FIVE THINGS OUR MOST SUCCESSFUL CLIENTS DO
WHEN HIRING
Is your organisation struggling to hire the people it needs to progress? Do you think your
recruitment process could improve? Is it geared towards genuine talent attraction?
We have seen many organisations struggle to hire the people they want. We’ve also seen how a
few simple changes can make recruitment processes much more successful so that you really
do hire the best people. In our experience there a five key things that make recruitment a
success – sign up below to get the full insight which will help you make a difference to your
hiring.

1. They make sure they understand the relevant talent pool and skills available at the
salary grade in question
2. Ensure everyone internally is on board, role signed off, stakeholders aligned,
process planned, realistic time scales set
3. Are clear about their go to market strategy and have invested in their talent attraction
brand.
4. Select a recruiter (external or internal) who has the market knowledge and network
to source and engage relevant candidates.
5. Make recruitment a priority to ensure good candidates aren’t lost through delays and
poor expectation management.
•

•

In more detail, the best hiring companies….
Consider their employment proposition from a candidate’s point of view. What are the likely
earnings and aspirations of an ideal candidate likely to be at their current employer? Are they
offering the type of candidate they want a better package and career development? If not, they
adjust the salary or the person specification. They understand the reality of the labour market for
the skills needed and that if they want to source the best people who can make a difference they
accept that top candidates are in short supply and do everything they can to sell their business to
them. They understand they need to assess and excite the candidate at interview.
They accept that recruiting staff is a very costly exercise if they get it wrong. It is an essential part
of any business and it pays to do it properly. They ensure it is seen as a key activity and not
something that is last minute or at the end of the day. It needs to be prioritised and taken as an

important activity that managers allow time for. They don’t treat it as an admin process. They
champion recruitment and prioritise it at Executive level.
•

They consider what people outside their business really think of it and what the brand means in
terms of career prospects and interesting work and more importantly as a place to work. They
avoid the common mistake of thinking good candidates will apply anyway…they won’t. People
inside the organisation may think it is a great place to work but ask why should an external
person apply? What is their reputation? It is critical to find this out. Ensure that the person a
candidate meets for their first interview has the gravitas to impress and motivate the candidate to
take their interest further. It helps if the person is senior enough to give a real vision and
understanding of the strategy of the business and the function. They don’t let a relatively junior
team member do first interviews. Even a short meeting with a senior member of the function can
make a significant difference to the perception given. They ensure that all the interviewers are
briefed and understand what the business is looking for. They don’t assume every interviewer
will know what is needed, they ensure it.

•

Pick a recruiter who is credible and really understands the specific market place and who will act
as a brand ambassador. Ensure they will provide a credible message that will resonate with
prospective candidates and can genuinely interest them. A poor recruiter will diminish a
company’s perception in the candidate community and produce fewer candidates to consider.

•

They have a plan and stick to it. Recruitment often fails to deliver in time as most organisations
don’t plan when each stage should happen or ensure all the interviewers are available. It is
critical that the process runs smoothly.
The best hiring companies prioritise recruitment so interviews aren’t postponed and candidates
feel that the role is important to the business. We have strong evidence that good candidates
quickly become disengaged if there is a perception that the process is dragging and it also risks
them getting snapped up by competitors.
They are absolutely realistic and clear from the beginning about the salary and benefits the
business can offer. Too many organisations will give a salary range but are actually only able to
offer at the lower end. This can be due to internal salary scales or for fear of causing problems
internally if a higher figure is offered or out of budget. However this is a major and frequent
mistake which can seriously mismanage candidate expectations and leads to many offer
rejections. Candidates who have been approached about a role are highly unlikely to move
unless there is at least a 10% increase in base salary and benefits. In a competitive market
offering a small or no increase is highly unlikely to succeed unless the person has a compelling
non monetary reason to move.

