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ARE YOU SEARCHING FOR THE 
IMPOSSIBLE CANDIDATE?
The best predictor of future behavior is past behavior. It was good 
advice 100 years ago and it’s good advice today. Recruiters have 
long searched for people with a history of demonstrating winning 
combinations of personal qualities and professional skills.
  
But it’s not easy. In today’s marketplace, companies often struggle to 
find candidates for positions requiring high skill levels. According to 
a 2016 LinkedIn survey, 46 percent of hiring executives cite finding 
candidates in high-demand talent pools as the No. 1 obstacle to 
attracting top talent. The process can make you feel like you’re trying 
to find the impossible candidate.
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However, the problem is often not the market – “the talent just isn’t out 
there.” The problem is that recruiters are applying old rules of reading 
candidates’ history – they are missing signs of future success, or 
knocking out people for reasons that are no longer relevant.  

Staff Management | SMX’s Recruitment and Placement Solutions team 
has been sourcing these hard-to-find, highly skilled candidates with 
success for years. Our team has watched the market evolve from the 
2008-2009 Global Financial Crisis and adjusted our strategies to fit a 
new age of recruiting.  

If recruiters continue to use the old rules, companies will find themselves 
delayed and even prevented from filling mission-critical positions—all 
while missing quality talent that currently exists in the marketplace. In 
response to this, Staff Management | SMX has identified five rules that 
no longer apply when evaluating talent in today’s marketplace.
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Outdated Red Flag: Candidate’s 
tenure with an organization is too short 

Updated Rule: Evaluate why the 
candidate left 
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TAKE

The No. 1 outdated recruiting red flag is evaluating a candidate based on their tenure with a company. Hiring managers 
try to avoid “job-hoppers” by seeking candidates with extensive tenure – 5-10+ years in a previous position. But a quick 
look at the U.S. Bureau of Labor Statistics shows a problem with this way of thinking:

A tenure requirement of just five years would eliminate a vast percentage of candidates under 35, nearly half of all 
degreed professionals under 45 and nearly half of all managers. It would also drastically shrink the talent pool of young IT 
professionals, who are often considered as having cutting-edge skills.

Evaluate why the candidate left. Were there opportunities for advancement in skills and 
responsibilities by moving? Was the candidate looking to change career paths or relocate 
geographically? Dig into the candidate’s thinking, explanations of achievements and 
experiences in making their career decisions. Your ideal candidate may have long-term tenure, 
but the people who can get the job done may have moved frequently to find the best growth 
opportunities.

The median tenure for a worker with 
a bachelor’s or master’s degree in 

the 25-34 age group is three years. 
With a Ph.D., it’s 1.9 years.

The median tenure for a worker with 
a bachelor’s or master’s degree in 
the 34-45 age group is 6.4 years. 

With a Ph.D., it’s 4.8 years.
         

For professional occupations in 
management, business and financial 
operations, the median tenure is 5.7 
years. For IT, it’s 4.8 years and for 

sciences, it’s 4.2 years.

Median tenure
for ages 34 
to 45

Median tenure 
for professional 
occupations 

Median tenure 
for ages 25 
to 34 
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Outdated Red Flag: Candidate has 
employment gaps 

Updated Rule: Find out why the
candidate has these gaps and evaluate 
what they did during this time
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There is no such thing as a typical career path anymore. Candidates are 
paving their own paths to success and sometimes this includes pursuing 
ventures outside of the traditional 9-5 job. Maybe they took a year off to 
travel and explore different cultural perspectives. Or maybe they pursued 
higher education after being in the workforce for a few years. 

Not to mention, many of today’s seasoned job candidates lived through 
and lost their jobs during the Global Financial Crisis. Before the onset of the 
crisis in September 2008, the U.S. unemployment rate hovered around 5.5 
percent and was even as low as 4.9 percent in February 2008. 

In just six months, more than six million Americans lost their jobs and within 
one year, the U.S. unemployment rate was at a record high of 10 percent. It 
took nearly six years for the unemployment rate to drop back down to what 
it had been before the recession.  

Unlike 10 years ago when a resume gap might be indicative of a less-than-
stellar candidate, recognize that today, good people have gaps. The key is to 
find out why they had these gaps. Did they engage in skill-stretching volunteer 
work? Did they attempt to build their own business? Did they take time off to 
start a family? With so many talented people having resume gaps, their use of 
that time can serve as a differentiator between candidates.
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Outdated Red Flag: Candidate is 
currently unemployed

Updated Rule: Dig into the candidate’s 
reasons for their current status
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TAKE

Historically, recruiters have looked skeptically at the unemployed – perhaps because they think unemployment is a red flag 
for someone who may be unmotivated or less qualified than currently employed candidates. Or they may think unemployed 
candidates have some kind of problem with their work ethic, attitude or social skills. 

However, there are many overlooked benefits of hiring candidates who are currently unemployed. For starters, these candidates 
are able to start immediately, you won’t have to worry about a counter offer from their current employer, and they are likely eager 
to work hard and hit the ground running in their new role.

In addition, a 2014 Deloitte study showed that companies that hire the long-term unemployed experience powerful benefits: 
25-75 percent reduction in turnover, 50 percent reduction in time to train, 70 percent reduction in cost to hire and 50-70 percent 
reduction in time to hire. 

