Recruiting Business Faculty

Podunk University, Nowhere, USA, is a state school set in the downtown district of a major metropolitan area.  There are currently 60 tenured faculty members, 15 adjuncts, and 6 untenured faculty members staffing the School of Business (SBA).  Historically the SBA has experienced a 52% turnover rate (comparing those who accept positions to those who eventually make tenure), which is high by any standard for higher education.  And the school is facing even higher attrition due to the impending departure of many senior faculty approaching retirement age.  


The turnover problem has put additional pressure on the recruiting process to provide larger numbers of qualified candidates.  The Associate Dean for Academic Affairs, Sally Smiles, has noticed that it is increasingly more difficult to find good candidates. Surveys show that the number of new Ph.D. graduates is less than the projected number of new openings (i.e., there is a labor shortage), and this trend is expected to intensify over the next 5-7 years.  Meanwhile, Barney Backslapper, the Dean of the SBA, has decided that his mission is to improve the quality of the faculty during his regime.  So there are fewer candidates to match against more demanding qualifications.  The SBA is currently looking to hire 15 new business professors to start the coming fall semester.  Each department (i.e., Accounting, MIS, HR, etc.) is allowed to bring in 2 candidates to interview for each position.  The question is, what recruiting source should be used to find the best candidates?  


Historical data on faculty recruiting is shown in Table 1.  You can see that 769 applicants from all sources had to be screened to produce 125 qualified candidates who accepted a job offer.  One year later 3 candidates have already left, while 15 convert to adjunct status, 6 are still seeking tenure, and only 60 eventually obtained tenure.  Total recruiting costs include travel, lodging, meals, and administrative expenses associated with the various types of applicants.  Table 2 shows the information collected by the Diversity Compliance office as to why job offers have been declined.  


As a typical business school (i.e., an organization that doesn’t practice what it teaches), Barney Backslapper has contracted with you, Chris Consultant, to advise the SBA on this year’s recruiting effort.  He thinks answers to the following questions should be sufficient:

1) How would you evaluate the faculty recruiting strategy currently being used by the SBA?  Is the school using too few or too many recruiting sources?  Why?

2) If you feel the school is using too many recruitment sources, which ones would you eliminate and why?

3) What stage or stages in the recruitment process seem to be most amenable to improvements?  What specific improvements would you suggest to improve the yield ratios?  Why?  

Mind you, you must realize the dean is CLUELESS about what a “yield” ratio is!

