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WELCOME
In the two years since COVID-19 first swept the globe, we have 
experienced drastic and lasting impacts on the world of work. Health and 
safety concerns have fluctuated, labor market challenges persist and 
economic recovery remains uneven. As we continue to face an uncertain 
world, we are committed to leveraging what we have learned over the 
past two years to remain flexible and nimble to help you stay ahead of the 
latest challenges. 

As your trusted advisor, we do not want you to face these challenges 
alone—instead, we hope you will bring us your big problems so we can 
solve them together. At PeopleScout, our clients are at the center of all 
we do, and our partnerships with you are paramount.  

This issue of PeopleScout NEXT will provide you with the valuable 
insights you need to address the latest labor market trends. You will 
find the content is divided into three sections: Now: Building a Modern 
DE&I Program; New: Prioritizing Candidate & Employee Engagement in a 
Challenging Labor Market; and Next: Evolving Talent Technology & Programs 
for 2022.  

In today’s candidate-driven market, employers must focus on what 
matters to workers—inclusiveness, accommodation and exceptional 
experience. The articles in this issue address how employers can put 
these priorities at the forefront in 2022. 

Keeping DE&I at the center of recruiting strategies remains critical. While 
we have come a long way in increasing diversity in the workplace, as 
outlined in our article paying homage to the history of African Americans 
in the workforce, today’s landscape requires a more modern approach 
that challenges the traditional methods of recruiting for diversity and 
leverages data to achieve your organization’s DE&I goals. The articles 
in this issue strike a balance between looking back to appreciate 
the progress that has been made and looking ahead to equip talent 
professionals with the tools they need to take their DE&I strategies into 
the future.  

The Great Resignation remains a primary challenge for today’s employers. As workers continue to leave 
their jobs in record numbers, creating a historically tight labor market, talent acquisition professionals 
have one of two options: find more candidates or improve employee retention. Articles in this issue offer 
a combination of both. Our experts share strategies for increasing employee engagement as a means of 
increasing employee loyalty and reducing turnover and explore an often untapped, yet full of opportunity 
talent pool: boomerang employees—workers who voluntarily resign from your company and later rejoin. We 
also discuss the emerging trend of a remote contingent labor force as a solution for employers rethinking 
who performs the work and where, in their efforts to combat turnover and fill talent gaps.  

We then look ahead to the evolution of talent programs and technologies with a Talking Talent Leadership 
Profile introducing Rick Betori, PeopleScout’s new managing director of the Americas, whose unique 
experience positions him to understand and achieve the right balance between innovative technology 
and human touch to solve the toughest talent problems. We conclude this issue by looking at additional 
strategies to address 2022 challenges and trends including building the ultimate tech stack, creating a 
globally dispersed talent network, and adapting assessment tools and processes to consider candidate 
passion, purpose and potential. 

Thank you for being a part of the PeopleScout community. Please feel free to contact me or your 
PeopleScout partner directly to share your feedback on this issue of NEXT, discuss how we can support you 
in your talent acquisition efforts, or share anything else that may be on your mind. 

From Now to Next,

Taryn Owen

President & COO 

PeopleReady | PeopleScout
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As your organization continues on its journey toward becoming more diverse, equitable and 
inclusive, it’s important to ensure that you’re relying on the most up-to-date strategies and 
understanding of candidates’ needs and behaviors. And, while there are many assumptions 
and strategies that have become part of accepted wisdom throughout the years, are they still 
true? Are they still the most effective methods for interacting with candidates? 

In my role as PeopleScout’s director of employer brand and communication strategy, I deliver 
actionable insights and consultancy to clients; in essence, I help employers understand, 
articulate, and measure what makes their organizations unique places to work and then help 
them better understand and engage audiences from underrepresented groups. As such, 
I’m very outcome-focused. I don’t want to generate insights for the sake of insights; I want 
to challenge employers and support them in their journeys. For me, that means constantly 
interrogating what we think we know, what we just accept to be true and how effective our 
strategies are. 

So, in this article, I’ll examine the traditional wisdom around diversity in recruiting. 
Specifically, we’ll look at how our understanding of candidates from underrepresented 
backgrounds has evolved, share updated recruitment methods, and reflect on how factors like 
intersectionality and social mobility can be part of an effective recruitment process. 

RETHINKING LIMITED MEDIA TARGETING & FOCUSING ON EMPLOYER 
BRANDING 

Traditionally, when employers have wanted to recruit candidates from underrepresented 
groups, they’ve relied on limited media targeting. For example, if an organization was looking 
to attract more women, talent leaders would post open jobs on job boards targeting female 
candidates. And, while this is one strategy to bring in more diverse candidates, it does have its 
limits. For one, it doesn’t take into account what we know about candidate behavior. 

Rather, by tracking engagement metrics and actually speaking with candidates, we know 
that just because a person consumes a certain type of media in their everyday life, it doesn’t 
necessarily mean that a person will use that specialized media in their job search. Take me, 
for example: I’m Black and I’m female and I’m absolutely proud to be both of those things. 
But, neither of those has ever formed the basis of my job search. Instead, if I were looking for 
a new role as a communications consultant, I’d look at platforms offering roles related to my 
profession. Then, I’d research potential employers to ensure that they were welcoming and 
inclusive.  

So, instead of focusing on targeting niche, identity-related media and job boards, employers 

THE FUTURE OF DIVERSITY RECRUITING: 
REEVALUATING TRADITIONAL METHODS 
& QUESTIONING ACCEPTED WISDOM 

By PAULA SIMMONS 
director of employer brand & communications strategy
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should focus on targeting the right professional or work-related channels with the right messaging. This 
means going beyond just talking about the responsibilities of the role in the job posting to also focusing 
on diversity, equity and inclusion (DE&I) within the organization as a whole. When candidates from 
underrepresented groups are searching for jobs, the right job title might be enough to get them to click 
on a posting—but whether they actually apply is influenced by what they read and hear about how an 
organization treats its people. Likewise, whether they continue in a recruitment process depends on how 
they’re treated throughout the candidate journey.  

STRATEGIES FOR AN INCLUSIVE RECRUITMENT PROCESS 

But, what does this look like in practice? Well, if talent leaders at an organization have analyzed the data 
and decided that they want to focus on certain demographics, the right campaign can be pretty effective if 
they make interventions at the right point in the hiring process. Below, I’ll outline some examples using the 
common goal of attracting more women. 

Language in Job Postings 

To ensure an inclusive process, employers should pay close attention to the language used in job postings. 
For instance, accepted wisdom suggests that women can sometimes be put off by words like “excellent,” 
“strong,” “driven” or “competitive.” So, to generate optimum engagement, one obvious intervention would 
be to find alternatives to use in job postings.  

However, it’s not that simple. In my work, I’ve spoken with many senior female professionals who say they 
expect to see words like that in job advertisements aimed at their level. Therefore, for employers, this 
means that language does matter—but your solution cannot be a one-size-fits-all. Instead, the language 
you choose for a job posting should feel inclusive, but should also reflect the job type and career level of 
candidates.  

Job Criteria 

Many talent leaders are familiar with the research that shows how women are less likely to apply for 
roles where they don’t meet 100% of the criteria, whereas men will apply if they meet just some of the 
requirements. Interestingly, anecdotal feedback from women shows that this isn’t because women 
don’t feel as though they can’t do the job; rather, they just don’t want to waste their time or energy on an 
application that they believe would be automatically rejected.   

So, to build a more inclusive job posting, employers should list only the essential criteria. Additionally, 
talent leaders should recognize that, as the list of criteria on a job posting gets longer, the applicant pool for 
that job will likely become less diverse.  

Representation 

You’ve heard the phrase “representation matters.” In popular media today—whether it’s movies, television 
or literature—you can see it in action. Similarly, employers must employ the same principles in their 
recruitment process, as well.  

If we stick with the example of attracting more women, that means employers should ensure that any 
recruitment communications include voices and stories from women at all levels of the organization. 
Likewise, employers should also be transparent about their diversity data and any plans in place to shift 
the dial around female representation. Then, when female candidates encounter more female voices 
throughout the process, they’ll realize that not only are they welcome at the organization, but they’ll also 
have the opportunity to thrive and progress. The same principle can be applied to any demographic group. 
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THE ROLE OF SOCIAL MOBILITY 

Another factor that often gets lost in discussions of diversity, equity and inclusion is the role of social 
mobility. Social mobility is the link between a person’s occupation or income and the occupation or income 
of their parents. The stronger the link between a child and a parent, the lower the level of social mobility; 
the weaker the link, the higher the level of social mobility. For example, if an individual works on a 
production line at a factory and that’s also what their parents did, then that’s a low level of social mobility. 
If, on the other hand, the same individual secured a white-collar, managerial role, then their social mobility 
is high because of their earning potential.  

Social mobility can play into DE&I programs in a number of ways, but, most importantly, it plays a critical 
role in helping individuals achieve better outcomes. Plus, it also contributes to organizational success 
because it adds an additional layer of diversity within critical teams.  

There are several ways that employers can engage with social mobility; one is through schools and 
outreach activities, where you can introduce students in disadvantaged areas to careers that they may not 
have otherwise heard about. You can also use apprenticeships as a strategy to get early-career talent into 
roles that might not otherwise be accessible to them, while also allowing them to continue their education. 
Additionally, those employers that are able to make any of their roles fully remote can engage workers from 
disadvantaged areas and who may not have access to strong career opportunities within easy commuting 
distance. 

MAKING THE CHANGE 

For many employers, the strategies I’ve outlined will present a marked change from their standard way of 
doing business—and that’s okay. It’s important to recognize that change won’t happen overnight. When it 
comes to engaging with potential candidates from underrepresented groups, it’s about building an inclusive 
employer brand that appeals to multiple demographics and fosters a sense of potential belonging in an 
organization. It’s also very much about building a brand that focuses equally on messaging, human stories 
and the candidate journey—and making sure that the different parts of the process truly support bringing in 
individuals from all walks of life who are the best people to fill your roles.   

WHAT IS INTERSECTIONALITY?  

Thus far in this article, we’ve discussed diversity in simple, binary terms. But, if you’ve been paying attention 
to the DE&I space, you’ve likely heard the word “intersectionality.” Intersectionality is about recognizing 
the connections between social categories—including factors like race and ethnicity; gender identity; 
neurodiversity; and social class—and how an individual can be a combination of those things and potentially 
suffer compounded discrimination and disadvantage because of it.  

As a talent leader, you must approach DE&I from an intersectional perspective. Unfortunately, there can 
be multiple potential failure points in a candidate’s journey due to the intersectional nature of the people 
applying for roles. So far, I’ve used women as an example. But, the perceptions and experiences of Black 
women will be different from white women, Latina women or Asian women. Going even further, consider 
whether your female candidate is also from a socially disadvantaged background. Or, is she neurodiverse? 
All of these will influence how she interacts with your organization and whether she sees a potential career 
with you. And from your side as the employer, these combined factors also increase the risk of her falling 
victim to multiple adverse impacts in your recruitment process. So on the basis that no person is just one 
demographic, it’s critical that your organization considers intersectionality and ensures your processes are 
audited to eliminated as many chances as possible for bias to creep in.

For me, employer brands and recruitment marketing campaigns that factor in intersectionality are far more 
likely to be inclusive. They’ll be the ones showcasing employees across a range of demographics so that 
candidates can see a variety of different types of people flourishing at an organization. They’re also putting 
in the work to make any necessary adjustments in the candidate journey, so that everybody has an equal 
opportunity to do well. That includes training for recruiters, hiring managers and other decision-makers, 
too.  
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Listen to the companion podcast at
peoplescout.com.

https://www.peoplescout.com/insights/talking-talent-building-an-inclusive-and-equitable-employer-brand-and-recruitment-process/
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A HISTORY OF PROGRESS: AFRICAN 
AMERICANS IN THE WORKFORCE 

By ERIC DYSON 
trend writer

From the first African slaves brought to the shores of the American colonies in the 1600s 
through the present day, African Americans have had an active and intricate role in the history 
of labor in the Western Hemisphere and beyond. But, although they’ve filled a wide range 
of roles vital in building and sustaining the nation’s economy, African Americans have often 
found themselves with few economic and career resources of their own and, historically, have 
been restricted to lower-paying sectors of the economy. Moreover, despite improvements in 
workplace diversity, African Americans have faced a long history of workplace discrimination 
as employees and job-seekers—and they still continue to face obstacles today. 

PeopleScout is committed to providing you with information to help guide you on your DE&I 
journey. Specifically, we aim to cover a wide range of DE&I topics, including issues regarding 
Black, Indigenous and people of color (BIPOC); the LGBTQ+ community; gender gaps; people 
with disabilities and more. In this article, we cover the history and experiences of African 
American workers and offer advice and recommendations for employers looking to build more 
inclusive workplaces. 

THE COMPLEX LEGACY OF SLAVERY & AFRICAN AMERICAN LABOR 

In the 17th century, European colonists needed to meet the expanded labor needs of the 
rapidly growing North American colonies. Although they previously depended primarily on 
indentured servants from Europe, they now opted for a cheaper and more plentiful labor 
source: African slaves.  

Historians estimate that up to 12 million African slaves made the middle passage during the 
trans-Atlantic slave trade. Following the Revolutionary War, the rural South’s demand for 
slave labor increased due to rising cotton production supplanting traditional cash crops, like 
tobacco and sugar. Eventually, the South’s demands for slave labor and growing calls in the 
North for its abolition led to decades of political and social tension.