Many long-term unemployed Americans possess the skills and motivation 
that can immediately add value to your workforce. But the longer they look for 

work, the harder it becomes for them to find employment. 

– The Deloitte Guide to Recruiting and Hiring the Long-Term Unemployed

Avoid the natural instinct to red-flag unemployed candidates and instead conduct your due 
diligence to understand why the person is unemployed. Recruiters can assist in articulating to hiring 
managers why candidates might find themselves outside of the full-time workforce. As with resume 
gaps, the question is the same: what has the candidate been doing during this time?
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Outdated Red Flag: Candidate 
comes across as too personal 

Updated Rule: Recognize that people 
share more in public now and use 
this as an opportunity to get to know 
candidates in non-traditional ways
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TAKE

The rise of social media has caused informality to explode in communication. Anyone can be a publisher, autobiographer or 
pundit which has led to a “let it all hang out” concept of communication. What was formerly private — such as personal photos 
and controversial opinions — can now be, and is, broadcast widely.

While some may feel this widespread information sharing is too personal, recruiters should recognize the great opportunity social 
media presents when it comes to evaluating a candidate for a position. 

A candidate who embodies your organization’s values and has the ability to mesh well with your team can be much more 
valuable than a candidate with a perfectly-matched skill set. In fact, 86 percent of employees and executives cite lack of 
collaboration or ineffective communication for workplace failures and 97 percent of employees and executives believe that lack of 
alignment within a team impacts the outcome of a task or project, according to ClearCompany. 

Facebook was 
founded in 2004
Today facebook has 1.6 
billion monthly active users 
—about a quarter of the 
human population

LinkedIn was 
founded in 2002
LinkedIn has 106 million 
monthly active users

Instagram was 
founded in 2010
Instagram has 500 
million monthly active 
users

Checking out a candidate’s social media profiles can give you deeper insights than a cover letter 
or interview could ever provide. While candidates may publically share more personal information 
than in the past, if they demonstrate a degree of savvy in their public social media presence and 
show self-awareness about how what is posted is likely to be received by a variety of audiences – 
you may have found yourself a great hire.

Twitter was 
founded in 2006
Twitter has 310 million 
monthly active users
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Outdated Red Flag: Candidate is 
over or underqualified

Updated Rule: Re-evaluate your 
qualifications list and focus on 
candidates who can do the job 
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TAKE

When sourcing talent for highly skilled positions, recruiters will uncover 
candidates whose qualifications exceed expectations and even necessity. 
Recruiters often times don’t pursue these “overqualified” candidates 
because they fear that, once hired, the candidate will jump ship when a 
better opportunity presents itself. 
 
However, a 2009 study from Portland State University researched the 
impact of hiring overqualified candidates and found the opposite. The 
overqualified candidates not only performed better than others, but 
also decided to remain with the company based on favorable working 
conditions. 

Similarly, automatically tossing out an “underqualified” candidate may cost 
companies an opportunity to find someone who can grow into the job and 
become the ideal candidate. If the candidate possesses the necessary soft 
skills, it’s likely that they will be able to learn those hard skill sets that you 
desire. 

Not pursuing candidates who you label as over or underqualified will 
cause you to miss out on talent that would be a great fit for your company. 
Remember – it will take longer to find the perfect candidate than to train 
one who is well-prepared and eager to learn. On the flip side, don’t assume 
that an overqualified candidate sees this as a temporary job – they took the 
time to apply for the position in the first place so they must be interested.
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About Staff Management | SMX
Staff Management | SMX, a TrueBlue Company, is a recognized leader in comprehensive staffing and outsourced workforce solutions that provide best talent, drive 

compliance, deliver tangible savings and yield sustainable value. Our expertise in supporting complex client staffing requirements without sacrificing quality, combined 

with our proven centralized service model, award-winning workforce and vendor management system (WVMS) and precision recruitment processes are key differentiators 

within the industry. Our innovative inside-out approach, commitment to continuous improvement and award-winning business model put client needs at the center of 

everything we do and the benefits of this approach are third-party validated. Staff Management | SMX won the 2016 Inavero Best of Staffing Client Award for receiving 

client satisfaction scores more than 70 percentage points above industry average. We were also ranked as the #2 Managed Service Provider overall on HRO Today’s 2016 

Baker’s Dozen Customer Satisfaction for Managed Service Programs.

THE BOTTOM LINE
When it comes to finding top talent for highly skilled positions, companies are experiencing big challenges and are often 
tempted to think there is not enough talent available in the market place. 

However, it’s important to understand that the opportunity costs of hiring delays add up quickly. In sales, it means lost 
contracts and lower top-line revenues. In IT and engineering, it means slower project timelines and struggling to make 
deadlines. 

With flexibility and an open mind, companies can fill jobs with candidates who have lots of potential – even if on paper they 
aren’t the perfect fit. The key takeaway for recruiters is that there is a lot of talent is out there – it just looks different.

      staffmanagement.com

       800.746.9462 ©
      sales@staffmanagement.com

      Staff Management | SMX 2016
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