The Ultimate Guide to
Hiring (and Keeping)
Tech Talent

A PROTECH POCKET GUIDE

Section One: Hiring
Making the Fit and Commit
Bad hires are costly. It’s important to
hire not just the right hard skills, but
also for cultural fit and commitment
to a project or FTE role. The Fit and
Commit Guide is an invaluable asset to
help you hire the right talent from the
outset.

Rock Star Hiring Strategies
Are you wowing candidates with what
your company can offer them? With
the market shifting toward a
candidate-driven market, they have
options. So it’s important employers
place more importance on winning a
candidate.

Challenges Hiring Tech
Hiring tech talent has its challenges.
Whether you are needing consultants
to augment your staff on a project or
seeking direct hires, we can help you
streamline your hiring process.

Chapter One
What is “Fit and Commit”?
“Fit and Commit” is a methodology developed by PROTECH to minimize
employee turnover and improve your company’s overall retention rate.
Based on our annual tech talent and leadership surveys, the strategy behind
“Fit and Commit” best practices is to match a candidate not just based on
“Fit” which are the hard technical skills required for the job. But also to
gain insight into the key drivers behind a candidate’s pursuit of a new
project or position.
A bad hire can be extremely costly when you figure in the costs to onboard,
orient, train and integrate into an existing team. Also the opportunity costs
of having the wrong person in the job.
“Fit and Commit” aims to match a candidate’s fit and commitment level for
a role.
By following these best practices, your focus will not only be on hiring the
best technical talent for the job, but also candidates that you will have a
high level of confidence will see your projects through to completion when
hired for short term work; or who will remain as valued employees for
years to come if hired for direct employment.

Making the Fit
1. Do they really have the skills they say they have on their resume?
Validate by asking specific questions about what they’ve done with a
specific tool, and/or by testing if needed. Specialized technology
recruiters or a technical lead on the team are best to validate what
they say they’ve done on a resume.
2. Is their last title in line with the position you’re hiring for? If they are
having to take a step back title-wise (i.e. VP level to manager), why are
they willing to do so? Or are they trying to leap into a position they
don’t yet have the experience for?
3. Is their hourly rate, or current total compensation (salary, bonuses,
stock options) in line with the compensation you’re offering? Although
some candidates may seem willing to take less compensation for a new
role, they may present a flight risk and leave as soon as they get a
better offer. There are exceptions to this such as candidates looking to
travel less.
4. Do they have experience in your company’s industry? Are the skills in
the industry they are in easily transferable to your industry?
5. Will they fit in the company culture? A candidate could be a perfect
match for skills but not be a good cultural fit for the team or the
company. Situational questions can be good indicators such as “What
would you do in a situation like this?”
6. Does the candidate have experience working at a company of a similar
size? Transitioning from a start-up to a Fortune 500 (or vice versa) isn’t
easy.
7. Who did the candidate last report to? Did they work in a similar team
environment? Are they a solo contributor or team player? Make sure
candidates you are considering have been in a similar reporting
structure or team environment.

Gauging Commitment
1. Where do they live? Will they have a long commute? Have they shown
longevity in a role with a similar commute length? If working remotely,
have they ever been home- based and does their home environment
lend itself to this type of arrangement?
2. Would they take a counter-offer if given the opportunity? Asking if they
would consider a counter-offer from their current employer is a great
way to tell if they’d be committed to your company or are just trying to
get a pay raise.
3. What is the candidate’s current home/life situation? Questions that are
a bit more personal may be needed and it’s important to ask them the
right way to avoid legal issues. As an example in relocation situations,
we should gauge how difficult a move might be based on a working
spouse, children in school, etc.
4. Are your benefits in line with what they have currently when it comes
to health coverage, 401k, PTO policy, etc.? Is there any benefit that is a
must-have (i.e. tuition reimbursement or a specific doctor having to be
on new health insurance plan?)
5. Are there any trends in why they left or were fired from the past three
positions? Watch for trends that may affect future employment with
you making this a no-go candidate.
6. Does the candidate have any background issues? By asking upfront, you
give the candidate the chance to be honest about any reasonable
mishaps in their past, possibly allowing you to still hire them.
7. What is the candidate’s motivation for change? Are you going to meet
that need or will you just be a stepping stone?
8. Does the candidate have any commitments/contracts they need to
fulfill before they can start? Is there anything that would hinder a move
or their ability to take a new role?

Chapter Two
Hiring Strategies for Rock Star Hiring Managers
The hiring process can be surprisingly similar to dating: even when you like
someone, unless they return the feelings then it won’t get past the first
interview. Through our yearly research, we’ve compiled a list of the best
ways to attract – and retain – the candidates you want. Avoid rookie
mistakes and gain the skills to woo your dream candidate.

