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· The organization
Canaveral Port Authority is the governing body for Port Canaveral, located in Cape Canaveral, Florida. It is governed by a group of five commissioners who are elected by the public, who then appoint a CEO. The CEO oversees the daily operations of the port business while the Commission makes decisions on strategic initiatives and budget items.
In Florida, seaports were the first to take a hit from the Covid-19 pandemic. Cruising numbers dropped from 2 million to 200,000 in just six months (Florida Ports Council, 2023). Canaveral Port Authority had to lay off 70 jobs which represented 25% of total employee population. The year 2022 saw cruising numbers return to pre-pandemic levels, with continued growth into 2023, finally placing the port at the no. 1 spot for the busiest cruise port in the world, which is a first-time achievement for Port Canaveral (internal memo, 2023). 
It has an annual revenue of US$128 million, $99 million of which comes from cruise operations. (Port Canaveral, 2023) It had 214 full-time employees at the end of 2022, with 31 open positions to be filled. (Port Canaveral, 2023) Some of these jobs had been additional headcounts created to meet the forecasted demand of the next year’s business demands.
· Focus area: Recruitment
Despite the fact Port Canaveral has been the main driver of Central Florida’s economy for seven decades (Florida Ports Council, 2023), perhaps still owing to the shock of the pandemic and the ensuing layoffs, it does not have a strong presence in the labour market and struggles to attract qualified local candidates. Moreover, there has been a trend of increasing turnover in the union employee sector, further fuelling the need for focus on recruitment. 
What are some challenges?
· Port-specific employment
Recruiting for the Port creates unique challenges in that candidates are more likely not to have previous experience working at a port. The nearest seaport is 100 miles away.(Florida Ports Council, 2023) That means hiring managers have to be adept at recognizing and evaluating the attributes of each candidate and the transferrable skills they bring, rather than simply looking for similar job titles or specific experiences.
At the same time, it may be a deterrent for some candidates, who may have a difficult time visually or otherwise imagining themselves in the described role. The posted job descriptions can be technical, overly simplistic (e.g. ‘lifting up to 50lbs repeatedly’) or cautionary (e.g. ‘must be comfortable working at heights’), without fully expanding upon what the role’s functions and responsibilities are. This often results in episodes such as a new hire discovering on Day 1 that the job called ‘cruise operations associate’ occurs at a terminal, and not on a ship; this creates enough an experiential discrepancy between the employee’s prior expectation and present reality that ultimately leads to turnover. 
Current recruiting practices at Canaveral Port Authority include:
1. Posting
2. Selection
3. Pre-employment
Selection process is administered almost entirely by hiring managers, who review all resumes and conduct phone screening, in-person interviews, sometimes panel interviews, and make final recommendations on hiring. Without the necessary knowledge and training to conduct effective (or legal) interviews, the organisation runs a risk of engaging in unfair practices and losing valuable talent.
 
Pre-employment consists of a 10-panel drug test, a medical ‘fitness-for-duty' examination, national criminal background check, and driver’s history check. These steps are mandatory to satisfy the various state and federal compliance requirements of the Port, and handled by external partners who may not share the same sense of urgency or quality as the employer when it comes to a smooth candidate experience. 
In this economic climate, candidate experience is very much part of the equation when it comes to closing the deal on talent. It is no longer enough just to consider the interview as a mutual process. Traditional metrics in recruitment measure days to hire as a function of the recruiter’s proficiency, but what if we were to consider it as a measure of candidate experience? How long/easy/smooth was the recruiting process as a whole? What did we do to delight/excite/anticipate the candidate’s needs? Delivering an excellent experience is important not only in the customer service realm but also in recruiting and selection of labour pool, as it directly correlates with highly engaged employees. 

