


Table of Contents

Introduction

Understanding Centralized Recruiting

The Case for Centralization

When Does Centralized Recruiting Make Sense?

Case Study: A Global Technology and Manufacturing Leader

Case Study: BioTech Startup

Best Practices in Centralized Recruiting

Building an Effective Centralized Recruiting Team

® 06 6 &6 © 0 © 0 O

Overcoming Challenges in Centralized Recruiting

QAIQTALENT® 2



Introduction

Talent Acquisition has become So, what's the payoff for upgrading your
a high stakes game and the Old recruitment approach? Here's the TL;DR:
’

rulebook no Ionger applles° 0 Increase your hiring speed and keep

quality consistent

9 Create a candidate experience that'll
Enter centralized recruiting: a concept that's attract and engage top talent
rewriting the playbook for HR professionals

and business leaders. It's not just about Maximize your recruitment ROI (because

, - 5
finding candidates; it's about strategically who doesn't love efficiency?)

smart moves in the talent market

positioning your organization to attract e Get the data insights you need to make
and secure the best in the field.

And in this guide, we're not just talking theory— Sync your culture with your company'’s
we've got real-world wins and practical tips big-picture goals

you can actually use. Whether you're looking

to completely revamp your hiring process Let's get started.

or just fine-tune what you're already doing,

we've got the insider tips you need.
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MASTERING CENTRALIZED RECRUITING: BEST PRACTICES AND CASE STUDIES

What's Centralized Recruiting
All About?

Think of centralized recruiting as your
organization’s talent acquisition command
center. Instead of each department running its
own hiring process, you have a dedicated team
managing all recruitment activities. This team
becomes your go-to resource for all things hiring,

from finding candidates to making job offers.

Key features that set centralized recruiting

apart include:

o Standardized hiring processes across
the board

A unified employer brand and message

One central database for all
your candidates

A team of recruitment specialists at

your service

® 0 00

Consistent evaluation criteria, so you're

comparing similar qualifications
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https://www.hrfuture.net/talent-management/hiring/decentralized-vs-centralized-recruitment-how-to-choose-the-right-model-for-your-hr-department
https://blog.iqtalent.com/avoid-hiring-mistakes-2023
https://blog.iqtalent.com/candidate-sourcing-strategies

MASTERING CENTRALIZED RECRUITING: BEST PRACTICES AND CASE STUDIES

Centralized vs. Decentralized Recruiting: What’s the Difference?

To understand centralized recruiting, let's compare it with its decentralized counterpart:

Aspect
Who makes A central team makes Individual departments
decisions? hiring decisions run their own process
Consistency High across the organization Can vary between departments

Potential for overlap

Resource use Efficient, avoiding duplication ) o
and inefficiency
Employer branding One clear, unified message Risk of mixed message
) ) o Hiring managers may lack
Expertise Recruiters specialize in hiring o
recruiting know-how
Easily adjusts to May struggle with sudden
Adaptability ) y ! ) Y ) .gg.
organization-wide needs hiring increases
Local May need to work to understand Strong grasp of
knowledge specific department needs department-specific requirements

How Does It Differ from Traditional Recruiting?

Centralized recruiting isn't just a minor change to the old way of doing things. It's a significant shift:

D Rather than treating each D Specialized Knowledge: Centralized
hire as a one-off, centralized recruiting looks at teams often become recruiting experts,
your organization’s overall talent needs. mastering best practices and industry-

specific information.

D Centralized teams are
constantly building talent pools, not just filling D Centralized
current openings. models typically make better use of

advanced recruitment technologies.
D Data-Driven Decisions: With all your

recruitment data in one place, you can make

smarter hiring choices based on real insights.
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https://blog.iqtalent.com/5-steps-building-talent-pipeline
https://blog.iqtalent.com/ways-technology-improve-candidate-experience
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MASTERING CENTRALIZED RECRUITING: BEST PRACTICES AND CASE STUDIES

Common Recruitment
Problems Solved

Recruitment isn’'t always easy. But centralized

recruiting can help you handle some common issues:

(O Hiring Inconsistencies
By standardizing your processes, you

ensure all candidates are treated fairly.

