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Introduction

The art of hiring the right employees for your company.
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The word "recruitment” can be a scary one. After all, it
carries a lot of weight and responsibility for the Human
Resources department: hiring the right people is
essential to the overall function, success, and well-
being of a business.

And, of course, it's not simply about hiring — HR has to
pick employees who, at once, represent company core
values, fit within the culture, and, of course, are great at
the job that they’re brought on to do. The selection
process is a complex one and there are different
approaches you can take to maximize effectiveness in
different departments.

So, how can you make sure that you're finding and
choosing the best candidates?

Keep reading to learn recruitment tips and best
practices to help you navigate through the nuanced
world of recruitment.
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The Search

What You Need To Know When It

Comes To Looking Fo
Talent

www.outbackteambuilding.com 1-800-565-8735

r Top

info@outbackteambuilding.com



Crafting the Perfect Job
Posting

Five factors to think about when advertising an
open position.
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A job posting is the crucial first step in finding the right
candidate for a position, and the way that you describe
the job plays a huge factor in turning a passive job
seeker into an active applicant. A study conducted by
Jobvite shows that 60% of applicants abandon online
job applications that are overly complicated.

So, how do you craft a perfect job posting that’s well-
written, not too complex, and attracts the right kind of
candidate?

Try to keep these five points in mind:

www.outbackteambuilding.com 1-800-565-8735 info@outbackteambuilding.com


http://web.jobvite.com/rs/703-ISJ-362/images/2018%20Recruiting%20Benchmark%20Report.pdf

1. Be Clear

The job description should be specific and honest.
Don’t waste opportunity by trying to be funny, cute, or
vague. Be totally explicit about things like role
expectations and responsibilities, compensation,
location, work/life balance, and health benefits.
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And, be upfront about details that might be a deal
breaker for a candidate like specific work hours, travel,
or anything that could be life-impacting. If your posting
is too vague, you'll likely have to waste time with
applicants who don't fully understand what the position
is, aren't qualified for it, or who simply aren't what

you're looking for.

And vice versa — your company may not be what the
applicant is searching for, either. Also, be especially
clear on what the title is — if you're looking for a
Marketing Director, don't advertise for a "Marketing
Ninja." Avoid trying to sound creative and cool, and
instead go for crystal clear.
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2. Be Concise

Succinctly summarize what the position is all about
and try to be compelling at the same time. A posting
that’s either too long or too short will do you a
disservice — research by Appcast found that 500-600
words hit the just-right mark, providing enough detail to
be thorough, without going on and on unnecessatrily.
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3. Know Your Audience

Define who your target candidate is and, then, speak
their language. Write the post in a way that will entice

your audience. A job posting for a social media
coordinator, for example, will be crafted differently than
one for an engineer.

Also, you can optimize your hunt by including relevant
keywords, especially in your job posting title — those
keywords will be what candidates will most likely be
searching for and will be the first thing they see when
results come up.
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4. Tell Your Story

The job posting is also a chance to showcase your
company's unique personality, so try to paint a
realistic picture of your organization and what it's like to
work there.

Include things like how long you've been in business
for, impressive and interesting clients you've had,
awards you've won, and what the work culture is like.
Tone of voice is a good way to achieve this. So is
video: not only can you physically showcase your
company and its culture, but recent data collected by
Lighthouse Research & Advisory shows that video can
make a candidate 46% more likely to consider the job
and 30% more likely to apply.
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After all, recruitment is a two-way street — you need to
impress potential hires as much as they need to
Impress you.

5. Find Inspiration in Others

It's always worth it to look at what like-minded
companies are doing, and that rings true for job
postings, too. In particular, referencing other job
postings (whether they're in the same industry as you
or not) can provide some really great creative
inspiration for crafting your posting — and help yours
stand out above the rest.

For example, finding commonalities across multiple
points can be an indicator of something that you might
want to include in your post to attract that particular
audience. You might also take note of a specific way a
compelling post is structured; or the tone, if it's relative
to what the role you're looking to fill.

www.outbackteambuilding.com 1-800-565-8735 info@outbackteambuilding.com


http://lhra.io/blog/videos-job-candidates-actually-want-see-not-branding-video-new-research/

3 Examples of Great Job
Postings

Listings that have the formula down to a science.
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The following three job postings each advertise for very
different types of roles, but have the same important
things in common from structure to characteristics.