Then, in 1861, the tensions between the North and the South erupted into the Civil War in 
America. And, on January 1, 1863, President Abraham Lincoln’s Emancipation Proclamation 
made it official that the enslaved “shall be then, thenceforward, and forever free”—a major 
blow to the Confederate states’ labor force. The Union’s victory in the Civil War granted 
freedom to 4 million African slaves, and in 1865, the 13th Amendment officially abolished 
slavery. However, significant obstacles to full enfranchisement laid ahead during the 
Reconstruction era. 

AFRICAN AMERICANS IN THE WORKFORCE: THE EMANCIPATED BLACK WORKER, 
SHARECROPPING & BLACK CODES

After the end of slavery, Southern legislators passed a series of laws (also known as “Black codes”) 
intended to bar African Americans from skilled trades. While northern states outlawed similar practices, 
in the south, white craftsmen resisted accepting Black workers into trade work. Consequently, these 
restrictions on ex-slaves made them reliant on their former owners for work as landless sharecroppers. 

Sharecroppers exchanged their labor for tools, seeds, fertilizer and access to land to harvest their crops. 
Although they now had more independence than they did during slavery, sharecroppers also had to pay 
substantial rent and interest, as well as turn over a large portion of the crop to their landlord.

Meanwhile, to escape the oppression of the sharecropping systems and Jim Crow laws of the south, many 
Black families migrated west and north in search of better-paying jobs in manufacturing and professional 
roles. Nevertheless, many Black migrants were excluded from professional trades and manufacturing jobs, 
and often confined to unskilled labor or domestic service.

https://www.gilderlehrman.org/history-resources/teaching-resource/historical-context-facts-about-slave-trade-and-slavery
https://www.history.com/topics/black-history/black-codes
https://www.history.com/topics/black-history/great-migration
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A Dutch ship brought 20 Africans ashore at the 
British colony of Jamestown. In the years to come, 
slavery spread quickly throughout the American 
colonies.

During the Reconstruction era, the 13th and 14th 
amendments to the Constitution ended slavery 
and granted citizenship to African Americans. 
Unfortunately, Reconstruction failed to produce 
economic equality for millions of newly freed men 
and women. 

The end of official slavery was perhaps the greatest 
labor victory in U.S. history, yet the struggle for 

equal rights was far from over.

On July 4, Booker T. Washington became the first 
principal of the Tuskegee Institute in Tuskegee, 

Ala. Tuskegee became the leading vocational 
training institution for African Americans.

In 1941, A. Philip Randolph, head of the BSCP—
along with other Black labor activists—successfully 

leveraged their political organizing efforts to lobby 
President Franklin D. Roosevelt to end racial 

segregation in the defense industries.

Dr. Martin Luther King Jr. and other major figures 
of the civil rights movement successfully petitioned 

for the Civil Rights Act of 1964. The view of African 
American labor as first enslaved, and then free, 

changed when the modern civil rights movement 
helped expand the scope of American democracy 

and rights of all.

The first all-Black labor union in the U.S. formed 
in 1925 to address low wages, long hours and 
mistreatment by passengers. By 1935, the 
BSCP was the first African American union 
organization to be granted membership into the 
American Federation of Labor.

In 1961, President John F. Kennedy set forth 
Executive Order 10925, which established the 
President’s Committee on Equal Employment 
Opportunity, or EEOC. Kennedy’s order not only 
made it unlawful for government contractors to 
discriminate, but also gave the EEOC the right to 
impose sanctions on any organization that violated 
the spirit of civil rights laws.

1619
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AFRICAN AMERICANS IN THE MODERN WORKFORCE

Even today, African Americans continue to face both explicit discrimination and more subtle forms of 
prejudice on the job. In fact, according to a survey conducted by Gallup, 72% of Black professionals have 
experienced racial discrimination in the workplace—a higher percentage than all other ethnic groups 
surveyed. 

And, although companies claim that they want to overcome these explicit and implicit biases to hire and 
promote diverse candidates, they rarely do so in effective ways. So, in this section, we outline ways in which 
employers can better support and promote the inclusion of their African American employees.  

African American or Black?

Racial identity can be very personal, and the language employers use to refer to a person’s race is a 
reflection of that. For instance, “Black” and “African American” are not always interchangeable: African 
American is typically used to refer to descendants of Africans who were enslaved. Moreover, some 
individuals prefer the term Black because they don’t identify as African or because they view being Black 
as being about more than about race; it may carry cultural meaning, as well. Some people identify as both 
Black and African American and use the terms interchangeably for themselves, depending on the situation. 
Whether someone prefers “African American” or “Black” is very much up to the person, so it’s always 
advisable to ask an individual which term they prefer.

Employee Resource Groups Can Help Support African American Employees 

Being African American in the workplace can be emotionally taxing. For example, research by the University 
of Virginia found that Black employees felt a strong sense of difference between themselves and their 
mostly white peers and, as a result, their ability to contribute was diminished. Obviously, this sense of 

https://www.nps.gov/museum/exhibits/tuskegee/btwtusk.htm
https://www.nps.gov/museum/exhibits/tuskegee/btwtusk.htm
https://www.britannica.com/biography/A-Philip-Randolph
https://www.britannica.com/event/Executive-Order-8802
https://www.britannica.com/event/Executive-Order-8802
https://www.britannica.com/topic/Brotherhood-of-Sleeping-Car-Porters
https://www.britannica.com/topic/Brotherhood-of-Sleeping-Car-Porters
https://news.gallup.com/poll/328394/one-four-black-workers-report-discrimination-work.aspx
https://www.catalyst.org/research/emotional-tax-how-black-women-and-men-pay-more-at-work-and-how-leaders-can-take-action/
https://www.catalyst.org/research/emotional-tax-how-black-women-and-men-pay-more-at-work-and-how-leaders-can-take-action/
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isolation can take a toll. However, creating employee resource groups (ERGs) can help to build a more 
inclusive environment and address diversity and inclusion in a more holistic and community-based way.

Notably, the first employee resource groups were initially workplace affinity groups that were created in 
response to racial strife during the civil rights era. Joseph Wilson, the former CEO of Xerox, developed the 
concept following race riots in Rochester, N.Y., in 1964.

Today, ERGs can empower underrepresented groups by giving each group a voice to discuss issues with 
decision-makers and leadership. ERGs also support learning and development by offering formal and 
informal leadership opportunities and creating visibility for employees who are active. Likewise, the groups 
may also provide resources and guidance for leadership regarding diversity issues, community needs and 
policy.

Systemic Inequality & Corporate Culture

Often, Black employees report feeling less supported, engaged and dedicated to their employers than their 
non-Black coworkers. And, while many employers create diversity and inclusion programs to help improve 
the day-to-day experience of employees, many of these initiatives often fall short. The problem? Many DE&I 
programs tend to focus on helping employees from marginalized and underrepresented groups fit into the 
status quo of company culture—and don’t take enough action to remove systemic barriers to equality within 
their organizations. 

Instead, organizations can start by leveraging data from pulse surveys and other tools to assess whether 
employees feel included on their teams and are treated equitably within the organization at large. To collect 
diversity information on their workforce, employers should refer to EEO data collected for compliance 
obligations. Then, once the diversity data is collected, compare it to the data available on the labor 
market. Specifically, look for gaps in diversity and then draft a plan to hire and retain more members of 
underrepresented groups.

Support African American Employees in Being Themselves

Members of underrepresented groups often feel pressure to conform, thereby suppressing their personal 
values and feeling uncomfortable bringing their whole selves to work. Along the same lines, research by 
McGill University shows that individuals may feel pressure to create “facades of conformity” to fit in with the 
culture of their employer—which can lead to a particular struggle with feeling inauthentic at work.

More precisely, African American employees might straighten their hair or “fine tune” their résumés by 
deleting ethnic-sounding names or companies. They might also suppress emotions related to racism in the 
workplace and in the world at large. 

Below, we’ve outlined a few ways that leaders can encourage employees to bring their true selves to work: 

• Listen to everyone and incorporate the views of their diverse workforce to improve the exchange of 
ideas, perspectives and values. 

• Encourage Black employees to speak up for racial and cultural authenticity and to be seen as 
individuals who are unique for reasons other than their ethnicity.

• Create mentoring opportunities to empower Black employees to share their true selves at work, rather 
than learning to conform to cultural expectations.

Sourcing African Americans Candidates 

Meanwhile, recruiters may also have their own set of unconscious biases, thereby damaging an 
organization’s efforts to source diverse candidates. For this reason, implementing technology into the 
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recruitment process can help decrease the unconscious bias that may take place during recruiting.

For instance, if you find that there’s a large drop in minority candidates moving between the on-site 
interview and skills assessment, then unconscious bias training may be in order. In this situation, follow 
your data closely to make more informed decisions and continue making progress on your organization’s 
diversity, equity and inclusion goals. Likewise, build a team of recruiters who hail from a wide range of 
backgrounds and advertise open roles to a talent pool that is full of diverse candidates. Employers should 
also take a holistic approach by focusing on building an inclusive employer brand and recruitment process.

Notably, employers that are intentional about increasing African American diversity should look to 
Historically Black Colleges and Universities (HBCUs), which produce nearly 20% of all African American 
college graduates. Organizations can partner with these schools to find promising entry-level employees 
with not only the necessary skills and education, but also the drive to have an influence early in their career. 
Plus, with the rise and ease of virtual career fairs and other ways to engage job-seekers, it’s easier than 
ever to access these highly desirable candidates. HBCUs also provide their students with career guidance 
and support to prepare them for the workforce, which makes these institutions an ideal place to recruit 
early talent. And, with an emphasis on mentorships, internships and other ways to participate actively in 
the larger community, HBCUs prepare students for life outside of the classroom, while also offering a safe, 
nurturing and inspiring environment—a place to thrive.

Despite increasing corporate investment in DE&I efforts, African Americans continue to face major barriers 
to advancement in the workplace. And now, more than ever before, organizations should strive to benefit 
from the experiences, knowledge and skills of everyone—not just a few. Organizations that understand the 
reality and history of the African American experience will be better able to embrace and champion policies 
and programs that help to level the playing field. This will be hard but rewarding work that helps not only 
African Americans, but also the entire workforce and society at large.  

https://books.google.com/books?id=nvSDDwAAQBAJ&pg=PT87&lpg=PT87&dq=workplace+engagement+and+the+glass+ceiling+ella+f.+washington+ellyn+maese&source=bl&ots=aNJAHodVBL&sig=ACfU3U2rbdEk51Li23gRQmCovwqNixqzbw&hl=en&sa=X&ved=2ahUKEwjC18v7weXlAhVP1VkKHcoIAX4Q6AEwAXoECAUQAQ#v=onepage&q=workplace%20engagement%20and%20the%20glass%20ceiling%20ella%20f.%20washington%20ellyn%20maese&f=false
https://www.peoplescout.com/insights/dei-initiatives/
https://www.peoplescout.com/insights/dei-initiatives/
https://www.cumanagement.com/articles/2022/01/diversity-insight-complexities-code-switching
https://www.cumanagement.com/articles/2022/01/diversity-insight-complexities-code-switching
https://www.peoplescout.com/technology/
https://www.peoplescout.com/technology/
https://uncf.org/the-latest/african-americans-and-college-education-by-the-numbers#:~:text=HBCUs%20make%20up%20only%20three,of%20all%20African%20American%20graduates.
https://uncf.org/the-latest/african-americans-and-college-education-by-the-numbers#:~:text=HBCUs%20make%20up%20only%20three,of%20all%20African%20American%20graduates.
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DATA & DIVERSITY: USING ANALYTICS TO 
ACHIEVE YOUR DE&I GOALS 

By LIZ KARKULA                                                     
associate product
manager

IT manager of business 
intelligence

A recent PwC survey found that 57% of CFOs planned to invest in diversity and inclusion 
initiatives in the next year. But, with investment comes accountability; you can’t track and 
report your progress without the proper technology tools. So, as employers continue to 
prioritize diversity, equity and inclusion, talent leaders need the proper tools to understand the 
progress they’re making toward reaching their DE&I goals. 

Additionally, despite the progress made throughout the last few years, employers still have 
a long way to go. In fact, according to a survey by Boston Consulting Group, only 25% of 
employees from underrepresented backgrounds said that they had benefited from their 
company’s diversity and inclusion programs—despite the fact that most companies have these 
programs in place. 

In this article, we’ll discuss how the right technology tools can help measure and improve 
diversity, equity and inclusion in your recruitment process.

OPTIMIZING DIVERSITY SOURCING 

Diversity hiring efforts start at the beginning with sourcing; you can’t hire diverse candidates 
without a diverse pipeline. And, to build a diverse candidate pipeline, you need to track who 
your candidates are and which of your sourcing channels and campaigns bring them into the 
recruitment process. 

To further understand who your candidates are, it’s essential to capture their demographic 
information in your applicant tracking system (ATS) through self-identification via the 
employment application. However, because some candidates from underrepresented groups 
may feel uncomfortable disclosing this information in an application, it’s best practice to also 
ask for self-identification after you extend an offer or when a new employee goes through the 
onboarding process.

Then, track the sourcing channel through your candidate relationship management (CRM) 
software, which is critically important to track your recruitment marketing campaigns, as well 
as sources. Simply tracking that a candidate came to your careers site through LinkedIn isn’t 
enough; you need to know if a specific campaign on LinkedIn influenced their decision to apply. 

Often, these data points are stored in different systems. But, a reporting tool can help 
synthesize your data and visualize trends. Specifically, with PeopleScout’s Affinix™ Analytics 
diversity dashboards, you can track how diverse candidates are entering your pipeline in real 
time. Then, by tracking how candidates progress through your funnel, you can determine 
which sources and campaigns bring in the highest-quality candidates from underrepresented 
groups. From there, you can then adjust your sourcing spend to maximize the channels and 
promotions that bring in the most and highest-quality candidates. 

