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Introduction.
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The ability to find, hire and keep the 
best people is a critical business driver for 
every organization. Without the right talent, 
organizations will struggle to meet their goals 
and deliverables. Growth can be stunted, 
deadlines missed or profitability compromised. 
Unfortunately, the skills and knowledge to hire 
the best talent often isn’t taught, so leaders 
are left to their own devices to find their way 
and develop these skills on their own. 

This eBook was designed to provide direction 
and shorten the learning curve for hiring the 
best talent you can. It will help reduce some 
of the most frequent hiring errors and save 
you from becoming frustrated, by providing 
a knowledge foundation to help you become 
a great hiring manager. Learning how to hire 
well is a complex equation that leaders tackle 
as they develop in their career. 

If you currently lead a team, manage a group 
or are responsible for building an organization 
and need to hire now or in the future, then 
this eBook is for you. This guide will provide 
you with the six key steps that will get you off 
to a great start. There is a lot more to hiring 
than posting a job and making an offer. Hiring 
can’t be left to chance and takes intentional 
thought and planning to work effectively. This 
guide will save you a lot of time, frustration 
and money if you integrate the six steps to 
hiring the best accounting and finance talent 
into your hiring practices. 

Let’s get started!

6 STEPS TO HIRING THE BEST ACCOUNTING & FINANCE TALENT
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Build an 
Ownership
Mindset.1
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Hiring the best talent doesn’t happen on 
its own—it takes a great hiring manager. The 
first step to hiring the best finance talent is 
to understand your role in the hiring process 
and that you ultimately own the decision of 
who you hire. After all, once the hire is made 
you are the one who lives with that decision 
each day the new hire is on your team!

Taking accountability for the decision-making 
process is not an easy thing to do, especially 
because not everyone will agree throughout 
the recruitment and hiring process. From 
resumes to interview feedback, everyone 
has an opinion, and they won’t be shy about 
sharing them. 

Hiring is a skill that you can develop over time. 
It has the potential to become one of the key 
skills that will either propel your own career 
forward or hold you back. As you progress 
in your career into more senior roles, the 
results you achieve are less about your daily 
technical inputs and are instead more about 
what you’re able to achieve through your 
team. So, start early and learn to develop an 
ownership mindset of the hiring process. Of 
course, other people need to be involved, but 
hiring is your responsibility. So, own it! 

You can take an ownership mindset over the 
hiring process and the skills you develop with 
you everywhere you go for your entire career, 
and this mindset can determine future success.

An ownership mindset does not mean you 
ignore other people, their input or opinions. 
Instead, listen to what your colleagues have to 
say and take it into consideration, but ultimately, 
who you hire is your decision to make. 

Understand you won’t be perfect and will 
make some bad hires. That’s inevitable. The 
goal is to make a lot more good hires than bad 
ones. The person who owns the outcomes 
isn’t in human resources, recruitment or any 
other department, it’s you! 

Unfortunately, hiring is not something that 
is often taught. There are more resources 
available on the subject of recruiting than hiring, 
but recruiting is not hiring; it’s only one part of 
the equation. There are only a few ways that 
hiring is learned: trial and error, mentorship 
from others or intentional skill development. 

6 STEPS TO HIRING THE BEST ACCOUNTING & FINANCE TALENT

1. BUILD AN OWNERSHIP MINDSET
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Trial & Error.
Although this is first on the list, it’s probably 
the least effective learning strategy; however, 
it’s where many hiring managers start, because 
it takes the least amount of prep work. Good 
hiring is difficult, and the statistics are not in 
your favour. Without a structured process, you 
have a 50/50 chance of making a satisfactory 
hire. Your chances of making a good hire are 
even worse, and a great hire is a rarity. The 
result is that many quickly realize the odds are 
against them and then tell themselves, “Well, 
it’s a crap shoot, and I need someone, so let’s 
give it a shot and see what happens.” 