Keep reading to find out what each company did best in
their posting.
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Pinterest: Brand Designer

{ oan uu ¢ Brand Designer

-
~

We're looking for a passionate designer to tell the story of
Pinterest. As part of the Brand team, you'll help us show
people how Pinterest can add a little magic to their lives

through our many marketing channels. From big life events to
everyday moments, you'll be responsible for bringing the
product to life in ways that are truly inspiring.
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What you'lido: What we're looking for :

Apply for this job

This job posting from Pinterest is short and sweet. The
social network clearly states exactly who they want and
what the candidate’s responsibilities would be, in just a

few words.
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Engine: Copywriter

Creative Group

Writers are dangerous. In the right writer's hands, words are playthings

. to be taken apart, rebuilt and strung together in ways designed to pluck
Cop} A Ilter just the right heartstring. They can ieliier compass!:on whin you need
compassion, friendship when you need a friend, and just the right joke
when you really need a laugh. Good writers have a solid, white-knuckled
grasp on language and can bend it to their command, turning everyday
brands into essential components of the consumer's life.

In other words, Deep Focus is looking for a Copywriter to help us write
the future.

The right candidate will be willing and able to:
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— Collaborate with other writers, art directors, technologists and
clients to make awesome happen. 'Awesome' can include but is
not limited to innovative actions and products across the digital
landscape, cutting-edge creative experiences, and non-traditional
campaigns.

Bring a brand story to life.

Master the brand voice. From short pithy headlines to long-form
copy, the tone must be written in a consistent, engaging manner.

In their job posting, Engine has a long, descriptive introductory
paragraph — which totally appeals to a writer. Here, the
marketing agency has perfectly targeted their audience.
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NPR: Recruiting Manager

Recruiting Manager
Help Shape NPR's Future
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Recruiting Employment  internship
Branding Program

Flex your sourcing & We have world-class talent who The NPR internship
networking muscles, build gets social media. Our fans are program is a vital talent
pipelines of technical/digital/ awesome. We like to pool with a rich history.
journalism, practice experiment. We're not afraid to You will own it, steer it,
‘embedded recruiting’ in a fail. Candidate experience enhance it, and help us find
variety of disciplines. Must matters to us. This is a ripe the next Ari Shapiro and
have tech/digital experience. environment for recruiting Audie Cornish.

MacGyvers.

" What Does Success Look Like?

| J Your hiring managers and partners love you, you get them, you're invaluable to them

Q We'll have built an employment brand that sets the bar, and helps NPR connect
with new audiences.

| J: We've successfully built an NPR Talent Network of diverse technical, digital and
journalism talent.

G/ We've figured out how to develop compelling multimedia initiatives, including video,
into our recruiting marketing and employment branding campaigns.

| J: We've gotten smarter about data, and can effectively use sophisticated metrics and
analytics to inform and drive talent strategies.

Eye-catching and easy to navigate, the layout of this
job posting represents the brand personality of news
outlet NPR well.
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The Best Platforms for
Recruiting Great Candidates

Not all job boards are created equally — choose the
right one for your business.
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Where is the best place to look for top candidates?
With so many platforms out there, it can be hard to
narrow down which are the most practical, easiest to
use, and provide enough of a network reach. Some
platforms may also be better to use for certain
departments or sectors, as well.

So, how can you determine which is the best one to
advertise for the positions you want to fill and the
employee you want to find?

Here, we break down our top picks:
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Online Job Listing Boards

Indeed, Glassdoor, Monster, Craigslist. Of course, it
goes without saying that, as a recruiter, you'll be
posting your job listing on these online boards. But
they’re worth mentioning, because they are a
foundational resource for HR professionals — they are
a go-to for areason.
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A platform like ZipRecruiter, in particular, is important
because it will give your posting more exposure by
sharing it over a wide variety of job boards. Plus, the
ability to sponsor a posting (promoting it so that it
remains high in search results) is extremely valuable.

Additionally, Glassdoor can be an equally great
resource for your company as much as it is for
candidates, in terms of transparency. It’'s in a
company’s best interest to stay on top of their presence
— a negative profile could be off-putting for a potential
top candidate.
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Social Networking

There is no question that social media has drastically
changed the way that we communicate. As such, it
makes sense that channels like Facebook, Twitter, and
Instagram are great places to advertise jobs, showcase
your company culture and core values, and scout out
top talent.

A study by MarketingSherpa found that 58% of
consumers use social media to follow brands.
Additionally, another study from Society for Human
Resource Management showed that 84% of
organizations use social media for recruiting purposes.
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Social networking is an especially useful method for HR
professionals who are trying to be more proactive in
recruitment, because they can approach and
communicate with candidates directly or tap into a
favorable candidate's social network.

LinkedIn is a particularly fantastic resource. The
professional social networking platform combines job
listings, referrals, and an extensive network in just
about any industry you can imagine. Through it,
recruiters can:

Extend their network reach

Easily screen applicants and view resumes in
depth

See the candidate’s recommendations and
testimonials from previous colleagues or
managers

Further narrow down their search by using specific
profile keywords and cross-referencing different
gualifications
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Networking at Events
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In-person networking can be great for recruitment
because it connects you with a huge range of people. It
gives HR a chance to get feelers out there and get to
know potential candidates in a more relaxed and
conversational way. Plus, it can connect you with other
professionals, leaders, and help you stay on top of
trends. Events like trade shows and recruitment fairs
are great networking opportunities.