PEOPLESCOUT NEXT | Data & Diversity: Using Analytics to Achieve Your DE&I Goals 

For instance, you may find that a recruitment 
marketing campaign you’re running on LinkedIn 
that features diverse faces and real employee 
stories is bringing in far more diverse candidates 
than the same campaign on Facebook. You could 
then shift budget from the Facebook campaign to 
the LinkedIn campaign, thereby optimizing your 
channels. Additionally, you could compare the 
LinkedIn campaign featuring diverse employees to 
a different LinkedIn campaign featuring your office 
space and benefits package to see which type of 
content resonates best with candidates.

As an example, when one PeopleScout industrial 
client wanted to add more women to its primarily 
male workforce, we partnered with the company 
to build out a recruitment marketing initiative 
featuring the organization’s female employees. In 
tracking the results of the campaign, our client was 
able to see a marked increase in female applicants 
and hires tied directly to the recruitment marketing 
initiative. 

IDENTIFYING BARRIERS IN YOUR 
PROCESS

Building a more diverse, equitable and inclusive 
process doesn’t stop with sourcing; if you’re 
bringing a robust slate of diverse candidates 
into your pipeline, but very few candidates from 
underrepresented groups are actually hired, 
you may have a barrier somewhere else in your 
process: This could be an assessment with an 
unintentional bias; a recruiter or hiring manager 
who could benefit from more training; or an issue 
with your employment offers. In this situation, the 
right data can help determine exactly where the 
issue is occurring in your process and whether 
changes would result in a more equitable 
recruitment process. 

To understand where you may have an opportunity 
to improve your process, track the reasons 
that candidates are dismissed during the 
process, as well as how many candidates from 
underrepresented groups remain in your funnel at 
different stages during the process. Additionally, 
ensure that your ATS can track the reasons behind 
rejections, and then train recruiters and hiring 
managers to report that data accurately. Then, in 
your reporting tool, you’ll be able to identify if a 
particular step in your process precipitates a drop 
in candidate diversity.

For instance, your reporting may show that a 
recently added video interview step resulted 
in more candidates from diverse backgrounds 
dropping out of your funnel. In this case, you could 
try converting the video interview to a phone or 
on-demand audio interview to see if it improves 
results. Similarly, your reporting could show that 
you have one recruiter or hiring manager with a 
higher percentage of diverse candidates falling out, 
which could lead to an opportunity to implement 
more training. Or, you could see that candidates 
from diverse backgrounds are successful 
throughout your recruitment process, but then turn 
down your employment offers. If that’s the case, 
then you may want to look at your benefits, offer 
process or employer value proposition. 

OPTIMIZING 
DIVERSITY 
SOURCING

Data to Gather
• Candidate self-identification
• Sourcing channel
• Campaigns as sources
• Tracking the candidate from 

application to hire

Goals
• Determine sourcing channels that 

produce strong candidates from 
underrepresented groups

• Adjust spend to maximize applicant 
diversity 

• Measure the success of your diverse 
campaigns and recruiting strategies

By JASON KAPLAN

https://www.pwc.com/us/en/library/pulse-survey/future-of-work/cfo.html
https://www.bcg.com/publications/2019/fixing-the-flawed-approach-to-diversity
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USING SURVEYS TO IMPROVE INCLUSION

Our first examples focused on improving diversity 
and equity in the recruitment funnel, but you can 
also use data to measure and improve inclusion. 
Your goal is to understand how candidates feel 
about your hiring process, as well as how new 
employees feel about your onboarding process and 
company culture—and the best way to measure this 
is to simply ask them.

In fact, you can and should survey candidates 
at different stages of your recruitment funnel. 
Fortunately, there are a variety of candidate 
survey tools that you can integrate into your ATS to 
automatically ask candidates for feedback about 
their experiences, which can then provide critical 
insights about points where you may be alienating 
certain candidates. Yet, very few employers 
regularly ask candidates for feedback about the 
recruitment process: According to a survey by 
PeopleScout and HRO Today, only 29% of employers 
in North America regularly ask for candidate 
feedback, while 33% never do so. In Europe, 
the Middle East and Africa (EMEA), the data is 
somewhat better, with 42% of recruiters reporting 

that they regularly request candidate feedback, 
whereas 24% say that they never do.

Essentially, there are two different ways you can 
gather and gauge the results of your surveys, and 
it all comes down to the questions that you ask. A 
strong survey will have a mixture of both scored 
questions and open text responses; the scores 
help you identify trends over time, while the text 
responses help you drill into specifics. 

Surveys can also help measure your success 
and identify problem areas—especially when 
coupled with your recruiting data. For example, 
if you ask candidates how they feel about the 
interview process and those scores start to trend 
downward, you can review your recruiting data to 
see if you notice any changing trends. Likewise, if 
you see more candidates from underrepresented 
backgrounds dropping out just before or after an 
interview, you can evaluate and determine why 
your interview process is negatively affecting 
candidates—especially if you also have text 
responses that provide specific feedback. 

Going a step further, you can also survey new hires 
to measure inclusion in your onboarding process. 
A Gartner study featured in the Harvard Business 
Review identified seven factors that can provide a 
holistic view of inclusion within your organization:

1. Fair treatment: Employees at my organization 
who help the organization achieve its strategic 
objectives are rewarded and recognized fairly.

2. Integrating differences: Employees at my 
organization respect and value each other’s 
opinions.

3. Decision-making: Members of my team fairly 
consider ideas and suggestions offered by other 
team members.

4. Psychological safety: I feel welcome to express 
my true feelings at work.

5. Trust: Communication we receive from the 
organization is honest and open.

6. Belonging: People in my organization care 
about me.

7. Diversity: Managers at my organization are as 
diverse as the broader workforce.

IDENTIFYING 

BARRIERS IN 

YOUR PROCESS

Data to Gather
• Candidate and new hire self-

identification 
• Candidate progress through the 

recruitment funnel 
• Reason for candidate rejection 
• Recruiter and hiring manager trends 

Goals
• Identify where candidates from 

underrepresented groups are 
dropping out of your interviewing and 
screening process

• Adjust to reduce unconscious bias 

Then, if your survey finds that new hires from 
underrepresented backgrounds feel less of a sense 
of belonging or less safe expressing their true 
feelings at work, you can evaluate and improve your 
onboarding process and, through further surveys, 
measure the influence of any changes you make.

As employers continue to work to improve diversity, 
equity and inclusion within their organizations, it’s 
critical to have the right tools in place to identify 
opportunities for improvement and measure 
success. 

USING SURVEYS 

TO IMPROVE 

INCLUSION

Data to Gather
• Candidate and new hire self-identification 
• New hire survey responses 
• Onboarding survey responses 
• Candidate survey responses

Goals
• Identify and remove barriers in your hiring 

process
• Measure employee engagement and 

inclusion 

Talent acquisition leaders play an 
important role in achieving those 
goals, and a trusted RPO and 
technology partner can provide 
valuable insights and market 
trends. 

To learn more about what talent 
leaders can do, download our 
ebook, Progress in Action: 
Moving Toward a Globally 
Diverse and Inclusive Workplace.

READ EBOOK NOW

https://www.peoplescout.com/insights/progress-in-action-moving-toward-a-globally-diverse-and-inclusive-workplace/
https://www.peoplescout.com/insights/progress-in-action-moving-toward-a-globally-diverse-and-inclusive-workplace/
https://www.peoplescout.com/insights/progress-in-action-moving-toward-a-globally-diverse-and-inclusive-workplace/
https://www.peoplescout.com/insights/progress-in-action-moving-toward-a-globally-diverse-and-inclusive-workplace/
https://www.peoplescout.com/insights/stand-apart-in-the-battle-for-great-talent/
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EMPLOYEE ENGAGEMENT: STRATEGIES 
FOR REDUCING TURNOVER WITH AN 
ENGAGED WORKFORCE 

By LISA LOFTUS 
trend writer

By now, employers across the world are well aware of the Great Resignation phenomenon 
and watching as employees leave their jobs in droves, presumably in search of higher pay, 
better benefits and more flexibility. But, as experts look to determine the cause of the Great 
Resignation, they’re finding that it’s not always an issue of industry, role or pay. Rather, the 
culprit lies often within the organization in the form of employee disengagement. 

THE GREAT DISCONTENT

Like many job market trends, this lack of employee engagement is blamed primarily on the 
long-term effects of the pandemic. That’s because the pandemic not only put millions out of 
work, but it also took a serious toll on the mental health of many people, particularly those in 
frontline and customer-facing industries, like healthcare, restaurants and retail. Further, the 
pandemic caused many to reexamine their work/life balance, rethinking what really mattered 
to them and where they spent the majority of their time. Now, more than ever, people want to 
feel like their work matters and that their hard work is valued.

By some, this post-pandemic trend of declining employee engagement has been dubbed “The 
Great Discontent,” while others have referred to it as “The Silent Resignation.” Either way, 
labor market experts feel it’s partly to blame for the talent shortage. In the thick of COVID-19 
in 2020, workers remained loyal to their companies, worried about what the fragile economy 
would mean for the future of their jobs. But now, workers find themselves in the driver’s seat, 
keenly aware of their value to employers—and their expectations and needs are shifting. 

Notably, these needs are unique to each employee and, when met, motivate them to do their 
best work. However, actively disengaged employees are typically disgruntled and disloyal 
because they feel most of their workplace needs are not being met. Therefore, when it comes 
to improving employee engagement, there’s no “quick fix.” Rather, it requires a cultural shift, 
as well as providing employees with things like a clear career path, recognition, a sense of 
belonging and flexibility. And, in the wake of COVID-19, these factors are more important than 
ever in driving employee engagement and loyalty in an organization.

Gallup recently reported that 2021 was the first year in more than a decade in which 
the percentage of engaged workers declined, with just 34% engaged and 16% actively 
disengaged.
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THE BENEFITS OF AN ENGAGED WORKFORCE

While employee needs have shifted due to the pandemic, employee engagement has long been a 
foundational component to business success: Engaged employees produce better outcomes than their 
disengaged peers, regardless of industry and company size. As such, companies with an engaged workforce 
are 17% more productive and 21% more profitable than their counterparts. Moreover, highly engaged 
employees are also more likely to exceed performance expectations and are also more invested in the 
long-term goals of the company. Plus, engaged employees are not only top performers, but they’re also 
less likely to leave an organization. Accordingly, companies with low employee engagement report turnover 
rates that are 31% to 50% higher than companies with low levels of employee engagement. 

Conversely, disengaged employees also affect a business’ bottom line and overall productivity—and the 
cost of an unengaged workforce is significant: According to Gallup’s State of the Global Workplace: 2021 
Report, the productivity loss of unengaged* and actively disengaged** employees is equal to 18% of their 
annual salary. So, for a company of 10,000 employees with an average salary of $50,000 per employee, 
disengagement costs more than $60 million per year. In total, Gallup estimates that low engagement costs 
the global economy $8.1 trillion annually. 

* Unengaged employees are psychologically unattached to their work and company. Because their 
engagement needs are not being fully met, they’re putting time—but not energy or passion—into their 
work.

** Actively disengaged employees aren’t just unhappy at work; they’re resentful that their needs aren’t 
being met and are acting out their unhappiness. Every day, these workers potentially undermine what their 
engaged coworkers accomplish.

Source: Gallup’s State of the Global Workplace: 2021 Report

COMPANIES WITH AN
ENGAGED WORKFORCE ARE:

THE COST OF EMPLOYEE DISENGAGEMENT:

COMPANIES WITH LOW ENGAGEMENT 
REPORT:
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(Source: Haiilo)

(Source: Gallup)

(Source: Culture Amp)

https://www.gallup.com/workplace/351545/great-resignation-really-great-discontent.aspx
https://www.gallup.com/workplace/351545/great-resignation-really-great-discontent.aspx
https://blog.smarp.com/employee-engagement-8-statistics-you-need-to-know
https://www.cultureamp.com/blog/employee-engagement-and-retention#:~:text=A%20Gallup%20study%20of%2023%2C910,those%20in%20the%20top%20quartile.
https://www.gallup.com/file/workplace/349484/state-of-the-global-workplace-2021-download.pdf
https://www.gallup.com/file/workplace/349484/state-of-the-global-workplace-2021-download.pdf
https://www.gallup.com/file/workplace/349484/state-of-the-global-workplace-2021-download.pdf
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COMPONENTS OF A POST-COVID EMPLOYEE ENGAGEMENT STRATEGY

Alternatively, the benefits of an engaged workforce are clear, both in ensuring the success and profitability 
of a business and as a strategy for retaining employees and combating the Great Resignation. But, what 
does a solid employee engagement strategy look like? The following components have emerged as common 
themes to address post-COVID worker expectations and increase employee engagement.

Flexibility

Flexibility has always been a valued element of the work experience, but the need has increased 
tremendously as a result of COVID-19. Now that employees know it’s possible to work successfully from 
home—proving they can be productive away from the office even under difficult circumstances—there’s no 
going back.  

In an interview with CBS News, LinkedIn’s chief economist, Karin Kimbrough, shared that Americans are 
2.5 times more likely to apply to a job that’s remote versus a job that’s not. However, flexibility doesn’t 
necessarily mean working from home; not everyone thrives in that environment, and it may not even be 
possible given their role or industry. Rather, flexibility means letting employees determine when and where 
they do their best work—and being flexible enough to accommodate an all-remote, all-on-site or hybrid 
schedule. 

Appropriately, LinkedIn announced in July 2021 that the company would allow employees to choose their 
preferred work set-up, which includes a fully remote option. This policy applies to its global workforce of 
more than 16,000 employees.

