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Hiring Outlook

A newly released quarterly survey reveals that Gema employers
expect their most robust hiring activity in six ygawith 26% planning to
increase payrolls and 8% anticipating cutbacks. t Narprisingly,

construction, education, and financial servicesugtides will be the top
three job producers through to the end of the year.

Meanwhile, companies with US operations "will cont to hire through
year-end at the same solid pace seen over thelpagtarters," casting
doubts on reports that the country's economic drdetat a standstill.
Hiring in the manufacturing, services, constructamd wholesale/retalil
sectors are forecast to remain stable from lasty/&aurth quarter.
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Best Practices versus Just Getting By

Is your current recruitment process helping yojusd
get by? Some organizations live in a world oft's
not broken, don't fix it’. This approach leavetsldi
incentive to find a better solution.

The current hiring outlook is a call to organizagdo
challenge the status quo, and consider state-edithe
recruiting software to hire smarter, faster anddvet

A Case Study -
Recruiting Smarter, Faster & Better

John Smith is the Director of Human Resources at a
multi-location company based in Winnipeg, Manitoba
This coming year, John’s recruitment projectiores ar

=  20% increase due to new, incremental
positions; and

= approximately another 20% increase due to
annual turnover.

John understands the business requirements, dsd fe !

his current recruitment and selection process works
well. In the last year, John’s organization hasreput
into place a careers section on their corporatesiteb
which is allowing them to keep with the times in
competing for talent. John feels they are getbipgust
fine.

Although John has recently implemented a corporate
careers website as a recruiting strategy, and feats
internet recruiting has been successful for their
organization, i.e. his ‘gut’ tells him there hashean
increase in the number of resumes.

The reality is:

= John'’s hunch is not supported with factual
data;

= an overall recruiting strategy is absent; and

= key best practices are lacking, on the front a d

back end of their corporate careers website.

Corporate Careers Site:
Front-End Best Practices

E-recruiting software with built-in best practices
would enable John to independently keep his
corporate careers website current with employment
opportunities. If a candidate visiting the sitd di
not see a current opportunity of interest, rathant
losing the candidate and having them potentially
move to a competitor’s site, John could be offering
a channel to candidates to submit a resume for
future consideration.

John’s organization is currently missing a key
opportunity to identify and build relationships kit
available talent.

John’s site could also offer candidates a ‘search’
feature to help them quickly identify available
opportunities of interest. John could further
leverage his site by offering a way for visitors to
refer an employment opportunity to a friend. This
way he does not miss out on additional exposure to
an untapped source of candidates.

Also missing from John'’s site is the option for
candidates to complete a candidate profile and
resume. This option would allow candidates to
easily apply for more than one position and to
return to the site at a later date, to apply fweot
positions without having to re-create a profile and
resume each time. Offering candidates a
personalized list of positions previously applied
for, organized along with relevant details, would
encourage them to re-visit the site regularly.

Finally, by exploiting affordable internet
technology, John could be extracting pertinent
screening information from candidates in the
application process that may not be contained
within their resumes.
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Corporate Careers Site: Back-End Best Practices

John missed an ideal opportunity to assess and
enhance his antiquated, labour-intensive recruiting
process and replace it with a paperless solution.

In order to staff quickly, John could consider
recruiting web-based software that consolidatesfall
his organization’s recruiting information into one
central repository. The result . . . human resesirc
can collaborate with hiring managers and recruit
across all office locations, affordably and witlsea

A back-end database would collect, sort, store and
track resumes for current and future consideration.
Advanced search features would allow a recruiter ¢
hiring manager to instantly locate a specific resum
and candidate history, or, review the results of a
search for qualified candidates based on multiple
criteria, (e.g., an accountant with a CA desigmatio
interested in part-time work).

Significant time, effort and money are invested in
sourcing candidates. John runs a newspaper
advertisement each time there is a vacant position
within his organization, and then selects a cartdida
from the respondents to the advertisement. An
established database of talent could provide ibstan
pre-screened candidates collected from multiple
sources, and can easily reduce current advertising
costs by 50%, not to mention the time saved in
reviewing and pre-screening resumes.

One of the greatest advantages of recruiting
technology is the automated screening process that
can cull unqualified candidates. John could uie th
system as a pre-screening process in itself, to
enhance the quality of his organization’s hires.

Recruiting technology could also assist John in pre
screening candidates for minimum qualifications and
rank candidates from most to least qualified.
Without any pre-screening, the largely manual
process of sorting through resumes delays getting
qualified candidates into the hands of hiring
managers, and potentially causes the organizaiion t
miss out on available talent.

