The High Cost of Getting It Wrong

> “A flawed hiring process can cost companies valuable time and resources, and more
importantly, impact their ability to identify and attract the most qualified candidates.”

This is a blueprint for transforming hiring from a tactical necessity into a strategic advantage, grounded in evidence-based practices.
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A Fundamental Shift in Perspective

The Old Way: The New Way:
Hiring as a Cost Center Hiring as a Growth Engine

@ ¢ Reactive and transactional

S‘ e Treated as an overhead cost

e Proactive and strategic
e Viewed as a critical investment

e Focus on long-term quality and fit

@ e Focus on filling seats quickly

ﬁ e Leads to suboptimal outcomes

Introducing the Strategic Hiring Flywheel: a systematic model for building a self-reinforcing talent engine.

e Drives competitive advantage
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The Five Stages of the Strategic Hiring Flywheel

The Foundation:
Infrastructure & Resources

The Gateway:
Candidate Experience

The Launchpad:
Strategic Onboarding

The Lens:

S hepre Holistic Evaluation

Feedback & Follow-up

Each stage builds momentum for the next, creating a virtuous cycle
of attracting, identifying, and retaining top talent.
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Stage 1.

Setting Your Organlzatl

Tﬁ lFEundation

nIU!3 for Hiring Success



The Bedrock of Success: Investment,
Structure, and Accountability

Dedicated Resources &
Investment

One of the biggest predictors of
hiring success is having dedicated
recruitment resources.

e Designate hiring managers
specifically for the role, not as an
add-on responsibility.

e Empower HR with the necessary
tools, technology, and budget.

e Shift the view of recruiting from a
"cost center" to a strategic
"investment." (Goldberg, 2021)

[

Clear Goals & Roles

A lack of structure reduces
process effectiveness.

* Define core competencies and
qualifications for roles based on
company culture.

e Establish clear hiring guidelines,
steps, and timelines.

@

Defined Accountability

Ambiguity kills momentum.

e Assign ultimate responsibility for
each stage of the process.

» Regularly evaluate goals and
metrics to ensure continuous
optimization.
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The ateway

Craftlng an Exceptlonal Candldate Experlence

Ji1
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Your First, and Most Critical, Product Demonstration

=
63%

of candidates are less likely
to accept offers from
companies with
unprofessional or

nonexistent communication.

(Jobvite, 2015)

Core Strategies

i

Solidify Your Employer Brand: The application
process significantly influences whether candidates
see you as an employer of choice.

Design a Seamless ATS: Use behavioral science to
create a user-friendly system. Simplify applications
and consider mobile-first design.

Innovate the Application: Spark interest with
interactive job previews and optional video profiles.

Prioritize Human Connection: Use technology
(notifications, chatbots) to enhance, not replace,
personalized communication from recruiters. Trust
and transparency are paramount.
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Stage 3

- Moving Beyond the Surface with Ho



The Problem: “Résumeé Bias”

Solely relying on academic/work
histories discounts critical factors like

competencies, motivation, and cultural fit.
(Highhouse, 2008)

The Solution: A Multi-Method Approach

D) e Structured Behavioral Interviews: Ask for real past examples that
demonstrate core competencies. This technique is proven to
predict future performance.
‘:@) » Work Simulations: Test practical skills in a controlled environment.
=i O Comprehensive Checks: Use reference, background, and credit
2Qy  checks to build a complete profile.

9 2 e Culture & Personality Fit: Ask about interests and passions outside

of work to reveal drive and alighment with company culture.

"Diverse evaluation methods mitigate bias to surface the
strongest candidates, not just the best résumé writers."
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Building Your Brand with Effective Feedback
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Every Candidate Interaction
is a Brand Interaction

A

A3

The Brand Detractor

**Action™: Generic, templated rejection
letters lacking personalization.

**Impact**: Damages trust and the employer
brand over time. Candidates feel the process
was a “failure.”

W5

The Brand Ambassador

**Action**: A personalized email or call from
the hiring manager providing specific,
constructive feedback.

**Impact™*:
e Improves perception of the process,
regardless of outcome.
e Fosters loyalty and goodwill.
» Generates referrals and encourages future
reapplications.

View feedback not as an extra step, but as a strategic investment in your future talent pipeline.
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lgniting Long-Term Successiwith Strategic Onboarding



The Offer Isn't the Finish Line—It's the Starting Line

I.|
‘ % | ‘

Day 1 Nearly one-third of new hires decide whether to 6 Months
stay with a company within the first six months. (Bauer, 2010)

Elements of a High-Impact Onboarding Process

{r\..{'@ Customized Plans (] Tech-Enabled Efficiency
2 Avoid a one-size-fits-all approach; tailor vz Usetechnology for streamlined paperwork,
E%J——Q the plan to the new hire's specific role. by checklists, and easy access to resources to
empower employees from day one.
O O Human-Centered Connection Fostering Belonging
[l P Pair new hires with dedicated mentors to Integrate social activities to build relationships
| | guide them. and retain employees long-term.

Goal: Move beyond administrative setup to true cultural and professional integration.
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The Flywheel in Motion: A Self-Reinforcing Growth Engine

&

Higher Quality of Hire:
Systematically identify
candidates with the best skills
and cultural fit.

The Foundation -

v/
S -
,ﬁ?‘.
TR

Enhanced Employer Brand:
Every stage builds a reputation
as an employer of choice,
attracting better talent.

The Gateway —
The Lens -
The Bridge -
The Launchpad

Lower Turnover Costs:
Strategic onboarding and
better fit lead to significantly
improved retention.

-

Sustainable Competitive
Advantage: A superior talent
pipeline becomes a core
differentiator in the market.
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Your Blueprint for a Strategic Talent Engine

—o Build the Foundation
ﬂﬂ” Secure dedicated resources and establish clear, accountable goals.

Optimize the Gateway

Design a seamless, respectful, and transparent candidate experience.

Refine the Lens
Implement holistic evaluation methods to mitigate bias and see the whole person.

Construct the Bridge

Treat every candidate as a brand ambassador by providing constructive feedback.

i <42

Engineer the Launchpad
Execute a strategic onboarding process that ensures long-term success.

)
)

5
Q

By systematically applying these science-backed strategies, you can
transform your hiring function into a source of competitive differentiation.

Source: Westover, J. H. (2025). Designing a Better Hiring Process: Strategies to Identify Top Talent. Human Capital Leadership Review. £ NotebookLM



