
© 2020 The Jacobson Group

EFFECTIVE RECRUITMENT 
STRATEGIES FOR THE 
REMOTE REALITY

A JACOBSON GUIDE

BEST PRACTICES FOR INTERVIEWING, HIRING AND ONBOARDING VIRTUALLY

+1 (800) 466-1578 | jacobsononline.com

http://www.jacobsononline.com/?source=virtualonboardingwhitepaper
http://www.jacobsononline.com/?source=virtualonboardingwhitepaper


© 2020 The Jacobson Group2

EFFECTIVE RECRUITMENT 
STRATEGIES FOR THE 
REMOTE REALITY

Insurers are quickly adapting to a virtual business world. In today’s 
corporate environment, the majority of professionals are working 
from their home offices, learning new systems and technologies, and 
evolving their habits to be most effective and productive. While total 
U.S. unemployment soared in April and will likely continue to rise in 
May, the insurance industry has remained stable in comparison and 
continues to experience a war for top talent. 

As the coronavirus impacts the economy indefinitely, insurers can no 
longer wait for business to “go back to normal” before making a hire. 
Critical roles need to be filled and business must move forward in today’s 
current reality. As critical decisions, challenges and strategies all play 
out in the virtual environment, so must the hiring process. 

In this three-part series, experts from our team share their insights 
and recommended best practices to make effective hiring decisions 
that will have long-term benefits. Learn how to interview candidates, 
hire the right professionals and successfully onboard new employees in 
the current remote reality. 
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RECREATING 
THE CANDIDATE 
EXPERIENCE THROUGH 
REMOTE INTERVIEWING

As the business landscape rapidly evolves in light of 
the COVID-19 pandemic, insurers must also adapt 
their approach to interviewing. While most individuals 
are accustomed to meeting candidates in person, 
shaking their hands and even conducting interviews 
over a shared meal, remote interviews have quickly 
become the norm. It’s essential for hiring managers 
and recruiters to adjust their talent strategies to 
successfully move forward in this unprecedented time.

Video interviewing is not a new concept. Yet, its use is soaring 
as companies navigate today’s business circumstances. 
Reuters reports business apps – such as video conferencing 
– grew nearly fivefold, from 1.4 million new users in the 
first week of 2020 to 6.7 million new users in the first week 
of March alone.1 Now that travel restrictions are in place 
and physical office locations are closed, companies must 
embrace video conferencing technology and help employees 

By David E. Coons, Senior Vice President
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individuals involved in the hiring process, 
create a consistent set of guidelines. These 
should include the following:
• Log on early and provide time for any 

troubleshooting prior to the start of  
the interview. 

• Select a quiet location with a  
neutral background.

• Dress the same as you would for an in-
office interview.

• Put your computer at eye level, even if it 
means raising it up.

• Look at the camera, not the computer 
screen, when addressing the candidate.

• Pause after a candidate finishes 
answering a question – this accounts 
for lag time and helps avoid talking over 
each other.

• Practice. Hold team calls over the video 
conferencing system to get comfortable 
with its functionality.

Convey a consistent employer brand.
Although interviews are taking place in 
home offices, each individual involved in 
the interview process should be aligned 
on messaging. Discuss the goals of each 
interview ahead of time. What are you trying 
to uncover? What insight are you hoping 
the candidate walks away with following the 
interview? Make sure recruiters, as well as 
the hiring manager and anyone else involved 
in the process, have reviewed the position 
description, as well as the candidate’s 
resume. While they may seem less formal, 
treat remote interviews the same as you 
would if they were held on site.

Get creative.
Focusing on the candidate experience is a 
bit different in today’s environment. While 

this may no longer mean showing them 
around the office or saying hello to would-
be co-workers, organizations must still 
build excitement and help candidates see 
how the company and position are the right 
fit. Consider creating virtual office tours 
that provide a feel for the office space and 

environment. You may also want to schedule 
shorter back-to-back interviews where 
candidates can meet multiple individuals 
from their potential teams. As with any 
interview situation, maintain momentum 
and open lines of communication, while 
keeping candidates informed of next steps 
and timing throughout the entire process.

Set expectations.
Be as specific as possible about what 
potential onboarding will look like, especially 
if the candidate will start working before 
your team is physically back in the office. 
Tell candidates what they can expect as 

get comfortable interviewing from behind  
a screen. 

Whether or not you and your team are 
accustomed to virtual hiring, there 
are a few best practices to make sure 
your remote interviews are as effective  
as possible.

Focus on making a connection.
One of the concerns we’ve heard around 
video interviewing is whether or not it 
can be as personal as a traditional in-
person interview. In our team’s experience, 
video interviews enable you to interact, 
communicate and evaluate soft skills in 
similar ways, short of a handshake. Many 
insurers have shared that this form of 

interviewing is much more interactive and 
personally engaging than they had originally 
anticipated. Although you’re not meeting 
someone face-to-face, it’s still possible 
to evaluate their emotional intelligence, 
leadership capabilities, communication 
skills and more. While these are typically 
uncovered during in-person meetings, 
video interviews are capable of providing 
the information necessary to extend  
an offer.

