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The Problem with Traditional Recruiting 

I was excited when I entered the recruiting industry in 2004. My previous years as a banker 

taught me how building relationships, pipelines, and strategies could make anyone successful in 

any industry. I was eager to put my theory to the test. In 2017, I began doubting whether I had 

the desire to continue or whether I had what it took to be a successful recruiter. I was 

accustomed to demanding and often unrealistic clients but the previous six months had beaten 

me into a depression. 

The industry changed a lot over 16 years. When I began, LinkedIn wasn’t a thing so I was forced 

to call into banks to build lists of talent to target. I couldn’t just ping someone on LinkedIn and 

have their resume at my fingertips. It was hard work in the beginning but I freaking loved it. The 

challenge taught me how to hone my skills and develop relationships with not only my internal 

clients but also my candidates. 

My goal in recruiting was always to please the client. I thought focusing on lessening the time to 

fill would do it but it didn’t. I thought focusing on more communication would do the trick-no 

that didn’t do it either. I tried every “one-stop” trick I knew but always came up short in 

delivering more candidates to the right jobs in the shortest amount of time. 

Focusing on the goals only seemed to increase my burnout and diverted my focus into too many 

rabbit holes. When I shifted my thought process to focus on the process, I immediately began 

identifying gaps, roadblocks, black holes, and a whole array of other impediments standing in 

the way of how I defined success. 

I had lost my resolve and my mind. I felt like Sisyphus who was punished by the gods, forced to 

push a massive rock up a mountain only to have it roll back down the following morning. I’ve 

read enough leadership and breakthrough books to know when you are at your breaking point, 

the tide is about to turn. I just had to push through and find my groove again. 

The normal way of recruiting (which I will refer to as 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.  

Let’s discuss some of the issues and landmines along the journey for recruiters. 

Unmanaged Expectations 

Hiring managers can be unrealistic but in most cases, this is the recruiter’s fault. To please and 

dazzle our hiring managers, we rarely manage their expectations. Let’s not forget the job 

description of the purple squirrel that every manager dreams up. They want someone with all of 

the perfect 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.  

If you are not defining the process with your hiring managers, you will fall prey to their 

expectations. 



Talent Shortage 

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 truly sexy, in-demand jobs are the toughest because there are usually ten firms looking for 

the same talent profile. Recruiters are feverishly working to find the talent, engage them in the 

selection process, and some cases, convince the hiring manager the talent is the right person for 

the job. There are some serious challenges 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 for candidates who are smarter and have more information 

available to them than ever before. 

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. 

Regulations, antiquated hiring protocols, and untrained managers are just some of the obstacles 

rarely addressed. After all, we have to be polite and not let anyone in the process get their 

feelings hurt right? 

Where there is process overload in many organizations there are also gross inefficiencies. The 

fast-paced world of recruiting leaves little time to stop and address what is and is not working. 

Teams continue the madness week to week with hopes that process improvements can be made 

one day in the future. But that day never comes. The continuous, iterative compilation of 

inefficiencies creates a drag on resources while the candidate experience and recruiter 

engagement if it is never addressed.  

Strategy 

Every recruiter claims to be a strategic recruiter but the traditional model makes it nearly 

impossible. Competing priorities and the lack of focus inhibit recruiters from accomplishing 

their goal to be strategic. Eliminate the distraction of “every job is a priority” to allow 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 the times we were able to be 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 fit for the critical role, but a great fit for the 

organization.  

The goldmine in recruiting is to have that perfect candidate in your pocket for the perfect role. 

Unfortunately, traditional recruiting rarely allows you the time to develop these talent pipelines. 

Collaboration with your Client 



One of the most frustrating aspects of traditional recruiting is the long (if existent) feedback loop 

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.  

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.  

