
Reducing the Time to Hire



We all know that it’s a candidate’s market. And a long recruitment process really does lose 
candidates. In fact, HireVue’s The Talent Board survey revealed that: 

The no.1 reason candidates had withdrawn from a ‘bad’ recruitment process was because their 
time was disrespected (at 46%). 

So if you’re a line manager that’s lost a top candidate because you took too long to get back to 
them, then this guide is for you.  
(It’s also for you if you’re frustrated with having to sit in endless interviews.)

Quite often, bad processes aren’t to blame for a recruitment process that drags on. Sometimes 
the job brief or advert means that you’re not attracting the right candidates, so it will take much 
longer to hire. Or sometimes, you’ve failed to sell yourself during the interview. 

We’ll cover these issues, as well as the quick process fixes that can dramatically reduce your 
time-to-hire.

A line manager’s guide
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How to stop the hiring process 
dragging on (and losing top talent)

https://www.hirevue.com/blog/candidate-experience-research-report-2017-talent-board-9-takeaways


Are you the reason you 
have to throw away the 
CV’s sent in?

Quite often when we push back on job briefs we realise 
they’re a far cry from what you really expect (or exist on the 
open market). 

It’s important to take a step back. What’s really essential 
and what’s a nice-to-have? With the widening skills gap, 
holding out for a 10/10 candidate is often unrealistic. Would 
upskilling bridge any gaps? 

Have you outlined clearly what type of person will fit 
culturally on your team? (You should aim to recruit 
candidates who share the same values but can also add 
diverse ideas and a fresh perspective.) Quite often, we 
receive briefs with contradictory ‘values’ (like wanting 
someone with an entrepreneurial spirit with high attention to 
detail).  

When employees share your values it can improve 
employee engagement, motivation and even result in a 
36% increase in productivity.

www.castuk.com

https://thrivemap.io/whitepaper-dreams-reality/


Why your ‘competitive 
salary’ is anything but
Jobs with a salary displayed on the job ad attract up to 20% 
more applications. (Total Jobs research).

Most of us work to live, so salary talks. Nobody is going to 
move jobs if they don’t feel the remuneration package is 
attractive. (As shown below in the Mercer Pyramid, having a 
true purpose is the top pripority.)

‘A competitive salary’ is going to make your employer brand 
anything but competitive in the eyes of candidates. Meaning 
you’ll be waiting a lot longer to hire the right candidate. 

Undertake salary and benefits benchmarking. But tread 
carefully with online tools. One of our clients came to us after 
they couldn’t find the candidates they were looking for. The 
salary benchmarking tool they had used was off by up to 
7K on some roles (a 20% difference).  

Consider your benefits. If you really have no room to 
stretch the salary budget, is there any leeway on 
benefits and perks? For example, 90% of workers 
would like flexible working but only 10% of 
employers offer it.

Three-quarters of UK employees favour a job 
that gives them the option of flexible work 
schedules – 70% more than in 2017, 
according to conference call firm 
Powwownow.

Mercer Pyramid, 1952
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https://info.castuk.com/Salary-and-Benefits-Guide-2019/download.html
https://www.powwownow.co.uk/smarter-working/flexible-working-statistics-2017


Your job advert fails to 
excite
In today’s candidate-driven market, it’s important that your 
job adverts entice candidates to you over the competition. 
Here are some tips to make sure you stand out (and make 
sure your advert is seen by the right people):

Sell your employer brand
Highlight why someone should work for you and want 
the role in the opening paragraph (ideally in the first two 
sentences). 
 
Include your values 
Candidates are willing to take a pay cut to work for an 
organisation with similar values. 

Look at your competitors’ job adverts (or job adverts 
for similar roles and industries). 
How can you make yours stand out? 

Simple job titles work best. 
What’s the most common job title?  

Be precise. 
Don’t confuse candidates with multiple job levels. 
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“71% of 
employees

would take a pay 
cut to work for an 
organisation with 

similar values”

LinkedIn research,via 
People Management

https://www.peoplemanagement.co.uk/voices/comment/how-to-get-cultural-fit-right
https://www.peoplemanagement.co.uk/voices/comment/how-to-get-cultural-fit-right


Example adverts keeping 
on-brand and getting all the 

key points to prospective 
employees.



