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I was talking to a friend running a recruiting group 
for a large Canadian organization lately.

“Resumes are easy to get. 
You can drown in them if you use 

Internet Job Boards such as Workopolis.

High quality, technically competent,
motivated candidates, 

with longer term career potential,
particularly ones that fit our culture, 

are almost impossible to find.”
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There is a simple reason for this …

Candidates like this: 
High quality, technically competent, motivated candidates, 

with longer term career potential
are working for someone else. 

Individuals
 Actively 

Searching

Individuals
 Open to New Opportunities
When It is Referred by the

“Right Person”

Individuals
 Comfortable in their Current Position

And Not Likely to Respond 
To New Opportunities

Open 
Talent 

Sub-Pool

Hidden 
Talent 

Sub-Pool

How to Reach Individuals
In the 21st Century Talent Pool

Professional Association Internet Job Boards
Commercial Internet Job Boards

Social Media Site Postings
Print Media Advertisements

Employee Referrals
Contractor Referrals

Executive Search Firm Outreach / Sources
Referrals From Individuals 
In Personal Networks

Employee Referrals
Contractor Referrals

Referrals From Individuals 
In Personal Networks

Key:
Candidate Outreach 

Techniques That 
Access Hidden Candidate 

Sub-Pool

Ways to Access Individuals
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The 21st

Century 
Talent 
Market 
Place
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Even if you can find them, 
get your opportunity to them as they 

work at their current jobs, 
they may not fit your culture.

Even if they fit your culture, 
they may not want 

to leave their current jobs.

Are They Motivated Applicants?
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The “Social Media” Variation of the Traditional Recruiting Funnel

1. Outreach:
Tell people about the 

Opportunity

2. Assess:
Reduce the crowd 
that applies to a 

smaller set of “real 
contenders”

3. Sell the 
Opportunity:

Find the best fits 
among the 
contenders.

Sell them on the 
opportunity. 

4. Reduce 
List to 

Motivated 
Candidates:

Reduce the long list 
of the best 
contenders

to a short list 
of real candidates. 6. 

Evaluate:
Pick the best 
fit from the 
short list. 

7. 
Negotiate

Offer and 
accept. 

Web 2.0 Networking 
Tools:

Twitter posts, Linked In 
Groups, Linked In Jobs,

Workopolis, Monster 
Board, local or industry 

job boards
e.g

Communitech.ca
Coach.ca

….

Receive / Rank:
Receive / Rank 

resumes using key 
word algorithms or 

reading review
….

Meet/Interview:
Meet the “top ranked 
resume” candidates, 
either face-to-face
or over Skype etc

….

The 2011
Recruiting
Funnel

Copyright WCI 2011  519-846-0100

Facilitate Interviews:
Hiring managers meet 
the “top ranked final 

candidates. 

5. Reduce 
Motivated 

Candidates 
to Final 

Candidates:
Present the best of 
the short list of real 
candidates to hiring 

managers. 

Core Assumptions:
1. There are “enough” candidates to satisfy our needs in the market place. 
2. Key word search or semantic analysis are “good enough” resume ranking 
    tools. 
3. Recruiting professionals are capable of “evaluating” contender candidates’ 
     on performance fit and culture fit through one-on-one interviews.
    Job descriptions, dialogue with hiring managers, and past recruiting 
    experience equip them to do this.
4. Hiring managers can accurately predict “culture fit” and “on-the-job” 
    performance based on their one-on-one interviews with final candidates. 

Green = steps in process
Blue = recruiter accountabilies

This
recruiting 
process 
used to 
do the 
job …

Key Recruiting Metrics:

Average cost per hire

Average time to hire
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The Social Media Recruiting Funnel

The “Social Media Based” Traditional Recruiting Funnel

In this world where 
people = potential 
candidates

hire professional 
resume writers, 

take courses on 
“how to be 
interviewed”

and use social 
media sites to 
manage their 
public image

and Recruiters use
use Internet Job 
Boards, and social 
media and to 
identify potential 
candidates and 
expand outreach 
through out- reach

Works best for
Established 

Organizations 
with well defined 

processes 
/ transactions 

/ services 
/ products 

Who need people who are comfortable fitting into well defined jobs 
with “stable” employers; jobs that require stable skill sets.
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The Social Media Recruiting Funnel May Not:

• Reach out to “top talent”, which is usually already employed

• Reduce “applicants” to “potential” candidates efficiently

• Compare potential candidates against “performance 
requirements” in the “first job” as determined by specific 
concrete, performance metrics

– One of the keys to “getting great personal delivery” in that first job

• Compare potential candidates’ attitudes to Cultural Fit in an way 
that accurately predicts fit to organization culture

– Key to hiring for Career Potential, great personal delivery in a 
second, third … job

• Create a clear recruitment brand for your organization in the 
talent market place that motivates people to move from their 
“current” jobs
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The WEB 3.0 Recruiting Funnel

Scan:
For new 

hiring 
reqirements

Plan:
Talent 

requirements: 
new, internal, 
succession, 
development

1. Receive:
Specific
Hiring

request

2. Interview:
Hiring 

manager to 
determine 
specific 

performance 
metrics: 3 

month, 1 year

Detail:
Hiring profile; 

Outreach network 
composition

4. Outreach:
Broadcast opportunity to 

network of
candidate referrers, post 
on Internet Boards etc

3. Load:
Career 

opportunities 
website with 

“performance” 
and culture 
fit questions 

Monitor:
Candidate response,

Candidate fit on 
performance and 
culture matching

Reach Out:
Contact “high match” 
candidates to “sell” 
opportunity, verify fit, 

discuss career potential

6. Reduce 
List to 

Motivated 
Candidates:

Reduce the long list 
of the best 
contenders

to a short list 
of real candidates. 