(O Resource Drain
Centralization reduces duplicated efforts, so you

can use your resources more strategically.

(O candidate Experience Issues
A centralized approach lets you create a more

polished and professional candidate interaction.

(O Metric Difficulties
Centralized data collection gives you better
insights into how your recruitment efforts

are performing.

(O strategic Misalignment

A centralized team can ensure your hiring efforts

match your bigger organizational goals.

QAIQTALENT®

Why It Works for Organizations
of All Sizes

You might think centralized recruiting
is just for large companies, but it can be

useful for organizations of all sizes:

(O small Businesses
By standardizing your processes, you

ensure all candidates are treated fairly.

(O Mid-Sized Companies
Grow your hiring efforts more efficiently as

you expand.

O Large Corporations
Ensure consistency across multiple

departments, locations, or subsidiaries.

(O Global Organizations
Maintain a consistent employer brand and
hiring strategy across different countries

and cultures.

(O Non-Profits
Make the most of your limited resources
and compete more effectively for talent

against for-profit entities.



When Does
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MASTERING CENTRALIZED RECRUITING: BEST PRACTICES AND CASE STUDIES

Centralized recruiting can be a game-changer for
many organizations, but it's not a one-size-fits-all
solution. Let’s break down when it typically works

best and when you might want to think twice:

When Centralized
Recruiting Shines:

(O Large Organizations
If you've got multiple departments or locations,
centralization can bring consistency and

efficiency to your hiring process.

(O High-Volume Hiring
Planning to bring on a lot of new folks? A
centralized approach can help you manage

those numbers without losing your mind.

(O standardization Needs
If you're looking to create a consistent candidate
experience and employer brand across the

board, centralization is your friend.

(O Resource Optimization
Want to make the most of your recruiting
budget and avoid duplicate efforts?

Centralization can help you do more with less.

(O Data-Driven Decision Making
If you're all about those metrics and want to
make hiring decisions based on solid data, a
centralized system makes it easier to collect and

analyze that information.

QAIQTALENT®

When You Might Want to
Pump the Brakes:

(O small Organizations
If you're a small business with just a
handful of employees, a full centralized

system might be overkill.

(O Highly Specialized Departments
Some departments (like R&D in tech
companies) might need a more tailored

approach to find those unicorn candidates.

(O Local Market Knowledge is Crucial
If understanding local nuances is
make-or-break for your hiring (think
local government roles), a decentralized

approach might serve you better.

(O Limited Resources
Implementing a centralized system
requires an upfront investment. If resources
are tight, you might need to start small and

scale up gradually.

O Rapid Changes in Business Model
If your company is in a state of flux, it might
be worth waiting for things to stabilize

before overhauling your recruiting process.

Remember, it's not always an all-or-nothing
deal. Many organizations find success

with a hybrid model, centralizing some
aspects of recruiting while keeping others
decentralized. The key is to assess your
specific needs, resources, and goals to

find the right fit for your organization.
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MASTERING CENTRALIZED RECRUITING: BEST PRACTICES AND CASE STUDIES

The Situation

A global leader in technology and manufacturing
faced a talent acquisition challenge that might
sound familiar to many of us. Their portfolio
companies were struggling with recruitment
inefficiencies, mainly due to a lack of an

organized and effective sourcing system.

What did this look like in practice? Overwhelmed
recruiters, dealing with too many applications,
with barely any time to breathe—Ilet alone actively
search for candidates. The result? A stagnant
pipeline and difficulty finding ideal candidates.

The Centralized Solution

To tackle these challenges, IQTalent proposed
a two-part approach that's both smart

and practical:

o Set up a Centralized Sourcing Hub
Think of this as your talent pipeline’s
growth engine, constantly running to
ensure a steady stream of qualified
candidates for those roles you're always
hiring for.

e Create a Specialized Team
This team would help with difficult-
to-fill positions by using effective
sourcing strategies and the latest
market information.

This wasn't just a theoretical exercise. It led to
the creation of a dedicated central sourcing
team, proving the concept worked and
allowing the company to bring on full-time

sourcing professionals.

