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Hardy’s Conceptualization of Vocation and The Divine Economy
Hardy defines divine economy as a system reliant on individuals working collectively and capitalizing on the natural and human sanctioned organization. Human beings need to utilize their distinct capabilities that serve as the backbone for human civilization, without which we will hurt our collective economy. Humans beings ought to that the only way to satisfy our individual needs is through others' effort and capabilities. Hardy explains that when human beings pray for sustenance, God does not physically hand the bread to humans but instead, he uses others' talents and ability to complement us where we fall short. It is for this reason that it is imperative to show gratitude for the capabilities of others. Virtually what hardy try to put across is that civilization is a way of God continuing his creation through man's hands. Hardy encourages people to focus on their talent to find their true calling. He insists that people should use their gifts to their place in society. 
It is not only the things that individuals love that they can be good at but also the things that trouble them once they find perfection. To achieve greatness in the world, one should identify the negative and rectify them. Using hardy’s logic, one might be squeamish at the sight of blood, but their love for humanity might overcome. They end up being great doctors; another example is in art, where one might realize their ability and decide to nurture it from an early age and not focus majorly on other disciplines (Hardy, 1990). 
The primary practice in the course of recruitment is the planning phase. This pertains to interpreting credible professional posts and material surrounding those opportunities into a group of aims and/or goals that stipulate the number and types of applicants required to occupy those roles. An organization usually invites more applicants than they require so they can have a variety to choose from. Some applicants will likely opt out depending on whether they have a talent passion or a calling for the same. This practice is meant to determine the number of employees required (Perrewé, 2011).
Once the organization has decided the number of skills and talent required, it’ll formulate a strategy and mature it. This involves deciding whether to train or purchase already trained employees, deciding if they should advance on technology and consequently hire employees who are conversant with technology, consider the topographical distribution of labor markets encompassing the applicants. After formulating a strategy, the company gets to the process of searching. There are two ways the organization can approach this. The first is the internal source, where existing employees are either promoted or transferred to different organization posts. The latter is where the organization absorbs employees from outside the organization (Melé, 2017).
 Another practice is screening; this is where applicants are invited to fill the vacancies applications are received in response to the invitation; that is, advertisements are then screened and accepted in accordance with their talents and passion. Only screened individuals are invited for interviews. This is where the last process begins that's selection. Specific talents and skills are vital in screening. Individuals are screened compared to their merit, talent, skills, aptitudes, passion and experience, particular to the particular job in question. The technique used varies depending on the organization's tradition, geographical setting, or legal precepts (Nimmo, 2018).
The last step in the recruiting process is evaluation. This process is very imperative. However, a majority of organizations tend to overlook organization needs to evaluate the recruitment procedure, and if conducted successfully, the organization benefits immensely from it as it acts as a reference for the future to determine what can be done better when conducting evaluation; some factors need to be taken into consideration they include: how many applications were established, how many qualified applicants tended their applications, if there are any concerns remarks or recommendations that were presented by occupation board where the advertisement was presented, what is the number of appropriate applicants that did go through the screening process, how competent are the candidates that were selected, and the amount of money spent in the entire recruitment process.
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