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OVERVIEW

We have developed a comprehensive methodology for
creating your company'’s talent strategy that considers the

following:

Employer Branding

Job Analysis & Design

Recruitment, Selection & Retention

Performance Metrics & Feedback




EMPLOYER BRANDING

Employer Value Proposition: Define key messages to include in
Define EVP Employer Branding Plan, based on organization’s mission, vision, and
strategy.

Validate key messages with expert organizational departments:
Internal/ External Communications, Marketing.

Communication 1. Digital: Social Media (Facebook, LinkedIn), Corporate webpage,
Channels employment portals.
e e 2. In Person: Employment fairs, participation in Top Universities’
events.
Imple.me.nt and Measure Employment Branding Impact through: Feedback from

candidates, employees, participants in attended events, number of
candidates recruited through employer branding communication
channels.

Monitor Impact




Identify the objectives of
vour job analysis and
obtain top management

support.

1

. PLAN THE
JOB ANALYSIS

Add a Footer

JOB ANALYSIS & DESIGN

1

a. Identify job methodology
b. Review existing job
documentation

c. Communicate with
managers and supervisors.

(Gather, examine and
interpret data regarding job
tasks and responsibilities.

I

I1l. conpuct

ANALYSIS,
REVIEW &
COMPILE DATA

1

a. Duties & Percentages

b. Contacts & Supervision

c. Dimensions & Decisions
d. Jobholder Characteristics

Draft descriptions and specs,
review with managers &
employees and finalize

descriptions and recs.

1

V. pEvEDP JoB

DESCRIPTIONS & JOB
SPECIFICATIONS

V. review,

MAINTAIN &
LPDATE
PERIDDICALLY

1

Always review job specs for
changes in working
conditions or technology. It
is recommended to review
job descriptions every 2-3
vears to ensure job duties
are still applicable.




RECRUITMENT

SUCCESSION PLANNING

REFER TO
MANAGERS INPUT
INTERNAL &
PERFORMANCE
EMPLOYEE REFERRAL APPRAISALS
PROMOTION

ALUMNI NETWORK

SELECTION

LINKEDIN
SOCIAL MEDIA
INDEED

SHORTLIST

EXTERNAL CANDIDATES

MULTIPLE ADVERTISEMENT
PLATFORMS
COLLEGE RECRUITMENT

IDENTIFY METHOD OF OBTAINING
APPLICANT POPULATION

Add a Footer




SELECTION

SCREENING CONDUCT BACKGROUND ONLY DONE FOR JOB
PROCESS bEs e AT e NECESSITIES
ANALYZE SKILLS SET AND INITIAL ADMINISTER 'REgssgz“TCCEHCE'*CE'(CK TO EVALUATE CANDIDATES:
DETERMINE BEHAVIORAL *
e SCREENING EMPLOYMENT TEST «MEDICAL/PHYSICAL PERSON/ORG FIT ETC..
EXAMINATION (IF JOB- ABILITY TEST, PERSONALITY

NECESSITY) TEST, INTEGRITY TEST

ADMINISTER CONDITIONAL JOB PERMANENT DOES CANDIDATE
APPLICATION OFFER JOB OFFER ACCEPT?
FORM

CONDUCT
NARROW DOWN COMPREHENSIVE BEGIN ONBOARDING
POSSIBLE INTERVIEWS PROCESS CHOOSE FROM NEXT

APPLICANTS BEST CANDIDATE

Add a Footer




PERFORMANCE METRICS

Average Time to Fill @SS
Total # of jobs listed

Too Much
Money/ Cost Per Hire External+Internal Cost
Too Much Total Number of Hires
Time

Source Success Rate Selected apps from source

Total selected applicants

Low Retention/
Low Job . .
T — Quality of Hire (PR+H§+HR)
Satisfaction/
High Turnover
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How do your personal career goals align with

3 the firm’s goals?
Concurrent/ Pr ogress “What can your supervisor do to better

Interviews & Surveys support you?”
“What'’s the best part of your job?”

Add a Footer







