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Overview  From posting a job opening to onboarding new hires, talent 
acquisition is any activity related to finding and retaining top talent. Not sure  
if your company is following best practices? This guide will help you develop  
a strategic recruiting infrastructure, so you can avoid making embarrassing  
mistakes that turn off the talent you seek.
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Introduction

With this talent guide, you can improve your 
recruiting techniques and methodically organize 
your workforce so you’re in a better position to 
reach and exceed your business goals.
 

Employment landscape 

When the Great Recession hit, the U.S. saw the highest unemployment in decades. Today,  
as unemployment has continued to recede, the climate of job seekers seems to be 
cautiously optimistic. 

Baby Boomers, Generation Xers, and Millennials — these groups have their own set of expectations and needs, ranging 
from the rise in responsibilities, dual-income families and single parenthood, according to a 2013 SHRM survey.

With access to online resources, applicants across all generations are spending more time conducting research on 
an employer to find one that fits their criteria, according to a 2013 CareerBuilder study. Before they engage with 
a company for a new opportunity, they want to learn about the company.

The way candidates are treated during the recruitment process leaves a lasting impression, and their opinions 
resonate long after a position has been filled. From the employer brand, to the career website, to the 
stakeholders they meet – a variety of influencing factors in the recruiting process influence where top talent 
seeks employment. 

By tailoring all of your touchpoints in the recruitment process and building a solid recruiting infrastructure, you 
can attract qualified talent that will help your organization succeed.

http://www.shrm.org/Research/FutureWorkplaceTrends/Documents/13-0146%20Workplace_Forecast_FULL_FNL.pdf
http://careerbuildercommunications.com/candidatebehavior/#sthash.GW80xAo9.Utivp7Yz.dpbs
http://www.insperity.com
https://www.linkedin.com/company/insperity
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Career consumer  

Job seekers today desire more than just a good salary. In fact, just over half of workers 
reported that, even if they didn’t need a job financially, they would still work after winning 
the lottery, according to a recent CareerBuilder survey. 

It all goes back to experience – today’s job seekers are career consumers who are looking for an authentic 
experience in both the recruitment process and in their careers. Companies who embrace the career consumer 
will be better equipped to find and retain the talent they need.

 

13 Recruiting infrastructure secrets

      Talent acquisition goals

The first step to building your recruiting infrastructure involves aligning your long-term capital and operational 
plans with your talent acquisition goals. This alignment strategy allows you to construct your workforce more 
deliberately as you determine which spots need to be filled in your organization.  

To start, a good rule of thumb is to look at business goals for the next year, the next three years and the next five 
years. In today’s job market, tenures with companies tend to be shorter, and the needs of businesses can change 
quickly. The one, three and five-year intervals are useful because they keep you looking forward, without looking 
too far into the future.  

For instance, say you think you can handle hiring three new software developer positions in the next year. On the 
other hand, you have no immediate business goals related to updating your software. In this case, it would likely be 
counterintuitive to hire three new developers because it wouldn’t directly align with your business goals. It would 
only make sense in this instance if you had priority projects in the near future related to software development. 

Once you have your goals aligned, you can begin to see the places in your organization where there is – or where 
there isn’t – justification for organizational growth. 

1

http://www.careerbuilder.com/share/aboutus/pressreleasesdetail.aspx?sd=7/17/2014&siteid=cbpr&sc_cmp1=cb_pr832_&id=pr832&ed=12/31/2014
http://www.insperity.com
https://www.linkedin.com/company/insperity
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      Reactive vs. proactive talent acquisition

Fifty percent of applicants reported that they 
would tell their network about a bad recruiting 
experience, according to a CareerBuilder study.
Can you imagine if half of those who applied for a job with your company told a friend about their negative 
experience? If you aren’t proactively trying to provide applicants with a positive recruiting experience, there’s 
a chance you are making embarrassing mistakes as you interact with applicants. And, unfortunately, reactive 
recruiting tactics truly have the potential to damage your reputation as an employer. 