 

As I thought over the issues I was encountering, I began to realize there were some common 

themes to my frustrations.  The constant problems with the traditional recruiting process 

include: 

● Everything is a priority (which means nothing is a priority) 

● The gap between client expectation and reality 

● Focus on the wrong metrics in the recruiting process 

● Chaotic communication, disillusionment, and burnout 

● Lack of focus on what matters 

● Lack of a defined strategy and process 

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. I narrowed 

the real problems to four main pitfalls of traditional recruiting I wanted to address: 

● Lack of prioritization 

● Lack of focus 

● Misalignment of client needs versus our ability to meet them 

● A chaotic, one-way feedback loop 

Lack of Prioritization 

At the time, I was supporting a business executive who had a new priority job every week, 

sometimes twice a week. It was a “hair on fire” or “have to have this filled” scenario every week. 

This constant change in direction for the team created a ton of stress and drained our efficiency 

ratio. Rather than completing one job, we were consistently diverted to the latest dumpster fire 

he called our attention to. We lost credibility with our candidates who got lost in the process 

while our morale began to tank and we took the stress out on each other.  

As our priorities kept changing, we missed out on many opportunities to add great talent to the 

firm. The forced multitasking created holes in our candidate experience. We were so 

unorganized that we often didn’t realize just how many candidates we lost in our chaos until it 

was too late. The definition of success was changing so often, it seemed pointless to attempt to 

please our client. Our client was essentially driving a bus to the looney bin once a week and we 

willingly got on the bus with him. It was insanity and just writing about it causes my anxiety 

levels to increase.  

Lack of Focus 

When I dove into the data during the initial development phase of Sprint Recruiting, I noticed 

that we would often work on roles for weeks on end when we had already presented a slew of 



qualified candidates to the managers for review. This continuous chaos kept us from working on 

other positions that needed attention and created a bottleneck.  

Managers would suffer from over-analysis paralysis or the fear of missing out (FOMO) of 

another great candidate who may or may not exist. We were creating more work for ourselves 

and killing our efficiency in the process. It was as if we were trying to build a car but kept 

focusing on creating more doors when we should be focusing on how to build out the engine or 

some other key element. We had no process to identify when to stop funneling candidates to the 

managers and move on to other roles.  

We called ourselves multitasking when we were creating more work for ourselves while also 

sabotaging our candidate experience. There’s nothing that will kill team engagement like a client 

who continuously wants to badger you for more candidates when they potentially have a 

rockstar already in the pool. Without any rule or process to create a stop-gap, we continuously 

fell into the trap of just being busy.  

The One-Way Feedback Loop 

I noticed we had a one-sided feedback service level agreement (SLA). Clients could demand time 

limits on our team but we didn’t do the same to them, adding to the over-analysis paralysis or 

FOMO mentioned above.  

Candidates would go through the process with little or no feedback unless they were the chosen 

ones to receive an offer. As a result, we missed out on qualified candidates who may have been 

great for other roles in the organization. Was the candidate too inexperienced or not a culture 

fit? Most of the time, we only received minimal feedback which would tell us the candidate just 

wasn’t the one for the role.  

When I charted the candidate journey using data from our applicant tracking system, one of our 

departments took an average of 7 business days to tell us if a submitted candidate was worthy of 

an interview and another two weeks to get feedback after an interview. This added three weeks 

to the candidate process in a candidate-driven market. Without some time of requirement or 

time limit, we continued to suffer a bad reputation in the market for a belabored interview 

process only to ghost candidates when they were not selected for the role.  

Not Aligned with our Client’s Needs 

One topic I had weekly meetings with my clients to discuss was the idea that recruiting was not 

meeting their needs. When I would pull the numbers, I could see that in a selected month we 

filled X number of positions which seemed impressive as a solo data point. The feedback from 

the client tended to include that the roles we were filling were not in line with the needs of the 

business. Without prioritization and a belabored feedback loop, it made sense why this was such 

a point of contention with our clients.  

I also noticed we had no way to stop and evaluate the process consistently. We would jump on 

the rat wheel of insanity day after day without stopping to identify what was working and what 

obstacles prevented success. Sometimes, we would have the one-off meeting as a team but the 

client was not involved. How would we know if the ideas we created were feasible?  

