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—
BEST PRACTICES

OSH STAFFING PROCESS

By David Stumbo and Troy A. Rawlins

This article aims to help OSH managers whose responsibilities include the supervision
of OSH professionals by focusing on the essential elements of the staffing process:
recruitment, selection and onboarding.

For clarity, this article will use the
term “OSH manager” to reference those
who supervise a staff of one or more
OSH professionals. Survey data from a
group of occupational safety students are
provided to give a glimpse at one appli-
cant pool and illustrate how demograph-
ic information can be utilized by the
OSH manager to optimize the staffing
process. The efficacy of the OSH man-
ager can hinge upon the quality of the
OSH staff, and the OSH manager should
be closely involved in the recruitment,
selection and onboarding of OSH staff.
The demographics of the OSH applicant
pool should be used to inform the OSH
staffing processes.

The OSH Professional as Manager
Two lines of career evolution appear
to exist for the OSH professional: 1. the
development of a technical specializa-
tion; and 2. the progression into a man-
agement role such as department head
(Wybo & Van Wassenhove, 2016). For
those who pursue the latter, formal job
title and position within the organiza-
tional hierarchy can vary widely. Data
from BCSP and National Safety Council

(NSC) indicate that 66% of respondents

identified their job titles as director/
manager/chief/department head or
branch/division/area/regional manager/
supervisor (BCSP & NSC, 2020). It is not
clear whether these managers should be
considered middle managers, described
as a level of administrator below upper
manager but to whom supervisors and
department managers report (Haneberg,

2010). Many OSH managers have a staff

of OSH professionals who are subor-

dinate to them, as the BCSP and NSC
£ (2020) data indicate that 46% of respon-
o dents directly supervise other staff.

The OSH manager’s job duties likely
include typical management responsi-
bilities such as strategic planning, bud-
g geting, communications and supervision
% (Cohen & Eimicke, 2020). Magill (2002)
g discusses OSH manager duties that
2 include oversight of training activities,
¢ audit reviews and compliance-related
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activities, as well as supervision of
several OSH staff members. The OSH
manager’s performance appraisal is likely
based largely on the success of the orga-
nization’s occupational health and safety
management system (OHSMS). Because
the efficacy of the organization’s OHSMS
is substantially dependent on the OSH
department, the OSH manager must be
focused on the quality of staff members.

Human Resources & OSH

The purpose of the human resources
(HR) component within an organization
is described as “acquiring, developing,
motivating and retaining people” (Berman
etal., 2006, p. 9). In terms of optimiza-
tion, HR-centered strategies have been
recognized as a key method for realizing
organizational improvement (Parmenter,
2007). The OSH manager should under-
stand that the HR element of the OSH
department is essential to its functionality.

Although OSHA’s (1989) Safety and
Health Program Management Guidelines
does not mention HR, other standards
such as the International Labor Organi-
zation’s (ILO, 2001) Guidelines on Occu-
pational Safety and Health Management
Systems specify the need for adequate HR
as part of a systematic planning function,
in Section 3.8.2(d). Similarly, Manuele’s
(2014) analysis of ANSI Z10 held that
management was to provide the HR nec-
essary to realize an effective OHSMS.

Proponents of safety culture have
called for the complete support of HR
(ACHE et al,, 2017), but that may not
be the case at some organizations due
to competing priorities and limited
resources. Equally, an organization’s
HR department may have a limited
understanding of the OSH function. A
common HR mistake occurs when an ap-
plicant’s related experience is incorrectly
assessed during the assessment of job

The OSH manager should serve as a member of an
interview panel when interviews are conducted.
This allows for the division of interview questions
by the "asker’s talent and experience.”
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applicants (Lucas & Grant, 2018). Within
OSH staffing, this can be seen in appli-
cants who have received substantial OSH
training (e.g., OSHA 30-hour course) but
who do not possess preferred OSH skills
(e.g., auditing).

In many organizations, an HR de-
partment is responsible for the selection,
training and placement of new and
transferred employees (Hagan et al.,
2001). However, the OSH manager must
be closely involved in HR functions
such as interviewing candidates (Arnold
& Pulich, 2007) and the selection of
those hired into the OSH staff (Stranks,
2016). The rationale for having a
high-performing staff should not require
much explanation. Lynch (2008) reminds
us about the 80/20 rule: that 80% of a
manager’s time can be spent on a prob-
lematic 20% of employees. More broadly,
the performance of the safety function
within the organization is dependent on
the efficacy of OSH staff.

