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Challenges of HR Departments
Challenges of Finding and Hiring Qualified Individuals
Ensuring That a Resume Is Legitimate
Most job seekers will always fluff their resumes. Moreover, there will be false certification, education, and referrals. This poses a challenge to the employers as they do not have time to research on the resume of the potential employees. Employees use words in the resume that do not describe who they are but who they think they are (Clark, 2017). As a result, if hiring is done based on the resume employers may end up picking employees who eventually bring underperformance within the organization. To ensure that the resume of an employee is legitimate, employers are required to check every qualification claimed by a job seeker deeply.
Making the Right Choice
An employer is a difficult choice to make. Deciding on whom to hire is never an easy choice as there are different employees having varying qualification (Fernandez & Fernandez, 2016). A lot of time is spent on choosing who to lease due to the availability of many options that can be made. To ensure that a right choice is made, employers are therefore required to conduct an interview which may also be expensive as well as time-consuming. A staffing company may also be called upon to find the needed employees for the company thus making the process more expensive.
Planning the Process of Interview
Some of the interview processes followed by companies are too detailed. They may begin with a manager then move your way up one or two levels higher for follow-up interview. The structure of the interview has to be well-planned and relevant and correct questions must be included. To have someone present to do an interview and plan out the interview process is a lot of work especially when there are dozens of candidates.
Consumerism
Most job candidates seek for jobs in similar ways to that customers use to find companies to do business with. They seek companies where they will be treated well, companies that are trustworthy, and that satisfy their new positions. Different people have different expectations thus it becomes quite challenging to meet their expectations at a go. Moreover, this means that they must be involved in every decision an organization makes thus making the decision-making process slow and time-consuming.
Total Talent
Hiring managers tend to find warm bodies for positions rather than getting the right candidates. This implies that they limit their scope and create a company built on employees who do not qualify for the job. As a result, the company may end up underperforming.
How Individuals "Fluff" Their Resumes
Different individuals will use different words to fluff their resumes. This poses a challenge to the managers as they cannot tell whether the words used in the resumes describe who the person is. Among the commonly used words people use to fluff their resumes include; entrepreneurial, motivated, dynamic, innovative, problem solver, proven track record, results-oriented, fast-paced, extensive experience, and team player (Clark, 2017). It is apparent that such words do not always reflect what the person can do but rather what work qualities the individual think they can bring into the business. Most employers have been used to these words as the job seekers are using them globally. Notably, some of these words that job seekers use in the resume describe them but cannot be used to hire candidates as employers seek to know what lies behind the words.
Factors to Consider During Recruiting, Training, and Hiring Of Qualified Personnel
Competency
One of the essential elements to consider while hiring a qualified individual is the level of competency. It is critical to identify whether the potential worker has the required skills, experience, and adequate education to complete the tasks needed successfully.
Capability
Determine whether the potential employee will not only complete the easy tasks but also will they find means to deliver on the operations that need more creativity and efforts (Yang, Lee & Cheng, 2016).Notably, an employee must have willingness and ability to take extra responsibilities as well as being potential for growth.
Compatible
The potential employee should be in a position to get along with his or her colleagues, existing, and potential partners and clients (Brewster & Hegewisch, 2017). Moreover, the person should be willing and able to be harmonious with all the other members of the organization.
Commitment
The individual should show some seriousness about working for long term. Notably, his or her history of past job and the time spent can be used to provide an insight into the matter.
Character
The character of an individual defines them. As I recruit individuals, I will check whether they have values that align with exactly what I am looking for. I will determine whether they are honest, trustworthy, whether they keep promises, selfless, team player, or are they above reproach.
[bookmark: _GoBack]Culture
Employees should be recruited and hired based on the respective culture of the organization (Pynes, 2015). Notably, culture is based on policies and procedures, values, and expectations that influence the behavior of an employee and a leader. Workers not reflecting the culture of the company are very disruptive.
Compensation
I will ensure that employees recruited agree to the market-based compensation package and that they are satisfied with what is offered. This is to ensure that all employees feel appreciated.
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