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P.A.I.D Career Fairs
 100+ Companies represented to recruit

 Interns, Co-Op, and Full-time Employees

 Fall Career Expo

 Spring Career Fair

Texas A&M Industrial Distribution

 Oldest, Largest & Highly Recognized Distribution 

Program in the U.S – 65 Years of Excellence 

 Interdisciplinary Degree in Engineering & Business 

 1025+ Enrolled Students

 Approximately 350+ Graduates per Year

Master of Industrial Distribution (MID)





Why Build a Sustainable Talent Pipeline

 Future of Distribution: Channel 2.0, Go-To-Market Strategy, Innovation, 

Differentiation, Value Creation and Customer Experience.

 Strategy is only “plan on a paper” – People execute Strategy.

 The Speed at which Companies grow depends on our people.

 Value of Human Resources is often underestimated.

 Growing Talent is better – Cultural Fit, Succession Plan

 Develop a Long-Term Multi-Faceted Talent Acquisition Strategy That 

Aligns with Your Business Strategy



What Does Next Generation Talent Want?

The Deloitte Global Millennial Survey 2019

 According to the BLS, the median tenure of employees is 4.1 years

 The median tenure of workers ages 55 to 64 (9.9 years) was more than 

three times that of workers ages 25 to 34 (2.8 years). (Jan 2020) 



Applying for a Job: How Do They Feel?
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EMPLOYER BRANDING 



Employer Branding 

 The #1 obstacle candidates experience when searching for a job is not 

knowing what it’s like to work at an organization.

 Candidates trust the company's employees 3x more than the company to 

provide credible information on what it's like to work there. 

- LinkedIn Employer Brand Statistics, 2018 

Reputable Employer + Great Place to Work + Visibility + Brand Experience 

= Strong Employer Brand



Strong Employer Brand  All-Star team  Company Success

Employer Branding Impact: 

 Improved Visibility  More Qualified applicants 

 Reputation  Increased Quality of Applicants 

 Reduction in Cost-Per-Hire / Time-To-Hire 

 Reduction in Employee Turnover + Increased Engagement

 A Logo, tag line or slogan isn’t enough. It is what your 

company stands for, purpose, how you treat employees that 

count.

 Showcase your company history, leadership, culture, work 

environment, employee development, and success stories

 Be Authentic. Be Original.



Employer Brand Management Areas

1. Company Website – “Careers” and “About 

Us” section.

2. Physical Branding – Gear, Signage, 

Collateral, Workplace Design. 

3. Social Media – Social Networks, Review & 

Reputation Management. 

4. Professional Networks –Associations, 

Groups, Universities, Community.

5. Process: Employee Experience + Candidate 

Experience.  



Employer Brand Strategy

 Explore the main factors that drive employee commitment and 

engagement.

 Do employees and managers have a strong sense of values, 

purpose, culture, trust, and communication. This will help to create 

a brand strategy and supporting materials. 

 While employer branding can be beneficial for recruitment, adopt 

employer branding across the whole life cycle of employment. 

 Think Digital First – Mobile First for your company website, social 

media branding, videos, and recruiting emails. 



Employer Branding Execution

• Website: Start your website and recruitment materials with Employee Value 

Propositions (EVPs). Use images, videos, testimonials, and graphics. Less text is 

better. 

• Social Media: Develop a social media weekly plan, engage social media savvy 

employees as the company’s “social media ambassadors”. 

• Content: Employee generated digital/social content such as unscripted videos, 

group and event photos is more powerful than the company created content. 

• Reputation Management: Monitor/respond to Glassdoor, Indeed and other 

review sites.  

• KPIs: Collect and analyze data on website traffic, social media 

views/likes/comments, video views, reviews, social interactions, job applications.



Career Website Recommendation

1. Mission and Values

2. Our Employee Focus

3. What We Offer

4. Employee Benefits

5. Hiring Events

6. College Recruiting

7. Culture

8. Diversity & Inclusion

9. Community Engagement

10. Giving Back

11. Philanthropy

12. Military

13. Development Programs

14. Career Path

15. Awards

16. Training

17. Testimonials

18. Women 

19. ESOP / Stocks

20. Company Tour/Visuals of Work 

Environment

21. Interview Process

22. What its like to work here / A day 

in the life of..

23. Our Associates

24. Association Membership

25. Social Media Links

Well-crafted content, 

clearly articulated 

Employee Value 

Proposition (EVP), 

benefits, employee 

videos/testimonials, career 

path, and development 

opportunities help 

differentiate your 

organization in the eyes 

of a prospective 

employee.  



Website 

Examples



Sample Employer Branding Brochures 



Career Paths & 

Development Programs 



SOCIAL RECRUITING 



Why Social + Digital Recruiting 

 71% of recruiters said social media recruiting was effective in decreasing 
time-to-fill for non-management, salaried positions. – SHRM

 73% of millennials found their last position through a social media site. 

