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Intro

Your recruitment campaign should be a comprehensive plan detailing 
everything from who you are looking to recruit, when, where and how. As 
Richard Branson says ‘The most important part of any organisation are the 
employees’, and finding employees that are qualified, motivated and skilled can 
be a challenge if you don’t have a recruitment campaign in place. This guide is 
intended to help you and your business develop an effective recruitment 
campaign to maximise time and efficiency and to ultimately find the best 
possible candidates for the job. 

Becoming a brand of choice

Rather than going to the marketplace with ‘vacancies’, you want to sell your 
organisation, as a great place to work. It’s not enough to offer a ‘job’ if you’re 
looking to attract the best candidates. You need to be selling an ‘opportunity’. 
Some of the most influential companies in the world attract staff with their great 
employee benefits and the way they look after their employees. Become well 
known for putting your staff first and offering them an opportunity and, you will 
have people interested. Google receives on average 3,000,000 applications 
a year because of the opportunities they offer staff. Look at your 
practices around rewards, recognition, work-life balance, promotion and 
professional development and make sure you’re leading the way.

Know your ideal employee and how to attract them

Do some research on your ideal employee before writing an advert or starting 
your recruitment campaign. Think about what will appeal to them and where 
they are likely to be searching for jobs. 
Your advert needs to portray your company and the role in a way that is 
appealing to the type of person you’re trying to attract, and the candidate needs 
to be very clear on what will be expected of them. Use simple, positive language 
and use persuasive text in a way that will result in an urgency of application. 



01727 800 377    |    JGARECRUITMENT.COM    |    INFO@JGARECRUITMENT.COM

Where to recruit

Where you recruit will depend to a degree on who you are trying to attract. You need to go where 
they go. Where are similar jobs advertised? Where have you advertised before and did it work? Here 
are a few possibilities as a starting point.

Your website 
Your website tells people everything they want to know about you including your values, mission and 
ethics. You’ve already potentially captured people who are reading about you and liking what you 
have to say, so why not send them straight to a ‘careers’ page so they can apply for a job directly via 
your website?

Job boards
Job boards might seem like the obvious choice for advertising your vacancy and, they are certainly 
popular, but with a variety to choose from, it’s important that you select the ones that are relevant to 
your audience. In a recent survey by Job Board Doctor, 47% of job boards surveyed posted on average 
500 jobs per month. That’s a lot of jobs, so you need to be on the right board to stand out.

A benefit to using a job board is that you can integrate it with an ATS. Applications filter into the ATS 
through job board integration and the software narrows down candidates before you start sourcing. 
This can save you time and money. However, remember that while automation can save time, it may 
also mean you miss out on amazing talent due to applicant algorithms disregarding them. This is a 
risk that needs considering.

While job boards are no doubt worth some time, it’s important to remember that they are a reactive 
method and will only source candidates that access them rather than finding the best candidates in the 
market. There is a good chance that many candidates won’t use them at all and you’ll be missing out 
on this talent. In our opinion, top talent is rarely available on the open market as these candidates are 
often too busy to upload a CV to a job board – or even write one for that matter! Top performing 
candidates are unlikely to be even considering a career change so again; they will not be accessible on 
job boards. Therefore, utilising an Omni-approach to recruitment will provide you with the best recipe 
for success.
A recent survey by the Job Board Doctor found that Top 4 methods for finding jobs in the UK were job 
search engines (57%), general job boards (46%), general search engines (39%), and recruitment/
staffing agencies (35%). This shows that whilst job boards can be effective, they should not be your 
only method. Perhaps the agency percentage is surprising, and you may have thought it would be 
higher than 35%. However, these statistics relate to candidates actively looking for jobs whereas a 
good agency will not wait for candidates to find them – instead, they should be proactively looking for 
candidates before they have even considered making a move.

Social media
Social media has been hyped as the new way for businesses to recruit. It (can be) free, it’s accessible 
and, it’s a great place to capture an audience. There are now 2.3 billion social media users worldwide 
and, recruiters have realised they need to be a part of this market. 

In a recent poll, 9 out of 10 recruiters said they have hired candidates through social media and of all 
platforms, LinkedIn was the most popular. 