A proactive recruiting model allows you to showcase that you have what applicants are seeking. With a good 
employment brand, career website, job description and all your other ducks in a row, applicants will quickly get an 
idea of who you are and whether you’re offering the recruiting and job experience they’re looking for today. 

Meanwhile, the recruiting infrastructure you’ve built will also help ensure the experience for employees continues 
positively, even after they are hired. Because you will have deliberately hired the right person for the right 
position, offered a competitive salary, trained managers and onboarded properly – all as a part of your proactive 
recruiting model – there should be a smooth transition as the new employee joins your team, too.

2

http://careerbuildercommunications.com/candidatebehavior/#sthash.GW80xAo9.dpbs
http://www.insperity.com
https://www.linkedin.com/company/insperity
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      Talent gaps

There are a variety of ways to identify talent gaps in your organization. Here are three options to consider:

1. Compare core business competencies with current employee competency. 
 Is your workforce truly designed to do what your business claims to do best? With turnover, it’s possible that  
 you lost some talent or skills along the way that filled an important gap. 

 At other times, your needs have changed, and you need staff to support this shift. For example, say you have  
 a plan to grow your business internationally in the next five years by opening offices in Latin America. As you  
 begin to look at real estate to open your office and draft business contracts, you foresee a language barrier  
 in implementing the company’s plan and the need for an employee fluent in Spanish. 

2. Examine what you know about upcoming labor requirements.
 Evaluate needs based on future business expansion, strategies and possible product or service offerings.   
 Here are a few questions you can ask yourself that might get your wheels turning in the right direction:

 Is there a new product in development that will need to launch soon?
 Are there plans to reorganize?
 Are you relocating offices, and if so, will some people leave their positions?
 Are your current employees in the right roles? 
 Are employees being trained and challenged to meet your strategic business goals? 
 Are there growth opportunities for your employees?

3. Assess the age profile of your organization.
 Are waves of retirements coming soon? The number one concern of HR professionals today is Baby Boomers  
 leaving the workforce as they retire, according to SHRM’s 2013 workplace forecast.

 If you know that some of your strongest players will be retiring in the near future, you should also have an idea  
 of who will fill their shoes. As you consider who might be retiring, identify which positions can be trained for,  
 and which staff members will be needed to be replaced with a new hire when the time comes. 

If you don’t have someone 
within your organization  
with the skills to do what  

you need, you might  
have a talent gap.

Taking an inventory of your talent 
will help pinpoint abilities and skills 

needed from future candidates.

3

http://www.shrm.org/Research/FutureWorkplaceTrends/Documents/13-0146%20Workplace_Forecast_FULL_FNL.pdf
http://www.insperity.com
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      Employee compensation 

Another important piece of your infrastructure  
is compensation.
Do you know how much your competitors are paying their talent? If not, your rate may not be competitive 
enough to attract the talent you need.

For example, if you are a small business headquartered in Oklahoma City, and you are planning to open a new 
office in San Francisco, you might be surprised to learn the staggering difference in cost of living between the 
two cities. A higher cost of living in San Francisco pushes competitive wage scales up – meaning, you might  
have to raise San Francisco pay rates higher than Oklahoma City salaries to attract candidates in your new office.

Wage and salary surveys can help you to understand the competitive landscape of the job market. Typically, in 
a wage and salary survey, the surveyor will research a number of factors including pay rates of similar positions 
at similar companies, cost of living in the geographic area of the job and the level of demand for workers with 
different skill sets. 

With data from a wage and salary survey, you can determine whether your wages and salaries are competitive 
enough to get the people you need on board.

4

http://www.insperity.com
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      Employment brand

Today, more than ever, we seek an experience at every turn.  

We no longer merely watch a flat image on a theater screen. We see movies three-dimensionally – where 
characters seem to magically pop out from the screen and sound effects boom from what seems like  
all directions. 