The lack of automated communication on the back-
end also means that candidates are often lefein th
dark as to where they stand in the recruitment and
selection process. Because of the time involved,
John’s organization is not able to respond to all
applicants, and candidates are left feeling lilarth
applications are being ignored.

Recruiting technology also tracks and reports data
such as:

= sources that generate the most and best
candidates;

= time to hire;

= employment equity data and statistics; and

= employee referrals.

John could have information at his fingertips tdkea
informed decisions and enhance recruitment efforts.

E-Recruiting Success Story

Continental Airlines’ Kimberley Paul, Manager ofdbhl Recruiting shares her experience

with corporate website recruiting:

“Hiring managers believed that candidates interedtm dining services and ramp jobs, for
example, would not have sufficient access to or Wedge of computers to apply online.
We told them that the entire company runs on comgnstand we want a candidate pool that
reflects that . . . the hiring managers pushed babkit the company moved ahead with
posting all positions on our website, including egively low-skill jobs. Despite the hiring
managers’ initial concerns, large numbers of appditions roll in for every job.”
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Best-In-Class E-recruitment

In the case study above, John is not leveraging Ironically, John's ‘just getting by’ solution is

technology or best practices to enhance his costing him more than if he had implemented

organization’s recruiting efforts. Though Johnugbt best-in-class E-recruiting software. John should

he had equipped the organization with E-recruiting- - consult with an E-recruiting expert, to further

adoption of best practices and enhanced technolog r understand and analyze his recruiting process
and costs, as implementing a best-in-class,
collaborative E-recruiting technology would
allow John to realize a significant return on
investment, and move the organization from a
paper-based system to an automated, cost-

would save significant time and money, and bring n:  effective solution, giving his organization an

levels of strategic insight, quality and efficiertoythe edge over their competition.

recruitment function. John is also not realizing t

significant return on investment best-in-class E-

recruiting technology would help him achieve:

= increased quality of hires; The war for talent is challenging all organizatioas
aggressively seek innovative ways to recruit smarte

= decreased time to fill positions; and faster and better.

= reduced cost per hire.
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Trend Watch
On-line recruiting has come a long way . . .

Find out how your organization stacks up by completing the
10 Point E-recruitment Assessment in the following section.



Trend Watch

On-line recruiting has come a long way . . .
How does your organization stack up?

10 Point
E-recruitment
Assessment
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Benchmark your on-line recruiting performance

A tight labor market and intense competition fqu talent is putting
tremendous pressure on organizations.

If your organization is using your corporate carsavebsite primarily as a
broadcasting channel for job vacancies, rather tlaatool to ease the
recruitment process, you're likely being autneuvered in the war for talet

There is much more to on-line recruitment than leisgthing an employment
page on your website and inviting candidates toa@-their resumes. When
considering e-recruitment it is important to meastite benefit of
streamlining administration and reducing workloaeh)ich results in:

» Decreased time in filling job vacancies;
» Increased caliber of candidates; and
» Reduced cost per hire.

How does your corporate careers website stack up?

See how your corporate careers website stacks up to leading organizations
by completing this 10 Point Assessment:



Does your corporate careers website:

Yes No

Display current employment opportunities as well as future
consideration areas to build a talent pool even when you are not
recruiting for these jobs?

Consider this scenario ...

A high quality candidate visits your site and browses your available jobs. After a few minutes of
browsing it becomes apparent that there is nothing suitable at this point in time. What happens
next?... The candidate likely leaves your site (without registering any details) in search of positions
on your competitors’ website.

So what could you have done differently?

TIP:

Offer visitors information on potential career paths within your organization and a channel to submit a
resume for future consideration. This lessens the potential for ‘losing’ candidates to the competition.
Topping up your future ‘talent pool’ is an excellent way to proactively build and manage a database of
pre-screened candidates, which you can draw on as the need arises.

Automatically acknowledge and inform candidates of the status of
their application using personalized e-mail messages?

TIP:

Leading companies have re-adopted the proven practice of acknowledging and informing candidates
of their application status (including notifications to unsuccessful applicants). Recruitment software
automates this process while ensuring consistent corporate branding and written communications to
candidates.

Instantly profile, pre-screen and rank applicants quickly, identifying
the most qualified candidates?

TIP:

Sophisticated on-line tools allow you to quickly and easily distinguish candidates with good skills and
cultural fit. Applicants can be ranked using targeted job-role questions allowing you to quickly screen
to a quality short-list and take immediate action on HOT candidates.

