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Introduction 

Historically, for many Recruiters, sourcing online simply meant searching job 

boards and CV databases to which a subscription was paid - but who 

wants to pay? Another issue with job boards is that thousands of other Re-

cruiters will be searching the same pool of CVs. Super Recruiters however, 

know that ‘the best people are already employed’ and that building rela-

tionships with exclusive talent provides huge benefits when servicing their 

clients. 



LinkedIn is the obvious answer and the one that 

will spring to mind for most of you, but that’s just 

the start. The Super Recruiters among you will also 

see the value in tapping  into the growing number 

of social media sites, as the increase in presence 

and activity is growing at a very rapid rate. This 

means Recruiters can access pools of data that 

were previously overlooked and also have the 

added benefit of sending direct messages at no 

extra cost. 

 

So where do we find useful information of  

‘already employed’ people?   

Few would shortlist a candidate based on their Fa-

cebook or Twitter profile but Super Recruiters don’t 

use these instead of the more business focused 

sites, but in addition to them and that what makes 

them Super!   

So how much extra time will you need to search all 

of these additional sites? 

If you’re not using a connected approach it could 

be quite time consuming.  Advances in technology 

and the ability to search multiple sources simulta-

neously has given Recruiters Super Powers! 

Increasing presence 

on social media 

Rapid growth 

Access pools of data 

Send direct messages 

No extra cost 



How deep you delve and how many different sources you 

utilise will be determined by a number of factors: 

The industry sector you’re recruiting into  

The level of the positions you fill 

If online sourcing is your primary method i.e. headhunting 

Whether you’re sourcing online in addition to passive  

recruitment (posting jobs and   waiting for applications) 

• Know their market 

• Search multiple sources  

• Utilise technology to search sources simultaneously 

• Know when and where to invest extra effort 

• Remain disciplined in their approach to sourcing 

and logging of data 

Super Recruiters 



Targeting 

Targeting your market can be pretty simple and moderately effective; howev-

er with a little extra thought and by utilising technology, preparing a hot-list of 

potential candidates can be a very simple and rewarding task indeed. 

When searching online sources such as LinkedIn, simply matching job titles,                   

and geographical locations to the requirements of your clients/vacancies will 

definitely yield a high volume of results, but how many of these potential can-

didates actually have a desire or need to change their employment?  If 

they’re really happy with their current employer are they even worth focusing 

on? Spending time contacting dead ends or uninterested candidates is non-

constructive to your day.  Checking ‘Recent   Activity’ on  LinkedIn profile is of-

ten a good indicator of how up to date a profile is: 

Searching Online Sources  



Ensuring you use effective targeting 

criteria will mean your success rate 

will go up. It also means you will fo-

cus your efforts on those people that 

will genuinely appreciate your con-

tact, either because they are un-

happy in their current role, ambitious 

or just    always open to considering 

new opportunities. 

So how do we identify them? 

Technology has broken down 

many barriers, providing recruiters 

an ‘access all areas pass’ to a lot 

more information online than be-

fore. Whether tasteless or inappro-

priate,     sharing personal infor-

mation online is becoming increas-

ingly popular.  By searching a per-

son’s social media profiles or carry-

ing out advanced Google search-

ing, you really can tap into a 

goldmine of personal and profes-

sional information which will help 

you create a high quality shortlist. 

Super Recruiters won’t stop there 

though and by using Recruitment 

Software to log    everything quickly, 

easily and often automatically, you 

could find further opportunities/

matches that may have otherwise 

been missed. 
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What do archers do? 

• Search relevant job titles, common variations and 

associated titles (todays Payroll Clerk is tomorrows 

Payroll Manager) 

• Understand the exact requirements of the role 

• Know what qualities, experiences and interests 

match not only the role but also the client and their 

culture 

• Take into account how often a candidate has 

moved employers, got a promotion etc. 

• Identify ambition and desire (social media is a good 

source for this) 

Super Recruiters  

Judge  

the distance 

Take account of the  

wind speed 

Calibrate  

the bow 

Control  

their breathing 



Jobs Boards vs 

Social Media 

Bucket of old CVs 

Most charge a fee 

Your clients go here directly 

Recruiters fighting over the same  

candidates (no exclusivity = not smart) 

CVs focus on what a candidate  

aspires to, not what they actually are   
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Red hot, super fresh information, updated 

regularly and available for free 

Millions of users (growing each day) 

Much better chance of getting exclusivity of 

candidates (if your introduction message is 

on point) 

Your clients check them anyway (get in 

there first showing your proactive ap-

proach) 

They provide an accurate representation 

of actual skill-set and experience 



FREE Tips & Tools 

X-Ray Google Searching  

X-Ray Google searching sites such as LinkedIn is really effective because the tar-

get site will reveal more results to Google’s ‘search robots’ than it would if you 

were searching from within the site yourself.  The reason being it doesn’t know 

the level of account you have or the level of connection you are to those peo-

ple returned in the results, meaning it will reveal more information such as sur-

names and in some cases contact details.  

