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Your Step-by-Step 
Guide for Making  
the Right Hire
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Your position description is ready. You’ve posted it far 

and wide, and within just a few days, you have hundreds 

of applications that have passed through your applicant 

tracking system and a mound of resumes from which to 

begin your filtering. You begin to worry that by the time 

you discover the best, most qualified fit, your job seeker 

may have already moved on. 

If this sounds familiar, you’re not alone! Research from 

Glassdoor shows that on average, each corporate job 

posting now attracts more than 250 resumes – and in a 

quick perusal of LinkedIn, you can see upwards of 500 

to 900 applications per posting! Of those candidates, 4 

to 6 will get called for an interview. In Yello’s nationwide 

survey of recruiting and talent acquisition professionals, 

respondents said their average time-to-hire across 

all industries was at minimum 4 weeks – with of their 

overall hiring time spent on the interview process. 

Making the wrong hire could become  
an expensive mistake

indicated they regularly lose 
their top tier candidates

60%
costs per new hire  

(SHRM)

+$4,129

mailto:https://zety.com/blog/hr-statistics%23recruiting-statistics?subject=
mailto:https://zety.com/blog/hr-statistics%23recruiting-statistics?subject=
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So whether you are just starting out, a small business, 

or a well-established enterprise, adding skilled and 

qualified candidates to your organization shouldn’t have 

to be a number’s game. When you have just a small 

window of time to find the best fit for your role, there 

are a few steps to consider that will streamline your 

recruiting and hiring processes so you can be confident 

in your selection. And when you leverage technology 

that uses psychometric data, the process of identifying 

those candidates who will work best with your current 

team becomes easier and quicker than ever.

Intended Audience

This guide is for talent acquisition, recruitment 

specialists, HR leaders, as well as hiring managers who 

are responsible for candidate sourcing, selection, hiring, 

and onboarding. This guide offers insight into the  

5 must-take steps to ensure you can go-to-offer faster, 

select the best candidates for your role and team,  

and make your new hires last.

The Current State of Hiring ........................................... 04

Step 1: Target Outreach ................................................. 09

Step 2: Recruit Intentionally & Screen Carefully ......... 11

Step 3: Optimize & Interview Fairly .............................. 15

Step 4: Involve Other Team Members ......................... 17

Step 5: Consider Current Employees ............................ 18

The Result: Faster, Better Hires .................................... 22



4

First, let’s get a lay of the land!

During the early days of the pandemic, employees were 

reluctant to change jobs – resulting in a 47 percent drop 

in applications across all industries (TalentLyft, 2020). 

However, that didn’t last long. According to a SHRM study 

on social recruiting, 75 percent of potential hires are not 

actively searching for a job, but would be open to fielding 

great opportunities. 

In fact, one of the strangest realities coming out of this 

pandemic is how differently organizations were both 

impacted and rebounded. Some, like airlines and hotels, 

continue to experience the effects, which have rocked 

the very foundations of their business plans. Others, like 

online retailers, continue to see overwhelming growth well 

beyond anything for which they could plan. This forced 

some organizations to restructure and cut costs, while 

others expanded – which inevitably has created significant 

divides in talent strategies.

The Current  
Environment
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1. Proceeding with Caution: Some employers have had 

to lay off or furlough employees – tech taking the biggest 

hit. At this point (May 2023), here have been 895 layoffs 

at tech companies with 263,705 people impacted (2,060 

people per day). In 2022, there were 1,557 layoffs at tech 

companies w/ 243,318 people impacted (667 people per 

day). Concern about the future has made these employers 

incredibly cautious in their hiring decisions. This has resulted 

in increasing levels of approval before offers are made or 

the indefinite deferral of hiring decisions altogether.

2. Racing to Fill Roles: On the other side of the talent 

equation, you have organizations facing huge increases 

in demand for their goods and services, which in turn 

triggered a need for more talent and fast-tracked 

processes. The demands are growing so quickly that these 

employers found that recruitment and hiring processes 

which previously took months need to be completed in 

weeks or even days. 