You certainly can get better at hiring by 
utilizing a trial-and-error approach, but the 
key is to document and reflect on the process 
and outcomes, so the same errors don’t keep 
occurring. If you include this strategy, keep a 
hiring log and write down why you hired the 
person. If things don’t work out, go back and 
document why and compare your notes. Over 
time, you will be able to see if there are any 
trends. It’s only through this reflective process 
that you’ll gain skill and knowledge to avoid 
repeating the same hiring errors.

Learning How to Hire.

Mentorship.
This is probably one of the most valuable 
ways to learn hiring skills; however, unless 
you were fortunate enough to have a great 
boss at some point in your career who was 
already a great hiring manager, it can be 
difficult to find a mentor. Having said that, 
many of the better hiring managers had the 
good fortune to work with someone who 
took them under their wing and helped them 

develop not just good hiring skills, but good 
leadership skills too. If you know someone 
who has had a history of achieving great 
results through others, approach them and 
ask them specifically what advice they’d give 
you, listen carefully, take notes and then 
follow up and act. Thank the mentor and work 
to develop a relationship over the long term.

6 STEPS TO HIRING THE BEST ACCOUNTING & FINANCE TALENT

1. BUILD AN OWNERSHIP MINDSET
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Intentional Skill Development.
While this may seem like the most time-
intensive step to develop your hiring skills, 
you can do this at your own pace and have 
direct control over it. With intentional skill 
development, you do your own research and 
specifically seek out resources, articles and 
books on hiring best practices. This approach is 
also very rewarding and can have an immediate 
impact on your practices and results. 

It is important to think of your reading and 
research as a career investment in your 
skill set, that will impact your ability to drive 
results for the rest of your career. Make note 
of what works and track the people you hire 

and the result they achieve with you. As you 
reflect, are there things that you could have 
identified earlier? Were there clues along the 
way that you missed, which would have caused 
you to handle the hiring process differently? 
Be honest with yourself but not too hard on 
yourself at the same time. Hiring is not easy! 
No one is perfect—the goal is to get better with 
each hire you make.

Great hiring starts with developing an 
ownership mindset of the hiring process, 
because once the hiring decision is made, that 
person is part of your team and a key part of 
your performance.

6 STEPS TO HIRING THE BEST ACCOUNTING & FINANCE TALENT

1. BUILD AN OWNERSHIP MINDSET
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Nail Your Team 
Vision & Value 
Proposition.

2
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One of the most consistent and important 
trends in the talent market in the last decade 
has been the equalization of power between 
company and candidate in the hiring process. 
Today, high-quality talent has a lot of choice, 
even in a pandemic, and that won’t be 
changing anytime soon, especially for highly 
skilled accounting and finance professionals. 

Sure, there may be minor ebbs and flows, but 
if you haven’t thought through what your value 
proposition is to draw in top talent, there is a 
good chance they’ll choose to go elsewhere. 

During the pandemic, we’ve seen more 
multiple offers to candidates than at any 
other time in the previous three years. There 
was an unusual blip of talent available that, 

under normal circumstances, just wouldn’t 
have been active. These individuals had an 
incredible choice of options. If an individual 
hiring manager wasn’t able to clearly articulate 
the opportunity on their team and connect 
with the talent, they ended up losing out to 
their competitors. 

The reality is that talent now possesses more 
of a consumer mindset than ever before. There 
has been a shift in generational expectations 
that won’t be changing anytime soon. Work 
and life are meshing more and more, and 
talent wants to know how you, their new boss, 
is going to impact their career, so you need 
to have a game plan to articulate this when 
required.

2. NAIL YOUR TEAM VISION & VALUE PROPOSITION
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When trying to hire new talent, be prepared 
to answer questions from candidates like:

• Where is your team going?

• How does the open role fit into the 
future state?

• How do you develop those working on 
your team?

• What does it mean to work for you?

If that sounds like a bit of work, it is. The playing 
field has levelled, and this preparation is similar 
to what candidates do to prepare for their 
interview with you. It has to be a two-way street.

