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Analyze your recruiting needs: 

How to prepare before you outsource your recruiting process to an RPO provider
	Section 1. What stifles the growth of your company/division? 

Hiring and Recruiting creates an opportunity for a review of the entire company, what has been working and not. Assumptions can easily be made that issues or problems are caused by an activity or vacant position, which is not always the case. Do a deep investigation first, to ensure your actions will deliver the desired results you are looking for. 

	1. How can I best reach my customers? 

	

	2. Where are my customers?

	

	3. What are my employees really talking about? 

	

	4. Are my resources best serving me? 

	

	5. What state am I at in my vision? 

	

	6. Where are my highest areas of productivity and lowest?

	


	Section 2. Is your budget realistic? 

Don’t start a process you cannot complete. Create clear intention, knowing that your actions can be afforded and then followed through on. Having an understanding of what the budget is, what the flexibility you have within it(if needed) and how knowing how flexible you want to get, will you and your RPO provider build the best strategy to optimize the results. 

	1.  What did you budget for hiring and recruiting this year? Is that in line with your needs? 

	

	2. If changes need to be made, where can the resources be reallocated from? 

	

	3. What is the maximum amount of flexibility you have?

	


	Section 3. Can you narrow your potential candidate focus? 
Do you really need to replace that position? Is this an opportunity to allocate resources towards system development that could allow you to reduce employee overhead? Don’t assume that hiring is the only way to get to your results. Your budget may be better spent on developing out a system or technology that can get the work done faster, easier and better.  


	1. What positions do you question and wonder if they are the most efficient? 

	

	2. When you decide to hire a new employee, do you first consider how to do the work without having to hire by improving a system? Do you have a systematic way of ensuring that a non-hire alternative is seriously considered? 

	


	Section 4. How much are you willing to delegate?  
An RPO provider has a plethora of services they can provide, but which ones do you need and don’t? Get clear on how much of the process you need to delegate vs. how much can be done in house. This will create clarity when designing the services you need covered by an RPO provider.


	1.  Is your employee turnover minimal (thus minimizing employee acquisition and training costs)? 

	

	2.  Do you understand, and have you quantified, the seasonality of your business, its peaks and valleys, and the variability of workload in terms of staffing? 

	

	3.   Do you staff with permanent employees for your ongoing base level of work, and only use expensive overtime and temporary employees for short-term increases of work? 

	

	4.  Does your management system include the ongoing measurement of employee productivity and a systematic way to determine when productivity is substandard and either the employee needs to be retrained or let go, hn designing and/or evaluating your business systems?

	

	5.  Do you know which area of the business, at any given time, are on track and not?  

	

	6.  What has your time been specifically allocated for this year?  

	


Worksheet courtesy of Rachel Clark with Synergy Business Coaching.
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