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In this e-guide: 
The war for top talent is heating up. It’s now an “employee’s 
market.” And even companies that once had their pick of the 
litter are forced to compete for skilled workers. 

Organizations can’t afford to waste time sifting through 
résumés. That’s where HR analytics tools come into play. 
Through machine learning and predictive analytics, businesses 
can uncover the best candidates easily and efficiently. 

Whether you’re a hiring manager, HR or IT professional, you’ll 
discover how your business can apply analytics to help ease 
the hiring process and spot insights that would otherwise be 
impossible to notice. 

In addition, explore how AI-based recruitment management 
systems can help reduce human bias, and receive 6 tips for the 
modern recruiting process from the VP of recruiting at Zillow – 
including why the human touch is critical in the analytics age. 
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 What HR must know about recruiting 
analytics 

Mark Feffer, Contributor 

Whether they're driven by AI, machine learning or search engines built to 
parse and contextualize unstructured data, an increasing number of tools 
are being introduced to apply recruiting analytics as part of candidate 
screening. 

The growth of recruitment analytics is likely welcome news for companies 
looking for a competitive edge when fighting for top talent. "With involuntary 
unemployment as low as it is, it's currently an employee's market," said 
Armen Berjikly, senior director of strategy for Ultimate Software, an HR and 
recruiting software provider in Weston, Fla. "That means that even 
traditional 'employers of choice,' who relied on having great candidates 
come to them in hopes of a position, are going to need to both actively 
broaden their hiring funnel just to replace departures and increase their 
competitiveness for luring great new talent." 

Madhur Mayank Sharma, SAP's head of machine learning for HR, agreed. 
"The ability to find the right match in the least amount of time possible and 
enhance the overall recruiting experience for recruiters and hiring 
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managers, as well as for candidates, are some of the key deciding factors 
for customers to select the right recruiting platform," he said. 

However, recruiting analytics by itself isn't a panacea. The best tools, 
according to Jeff Mills, director of solutions management for SAP 
SuccessFactors, offer "overall guidance" in addition to analytics. "Recruiting 
tools are leveraging data to provide deeper, more thoughtful insights into job 
descriptions, applicants and candidates," he said. 

Recruiting analytics across the hiring process 

At its core, recruiting is very much like a sales process: A wide range of 
leads are enticed into the top of a funnel and then progress down its 
narrowing scope as they're vetted. Like salespeople, many recruiters 
describe the process as being a series of "conversations," and because 
conversations tend to be fluid, most believe recruiting analytics can be 
applied at a number of points throughout the process. 

"I see these tools being used not only at the top of the funnel, but also to 
help find information about candidates online and eliminate human bias," 
said Brent Skinner, principal analyst at Nucleus Research in Boston. 

SuccessFactors' Mills also sees a fit for analytics across the hiring process. 
He said that some recruiting analytics tools provide real-time source 
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reporting based on job requisition, while others dissect supply-and-demand 
and pay data to make salary recommendations. Some systems use machine 
learning to analyze resumes and compare applicants to previous hires and 
their performance, as part of the winnowing down of candidates. Currently, 
many recruiting analytics tools focus on providing HR and recruiters with 
feedback on candidates' interviews and assessing their potential fit, along 
with scores and rankings, according to Mills. 

Because recruiting analytics enables HR and hiring managers to evaluate 
prospective candidates from the time a job is defined "all the way until the 
right candidate is onboarded," in Sharma's words, the technology sometimes 
pushes a company to reimagine each step of its process and develop 
capabilities that provide better-aligned insights, predictions and 
recommendations. 

William Tincup, president of RecruitingDaily in Shelton, Conn., believes that 
such efforts are worth the time and investment. "Any insight that I may gain 
from the conversions between one step and another step is gold for the 
team to mine," he said. "Having a basic understanding of my recruiting 
conversions gives me the confidence to really know when things are going 
well and when things need my attention." 
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Spotting trends with recruiting analytics 

Technologies such as machine learning, deep learning and predictive 
analytics are harnessed to uncover insights that might otherwise be difficult 
to spot, as well as make predictions and recommendations, Sharma said. 

