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Lukhvinder Rai
Recruitment of talented employees is an essential part of any company's ability to maintain success and
ensure the achievement of standards within an organization. Recruiting workers consists of actively compiling
a diverse pool of potential candidates which can be considered for employment. A good recruitment policy
will do this in a timely, cost-ecient manner. The ultimate goal of any human resources recruitment policy
is to develop relationships with potential employees before they may actually be needed while remaining
cognizant of the costs of doing so.

In dierent industries, the constant need for talent creates a highly

competitive marketplace for individuals, and it is important for any manager to be aware of these factors
as they develop recruitment programs and policies. As retirement among baby boomers becomes increasing
prevalent, victory in the war for talent will depend greatly on recruitment policies.

1 Methods of recruitment
There are two principal ways to recruit workers: internally and externally. Most companies will actively use
both methods, ensuring opportunities for existing employees to move up in the organization while at the
same time elding new talent. Depending on the time frame and the specialization of the position to ll,
some methods will be more eective than others. In either case, the establishment of a comprehensive job
description for every position for which the company recruits will help to narrow the scope of the search,
and oer more qualied candidates, aiding in search eciency.

Internal recruitment is often the most cost eective method of recruiting potential employees, as it

uses existing company resources and talent pool to ll needs and therefore may not incur any extra costs.
This is done in two principal ways:
∗
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Advertising job openings internally: This is the act of using existing employees as a talent pool for open
positions. It carries the advantage of reallocating individuals that are qualied and familiar with the
company's practices and culture while at the same time empowering employees within the organization.
It also shows the company's commitment to, and trust in, its current employees taking on new tasks.

•

Using networking: This method can be used in a variety of dierent ways.

First, this recruitment

technique simply posts the question to existing employees on whether anybody is aware of qualied
candidates that they know personally which could ll a position. Known as employee referrals, this
method often gives bonuses to the existing employee if the recommended applicant is hired. Another
method uses industry contacts and membership in professional organizations to help create a talent
pool, through simple word-of-mouth information regarding the needs of the organization.

External recruitment focuses resources on looking outside the organization for potential candidates and
expanding the available talent pool. The primary goal of external recruitment is to create diversity among
potential candidates by attempting to reach a wider range of individuals unavailable through internal recruitment. Although external recruitment methods can be costly to managers in terms of dollars, the addition
of a new perspective within the organization can carry many benets which outweigh the costs. External
recruitment can be done in a variety of ways:

•

Traditional advertising: This often incorporates one or many forms of advertising, ranging from newspaper classieds to radio announcements.

It is estimated that companies spend USD 2.18 billion

annually on these types of ads (Kulik, 2004). Before the emergence of the Internet, this was the most
popular form of recruitment for organizations, but the decline of readership of newspapers has made
it considerably less eective (Heatheld, Use the Web for Recruiting: Recruiting Online).

•

Job fairs and campus visits: Job fairs are designed to bring together a comprehensive set of employers in
one location so that they may gather and meet with potential employees. The costs of conducting a job
fair are distributed across the various participants, and can oer an extremely diverse set of applicants.
Depending on the proximity to a college or university, campus visits help to nd candidates that are
looking for the opportunity to prove themselves and have minimum qualications, such as a college
education, that a rm seeks.

•

Headhunters and recruitment services: These outside services are designed to essentially compile a
talent pool for a company; however they can be extremely expensive. Although this service can be
extremely ecient in providing qualied applicants for specialized or highly demanded job positions
the rate for the services provided by headhunters can range from 20 to 35 per cent of the new recruit's
annual salary if the individual is hired (Heatheld, Recruiting Stars: Top Ten Ideas for Recruiting
Great Candidates).

•

Online recruitment. The use of the Internet to recruit a talent pool is quickly becoming the preferred
way of doing so, due to its ability to reach such a wide array of applicants extremely quickly and
cheaply. There are many ways to turn the Internet into a recruitment tool for your company.

First, the use of the company website can allow a business to compile a list of potential applicants which
are supremely interested in the company while at the same time allowing them exposure to your company's
values and mission. In order to be successful using this recruitment method, a company must ensure that
postings and the process for submitting resumes are as transparent and simple as possible.
Another popular use of online recruiting is through career websites (e.g.
builder.com).

Monster.com or Career-

These sites charge employers a set fee for a job posting which can remain on the website

for an agreed amount of time.

These sites also carry a large database of applicants and allow clients to

search their database to nd potential employees. Although extremely eective, many companies prefer to
use their own websites to eliminate the ood of resumes which may result from these services.
Finally, many professional associations may have websites on which a company may post job openings.
For instance, the NCAA allows all of its member schools and conferences to post jobs on their website at a
minimal cost, allowing for a more specialized selection of candidates. It may also be in a company's interest
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to contact area schools to see if they oer a career services site for their students for posting openings, further
expanding the reach of recruitment eorts.
To learn more about the growth of internet job postings:
http://www.clickz.com/showPage.html?page=3443851
To learn how to create an eective online job posting:
http://www.yourhrexperts.com/posting.html
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