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Top Social Media Sites (ranked by unique worldwide vistors

November, 2008; comScore)

: 200 Blogger (222 million)
2. Facebook (200 million)
43 MySpece (126 milln
4 4, WordPress (114 million)

5. Windows Live Spaces (87 million)

6. Yahoo Geocities (69 million)
7. Flickr (64 milion)
8. hi5 (58 million)

B Ot (4 il
10Six Apart (46 million)
11Baidu Space (40 milion)
12Friendster (31 million)
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Unemployment rate, March 2008-March 2009 Nasdaq100

10.0

9.0

8.0

7.0

Higher Low

Nasdaq100 Bottomed

in November 2008 \\

Jun Jul Aug Sep Oct Nov Dec 2009 Feb Mar Apr May Jun

|$5P% 942,87 (1 Jun)

6.0
) ] l I I I
4.0
S&P500 Finally

2008 2009 Puts In Its Low

S&P500 o

ln March 2009...

The mean unemployment duration was 36.9 weeks, and the median was 21.8 weeks.
The share of unemployed workers who have been without work for over six months was
43.8%, one of the highest on record.

A total of 6.2 million workers had been unemployed for longer than six months.

There were 25.1 million workers who were either unemployed or underemployed (Source:
BLS)




United States job search statistics COST CUTTING

Percentage of HR departments reporting cost-cutting

Per cent of unemployed respondents actions taken in past year and average merit increases
100 - for 2009, July 2009
‘ HR policies modified 78%
80 - Wage freeze implemented 53
: Layoffs conducted 52
60 . Average merit increases 1.5-2

_ Note: Survey of 400 HR departments
40 -
| I Mareh 2009...

6.1 unemployed job seekers per

= - opening (BLS)

229 applications average per US non-
exempt job posting (MEI March 2009)

Fraction with home Fraction looking  Fraction looking for work
internet access for work online  online, given home access  ¢49 000 more jobs lost in Q1 ‘09 to
Bl 1998/2000 [ 2008/2009 layoffs and departures than voluntary

Source: Thomson Reuters Datastream / Kuhn and Mansour (2014) / Fathom Consulting turnover/quits (BLS)
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January jobs report

Key indicators from the Bureau of Labor Statistics jobs report.
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SOURCE: US. Department of Labor; Data seasonally adjusted.
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Farming, fishing, and forestry
occupations

Construction and extraction
occupations

Service occupations

Transportation and material moving
occupations

Sales and related occupations

Total, 16 years and over

Office and administrative support
occupations

Production occupations

Installation, maintenance, and repair
occupations

Management, business, and financial
operations occupations

Professional and related occupations

0%

2.5%

5%

7.5%

10%

12.5%

Unemployment rate

15%

17.5%

18.6%

20% 22.5%



of employers know the true market value

> * * *

United States of skills they need to hire.
U
A4
of companies are very effective at ur.jng the
The Numbers best talent engagement model mix to get

work done.

o+

8 take into account the labor market prior to
4.1% determining how and where they plan to fill
Pace of GDP growth year over year positions.

agree that their organization has strong
155,965,000 visibility into global labor market supply
Employed persons and demand.

S-S

2,534,000 and yet:

Employed persons gain over previous year

3.9% 6 5 (y
Unemployment rate o

have had to adjust a business
a because they could not
-.5% secure the right talent in a specific
Unemployment rate change year over year function or geographic area.

» P+

Source: TradingEconomics.com, retrieved Q3 2018



2019 Ls a great time to be a recruiter.

o,

...of global professionals are interested ..of them are actively looking for new
in hearing about new job opportunities job opportunities



Figure 1. Most companies reviewing or changing sourcing and recruiting

“When did you last revamp or reengineer your talent acquisition process and strateqy?”

Number of
respondents

Updated in past 18 months

Currently revamping

Considering changes

No plans to review

Not applicable

489

535

454

185

o | %

1%

29%

31%

27%

Graphic: Deloitte University Press | DUPress.com



Most In-demand HR roles

Rank

Job title

Recruiter

Human resources manager

Human resources generalist

Human resources specialist

Assistant director

Human resources coordinator

Recruitment manager

Director of human resources

Rank

10.

11.

12.

13.