QAIQTALENT®

The Results

So, did it work? In a word: yes. The centralized
sourcing approach was successful, showing
significant improvements in both the quality
of talent pipelines and overall recruitment
efficiency. But don't just take our word for it.

Here's the proof:

o The parent company and its portfolio
companies have used this approach for
over 10 years. That's a decade of success!

9 The services expanded to include full-
cycle recruiting support for five large
portfolio companies going through
growth or change.

It helped establish hiring best practices
crucial for maintaining high standards
across the company'’s diverse portfolio.

The bottom line? This initiative has provided

ongoing support to the parent company and
its portfolio companies for over a decade,
showing the long-term value of a well-

implemented centralized recruiting strategy.




Case Study:
BioTech Startup

QAIQTALENT® E



MASTERING CENTRALIZED RECRUITING: BEST PRACTICES AND CASE STUDIES

The Situation

A stealth-mode biotech startup, developing
Al-based predictive and prognostic cancer

tests, faced significant recruitment challenges.
With only 100 employees and one person
managing all of HR, the company needed to scale
quickly while maintaining strict confidentiality.
They required a partner who could serve as

their entire in-house recruiting function.

The Challenge

The startup was in the angel investor phase and
needed to build a skilled team of upper-level
medical professionals, scientists, and engineers
cost-effectively. Their existing decentralized
approach to recruitment was inefficient and
inconsistent, making it difficult to attract and

hire top talent in a competitive market.

The Centralized Solution

The company engaged IQTalent to

implement a centralized recruiting model:

o Comprehensive Approach
IQTalent functioned as the startup’s entire
recruiting department.

e Process Development
They built out the company'’s first-ever
recruiting and hiring process.

e Flexible Staffing
The engagement started with 80 hours
per week, scaling up to 120 hours during
peak hiring periods.

QAIQTALENT®
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(5]

Direct Communication

IQTalent recruiters reported directly to
the CEO and hiring managers, providing
detailed reports and regular updates.

Diverse Hiring

They filled a range of roles, including
Medical Director, Head of Al, Corporate
Counsel, and Senior Software Engineer.
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The Results

Over a one-year period, the centralized recruiting

approach yielded significant benefits:
« Total Hires: 22
« Average Cost per Hire: $12,218
- Average Time to Fill: 63 days

+ Cost Savings: 40-60% compared to
traditional recruiting agencies

The company'’s Talent Acquisition Manager
noted, “IQTalent’s communication was top-notch.
They worked well with our hiring managers

and filled tough, nuanced roles that were not

one size-fits-all. Their collaborative approach

drastically reduced our time-to-hire, therefore

reducing our overall recruiting spend.”

QAIQTALENT®

Key Takeaways

This case study demonstrates several benefits of

centralized recruiting:

@ scalability: The flexible model allowed for
adjusting recruitment efforts based on

immediate needs.

9 Cost-Efficiency: The centralized approach
resulted in significant cost savings
compared to traditional methods.

9 Process Standardization: Implementing
a unified recruiting process improved
consistency and efficiency.

Q Strategic Alignment: Centralized recruiting
supported the company’s growth strategy

while maintaining confidentiality.

e Comprehensive Talent Acquisition:
The centralized team successfully filled a
diverse range of specialized roles.



Best Practices
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Recruiting
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MASTERING CENTRALIZED RECRUITING: BEST PRACTICES AND CASE STUDIES

Drawing from the experiences of the companies
highlighted in the above case studies, let's
look at some best practices that can help you

make the most of centralized recruiting:

Use Data and Technology

Implement a good ATS to keep your
candidate data organized and accessible.

Consider using Al and machine learning
for initial candidate screening. It can save
you lots of time!

Regularly review your recruitment
metrics. They're your guide for
ongoing improvement.

Always Improve

Regularly review and update your
processes based on what the data
tells you.

Ask for feedback from hiring managers,
candidates, and new hires. They often have
valuable insights you might miss.

Stay interested in industry trends and
new recruitment practices. The field is
always changing!

QAIQTALENT®

Consider creating dedicated sourcing
teams for those roles that always seem
hard to fill.