Anybody can do it by entering the following text in front of your Boolean Search 

String.  

site:uk.linkedin.com /pub –inurl:dir Basingstoke AND Sales (software OR IT) 

Name of the site 
Show results of public profiles  

(85% of all LinkedIn profiles are 

publicly available and show 

much more information) 

Exclude directories of results  

(instead show individual profiles) 

The really good news is that you don’t need to memorise this text as there 

are a number of tools which will do it for you.  



www.recruitmentgeek.com/tools/linkedin/ 

The first is from RecruitmentGeek.com 

which is a great source for tools and tips, it 

includes a: 

 

•  LinkedIn X-Ray Google Search  

• A nice Facebook Graph Search,  

  

Plus lots more. Definitely worth checking 

out! 

The next one is another Google X-Ray tool 

from a small creative outfit called Clever     

Biscuit Ltd.   

 

The ‘Recruit’em’ tool lets you search multi-

ple sites and gives you the ability to save 

searches.   

 

I have found on extensive use that you may 

need to authenticate to Google that 

you’re not a robot but this resets itself so not 

too much of an issue. 

www.recruitin.net 
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FREE Tips & Tools 

Stealth Searching  

Superheroes/ Ninjas keep their identity hidden.  Super Recruiters may also need 

to do this on occasion.  The best way to remain stealth when sourcing online is by 

using the X-Ray Google search in combination with Incognito/Private browsing.   

 

Opening an Incognito Tab (if using Google Chrome) or a Private Browsing Tab (if 

using Internet Explorer) means your computer will not store any cookies, data, 

and it won’t    auto recover passwords when entering a site. This means when 

you tap into your greater list of results using X-Ray and click on a profile, LinkedIn 

(for example) won’t sign you in.  The result being, your view of that profile is kept 

a secret and you will also often reveal more information on 3rd or 4th level con-

nections.  Give it a try! 

 

Going Incognito in Chrome  

Ctrl + Shift + N 

InPrivate Browsing in IE  

Ctrl + Shift + P 



Boolean Logic 

Boolean Logic is used by various internet 

search platforms including search en-

gines such as Google, Job Boards and 

Recruitment Software/CRMs. 

Super Recruiters use both ‘Boolean Oper-

ators’ and ‘Search Modifiers’ to provide  

much more accurate results.  

Here’s some top Boolean tips: 

• Always use Capitals for Boolean Op-

erators 

 

• The AND Operator narrows results 

 

• A blank space between words will 

provide the same results as AND be-

tween words 

 

• The OR Operator provides a wider 

range of results 

 

• Not all systems support the Asterix (*) 

Modifier, in this case create OR state-

ments to search for all   variations 

 

• Use the NOT Operator to exclude 

subsequent words 

 

• Remember to save your Boolean 

search strings to avoid the need to re

-write them 

Operators 

Will provide results with the 

words either side of AND 

E.G.1  Software AND Sales 

E.G.2  Software Sales 

+ 

Will provide results with                    

one or more of the words 

E.G. Software OR Technology 

  

| 

Will provide results that         

exclude the word after NOT 

E.G. Director NOT Manager  

- 

Modifiers 

Will provide results with the 

words inside the marks as 

an exact phrase 

E.G.  “Software Sales” “” 
Will provide results that       

begin with the text                 

preceding the * 

E.G. Manage* would include 

Management and Manager 

  

* 

Will provide results that                

include the word outside of         

the ( ) and one or more of          

the words inside. 

E.G. Sales (Director OR Man-

ager)  

() 

NOT 

OR 

AND 

SPEECH MARKS 
 

ASTERIX 

BRACKETS 



RecruitmentGeek.com   

Creative Biscuit Ltd  

RecruitingDaily.com  

SocialProminence.com 

Thank you for registering 

I’d like to take this opportunity to thank you for registering for my webinar.  I 

hope you found it of some use and would love to get any feedback, good 

or bad. 

And if you’d like to see how Voyager Infinity handles online sourcing then 

please get in touch to arrange a personal demo with me. 

Steve Smith 

07841 336 820 

steve.smith@voyagersoftware.com 

Credits 

http://www.voyage.co.uk/products/infinity-saas-cloud-recruitment-software.html
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