We patronize theme restaurants where food is delivered by costumed actors or transported to our tables on 
conveyer belts. There is even talk of online retailers one day delivering our online orders to our doorsteps  
directly via drones. 

We all want memorable experiences. Authenticity is becoming the new consumer sensibility. It’s the buying 
criteria by which we choose who we will buy from and what it is we will buy. This mentality translates beyond just 
personal purchases – it’s a part of the professional mindset. 

Whether it’s done by design or by default, your employment brand shapes how potential job candidates view the 
experience your company provides. When you define your brand’s story, you help potential candidates to better 
understand whether they feel they are a good fit for your company. Without it, your audience likely turns to other 
online resources to dig up information where they won’t hear your side of the story.

Define your brand
A definitive employment brand statement should illustrate not only the perks you offer employees in the form of 
benefits, but also your company’s values and culture. As a whole, it should paint a picture of why someone would 
want to work for your company over a competitor.

Whether it’s casual dress, flex hours, an open-concept office, community involvement activities, or a dedication 
to work/life balance, candidates want to know what makes you special. Highlight ways that you foster your 
culture in your organization. 

For instance, if your company puts an emphasis on being a responsible and contributing member of the 
community, how’s that represented? Do you hold food drives or offer paid time off for employees to volunteer 
each month? 

of candidates said they 
believe employment 

brands play a key role in 
their decision on whether 

to apply for a job.

91%

Source: CareerBuilder survey

5

http://careerbuildercommunications.com/candidatebehavior/#sthash.GW80xAo9.dpbs
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Or, if you say that you value team work, describe your open floor plan office or the annual team building exercises 
that your employees love. 

Be honest
Do you recall a time that you were deceived by an ad, purchased a product and were left with a bitter taste of 
disappointment? There’s nothing worse than buying a product only to find it doesn’t meet your expectations. 
Imagine how much that amplifies in the employment scenario where the buy-in is a career move, which can be 
life-changing.

When an employer brand doesn’t align with the actual experience, it can result in costly retention and 
disengagement issues. So, while you will want to showcase the best parts of your company, an honest account of 
what it is like to work for your company is essential. Providing applicants a realistic description of the climate in 
your business will attract the right cultural fit. 

For example, you wouldn’t want your entire employment brand to speak to how innovative you are if you’re 
really not open to changing the way things are done in your organization. Instead, focus on the attributes of your 
company that are real – and don’t worry, not everyone wants to work in a totally innovative environment. There 
are plenty who prefer organizations where they know what to expect when they go to work every day.

Do research
To truly align your employment brand, start with an outline of your company core values as described by your 
leadership team. Then do some research within your company. Controlled focus groups with your best employees 
can provide valuable insight as to how to attract and retain star employees.

Also, look outside your organization for an understanding of where your employment brand sits in the 
competitive landscape. A competitive analysis or market survey can provide useful metrics on key drivers in the 
job market and help you to understand what to highlight in your organization.

Ultimately, with a developed employment brand, you should do a better job of attracting and keeping the type of 
talent that will work best in your environment.

http://www.insperity.com
https://www.linkedin.com/company/insperity
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      Career website 

User experience
Can you think of anything more annoying than a website that’s difficult to navigate? 

The key to a good career site is to not annoy job applicants who have shown interest in working for your company. 
Easy search and segmentation for job postings, a limited number of clicks and mobile capability are all vital 
attributes that help to provide a good user experience on your career site.

As you design your application process, keep the applicant experience front and center at all times. While you 
must fulfill your organization’s needs, the more you can put yourself in your applicants’ shoes and cater to their 
experience, the more successful you will be. 

Employment brand
Your career website should highlight your employment brand and showcase attributes that make your company 
culture unique and attractive in the job market. In addition to your brand statement, build a more dynamic 
experience for potential candidates by incorporating videos and photos. 