PRE-PANDEMIC
1 in every 67 jobs was remote. 
Now, it’s 1 in 7. 

Work/Life Balance

Closely tied to flexibility is the need for a healthy balance between work and personal life. The pandemic 
fundamentally changed how people work, as well as how they view work. As a result, their work/life 
boundaries and expectations have changed—and they have no desire to go back to the way things were. In 
fact, a 2021 LinkedIn survey found that a healthy work/life balance was the highest priority for job-seekers, 
outweighing even excellent pay and benefits. 

Globally, countries like France, Spain, Belgium, Italy, India and others are modernizing their labor laws to 
protect people’s right to a healthy work/life balance and the “right to disconnect.” For instance, in Portugal, 
new legislation makes it illegal for employers to contact remote workers after hours. Clearly, employers 
that create a people-first culture that acknowledges the complexities of juggling work on top of personal 
responsibilities demonstrate empathy—and, therefore, build employee trust and loyalty.
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(Source: CBS News)

Appreciation

Unfortunately, too many employees feel undervalued and unappreciated at work—an issue only made worse 
by COVID burnout and a lack of physical proximity to leaders and colleagues. Employees need to receive 
timely acknowledgement and appreciation from their managers through regular check-ins or one-on-one 
meetings in order to feel that they are valued and their hard work is appreciated. Recognition from peers is 
also an important factor in making employees feel appreciated and respected. 

With this in mind, in 2020, PeopleScout developed The Big Thank You campaign for King’s College Hospitals 
in the UK as a way of strengthening its employer brand to help recruit healthcare assistants and nurses. For 
the project, photographs were taken of 166 participants across the hospital and 350 thank you messages 
were collected to create 350 pieces of beautiful, highly visible artwork displayed in 18 different installations 
across the hospital’s three main sites. And, although the initial goal of the campaign was recruitment, it was 
amazingly well-received by hospital staff, as well, who showed genuine appreciation for being recognized on 
such a grand scale. 

“The staff response to these images has been extraordinary and has created a real buy-in and the internal 
buzz that we were after. It has been fantastic and has gone way beyond my expectations.” 

- Nicola Ranger, Chief Nurse & Executive Director of Midwifery
   King’s College Hospitals
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https://www.cbsnews.com/news/great-resignation-60-minutes-2022-01-10/
https://www.reuters.com/technology/linkedin-allow-most-employees-work-remotely-reversing-course-2021-07-29/


28 29

Connection

In this world of remote work, feeling a sense of 
connection or belonging is even more of a challenge. 
Virtual work can cause us to lose the personal touch 
and Zoom meeting fatigue is real. What’s more, 
feelings of disconnectedness or exclusion may 
preoccupy employees and cause them to be unable 
to put their full energy into work. Eventually, this 
inevitably leads to a decrease in productivity and 
effort, and can even influence an employee’s intent 
to stay with the company. 

Conversely, when people feel connected to their 
colleagues and their leaders, they thrive. As an 
example, professional services firm EY in the UK has 
committed to fostering an environment in which all 
differences are valued and employees feel a sense 
of belonging. For instance, in 2018, they launched 
an internal “belonging” campaign that included 
internal communications, posters and interactive 
digital experiences. Then, in 2019, the firm launched 
a “strong when you belong” newsletter that has 
helped elevate the voices of employees from a 
variety of backgrounds.

Along the same lines, the Gender Working Group 
at EY also ran a series of sessions (dubbed “Let’s 
Chat”) to create forums for employees to connect, 
learn, listen, and share experiences to support and 
grow together. These efforts demonstrate the power 
of bringing people together, particularly during what 
has been a difficult time.

Career Development & Growth

Employees want a defined and visible career 
path to envision a future with the company, and 
conversations about development are especially 
vital to retaining Millennials. Moreover, companies 
that invest in the growth of their employees see 
a direct influence on employee engagement and 
retention.

For instance, Microsoft has prioritized employee 
engagement and invested in the overall employee 
experience by introducing a program that helps 
its contact center agents be more productive, 
responsible, and engaged through advanced 
gamification in a platform that combines learning 
and performance data: The program creates 
personalized goals for each employee with 
reminders of how each activity they do gets them 
closer to those goals. Soon after the program was 
implemented, 78% of Microsoft’s call center agents 
said they felt more empowered and ready to do well 
at work.  

Other Factors to Consider

It’s worth noting here that when it comes to 
employee engagement, one size does not fit all; 
different workplace needs have different effects 
on different people. For example, flexibility might 
be more important for working parents, whereas 
career development is a key factor for younger 
employees. As a result, the best employee 
engagement efforts focus on the individual, with 
managers truly understanding what motivates their 
team and helping their employees access those 
motivators. 
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Speaking of managers, an employee’s view of their role and the company is largely formed through their 
experiences with their leader. More precisely, companies with strong employee engagement invest in 
developing effective managers that champion a positive employee experience. Clearly, there’s truth to the 
cliché, “People don’t leave companies; they leave managers”: Gallup determined that it took more than a 
20% pay raise to lure most employees away from a manager who engaged them, whereas it took next to 
nothing to poach most disengaged workers.

10 Strategies for Improving Employee Engagement

Importantly, employee engagement efforts don’t have to be overly complex or break the bank; consider 
implementing just one or two of these practical strategies to improve employee engagement within your 
organization.

While many of the pandemic’s effects feel out of our control, employee engagement is an area where 
employers can have a significant influence. In this historically competitive labor market, it’s crucial to 
build a motivated, engaged and loyal employee base in order to retain top talent. And, an employee-first 
approach centered on communication and connection—thereby enabling employees’ best work—will ensure 
employee well-being and, ultimately, the success of your business. 
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1. Talk with your team members to understand 
what motivates each of them. Then, identify at 
least one strategy for meeting that need.

2. Add 10 minutes to your next team meeting 
agenda for “shout-outs,” in which leaders and 
employees recognize others for exceptional 
work.

3. Schedule recurring one-on-ones with your 
direct reports and make a conscious effort to 
ask them about something that interests them 
personally before talking about work.

4. Create a formal process to identify skills gaps or 
new skills employees need to succeed in their 
current or future roles.

5. Start a peer recognition program using an 
online tool.

6. Invest in a formal learning and development 
program, such as LinkedIn Learning.

7. Survey employees about their preferred work 
schedules and locations, and then accommodate 
those preferences as much as possible.

8. Provide an open channel for employees 
to provide feedback, ideally allowing for 
anonymous responses.

9. Have frequent conversations with employees 
regarding their career goals and aspirations. 
Establish a clear path for reaching those goals 
within your organization.

10. Communicate proactively and often. Remind 
employees that they’re a part of something 
bigger and play an important role in the 
company’s success. Share company strategy, 
performance, successes and lessons learned.
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BOOMERANG EMPLOYEES: HOW 
LOOKING BACK CAN HELP PROPEL YOUR 
ORGANIZATION FORWARD 

By JASMINE PATEL 
trend writer

As employees around the world quit their jobs in droves, the Great Resignation quickly became 
a global phenomenon and job openings across industries hit all-time highs. In order to keep 
up with this increasing demand for workers, employers are expanding their talent pools in a 
variety of ways, including searching across new geographies, considering workers who are 
changing careers, implementing innovative recruitment marketing techniques and more. 

However, as a result of the Great Resignation, we’re beginning to see an alternative talent 
pool emerge: Boomerang employees—workers who voluntarily resign from your company 
and later rejoin. In this article, we’ll explain who boomerang employees are; the benefits and 
considerations of hiring them; and how to attract this unique group of talent.

WHO ARE BOOMERANG EMPLOYEES?

Before you consider rehiring an employee who previously left your organization, it’s important 
to understand the key differentiators that separate potential boomerang employees from 
permanent alumni. 

As the term suggests, permanent alumni will remain just that—permanently separated 
from an organization. These individuals likely stayed at the company for many years and had 
a good grasp of the organization’s overall culture and values. However, at a certain point, 
these individuals decided that the company was not the right fit for them; this could be due 
to dissatisfaction with company culture, the need for a career change or any number of other 
work-related issues. Note here that a key factor in any of these reasons for leaving is an 
internal desire to resign.

Conversely, boomerang employees are more likely to have left a company quickly due to 
external factors, such as a sudden family emergency or an unexpected competing job offer 
that was too good to decline. So, while permanent alumni chose to leave because they were 
unsatisfied with the company in some way, boomerang employees are more likely to consider 
rejoining because they left for other reasons—none of which implied that they had an issue 
with the company in the first place.
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Meanwhile, some people may leave to pursue new opportunities because they’re unsatisfied in some way 
and are hopeful that the “grass will be greener” elsewhere. Then, if they find that isn’t the case, they may 
also be inclined to return to a previous company with a newfound appreciation.

During the pandemic, the world was reminded how quickly life can change. Whether employees left your 
organization to pursue other opportunities or to prioritize caring for their family, these types of employees 
create a whole new pool of talent that could be the perfect fit for your organization. After some time has 
passed, many of these people could be on the job hunt again—and your organization could serve as the right 
choice at the right time. 

“Five years ago, I chose to take a career break to raise my family. When the boys started school, I was ready 
to pick up my career again. As chance would have it, PeopleScout had identified a role working on a project 
supporting two big clients, and I was excited about the prospect of this new challenge. The company had 
changed a lot in the time I was away, so I was grateful for the in-depth introduction process and support from 
management and colleagues upon my return. The flexible working arrangement that PeopleScout offers 
means that I’m able to achieve the balance between working and looking after my family, which is fantastic. 
I’m happy to be back and am looking forward to developing my career over the coming years.” 

- Shelley Romero, Media Solutions Manager
   PeopleScout UK

“Due to business changes during the pandemic, I was assigned to a new client account and, after much time 
and consideration, I knew it just wasn’t the right fit for me. Though I did not want to leave, it was in my best 
interest to resign at that time. However, I stayed in contact with my previous manager and colleagues, and 
when an opening arose, they asked me, ‘Are you ready to come back home?’ It was never a matter of if, but 
when I was coming back. Everything needed to align—the right position, team and leadership. I was hesitant 
to return after my last experience that caused me to resign, but I knew what ‘home’ felt like, and I couldn’t be 
happier in my current position at PeopleScout!” 

- Alison Thompson, Senior Recruiter
   PeopleScout

PEOPLESCOUT NEXT | Boomerang Employees: How Looking Back Can Help Propel Your 
Organization Forward  

https://www.washingtonpost.com/world/2021/10/18/labor-great-resignation-global/
https://www.washingtonpost.com/world/2021/10/18/labor-great-resignation-global/
https://www.peoplescout.com/insights/expand-talent-pool/
https://www.peoplescout.com/insights/expand-talent-pool/
https://www.peoplescout.com/insights/ideal-candidate-rpo/


32 33

BENEFITS OF HIRING BOOMERANG 
EMPLOYEES

Rehiring former employees can present a variety 
of benefits for employers. Here are some of the 
biggest reasons to consider looking back at your 
previous hires:

Save Time & Money

Hiring a former employee reduces the hiring 
timeline and cuts down on overall recruiting costs. 
And, because these employees have previous 
experience working at your company, they will 
require less time and fewer resources to onboard 
and get up to speed to hit the ground running.

Eliminate Second-Guessing

Additionally, when you hire a former employee, 
you won’t have to wonder whether they’ll be a 
cultural fit; you already know how they fit in with 
the company and how they work with various people 
in the organization—something that always remains 
a slight unknown when hiring someone completely 
new.

Gain Fresh Perspective

Former employees are unique in the fact that 
they have had some time to step away and see the 
organization from the outside. Often, employees 
may have left to advance their career at another 
company and gain valuable skills. Then, when 
they return, they’ll be equipped with increased 
knowledge and experience to bring new ideas and 
insight into your organization.

Boost Employer Brand

Rehiring employees also sends a positive message 
to existing employees and can improve an 
organization’s employer brand overall. Specifically, 
by giving employees a second chance, it shows 
that the company is willing to bring people back 
and help them reach their potential—even if they 
previously left on their own accord. Furthermore, to 
existing employees (perhaps some of whom were 
considering leaving themselves), it shows that the 
company is worth coming back to, thereby leading 
to improved retention and employee satisfaction. 
Moreover, it demonstrates that leaving doesn’t have 
to burn bridges—especially when the company sees 
the value of the whole person.

Make Employees Happy

Plus, employees who left a job during the 
pandemic may now realize that they miss some 
aspects of their old company. Returning to a 
previous employer with new skills and a fresh 
perspective can mean higher pay, more growth 
opportunities and, in some cases, the ability to 
work from anywhere, which may not have been 
an option pre-pandemic. Consequently, these 
employees will likely be happy with their decision 
to return—leading to improved productivity for your 
organization.

QUESTIONS TO ASK BEFORE HIRING 
BOOMERANG EMPLOYEES

While there are many reasons to hire previous 
employees, that doesn’t always mean you should. 
So, before you decide whether turning back to 
a former employee is the right move for your 
organization, keep these considerations in mind:

How Much Time Has Passed?

Account for how much time has passed since the 
employee initially left the company. For instance, 
an employee who left less than a year ago due to 
a personal emergency is more likely to be able to 
jump back in and get started than someone who left 
several years ago and has to learn new processes 
and technology.

Are They Adaptable?

Nowadays, change within an organization can 
happen fast, and if the employee has been away 
from the company for a while, it can be helpful to 
consider their level of adaptability: Are they willing 
to learn new systems and procedures? Or, will they 
be stuck in old habits from their first tenure?

Are They the Best?

