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PERSPECTIVE

The answer is not
more process. It is
a better process.
After more than 30 years in recruitment, I have seen
hiring markets swing between candidate-driven and
employer-driven conditions. One lesson remains
constant: a large applicant pool does not guarantee
access to the right talent.

In 2026, AI-assisted applications have increased response
volume. Specialized skills remain scarce. Pay-
transparency requirements continue to expand.
Candidates expect clear communication, while leadership
teams expect every hire to produce measurable
business value.

The organizations that hire well define success clearly
before they begin, insist on evidence over impression,
and give candidates a process that respects their
time. That discipline is a leadership choice, not a
software feature.

At Top Quality Recruitment, we call the solution
Precision Hiring: define the result the business needs,
find people with credible evidence they can deliver it, and
run a focused process.

Steve Brennan
Co-Founder and CEO, Top Quality Recruitment

Steve Brennan, Co-Founder and CEO
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Hiring decisions
shape operational
performance.
A poor hire is rarely just a salary line. It shows up as
unplanned downtime, quality escapes, delayed
projects, and strained customer relationships. In
regulated and safety-sensitive environments, the cost
compounds quickly.

Quality hiring aligns the business need with candidate
strengths and treats technical expertise, leadership,
and cultural alignment as equally important.

Strong hiring supports performance,
stability, and long-term capability.

What quality hiring protects

Productivity

The right leader stabilizes
output and reduces
avoidable disruption.

Quality and compliance

Experienced hires protect
standards, audits, and
documentation.

Retention

Good hiring and onboarding
reduce early turnover and
rehiring cost.

Hiring right is not about more applicants. It is about better definition, stronger evidence, and
accountable decisions.

WHY HIRING RIGHT MATTERS 04
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01 Start with the Business Problem
A vacancy is not a hiring strategy.

Every successful hire begins with clarity about the business result the organization
needs, not simply the job title it wants to fill. Too often, companies recycle an old job
description and launch a search before leaders agree on the actual problem, creating
confusion for recruiters and candidates who look right on paper but cannot deliver
the outcome.

Up to 30% of a mis-hire's first-year earnings is a
common floor for the true cost. In
leadership and technical roles, the real
number runs higher.

Lost productivity
Output gap while the role
underperforms

Rework & re-hire
Second search, onboarding,
ramp again

Quality & downtime
Escapes, disruption, corrective
action

Team & morale
Manager time, attrition risk,
momentum

Build the hiring mandate
Define first-year outcomes and cost of delay.

Separate day-one and developable skills.

Confirm compensation and decision authority.

Write a one-sentence problem statement.

Define the operational result before writing
the job description.

PRECISION HIRING TIP

Example: We need a Maintenance Manager who can stabilize preventive
maintenance and reduce avoidable downtime.

DEFINE THE NEED 05
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02 Read the 2026 Talent Market Correctly
Selective, not simply candidate-driven.

The 2026 hiring market cannot be described with one label. Conditions change by
function, seniority, geography, compensation, and industry. A company may receive
hundreds of applications for one role while struggling to attract a single credible Plant
Manager, Controls Engineer, or Quality leader.

Application volume is also less meaningful than it once was. AI-assisted resumes have
lowered the effort to apply, creating more noise at the top of the funnel. Distinguish
polished presentation from proven capability.

Where the volume actually goes

Applications received 500+

Pass a baseline screen 70

Genuinely qualified 18

Finalists interviewed 6

The right hire 1

Illustrative funnel. Volume rises at the top while the qualified-candidate rate stays
flat, which is why applicant count is a misleading measure of search health.

PRECISION HIRING TIP

Track qualified-candidate rate, not applicant count. Ten credible candidates are
worth more than 500 unqualified applications.

UNDERSTAND THE MARKET 06

AI-assisted volume, highly mixed quality

Credible evidence of the required result
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03 Build a Success Profile
Explain who will succeed and why.

A job description explains responsibilities; a success profile explains the results,
capabilities, and behaviors required to perform them well. Without that distinction,
interviews drift toward résumé familiarity and personal chemistry instead of
evidence, and different stakeholders quietly hire for different versions of the role.

Start with what must be true 12 to 18 months after the hire, then define the technical
depth, judgment, influence, and operating conditions required to produce it.

Business outcomes

Define measurable operational or
commercial results.

Technical capability

Identify genuine systems and sector requirements.

Leadership

Clarify how the person must influence and lead.

