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Increasing Both the Traffic and Quality of Your Job
Candidates is Vital in the Modern Labor Market

According to the SCORE Employee Engagement report, small and medium-sized businesses
are still struggling to hire and retain high-quality talent.

«  61% of business owners say hiring the right (i.e.quality) talent is their top business challenge.
« 85% of employers report general hiring challenges.
« Nearly 50% of employers report difficulty retaining staff.

+ 62% of employers struggle to keep new hires engaged and productive, which is directly re-
lated to the retention difficulties.

A couple of years ago, increasing applicant traffic and questioning “the way we’ve done things.”
was key to a solid recruiting strategy. However, today, engaging potential candidates in mean-
ingful ways, ensuring quality candidates stay engaged during the hiring process, and retaining
said candidates is crucial. It’'s a more holistic approach to recruiting and hiring and will set you
up for success in the future.

We’ve designed this guide to help you:

« Reassess the state of hiring. What’s making today’s job seekers walk away from roles, and
what attracts them to future opportunities?

« Figure out what today’s job seekers want out of the job application process.

« Learn the pillars of effective recruiting.

In addition to giving you expert-level insights and actionable tips to improve your hiring process,
we’ve designed The Guide to Increasing Applicant Traffic as a workbook, including checklists,
audits, and organizers to help get you started thinking about how to increase your applicant
flow.


https://www.score.org/megaphone-main-street-employee-engagement
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Reassessing The State of Hiring

To build your next superstar workforce, it’s vital to understand why, in 2023, 62%
of workers wanted to, were looking to, or had plans to, quit their jobs.

Recruiting doesn’t happen in a silo.

Companies must constantly assess and reevaluate what’s working with their
recruiting, hiring, and engagement in order to ensure their efforts are meaningful.
In this section, we’ll address the top reasons today’s employees are quitting their
jobs and what’s stopping candidates from applying to your open positions.

Why Are People Quitting in Our Post- “Great
Resignation” World of Work

Employees overwhelmingly seek new opportunities because they don’t like or
respect their managers or boss, don’t see opportunities for promotion and growth,
or are offered better opportunities.

Unsurprisingly, retention often comes down to compensation. Payscale, LinkedIn,
Glassdoor, and Indeed all report compensation as one of the main reasons behind
turnover. 44% of employees would quit to take a better-paid job without thinking
twice, while 39% of HR leaders say offering competitive salaries is a big challenge.

Ensuring employees are engaged at work—and during the hiring and onboarding
process—is crucial. Employees are three times more likely to explore new options
if they don’t feel supported, and companies with low engagement |ose an aver-
age of 31% of their employees (just putting here that companies with an engaged
workforce are also 21% more profitable!).

What are some reasons you’ve heard employees quit? How can that help inform
your recruiting strategies? The next activity will have you reflect on that.

Over 90% of companies wanted employees “back in the office” by
2024, with 30% of companies saying they’ll threaten to fire employees
who won’t comply. This will certainly lead to more employees quitting,

and flexible companies whose business models support remote work
can take advantage of the the remote work discrepancy between

employers and employees.



https://money.com/why-workers-quit-jobs-reasons/
https://money.com/why-workers-quit-jobs-reasons/
https://www.pewresearch.org/social-trends/2023/03/30/how-americans-view-their-jobs/
https://www.payscale.com/research-and-insights/cbpr/
https://learning.linkedin.com/content/dam/me/learning/en-us/pdfs/workplace-learning-report/LinkedIn-Learning_Workplace-Learning-Report-2023-EN.pdf
https://www.glassdoor.com/blog/10-reasons-employees-resign/
https://www.indeed.com/career-advice/career-development/high-employee-turnover
https://www.achievers.com/resources/white-papers/workforce-institute-2023-engagement-and-retention/
https://www.gallup.com/workplace/313067/employees-aren-thriving-business-struggling.aspx
https://www.gallup.com/workplace/313067/employees-aren-thriving-business-struggling.aspx
https://www.forbes.com/advisor/business/hr-statistics-trends/#sources_section
https://www.cnbc.com/2023/09/11/90percent-of-companies-say-theyll-return-to-the-office-by-the-end-of-2024.html

Self Audit: Why Are Employees Quitting Your
Organization?

Using the worksheet below, identify the top five reasons you believe employees
are quitting your company. Don’t be afraid to be unflinchingly honest. That’s how
smart companies grow.

Reason #1:
Reason #2:
Reason #3:

Reason #4:

Reason #5:

Now, reflect on how you can address each of these reasons to reimagine your
hiring strategy:

Reflection #1:

Reflection #2:




Reflection #3:

Reflection #4:

Reflection #5:

What Do Today’s Job Candidates Want in a
Career?

It's important to know what today’s job seekers are looking for in their next roles.
That will help you craft your job ads, job descriptions, and other recruitment
marketing collateral.



