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Sourcing is one of the hardest, yet most critical components of  
recruitment.
 
Scouring the web for candidates can be a thankless task. It’s easy to 
spend hours trawling LinkedIn looking for your next  hire without 
getting any real results. 

DEFINITION

Sourcing
 
The identification and 
engagement of great 
talent

“Traditional sourcing methods will become 
increasingly ineffective, so a strong employer brand 
which acts as a magnet to attract skills to your 
business is the difference between commercial 
success and irrelevance”  
 
- Greg Savage, Recruitment Consultant,  
Investor and Keynote Speaker

The onus is always on YOU. It’s you that’s under pressure to find 
game-changing hires, and you’re accountable for the  quality of the 
candidates that you put forward.
 
Traditionally, to be a great sourcer, you need to know Boolean 
search like the back of your hand, and have a range of sourcing 
hacks up your sleeve to get ahead of competitors.

This is an essential part of identifying great candidates, but it is not 
the focus of this ebook. To learn more about Boolean, take a look at 
either Boolean Blackbelt or Social Talent (both fantastic resources.)
 
The aim of this ebook, is to give you a framework to create a 
sustainable hiring pipeline that doesn’t rely on Boolean search 
strings but focuses instead on candidate engagement.

Searching for great candidates will always be a crucial part of the 
sourcing profession, but taking a little weight off your shoulders and 
time spent trying to attract talent can really help!

Introduction:
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How do I know if  
this guide is for me? 

Introductory 
 
Intermediate 
 
Advanced

Intermediate content is designed to help recruiters take their 
game to the next level. 
  
Typically, this content contains actionable advice on how to 
Our ebook will give you all the tools you need to attract and 
convert better talent.

You’re looking for more efficient ways to attract top 
talent 
 
You want to learn the value of candidate engagement 
 
You’re not getting enough top quality talent through the 
door

Tactics to stand out from competitors and attract better 
candidates 
 
Advanced engagement strategies to turn leads into  
applicants 

How to measure your recruiting tactics and get better 
results

You’ll benefit from this guide if:

What you’ll learn:



Let’s be honest, recruiters at Google probably have a 
much easier time of it than you!

It’s not because they’re necessarily any better at their job, it’s 
because Google’s employer brand is so strong.

The company has become THE place to work at for many great 
engineers. Everyone has heard of Google and the exciting  
projects that it’s working on, (self driving cars being perhaps the 
most famous.)

When a sourcer reaches out to a top candidate therefore, they’re 
already predisposed to listen to whatever it is they have to say. 
 
The company’s great reputation among the engineering community 
does NOT actually mean that Google is the best place to work,  
in fact there are numerous stories from employees that indicate that 
opportunities are limited and many have a poor experience at the 
company.

Google is fantastic at marketing itself though, and this drowns out 
any naysayers and ensures that the company’s sourcers have a 
(relatively) easy time of it.

You may not have the resources or reputation of Google, but that 
doesn’t mean that you can’t leverage these techniques to help run  
a more efficient sourcing operation.

How can you get to the point where candidates are excited to open 
your messages?

1
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How to get the best  
talent to come to you

http://www.quora.com/What-is-the-worst-part-about-working-at-Google


Marketing your company as a great place to work and building  an 
employer brand that resonates with the type of people that you’re 
looking to hire is a great way to give your recruiters a helping hand.

Branding is a pretty intangible concept - it can be hard to know 
exactly how to approach it.

The sheer quantity of talent on LinkedIn, (there are 364 million 
professional members), makes it pretty essential to have a strong 
brand presence on the network.
 
As a brand it all starts with your company page – it’s a pretty basic 
first step, but (if used correctly) it’s a great way to share updates and  
engage candidates.

Engagement is the golden metric when it comes to social media 
 – it’s one of the best barometers of success. 
 
