Strategies to
Recruit and Retain
Top Talent

Introduction

Recruiting top talent is essential to help your organization flourish.
Talent brings additional skills, thoughts, ideas, and creativity that can
contribute to all functions of your business. While seeking out top talent is
just one part of the process, actually having those individuals interview for
roles at your company is another. It is essential to establish top recruiting
practices that will attract top candidates to join your organization.
A Priceaterhouse Coopers survey revealed, retention is also one of the
most important sources of sustainable and long term growth in
organizations according to CEO’s and HR Leaders. Retention of top talent
is important since turnover can be incredibly costly and top performers
help the success of the business move forward with their contributions.
To better recruit and retain top talent you need to establish hiring
processes and implement technology solutions to support them.
Remembering to continuously “resell” the company, its culture and values
to existing employees will also help with retention rates.

Think like a marketer, recruit
like your sales team, and
retain talent with
an engaging culture.
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Establishing Processes to
Improve Recruiting Efforts
Crafting Effective Job Descriptions
In the age of social media it is important to get creative with your job listings.
The web is saturated with “best in breed” companies so it is important that your
organization can also shine. Big NAME companies have just that- their namewhich alone attract candidate to seek out career opportunities with them.
However, to help top talent find your job listings, promote them via social media
channels and use Search Engine Optimization (SEO) to help job seekers find
your listings easier based on location, title, and responsibilities. Utilizing the era
of technology and its resources will only enhance your recruiting efforts and
allow you to reach candidates beyond common job boards.
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Establishing Processes to
Improve Recruiting Efforts

Implementing Technology
Millennials have surpassed Baby Boomers as the biggest generation residing in the United
States and make up 1/3 of the workforce- and growing. Considering Millennials (and soon
Gen Z) will be the total workforce, utilizing technology in a way that these generations
consume information is essential to stay ahead of the curve and find those star candidates.
In addition to optimizing job descriptions and having a social media/internet presence, it is
important to consider the mobile experience for job seekers. Many individuals will use their
mobile phones or tablets to search and apply to jobs. Mobile optimization also allows for
current employees to easily share job listings via their social media channels- “employee
referrals are still a top source of applicant flow and a very effective cost-per-hire strategy.”
Aside from the digitization of the application process, the interview process should also
utilize technology. Interviewing a candidate in a different state? Use video chat to interview
and get a sense of the candidate- not having to fly out individuals can save you money and
time. Save those tickets for the final stages.

Managing Candidate Expectations
According to an Allegis Group Survey, it was found that candidates had the following
expectation when going through the hiring process: 91% want information on duties and
responsibilities, 69% want to know compensation, benefits, and perks, 41% want to see
opportunities for growth, 41% want to hear about the work environment and culture, and
15% want to learn more about the brand/business.
During initial phone screens lay out the land of the job. Be transparent with candidates
about what the job entails and what is expected of them as an employee. Make sure to also
ask their expectations for responsibilities and compensation. This will help you weed out
candidates who aren’t the perfect fit for the prospective role and find those who are.
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Establish Processes to
Improve Recruiting Efforts
Educating Recruiters and Hiring Managers
Ensure recruiters and hiring managers understand how to pitch each job
opportunity, as well as the company. Learning how to speak about the company
with different types of candidates is essential.
For example, college recruiters should focus on discussing how the business has
a sustainable strategy and how the candidates role will contribute to that.
Additionally, focusing on career development/growth or perks, such as help with
student debt repayment, will be buzz words new graduates want to hear from
potential employers.
When recruiting C-Level or senior executives, focus on how their role
will contribute to new projects and the overall growth of the business.
Discuss leadership goals and plans for the future.

Increase the Speed of the Hiring Process
Dragging your feet along in the candidate hiring process isn’t beneficial for either
party. Good candidates are likely interviewing at 2-3 other companies and if you
wait too long, they will probably have another 1-2 offers on the table by the time
you make one. However, find balance in the hiring timeline. Just as important, if
recruiting rushes the process, candidates won’t be properly screened and a bad
hire could be made- which no one wants.
Communicating in a timely manner will be appreciated by all candidates, even
those who aren’t a fit. Let those candidates that won’t be continuing in the
process know right away so they can continue on with their search. The honesty
and quick response time will be appreciated. If you tell a good prospect you’ll
reach back out by the end of the week, actually do so! Leaving a good lead
hanging only creates frustration.
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Learning to Pitch Your Company

Pitching your company is the “5th P” in drivers for potential candidates.
Traditionally there is promotion, place/location, price/salary, and product/the
position according to iCIMS and strategies to recruit top talent. Reframing the
entire process and strategizing the hiring process as you would to sell your own
products/services will open more doors and allow you to obtain buy-in from
great candidates who will want to join your organization.
Create “greater good” goals, which show how the company’s core values solve
real world issues. Especially with the Millennial workforce, talent is driven to
work for companies that address matters beyond making money for the
company, and include ways for them to make a positive impact on the world.
A Brookings Institute paper found that “64% of respondents would take a
$40,000 position over a $100,000 if they think they will love it more over the
higher paying position.”
The Millennial workforce looks for companies that focus on corporate social
responsibility. Evaluate the core values of your organization and see how those
align with social justice. Highlight volunteer opportunities, how the work
contributes to the betterment of the space your organization is in (eg – tech,
retail, media, etc.). Be transparent on how the position will help the business
thrive.
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You’ve Recruited Now How Do You Retain?