Purpose

A sense of purpose is important. A McKinsey study on where people find purpose
found that 70% of employees say that their work defines their sense of purpose.
Other research found that 9 out of 10 professionals told researchers they

would sacrifice as much as 23% of their future earnings for “work that’s always
meaningful.”

Pro Tip: Have candidates answer a purpose-driven question during the applica-
tion process.

Learning and Development

A lack of career development and growth opportunities is the top reason today’s
employees leave their jobs. Employers must let prospective candidates know they
can learn and grow in their roles to remain competitive.

Pro Tip: Emphasize the opportunities to grow in your role in your job posting.
Better yet? Create content highlighting an employee’s professional growth in your
organization. Employee-advocate company, Everyone Social, has a guide for how
to build an employee story.

DEI

Diversity and inclusion are essential to job seekers of all ages today. A Glassdoor
survey found one-third of job seekers said they wouldn’t apply to a company that
doesn’t prioritize diversity. The Millennial survey found that 74% of millennials
believe an organization with a culture of inclusion is more innovative.

Pro Tip: Go over your entire website to ensure you’re using inclusive language
(candidates don’t just look at the job posting). Need help? Check out this compre-
hensive, inclusive lanquage guide.

Flexibility

A report by Indeed found that 84% of employees and job seekers are open to new
opportunities and that the top wish for new roles was “more flexibility.”



https://builtin.com/company-culture/employee-development
https://everyonesocial.com/blog/sharing-employee-stories/
https://everyonesocial.com/blog/sharing-employee-stories/
https://www.glassdoor.com/employers/blog/diversity/
https://www.glassdoor.com/employers/blog/diversity/
https://www.marketing-partners.com/guide-to-inclusive-language
https://www.marketing-partners.com/guide-to-inclusive-language
https://www.pulsetechnology.com/blog/what-do-todays-job-seekers-look-for-in-employment#:~:text=A%20Gallup%20survey%20recently%20asked,that%20plays%20to%20their%20strengths.

For employees, flexibility can mean:
« Choosing where they work from.
« Creating a schedule that fits their life.

80% of workers would choose a job that offers a flexible schedule over one that
doesn’t. These days, flexibility almost always means having the option of working
remotely. 65% of workers currently want to work remotely, and 51% of job seekers
are looking for remote work (that rises to 63% if we’re focusing on Gen Z).

When LinkedIn surveyed hiring and HR professionals, 55% didn’t
mention company culture or mission in job postings or the hiring

process. That’s a missed opportunity when considering what today’s
job candidates seek.

A Positive Work Environment

A Harris Poll found that 5 of Americans report going to therapy because of toxic
bosses or managers! For too many years, toxic workplaces and managers have
been “business as usual” in the world of work. However, more and more people
are prioritizing their mental health and wellness in the workplace and leaving
those toxic situations behind.

Great Job Descriptions!

A job posting is the first impression job seekers have of your company. This is
what makes a quality employee apply for your open roles!

Crafting your job posting makes your open roles stand out from the crowd. Here
are our tips for writing excellent job postings:

« Use standardized job titles: Using “Marketing Ninja” instead of “Marketing
Manager” might seem cute, but it’'s confusing.

« The title should indicate the job: Account Executive lll is confusing, but
Account Executive isn’t. Save the formal title and specifications for the job
description.


https://hbr.org/2021/07/breaking-free-from-a-9-to-5-culture
https://www.weforum.org/agenda/2021/04/survey-65-of-remote-workers-do-not-want-to-return-to-the-office/
https://theharrispoll.com/wp-content/uploads/2023/10/Toxic-Bosses-Survey-October-2023.pdf

« Your posting should mirror company culture: Make sure your language
reflects the job and your company culture, and it’s targeting the kind of
applicants you want to attract.

« Use inclusive language: You want as many qualified people as possible to
apply for your job, so use language that includes everyone—we linked to a
guide to inclusive language earlier in this guide.

« Keep it concise: LinkedIn found that job posts with 150 words or less got candi-
dates to apply 17.8% more frequently than job posts containing 450-600 words.
Keeping things concise is also better for the modern candidate who may be
using a mobile device for their search—50% of job views on LinkedIn are on
mobile devices.

« Use job description keywords to stand out: Hundreds of millions of job
searches are conducted monthly through Google. While most reputable job
boards do the work to ensure their postings are searchable in the major search
engines, employers still have the most influence on ensuring your posting rises
to the top of search engine results. This Monster.com article is an excellent
guide to optimizing your job postings.

« Consider adding multimedia: Infographics and videos will help your posting
reach the top of a search engine results page. It’s also a way to help your post-
ing stand out from the crowd.

« Format your post: Use bold and bulleted lists to make your job description
easy to read.

« Be direct: Candidates spend an average of 14-30 seconds on your job post-
ing, which means you need to cover the most important aspects of the job as
soon as possible. According to Indeed, 52% of job seekers say the quality of a
job description (e.g. spelling, grammar, role description, formatting) is “very” or
“extremely influential” on their decision to apply for a job.

