Figure 1: Data Structure
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Figure 2: The recursive process of QOH implementation
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Table 1: Respondent Details

	Respondent & Designation
	Years of Experience
	Expertise

	R1 - Chief HR Officer, India
	18
	Identifying strategic HR interventions, compensation, talent management, total rewards, learning and performance management, and creating reward mechanism

	R2 - Learning & Development Head
	12
	Talent management, designing employee development strategies, and Career development planning

	R3 - Global Lead - Talent Acquisition
	13
	Plan and monitor hiring demands, supervise staffing objectives, maintain stakeholder relationships, drive employee referral programs, source hard-to-fill roles, review background check compliance, maintain database and extract reports, create hiring trends and insights for business leaders, and support a transformation project

	R4 - HR Business Partner
	12
	Collaborate with talent acquisition for hiring needs, advise line managers on performance management, identify the team and individual training needs, evaluate and monitor training programs, track and manage employee escalations, and manage the employee life cycle

	R5 - Sr. Business Partner (Human Capital)
	15
	Provide advisory support to business groups, partner with managers for retention and development, analyze human capital data and recommend hiring solutions, plan and conduct engagement activities, resolve complex employee relations issues, improve work relationships and morale, provide performance management guidance, and implement HR processes and policies

	R6 - Senior Lead - Talent Acquisition
	11
	Develop recruiting strategies, HR function support for recruitment team, onboarding & background check, maintaining client relationship, strategic direction understanding and communication, upward interaction with supervisor, peer management interactions, provided guidance for new assignments, and impactful decision-making

	R7 - Manager - HR Business Partner
	8
	Implement HR strategies, drive retention and best practices, manage performance and engagement, advise on employee issues, support annual compensation activities, improve internal processes and systems, drive strategic projects, and communicate policies to employees

	R8 - Manager - Talent Acquisition
	6
	Long-term planning for multiple communication channels, cost-benefit analysis for staffing recommendations, coordination of short-term and real-time workforce management, skilling matrix and profile requests monitoring, subject matter expert and training support, researching industry trends for process improvement, presenting headcount plan and attending weekly meetings, and strategic partner collaboration for service delivery and efficiency

	R9 - Manager - Talent Acquisition
	7
	Analyze and forecast hiring needs, develop talent acquisition strategies, manage employer branding, motivate employees as brand ambassadors, source top talent through job boards, execute recruitment and selection processes, review employment applications and background checks, conduct employee satisfaction assessments and workshops, enhance candidate experience procedures, and lead and supervise recruitment team

	R10 - Manager - HR Operations
	7
	Handle employee inquiries, maintain HR records and compliance, assist with recruitment/onboarding, manage employee relations, and oversee HRIS system

	R11 - Assistant Manager - Talent Acquisition
	5
	Direct recruitment efforts, collaborate with leaders and managers for sourcing strategies, coach through recruitment best practices, improve hiring metrics and KPIs, maintain relationships with strategic partners, and negotiate and close offers

	R12 - Manager - Talent Acquisition
	6
	Resource planning, budget planning, resourcing & forecasting, and staffing process management

	R13 - Assistant Manager - Talent Acquisition
	5
	Manage assigned recruitment partners, conduct webinars with regional team members, attend exhibitions and conferences to attract talent pool, assist with the execution of go-to-market strategy, implement monthly promotional strategies, address partner inquiries and concerns, provide market feedback for smooth flow of application funnel, and stay up-to-date with industry trends

	R14 - Team Leader - HR Delivery Operations
	4
	HR Operations support for people-related areas, backend HR services for business operations, design, develop, and implement HR delivery strategy, HR operations processes like recruitment, benefits, exit, payroll, and analyze and solve complex employee engagement problems,

	R15 - Team Leader - Talent Acquisition
	4
	Experience in a fast-paced talent acquisition environment, headhunting and direct recruitment expertise, C-level relationship management experience, and maintaining and utilizing multiple Applicant Tracking Systems

	R16 - Team Leader - Talent Acquisition
	4
	Build relationships with stakeholders, manage full cycle recruiting process, provide consulting expertise, ensure compliance with laws and standards, and solve process issues independently

	R17 – Sr. Analyst - Talent Acquisition
	3
	Source talent and provide professional selection for internal stakeholders, apply methodologies for effective sourcing and selection, develop talent pools with high level of candidate care, manage Applicant Tracking System and track performance metrics, conduct LinkedIn searches and create market maps, promote roles on social media and pipeline candidates, and coordinate and attend recruitment events for the organization

	R18 - Sr. Analyst - Talent Acquisition
	3
	Source candidates, manage recruitment cycle, interview candidates, collaborate with hiring managers, build relationships with recruitment channels, develop sourcing strategies, and ensure compliance

	R19 - Analyst-Talent Acquisition
	2
	Interact with peers to understand recruitment needs, some client/management interaction, individual contributor for assigned job positions, and flexible require rotational shifts