As for tips on recruiting at these kinds of events? Do
your research beforehand and make sure that you
make the most of your time at the event — check the
website for the event schedule, pick your sessions
strategically, and study up on any attendees you really
want to connect with.
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Print Ads

Print isn't dead! In fact, depending on your target
audience and the job, ads in newspapers and
magazines can still be great options for recruiters.
According to a study by MarketingSherpa, when asked
which advertising channels they trust most, 82% of
respondents said print ads in newspapers and
magazines.

The thing is, the ubiquity of digital media has given print
media new power. Just think about how special it is to
get a written letter as opposed to an email. Print holds a
certain distinction — there is literal weight to your
presence, as well as longevity.
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So, how can you make sure your print job postings are
effective? Mainly, try to keep copy to a minimum. You
only have a few seconds to capture the reader’s
attention, so make sure you have an eye-catching
headline and clean visuals that tell a clear story about
your company and what kind of position you're looking
to fill.

Your Company Website

Your own website is an excellent resource for
recruitment. It can attract job seekers to your
organization, showcase your business' strengths, and
even give potential candidates a good idea of what it's
like to work at your company. You can list current job
openings and receive applications directly, if your site is
set up for it. Think of it as a first-impression tool for
candidates.

And keep aesthetic in mind — a site that's well-
designed, with easy and simple navigation, is key.
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How to Weed Out Applicants
Early On

Three ways to dodge the bullet.

ENIP, o
_£n ”Lg)’ﬂrfilvﬂz'flﬁlf’LICA TION FOrRM
PERSONAL INFORMATION . MPLOYMENT AF

First Name
PERSONA

city

Email addres

_|
2>
)
I
Py
®©
=
Q'
)
o
A
)
0
<.
=
)
=

How can you effectively steer clear of unsuitable
applicants so that you can focus on those worth
interviewing? Here are three ways you can avoid
wasting time with the wrong candidates:

Don’t Wait Until You’re Desperate - If you're rushing
the hiring process, you're going to increase your
chances of hiring the wrong person. If you can, try to
start looking for candidates well before you actually
need them. By taking the time to find the right
candidate instead of scrambling to quickly replace an
employee you’ve lost, you're significantly decreasing
your chances of hiring the wrong person. Be proactive
in your planning and give yourself a certain amount of
time to find a pool of good candidates.
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Pay Attention to the Cover Letter - Watch out for
cookie-cutter cover letters. A dead giveaway is if the
applicant mentions the wrong company name or
doesn't speak directly to any of the skills you mentioned
in your job posting. A personalized cover letter
demonstrates that the candidate isn't doing a mass
resume drop — and is actually taking time and putting
care into their application to your organization. Look for
clear and professional language, brevity, and genuine
enthusiasm.
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Look at Social Media - Transparency is important for
both the recruiter and the applicant. Don’t be afraid to
scope out a candidate’s social media profiles — in
today’s digital day and age, candidates should be well
aware that recruiters are going to be looking them up.
Accounts should be professional or private, with
nothing on there that could make them or your
company look bad by association. Also, in the same
way, keep an eye out for the candidate’s email address.
A handle like cute_bae_xoxo@gmail.com, for example,
is definitely a red flag!
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Best Practices for Scouting
Out Amazing Candidates,
According to LinkedIn

In the latest episode of Outback Talks: The
Employee Engagement Podcast, we sit down with
LinkedIn's Bobby Brenman.
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With over 590 million members in over 200 countries,
LinkedIn is the largest professional social network on
the internet. Their mission is to connect the world’s
professionals, to help make them more productive and
successful — something that ties directly into recruiting
top talent.

In the latest episode of Outback Talks: The Employee
Engagement Podcast, we sit down with Bobby
Brenman, the Group Product Marketing Manager
looking after LinkedIn's Talent Portfolio, to pick his brain
about best practices for scouting out amazing
candidates. Listen to the podcast below or keep reading
for five key takeaways from our discussion.

Listen To The Podcast
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1. Know What the Role is and Who You Want to Fill
it

“Start with really researching what you’re looking for,”
Bobby says.

Before commencing your search, you need to have a
comprehensive understanding of both the role you're
looking to fill and the ideal candidate that you're looking
to fill it. These two insights are critical in forming the
foundation of the recruitment process, because they will
greatly dictate all of your next steps.
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2. Make Your Candidate Outreach Personalized

Did you know that almost 90% of prospecting emails
are impersonal? Recent research with Hired shows that
nearly all prospecting outreach is totally cold. If you're
using a tool like LinkedIn Sales Navigator to prospect
potential candidates — that is, actively reaching out to
recruit top talent — it's important to make a connection
that feels real. Bobby's advice? Make your message
personalized.

