NO APPLICATIONS?

IT'S NOT YOUR FAULT-
BUT HERE'S HOW TO FIX IT!
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PRACTICAL TIPS &§ TAKEAWAYS TO
GET MORE APPLICATIONS FOR YOUR
STAFFING FIRM

There's no escaping the truth—recruiting is tough right now. Staffing firms
compete for a shrinking pool of the best candidates, and visibility gets more
challenging every day. But people ARE applying to jobs—we've seen the data.
There are great candidates out there—and by making a few changes in your
recruiting strategy, you can help them find your jobs.

In this eBook, you'll learn how to:
Spend smarter to get more applications.
Write job posts that get seen by more candidates.

Optimize your job application to convert.

Adjust your jobs-to-budget ratio to optimize results.

READY TO GET STARTED?

To learn practical tips and takeaways to make the most of your recruiting budget
and get more applications? Read on...

haley @ B

MARKETING



http://www.haleymarketing.com
 https://www.recruitmentmarketers.com/
mailto:info@haleymarketing.com 

RECRUITING REALITY:
FACTORS YOU CAN'T CONTROL

At the time of this writing, the unemployment rate has dropped to 3.6%, basically
where it was in February 2020 before the Covid-19 pandemic. But there are

a whopping 3.12 million fewer workers in the workforce and 11.6 million job
openings (over 4 million more than pre-Covid).

That's reality—and there's nothing we can do about it.

Do you know what else we can't control? Recruiting advertising costs have
skyrocketed.

Facebook advertising costs are up 61%.

TikTok advertising costs are up 200%.

Google Impression costs are up 75% (with clicks up 14%).

There's more...

At the end of 2021, did your staffing firm's job slots renewal package double? Or
triple? Job boards know staffing firms do a fantastic job of getting applications
out of their job slots, and many firms have seen increases in their renewal
prices.

Tough Employment Market + [ncreasing Reeruiting Costs = Frustration
Ready to give up?

Wave the white flag of surrender and hemorrhage advertising money to get
fewer candidates?

NO WAY!!!
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FOCUS ON WHAT YOU CAN CONTROL

You might not be able to control the job market or recruiting costs right now, but
there are a lot of things you can do to get more applications for your firm.

To maximize your recruiting ROI, focus on the four pillars of recruitment
marketing:

Career Sites
Job Advertising

Social Recruiting
Employer Branding

Job advertising is our biggest focus for this eBook, but each of the four pillars
offers opportunities to improve your recruitment results.
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SMARTER JOB ADVERTISING

Spending MORE isn't a vecruiting strateay.
‘/ou need to SPehd SMARTER.

At Haley Marketing, our clients have been going through the same recruiting
challenges as you, and we've been right there with them, working to increase the
number of applications while keeping the cost per application down.

LESSON #1
SPENDING MORE DOESN'T
GUARANTEE MORE APPLIES.

While a lot of staffing companies would benefit
for increasing their ad spend, blindly increasing
budget is not a good strategy. You need

data and a sound rationale to increase your
spending.

For example, if you can increase your budget

and get more applies at the SAME cost per

application, then it makes sense to spend more.

Or if you are seeing a spike in competition for certain roles, you may have no
choice but to increase spend in order to compete for candidates.

To be clear, we're not saying that you should not increase your budget. We're
saying you must have a logical reason behind the increase besides just post and

pray!

And before you spend anything more, you want to optimize the jobs you are
currently advertising. We know from looking at lots of data that people are
applying to jobs—the question is how can you get them to apply to your jobs?

Start here:
Write job titles that match what candidates search for.

Write job posts that instantly convey value (WIIFM) for job seekers.

Optimize your jobs-to-budget ratio.
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JOB TITLES MUST MATCH WHAT
CANDIDATES SEARCH FOR

Save the fun and snappy titles for business cards and email signatures. Your job
titles need to match what candidates expect to see when they type in a search
query. Remember—a job aggregator is a search engine. The algorithm delivers
results to answer candidates’ questions.

Adjust your job titles and vecruitment postings to veflect
popular search terms and attract move candidates to your jobs.
How do you make your job the answer to candidates’ questions?

Tools like Indeed Hiring Insights, Google Search Trends, and the CareerBuilder
Supply and Demand Report can give you valuable insight into:

What terms candidates are searching.
How competitive jobs are in your region.

Which terms you should be using in your job posts.

WHAT HAVE OUR CLIENTS LEARNED ABOUT
JOB TITLES?

Hiring for a marketing specialist job in Florida is easier when the job
title is “marketing associate,” “marketing assistant,” or “marketing
coordinator.”

Hiring Class A drivers in California is easier when the job title includes
the word “truck.”