3. Landing in the Middle: Then, we have the organizations 

that fall somewhere in between; there is just enough 

uncertainty that full-time hires are risky, but enough positive 

signals and confidence to justify some hiring. These 

organizations are increasingly relying on contract workers 

to plug urgent gaps while they watch to see how current 

economic conditions evolve – which is providing some job 

seekers with new options and arrangements to consider.
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So here’s where we are:

There are about 10 million job openings, or roughly 1.7 

vacancies per available worker. Companies were just barely 

backfilling the share of people leaving, making 6.1 million 

hires in the face of 5.9 million separations, which includes 

both voluntary and involuntary terminations.

There are about 10 million job 
openings, or roughly 1.7 vacancies 
per available worker. Companies 
were just barely backfilling the 
share of people leaving, making  
6.1 million hires in the face of  
5.9 million separations, which 
includes both voluntary and 
involuntary terminations.

10 Million 

 The average amount of time to find a job is 24 weeks, 

and it takes 100–200 job applications to get one job 

offer. (Bureau of Labor Statistics)

 Only 33% of American workers are engaged at work  

vs. 70% of workers at the world's best organizations. 

(State of the American Workplace Report Gallup)

 72% of employers are having a hard time finding skilled 

candidates, and 74% of recruiters are facing hiring 

competition (Manpower Group).
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 Top hiring challenges include filling entry level roles, 

candidates changing their mind, and hiring misaligned 

or bad fits. (Infinity Social Media)

Competition for top talent remains fierce

Regardless of external factors, one thing in recruiting and 

hiring remains true. Top talent and good jobs remain in 

high demand.

Although not unprecedented, the top candidates who are 

on the open talent market will likely have to sort through 

multiple job offers. This is going to put pressure on 

employers to quickly identify preferred candidates and get 

them offers. Employers who hesitate will find they are too 

late or not competitive enough to land the best candidates.

Hiring executives who say bad 
hires often lack soft skills 89%

77%

75%

41%

Hiring candidates who at 
first didn't appear to be fit

Candidates changing 
their minds

Filling entry-level positions

Top challenges facing recruiters

Source: financesonline.com

mailto:https://financesonline.com/hiring-statistics/?subject=
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The sheer number of open roles and people looking for 

work right now puts enormous pressure on employers, 

and their hiring leaders. For organizations, it’s the burden 

of sorting through mountains of resumes, attempting to 

identify the best fit, and putting together new offers to 

remain as competitive as possible; for candidates, it’s the 

aggravation of having to wait longer than normal to receive 

an acknowledgement. For all... it’s a game of timing – and 

time during hiring is a non-renewable resource.

Leveraging technology for sourcing candidates,  

filtering candidates, and doing virtual interviews, as well 

as having a creative, comprehensive data-backed strategy 

has become critical for reaching and recruiting the right 

candidates, quickly.
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Step 1: Target Your Outreach  
to Build Pipeline

We all know that if you want to come out ahead of your 

competition, you need to hire the best talent in the market 

to help you get there. Your problem: 52 percent of people 

who apply to a job are underqualified, while nearly 50 

percent of companies report few or no qualified applicants 

for the positions they are trying to fill. And it’s highly 

unlikely that top talent will be falling into your lap any  

time soon.

So in addition to those who submit applications through 

your post, consider outbound efforts to strategically source 

the best talent. According to LinkedIn data, while only 

about 40 percent of the workforce is ever actively looking 

for a new opportunity at any given time, 90 percent of 

the workforce is willing to explore the possibility of a new 

opporunity. To find those whose skills and background 

experiences align with your open role, here are few options:

5 Key Steps to  
Better Hiring

mailto:https://www.lever.co/resources/little-grey-book-of-recruiting-benchmarks/?subject=
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• Consider diversifying your sourcing channels. Candidates 

may be more receptive to outreach messages on less 

conventional websites, and profiles on such sites can yield 

unique information that allows you to make outreach 

more personalized.

• Find individuals on LinkedIn, target them with a 

personalized “InMail”, and then follow up with an email 

(simply download one of those email finder extensions), 

letting them know about the opportunity at your company.

• Tap on your current employees to source their networks 

and consider an employee referral program.

