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- What sets us apart

- What is our employee value
proposition

Strategic Recruitment
Recruitment Branding




Knowing Your

! A, M Targeted Candidate

Candidate Profiles Pool

Talent
What is a Candidate Profile? WL age m EI Targeting the right talent pool?
_ _ Consulting _ _

- Describes the skills, . - Define what population to
experiences, knowledge, and o target i.e., do they need to be in
personal attributes key talent provi din g the same industry or can you
must have to successfully industry best consider other industries, what
execute organization-specific - stage of their career should they
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Why have Candidate Profiles?

- To objectively measure the
capability to deliver against
highly focused business needs

- To quantify and project gaps in
the candidate

- To efficiently align and
integrate phases of succession
and talent management
processes from hiring to
promotion

efficiencies
a cost
effective
approach

let us work
with you to
build a
foundation
for success

your targeted population

Reaching your targeted population?

- Customize your sourcing to
reach your identified population

- Customize the way you market
the opportunity using language
that speaks to your targeted
population

- Leverage all distribution
channels at your disposal, from
staff, to technology, to
advertising, and networking

- Personalize your outreach
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Selection Best Practices

Is a Search Firm Necessary?

What challenges are associated
with recruiting for the position
Does the position warrant the
associated expense

Why should we engage the firm?

Assess the firms reputation in
the industry

Gain an understanding of the
firms human capital resources
and technology capabilities
Assess the firms ability to
market and sell both the
opportunity and the University
(and in the case of a national
search, the city of Columbus)
Determine the firms ability to
reach the defined targeted
candidate pool

Can they deliver?

Provide project scope and set
vendor expectations up front
Prepare and provide a “success
profile”

Request a preliminary
marketing plan

Request references

Agree on the best way to
present candidates

Talent
Management
Consulting
providing
industry best
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results
driven
process
efficiencies
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Relationship

Management Best
Practices

What works best?

Establish a point of contact
Review project scope and
vendor expectations

Schedule regular ‘report-out”
meetings

Provide timely and specific
feedback to the search firm
after reviewing resumes and/or
interviewing applicants

How to define success?

A high quality applicant pool
Effective due diligence
informing the applicants on the
opportunity, the University, and
the geographic area

Applicants who have a high
level of interest in the
opportunity, not ones just
testing the market
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