However, not all recruiters are using social media to recruit, they are there to build a brand and to get 
themselves known. It’s also a great way of attracting passive candidates. Engaging content, 
authoritative content or informative content marketed across social media channels will build your 
brand credibility and will encourage candidates to come to you as you will place your business as an 
employer of choice.
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Cost of recruitment
Recruiting staff comes with some unavoidable costs. It is up to you as a company to decide 
which are most important to you to shape your campaign and to choose the best methods 
going forward. 

Time
Advertising roles is a timely process. Not only will you need to write the adverts and find the 
best places for them, you will also need to sift through applications and respond to multiple 
candidates. Many applications will be unsuitable but will most likely require a response, simply 
not to damage brand reputation. 

Social media, if new to your business will require time to learn and will involve implementing a 
strategy as well as regular interaction and brand awareness building. 

Energy
As with time, advertising roles and engaging in social media will take a great deal of energy 
which might be better spent. You will need to decide if this is worth the time of your 
recruitment team or whether it might be better outsourced to a recruitment agency if you 
have the funds to do so.

Money
Recruitment isn’t cheap. Advertising roles come at a cost and one which you may have to pay 
multiple times until a suitable candidate is found. Social media can also be expensive if you 
use pay-per-click advertising or must hire a specialist to train staff. 

Recruitment agencies can charge high fees, but they should be able to save your business 
time and energy, so it is a trade-off about what is most important to your business. 

The key costs to consider relate more to the costs associated with a poor hiring decision.

According to the CIPD, a poor hiring decision can cost as much as 15 times annual salary 
depending on the level of hire.
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Example

Potential breakdown of costs associated with hiring a manager (£50,000) who 
doesn’t work out:

◦ Hiring Costs: £10,000
◦ Wasted Salary: £38,500
◦ Interview Costs : £4,100*
◦ Onboarding Costs (contracts,  references, handle induction etc.): £2,000
◦ Costs associated with training and mentoring £2,000
◦ Costs associated with disciplinaries etc. £6,200
◦ Lost Productivity New Employee: £10,500
◦ Lost Productivity of the team: £31,000
◦ Severance £4,200
◦ Disruption Costs (Associated staff turnover, fines, data etc.): £35,000

Then there are the hidden costs associated with a poor hiring decision such as:

◦ Attrition and wasted hiring budgets
◦ Theft or embezzlement**
◦ Lost productivity
◦ Litigation
◦ Potential loss of custom.
◦ Public scandals and negative publicity
◦ Impact on brand reputation
◦ Lost productivity due to the impact on staff morale
◦ Potential increase in staff turnover due to low moral

Then you must consider the costs of recruiting all over again for a replacement…

We believe the best solution is to trust an expert to help you recruit the role you need to hire.  
If that is an underwater basket weaver, then we wouldn’t recommend working with a 
recruitment agency that specialised in recruiting nurses. Try and locate an underwater basket 
weaving recruitment specialist and you could be amazed by the results and the time, money 
and energy such a decision could save you.

*(assuming four people are involved in a 1st & then 2nd stage interview interviewing five candidates)

**(plus the additional costs associated with the investigations, disciplinaries etc.)
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Working with agencies
According to a recent study, 9 out of 10 candidates use a recruitment company as their first 
port of call. This makes going with a recruitment company seem like a no-brainer, right? Not 
necessarily. 

Don’t forget there are 1000’s of agencies out there varying in experience, sector, quality and 
cost. Without proper research into what you are getting from a recruitment agency, you may 
not find the right match which can be a costly mistake.

The expertise of a recruitment agency can be an integral part of your campaign but do some 
research to make sure you find the right one for your business.

Ask questions too.  Ask the agency how they will locate talent for your business.  What 
innovative methods will they use to locate top talent for you that can deliver more than you 
could deliver yourself? Anyone can place an advert or search a job board. Assessing your 
agency early can save you lots of wasted energy and time later. 

Select just one agency, not many.  There is often a temptation to select lots of agencies in the 
belief that this will maximise your opportunity to ensure you have lots of candidates to review.  
What you will likely end up with is lots of duplicate candidates and a process that rewards 
speed over quality. Employers do not benefit from lots of recruiters racing against each other 
to fill a position. This type of process results in poor quality payroll hiring decisions too. By 
working with one agency, they can fully focus their attentions on your vacancy and take a 
more thorough and patient approach to delivering a suitable shortlist. This type of approach 
is far more likely to result in a good hiring decision.

What should you expect from working with an agency?
The recruitment process of an agency, put simply involves sourcing, interviewing, reference 
checking, matching candidates with clients, resulting in the selection of suitable candidates for 
a job vacancy. The agency will then facilitate an interview between you and the candidate and 
will remain the point of contact between your business and the candidates put forward for the 
position.

