Recruitment and Retention Session Facilitated by Jane Muller, Pervue Limited

Notes provided by Tony Simms, Roque Consulting.
The session was introduced and led by Jane Muller, was clearly of great interest to those present, and could have gone on for a fair bit longer I suspect.  I certainly found it very interesting and was challenged to review my own recruitment process. I found the presence of a number of professional recruitment consultants in the room very helpful.

The notes below should be read in conjunction with the presentation slide handouts.  The notes are in the order I jotted them down and reflect the general conversation that took place throughout the presentation.  

The group declared that it wanted the session to cover the following areas of interest:

· Hiring Abroad

· How to evaluate and ‘sift’ CV’s

· How to recruit into niche markets

· Tips on how to recruit

· Staff retention (and in particular how to keep permanent staff in the face of high contracting rates on the one hand, and cheap off shore rates on the other)
· Assessment techniques for identifying individual suitable for testing

We were asked who were the movers and shakers in recruitment, and to give success stories. We heard of an agent that constantly supplies high quality test resource, an, in house HR department that had taken time to train a specialist ‘tester hunter’, and a company that has a constant trawl process to identify testers and recruit them.
There was general agreement that there was a big difference in recruiting Contract staff compared to permanent staff. In particular if was felt that it was much easier and quicker to get contract staff, although the interviewing and selection process for contractors was not always as good as the process for permanent staff.

There was a feeling that the time and effort ‘spend’ should be less on recruiting contractors as a: Contractors should come ready skilled and b: it if much easier to get rid of a contractor that does not perform. It was noted though, that depending on how long the contractor is with an organisation, it can cost as much, if not more, than recruiting a permanent  member of staff (on top of the higher employment cost).

There was a discussion around the difficulties of interviewing a contractor who wants to go permanent, with an exception to every story. Generally it was thought that a contractor should not be ruled out of being interviewed for a permanent role as long as they can give a good and justified reason for making the switch.

In regards to the recruitment process it was felt important to make enough time for each aspect of the process, a badly formed advert will not produce the right applicants. It should also be noted that every applicant will have around five other opportunities, and so the recruiter needs to ‘sell’ both the role and the company. The professional recruiters in the room emphasised the fact that they find candidates ask lots of questions about the culture of the recruiting organisation. Focusing on company culture helps the candidate respond to that culture, this helps the employer assess them for organisational fit.
There needs to be more work from employers in ‘selling’ the role. Need to articulate the uniqueness of the opportunity, the challenge of the role, the prestige of the organisation. Test departments need to have a ‘what we are famous for’ story to attract candidates.  Test managers need to get better at selling testing as a career. 
In terms of finding both roles and candidates, networking should be exploited to the full.

Running an invitation to tender, particularly if the entry criteria to submit is low, is a good means of finding staff. The ‘losers’ from the process go into a pool that can be approached for smaller roles.

Putting a realistic salary in an advert helps attract the right level of candidate, but words like “competitive salary” mean nothing at all. Putting a salary also helps with staff retention as managing expectations is an important part of retaining staff.
Reading CV’s is an art. It is as important to look at what is not there as look at what is there.

Need to consider:

Format, layout spelling

Gaps in work history

Longevity and renewals of contracts

What the CV says the person is, a tester, network engineer, developer etc.

The type of words used, and the construction of sentences can be a good indicator of the candidates work style (verbose? Accurate? Detailed etc)

Is the CV targeted to the role of a generic CV sent with no thought

When reviewing a CV it is important to know what you need and then look for that in the CV

When interviewing, if you don’t know what you want to hear from your candidate, you won’t know what to ask.