« List your salary: Include a salary range in your job posting. A joint Glassdoor/
Harris poll found 93% of employees and job seekers say compensation and
benefits are very or somewhat important when considering a new job.

« List benefits: Much as salary is important to candidates, so are benefits. If you
have them, list them! And remember that health insurance and PTO aren’t the
only benefits to highlight. “High level of autonomy,” “room for growth,” and
“flexible schedules” are all benefits to today’s job seekers.


https://business.linkedin.com/content/dam/me/business/en-us/talent-solutions/resources/pdfs/job-descriptions-ebook.pdf
https://business.linkedin.com/content/dam/me/business/en-us/talent-solutions/resources/pdfs/job-descriptions-ebook.pdf
https://hiring.monster.com/employer-resources/recruiting-strategies/talent-acquisition/search-engine-optimization/
https://seranking.com/blog/seo-infographics-101/
https://www.indeed.com/hire/c/info/how-to-improve-your-job-postings-to-attract-better-candidates
https://help.glassdoor.com/s/article/What-are-Salary-Estimates-in-Job-Listings?language=en_US
https://help.glassdoor.com/s/article/What-are-Salary-Estimates-in-Job-Listings?language=en_US

« Don’t get too casual: Some companies will go super playful, utilizing language
like “Kickass rockstar wanted” or hashtags like “#ProcessObsessed.” While
they’re attempting to differentiate themselves from overly corporate-sounding
language, LinkedIn found that candidates were 2x-4x less likely to apply to
excessively casual job descriptions.

« Keep true to your brand: If your brand is overly casual, don’t listen to us! These
are just suggestions, after all. You need to be true to who your organization is.

« Keep in mind what candidates are looking for: We’ve covered what today’s
job seekers are looking for in a career. If your posting can speak to purpose,
development, diversity, and flexibility, make sure it does!

Job Post Audit

Audit yourself: Look at one of your recent job postings
and audit it for the following criteria:

Did you use standardized job titles?

Does your posting represent your company culture?
Did you use inclusive language?

Is your posting concise?

Is your posting optimized for keywords?

Does your job description utilize any multimedia?

Is your description formatted for readability?

Are you direct?

Do you include a salary range?

Do you list benefits?

Are you too casual?

[l
L]
L]
L]
L]
[l
L]
L]
[l
L]
L]

Is your description reflecting what today’s job seekers are
looking for? Purpose, Development, Diversity, Flexibility,
Positive Work Environment



https://business.linkedin.com/content/dam/me/business/en-us/talent-solutions/resources/pdfs/job-descriptions-ebook.pdf

Rethink Your Job Qualifications

You want the best job candidates, so common knowledge (with a dash of “the way
we always did things”) says to include an entire list of qualifications to weed out
candidates who won’t work. However, research shows that adding unnecessary
qualifications could backfire.

Data shows that, on average, employers only expect job seekers to

meet 70% of the job requirements to be considered for a role. That

might be fine for Gen-Z and Millennials who feel confident applying
to jobs that meet 63% and 68% of the criteria. Still, Get-Xers and Baby

Boomers feel like they need to meet at least 77% of the criteria to
apply—you may be missing out on highly skilled, older employees.
Women and minorities similarly feel the need to meet more than

less qualifications and may not apply for jobs they think they’re
underqualified for, even though they may be perfect candidates!

What qualifications can you rethink?

A College Degree

Does your ideal candidate need a college degree? Apple CEO Tim Cook believes
skills, especially coding, are more vital than a degree (he indicated half of Apple’s
employees don’t have a degree). Companies like Dell, Alphabet (Google’s

parent company), Amazon, and Penguin/Random House removed the “degree
requirement” for applicable positions.

Hard Skills

Do your job candidates need to be sufficient in Salesforce? Must they have
experience using HubSpot? Or, will successful candidates be the ones who
display exceptional critical thinking, creativity, and emotional intelligence?
Companies like Microsoft, Apple, General Motors, and Cigna emphasize soft skills
during hiring.

Audit Yourself: Use this template to rethink the job qualifications for the job
descriptions you post in the future.


https://www.indeed.com/lead/why-job-seekers-are-not-applying-to-your-jobs?hl=en&co=US
https://www.indeed.com/lead/why-job-seekers-are-not-applying-to-your-jobs?hl=en&co=US
https://www.fastcompany.com/90661349/dear-female-jobseeker-apply-for-the-job-ignore-the-qualifications
https://www.fastcompany.com/90661349/dear-female-jobseeker-apply-for-the-job-ignore-the-qualifications
https://www.businessinsider.com/apple-ceo-tim-cook-why-college-degree-isnt-necessary-2019-3

Job Title:

Is a degree necessary for this job? [ |Yes [ |No

Defend your response:

What soft/transferable skills can a candidate bring to this role in lieu of experi-
ence? How can they demonstrate these skills?