For example, you might include images from your last volunteer project that show your employees working 
together for a good cause. Or, you could show a photograph of your creative workspace. Just be sure to keep  
the view honest.

Evaluation
Seek feedback from real candidates who go through your application process to discover problem areas. 
Sincerely listen to problems and adjust your processes according to the feedback.

Quick Career Site Checklist

Includes details on 
employment brand

Includes videos and/or 
employee photos

Easy job search  
and segmentation

Mobile friendly

Overall good user experience

6
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      Job descriptions 

As you begin to think about the questions an applicant might have, you can start to identify the elements that 
need to be included in your job descriptions.

For starters, you need to have a clear understanding of the job itself. The Dictionary of Occupational Titles, 
published by the U.S. Department of Labor, is a useful resource for positions that you are less familiar with – it 
provides standard job titles and descriptions to get the basics covered.

Beyond a laundry list of job responsibilities and qualification requirements, job seekers want you to make a clear 
case as to why they should want this job. Incorporating elements about the employment brand can help provide 
the applicant with key insights they need. 

For example, you could describe how the role will support the company’s overall mission. Or, you might provide 
details on how the applicant might interact with others if they were in the role. 

Overall, a job description should provide enough insight for applicants to feel comfortable as they make a  
long-term career decision.

What would I 
do in this job?

Does this job 
match my 
skill set?

Does it sound 
like there is room 
for professional 
growth?

Is this a job I 
would enjoy? 

7

http://www.occupationalinfo.org
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      Communication and recruiting technology 

Remember the last time you received particularly poor service and communication — at a restaurant, an 
automotive shop, or an airline counter perhaps? For many, such ordeals create the most lasting recollections  
of a company.

As you attempt to build positive recruiting experiences for your candidates, you must be mindful how bad service 
and communication can negatively affect brand perception and act accordingly. 

Companies should be replying to every application in some form of communication within 24 to 48 hours. In that 
communication, every step of the hiring process should be explained to an applicant. 

In follow-up communication, be sure to meet the deadlines you have established. If, for some unforeseeable 
reason, you’re unable to meet your deadlines, communicate that swiftly and directly to the applicant. Stay 
transparent and honest all the way through.

From a quick reply to an initial application to prompt follow-up to interviews, making good impressions through 
your communications can help to set you apart from the others who are not staying on top of communications. 

A good applicant tracking system is a must-have for companies hiring in high volumes. Applicant tracking system 
technology can be particularly helpful in not only aiding communication, but also in helping to ensure that you 
keep good candidates in the pipeline. These systems help to store applicant data so you have a pool of candidates 
at your fingertips as future openings becoming available. 

of job seekers  
say companies are 

responsive throughout  
the hiring process.

15%

Source: CareerBuilder survey

8
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      Sourcing strategy 

With your employment brand, job descriptions, and processes in order, it will be time to start looking for talent. 
From posting positions to online job boards to seeking passive candidates in untraditional places, sourcing is 
everything you do to generate an applicant pool. 

Posting a job to an online job board gets active candidates who are seeking a career change. Inactive candidates 
who are happy and successful in their own roles, but might be interested in a good opportunity, are harder to 
find because they aren’t looking for a new position. However, these are often the most talented individuals in the 
workforce, so it’s worth developing a sourcing strategy to seek the passive.

Your social media feeds might be a good place to reach out to passive candidates. While inactive candidates 
might not be looking at job boards, those inactive individuals with the skills you seek might be following your 
company’s social media account. 

In fact, 68 percent of HR professionals say they are now using social media for recruiting, employment branding, 
and other purposes, according to SHRM’s 2013 workplace forecast.

When you post job openings to your social media subscribers, you get your message out to a wider audience. 
Sharing tools on social networks means there are possibilities for greater reach, too.