	R20 - Analyst-Talent Acquisition
	2
	Sourcing candidates, networking via various recruitment channels, resume review, headhunting, interview scheduling, job board navigation, candidate greeting




Table 2: Respondent Quotes

	Sample Quotes
	Second-order Themes
	Aggregate Dimensions

	It is not just within a small organization that early attrition happens. Within months, people join and leave even big organizations. Most organizations and HR argue any attrition is due to money, but early attrition is mostly due to the misfit between the employee’s expectation from the organization and vice versa. (R11)
	Recruitment metrics
	Efficiency focus orientation of a service function

	In my earlier organization, I was focused only on the cost of hiring. My entire focus was on getting the candidate at the lowest cost. I never bothered about whether he/she performed on the job or not. I always felt the business manager who made the hire would ensure the performance. (R20)
	Recruitment metrics
	

	The situation before the pandemic was a little different. Geographical constraints limited applicants, and interviews were mostly conducted in person within our office premises, allowing us to observe them more closely and choose the right candidate. Everything is virtual, so the candidates are open to multiple organizations. With remote working becoming the norm, spatial proximity to work location is now a thing of the past. Therefore, global opportunities are opening up without needing to relocate. The same applicants now get five to ten offers, not necessarily from jobs in the same city or even country. (R13)
	Recruitment process
	

	Recruiters focus on getting in warm bodies but not necessarily the highest-performing candidates. Therefore, “operation successful, patient dead!” (R7)
	Recruitment process
	

	We consider the candidate’s past performance, technical skills and abilities, and educational qualifications to predict hiring quality. (R5)
	Recruitment process
	

	Few organizations do psychometric, competency, and technical knowledge tests to gauge hire quality. (R8)
	Recruitment process
	

	In many cases, I have seen individuals lacking the technical/behavioral knowledge relevant to the role but were successful because of a willingness to quickly understand, upskill and deliver according to the changing scenario. (R2)
	Hiring accountability
	Hiring manager's short-term and 'just-in-time' focus

	Normally the hiring manager would just send us a mandate with keywords and never bother to validate the job description. The recruiters were responsible for making sense of and building a comprehensive job description from their assessments of what the role may entail. This mismatch would often result in the rejection of profiles presented by a recruiter, with no explanations for the cause. It was only the recruiters' responsibility to hire on time and with the right fit. (R12)
	Hiring accountability
	

	Recruitment is like planting a seed and hoping to reap the benefits from the tree. However, there are inherent challenges in the accountability of the recruitment function. As a recruiter, do you hire someone to deliver today or become the timber for tomorrow? In the hiring game, we have no control over what happens in the outer environment. The new hires can only grow from seed to timber if they have great learning agility and strong value congruence with the organization. (R3)
	Hiring accountability
	

	A recruiter’s real test is whether he/she is adding strategic value to the organization by hiring the “right timber,” the best fit for the role, not just for now but also for the future. These hires support the organization today by delivering high-performance levels in the present and building the scaffolding, growing with the changing organization as the responsibilities evolve. (R3)
	The changed role of recruiter
	QOH focus orientation of the business function

	Unlike my earlier recruiter experience, most of my time was spent sourcing, scheduling, and interviewing applicants. Now 70-80% of my time is spent aligning all stakeholders and getting cooccurrence on the deliverables of the role. Once this is done, the rest of the process happens seamlessly. It's like spending 80% of your time sharpening your saw. (R13)
	The changed role of recruiter
	

	I need to give directions to the recruiter and the right job description aligning all stakeholders' current and future needs. Direct the recruiters' efforts like an arrow to the bull’s eye. Without this direction, the recruiter runs around like a headless chicken, and all the effort is in vain. A bad hire impacts my business and my performance and so it’s in my interest to get it (new hire) right the first time around. (R1)
	Managerial ownership
	

	What gets measured gets achieved! If we want quality of hire, we must tell recruiters how we would measure it! We have to figure out how to do this collectively, keep validating our assumption on what is working and what is not. (R6)
	Managerial ownership
	

	I can bring in the best talent into the organization. However, I cannot be held accountable if the manager mistreats or does not engage the employee and then they quit. I am accountable only for things that are in my circle of influence and control. (R16)
	Managerial ownership
	Shift in focus from short-term to long-term efficiency

	Be it merger and acquisitions, or technology shift in the market, performing diverse roles or doing business during the COVID-19 pandemic, the biggest quality that helps a person survive and grow in such volatile environments is the speed to learn, unlearn and relearn. (R14)
	Managerial ownership
	

	For new hires who are comfortable with the organization, the colleagues, the policies, and the processes- this feels like a warm fuzzy blanket! It nurtures and nourishes, and people thrive. People stay where they thrive. (R1)
	Managerial ownership
	

	In an apple-to-apple comparison between job choices, candidates prefer to join organizations with higher perceived value congruence. (R7)
	Recruitment process
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