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A Little About Me

BACKGROUND/EXPERIENCE:

* 20+ YEARS FULL LIFE CYCLE RECRUITING

* CORPORATE RECRUITER FOR MULTI-MILLION DOLLAR, MIDSIZE, AND
START-UP COMPANIES

e BUSINESS DEVELOPMENT/RECRUITER - TOP TIER NATIONAL STAFFING
FIRMS

* TYPES: CORPORATE RECRUITER, RETAIN SEARCH, EXECUTIVE SEARCH,
STAFF AUGMENTATION, FULL DESK AGENCY RECRUITER, BLENDED DESK
AGENCY RECRUITER

e COMMERCIAL AND PUBLIC/GOVERNMENT (DOD AND STATE)
* INTERNATIONAL AND DOMESTIC

e VENDOR MANAGEMENT PROVIDER

e OWNED STAFFING FIRM
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Recruitment 1.0

* Encompasses traditional recruiting over a
huge timeline

— including good old-fashioned fax machines, print
advertising, (post, spray ,and pray), and Rolodexes
moving into traditional ATSs.

e Recruiters more focused on processes than
end results.



Recruitment 2.0

Move to online and using technology for recruitment
purposes, including the advent of online job boards & online
CV searches.

— While the technology moved forward, the traditional methodology of 1.0 was
prevalent, including online post, spray, and pray candidate attraction (aka the
recruitment lottery of let’s hope the right-ish person looks at the online
advertisement, at the right time and feels willing to go to the effort to apply).

Both Recruitment 1.0 and 2.0 were/are fundamentally
focused on the active job seekers, (applying to vacancies, on
agency books, and those watching job boards like a possessed
predator).



Recruitment 3.0

It moves recruitment out of its comfort zone. The
beating heart of 3.0 is the non-active/passive
individual and a focus on “best talent” and building
predictable talent pipelines.

— In addition, the philosophy of “everyone is a potential candidate so
engage them” is central.

— 3.0 takes us into building engaged, two-way, free-conversation based,
transparent communities. This is anchored by things like employment
branding, marketing, and PR.

— 3.0is not only concerned with building communities but mapping key
competitors and seducing cream-of-the-crop talent with your brand
and in-house opportunities.



Todays Corporate Recruiter

Instant
Corporate Recruiter

Just Add

=




Where Are We Headed

History Repeats Itself
Active-To-Passive Shift Is Accelerating
Interconnected Networks Will Replace Sourcing

The Rise of The Hiring Manager Self-Serve Model Is
Accelerating.

Quality of Hire Has Not Improved Under The Current
Model.

The Decline And Fall of The FTE And The Requisition



History Repeats Itself

 The current version of the corporate recruiting department and recruiter
came into existence in the 1995-2000 time frame due to technology
changes.

These same technological forces will fundamentally change the nature of the job in the
next few years.

In the mid- to late 90s with the growth of job boards, companies realized they didn’t
have to pay contingency fees to third-party recruiters for candidates they could find on
their own. As a result they began to hire contract recruiters at a pretty stiff hourly rate
to reduce costs and increase control. This model proved successful and soon contract
recruiters become full-time employees at more reasonable rates.

Since cost and efficiency were the drivers behind many of these initiatives, there were
never enough recruiters on the staff to handle all of the requisitions properly. In many
cases this model is more transactional and administrative, focusing on filling jobs with
the best person applying, rather than reaching out and finding the best available person.

This strategic error could be the root cause of the corporate recruiting department’s
ultimate demise.



Active-To-Passive Shift Is
Accelerating

e According to a massive joint study conducted by LinkedIn, only 18% of the
fully-employed pool of prospects were looking for new jobs using
traditional techniques.

— The 82% who describe themselves as passive need to be engaged with in a totally
different manner from the 18%.

— They are looking for better jobs and career opportunities
they take longer to decide
they won’t apply
they don’t have resumes
they are in higher demand
they are far more choosey.

 Most corporate recruiting processes are ill-equipped to handle these
differences. Without a major overhaul in processes, tactics, resources, and
how job descriptions are written, the biggest pool of the best prospects
will go untouched.



Interconnected Networks Will
Replace Sourcing

Soon, if not sooner, everyone will be connected with everyone else by only
one degree of separation.

— As aresult, proprietary talent communities will become unimportant since everyone
will have access to the same people.

These will soon be overshadowed and ultimately be replaced by 360°
talent networks.

As a result, those with the deepest and broadest talent networks will win.

— While developing these networks will be a critical job of the recruiting department of
the future, it’s unclear that managing and working the network will require the current
set of recruiter skills and competencies.

Since the auto-matching of jobs with prospects in these extended
networks will soon become the norm, the end-game (reeling in and
closing) will become the critical differentiator of success.



The Rise of The Hiring Manager
Self-Serve Model Is Accelerating.

e Just as corporate recruiters replaced Third Party Recruiters,
hiring managers will soon be taking over much of the work
now performed by corporate recruiters.

— Consider this likely scenario: a hiring manager creates a quick video
describing the job. Moments later it’s distributed throughout the talent
network to just the right people. Available prospects will be notified moments
later on their smartphones, and since everything will be known about
everyone, the most qualified people will be automatically matched with the
best opportunities.

— The best matches will be to sorted to the top with instant video exploratory
meetings set up at the push of a button.

e |don’t know what happens next, but it will be a heck of lot
different than what happens now, with hiring managers
driving the process.



Quality of Hire Has Not Improved
Under The Current Model.

 There is no evidence that quality of hire improved as
a result of moving the recruiting function in-house.

— While cost per hire and time to fill have improved, there has been no
corresponding improvement in the overall talent level of a company.

— Improvements on this score, if any, can largely be attributed to
employer branding, supply vs. demand issues, hiring manager
insistence, or some executive-level strategy change.

* |f some other corporate recruiting model can
demonstrate better quality of hire at the same cost
and efficiency, there’s no reason to maintain the
corporate recruiting function in its current form.



The Decline And Fall of The FTE
And The Requisition

The full-time equivalent (FTE) worker is becoming less relevant, replaced
by contingent, contract, consultants, outsourced and project workers.

— This parallels demographic changes, with an aging workforce considering more part-time

work, and a large portion of those just entering the market not sold on the corporate
career lifestyle.

Much of the mixing and matching associated with this project-based work environment
can be automated, further lessening the role of the corporate recruiting function.

On top of this is the idea now gaining traction of crafting the job around a
great person who is a rough match on skills, rather than finding a person
who closely meets the skill set on the job description.

Talent networks like LinkedIn and Facebook coupled with emerging career management

applications are both forcing and enabling this type of paradigm shift in approach and
thinking.



Recruiter of Tomorrow




Change Is Happening

e Whether you agree or not with the specifics here, change of
some significant type is inevitable.

 On the tech front things are changing more rapidly than ever,
and as a result, the corporate recruiter of the future will look
little like his or her counterpart of today.

e Those who take advantage of these changes will have a field
day. Those who don’t won’t be around to worry about it.