To be clear, this is not in any way a suggestion 
that you subordinate to candidate talent, 
rather it’s a suggestion that in order to be 
able to hire the best talent, preparation and 
positioning are key. These steps may not be 
required in every interview, but it is important 
to be able to clearly articulate what working 
for you means.

Spend some time figuring this out; you’ll be 
glad you did when it’s time to make the offer.

6 STEPS TO HIRING THE BEST ACCOUNTING & FINANCE TALENT

2. NAIL YOUR TEAM VISION & VALUE PROPOSITION
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3. KNOW WHAT YOU ARE LOOKING FOR

The third step is to know what you’re looking 
for. This is more difficult that it sounds, 
especially when there are multiple people 
involved in the decision-making process. In 
the hiring and evaluation process, the “Nos” 
seem to count more than the “Yeses” and can 
lead to group-think that is littered with biases, 
which aren’t a true indication of a candidate’s 
capability. If you’re not clear on what you’re 
looking for, a great candidate may get away, 
resulting in a missed opportunity to hire 
a talented prospect, due to a makeshift 
assessment from individuals involved in the 
hiring process.

Spending the time to properly consider and 
develop a success profile can be particularly 
challenging when you’ve got a schedule 
jammed with meetings, Zoom calls and 
looming deadlines. The temptation is to 
grab the last job description, quickly review 
it, make a few modifications and then put 
a mental checkmark on having defined the 
role. It can be easy to tell yourself, “I’ll know 
it when I see it.” This is a mistake, because it 
leads to guess work in the interview process, 
as other people in the evaluation may not be 
in sync and impose their biases unwittingly, 
leading to debriefing conversations about 
why candidates didn’t “fit.” 

A Word About “fit”.
The term “fit” is frequently over-used. Often, 
when we’re not progressing an individual in 
the hiring process, we’ll chalk it up to them just 
not being the right “fit.” But what does that 
mean, really?

In many cases, a candidate may not appear 
to “fit” because the hard work of defining 
what you are really looking for in a candidate 
hasn’t been fully considered. If you neglect to 
intentionally think through what you’re really 

looking for and acknowledge there is likely 
more than one way to deliver the results, 
you’ll be limiting yourself. Certainly, there may 
be individuals that clearly do not align with 
your organization’s culture and have specific 
requirements that you can’t meet; however, 
think carefully next time you use the word “fit” 
to make sure you aren’t using it simply because 
you’re unable to articulate it any other way.
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Fis for FACTS

What background profile do I think I need? While 

it is important to contemplate this it is also 

equally important not to get too laser focused on 

these facts as you may miss out on some talented 

people. Questions to ask yourself:

•  What type of company/industry do I believe I need

   a candidate from? Why?

One way to think about “FIT”

Tis for TANGIBLES

What are the hard skills required in this role? Are 

there credentials that are a must to be able to do 

the role? What quantifiable skills do I need?

Iis for INTANGIBLES

What soft skills are required to succeed here and in this role? This is where you think about how you are 

shaping your team, your company culture and the outcomes you need someone to achieve.

•  What geography am I open to seeing candidates

   from? (i.e. local, national, international)

•  What size of business should a candidate have

   experience within? (i.e. $5M, $50M, $500M, $5B)

•  How long should someone have been working in a

   similar position and organization?

•  What positions would I expect to see candidates

   currently working in?

•  Are there technical prerequisites that are

   unnegotiable? (i.e. specific tax knowledge,

   systems experience, M&A experience etc.)

•  What type of technical environment would be

   best to hire someone from? Why?

•  Coachability?

•  Emotional intelligence?

•  Values?

•  Tendencies?

•  “Internal wiring”?

•  Executive presence?

•  Long term career goals?

•  Time management?

•  Flexibility?

•  Lead vs Do?

3. KNOW WHAT YOU ARE LOOKING FOR

There are only two things on every resume:   1.) Facts   2.) Opinions
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Define Outcomes.
This brings us to the final piece in this section: 
the practice of defining the outcomes you’re 
looking for. In many cases, there is more 
than one way to achieve the results that you 
want the new hire to deliver. This is why job 
descriptions can be a limiting item, as they can 
predetermine one way of achieving outcomes. 
Two things that tend to mess up recruitment 
and hiring more than anything else are job 
descriptions and resumes, because you aren’t 
hiring a resume, and the job description is 
rarely the actual work to be performed. 