The professional social network LinkedIn also offers search tools that are crafted for recruiting purposes. 
Individuals who are not actively seeking jobs often keep profiles on LinkedIn for professional networking 
purposes, so it’s a good way to find diamonds in the rough. With LinkedIn, you can search for skills, keywords and 
even geo-target to find potential candidates in your area. Just keep in mind that while the LinkedIn platform is 
free, there are some fees involved when used as a recruiting tool.

At times, positions require a niche skill set or a particular license. There are even times when there are only a few 
people in the entire country capable of doing a particular job. Recruiters with strong sourcing skills are particularly 
helpful in finding these needed candidates. Good sourcing analysts are the super detectives of recruiting who 
can find even those who do not want to be found. Whether it’s looking at specific conferences or membership 
associations, they know where to look.

Budget Consideration 
Relocation and Travel

For positions that require you 
to a search outside your local 

geographic area, you’ll also have 
to consider what your company 

is willing to cover in terms of 
relocation costs or flights for 

interviews. When you’re looking 
for candidates with a unique skill 
set or certification, this might be 

something that’s worth your funds.

9

http://www.shrm.org/Research/FutureWorkplaceTrends/Documents/13-0146%20Workplace_Forecast_FULL_FNL.pdf
http://www.insperity.com
https://www.linkedin.com/company/insperity


14 / 24

      Hiring for cultural fit 

While education and experience might look good on paper, what sets similar candidates apart is how well their 
cognitive and interpersonal skills mesh with your organization and position in real life.

For example, say you are hiring for a customer service role that requires constant interaction between the 
customer and both co-workers and customers. While you’d want someone with a relevant background to do the 
job, you’d also want someone who exhibited the emotional intelligence that allows them to relate interpersonally 
with others. A candidate with a personable demeanor might be a better fit than an applicant who has similar 
experience, but prefers to limit interaction with others.

When you hire for the best cultural fit, you help to ensure that you’re hiring candidates who will work well in your 
company’s environment and be happy in their roles. To find the right candidate, hiring managers will need to be 
trained to understand how to hire for cultural fit.

Beyond skill-based questions, hiring managers should ask behavioral-based questions to better evaluate 
employees. Because hiring managers do not always have an HR background, it might be a good idea to provide 
them with sample questions to help guide interviews in the right direction.

For instance, an interviewer might ask the candidate to describe projects where he or she has worked with  
a team in a previous position. In addition to providing insight on a candidate’s relevant job experience, this  
type of  question may help to shed light on the candidate’s personality and how he or she might fit into your 
organization’s culture. 

10
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      Pre-employment screening 

Once you have narrowed your applicant pool after your interviews, it will be time to narrow down your list of top 
picks even further. Pre-employment screening will play a crucial role by helping to ensure your top contenders 
are playing fair. A screening service provider can be helpful in developing guidelines that are in compliance with 
hiring laws. 

To stay in compliance, guidelines for background checks, drug screenings and pre-employment assessments 
should be consistent and job-related. For example, you might deem that your organization wants to run a motor 
vehicle report on every driver, while you require a credit check for every accountant. Due to federal, state, and 
local laws, you should contact legal counsel to discuss the needs for such checks for your company and their 
appropriate use.

Background checks may include the following:

• Social Security fraud detection
 While any fraud related to Social Security would come up through the I-9 verification process after hiring, Social  
 Security fraud detection is an excellent pre-employment measure that pre-emptively provides this information.

• Social Security number trace
 A Social Security number trace provides residential addresses for the applicant, which directs the screener to  
 the right local courts to do research on the applicant.  

• Criminal background check
 This check will give details on applicants’ convictions and pending charges. If you find an offense on their   
 records, the EEOC recommends that you consider the nature of the conviction, the relationship to the position  
 and the amount of time that has passed since the incident.

11
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Budget Consideration 
Screening Guidelines

• National Sex Offender Registry check
 This search provides a secondary search that casts a wider reach into your applicant’s history. While there might  
 be some redundancy found from the criminal background check, this is a recommended measure that increases  
 the scale of your search. Like with the criminal background check, the EEOC asks employers to weigh the   
 conviction against the opportunity itself. 