14.

15.

BLS:9% growth in HR
management rdes (2019-
202 6)

Job title

Human resources business partner
Recruiting coordinator

Center director

Safety manager

Technical recruiter

Safety specialist

Human resources supervisor



_Job growth Trewnds: Recruiting § Staffing
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Talent and HR leaders say that:

BS3x O3x (O«

Talent is #1 priority They meet with Their team is key
at their company the C-suite regularly to the company’s

How will the size of your recruiting team change over the next year?

Ols

Stay the same

32

Increase

O%

Decrease




Human Resourcaes Analytics Manager

Projected 5-year growth from 2015

45% - ™
40% 4 Data Scientist
2 2 New and fast-growing
Data Engineer occupations
35% -~
30% - @ Operations Analyst Most new hires will be here
25% - .
® HR Manager
_ Systems Analyst
20% - @ ® & Business Anz
£ Financial Analyst P
15% s ] Financial Manager @ IT Project Manager
~ Csnpumr Systems Engineer
10% - \ ® @ Databasa Administrator
| Data Mining Analyst
s P o
. Product Manager
0 : ¥ 1 L} I 1 1 1 ¥
0 50 100 150 200 250 300 350

Estimated Postings 2020 (In thousands)

Note: Each dot represents an occupation in the US jobs market where data science and analylics skills are required.
Source: PwC analysis based on Buming Giass Technologies data, January 2017

Rank

Job title

Cleveland, OH

Atlanta, GA

Columbus, OH

Austin, TX

Boston, MA

St. Louis, MO

Seattle, WA

Kansas City, MO

6%

Salary adjusted
for cost of living

$80,750

$79,182

$79,167

$79,100

$78,586

$78,369

$76,508

$76,099

Rank

10.

1.

12.

13.

14.

15.

Job title

San Francisco, CA

Portland, OR

San Jose, CA

Houston, TX

Detroit, MI

Madison, WI

Chicago, IL

of employers say
they are hiring for
business growth.

Salary adjusted
for cost of living

$74,078

$73,696

$73,585

$72.924

$72,695

$72,526

$71,582



Recruiting Ls a big business.

Total Staffing and Recruiting Industry Sales Increased 4.4% to
$161 Billion in 2017

« Staffing and recruiting industry
size in US estimated at $181B in
2018; on gace to exceed $2008B in
US in 201

» Global market for staffing and
recruiting at $532B in 2019 (5.3%
annual growth)

* 7,496,000 workers employed in
recruiting and staffing in US (8%
YoY increase); 56M globally

« 71% of recruiters work at
agencies vs. 8% direct employers
(RPOs, career services make up
other 21% of market)

$180 -

$160 -

$140

§120 -

$100 -

$20 1

$0 -

Sales (Billions of U.S. Dollars)}—Annual Totals for Staffing and Recruiting Industry

# Search and Placement

T 4 Contract $161
..... L R DON— P . %

2003 2004 2005 2006 2007 2008 2009 2010 2011 2012 2013 2014 2015 2016 M7

Source: American Staffing Assoctation, Staffing Industry Analysts Inc., U.S. Department of Commerce



We Want You!

Revenue for recruiting services in the U.S. has almost tripled since 2009
M Search and placement sales

$22b
20
18
16
14
12
10

O N B OV

2069 2010 2011 2012 2013 2014 2015 2016

Source: American Staffing Association Bloomberg @



“We can never go nowhere -
Lnless we share with each other




25th 75th

Percentile ik Percentile il
Time-to-fill 1192 20days 30days 47days 42days
Cost-per-hire 864 $500  $2,000 94500  $4,129

Average employee tenure 1407 dyears  Tyears 11years 8 years

Annual overall turnover rate 1,159 6% 15% 25% 19%

Annual voluntary turnover
rate
AVERAGE TIMETO FILL Annual involuntary turnover

ARETAILROLEIN 2018 QL
(DOUBLE FROM 2009)?

