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This Business Report tries to identify and evaluate the recruitment challenges faced by small businesses in the current job market. It also looks at methods of attraction and how to best apply them to the business in order to improve recruiting top talent. The research objectives are based on the purpose of the research which looks at issues with recruiting the right candidates and how to overcome such issues. The aspiration to become an employer of choice in order to gain a competitive edge in the recruitment process is becoming more of a necessity than a desire. This Business Report was created by conducting a critical review of multiple information sources relevant to attraction in recruitment. Conclusion of the findings within this report was that using mainly indirect methods of attraction and focusing on employer brand, culture and image is the most effective way to attract candidates to the company. Findings also show that employers perceive the main challenge in recruitment to be attracting quality candidates.
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1. [bookmark: _Toc528183276]Introduction (terms of reference)

1.1. Purpose
The purpose of this report is to critically review ways to improve the recruitment process for Vortex IoT Ltd.  This report investigates different ways of attracting the right candidate and will conclude with recommendations for change in order to improve practice, outlining costs (if applicable), timescales and justification for recommended changes.


1.2. Background
Vortex IoT design and build practical IoT solutions for use in industrial and harsh environments settings that generate data to enable new ways of working, deliver operational efficiencies, solve known business problems and drive regulatory compliance. As a company, Vortex IoT are growing rapidly; currently at 11 staff members including Founding Directors and aim to expand to 24 members of staff by year 2.

The chart below illustrates their headcount growth projections over a 48-month timeline:


(Beckett, 2018)

As a technology company requiring new hires to have niche qualifications and experience and desire to work in a niche industry, Vortex IoT have found it difficult to attract top talent candidates to interview.
A recent study (The Conference Board Inc., 2018) found that the top issue CEO’s have at present is failure to attract and retain top talent.


1.3. Method of Investigation
All data contained in this report is secondary data gathered from secondary sources. References were made to books, newspaper articles, journals, and websites.

1.4. Research Objectives

· To identify and evaluate the different attraction methods
· To examine the effectiveness of direct and indirect attraction methods
· To analyse the impact and benefits of becoming an ‘employer of choice’

1.5. Scope
This report provides the Founding Directors with recommendations for improving the recruitment process by conducting a critical review of attraction methods in order to benefit the company. The benefits include ensuring they not only achieve their headcount growth projections, but ensure they source the best candidates in the most effective way.
I have selected attraction methods as the area to look at in order to benchmark the businesses current practice against ‘good practice’ recruitment and will look at this more closely in section 2.
2. [bookmark: _Toc528183277]Literature Review

2.1. Introduction

Challenges
There can be many challenges for businesses when it comes to recruitment. In 2010, a survey targeted at global executives found that they thought the two biggest challenges facing HR over the next coming ten years would be:

1. Retaining and rewarding the best people
2. Attracting the best people to the organisation
(Society for Human Resource Management Poll: Challenges Facing Organizations and HR in the Next 10 Years, 2010).

Being a small company can often make it feel even more difficult to recruit top talent. Indeed the ‘#1 job site in the world’ (according to comScore Total Visits, March 2017) conducted a recent 2018 survey targeted at small businesses in the UK reporting that 81% of small business bosses feel that recruitment is harder for them than if there were a larger more established business (Indeed, 2018). Three in five (59%) think candidates perceive small businesses to be linked to lack of job security, and for this to be the leading reason that they struggle to attract the right applicants.  Nearly half of the small businesses surveyed (49%) thought the leading reason they struggle to attract candidates is due to brand-related challenges e.g. name recognition compared to bigger well-known companies (Indeed, 2018). Other reasons included the perception that smaller companies would offer less career progression, and that smaller companies simply cannot compete with the perks that larger companies offer. According to a survey by Glassdoor; attracting quality candidates was the biggest problem (76%), with tight budgets (72%) and again, not being able to compete with the perks and benefits packages other businesses have to offer (65%) (Haddon, 2017). 

2.2. Attraction methods

Candidate attraction methods can be easily categorised into two different types. These being; direct and indirect.

Direct attraction: where you use a directed method of attracting candidates to your role e.g. you directly advertise or head-hunt for people to apply for the role.

Indirect attraction: where you use an indirect method of attracting candidates to your role e.g. it could lead to candidates applying for the role through doing something else.

Here are some good examples of the two: 

	direct
	indirect

	Large-scale advertising
	Employer branding

	Targeted advertising
	Social networking

	Employee referral scheme
	Blogging

	Headhunting
	Winning awards

	Contacting old applicants
	Gaining national standards e.g. Investors in People

	Internal role advertising
	Reputation management

	Posters
	Liaising with universities/local colleges

	Flyers
	Engagement activities

	Recruitment agencies
	Career page on website

	Own web advertising
	

	Running apprentice or graduate trainee schemes
	


(Brown, 2011).