Treat Your Job Candidates Like Customers

As Forbes reported, “First impressions aren’t just for customers.” It makes sense.
You need to market to candidates, nurture them through the process, and provide
them with a truly stellar experience if you want to keep them interested. Then why,
for so many years, has the job application process been so grueling, exclusionary,
and frustrating?

HR thought leader Josh Bersin said in his annual HR-tech report, “the HR tech
market is turned inside out—it’s entirely focused on employees, not HR.” To remain
competitive, savvy employers need to tailor their actions to appeal to today’s
potential candidates.

However, companies seem to be sliding back to their old ways: posting job
positions they don’t intend to fill, not communicating with candidates in a timely
manner, and even ghosting candidates midway through the application process.

The Talent Board North American Candidate Experience Research Report found
20% of candidates were still waiting to hear back from employers more than two
months after they applied for a job, and only 20% of candidates ever received an
email from a recruiter or hiring manager notifying them that they were no longer
being considered.



https://www.forbes.com/councils/forbeshumanresourcescouncil/2023/04/04/how-to-treat-talent-like-customers/
https://joshbersin.com/2021/03/hr-technology-2021-now-published-shattering-changes-in-the-market/
https://www.cbsnews.com/news/recession-2023-hiring-jobs-white-collar-us-economy/
https://www.thetalentboard.org/press-releases/talent-board-2016-north-american-candidate-experience-research-report-now-available/

Audit Yourself: Are you guilty of not replying to 20% of candidates who applied for
a role at your company? What was your reasoning? Record your answer below:

Now, would you ever not reply to 20% of customer inquiries? Why or why not?
Record your answer below:

Has this exercise changed how you’ve interacted with job candidates? Record
your answer below:

There are myriad reasons you should treat job candidates the same way you treat
customers:
« You want stellar candidates who didn’t get the position this time to apply again.

+ You want job candidates who are loyal customers to continue being loyal
customers.

« You want job candidates to widen your talent pipeline by telling their networks
how great their experience was with you, even if they didn’t get the position.

+ You want job candidates to write positive reviews about the application
process.

« You want to stand apart from companies that aren’t doing this.



It can’t be over-emphasized enough how shortsighted it is to disregard the
candidate experience. Ensure your recruiting strategy is people-first. Treat your
job candidates the way you treat your customers, tailoring and nurturing them
through a candidate journey that leaves them wanting more.

Job seekers are talking! They measure their experience in the
recruiting process with the same standards they use when they shop
online. In our increasingly online lives, it makes sense. In this shifting

landscape, transparency can build some much-needed trust. Job

seekers use message boards, websites, and social media to record
their job-search experience and research the roles they apply for—55%
of job seekers say they’d avoid applying for a job in a company with
bad online reviews.

Get Started: Candidate-Persona Template

You create buyer personas for your customers. How about candidate personas
for your future employees? This is an excellent strategy for ensuring your hiring
strategy is candidate-focused. To attract and keep top-performing candidates,
figure out what your ideal candidates are looking for, their career pain points,
and what makes them happy. This Glassdoor blog post is an additional, excellent
resource for creating a candidate persona. We recommend considering the
following categories when creating your candidate personas.

« Background: What experience does this role need?

« Hard Skills: What technical experience is necessary?

« Soft Skills: What soft skills (empathy, communications, etc.) should your ideal
candidate have?

« Pain Points: What frustrates this persona about job searching? What can you do
to ensure you don’t discourage them?

« Job-Searching Habits: Where does this persona look for a job?

- Online Presence: What social media does this persona use? What publications
do they read? What content do they often look for? (and how can you then
cater to that)


https://www.forbes.com/councils/forbeshumanresourcescouncil/2022/09/09/the-importance-of-branding-your-recruiting-process/
https://www.forbes.com/councils/forbeshumanresourcescouncil/2022/09/09/the-importance-of-branding-your-recruiting-process/

« Motivations: What motivates your candidate? Money? Challenges? Mission?
Use that to help craft your job posting.

« Goals: What are your candidate’s professional goals? How can this role help
them achieve those?

« Values: What does your candidate value? How can you ensure they realize this
role embodies those values?

« Communication Style: Do they primarily call? Text? Use video-chat?

When creating your candidate persona, you can get as granular or broad as you
want, but this should be more than enough to get you started. Remember that this
is a guide for attracting the kinds of candidates you want—your next best candi-
date may not fall exactly into this box, and that’s ok!

Background

Hard Skills

Soft Skills

Pain Points

Job Search Habits

Online Presence

Motivations

Goals

Values

Comm Style




What Do Candidates Want Out of the Job
Application Process?

This past year, SHRM published a shocking job-application statistic: most
people—92%—never finish the online job applications they start.