Be Exciting
People spend most of their lives at work so it’s no surprise that candidates
are looking for an exciting and interesting workplace. They are evaluating
your environment from the moment they step in your doors. Hiring – like
dating – requires an interest from both parties to be successful. Although
you are evaluating a candidate in order to decide if you want them on your
team, they’re doing the same evaluation of you and the company you
represent. The best candidates have options, so you want to do everything
possible to make sure they see you as their best option; and their
perception of your corporate culture weighs heavy in this decision.

Be Honest
Nothing kills that spark quicker than dishonesty. Whether it’s something
silly or more serious, dishonesty can make your dream candidate think
twice about working for your company. Don’t exaggerate by making the
role seem better than it is! Every job seeker knows there are going to be
some bad aspects about the role you’re offering. Let them hear the
problems (and what you’re doing to fix them) from you – rather than be
scared away by those Glassdoor reviews.

Here are two ways to objectively evaluate your
environment:
1.

Ask for feedback. The more you open the lines of
communication, the better you can improve and make the
hire. Create a form on your website for candidate feedback
post-interview. After an interview, have hiring managers send
out the link to the form to get confidential – and anonymous –
feedback.

2.

Let employees know you’re taking a candidate around the
premise. Many companies give candidates a tour as part of
the interview process. No matter how wonderful your working
environment is, interrupting employees without notice may
lead to an overall sense of dissatisfaction in the workplace.
Every employee deals with daily frustration so if you happen
to be walking by with a potential future employee at the
wrong point and all they see are frowns, they might become
discouraged at the prospect of working there.

Don’t Hesitate
Many companies require hiring managers interview multiple people for a
role. Even if you love the very first candidate, you end up having to put your
dream candidate on the back burner while looking for other
possibilities. And, when you finally are able to get approval to hire the first
candidate, bam, they’re already hired. Great people are never in the market
long and you know you need to make a choice or let them go on their way.
If your company requires you to interview a few people, let the first
candidate know. Tell them, “hey, I like you and I’d hire you right now if I had
the choice. But corporate says I have to interview three candidates before I
can decide – can I count on you to stick around until Friday next week at
latest?” They’ll appreciate being treated like a person and not just a
commodity.

Give Feedback
I’ll be the first to admit that this is the most challenging. A great hiring
manager will give feedback, good or bad, and let the candidate know if
they’re going to be moving forward in the process. No one wants to go on a
spectacular first date only to never hear from the other person again. At the
very least, say “I liked you but I don’t think it’s going to be a good fit right
now. Good luck!” From the candidate’s perspective, it’s better than hearing
nothing at all.

Show them their Worth
Salary and benefits are number 1 and 3 on our 2015 list of candidate
motivators. Purposely low-balling a top candidate is the equivalent of taking
a dream partner to McDonalds on your first date. This doesn’t mean that
you have to pay the new hire an outrageous amount or take a first date to a
5 star steakhouse. Instead, if you can’t afford to pay what you know they’re
worth, at the very least be open and let them know that. And, try to work
in a benefit you know they’ll enjoy, like working from home, it can help
make up the difference. When they get higher offers, they might still
consider you because you were upfront and flexible.

Have Good Leadership
Leadership quality is the #2 motivator for candidates considering a new job.
Even if you win over the best candidate, it won’t mean much if their direct
manager is incompetent. That candidate will leave before the ink dries on
their offer letter.

Chapter Three
The Biggest Challenges with Hiring Tech Talent
Tech talent is notoriously hard to hire. Not just because many tech skills are
in high demand, and low supply; but also because it’s very difficult to
accurately gauge tech ability. Here are a few of the biggest challenges with
hiring tech talent and how you can address these issues.

The 1-10 Scale
According to “Illusory Superiority,” the worse you are at a task, the better
you think you are at it and vice versa. In a real world example, a college
student studying web development might rate themselves a 9/10 on a
specific programming language whereas a programmer with 10+ years’
using that language might give themselves only a 6/10. Which would you
hire?
Let’s think about this further. The programmer who has been using the
language for 10+ years knows how complex a language is and that new
releases happen often and need to be kept up with. Because of this, he is
able to better gauge that, out of knowing 100% of the info out there, he
perhaps only knows 70% (7/10). The college student on the other hand,
feels he knows about 90% of everything in his textbook on the language,
not realizing there is so much more that even the textbook didn’t cover
that’s being added and changed daily. Because you’ll never get accurate
self-ratings, it’s better to cut the concept completely from your interviews.

