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Head Hunting the e-way

The use of technology and the rise 
and rise of social media in business has 
dramatically changed the way companies 
recruit. The global !nancial crisis has 
ampli!ed this as Internet jobs boards, in-
house applicant management systems 
and social media websites became the 
preferred option for companies to search 
for new recruits.

On the face of it this makes total sense, 
simply tap a few key words into your CV 
search database or the search engine 
of the website you are using (better still 
post an online job advert with those all-
important key words included) and as if by 
magic a list of applicants resumes appear 
with exactly those key words listed….

Firstly let’s take online advertising 
whether it’s through an in-house system 
linked to your company’s website or an 
internet jobs board, and forget the cost for 
now. 

You post your job advert, it’s as simple as 
that, isn’t technology great!

What generally happens next is you 
receive over 500 applications, with about 
95% of applicants being totally unsuitable 
for the vacancy you have advertised. The 

number of applicants you get depends on 
how speci!c and clear the job description 
and requirements are written in your 
job advert (The better the advert the 
lesser the applicants). Many online job 
advertisements are way too general, the 
upshot being far too many applications, 
and it’s not the applicants fault, how 
should they know you need someone with 
experience of managing four facilities 
and a "eet of 250 vehicles if you failed 
to mention it in your Logistics Manager 
advert?

Yes some of the systems are clever, 

which the applicants must answer to 
get through the !rst level “automated” 
screening process, for example “Do you 
have 10 years’ experience as a Logistics 
Manager based in Algeria?” and “Do you 
speak "uent French?”

The applicants without the required 
experience simply answer “yes” and hey 
presto they just made it over the !rst 

And why do the applicants say yes when 
it’s not true? I guess it’s some vain hope 
that they might be selected for interview 
even if they don’t have the appropriate in-
county experience or they aren’t "uent in 
the speci!c language you clearly stated as 
essential.

The next part from the applicants side is 
they hear nothing back from the recruiter 
and are annoyed about the fact that they 
didn’t get shortlisted as they “can do the 
job!” even though they don’t have any 
experience in the speci!ed country and 
can’t speak "uent French.

Their own fault for sure, I mean they 
could have spent their time applying for 
jobs they actually meet the requirements 
for couldn’t they?, but they applied online 
with a quick click of an “Apply” button so is 
it really time wasted for the applicant or is 
it giving them just one more chance that 
they might get lucky when the recruiter 

decides that location and language skills 
aren’t actually that important after all for 
such an impressive candidate? 

Apply for enough jobs (regardless of 
your suitability) and surely you must land 
one sooner or later…right?

Wrong!   It’s probably not going to be 

So back to your in-house recruiter who 
posted the advert for the job and is now 
spending hours screening through all 
of the applications (alongside the other 
adverts they are screening) to drill down 
to the 5% (likely less) of potentially 
suitable applicants.

We now have a frustrated recruiter with 
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a sore !nger from constantly tapping on 
the reject button and 475 plus disgruntled 
applicants who are aggrieved that they 
didn’t even get a phone call. 

If your system is smart they probably 
just received the same kind of automated 
reject email they always get in response to 
their applications. No fun for anybody. 

By now the recruiter has rejected all of 
the prospects and is down to the last 
25 people who could (possibly) be a fit.

And finally your recruiter is into the 
human part of the process to get in touch 
with whoever is left. It’s highly likely 
that by this time your in-house recruiter 
has spent so long sat in front of a PC 
monitor rejecting unsuitable applicants 
for various jobs that actually picking up 
the phone and speaking to the last few 
doesn’t even spring to mind, so its email 
all the way.

Keep tapping those buttons….your 
recruiter is practically a machine by 
now.

Disgruntled applicants dealt with (auto 
reject!), the required information back 
from the final few and its shortlist time… 
(Or “long list” time… we are still a long 
way off ).

Next a batch of suitably key worded 
CVs are given to the hiring manager 
but in the case of in-house recruiters 

(and with the upmost respect intended) 
they can’t all be specialized enough to 
accurately recruit for every function in 
your company so there’s a good chance 
none of the people fit the bill, but you 
can’t fault your recruitment team.… 
“Look there!” say’s your recruiter “The CV 
says Logistics Manager” 

(There is a term I like to use for this… 
“Title Surfing”) 

“And he speaks French and he lives in 
Algeria…look its written there”.

On closer inspection the hiring manager 
see’s that this “Logistics Manager” is 
mainly handling procurement for a small 
trading company, yes he has a couple of 
trucks he is responsible for but he has 
never been responsible for a managing 
a large logistics operation in his life and 
certainly isn’t the right guy to manage 
the four warehouses and fleet of 250 
vehicles country wide. 
Don’t be fooled by job titles thinks the 
hiring manager….!

Ok so it’s not the recruiters fault, they 
followed the brief to the word and yes the 
pile of CVs they gave you include all of 
the key words; in fact they probably think 
you are totally unreasonable by now.

This example of technology hindering 
the recruitment process is more common 
than you may think.

Emotions aside its back to the drawing 

board, this whole process (waste of time) 
has taken four weeks already and you still 
haven’t met any potential candidates so 
you set about double screening the CV’s 
and maybe you will find a diamond in the 
rough, at least on paper anyway.

The best solution would have been 
if your in-house recruiter was already 
specialized in the functional area that 
you were recruiting for and also deeply 
networked with people actively working 
in those functions for other companies, 
but with so many urgent vacancies to 
recruit for the other (very different) 
departments there is no time in your 
recruiters day for that. And so to social 
media.

Connect…connect…connect…! To as 
many people as possible, a sure-fire 
way to get the right people isn’t it? 

You post some information about 
the job vacancy in your status update 
and within seconds you are connected 
to Thousands…Millions of potential 
employees, your “word of mouth” 
advertising spreads exponentially 
through cyber space, no stone remains 
unturned!     

(to be continued in the October 2013 edition)