Turnover

Reaching optimal OSH staffing is
challenged by the drain of turnover.
Turnover can be categorized as either
voluntary, when the employee chooses to
leave, or involuntary, when the employer
acts to cause the separation (Fox, 2012).
Voluntary turnover includes retirement
and resignation. Retirement associated
with the aging population of OSH pro-
fessionals is substantial, referred to as
the “silver tsunami” (IOMA, 2016, p. 10).
ASSP has warned that a tipping point
for the organization’s member-age scale
might soon be reached (Belcher, 2015),
and recent survey data indicate that
15% of respondents were age 60 or older
(BCSP & NSC, 2020).

Other than retirement, reasons for
employee resignation include issues re-
lated to career development, work/life

TABLE 1

balance, manager behaviors, job charac-
teristics (e.g., workload), compensation
and benefits, and work environment
(Work Institute, 2020). Agovino (2019)
notes that an estimated 41 million work-
ers voluntarily quit their jobs, while
Yildirmaz et al. (2019) report a monthly
rate of 1.8% workers leaving for volun-
tary reasons, across all industries. To
keep the OSH department viable, OSH
managers must be prepared to replace
staff who leave.

The driving reason for
knowing about potential
new hires is so the OSH
manager can ensure that
the staffing process is
tailored to them.

Recruitment

Recruitment is fundamental to ad-
dressing turnover, but adequate planning
must be conducted. Talent acquisition
specialists are advised to prepare for hir-
ing as far as 12 to 36 months in advance
of actual need (Yandrick, 2020). Some
organizations have in-house recruiters
to help identify and attract high-quality
applicants. Other organizations may
instead contract recruiting to specialty
firms referred to as recruiting process
outsourcing providers (Gale, 2020).
These firms handle “the entire recruiting
process from job profiling through the
onboarding of the new hire, including
the people, process and technology
intervention” (Sahay, 2017, p. 261). In
either case, the OSH manager should
provide accurate, detailed information
to recruiters so they can share it with job
candidates who will likely have questions

RESPONDENTS BY AGE AT TIME OF SURVEY

Age Percentage | Birth year Generation

17t0 18 8.2% 2000 to 2001 | Generation Z

19to 21 26.9% 1997 to 1999 | Generation Z

22to 25 9.7% 1993 to 1996 | Millennial (1993 to 1996)

26 orolder | 55.2% Before 1992 Millennial (1992 to 1981),
Generation X (1965 to 1980)
and earlier generations
(1964 and prior)

(n=134)
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about the organization and position
(Eskenazi, 2020). Such information
might include notable OSH performance
metrics, the location of the OSH depart-
ment within the organizational hierarchy
and essential OSH functions.

A problem the OSH manager may en-
counter is a lackluster HR department.
Lee (2016) cautions that “the bar for new
hires is often ‘good enough,’ for smaller
firms where recruitment may be carried
out by an HR generalist tasked with a
myriad of other duties” (p. 48). If this
is the case, the OSH manager should
work closely with the HR department
rather than leave recruitment to chance.
Reviewing job vacancies before their
publication may be necessary. The OSH
manager may need to participate directly
in recruitment efforts to attract the best
applicants. Recruitment methods include
the use of social media outlets, free and
paid job boards, the organization’s web-
site and university job fairs (Lauby, 2018).
Offering internships to college students
has been identified as a good way to
distinguish an organization from its
competitors (Bane, 2018; Greene, 2014).
Bickham (2016) states, “Hiring students
right out of college can be a hit or miss
proposition, but you improve your odds
of making a great hire when you bring
them in first as interns and use their
internship to assess their capabilities
and interests” (p. 25). Another benefit
to internships is that they can help with
reducing turnover. The National Associ-
ation of Colleges and Employers (2019)
reports a substantial contrast between
the 5-year retention rate of intern hires
(43.9%) versus hires with no internship
experience (27.8%).