Amid a labor shortage, it can be tempting to settle 
for the easiest, quickest option to fill an open role. 
However, it’s important to think long-term: While 
this employee will cost less to hire and is a good 
cultural fit, are they truly the best person for the 
job? Consider whether this employee performed 
well in their previous tenure with the company, 
which is a good indicator of how they will fare the 
second time around.
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Were They Missed?

While an employee’s individual performance may 
have been stellar, it’s important to understand 
their influence on the team. In particular, did they 
get along well with colleagues, or was it a relief 
for people when they left? When bringing back 
an employee, ensure that their return will have a 
positive effect on the productivity of the team as a 
whole.

Why Do They Want to Return?

Find out what made the employee choose to leave 
in the first place. Is that reason still going to be an 
obstacle moving forward? It’s important to ask what 
has changed since the time when they initially left. 
While familial or personal reasons would likely be 
resolved, you might have a bigger issue on your 
hands if they left because the company was not a 
good fit the first time. So, ask the former employee 
why they want to return. Then, if you’re looking 
for long-term talent, try to get a grasp of whether 
they’re ready to commit to your company for the 
foreseeable future. If they aren’t, you may have a 
permanent alumnus on your hands.

HOW TO KEEP THE DOOR OPEN TO 
BOOMERANG EMPLOYEES

As the past two years have shown us, things 
happen—often unexpectedly. For one reason 
or another, people might be pulled in another 
direction and have no choice but to leave your 
company a little too soon. When this happens, it’s 
important to understand why they’re leaving and if 
there’s anything the organization could have done 
to encourage them to stay. If not, perform exit 
interviews and get an idea of what is working and 
what can be improved upon in your organization.

While some employees may choose to reapply to 
your company in the future, many former employees 
may never consider rejoining or even know it’s an 
option without first hearing from a former colleague 
or manager. In this situation, what’s the best way to 
reach out to these former employees?

To start, be sure to part on good terms. If the 
employee is one whom you would be eager to 
welcome back to your team again, make sure they 
know that when they leave. In today’s world that’s 
driven by social media, it’s easier than ever to stay 
connected across job changes. So, keep in touch 
with high-performing employees after they leave 
and proactively check-in with them when you’re 
ready to bring them back.

“Having former employees return to my team has been a true privilege. There is something about a 
second chance to help someone grow and develop and to be entrusted to help them achieve their career 
goals that is very special. I have the honor of having three boomerang employees on my current team. I 
am grateful that they rejoined and for the incredible know-how, passion and commitment that they bring 
to our team. I will continue to do all I can to support their success so that they can see their future here.” 

- Caroline Sabetti, Chief Marketing Officer, PeopleReady & PeopleScout
   Senior Vice President, TrueBlue Communications
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1. EXISTING EMPLOYEES

For a former employee, it 
can be extremely powerful to 
hear directly from a former 
leader that the company 
and team wants them back. 
And, by hearing directly 
from a manager, the former 
employee is likely to take the 
offer seriously and understand 
that they are specifically who 
the team and leader want.

2. DIRECT MANAGER OUTREACH

If you have an opening on 
your team and some of your 
existing employees still 
maintain relationships with 
former staff, your current 
team can be helpful in re-
recruiting this talent. Let 
your current employees know 
you’d like to consider a former 
employee for the role and, if 
they’re willing, they can bring 
the idea up with the former 
colleague and encourage them 
to apply.

In addition, consider these three strategies for re-recruiting former employees:

“I had the opportunity to work for our sister company Staff Management | SMX before leaving for another 
position outside of TrueBlue that allowed me to get specific experience in a different facet of marketing. 
After gaining valuable experience for a period of time with a different organization, my former leader at Staff 
Management | SMX reached out to me to discuss an opportunity to join PeopleScout in a new role. I was 
thrilled to be able to rejoin TrueBlue and put to use the experience I gained outside of the company. Rejoining 
TrueBlue and joining PeopleScout was an easy decision due to the positive experience that I had during my 
original time with the organization, as well as due to the ability to work directly for my former leader once 
again.” 

- Sarah Candelario, Vice President of Marketing and Communications
   PeopleScout

BEYOND THE BOOMERANG EMPLOYEE

While looking to former employees serves as a strong new talent pool, it’s just one part of an organization’s 
larger rehiring and retention strategy. 

For example, in addition to traditional boomerang employees, the pandemic has also introduced an 
alternative group of potential employees—those who were furloughed. While these employees didn’t leave 
voluntarily, they can still be considered for boomerang status and serve as yet another talent pool to reach 
out to when needs arise.

But, in order for people to be willing to come back, organizations must ensure that their company is 
one that people want to return to (or, ideally, one they won’t want to leave at all). This means fostering a 
welcoming and empowering culture, as well as placing strong emphasis on growth and development of all 
employees.

In summary, when people feel valued, included and invested in, they’re less likely to leave your company 
for another. Then, even when human factors cause them to be pulled away, they’ll be willing and ready to 
return when the time is right.

If your company is looking 
to fill multiple roles at once, 
a larger campaign might 
make the most sense. This 
can include a list of all high-
performing employees who 
left in the last year and serve 
as a check-in to see where 
they are in their career 
now and whether they’d be 
interested in taking on a new 
role in the company.
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3. EMAIL CAMPAIGN

IS THE FUTURE OF CONTINGENT LABOR 
REMOTE? THE REMOTE CONTRACT 
EMPLOYEE REVOLUTION 

By ERIC DYSON 
trend writer

The world of work is currently experiencing a profound and lasting transformation in the labor 
force—one that may determine which organizations remain productive and competitive in the 
years to come. 

At the onset of the pandemic, millions of workers worldwide exited the workforce for a 
variety of reasons, including illness, health concerns, family caregiving responsibilities and, 
unfortunately, staff reductions. But now, a new workforce exodus fueled by burnout and 
workers reevaluating their careers has led to the ongoing Great Resignation as millions 
of employees resign in record numbers. As a result, talent teams are facing record labor 
shortages across all industries.

Meanwhile, alongside the rise in remote and freelance work options, organizations are now 
rethinking where work is performed, who is doing the work, and the composition of their 
workforces in order to combat turnover and fill critical talent gaps. What’s more, the wide 
adoption and success of remote work has provided contract employees with evidence that they 
can now expect more in terms of workplace flexibility, thereby creating ideal conditions for 
building and managing a robust remote contingent workforce.

In this article, we’ll discuss the drivers that are propelling the remote contract workforce 
trend; how to manage remote teams of contracted employees; and the opportunities and risks 
that employers face when hiring non-contingent remote talent.

THE REMOTE CONTRACT EMPLOYEE LANDSCAPE 

Prior to the COVID-19 pandemic, demand for skilled contingent talent was already high: In a 
2019 survey by Oxford Economics and SAP, 48% of executives reported that their companies 
could not conduct business without contingent talent, and contingent workers made up nearly 
one-quarter of their human resources spend. And, although COVID-19 has upended many 
talent strategies and trends, it’s only increased the demand for contingent talent. 

Likewise, according to a 2021 report from the UN’s International Labor Organization, there will 
continue to be an increased demand for contingent labor post-COVID. What’s more, a Gartner 
survey found that 32% of organizations were replacing full-time workers with contracted 
employees as a cost-saving measure. Consequently, with an increased focus on attracting and 
hiring contingent talent, talent leaders must understand how large-scale shifts and emerging 
talent drivers are changing how contract employees work, as well as what they expect from 
employers.  
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What’s Driving the Rise in Remote Contract 
Employment?

The Great Resignation is leading to a rise in the 
number of skilled professionals who are opting 
out of traditional work arrangements in favor of 
freelance opportunities. In fact, according to a 
recent survey conducted by Qualtrics, one in three 
workers were considering leaving their jobs, while 
almost 60% said the pandemic had caused them 
to completely rethink their careers. Employers 
have also taken notice and many organizations are 
engaging with contract employees who have niche 
expertise or a specific skill set in order to help fill 
the gap on projects or assignments.

However, with many knowledgeable and skilled 
professionals hitting the freelance market, the 
dynamic between employee and employer will likely 
shift. That’s because many independent contractors 
think of themselves in more entrepreneurial terms 
than traditional employees. So, a contractor may 
view themselves as both a business entity and a 
worker. This makes sense when you factor in the 
additional responsibilities that a contract employee 
may have to navigate, such as tax preparation, 
securing benefits and other administrative tasks 
that permanent hires may not have to face. 

Plus, with these additional considerations, time is 
an essential commodity for contract employees 
who are looking to balance project productivity 
and necessary business tasks. As such, employees 
across all classifications are increasing productivity 
through remote work arrangements. According 
to a survey by the Becker Friedman Institute for 
Economics at the University of Chicago, nearly 
one-third of respondents said they thought they 
were just as productive working from home as they 
were in the office. Another 30% of respondents told 
researchers that they were more productive and 
engaged working from home. This same research 
team then calculated that working remotely 
reduced the commuting time of the 30,000 survey 
respondents by 62.4 million hours per day—an 
aggregate time savings of more than 9 billion hours.

Clearly, the amount of time saved and the 
productivity boost provided by working remotely 

made contract employees more motivated to seek 
contracts that allowed for increased flexibility in 
terms of location. This level of flexibility can also be 
seen as a benefit for contractors seeking a greater 
work/life balance. 

The Global Effect of Remote Contract Work

Improvements in technology mean that it’s 
now easier to access talent and work efficiently 
from almost anywhere—making the future of 
contract work borderless. Because of this, many 
organizations have extended their workforce 
procurement programs internationally.

More precisely, businesses are willing to meet 
workers where they are and hire them from 
locations previously considered untenable for 
logistical reasons. Not only does this expand the 
available talent pool, but it also extends markets, 
bringing organizations closer to clients, suppliers 
and the communities they serve.

Granted, hiring remote contract employees in 
multiple geographies can be challenging as 
employers have to navigate significant regulatory 
complexities to ensure that workers are legally 
employed, culturally included and professionally 
supported.

REMOTE CONTINGENT EMPLOYMENT & 
COMPLIANCE 

Worker classification has always been a top concern 
for organizations leveraging contingent labor. That’s 
because the penalties and fines associated with 
misclassifying talent not only affect your bottom 
line, but can also harm an organization’s reputation 
among contract workers. 

Now, with so many skilled professionals opting 
for contingent work over traditional employment, 
properly classifying workers should be a renewed 
area of focus for employers leveraging contract 
employees. Even so, organizations may not realize 
the potential effect that changes to tax codes or new 
laws may have on their entire workforce—including 
contingent workers.
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In the U.S., for example, there are six federal 
agencies governing who qualifies as a contracted 
employee: the IRS, U.S. Department of Justice 
(DOJ), U.S. Department of Labor (DOL), National 
Labor Relations Board, Occupational Health and 
Safety Administration (OSHA), and Wage and Hour 
Division of DOL. Unfortunately, the lack of continuity 
among these agencies—as well as the conflicts that 
arise between state and local laws—make it difficult 
for employees to keep up. However, resources like 
the IRS’s independent contractor checklist can 
help employers better understand the relationship 
between contractor and employer.  

Employers can also engage an MSP provider 
experienced in navigating the complex compliance 
and regulatory landscape surrounding contract 

employment. Specifically, an MSP provider can 
help an organization build a consistent auditing and 
classification process across the entire enterprise, 
as well as become a trusted partner and effective 
manager of a hybrid workforce. 

Contract Employee Compliance in an Increasingly 
Global World 

When engaging an international contract worker, 
organizations also need to ensure that the contract 
worker won’t be considered an employee according 
to their local laws. Each country has its own laws to 
determine whether someone should be considered 
an independent contractor. For example, in the UK, 
employers use the off-payroll working rules (IR35), 
whereas Serbian employers use the Independence 
Test to determine employment status.
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MANAGING A REMOTE CONTRACT 
WORKFORCE 

Employers must also be aware of how to meet 
the needs of contingent workers, as well as how 
to create an environment that serves both those 
workers and the organization’s business needs.  

Notably, the leadership skills required for managing 
remote contractors depend on the specifics of each 
role, contract term and project scope. Organizations 
should also be on the lookout for top-performing 
contractors who have the potential to transition 
to permanent, full-time roles under the right 
circumstances.

Integrating Contractors into Your Team 

Regardless of the contract length, integrating 
contractors into an organization’s culture can 
prove to be a valuable strategy. For instance, in the 
short-term, ensuring that contractors have direct 
and seamless access to the right people will aid in 
your company’s ability to deliver the best project 
result and productivity. Alternatively, in the longer 
term, integrating contractors into an organization’s 
culture can help increase the potential of hiring 
high-performing workers again in the future, as well 
as create advocates for the organization. 

As such, organizations should clearly articulate the 
dynamics of the institution and its culture from the 
beginning stages during the interview process. Then, 
after the contractor starts, they should reiterate 
those specifics again during the onboarding process. 
This will help both the employer and the contractor 
to determine whether the role is a good fit. 

Managing Communication with Contingent Team 
Members

At the onset of working with each contract 
employee, make sure to align on communication. 
In particular, it’s crucial to set expectations on 
which communication channels are to be used. 
For example, will the contractor be joining Slack 
channels? Are team communications more 
formal or casual? How is confidential information 
communicated and handled by contractors?

Examples of other communication expectations to 
set with contract employees include:

• When do you expect the team to be available?

• What’s your expectation per channel? Do you 
avoid text altogether? Are all calls expected to 
be conducted via video?

• If a discussion is urgent, what’s the best channel 
to use?