- Aberdeen Group

 70% of Global Workforce are Passive Candidates

 The #1 reason for changing jobs is “Career Opportunity”. 

 Compensation, professional development, and  

work-life balance are the most important factors.

 The #1 way people discover a new job is 

through a referral. – LinkedIn Talent Solutions Report

Focus your Social + 

Digital Recruitment 

messaging strategy, 

focus and content that 

address the needs of the 

next generation 

workforce 



How to Maximize Social Recruiting Efforts? 

 Sourcing: Awareness  Identification  Engagement. Sources can be referrals, internet 
(your website + social), open house, recruitment agencies and industry sources etc.

 Recruiting: Evaluate/Qualify the candidate  Interview Process  Offer  Commitment. 
Higher the quality and quantity of sourcing, better outcomes at recruitment end of the cycle. 

 Social + Digital Recruitment helps expose your brand to more prospective candidates 
including passive candidates. 

 Your social + digital activities, content of your posts, quality/value of posts, creative and 
interesting engagement methods help build your employer brand.  

Integrate your Social + Digital Recruiting Strategy into your Overall Recruitment Strategy 

= 

Brand Building + Passive Recruiting



What?

What motivates

prospective and 

passive candidates?

Develop Social Media 

Policy & Guidelines

Content Marketing + 

Drip Marketing 

When?

Create a 52 week 

Social Media plan

Form Social Media 

team.

Relevant, Interesting, 

Genuine, timely. 

Right Mix

Who?

Marketing Team

HR Team

Employees

Leaders + 

Managers

How?

Platform + Groups

Niche Networks

Customize Plan for 

Platform

Ownership 

Metrics 

4321

Social + Digital Recruiting Strategy



Social Recruiting Focus Areas

Employee Recognition – Job Well Done

Employee Recognition – Tenure

Employee Testimonials 

Employee Wellness Programs

Development Program for Experienced Hire 

Leadership Workshops / Annual Events 

Job Posts with EVP Highlighted 

Leadership Motivation Post – Career, Opportunities

Internship Program 

Internship Student Spotlight

Development Program for Recent Hire

Training Programs – Technical 

Education Scholarship / Partnership Information 

School Recruiting – Career Fair, Informational 

Event, Guest Lecture 

Mock Interview Tips

Company Culture (Breakfast Monday, Social Event)

Life at Company Posts (work environment, team work, 

fun activities) 

Community Involvement / Engagement 

Employer Awards – Best Place to Work, Legacy Award

Industry Associations Involvement

Hire Veterans 

Diversity and Inclusion

Leaders and Managers – Original, Repost or Comment    

Driver Appreciation Day

Women Day

Labor Day

National Intern Day

Hispanic Heritage Day

Birthday Day

Company Specific Appreciation Days

Employee Focus

College Recruiting Focus

Culture Focus 

Appreciation Focus



Social + Digital Recruiting Execution

Maximize Visibility and Reach

 Use Multiple Platforms – Customize Content – Testimonial videos on YouTube, 

Photos on Instagram, Short messages on Twitter.  

 Use Hashtags # - It helps draw attention and people interested in the topic. 

 Turn Employees in to Social Champions – Multiplier effect – Power of 2nd Degree 

Connections – Free Visibility 

 Publish on social platforms – Position yourself as an Employer of Choice

 Host Live Q&A – LinkedIn Live, Facebook Live, YouTube Live, Periscope

 Live Stream Events – Like Recruiting Fair or Walk-in-Wednesdays.

Show me, not “tell me” recruiting - Visual content is 40x more likely to get shared on social media 

than other types of content. - Buffer



Examples & Ideas



Examples & Ideas



Examples & Ideas



Anatomy of a Social Recruiting Post

 Use an Event or 

Achievement to tell a 

Story 

 Use Real Photos

 CALL TO ACTION –

To the full story or to 

your website

 EVEN BETTER: Let 

the employees tell 

your story



Social + Digital Recruiting Solutions & Tools

 Consider using automation solutions to 
manage your social media accounts, 
schedule posts.

 Allow multiple members to manage, 
measure performance and to monitor
activity. 

 DO NOT automate interactions.

 LinkedIn Talent Solutions – Talent Hub -
Talent Recruiter 

 LinkedIn / Facebook / Twitter – Paid Posts 
/ Promoted Posts

 Monitor Reputation online. Signup for a 
reputable service. 

Design / Marketing 

Tools: Canva, Adobe Spark, Pablo, Gravit

Designer

On-the-go: Desygner – Mobile text image 

creation.

Video makers: Biteable, Lumen5, Animoto, 

Typito

Photos: iStockphoto, Getty Images, 

AdobeStock, NegativeSpace, PixaBay

Use websafe fonts and be consistent with 

your brand guide. 