One particularly effective method of re-
cruitment is the use of referrals, a process
in which existing employees recommend
candidates they consider well-suited for
vacancies in their organization (Pathak,
2014). This method has been described
as advantageous by several authors (see
Burks et al., 2015). Some firms encourage
the use of employee referrals by offering
incentives in the form of bonuses (Stock-
man et al., 2020). Networking is another
viable method for recruitment. In the
author’s experience, networking through
OSH-related professional organizations
is a viable way to find quality applicants.
Networking has been recommended to
bolster an organization’s name recogni-
tion among potential recruits even when
the organization is not actively recruiting
(Human Capital Media, 2014).



Interviews & Selection

Selection criteria should be developed
during the planning phase of the staffing
process (Klingner & Nalbandian, 2003).
Selection criteria are the explicit knowl-
edge, skills and abilities (KSAs) that are
needed in future hires, such as commu-
nicating, working with others and time
management (Ferrante, 2006). The OSH
manager should ensure that selection
criteria conform to the needs of the OSH
department. KSAs for OSH staff, such as
the ability to design, deliver and evaluate
training, have been described in progres-
sive levels of professional development
by Pryor et al. (2019), with higher-level
KSAs allocated to employees who have
progressed along the career path.

Also, how applications will be as-
sessed should be determined during the
planning phase. Assessment methods
may include résumé reviews, interviews,
personality or skills assessments, back-
ground and references checks, as well as
simulations of the performance of job
duties (Phillips & Gully, 2010). Applica-
tions and applicants’ résumeés are often
screened before being subjected to a
more thorough assessment process (Stout
& Olson-Buchanan, 2018). This can allow
an employer to eliminate applicants who
are not close to fitting the KSAs of the
vacant position.

The OSH manager should serve as
a member of an interview panel when
interviews are conducted. This allows
for the division of interview questions
by the “asker’s talent and experience”
(LaBelle, 2010, p. 42). The OSH man-
ager should pose questions and guide
relevant follow-up discussions regarding
OSH-related topics, allowing for a more
thorough assessment of applicant KSAs.
Other panelists, such as an HR represen-
tative, can be relegated to more general-
ized topics, as well as the responsibility
for ensuring that the interview complies
with the organization’s interview policies
and applicable legal requirements.

Performance-simulation tests com-
prised of work sampling (a small-scale
replica of actual job duties) are recog-
nized as good predictors of employee
success (Robbins et al., 2020). These are
well-suited for the assessment of OSH
applicants, as they may be constructed
to include the use of jobsite photos to
assess an applicant’s hazard recognition
skills, use of videos to assess aptitude for
observing unsafe behaviors, demonstra-
tion of instrumentation use and other
job-related duties.

TABLE 2
RESPONDENTS'
PLANNED LEARNING
METHOD

Respondents’ planned learning method
for major degree program.

Planned learning
method

Online (internet)
Traditional (on
campus)
(n=134)

Percentage
64.2%

35.8%

TABLE 3
RESPONDENTS'
SCHOOL RANK

Rank Percentage
Freshman 22.0%
Sophomore | 28.8%
Junior 25.8%
Senior 23.5%
(n=132)

Although the decision to select an indi-
vidual to hire occurs near the end of the
staffing process, how the decision will be
made should be determined during plan-
ning. Methods for decision-making are
categorized as mechanical (e.g., ranking,
grading, matrices) or judgmental (e.g.,
gut instinct). Mechanical methods have
been shown to be far superior in terms of
reliability and validity (O’Meara & Petzall,
2013). In practical terms, the ranking of
applicants may be accomplished by as-
signing point values to each KSA assessed.
For example, training experience may be
assessed on a range of zero to three points,
with zero points for no experience, one
point for up to 1 year of experience, two
points for 2 years of experience, and three
points for 3 or more years of experience.
This provides for the quantification of
each KSA and a quick totaling to deter-
mine which applicant scores the highest.
To target KSAs that are of greater impor-
tance, the OSH manager may weigh some
selection criteria more heavily than others.
For example, if the OSH department needs
expertise in a particular area (e.g., fall pro-
tection), then the assessment may be tai-
lored to provide more points for that area.

The Staffing Process
Is Not Over: Onboarding

With so much work required during
recruitment, assessment and selection,
the OSH manager must not overlook
the importance of properly onboarding
newly hired OSH staff. With roots in the
1970s-era term “organizational socializa-
tion,” the more recent term “onboarding”
has been defined as an endeavor that
“helps employees become productive in
the most effective and efficient means
possible” (Lauby, 2016, p. 11). Onboard-
ing has been identified as a critical
means for connecting new hires to an
organization’s culture and their new roles
(Dévila & Pina-Ramirez, 2018) and a po-
tent means of reducing turnover (Bauer,
2010; Selden & Sowa, 2015; Storey, 2020).

