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Increase Hires 
Using Recruitment 

- as - a - Service
Want to know more about Recruitment as a Service?

Send us an email or visit our website
Info@solvism.eu - www.solvism.nl



Solvism is a tech recruiting company. We are all about 
adding value in the recruitment process to build great 
teams at remarkable brands. 

We believe it’s the people in your team, who set a solid 
foundation for growth and prosperity. Whether you 
need one person or a whole team, we are here to fill the 
gap between your business goals and required skills.

About Solvism

At Solvism we are inspired 
to continuously add value 
to our customers’ businesses. 
By experimenting with various 
methods to build a remarkable 
recruitment process based on our 
mission of attracting top IT talent, 
the concept of Recruitment-as-a-Service 
(RaaS) was born. We are proud to share our 
innovative approach with you and hope this 
white paper will shed light onto your recruitment 
process and help you step out of the margins to 
make a difference. Making the step to read this white 
paper and share its findings with your team, you’ve 
already started the transformation.

Foreword
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The last two years go into the books as an 
accelerator for change within the business 
world. 

Building Your Brand

We are recruitment experts for evolving 
information technology brands. Based in the 
Hague we strategically match companies and 
candidates for brand success and commitment. 

The inherent effect of the COVID-19 pandemic 
has rapidly highlighted the need for adaptability 
and resilience in today’s workforce, and stressed 
the importance of creating new mechanics for 
future recruitment. 

Questions about the feasibility of the traditional 
recruitment process and alternatives to attract, 
target, and assess candidates using only virtual 
tools have left recruitment departments 
doubtful.

To help you gain control in your recruitment, we 
have compiled viable solutions to fulfill your 
recruitment strategy. 
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Recent articles suggest that attrition rate of IT 
companies can vary from 11% up to 33%. Talent 
use this 'remote work' opportunity to their 
benefit and get recruited to companies that have 
similar vies on work. (Businessinsider, 2021)

Therefore, employers need a compelling answer 
to the “What’s in it for me?” question. Factors 
such as better compensation (70%), wanting 
to work with new technologies (59%), curiosity 
for other opportunities (57%) or growth / 
leadership opportunities (53%) are what the 
talent is searching for (Stack Overflow, 2021). 

Knowing what drives highly skilled professionals 
to choose your company among other competing 
job offers and addressing it in your candidate- 
and employee-experience will help you meet the 
demands of tomorrow.

Better Compensation 
70%

New Technologies 
59%

Better working 
conditions

57%

Growth  
Opportunities 

53%

https://www.businessinsider.in/tech/enterprise/news/it-firm-cognizant-faces-the-worst-attrition-rate-in-the-industry-hires-record-number-of-employees-to-fill-the-gap/articleshow/87327386.cms
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Exceeding candidate expectations can go a long 
way in helping your company stand out. We have 
summarized several preferences among job seekers, 
providing useful best practice information for decision 
makers to help enrich your recruitment processes.

The overall speed and length of the recruitment 
process has a significant impact on a job seeker’s 
impression of an employer. 

The recent study of Society for Human 
Resource Management shows most job 
seekers claim that the speed of response (84%), 
length (74%) and ease (74%) of the recruitment 
process influence their decision to accept a role. 
Similarly – when asked whether a lengthy hiring 
procedure would put them off an organization, 72% 
said it would. The manner in which candidates are 
treated can greatly influence whether they apply in the 
first place or accept an offer (HBR).

84%
 speed of 
response

74%
length 

and ease

72%
lengthy 
hiring 

procedure 
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The company’s website and social media are 
primary ways to build the impression.

The recent Linkedin research shows the company website 
scored highest at 53% overall being the top destination for 
first-line research of job seekers. Professional social networks 
took the second spot at 38%. The opinions of existing 
employees have a notable impact on how job seekers view 
potential employers. The Talentegy candidate experience 
report reveals that 46% of candidates prefer to speak to staff 
during the recruitment process. Growing popularity of staff 
review websites, such as glassdoor.com, means managing 
company reputation is crucial to attract top talent easier. 

The quality of job advertisements has a significant 
impact on whether candidates will apply for a role. 

The Baum & Kabst research suggests the content of job 
advertisements also has a significant impact on how job seekers 
perceive an employer and the vacancy in question. Specifically, 
most respondents say that the description of the role (99%), salary 
and benefits (98%), description of the company (92%) influences 
their decision to submit an application. The job advertisement 
that “speaks” the candidate’s language and addresses his values, 
increases the chances to target the right talent. 

99%
description 
of the role

98%
salary and 
benefits

92%
description of 
the company 

influences 
their decision
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A Shift in Recruiting Strategy

The future trajectory of candidate- and employee- experience truly 
requires a call to action. Now that the job seekers’ preferences are clear, 
how can you transform your recruitment process to structurally 
attract the right talent, whilst maintaining ownership of it? 

Think of a blended solution that would allow you to use the expertise 
of a recruitment agency together with the tight alignment of an internal 
team, strengthen your employer brand, maintain flexibility and reduce 
overall costs. Recruitment-as-a-Service powered by Solvism creates 
impact throughout your organization by improving the degree to which 
human capital contributes to your strategic goals.



