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Chapter 1: The Sprint Recruiting 
Manifesto 
Traditional recruiting is sometimes the very definition of insanity. You get a job, you search for 
candidates, conduct interviews, place the candidate, they quit, and the cycle repeats. Numerous 
issues and land mines line the journey for the recruiters searching for the best talent. 

Unmanaged Expectations 

Hiring managers can be unrealistic but in many cases, this is the recruiter’s fault. In an effort to 
please and dazzle our hiring managers, we rarely manage their expectations. Sure, it can be 
confrontational but if you are not defining the process with your hiring managers, you will fall prey 
to their expectations.   

Let’s not forget the job description of the purple squirrel that every manager dreams up. They want 
someone with all of these skills and experience with a budget that would barely afford a recent 
college graduate. Most of us kick into the “I’m going to rock your world” mindset and become hell bent 
on finding that elusive candidate.  

Meanwhile, hiring managers wait like a disgruntled old person in the line at the DMV. Why? 

Clear expectations were not set by the recruiter on the front end. 

Talent Shortage 

The truly sexy, in demand jobs are the toughest because there are usually ten firms looking for that 
talent. Recruiters are feverishly working to find the talent, engage them in the selection process and 
in some cases, convince the hiring manager the talent is actually the right person for the job.  

There are some serious challenges ahead including talent shortages, skills gaps and location issues.  If 
that doesn’t stress you out then globalization should.  Companies are fighting for talent in a 
candidate driven market.  Candidates are now savvier and more educated about the companies they 
want to work for.     

Jobvite Recruiter Nation Report suggests that only 67% of the recruiters search for candidates with 
relevant job experience. There is a shift in many companies, including my current employer, to 
search more based on competencies and acumen versus relevant job experience.  Finding the right 
employee that fits the criteria makes the hiring procedure a daunting task if you are still recruiting 
using the traditional methodology. 

 

 



The Process 

I’ve worked for several medium and large corporations and one thing is true in all of them: 

THERE’S NO SUCH THING AS AN EASY HIRING PROCESS. 

Most of this is due to regulations, antiquated hiring protocols, untrained managers etc. The obstacles 
are real but rarely addressed.  After all, we have to be polite and not let anyone in the process get 
their feelings hurt right? 

How does Sprint Recruiting Help? 

The underlying idea of Sprint Recruiting is to provide high value and satisfaction for the recruiter 
(and teams), the hiring manager and the candidate. It can be done by defining the right “fit” and 
achieving it in the cost-effective and time-efficient manner. Besides these, there are various benefits 
that the recruiter will experience in this process. 

Strategy 

Every recruiter claims to be a strategic recruiter but in the old model of recruiting this is nearly 
impossible. Competing priorities and the lack of focus inhibit recruiters from accomplishing their 
goal to be strategic. Sprint recruiting allows the recruiter to sync with their client to understand 
which roles are vitally important to the business. Eliminating the distraction of “every job is a 
priority” allows the recruiter to spend more time focused on what will move the needle versus which 
job has the hiring manager with the loudest voice. 

Another byproduct of being more strategic is the ability to build solid pipelines of great talent. My 
team and I found when we focused on the top roles for our client, we were able to spend more time 
sourcing and less time being reactive. Through the process, we surfaced great candidates who were 
not a fit for the critical role, but definitely a great fit for the organization. This is the goldmine of 
being strategic-having that perfect candidate in your pocket for the perfect role. 

The Sprint Kickoff meeting and the retrospective has also allowed us to better understand the future 
needs of our clients. We have been able to delve deeper into our business units to understand how 
the roles in the sprint were impactful for the business which always led to, “So what other roles 
similar to this would help your project or initiative.” This opened the door to valuable conversations 
that provided insight and forged a deeper partnership with our clients. 

Collaboration with our Client 

The feedback loop in SPRINT recruiting is unreal. One of the most frustrating aspects of traditional 
recruiting is the long (if existent) feedback look with our clients. We would think we’d be on the 
right track only to find out four weeks into the search that the manager had changed the 
requirements for the job. SPRINT recruiting eliminates this with the weekly huddle with the hiring 
manager. 



It is common to come across the “wait and see” procedure. A recent study indicated 56% of the 
recruiters stated that they are not able to make the right hires due to the lengthy hiring procedure. 
We discovered when the product owner for the client placed emphasis on a job in the sprint, the 
manager usually got a message they were in the “hot seat”. When managers knew the “higher ups” 
identified their job as a key role in the sprint, their commitment to quicker response times increased. 
This commitment also helped the candidate experience and the time to fill. 

The Sprint Recruiting Manifesto 

Rule 1: The Client defines the priority. 

Sprint Recruiting forces the client to prioritize the work using a budget of points. Rather than “every 
position is important”, the client will be forced to rank positions with the goal of identifying the top 
3-5 positions requiring the most focus during a sprint. If this rule is violated or ignored, the rest of 
the process will not work and you will only be applying a new name to your old, outdated recruiting 
process. 

To help with this step, we use a point system for each sprint.  In our world, we have recruiters 
covering large lines of business with large demands for talent.  Rather than working on all 15-30 
roles assigned to them, we work with our client Sprint Owners (more to come on what that is later) 
to define the strategy and focus for the two-week sprint.   

Essentially, we tell them they have X number of points in their sprint budget and ask they assign 
each role points to help us prioritize the work.  We’ll get into more on this topic later in the book.  

Rule 2: The Sprint. 

Sprint is the key adjective in Sprint Recruiting so by default, you must work in a sprint format. The 
typical sprint term we will use in this book is two weeks. Every organization is different so if you 
need your sprint to be shorter or longer, it is completely up to you. 

The sprint allows you to measure activity in a shorter, defined period of time to analyze what 
worked and what didn’t. The goal is to scale what worked into the following sprints while also 
discussing the obstacles experienced and possible solutions. This process helps curtail the typical 
insanity of doing the same thing over and over without optimizing lessons learned. 

Rule 3: Establish Work In Progress (WIP) Limits 

WIP limits allow recruiters to follow the pull method versus the push method commonly used by 
the old recruiting model. WIP limits should be set by and agreed upon by both your client and the 
recruiting team. This helps recruiters develop a rhythm to recruiting during the sprint and sets a 
“stop” measure to help them know when to move on to the next job in the priority listing.  

 



Old recruiting methods will typically place all of the recruiting responsibility on the recruiter. Sprint 
Recruiting puts just as much accountability on the hiring manager as it does the recruiter, creating a 
partnership. When hiring managers do not provide feedback on candidates and the recruiter reaches 
their WIP limit for a stage in the process, the fault is on the manager for being the roadblock.  
Similarly, when a recruiter sends more candidates to the manager to review than the WIP limit 
allows, the fault is on the recruiter for botching the process, not the manager.  

Sprint Recruiting not only places the work where it needs to go in the order it needs to go but also 
places the blame where it belongs to foster the right communication needed to keep the needle 
moving in the positive direction. 

Three rules to live by. Nothing drastic but these are non-negotiable truths as you begin your journey 
into Sprint Recruiting. There’s a helpful graphic of these rules you can download on my website 
SprintRecruiting.com.   

Be sure to share this with your team and your client to help the Sprint Recruiting implementation 
process be successful. 

 