Mid-month change led to a 12% decrease in application cost and a
42% increase in application total.

Hiring leasing consultants in Florida is easier when you include the
words, “leasing agent.”

Making this change tripled applications in one month.

Using “now hiring” or “hiring immediately” in your job title will deliver
your post to candidates ready to work right now.

Automation (like the programmatic software we use at Haley marketing)
can make it easier to test multiple job titles in job posts and track
results.
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JOB POSTS MUST INSTANTLY
CONVEY VALUE (WIIFM)

The first 2 to 4 sentences of a job post are crucial. Candidates want to know
“What’s in it for me” before reading further. If you put them to sleep with a boring
list of job duties and responsibilities, they may never learn what your job has to
offer.

Compare these two job post excerpts for industrial warehouse jobs (geography,
pay and duties are the same):

Both posts are for similar jobs with similar geography
and similar pay. What's different? The value for the
candidate.

A candidate who has flexibility and wants overtime

will apply to the first job. A candidate who needs a set

schedule or prioritizes personal time will choose the second job.

Taking it a step further, your job post also sets expectations for what it will

be like to work for the company. If a candidate is expecting (or not expecting)
overtime, you'll need to meet those expectations or risk having them leave the
job, creating frustration for everyone.
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JOB POSTING TIPS

With 3.12 million fewer people in the workforce and 11.6 million open jobs,
you need to market your job posts to get applications. Consider creating 2 to 5
job post templates for your team so they know exactly how to get candidates
excited about a new job post.

WHAT NEEDS TO BE ON YOUR JOB POST TEMPLATE?

Awesome opening: Write 2 to 4 o
sentences focused on “WIIFM.”

Important job details: Once you have
their attention, create expectations
for pay, schedule, and location.

Job responsibilities: Include duties
or responsibilities that you feel

are necessary last; they are least
important to candidates at this point
in the process.
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WHAT DO CANDIDATES WANT?

Ask them.

Take advantage of opportunities during the hiring process to explore what'’s
important to today's candidates. Connect with them during interviews,
onboarding, and after joining the team. Conduct surveys, focus groups, and
exit interviews. Do whatever it takes to understand what's important to your
candidates. Guess what? It probably isn't what you think.

No
overtime

Professional

Personal
development Later

start time advancement

Create a simple process to gather data and be consistent about following it.

Experiment with the “WIIFM" in the first few sentences of your job posts and
see how they perform. Testing them requires time and effort, but it will keep
your jobs fresh. You'll be able to tell what's connecting with your candidates and
leverage that data in future posts.

As you might guess, this is one of the reasons why we are such big fans of
programmatic job advertising. This type of automation makes it easy to test
different versions of jobs, job titles, bidding strategies, and more to see what will
deliver the best candidates at the lowest cost.
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REDUCE FRICTION WITH
YOUR JOB APPLICATIONS

Normal
Force

Motion

Force Of
Friction

Applied
Force

Force Of
Gravity

Candidates expect everything to be simple, especially on their mobile devices.

EXAMINE YOUR JOB APPLICATION WITH AN EYE
TOWARD SIMPLICITY.

Are candidates looking at your job application and seeing multiple fields to
complete? If so, they'll probably click away and find an easier application. What
information do you need the first time you make contact with a candidate? Try
to keep it as simple as possible—only ask for the minimum information you
need to guide the candidate further into your hiring process.

Haley Marketing simplified its application and

increased conversion b\/ 10.6%.
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TEST YOUR APPLICATION EVERYWHERE.

Be sure it looks and performs as expected when viewed on:
Mobile
Desktop
Indeed

ZipRecruiter

And everywhere else it appears

REDUCE FRICTION TO GENERATE
MORE APPLICATIONS.

Are you using quick apply processes on job boards, or are you driving people
back to your website to apply? Driving candidates to apply on your website
captures their information for your database, but it creates friction. You will likely
receive fewer applications because candidates will have to make more effort

to apply. Less friction equals more applications. Every firm will need to decide
where they want candidates to apply, but all firms should keep their application
process as simple and frictionless as possible.
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OPTIMIZE YOUR
JOBS-TO-BUDGET RATIO

In a tough recruiting market, you must do everything
possible to help candidates find your jobs.

Looking to get the highest ROI from your recruiting spend? Darn right. And
the correct jobs-to-budget ratio can help you get the most bang for your job
advertising bucks.

So, what is a jobs-to-budget ratio? Simply put, it's the number of jobs you're
posting compared to the amount of money in your budget.

For example:

I have a $2000 budget and
100 jobs.

| have a $2000 budget and
2000 jobs.

I have a $1000 budget and
100 jobs.