• Job history verification
 Dates of employment and level of authority are commonly misrepresented on resumes. A job history   
 verification helps to ensure you have a realistic view of your applicant’s experience.

• Education verification
 Like a job history verification, an education verification helps to ensure your applicant has the training   
 to succeed.

• Drug screenings
 Drug screening is required for some industries. For others, it’s a voluntary initiative taken as a part of a   
 commitment to a drug-free workplace.

• Pre-employment assessments
 Skill-based and personality assessments are optional measures that can be taken to make sure applicants   
 are cut out for the job. While skill-based assessments can help to verify capabilities and aptitudes, personality  
 assessments measure cognitive and interpersonal competencies.

When it comes to employment 
screening, each organization has 
to decide what makes sense to 
its business and what will keep 
them compliant according to 
their industry and geographic 

region. Pre-employment screening 
guidelines should be developed for 
each company with consideration 

to organizational needs, along with 
local legislation and ordinances.

http://www.insperity.com
https://www.linkedin.com/company/insperity
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      Onboarding 

While landing a new job might call for celebration, once the dust settles, starting a new job can be anxiety-
inducing for your new hires as they enter an unknown realm.

It’s no wonder, given that 50 percent of hourly workers only last four months, and half of senior hires fail within  
18 months, according to a SHRM study.

That’s why onboarding falls under the umbrella of your recruiting infrastructure. If you don’t onboard properly, 
your new hire might not stay. 

Outline a plan
Ease your new hires’ pain by preparing for their arrivals with a strategic onboarding process. Their orientation 
should be built in with your recruiting process and consistently delivered to new hires, so the same onboarding 
messages are delivered to all.

Each individual should have a plan tailored to his or her role. This plan should detail onboarding objectives and 
timelines, along with a description of roles and responsibilities, so the new hire has a good understanding of 
what’s to come. 

Managers should consistently monitor onboarding progress by checking in periodically with new hires to  
spot problem areas. For example, if a manager can sense an employee lacks self-confidence in a certain area,  
he or she can suggest guidance and training before it becomes problematic. 

Additionally, onboarding activity should be tracked and monitored, so employees are held accountable  
for their actions. If employees have a clear understanding of expectations, they won’t be able to use the  

“I didn’t know” excuse.

12

4 Critical Components 
of Onboarding

Compliance
What are the basic rules  
and regulations?

Clarification
What does my job include?

Culture
What is the personality of  
my organization?

Connection
How will I fit in?

1

2

3

4

Read more about the 4 c’s of on-boarding 
in this Insperity guide:

How to Determine if Your New Employee 
Will Stay or Bail

https://www.shrm.org/about/foundation/products/Documents/Onboarding%20EPG-%20FINAL.pdf
http://www.insperity.com
https://www.linkedin.com/company/insperity
http://www.insperity.com/guide/how-to-determine-if-your-new-employee-will-stay-or-bail
http://www.insperity.com/guide/how-to-determine-if-your-new-employee-will-stay-or-bail
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Provide the right tools
Think of this orientation as the training wheels your new hires need before they can start going full speed.  
Get together all the physical items your employee will need before they arrive.

From day one, new employees should have a workstation with the tools they need to succeed on the job. A copy 
of your employee handbook, an introduction to the right technology and a map (or tour) of the physical building 
will help them get their bearings. 

Make introductions
Hitting a target can be difficult when you don’t know what or where your bull’s eye is. When you illuminate your 
company history and goals, your new hire will gain a better understanding of where to aim.

Make a solid effort to help every employee understand the company by adequately conveying your company 
culture. Give your new employees an idea of the collective personality of your company by describing values, 
principles, and beliefs that guide the organization.