A good, specialist agency will be able to access passive candidates that you may not be able 
to reach through your own recruitment channels, as their expertise means they will be able to 
go beyond traditional sources like job boards and LinkedIn and will have lots of relevant 
contacts.

Be certain you clarify what it is you will get from the process including a timeline for 
presenting candidates to you and considering your feedback. An agency should be able to 
outline the steps they will take to complete the search for candidates from initial discussion to 
starting the job.  

For more information on our process, you can download our 7-Point Payroll Recruitment 
System.
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How to select an agency that’s right for you

While employing the help of an agency to manage the recruitment process can seem like a 
good option, especially for a small business whose strengths don’t lie in the logistics of 
recruiting staff, it’s important to bear in mind that there are some differences to note. Consider 
these when deciding which agency to work with.

Size
The size of an agency may be a factor in your decision. It may be that a large firm has the 
resources available to handle your search if you are a large business. However, bigger isn’t 
always better and if your recruitment needs are smaller or indeed niche, then a small or 
specialist agency might appeal to you for reasons such as building a personal relationship, 
attention from the owner and or a senior member of staff who can really get to know your 
business.

Building a relationship with your agent is crucial, as is their ability to build a relationship with 
candidates. Consider whether an agency is going to allow you to work with a key agent or 
whether you are going to be expected to work with multiple agents and how this may affect 
your relationship. By building a relationship, an agent should be effective and fully informed 
about the impression you are looking to make on candidates and therefore, be able to be an 
advocate for your brand.

Accreditation
Checking an agency’s credentials is always a good idea. Do they belong to any associations or 
governing bodies or have an accreditation in recruitment or their field of expertise? 
Recruitment agencies can also belong to formal networks that have a code of conduct, ethics 
committees, or other oversight that are worth looking out for. The two leading associations to 
look out for ARE THE REC or APSCO.

Generalist or niche
When it comes to picking a recruitment agency, you will need to consider whether you are 
looking for a generalist or a niche agency.

If you have a broad range of recruitment needs within your company, it may be that a 
generalist agency is best for you. These types of firms attract a broad range of clients and have 
access to a wide market. If for example, your recruitment needs all fall under the category or 
office worker, a generalist agency might be your first port of call.

If you need someone with a very specific skill set, then a niche agency might serve you better. 
These agencies have deep networks and have built the relevant relationships from being in the 
industry. They should have these types of candidates already on their books and, if they don’t, 
they should know where to find them. 

Experience
It’s a good idea to look at an agency’s experience and reputation before considering them, as 
with everything you buy. Check how long they’ve been in business, whether the recruiter 
you’ve been assigned has good credentials and whether they are experienced in your 
company’s industry. 
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Cost
The cost of advertising a vacancy can be daunting, and recruitment agencies can save you the 
cost of advertising and screening candidates, but using one also comes at a price.

In general, agencies charge a fee calculated as a percentage of the annual salary and are paid 
based on the number of candidates placed within your company. However, there are 
variations depending on the company you work with and whether you are working with one 
agency or more than one. 

Niche agencies often charge a higher percentage, but this shouldn’t put you off because as a 
result, they can give you access to clients with your specific requirements, resulting in less 
wasted time on interviews of candidates that do not meet your selection criteria and retention 
of staff tends to be higher. This means that your new member of staff is less likely to leave 
and require you to pay again for recruitment support.

As with everything, cheap is not necessarily best. Do a clear evaluation of what you will be 
getting for your money before making your decision about which agency to work with. 

Effective selection and assessment
When working with an agency, it’s got to be about quality over quantity. Some agencies have 
targets for the number of CVs that must be sent per job, but most will work on only sending 
CVs that match your requirements. This is especially likely if you are working with a niche 
agency. The pool of potential candidates may be smaller, but their quality should be high.

Negotiating with an agency
Fees

When it comes to agency fees, it’s important that you have this discussion before the work is 
complete. As stated above, there is usually a percentage fee per annual salary, but it’s not 
necessarily as simple as that. Factors like temporary roles and different salary bandings can 
throw up some discrepancies so make sure this is all agreed from the outset. The best 
solution is usually to offer an agency a period of exclusivity in return for a discounted fee.  
This is a win-win option it should result in more competitive fees while at the same time 
securing you a more committed agency process in return.

