
 

Benchmark Business Group 

Value Realized 

“Why Would Someone Want to Work for Your Company” 

Page 1 of 5 
 

This document is confidential and proprietary to Benchmark Business Group, LLC and cannot be used, disclosed, or 

duplicated without the prior written consent of Benchmark Business Group, LLC.  This is an unpublished work protected 

by federal copyright laws. 
 

 

Spotlight: Is there a Hiring Drought? 
We're hearing from many of our clients that it's increasingly difficult to find quality candidates for open 

positions. It's as if the winds have changed and instead of opening a mailbox to hundreds of resumes, 

as many did during the recession, there are now zero applicants. When hiring, it's easy to focus on 

things that you cannot control, like the economy, but we invite you to join us as we focus on what you 

can control.     

  

 Why Would Someone Want to  
Work for Your Company? 

  

We have one simple question for you to consider when it comes to hiring: "What makes your 

company so special that candidates WANT to work for you?" You should always be able to answer 

this question, but in a candidate drought, it becomes even more important. You end up competing for 

candidates, which often leads to a salary or benefits war. In essence, your company becomes a 

commodity. There is no perceived difference between working for your company and company XYZ. 

The road to more qualified candidates starts with what you are offering. 

 

• Salary and Benefits - Though you don't want to get into a war, the salary and benefits you are 

offering must be competitive. You don't have to be the highest paying company to attract top 

talent, but if you're not competitive, it will be hard to attract talent. To check the 

competitiveness of your salaries check out Salary.com or Glassdoor where you can see free 

reports from the employee's point of view or pay to see the employer's addition. Also look for 

the Wage Summary Report that is released by state or metro area through the Department of 

Labor. 

  

• Perks - What else do you offer your employees? Tech companies have become famous or 

maybe even infamous for the amount of perks that they offer their employees. Perks such as 

daily lunches and even ping pong tables in the break room are often offered. As a small 

business, it might seem impossible to compete with this, but with a little creativity you can 

create great perks for your employees. There are companies such as Any Perks that allow 

small businesses to join and immediately offer perks to employees. Or you might get together 

with a few other small businesses in your area and see what you can put together as a group. 

Poll your employees to find out what they would like if there were no limits and work to see 
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what's really feasible. 

  

• Work Life Balance - Like you, your employees have an active life outside of work. They want 

the freedom to be able to attend their child's soccer game or take a long weekend. The 

flexibility of their schedule and the amount of PTO an employee has can be a huge attraction 

to a candidate. This obviously needs to be balanced with what the company needs. It's the 

norm in many companies to base PTO off seniority. That's fine in many cases, but if you're 

trying to land a candidate with a lot of experience, what are the chances they'll want to start at 

the end of the totem pole again? Be observant of what type of work/life balance is typically 

offered to the candidate that you are pursuing and make sure you know why your company 

stands apart from the rest. 

  

• Culture and Environment - 40 hours a week is a long time to spend at a place you don't like 

or with people that you can't stand. The vast majority of your employees work to earn a 

paycheck, but it's also been proven time and time again that people will work for less and be 

more productive when working in an environment they enjoy. What makes your company 

stand out? Why would someone want to spend 40 hours a week with your staff? With your 

clients? Knowing the answers to these questions can help you attract the right candidate. 

  

• Opportunity - Another factor candidates consider is their long term future. Is there a future to 

grow within the company? Will they be stuck in neutral or will their career be off to the races? 

Don't stop with the elements that we've discussed. Take time to survey your current 

employees. Review those employees that left your company. Get to know why an employee 

would WANT to work for you, because until you are able to answer this question with clarity it's 

going to be difficult to attract the talent that you want.  

Active Recruiting Methods 

The E-Myth philosophy states that recruiting is a form of marketing and sales. You are selling not only 

the position, but the company to potential candidates. In the last section, we talked about brand and 

what sets you apart from other companies looking to hire. In this section, we'll focus on using that 

brand in strategy to generate candidates. In many companies, the generation of candidates comes 

down to posting a job ad in the paper, perhaps using the radio, and calling it a day. That can work, 
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but these days when unemployment is once again shrinking you need a more assertive strategy. 

Here are a few things to consider when creating a strategy for generating candidates: 

 

• Video - A short video about your company and the position you are looking to hire can go a 

long way to making an introduction. Remember last week when we talked about why a 

candidate would want to work for you? Video is a great way to show them that your company 

lives up to those promises. You can post the video online, link to it in job ads, post in online 

groups, and share on social sites. Remember, people are more likely to share and pay 

attention to a post if there is video or pictures. 

