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Introduction: Analysis & Results Conclusions

It is estimated that by 2022, there will be over 80,000 more Computing Job requisitions opened per year than the number

. . . . . . - . - Respondent Demographics:
of Computer Science majors who will graduate during the same period of time. As the talent gap for computing jobs widens, it is

incumbent upon HR professionals to innovate and develop more effective, efficient, and sustainable hiring practices. In fact, in . 84% of respondents make or are involved in hiring decisions
2014, it was calculated that only 0.2% of applicants landed a job at Google, a company with an insatiable demand for hiring. In ° 55% of them are managers
2014 Google received over 3 million applications, and hired just over 7,000 employees; only 1 in 428 applicants landed a job. H ( ) = - ° 65% were male
Google isn’t the only company which faces hiring challenges, Amazon, Apple, Microsoft, and all of the tech unicorns are facing M eans Ana IYS.S MAN OVA QueStlon 1 hd 67% were white
o i s : s - '] : ° 51% were between the ages of 25-34

much of the same problem. This is all to say that the talent gap is perhaps the most difficult challenge technology firms face today. . |mpact . Compensation ligiia wlManager . lliness Quest’on 1: HOW Suppornve wou,d YOU Be of EX_CO H’r,ng Th,s Employee? . 37% were between the ages of 3544

But what if there was a pool of talent which took 100th of the applicants, and % of the interviews to get the same hiring 6

results?

o [Figure 1 - Question 1] reports the four means for the question about

: . : , : P Respondent Demographics
In my amalgamation of experiences as a Human Capital Consultant, I've found no better solution to the hiring efficiency

problem than building and strengthening Boomerang hiring practices; hiring ex-employees. However, as effective as Boomerang § 5 hlf]ﬂg at EXCO' presented dCross the reasons for lea\“ng. | dld d MANOVA 100%
hiring is, it comes with its challenges. And from my experiences, one of the biggest obstacles to hiring great ex-employees is the 2 a 3.65 : St . :

::)rg;sai:liteyvzi;;z(t)g;;i;u;ob;?nse\/:::; evaluating them for rehire. So in this study, | wanted to explore one simple question which % On these means to test for va”ab”'ty. The Omn'bus test was hlghly ;,lé. —
' e e - . :

To Which Extent Does The Reason For Leaving a Company Impact A Staffer’s Disposition of Hiring Support in E Slgnlflcant (F . 35.72, p < ’MOI)' TeStS Of dlfferences across the four '._g 50%
Boomerang Candidacy? " : -
s t 2 means showed that illness differed from the other three means. No other :

(-3 E’ 25%
H means differed from one another. In other words

0 Rehire Support =Impact <Compensation< Diss. w/Manager<liness B e e e e
Decisions
\\"(\‘)act Compe(\sa{\o“ ue \NlN\a“age( \\\\'\ess Demographic
\sS

Reason For Leaving Final Insights

While this was a Pilot study, we were able to gain the insights on the following questions:

M et h O d S 1. In the study, did staffers who make or are involved hiring decisions have an “Exit Reason Value System” when

evaluating candidates in potential rehire scenarios?

Yes. It is possible that staffers scrutinize candidates in rehire scenarios differently, based their reason for their
initial departure. The results for both questions showed that the disposition for rehire support followed this
pattern: Impact<Compensation<lssue w/Manager< lliness, with statistically significant results for at least one
treatment.

Procedure

This is a within/between-subjects experimental design. All participants responded to all conditions to ensure that we

captured exit reason value (within-subjects). Furthermore, across participants, each profile will have been linked to

each reason for leaving at exactly the same volume, and the order in which participants read the vignettes were 2. Inthe study, which reason for leaving had the highest impact on the disposition of staffer support to rehire an
. . ?

randomized - (Between-Subjects). employee?

The results showed significant difference between the “iliness” treatment against all other treatments for both
questions, (Q1, Q2). In other words, people were significantly more likely be supportive of rehire in scenarios

Means Analysis (MANOVA) - Question 2

Study Exp. IMPACT MONEY PREVIOUS ILLNESS where the candidate left the company to care for an ill family member “iliness”.
Participants | Condition: MGR . . : . > 4 ? 9
: 5 5 Quest'on 2: NOW, ,mag’ne yoU were mak’ng a h"‘,ng deCISIOH for an Open 3. In this study - In accordance with Construal Level Theory, was there a significant difference between the level of
1-10 James Robert Michael John support in rehire recommendations for the fictitious company, versus when respondents were asked if they would
» » . » » » . ’ » . . . .
120 | vignette John James Robert Michael position on your team, and that position aligned with the candidate’s skill set. personally hire the candidate profiled onto their own teams?
Characters ) 4 3.61 T 4 z e b No. Question 1, and Question 2, were highly correlated and there were no significant differences. Perhaps there is
25y Michae! il dames hoton HOW SUppOfthf:‘ WOUId )’OU be or ffhlflng thIS pEISOH fOf yOUf team ? a healthy amount of psychological distance in the case of both questions, or candidates didn’t understand how
31-40 Robert Michael John James o both questions differed, among many other possibilities.
b
£ 3 3 : : : - Future R h Opportunities:
J e [Figure 2 - Question 2] reports the four means for the question about hiring uture Research Opportunities
Participants E “ ; ) X In this study, we kept gender and race constant (only white males profiled) for simplification, and while we didn’t analyze
0o for VOUI’ own Compa ny, ShOU'd YOU have an Open pOSl(IOI‘l Wh'Ch allgnS Wlth the them, we did collect demographic information which is helpful in both describing the sample, and improving future
Since this was a pilot, the questionnaire was sent to 198 Participants from my management network group on LinkedIn. Of those 25 2 2 . 3 , research. In a future study, the researcher recommends profiling and measuring both gender and race as a variable, and
198, 66 responded — and we received a final count of 49 respondents with complete data. ‘E Ca nd|date Skl” Set, prese nted aCross the reasons for 'eaV'ng. | performed 4 further analyzing the results by demographic. The researcher also recommends having a more random and varied sample,
Stimul o . o'l " . as they used LinkedIn Management connections for the purpose of this pilot study.
mulus & : : MANOVA on these means to test for variability. The omnibus test was highly
James Profile - Software Engineer (1 of 4) (7] : pa
significant (F = 53.54, p<.0001).
James was a Software Engineer with Ex-Co. At the time of his exit, James was making a base salary of $125,000 . . .
per year, with a target yearly bonus of 15% of their salary, plus $50,000 per year in stock incentives. When 0 0 Rehlre Support -lmpad <Compensat'on< D‘SS. w/Manager<”|neSS
James left, he had a total of 6 years of industry experience, and had been L . ¢
\p2° persat®” ana9® Wnes®
Random Treatment - “lliness” (1 of 4) com \55\)3 W
Recently, James's father died from the illness. His work as an executor of his father’s estate is largely complete, Reason For Leaving