What is Raas?
Recruitment-as-a-Service (RaaS) is a candidate-
centric recruitment approach that empowers you 
to take control of your employer brand, recruit 
candidates that are likely to become highly engaged, 
and drive the employer value proposition to increase 
retention. RaaS helps you to become an employer 
of choice by establishing your online presence and 
sending a positive message to potential candidates. 

RaaS is a simple way to treat your candidates like 
customers. 
The process consists of 5 steps:

1. Formulate your employer value proposition (EVP)
2. Create content (a Career section on your website,

testimonial videos and impression photos)
3. Create compelling job ads and share them on

relevant platforms
4. Filter the talent pool
5. Monitor and optimize the process

Each of these steps aims to answer the following 
questions of job seekers, using content as 
touchpoints and communication channels.

• “Does this company appeal to me?”
• “Can I see myself working here?”
• “Is this a place where I will feel good?”
• “Will I be inspired by the management?”
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Employer Value 
Proposition
An Employer Value Proposition (EVP) focuses 
on the unique attributes, qualities, and benefits 
an employer provides. Or simply said, EVP 
promotes a positive reputation and experience 
among the talented people you wish to attract, 
engage and retain. The Universum & DHI 
research concludes that 84% of the world’s 
most attractive employers have a strong EVP 
and the LinkedIn study shows more than 
80% of leaders acknowledge employer brand 
has a significant impact on their ability to hire 
talent.

Start creating your EVP by talking to your 
employees and discovering what are your core 
values, strong suits and culture according to 
them. After defining your identity, create a 
concept of how you would like to appear 
to your potential new employees and use 
various tools to transform your 
organization’s goals into your 
credible and unique EVP. 
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Job Ads and Relevant 
Platforms

Content
Corporate social network pages and 
the career section on your website 
are the most important touch points 
across the candidate journey, as 79% 
of candidates check social media in 
their job search. As a result, your 
number one priority is to give job 
seekers a story, so they can make an 
informed decision about their fit in 
your company. Therefore, appealing 
and engaging content, such as your 
website’s career section, video 
testimonials and impression photos 
for social media use, is an essential 
component of Recruitment-as-
a-Service. Enhance your digital 
presence, by showcasing all the 
relevant information a job seeker 
needs for applying at your company. 
Done right, this process will be your 
biggest asset for winning the talent 
war, bringing a continuous flow of 
qualified candidates and converting 
them into hires.  

No job advertisement is the same. Follow the RaaS methodology and tailor 
every job posting based on your company profile and the target audience. The 
layout, the design and the content need to consistently represent your EVP 
and employer brand. Next, promote it across the most relevant channels and 
professional communities. This would help you stand out among thousands of 
other job ads by speaking the candidates’ language and addressing their career 
news and, as a result, attract the right talent and become an employer of choice. 

Good job adsBad job ads
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Filtering the 
Talent Pool
Once you will start receiving applicants, it’s 
time to create a second part of the RaaS 
process - filtering the talent pool and making 
a selection. In a highly competitive IT labour 
market, great candidates receive job offers 
within a few days. Therefore, you need a 
seamless speedy hiring process, which would 
leave a positive first impression. Make sure 
your interim recruiter is prepared to perform 
pre-selection, advise the hiring manager and 
navigate the candidates during the journey. 



Monitoring and 
Optimizing the 
Process
To measure is to know. It is important to continuously 
track the progress throughout your Recruitment-as-a-
Service journey. You will notice a significant increase 
in the following indicators:

• Cost-per-hire
• Time-to-fill
• Job application rate
• Employer brand awareness rate

Furthermore, consider implementing a feedback loop 
to understand the adoption of the service among 
all stakeholders - management (yourself), existing 
employees and potential candidates. This helps you to 
continuously improve the process and deliver value.
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Is RaaS for you?
Your in-house management teams can only 
dedicate a fraction of their time toward 
recruiting. When your company needs to 
scale, you may find that your managers and 
human resources team have converted into 
full-time recruiters — at the expense of their 
core responsibilities. Ask yourself - do you 
have a full-time recruiter that can interview 
and hire several employees simultaneously, 
while ensuring a smooth candidate journey? 
Do you have capacity to build and maintain 
your employer brand and an appealing 
employer value proposition to attract top 
talent? If you answered “No” to either of 
those questions, and you need an efficient, 
streamlined and future-proof process, then 
Recruiting-as-a-Service is right for you. Use 
the Solvism Recruitment-as-a-Service 
calculator to weigh your options and check 
how RaaS would benefit your balance sheet. 

We live in a brand-led, relationship-based 
talent market. The companies that excel at 
purpose, recognition of the full candidate 
journey and understand the decision-
making process behind it  – will be winners. 

The next generation of recruitment 
management is here, and with it there is a 
new set of processes, best practices and 
technology that can help you with faster and 
smarter ways to find the best candidates. 
As we have shown in this paper, RaaS 
methodology is built around ‘recruitment on 
steroids’ approach that includes:

• Being visible to top talent through a
strong employer brand via relevant
channels

• Differentiating your organization from
other software companies in the market;

• Building up your talent pool and
activating both active and passive
candidates;

• Integrating high impact recruiting;
• Increasing offer-acceptance rate;
• Engaging candidates as well as your

current employees.

Using the Recruitment-as-a-Service, even 
in a time of unprecedented recruiting 
competition, you can create an effective 
strategy to hire highly engaged employees 
that will drive bottom line results. 
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