Work in today’s dynamic organization is 
complex, multidimensional and fluid. Job 
descriptions can be limiting items if they are 
simply focused on skills and requirements; 
instead, focus on the outcomes you need 
achieved, then document and evaluate for 
those outcomes. You’ll still need a description 
of the work to be performed, but don’t just 
start with a standard template or last year’s 
job description. Really think about what you 
need accomplished and write it down, even 
if it’s supplementary to the job description in 
your HR files. This will help you focus on what 
really matters and keep you on track in your 
evaluations.

6 STEPS TO HIRING THE BEST ACCOUNTING & FINANCE TALENT

3. KNOW WHAT YOU ARE LOOKING FOR
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4. GET A GRIP ON YOUR TALENT PIPELINE

Often, when people think about the hiring 
process this is where their mind immediately 
goes—the talent pipeline. As mentioned 
previously, recruitment is not hiring! 
Recruitment is a part of the hiring process—
an incredibly important part—but it isn’t the 
only component of making great hires. There 
is a continuum that extends from planning to 
recruitment, selection, onboarding and ends 
with leadership. All those components need 
to work in sync for the best accounting and 
finance talent to deliver great results.

Having said that, let’s dive into how to get a 
grip on your talent pipeline. Even if you have 
a dedicated recruiter working with you, it’s 
valuable to understand the components that 
will need to be managed. Building awareness 
is probably where the largest gap exists in 
managing a talent pipeline. If the right people 
are not aware of the great opportunity on 
your team, they will never interview for it, let 
alone be interested in it. Awareness is also not 
enough; you need the right qualified talent to 
be interested and act on it. 
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How to Get a Grip On 
Your Talent Pipeline.
Establish An Online Presence. 
Posting a job to a job board is a very common 
practice that can make hiring managers feel 
like the search is officially underway. Postings 
are common, and most openings will likely be 
posted at some point, unless it’s a confidential 
or temporary need. The effectiveness of 
postings for attracting the best accounting 
and finance talent, however, is limited. The 
best talent is frequently not actively looking 
at job boards. Tapping into this talent pool 
requires a different strategic approach. 
While postings can result in a large volume 
of candidates, the reliability of quality is what 
you’ll need to consider.

Posting a job online is an obvious first step, 
and if you’re able to obtain the right person 
then that’s great. But if this is where your 
efforts start and end, this is what is commonly 
referred to as “post and pray.” It would be a 
rarity to get that ideal candidate by only using 

this method, especially if it’s a niche role like 
tax, treasury or audit. Remember that posting 
a job to several job boards, (even niche sites) 
is still just a posting. You’ll need other items 
in your toolbox to get the right talent to the 
table. Sure, post the job, but then go deeper.

To fully cover your online efforts, you should 
also consider posting the position to your 
own LinkedIn profile and asking your staff 
to like and share your post to amplify who 
sees it. This is a simple, yet often overlooked, 
step. Tapping into the networks of those who 
already work for you is a great step, but few 
hiring managers take the time to do so and 
even fewer ask their staff to amplify it. At this 
stage, you can also offer a referral bonus if 
someone refers a candidate not already in the 
mix. Referral bonuses often range from $500 
to $1500 and are awarded after a successful 
hire passes probation.

4. GET A GRIP ON YOUR TALENT PIPELINE

79% of job seekers use social media 
in their job search.

