EXCERPT:

100 + 1 Top TIPS, TOOLS & TECHNIQUES TO ATTRACT & RECRUIT TOP TALENT
By MEL KLELIMAN, CSP

What is your UEP (Unique Employment Proposition)?

What do you offer that your competitors don’t? Make a 6.
list of the top 10 reasons a STAR
employee should come to work
for you. The easiest way to come
up with a list of why STAR em-
ployees is to ask your best em-
ployees why they came to work
for you; what makes them stay;
and what they like most about
their jobs and the company.

Ask everyone who gives you an employee referral
one question: /s this a referral or a recommendation?
This will tell you if the person who gave you the refer-
ral actually knows the person and is willing to put their
own name and reputation on the line. (This question is
worth asking when you get a referral for a vendor you
think you may want to work with too.)

Do not help your competition. When you get a call 8
asking for a reference on a STAR employee who left
you, you’ve just been put on notice that he or she is
looking for a new job. So, before you give the re-
quested references, tell the caller that you will have to
call the former employee for their permission to re-
lease the information. Ask the caller for the former
employee’s current telephone number, then call your
former STAR and ask if he or she would consider com-
ing back. If the answer is no, you'll still have made the
person feel good and he or she may very well think of
you next time they’re ready for a change.

To change the results, change the sign. The same

headline, same message, and same location will con-

tinue to attract the same types and kinds of applicants. 9.
If you want more and/or different kinds of applicants,

change your headline, message, and/or location. For

example, if you mainly hire men, take your ad out of

the employment section of the newspaper and run it

on the sports page. For part-time jobs, try: Be Home

When Your Kids Are Home.

10.

Think inside the box. Before you go looking outside
your organization, look at the people you already have
on board to see if anyone on staff can do the job or if
there

is someone who this job would be
a stretch for, but who deserves
the opportunity to grow. Pro-
moting from within motivates
your entire staff and it’s
nice to discover the person
you need for the new position
is a person you hired two years
ago.

Divvy up recruiting responsibilities. If you have more
than one manager at a location, divide the recruiting
responsibilities between them. Have one focus on re-
ferrals, another on outside organizations (schools,
church groups, state employment agencies), and
another on the Internet (Facebook, LinkedIn, and all
the other social media and job boards).

Get rid of Help Wanted signs. Help Wanted isn’t a
good reason for anyone to want to work for you. If you
want to recruit STAR applicants, you need to tell them
why they want to apply. Instead
of Now Hiring, how about: Our
growth is your oppor-tunity or
Come for the job, stay for the ca-
reer. Santa needs helpers and so
do we is a much better message
than Holiday help needed.

Frustration is good as long as it is the other compa-
ny’s employee who is frustrated. Somebody else’s
frustrated employee is most likely one of your best
prospects. Research shows that over 20 percent of the
people who are employed are frustrated by their jobs.
The same research shows that these people, in most
cases, are some of the best employees and are trying
to do a great job, but they have not been given the
tools, training, and respect they deserve. They are
overworked and underappreciated. Why not run an ad
that reads: Are you frustrated and looking for a
change? Or, how about: Frustrated Nurses, Apply Now
with your 24/7 job hotline number. (Just drop in your
job title in place of the word “nurses.”)

Never stop looking for your next employee. Today’s
employees do not believe it is disloyal to look for a job
while they are working for you and the same needs to
hold true for hiring managers. You always need to be
looking for your next STAR employee. Recruiting is a
proactive function and a key component of building
your business.

Sell the sizzle, not the steak. Nobody really
wants to buy light bulbs. We buy light bulbs be-
cause we want light. The same goes for
work. No one really wants a job; they want
the benefits the job gives them: security,
growth opportunities, challenges, recogni-
tion, respect, relationships, and the list goes
on. | cannot tell you what each applicant
wants most because only the applicant knows that,
but | can tell you how to find out what applicants value
most: Ask them what they want or expect from their
jobs.
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