Book two-phase 
interviews in advance
The interview process usually looks something like this: 

1. Book the initial interviews.

2. Decide who you’d like to see again.

3. Then book the second round in.

This often leaves HR scrambling around trying to 
coordinate multiple diaries: as a minimum; yours, the 
candidate’s and usually your senior’s.  

All that toing and froing results in lengthy gaps between 
the interview stages - and risks you losing candidates 
due to a poor interview experience. 

“41% believe that the length of their 
recruitment process has led to the loss of 
potential recruits in the past 12 months”. 

CIPD’s Resource and 
Talent Planning Survey Report 2017

 

You can easily reduce the risk of your dream candidate 
getting snatched up in-between - suggest that 
interviewers’ diaries are block-booked for each stage in 
advance. 
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https://www.cipd.co.uk/Images/resourcing-talent-planning_2017_tcm18-23747.pdf
https://www.cipd.co.uk/Images/resourcing-talent-planning_2017_tcm18-23747.pdf


Consider video interviewing for the 
first-round

“The use of video interviews increased from 30% in 2013 to 53% in 2017. Meanwhile, 
telephone interviews only climbed from  56% to 65% in the same period.” 

CIPD – Resource and Talent Planning 2017

Video interviewing is fast becoming the go-to option for companies that wish to reduce their 
time to hire. In our experience, they can typically save you one hour or more per interview. 
Here’s why:

• Not every person involved in the hiring process needs to be there. Instead, the  
 video recordings can be reviewed in bulk.

• It’s easier to recall and remember specific details about candidates. Some tools  
 let you review all candidate videos, notes, CVs and test results in one place.

• Coordinating diaries is less burdensome as it’s easier to set up mutually   
 convenient meeting times. 

• One-way video interviews can screen in and out a large number of candidates  
 quickly. Simply decide on the questions and then review all the videos in one sitting.  
 However, beware of the impersonal nature of this. 

• Or use a recruitment consultant to undertake two-way interviews for you. The  
 best of both worlds!
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BROAD
Learn more about our video 

interviewing software

CLICK HERE

https://www.cipd.co.uk/Images/resourcing-talent-planning_2017_tcm18-23747.pdf
https://www.youtube.com/watch?v=PTHF_C28nCo
https://www.youtube.com/watch?v=PTHF_C28nCo
https://info.castuk.com/book-a-broadcast-demo-0/index.html


Don’t hedge your bets 
looking for a ‘diamond 
in the rough’

Don’t give in to the fear of missing out. Too many companies 
interview five to ten candidates for each role when they’re 
really only interested in three or five of them.

If this sounds familiar, then chances are that you are reserving 
slots for candidates just in case you find a ‘diamond in the 
rough’ - those whose CVs don’t do them justice. 

You can remove the fear of missing out with effective screening. 
As we said in the last section, video interviewing is growing in 
popularity as it’s an efficient way to see the real person behind 
the CV. 

If you’re working with a recruitment consultant that you trust, 
they should know what you look for in candidates. 
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Use your gut. 
Interview 
only the 
candidates 
you really 
want to see.
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Are you selling yourself 
during the interview?
Many of the line managers we speak to hate interviews. 
It’s completely understandable - it’s not part of the 
everyday job description. It’s often either dreaded or a 
frustrating exercise. 

Unfortunately, if you want to secure the best talent in the 
marketplace then you may need to hone your interview 
skills. Here are some quick tips:

Look for ways to establish rapport before the interview. 
• Look at your candidate’s social media profile (for the 

right reasons). Do you have any similar interests or 
values (professional or personal)? 

• If you’re working with a recruitment consultant, ask 
them. They should be sending candidates over that 
have similar values but dig deeper and find out why 
they think the candidate is a good fit.

Reduce pre-interview stresses for the candidate
• Let them know who they will be interviewing with, what 

types of questions they should expect and what they 
should wear. 

Remember the 80:20 rule
• Aim to keep the conversation around 80:20 in favour 

of the candidate. Your 20% is generally best used for 
the informal intro chat, commenting on insights and 
answering any questions. 