• Like any good sales pitch, know your audience and 

customize your messages. As an example, mention 

offering a flexible or remote/hybrid work arrangement if 

you can (9 out of 10 workers want some form of remote 

work), and always give enough information to pique their 

interest, focus on what might be most important to them 

in a role, and explain why you’ve reached out to them. 

• Continue building and leveraging a strong employer 

brand as a way to move potential candidates into your 

talent pipeline.

For more tips on how to build 
out your talent pipeline cost 
effectively, check out this article.

mailto:https://getemail.io/%3Fgclid%3DCj0KCQjwj7CZBhDHARIsAPPWv3coFD8hEyfgubc7q46a7Fnqb2OWuUAuN0EXbBFxtSqIX6NQkQ0I5ikaAnu-EALw_wcB?subject=
mailto:https://news.gallup.com/poll/355907/remote-work-persisting-trending-permanent.aspx?subject=
https://humantelligence.com/growing-your-talent-pipeline-just-got-expensive/
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Step 2: Recruit Intentionally  
& Screen Carefully

Once you have a strong pool of technically qualified 

candidates, you’ll want to assess and hire in a way that 

aligns with your team needs and dynamic – arguably, the 

most important factor in filtering candidates. Following 

(or not following) this tip can spell the difference between 

making the right or wrong choice.

Fit, in this sense, does not necessarily mean hiring who  

you or the team likes, but rather being open to hiring 

people unlike you or any others in your organization – 

especially if increasing diversity of thought is a strategic 

goal. Resumes, LinkedIn, and educational backgrounds only 

tell some of the story. Besides being self-reported, they 

are limited to only showing past experiences — whereas 

leveraging psychometrics more clearly reveals a person’s 

fuller potential when it comes to situational behavior, 

actions, opportunities for improvement, communication 

styles, motivators, and values — now and in the future.

For each role, region/geography, and department within 

the same company, the needs will be different and 

there is no out-of-the-box formula or one size fits all 

approach. Each individual you add or remove from the 

team will play a part in your culture’s evolution. That 

means it’s imperative to hire individuals who share or 

have demonstrated the values you have identified as 

https://humantelligence.com/solutions/assessments/
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paramount, believe in your vision, and are excited about 

the work your team is doing. 

Avoid recruiting cookie-cutter replicas of your current 

employees and rather hire for “culture add” and gap fillers – 

those candidates who will enhance your culture, as well 

as bring unique and valuable experiences and diversity of 

thought to the team.

To do this, you’ll need to form a current vs target profile 

of the team’s culture and then hire in a way that allows 

you to achieve your target and the best balance of the 

behaviors, motivators, and work styles for the team in 

which the role resides – that’s hiring for fit and managing 

team dynamics intentionally.

With a team mapping like this, you can see that to create a better balance, hiring in candidates who value practicality, 
enjoy supporting, and work best with order would add to this team.

https://humantelligence.com/products/talent-fit-recruiting/
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The profiles are based on just a quick 12-minute 

psychometric assessment that unlocks critical 

information about a person’s behaviors, motivators 

and values, and work energizers. Once you have this 

information for your team and ask your candidates to 

take the assessment, you now have the capability to 

produce an ideal candidate profile, assess future success 

in the role based on benchmarks, look at similarities and 

complements between your candidates and the team,  

and identify the candidate who will make the most 

significant positive impact.

This takes the guesswork out of candidate fit and predictive success. You can unlock insights about 
candidates using a pre-hiring assessment and map that to the team culture and ideal profile for the open 
role – ensuring fit and assessing predictive success.

A candidate’s psychometric profile can give you that 

multidimensional snapshot of a person, rather than a 

https://humantelligence.com/products/self-assessment/
https://humantelligence.com/products/self-assessment/
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bulleted list of facts. It includes comprehensive  

data on a candidate’s critical behaviors, motivators, 

and work energizers, as well as sought-after skills like 

communication, creativity and adaptability. When 

you assess this kind of emotional intelligence data 

right alongside cognitive abilities, you’ll discover fuller 

representations of your candidates, be able to remove 

unconscious biases, and engage in a more inclusive 

approach to evaluating candidates — all of which can  

help you predict greater success in the role.