Our technologically streamlined world means that overwhelmingly, people are
drawn to quick and easy processes that produce almost immediate results.
Today’s job candidates will eschew applications they deem unwieldy or a waste
of their time. Bad technological experiences—Ilike having to enter the same
information repeatedly or not parsing a resume correctly—may make candidates
think roles at your company will mirror the clunky hiring process.

Self Audit: Why Do Candidates Not Apply to Your
Open Roles

Using the worksheet below, identify the top five reasons you believe candidates
aren’t applying to your open roles. If you can’t think of any, try applying for one of
your open roles and see what barriers bother you.

Reason #1:
Reason #2:
Reason #3:
Reason #4:

Reason #5:

Reflect on how you can address each of these reasons to reimagine your hiring
strategy:

Reflection #1:



Reflection #2:

Reflection #3:

Reflection #4:

Reflection #5:

This section will cover what candidates are expecting in top-application
experiences.

Mobile Friendliness

Close to 90% of modern job seekers utilize a mobile device as part of their search
and 40% of job candidates won’t apply for a job if it isn’t mobile-friendly. Many
candidates quit job applications after clicking “apply” via their smartphone or
tablet, only to discover that the application isn’t congruent with the technology
they use most.



https://www.smartrecruiters.com/resources/glossary/mobile-recruiting/

Promote Your Mobile Friendliness

Promoting a job as mobile-friendly can improve the number of job applicants by
11.6%.

Lean into QR Codes

Creating a QR code means job seekers with phones who see the posting in a
paper, walking down the street, or as a current customer can quickly and easily
access the application as soon as they see the code.

Ensure the Entire Process is Mobile Friendly

Ensure that your job posting isn’t only accessible via smartphone but that your
entire application process is mobile-friendly.

Audit Yourself: Using your mobile device, access and apply to one of your current
job openings. Was it easy? Cumbersome? Would you walk away from the process
if you were a candidate who only had a mobile device to apply for a job? Reflect
on the process below:

Efficiency

CareerBuilder found that 92% of applicants who click to apply fail to complete
the application - often due to length and complexity. Even applications designed
for efficient application experiences—applications that average five minutes to
complete—include many stop-provoking clicks. An audit of Fortune 500 company
application processes found it necessary to click nine or more times after hitting
“apply” before stating the actual application (they found the average application
averaged 51 clicks).

Companies can streamline their applications by:

« Not asking candidates to create usernames or passwords just to apply.

« Not asking different versions of the same questions.


https://support.applicant-tracking.com/support/solutions/articles/3000112568-job-poster-text-to-apply-qr-code
https://resources.careerbuilder.com/employer-blog/5-reasons-your-job-posting-isn-t-generating-enough-applicants-and-what-you-can-do-about-it
https://www.shrm.org/topics-tools/news/talent-acquisition/people-92-never-finish-online-job-applications
https://www.shrm.org/topics-tools/news/talent-acquisition/people-92-never-finish-online-job-applications

- Not having candidates regurgitate information from their resumes.

«  Knowing how many steps and clicks each application takes and seeing if you
could easily eliminate any.

« Not asking in-depth questions they plan on asking during the interview
process.
« Avoiding having candidates answer arbitrary questions that elicit canned

responses (why do you want to work here?) or should have been answered in
their cover letter (what makes you a good job candidate?).

While 40% of employers feel like a job application should be five
steps or fewer, 70% of job applicants feel the same way. There are
often discrepancies between how employers and candidates (or
managers vs. employers) think. Hubris often wins in these situations,

and that’s detrimental to your applicant flow. You can’t get around it:
job seekers have more options than ever, so you must cater to the
experience they seek.

Salary Transparency

More and more locales are making it a legal requirement to list salary in job
postings. As of late 2024, approximately 50% of job postings on Indeed include
employer-provided salary information, primarily due to increasing transparency
requirements.

LinkedlIn also found that only 50% of organizations still disclose salary ranges as
part of their interview process. Once again, it’'s a candidate’s market, and doing
anything to set yourself apart from the competition, especially something today’s
candidates want, will only reflect favorably on your organization.

6 in 10 hiring managers said including salary information in job
postings helps attract quality candidates and provides an edge
against the competition. 57% of job seekers say they’ll take
themselves out of consideration for a role if salary ranges aren’t

provided upon request!



https://hiredna.com/60-of-candidates-ditch-the-application-because-its-too-long-or-complex-how-to-simplify-the-job-application-process/
https://press.roberthalf.com/2023-10-03-2024-Hiring-and-Compensation-Trends-Numbers-to-Know-in-a-Complex-Labor-Market
https://www.hiringlab.org/2024/12/10/indeed-2025-us-jobs-and-hiring-trends-report/
https://business.linkedin.com/talent-solutions/resources/talent-strategy/global-talent-trends-2019

The Pillars of Effective Recruiting

Recruiting shifts every year. These are the tenets to keep in mind to help set
yourself up for success.

