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ELBONOMICS:
Always look on
the bright side.

Bring REY ELBO’s leadership program 
called “Superior Subordinate 
Supervision” to your management team. 
Or chat with him on Facebook, LinkedIn, 
Twitter or e-mail elbonomics@gmail.
com or via https://reyelbo.com
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M any of our job vacancies can’t be fi lled be-
cause applicants who agree to come in for an 
interview are ghosting us. What’s happen-

ing? — Rain Drop.

There are many reasons why applicants ghost recruit-
ment managers. The most common reasons, according 
to Justin Lowe, include the following:

One, applicants are selecting from multiple lucrative 
job o� ers and may have already chosen one. 

Two, personal emergencies prevent them from go-
ing forward with the interview.

Three, they are unprofessional and believe that 
ghosting will not hurt their career.

Four, they feel they’re not good communicators 
who might not do well in an  interview, and are express-
ing it through self-rejection. 

Fifth, ghosting is normal for the younger genera-
tions. Boomers, for instance, did it too, except those 
cases tended to be a lack of technology to commu-
nicate with a prospective employer in the event of 
emergencies. 

Today there is no cogent reason to miss out on an 
interview. In addition to Lowe’s explanations, I also fi nd 
the candidate’s ego to be boosted by follow-up text 

messages or calls of-
fering to re-schedule 
the interview. 

Some young 
people can get a 
certain “high” for the 
resulting attention 
they receive.

Whatever the 
reason, I fi nd it 
improper for job 

applicants to not honor an interview appointment. The 
only acceptable reason for me is illness, a vehicular 
accident or an emergency of equivalent severity. 

MANPOWER PLANNING
When I was looking for jobs decades back, I took every 
opportunity to honor all interview appointments. Back 
then I received word of my job interviews via telegram 
by companies like PT&T and RCPI. Of more recent vin-
tage are messages from potential employers sent via 
my trusty Motorola pager. Sometimes I accepted invites 
for the wrong reasons. 

My intention was to practice answering all IQ tests 
and rehearse my replies to killer interview questions 
hurled at me along the way. That built my confi dence. 
I say I accepted interviews for the wrong reasons be-
cause I was gainfully employed at the time, even at 19. 

What’s the solution to your problem? Accept 
ghosting as part of the risk of o� ering employment. 
Shrug it o� . You can’t control everything. Be proactive 
by focusing on what you can do to fi ll all the vacancies 
or prevent them from happening with the following 
approaches:

One, establish a dynamic manpower plan. This is 
the fi rst step in getting the right people, at the right 
time and in the right place. The plan must be linked 
with an organization’s business forecast. When your 
organization has a plan for its operations for the current 
year and beyond, you can identify its manpower needs 
for the short and long term. 

It will require an honest self-assessment of sta�  
strengths and weaknesses to allow  identifi cation of jobs 
that can be outsourced to temps or project workers. 

Two, analyze all factors a� ecting future demand. 
What are the plans for expansion? What new products 
or services are expected  for launched in several months? 
How about the competition? What are the prospects for 
a merger or buyout to achieve economies of scale?

Is a new technology that promises to reduce man-
power requirements? How many workers are due to retire 
in the next few years? Who are the workers receiving red 
circle pay, and who are currently above their pay scale 
and yet doing the job of lower-ranking personnel?

Three, consider all internal supply considerations. 
This means having a dynamic succession plan based 
on promoting from within. If no one can step up in an 
emergency vacancy, then your organization is in deep 
trouble. Hiring an external candidate can be demotivat-
ing  to the current workforce.

It’s best to have an apprenticeship program to 
identify potential candidates if the work is complex and 
can’t be learned within six months. You can sometimes 
get by  rely on casuals, temps or project workers as 
a stopgap while they acquire special skills from your 
organization.