Environment

Be honest about pace, travel, shifts, and resources.

A shared scorecard turns interviews into evidence-based comparisons.

PRECISION HIRING TIP

Define three to five non-negotiable outcomes before discussing
preferred background.

DEFINE SUCCESS 07
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04 Create a Compelling Opportunity
Vague postings hurt response quality.

A job posting is not an internal task inventory. It is the first substantial argument for
why a qualified person should invest time in the opportunity. Experienced candidates
expect enough detail to assess the work, leadership, location, compensation,
flexibility, and career value before entering a process.

Lead with why the role exists and what the person will own. Separate essential
qualifications from preferences, explain reporting scope, and state a credible
compensation range where required or appropriate.

Technical candidates assess the opportunity as carefully as employers assess them.

Clarity

State location, travel, shifts, flexibility, compensation,
benefits, and development.

Compliance

Confirm pay-transparency requirements and keep
postings consistent.

PRECISION HIRING TIP

Write for the qualified person you want to persuade, not as an internal list of
every possible task.

ATTRACT AND SOURCE 08
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05 Source for Evidence, Not Keywords
The best candidate may not be actively applying.

For specialized and leadership roles, posting a vacancy is only one part of the
strategy. Many of the strongest candidates are performing well, are not actively
searching, and will not respond to a generic message. Reaching them requires a clear
value proposition, disciplined market mapping, and outreach that demonstrates a
real understanding of their work, industry, and likely motivations.

Build a balanced sourcing mix
Targeted direct outreach to proven performers.

Industry and competitor market mapping.

Professional referrals and internal mobility.

Specialist communities and associations.

Selected recruiting partners for scarce roles.

Market mapping expands the search beyond
active applicants and identical titles.

Test the evidence behind the words

A candidate who lists “continuous improvement” should explain the baseline, the
action they took, the resistance they faced, and the measured result. A Quality leader
should describe audit preparation, corrective action, and influence on operations.
Adjacent experience often matters more than an identical title.

PRECISION HIRING TIP

Search for the problem solved, not just the title held. A candidate who solved
your problem elsewhere is often stronger than one with a matching title and
no evidence.

FIND CREDIBLE EVIDENCE 09
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06 Run a Focused Hiring Process
Rigorous without becoming repetitive.

A strong hiring process creates enough structure to produce reliable evidence without
forcing candidates and managers through unnecessary repetition. Define what each
stage must prove, assign ownership for feedback, and keep the process moving while
candidate interest and the business need remain active. Each stage below is built
around a distinct question it must answer.

PRECISION HIRING TIP

If two interviews cover the same ground, remove one. Internal delay is
not rigor.

BUILD THE PROCESS 10

01
Alignment
Confirm the mandate, scorecard,
compensation, owners, and timeline
before sourcing.

02
Initial conversation
Validate motivation, target outcomes,
logistics, and compensation expectations.

03
Structured interview
Test capability, judgment, leadership, and
behavior against the same criteria.

04
Relevant evaluation
Use a work sample, case, plant tour, or
assessment tied to the real role.

05
Final alignment
Confirm expectations, references, open
concerns, and mutual fit.

06
Decision and offer
Consolidate the evidence and
communicate the decision promptly.
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07 Ask Questions That Produce Evidence
Structured conversations, not chemistry tests.

A good interview is designed to reduce uncertainty, not create a pleasant
conversation. The strongest questions help candidates describe real situations, the
context they inherited, the choices they made, and the results they produced. Use the
same core questions and scoring criteria for every finalist.

Describe the most relevant problem you
solved.

What was the baseline, and how did you
measure improvement?

What resistance did you face?

Which result was directly yours?

What would your former manager say?

Tell me about a decision that failed.

How did you build credibility?

Which conditions help you perform?

PRECISION HIRING TIP

Probe nouns and numbers. “We improved efficiency” is not evidence until the
candidate explains what changed and how it was verified.

INTERVIEW FOR PROOF 11
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08 Use AI Responsibly
Support human judgment. Never hide it.

AI is now present on both sides of hiring. Candidates use it to research and prepare.
Employers use it to draft postings, organize notes, search profiles, and identify
patterns. The practical question is no longer whether AI is used, but where it
influences a consequential decision and whether that influence can be explained
and reviewed.

Regulated hiring requires expertise, documentation discipline, and accountable judgment.

Know the tool

Understand what it evaluates and how
recommendations are produced.