934 3% 9% 16% 12%

912 1% 3% 8% 6%




Americas $201,600.00
EMEA 47 $154,794.50
APAC 52 $111,322.64
TOTAL/AVG 183 $467717.14

Average cost per hire for companies is

$4,129

$127432.00

$66,340.50

$39,113.36

$232,885.86

$329,032.00 $3,917.05
$221,135.00 $4,705.00
$150,436.00 $2,893.00
$700,603.00 $3,838.35
CPH 2009: $3,83%

CPH 2019: $4,129



The preferred source of
recruiting

Oniine job boards [ /] ) 0/,
Social neworks [ 3 5 0/
Employee referrals NI 3 3/,
Staffing firms | 320/
Career pages 309%,

Online hires 290/0

42% people treat online job boards as their top sources of hires,

while 38% consider social professional networks to be the
preferred source, with almost 73% increase from last year.




Top External Sources of Hire, 2009

% of external hires

Print
Boomerangs
College

Direct Sourcing

Job Boards

Career Site

Referrals

o
N
ol

15 22.5

B % of external hires

Source: CareerXRoads



Top External Sources of Hire, 2018

Source:

Print

Boomerangs

College

Direct Sourcing

Job Boards

Career Site

Referrals

CEB

o

10

% of external hires

20

B % of external hires

30

40



Top Online Sources of Hire, 2009

% of online hires Total
0.8

65-69

60-64

55-59

50-54

45-49

40-4ts

Age group (years)

35-39

30-34

25-29

16-24

I I I I | I I I

I
0 10 20 30 40 50 60 70 80 90 10C

Percentage of job seekers using the Internet
® CareerBuilder ® Monster ® HotJobs @ CraigsList ® JobCentral ® Dice ® The Ladders @

Source: CareerXRoads Source: LFS, April - June 2009 quarter.



gy S AR Top Ownline Sources of Hire, 2018
S

\

‘indeed

CareerBuilder
Unspecified Job Board
Craigslist

LinkedIn

Top 10 Sources of
Monster

External Online Hires
% of hires

Simply Hired
Google
SEEK

DICE

Data provided by SilkRoad



Recruitment Ad Spend Industry Projections

U.S Recrwitment Ad Spending

$120 ; | WOnlne Meda 0 Tradivonsl Meda | ~$1148
24% increase in ad spend 9o | -1 s
$11.4 Billion in recruitment Sl
ad spend } —

L L
75% of that will be online —
media

0o -

2011 b 1} 01) Wi
| MadweShare | 2000 | 200 | 200

Onime Medua ~45% ~45% ~75%
Tradtona Meda % 5% ~15%



Corporate job Out of these
openings attract ~ candidates

250 4 - 6 will be wil

'esumes intervieweo get a job offer




Recruiting
Events, 4%

2009 Recruitment Budget



What is the current breakdown of your recruiting budget?

Other

Employer branding

Recriting everis Job boards/advertising

Employee referral program
Recruitment agency costs

Recruiting Tools
(e.g. sourcing, screening, ATS, CRM)

2018 Recrultiment Budget



EXHIBIT 1: 2017 TALENT ACQUISITIONS APPLICATIONS MARKET SHARES
SPLIT BY TOP 10 TALENT ACQUISITIONS VENDORS AND OTHERS, %

_Microsoft (Linkedin)

Other s
Top 5 Providers
IBM
(Roog):
Taleo
ADP
’, —_ Upwork
Brassring
, —__iCIMS
SAP eRecrutLt
_Ultimate Software
P80‘P LGSO‘& ADP _

Workday —Cornerstone OnDemand



Most
concerned Lack of critical skills @

Employees’ digital experience @
Automation/Al @

72
S
5 ® Aging workforce
2
n ® Generation Z
L
=
>
o - -
& ® |[ncreasingly diverse talent pool
® Female talent
Gig economy
Least Most

HR LEADERS
concerned concerned



The Most Frequently Used Recruiting Metrics

The gift or the curse? —

Applicants per Hire
Candidate Experience

Cost per Hire

» Top SOH is still internal hires —
¢ T]me tO f]ll haS increased Offer Acceptance Hire
» Applicants per hire has remained | Eadiis

. . . . Vacancies Vs. Positions Filled (Over Time)
« Candidate experience still not fix§
° Cost per h.ire .iS up Talent Pipeline Growth

. . Employer Branding

* Retention is down Appiloation Completion Rats

Cold Outreach (Email Response Rate)
Net Company Growth

Social Engagement

Other

Jibe @beamery



80~

i

ﬁ

...of recruiters think they have a “high” to “very high”

understanding of the jobs they're recruiting for.