Last, discover your weaknesses in attracting can-
didates. It’s about managing your organization’s online 
reputation. Check the job portals where you advertise 
your vacancies and gather feedback from applicants 
and current workers. Chances are you will discover 
many negative views about you and the organization.

Applicants might balk at the lack of clarity in your 
ads. You may have confused them with illegal require-
ments specifying age or gender for certain positions. 
This is a red fl ag for many people and a sign that 
they’re dealing with unprincipled management.  

In conclusion, when your applicant has ghosted you, 
then rejoice. In the words of Steven Levitt and Stephen 
Dubner, you’ve become successful in “letting the 
garden weed itself,” if you know what I mean.

When a 
company is 
ghosted by 
applicants COMPANIES in the information tech-

nology (IT) and financial tech (fintech) 
industries are among the best places to 
work in the country, professional net-
working platform LinkedIn Corp. said.

In a statement on Wednesday, Linke-
dIn said IT services and consulting 
firms topped the list of the 15 best in-
dustries to work for this year, followed 
by financial services firms.

“The in-demand skills that the top 
companies in the Philippines are look-
ing for are in the IT services sector, 

include Software Development Life 
Cycle (SDLC) and Computer Security,” 
LinkedIn said.

In its third annual list of the best 
companies to work for in the country, 
it ranked IT consulting firm Accenture 
Philippines at the top.

Globe Telecom, Inc. fintech arm 
Mynt, which operates GCash, and PLDT 
group’s Maya ranked second and third, 
respectively.

“Companies in the financial ser-
vices sector are looking for skills such 

as fintech, Artificial Intelligence, and 
economics,” it added.

L i n k e d I n  r a n k e d  c o m p a n i e s 
based on an employee’s ability to 
advance,  skills  growth,  company 
stability, external opportunity, com-
pany affinity, and gender diversity, 
among others.

Another IT company, Kyndryl Hold-
ings, Inc., placed eighth on the list, while 
financial service companies took 12th 

and 14th places — Citi and Prudential plc, 
respectively.

“The 2023 Top Companies list 
is filled with actionable insights and 
resources that help professionals at 
all levels discover job opportunities,” 
LinkedIn Head of Emerging Markets 
and Country Lead Atul Harkisanka said.

“Those interested in a specific com-
pany can now easily identify the skills 
and roles being hired for, connect with 
employees they know in their network, 
and follow the company to stay in-
formed about future opportunities,” Mr. 
Harkisanka added. — Adrian H. Halili

LinkedIn rates IT, fi ntech companies
among best employers in Philippines

THE Supreme Court has granted the disability 
claim of a seafarer who injured his leg while on 
duty, ruling that an invalid fi nal medical assess-
ment of his injury makes the disability perma-
nent under law.

In a 16-page decision made public on April 
17, the tribunal ordered North Sea Marine Ser-
vice Corp., Ships Leisure S.A.M., and Silversea 

Cruise Ltd. to pay Alexei Joseph P. Grossman 
disability benefi ts worth $60,000 with 10% 
interest and legal fees.

“There being no fi nal and defi nite assess-
ment of petitioner’s fi tness to work or permanent 
disability within the prescribed periods... Which 
thus precludes him from pursuing his usual work 
as a seafarer, his disability has, by operation of law, 

become total and permanent,” Associate Justice 
Antonio T. Kho, Jr. said in the ruling.

The ruling upheld the fi ndings of the O�  ce of 
the Voluntary Arbitrators (VA), which said he was 
entitled to the disability benefi ts. The VA decision 
was later reversed by the Court of Appeals.

The appellate court had said the seafarer failed to 
prove that the conditions of his work led to his injury.

Under the Labor Code, a disability is total 
and permanent if the employee is unable to 
perform any “gainful” duties for a continuous 
period exceeding  120 days.

Only doctors chosen by employers may 
determine if a worker sustained permanent 
disability during employment. — John Victor 
D. Ordoñez

Supreme Court rules in favor of seafarer in disability case