Think about retention
as re-recruiting your employees.
Turnover is expensive. Developing an effective retention strategy is key to
keeping good talent and reducing recruiting costs to backfill open positions. It
can cost up to nearly 3x times the positions salary to replace the individual
leaving.
Over 50% of people recruited in to an organization will leave within 2 years,
while 1 in 4 new hires will leave within 6 months.
Understand what employees and candidates are attracted to for a given
position and what will make them want to work/stay at the organization.
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Retention Strategies

Beyond Compensation - Flexibility is Your Best Weapon
While compensation will always be a driving factor for keeping top
performers within in an organization, the next “hottest” perk top
performers seek is flexibility. Implementing policies around
telecommuting, flexible time off, or unlimited vacation time can help
you compete with the big companies.
Another perspective on office flexibility is around culture. Perhaps
you nix the business dress code, or allow employees 1-2 days to
dress casually- or maybe implement a “bring your pet to work”
policy.
Giving your employees flexibility in their work day- whether it be to
attend their child’s school event or head to an appointment mid-day
shows that you trust them to get their work done. And that trust, is
invaluable.

“Flexibility, as you see best
to define it, can improve the
quality of life for your
employees, beyond that of a
rising paycheck.”
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Retention Strategies

Benefits and Perks
Have the budget to cover a good portion of healthcare premiums? Companies that
advertise they cover a significant portion of benefits have high interest from top
candidates. Even if you can’t budget for this, work with your insurance broker or PEO
to develop a rich benefits package. Think outside the box of how your healthcare can
seem more appealing - perhaps start including alternative forms of medicine to be
covered such as acupuncture, or a free on-demand telehealth service, to allow
everyone to seek care in their own way.
Other perks to consider aside from healthcare and flexibility include gym
discounts/reimbursements, learning and development budgets, in-office healthy
snacks, or catered team meals. Depending on your budget these can all contribute to
team-building and the establishment of a strong culture for your organization- both of
which candidates love to see.
When looking to decide what perks you offer, consider those that align with your core
values- this shows potential candidates how you live and breathe your values and
culture. A discount to a top-tier gym isn’t appealing to everyone, so carefully choose
what perks and benefits to implement to attract a diverse and talented applicant pool.
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Retention Strategies

Learning and Development
Including education and training
as part of the growth
opportunities for employees
reinforces their sense of value at
the company, your interest to
invest in them and helps them
grow in their job responsibilities.
In addition to training,
developing a mentor program is
especially key for the retention
of younger employees.
Having a mentor can help the individuals receive goal-oriented feedback aside
from that of their manager, as well as help them hyper-focus on where they want
to develop their career.
Another retention tool is to provide learning opportunities outside of current roles.
For example, have an in-house creative team? Look to host a Photography or
Photoshop 101 class for employees who are looking to further develop their
hobby. Having discounted learning opportunities with various platforms, such as
discounts on learn-to-code programs, can allow individuals to change gears on
their career and grow. The investment in their future will be appreciated and
greatly contributes to increasing retention and decreasing attrition.
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Conclusion

Recruiting top talent in todays competitive job market is forcing organizations
to get creative. Candidates have multiple opportunities at their fingertips and in
order to set your organization apart you need to be innovative, intriguing and
provide an exciting culture to attract top performers.
By improving your recruiting and applicant-to-hire processes, you will be able
to cast a wider net and truly find top-tier candidates. Reviewing your corporate
values and benefits package will also give you a leg up against your
competitors. Offering rich perks, flexible time, and investing in career growth
are all aspects individuals evaluate when joining an organization.
Remember to take constant pulse checks. After a new hire is on-boardedsurvey them for feedback on the hiring process and see where you can
improve. For more tenured employees, set up focus groups to see where their
mind-set is on their role and what is important to preserve their tenure with the
organization.
While all of these efforts take time to plan and implement, investing in a stellar
workforce will benefit the success and longevity of your organization.
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Summary & Take-Aways

Image Source: HR Tech Weekly

•

Establish strategic recruiting processes and implement
technology to support them

•

Sell the role and the company to candidates

•

Implement a comprehensive benefits package with perks that
reflect your culture

•

Invest in learning and development to increase retention rates

•

Obtain feedback from employees and new hires to continuously
improve processes and culture
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Ready to Recruit &
Retain Those Stars?

Looking to enhance your recruiting practices? MBL Benefits Consulting can
assist you with evaluating and implementing the best HRIS system and find
digital partners to support your needs. Our alliances will open your HR network
to leaders in the space, and find you the best benefits and forward thinking
wellness partners to attract and retain talent. With over 20 years of experience
and diverse expertise, MBL Benefits Consulting will provide a breadth of
knowledge to help your organization attract top talent and provide vital
resources to help improve your retention rates.

For more information please contact:
Tracy Avin, VP, Business Development & Wellnes
tavin@mblbc.com
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