When we tried to set up regular meetings with our clients, some would just blow them off or 

indicate they had more important meetings to attend to. It was not as though we were not trying, 

it was more like we didn’t have their buy-in to the iterative process of success. Honestly, if their 



view of our process was that it prohibited them from meeting their goals and produced 

lackluster candidates, why would they want to waste their time meeting with us to enhance the 

process?  

What I wanted was a Recruiting Utopia but what I found myself working in Recruiting Shit 

Show.  I knew there had to be a solution out there but found myself too exhausted and 

disengaged to give it any more effort.  

 

In 2017, I received training on the Agile Methodology. I became intrigued with how companies 

like Apple, Google, and Facebook leveraged it to create products faster and more efficiently. I 

decided to listen to the book SCRUM, written by Jeff Sutherland, to get some ideas on how to 

make our recruiting efforts more Agile. As he read his manifesto on SCRUM, the wheels started 

turning. I realized a number of the constraints addressed by Agile in software development 

could easily be applied to recruiting. Honestly, I don’t remember the last two hours of my drive 

because of the fireworks of creativity firing off in my head. I was so excited and revitalized by the 

ideas that I could hardly wait to get to my office and start hashing out Sprint Recruiting. 

I wanted to create a fairly simple and address some key issues in the process. My goal was to 

find a way to meet the needs I felt were as important as the recruiting leader for my 

organization: 

● Equal accountability between the recruiter and the client 

● Focus on what will bring value to the client 

● Constant contact with each role 

● Prioritization 

● Gamification of the system to help move projects to completion 

● Measurable results with a focus on what matters 

Let’s go back to my goal: create a recruiting utopia! In my search for the solution, I found an 

interesting example of team efficiency in nature. I’ll confess, I’m a nerd so I’m always reading 

random material to better identify ways to increase efficiency on the team. I stumbled upon an 

article explaining why geese flew in a V formation and the science behind why their behavioral 

instinct made them such a great example of efficiency.  

First, it conserves their energy. Each bird flies slightly above the bird in front of him, resulting in 

a reduction of wind resistance. The birds take turns being in the front, falling back when they get 

tired. In this way, the geese can fly long distances before they stop for rest. The authors of a 2001 

Nature article stated that pelicans that fly alone beat their wings more frequently and have 

higher heart rates than those that fly in formation. It follows that birds that fly in formation 

glide more often and reduce energy expenditure (Weimerskirch, 2001). 

The second benefit to the V formation is that it is easy to keep track of every bird in the group. 

Flying in a formation may assist with the communication and coordination within the group. 

Fighter pilots often use this formation for the same reason. If you have ever watched a group of 

geese fly overhead, you’ve probably heard them grunting and squawking at each other as they 

pass. This loud interchange is feedback being exchanged to ensure each goose is fulfilling their 

role in the team. 



One of the most interesting aspects of geese behavior is the instinctive nature of their efficiency. 

Their ability to fly long distances compared to their counterparts is largely due to the efficiency 

of their teamwork. It’s a complicated process made to look effortless. 

I decided to follow the goose’s lead and began thinking about how we could redesign our 

recruiting methodology to function more like geese and less like a chaotic flock of birds. I had 

my four pitfalls of traditional recruiting already identified so I decided to start there. For each 

pitfall, I researched how Agile organizations and teams addressed a similar pitfall. It took a 

couple of weeks but I developed the four principles of Sprint Recruiting.  

1. The business defines the priority using a point system 

2. We will use Work in Progress Limits to keep our focus and create a rhythm to recruiting 

3. Our two-week sprint will allow us to not only increase our focus but also take time to 

innovate, iterate, and accelerate our recruiting efforts. 

4. A 48-hour deadline for feedback would enable us to move quicker on candidates and 

quickly redefine our search strategies if needed.  

Imagine being able to start your planning for a two week period focused on the 5-6 top roles for 

your business unit versus the twenty or thirty it may have open. The overwhelming distraction 

commonly associated with high requisition loads subsides as you focus on the most critical, 

manageable requisition list for two weeks. As you make progress on your top priority role by 

meeting a minimum number of qualified candidates scheduled with the manager, you move on 

to the next one in priority. You’ll continuously follow this format until you find a methodological 

approach to getting things done efficiently. 