Ensure You Have an ATS

An applicant tracking system (ATS) can be integrated into your hiring strategy to
help increase applicant traffic.

Data shows that adopting an ATS will improve your hiring process:

« 86.1% of ATS users said it increased the speed at which they hire.
78.3% of ATS users said it improved the quality of candidates they hire.

An ATS can speed up the hiring process, automate tasks, designate workflows,
and take the stress of organizing and communicating with job applicants off your
plate. An ATS will give candidates a four-star hiring experience that will reflect
positively on your organization, encourage them to recommend the process, and
delight your job candidates. Most importantly, an ATS can help you efficiently ac-
complish all the recommendations in this guide.

Be Transparent

Transparency hasn’t always been highly valued in the workplace. Organizations
kept finances, key decisions, and even the specifics or certain roles under wraps.
However, as the expectations of workers shift and companies amend practices to
keep up, forward-thinking workplaces are embracing transparency, especially in
the interview process:

« 15% of job seekers report ghosting an interview process due to a lack of
transparency.

- If you’re not transparent, job seekers are going to find out. A whopping 86% of
employees and job seekers research company reviews and ratings (on sites
like Indeed or Glassdoor) to decide whether to apply for a job.

« Transparency is also integral for retention. Almost 30% of job seekers left a
job within the first 90 days of starting, which often indicates a misalignment
between what they were sold and the reality of a role.

You can be transparent by:


https://www.getapp.com/resources/recruitment-strategies-report-2017/
https://www.indeed.com/lead/strategies-to-stop-ghosting
https://www.forbes.com/councils/forbeshumanresourcescouncil/2022/09/09/the-importance-of-branding-your-recruiting-process/
https://www.forbes.com/councils/forbeshumanresourcescouncil/2022/09/09/the-importance-of-branding-your-recruiting-process/

Conducting Team Interviews

Group hiring shows the candidate exactly who is on the team and puts them
together face to face. This approach is becoming increasingly popular due to the
benefits and success of a more inclusive interview procedure that increases your
chances of hiring the right individual.

Not only does a collaborative hiring process give you a better idea of how the
candidate will fit into your company, but it also gives the interviewee a realistic
glimpse into the inner workings of your organization. Seeing how the current
team interacts and having a chance to ask them direct questions about the role is
beneficial for the candidate as well.

Discuss Salary Early

We just discussed this, but it bears repeating. LinkedIn found that 70% of profes-
sionals want to hear about salary within the first call from a recruiter. And while it’s
starting to become more normalized, 50% of companies still don’t like to advertise
salary in job postings or early on in the interview process.

Paint an Accurate Picture of the Role

Painting an accurate picture of what the role entails is important for two key
reasons:

Focus On Best-Fit Candidates

You want someone who actually fits the role as is, not as you think it should be
marketed. You’re doing your organization and job seekers a disservice if you're
not hiring based on a role’s reality.

Retention

The best job candidates know they have other options and won’t hesitate to walk
if the role they interviewed for is not the role they end up working. Hiring costs
time and money. Save your organization both by being upfront about the day-to-
day of every role, even the non-glamorous parts.


https://www.hrlineup.com/what-is-an-inclusive-interview-and-why-is-it-important/
https://www.hrlineup.com/what-is-an-inclusive-interview-and-why-is-it-important/
https://www.forbes.com/councils/forbeshumanresourcescouncil/2023/05/23/hr-is-better-together-collaborative-hiring-improves-decision-making/
https://www.linkedin.com/pulse/top-100-hiring-statistics-2022-rinku-thakkar/
https://www.linkedin.com/pulse/top-100-hiring-statistics-2022-rinku-thakkar/

Give Hiring a Human Quality

According to Oracle’s Al in Human Resources Report, 50% of employees already
utilize Al in some capacity, and 88% of businesses worldwide already use Al in
some capacity for HR tasks.

One of the strongest ways to ensure technology doesn’t eradicate humanity from
the hiring process is not to treat it as a replacement for people but as a collabo-
rative partner that makes the hiring team stronger. We love this passage from a
Harvard Business Review article titled Al Should Augment Human Intelligence, Not

Replace lt:

The question of whether Al will replace human workers assumes that Al and
humans have the same qualities and abilities — but, in reality, they don’t.
Al-based machines are fast, more accurate, and consistently rational, but
they aren’t intuitive, emotional, or culturally sensitive. And, it’s exactly these
abilities that humans possess and make us effective.

As the article’s title suggests, Al should augment our experience, not replace it.
The article goes on to say:

An essential element of a truly intelligent type of future of work, however,
means that we do expand the workforce where both humans and machines
will be part of, but with the aim to improve humanity and well-being while
also being more efficient in the execution of our jobs.

Little things, like having a human face to connect to when reaching out to candi-
dates, ensuring they get warm welcomes during phone or video interview calls,
and providing feedback during the interview process, make it feel more human.