Review impact

Assess accessibility, adverse impact, notices,
and audits.

Keep accountability

Use meaningful human review in
consequential decisions.

Protect data

Limit retention and document decision ownership.

PRECISION HIRING TIP

If no one can explain an automated score, do not let that score decide
who advances.

USE TECHNOLOGY RESPONSIBLY 12
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09 Make an Offer Built to Close
Acceptance begins before the offer.

Candidates begin deciding whether to accept long before a written offer arrives. Every
interaction provides evidence about leadership, communication, internal alignment,
and decision quality. A strong closing strategy begins during the first conversation,
when the employer starts learning what matters to the candidate.

Resolve concerns and align the package before
presenting the offer.

Confirm expectations and decision criteria.

Understand competing offers.

Address concerns raised in interviews.

Align stakeholders on the package.

Prepare written terms and contingencies.

Choose who will present the offer.

A strong package considers base pay, incentives, benefits, flexibility, travel, relocation,
development, title, and reporting scope.

PRECISION HIRING TIP

Move promptly because you are organized, not because you are pressuring
the candidate.

CLOSE THE OFFER 13
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10 Onboard for Performance
The bridge between a successful search and employee success.

Onboarding is where the promises made during recruitment become operating
reality. A strong candidate can still fail if expectations are vague, access is delayed, or
the manager assumes the new hire will work everything out alone. Begin before day
one and continue well past the first week.

Connect hiring promises to a practical 30-60-90 day
plan.

Digital tools streamline forms and training, but
they do not replace manager attention, role
clarity, specific feedback, and access to
resources. The hiring manager owns
integration and performance expectations.

BEFORE DAY ONE

Prepare access, schedule,
contacts, and materials.

FIRST WEEK

Orient, introduce, train, and
clarify priorities.

30 · 60 · 90

Review progress, barriers,
feedback, and support.

FIRST YEAR

Measure impact through
relevant business cycles.

PRECISION HIRING TIP

Turn the interview scorecard into the first-year performance plan.

TURN HIRING INTO PERFORMANCE 14
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FIELD GUIDE

Clarity at every stage.
Use this checklist as a working reference for every search, not a one-time exercise. It keeps
speed, consistency, and evidence at the center of the process from the first alignment meeting
through the new hire's first year.

A visible plan keeps every stakeholder aligned on what each stage must prove.

Define
Identify the business problem and cost of delay

Write the hiring mandate

Agree on first-year outcomes

Separate essentials from preferences

Attract and source
Create a clear, compliant opportunity

Validate the compensation range

Select the right sourcing mix

Track qualified candidates

Assess
Use an agreed scorecard

Ask evidence-based questions

Validate personal results

Review AI-supported decisions

Decide, close, onboard
Consolidate feedback quickly

Present a clear written offer

Maintain contact through the start date

Align the first 90 days with the mandate

Rule of thumb. If any item on this list is unclear before you launch a search, resolve it first. Ambiguity at
the start is the most common and most expensive source of a mis-hire.

HIRE RIGHT CHECKLIST 15
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INDUSTRY AND HIRING RESOURCES

Go deeper where your
hiring challenge lives.
Explore TQR’s specialized industry expertise, compensation tools, and practical
employer guidance. Each link opens the part of our site built for that sector
or decision.

Food Manufacturing ↗ Beverage Manufacturing ↗

Packaging ↗ Plastics ↗

Life Sciences ↗ Industrial Automation ↗

Energy & Renewables ↗

COMPENSATION

Salary Guide and Calculator ↗

ON-DEMAND WEBINAR WITH LORI-ANN JAKEL

Scan to watch “How to
Secure the Right Talent”
Point your phone camera at the code to watch, or
open the link directly.

topqualityrecruitment.com/secure-talent-webinar

EXPLORE TQR 16
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START A CONVERSATION

Working With
a Recruiter
A specialist recruiter becomes valuable when a
role is critical, confidential, technically scarce,
geographically constrained, or creating
operational risk.

The right recruiter should challenge the brief,
map the market, test evidence, manage
expectations, protect the employer brand, and
keep the process moving.

PHONE

844-447-3877 ext. 700

EMAIL

info@topqualityrecruitment.com

WEBSITE

www.topqualityrecruitment.com

WORKING WITH TQR 17
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Better hiring starts with a
better definition of success.

844-447-3877 ext. 700
info@topqualityrecruitment.com

www.topqualityrecruitment.com
Precision Hiring
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