Cutting Corners
The cost of good tech talent can be the first shocking surprise for a nontech (and sometimes even tech) companies. What some companies will do
is set themselves a lower than adequate budget and will hire whomever
they can for the price they’re paying. Others will hire and not bother
training or properly orienting a new employee on the new job (after all
they, should know this stuff).
I’m all for saving time and resources, however, when it comes to your tech
team, cutting corners can lead to serious issues. These men and women
handle very costly equipment and priceless data. Do you really want to cut
corners by hiring whomever you can find for the price and not taking the
time to train them? It’s a risky business and the money you save upfront
may cost you big time in the long run.

No Expert Advisor
One of the biggest problems is non-tech hiring managers trying to hire
members of a tech team. If you don’t have firsthand experience with the
type of technologies you want your new hire to be an expert in, make sure
you rely on a subject matter expert, either on or off your team, to give the
candidate knowledge-based screening. Because the self-rating isn’t
accurate, it’s crucial that you hire for real skills, not just what the candidate
tells you.

Section Two: Retention
Employee Motivation
What are you doing to keep your
employees happy? Are you offering
perks that your employees actually
want?

Company Culture

What defines you as a company? Do
you have a “winning” company
culture?

Chapter Four
Keeping Employees Motivated
Having motivated employees is critical to attracting employees and
maintaining high retention rates. Some of the top ways to motivate
employees are as below:

More Employees Want Flextime/Telecommuting
In 2009, 18% of employees listed Flextime/Telecommuting as the best perk
offered by an employer. This year, 30% of employees said it was the favorite
perk. Employees want to have more flexibility in their work schedule,
allowing them to avoid rush hour or be able to visit a doctor. Employers
that realize this are attracting and retaining top candidates.
Employees Want Better Leaders
In previous years, Leadership quality was a 4th or 5th consideration in
whether or not to take a new job. In 2015, Leadership Quality skyrocketed
to the number 2 spot. With the market shifting to a candidate-driven
marketplace, employees care just as much about who they are working for
as what they will be doing. In today’s market, in order to retain top
employees, employers must be cautious about who they place in leadership
roles.
Understand Individual Employee Needs
What motivates one employee may not be important at all to another.
Some employees care more about salary while another might view paid
time off as a much bigger motivator for a better work-life balance. One
solution does not fit all so it’s important to understand what drives your key
employees.

Chapter Five
Company Culture
Companies are always striving for a winning company culture. A great
company culture attracts top tier talent and helps retain talent, however, a
poor company culture is actually one of the top reasons that employees
leave a position. In fact, according to our 2015 Tech Talent Surveys, 16% of
employees would leave an employer due to company culture. That should
be a startling statistic for companies everywhere.
16% of employees would leave due to company culture.
How do you tell if you have a good company culture or a not? Having
company get-togethers, free food or perks like unlimited vacation do not
equal good company culture. In fact, some companies go overboard with
team-building events and activities, failing to realize that not every
employee enjoys another chance to mingle with coworkers. Other
companies have found that over-the-top perks like unlimited vacation is
actually a culture destroyer because employees become afraid to take “too
much vacation” compared to coworkers. With all these mixed signals when
it comes to company culture, how can you make sure your company is on
target and how can you tune into the signals when you’re veering offcourse?

Grumbling Employees
If you notice your employees are grumbling or looking bored at your next
company “fun” event, it could be a sign that your attempt at a winning
company culture is missing the target. Forcing employees to attend events
and have “fun” is a recipe for disaster. Some employees are not as outgoing
as others and forcing them to be social can result in them starting to dread
work. It doesn’t matter how much the event cost or if you think the
employee should “appreciate” it. And, just because an employee doesn’t
enjoy company events doesn’t make them a bad employee, maybe they’re
shy or maybe they’d prefer to spend their free time with family, or working
on their projects. Or, perhaps they’re on a deadline and getting mixed
signals from a manager about being able to attend an event and still finish
on time. At the end of the day, no one should be forced to attend company
events or shamed if they don’t want to go. Turn your mandatory gettogethers into optional ones and don’t stress if some don’t want to
participate. Never force employees to have “fun” or attend mandatory
events.
A great way to perk up your next event is to have someone from every
department participate in the planning. Often, company events are planned
by the HR or the Marketing Department. What’s fun for someone in HR or
Marketing may not be fun for someone in the IT department.
Surveys
Want to find out if employees are really enjoying a company event? Take a
brief, anonymous survey after. Allow your team to voice what they liked or
did not like about the event without having to reveal their identity. This will
give you great insight in planning your next event to make it even better.
Having a great company culture is vital for attracting and retaining key
employees.

High Turnover
If you’re losing a high number of employees and can’t figure out the reason
it could be your company culture. In my experience, a lot of employees,
especially those that work in technical fields, don’t enjoy forced gettogethers with the entire company. What is supposed to be a fun event is
actually a painful experience mingling with coworkers you only see a few
times a year and they never remember your name.
Make sure to ask about company culture during an exit interview or survey
when employees have nothing to lose by being honest thereby helping you
understand ways you might improve corporate culture.
Don’t brush off online reviews.