8. 
Evaluate:
Pick the best 
fit from the 

final 
candidate list. Meet:

Meet the “top ranked” 
candidates, either face-to-face

or over Skype etc

7. Reduce 
Motivated 

Candidates 
to Final 

Candidates:
Present the best of 
the short list of real 
candidates to hiring 

managers. 

Brief:
Final candidates on “their 

presentation requirements”, 
back ground on team / role

Arrange:
Final Candidate meeting with 
“peers”, presentation to “hiring 
managers and peers”, hiring 

manager one-on-one interviews
….

Debrief:
1. Get candidate to complete 
“experience” follow up rating 

sheets;
2. Get “peers” and hiring 
managers to complete 

candidate “performance fit” and 
“culture fit”

 rating sheets….
3. Compile results

Facilitiate:
1. Final Candidate 

evaluation meeting with 
hiring manager(s)

9. 
Negotiate

Offer and 
acceptance. 

10. On-
Board:
Bring final 

candidate on 
board and ensure 
productivity asap. 

Setup On-Boarding:
1. Arrange Orientation

2. With hiring manager, pick 
“welcome mentor/coach” - brief

3. Initiate “facilities” provisioning: 
computer, phones, desk etc

11. Assess:
Hired candidate 
performance / 

Culture Fit at end 
of probation 

period. 

On Board Follow Up:
1. Dialogue with hiring manager 
once a month during probation 

period;
2. Prepare “peer” ratings 
collection mechanism on 

performance / culture fit at end 
of probation period
3. Compile results

Confirm Employment:
1. Meet with hiring manager to 

confirm “yes” at end of 
probation;

2. Or arrange “departure” and 
replacement recruiting

The Web 3.0  Recruiting Funnel:
In the best case, this work flow is managed with a browser 

based automated business application that is much 
“broader” than the typical e-recruiting software that 
supports managing resumes and candidate lists. 

Version 1.1 
Copyright Workplace Competence International / 21CSI 
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5. Interested Applicants 
Go to Career Opportunity 

on Web Site:
Interactive application takes each 
candidate through performance 

metrics fit questions and cultural fit 
questions, provides “match 

percentage” and requests resumes 
from “high match” candidates. 

Green = step in work flow
Blue = Recruiter Accountability 

New 
Skills 

New 
Processes

New 
Tools

Key Recruiting 
Metrics:

Candidate 
Performance Rating 
at end of probation

Candidate
Performance rating 

at end of year 1
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The WEB 3.0 Recruiting Funnel: 
Mobile App Component

Interactive “smart web based / mobile 
applicant receiving applications”
will interact with applicants to tell 
them if:

• they are a likely fit on the 
performance metrics associated 
with the first job, 

• and have the personal attitudes 
which are likely to ensure Culture 
Fit.
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The WEB 3.0 Recruiting Funnel:
New Recruiter Accountabilities

Selling the “Opportunity” and the “Organization”
Will Be the Core Skills Needed by “Recruiters”

1. Developing “Our Reach” Campaigns to get the “opportunity” to 
already employed candidates and their personal “networks” of 
trusted peers

2. Setting Up and Facilitating Group Interviews with future peers,

3. Managing “Work with us for a day” Sessions for final candidates,

4. Coordinating Reviews of Final Candidates’ “Examples of Past Work 
Portfolios”

All of which will require recruiters to have “deeper” interpersonal, 
“facilitating others”, and “persuading others” skills 
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Total Talent Management Approaches:
Web 3.0 Recruiting is just part …

Once you hire a top performer, do every thing you can: 
– to keep that person 
– to ensure that the person grows as the organization grows

HR strategy / operational tactics are focused on talent management, not people 
administration

Management strategy is focused on “cascade down boss – subordinate”
performance contracting 

which is not the same thing AT ALL as performance appraisal

Each person’s focus is on:

my personal / my team’s delivery

my personal development as we grow as an organization

managing my career within this organization as the organization grows

Developing my staff through performance contracting and coaching to ensure my own 
performance
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Thank You

Roelf Woldring
416-427-1567

woldring@wciltd.com
roelfw@21cstaffing.com

www.21cstaffing.com
www.wciltd.com

www.roelfwoldring.com

(Blog) “Reflections on Business, People and Life”
http://roelfblog.wordpress.com/

#RoelfW on Twitter

Competency Styles Series of Personal Development Workbooks
http://www.competencystyles.com/