Of course, disruption and change will inevitably 
continue as the global economy and talent 
marketplace recover. Fortunately, one of the best 
strategies an organization can leverage in order to 
remain productive and create sustainable future 
growth is to invest in a more flexible workforce to 
shore up unexpected skill gaps. Essentially, to find 
the right balance between in-office and remote 
talent—as well as between payroll and contingent 
labor talent—employers must embrace new talent 
solutions, tools and strategies for the new remote 
hybrid workforce.
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TALKING TALENT LEADERSHIP PROFILE: 
RICK BETORI  

By NICOLE FUQUA 
senior writer

suburbs. “And, it’s not about the fact that it went through their legs; it’s what they do after and 
how they respond when things don’t go according to plan. That’s one of the most important 
things I can do in my role as a leader.”

Rick thrives when there’s a challenge to tackle, when there’s a problem to solve and when 
there’s the opportunity to connect the right person with the right job in a difficult labor market. 
It’s an important quality as employers face a talent landscape that has been transformed by 
the pandemic.

Although Rick joined PeopleScout in 2021, he has been a part of the TrueBlue organization 
since 2011, most recently leading delivery operations at PeopleReady, where he helped 
spearhead the company’s digital transformation. As such, he understands how technology, 
combined with human expertise, can solve the toughest talent problems. We talked to him 
about the role of talent technology in 2022.

You’re not new to TrueBlue, but you are a relatively new face here at PeopleScout. What 
makes you really excited about talent acquisition right now?

I’m excited because I believe that we can truly help companies that are facing some of their 
largest hiring challenges in their histories. Talent acquisition teams need creative partners to 
help them succeed, and I’m thrilled to be a part of finding those solutions.

I’m also passionate about our talent technology platform, Affinix™, and what it does to help 
candidates seamlessly move through the application process. Candidates have so many 
choices today; when they’re searching for a new role, they expect a great experience, and they 
want it to be fast. I also think that now more than ever, data and analytics will be key in helping 
employers stay ahead of their competition in a difficult talent market. 

And finally, I’ve been a part of the TrueBlue family since 2011, so I’ve been able to witness the 
passion and energy of the PeopleScout team working to put our clients first. It’s been great to 
dig in with the team in these last few months. They bring this infectious energy to do what’s 
right for our clients and their applicants. I’m proud to be a part of this organization moving 
forward.
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Throughout the last couple of years, we’ve seen a lot of employers add technology to their recruitment 
process out of need. For talent acquisition leaders, where do you think their relationship with talent 
technology stands today?

I hate to start the answer to a question with “it depends,” but it really does vary.  We have seen many 
employers add technology solutions to deal with increased workload, compliance concerns, and to eliminate 
or simplify administrative tasks.

More recently, employers feel the pressures of attracting top talent, so they’re taking the next step, 
focusing on easing and improving the process for candidates. More companies are starting to leverage 
technology to reduce friction for candidates in the application process and at the same time, building a 
stronger employer brand.

Finally, we’re seeing leaders stepping back and asking, “How can technology, data and analytics inform our 
decision-making from a talent standpoint?” These leaders want more information around changes in roles; 
how the market is responding in their specific area; and how factors like the rise of the gig economy and the 
COVID-19 pandemic have influenced their prospective talent pools. 

The right technology can really make the recruitment process feel even more personal and enhance an 
organization’s employer brand. How can you make that happen? 

It’s about more than the right technology; it’s about the right technology at the right time. Employers can 
make the greatest impact by targeting specific points in the candidate’s journey.

For example, we know that candidates want to feel a sense of control in the process, and they want to feel 
as though things are moving forward. That means employers need to keep candidates feeling engaged and 
empowered. So, the right technology intervention could be implementing a pre-screen that candidates can 
complete by text or adding an interview self-scheduling tool. These give candidates the ability to feel like 
they’re taking the next step in the process, rather than waiting to hear back from someone.

Employers should also evaluate specific tools to ensure they fit with their brand. For example, candidates 
applying to a technology company would expect the process to include more advanced technology, more 
automation and a more cutting-edge approach to the recruitment process. On the other hand, candidates 
for positions where the work is focused on manual tasks or face-to-face interactions may expect a different 
experience. It’s not one-size-fits-all. 
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Rick Betori’s role as PeopleScout’s managing director 
of the Americas has a few similarities with a previous 
leadership position he held as coach of his children’s 
baseball teams.

“The ball is always going to roll in between someone’s 
legs,” he told me from his home in the Chicago 
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Why should employers reevaluate their technology stacks now?

In the current market, talent acquisition teams need to move faster than ever to identify and secure talent. 
The days of long recruitment processes, multiple interviews and multiple steps are over. 

Candidates have so many opportunities facing them today…and it’s not just different employers. Think about 
the impact of virtual work. It used to be that companies simply competed with other organizations in their 
area, but now, they compete for top talent with companies across the globe. 

Add that to that the fact that many employers are reporting a record number of job openings and they can’t 
ramp up their internal teams fast enough to keep up with the number of requisitions they’ve got to fill.  
The right tools, and the right partner, can make the process easier and even provide them a competitive 
advantage.

Adding new technology to an established process can be scary. What advice do you have for talent 
leaders to help them gain buy-in in their organizations?

First off, I’d say, if there wasn’t any fear, I’d be surprised. It’s human nature. But that’s not a reason not to 
automate. 

It starts with having a good, strong, proactive communication plan around the process—explaining what 
they’re doing and why they’re doing it. It should be transparent and easy to understand. The plan should 
clearly demonstrate the benefits for the team, and then, it’s important to gather feedback. There must 
be open lines of communication. It’s about letting people weigh in as you fine-tune the process. Finally, 
it’s great to recognize and celebrate the early adopters. We’ve seen a lot of success in highlighting the 
employees who engage and really embrace the change early on. 

With internal buy-in, it’s tough, and you can’t underestimate the challenge. However, a good, solid plan 
executed by leadership goes a long way.

Are there any final thoughts you’d like to leave us with?

I want to put an exclamation point on something I said earlier about the importance of speed in the current 
talent market. I know the types of pressures that talent leaders are under right now. I don’t have a crystal 
ball to tell you how long it will last, but I can say that when you find the right partner, they can help you start 
this process in a way that feels manageable, and that can also help you prepare for whatever challenge lies 
ahead. 
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RECRUITMENT TECHNOLOGY: HOW TO 
BUILD THE ULTIMATE TECH STACK

By ASHLEY KESSLER 
trend writer

Digital transformation has hit HR, and the world of recruitment has rapidly evolved with the 
growth of mobile apps, big data, artificial intelligence (AI) and analytics. As such, candidates 
now expect a tech-enabled recruitment experience, and building a talent acquisition tech 
stack has gone from “nice to have” to a critical part of a global recruitment strategy for any 
enterprise. However, with the influx of new talent acquisition technologies—from foundational 
platforms like an ATS to point solutions for sourcing, interviewing or recruitment marketing—
it can be hard to navigate the recruitment technology ecosystem and know where to invest 
your budget.

To that end, in this article, we’ll help you make sense of all of the available talent tech and how 
each recruitment system can benefit your business. You’ll learn important aspects to keep in 
mind as you build your tech stack, and we’ll provide some details on what features to look for 
as you evaluate solutions.

WORKING WITH A TECH-CAPABLE RPO PARTNER

One of the biggest value-adds that RPO brings is experience with the latest talent technology 
innovations. In fact, in 2021, new RPO engagements with technology included increased 
from 40% to 67% at PeopleScout. In particular, an RPO partner can help you assess talent 
acquisition software to address all aspects of your recruiting process, from identifying talent to 
creating a more efficient candidate experience. Your provider can also show you how emerging 
technologies—like AI, machine learning and predictive analytics—can boost your ability to 
attract top talent. 

In addition to consulting, some RPO providers are also investing in proprietary technology 
solutions, including application tracking systems (ATS), candidate relationship management 
(CRM) tools, analytics platforms and automation tools. These can come in the form of a single 
platform or as a set of integrated systems providing a modular approach that lets you add and 
remove solutions from your tech stack as your needs change.

INTEGRATE RECRUITMENT TECHNOLOGY FOR SEAMLESS OPERATIONS

Note that any new recruitment tool you consider should integrate with your current talent 
acquisition and HR systems. In this way, the integration will not only allow you to benefit from 
existing investments and grow as your needs change, but it will also help you streamline 
operations by eliminating the need for manual data entry—thereby saving significant time and 
effort. 

So, when evaluating any solution, ask about built-in integrations; if they don’t exist for one 
of your existing systems, evaluate the vendor’s ability to support you through an application 

PEOPLESCOUT NEXT | Recruitment Technology: How to Build the Ultimate Tech Stack

Listen to the companion podcast at
peoplescout.com.

https://www.peoplescout.com/insights/recruitment-technology-build-ultimate-tech-stack/
https://www.peoplescout.com/solutions/global-rpo-solutions/
https://www.peoplescout.com/insights/talking-talent-talent-technology-and-the-human-touch-building-a-balanced-recruitment-process-with-rick-betori/


46 47

programming interface (API), which is a connection 
between pieces of software. Open APIs enable you 
to build a custom solution by connecting your talent 
acquisition technology systems with each other and 
your other HR systems to boost the flow of data and 
improve operational and cost efficiencies.

A WORD ON SECURITY

Importantly, any technology you add to your 
talent tech stack must comply with data privacy 
regulations in all regions where you’re recruiting. 
Specifically, pay attention to any rules about where 
data can be stored (like those stipulated by the 
GDPR) and look for tools that are SOC 2-certified, 
which confirms a high level of information security.  

BUILDING YOUR RECRUITMENT            
TECH STACK

Now that we’ve covered some important 
considerations to keep in mind when evaluating 
software, here are a variety of technology solutions 
to consider when building your talent acquisition 
tech stack:

Applicant Tracking System (ATS)

An ATS is the foundation of your tech stack and acts 
as the system of record for your talent acquisition 
program. As a repository for applicants, it helps 
you manage the hiring process for all of your 
requisitions and satisfies compliance requirements 
for record-keeping. Some applicant tracking 
systems even let you create branded career sites 
and landing pages where candidates can learn more 
about your company, search job openings and even 
apply for a role. 

In particular, look for a platform with a “quick apply” 
feature that enables candidates to apply in just a 
few clicks, even via mobile devices—which has been 
proven to increase application conversion rates. ATS 
platforms may also support the candidate selection 
process through AI-powered keyword scanning and 
other automated features, like approval workflows; 
candidate and hiring manager notifications; offer 
letter generation and more—all with the benefit of 
reducing time-to-fill and streamlining the candidate 
experience.

AI Sourcing Tool

AI-powered sourcing tools review, sort and rank 
talent on the open web using sourcing criteria 
that you specify, such as current or past job titles; 
companies; diversity attributes; industry experience 
and more. Next, algorithms crawl résumés, social 
media profiles and other sources of data to find 
candidates who match your job requirements. This 
then increases your potential pool of applicants, 
while simultaneously speeding up your search and 
reducing the number of manual, repetitive tasks for 
recruiters.  

Plus, AI sourcing can also help reduce bias as it 
only looks for what you’ve specified and disregards 
other factors, like race, gender or age. It can also 
be applied to internal candidates by screening an 
organization’s existing employee profiles to find 
strong matches for current open positions.

When designed correctly, AI can help you create a 
better candidate experience. However, there are dos 
and don’ts when it comes to automation. Even so, 
proper testing at each stage, coupled with human 
oversight, will go a long way in catching biases or 
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negative hiring experiences so you can pause and 
reconfigure your strategy.

Candidate Relationship Management (CRM) 
Software

Many analysts believe that 70% to 80% of the 
recruiting process could be handled by the CRM. 
So, it’s worth looking into complementing your 
ATS with a candidate relationship management 
(CRM) system, which is a recruitment marketing 
platform that helps recruiters create talent pools 
based on geographies, level of interest and skills. 
A CRM can also help differentiate your organization 
by nurturing these candidates through automated 
recruitment emails, SMS messages and more—
whether to keep them informed during an active 
application process or warm until a suitable position 
opens up. Communications can also be personalized 
to the candidate for a more engaging experience.

Meanwhile, a whopping 89% of candidates think 
mobile devices play a critical role in the job-hunting 
process. So, meet your candidates where they are: 
Look for solutions that are mobile-first and create a 
consumer-like experience that your employer brand 
deserves. Other features to consider are custom 
landing pages and careers sites, as well as event 
management tools to support specific recruiting 
goals. 

Recruiting Chatbot

Likewise, consider adding a chatbot to your 
careers site or investing in an ATS that offers 
this functionality to modernize your candidate 
experience. As a conversational interface, chatbots 
leverage natural language processing to screen 
candidates, answer questions and schedule 
interviews. Some even offer candidates the ability 
to check the status of their application. This then 
reduces the burden on recruiters and hiring 
managers by taking on some of the frequently asked 
questions from candidates, freeing up HR staff to 
focus on other tasks.

In addition to process efficiencies, chatbots can 
also be a great way to bring your employer brand 
to life. We implemented a chatbot for The AA—a 
UK-based motoring association that offers roadside 
breakdown assistance—as part of its reimagined 
careers site. Candidates could ask AAbot questions 
and were served with information tailored to their 

interests. Plus, not satisfied with a run-of-the-mill 
experience, we gave AAbot a big personality to 
reflect the organization’s playful employer brand. 
As a result, we boosted career site traffic by 60% 
year-over-year and applications by 275%. We even 
used AAbot in recruitment marketing campaigns 
and social media posts.

Virtual Interview Management System

A Gartner HR Survey revealed that 86% of 
organizations conducted virtual interviews during 
the course of the COVID-19 pandemic—a number 
that isn’t likely to decline as businesses recover. 
That’s because a dedicated virtual hiring solution 
can help you quickly hire the essential talent you 
need, no matter where they live or how the demand 
for remote working changes.

