
 

Common Recruiting Mistakes to Avoid 
At ClearPath, we utilize our experienced team, deep network, proprietary data sources, and scientifically based behavioral 
assessments to put the right people in the right seats for our clients. Our recruiting process has successfully placed 351 
candidates over the past 4 years. Recently, we surveyed our team to identify the top recruiting mistakes we see our clients 
make – regardless of company size or industry.  

1. Unclear expectations and job descriptions 
Recruiting the perfect candidate means knowing what you need them to contribute to your organization and putting that 
into writing. A comprehensive, up-to-date job description is key to attracting the right talent. Employers should make sure 
their job descriptions are in an easy-to-read format that separates the skills and experiences applicants should have for the 
role from the ones that are nice to have. Key stakeholders and employees that are in the role you’re recruiting for should 
determine the necessary knowledge, skills, and abilities for the job. The final job description should be a focused summary 
that states clear qualifications, expectations, and responsibilities of the applicant. Employee retention suffers when new hires 
are surprised by new job requirements after they already accepted an offer, or the necessary skills are much more extensive 
than what was advertised.  

2. Unrealistic salary and benefit expectations 
According to Glassdoor’s 2020 recruitment statistics, 48% of job seekers found competitive benefits to be the most attractive 
factor for a job opening. The salary range you use for the position can be the reason the perfect candidate ultimately decides 
to take or reject your offer. It also has a big impact on the quality of candidates who are willing to apply in the first place. It 
is important to conduct in-depth research on current market salary rates, market demand in the area, and other professionals 
with similar backgrounds and experiences. Our team utilizes industry-leading tools like LaborIQ to conduct in-depth market 
research based on role, education, years of experience, location, and other factors so that our clients offer optimal salaries 
that are reasonable for employers, but also attractive to top talent.  

3. No onboarding plan or failure to follow up regularly after onboarding 
It is important for employees to know the company’s goals and how they are helping to accomplish them. They should also 
be able to visualize themselves growing with the company. Formal onboarding plans will lay out specific, measurable 
objectives over varying periods of time (30, 60, 90, 180 days, etc.) and give new hires clarity for their first year of employment. 
Employers can also create strategic onboarding processes by leveraging the employee’s cognitive and behavioral tendencies 
through tools like the Predictive Index. These tools allow you to tailor the objectives in an onboarding plan to the individual 
employee. This way, companies can take a holistic approach to onboard new hires in a way that fits with the rest of the 
organization while also playing to the employee’s natural behavioral strengths. 

Honorable Mentions: 
• Slow response time to applicants: Keeping candidates engaged throughout the hiring process shows that, as a 

recruiter, you are actively considering them and decreases the likelihood of them losing interest and applying 
elsewhere.  

• Lack of defined interview process and professional assessment tools: Every candidate should run through the same 
application and interview process for consistency. This process should include the use of skill and behavioral 
assessments so that you have objective data points to consider.  

• Filling high-turnover positions under a bad manager: If high turnover is a problem, sometimes the solution is to 
look internally and resolve issues with poor management or overloaded positions before investing money on 
recruiting fees or wasting time onboarding new hires.  

https://www.glassdoor.com/employers/resources/hr-and-recruiting-stats/
https://www.thinkwhy.com/laboriq-solution/
https://clearpathba.com/organizational-health-and-recruiting/#hire
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• Lack of patience and acting out of desperation: Quality over quantity; sometimes a low-supply position may be 
difficult to recruit for, but it is better to spend time finding the perfect fit instead of hastily onboarding numerous 
employees who are not fit for the role.  

 

About ClearPath Business Advisors: 
 

ClearPath Business Advisors is a multi-faceted, high-end consulting & advisory firm 
delivering on our perspective that business owners should create a healthy, sellable 
business whether they plan to sell or not. Everything that builds a sellable business, creates 
a stronger business and a more balanced life for its leaders and teams.  
 
We are a team of seasoned, multi-disciplinary business executives with finance, accounting, 
operations, sales, and legal expertise. Our Organizational Health team provides a recruiting 
service to our clients that is different from other solutions available. At the core of it, we 
act more like a member of your team, making our processes and motivations comparable 
to an internal recruiter. In the end, our goal is to deliver the best candidates for the 
Company, its culture, and the role, not just "fill a spot." Our team has led this recruiting 
process that has hired over 351 new employees in the last 4 years. We are highly confident 
in our ability to deliver quality candidates. 
 
We are also a firm with a heart, guided by our core values in creating high value for our 
clients while delivering on our promise of being a different type of consulting and advisory 
firm. We lead with our core values of Integration, Convergence, Service, and Every|One, 
and we donate 25% of our M&A transaction success fees to charity. 
 
Ultimately, we just want to work with good people who could use our help. 
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