Develop interview guidelines.
Some members of your recruiting team may 
already be familiar with video conferencing 
and remote interviews, while others may 
be brand new to them. Although there 
are likely varying levels of comfort among 

 
Through a strategic and 
focused approach, you’ll 

be able to uncover an 
individual’s qualities, skills 
and cultural fit as well as 

you would in a  
traditional interview.
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far as orientation and training, as well as 
how they will be positioned for success. 
If certain details are still being solidified, 
let them know. At the same time, discuss 
their home office set up and expectations 
around availability. Communication and 
transparency are key to making sure both 
parties’ needs are met. 

Help ensure a successful interview.
Many candidates are not accustomed to 
video interviewing. Additionally, with the 
number of different video conferencing 
platforms available, it’s likely they have 
not used your specific system before. 
Make sure everyone’s time is respected 
by working with your IT team to put 
together clear instructions for joining 
the video conference. Consider various 
operating systems, download requirements 
and log on information. Email these 
instructions to candidates when scheduling  
their interviews.

Move forward with confidence.
A completely virtual approach to hiring 
may be new, yet it should not prevent your 

team from extending an offer to the right 
candidate. The industry is still experiencing 
a significant demand for talent and many 
insurers are seeing this as an opportunity 
to hire top candidates at a time when 
their competitors may be more reluctant. 
Through a strategic and focused approach, 
you’ll be able to uncover an individual’s 
qualities, skills and cultural fit as well as 
you would in a traditional interview.

This unique business climate will likely pass 
in time; however, so might the opportunity 
to make an ideal hire. By helping your 
internal team get comfortable with new 
systems and encouraging them to deliver 
a consistent message and candidate 
experience, you’ll be best prepared to 
move forward with your hiring plans.
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As organizations settle into operating 
within a virtual work environment, 
standard activities are transforming, 
including hiring techniques. Entire 
interview processes are taking place 
behind screens and insurers must 
creatively adapt their approaches to 
talent acquisition in order to remain 
competitive. There’s a brand-new 
rule book in play, with companies 
often learning as they go and evolving 
their strategies accordingly. With the 
current and transitioning state of work 
persisting indefinitely, organizations 
can no longer wait for their physical 
offices to reopen before hiring.  

It’s common for hiring managers to have 
initial hesitations around presenting an 
offer to someone with whom they’ve never 
been in the same room, shared a meal 
or shaken hands. Yet, critical positions 
can’t go unfilled. It’s important to accept 
business as usual has changed and to 
move forward in a brave and bold fashion. 

In spite of the pandemic, the insurance 
industry continues to experience a war 
for talent. Unemployment remains low 

compared to the overall economy and 
insurers are still vying for top candidates. 
Companies that don’t take a leap of faith, 
play a bit of offense and trust their hiring 
processes are going to fall behind as their 
competitors move forward. Failing to 
evolve and develop creative solutions for 
remote hiring is not a viable option. 

Adapting to the New State of Business
The abrupt shift to a virtual environment 
has no doubt impacted many areas of 
business, not just hiring. Leaders are 
moving forward with business agility and 

are becoming more comfortable making 
significant decisions around a variety 
of issues without having traditional in-
person discussions. Professionals who 
were not previously accustomed to video 
conferencing have invited it into their 
daily routines. Collectively, leaders are 
learning to connect and engage with 
employees, service customers and maintain 
productivity levels from their home offices. 
While just a few months ago the idea of 
hiring someone you’d never met in person 
may have been inconceivable, so did the 
concept of operating in a primarily remote 

environment. Professionals are adjusting 
to this new way of working and growing 
their ability to do business virtually  
and successfully. 

The business world will not soon return to 
what it once was, even as states emerge 
from shelter-in-place orders. Numerous 
organizations have already curtailed travel 
for the remainder of the year and now that 
effective work-at-home programs are in 
place, it’s likely they will continue in some 
form even as restrictions loosen. However, 
business will continue and waiting to 

EMBRACING 
VIRTUAL HIRING 
TO REMAIN 
COMPETITIVE
By Joyce B. Dunn, Vice President and 
Managing Director
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active communication is a crucial success 
factor in the virtual hiring experience on 
both sides of the table.

If relocation will eventually be required, 
be flexible with relocation packages and 
timing. Create a high-level framework that 
enables both parties to feel comfortable. 
This could mean setting the expectation 
that relocation benefits may be extended 
due to elongated work-at-home scenarios. 
If an offer is made in the fall, it could 
mean postponing relocation until the 
end of the school year. Unknown factors 
such as buying and selling a home  
in the current market should also be taken 
into account. 