- Inc.com
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Reach Out for Referrals. 
One of the most valuable things you can 
do is to network with your industry peers, 
colleagues, vendors and advisors to a create 
awareness. You’ll typically find that the level 
of quality candidates that come through 
referrals is much higher than you’ll receive 
from job postings. While you’ll likely receive 
less candidates to consider through referrals, 
the ones you do receive will typically be more 

Use Your Internal Resources. 
If you’ve got access to internal resources, 
like a dedicated HR contact or an internal 
recruitment team, that certainly gives you a 
significant advantage over working the talent 
pipeline yourself! Many larger organizations 
have invested in internal talent acquisition, 
because they realize the criticality of being 
able to attract the right people. If you’ve got the 
internal resources then utilize them to the full 
extent, but also realize there are some things 
you can do to make their job much easier. 

qualified. Generating referrals can be as 
simple as an email sent to a handful of trusted 
resources that can generate a lot of targeted 
attention. Many times, candidates that are 
referred are also much more motivated and 
engaged due to the fact that they’re aware 
someone else has vouched for them. Ask for 
referrals, and it will make a difference. 

Sometimes, hiring managers who have an 
internal resource take a hands-off approach 
and think that because they’ve got an internal 
partner, they have their search covered. That 
is a mistake, because no one knows your job 
like you do, especially if you’ve covered what 
we’ve discussed thus far. 

4. GET A GRIP ON YOUR TALENT PIPELINE

48% of businesses say their top quality 
hires come from employee referrals.

- www.ebiinc.com/resources/blog/hiring-statistics
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Give them the time. 
Don’t assume your internal recruiters know 
the job like you do, because they have that job 
description we talked about earlier. They’re 
busy people who have several other jobs 
they’re working on, so for your opportunity 
to be properly aligned in the queue, they’ve 
got to have access to you. Ensure you provide 
them prompt feedback, set up face-to-face or 
Zoom meetings to go over your opening in 
detail, and invite them to get back in touch 
with you with any other questions. If you 
make them a priority, they will make you one 
too. Think reciprocity. Your internal resources 
will be able to provide value to your hiring 
efforts in proportion to the level of attention 

you provide them, so if you’re a great internal 
client they will be a great support.

Proactively check in.
Set up reoccurring update conversations to 
discuss progress. Again, internal teams can 
be managing a lot, so you’ll want to know 
what is being done to generate candidates. If 
the role is simply posted online, then you’re 
not any further ahead than if you didn’t have 
any support. Working with your internal 
resources will only make a difference if there 
is daily activity on your open role to market 
it, evaluate applications and create new 
solutions when sticking points occur.

Best Practices for Working with Your Internal Recruitment Team. 

Go Interim. 
An often overlooked option to ensure you are 
able to properly knowledge-transfer is to bring 
in an interim or temporary resource, especially 
if your Accounting Manager of 10 years has 
given notice, and you’d like to retain as much 
knowledge as possible. Bringing in an interim 

resource can allow you to capture critical 
knowledge, so you aren’t pressured to make a 
quick hire. A temporary employee can provide 
a softer landing, and you’d be surprised how 
many times the interim resource ends up 
being a great permanent solution.

4. GET A GRIP ON YOUR TALENT PIPELINE
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Hire External Assistance. 
When you are in the market for an important 
hire, and you need to cover as much of the 
market as possible, you’ll want to look to an 
external recruitment firm for help—don’t 
leave it to chance. Sometimes you need to 
proactively target specific organizations 
or talent communities with a very direct 
messaging strategy, and this where an external 
recruitment firm can make a huge difference. 

External recruiters (headhunters, agencies 
and search firms) have the ability to discreetly 
evaluate the market on your behalf and engage 
top-quality talent in a bespoke manner. If this 
is an avenue you pursue, keep in mind that 
not all external recruitment firms are created 
equal. It’s important to engage the right type 
of firm for your recruitment needs.

It may help to understand that there are 
three main types of recruitment firms: temp 
agencies, contingency search firms and 
retained executive search firms. Typically, 
temp agencies recruit talent at the $60K salary 
level and less, contingency firms recruit in the 
$60K to $150K level and retained executive 
search firms recruit for salary levels of $150K 
and above. These are general guidelines, and 
some firms will recruit at multiple levels. 