Onboarding should be integrated into
the overall hiring process, provide an on-
boarding period that extends at least over
the first 6 months of the new hire’s ten-
ure, utilize processes that are automated
with technology, and include activities
designed from the perspective of the new
hire (Dai & De Meuse, 2007). Tailored
onboarding programs have been regard-
ed as more effective than more generic
ones (Klein et al., 2015; Kurnat-Thoma
et al., 2017). While information on the
onboarding practices utilized for OSH
staff appears to be rare, a study of newly
hired OSH professionals reported that
mentoring during onboarding positively
influenced the employees’ intentions
of staying in their current positions
(Minnick et al., 2014).

Who Are Your Potential New Hires?

The driving reason for knowing
about potential new hires is so the OSH
manager can ensure that the staffing
process is tailored to them. For instance,
the millennial generation, born 1981 to
1996 (Gerhold & Whiting, 2020), prefers
digital media with a high-quality user
interface rather than repetitive data entry
(Franceski, 2017). This group of potential
applicants may be turned off by appli-
cations that require slogging through
multiple pages and forms, prompting
them to instead complete a competitor’s
more streamlined application. Thus, the
OSH manager should review all such
outward-facing forms that applicants
may encounter.

Information on potential applicants
(those who have not yet filled out an ap-
plication) can be difficult to obtain. How-
ever, survey data have shown that a large
portion of OSH professionals has com-
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pleted a college degree, with 79% having
earned a bachelor’s degree or higher
(BCSP & NSC, 2020). Thus, an indication
of applicant demographic data can be
gleaned from students currently enrolled
in OSH-related degree programs.

About the Study

Demographic data concerning age,
degree delivery method and rank in
school was collected from undergradu-
ate students enrolled in an introductory
occupational safety course at Eastern
Kentucky University in Richmond,
KY. The course was requisite for oc-
cupational safety majors and open to
nonmajors, and was delivered both on
campus and online. Participation in the
study was voluntary and anonymous,
with students invited to participate via
email with an announcement posted
in the Blackboard shell for the course.
Informed consent was obtained before
students could access a hyperlink to a
Qualtrics electronic survey instrument.
The study data were gathered from the
2018 summer term through the fall 2019
semester. Responses were provided by
134 students, although a few did not
respond to all questions. The response
rate to the survey was approximately
30%. A limitation of the study includes
a lack of generalizability, as data were
collected from a convenience sample of
students, so they may not be representa-
tive of all students enrolled in OSH-re-
lated degree programs.

Findings & Implications

Relative to age, the largest group of
students was 26 years and older (55.2%).
This included generational groups re-
ferred to as Generation X, born 1965 to
1980 (Gerhold & Whiting, 2020) and
earlier generations, and a portion of
millennials, born 1981 to 1996 (Table 1,
p. 20). More significant to this discus-
sion, 44.8% of students were found to
belong to Generation Z, born 1997 to
2001, or the other portion of the millen-
nial generation, age 22 to 25 at the time
of the study. In considering the sub-
stantial proportion of millennials and
Generation Z students, the OSH man-
ager should expect most job applicants
to be digital natives, who have known
only constant access to technology
(Moran, 2016).

The survey also indicated that most
students (64.2%) planned on completing
their degree via an online delivery method
(Table 2, p. 21). This may be indicative of

Generation Z’s and millennials’ comfort
with technology. Online degree programs
also allow older students, already in the
workforce, to pursue higher education. Fi-
nally, rank in school data was included to
provide the OSH manager with an indica-
tion of where the survey group of students
would be in relation to graduation and
entry into the applicant pool. Respondents
reported a distribution that was roughly
even between freshman (22%), sophomore
(28.8%), junior (25.8%) and senior (23.5%)
class ranks (Table 3, p. 21).

The OSH manager must
ensure that an organization
effectively administers the
staffing process for the
OSH department.