Go Where Your Candidates Are

Posting your job to the careers portion of your website and calling it a day just isn’t
going to cut it anymore. You need to be posting where job candidates are looking.

Pro Tip: Survey your current staff and see where they found the job posting that
got them their current role!

Post on the Right Job Boards

Only 35% of job seekers found jobs they applied to by visiting a company’s career
site, while 51% say their preferred source is an online job board like Monster.com,
Glassdoor, or LinkedIn.



https://www.oracle.com/a/ocom/docs/applications/hcm/oracle-ai-in-hr-wp.pdf
https://www.shrm.org/resourcesandtools/hr-topics/global-hr/pages/employers-embrace-artificial-intelligence-for-hr.aspx
https://hbr.org/2021/03/ai-should-augment-human-intelligence-not-replace-it
https://hbr.org/2021/03/ai-should-augment-human-intelligence-not-replace-it
https://zety.com/blog/hr-statistics

There are two types of job boards to consider:

1. Free: Free job boards allow you to post job openings at no cost. The post will
typically be included in search results or job feeds on the board, organized by
the posting date.

2. Sponsored: Some free job boards have premium options to sponsor a job post
to have it appear more frequently and earlier in search results. Other boards
have all-paid options, often for niche jobs or to take advantage of an advanced
network of job seekers.

There’s no correct answer here when it comes to getting more applicants. It
depends on your budget for the role, the field, and where job candidates for a
specific role search for jobs. Different demographics gravitate towards different
boards. For example, LinkedIn would be where you’d want to advertise jobs in the
business world, while Craigslist is a better bet for manual labor positions.

Audit Yourself: What job boards have you used in the past? Which worked? Which
didn’t?

Do some research on the roles you currently have open? Find five job boards you
think would work best for these roles.

1.
2
3
4.
5

Target the Right People

If your job posting doesn’t get seen by your target “market,” then all that good
work may have been a waste. We discussed creating job-candidate personas



the same way you’d make a buyer persona for your customer. This will also help
you decide where you should be posting your jobs. It also means tailoring your
language to appeal to your ideal job-candidate persona.

Audit Yourself: Did you take your candidates into account when choosing past job
boards?

Utilize Referrals

85% of jobs are filled through networking. That’s a powerful statistic to understand
when revamping your recruiting strategy.

A link to your branded job description is crucial when it comes to networking

your way to your next star employee. Provide the link to your employees, pro-
fessional groups you belong to, and your network of mentors and colleagues
who can pass it along to top candidates.

If you’re already hiring amazing employees, why wouldn’t you mine them to find
more great hires? Setting up an employee referral program is incredibly easy and
is proven to have great results:

« 47% of referral hires stay longer at companies.

« Employee voice is 3x more credible than a CEQ’s when talking about the
company.

« Employee referrals statistically have the highest applicant-to-hire conversion
rate.

Audit Yourself: Have you used an employee referral program before?



https://blog.hubspot.com/sales/why-networking-is-important
https://support.applicant-tracking.com/support/solutions/articles/3000034969-what-where-is-my-job-link-or-job-url-
https://www.linkedin.com/business/talent/blog/talent-acquisition/how-the-right-referral-program-can-get-candidates-to-yes
https://www.jobvite.com/blog/recruiting-process/7-benchmark-metrics-to-help-you-master-your-recruiting-funnel/
https://everyonesocial.com/blog/employer-branding-statistics/

Would you refer someone to the role you’re advertising? If not, why?

Utilize Social Media

We already talked about tailoring your recruiting to what candidates want. And job
candidates want to be on social media:

+ 79% of job applicants use social media in their job search.

« 73% of millennials say they’ve found their last position through social media.
« 84% of organizations are now using social media for recruitment efforts.

The most important takeaway here is that if your organization is not utilizing social
media, you should start. It’s not only where job seekers are looking for new roles,
but it’s an excellent opportunity for you to demonstrate your employer brand.

Audit Yourself: Does your company have social media channels?
[] Facebook

[] X (Twitter)

[] LinkedIn

[] Instagram

[] YouTube

Do you use social media to recruit job candidates? Why? Why not?



https://insightglobal.com/blog/social-recruiting-statistics/

Prioritize Employee Branding

If you’re marketing to customers, you should be marketing to job seekers!
HubSpot defines employer branding as “your reputation among the workforce
as well as your employees’ perception of you as an employer.” A good employer
brand can reduce turnover by 28%, while 75% of active job seekers are likely to
apply for a job with a strong employer brand.

Building a strong brand starts with the recruiting process, and if candidates have
a bad recruiting experience—overwrought applications, miscommunication, or
communication lags—they develop negative connotations with a brand.

Building and maintaining an employer brand takes time. This Glassdoor guide for
building your employer brand is an invaluable resource.