"Skills analytics that can pinpoint the right people, for the right jobs, at the 
right time, can be the most help to employers and maximize the efficiency of 
the recruiters and sourcers who work for them," said John Harney, co-
founder and CTO of DataScava, a New York City company whose job 
matching service, TalentBrowser, is based on an unstructured data mining 
platform. 

Berjikly sees "traditional" analytics as having a significant role to play in 
recruiting. For example, much work remains to be done in combining multiple 
data sources or delivering insights in ways that help decision-makers act 
based on evidence instead of instinct. 

At the same time, Mills observed, how a tool is implemented "is just as 
important as the actual technology." The most advanced recruiting analytics 
package doesn't do employers much good if HR and hiring managers can't 
make sense of the insights it's calculating. 
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Thus, usability will only become more important as the use of recruiting 
analytics grows. While Berjikly said employers with 500 or more workers 
tend to be the early movers -- in part "because they are absolutely 
suffocating from data overload" -- so much innovation is going on that "easy-
to-use products can be deployed across an organization at affordable costs 
and provide a 100-person company with the sophistication and advantages 
of much larger peers." 

Results first, technology second with recruiting 
analytics 

For all of the technical work being done to advance recruiting analytics, 
many recruiters and HR professionals say they care less about the 
technology being used than they do a product's results. 

"Organizations have always struggled with how to wade through applicants 
who have both the necessary skills and a reasonable chance of converting 
to a hire because other characteristics match -- like location, compensation, 
hours, desired culture and so on," Berjikly said. Recruiting analytics "provide 
a meaningful assist" by sorting through huge data sets and uncovering 
nonobvious patterns. "The payoffs are significant time savings [in] filtering 
enormous amounts of candidates to a manageable set of qualified 
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prospects and improved productivity when increasing the conversion ratio 
from offer to hire." 

Just as importantly, recruiting analytics tools "can make a material change in 
how organizations operate their recruiting processes," Mills said. When 
employers integrate analytics, data and intelligence into their methods, they 
can better understand how well those processes are working and look for 
ways to identify roadblocks and inefficiencies. "Driving inefficiencies out of 
business is critical to sustained success," he said. 

And, many experts argue, the recruiting and hiring process itself is an 
important component of attracting the right candidates. Companies, Tincup 
said, are the sum of their people. "Regardless of industry or region, it's the 
people that make the company win or lose. So, recruiting the right team is 
fundamentally crucial for all companies." 

That's why business leaders should treat their recruiting process the way 
Coca-Cola treats its product formula, he argued. "Work like hell to discover 
the formula, and then protect it as it becomes a competitive advantage," 
Tincup said. 

Recruitment analytics can be a key ingredient to the recipe, Sharma 
observed. "Technologies and tools like these can automate repetitive and 
monotonous tasks, attract the right talent, eradicate biases in recruiting, 
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speed up the hiring process and ultimately save cost and time for 
organizations," he said. 
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 Recruiting management is attacking HR's 
human flaw: Bias 

Patrick Thibodeau, News Writer, SearchHRSoftware 

A new generation of recruiting management systems promises to reduce 
human bias. These systems use machine learning and big data to discover 
what they claim are the best candidates. They use data, not intuition or first 
impressions, to recommend candidates for interviews. 

This takes applicant tracking systems well beyond résumé keyword 
scanning. To make their assessments, these systems use historical data, 
including past hiring decisions, as well as data on the candidates, to 
determine what constitutes a successful employee. The goal is to find 
patterns in this data. 

Results based on data 

A hiring manager, for instance, might believe that a job requires a particular 
skill, but recruiting management software may discover that this hasn't been 
true for the firm's top-performing employees. This result may be 
counterintuitive, but it's based on data. It means the qualifications the 
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employer thought were needed may include some false assumptions. This 
may be a particular problem for the tech industry. 

"A lot of times, these tech companies have traditionally focused on a very 
narrow candidate pool," said Ji-A Min, chief data scientist of Toronto-based 
Ideal, which makes what it terms a "recruiting automation system." 

One thing tech firms sometimes do to narrow their candidate pools, Min 
said, is to favor graduates of certain universities or people who work at a 
competitor. Ideal's system works to widen these candidate pools and looks 
at those who match the qualifications. 