"Within the recruiting world, it’s about people, first and
foremost," he says. "You want to be able to be as
efficient as possible. You're then able to focus more on
the people part of the conversation. So, you’re not
spending all day sending out bulk emails, you’re
sending out those few targeted outreaches.”
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3. Craft Your Job Posting with the Candidate in
Mind

When you start thinking about putting your job posting
together, consider the type of experience that you want
to create for the candidate during the application
process. “We just ran a study of over 400 or so
members and tried to understand what aspects jump
out to them from a job post,” Bobby says. “As you can
imagine, a lot of the things that candidates are really
looking for are the details of what they are actually
going to do on the job.”
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According to the LinkedIn study, candidates are most
interested in seeing these three points on a job posting:

Compensation
Qualifications
Performance Goals

4. Be Totally Transparent

Recruiting is all about trust and credibility, and one of
the best ways for your company to obtain that is by
being as transparent as possible.

“What we’re seeing more and more is that transparency
is increasing,” Bobby says. “Candidates can go in and
evaluate different companies. They can get to know
companies before they work there from different review
sites, getting to know the company brand. We see a lot
of the organizations starting to share a lot more of that
detail in terms of salary and perks and company
culture — today the reality is there is a lot more
information available and companies that try to
obfuscate that are operating in a disadvantage in many
ways."
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5. Validate Skills and Assess Behavior

It's inevitable — sometimes people take creative liberties
with their resumes, embellishing on skills or even lying
about experience. How can recruiters suss out
inauthenticity? Bobby suggests looking at behavior to
validate skillsets.

"We’re seeing companies starting to think about
assessments more and ways to really validate skillsets
— be that technical skills, be that behavioral elements,”
he says. “Everything from looking at referrals or what
other people say to direct assessments.”
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The behavioral analysis tool D.I.S.C. can be a great
way to assess a candidate, particularly in terms of their
strengths and weaknesses within a team dynamic. In
fact, it's one of the ways that we assess our candidates
here at Outback. it's one of the ways that we assess
our candidates here at Outback to see if the person
aligns with their profile.

Another way you can assess and validate a candidate's
behavior? Simply get your team involved. Bobby
recommends going through applications with your
colleagues during the screening process.

"We’'re all human, right? Different people may spot
things that stand out, so I'd say make it a team sport.
That helps as well," he says.
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Ultimately, Bobby maintains that there is no one-size-
fits-all solution when it comes to recruitment. A
flexible and thoughtful approach that pays close
attention to the particular needs of the candidates you
want on your team can help you consider all the
different aspects you need to in order attract amazing
prospects — and, in turn, succeed as a business.
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"The reality is, best practices are usually best for the
situation that they were tailored for," Bobby says. "It's
always important to understand what’s the context.
What works for a Google or a LinkedIn may not work
for a small mom and pop ice cream shop. There are
very different needs. Always look at the patterns, look
at the context of why decisions were made or why they
intend to become best practices, and then make it your
own.”
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PART TWO:
The Interview Process

What To Do Before, During, And
After The Meeting
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First Impression — How
Important Are They?

The validity of what you think when your
candidate walks through the door.

R
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We've always been told to not judge a book by its cover
— but how does that come into play at a job interview
where the candidate is being, well, judged? As soon as
they walk in, you've likely already made immediate
judgements on things like whether the potential hire
seems confident, tired, or nervous, and have a general
sense how the interview will proceed.

But should you trust your first impression?

Sometimes these judgements can be an expression of
our unconscious bias. Whether we like somebody as a
person is different from whether they'll be good at their
job. Of course, in roles like sales, general likability is
certainly important. But, a candidate who may seem
ditzy at first could be the best accountant you’ve ever
met. This is the thing with biases: sometimes they can
be unfair.
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A recent study by MarketWired found that first
impressions can often be self-fulfilling prophecies: if
you start off with a positive impression of somebody,
you’re more likely to give off positive nonverbal cues.
The candidate will pick up on that and respond. In the
same way, negative feelings also reinforce themselves.
If you go in with a bad impression of somebody, you're
more likely to behave accordingly, causing the
candidate to do the same.
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And what about the impression you're making?

First impressions go both ways — and the one that you
make as a potential employer might matter even more
in the long run. According to another study by
MarketWired, 80% of candidates would take one job

over another based on the connections formed during
the interview process.