so James is ready to come back to work and wants to come back to Ex-Co.

Question 1: How Supportive Would You Be of Ex-Co Hiring This Employee?

Question 2: Now, imagine you were making a hiring decision for an open position on your team, and that position
aligned with the candidate’s skill set. How supportive would you be or rehiring this person for your team?

Measures

My independent variable is the reason for the person’s initial departure. This was operationalized through four
vignettes. Each Vignette had one of four different profiles which included candidate name, time with the
company, and their compensation. Each Vignette also included one of four reasons for their initial departure
(treatment). All participants read all vignettes, although | randomly varied whether a particular profile was
matched with a particular reason for leaving (e.g., “James” was presented as having left to take care of anill
family member, “iliness”, as well as due to a dissatisfaction with a manager, compensation, and impact) which
also rotated the order of presentation of the vignettes. The dependent variables are two-fold: (Question 1) Would L.t t c .t d A k I d t F t h I f t 2

you support Exco hiring?; and (Question 2) Would you hire this person onto your team? Those are both l e ra u re I e c n OW e g m e n S u r e r n 0 r m a I O n

‘repeated measures,” which creates the “time” variable is presented to you in the analysis and results section of

[Francine Annese Apy and Jenna Ryckman. "Boomerang Hiring: Would you Rehire a Past Employee?” Employee Relations Today, p. 13-14.] [

this study. ”Https://WW\;v.ssa./gbO\:)/Oact/Ba}Zyna?es//Decade;/Celn]tl[er.htmI.” HttpS!//dW‘:W-550-30V/OGCt/Babé’naij/DeCGdeS/Centhy~fh;m/: Mar.dZOId& U - . Id like to acknowledge my advisors Dr. Markman, Dr.Rose, and give a special thanks to Dr. Charney for their guidance; without You can reach Juan De Amezaga at jpd837@gmail.com for more insights on the Pilot Study.You may also use the email address
. R . www.ssa.gov/oact/babynames/decades/century.html.] [Rose, Mary R., and Shari Seidman Diamond. “Judging Bias: Juror Confidence and Judicial Rulings on Challenges for . . e . . . rovided to contact me for Recruiting and Operations related consulting engagements
We analyzed results for both questions separately, and we compared variability between both questions. The Cause.” Law & Society Review, vol. 42, no. 3, 2008, pp. 513-549., doi:10.1111/}.1540-5893.2008.00350.x.] [US-BLS Employment Projections, 2012- 2022 them, this study would not have been possible. I'd like to thank all of the professors involved in the creation of the HDO content P 8 P & engag ‘
two measures were highly correlated with one another (r=.80-.90), except the iliness questions were correlated (www.bls.gove/emp/ep_table_102.htm). National Science Foundation Bureau of Labor Statistics, Annual Total U.S. STEM Jobs:Recent College Grads. National Science and program; this has been a remarkable learning experience which delivered exactly as promised. Furthermore, I'd like to thank
at r=.36 because the variability in the means was so low. Foundation, NCSES (www.nsf.gov/statistics/nsf13327/pdf/tab26.pdf).] [Porter, L. W., & Steers, R. M. (1973). Organizational, work, and personal factors in employee turnover all of the HDO Staff which were able to provide a magical experience, despite the difficulties students face when balancing
and absenteeism. Psychological Bulletin, 80(2), 151-176.] [ Hammonds, Keith. “Why We Hate HR.” Fast Company, Fast Company, 1 Aug. 2005, competing priorities at work, school, and in personal matters. Finally, I'd love to thank the cohort, as perhaps I've learned the

www.fastcompany.com/53319/why-we-hate-hr.] [“Https://Www.ssa.gov/Oact/Babynames/Decades/Century.html.”
Https://Www.ssa.gov/Oact/Babynames/Decades/Century.html, Mar. 2018, www.ssa.gov/oact/babynames/decades/century.html.] [Kumavat, Prakashraj Pradipbhai.
“Boomerang of Employees: The Strategic Way of Filling the Organizational Talent Gap.” International Journal of Management and Social Sciences Research (I/MSSR)., vol. 1, no.
2, ser. 2319-4421, Nov. 2012, pp. 14-17. 2319-4421.] [Nisen, Max. “Here's Why You Only Have a 0.2% Chance of Getting Hired at Google.” Quartz, Quartz, 23 Oct. 2014,
gz.com/285001/heres-why-you-only-have-a-0-2-chance-of-getting-hired-at-google/.]

most from all of you.
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