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Introduction
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Recruiting the right talent ain’t easy. And, contrary to what you may expect, a large number of 
applicants doesn’t necessarily mean an easier recruitment process. If anything, screening and 
identifying the candidates that meet specific job criteria takes more work than it used to.

Next, there’s the challenge of timing. Highly-qualified candidates are identified and hired very quickly – 
by peers or competitors, if you’re not careful!

Finally, reduced and uncertain budgets often force talent acquisition (TA) professionals to explore more
creative and cost-effective ways to source the most qualified talent.

Our guide covers 10 best practices to help you attract, capture, and retain more great-fit candidates so 
your organization can take recruitment to the next level.

© 2023 Joveo, Inc. All Rights Reserved



© 2023 Joveo, Inc. All Rights Reservedwww.joveo.com4

1. Use Enticing, Accurate, and Meaningful Titles

When someone is looking for a job, they usually 
search by job title. For that reason, the title you 
pick has a major impact on how your posting is 
ranked, but it has even more effect on which
candidates apply. Words matter!

Be clear and concise when creating job titles and 
avoid stuffing too many keywords. (Bleck. Who likes 
keyword-stuffed content?!) It can be helpful to call 
out certain niche skills (for example, emergency 
room nurse). Also, try to avoid abbreviations as 
much as you can. For example, say “business 
development representative,” instead of “BDR.”

It’s also important to make your job title attractive – 
no one likes boring copy! Offering great
compensation? Best-in-class employment benefits? 
An amazing work culture? Remote work
opportunities? Briefly highlight why your 
organization is the best place to be for a certain 
role and how you are different.

And it can never hurt to do a bit of competitive 
research. Take some time to see how your 
competitors are listing open positions. Also, run a 
quick search on a few major job boards to view the 
top results for a particular position.

Job title optimization is another great way to 
improve your campaigns, achieving greater reach 
and increasing traffic, while decreasing cost per 
apply (CPA).

Job title optimization leverages alternative job titles, using commonly searched terms. These are 
published as new listings in addition to the original post. Below is a real-world examples of five 
top-performing job titles used to drive the terrific return on ad spend and a low CPA: 

Original: Customer Service Representative
Optimizations:

1. Remote Customer Service
2. Work from Home Customer Service
3. Customer Service Representative - Bilingual
4. Call Center Agent 
5. Bank Customer Service Representative

With this particular example, jobs using all of the five title optimizations listed above delivered more 
than seven times the clicks and boasted a really impressive nine-fold increase in the number 
of applications! 



2. Ensure Well-Written, Accurate Job Descriptions
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Job descriptions, when done well, can go a really long way in attracting the most relevant talent. 

Conversely, poorly-written job descriptions (and there are so many out there!) can invite a large
volume of subpar candidates, resulting in lower recruiter productivity. Bad or confusing job descriptions 
also make it very difficult to screen or score applicants, and nearly impossible to filter and prioritize 
them for the subsequent stages of your hiring process.

So, what makes a good job description? First off, it must be tailored.

Many companies rely on templatized job descriptions that have been posted by their peers hundreds 
of times. As a result, not-so-similar openings end up with very similar descriptions. The best way 
around this is to create an extensive range of templates for some sections. The rest should be created 
for that specific job position – ideally by the hiring manager or someone who has a good idea of the 
exact functional (and other) requirements of the job. 

It is also important to differentiate between the skills and responsibilities that are truly “must haves” 
and those which are “nice to have.” These “must haves” may vary based on job type. For example, for 
some jobs it might be essential to mention details such as number of work hours expected, salary per 
hour, timings/shifts, and work location.
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Recruiters often (inadvertently) introduce 
subconscious bias or discriminatory requirements
in their job descriptions. To be clear, in most cases, 
this is due to the way they’ve been trained over the 
years, not because of any inherent bias. Still, a 
biased job description greatly limits the number 
of applicants.

Conversely, well-written, bias-free job postings 
(with great job titles and descriptions!) have the 
power to attract and engage a large number of 
great-fit job seekers – even passive 
candidates that require a little more persuasion!

Recruitment technology providers have been 
trying to solve this problem for years and a few 
have been quite successful. For example, 
certain vendors offer a gender decoding 
tool that automatically removes any trace of gender 
bias in your job descriptions.

