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Diane Andrews thanked L-3 Communications for their hospitality and being hosts of the meeting.  The group was split into two groups and each group enjoyed a tour of METI and L-3. The attendees were astounded by these two dynamic manufacturers right in our own backyard.  The entire group convened again for the panel discussion about ‘Hiring Practices” Thank you to our panelists Richard Baron, VP Human Resources, PGT Industries, Don Borden, CEO Crane Environmental and Jim Gribben, Director of HR, L-3 Communications Corp. Jody Hubbard from Sun Hydraulics was the facilitator.
Each attendee had completed a survey compiled by the panelists on their hiring practices and needs before the meeting and the results were as follows:  

Best Practices 

-Company Reputation/Open Door Policy 

-Good Public Relations 

-Employee Referrals/Family Hires 

-Incentive Bonuses 

-Employee Events 

-Training Provided by Company 

-Hiring for life skills 

-Panel Behavioral Interviewing 

-Personality Testing

-Single person firm 

-Blended approach direct temp to hire

Current Hiring Needs 

-Skilled Machinists 

-Engineers 

-Entry level factory workers 

-Skilled Maintenance with machine knowledge 

-Exempt Professionals

-New Business Development Mgr. 

-2nd Shift Assembly 

-Director of HR 

-Sales 

Hiring Challenges 

-Finding Skilled Workers 

-Finding Technical Expertise 

-Finding English Speaking Workers 

-Providing Reasonable Healthcare 

-Best Methods to recruit Nationally/Locally 

-Interviewing Techniques 

-Effects of Housing Market 

-Finding Mid-Level Professionals 

Rick Baron 

The Strategic Approach to Staffing

Rick Baron, PGT Industries

Often we staff based upon a reaction to a need:

· Someone quits therefore we have to fill the position.

Instead, we should be:

· Recruiting all positions all the time and keeping pools of candidates we would like to hire and establishing and maintaining relationships.  

· This is something not just your HR function does, but every leader in your organization.

The Ideal Model:

· The most basic premise in establishing this “Recruiter Culture” is by first identifying the traits, background, and characteristics of the ideal employee for your organization.  

· This is most easily done by observing the behaviors of your most successful employees already in your organization.  

· Once this model is established you now have an ideal in which to operate.

Staff for the future not the current urgent need:

· It is important to staff your organization, not by what you need now, but what you will need 5-7 years from now and plan accordingly.  This once again prevents the reactionary process.

Sourcing Qualified Candidates:

· Sourcing qualified candidates can be one of the most frustrating challenges in staffing. 

· Use multiple resources when bringing candidates to the door.  

· The biggest message is to rely on one source of hires.  

· Create a brand for your company and stick with it.  

· This is the message that your firm has for a candidate.

· Remember to measure what has worked for you in the past and continue to use this resource.  

Sourcing candidates is a machine that is slow to stop and slow to start back up.

Cost of Hires:

· We all know the costs related to hiring. 

· It can run several hundred to thousands upon thousands of dollars to fill one position.  

· Therefore, the quality of such hire is paramount.  

· Consistently, the cost of a bad hire can equate anywhere from one year’s salary to multiple years’ salary if the position was in sales or senior management. 

Targeted Selection:

· PGT uses a behavioral based method developed by DDI (Development Dimensions International) called Targeted Selection.  

· This is based upon the premise that the best predictor of future behavior is past behavior and it makes the candidate give specific examples of performance based upon a certain skill, competency, or trait. 

· Four or five interviewers during the course of an entire morning or afternoon conduct these interviews.

· It is critical these days to also remember to complete background checks, checking credentials, and reference checks to ensure that the person you hire is the person you hired.

Don Borden talked about the process that he has adopted from a Book titled “Top Grading.” It is a very structured approach with interviews by many managers in the company and specific questioning techniques. He said that this approach has worked very well in his company with retention of their employees. It is a major time investment from the owner/CEO but is effective.  

Jim Gribben spoke about the legal considerations and that background checks are very important in the hiring process. A candidates’ work history should be verified and checked into. Their screening process is very through.  
A few key tools that all of the panelists use for hiring are:  

Documentation \Consistent Approach 

Job Application 

Competitive Salaries 

Incentive Programs 

Recruiting Bonuses 

Hourly sharing program and quarterly bonuses 

Hand out cards to people with good personality skills 

Measure where the good employers come from. What are the current success stories in your company? Track and recruit from those sectors of your community. 

Diminish the use of staffing agencies, contract recruiters to work in house for a certain time period. 

Use salary survey tools such as Salary.com, and local resources. 

