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Discussion Points

• Why does a human-centric approach matter?

• Current market conditions (they are tough!)

• How your job ad can elevate your candidate pool

• Is your interview process a conversation or a firing range?

• Organizing and increasing communication touchpoints

• Simple ways to increase your employer brand visibility

• Utilizing feedback to improve the candidate experience 

• Why a good onboarding plan matters



Noun: a person whose behavior, personality or set of beliefs 
reflects a state of living and being that is in constant evolution 

as awareness of one's movement and action upon other people

What does human-centric mean?

Adj: to hear, understand, move and acknowledge our nature with 
calm, empathy and nurturing thought that releases intelligent 
compassion in the world

Adj: Focusing on human beings; anthropocentric.



Recruiting can be defined as the act of engaging and onboarding

talent for work- things that require human touch and interaction!

Design People Empathy

If we design our processes through the lens of empathy, 
we build a connection with people!



"Empathy is not connecting to an experience. 

Empathy is connecting to the emotions that 

underpin an experience."

-Brené Brown



Current Market Challenges
• Extra unemployment benefits 

• Strong Competition

• Remote Opportunities are now preferred

• Temp work has become more appealing

• Health & Safety concerns



How do you think companies can 

improve the candidate experience 

and recruiting process?

Quick Poll



My Super Scientific Survey Results 

BTW- The 13% of "other" comments included 

pay range and more communication 

on what to expect during the hiring process!



Jump start 
your Job 

Ads







Job Ad 3



Organization & 
Communication



Tips on Tracking Applicants
• ATS (Applicant Tracking System)

⚬ Typically used in larger companies to store applicant data

⚬ Beware of bias and missing a good candidate if you don't put some human 

touch on the process!

￭ an ATS doesn't tell you about culture fit, attitude or potential

• Linked In

⚬ Sort applicants by status- Good Fit, Maybe, Not a Fit

• Indeed

⚬ Sort incoming applicants by status- Yes, Maybe, No

⚬ Ability to leave notes

• Excel/Whiteboard 

⚬ Don't be afraid to create your own system!

⚬ Compile all qualified candidates from each platform you are actively engaged 

with to ensure communication touchpoints are met

⚬ Update the candidate's movement through the pipeline



• Create a folder to house all info for the recruitment to include:

⚬ Job Ad/Job Description

⚬ Resumes & Applications

⚬ Phone Screen Questions/In Person Interview Questions

⚬ Completed Phone Screens

⚬ Candidate Tracker Log

Tips for Organizing Applicants



Elevate 
Your 

Interviews



Tips for a Better Interviewing Experience
• Prepare your candidate!

⚬ Tell them who they are meeting with and how much time to set aside

⚬ Is it a phone call, video call, or in-person? Are there apps needed?

⚬ Provide directions to the company (if applicable) and a contact for questions

• Remember to use conversational style dialogue

⚬ Lead in with introductions, provide an overview of the process, company, role, etc. 

⚬ Include cultural and behavioral driven questions

⚬ Dig into their responses- use phrases like "say more" when you want more info or clarity

⚬ Pause and give ample time for your candidate to process- dialogue creates dialogue!

⚬ Remember to smile, engage, respond, and be aware of your body language (even on video!)

• Provide info/timing of next steps

⚬ Follow through with frequent updates

• Don't let good candidates get away by waiting too long! 

⚬ It's important to take your time when hiring but be mindful that if you think they are good,  its likely         

others will too!



After the interview, don't leave candidates feeling like a lost package!



STOP GHOSTING PEOPLE!

Photo cred: https://twitter.com/Ghostbusters/photo



• As soon as you know it's a "no", tell the candidate. 

• Always make a personal call when possible

⚬ This is a MUST if you have conducted a phone, 

video or in-person interview

• Ask their permission to share your feedback as to 

why they were not selected to move forward

⚬ Be honest and helpful

• Communicate with ALL applicants once a decision 

has been made- CLOSE THE CIRCLE!

• Get comfortable with having uncomfortable 

conversations!

After the Interview



Building 
your 

Employer 
Brand



Your Employer Brand Starts at the Door!

27% of candidates 
who had a negative 
experience would 

“actively discourage” 
others from applying 

for a job with that 
companyCandidates 

share their 
negative 

experiences on 
social media 

34% of the time

41% of applicants 
with a poor candidate 

experience ditch 
brand loyalty

Stats from 

HRexecutive.com



Candidates tell their friends about a 
positive interview process more than 
80% of the time, and post on social 

media about it 50% of the time. 

Hello, free advertising!   

What happens when you get it right?

Stats from 

HRexecutive.com



• Brand your Glassdoor and Indeed Profiles

⚬ Elaborate on your culture and core values

⚬ Encourage current team members to leave honest reviews

⚬ Take action internally when there are negative reviews- maybe it IS you...

• Create a Linked In Company Page 

⚬ Post regularly- exemplify your culture, recognize people, milestones, etc.

⚬ Give potential candidates an idea of what its like to work for you and why they should want to!

• Add a Careers page to your website

⚬ Tell your "why", feature employee testimonials, express your values, etc.

⚬ Give an option to apply even if you don't have an opening (sometimes you gotta get the right people on the bus 

and find a place for them later!)

• Align the recruiting experience to your company values

⚬ If you tout "people first" on your website and the poster in the breakroom- then you better walk the talk!

⚬ Tell potential candidates why you joined the company, vouch for them if they are getting it right!