Here are 3 great examples:

Build a great Employer Brand1.1

Set up a LinkedIn company page1.3

Make sure your Careers Page is on point1.2

Candidates often want to learn as much as they can about your 
company before they reply to your messages. Their first  point of call 
will always be your website, and specifically your careers page.

Ensuring that candidates find what they’re looking for here is  
essential, and should increase the chance that they respond to  
unsolicited messages.

How to Attract and Convert World 
Class Talent : The Ultimate Guide

Page 5

BEST PRACTICES

On your careers page  
include:
        
       Information about  
       career development 
       Relevant opportunities
       Employee testimonials 
       Videos or pictures of 
       your team



Try asking questions to spark dialogue or inviting candidates to ‘take 
action’ in competitions. People tend to feel more valued, and will 
always respond better when you invite them to offer an opinion.

For example, Hootsuite increased engagement dramatically by 
asking their audience about their most memorable social media 
story of the year.
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Increasing engagement has a genuine impact on sourcing success - 
LinkedIn data suggests that people that have interacted with your brand 
before are 2x as likely to accept cold In-Mails.
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Company - Hootsuite 
Objective - Increase social engagement

CASE STUDY 1: Questions & Contests

FACT

SOURCE

LinkedIn

People that have 
interacted with your brand 
before are 2x as likely to 
accept cold In-Mails.
 

!

http://www.slideshare.net/linkedin-talent-
solutions/how-candidate-engagement-
impacts-inmail-response-rates-on-
linkedin-17699178

https://hootsuite.com/
http://www.slideshare.net/linkedin-talent-solutions/how-candidate-engagement-impacts-inmail-response-rates-on-linkedin-17699178%20
http://www.slideshare.net/linkedin-talent-solutions/how-candidate-engagement-impacts-inmail-response-rates-on-linkedin-17699178%20
http://www.slideshare.net/linkedin-talent-solutions/how-candidate-engagement-impacts-inmail-response-rates-on-linkedin-17699178%20
http://www.slideshare.net/linkedin-talent-solutions/how-candidate-engagement-impacts-inmail-response-rates-on-linkedin-17699178%20
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Do you think candidates find company updates interesting?

In general, the answer is no, they’re just not compelling enough to 
click on. Companies like Buzzfeed have made an art form out of 
‘click-bait‘ titles that capture consumer attention.
 
People are used to seeing this kind of sensationalist language 
online, so its no wonder that updates that aren’t attention grabbing 
fall by the wayside. 
 
There are a few (very simple) copywriting tricks that all the best 
updates share. Check the sidebar for our best practices to make 
your updates more interesting and increase clickthrough rates.

Company - Coca Cola 
Objective - Increase click through

CASE STUDY 2: Interesting updates

Updates on events that you might be involved with tend to perform 
particularly well. Take a look at Coca-Cola‘s update below on notable 
moments Sochi Olympic Games (an event hey sponsored), and the positive 
feedback it has generated in the comments.

BEST PRACTICES

Software Copywriting  
for Success:
        
       A simple title page 
       An interesting image 
       A short lead-in 

http://www.coca-cola.com/


Company culture is fast becoming crucial to the recruitment 
process. People want to understand the environment that they will 
be spending 8+ hours a day in!

Use your LinkedIn page to broadcast your company’s unique selling 
points. 

What’s the best format for this?

Stand out to your audience by using multimedia elements like 
videos, photos and slideshares. 

Visual information is processed far quicker by the human brain - 
studies suggest it takes as little as 13 milliseconds to register an 
image! 
 
Volusion use Slideshare to create interactive content to help 
candidates learn more about their company culture.  
 
Their slideshow of pictures covers a range of teambuilding or 
cultural activities is a great example of an effective and inexpensive 
way to promote company culture.
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CASE STUDY 3: Company Culture

Company - Volusion 
Objective - Spread cultural values

FACT

SOURCE

Beamery

It takes 13 milliseconds  
to register an image
 

!

http://blog.beamery.com/perfect-careers-page/

http://news.mit.edu/2014/in-the-blink-of-an-eye-0116
http://blog.beamery.com/perfect-careers-page/


What do you think candidates believe - your employees or your 
corporate message?