When you use a psychometric-

based assessment platform 

to do this kind of analysis for 

you, you’re able to cut through 

all of the noise and eliminate 

hundreds of applications so 

you don’t waste time and 

resources. Your team and 

candidates will thank you!

To understand the full power of the employer 
assessment and how you can use them to not only 
make better, faster hires but also improve team 
performance and leadership, bookmark this article.

https://humantelligence.com/employer-assessments-the-future-is-here/
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Step 3: Interview Fairly   

Bias – known or not – we all have it! Consider using an 

interview guide to structure a consistent interview 

experience for your candidates. When you use the same 

interview method, you can also use the same scoring to 

assess them. This reduces the risk of bias in the interview 

process. While the exact content of the interview guide  

will differ per organization and role, one of the most 

important components is the kinds of questions you ask.

A common interviewing question method is the STAR 

method. This method offers a structured way to retrieve 

information from the candidate. Asking all of your 

candidates a question using this method allows you to 

easily compare the depth of experience each has in key 

competencies. The next step in preparing the right kinds 

of questions is being able to dig more deeply into potential 

gaps but also alignments between your candidates and 

what your open role calls for.

Using Psychometric-based Questions  

Interviews alone are notoriously poor at predicting role 

success. To reduce subjective bias during the interview pro-

cess, you can leverage psychometric-based questions that 

draw from the candidate’s own behaviors, motivators,  

and work energizers — that talent profile mentioned  

https://humantelligence.com/a-better-way-to-interview-leveraging-psychometrics-to-guide-your-virtual-interviews/
https://www.youtube.com/watch?v=WRLF8ULhZmw
https://www.youtube.com/watch?v=WRLF8ULhZmw
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earlier — to highlight the most important gaps and align-

ments when compared with your ideal profile.

From the profile, you can easily generate focused questions 

to ask each candidate, along with interpretation guidelines, 

so you can quickly gain a deeper understanding of how a 

candidate will contribute to the team’s culture and perform 

in the role. 

By leveraging psychometrics to guide your interviews, 

you’re making the most data-informed choice for your role. 

It’s why organizations that do infuse psychometrics into 

their recruiting and hiring process are able to:

• Evaluate candidate attributes more consistently

• Automate competency, question, and evaluation criteria

• Quickly begin interviewing and evaluating candidates 

against ideal profiles
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• Reduce unconscious bias & create fairer hiring outcomes

• Increase diversity of thought for their teams

You can divide interview questions into several categories 

such as job-fit and organization-fit. The former involves 

questions that aim to determine how compatible a 

candidate is with the requirements of the job they apply 

for, while the latter involves questions regarding a person’s 

compatibility with the organization. The weight of each 

category will vary depending on your requirements but 

figuring out these scores is easy when you have a system 

like this in your hiring toolkit.

Step 4: Involve Team Members  

You could have all the data in the world, but if you don’t 

involve those who will work most closely with your new 

hire, you’re missing critical inputs. If your company is one 

that values people as your most important asset – the asset 

that sets you apart from your competitors – employee 

feedback is vital. 

When you involve the employees who will collaborate most 

with your new hire both within and across functions, you’ll 

be gathering a pool of feedback that can help validate your 

own and others’ feedback and the data. Involving your 

current employees in meeting potential new hires helps 

increase transparency, keeps communication open,  
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and provides employees with an opportunity to have an 

impact on decisions that affect their jobs – all helpful for 

their own engagement and retention. If an employee is 

part of the selection process that picks their new colleague, 

they will also be more committed to helping that new 

colleague succeed. 

Plus, when you use psychometrics to hire, your 

interviewing team members can see how the candidates 

compare to themselves! Combine your employees’ input 

with the psychometric assessment and culture fit data, and 

you’ll be able to identify who is best for the role faster and 

more easily than ever before.

Step 5: Harness the Power of  
your Current Workforce  

While hiring new team members to provide diversity of 

thought or to add balance to a team is important, it’s 

equally important not to overlook your current workforce. 

New data is showing that recruiters who leverage and 

harness the power of their current workforce are reaping 

the benefits, including long-term retention. 