Bias is an issue generally in candidate selection, but especially in the tech 
sector. In 2016, the White House, under President Barack Obama's 
administration, concluded that diversity in science, technology, engineering 
and math has "been undermined, at least in part, by systemic barriers," and 
"prominent among these are both implicit and explicit biases," it said in a 
report. Implicit bias is also referred to as unconscious bias. 

This data that recruiting management systems use can come from an 
analysis of resumes in an employer's databases, which could number in the 
millions, along with hundreds of thousands of hiring decisions. These large 
data sets are a perfect application for machine learning, Min said. "You can 
train the algorithm to learn what a good candidate looks like," she said. 
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"Our system doesn't tell you who to hire; our system tells you who you 
should be interviewing," Min said. 

Early days for adoption 

Recruiting management systems also can be used to help increase minority 
and gender representation. A company will stipulate that all candidates 
"have to meet the qualifications," but if they are a woman or minority, you 
can bump them up in the process, Min said. 

It's still early days for adoption of this technology, but a recent report on AI 
by McKinsey Global Institute backs up its potential in recruiting. Machine 
learning-enabled recruiting management systems may be able to "pinpoint 
the precise skill sets and personal traits that would enable someone to be 
successful in a job." 

"Artificial intelligence may also help detect promising candidates with less 
conventional credentials and free recruiters from using school reputation as 
a proxy to assess candidates' potential," McKinsey wrote in its recent report. 

David Lewis, CEO of OperationsInc, an HR consulting firm, sees potential in 
machine learning-enabled recruiting management systems and believes it is 
"theoretically correct" that these machine learning systems can eliminate 
bias. But he also has some concerns. 
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A note of caution 

"The technology is there to eliminate you -- not to try to figure out how you 
can fit," Lewis said. "And that's where I think this potentially goes off the 
rails." 

Lewis' point is that, if recruiting management systems aren't properly 
adjusted for market conditions, it might eliminate people at a time when 
hiring is difficult. He pointed to the difference in demand during the start of 
the recession in 2009 and today when unemployment is low. 

Lewis also said that many hiring managers don't have the training they need 
and act on intuition. That problem extends to technology use. 

"Companies also don't understand how to either select the right technology 
or use the available tools that the technology offers to get the technology to 
do what they want them to do," Lewis said. 

The vendors say these systems have to be routinely adjusted to account for 
the data issues and changing conditions. For instance, if a firm's employees 
are mostly male, that could impact the outcomes, said Xavier Parkhouse-
Parker, co-founder and director of recruiting technology provider Plato 
Intelligence, a London-based firm. The way around it is to carefully select 
data that includes all socioeconomic backgrounds and ages, he said. 
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These systems don't eliminate bias in the hiring process, and a manager can 
reject a candidate for any reason. But with the data, "you get something that 
is really hard to argue against," Parkhouse-Parker said. 
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 Six secrets of competitive recruiting best 
practices 

Diann Daniel, Editor, SearchHRSoftware 

If you're in the market for great talent, you need a stellar recruiting process. 
Annie Rihn, VP of recruiting at the Zillow Group, offers an inside look at just 
that. 

The recruiting process can serve to invite great candidates in -- or it 
can turn them away. Knowledgeable and respectful recruiters send a 
very different message about the value a company places on its 
employees than do ill-equipped recruiters or a process that makes 
candidates jump through hoops and strings them along. Indeed, in the 
war for talent, fine-tuning your recruiting best practices is critical. 

Annie Rihn knows all about that war for talent. Since the vice president 
of recruiting joined the Zillow Group in 2005 as one of its first 10 hires, 
the company -- a regular on best places to work lists -- has grown to 
more than 3,000 employees, many of them software engineers, one of 
today's most in-demand talent pools. 
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The bottom line: "Recruiting practices are very much a lens into your 
company culture, and we've tried to match our practice and processes 
in that regard," Rihn said. 

It's a lens every organization can use. To that end, here's an inside 
look at six of Zillow's most important recruiting best practices. 

1. Recruiting great talent is everybody's job 

Great recruiting is part of a greater focus on the strategic nature of 
HR. Zillow's founders showed their belief in that philosophy from the 
outset, as two of their first 10 hires were in HR. 