Retainer

Sometimes agencies are contracted on a retained basis. This pays for an agency’s time and 
commitment and is more common with niche agencies and senior level appointments. It will 
typically be paid in three instalments, with a third payable upfront, a third payable once a 
shortlist has been developed, and a final third paid once the work completed.

Rebates

Agencies should offer you a partial rebate of the permanent fee if the candidate leaves soon 
after starting the position. However, agencies are not obliged to do this, and this may be a 
point for negotiation. These guarantees are worth reviewing before working with an agency 
as this could be an area for negotiation, especially if the fee cannot be reduced.
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Importance of onboarding

Onboarding (the process of integrating a new employee into an organisation and familiarising 
them with your products or services) is very important once you have selected a candidate.

The moment a candidate starts with you is the moment they form an impression of the 
company, the job and the environment they work in and consequently, it effects their 
performance and your bottom line. The first few weeks are the time to drill home your mission 
and ethics which should not come as a surprise to your recruit because this will have been 
clear through your recruitment process. 

A study published in the Academy of Management Journal found that the probation period is 
vital to building rapport with the company, management and co-workers. High levels of 
support led to more positive attitudes and more productivity. Where support was not offered, 
the opposite occurred.
Not surprisingly, onboarding effects retention and retention costs your money as a business. 

Interestingly, most employees decide to leave a job within their first 18 months with a new 
organisation and, when an employee does leave, it usually costs about between 2 to 15 times 
their salary to replace them. With 90% of new hires deciding in the first six months whether 
they will stay with a company, it pays to ensure you have a great onboarding programme in 
place,

Remember, onboarding doesn’t end after the first few weeks – it should last until the 
employee feels competent enough to fully embrace the responsibilities and requirements of 
the new job.

Measuring value through retention

Do you have effective engagement and retention strategies in place? These will help reduce 
recruitment activities and lead to a more proactive approach to recruitment. 
A retention strategy should include a plan to improve your employer-employee relationship 
and therefore keep your employees happy in their role. You may consider the following; 
onboarding, mentoring programmes, employee compensation, reward systems, work-life 
balance, training and development, communication and feedback and team celebration. 
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Exit strategy
An exit strategy or ‘offboarding’ should also figure in your recruitment strategy. When people 
leave, do you know why? This is often missed. A recent study showed that just 29% of 
businesses have a formal exit strategy in place.

Putting an exit strategy in place will help you understand why and where employees are 
moving on to, which will in turn, impact on changes you might make to hold on to future 
employees.

An exit strategy isn’t just a great way of finding out why people leave but also important to 
re-engage employees that have left. This may be done through means such as alumni groups 
and employee referral systems.

The General Data Protection Regulations (GDPR) 
Considerations

The GDPR means that candidates should only receive relevant communications from you.  This 
means that you cannot just store data about a candidate you locate on LinkedIn or from job 
boards because you cannot legally store candidate data without their consent. This is 
something you need to ask for (e.g. via an opt-in email). However, even sending an opt-in 
email requires some form of processing! Therefore, make sure that you are not contacting 
candidates whose information you obtained in a context where they did not provide consent.  
Remember also that if you take data off a platform or share data with a third party, then you 
become the data controller!  

Fines are big for non-compliance and can be up to €20 million or 4% of company global 
annual turnover, whichever is higher. 
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Conclusion

Recruitment is a very specialist field.  Getting it wrong can be very costly indeed.  
Here ten key points to remember:

1. Invest in a solid recruitment strategy so you can attract and secure the best
talent.

2. Utilise latest recruitment trends & tools and consider how candidates like
to be targeted.

3. Invest time in ensuring your job description are attractive to increase the
right applications

4. Invest in Employer Branding to attract top talent

5. Avoid selecting multiple agencies that will result in a recruitment process
that rewards speed over quality

6. If you work with an agency, select a specialist recruiter, not a generalist one
and ask them to explain to you how they will go about locating the best talent 
for your business (with guarantees).

7. Don’t cut short-term costs that could cost you a lot more in the long-term.
Remember that the costs of hiring poor talent can be up to 15 times annual 
salary

8. Ensure candidates always feel valued and respected, even if they decide to
leave

9. Develop and implement an engaging onboarding process to help retain
your top talent

10. Have a GDPR compliant process for handling inbound candidates
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https://jgarecruitment.com/white-paper-registration/
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