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One of the most
significant contributors to
employee turnover is poor
employee selection during
the hiring process. One
way to avoid this situation
is to hire for attitude and
cultural fit and train for
skills. You can create a
culture-based recruitment
process by considering
the cultural context in
which the job is performed
and understanding the
personality traits of those
who excel at the role.

In addition, a culture
based recruitment process

Often in the recruitment
process there is a
disconnect between how
managers and recruiters
present the organization
and work environment and
the reality of working within
the role. The most effective
way to close the gap is to
provide candidates with a
realistic picture of the job
and your organization.
Provide clear, specific and
complete information in
recruitment process, so as
to limit misinterpretations.
Be as transparent about
your culture as possible.

evaluate your workplace
culture based on their first
touch point — your website.
Your site should include
specifics on training
programs, career paths,
mentorship opportunities,
rewards, work-life balance
and diversity.

For Baby Boomers who are
relationship-focused, the
culture of your organization
means the people who work
for your organization. They
will want to know that they fit
with the team, as much as the
team needs to fit with them.

requires consistent
communication. Your
corporate values and the
employee traits that you are
seeking should be
transparent during the
interview process. By
exploring how candidates’
values align with your
corporate culture you will be
creating a partnering
relationship that ensures
employees with desirable
attitudes and values are
selected.

Generational
considerations - Gen X
and Gen Y candidates will

Equip managers with the skills Generational considerations

and tools to conduct hiring ~ — Provide opportunities for Gen
conversations that are open X and Gen Y candidates to

and honest as a first stepin ~ Peek behind the curtain during
creating a partnering the recruitment process to
relationship. At our breakfast evaluate your ability to deliver
session one client shared the  on the deal. These cohorts,
unfortunate result of having line more than others, want to
managers who did not painta  ascertain whether the
realistic picture of the recruitment promises are likely
workplace. The outcome was a to come true. While Baby
new hire who did not work Boomers may not leave your
within the established job ~ Organization as quickly if they
guidelines, and whose feel the deal is not being
approach to senior delivered, they will not be
management was inappropriate €ngaged. This cohort above all
and out of sync with the others must feel and believe
corporate culture. that the value for which they
were hired, will be used.

Leverage your Brand & Maximize internal strategies

One of the key contributors to
being able to recruit new top

talent is your organizational
reputation and brand. Your
reputation will impact the
number of applications you
receive and the quality of
candidates. Being
transparent about your
reputation is important as

candidates will evaluate your
corporate social performance

(CSP) which includes such

things as your ability to create

a partnering relationship
with employees, your

treatment of the

environment and your ability

to respond to internal and
external stakeholders
needs. Generational
considerations - Gen Ys
will be influenced by your
CSP, therefore it is best to
include in your recruitment
messages your strengths
around fair labor practices,
diversity issues, and your

commitment to sustainable
development.

turnover and more likely to be
better performers. As a
Internal participant at our breakfast
session noted, referral
programs are a great way to

Internal Strategies -
programs are a particularly
good recruitment strategy

: . also improve retention.
when you are facing a tight G ional iderati )
labor market. Tapping into enerational considerations

your employees as a source Since Gen Ys tend to move in

for new hires is also an packs, they will help recruit their

effective approach. friends to your workplace. If

Candidates that are referred they do not think you are a

by existing employee are less great employer, they will

likely to discourage others from joining
or, worse yet, leave en masse.