Try to approach interviews like a controlled
experiment. Ask the same set of questions to each
candidate — with room to dig into certain avenues — so
that you have common criteria to compare against. A
debrief with any colleagues who sat in on the interview
can be a helpful and fair way to discuss pros and cons,
too. And, if you feel a bad impression coming on, try
your best to give the candidate the benefit of the doubt.
Your positive behavior can bring out the best in them
and even may allow them to change your initial
Impression.
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5 Interview Questions to Ask
Your Candidates

Questions that can help you determine who's
right for the job.
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Interviewing candidates is a huanced process that goes
far beyond probing skills and abilities. Recruiters have
to find someone who not only will be great at their role,
but fit in with the work culture and add value to the
company. Asking the right questions is essential when
determining who is the best fit for the job. Try to keep
them open-ended, which requires the candidate to tell
you a story. When it comes to conflict/resolution
guestions, look for the candidate to provide context,
explain what they did to fix the problem, and share the
lessons they learned.

The interview is an exploratory process — here are five
effective foundational questions to help you get started.
And, just to note: Outback Team Building & Training
utilizes Topgrading, a hiring methodology created by
Bradford Smart, which uses questions like these and
more.
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1. “What are your hobbies?”

A question like this puts the candidate at ease and is a
good "getting to know you" starting off point. There are
lots of different ways to examine the answer that a
candidate gives you to this seemingly simple
guestion. For example, if they enjoy playing sports, ask
them how they can apply the concept of teamwork to
their new role. If you have an ideal response, know
what that is before going in.
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2. “Tell me about your greatest professional
achievement.”

This question can give you some insight into your
candidate's personal values, while allowing them to
share some of their proudest moments with you.
Mentioning how others helped them succeed can also
demonstrate a collaborative work ethic.

3. "What was the biggest obstacle you had to
overcome in your last role?”

Everyone faces certain challenges in both their
personal and professional lives. What's most important
in this case is how you overcame each hurdle. What
did the candidate learn from this experience? How
would they deal with this obstacle if it were to happen
again? This can shed light onto their problem-solving
skills.

www.outbackteambuilding.com 1-800-565-8735 info@outbackteambuilding.com



4. “What is your biggest strength?”

Candidates so often get asked what their weaknesses
are. As such, they usually predict being asked this
guestion in a job interview and prepare an answer in
advance. On the other hand, when candidates are
asked about their strengths, it allows them to paint their
skills in a positive light. Look for an authentic and self-
aware answer, with a credible example to back it up.
The answer a candidate gives can highlight what added
value they can bring to the role.
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5. “Tell me about a time when you got it all wrong.”
This question allows you to see how honest your

candidate is. No one is perfect, and a dishonest answer
should be major red flag for any recruiter. If a candidate
admits to making a mistake, ask them what they’ve
learned from that experience. Admitting to a mistake
also shows that they take responsibility for their
actions. You want to find someone who's open to
feedback and looking to improve.
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Interviewing a Candidate

Three things that make you go “hmmm.”
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Hiring the wrong person can cost a company and
employees and managers time and money. Quite
literally — in fact, this calculator allows you to plug in a
job type and see how much a bad hire can actually cost
you.

To save yourself the headache, pay attention to the
three following red flags during the interview to help you
determine whether the potential candidate will be a
good fit for your company or not.
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Gossip About Former Employers

Of course, candidates aren't expected to like all of their
previous employers, managers, or colleagues. But if
they're speaking negatively about them during a job
interview, it just shows that the candidate is
unprofessional and has a bad attitude. It can also
demonstrate that they're conflict-driven and not
collaborative, neither of which are good.
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Candidates Who are Money-Driven

When recruiters are looking for a candidate who fits in
with their company's core values, one who is only
concerned with what their salary will be is a big red flag.
An employee that's interested more in benefits than
work probably doesn't really care about the actual

work they have to do. The best hires understand that to
get to the good stuff, you need to put the work in first.

Not Doing Any Research

This is a big one. When a prospective candidate comes
into a job interview with no knowledge of what your
company actually does, it shows that they simply don't
care enough to put the time and effort into knowing
more about your business — or preparing themselves
for the position, for that matter. If they want to work with
you, they should already have a good understanding of
what the company is all abouit.
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3 Signs You’ve Found the Right
Candidate

Are they the One?
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They’re confident, have lots of experience, and a
skillset that’ll get the job done. But are they “the One?”

When it comes to finding the right candidate, there’s
more to it than meets the eye. As a recruiter, you've got
to look a little deeper. Because, at the end of the day,
you never know on either side. In an interview, both
recruiter and candidate are getting to know each other
and assessing if it's a good fit. And it's the recruiter’s
responsibility to be upfront about everything, so that
there are no surprises, and that new hires can come
into the job knowing that it's what they expected.

Here are three signs to look for during the interview that
will help you make the best choice for your company:
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1. They Come with Ideas and Questions

A candidate who comes to a job interview with an idea
of what they would do in the role shows that they’ll take
initiative to contribute to the company and that they
understand the work.