To account for millennials and Gen-
eration Z, the OSH manager should en-
sure that current technology is utilized
throughout the staffing process. For
recruiting, Johnson (2019) recommends
that videos, even if self-produced, be
posted on social media outlets to pro-
vide potential applicants an “insider’s
view of what it is really like to work at
your company” (p. 4). Concerning OSH
staff positions, videos should include
short vignettes from production areas,
OSH training sessions, employees using
PPE and similar activities, and should
be posted to the organization’s web-
site, YouTube and other outlets. Smeak
(2020) notes that digital natives tend to
be visual learners and prefer watching
videos over reading, so onboarding
content should be delivered accordingly.
Microlearning, brief training sessions
that can be accessed via smartphone,
is an ideal fit because it can provide
onboarding content in 2- to -5-minute
sessions over preset intervals (Epstein,
2017). Some members of the organiza-
tion may balk at the costs incurred to
provide higher-end digital content, but
the OSH manager must make the case
that quality OSH staffing is necessary
for the success of the OHSMS.

Conclusion

The OSH manager must ensure that an
organization effectively administers the
staffing process for the OSH department.
This may necessitate the direct participa-
tion of the OSH manager in what may be
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thought of as traditionally HR activities.
Because ensuring an adequate supply of
quality safety professionals can be a chal-
lenge, the OSH manager should seek out in-
formation on the applicant pool, most likely
to be enrolled in or alumni of OSH-related
degree programs. The OSH manager faced
with these tasks could be aided by further
research into how the staffing process,
specific to OSH professionals, could be
improved as well as research that provides
more data regarding the demographic
characteristics of students enrolled in
OSH-related degree programs. PSJ

References

Agovino, T. (2019, Feb. 23). To have and to
hold. Society for Human Resource Manage-
ment. www.shrm.org/hr-today/news/all-things
-work/pages/to-have-and-to-hold.aspx

American College of Healthcare Executives
(ACHE), National Patient Safety Foundation’s
(NPSF) Lucian Leape Institute & NPSF at the
Institute for Healthcare Improvement. (2017).
Leading a culture of safety: A blueprint for
success. https://bit.ly/3IHgVAN

Arnold, E. & Pulich, M. (2007). The depart-
ment manager and effective human resource
planning: An overview. The Health Care Man-
ager, 26(1), 43-51. https://doi.org/10.1097/001
26450-200701000-00006

Bane, H.H. (2018, Aug. 12). Internships are
key to building talent pipeline. Crain’s Cleve-
land Business. www.crainscleveland.com/arti
cle/20180812/voices/171446/personal-view-in
ternships-are-key-building-talent-pipeline

Bauer, T.N. (2010). Onboarding new em-
ployees: Maximizing success. Society for
Human Resources Management Foundation.
https://bit.ly/3tEe0oh

Belcher, M. (2015, Oct.). The rise of the
young professionals. Professional Safety,
60(10), 8.

Berman, E.M., Bowman, J.S., West, ].P. &
Van Wart, M.R. (2006). Human resource man-
agement in public service: Paradoxes, processes
and problems (2nd ed.). Sage.

Bickham, T. (Ed.). (2016). ATD talent man-
agement handbook. Association for Talent
Development.

BCSP & National Safety Council (NSC).
(2020). 2020 SH&E industry salary survey.
https://bit.ly/3LgDePy

Burks, S., Cowgill B., Hoffman, M. & Hous-
man, M. (2015). The value of hiring through
employee referrals. The Quarterly Journal of
Economics, 130(2), 805-840. https://doi.org/
10.1093/qje/qjv010

Cohen, S. & Eimicke, W.B. (2020). Man-
agement fundamentals. Columbia University
Press.

Dai, G. & De Meuse, K.P. (2007, Jan. 12).

A review of onboarding literature. Lominger
Limited Inc. https://bit.ly/3wCuf6Z

Dévila, N. & Pina-Ramirez, W. (2018).
Effective onboarding. Association for Talent
Development.



Epstein, C. (2017, Nov. 1). Microlearning:
Training for the millennial generation. Occu-
pational Health and Safety. https://bit.ly/
3wCuijb

Eskenazi, J. (2020). Four things that do not
change for recruiting and hiring during a cri-
sis. Canadian Manager, 45(4), 15-16. https://
bit ly/3iC5j7u

Ferrante, P. (2006, Feb.). SH&E career suc-
cess. Professional Safety, 51(2), 20-24.

