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Background

IC Broker, Inc. (ICBN) is a recently established internet based electronic components trading company employing a small group of geographically dispersed telesales agents, business administration and engineering personnel. IC Broker offers an excellent place to work, a professional environment that is challenging, rewarding, creative, and respectful of ideas and individuals. 

Employees are given specific tasks based upon their creativity, knowledge, and social ability. Every three months, the Sr. VP's assess the results of these tasks and the personality of the employee involved to determine remediate promotion and/or salary issues.

ICBN is in the midst of preparations to introduce its services internationally, which will require expansion of its virtual sales team. The challenge is the need to more than double the size of its existing sales force with in a short period of time in order to meet market demands. Being faced with the daunting task of hiring thirty new highly qualified salespeople, including regional managers, and a national sales director in less than ninety days.

Requiring a fundamental change in its hiring process. The program will involve the design and implementation of three separate phases for the sales force expansion: one for locating the sales people and managers, a second for selecting the most appropriate sales people and managers, and a third for on-boarding and training the sales people and managers. Building an applicant pool is expected to prove to be the least challenging step, as IC Brokers management teams industry reputation and competitive compensation packages is expected to attract more than three-hundred potential applicants. With this large applicant pool, the challenge will be to identify the best people as quickly as possible.

To accommodate the processing of the large number of applicants for the sales positions, ICBN has developed and launched an automated, online screening system, featuring a web-delivered qualification and competency-based candidate-screening tool. Applicants can access this tool via the Web to create individual online profiles and then complete relevant tests and inventories. Through automating the screening, ICBN will be able to provide the requisite information needed to select the appropriate candidates who would then advance to final behavior-based interviews utilizing a targeted selection process. The subsequent interviews shall be the final steps in the salesperson selection process, zeroed in on the specific competencies required for successful performance.

The regional and district manager selection program, given the small time window, shall run parallel to the program for selecting the salespeople. In this program, résumés shall be reviewed and banded, and the most promising candidates shall be asked to take part in an administered telephone-screening interview. Potential candidates that advance beyond the phone interview shall be subsequently invited to the ICBN facilities in Jacksonville Florida for a more personal touch.

Selecting the regional managers and national sales director will require a more sophisticated approach. Those senior-level positions will require leaders who can help to formulate and execute longer-term strategies and to develop strong relationships with joint venture partners, key customers, and the headquarter management team, based in Southern California. The program shall involve a high-level leadership assessment and shall include a full-day ICBN senior sales executive assessment, producing a detailed profile of each candidate outlining his or her known strengths, management style, and compatibility with the organization. The leadership assessment shall focus on strategic planning, financial acumen, global business development, and specific higher-level opportunities, such as dealing with the media, leading on policy issues, and understanding regulatory compliance matters. These workshops are designed to maximize diversity’s potential advantages while minimizing the potential barriers-such as prejudices and bias-that can undermine the functioning of a diverse work force (Dessler, 2000). The process will also include close senior management involvement during the recruiting and interviewing phases.

ICBN has three major goals: a quick ramp-up, the selection of a quality sales force that can perform at a high level in a minimal amount of time, and a minimal cost per hire. Working closely with HR and field management, corporate expects to accomplish all three goals in less than six months through first developing a clear understanding of the hiring requirements in relation to current business strategies. Secondly by developing a selection processes and tools to identify the most appropriate candidates in the least amount of time. Thirdly, by leveraging web-based technologies to shorten the selection funnel and collect data that could be seamlessly transferred to the company’s human resource information system (HRIS). Next steps will be to provide timely and accurate résumé and phone screening. Hiring managers will perform interviews and final candidate selection, and finally to quickly on-board and train personnel adequately to accommodate company deadlines. 

Summary

It is believed that the successful execution of this plan provides the flexibility to adjust direction as “lessons-learned” may arise. Inasmuch, this staffing plan in conjunction with its selection tools is expected to enable ICBN to be able to meet its current and future staffing needs in an economical and ethical fashion.  
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