Another component to understand is that it 
makes a lot of sense to partner with a firm 
that specializes in financial recruitment; 
specialized firms will have a team of experts 
that can cover greater market breadth and 
depth and will possess the credibility with the 
talent market to garner the interest required. 

Ensure you work with a search consultant 
that has a proven history, so you can verify 
their work. It’s important to understand that 
the search consultant is an extension of 
you and your brand while they’re recruiting 
on your behalf, so professionalism and the 
ability to communicate effectively within 
the accounting and finance community is 
important. An accomplished and reputable 
firm will be able to provide references. Lastly, 
finding someone you can trust completely 
should be standard. 

External recruitment firms will charge a 
professional fee equal to a percentage of the 
candidate’s first-year salary at a rate of typically 
around 25%, depending on the level of the role. 

To learn more about other best practices 
in engaging a search firm, contact Horizon 
Recruitment for a free assessment or advisory 
consultation.

4. GET A GRIP ON YOUR TALENT PIPELINE
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5. ACT INTENTIONALLY & PROMPTLY

Now that you’ve been able to generate 
a lot of interest, and you have some great 
looking candidates in the pipeline, the focus 
will shift to keeping the candidates engaged 
and interested while you continually add new 
ones.

If you’ve ever been in a position where you’ve 
made an offer to a high-quality candidate and 
they’ve rejected it, you’ll know the pang of 
frustration that can come with it. Many times, 
what turns talent off is a hiring manager and/or 
organization taking too long to act or waffling at 
decision time. If you’re too slow or your hiring 

process is too cumbersome, people won’t stick 
around. They have other opportunities they’re 
exploring that they’ll pursue instead.
It’s key to act promptly and intentionally 
during the following points in the recruitment 
and hiring process:

•  Application submission

•  Post-interview when the candidate is
   waiting for feedback

•  Offer time

Application Submission. 
If you’ve ever submitted a resume when 
searching for a job in the past, you know 
how it feels when your resume goes into 
the black hole. Check to see if your HR or 
recruitment team is sending a “thank you” 
acknowledgement email to each candidate 
that applies, at minimum. While many of the 
candidates who apply won’t be interviewed, 
the simple act of acknowledging those that 
do, goes a long way to ensure your company 
doesn’t end up with a bad reputation in the 
job market. It’s highly advisable to protect your 
company’s employment brand, and a simple 
acknowledgement email can help do that.

Ace the Interview. 
Remember, interviews are a two-way event. 
You are there to evaluate whether the talent 
options you have offer the right solution, but 
the candidates you interview are there to 
evaluate you too.
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Be Prepared. 
The cardinal sin of a hiring manager is to 
show up to an interview unprepared. It’s a 
poor reflection of the manager and shows 
that the candidate and/or job is not really all 
that important. The most basic preparation 
is to take 10 to 15 minutes to review the 
candidate’s resume and LinkedIn profile, do a 

Provide Feedback. 
A sure-fire way to create animosity and erode 
your reputation in the job market is to invite 
candidates in for an interview, but then fail 
to provide feedback at some point after the 
interview. Not only can it adversely effect your 
company’s brand, it can also affect your ability 
to compete for talent in the future, as word-of-
mouth publicity—good or bad—spreads quickly.

Turning a candidate off and advising them 
that they won’t be proceeding further is 
a much better solution than no feedback 
at all. While candidates may not like the 

quick Google search of their name and make a 
few notes. This will provide you with valuable 
insight and a good ice breaker to make the 
candidate feel comfortable. If you’ve created 
a success profile as mentioned in Step 3, you’ll 
know what to evaluate during the interview.

feedback, they will appreciate being able to 
move on with their life and job search, and 
you can focus on getting the right person. 
Part of being a good manager or executive 
is being able to communicate both positive 
and negative news. If you’re not comfortable 
with delivering negative news, it’s a good 
idea to spend some time practicing. The best 
approach is to be direct, deliver the news early 
in the conversation and be empathetic but 
firm and pleasant. Encourage the candidate 
to keep going, and then end the conversation.

How to Ace the Interview Process.