And, when they ask good questions about the role and
the company, it demonstrates a real and authentic
interest, and that they're listening, retaining, processing
the information that you’re giving them.
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2. They’re Honest

There is truly no “perfect candidate” and the right one
will own up to their flaws. A candidate who is willing to
admit their weaknesses shows both honesty and self-
awareness. Being able to talk about how they’ve
learned from their mistakes is critical.

3. They’re Highly Recommended

While a good candidate can describe their
achievements, a great candidate will come with
endorsements and testimonials. Look for glowing
LinkedIn recommendations that can help you screen
the applicant. And let them know that you'll be checking
their references — this holds the candidate accountable
to that whatever they say in the interview.
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PART THREE:

The Choice

Keep These Things In Mind When
Making Your Final Decision
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Why References Are So
Important

The background on background checks.
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As all HR professionals know, reference checks are an
important step to validate a candidate’s strengths and
experiences, to learn the best ways to onboard and
manage the person, and to simply get a good overall
picture of who they are.

They can also be the best indicators of what future
performance will be like, as well as attitude,
behavior, and other personality traits. Be particular and
ask for three managers or supervisors — the validity is
higher than speaking to a colleague who was more of a
‘pal.” Structure your questions around the competencies
required for the position to assess the candidate’s
compatibility for it. Listen for word choice and tone
when the reference describes the candidate. Certain
tones, long pauses, hesitations, vague answers, or lack
of detail could indicate you've hit a sensitive subject.

At the same time, listen for over-enthusiastic references
without enough back up the praise. This might not be a
true representation of the candidate. If that does
happen, just request some brief examples if possible.
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10 Questions to Ask When
Checking References

Not sure what to ask? We're here to help.
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Generally, you want to ask your candidate’s reference
guestions that are introductory, assess skill, and
determine fit. When evaluating their answers, pay to the
tone of their delivery. Are they hesitant? Are they
genuinely excited? If an employee was really amazing,
most references will likely be excited to recommend
them.

Also, try to ask questions that are skill-set specific. If it's
a tech role, for example, ask the reference to tell you
about the candidate’s competency in a certain area.

Here are 10 good general questions to help you get
started:
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1. If you had the opportunity, would you re-hire this
candidate?

2. Tell me what it’s like to work with the candidate.

3. What advice can you give me to successfully
manage the candidate?

4. What are the candidate’s biggest strengths and
weaknesses?
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5. How did the candidate handle feedback or
constructive criticism?

6. What was the candidate's biggest
accomplishment while working for your company?

7. How would you describe the candidate’s
reliability and dependability?

8. Are there any skills would you have liked to see
the candidate develop to reach their full potential?

9. How did the candidate get along with other
managers and colleagues?

10. Would you recommend this candidate?
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How to Choose Between Two
Strong Candidates

Three ways to solve the ultimate recruitment
conundrum.
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What happens when you have two amazing candidates
contending for the same position? It's not the worst
dilemma a recruiter can have, but it's not an easy one,
either.

And the longer you wait to make your decision, the
greater risk you take of losing one or the other to
someone else.

So, how to you make the right choice? Keep these
three points in mind:
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Think Long-Term - Look a bit further beyond the
requirements for the role the candidate is applying for.
Could they grow at your company over time? Does one
candidate have more potential as a leader than the
other? In terms of longevity, would one candidate
become disengaged after a short time? Try to see
whose expectations for growth and development are in
alignment with the company’s expectations.

Corporate Culture Fit - This is an important point that
too many employers don't always consider. Will one
candidate fit in the company's work environment more
than the other one would? Would they thrive? One way
you could gauge this is to introduce potential hires to
your team before officially extending an offer. Getting
your colleagues opinion on this can be valuable —
introduce or involve other team members to the
candidate in the interview process.
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Assess Enthusiasm - Reflecting back on your
interviews with the candidates, who seems more
engaged in the whole process? Who asked more
insightful questions? Who followed up after the
interview more quickly? And, finally, what is your gut
feeling about who seemed to want the job the most and
who you think is the right fit? Thinking about these
things can help you identify the more interested
candidate.
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3 Things to Keep in Mind When™
Making a Job Offer

How to make an offer they won’t want to refuse.
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You found the right candidate for the job! Now what?

There are a few things to remember if you want to
make sure that your offer is followed by an acceptance.
You need to be prepared to entice top talent, otherwise
you can lose them to another company.

Keep these three points in mind to keep your offer at
the top of their list:
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Put It in Writing

If possible, extend the offer in person. But if you have to do it
over the phone, call with all the information in front of you so
that you'’re prepared to answer all questions the candidate may
have, from who they’re reporting to, to total compensation and
benefits, to any scheduling details. Be sure to enter with full
transparency, so that there are no surprises.