Plus, modern candidates expect a hiring experience 
to be personal, quick and convenient. Therefore, 
rather than just leveraging video meeting tools, 
look for dedicated virtual interview tools that offer 
multiple options for virtual interviews, including 
on-demand phone interviews and text interviews, 
as well as live and pre-recorded video interviews. 
Additional features—like self-scheduling tools and 
automated candidate advancement tools—can also 
dramatically reduce time-to-hire and enhance the 
candidate experience.

Virtual Assessment Tool

Another way to speed up the candidate review 
process is by investing in virtual pre-employment 
assessment tools. Modern options include AI 
that can evaluate writing samples; phone and 
video interviews; and skills test responses. More 
precisely, digital assessment solutions can examine 
the candidate’s aptitude, personality, and skills 
using predictive analytics and machine learning to 
ensure you hire the highest-quality talent. This tool 
also has the added benefit of reducing bias, as the 
AI focuses on the content of the responses, not the 
candidate or what they look like.

Virtual assessment platforms range from those that 
provide code evaluations for software development 
roles to language aptitude tests. For this reason, 
make sure you review the assessment experience 
from both the candidate and hiring manager 
perspective before committing to a specific tool.
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Recruitment Analytics

With data flowing across your integrated systems, 
investing in a recruitment analytics platform offers 
you a single source of truth for understanding your 
end-to-end recruitment process. Whether you’re 
hoping to track time-to-fill, DE&I efforts or overall 
talent acquisition performance, these tools will 
satisfy your C-suite’s hunger for insights into your 
recruitment program.

In this area, look for a tool with interactive 
dashboards that make it easy to visually monitor 
trends and slice and dice the data to identify areas 
of opportunity—and, as a result, gain the full value 
of your recruitment data. Modern analytics tools 
leverage artificial intelligence and machine learning 
to highlight insights, anomalies and predictions 
so you have the data you need to drive informed 
decisions.

Furthermore, advancements in analytics mean 
cutting-edge tools can now provide the ability to 
query your data via natural language processing. 
For example, our Ask Affinix feature (powered by 
Amazon’s QuickSight Q) lets you ask questions of 
your data in plain language and receive accurate 
answers with relevant visualizations in seconds.

Onboarding Tool

As you know, the new employee onboarding process 
is an essential element in creating a positive 
employee experience. Not only should it get new 
hires up to speed on your company and their role, 
but it also covers crucial paperwork steps for 
payroll, taxes, benefits and more. 

For these reasons, consider implementing an 
onboarding software solution to automate and 
support the onboarding process—especially if 
you’re doing a lot of remote hiring. These programs 
use checklist features to guide your candidates 
and hiring managers through the first days on the 
job so they don’t miss any important steps. At the 
same time, self-service tools allow new hires to 
work through all of those initial tasks and training 
modules at their own pace. Then, they won’t miss 
any crucial policies or compliance training—and 
you’ll have a record of when they completed it in the 
event of an audit.

In particular, look for tools that enable your new 
hires to upload documents (like signed employment 
contracts, tax forms and right-to-work documents) 
to speed up your payroll procedures. Note that 
it’s also imperative that this integrates with your 
ATS and HRIS platforms in order to keep your 
employment records up to date and eliminate any 
manual steps that are prone to human error.

Internal Mobility Software

It’s no secret how important career pathing and 
development are in retaining employees and 
reducing sourcing costs. In fact, a study of LinkedIn 
users showed that employees who were promoted 
within three years of being hired had a 70% chance 
of staying with the company and those who made a 
lateral move had a 62% chance. Meanwhile, those 
who didn’t make an internal move had only a 45% 
chance of staying.

With this in mind, an internal mobility platform 
allows you to share openings internally first and 
helps identify existing employees who may have the 
skills and experience to move laterally or vertically 
into a new role. When considering this type of 
software, look for a tool that offers a seamless 
experience by letting you post to internal and public 
job boards, as well as view internal and external 
candidates together in one place, with internal 
candidates uniquely identified. The system should 
also include automation—such as automated 
invitation emails to qualified internal candidates—to 
speed up time-to-fill and reduce administrative 
burden.

The recruitment technology landscape is 
complicated, with new solutions being added all 
the time. And, although it can be confusing to plan 
a talent acquisition tech stack, selecting the right 
tools can boost access to data and help you create 
both operational and cost efficiencies. As such, 
employers should work with a talent partner that 
can help them customize a technology ecosystem 
that meets their needs now and prepares them for 
what’s next.
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Technology is transforming every industry, and innovations are impacting every facet of the 
talent acquisition industry. Chatbots have gone from an interesting novelty to a method of 
conducting interviews. Virtual reality has gone from video games to employee onboarding 
and training. New data privacy laws are being debated and passed as candidates grow more 
concerned about who is using their data. Forward-thinking employers need to stay on top of the 
trends and make changes at the right time.

To learn more about how technology is transforming recruitment, 
read our ebook, Six Tech Trends Shaping the Talent Landscape.
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EVOLVE YOUR RECRUITMENT PROGRAM 
WITH GLOBALLY DISPERSED TALENT  
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By JASMINE PATEL                             By ASHLEY KESSLER
trend writer trend writer

As organizations continue to adjust to changes caused by the pandemic, access to skilled 
talent remains a key factor preventing them from accelerated recovery and growth. However, 
with work-from-home and hybrid models becoming the new norm, organizations have the 
unique opportunity to expand their talent network across borders. And, for workers looking to 
relocate for greater job prospects, crossing borders for work is becoming easier than ever for 
both employees and employers: According to Harvard Business Review, “Many countries have 
now put the legal framework in place to hire and relocate global talent at a cost and speed that 
is broadly comparable with hiring domestically.”

Furthermore, in a 2021 survey by Boston Consulting Group and The Network, about 50% of 
respondents were either already working abroad or willing to move abroad for work. Moreover, 
57% of respondents said they were willing to work remotely for an employer that didn’t have a 
physical presence in their home country.

In this article, we’ll share the benefits of a global talent program; highlight considerations to 
keep in mind; and offer strategies for attracting and recruiting talent around the world.

U.S.

Australia

Canada

Germany

UK

Japan

France

Switzerland

Singapore

Austria

25%

22%

22%

19%

17%

11%

11%

10%

9%

9%

TOP DESTINATIONS FOR INTERNATIONAL REMOTE EMPLOYMENT

Relative to moving to
a country to work

57% of respondents say they are willing to work 
remotely for an employer that doesn’t have 
a physical presence in their home country

Ranked higher for 
remote work

Ranked lower for 
remote work

Rank unchanged

BENEFITS OF GLOBALLY DISPERSED 
TALENT

The global talent pool is growing and ready to 
work—regardless of location—and it’s up to 
employers to seize the moment. Consider the 
benefits of leveraging globally dispersed talent:

Expanded Talent Pool

Many organizations have been struggling to fill 
open roles because they’re unable to find the talent 
they need in local searches. But, by expanding your 
search across borders, you can expand your search 
for the skills the role requires in a larger talent 
pool. Plus, you can also start these workers out 
in remote and contract roles to test whether they 
would be a good fit. 

Greater Diversity

It’s no secret that having a diverse team yields 
better business results due to high levels of 
creativity and innovation. Consequently, by hiring 
people from different geographies, you can tap 
into the knowledge of people from different 
backgrounds, cultures, educations and more. 

Increased Reach

When operating in different regions, you have 
greater access to new markets, as your dispersed 
team can help build your brand recognition and 
reputation with new customer bases in their 
respective locations. Additionally, having teams 
across various regions may also enable you to 
expand your business hours so you can improve 
productivity and be available to customers no 
matter where they’re located.

Cost Savings

Labor costs vary across countries, so it’s often 
cost-effective to move certain business operations 
to countries with lower labor costs. For example, 
many companies offshore manufacturing, call 
center and IT operations to places like Mexico, 
India and the Philippines. Doing so lowers the cost 
of operations and, therefore, lowers the cost of 
products for the consumer. 

And, because commercial real estate policies 
and prices vary from country to country, you can 
also reduce costs by implementing a remote work 
program in other countries before deciding whether 
a physical office space will be necessary in a given 
region.

CONSIDERATIONS FOR A GLOBALLY 
DISPERSED TALENT PROGRAM

Before diving into a global recruitment program, 
it’s important to consider the key differences 
between recruiting in different countries. For 
instance, cultural nuances, policies and legislation 
will likely be different from your organization’s 
primary country and can make or break the success 
of your global recruitment and employment 
strategy. Consider the following examples:

Workforce Planning

As you plan your hiring in new geographies, it’s 
important to be aware of the length of the statutory 
notice period, as requirements vary widely from 
country to country and can make hiring timelines 
longer (up to three to six months, in some 
cases). For example, in the U.S., there’s no legal 
requirement to provide notice, but it’s customary 
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for employees to give a two-week notice to aid 
in the transition. Conversely, in Japan, there’s a 
fixed notice period of 30 days—regardless of the 
employee’s years of service or seniority. In other 
countries, an employee’s notice period depends on 
the terms of their employment contract and may be 
connected to the number of years of service to the 
company.

In places that require longer notice periods, 
candidate communications are even more essential 
in order to keep those candidates engaged and to 
set expectations on next steps. For this reason, 
incorporating transition timelines into your 
workforce planning is crucial so you don’t reduce 
productivity while waiting for your new hire to start 
in their role.

Recruitment Marketing

Notably, if you’re using the same recruitment 
marketing tactics in every country, you’re missing 
a trick. Take social media, for example: Different 
networks work better in different markets. While 
LinkedIn, Facebook and Twitter are popular in 
the U.S., WeChat (a mobile app that focuses on 
messaging, social media and mobile payments) is 
heavily used in China. Similarly, XING and Viadeo 
are popular alternatives for career-oriented 
networking in Germany and France, respectively. 
So, understanding social media preferences in each 
country will help you promote your job ads in a more 
effective manner. 

Granted, social media and digital advertising may 
not be the best fit for all roles in all places. In fact, 
even within a single country, there are nuances 
to consider. For instance, PeopleScout leveraged 
physical advertisements at bus stops in the 
smaller European cities where an RPO client in the 
manufacturing sector was hiring because we knew 
that it was less likely that blue-collar candidates in 
these areas would have internet access at home.   

And, localization is key—not just in digital channel 
usage, but also in language and imagery. For 
example, while an image of a blonde-haired, blue-
eyed worker would resonate in North America, the 
same type of image would not be as well-received 
by candidates in Asia. In addition, candidates in 
Europe are more likely to be multilingual, so testing 

recruitment marketing techniques in a few different 
languages might prove to be useful when recruiting 
in that geography. 

Mobile-Friendly Candidate Experience

A mobile-first candidate experience is more 
important than ever. In the U.S., approximately 
15% of adults are “smartphone-only” internet 
users, meaning that they access the internet only 
through their smartphone and don’t have an internet 
connection at home. And, by 2025, nearly three-
quarters (72.6%) of internet users—nearly 3.7 billion 
people worldwide—will access the web exclusively 
via smartphone.  

Regardless of where they are in the world, your 
potential candidates are looking and applying for 
jobs via their mobile phones. So, consider how your 
recruitment tech stack supports a mobile-friendly 
application process to future-proof your global 
talent acquisition program.

Regulations & Compliance

Due to varying laws and regulations, recruitment 
processes can’t be the same in every country, and 
it can be difficult for enterprises to navigate the 
requirements in each market. For example, in 
Sweden, you don’t need to establish a legal entity 
to hire employees in the country, whereas you do in 
Singapore. Furthermore, statutory requirements for 
notice periods, probationary periods and permitted 
pre-employment checks all vary from country to 
country. In fact, in 22 countries, it’s mandatory to 
organize a medical exam prior to hiring someone. 
In any case, it’s imperative that you understand 
employment law in each country you’re hiring in so 
you don’t violate your new employees’ rights. 

Granted, the employment law landscape is 
constantly changing, making it increasingly difficult 
for multinational companies to stay compliant 
and avoid damages to the organizations finances 
and reputation. Fortunately, a global RPO partner 
can support you with global and local expertise to 
ensure you stay on top of regulations in each country 
you’re hiring in.

PEOPLESCOUT NEXT | Evolve Your Recruitment Program with Globally Dispersed Talent 

STRATEGIES FOR RECRUITING GLOBALLY 
DISPERSED TALENT

So, how can you overcome these challenges to 
realize the benefits of expanding your recruitment 
program to globally dispersed talent? Here are 
some actionable ideas to help you adjust your 
recruitment strategies:

Map Each Labor Market

Before you start recruiting in a new market, it’s 
important to understand the lay of land. Specifically, 
delving into the talent landscape and competition in 
each area—not just your direct competitors, but any 
organization hiring for the roles or skill sets you’re 
seeking—can inform your recruitment strategy and 
compensation packages. In this way, investing the 
time to map the labor market upfront is invaluable 
for creating a competitive advantage, especially 
when it comes to new geographies or remote 
workers. Then, armed with this data, you can create 
offers that reflect rates in the new hire’s area and 
boost your acceptance rates in the meantime.

As an example, PeopleScout recently helped a 
manufacturing client recruit engineers in an area 
in the north of the Czech Republic, where the 
available talent pool for the skills they needed was 
low, but the competition was high. After completing 
a labor market analysis, we advised the team to 
expand their search area across the border to 
Poland (where the talent supply was larger) to 
find talent that would be willing to commute or 
relocate. By doing so, we were able to fill business-
critical automation engineer roles that saved their 
productivity levels.  