5. ACT INTENTIONALLY & PROMPTLY

Top candidates stay available for just 10 days before getting hired

- Talent Now
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Offer Time. 
On the opposite end of the spectrum is when 
you get to make the offer! It’s equally important 
to handle the offer with care to ensure it goes 
smoothly. Just jumping on the phone and 
blurting it out isn’t typically effective, and 
neither is an unanticipated email. It’s a good 
idea to have pre-closed the candidate and 
know exactly what they are looking for and 
prepared to accept. Remember the recruit isn’t 
complete until the offer is accepted, and they 
start working for you! Ensuring the candidate 
has full knowledge of all components is 
important. If your salary level isn’t the most 
competitive in the market, then you’ll definitely 

want to ensure clarity of the full details. You’ll 
also want to review how this opportunity 
relates to their career goals and future plans.

When it’s time to make the offer, this is a real 
moment of truth for the candidate, because it 
is the first indication of what it’s like to actually 
be part of your company. So, it’s important to 
handle it with care and attention. If hiring isn’t 
a top priority, then hiring success won’t just 
‘fall into place’ because, as mentioned at the 
beginning of this book, hiring the best talent 
doesn’t happen on its own—it takes a great 
hiring manger.

We’ve all heard the saying, “Slow to hire, quick to fire,” and while this is certainly good 
advice in some circumstances, it’s not a universal truth. Intentional and decisive action 
is a better way to approach things. If you’re slow because you’re afraid of making 
a mistake, then that’s different than intentionally choosing to hold off on hiring a 
candidate due to a gap in their capability, in which case, turning them off is a better 
solution. It’s also important to remember a big piece of hiring success is what we do 
with the talent once they’re on board; it’s not just about getting them through the door.

5. ACT INTENTIONALLY & PROMPTLY

Career opportunity is the #1 reason for changing jobs

- LinkedIn
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6. ONBOARD EFFECTIVELY

You’ve made the offer and the candidate 
has accepted. Congrats, you’ve hired your 
new employee! Although the hire has been 
made, the hiring process is not complete. You 
still need to onboard them, so they can start 
contributing and delivering the results they 
were hired for.

Onboarding today has changed drastically 
from previous years due to the impacts of 
social distancing through a pandemic. With 
many company’s teams working from home, 
in-person onboarding and team involvement 
has clearly changed. If you don’t have a 
plan to get your new hire up to speed and 
integrated effectively into the team and 
culture, your results will not be very good. 
A poor onboarding sets the tone for the 
relationship and provides insight into how 
your company operates. A poor onboarding 
will also impact the new hire’s effectiveness, 
so to ensure the best return on investment, 
this can’t be ignored.

The ability to onboard remotely and do it well 
is now a must for almost every organization. 
As the work-from-home reality continues 
to impact companies everywhere, the 
onboarding practices that used to work just 
aren’t effective in most cases today. The goal 
of onboarding is to do three things:

1.  Acquaint the hire with doing the job itself 
     (day-to-day responsibilities)

2.  Build relationships with the people the hire 
     will need to rely on to get things done (key 
     people they’ll interact with)

3. Build a sense of team and get the hire 
     integrated into the culture (being a part of 
     the greater team)

These are the keys to ensure you’ve got 
an action plan as you move through your 
onboarding checklists and processes to 
leading your new team member. Being able 
to do all these remotely is key.

Great employee onboarding can improve 
employee retention by 82%

- Glassdoor
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Connect Face to Face. 
It’s easy to use Zoom or Microsoft Teams to 
introduce your new hire to colleagues and 
coworkers. This allows new hires to be more 
comfortable in conversations that create 
personal bonds. Video conferencing allows 
employees to make eye contact and observe 
facial expressions that are important to 
interpersonal communication.