Act Fast

Don’t take too long to make an offer! Research by the
MRINetwork Recruiter Sentiment Study found that 47% of
declined offers were due to candidates accepting other jobs.
Making an offer quickly shows that you want to have this person
join your company. It also shows that you respect the
candidate’s time. Not extending an offer fast enough can give
off the impression that you either aren't interested or can't make
up your mind — and can cause you to lose the candidate.
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Competitive Compensation

Do some research and find out what the average starting salary
for the specific position is. Companies should participate in
salary surveys to get recent unbiased market data that’s not
self-reported. And, as always, it's critical that you are totally
transparent about your benefits and compensation value —
things, like extra vacation time and flexible working
arrangements, that you're going to provide instead of salary.
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Additional Resources

Podcasts, Blogs, And Books To
Help You Stay On Top Of Current
Trends
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5 Big Trends in Recruitment for
2019

What's trending in the world of recruitment this
year? Here's what you need to know.
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If 2018 has taught professionals anything, it's that we
need to stay ahead of the curve. Recruitment is
changing at such a rapid pace and, if you want to scout
out top talent, you need to keep up with the latest shifts
in the industry. After all, understanding the modern
workforce can ultimately help distinguish a successful
business from an unsuccessful one.

Power has continued to shift from employers to job
seekers. In fact, according to the Recruiter Sentiment
Survey by the MRINetwork, 90% of respondents
defined the professional talent market as candidate-
driven. As such, some trends from last year have
continued to accelerate — while new technologies are
the driving force behind even newer changes.

What's trending in the world of recruitment in 2019?
Here are five things making the biggest waves this
year:
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1. Using Data and Analytics to Improve the
Recruitment Process

The use of data and analytics are becoming more and
more prevalent every year. According to a recent study
by LinkedIn, 46% of companies use data to gain a
deeper understanding of what their candidates actually
want. Recruiters can apply the insights they receive
from things like surveys, social media analytics, and
automation tools to become empowered to make more
informed decisions. Here are some ways you can
incorporate data and analytics in your hiring process:
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Identify and Eliminate Sticking Points - You can
keep track of specific things to help streamline the
process on your end. For example, you can take
note of how many emails your hiring team
exchange with potential candidates to see if there

are any specific stages where you can speed up the
process.

Uncover Hiring Issues - You can review the
conversion rates on your application form to
determine if there are any steps in your interview
process where people drop off, if you need to
change any of your questions, or even redesign
your job application as a whole.

Reach More Objective Decisions - You can help
push away any biases when picking the best
candidate by leveraging predictive analytics that
use algorithms to do things like measure attributes
that can make a great hire
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2. Artificial Intelligence

When it comes to the role of Artificial Intelligence in
recruiting, a recent survey from Korn Ferry identified
some surprising and insightful numbers:

63% of talent acquisition professionals said that Al
has already changed the way recruiting is done

40% said the top way it helps is by providing
valuable insights

JUBWIINIOBY 0} 8pINS HH YL

Using Al-powered recruiting tools can help improve
how you find quality candidates in several ways,
including:

Automated Candidate Sourcing - Manually

looking for candidates, whether on job boards or
social media, can be incredibly time-consuming. Al
can help recruiters automate their sourcing process
and even extend their reach — certain software, like
Ideal, for example, can analyze a high volume of
resumes and shortlist potential candidates.

Facial Expression Detection Technology - This
type of technology can analyze facial expressions,
taking note of things like people’s moods, word
choices, and speech patterns. This tool can be
particularly useful for video interviews or with
potential candidates who work remotely.
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3. Creating an Outstanding Candidate Experience
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The Candidate Experience refers to the candidate’s
overall perception of a company’s recruiting process.
This can include things from the job application process
to the recruiter's attitude towards them. With markets
being so candidate-driven these days, it's important for
companies to keep this point at top of mind. To help
make the candidate’s experience a positive one, try to:

Communicate - Always tell candidates what they
can expect next and keep them informed every step
of the way.

Include Details - Be transparent and include
necessary information like salary, role
requirements, and benefits in the job posting.

Not Go Overboard - It can be a turn off when the
job application asks the candidate for too much
information, especially at such an early stage.
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4. Building Great Employer Brands

Your employer brand is your reputation as an employer.
The goal of employer branding is to present your
company as a desirable employer and attract top
candidates. Research by LinkedIn shows that over 75%
of job seekers research a company’s reputation and
employer brand before applying for a job. And, when
deciding on where to apply, 84% of job seekers say the
employer’s reputation is an important factor, according
to a study by CareerBuilder. With this in mind, it's
important for companies to build a strong brand that
showcases their core values, culture, and mission in a
compelling way. Here are three ways you can achieve
this:
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Define Your Voice - Create an authentic message
and tone for your brand, so that candidates know
exactly what to expect from you as an employer.

Highlight Company Culture - Social media is an
excellent way to show off what a great place your
company is to work at. If your team partakes in
charitable efforts or events, for example, sharing
photos or videos of those things over social media
IS a great way to showcase what really matters to
your organization — and entice job seekers to work
there.