The early leadership team determined its recruiting philosophy and, 
from there, built a strong foundation of core processes and recruiting 
best practices. Rihn said recruiting has been an "all-hands-on-deck 
effort from day one," and even today, despite the company's 
exponential growth, there is still a high level of ownership and 
accountability at all levels. As a testament, she said the employee 
referral rate remains over 30%. 
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"In many companies, that tends to taper [off] as businesses grow," 
Rihn said. "We've been able to keep that as one of our top sources of 
hire." 

2. Focus on the candidate experience 

The annual study by the nonprofit group the Talent Board supports 
prioritizing the candidate experience. For example, its "2017 North 
American CandE Research Report" found that many job seekers will 
share candidate experience information on Glassdoor and other online 
venues. Indeed, 51% will share positive experiences and 35% will 
share negative experiences. 

Today, it's easier than ever for candidates to spread the word about ill-
treatment, such as drawn-out recruiting processes or not getting called 
back, which, in turn, can affect the candidate pool. With the hiring 
market becoming increasingly competitive, more companies are finally 
realizing that the candidate experience matters. 
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For Zillow, the importance of the candidate experience is old news. 
Zillow has made sure that its processes and technology foster a great 
candidate experience, which Rihn said is "the anchor of everything we 
do." In the competitive war for engineers, she said the focus is on how 
the company has differentiated its practices from some of its 
competitors. 

A bureaucratic candidate experience that forces candidates to wait 
weeks for a decision is a strong indicator of how the business operates 
on the back end, Rihn said. 

"For us [focusing on the candidate experience has] been a competitive 
advantage from day one," she said. "Being able to make decisions in 
24 to 48 hours and turn offers around immediately and just having that 
agility has allowed us to continue to scale." 

In other words, the candidate experience speaks volumes to potential 
recruits about what the employee experience will be like and the 
degree to which your organization values its employees. 

Page 17 of 26 

http://www.searchHRSoftware.com/
http://www.searchHRSoftware.com/
http://www.searchHRSoftware.com/
http://www.searchHRSoftware.com/
http://www.searchHRSoftware.com/
https://searchhrsoftware.techtarget.com/feature/Why-employee-experience-is-the-next-cant-miss-HR-trend


 

 

In this e-guide 

 What HR must know about 
recruiting analytics              p. 2 

 Recruiting management is 
attacking HR’s human flaw: 
Bias                                       p. 9 

 Six secrets of competitive 
recruiting best practices   p. 14 

 Further reading                  p. 26 

E-guide 

3. Think high-touch recruiting 

The concept of purpose-driven companies and the stories they can tell 
potential employees has been getting more attention as the hiring 
market has heated up. 

For Zillow, allowing the recruiting team the time to tell those stories and 
create the bonds that say "you matter" is supported by the low number 
of job recs assigned to each of Zillow's 100-plus recruiters. This 
enables a high-touch recruiting process in the various geographic 
regions. 

Having lower rec loads enables Zillow's recruiting team to engage in a 
thoughtful way and get to know candidates and develop relationships. 

In addition, Zillow's recruiting process gives candidates a say as to 
which product team they'll work with, such as mobile, AI, big data and 
3D imaging. This extends not just to senior engineers, but to new grads 
and interns, as well. While the company has its priorities and may try to 
steer candidates to a certain group, Zillow listens to their input when 
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deciding where they'll end up, a practice that's unusual, according to 
Rihn. 

"Most companies will hire for the whole and find homes for people 
based on their business priorities," she said. "We try to give them that 
choice." 

The company has other ways of showing candidates they matter. 

"Compensation is very important," Rihn said. "We know that." But with 
a certain degree of leveling in compensation and benefits among 
competing consumer technology companies, differentiation comes 
down to purpose, the level of ownership candidates will have, what the 
work environment is like, she said. 

To that end, the recruiting team uses the information culled during the 
course of establishing relationships with finalists to offer personal 
touches, such as sending a sick finalist homemade chicken soup or 
offering paid tennis lessons to the tennis-loving domestic partner of a 
candidate. 
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The story Zillow tries to share is clear: "Every single person that we 
bring on is going to be a difference-maker here," Rihn said. 