Key introductions to stakeholders and explanations of department roles will help new hires understand the 
interworkings of the organization and where they fit into the big picture. When you involve co-workers in the 
onboarding process, you help new hires to develop relationships needed to work toward common goals.

Budget Consideration 
Workstation for New Employee

Because onboarding is indeed 
a crucial part of recruitment, 

considerations for your new hire’s 
workstation should be taken to 
account. Calculate the cost of 
any tools he’ll need – from his 
computer and software to his 
desk and chair. You’ll want to 
make sure your new hire has  

the tools to succeed.

http://www.insperity.com
https://www.linkedin.com/company/insperity
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      Recruiting budget 

As you determine what your organization needs to attract and attain the right talent, budget considerations must 
be taken into account. With your costs tallied, you’ll be in a good position to decide whether it makes more sense 
for you to keep recruiting in-house, hire contractors or outsource your recruiting with a good agency.

Here are a few costs you’ll want to keep in mind:

• Job board advertising
• Pre-employment screening
• Relocation and travel
• Workstation for new employee

Applicant tracking technology
If you’re keeping your recruiting in-house, you’ll need the recruiting resources to make sure you’re reaching 
and properly engaging with candidates. You’ll want funds for an applicant tracking system, if at all possible. 
Remember, good communication is the key to selling your employment brand, so you’ll need the tools to make 
this happen.

Recruiting staff

• In-house recruiting staff
 With an in-house recruiting staff, you have a team representing your organization that is immersed in the   
 organization and, therefore, has a thorough understanding of your company culture as it represents you in   
 the job market. 

 On the flipside, having extra employees on board to recruit means that salary and benefits must be paid  
 to those individuals. And, the cost of recruiting technology and other resources have to be absorbed by   
 your organization, too.

13
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• Contract recruiters
 For those with hiring seasons or a tight budget, contract recruiting staff might be an option to consider. Rather  
 than having recruiters on staff full time, you can just hire recruiters when you need them. 

 However, because contractors are not directly a part of your organization, their knowledge of the culture might  
 be more limited. Additionally, because they’re not full-time staff members, they may not be available when you  
 need them.

• Agency or recruitment process outsourcing
 Outsourcing your recruiting is a good option if you are a small business or have limited HR resources within your  
 company. For instance, if you just have one HR specialist who is wearing multiple hats at all times, it’s unlikely  
 that he or she is an expert in recruiting. Expert recruiters know what is happening with the job market, where to  
 look for talent and can deliver candidates to fit your needs.

 If you have retained a recruiting agency, or are a Recruitment Process Outsourcing (RPO) client, dedicated   
 recruiters are available when you need them. They should be familiar with your business and culture and   
 have a good understanding of your needs. Likewise, they’ll protect your employer brand and maintain good  
 communication with applicants by using sophisticated applicant tracking tools.

 If you have recruiters on a contingency, who are only paid when talent is placed at your company, you might not  
 have the best results because they may not be fully dedicated to your account. However, this type of set up   
 does eliminate the need for in-house or contract staff.

 There are numerous benefits to outsourcing your recruiting, but there is a cost associated with outsourcing.  
 Some agencies charge between 20 to 30 percent of the salary of each employee placed. Others, however,  
 offer a flat fee based on the complexity of the candidate search and will even include the cost of advertising  
 in their fees. 

http://www.insperity.com
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Looking for a recruiting service that’s tailored to fit your needs?
Insperity can help.  

Whether you have a well-established recruiting process or you’re just starting out, we can 
help you with every aspect of your recruiting program, so you can hire the best people for 
your business.

Recruitment Process Outsourcing
When your company is growing, your need for qualified and capable talent grows too – and quickly. When you are a 
Recruitment Process Outsourcing client, our recruiters become your corporate recruiting department. By turning 
over your entire recruiting process to us, you get the full advantage of our industry knowledge and proven recruiting 
strategies while still maintaining control over hiring decisions. 