Fox, A. (2012). Drive turnover down. HR
Magazine, 57(7), 22-27. www.shrm.org/hr-to
day/news/hr-magazine/pages/0712fox.aspx

Franceski, T. (2017). Optimizing onboard-
ing for the next-gen employee. AMA Quarterly,
3(3), 38-40.

Gale, S.F. (2020). RPOs are winning the tal-
ent war. Workforce, 99(1), 46-47. https://issuu
.com/workforce-magazine/docs/wf0120

Gerhold, C. & Whiting, A. (2020). From
boomers to Gen Z: Leading across generations.
Leadership Excellence, 37(3), 11-14.

Greene, M.V. (2014). How to find the perfect
internship: Corporations seeking to fill talent pipe-
lines. US. Black Engineer and Information Technolo-
) 38(3), 26-27. wwwijstor.org/stable/43773151

Hagan, P., Montgomery, ]. & O’Reilly, J.
(2001). Accident prevention manual for busi-
ness and industry: Administration and pro-
grams (12th ed.). National Safety Council.

Haneberg, L. (2010). High-impact middle
management: Solutions for today’s busy pub-
lic-sector managers. American Society for
Training and Development.

International Labor Organization (ILO).
(2001). Guidelines on occupational safety and
health management systems: ILO-OSH 2001.
International Labor Organization. www.ilo
.org/wcmsp5/groups/public/---ed_protect/---
protrav/---safework/documents/normativein
strument/wcms_107727.pdf

Johnson, M. (2019). Recruit this! What the
millennial generation doesn’t like about your
recruitment strategies and what you can do
about it. Workforce Solutions Review, 10(3), 4-6.

Klein, H.J., Polin, B. & Sutton, K.L. (2015).
Specific onboarding practices for the socializa-
tion of new employees. International Journal
of Selection and Assessment, 23(3), 263-283.
https://doi.org/10.1111/ijsa.12113

Klingner, D. & Nalbandian, J. (2003). Public
personnel management: Contexts and strategies
(5th ed.). Prentice Hall.

Kurnat-Thoma, E., Ganger, M., Peterson,

K. & Channell L. (2017). Reducing annual
hospital and registered nurse staff turnover: A
10-element onboarding program intervention.
SAGE Open Nursing, 3. https://doi.org/10.1177/
2377960817697712

LaBelle, J.E. (2010, Nov.). Interviewing for
safety. Professional Safety, 55(11), 40-43.

Lauby, S. (2016). Manager onboarding:

5 steps for setting new leaders up for success. So-
ciety for Human Resource Management.

Lauby, S. (2018). The recruiter’s handbook:
A complete guide for sourcing, selecting, and
engaging the best talent. Society for Human
Resource Management.

Lee, T. (2016). Follow the leaders. HR Maga-
zine, 61(6), 46-51.

Lucas, M. & Grant, J. (2018). Strategic
human resource management. Nova Science
Publishers.

Lynch, P.K. (2008). Motivating challenging
employees. Biomed Instrumentation and Tech-
nology, 42(3), 203-204. https://doi.org/10.2345/
0899-8205(2008)42[203:MCE]2.0.CO;2

Magill, M.D. (2002, May). What’s an inter-
im safety manager to do? Professional Safety,
47(5), 39.

Manuele, F.A. (2014). Advanced safety man-
agement: Focusing on Z10 and serious injury
prevention (2nd ed.). Wiley. https://doi.org/
10.1002/9781118840900

Minnick, W., Wilhide, S., Diantoniis, R.,
Goodheart, T., Logan, S. & Moreau, R. (2014,
Dec.). Onboarding OSH professionals. Profes-
sional Safety, 59(12), 27-33.

Moran, K. (2016, Jan. 3). Millennials as dig-
ital natives: Myths and realities. NN/g Nielsen
Norman Group. www.nngroup.com/articles/
millennials-digital-natives

National Association of Colleges and Em-
ployers (NACE). (2019). 2019 internship and
co-op survey report: Executive summary.
www.naceweb.org/uploadedfiles/files/2019/
publication/executive-summary/2019-nace-in
ternship-and-co-op-survey-executive-sum
mary.pdf

OSHA. (1989, Jan. 26). Safety and health
program management guidelines: Issuance
of voluntary guidelines. Federal Register, 54,
3904-3916. www.osha.gov/laws-regs/federal
register/1989-01-26

O’Meara, B. & Petzall, S. (2013). Handbook
of strategic recruitment and selection: A systems
approach. Emerald Publishing.