Automation

Hootsuite, Buffer, Sprout Social, AgoraPulse

Social Listing and Brand Monitoring

Brand Watch, Notified, Mention, Awario, 

TweetDeck, 



CANDIDATE EXPERIENCE 



Why Candidate Experience?

 Review sites are growing. 72% of job seekers 

who had a negative experience go on to leave a 

review.

 85% of job seekers never had an interaction with 

a human. 

 Bad experiences are shared with more people 

than good experiences. 

 Technology can help or hinder. 

 Candidate experience affects acceptance rate.

Poor Candidate Experience impacts quality of hires, time to hire and future talent pools –

ultimately affecting your ability to grow and damages your brand. 

Source: Talent Board, 2019



How do “Applicants” feel?

 47% of applicants were still waiting 

on a response from employers two 

months after application –Talent  

Board. 

 Ignored candidates don’t reapply.

“If they can’t treat me well as an applicant, how will they treat me as an employee?”



Candidate Journey Mapping

Awareness  Application  Selection  Offer

 A journey map is seeing the process through the candidate’s eyes.

 Paradigm Shift: Recruitment Journey vs Funnel. 

 Map your current processes and touchpoints (includes digital).

 Understand Candidate Persona to develop personalized touch points and 
experiences.

 Get feedback from recent hires and stakeholders to improve.

 Develop & Automate: Collateral, Emails, Agenda, Checklists etc.

 Consider: HR Candidate Experience Owner/Champion.



Application Process

 Explain the Application Process BEFORE starting the 
application. 

 Write a clear job description – Write it in second 
person “You will…” 

 Provide job location, working hours, reporting and other 
requirements. 

 Make the Application Process Easy. This is important to 
attract A-players and passive candidates. 

 After the initial confirmation email, create an additional 
email campaign to keep the applicants interested.

 Test your application process yearly to see if it works 
seamlessly. 

 How long does it take?

 Mobile Friendly 

Application

 Options to apply with 

“LinkedIn”, 

 Job Alerts and Email Job 

to Me or a Friend.

 Include Videos, employee 

testimonials and link to 

career webpage.

 Keep in touch – Keep 

them interested

 Regular Email

 Voice mail once a month

 They stay interested – if 

you stay interested



Interview Process

 Using online tools or apps for interview day management are 
trending, rather than PDF or Emails.

 If you are using assessment tools – explain and provide instructions 
to candidates.

 Empathy: Educate your hiring managers to treat candidates with 
empathy and respect. 

 At the end of the interview, clearly articulate next steps.

 Streamline interviewer evaluation and feedback, to rank and select 
candidates shortly after all interviews are complete.

 Win them over with your Employee Value Proposition.

 When ready to make an offer, involve the hiring manager –
expressing enthusiasm and appreciation for the candidate. 

 Keep the time from interview to offer to less than two weeks. 

 This is especially important for A+ candidate who might get multiple offers.  



Communication

 Reduce your time to respond to applicants to less than 7 days. 

 Recorded video submission can help shortlist candidates. 

 Humanize your Communication. Automated emails are great, 

but hearing from a real person is valuable - especially to 

college students. 

 Create engagement with new hires BEFORE the start date.

# 1 frustration during the job search is the lack of response from employers.

Love it or Hate it – Email is the predominant medium of communication.

 Develop interesting templates – Shorter emails get results.

 Before you hit send - Customize emails – Add personal touch.

 Open to Text Communication with interview candidates.

 95% of candidates are more 

likely to apply again if they had a 

positive experience.

 97% of candidates who had a 

positive experience would refer 

others to apply. 

 55% of candidates with a 

positive experience would tell 

their social network.

Source: Kelly Services 



Summary

 No one thing is going to make a significant difference. 

 Make small improvements in all areas.

 You are not competing with another distributor for talent –

you are competing with retailers, consulting companies, big-

box, gig-economy.  

 Benchmark your practices – Learn continuously - Innovate

 Assign process owners for each of these activities.

 Plan to grow talent – Build a pipeline.

 Engage leaders, manager, & employees in Talent 

Acquisition.

 Measure ROI – some quick returns, some long-term



★ Workshops ★ Gen-Z Student Panel Discussions ★ Networking with Distributors ★

One-on-One Review Meetings ★ Digital Resources: Best Practices / Examples ★

New Cohort Starting Summer 2022– Contact Dr. Norm Clark for more information

TALENT ACQUISITION

 Sales, Management & Leadership 

Development Programs

 Remote, Flexible, Blended Work: 

Employee Management & 

Engagement

 Succession Planning

 Learning & Development 

Programs 

 Diversity, Equity & Inclusion 

 Employee Communication & 

Resources

TALENT DEVELOPMENT TALENT MANAGEMENT



Thank you!! 

Questions?  

Norm Clark, Ph.D.
Instructional Associate Professor

Texas A&M University

nclark@tamu.edu

Mobile: 979.777.0122