To make the most of this, encourage your team to be active on a  
range of social networks. 
 
Monitoring software like Mention or Tweetdeck will let your team 
keep an eye on brand mentions and help them connect with people 
who show an interest in your company.

If they have relevant skillsets, these people that interact with your 
team on social media can be great targets for your sourcing team.

Use your employees1.4

Try webinars1.5

Webinars are typically used by marketing teams to engage a large 
number of leads or customers at one time. They can also be a great 
ool for broadcasting your employer brand. 

Encourage interested candidates to join a webinar where one of 
your hiring team talks about your company and your cultural values.

Not only does this help spread positive information about your 
company, but your sourcers can use the list of webinar signups as 
a resource when looking for candidates - it’s a group of people that 
have shown an active interest in your brand!

FACT

SOURCE

Scribd

66% of people see 
interactions with 
employees as the best 
way to get insight into a 
company 

!
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BEST PRACTICES

Software tips:
       
       Webex 
       GoToMeeting

http://www.scribd.com/doc/121501475/
Executive-Summary-2013-Edelman-Trust-
Barometer#scribd

https://mention.com/
https://tweetdeck.twitter.com/
http://www.scribd.com/doc/121501475/Executive-Summary-2013-Edelman-Trust-Barometer%23scribd
http://www.scribd.com/doc/121501475/Executive-Summary-2013-Edelman-Trust-Barometer%23scribd
http://www.scribd.com/doc/121501475/Executive-Summary-2013-Edelman-Trust-Barometer%23scribd


2
Typically, recruiting is an outbound operation. You’re 
tasked with going to the market to find great talent. 

As we’ve discussed, this is both difficult and time consuming. It’s hard 
to find candidates that your competitors aren’t already engaging.

This isn’t the only way to find great talent:

Often people that already work at your company or candidates that 
you already have on file are great fits for roles that you’re trying to fill. 

Performance data shows that, while external hires get paid 18% to 
20% more than internal employees do for the same job, they get lower 
marks in performance reviews during their first two years on the job.

Employers underestimate the amount of time that it takes to get new 
hires up to speed - people don’t hit the ground running from day one!

These findings emphasise how important it is for recruiters to expand 
their search to their colleagues when trying to fill open reqs.

t’s easy to grade internal candidates on cultural fit, efficiency and 
speed of development. They’re highly accessible to sourcers, and can 
be fast tracked through the hiring process. 
 
Given how many advantages there are to sourcing from within, it’s  
vital to think about the ways you can use this for your organisation.

How do you start a culture of sourcing from within?

How to source from 
within 

Internal sourcing2.1
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What happens to your unsuccessful applicants? What happens  to the 
people that reach out to your recruiters but never apply? What happens 
to people that leave your organisation?
 
In most companies, they fall off the radar, never to be found again!

This is a huge waste. From applicants to ex-employees, they’re all 
people who have expressed interest in your company.

It’s not only easy to keep these people on file for a rainy day, but it 
makes an enormous difference to your sourcing efficiency. 

Build a talent pool2.4

Accenture are the latest of a long list of companies abandoning the 
annual review - it’s simply too infrequent to be effective! Instead, 
organisations are moving to a more regular feedback schedule  
(usually monthly).  
 
This gives HR departments a far better understanding of employee 
skill sets and development, helping them provide sourcing teams with 
recommendations.

Make it clear to your team that if their development is impressive, they’ll 
be considered for high level roles.  
 
Talented people want to advance, they want to ‘get ahead’, so clarifying 
career paths makes a lot of sense.  
 
Making development opportunities clear in this fashion lets everyone 
know that you’re serious about sourcing from within.

Regularly review the skillsets of  
your employees

Make development opportunities clear

2.2

2.3
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Who do you put into your talent pool?