According to the Society for Human Resource 

Management, a study of 32 million profiles of active 

LinkedIn users who've worked at a larger company 

(one with more than 500 employees) since 2013 found 

https://www.shrm.org/resourcesandtools/hr-topics/talent-acquisition/pages/internal-mobility-boosts-retention.aspx
https://www.shrm.org/resourcesandtools/hr-topics/talent-acquisition/pages/internal-mobility-boosts-retention.aspx
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the likelihood that an employee stays with a company 

decreases as the years pass. One year after being hired, 

there's a 76 percent chance the worker will still be with the 

company. By year five, estimated retention is down to  

38 percent.

Active Linkedin Users

76%

YEAR 1 YEAR 5

38%

But employees who were promoted within three years of 

being hired have a 70 percent chance of staying onboard, 

and those who made a lateral move have a 62 percent 

chance of staying. Those who were not promoted and 

who did not change jobs internally have only a 45 percent 

chance of remaining.

In addition, nearly 50 percent of talent professionals who 

responded to a LinkedIn survey expect their recruiting 
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budget to continue to decrease while 66 percent anticipate 

their learning and development (L&D) budget to increase 

or stay the same. This suggests that employers will rely 

on building their workforce through internal mobility 

programs tied to reskilling initiatives or engage contingent 

talent instead of hiring externally. 

The benefits of leveraging  
your current workforce  

Increased engagement, lower costs, and a shorter time-

to-hire and onboard are just a few of the benefits of the 

shift to internal mobility, but the biggest benefit may be 

improved retention, said Mark Lobosco, Vice President of 

Talent Solutions at LinkedIn. 

Data show that employees stay 41 percent longer 
at companies that hire internally compared 
to those that don't. As companies continue to 
experience the benefits of internal mobility, we'll 
begin to see it shift from an ad hoc solution to an 
essential corporate strategy. This will lead to HR 
and L&D partnering closer than ever before to 
better understand existing skill sets, address skill 
gaps in their organization and build more robust 
internal mobility programs.”
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Building cultures focused on internal skill development and 

growth have now become of central importance. To do it, 

companies are bringing once siloed HR programs such as 

learning, career, and internal mobility together with skills 

and technology in order to enable personalization and to 

create a thriving internal marketplace for talent – helping 

you fill key roles better and faster than ever.
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In a global workplace unconstrained by location or time 

zone, competition for talent remains fierce, and your 

organization must focus on an integrated digital recruiting 

experience that incorporates analytics as well as intelligent 

automation capabilities. The result will be a more strategic 

HR function that propels the business agenda through the 

lens of an organization’s people agenda. 

With psychometric-based technology, you can leverage 

analytics about your teams to deliver talent more efficiently 

while you:

• integrate, modernize, and streamline employee 

experience platforms, starting from application all the 

way through to onboarding and retention

• eliminate subjectivity and streamline up to 80%  

of traditional recruiting processes

• reduce turnover costs caused by mis-aligned hires by  

at least 20% using predictive success factors

• ensure better organizational effectiveness by making 

personnel decisions based on data you can trust

The Result:  
Faster, Better Hires

https://www.forbes.com/sites/bryanrobinson/2022/02/01/remote-work-is-here-to-stay-and-will-increase-into-2023-experts-say/?sh=2dba36520a6c
https://humantelligence.com/
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• improve overall team and organizational performance 

through hiring for culture and human-centric onboarding 

processes

We all know that great talent isn’t available for long. By 

using psychometrics in your interview process, you can both 

increase the confidence of your hiring recommendations 

and accelerate your time-to-hire. When you combine these 

top tips with the traditional background and reference 

checks, work sample requests, and standard LinkedIn 

review, you’ll be well on your way to making more informed 

hiring recommendations that are a better fit for everyone.

We can help!
Humantelligence is a collaboration tool that helps distributed teams work together more effectively. 
It’s based on the quickest, most comprehensive scientific personality assessment that measures 
behaviors, motivators, and work energizers. These assessment insights are then delivered 
through the communication tools you use everyday — email, meetings & chat — resulting in more 
meaningful collaboration, deeper engagement, and improved team performance. To learn more 
about how Humantelligence can help you build better teams, visit www.humantelligence.com. 

https://humantelligence.com/request-a-demo/

