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To turn things around for the second year of college recruitment, Marianne realized that she needed to engage in  page 762
a thorough process of recruitment planning and strategy development. As’she began this undertaking, her
analysis of past events led her to conclude that one of her key mistakes was to naively assume that the three managers would
actually be good recruiters and were motivated to do the job efféctively. This time around, Marianne decided to use 12
managers as recruiters, as“igmng one to each of the 12 cgmipuses. She also decided that more than a recruitment briefing was
needed. She determined that arintensive, one-day traiffing program must be developed and given to the managers prior to
the beginning of the recruitment sea:
You work in HR at another organization'} cksville and are a professional acquaintance of Marianne’s. Knowing that you have

experience in both college recruitment and g Marianne calls you for some advice. She asks you if you would be willing to meet
and discuss the following questions: L ™~

g
o,

1. What topics should be covered in the training pmgnamV' ™~

2. What materials and training aids will be needed for the pmgram"

3. What skills should the trainees actually practice during the training?

4, Who should conduct the training? ,

5. What other changes might have to be made to ensure that the training has a strong impact on the managers and that during the
recruitment process they are motivated to use what they learned in training?
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Selma Williams is a recruiter for Mervin/McCall-Hall (MMH), a large publisher of educational textbooks {K—12 and college). Fresh out
of college, Selma has received her first big assignment at MMH, and it is a taugh one——develop an Internet recruitment strategy for the
entire organization. Previously, MMH had relied on the traditional recruitment methods—college recruitment, word of mouth,
newspaper advertisements, and search firms. As more and more of MMH’s textbook business is connected to the web, however, it
became clear to Selma’s boss, Jon Beerfly, that MMH needs to consider upgrading its recruitment process, Accordingly, after Selma had
acclimated herself to MMH and had worked on a few smaller recruitment projects (including doing a fair amount of recruitment at
college campuses in the past three months), Jon described her pew assignment to her, concluding, “Selma, I really don’t know much
about this. I'm going to leave it to you to come up with a set of recommendations about what we ought to be doing. We just had a new
intern come into the office for a stint in HR, and I'm going to assign this person to you to help on this pm;ect Assume that you are the
intern.

At your first meeting, you and Selma discuss many different issues and agree that regardless of whatever else is done, MMH must
have a recruitment area on the corporate website, After further discussion, Selma gives you ! several assignments toward this “page 263
objective: e

1. Look at three to five corporate websites that have a recruitment area-and note their ma;er features, strengths, and weaknesses.
2. Interview three to five-students who have used the recruitmert area on a corporate website and ask them what they most liked and
‘\“""'m“ o
disliked about it. T ——
3. Prepare a brief report that {1} summarizes yeur ﬁndmgs from assignments-#1-and #2 and (2) recommends the design features that
you and Selma will develop for inelusion in the MMH website,
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