It’s also important that virtual workers get 
a sense of how your organization looks 

Set Clear Expectations. 
Onboarding employees with a clear picture of 
their duties and expected results is the basis 
for successful hires. Both you and the remote 
worker should be clear on company values, 
team objectives, and individual goals. You 
should also establish time frames for training, 
reviews and milestones.

and operates—because even if everyone is 
operating remotely now, that will eventually 
change. If you’re able to share images or videos 
from inside your offices, it can provide a sense 
of the company environment. If you are able 
to do some of the video calls from the office, 
it allows remote workers to see the physical 
office space and feel like they are part of the 
organization, especially if they are sitting at the 
kitchen table at home.

Verify that new employees understand their 
tasks and the systems they’ll use in their work. 
Discuss upcoming projects, organization leaders 
and access to shared employee resources. 
Work out a schedule for availability to attend 
team meetings. Provide the new hire with 
documentation of your onboarding process, so 
they can refer to it for answers and guidance.

Tips for a Successful 
Onboarding Plan.

6. ONBOARD EFFECTIVELY
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Integrate Into Culture. 
Working remotely can be a challenge for 
those accustomed to a traditional shared 
workspace, so you have to go out of your 
way to make sure new virtual hires feel 
comfortable enough to share their thoughts. 
Remote employees who feel a connection 
with your company will be more motivated to 
make a positive impression.

It’s important that new employees become a 
functional part of the team. Introducing them to 

Refine Your Process. 
For each new process you implement, 
you should review its impact and results. 
Document and evaluate how both existing 
and new employees react to the onboarding 
process. Find out what works best for 
onboarding remote workers by consulting 
those who’ve had similar experiences.

other team members, and showing them where 
to turn for help, builds relationships that are 
important to job satisfaction and performance.

Ensure the rest of the team is accepting of 
the new hire. Connect the new employee 
with veteran team members in a mentored 
relationship to better understand business 
goals and values. For these reasons, quality 
onboarding programs typically encompass 90 
to 180 days, and some are even longer.

After new remote workers have been at their 
jobs for a while, ask them the value they got 
from your onboarding strategy. By constantly 
evaluating and improving the onboarding 
process, you can help remote workers adjust 
to their new roles easily and refine for future 
remote hires.

6. ONBOARD EFFECTIVELY

It typically takes 8 months for a newly hired
employee to reach full productivity 

- Harvard Business Review
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By contemplating, implementing, and 
practicing the ideas you’ve just read you will 
shorten the learning curve for hiring the best 
talent you can. You’ll reduce the most frequent 
hiring errors and set yourself on the path to 
being a great hiring manager. Stick with it and 
continually refine your skill set, seek out other 
resources and make sure that each of these 
six steps are integrated into your approach. 

Great hiring doesn’t happen on its own, it 
takes a great hiring manager. You own the 
hiring decision and what comes after the 
hiring decision is made, so act intentionally 
and learn as you progress. Remember that 
it’s just as important for you to be prepared 
and ready to represent your team and 
company so that top talent is drawn to your 
organization. You’ll need to spend effort and 
time defining the right fit for your goals. Don’t 

forget to also set the outcomes you’re looking 
to achieve because you can’t simply rely on 
job descriptions and resumes.

Ensure you do your part to amplify your 
openings in the market and be willing to work 
with your hiring partners in an effective way, 
regardless of whether they are inside or outside 
your company. Finally, it will be important to 
act promptly and then ensure that new hires 
are given everything they need to get off to a 
great start, and remember, that a longer time 
perspective to onboarding will go a long way to 
producing great long-term results. 

You can become a great hiring manager, it 
just takes a bit of intentional preparation, 
time and effort and the results you’ll achieve 
will be incredibly rewarding. Good luck!

Signs of a Great Hiring Manager.

•  Great hiring mangers take responsibility
   for building their teams.

•  Sometimes you’ll inherit a team, but you
   can change the whole dynamic with
   one good hire at a time. 

•  Great hiring managers view hiring as a
   critical part of their success and don’t
   leave it to chance. 

•  Always be prepared for your interviews;
   you expect the candidate to be prepared,
   so you should be too.

•  Great hiring managers get help from
   others but know it’s up to them to evaluate
   and choose their talent.

•  Great hiring managers review their results
   and adjust as needed.
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