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peek under the hood

Ask the Right Questions

Focus on two key criteria when evaluating vendors

By Tom Kosnik

nowing the key criteria with which to assess a
group of staffing vendors for the needs of your
company is the difference between tremendous

success and horrible failure.

Most human resource
departments receive ar least
10 cold calls a day from
staffing vendors wanting their
business. And with all the
specialty staffing offerings
available, it has become
increasingly difficult to know
if in Fact you have the best
staffing vendor for the job.

Historieally, companies
have evaluated staffing ven-
dors by looking at the num-
ber of years the vendor has
been in business, the client
list, and the revenue size or
number of office locartions of
the vendor. These criteria, for
the most part, have become
meaningless,

So, that begs the ques-
tion, “How does one evaluate
a staffing vendor to ensure a
good fir for the organization’s
needs?” IF there were just two
key criteria that one could
quickly fall back upon, what
waould they be?

Metrics Are Key

The very first thing o ask a
sales executive from a staffing
supplier seeking your requisi-
tions is, “Does vour staffing
company track performance
metrics?™ If they do, will they
share these metrics with you?
You want to work with ven-
dors that track quality per-

- formance metrics and will
* share these metrics with you.

The proof of a vendor’s
ahility to better their competi-
tion and your internal recruit-
ing staff is in their merrics,
One would be best served by
focusing on the following
three metrics and their ratios
to one another: “candidare
interviews” to “client
submissions™ to
“hires.”

A staffing firm
should conducr a full-
length interview of a
prospective candi-
dare. The interview
typically rakes 45 o
60 minutes. A
staffing vendor that is
managing the process
well will have a ser
interviewing format
tollowed by recording
terview notes in a
darabase system.

A client submis-
ston 15 when a staffing ven-
dor submits to a clienr a can-
didate that meets the qualifi-
cations of the open job
order. This submission is
rypically accompanicd by a
presentation document that
highlights the notes from
the full-length interview, a
matching assessment that
highlights what the client is
requesting and how the
candidate matches up, and
a copy of the candidare’s
resume.

A hire is when the client
hires a candidate that the
staffing supplier has pre-
sented. Cerrainly with the
hire comes negotiating the
offer and/or any other addi-
tional items that a prospec-
tive employee or client may
have as a concern,

A well-managed staffing
vendor will cypically incer-
view nine candidates and sub-
mit three to the client m order

to achieve a hire, That means

a 9:3:1 rano.

[f a staffing vendor 1s
not tracking these quality
performance metrics, then
keep looking for another
staffing provider. Failing to
track quality performance
metrics is a clear sign of inef-
fective recruiting, which
would result in your time
being wasted.

If the ratio of candidate
submission to hire is 5:1,
then you are interviewing
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two more candidates than if
vou were working with a
well-managed vendor. If the
ratio of candidare interviews
to client submissions is 18:3,
then the staffing vendor is
taking twice as long to fill
your open job orders, which
equates to down tfime in
yOur organization,

Apain, the evaluartive
criteria are the quality per-
formance metrics. Ger these
measurements
and track rhem
011 an on-going
basis to ensure
that service is not
slipping. You
may discover
other metrics that
fit your specific
needs. Addition-
ally, you may find
sOMme variation
in these ratios
depending upon
the skill sets or
jobs vou are seek-
ing to fill. Stand
these variations
up against other similar ven-
dors to make sure that your
expecrations are justified.

Focus on Fulfillment
The second thing to ask a
staffing vendor bidding for
your requisitions is, “How
is your firm’s fulfillment
team different from that of
other staffing vendors?”
You want to work with
staffing vendors that are all
about an A+ recruiting
team.




Fven though the sales
person is your contact back
to the staffing vendor, it is
the fulfillment team that
delivers your results and
needs to be vour focus.

Find out what kind of
“recruiting power” your
staffing vendors possess,
Superior recruiting comes
from a well-trained team. |
have heard it said thar
recruiting is not a job, bura

series of small, detailed tasks.

Well-managed staffing
firms have a formal rraining
program for new recruiters
that are not considered com-
penitive secrets. Ask to see it
An untrained Fulfillment
team results in imeffective
recruiting which results in
vour fime being wasted.

Beyond initial training,
well-managed staffing ven-
dors will also have weekly
training. Why? Tasks in the
area of recruifing change reg-
ularly with the advancement
of technological toals. Also,
the work consists of a signifi-
cant amount of detailed tasks
and superior staffing firms
are going to keep their inter-
nal employees sharp.

Superior recruiting also
comes from whar is called a
core discipline match. One
part of that lics in the job
itself. Find out if recruiters
are contract, direct hire ot
both. Focus equals success, If
recruiters are working both
contract job orders and direct
hire job orders, then their
effectiveness drops by 25 per-

cent. Unfortunately, the end
user pays for this inefficiency.

The other aspect of a
core discipline match is found
in skill sets. Again, focus
equals success. A recruiter
who is recruiting candidates
in accounting and legal will
be far less successtul than if
le is recruiting candidates
only in accounting or only in
legal. You want to ensure that
the fulfillment team of vour
staffing vendor is targeted so
that you gain the benefits
from their efficicncy.

The evaluative crirerion
here is a fulfillment team thar
is well-trained and well-
focused to ensure its cus-
tomers efficient and effective
candidate matches for their
open job orders. You will find

staffing vendors that claim
their recruiters can do it all.
This will cost you money.

In the end, you want a
staffing vendor thar will not
WASLE YOur fime or your
company’s hiring manager’s
time. Cut out all the other
questions vou may be asking
and ask about quality per-
formance metrics and the
quality fulfillment team.
Finding out ahout these two
key crireria will assist you in
immediately evaluaring if
a staffing vendor 15 a good
maich for vour requisitions. &
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