
 

  

 

 

 

 

 

 

 

 

 

 

 

 

 

 



 

  

 

A sample  

 

As my gift to you, I want to share this free sample taken from the 

introduction. This is my first book, my baby, and my labor of love. 

I sincerely hope you enjoy it and takeaway something helpful 

from it. 

If you enjoy what you read, I invite you to leave me a 

rating/review on Amazon, Target, or Barnes & Noble.  

Thanks so much! 

Pamela S. 
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Introduction 

 

The hiring process, if it’s going to be successful, requires 

several different elements working at the same time.  

 

Candidates have to understand who they are, the value 

they bring to the table, and the kind of organization that 

best fits their needs. They have to be ready, willing and 

able to sell themselves in an interview and put their best 

foot forward every day while on the job.  

Leaders (you) have to be self-aware. You have to know 

what you can offer and what you cannot. You have to be 

real about what your challenges are and be open to all 

possibilities. 

 

This book is called “How to Hire” for a reason. It helps to 

examine the struggles employers like you face every day 

and how to overcome them. It’s about understanding 

how to navigate the market you’re in, confront the things 

that hold you back, and identify the kind of talent you 

need. Recruitment is like matchmaking. When the right 

person is aligned with the right role, it’s magic!  

 

Every candidate is not going to be a match for you, and 

that’s OK. It’s not about getting every candidate to like 
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you. It’s about attracting the right kind of talent to your 

organization and your job. 

 

 

Why is hiring so difficult? 

 

A business is its people. That’s a fact.  

 

Your business isn’t your processes, your social media 

presence, your technology, or how much revenue you 

generate. It’s your people.  

 

During my time in talent acquisition, I’ve heard the same 

from countless business owners. From small business 

names to Fortune 500 names, when asked about their 

secret to success, they all give credit to the same entity. 

They all say that their people are the reason they are 

where they are. 

 

I couldn’t agree with them more.  

 

I’ve always believed that the business is its people, and I 

still do. The fact that you’re reading this book shows that, 

on some level, you believe the same thing. Without 
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strong talent, aligned to the same mission, vision, and 

values of your organization, your business is severely 

limited and your potential is capped.  

 

Without question, the absolute best way to take your 

business to the next level is by hiring the right people. It 

is your people that make your company’s vision a reality 

and bring your mission to life. Your people shape your 

company culture, and whether they (or you) realize it or 

not, act as your biggest brand ambassadors.  

 

As an employer (recruiter, business owner or team lead), 

the last thing you want to do is dismiss how important 

each step of the hiring process is. You must pay special 

attention to how you’re crafting job descriptions and 

sharing your job opportunity with the public. Be 

cognizant of how you’re treating people and managing 

the process. Don’t make the mistake of repeating toxic 

processes and habits. Make sure you can afford to offer 

competitive compensation. Each step is important, and 

when you forget that, when you neglect or mismanage 

the critical steps involved, you waste a ton of time and 

money. You will fail to attract the kind of talent you need 

and continue to entertain people who aren’t a fit for your 

business. Eventually, you’ll find that you’re wasting time 

interviewing the wrong people and investing in talent 

that’s not a fit for your brand; talent that will never give 

you the return you need. Instead of adding value, you 

have a staff that is costing you money, and if this 
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continues, you’ll become more and more frustrated 

watching turnover increase and your business decline. 

 

It’s a counterproductive cycle, which ultimately makes 

the distance between where you are and where you 

want to be greater. Make no mistake, recruitment is an 

investment. Without a sound strategy, that investment 

will not yield a positive return—and that’s not good 

business.  

 

This is where “How to Hire” comes in. I wrote this book 

for anyone who either needs to hire for the first time or 

has always struggled with hiring and feels like they can’t 

figure it out. It can be a struggle to understand the true 

needs of a business, then identify, attract, and select the 

kind of talent you need.  

 

When hiring, there is so much to consider—from finding 

someone you want to hire, the employment laws 

impacting how you hire, interview strategy, and 

welcoming your new employee into your team and the 

organization. Having a tool like this handy will help guide 

you through the key parts of the process. Don’t be 

surprised if you have to refer to this more than once. 

Think of this as your textbook, instructional manual, 

reference guide, and overall source of both 

accountability and encouragement when it comes to 

hiring the kind of talent your business and your team 

need. It was created to show you how to manage hiring 
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in a way that works for you. This book will inspire you to 

be more thoughtful, proactive, and creative in how you 

identify talent for your organization.  

 

This is also where we get real about the internal and 

external challenges preventing you from hiring 

successfully. As we get further along, we’ll take an honest 

look at hiring from top to bottom; this includes tackling 

organizational needs and employer branding, and it 

includes a look at how to complete your hire with 

successful onboarding. We’ll cover some really 

important laws and best practices pertinent to your 

business. No matter the size of your company (business 

group or team), this will help you hire better. 

 

I hope that as you go through each section, you will be 

challenged to take ownership of where you are as an 

employer. Acknowledge the opportunities for 

improvement, face the hard truths, and take corrective 

action if necessary.  