Implement ongoing recruiting for
positions you hire for frequently.

Mix up your sourcing techniques. A
combination of active and passive sourcing
often works best.

Don't forget about past applicants in your
ATS. Reengage them as much as possible.

Focus on creating a positive candidate
experience. Clear communication and
efficient processes are important.

Use your employer brand. It's one of your
best tools for attracting top talent.

Match Your Business Strategy

Make sure your centralized recruiting
team understands your organization’s
goals and culture.

Keep talking with department heads
and hiring managers. They can help you
anticipate future hiring needs.

Develop recruitment strategies that
support your long-term
business objectives.



https://blog.iqtalent.com/choosing-an-ats
https://blog.iqtalent.com/5-tips-increase-efficiency-recruiting-sourcing
https://blog.iqtalent.com/employer-branding-art-of-storytelling
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Stay Flexible

Design processes that can change with
business needs and hiring volumes.

Consider a mixed approach that combines
centralized and decentralized elements if

that works better for your organization.

Be ready to increase or decrease your
recruiting efforts based on organizational
demands.

Ensure your recruiters know about the

industries and roles they're hiring for.

Provide ongoing training on new
recruitment technologies and techniques.

Create a culture of continuous learning
within your recruitment team.

Remember, these aren’t one-size-fits-all
solutions - adjust these practices to fit your

organization’s unique needs and culture.

QAIQTALENT®
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MASTERING CENTRALIZED RECRUITING: BEST PRACTICES AND CASE STUDIES

Creating a high-performing centralized
recruiting team is like assembling an all-star
sports team. You need the right people in the
right positions, all working towards the same
goal. Here's how to build your recruitment

dream team:

Key People and Their Roles

o Recruitment Manager/Director
Your team leader. They set the strategy
and communicated with leadership.

9 Sourcers
Your scouts. They're out there finding and
engaging potential candidates, building
your talent pipeline.

e Recruiters
Your star players. They manage the entire
recruitment process, from first contact to
final offer.

e Recruitment Coordinators
Your support staff. They handle
scheduling, and logistics, and keep the
whole process running smoothly.

e Employer Branding Specialist
Your PR expert. They develop and maintain
your organization’'s image as a great place
to work.

e Data Analyst
Your strategist. They analyze the numbers
and provide insights to improve your plan.

0 Technology Specialist
Your tech expert. They ensure all your
recruitment tech is working well.

QAIQTALENT®

Recruiting, Training, and
Keeping Your A-Team

o Hiring Process

Look for a mix of recruitment expertise
and industry knowledge.

Assess for adaptability and
problem-solving skills. Recruitment
can be unpredictable!

Don't forget cultural fit. They need to
match your organization’s values.

9 Onboarding and Training

Develop a thorough onboarding
program. First impressions matter!

Provide training on your specific
processes, technologies, and
industry knowledge.

Offer ongoing professional
development. The recruitment field is
always changing.

9 Retention Strategies

Create clear career progression
paths. People want to know where
they're headed.

Regularly recognize and reward high
performers. A little appreciation goes a
long way.

Create a positive team culture that
encourages new ideas and teamwork.



https://blog.iqtalent.com/top-tips-onboarding-remote-employees
https://blog.iqtalent.com/top-tips-onboarding-remote-employees
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Encouraging Teamwork
and Communication

0 Regular Team Meetings
Hold weekly or bi-weekly meetings to
discuss progress, challenges, and strategies.

e Cross-Functional Collaboration
Encourage your sourcers, recruiters, and
coordinators to work closely together on
hiring projects.

9 Knowledge Sharing
Create systems for sharing best practices,
market insights, and successful strategies
across the team.

e Tech-Enabled Communication
Use collaboration tools to make
communication and information

sharing easier.

e Team-Wide Metrics
Establish clear, team-wide performance
indicators and regularly review

performance as a group.

Remember, building a great team is an ongoing
process. Keep improving your team'’s skills and
relationships, and you'll create a centralized
recruiting function that's both highly effective

and adaptable to your changing business needs.