4. Make data a priority from the start 

"You start collecting the data way before you even know the questions 
you want to ask," Rihn said, adding that as companies are focused on 
growth and the bottom line, they can forget this. Things like the quality 
of the hire and the quality of the interviewer are data points that can 
take two years or so to learn. 

For example, Rihn said that you can look at candidates who've been 
employed long enough to have a couple of performance reviewsand 
see factors such as performance data, sources of hire, how 
interviewers ranked them, and which hires were unanimous vs. those 
who received mixed feedback and compare that against performance 
data. You can start to draw some insights, such as which campuses 
are most effective and how employee referrals compare to third-party 
job boards. 
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This illustrates the richness of long-term data. Rihn said that, yes, 
there's some data you can look at right off the bat, but the deeper data 
that indicates what makes a strong, valued, aligned, well-performing 
employee and how those affect recruiting best practices takes time to 
gather. 

Data is also critical when determining just how well the nitty-gritty 
recruiting process itself is working. Think Goldilocks' pursuit of just 
right. Candidates should say the same about your recruiting process -- 
that is, the recruiting funnel should be widest at the beginning. It makes 
no sense to throw up too many barriers, such as overly in-depth job 
ads or too much time spent on the initial phone call, if it's causing 
promising candidates to be turned away or self-select out of the 
recruiting process. 

The latter is exactly what Zillow found a few years ago when it realized 
that its job ads listed too many requirements that weren't truly 
necessary to the job, and which were causing women and diverse 
populations to self-select out of the process. 
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5. Use the right tech to support recruiting 

Technology is critical to Zillow's recruiting, and Rihn said the company 
invests in a number of tools, including traditional HR systems, social 
media channels and newer tools. One she's clearly impressed with is 
Textio, an AI-powered platform that analyzes words and phrases and 
measures how people will respond to them. 

"I am a huge, huge fan of Textio," Rihn said. 

After realizing the job ads worked against the company's diversity and 
inclusion efforts, Rihn turned to the new platform. She said that the tool 
helps Zillow's recruiters make sure the job ads include accurate and 
minimum requirements and are written in a gender-neutral way. The 
Textio platform also helps analyze the performance of job postings. 

Since Zillow has rolled out Textio, the company has seen an 11% 
increase in women in the applicant pool. 
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Besides the tech aspect of the tool, Rihn said there is tremendous 
value in "having people slow down and think about what they're writing, 
what they're saying and how they're saying it, and how we want to 
represent ourselves to the outside world." 

Glassdoor is another emphasis for the company. 

"We made a decision about three or four years ago that we would 
respond to every single review, which creates a much richer dialogue," 
she said, noting that she takes negative reviews "very seriously." 

6. Don't forget the human factor 

Zillow also has strong partnerships with LinkedIn, Indeed and Hired. 
That said, she is "careful not to over-invest in tech and social media," 
and said the company puts an emphasis on getting out into 
communities to build in-person relationships. 
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That in-person recruiting focus is also seen within the company. 
Besides the core recruiting strategies, the Zillow team also invests in 
the candidate pool internally. 

According to Rihn, you need to "put your money where your mouth is, 
which is that if you say as a business that you want to invest in your 
people, [you need to] have programs in place to be able to support 
that." 

To this end, Zillow grows its talent with a high-touch internal mobility 
program supported by a team that focuses on helping employees in 
their quest for growth and which includes coaching and feedback when 
employees don't get the new positions they applied for. 

"We're still learning and growing and really doing the best that we can 
do to ... recognize where we have opportunities [for improvement]," 
Rihn said. Feedback from candidates, the hiring team and employees 
all inform this. 

Perhaps most important in Zillow's toolkit of recruiting best practices is 
a growth mindset. Rihn said that the company needs "to make changes 
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and not get too entrenched in believing that the way we do things is the 
right way." 
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 About SearchHRSoftware 
We are a trusted information hub for all the essential human resources (HR) 
technology you rely on to do your job. We know that HR leaders have many 
difficult, strategic technology decisions to make when trying to find the best 
employees, keep them happy, and get them paid. 

Whether you’re looking to buy new technology, fine-tune existing HR 
techniques or both, we cover everything you need to know about talent 
management and recruiting, payroll, benefits administration, HR analytics, 
workforce management, and HR compliance. 

For further reading, visit us at 

www.SearchHRSoftware.com 
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