Social media only delivers 1% of hires, but delivers the greatest volume of applicants.
A good recruiter uses a wide range of search processes to attract the most likely candidates.
Similarly, large recruitment firms may have large data bases of earlier applicants, but these may not necessarily be available when the right opportunity comes up, and if they are, there may be a reason for them still being available……

4. “Exact Fit” is a frustrating aspect in recruitment.  This is normally driven by the client who wants “Another David Smith” the perfect guy who just left them.  So they insist in getting someone with the exact same experience in a company in the same field as theirs.  This is short-sighted on three fronts.  Firstly, it assumes that talented people cannot learn new things.  One deprives the organisation of a fresh perspective.  And finally, if a person is bored with a job they have been doing for 5 years, why would they be less bored doing the same job in a new similar company?

Closing Thoughts

· As an applicant, plan and execute your search professionally.

· As a recruiter, consider a range of recruitment pathways and treat applicants respectfully.

· As a client, ensure the person doing the recruitment is appropriate for the role.  Consider specialist recruitment agencies for specialist fields such as IT, accounting and HR or HRD.

· You want all applicants telling others how good your organisation is – thus attracting the best.
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