“83% of talent say that 
a negative interview 

experience can change 
their mind about a role or 
company they once liked, 
whilst 87% say a positive 
interview experience can 

change their mind about a 
role or company they once 

doubted”.

Deloitte: ‘Your candidate 
experience: Creating an impact 

or burning cash?’

https://www2.deloitte.com/content/dam/Deloitte/us/Documents/human-capital/us-human-capital-your-candidate-experience-creating-an-impact-or-burning-cash.pdf
https://www2.deloitte.com/content/dam/Deloitte/us/Documents/human-capital/us-human-capital-your-candidate-experience-creating-an-impact-or-burning-cash.pdf
https://www2.deloitte.com/content/dam/Deloitte/us/Documents/human-capital/us-human-capital-your-candidate-experience-creating-an-impact-or-burning-cash.pdf


Don’t make a lowball 
offer
It can be tempting to make an initial low offer. After all, 
you want to leave some room for negotiation. However, 
if you offer too low then it can make candidates question 
whether you value their skills (and whether they will have 
to fight for every pay rise in the future). 

Even if they do enter into salary negotiations with you, 
there’s a very real risk that they’ll accept a decent offer 
from a rival company during the process.

Instead, make a strong opening offer to start with. 
Sometimes a ‘best and final’ is a much better way of 
winning the war for talent. (To do so, you’ll need to have 
undertaken a thorough salary benchmarking exercise - 
see section two.)
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Next time: think 
long-term strategies
A successful talent strategy should strategically plan 
for staff leaving and identify both short and long-term 
business goals.

Doing so enables you to identify what roles you will 
need to fill in the months and years ahead. It also 
fosters a proactive instead of a reactive approach to 
recruitment.

Here are some top tips to ensure you’re not caught in 
panic-mode next time someone hands in their notice:

Always look to upskill existing employees

Upskilling is the number one initiative CEOs are taking 
to plug the skills gap with 46% of CEOs doing this. 
(PWC Talent Trends 2019). Not only does it help you 
potentially fill skills gaps but it also helps instill loyalty 
(so you’re less likely to be left juggling two roles during 
the hiring period).

Draw up a ‘hot list’ of ideal candidates. 

Look to your LinkedIn network for people working at 
a similar position in rival companies. (Or ask your HR 
department to utilise their LinkedIn Recruiter Licence) 
to identify active and passive candidates. 

Consider putting your recruitment agencies on a 
retainer to identify ‘talent pools’ so that you’re ready to 
press ahead when you need to.

https://www.pwc.com/gx/en/ceo-survey/2019/Theme-assets/reports/talent-trends-report.pdf


And if you’re still 
stuck?
It may be time to outsource your recruitment (or get 
sign-off to go outside your PSL). 

At Cast UK we believe that good (service) is not good 
enough. Just okay is not okay. We go the extra mile in 
supply chain recruitment.

We know our sectors inside out. And we won’t rest until 
we can say the same about you. Our cutting-edge tools 
combined with the (experienced) human touch mean 
we find the best talent, matching skills and culture. 
Effectively & efficiently.  

After all, it’s less crowded on the extra mile. 

Our philosophy may explain why 70% of our business 
is repeat business and we’re trusted to manage 
assignments that have a combined salary value in 
excess of £100m. 

But don’t take our word for it, see what our clients have 
to say. 

Our Client Testimonials

www.castuk.com

We worked with Cast UK on a tight 
turnaround, essential recruitment into 

my product team. Our consultant’s 
specialist knowledge in this field 

meant that they grasped our needs 
and requirements perfectly and 

worked closely with us to get the 
right candidates. 

Cast UK are incredibly responsive 
and genuinely care about getting the 
right people. I’ve worked with many 
recruiters but Cast UK is up there 
with the best. I would completely 

recommend working with them and 
look forward to working more with 

them in the future.

Emily Greer
Head of Operations at In The Style

https://www.castuk.com/our-clients/case-studies
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Stop losing your ideal talent because your 
recruitment process is too long.

ARRANGE A FREE HIRING STRATEGY REVIEW 

Call us on 0333 121 3345


