
8   Smart Business  October 2022

Before recruiting
Successful companies first 
focus on the HR function

Putting the cart before the horse. 
Leapfrogging. Skipping steps. When it 
comes to talent acquisition, those who 

are successful never neglect the cardinal rule 
of recruiting: First build out your human 
resources function.

Often the term “human resources” is used 
interchangeably with “talent acquisition,” 
or “talent management.” It’s all the same, 
isn’t it? Well — no. They’re separate 
disciplines that support different stages 
of the employment experience. And that 
experience starts with talent.

Attracting and retaining talent is a 
challenge for all businesses. We’re up 
against historically high levels of Americans 
quitting in the wake of the pandemic. 
This means lots of job openings, and not 
enough applicants. The U.S. Bureau of 
Labor Statistics publishes the unemployed-
to-job-openings ratio — the number of 
unemployed people divided by job openings. 
It reports, “A ratio less than 1.0 means there 
are more job openings than unemployed 
people. This measure has been below 1.0 
since July 2021. In May 2022, the ratio was 
0.5, the lowest in the history of the series.

So, how can you compete? Up your HR 
game. Too often, a knee-jerk reaction of 
smaller to mid-sized companies desperate 
to fill job openings is to narrowly focus on 
recruiting. However they do this — using 
a headhunter, tasking a hiring manager 
or other internal person — the focus is 
on getting as many qualified applicants in 
the door as possible to fill the position as 
soon as possible. But this is short-sighted. 
To successfully attract and retain talent, 
companies must build out their HR function 
to make it an intrinsic part of the recruiting 
process. Building out your HR can help you 
avoid these recruiting problems.

Gaps between hiring managers, such as 
communication breakdowns and varying 
expectations, may cause good candidates 

to fall through the cracks. An HR 
professional eliminates those gaps.
Job descriptions that are not written 
to be consistent with the job function 
lessen the likelihood of attracting the 
right candidates. If you’re using the same 
tired descriptions you’ve used for years, 
it’s time for an update. Part of your HR 
process should be to not only update these 
descriptions but to ensure they paint a 
positive picture of your culture.
Weak onboarding can result in new 
hires leaving, and once word gets out 
potential candidates will steer clear of an 
organization with a reputation for short 
tenure/constant turnover. Creating a 
positive onboarding experience should be 
part of your HR function.
Homegrown or ad hoc processes can’t 
compete against organizations with 
established processes supported by human 
resources. Be intentional about building 
your support. 
If you’re out of touch with what salaries 
are realistic for today’s marketplace, 
you won’t attract quality candidates. 
HR professionals can provide real-time 
feedback on the state of salaries in this 
extremely competitive environment.
If your benefits packages are not correctly 
or completely presented in the recruiting 
process, you may lose out on candidates. 
Involve HR administrators who are 
experts in your benefits offerings. 

The approach and level of HR 
involvement is scalable. A company with 
25 employees that wants to grow to 50 
has a talent acquisition strategy that looks 
different than one of 250 that wants to grow 
to 500. But for both, incorporating the HR 
function is crucial.  

Consider putting proper HR processes in 
place before taking the leap into investing 
and money into your talent acquisition 
strategy. After all, they will come. 
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