Adapt Your EVP to Your Audience

Your employer brand—an individual’s perceptions 
and lived experiences of what it’s like to work for 
your organization—helps you attract and retain 
the right people to help your organization succeed. 
According to Gartner, organizations that effectively 
deliver on their employer value proposition (EVP) 
can decrease annual employee turnover by 69%. 
And, in today’s ultra-competitive, candidate-driven 
market, a strong employer brand can also help you 
stand out in a sea of job openings.

Specifically, companies that attract top talent will be 
those that have invested in developing messaging 
pillars that allow their employer brand to flex and 
resonate with talent audiences across the globe. 
For example, PeopleScout helped global law firm 
Linklaters revamp and tailor its employer brand to 
support hiring across 20 offices in Europe, North 
America and Asia-Pacific, while simultaneously 
boosting its Glassdoor scores and increasing global 
applications from female lawyers. 

So, to truly understand your ideal candidate, do 
your homework for every position type in each 
market and adapt your brand messaging and 
attraction strategies accordingly. In particular, a 
candidate persona profile is a great way to capture 
each position’s requirements, motivations and 
expectations so you can design your recruitment 
marketing content around messages that will truly 
resonate.
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Invest in Your Recruitment Tech Stack

Investing in standardizing your recruitment 
technology across geographies offers a litany 
of ways not only to streamline the candidate 
experience, but also your internal program 
management efforts and reporting, as well. 

Plus, nowadays, candidates expect a tech-enabled 
recruitment experience that enables them to 
search for jobs on the go—and a whopping 89% 
of candidates think mobile devices play a critical 
role in the job-hunting process. Therefore, looking 
for ways to make your application process more 
mobile-friendly—including leveraging “quick apply” 
features in your ATS—will pay off in application 
volumes. 

What’s more, hiring in new geographies or for 
remote workers will almost certainly involve virtual 
interviews. Thus, investing in a virtual hiring solution 
can help you hire the talent you need quickly and 
with a seamless candidate experience. Unlike 
typical video meeting tools, modern virtual interview 
tools offer options like on-demand phone interviews 
and text/SMS interviews, as well as live and pre-
recorded video interviews.

However, one consideration to keep in mind when 
selecting technology for global recruitment is where 
the data will be stored and processed. Regulations 
(such as GDPR in Europe) limit the amount of data 
that can be processed in the U.S. So, look for tools 
that are SOC 2-certified, and assess any vendor’s 
information on security policies, procedures and 
practices.

PUT YOUR GLOBAL TALENT PROGRAM IN 
ACTION

If your organization is new to global talent 
acquisition or if you haven’t expanded business 
operations very far, the considerations and 
strategies highlighted above can seem daunting. 
But, the good news is that a global RPO partner 
can be a valuable partner to help guide you through 
your global talent acquisition challenges. Moreover, 
with a wealth of knowledge and experience gained 
through working with clients spanning a variety of 
industries and countries, an RPO partner can also 
help you navigate the complex compliance and 
cultural issues that accompany a multi-country 
recruitment program.

So, what should you look for in a global RPO 
partner? Well, you’ll see the greatest benefit from a 
provider that is able to offer a customizable solution 
that’s flexible enough to support everything from 
your niche hires and short-term needs to your high-
volume roles and full-cycle recruitment processes.

Learn more about how to find the right global RPO 
provider in our ebook, The Buyer’s Guide to Global 
RPO.
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BRING IN BETTER TALENT BY ASSESSING 
FOR PASSION, PURPOSE & MINDSET 

By AMANDA CALLEN 
head of assessment design

By SIMON WRIGHT 
global head of talent advisory 
consulting

The application process has changed dramatically throughout the years. Yet, some aspects 
seem eternal—like the fact that employers often start with lots of people at the top of their 
recruitment funnel and need to make sure they get the right people to the bottom. 

But, the world is changing, and the pace of change is accelerating; candidates expect a simple, 
efficient recruitment process, and employers need workers who are digitally fluent and can 
adapt easily to change. Reskilling is also becoming even more important. 

Plus, there’s also a strong focus on fairness, transparency and equality—with blind reviews 
of applications, diverse interview panels, and selection processes centered on the need to 
demonstrate competencies and alignment with the role.

Therefore, in order to adapt to today’s ever-changing landscape, it’s vital for employers 
to focus on a candidate’s potential to grow and adapt to future needs, as well as the skills 
and qualities they have today. To that end, throughout this article, we’ll share four steps for 
building a better assessment process—because not only is assessment the key to a more 
productive workforce, but it’s also essential to a workforce that’s more resilient and able to 
stand the test of time. 

STEP ONE: SHIFT FROM EXPERIENCE TO POTENTIAL 

In a bid to prepare for the unknown, employers need to shift their focus away from candidates 
who have prior experience in a role and toward those who have potential. That’s because the 
employees who can demonstrate flexibility and resilience will be the ones who are best able to 
ride the wave of uncertainty. 

Specifically, McKinsey & Company predicts that higher cognitive skills—such as creativity, 
critical thinking, decision-making and complex information processing—will be the most in-
demand traits in the future. In fact, the need for these skills is predicted to grow by 19% in the 
United States and by 14% in Europe by 2030—up from already sizable demands. Furthermore, 
the same research also predicts the fastest rise ever in the need for advanced IT and 
programming skills, which could grow by as much as 90% by 2030.

As such, organizations that want to be at the forefront of innovation need to start thinking 
creatively about how they can tap into the vital perspectives of diverse minds. To lead a sector, 
outrun the competition, and truly innovate, employers need to stop looking for people who 
fit and start looking for people who add. Likewise, bias—conscious or unconscious—needs 
to be removed from the process. Besides, although they might seem like they come with a 
higher risk factor, people who do things very differently can create exceptional outcomes. So, 
instead of always asking, “Who can do the job?”, employers should be asking, “Who can take 
us further?”
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STEP TWO: REAP THE REWARDS OF GREAT VS. GOOD 

Transforming candidate assessment and selection is an investment, but the business case has never 
been more important. Plus, many of the current processes and tools are subjective and don’t focus on 
differentiating between good and great hires. With this in mind, are organizations and hiring managers 
equipped with the tools they need to make the right decisions? 

Additionally, better performance predictions will lead to better outcomes, and investing in the right tools 
can deliver multi-millions in cost benefits. In essence, an employer with a more agile and adaptable 
workforce is in a far better place to achieve competitive advantage—as well as the kind of employee 
satisfaction that attracts more high-achieving, agile candidates. In this way, quality hires have a substantial 
influence on business performance. 

However, despite rigorous testing, chemistry sessions and multiple interviews, it can still be quite difficult 
for employers to understand whether an individual would actually be effective in a role—thereby making 
bad hires surprisingly common.

Conversely, getting great people—the people who go above and beyond the role criteria—is really good 
news because it has a profound effect on quality of output, which is truly beneficial to the business. What’s 
more, while great employees are valuable in and of themselves, they also drive wider team performance, 
inspire others and make it easier to recruit other great people.

Nearly three out of four 
employers (74%) say 

they’ve hired the wrong 
person for a job.

23% of workers regret 
switching jobs.

The average cost of a bad 
hire is around 30% of the 

employee’s first-year 
earnings.

41% of companies 
estimated that bad 

hires cost them at least 
$25,000. And, for 25% of 

companies surveyed, that 
cost was at least $50,000.

The American 
Management Association 
says that, for some roles, 

the cost of a bad hire 
could be as much as 10 

times an employee’s 
annual salary.

(Source: CareerBuilder) (Source: Go Banking Rates) (Source: U.S. Department of Labor)

(Source: U.S. Department of Labor) (Source: American Management Association)
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STEP THREE: BUILD BETTER BY THINKING BIGGER

So, if we’re going to build a better and fairer candidate assessment process, we need to find a way to:

High potential (HIPO) employees bring 
91% more value to the organization 
than non-HIPOs and give 21% more 
effort than their peers. 

Finally, employers need to be able to identify and select candidates who are motivated and energized to 
be productive at work. And, the way that we do all of these things is by assessing for passion, purpose and 
mindset.

1. Measure potential, rather than experience, 
because we don’t know what the future looks 
like. 

2. Identify the behaviors that are required to 
separate those who will actually be successful 
from those who present well during an 
interview. 

3. Distinguish between good candidates who meet 
the criteria and great candidates who will take 
an organization further.

4. Give candidates a clear and authentic picture of 
the organization and the role so that they can 
self-select out of the process if the opportunity 
isn’t right for them.

5. Include candidates who might have non-
traditional experiences or career paths and 
assess them equally. 

6. Assess candidates fairly and without subjectivity 
or bias.

Of more than 600,000 researchers, 
entertainers, politicians and athletes, high 
performers were 400% more productive 
than average ones. And, in highly 
complex occupations—such as software 
development—high performers were 
found to be an astounding 800% more 
productive. 

(Source: Report by McKinsey & Company)

(Source: Gartner)

https://www.yahoo.com/now/23-americans-regret-job-change-100600385.html
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A candidate’s core intellectual 
ability and capacity. 

A candidate’s past behavior 
and personality-based 
behavioral preferences, which 
work relatively well to predict 
performance. 

What a candidate has already 
achieved in terms of the 
knowledge, skills and experience 
that are required to deliver in a 
role. 

Then, when these aspects are combined with new measurements that focus on purpose, passion and 
mindset, we can better predict the success of candidates and determine the candidates who are more 
engaged and likely to be a better hire for employers.

Let’s dig into those new descriptors and what they mean.

Purpose

Purpose is a candidate’s alignment with and willingness to contribute to the vision and values of an 
organization. For example, one study reported by McKinsey found that, out of 100 variables, employees 
reported that seeing purpose and value in their work was their most motivating factor—even more so than 
compensation. Notably, this is especially important for younger workers. 

Clearly, ensuring that applicants understand the organization’s purpose and consider how aligned they 
are with that throughout the assessment process engenders a sense of belonging and partnership that 
underlies both great performance and job satisfaction.

In this way, assessment tools can be built around the organization’s vision and values so applicants have a 
chance to form an appreciation of them from their earliest contact with the organization. Then, if they don’t 
share the same values, they can choose another path. However, applicants who see an affinity with their 
own values will begin to feel the engagement and inspiration that will drive job success and satisfaction—
even before they’re hired.

Passion

Passion is a candidate’s enthusiasm, enjoyment and commitment to mastering the requirements of a role. 
When an employee is passionate about a role, they’re engaged. Even so, most employers don’t have a 
method to effectively understand what a candidate is passionate about.

For this reason, during the assessment stage, employers need to find ways to reveal an applicant’s 
natural passions—which are often in the form of strengths—and find out if these are aligned with the role 
requirements. Then, they’ll be able to determine whether the candidate is likely to be a high performer who 
will want to commit the effort needed to succeed in all aspects of the job. Interviews, assessment center 
exercises, and immersive online assessments are excellent vehicles for exploring and observing applicants’ 
innate strengths in relation to the role. Similarly, self-evaluation tools can also be used to help applicants 
consider their own strengths and whether the role will offer sufficient opportunity to use and demonstrate 
them.

Assessing for Passion, Purpose & Mindset

Traditional assessment processes assess for capability, behavior and results. These terms are defined as:

  CAPABILITY:   BEHAVIOR:   RESULTS: 
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It’s thought that people with a growth mindset achieve greater success because they’re focused on learning 
and believe that they can get better and develop new skills. It’s worth noting here that organizations 
can have a growth mindset, too. For instance, organizations with a growth mindset are more likely to fill 
vacancies internally, whereas organizations with a fixed mindset automatically advertise in the external 
market. 

When assessing mindset, we’re looking to understand a candidate’s strengths and attitudes in relation to 
learning, feedback, resilience and adaptability. Of course, there are many ways to do that; just keep in mind 
that it’s less about what candidates may have done in the past and more about how they approach their 
work and develop and broaden their competence.  

STEP FOUR: THINK OUTSIDE THE CHECKBOX 

By focusing purely on the capability, behavior and results of candidates as they’re presented in front of 
the recruitment team, today’s more traditional interview and assessment process can be challenging for 
both candidates and employers. That’s because, while these measures can predict the future success of 
certain candidates in specific roles, change is now constant—which means that better, more well-rounded 
assessments are a must.

For instance, a more blended assessment during the pre-screening allows employers to shortlist 
candidates based on several different attributes at the same time. The candidate can then forego multiple 
stages by demonstrating different attributes at the same time. This way, employers can get a clear picture 
of the different strengths and weaknesses of the entire group of candidates in order to make informed 
decisions about which candidates are best to bring forward to the interview stage. 

The talent landscape and the world around us renders current assessment processes ineffective. As such, 
employers need to embrace a new approach that both ensures that candidates are assessed appropriately 
and also empowers them to make good decisions. 

To that end, passion, purpose and mindset can have as much influence on performance as a candidate’s 
core intellect, achievements and behaviors. And, by building these factors into the assessment of a potential 
employee, employers can select from a diverse pool of candidates based on each individual’s potential, as 
well as their current performance. 

Unfortunately, most employers aren’t assessing for all of these factors, so they’re missing out on a 
comprehensive look at candidates. In the end, the question your organization needs to consider is this: In a 
rapidly changing world, what is the cost of maintaining the status quo? 

To learn more about how to build the specific assessments to fit your needs, download our ebook.

Fixed mindset: The belief that one’s talents are innate gifts and not malleable.

Growth mindset: The belief that one’s talents can be developed through education and effort.

Mindset

Mindset is a candidate’s belief about themselves and their basic qualities, although these beliefs are rarely 
measured by employers. The two types are defined as:
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enterprise analytics. As the business intelligence manager for PeopleScout, he 
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primary focus being the analytics platform. Liz studied business management at 
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