Much like the geese flying in a V formation, feedback is constant and keeps the process moving. 

The feedback from your managers moves candidates quickly through the process. 

Communication among your team members helps work be prioritized and allocated to resources 

with the capacity to meet the goal of the two-week sprint. Feedback helps the group adjust to 

changes in the industry or client demand quicker and more efficiently. The stress most feel in 

the traditional recruiting model has been mitigated by what I call the “sprint instinct”. Like 

geese, you and your team begin to use resistance as a way to push forward with less energy. 

Most importantly, your clients begin to understand the process and finally, you have a common 

language to use to communicate progress and obstacles. The common pain points of time to fill 

and the number of open jobs is replaced with an obsession by you and your clients to make 

progress on the most critical roles. This obsession also allows you to take the time to truly focus 

on these roles to find more qualified candidates with more time to source. Traditional recruiting 

forces recruiters to move each job a little every day, sprint recruiting allows you and your team 

to make massive moves on fewer critical roles over two weeks. 

What if you could start your day reviewing a dashboard of ranked jobs with distinct swim lanes 

that show how many candidates are in the process. Get ready for the relief you will feel when you 

realize the most critical jobs in the sprint all are at a point where you are waiting on feedback on 

interviews so you begin getting a jump-start from the other positions. The feeling of working 

more efficiently and effortlessly will become addictive. The ability to end the day and truly 

measure the progress you’ve made will be rewarding and allow you to be present with loved ones 

when you decide to end work for the day. 

Sprint Recruiting was born from the chaos of traditional recruiting. Our process has become 

more efficient with each iteration and our engagement with both managers and candidates 



increased proportionally. The four principles of Sprint Recruiting evolved through this process 

as we continued to innovate, iterate, and accelerate from Sprint to Sprint.  

The Business Defines the Priority 

If you are not defining the prioritization of work with your hiring managers, you will fall prey to 

their expectations. 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 to 

identify 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. 

The Sprint Provides Efficiency 

Sprint is the key adjective in Sprint Recruiting. The sprint allows you to measure activity in a 

shorter, defined period of time to determine what worked and what didn’t. The goal is to scale 

what worked into the following sprints while also discussing potential solutions for the obstacles 

experienced. This process helps curtail the typical insanity of doing the same thing over and over 

without optimizing lessons learned. 

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. 

Work In Progress (WIP) Limits Drive Focus 

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. 

We will discuss more about swimlanes later in the book. 

Feedback Drives Progress 

Once the WIP limits are in place, you can let the feedback be the catalyst for progress. 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. 

A lack of hiring manager feedback combined with hitting a WIP limit for the job becomes a 

quantifiable 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 a positive direction. 

 

 

Four rules to live by. Nothing drastic but these are non-negotiable truths as you begin your 

journey into Sprint Recruiting. 



I know this sounds like a dream now but let me assure you, if you follow the steps in this book, it 

can be a reality. Sure, there are still times my team and I are in a frenzy due to business demand, 

but it’s manageable now. When we get stressed, we go back to the sprint principles and realign 

our focus on efficiency. Sprint recruiting has made us closer as a team and increased the value 

we bring to our organization.  

The Sprint Recruiting methodology is my attempt to address each of these with an easy to 

follow, cohesive process to execute for both the recruiters and the clients. The book will not be a 

long, exhaustive dissertation on the methodology. My goal is to give you the necessary 

information for you and your team to implement this successful recruiting methodology without 

all of the extra fluff normally found in other books. The core of sprint recruiting is efficiency so 

why shouldn’t the book about it be the same right? 

There’s a helpful graphic of these rules you can download on the SprintRecruiting.com website 

under the Resources page. Be sure to share this with your team and your client to help the Sprint 

Recruiting implementation process be successful. I’m excited to teach you each of the principles 

and share our journey with you. Get ready, your recruiting utopia is within your reach. Let’s dive 

in. 

http://sprintrecruiting.com/