From helping to establish an employment brand to coordinating interviews for hiring managers, Recruitment Process 
Outsourcing is an end-to-end service that takes on all of your recruiting responsibilities while meeting your current 
recruiting needs.

OnDemand Direct Hire
Recruiting and thoroughly screening candidates while juggling the duties of a business can be overwhelming. We can 
help you find highly qualified candidates without pulling you away from your business.

Prior to collecting any fees, we meet with you to get a clear understanding of the position you’re trying to fill as well as 
your company’s culture and goals. We help you identify the skills, certification and personality of your ideal candidate. 
From there, we gather market intelligence about your business, competition and candidates. This allows us to 
determine the average salary range for your ideal candidates, where your candidates are currently working, the size  
of your candidate pool, the difficulty of the search and more before we even get started.
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Sourcing services
If you have an in-house recruiting program, but your candidate pools have run dry, hiring an external sourcing team can 
help. Our sourcing team can help you with everything from mining resumes to proactively reaching out to candidates, 
both active and passive, to gauge their interest and see if they’d be the right fits for your company.

Whether developing connections to industry organizations or contacts at another business, our sourcing analyst can 
identify and connect you to top-notch talent nationwide while allowing you to control the interview selection process.

    No matter what your recruiting need may be, Insperity Recruiting Services has an option to fit your needs.  
    To learn more about these Recruiting Services and more, click here. 

http://www.insperity.com/services/recruiting
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Want more resources to guide you?

Guides
Browse our online library of comprehensive guides to gain in-
sight from our seasoned business and HR professionals on issues 
giving you the most trouble.

Blog
With new posts going up each week, you’ll never miss a beat 
when you’re up to speed on the latest HR industry topics. While 
you’re there, be sure to sign up for our monthly newsletter.

Checklists
Checking off boxes as you go can feel cathartic, but are you 
checking from the right list? Our checklists will help you feel 
confident you’re following best practices.

Infographics
Visual learners can rejoice – we’ve got you covered, too. Our 
infographics allow you to visualize business trends and statistics 
in understandable charts and graphics.

Case studies
Need some evidence that our HR strategies really work? Our 
case studies showcase them in action.

Keeping up with the latest in business trends and best practices can be challenging. Insperity can help.

From in-depth guides to interactive infographics, we provide a variety of complimentary online resources that are 
chock-full of useful and timely content for business leaders like you. Explore the latest news and proven advice on 
a wide array of business and HR topics, including business performance, benefits and compensation, leadership 
and management, and legal compliance that help keep you in tune with new ideas and best practices.

Visit insperity.com/resources

http://www.insperity.com/resources?content_type=Guide
http://www.insperity.com/blog/
http://www.insperity.com/resources?content_type=Checklist
http://www.insperity.com/resources?content_type=Infographic
http://www.insperity.com/resources?content_type=CaseStudies
http://www.insperity.com/resources
http://www.insperity.com/resources
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To learn more, call 800-465-3800 or visit insperity.com

          About Insperity

Insperity®, a trusted advisor to America’s best businesses for more than 28 years, provides an array of 
human resources and business solutions designed to help improve business performance. Insperity® 
business performance advisors offer the most comprehensive suite of products and services available in the 
marketplace. Insperity delivers administrative relief, better benefits, reduced liabilities and a systematic way 
to improve productivity through its premier Workforce Optimization® solution. Additional company offerings 
include Human Capital Management, Payroll Services, Time and Attendance, Performance Management, 
Organizational Planning, Recruiting Services, Employment Screening, Financial Services, Expense Management, 
Retirement Services and Insurance Services. Insperity business performance solutions support more than 
100,000 businesses with over 2 million employees. With 2013 revenues of $2.3 billion, Insperity operates in 
57 offices throughout the United States. For more information, visit insperity.com.

Email this guide
Click here to pass along a copy of this guide to others. 

Visit our blog
Sign up for our free newsletter.
insperity.com/blog.

®
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