The author of ‘The Complete Guide to Recruitment’ talks about using as many of the indirect methods as possible as often as possible in order to be in prime position to recruit effectively at any given time (Brown, 2011). An example of this would be:
Even though you are not looking to take on any new staff at the time, ensure ‘in the background’ you are using a lot of indirect attraction methods e.g. keeping your social network up-to-date – tweeting or posting about new things relevant to the company to engage the audience and keeping your professional LinkedIn profile up-to-date. These audience members/followers could not only be prospective customers or partners but also prospective candidates. Winning awards is another good example of how to attract prospective candidates. If you were a job-seeker looking at roles in different companies, wouldn’t you rather work for a company that has an award for being ‘Employer of the year’, ‘Best company to work for’ etc, rather than taking a chance on a company with no recognition? These are all things Vortex IoT should be thinking about doing in order to attract top talent to the company especially when you are working with a small talent pool such as technology. Implementing as many of these indirect methods now will be lay the groundwork of future targeted recruitment campaigns (direct attraction).

Building an attractive company
What attributes would one consider an ‘attractive’ company to have? The top organisational attributes job-seekers are influenced by are:

· Organisational image
· Location of company
· Size of company
· Familiarity
· Reputation
· Industry
· Profitability
(Darnold & Rynes, 2012).

Whilst generally most companies would find it hard to specifically change things like location of company, size of company, industry and profitability to fit a candidate’s preferences; one thing you could change fairly easily and with little or no budget is image.
When we talk about image in any relation, we are talking about the way an individual perceives something. In this case we would be talking about the way Vortex IoT as a company is perceived by an individual. No matter what image you portray as a company, it has an influence on candidate behaviour at all stages in the recruitment process (Chapman & Uggerslev, 2005).

2.3. ‘Employer of choice’ – What it means and why you should become one

Whilst we have looked at the methods of attraction and building an attractive company, I feel it would be beneficial to touch on ‘employer of choice’. Employer of choice generally means the company is a great place to work at. Being an employer of choice is something every company would dream of, but in fact very few achieve it. It requires a company to promote the growth of a workplace ethos that mirrors the needs and interests of the workplace and its employees. Due to small talent pools in the current market, many organisations are taking shortcuts to appear as an employer of choice by offering superficial benefits to draw candidates in. Drawing candidates in is great, but what happens when they realise even though the benefits are nice, the company isn’t a great place to work? This would mean attracting top talent but being unable to retain it (Baker, 2014).

The table below compares attributes of ‘Employer of choice’ companies to those of ‘Non-employer of choice companies:

	Employer of choice company
	non-employer of choice company

	Flexible
	Inflexible/Rigid

	Customer focused
	Self-gain

	Performance oriented
	Lack exceptional performance

	Learn from mistakes
	Cover up their mistakes

	Forward thinking
	Set in their ways


(Baker, 2014).

Statistics from The Glassdoor Informed Candidate Survey (Surveyed in 2017) provides us with some excellent data showing why it’s essential that organisations focus on employer brand and image when looking to recruit top talent:

Which factors persuade a candidate accept your offer?
Company culture 					37% 
Employer brand					36%
How interviews are handled by managers	33% 
Skills of senior leadership				25%
(Haddon, 2017)

Overall Summary

· Employees are drawn to employers of choice for a range of different reasons. 
· Employees like being encouraged and supported to grow on the job in order to develop their skillset and capabilities. 
· An employer of choice will support and encourage employees to develop and grow on the job as they see the employee as an asset to the company.
· Access to all information employees require to carry out their duties productively and effectively is provided and accessible.
· An employer of choice will adopt a positive work culture and environment built upon employer brand.
· Employees who work for an employer of choice are normally fully invested in the company and committed to excelling at goals and projects which support the company.
3. [bookmark: _Toc528183278]Methodology

The methodology of the sources I used were a mix of quantitative and qualitive. In the Challenges section I used Indeed and Glassdoor websites, and a study produced by SHRM. The survey and poll results conducted by both recruitment sites and SHRM were that of a quantitative source. I selected these sources to use in my business report as they are reliable figures produced by a secondary source that conducted a survey on their behalf. The advantages of using the two recruitment websites as sources include:
· Well-known, large companies.
· Consistent data
· Unique data
· Someone has produced the data already (Secondary resource)
· Recent/Up-to-date data
Some disadvantages of using the two recruitment websites as sources include:
· Bias towards the data – the recruitment company may manipulate the data to display the company in a certain light
· They may have only shown the data for certain questions asked and may be withholding the results of other questions asked to structure their article how they want
By referring to the study conducted by SHRM I can be sure it is a reliable source conducted by a credible organisation, however, arguably the SHRM are an American organisation not based in the UK, so this could be considered a disadvantage.
In the ‘Attraction Methods’ section, I included qualitive sources from books with dates of publications ranging from 2005 – 2012. I selected these sources as they provide good guidance as to what I interpret as ‘tried and tested’ methods of attraction. The advantages of using the books as references include:
· Scope for greater understanding and coverage depth
· The sources will be familiar to people who may have seen them or read them before
· Written by people who are working and researching under the HR profession
Some disadvantages to using the books as sources include:
· One of the books referred to was published in 2005 – over 10 years ago. This particular book could be considered ‘out of date’ or less current than other sources, quickly having people question the methods analysed in the book
· The books used were quite in-depth, as opposed to having more of a ‘broad overview’ or summary of the best methods.
In the ‘Employer of choice’ section, I refer to a qualitative book source by Tim Baker, and a quantitative source by Glassdoor (again). I chose to refer to the book by Tim Baker as he talks about how to become an employer of choice and the attributes of employer of choice companies vs. other companies. Again, in this case I would consider the methods stated in his book to be ‘tried and tested’ ones. I chose to refer to the Glassdoor Informed Candidate Survey as it is a recent survey which states the main factors candidates consider as to whether they want to work for the company or not.