61~
...0f hiring managers disagree with recruiters’ self-assessment,

and rather say that recruiters have a “low” to “moderate”
understanding of the jobs they're recruiting for.




Number of
respondents

Building stron? and localized
employment brand  ©9'

Ensuring recruiters are highly trained 682

Using social tools for sourcing
and advertising positions 687

Accessing part-time, freelance,
and third-party employees 542

Leveraging integrated recruiting
processes and systems 604
around the world

Using analytics for recruitment

and staffing ©%%

% of total number of responses

HR executives’ assessment of talent acquisition capability levels [Jj Weak [l Adequate | Excellent

Graphic: Deloitte University Press | DUPress.com



What's changed?

16.0 Billion in Investment in HR Tech Since 2009 (2,918 companies
Top 2008 Talent $ ( panies)
Challenges (SHRM/ Funding Amount ($) Number of Deals
Economist): B CBINSIGHT:
3B =700
. . 58~ -600 More than half
1. Attracting the right h R cve brand new
candidates 8- 312956%s§edA
N ofe . - 400 series
2. Availability of skills 150- N
3 Em P loyee i $6.58B last
. . two
en agte,ment & n " ks
retention e o
4. Employer branding M0 a0 2om ;2 213 AM 015 28 207 208
5. Diversity and
inCIUSiox B Funding Amount () W Number of Dea Source: CB Insights / chinsights.com

Vendors created problems for you to
solve!l!



Only buy what you can’t do personally, or you’re planning your
own obsolescence. You can interview candidates on video
without investing in a video interviewing provider, for example.

TALENT TECH LABS TALENT ACQUISITION TECHNOLOGY ECOSYSTEM
SOURCE ENGAGE SELECT HIRE
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TOF TRENDS: SHAFPIRNG THE HU1TLWRE
OF RECRHRUITING AND HIRING

B \ery/extremely important B MNMostly/completely adopted

Diversity
78%
Sch e ]

New interviewing tools
SE6% NS
18% S

Data
50%
182% S

Avrtificial Intelligence
35%
8% N




Talent qap tn Talent Acquisition?

65 and Over - 65 and Over

60-64 - 60-64

55-59 - 55-59
>

4= ] e ®
o

w4 | -
(1]

5-34 25-34

20-24 - 20-24

15-19 - 15-19

30% 20% 10% 0% 10% 20% 30% 40%

Average Age: 42 years (compared to the all jobs average of 40 years)



10

7.5

2.5

Average Tenure of a Recruiter

In-House

RPO 3rd Party Agency

B Average Tenure (years)

Freelance

All




1.05
035

-0.35
-0.7
Implemented new Implemented Talent Implemented tech Seeking to invest
tech in last 12 Analytics to support to minimise bias in Al/Automation
months HM decisions

B In-House .~ Agency



Time to Hire
Offer Acceptance Rate 45%

Shortlist Acceptance Rate by HM 38%
Hiring Manager Satisfaction (NPS) 37%

Candidate Pipeline Quality 36%

Quality of Hire 34%

Candidate Diversity

Candidate Satisfaction (NPS)

Volume of Outbound Sourced Candidates
Candidate Pipeline Volume

Time to Shortlist

Volume of Inbound Applications 16%

0 0.15 0.3 0.45

59%

0.6



What part of the Recruiting Process are you a stakeholder of?

Outbound Candidate Sourcing
Outbound Candidate Screening

Intake Meeting with Hiring Manager
Applied Candidate Screening

Job Advertisement Posting

Shortlist Presentation to HM

Shortlist Compilation

Unsuccessful Candidate Disposition/Decline
Job Advertisement Drafting

Candidate Offer

Candidate Preparation for Interview
Interview Coordination

Offer Negotiation

Hiring Manager Preparation for Interview
First Round Interview

Job Description Approval

Agency Partner Briefing

Requisition Approval

Candidate Testing

New Employee Pre-boarding/Coordination
Second Round Interview

Candidate Referee Validation

Hiring Decision

New Employee On-Boarding (Ist Day)