If you have already checked all the boxes above, 
the next step is to decide where your job ad will be 
shown. Posting on random job boards, manually 
assigning budgets (bids), and using intuition 
(instead of data), can result in subpar performance, 
high cost per hire, and poor applicant quality.

Partnering with a programmatic job advertising 
platform solves all these problems.

Programmatic eliminates guesswork and 
inefficiencies inherent in traditional (manual) job 
advertising. It uses your data to select the best job 
sites and channels to post your ad, and 
automatically assign bids. This means significantly 
more qualified candidates, which are more likely to 
convert to hires. A machine learning platform also 
constantly learns and improves itself based on your 
hiring outcomes, creating an intelligence loop. Get 
those robots to do your work and take a 
longer lunch!

3. Give Bias the Boot

4. Target with Programmatic

https://www.joveo.com/programmatic-job-advertising-the-ultimate-guide/


5. Get Social
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In addition to posting recruitment ads on job boards, explore search engine marketing and social media 
advertising options. Meta, Google and other media, allow you to access those passive job seekers we’re 
all looking for in a very powerful manner.

For example, you can target job seekers on Facebook and Instagram based on their interests
or behavior. You can also create an affinity audience on Google to reach people based on their lifestyles, 
passions, and habits. This is just the tip of the iceberg.
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A large number of employers stop tracking their 
talent sourcing process at the application stage.
However, tracking to hire provides you with the 
insights you need, to evaluate (and improve!) your 
hiring processes and outcomes for each applicant 
source.

If you track to hire, you have the ability to see the 
probability, effectiveness, and costs of all candidate 
sourcing channels (job boards, your own career site, 
search advertising, social media, etc.) and allocate 
your budgets in a way that delivers great-fit 
applicants, that are more likely to convert to hires. 
Because we know that’s the goal.

If you have an extremely complex and 
time-consuming application process, it is going to 
be a nightmare to retain qualified applicants in the 
hiring funnel.

Highly-qualified candidates receive a lot of job ads 
and offers, which means the candidate experience 
you deliver can make or break their decision to 
complete your application.

Make sure your job application process has a small 
number of mandatory questions, asking only for 
relevant, must-have information. Also, ensure it has 
a great mobile user experience. Try to avoid sign 
ups as much as possible (or make it really easy).

6. Track to Hire

7. Downsize That Application
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8. Engage Your Talent Community

This is a runaway hit among large enterprises and 
startups alike, and for good reason. Your employees 
are the best examples of the kind of talent you want 
to hire.

When your employees refer candidates, they, in a 
sense, pre-vet them. These candidates are also 
likely to be great cultural fits within your 
organization. As a result, applications received via
employee referrals tend to be of higher quality than 
those acquired through other channels. When 
implemented at scale, this channel can significantly 
improve your time-to-hire and cost-per-hire metrics.

9. Encourage Employee Referrals

Sometimes, your most qualified applicants are right 
under your nose – and they may have been there 
for a long time!

Your candidate database may be home to several 
applicants who may not have been hired earlier, but 
could be extremely relevant for a current job 
opening. You could potentially reach these folks for 
zero or very little cost, using email or retargeting.



10. Bolster Your Employer Brand 

Nothing beats a strong, authentic employer brand when it comes to attracting qualified candidates 
organically. The word “authentic” is key. To attract the right talent for your organization, it’s super 
important to communicate who you are and what you stand for, as an employer.

Of course, it takes time and resources to build and grow brand credibility, which is why it’s important to 
ensure you keep at it continuously and consistently.

Perhaps, the fastest (and least resource-intensive) way to get started is by activating your social media 
channels. Not only will this help you increase brand awareness and recall, you can also use your social 
channels to nurture relationships with potential candidates.

While LinkedIn is an obvious choice here, remember that Facebook, Twitter, and Instagram are also 
highly-effective options – each giving you access to diverse audiences. 

Thanks for taking a gander! We hope you found this helpful. If you wanna talk 
more about it, we’d love to hear from you!
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https://www.joveo.com/blog/how-to-build-an-authentic-employer-brand-in-2022-part-1/
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Thank You

Book a demo with us today, connect 
with us on Twitter and LinkedIn, 

or drop us a message. 

https://www.joveo.com/programmatic-job-advertising-platform/
https://www.joveo.com/contact-us/
https://www.linkedin.com/company/joveo/
https://www.linkedin.com/company/joveo/
https://twitter.com/joveoinc
https://twitter.com/joveoinc



