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I have been trying to get my press room and bindery fully staffed in what seems like 
forever and can’t seem to get there. I have somewhat limited resources in my HR 
department, and because of this my hiring practices are fairly old school. I place ads on 
line with a few different web sites and use the help of outside employment agencies. I 
check in periodically with the graphics program at our area post-secondary school, and 
I’m involved with the youth apprenticeship program through local high schools. In the end, 
these methods aren’t working that great because we are still struggling to fill these 
positions. 
 
I am wondering if anyone has a proven method for recruiting good people to fill your 
manufacturing positions. What do you do? Can you share your tips and processes? Or, 
might there be outside training for me in HR that could help me/our company be better at 
finding candidates?      
 

 

 
It is a strange world we live in.  I am afraid we have more openings, than people want to fill.  At 
least full time, with full benefits and 5 days a week or 6.  Give them 4 days a week and they still 
don’t want to work.  
Keep plugging along,   
 
 

 
We have used Craigslist to post a job with some success. I do think this is a problem everyone is 
having this year. Will be interested in the answers. 
 
 

 
I actually have the same issue/situation.  I am very interested in these responses. 
 
 

 
For bindery hires I’ve had my best luck working with Temp Agencies.  However, I explain that I’m 
looking to find prospects to fill permanent positions.  Another resource that’s worked well for pre-
press, press dept. as well as office staffing is ZipRecruiter.com & jobcenterofwisconsin.com. 
 
 

 
We do the same as you….   But got lucky with using Milwaukeejobs.com 
 
 

 
We have used several employment agencies (including Semper specifically for Press and 
Bindery positions) to hire our new employees with decent success. Not inexpensive as the fees 
can be significant. 
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We are also struggling to fill our open positions.  Our growth is outpacing our ability to fill open 
position and a lack of skilled candidates is a concern.  In addition to on-line advertisement, we run 
ads on the radio, we have held in-house career fairs, we too work with our local high school and 
currently have two students in our apprentice program, we have put together flyers that are 
inserts in the local newspapers, we used bulletin board advertising (with no success), we are 
doing a marketing campaign to all of the high schools within a 30 minute commute, we have a 
referral bonus program, we go to every career fair in the area, we have created our own 
university and currently have several associates in machine specific training.   These are just a 
few of the on-going efforts we have in place for recruiting.    
 
 

 
They can always try Semper!  
 
This has been a nationwide issue. The talent just isn’t as easily accessible as it was 5 or 6 years 
ago. I do have available candidates in my pool and I’d like to try and help. 
 
Barbara Ortega 
Semper International LLC 
bortega@semperllc.com 
312-920-0000 
 
(Editor’s note: Semper is a GLGA member.) 
 
 

 
Here are the options that have worked for me:  I've done the online postings, newspaper local 
high schools, etc.,  Our village has an online help wanted which we do also. 
 
I put a HUGE colorful sign out front of our company for the first time in decades for entry level 
press help (rate of pay, shifts plus differential, OT avail) - out of 10 so far we've kept 9 (only one 
voluntary resignation)!  No cost, local area parents working on street are calling their kids, friends 
calling friends as I put the rate and overtime available in busy season.  This has been the best 
response we've had in a long time and we thought with unemployment so low we wouldn't be 
surprised if not much of a response.  Everyone interviews with HR, press supervisor and Plant 
Manager and we all must agree to make the offer.  We've passed on some but for the most part 
people are eager to learn printing and a new career.  Their eyes have lit up when we take them 
out to show them what an award winning printer is producing.  It has really been rewarding to 
introduce individuals to print and watch them learn and inspire them to our industry!  Very fun 
outcome and I wish them well!   
 
 

 
We post our jobs on zip recruiter and monster, but also have trouble getting good people.   We 
have recently resorted to hiring qualified people to train instead of looking for experience.  It 
seems to be the best way. 
 
 

 
I wish I could offer some advice, but I am experiencing the same problem recruiting press 
operators.  I look forward to the answers you will receive. 
 
 

 

mailto:bortega@semperllc.com
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We used the staffing agencies effectively and do a temp to hire to check the potential employee 
out before permanent hire.  We’ve also hired from competitors.  We’ve also hired from 
competitors going out of business. 
 