Parmenter, D. (2007). Key performance in-
dicators: Developing, implementing and using
winning KPIs. Wiley.

Pathak, M. (2014). Value of employee refer-
rals. Human Capital, 8(1), 58-59.

Phillips, ]. M. & Gully, S.M. (2010). Assessing
external job candidates (staffing strategically).
Society for Human Resource Management.

Pryor, P, Hale, A.R. & Hudson, D. (2019).
Development of a global framework for OHS
professional practice. Safety Science, 117, 404-
416. https://doi.org/10.1016/j.ssci.2019.04.033

Human Capital Media. (2014). Recruiting
orientation guide. Workforce, 93(6), 26-29.

Robbins, S., De Cenzo, D.A. & Coulter,
M.A. (2020). Fundamentals of management:
Essential concepts and applications (11th ed.).
Pearson.

Sahay, P. (2017). Competing on talent in to-
day’s business world: a blueprint for new ways
of hiring. Cambridge Scholars Publishing.

Selden, S.C. & Sowa, J.E. (2015). Voluntary
turnover in nonprofit human service organi-
zations: The impact of high performance work
practices. Human Service Organizations Man-
agement, Leadership and Governance, 39(3),
182-207. http://doi.org/10.1080/23303131.2015
.1031416

Smeak, R. (2020, May). Safety in the mul-
tigeneration workplace. Professional Safety,
65(5), 22-27.

Storey, S.0. (2020). Using employee on-
boarding as a tool to reduce employee turn-
over. Exchange, 253, 27-29.

Stranks, J. (2016). Health and safety at work:
An essential guide for managers (10th ed.).
Kogan Page.

Stockman, S., van Hoye, G. & van Hooft,
E.A. (2020, Aug. 26). How can hospitals engage
their current employees in the recruitment
of qualified nurses? A referral bonus and
self-determination perspective. Journal of Ad-
vanced Nursing, 76(11), 2971-2981. https://doi
.org/10.1111/jan.14498

Stout, S.M. & Olson-Buchanan, J.B. (2018,
April 1). It’s all Greek to me: Recruiters’ per-
ceptions of résumé items. Journal of Career
Development, 46(4), 366-380. https://doi.org/
10.1177/0894845318757916

Management and Administration IOMA).
(2016). Surveys reveal need for experienced
EHS pros. Report on Salary Surveys, 23(2),
10-12.

Work Institute. (2020). 2020 retention re-
port. https://info.workinstitute.com/hubfs/
2020%20Retention%20Report/Work%20In
titutes%202020%20Retention%20Report
.pdf

Wybo, J.L. & Van Wassenhove, W. (2016).
Preparing graduate students to be HSE profes-
sionals. Safety Science, 81, 25-34. https://doi
.0rg/10.1016/j.ssci.2015.04.006

Yandrick, R.M. (2020). Strategies for pro-
active recruitment during the recession. HR
Magazine, 65(3), 55.

Yildirmaz, A., Ryan C. & Nezaj, J. (2019).
The ADP Research Institute 2019 state of the
workforce report: Pay, promotions and reten-
tion. ADP Research Institute. https://bit.ly/
3Noy0TK

Cite this article

Stumbo, D. & Rawlins, T.A. (2022, April).
Optimize your OSH staffing process. Profes-
sional Safety, 67(4), 19-23.

David Stumbo, Ed.D., CSP, OHST, has worked in OSH for more than 20 years, with service in vari-
ous positions including compliance officer, industrial hygiene consultant and safety program manager.
Heiis an associate professor in Eastern Kentucky University's (EKU) Department of Safety, Security and
Emergency Management, and a long-standing board member of the Kentucky Safety and Health Net-
work Inc. Stumbo is a professional member of ASSP's Louisville Chapter.

Troy A. Rawlins, Ed.D., has played an active role in OSH within the Commonwealth of Kentucky
for more than 19 years. He is the program coordinator and an assistant professor at EKU, teaching in
both undergraduate and graduate safety programs. Rawlins is a member of many regional and national
safety boards and commissions, and serves as the professional development director of the Minority
Special Interest Group of the American Industrial Hygiene Association.

assp.org APRIL 2022 PROFESSIONAL SAFETY PSJ 23