QAIQTALENT®




Overcoming
Challenges in
Centralized
Recruiting
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Let's be honest: no matter how great
centralized recruiting is, it's not without its
challenges. But don’t worry—we've got
some strategies to help you handle these

potential issues.
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Anticipating and Addressing
Common Obstacles

“We've Always Done It This Way”

Challenge: Departments accustomed to managing
their own hiring often resist change, fearing loss of
control or disruption to their established processes.

Clearly articulate the benefits of centralized
recruiting, using data and case studies to
support your points.

Involve key stakeholders from each department
in the transition process, allowing them to voice
concerns and contribute ideas.

Implement a pilot program to demonstrate
early successes, building confidence in the
new system.

Provide regular updates on improvements in
efficiency, quality of hires, and cost savings.
“But They Don't Know Our Department”

Challenge: Departments worry that centralized
recruiters lack the specific knowledge required to
understand and fulfill their unique hiring needs.

Establish a partnership model where centralized

recruiters are paired with department
representatives.

Implement a thorough knowledge transfer
process, including job shadowing and regular
cross-functional meetings.

Create detailed department profiles outlining
specific needs, culture, and requirements.

Encourage ongoing communication and feedback

between recruiters and hiring managers.

QAIQTALENT®

“Can You Handle This?”

Challenge: Concerns arise about the centralized
team’s ability to manage fluctuations in hiring
demands, especially during peak periods or for
specialized roles.

Develop scalable staffing models that can
flex with changing demandes.

Build relationships with trusted external
partners for additional support during
busy periods.

Capitalize on technology such as Al-
powered screening tools to handle
increased volumes efficiently.

Implement workforce planning strategies to
better anticipate and prepare for
hiring spikes.
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“Integrating the Tech Will Be a Hassle!”

Challenge: Integrating new recruitment
technologies across the organization can
be complex, time-consuming, and may face

resistance from users.

Develop a phased approach to technology
implementation, starting with core functions

and gradually expanding.

Provide in-depth training programs, including
hands-on sessions and readily available

resources.

Ensure ongoing technical support, including
a dedicated helpdesk for quick problem
resolution.

Regularly gather user feedback and make

iterative improvements to the system.

QAIQTALENT®

“It Feels Impersonal”

Challenge: Both candidates and hiring
managers may perceive the centralized
process as less personal, potentially impacting
engagement and satisfaction.

Implement strategies to keep hiring
managers actively involved throughout
the process, such as regular check-ins and
collaborative interview scheduling.

Personalize candidate communications
using CRM tools and tailored messaging.

Train recruiters in effective relationship-
building techniques to maintain a
personal touch.

Use technology to enable more personalized
interactions, such as video introductions
from hiring managers.

By anticipating these common obstacles and
implementing proactive solutions, organizations
can smooth the transition to centralized
recruiting and maximize its benefits.
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Convincing Stakeholders and
Getting Management Approval

o Show Them the Money
Clearly explain the cost savings and
efficiency improvements of centralized
recruiting using data and metrics. Numbers
are persuasive!

e Bring Them to the Table
Include department heads and
influential managers in the planning and
implementation process. People support
what they help create.

e Start Small, Think Big
Begin with a small-scale centralization
effort to demonstrate success before full
implementation. Small wins can lead to
big changes.

e Keep the Conversation Going
Provide regular updates on progress,
successes, and lessons learned throughout
the centralization process. Transparency
builds trust.

e Listen and Learn
Create ways for stakeholders to
provide input and address concerns.
Sometimes, the best ideas come from
unexpected places.

QAIQTALENT®




Remember, implementing centralized recruiting
is a process. Be patient, stay flexible, and keep
communicating with your team and stakeholders. With
time and effort, you can create a centralized recruiting
system that works well for your organization.

Inspired to optimize your recruitment process? Let IQTalent help you put these insights
into action. Whether you're looking to improve efficiency, enhance the candidate

experience, or align your hiring with business objectives, we're here to guide you.

Ready to take your recruitment to the next level?

Reach out to IQTalent today, and let’s craft a tailored
solution for your organization.

Contact Us

QAIQTALENT®
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