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Traditional recruiting has a problem… 
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I need a basketball 
player today – did 

Michael Jordan 
happen to just quit 

his job? 
 



Recruiting is changing, and is becoming more like marketing 
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Then Now 

Recruit when there are vacant positions. Hunt for talent all the time. 

Recruit as if you’re purchasing. Recruit as if you’re marketing. 

Look for the needles in the haystack that meet 

your needs. 

Cultivate talent. 

Hold HR responsible for talent acquisition. Hold all managers, starting with the CEO, 

accountable for strengthening the talent pool. 

Advertise to job hunters. Find ways to reach passive candidates. 

Provide good pay and benefits; that’ll be enough. Shape the company, the jobs, even the strategy to 

appeal to the talent pool . Break the comp rules to 

get the candidates you want.  

Sourced from the book “The War For Talent” 



New demands of recruiting create opportunities to raise the game 
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Hunt for talent  all  

the time 

Build talent communities 
Maintain Employee Referral Program and Ecosystem Referral Program (clients, vendors, Board) 
Ask employees: “How would we find you again?” 
Showcase your people and your work authentically on your web site 

Recruit as if you’re 

marketing 

Articulate a recruiting strategy with as much rigor as the marketing strategy. Start with overall 
business goals, and identify the talent gaps to fulfill those goals. Then articulate hiring goals, the  
employee value proposition, and channels for recruiting.  

Cultivate talent 
Cultivate talent before you need it. If you want to recruit MBAs in the future, consider speaking at 
classes, mentoring students, and partnering with clubs to help students prepare for interviews.   

 
Hold everyone  
accountable 

Goal everyone on attracting talent to the firm.  

 
Reach passive  
Candidates 

Leverage LinkedIn networks, LinkedIn groups, and conferences as a first step to swimming where the 
fish are. 

Shape company, job,  
comp to appeal to talent 

This is much easier said than done, and is about making the company attractive from the 
inside out. If  a role is languishing unfilled, consider changing it to be more appealing. For instance, 
can a job with 50% travel be reconfigured or split in two to accommodate otherwise-strong  
candidates who prefer not to travel?  



LinkedIn is your friend for finding active and passive candidates 
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• According to recruiting technology company Bullhorn, 45% of todays’ candidates are 
sourced from LinkedIn 

• Ask yourself: Does your LinkedIn network include all the best people you’ve worked 
with, or is it a hodgepodge of connections based on who has linked to you? 

• Think of all the best people you know, job by job, school by school, vendor by vendor 

• Add those folks to your LinkedIn network 

• Post a status update showing opportunities at your firm 

• See which LinkedIn groups your targets participate in – these groups can be a good 
resource for finding further candidates and posting opportunities 

• See who ‘follows’ your company; these could be candidates 

 

 

 

 

 

 

 

 

 

 



Building a talent community deliberately can facilitate hiring 
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• What: A group of people who you nurture since they could be good future employees or sources 
of employees 

• Why:  

– Create a bullpen for employees -- people who know about you and come to you when they 
are ready 

– Ensure that good people don’t fall through the cracks 

– Lead to new biz by staying top of mind with people in your space 

• How:  

– Keep in touch regularly with the community– send them articles, inform them of job 
openings, invite them to events, make a special website for them (could be simply the 
company page on LinkedIn), make a candidate/employee buddy or mentor program 
whereby employees reach out regularly to say ‘you’re always welcome to interview’ 

– Some companies keep tabs on top candidates’ careers – they stay on top of when 
candidates miss a promotion or when their firm goes through an acquisition or layoffs 

• Who: 

– This needs a meta-owner even though everyone is involved. The meta-owner is 
responsible for people, process and technology: getting the right people involved with 
clear responsibilities, building and maintaining the talent community, orchestrating the 
community’s events and experiences, and leveraging any relevant technology.  

 

 

 

 

 



A talent community taps the ecosystem 
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People who 
declined a job offer 

People who gave 
references for 

current employees 
Attendees at b-

school recruiting 
events 

People you meet at 
conferences 

Contractors 

Former clients who 
have moved on to 
other companies 

Talent  
Community 

People who 
interviewed and 

were almost 
offered a job 



So what is social recruiting?  
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• Social recruiting is the intersection of recruitment and social media. It can entail: 

– finding passive and active candidates using social media footprints like profiles, blogs, and online 
communities  

– building a social media presence for the brand (employer marketing) 

– distributing job postings through social media to reach job candidates and influencers 

 

• Recruiters and companies are starting to use social recruiting to: 

– Reduce recruiting costs 

– Identify passive candidates 

– Raise the quality of candidates 

– Attract Gen Y/Millennial candidates who are more likely to be social media ‘natives’ 

– Show a firm’s authentic personality 

– Facilitate long-term relationships with long-term candidates 

– Extend the company brand 

 

 

 

 

 

 

 

 

 



Professional services firms can mix small S and big S social effectively 
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Build A Strong Brand Finding Candidates Assessing Candidates 

Small s Social:  
The classic  
kind 

• Be a good place to work 
• Write compelling, human-

sounding job descriptions  
• Build a presence in target 

markets (b-schools,  
conferences) 

• Build authentic web presence 
• Connect employees and 

candidates directly through 
events & mentoring (small 
companies have advantage) 

• Employee Referral Program 
• Ecosystem Referral Program 
• Recruiters 
• B-schools 
• Mailing lists 
 

• Interviews 
• Case interviews 
• Presentations 
 

Big S Social: 
Social media 
and other 
online tools 
 
Note: Some of 
these tools 
are emerging; 
your mileage 
may vary 

• Participate in online 
communities for market 
researchers and tech product 
managers 

• Build firm presence on LinkedIn 
and Glassdoor  

• LinkedIn 
• Twitter 
• Bullhorn Reach: share job descriptions with 

a network 
• JobVite: applicant tracking & social sourcing 

(employees share job postings with their 
network and see status of referrals in 
applicant tracking system) 

• Jobscore: applicant tracking, plus trading of 
resumes 

• Venturocket: candidates price their skills 
• Ongig.com: video job descriptions 
• Job contests 
• BranchOut and BeKnown – professional 

networking on Facebook 

• Taketheinterview.com: video 
interviewing saves screening time 

• Roundpegg: assess cultural fit 
• Clearfit: Find candidates and score 

by cultural fit 
 



Takeaways 
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• You can leverage your employees and your ecosystem to 
consistently and cost-effectively build a candidate pool 

• Think of a recruiting strategy in the same way you think of a  
marketing strategy 

• Building a brand with candidates can spill over into building 
a brand with prospects 

• “Social” doesn’t have to always = social media 
 