 

 
This is the 50 million dollar question for all of us.  I do all the same things but I’m working at 
incorporating some of the social media skills such as Facebook, Linkedin, and mobile enhanced 
technologies to assist in helping to find applicants.  Time will tell if this is helpful.  One answer is 
that there are not enough qualified applicants to fill current and future needs and how we address 
that is part of the equation as well.  I’m anxious to see other responses to this one. 
 
 

 
This question is too large to answer.  EXACTA Graphics has a sister company, EXACTA Corp, 
which has provided talent management services, including recruiting, for 40 years.  Recently, 
they began to sell/license their cloud-based software which offers complete applicant tracking and 
servicing, as well as contact management and HR extensions.  Ideally suited for small 
businesses to invest, the software completely integrates these two applicant and contact 
relationship modules with HR extensions, job and time management (yes, even time clocks), and 
third party packages like Constant Contact, Mail Chimp, Type form, RightSIgnature and even 
Quickbooks for billing, payroll and subvendor processing. GLGA members may contact 
EXCATA's Business Development Manager for more information (800-258-2070) or visit  
www.EXACTA.jobs for more information. 
 
 
Dennis Hill, PhD 
Executive Consultant, Sagacity LLC  
414.921.4811 | 414.333.1184 | Biz-Intel@Sagacity-llc.com | 
 
(Editor’s note: EXACTA Graphics is a GLGA member.) 
 
 

 
no 
its never easy 
i recommend to always be looking 
 
 

 
It is a difficult battle. We also struggle to find good quality employees. We work with the local 
colleges and the websites they have for recruiting. We run ads on Craig’s List. 
 
 

 
This is a great question.  I am doing all the same things and not finding the staff that we need.  
When I talk with other HR leaders in our area we are all having the same problem with staffing.   
 
 

 
 
 
 
 

http://www.exacta.jobs/
mailto:Biz-Intel@Sagacity-llc.com
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Your situation is not uncommon.  First, the printing industry has developed a bad image over the 
past 15+ years, so few people are looking to enter the business.  You will need to work on how 
you sell the opportunities that a job with your company can provide.  Good people are in demand 
across the hiring spectrum, so you need to take some different approaches. 
 
You did not mention using your current employees for recruiting.  If your current people are 
happy, and they think the company is a good place to work, engage them in the search.  We have 
had success in the past with offering a small reward for referrals that lead to a hire. 
 
You might want to consider other community options.  Have you thought about posting for these 
jobs at a church, VFW hall or local restaurant?  You might need to expand the pool of applicants 
to include people who are not currently in printing. 
 
 

 
I do about the same things as the member below.  Unfortunately it is not working for us either.   
 
For my last attempt we received a lot of resumes, some qualified, most not.  However our biggest 
issue is that we would schedule interviews and the people would just not show up.  I stopped 
counting at 7 no-shows.  A couple of them had even called back to reschedule before the original 
appointment and still no-show.  I don’t get that at all.  Why make an interview appointment if you 
aren’t going to show up? 
 
Looking forward to seeing the rest of the responses. 
 
 

 
Fortunately I don’t have much turnover, but for those positions I do the same: community college 
postings and the HS graphic arts programs.  I advertise locally and also place ads on the GLGA 
job board. 
 
 

 
I understand your pain. 
I worked in the Printing industry for 17 years (15 as a sales manager) and then have been 
running a search firm for 20 years. So, I have been in the business of hiring printing people for 
about 35 years. 
Hiring Practices starts with your brand then ends with a solid interviewing process. I’d be 
interested to visiting your website and LinkedIn Company page. 
I would have to review your ads to see if they are short and compelling…or just an abbreviated 
version of your job description (Which is a no, no). 
Also, does your employment agency specialize in printing? 
I wrote an article on Branding that was recently in the GLGA e-newsletter Currents and am writing 
a new series of Hiring Articles for our Local Chamber of Commerce. Perhaps you can contact me 
and I can forward them to you? 
 
Gary Bozza 
WorldBridge Partners Chicago NW 
847-550-1300 x33 
garyb@worldbridgepartners.com  
 
(Editor’s note: WorldBridge Partners Chicago NW is a GLGA member.) 
 
 

 

http://wbpchicagonw.com/quality-applicants/
mailto:garyb@worldbridgepartners.com