Anyone from failed applicants to people who have reached out to  
your employees on Twitter!

The talent pool framework is perfectly suited to the engagement  
of passive candidates.

It isn’t just job seekers who interact with your brand and visit your 
website. Often it’s passive talent, happily employed, but keen to learn 
more about your company.

Make it easy for these candidates to sign up or join the community.  
In exchange for their email address and basic information, they get 
information on relevant opportunities and find out more about your 
company. In other words, they opt to join the top of your hiring funnel.

It’s an easy win for recruiters. While top passive candidates might be 
open to joining a talent pool and opening up a dialogue, they’re going 
to run for the hills if presented with a formal job application. 
 
It also gives your sourcers an additional pool of interested candidates 
to work with when tackling open requisitions.

Unsurprising then that companies from Shell to Zappos are employing 
this technique!

Why should you create and manage an internal 
talent pool?

The internet is not indexed specifically for sourcing. This is why 
it often requires so many tricks and hacks to uncover the best 
candidates.
 
Keeping an internal database, specifically designed to store and 
retrieve candidate information and resumes dramatically improves 
the sourcing workflow.
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SOURCE

Shell Talent 
Community



The role of CRM software

You can take this to the next level with great CRM or ATS software. 
Technology that allows precise searching allows sourcers to find  
the right people even faster.

The predictive power of the Beamery Smart CRM takes this a step 
further, and automatically highlights priority engaged candidates for 
recruiters. Take a look if you’re interested in hiring a little smarter.

“ To top it off, your ATS/CRM is filled with people 
that have already expressed interest in your 
company (at some point in time) and with 
candidates that you or other sourcers/ 
recruiters found elsewhere and entered in! ” 

- Glen Cathey, Boolean Blackbelt
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3
Craft messages for success3.1

How many messages do you think the top candidates get every day?
 
Answer: A lot!
 
Social networks like LinkedIn have democratized sourcing, and  
suddenly everyone is accessible.

With this in mind, to stand out to the best talent, sourcers need  
to invest extra time crafting messages that get results. 
 
Here’s a formula for sending messages that convert:

The buck doesn’t stop at talent identification, candidate 
engagement is crucial to any great recruiting operation.

Recruiters are responsible for making first contact - they’re generally 
the first touchpoint that a candidate has with your company.

As a result, the first message that you send often determines your 
success.

Here are the things you need to remember when you’re drafting  
that first email:

How to send messages  
that convert
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When you sit down at your desk every morning and sift through your 
emails and LinkedIn messages, how do you decide which ones to open 
and which ones to delete?

The subject line.

The words you use here can have an enormous effect on open rates. 
35% of recipients will only open your message if  the subject line 
resonates with them.

If you’re sending an unsolicited, cold message, the subject line 
is even more important. You need to make the most of it, and  
grab the candidate’s attention.

Here are some tactics to help you write subject lines that get results:

Mention any shared connections

This is the gold standard.

Use LinkedIn’s ‘How You’re Connected’ feature to see if you have 
 any shared connections with a candidate.

If you do, try mentioning your mutual acquaintance in the subject  
line to get the candidate to sit up and take notice.
 
Remind the candidate you’ve met before 

If you have met the candidate before make sure you mention it!

Don’t assume that they’ll will remember you from your name alone. 
Adding a quick nudge to the subject line reminding them who you  
are can make all the difference. 

Make sure you’re very specific with your reminder.  
The best format for this is something along the lines of:
 
 “Met you at X”

It starts with a great subject line3.2
PRO TIP

Ask your shared 
connection for a direct 
introduction to the 
candidate. This is an even 
more effective tactic
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Mention the candidate’s name or personal 
achievements

Including personal information in your subject line proves that you’re 
not sending a generic message!

Ideally you should try and mention the recipient’s first name, their 
company or a particular project they were involved in. 

