SENDING RESUMES?

It Has Everything To Do With Positioning!
By:  Terry Petra, CPC, CTS, CIPC

The majority of recruiters submit resumes to ckdmtfore securing
interviews for their candidates. In many instantes recruiters actually
volunteer to send resumes. It generally soundsthils:

“As soon as | have located a qualified candidatejll send you their
resume.”

Or
“I'll get right on this and send you resumes ass@s possible.”

In addition, many clients request resumes as pdinedr screening process.
Consequently, in the area of candidate presentage@nrding resumes has
almost become the standard for our industry. Bhigs the question:

Isit right or wrong to send a resume prior to securing an interview for
your candidate?

The answer to this question isn’t a simple “yes*r@m”. Rather, the answer
Is that sending resumes has everything to do Wwélositioning” you have
with your clients. Positioning determines the lesepositive power you
can assert during the process of working with yeent.

Consider the following factors.

1. The resume is a sales tool developed by the caedidarder to
present them in the best possible manner. Depgmiinhe source,
studies have found from 30% to 67% of all resunoegain at least
one major distortion of fact or outright lie. Isgtthe type of
document you want to utilize in support of yourigosing?

2. Resumes are easy to submit via fax or e-mail wbatainly
increases the speed at which information can Insitnéted.
However, does this ease of transmission take yaurdcruiter, out of
the equation? After all, if the client decides twinterview the
candidate, the decision is based on the resumaanaur



assessment and presentation skills. Also, by sgradresume to a
client, it may create or reinforce the perceptioat the recruiter is just
doing “key word matching” while expecting the cli¢a actually do
the screening based on a document that was prepaisameone
other than the recruiter. This can be viewed dstaot miss” strategy
by the client and definitely does not support ypositioning as the
primary screening source.

3. If clients request resumes to review in order ti@eine who to
interview, in essence they are stating they ddnust the recruiter to
properly screen candidates on their behalf. Basdg@dback from
clients, this lack of trust is due to their belieat the average recruiter
does not fully understand the nature and scopleeopdsition nor do
they adequately understand the culture and opgratyte of the
client’s organization. Consequently, the recruggrositioning is
weak because the client does not believe they teverherewithal to
properly screen qualified candidates.

4. In many instances, the recruiter is instructecetudshe resume to
Human Resources for screening. This is a cleaatitpey are either
not working with the right individual to begin withr, worse yet, the
individual they are speaking with places littlewalon their time or
input (See Petra Article, “Positioning Human Resources”)
Obviously, this also reflects poorly on the rectg positioning.

5. By sending a resume, the recruiter is basicallyrgfahey have a lack
of ability to properly screen qualified candidatesl therefore is
willingly passing on this responsibility to theiient. It is a clear
signal to the client that the recruiter is eithewiling or incapable of
establishing a process that positions them asrthe@py screener.

Although there may be a place and a time for sgnisumes to clients for
screening purposes, it should be the rare exceptidmot the rule. Also, it
has nothing to do with whether or not you work @alar national market.
However, it has everything to do with your positran

Consistently top producers learn how to positieanteelves as the primary
screening source when initially writing the ordadastablishing the
process with their clients. They may use positigrstatements similar to
the following:



“If you have found it necessary to screen candidageimes in order to
determine who to interview, then you may have bleafing with the wrong
recruiter. My clients have found it to be in thbest interest to allow me to
handle this critical step for them.”

Or

“Your expectation should be that | would succes$gitdmplete the initial
screening of all candidates. Therefore, each odaue that | present to you
will be both qualified and interested in the pasiti Since | will be handling
this critical function for you, we will be able teove forward with
interviews in a more proficient manner without shcing the thoroughness
of the screening process.”

Or

“The benefit of having me handle the preliminargegning is that it will
save time, improve the efficiency of our procestewicreasing the
likelihood of a successful hire within the agre@dmi time line.”

These all represent process positioning stateméfasvever, they will only
produce the desired result if the recruiter haseghthe trust of the client
through the use of a “client centered” approactaking the order/search.
This approach will demonstrate to the client thattecruiter fully
understands their needs and possesses the regantihassessment skills
necessary to successful screen potential candidg#esst the job related,
performance based selection criteria. This creamtemnvironment where
there is every reason for the client to view theruier as their primary
screening source. Positioned in this manner,@Beme no longer has
relevance in the process.

As a final point, regardless of the recruiter’'siposing, most clients will

still require some “paperwork” in front of them ¢y their interviews. This
is only natural. However, do not send the candidaissume because of all
the reasons stated above. Rather, consider ngjlzicustomized candidate
profile. You can easily develop a profile formatlesave it as a word
document. Then, for each candidate who will berwi¢eved by the client,
you can quickly fill in the blanks and make the egsary adjustments in the
profile to accurately reflect the candidate’s dficditions for the position.



This eliminates the distortions and misstatemdrdsdre found in the
typical resume while providing the client with astiardized tool for
reviewing the job related, performance based in&tiom on each candidate.

If you would like to receive an example of a camdiédprofile format, just
drop me an E-mail and | will send one to you (T@tpetra.com).

Meanwhile, please remember that your positioningdeitermine the
amount of positive power you have available to te@asuccessful and
beneficial outcome for all those you serve. Semdasumes as a screening
tool can seriously erode your ability to achieve pinoper positioning.

As always, if you have questions or comments,lgtshe know. Your
contacts are always welcomed.
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