 

• Create a Hot List - Who would be the perfect person for this position? Don't know? That's a 

problem. Imagine if all your sales leads were cold? It sure would take a lot more effort to find 

a qualified candidate! Your recruiting methods should mirror your marketing process, which 

means you need a hot list. You can search by position or job title on sites like Facebook and 

LinkedIn. See below for a brief overview of how to use Facebook for searching! Once you 

find candidates doing a job you believe would have the experience and knowledge that you 

are looking for, widen the search in a search engine. Challenge yourself to find at least 10 

ideal candidates for the open position. Your next step is to contact them. Of course you could 

send them a letter, an InMail, or email, but if these are 10 people you'd ideally like to have 

working for you, perhaps you can find something a little more creative to get their 

attention. Go back to July's spotlight on lead generation for ideas. 

 

• Ask Your Employees to Share - Many companies leverage their employees to find 

candidates and you might even have a referral bonus program in place, but do you provide 

your employee with ideas and even the tools to really share an open position? Create 

language they can post on social sites or through email, ask them to contact old professors 

or supervisors, or even hold a brainstorming session where they look through their LinkedIn 

connections. 

 

• Go Where they Are - Just like in sales, you need to be able to figure out where your ideal 

candidates are finding information. This might include a mix of online and in person events. 

Search for associations, online forums, and LinkedIn groups that the ideal candidate would 

likely to join. They can be industry based, position based, or even groups such as Young 

Professionals. To find people in person, look for association events, networking events, and 
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even Meetup groups around a particular subject that your candidate would find interesting. 

  

• Form a Relationship with Universities - Many universities have career services for new 

graduates and alumni services making them a great place to look for candidates. Contact the 

school's career service department to find out what they offer and how you can foster a 

relationship with their organization. 

 

Just like lead generation and sales, recruiting is a numbers game. You need to have the right 

message of course, but the more active you are the more candidates you'll find. 

  

What Needs to Change in Your Recruiting Process 

Quote: “The secret of my success is that we have gone to exceptional lengths to hire the best people 

in the world.” Steve Jobs 

  

Question: What lengths have you gone to in order to hire the best people for your business? 

  

Our Thoughts:  In many businesses recruiting is a very passive method. You put out the standard ad 

message or ask a few people if they know of anyone. Then you sit back and wait for the magic to 

happen. We challenge you to be thinking: “What needs to change in your recruiting process?” 

  

Selling a Position 
When you're recruiting, especially in a Hiring Drought, there is a need to sell the position and your 

company. Just like in marketing, if you want leads for an open position you have to know how to 

attract them. However, there's a danger in over-selling the position. You can chase away good 

candidate or even worse end up with the wrong candidate if you get too caught up in selling the 

position. Here are a few tips to help you reach the right balance of selling the position. 

 

• Don't Make the Position Sound Too Good to Be True - As we talked about earlier, it is important 

that you're able to communicate you competitive advantage, but if you make the job sound too good 

candidates will be warned away. We see this lot with sales positions, where the "unlimited income" 

seems to be part of many ads. The problem is this is how every Multi-Level Marketing Scheme starts 
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off. While you want to sell the opportunity, be mindful of how true it would sound to someone who 

doesn't know you or your company. 

 

• Ask the Candidate to Prove They Have What it takes - The whole point of selling an opportunity is 

to get leads. As soon as a candidate expresses interest your game plan has to change.   You have to 

go from selling the position to evaluating if you have the right candidate. Draw a line in the sand 

within your recruitment ad. Ask the candidate to start selling themselves to you by sending in an 

answer to a question or even proof of their work. For instance, if you're hiring a sales position ask 

them to write a paragraph of how they would introduce themselves to a new lead. 

  

• Be Clear on The Offer - If you go into the search without a clear budget for this position it's easy to 

settle for a non-qualified candidate or easy to pay for over qualified candidates. Either option can be 

disastrous and end up costing your business. 

  

• Be Clear on the Negative - Every position has negatives. Though you risk scaring away some 

candidates, being upfront and direct about these elements can save you a lot of time. Remember, 

you don't have to sound negative; you just have to make sure to address it. If you scare away the 

candidate, then you didn't have the right candidate to begin with. 

 