Check their LinkedIn profile to see if they’ve published any recent  
posts and do a quick Google search to see if their company has any  
big recent news.

Doing a tiny amount of research here can make a huge difference to 
your open rates, even adding a first name to the subject increases 
open rates by 26%.

Brevity is one of the keys to a successful LinkedIn message, you need  
to keep it short and sweet!

There are a few tactics that you can use to avoid :
 
Get rid of your personal introduction

It’s unnecessary to waste words with a personal introduction. 

Your name will appear in the header of the message, so the candidate 
can see exactly who you are. Candidates can also click on your LinkedIn 
profile to see more information on you if they want. There’s no need  
to stick to the conventional format ( “Hi, I’m….”).

Instead, use the first sentence to grab their attention. 

Browse their LinkedIn profile to see if they have published any posts 
and check their updates for any recent personal achievements.

Referencing these at the start of your message is far more effective 
than a standard introduction.

Keep your message short and sweet3.3

PRO TIP

The Power of 
Personalisation 

Simply adding the 
candidate’s first name 
increases open rates by 
26%
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Make sure you get to the point quickly

The average reader spends between 15 and 20 seconds scanning your  
message. If you don’t get to the point quickly, you’re going to lose 
them..

How much can recipients digest in that time? Well, the average English  
reader takes about 20 seconds to scan 50 words. 

50 words isn’t very many!

With this in mind, cut the generic flattery and get straight to the point.

I imagine it might have felt nice the first time that a passive candidate 
was complimented on their LinkedIn profile by a recruiter.

Now everyone does it. It is part of most generic recruiter templates, 
and it can come across as insincere. 

Unless you’re going to be specific with your flattery and reference 
particular things that a candidate has done I would recommend leaving 
it out altogether.

Make the next step clear3.4
The way you sign off each message is crucial. You need to give 
candidates a clear next step.

You’re sending that message for a specific reason, usually to draw 
attention to a job or opportunity, so make sure the candidate knows 
that!
 
Being vague won’t help you convince a great candidate to come in for 
an interview. According to research by psychologist Robert Sutton, 
people are more responsive and willing to help if they’ve been given 
clear directions.

How can you put this into action?

Be specific with your next step. If you’d like to arrange a call, provide  
a few times that work and ask the candidate to select  one.

This reduces the mental energy that candidates need to expend 
answering your message, and makes it far more likely that they’ll 
respond.

FACT

The average English 
reader takes about 20 
seconds to scan 50 words. 
- 50 words isn’t very many! 

!
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BEST PRACTICES

  Possible next steps could   
  involve:
        
       A simple ‘reply’
       A follow up call
       An in-person meeting
       A formal interview

https://hbr.org/2010/09/bad-is-stronger-than-good-evid/


Pro tricks and tips3.5
The majority of sourcers rely on the LinkedIn In-Mail as their primary 
method of contacting talent. 

The only problem with this is that top candidates can become de-
sensitivized to outreach because of the sheer number of messages  
their receiving. 

If your response rates aren’t as high as you would like, try these 3  
other tactics to message candidates:
 
 
Google them
Google a candidate’s name to see if they have a website or blog.  
This should have an information page with direct contact details. 

Getting in touch with a candidate in this fashion has the added benefit 
of showing them that you’ve taken the time to research them properly. 
It’s definitely worth mentioning how great their blog is in your message 
(even if it isn’t!)
 
 
Try a Facebook Graph Search
Once you have found the candidate on Facebook via a quick graph 
search, you can spend $1 to message them directly – this ensures  
that your message goes into their primary inbox.

Many people use Facebook for personal activities, so this tactic can 
come across as ‘creepy’. It is certainly an uncommon approach but, 
providing you craft your message effectively, it often works well.

 
Message them through Google+
If you can find the candidate on Google+, it’s possible to put a  
message directly into their inbox – pretty cool!