 

Finally, in the midst of all of the instruction and guidance, 

this book will drive you to address both your internal and 

external struggles with hiring. It will help you recognize 

and push through these challenges—ultimately taking 

the first steps toward building a better, more successful 

business through effective recruitment. 
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Pay special attention to the Thought Challenges and Pro 

Tips along the way. Keep a notebook handy. I strongly 

recommend that you write down your thoughts as you 

go through this book. Take the space in this book if you 

need to. Use the margins—whatever you need.  

 

Writing will help organize your thoughts and guide you 

through the rest of the process. It will help you 

understand and later articulate where your needs are, 

design a job description, and create end-to-end 

recruitment strategies that work.  

 

Don’t shy away from the process. Better hiring equals 

increased revenue for your business. Studies show that 

companies that put more effort into a better hiring 

process, generate more than three times the revenue of 

their competitors who are hiring haphazardly.  

 

The tools and guidance here will help you fix what’s 

wrong, and will help you to create something just right 

for your business. 

It’s time to learn how to hire.  



 

 19 

Internal vs. External Challenges 

 

Before we can discuss any solutions to your hiring 

challenges, we must get real about the problems and 

causes behind them. 

  

While unemployment goes up and down, there are still a 

ton of people in the job market ready and willing to 

accept a great offer. Some people who have been in the 

job market for some time, aren’t there because they’re 

lazy or lack experience. They’re just waiting for the right 

opportunity.  

 

Some, while employed, are dissatisfied where they are 

and are waiting for a great leader to hire them. They’re 

not desperate, have no problem waiting to be 

challenged, and are only excited by the opportunity to be 

a part of something great. They want to learn from a 

leader just like you. They want to add value and help you 

take your organization to new heights. As an employer, 

you have to know this. You have to know that there are 

people who would love to work with and for you. Think 

positively and carry that positivity into all parts of the 

process. Avoid going into this with a negative mindset, as 

it will only make things more arduous than they need to 

be. 
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People who are in the job market, regardless of who they 

are, want to work. Job seekers know how to appreciate 

good opportunities and are generally grateful when one 

opens up to them. The majority of people that are 

applying to jobs and interviewing are doing so because 

they truly want the job.  

With all of that said, we now have to ask the obvious 

question: If there are so many people out there who 

genuinely want to work, why are hiring leaders (business 

owners, managers, recruiters, HR managers, etc.) 

struggling to find the talent they so desperately need?  

 

We have to address the possible answers to this question 

head-on. 

 

There are several key reasons why business leaders and 

employers struggle to find the right people to fill their 

roles; these don’t have as much to do with money or the 

current state of the job market as one might think.  

 

Some challenges are external like the ever-changing 

market, trends, etc. Some are internal and quite 

personal. We’ll discuss the external challenges in a 

moment.  

 

First, we’ll address the internal challenges—some you 

may be aware of, others you may not. Either way, we’re 
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going to explore them and start on the path to finding 

the solutions you need for your internal struggles. We 

don’t have control over the external, but we can confront 

our internal challenges and overcome them through 

practice.   

 

Internal Challenges 

 

Believe it or not, some of your biggest challenges with 

hiring come from within. Many leaders struggle with 

hiring, not because the market is bad, but because 

they’re dealing with internal struggles and biases they’re 

unaware of.  

 

For example, if you meet a candidate, and immediately 

before they’ve said a word, you look at their appearance, 

take note of their gender, or a visible disability, and 

decide that things aren’t going to go well or you’d never 

hire them, you may have some biases you’re unaware of. 

 

If you have a job opening, post an ad on a website, and 

because you aren’t flooded with resumes think there’s 

something wrong with the market, you may have some 

learning to do. 
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It’s impossible to cure what you’re afraid to 

acknowledge; so, we’re going to acknowledge some 

common internal employer challenges one by one and 

discuss ways to address them. Without this step, you’ll 

continue to stand in your way, and all of the strategizing 

in the world won’t fix your recruitment issues.  

 

 

Lazy Recruitment Practices 

 

One of the biggest mistakes employers make is 

underestimating how much effort goes into finding great 

talent. They rely on the “post and pray” approach, where 

they blast out all of their open jobs online, usually to job 

boards, hoping that this will solve all of their problems. 

This simply does not work as well as many hope it will. 

Many truly believe that all they have to do is post a job 

ad and people will run to apply. It doesn’t work that way.  

 

The truth is that the kind of talent you’re hunting for 

doesn’t spend as much time on job boards as you’d think. 

They’re usually too busy with their current jobs or 

running their independent consulting firms. They don’t 

have time to scroll through job boards. You have to 

pursue them. You’re going to have to market your 

organization to them and not sit back waiting for them to 

pursue you. Doing that will keep your job open longer 

than it needs to be. 
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Finding the right person for your company or team takes 

work—real work! You’re going to have to invest time, 

and maybe some money, to get this done. You’re going 

to have to network, market your employer brand, get on 

social media, and connect with schools. You’re going to 

have to put work into finding out where the people you 

need to hire are and what their priorities are in order to 

successfully recruit them.  