Get your employees in on building your company brand! Create a
company-experience hashtag they can use to post their positive job
experiences on social media!

Companies that experience positive press report a 32% increase in
job applications, a 22% increase in employee job candidate referrals,
and a 21% increase in accepted jobs. Maybe it’s time to dip your toes

into the world of PR.

Top candidates know their worth and can afford to be selective when job-hunting.
They’re not just looking for a company but a culture that helps them reach their
goals. They’ll explore your website. An integrated ATS allows companies to create
a branded career portal that showcases why your company is their ideal work
environment.


https://www.hubspot.com/inbound-recruiting?_gl=1*195p2ap*_gcl_au*MTY3NTM3ODM4Mi4xNzQ0MzMxMzQ0*FPAU*MTY3NTM3ODM4Mi4xNzQ0MzMxMzQ0*_ga*MTIwMzg0NDQzOS4xNzQ0MzMxMzQ0*_ga_LXTM6CQ0XK*MTc0NDMzMTM0My4xLjEuMTc0NDMzMTkxNy41LjAuMA..*_fplc*VWpoSjIlMkJJakF6azFOY2k2JTJGVHN2WHY5NkRjQ0Y4anFhNzZESEdTWHAyQXVtRUgwWFNqZDVuazFhQnhmT2o4emxMVmEzQnRGbGVDQ0QwdUpjMmFRWEpuaSUyQm4yaG1pVlRDdFRmNFk2MHo5UHM2MlFZeEZZTFFFRSUyRjFQa3pZY2clM0QlM0Q.
https://www.glassdoor.com/employers/blog/how-to-build-an-employer-brand/
https://www.glassdoor.com/employers/blog/how-to-build-an-employer-brand/
https://withe.co/blog/employer-brand-statistics

Audit Yourself: It's time to conduct an employer-brand audit (be honest!).

How do you define your employer brand?

Did you enjoy your candidate experience?

Do you believe most employees would recommend your company as an
employer? Why? Why not?

Do you have employer-brand reviews online? Are they good? Bad? Ugly?

Indeed.com

Glassdoor

Google

Facebook

Twitter




What do these reviews tell you?

Embrace Flexible Work

While it’s not an option for every line of work, offering a remote/hybrid option is
something today’s job seekers want. Embracing a Work-From-Anywhere hiring pol-
icy will increase your applicant traffic and strengthen your applicants’ quality by:

Widen Your Candidate Pool

Going to a remote working environment opens up the pool of candidates that can
potentially apply to your organization. Geography is no longer the limit. Instead of
the typical 25-ish mile radius, your applicant pool will expand to the entire country.
We have an inkling that might increase your applicant traffic!

Diversify Your Workforce

We’ve established that today’s applicants want a company that prioritizes diversity.
Opening up your candidate pool to the entire country versus your geographic
locale increases the backgrounds of the candidates you’ve been able to hire and
can go a long way in diversifying your organization.

Make Yourself Appealing

Job candidates overwhelmingly want positions with remote options. They’re
quitting jobs that don’t offer remote options. What better way to increase your
applicant traffic and become more competitive?

Transitioning to remote work isn’t something every company can do right away
(although plenty were able to during Covid-19 closures). While it’s easier than
you might think, we’d recommend checking out some guides for transitioning to
remote work from remote-work pioneers like FlexJobs.


https://www.flexjobs.com/employer-blog/remote-work-from-home-checklist/

Build Onboarding Into Your Hiring Strategy

Good employee onboarding increases employee engagement,

productivity, satisfaction, and retention, yet 88% of companies admit
they aren’t great at executing a solid onboarding experience.

While traditional onboarding begins once an offer letter is extended, savvy
organizations know that onboarding begins during the recruiting process,
beginning with the job posting itself as a way to engage potential candidates

and set them up for success. Onboarding encompasses compliance issues,
administrative work, and getting candidates excited about their new role, which is
extremely important since 1in 5 candidates who accept an offer letter don’t show
up on their first day of work.

27% of HR professionals say that technology is the missing ingredient from their
organization’s onboarding program, and 47% of companies struggle with onboard-
ing employees because they don’t have the correct technological infrastructure.

Hiring Pillars Checklist

Ensure you have an ATS, Give Hiring a Human Quality, Go Where
Your Candidates Are, Prioritize Employer Branding, Embrace
Flexible Work, Building Onboarding Into Your Hiring Strategy.

Treat Candidates Like Customers

Write Great Job Postings

Post to the Right Places
Remove Common BArriers

Brand Yourself



https://brandonhall.com/the-great-onboarding-how-social-and-collaborative-learning-can-create-rapid-alignment/
https://www.gallup.com/workplace/238085/state-american-workplace-report-2017.aspx
https://www.cnbc.com/2019/09/12/1-in-5-workers-accepted-a-job-offer-and-ghosted-on-their-first-day.html
https://www.strongdm.com/discover/2022-the-year-of-access