86%



Requisition Approval 439%
Job Description Approval

Intake Meeting with I:Iiring Manager
Job Advertisement Drafting

Job Advertisement Posting

Agency Partner Briefing

Outbound Candidate Sourcing
Outbound Candidate Screening
Applied Candidate Screening
Shortlist Compilation

Shortlist Presentation to HM

1%

Interview Coordination

Candidate Preparation for Interview

Hiring Manager Preparation for Interview
First Round Interview

Candidate Testing

Second Round Interview

Unsuccessful Candidate Disposition/Decline
Hiring Decision

Candidate Offer

Offer Negotiation

New Employee Pre-boarding/Coordination
Candidate Referee Validation

New Employee On-Boarding (Ist Day)

49%

47%




winter Ls coming...

It’s not a matter of if, but when. The economy and hiring is
cyclical.

Recruiting spend is way up, with no real way to calculate ROI
The more you spend, the more risk you create.

The key to recruiting in a recession is the same as in full
employment.

It’s all about doing more with less, and being able to
demonstrate results with data that’s tied to business objectives
outside of HR/TA.



Wlflg You Should Care.

* Recruiters were among the hardest hit professions in the 2007-2009 recession;
ma on:L_lty of impacted recruiters left sector during latest recession for other jobs and
industries

* For comparison, construction hardest hit in terms of total job losses and unemployment
percentage in 2008; now 8 in top 10 most in demand job titles are all construction

related (other 2 are data).

* Hiring demand has outstri?ped recruiting supRly, forcing most newly created recruiting
rolesin last 3 years to be filled by people with no prior recruiting experience.

 Recruiters are less experienced but getting paid more than before the recession due to
market demand, creating an even greater cost center than before

« TAinvests in recruiting jobs for the short term; long term investment is not in recruiter
development, training or upskilling, but instead, in'technology

Most of the people in this room (statistically) will no longer be in recruiting in 5 years.



The TO mostcommon
career transitions for recruiters

human resources specialist
salesperson

consultant

corporate trainer

business / corporate strategist
administrative employee
project manager

marketing specialist

customer service specialist

operations manager

o< ‘sog ‘10°% ‘159 20

Percent of recruiters who transition to this role



Recesston Proof
Recrulting

Make your HMs happy: Focus
on the experience and
satisfaction with the hiring
process from the people you
work for, not the candidates
who may never make it.

Work smarter: Job advertising
> recruitment marketing. Your
ATS > job board database. You >

matcfilng technologies, bots L WANT TO GROW.
el Lo LIPS | WANT TOBE BETTER. YOU GROW.
descriptions.are the pest so \WE ALL GROW. WE'RE MADE T0 GROW.
YOU EITHER EVOLVE
OR'YOU DISAPPEAR. ...




Ask as many questions as you can.
Learn as much about the business,
not the business of recruiting, as
possible.

The best price isn’t free, it’s
based on performance. Get what
you pay for.

Be a recruiter. Not a marketer, or
a data storyteller, or a branding

expert. Be the best at that, and
you’ll become indispensable.

Remember that you’re going to be
a candidate again.




S‘CD‘P ’CDILK’,W\/@ about Don’t believe everything

trends. you hear. Real eyes,
Realize, Real lies.

Focus on what works, not

what’s possible.

Trends aren’t defined by
data, not influencers.

Be your own thought leader
(and trust yourself).

Win through iteration, not
innovation. Play the long
game.

scoopwﬂo&- 4
N . -



What you can do.

Know the business
Know your people
Know your data
Know yourself.

Know what’s next.

Be antndiv dual work hard,

udyg ybgir mind
straight %d ! tnobody

Tupac Shakur

g



Just make the damn hire. [P aumeypigs

N fact, I'm -
sure, And if
you fall,

That is the only thing that matters in recruiting in any
economy.

stond tal (i
ond come
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“I want to

grow. | want to
be better. You

Grow. We all | " | Oiﬂ"l' mOd

grow. We're

made to grow. OT yCJ o

You either

evolve or you
disappear. ”

Tupac Shakur




Choose Your Adventure Bingo Number

Attract

[f7

SmartRecruiters HIRING
YOU ARE WHQ YQU HIRE

SUCCESS