 

Pro-Tip: As a recruiter, I’ve always felt that my #1 

priority is to listen. As an employer, this needs to be 

your priority as well. Before you go into your spiel about 

your needs and how great your company is, ask your 

candidate what they’re looking for and what led them 

to apply for that role. Allow your candidate to do most 

of the talking upfront, while you simply listen. Listen 

carefully to the things that motivate them and get a 

hold of what their priorities are. Then, when 

responding, connect the dots between what’s 

important to them and your company. If they start to 

talk about their family and the proximity of your office 

to their home or child’s school—allow that to guide you 

in your response. Talk to them about your business’ 

family values.  

Do you offer discounts with local daycare centers? 

Mention that. Do you allow your people to work 

remotely and take wellness days? Great! Mention that.  
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If they’re talking about their career goals and ambitions, 

talk about success stories within your organization and 

how supportive you are when someone wants to 

progress to a new opportunity. Engage the candidate 

from the beginning by speaking to their needs.  

 

It’s tough finding good talent, so you have to be willing 

to do the work. If your entire recruitment strategy 

consists of a list of websites you post to, chances are you 

fell into lazy recruitment practices. Your target audience 

probably has no clue who you are, what your company is 

about, or that you’re even hiring.  

 

Put yourself in a job seeker’s shoes. They spend hours 

perfecting their resumes, creating profiles on popular job 

search websites, following your company pages on social 

media, creating YouTube videos, practicing their 

interviewing skills, researching your organization, and 

setting up automated job alerts tailoring their 

application to each job, just to get a foot in the door.  

 

Many feel like they’re made to bend over backward to 

get the attention of the employer(s) they want. They 

approach this process knowing how competitive it is. You 

have to do the same. 
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The truth is that the job market is competitive for 

employers and job seekers alike. Making the effort to do 

the work and actively listen to your candidates will help 

you remain competitive. 

If you expect to attract the perfect person to your job, 

you’re going to have to break away from “post and pray.” 

 

A Lack of Imagination 

 

Sometimes the perfect candidate for you doesn’t look 

like what you thought they would, and that’s OK. There 

is no “perfect candidate” mold, and hiring isn’t “one size 

fits all.” Be open to the possibility that your perfect fit 

may not look like what you expected. 

 

Years ago, I was managing recruitment for a very 

selective, hard-to-please hiring manager. He thought he 

needed someone with 10 years of experience, a complex 

mix of skill sets, Ivy League degree, and experience 

working with one of our major competitors. Does any of 

this sound familiar? 

  

To many, this seems like a dream. For this business 

leader, it turned out to be his nightmare. All the Ivy 

League candidates he interviewed had egos that turned 

him off. Those from our competitors wanted more 
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money than he could pay, and those with 10 years of 

experience wanted his job—not the job he was offering.   

 

Soon after launching the search, my hiring manager was 

miserable. After weeks of searching, I got creative. I 

presented him with a recent graduate, young in their 

career, with five years of experience. 

 

After some convincing, he agreed to interview the 

candidate and loved them! He hired them shortly after, 

and they had a long and progressive career within our 

organization. They were promoted twice and often 

received higher performance ratings than their 

counterparts. 

 

Sometimes, as a manager, you have to train yourself to 

see the potential in someone. You may think that you 

need someone with 10 years of experience and an Ivy 

League education, when what you really need is 

someone with five years of experience, with lots of 

passion, problem-solving skills, and the right attitude 

combined with a desire to learn.  

 

When you lack imagination, you close yourself off from 

the amazing talent that may be out there for you. Be 

open.  
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Pro Tip: When you’re on the hunt for candidates, focus 

on soft skills—those things you can’t teach or learn in a 

classroom. You can train the other stuff. Be willing to do 

that. Your processes and the systems you use can be 

learned on the job.  

 

Think outside of the traditional boxes; you just might 

surprise yourself and find a diamond in the rough. 

 

You Are Unaware Of Your Biases 

 

If you’ve ever been turned off from a candidate because 

of the way they looked, their gender, how old or young 

you thought they were, how they dressed, where they 

went to school or where they lived—guess what, you are 

biased!  

You’re also guilty of violating several parts of the Civil 

Rights Act of 1964; but that’s something we’ll cover later 

on. 

Have you ever round-filed (*thrown away) a resume 

because the name on it was difficult for you to 

pronounce?  

 

Did you ever make a snap decision about who someone 

was because of the address on their resume? Perhaps 
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you didn’t approve of the neighborhood they lived in or 

assumed the commute would be too far for them.  

While I won’t be so quick to put a label on you, I will say 

this—if you felt even the tiniest twinge of guilt crawl up 

your spine when reading any of the questions above, you 

have got some serious soul searching to do.  

These are all examples of discrimination and possible 

proof that it’s your biases and level of ignorance keeping 

you from connecting with the candidate(s) of your 

dreams.  

 

-- End 