Online Reviews
A great way to learn if your company culture is successful is online reviews.
Glassdoor is a great resource for companies to learn about any qualms
current or past employees have with your company culture. If you brush off
these reviews as the ramblings of disgruntled employees, you’re missing
the big picture. Employees become disgruntled and are eventually fired or
quit because your workplace isn’t promoting the positive company culture
that in turn promotes productivity and overall workplace satisfaction.
Company culture should instill pride and make employees happy about
where they work and if employees are performing worse and are being
fired or are leaving on their own, the underlying issue can be a
poor corporate culture.

Chapter Seven
Top reasons people dislike working at your company.
Every day, job seekers are looking at your reputation as an
employer. Whether or not they apply (or take a job offer if they do go
through the process) is typically based on what current and past employees
are saying about you. If your reputation supersedes you as a mediocre
employer, you’ll lose out on valuable applicants and even more valuable
employees to your competitors.
Our 2016 survey revealed several top reasons why people seek alternate
employment including compensation, benefits, commute, lack of
stimulating work, lack of career path, and lack of training/education.
Reviewing employers on Glassdoor, we found specific complaints across
multiple companies, industries and locations. If you’re concerned about
losing valuable employees, check out some of the top reasons as cited by
dissatisfied employees:
Poor Leadership
“Micro management.”
“Management does not seem to care about the well-being or the opinions
of employees.”
“Management is as innovative as a brown paper bag.”
“Management very disconnected from the needs of the employees.”
“The management does not care how the decisions they make affect those
beneath them.”

Low Salary/Limited Pay Increases
“Pay increases are limited to annual reviews and are very low.”
“Horrible pay rate.”
“You might get a small raise later in maybe a year or two, a couple cents.”
“No pay raises.”
“Low pay and low morale because people feel like higher ups don’t care.”
Higher ups don’t care.
No Flex-Time or Work/Life Balance
“Full time associates have no flexibility allowed and very difficult to take
time off.”
“No work/life balance.”
“Employees are very stressed because of no work/life balance”
“Long hours expected without any appreciation.”
“ZERO interest in providing staff with work/life balance.”
“No flexibility with schedule, feels like you are in a slave camp.”
“Doesn’t allow for a reasonable work / life balance.”
Deceptive Hiring and Company Practices
“Don’t lie about advancement opportunities when there are none.”
“Lied to from the start.”
“When hired, I was lied to and told that part-time employees were eligible
for benefits.”
“This is not an honest company – very shady policies.”
“Mandatory unpaid weekend overtime for salaried employees.”
Poor Benefits
“Benefits are a joke.”
“Discourages employees from using benefits.”
“Poor Paid Time Off accrual system.”
“No real health benefits.”
No opportunity for advancement.

No Opportunity to Grow
“No career progression.”
“There is not too much room for growth, either professionally or incentivewise.”
“Do not allow employee career growth.”
“No opportunity for advancement.”

Company Culture
“Absolutely no culture to speak of.”
“A frustrating work environment that does not foster productivity.”
Unchallenging Work Environment
“You’re not challenged in your job, and work at a 20% capacity.”
“Sometimes it was busy, other times I had nothing to do.”
Work is unchallenging.

Job Security
“Job security is becoming obsolete.”
“Lots of surprise layoffs.”
What can you do to improve your reputation as an employer? Besides
building active employee anonymous feedback mechanisms and conducting
exit interviews and surveys, make sure your social accounts, especially
Glassdoor, is carefully monitored for reviews by current and past
employees.
Glassdoor offers a Review Highlights Feature that finds trends in reviews
and gives you a breakdown of how many reviews had that specific Pro or
Con. Noticing a negative trend in the reviews? That’s the time to take action
before you lose employees and job applicants to your competitors.

Looking for assistance with tough to fill IT roles? For
more information about how we can help you hire the
best in demand technical talent, call us at 561-9538800.
About PROTECH:
We are a full-service firm specializing in IT careers and
consulting, providing the right talent and solutions to
top-tier companies through our IT Staffing, IT
Recruiting, Technology Sales Recruitment, and Executive
Search services. With 16+ years in the business, our
clients have unmatched access to an extensive network
of professionals and resources in the IT industry. Our
seasoned team of IT recruiters have worked in the IT
industry with high-growth start-ups to Fortune 500
companies. We have recruiting options to fit companies
of any size.

CONTACT US
4800 N Federal Hwy, Suite 304E
Boca Raton, FL 33431
Phone: 561-953-8800
Email: jobs@protechfl.com
Web: www.protechitjobs.com

