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AVOIDING THE 
DREADED OUTREACH 
BLACK HOLE

Picture this: You’re a recruiter with a list a  

mile long of open roles to fill. You’re savvy,  

so you know exactly where to look in order 

to find qualified candidates. Sure, they are all 

passive and gainfully employed, but the role 

you’ve been tasked to fill is BETTER. It’s the 

answer to all of their career hopes and dreams, 

you just know it. You craft a message, hit send, 

and…nothing. Later that day…no response.  

The next day…crickets. 

Of course, this situation is familiar to the  

vast majority of talent acquisition pros out  

there in the field today. What did you do wrong?  

Why aren’t candidates responding?  

How can you improve?
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We were lucky enough to connect with  

Sjamilla van der Tooren, a leader in sourcing 

tech, to get her Top 5 Sourcing Hacks to break 

the candidate silence. 

Sjamilla will also be speaking at SourceCon 

Atlanta on this very topic, ‘Lonely Sourcing – 

When Candidates Don’t Respond’ and ran a 

corresponding survey, select results of which 

are shared throughout this piece.

BREAKING THE CANDIDATE SILENCE

https://www.bountyjobs.com/
https://atlanta.sourcecon.com/agenda/speakers/422834
https://atlanta.sourcecon.com/agenda/speakers/422834


KNOW WHAT YOU ARE LOOKING FOR AND WHY YOU ARE LOOKING FOR IT 

The majority of candidates feel as though recruiters have zero idea of what their skills actually 

are as they receive messages about jobs that don’t match their profile. 67% of candidates find it 

very important that the recruiter understands their skills and what it is that they are looking for. 

+ SOLUTION

 TALK TO THE HIRING MANAGER

 Find out what the team you are hiring for is working on and what problems they are  

trying to fix. Most importantly, find out if this new hire will fix their problems. Having this  

info will help you sell the job much easier. 

 DO YOUR HOMEWORK

 Research the current team. Check LinkedIn and look at their current employees. What is it that 

they are working on? What did they do before they started working there? What are their skills 

and where did they study? Try to find similarities that you can use to start your search. 

 KNOW YOUR STUFF

 Understand the main technical requirements. If you don’t know the difference between  

Java and JavaScript there is no shame in using Google to figure it out. Don’t assume it’s  

not important if you don’t know what it is.

SJAMILLA VAN DER TOOREN
TECH SOURCER

CUT TO THE CHASE: 
SOURCING SOLUTIONS

S H

1

https://www.bountyjobs.com/


S H

LOSE THE TEMPLATE

Most recruiters cringe at this suggestion as they need to get 

candidates as soon as possible. The majority of candidates (70%) say 

they mainly receive templates from recruiters. This has them feeling like 

a dime a dozen, making it less likely that they will engage with you. 

+ SOLUTION
 • It ’s okay to include the section about the company and the role 

 within a template.

 • Personalize the beginning of the reach-out. Tell candidates  

 how you found them, why they stood out and how their specific  

 experience fits the role that you have. Make them feel like they  

 are the only one in the world that can fix your problems. 

 • Make sure that you use the correct name (candidates are  

 annoyed by the fact that they receive messages with empty  

 placeholders or wrong names) - don’t rely on technology when  

 it comes to that.
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KNOW YOUR CANDIDATE

Most candidates mention that recruiters barely mention their 

projects when reaching out to them. They feel appreciated when you do 

mention those things outside of their role responsibilities. Tread lightly 

though, if you don’t think it’s worth mentioning or aren’t sure about 

it, don’t mention it. (avoid overstepping and highlighting your lack of 

knowledge on the topic) 
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+ SOLUTION
 • Check out their recent activity on LinkedIn. Are there specific 

 things they have liked, written, or shared that could be relevant  

 for you to mention? 

 • When reviewing their LinkedIn profile, do they list projects they  

 have worked on? Is there a link to that specific project where you  

 can find out more? 

 • Are there any recommendations on their profile that compel you  

 to reach out to them more than other potential candidates?

 • Beyond LinkedIn, are they active on other social media or do they  

 have work published that you can mention or compliment them on? 

JUST BE COOL

In your initial outreach, make conversation rather than a list of 

demands. A lot of candidates mention that recruiters send a message 

and then ask them to send in a resume or apply for the job. This can be 

a turnoff to these passive candidates as most have no idea who you are 

and might not even know about your company.

+ SOLUTION
 • Don’t rely on a passive candidate to apply for a job or send you a  

 resume. Rather, start a dialogue and invite them to have a quick  

 call so you can tell them more about the role and the challenges. 

 • Do send them a link to the job description or more information  

 on the company. It can help them be enthusiastic about the  

 opportunity. 
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CONTRIBUTOR

SJAMILLA VAN DER TOOREN

SOURCING TECH LEADER 

Sjamilla is what you might call a self-taught sourcer. She started her career in 

recruitment in 2015 when she joined an agency. Actively approaching candidates was new 

to them and also pretty new to herself. She started reading every blog she could find, and by trial  

and error, she got reasonably good at it. She also discovered there was a vast network of smart 

sourcers out there sharing tips, good reads, and tools. Throughout the years she developed her 

own sourcing style, and kept trying out new and different ways to find good people and most 

importantly engage with them. When she’s not sourcing you can find her writing, speaking, or 

training recruiters in sourcing. 

BE YOURSELF

The most important part of outreach and engagement is just being you. Send messages that 

you feel comfortable with, approach people the way that you want to be approached. It will make 

people understand that you are a human too, instead of a chatbot.
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LEARN MORE ABOUT BOUNTYJOBS:

10,000+ HIGHLY  
SPECIALIZED RECRUITERS

$2B IN  
PLACEMENT FEES

750,000 CANDIDATES 
SUBMITTED
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GET IN TOUCH
Sometimes sourcing talent for business-
critical positions requires a little help. 
Our web-based platform features a 
marketplace of over 10,000 highly-
qualified agencies and a performance-
based matching algorithm that helps 
hiring teams of all sizes find and engage 
the recruiters for each of their roles. 
All this inside our simple yet effective 
platform designed to keep you in control 
of the entire recruitment process. 

Help makes hiring happier.

HAVE QUESTIONS OR A TOPIC  
YOU’D LIKE US TO COVER?

Email our Sr. Content Marketing 
Manager, Erin Geiger, at  
blog@bountyjobs.com

WORLD’S LEADING RECRUITER 
ENGAGEMENT PLATFORM

1114 Lost Creek Blvd, Ste. 420  
Austin, Texas 78746

https://www.bountyjobs.com/
https://www.facebook.com/bountyjobs/
https://twitter.com/bountyjobs
https://www.linkedin.com/company/bountyjobs/
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