• Demonstrate to candidates that you value potential and current employees

⚬ Show respect throughout the process

⚬ Be honest & timely

Tips for Increasing Brand Awareness









Get Real 
about

Feedback



Tips for Utilizing Surveys

• Survicate

⚬ FREE

⚬ Send to all candidates after the recruitment is closed

￭ hint: use your candidate tracker or ATS to easily grab emails!

⚬ Use the data to understand where your process is falling short with 

candidates

• Survey Monkey

⚬ FREE (up to 9 questions) 

⚬ Send to new hires after 90 days

⚬ Learn how you did after you got your candidate on board

￭ Did you sell them something you aren't delivering on?

￭ Are they getting the tools and support they need to do the job?



Survicate



Survey Monkey





You made a 
new hire.

Now what?



82

%

77

%

69

%

Why does the onboarding experience matter?

The percentage of new 
hires that are retained 

when a great onboarding 
plan is in place.

Glassdoor, 2015

The percentage of employees 
who had a formal onboarding 

process and hit their first 
performance goals.

Urbanbound, 2018

The percentage of new employees 
that are more likely to stay with a 
company for three years if they 
experienced great onboarding.

SHRM, 2017



20

%

28

%

18

%

Time is of the essence!

The percentage of new 
hires that leave a job for a 
new opportunity within the 

first 45 days on the job.
HCI, 2016

The percentage of employees 
who leave just six months 

into a new job.
SHRM, 2017

The percentage of the salary 
it costs the company to 
replace an employee.

Contract Recruiter, 2015



Tips for a Great Onboarding Experience
• Have a plan! 

⚬ Designate an Onboarding Champion

⚬ Have the hiring manager make a welcome call after the offer is accepted

⚬ Send companywide announcement telling everyone about the new hire

⚬ Prepare their workspace, make sure all equipment is ready for their first day

⚬ Develop their first week's schedule (trainings, meetings, etc.)

⚬ Give facility tour w/introductions (or arrange a virtual meet 'n greet)

⚬ Arrange a welcome breakfast or lunch with their new team

⚬ Purchase welcome gift (company swag, coffee mug, notepad)

• Develop Initial Assignments

• Review performance evaluation criteria & set initial goals

• Solicit ongoing feedback

• Schedule formal 1:1 check ins (weekly, bi-weekly, monthly)

• Determine and schedule professional development opportunities

• Conduct New Hire Survey (1 week, 1 month, 3 months)



Make a great welcome gift for under $40!



Technology should amplify — not replace — the human touch.





Recommended 
Readings

Give & Get 
Bryan Adams & Charlotte Marshall

Culture Driven 

Recruiting

Lee-Anne Edwards

Talent Chooses You
James Ellis

Bring Your HUMAN 

to Work

Erica Keswin

Dare to Lead
Brené Brown



Helpful Links

50 Onboarding Statistics to Improve the Employee Experience

The Case for Providing a Positive Candidate Experience

10 TIPS TO IMPROVE THE EFFICIENCY OF YOUR RECRUITMENT PROCESS

A Guide to a Good Recruitment Experience

Want to Improve the Candidate Experience? Start with Communication

https://www.g2.com/articles/onboarding-statistics?__cf_chl_jschl_tk__=473a56f9b66d7d87f1ac74fc2e08dc6811a5e781-1621025413-0-AROkLk_McQRMFrlggQA_n7-UtIUAkv8EoOOEWkQBU7MkdBTfD-T0ALh2CHoCj3hI3t3tcod11uZwWKN_2enRNIQfmaD8xYUeBeszq0OG1PwDviWiPC4xKWsXt4hTGkmx55hZ1tVX9F0qI4L8f5q1rlwBMKWKxyOmVArxBYLZo88lgz9RCV4LML8ZElRlciZiqTuVuB7HlCpfLQa3gcBdDelV5kFHeWF1pL5753XyXy2zgOY6yQu-J7Fo56CjC_J_MGaUS79v6tDSigA1Rfv298720jCAYOO76DYAXaHwwqARuY6yXkrMnYty0EAnNlMcty60ImP-ZEWYi0ucIcSfIXqfZNKvXXfhYFzqsYpyFdO1wZXdOyLdPHMzwlEfNziEf1xhpQg0ndDNhVvUzZB00zBHhAKAv6An7S3mAnDyGGagbrQEH5Z2sR9q0khkyxsdnA
https://www.recruiting.com/blog/the-case-for-providing-a-positive-candidate-experience/
https://builtin.com/tech-recruiter-resources/improve-recruitment-process-efficiency
https://blog.smarp.com/a-guide-to-a-good-recruitment-experience
https://recruitingdaily.com/want-to-improve-the-candidate-experience-start-with-communication/


LeisureQuip, Inc. is a leading distributor of pool, spa, and leisure

products with a commitment to delivering these products to our

customers in the most convenient way possible. To date, we have

served over 400,000 customers via Amazon and our e-Commerce

store, and we have no plans of stopping there!

We are relentless in our pursuit to grow ourselves, each other, and

our business through an entrepreneurial culture & spirit. We strive

to bring value to everyone we encounter and provide the type of

service (both internally and externally) that we are proud to tell the

world about!

Our Core Values: 

TRUST - COMMITMENT - RESPECT- SOLUTION-PROVIDERS

Lindsay Bradley, MBA, CAPM

Vice President, Administration 

Lindsay@LeisureQuipInc.com

(775) 446- 6284

linkedin.com/in/lindsaybradleynv/


