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This newsletter continues 
our look at creating 
integrated HR strategies 
that engage a 
multigenerational 
workforce. This issue is 
based on Chapter Five of 
our book on increasing 
engagement within a 
multigenerational 
workforce. Chapter Five 
examines the factors 
required to create a 
successful recruitment 
strategy to gain 
competitive advantage.   

In today’s knowledge 
economy, the best 
performing organizations 
devote time, attention and 
resources to recruiting the 
right people, at the right 

The 5 Key Elements to a Successful Recruitment 
Strategy 

  

time for the right job.    

The recruitment process 
is also the first step in 
creating an engaging 
relationship with 
employees.  From the first 
touch point, usually a job 
posting or your website, 
candidates form an initial 
impression of your 
organization.  They will 
evaluate how transparent 

your hiring process is; 
how responsive your 

organization is; and how 
open you are to 
partnering with them to 

ensure a win-win 
experience. 

 

When developing a 
recruitment strategy the five 
key elements are: 

1. using a blended approach 

2. focusing on cultural fit 

3. closing the gap 

4. leveraging your brand  

5. maximizing internal 
recruiting strategies 

We thank our clients who 
attended our March 
breakfast session for 
sharing their insights and 
experience in ‘getting’ the 
right employees. 

 

 

 

 

 

  

A blended approach to 
recruitment requires that 
you reach out to potential 
candidates in a variety of 
ways and incorporate a 
variety of tools and 
methods during the 
selection process to 
ensure you are achieving 
the highest level of 

validity. In order to be 
transparent during the 

recruitment phase, 
candidates should be 
informed about all 
elements of the selection 
process, specifically how 
and why certain tools / 

Use a Blended Approach  
methods will be used to 
evaluate them.  To 
demonstrate partnering, 

your approach should have 
candidates participate in 
numerous face-to-face 
meetings where they should 
be able to openly discuss 
their expectations of you as 
an employer.   

To demonstrate 
responsiveness, 

candidates should be 
informed of their results (i.e. 
test scores) and hiring 
decisions in a timely 
manner. 

Generational 
considerations - Gen X 

and Gen Y candidates in 
particular will expect to 
have opportunities for a 
two-way dialogue.  Their 
goal is to create a win-win 
relationship. As a result, 
they are more likely than 
previous generations to 
negotiate for what they 
want. Many experienced 
Baby Boomers will want to 
ensure that they can 
continue to build their 
reputation, so you want to 
be transparent and 
partnering as to that 
possibility.  
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Case Examples 

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 
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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. 

Internal Strategies - Internal 
programs are a particularly 
good recruitment strategy 
when you are facing a tight 
labor market. Tapping into 
your employees as a source 
for new hires is also an 
effective approach. 
Candidates that are referred 
by existing employee are less 
likely to  
 

  

  

 

ngenperformance.com 

 
 

313 Richmond St. E 
Suite 569 

Toronto, Ontario 
M5A 4S7 

 
PHONE: 

416.362.7564 
 

FAX: 
416.362.7564 

 
E-MAIL: 

info@ngenperformance
.com 

Visit our website 

www.ngenperformance
.com 

 

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

Generational considerations - 
Since Gen Ys tend to move in 
packs, they will help recruit their 
friends to your workplace. If 
they do not think you are a 
great employer, they will 
discourage others from joining 
or, worse yet, leave en masse. 

 

 

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.  

Close the Gap 

 
Equip managers with the skills 
and tools to conduct hiring 
conversations that are open 
and honest as a first step in 
creating a partnering 

relationship.  At our breakfast 
session one client shared the 
unfortunate result of having line 
managers who did not paint a 
realistic picture of the 
workplace. The outcome was a 
new hire who did not work 
within the established job 
guidelines, and whose 
approach to senior 
management was inappropriate 
and out of sync with the 
corporate culture. 

Generational considerations 
– provide opportunities for Gen 

X and Gen Y candidates to 
peek behind the curtain during 
the recruitment process to 
evaluate your ability to deliver 
on the deal. These cohorts, 
more than others, want to 
ascertain whether the 
recruitment promises are likely 
to come true. While Baby 
Boomers may not leave your 
organization as quickly if they 
feel the deal is not being 
delivered, they will not be 
engaged. This cohort above all 
others must feel and believe 
that the value for which they 
were hired, will be used. 

 

Focus on Cultural Fit 

 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 

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 

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. 

 

 