CHANGING YOUR RATIO CHANGES YOUR RESULTS.

Many job boards suggest, “Post fewer jobs, keep your same budget.” Or “Keep
the same number of jobs and increase your budget.”

At Haley Marketing, we often take the opposite approach. Our first strategy is,
“Keep your budget the same; sponsor more jobs. Or if you're keeping your job
count the same, reduce your budget.”

Why? Because most staffing firms benefit from having more lines in the water to
entice candidates, and spending MORE isn't necessarily spending SMARTER.
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CASE STUDY: MORE JOBS; SAME
BUDGET; 5X APPLIES!

GENERAL STAFFING - WI, MN

Monthly Cost Per
Applications | Application

October C $21.51 $1,966
November $8.86 $1,922
December 2 : $6.60 $2,000

This staffing firm (administrative and light industrial) operates in a challenging
geographic area and came to us with a cost per application of $21.51 for their
advertised jobs.

HOW DID WE HELP THEM SPEND SMARTER?

Job expansions

We expanded job titles to include variants that candidates were
searching.

We expanded into neighboring cities to reach more candidates.

Changing their jobs-to-budget ratio. We raised their job count from 43
to 224, a 5x increase that improved their jobs-to-budget ratio.

Adding ZipRecruiter to supplement Indeed. Sometimes the traffic isn't
what it needs to be on one job board, so we added another to reach
more candidates.
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THE RESULT?
Cost per application dropped from $21.51 4o 7b.60!

DOES ADDING MORE JOBS ALWAYS WORK?

Not always (although it is an effective strategy!). Some clients need fewer jobs
(not more budget). Others need the same jobs (and LESS budget). For more
examples and data, check out our on-demand webinar.

WHAT OTHER TACTICS NET MORE APPLICATIONS?

Stop overpaying for easy-to-fill jobs. Allocate your budget for harder-to-
fill positions.

Getting empty clicks? You might have too many jobs. Decrease job
count.

High cost per application and high cost per click? Conversion too low?
You might be overpaying for candidates. Try decreasing your budget.
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SOCIAL RECRUITING CAN
INCREASE JOB APPLICATIONS

The elimination of Facebook Jobs on February 22, 2022, caused many staffing
companies to see a decrease in job applications. Is your firm still trying to
recoup those losses? Here are a few ways to attract candidates through social
recruiting:

Pay to play. Post about your jobs on social and put some advertising
dollars behind them. (Be sure to include WIIFM, pay rate, shift info, and
type of job.)

Build a stronger page following. Growing organic traffic on Facebook
is a big challenge, but posting engaging content can help you build a
stronger page following—and reach more candidates.

Create more engagement. Creating a larger page following could lead to
more engagement—and the more engagement your posts get, the more
people will see them. That's how the Facebook algorithm works! Bonus
tips:

Rally your team to like, comment on and share your posts to boost
engagement.

Follow up with engaged Facebook users.

Get your team involved. At a minimum, have your team like and
comment on the jobs you post. More engagement with your jobs =
more distribution. Better yet, get them to share the jobs on their own.
Content shared by people gets more (free) reach than content shared by
companies.*

Use other channels. Facebook isn’t the only game in town—really!
Explore other channels to find potential candidates.

Want to automate your team social sharing? Check out our low-cost team
sharing platform: NetSocial!

NETSOCIAL
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DON'T JUST FOCUS ON JOBS—
THINK ABOUT THE BIGGER PICTURE!

At Haley Marketing, we love to geek out on job data, but we also help our clients
create more than a job-to-job relationship with their candidates. To connect
with candidates, you need to build your brand, which starts with showcasing
what candidates get out of working for your company. Candidates have tons of
options these days. Share information that will make them want to work with

YOU.
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GET CONTROL OF
YOUR JOB BOARD SPEND

On average, Haley Marketing is helping our clients reduce their cost
per apply by 33% within six months. We use programmatic software to
automate, test, and track job titles, city expansions, and other variables
that can help you reach more candidates and get more applications—
without blowing your budget.

Want to learn more about what we do?

2 WATCH THIS WEBINAR

No Applications? It's Not Your Fault But Here's How To Fix It

Bl READ THESE EBOOKS

Is “Programmatic” a Bad Idea for Staffing Agencies?

Two Ways Programmatic Job Advertising Works for the Staffin
Industry

B GET IN TOUCH

Want an expert in your corner who understands jobs, technology, and
the staffing industry? We can help you manage the day-to-day of your
job boards and drive ROI from your spend. Don't just spend more—
spend smarter!

Get Programmatic

Call or email us!
1-888-696-2900 | info@haleymarketing.com
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