Build Brand Advocacy - Employees, both past
and present, will likely use platforms like LinkedIn,
Glassdoor, and Indeed to share their experiences
with your company. These channels are an
important source of feedback and recommendation,
so make sure that people have good things to say
about you.
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5. Mobile Optimized Job Postings

In today's digital day and age, job seekers are
increasingly using their smartphones to conduct
searches and apply for jobs. In fact, according to
research by Undercover Recruiter, over 90% of job
seekers use their mobile devices to look for a job and
45% do so on a daily basis. It's simply another way that
businesses need to adapt to the ever-changing and
candidate-driven workforce. Here are some tips on how
to do that:
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Optimize Your Job Posting for Mobile - If your
website isn't mobile optimized, it will negatively
affect your search ranking, and you’re going to miss
out on some major opportunities. The same applies
to a non-mobile optimized job posting, as well.
Reach out to your web developer to learn more
about how you can optimize your website and
recruitment page for mobile.

Keep it Simple - People are going to only spend so
much time scrolling down the page or clicking
through to other ones before they lose interest. Try
to make your posting fit on one screen, keeping the
details short and to the point.

Sort and Filter - If your company has multiple
openings, have a landing page on your career site
with some filtering options that can easily direct the
candidate to the department they're interested in.
Otherwise — especially on mobile — a long list of job
postings can cause your site to be unresponsive
and the potential candidate to be overwhelmed.
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Additional Resources for HR

The best podcasts, blogs, and books on
recruitment.
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As an HR professional, you're at the helm of developing
and managing your company’s culture. That means
maintaining benefits and payroll, diffusing conflict,
engaging in training and development, and, of course,
recruiting new hires. Your role is at the very core of a
company’s success.

With so much responsibility, especially when it comes
to recruitment, you need to make sure you stay ahead
of the curve. Resources like podcasts, blogs, and
books are fantastic ways to help you keep up with
trends and best practices.

Here are our favorite picks:
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Podcasts

Hiring On All Cylinders - Focused on the topic of
recruitment, Hiring On All Cylinders features weekly
insights from professionals who fill their
organizations with top talent.

HR Happy Hour - HR Happy Hour is the longest
running HR podcast. Hosted by industry veteran
Steve Boese, the show explores all things human
resources-related, from management and
leadership to workforce technology.
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Outback Talks: The Employee Engagement
Podcast - Outback Talks, Outback's very own
monthly audio resource for HR and business

professionals, features interviews with experts from
companies like LinkedIn and Wildbit to bring you
tips and expert advice on a variety of topics.
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Blogs

Human Resources Today - The site compiles the
best content for HR professionals from a wide
variety of sources and industry thought leaders. It's
a great place to see what's currently trending and
what people are talking about right now.

Upstart HR - Operating since 2009, this blog is an
excellent resource to understand the trends,
competitive practices, and opportunities for
improvement in HR. Topics include learning and
development, talent acquisition, employee
engagement, and more.
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The HR Gazette - This publication provides opinion,

analysis, news, reviews, and podcast interviews
focused on the most relevant issues facing those
involved in the world HR.
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Books

“The Best Team Wins: Build Your Business
Through Predictive Hiring” by Adam Robinson -
Adam Robinson is co-founder of Hireology, the host
of The Best Team Wins Podcast, and a keynote
speaker. His book takes you through each step of
the recruiting process, including putting together a
winning job offer.
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“Hiring for Attitude” by Mark Murphy - Mark
Murphy is a New York Times bestselling author. In
his book, he builds the case that bad hires are
usually a result of the lack of the right attitudes — not
skills. He explains how to select high performers
who will fit and excel in your culture.

"Topgrading: How Leading Companies Win by
Hiring, Coaching, and Keeping the Best People”
by Bradford D. Smart - A concept utilized by
companies including Outback, Topgrading can
boost hiring rates to 90% or better. This book
outlines Bradford Smart's methods, and how to find,
manage, and coach A players.
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Outback Team Building &
Training

Who are we and why do we know so much about
this stuff?
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Outback Team Building & Training is a leading team
building, training, and consulting provider. Our
programs are available anywhere in North America and
are designed to help you build better teams and
develop professionally.

More than 14,000 corporate groups in the United
States and Canada have partnered with us because
our solutions are:

Recommended
Flexible

Fast
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Customer Feedback

When asked if they would recommend Outback’s team building
activities, customers like these gave us an average rating of 10
out of 10!
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Get In Touch

Reach out to our team for even more tips and
expert advice on employee engagement.

1-800-565-8735
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BOOK YOUR FREE CONSULTATION
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Employees enjoyed the
experience. It was not
only a great way to
build the team, but It
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was meaningful too.

= Microsoft

The team from Microsoft participated in a
Team Pursuit team building activity.
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