1. Area for improvement: Candidate experience
As a public entity, there needs to be a degree of heightened stewardship when it comes to communications pertaining to employment decisions. This has resulted in endless policies, procedures, flowcharts and diagrams, making the process completely transparent and accessible, but prohibitively slow. For example, internal process charts for recruiting practices allows 60 days from day of interview to notice of selection, allowing for plenty of time for thorough communication between the hiring manager and the HR Department who must ensure that all compliance items are being checked off. From the organisation’s perspective, 60 days seems a reasonable amount of time to complete all the necessary tasks in vetting the candidate before an offer is made, such as confirming veteran’s preference, collecting professional references and verifying prior experiences and education. An example of poor hiring practices having catastrophic consequences can be found in the case of Baldwin v. Addiego, Curtin and Price. Actor and producer Alec Baldwin and his production company are being sued for negligence in the gunshot blast injuries of three of his crew members who survived this incident. The lawsuit is clearly referring to the employer’s duty to conduct thorough reference checks and to consider the information gathered when it states “…duty to hire an assistant director without a documented history of failing to maintain safe sets” (Baldwin v. Addiego, Curtin and Price. 2023). As supported by Armstrong (2020), the information gathered after the interview process is essential and may prove to be critical in some cases.

However on the candidate’s side, if on a bi-weekly pay schedule, 60 days equates to approximately 5 pay periods. Is it reasonable to expect that a candidate will wait 5 pay periods to hear back following an interview? Employers need to be mindful of the fact that candidate experience is no longer one dimensional or linear: any given candidate has applied for multiple jobs in multiple industries and we are just one option of many. What kind of experience will we be remembered as? If we must allow 60 days to notify the candidate of the result, what does it imply about the HR organisation as a brand, compared to a process that perhaps only takes 30 days to complete? Process improvement must be considered from a multi-faceted perspective, to ensure that we reduce unnecessary idle time in relating to the candidate’s experience, and use the inevitable idle time between compliance checks to emotionally engage the candidate and create that sense of connectedness.

2. Another area for improvement: Employer branding
Do we want to be casual and friendly, or formal and rigid? Do we want to be the iPhone or the Android of the maritime industry? Employers need to be emotionally attuned to their workforce, “have a hand on the pulse” and be more empathetic to their average experiences at work.  
The great resignation and the great reshuffle 
Unemployment has been on a sharp decline since April 2020 in Florida and in the United States overall. (US Department of Labor, Bureau of Statistics, Local Area Unemployment Statistics Program Prepared by Florida Department of Economic Opportunity 2023) Unemployment levels have not only recovered from the pandemic shock of early 2020, but job growth is also strong at 4.8% (Latest Statistics - FloridaJobs.org.)
These indicators would suggest there are more jobs than there are seekers. Using marketing terms, Armstrong (2020) argues that if the labour market is a buyer’s market, then the company selling itself to candidates must study their wants and needs in relation to what it can provide. Considering this context, it is important to develop an employer brand that is consistent with the employer value proposition and the workforce dynamics. More than a tenth of American workers who quit their jobs in warehouses, manufacturing, hospitality, and other hourly positions between August 2020 and March 2022 changed their occupation and completed training for new jobs (Meister, 2022). Considering this trend, Canaveral Port Authority may be able to tap into this source by providing on-the-job training to newly recruited employees.
Recommendations
· Strategic Outreach
It is important to create a strong employer brand around which to build a potential candidate pool and a pipeline of future talent. It would be beneficial to organise HR marketing activities such as job fairs, open days, keynote presentations, etc. to increase exposure. Canaveral Port Authority prides itself on its level of transparency and accountability, and these are certainly attributes that a wholesome employer brand can be built upon, even upon the ashes of Covid-19. By creating strategic partnerships with high schools and vocational schools in the area to educate and prepare students for port employment, Canaveral Port Authority can ensure they remain an employer of choice throughout the many different job categories that are present and evolving within the port.
Scottish Power is an employer who is tapping into this future talent pool in various ways. It not only offers apprenticeships and training programs lasting 2-4 years, but also 9-month pre-apprenticeships for teenaged future engineers, equipping them with the relevant experience and knowledge necessary for their eventual first step into the industry. (Scottish Power, 2023) In turn, Scottish Power has the opportunity to train and mould these individuals to better suit their future orientation, and to continue building this pipeline of talent.
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