4. [bookmark: _Toc528183279]Conclusions & Recommendations

The business report produced within is intended to critically review ways to improve the recruitment process for Vortex IoT. The findings of this report could dramatically enhance the recruitment process, resulting in the company meeting or even excelling their projected headcount target of 30 employees by year 4. This report has identified and evaluated the different attraction methods and the effectiveness and importance of the two different types of attraction methods. Due to the small talent pool of employees with top talent and being a small business with a budget it is imperative for the company to adopt some indirect attraction methods and build on them. When it comes down to cost, some of these are free to implement and won’t incur any direct cost to the business e.g. social media presence via things like Twitter or LinkedIn. However, many of these even though indirect, would occur some form of cost to the business. Overall, the business would have to consider the cost and impact of not adopting and implementing these methods, e.g. cost and time spent on recruitment without any indirect attraction methods going on in the background. It would be detrimental for the business to spend the time and money on advertising roles if there are no indirect methods of attraction happening in the background. This report has also analysed the impact and benefits of becoming an ‘employer of choice’. As covered in the business report, this is directly related to attributes of the company as opposed to getting the company name out there and therefore it is more about the approach a company takes. Approach isn’t something that would incur cost to the company. Training could be organised for managers and HODs (Head of Departments) alike which would incur a small cost monetary wise, however it would be a one-time, small cost as opposed to not being able to employ the right candidates and having to spend more money on recruitment hoping it will result in a better quality of candidate. Building an ‘attractive’ company and becoming an ‘employer of choice’ is critical to the success of the recruitment side of the company. 
In regard to the findings in this report I would recommend the following with regard to recruitment to Vortex IoT:
· Taking steps to becoming an employer of choice is essential in order to attract top talent to the business. The report proves that employees who are employed by an employer of choice company are more likely to excel at given targets or goals provided by the company and are less likely to leave the company for competition.
· Employees like being encouraged and supported to grow on the job in order to develop their skillset and capabilities. I would encourage growing your employee’s knowledge and expanding on their understanding of the company and any systems used at work in order for employees to perform at their best at all times. This includes access to all information relevant for the employees to carry out their duties productively and effectively.
· Build upon the company brand. Examples of this include; entering and winning awards, social networking, keeping the website up-to-date, liaising with local universities and offering placements and work experience.
· Adopt a positive work culture and environment built upon employer brand. This includes ensuring the current employees are fully invested in the company – inform employees on things the company are doing and keep employees engaged at all times.
· Offer a flexible working environment. Employees respond well to a flexible working environment, try and provide this if possible. Potential employees look for companies that have a great work culture and strong brand.
· Focus on employer image, especially at interview stage – this has a big impact on whether the candidate will consider the company as somewhere they could see themselves working for a long time. Even at interview stage employer image has a lasting impression on candidates and therefore care needs to be taken as to make sure it portrays the company in the right light.
· Familiarity and reputation: if you follow the recommendations in this report for taking the steps to become an employer of choice, you will have ensured you have made the company familiar to prospective employees. Whether that is through social media or by winning important awards etc., it is important. Even if the candidate isn’t very familiar with the company, they should at least have heard of the company, or are able to find the company and relevant company information on social media etc.
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Job Counts by Category

Yr1	Founding Directors	Other Directors	Admin	Sales 	&	 Marketing	Support	R	&	D	Development	Overseas	3	0	1	2	1	1	2	1	Yr2	Founding Directors	Other Directors	Admin	Sales 	&	 Marketing	Support	R	&	D	Development	Overseas	3	2	2	4	2	2	7	2	Yr3	Founding Directors	Other Directors	Admin	Sales 	&	 Marketing	Support	R	&	D	Development	Overseas	3	2	2	5	2	3	10	3	Yr 4	Founding Directors	Other Directors	Admin	Sales 	&	 Marketing	Support	R	&	D	Development	Overseas	3	2	2	5	2	3	10	3	
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