Generate instant reports that place state-of-recruitment information
and strategic insight into the hands of decision-makers?

TIP:

Generating manual reports can be a time consuming task. Recruitment software effortlessly
automates the creation of reports including Employment Equity/EEO & Diversity Reporting,
Vacancies Status, Sources of Hires and Time-to-Fill Reports.

Knowing where you spend recruiting money and the sources that generate your best hires is a key
benefit of recruitment software. Asking candidates how they first learned of a job or employment with
your organization will greatly improve source effectiveness reporting.



Does your corporate careers website:
Yes No

Offer a channel that supports and links to your employee referral
program?

TIP:

Employee referrals are tough to beat and leading companies attribute 20 — 40% of new hires to this
proven method of finding top talent. Many organizations offer incentives to employees who provide
candidate referrals. Recruitment software can simplify and automate the collection, tracking and
reporting of your employee referral program.

Allow you to import resumes arriving by e-mail, fax and mail, in
addition to capturing on-line applications?

TIP:

A key advancement in on-line recruitment systems is the ability to import multiple sources of
candidates (e-mail, fax, mail) directly into a searchable database. This creates a usable,
comprehensive repository of available candidates.

Equip you with a searchable database of candidates?

TIP:

Recruitment software allows you to create detailed search filters based on any candidate information
collected and applies these filters to candidates who have applied for a particular job, or across your
entire database. These searches return suitable candidates according to how closely they meet the
filters.

Automate the collection and reporting of employment equity/EEO
and diversity information, while preserving candidate privacy?

TIP:

Leading organizations have automated employment equity data gathering using recruitment software
to eliminate many hours of data collection, analysis and tracking typically spent in generating formal
employment equity reports.

Offer you automated applicant tracking?

TIP:

Recruitment software automates resume management and tracks the flow of applicants throughout
the recruitment and selection process. This technology allows a recruiter to instantly and effortlessly
view who has applied for a position, as well as who has been short-listed, interviewed, removed from
consideration, etc.



Does your corporate careers website:
Yes No

Encourage and support collaboration with hiring managers by
offering them access to vital recruitment information?

TIP:

Leading organizations engage hiring managers into the recruitment process using recruitment
software. Decision makers can easily view and short-list applicants, and search and update
candidate records, even when operating across multiple offices and remote locations.

Yes No

Total (of Points 1 - 10) :

If you are not satisfied with your results on tagsessment, contact North Star
to learn how you can quickly and affordably equmpiryorganization with
recruiting software that will offer you all of treapabilities outlined above.

Copyright 2006 North Star Human Resources Inc.
All rights reserved.

Sherry Panciera, founder and president of North Sta  r Human Resources Inc., is recognized as a leading
E-recruitment expert. North Star equips organizati  ons to win the war for talent through ‘state of the art’
resume management and applicant tracking technology

Interested in a complimentary staffing assessment and E-recruitment Report? . .. contact Sherry Panciera
at sherry@northstarhr.com _ or visit www.northstarhr.com .
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Recruiting Smarter, Faster & Better . . .

For most organizations, the search for top talent starts with expensive job advertising, and ends in high
volumes of candidate responses. Once applications are received, recruiters have the time-consuming and
tedious task of qualifying and screening candidates. Added pressure includes hiring the best candidate in a
short period of time.

A Key Strategy

More than 97% of Fortune 500 and Canada’s Top 100 companies are leveraging their existing corporate
website as a key strategy to attract and hire candidates quickly, efficiently and cost effectively. Increasingly,
emergent organizations are reaping the competitive advantages of E-recruitment technology to gain a leading
position in the escalating war for talent.

The Value of E-recruiting

Your own branded careers website

Streamlined administration and reduced hiring costs

A talent pool and full pipeline of candidates

Instant ranking and screening of applicants

Shortened time to hire

Enhanced corporate image and user experience

Collaboration between recruiters and hiring managers

Seamless management of the entire recruitment and selection process

RN

North Star provides a competitive edge by enabling you to respond quickly to qualified applicants and to invest
time in value-added hiring activities such as building positive relations with desirable candidates and educating
high-demand talent about the benefits of working for your organization.

Adding E-recruiting Technology to your Corporate We bsite

The good news is that you don’t have to redesign your existing website to enjoy the benefits of North Star's
best-in-class recruiting technology. North Star offers an affordable, intuitive, easy-to-use solution that
seamlessly integrates with your web site.

To find out more and arrange a demonstration contars at 204.294.9793

www.northstarhr.com