All you need to do is add the candidate to a new circle, and post an 
update direct to that circle. Ticking the box that says ‘Send Email’ will 
pop your message straight into the candidate’s Gmail.
 

+
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4How to measure 
recruiting success

Constantly measuring your efforts is the only way to make sure that 

you’re getting the most out of your sourcing operation.

It isn’t the data itself that’s important. It’s the insights that youcan 
make from the information that you collect that makes a real 
difference. Without these insights you and your team are operating 
within a vacuum.

So, what should you be measuring?

Where the best candidates come from4.1
Where does your team get the best ROI for their time? Where do they 
find the best candidates?

Answers to these questions let companies build a predictive sourcing 
model that maximises resources and has a far higher  chance of 
success.

If you’re filling a diverse set of reqs, it’s likely that you’ll find a range  
of effective resources.

“Without big data analytics, companies  
are blind and deaf, wandering out onto  
the Web like deer on a freeway.” 
 

- Geoffrey Moore, Author of Crossing the Chasm

TOOLS

Find great  
developers using tools 
like Workshape, Hired 
or AngelList. For Sales, 
LinkedIn and Escape the 
City might yield better 
results.

https://www.workshape.io/
https://hired.com/
https://angel.co/
https://www.linkedin.com/
http://www.escapethecity.org/
http://www.escapethecity.org/


As we’ve established, recruiters send a lot of cold messages. It’s not 
just their total output that’s important though, it’s what happens 
after they hit the ‘send’ button.

How many people are actually opening and reading the messages 
you send?

Well, if you follow the messaging framework that we outlined above, 
hopefully a significant proportion of them! Without analytics though, 
you’ll never know…

It’s essential that you monitor the open, click and response  rates  
of your sourcing emails.

How effective is your outreach ?4.2

If you’re using Beamery, you’ll know that we analyse every  
message you send, notify you whenever someone opens your 
message or clicks on a link and automatically flag priority candidates 
for you. (If you’re not using Beamery, why don’t you take a look!)

Monitoring individual candidate open and response rates tells you 
exactly who is receptive to your outreach, and who it makes time for 
your sourcing team to focus on and spend time following up with.

The aggregate data you collect here will give you insights into the kind 
of messages that are effective. You can use these insights to inform 
the way you write cold outreach to candidates.

TOOLS

Email Plugins: 

Yesware 
Sidekick 
Mixmax

Constantly testing different resources is the only way to work  out 
the best place to find the talent that your organisation really needs.

Monitor your efforts and record the information in either Excel, your 
CRM or ATS. Consistently review your findings and optimise your 
strategy for maximum efficiency.
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Conclusion:

A strong foundation in Boolean is a must for anyone considering 
sourcing. It’s essential to be able to uncover hidden talent across a 
range of different sources.

Increasingly though, this is not enough. The best candidates are 
becoming de-sensitivised to recruiter outreach. To combat this, 
companies need to work hard to earn candidates’ attention.

Building a solid brand, leveraging talent pools, personalising  
messages, and analysing the process are just some of the tactics 
that will help recruiters connect with the best candidates in today’s 
market. 

We’re dealing with a new, candidate-led recruitment market. We can’t 
simply rely on sourcing tactics that have worked before, we have to 
start exploring other options.

About Beamery 
 
Make hiring predictable with the world’s smartest Candidate 
Engagement platform. Beamery is beautiful recruiting software build for 
your whole team

Beamery helps recruiters: 
 
 
     Attract passive candidates 
     Access advanced candidate intelligence
     See high priority talent automatically highlighted      
     Launch recruitment marketing campaigns     
     Improve the the candidate experience 
 
Find out more at www.beamery.com

CONTACT INFO

Sales: 
sales@beamery.com 
Support: 
support@beamery.com 
 
UK 
22 Upper Ground, London 
SE1 9PD, 
United Kingdom 
 
USA 
340 S Lemon Ave#9358 
Walnut, CA 
 
91789 United States
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