Outside of logistics, proactively translate 
more personal touchpoints to the virtual 
world. Plan a virtual lunch or dinner with 
candidates and if applicable, their spouses 
or significant others. Connect them to 
individuals within or outside the organization 
who can answer questions around local 
schools and neighborhoods, much as you 
would within your typical process. Schedule 
virtual home tours with real estate agents, 
and supply the candidate with resources 
and information to help supplement the 
inability to travel to your office location. 

Confidently Moving Forward
If possible, add a step in your process for 
a broader group to have short back-to-back 
interviews with the candidate. This enables 
hiring managers to recap experiences and 
help confirm a decision about an individual’s 
viability, as well as talk through any areas 
of concern or hesitation. Additionally, 
while references have always been part of 

the hiring process, we’re finding they’re 
holding even greater clout in the current 
environment. This additional external 
insight should help further validate the 
decision to move forward. 

Embrace a new type of virtual hiring process 
and trust that it works. If you have done 
your due diligence with thorough vetting 
and assessments, be confident in your 
decisions. Business is continuing to move 
forward within insurance and top candidates 
are willing to take a leap of faith and be 
proactive with their careers. Don’t miss 
out on the right talent. Organizations are 
facing a pivot point and virtual hiring will 
be the reality for the foreseeable future. 
Trust your process and your team and feel 
assured moving forward, even in these 
non-traditional times.

move forward with hiring decisions—
or other pending needs—will result in  
lost opportunities. 

Transforming the Hiring Process
It’s likely your organization has a well-
developed recruiting and hiring process that 
previously involved in-person meetings and 
touchpoints. While it’s no longer possible 
to meet face-to-face, it is possible to 

translate many of these experiences to the 
virtual world. Outside of formal interviews, 
schedule video calls over coffee for your 
top candidates to talk with future peers and 
key stakeholders on a more casual basis 
and gain a better feeling for the team and 
organizational culture. It’s also important 
to discuss your virtual onboarding program 
and how you will support the candidate’s 
transition if they are selected. Open and 
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DEVELOPING A 
SUCCESSFUL REMOTE 
ONBOARDING PROGRAM

Onboarding employees from afar may seem like a daunting task. If 
you have a new employee joining your team while operating in a 
virtual environment, it’s paramount to have a well-thought-out remote 
onboarding plan in place. By being intentional about your onboarding 
and orientation process, you’ll be able to successfully welcome new 
employees to your organization and set them up to thrive. 

Have a clear strategy. 
Rethink your typical onboarding approach to fit today’s virtual environment. 
Structure is more critical than ever and helps assure employees you’ve 
put time and effort into making their first few weeks a success. Develop 
a tailored onboarding schedule, keeping in mind new employees may 
require additional details and information as a result of not physically 
being in the office. If you typically take new hires out to lunch on their first 
day, walk them around the office, and schedule a variety of training and 
orientation sessions, consider how you can translate those activities to the  
remote workplace.

Proactively make introductions.
Working from home can be isolating, especially in a new position. Consider 
how you can make a new hire feel included and valued from day one. 
Depending on your company size, this could include an all-company email 
or instant message introducing the individual and encouraging employees 
to reach out and say hello. Make sure to designate time for the new hire to 
meet other team members, outside of formal training sessions. This could 

By Diana Shay, Assistant Vice President
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be a virtual happy hour or lunch that enables 
individuals to talk on a more casual basis and 
begin to get acquainted with one another. 
Strive to do this within the employee’s 
first week to help lay the groundwork for 
these relationships early on. Additionally, 
while much of the onboarding and training 
process could likely be done over the phone, 
encourage individuals to schedule video 
calls. Putting a face with a name and having 
the advantage of facial cues is much more 
engaging than speaking by phone alone.

Ensure adequate technology. 
Introduce new hires to your IT team prior 
to their first day of work and discuss 
technology needs. Help ensure they’re able 
to work efficiently during their first week 
and alleviate undue stress by delivering 
physical items prior to their start date. This 

may include a computer, headset, camera 
for video conferencing and any other tools 
deemed necessary. At the same time, 
provide new employees with a direct line to 
IT so they can quickly rectify any tech issues 
that may arise. 

Outside of equipment, it’s likely your 
team uses various programs and tools to 
stay aligned and productive. Consider the 
applications you use for time tracking, project 
management, instant messaging, video 
conferencing, contact management and 
more. Depending on the employee’s comfort 
level, it may be valuable to schedule training 
around a program’s basic functionality. 
However, even if the employee is familiar 
with a program, make sure to hold a team-
specific training session when applicable. This 
helps the individual understand your team’s 

16

unique processes and provides another way 
to incorporate various team members into 
the onboarding process.

Highlight your company culture.
Help your new hire feel comfortable and 
confident in a new role, while also welcoming 
them with open arms. Share your company’s 
values, as well as how those are being 
outwardly demonstrated. Is there an all-
company Skype chat? How is formal and 
informal information shared? Are there 
any virtual meetups or competitions where 
they can engage with colleagues across the 
organization? In addition to the organization’s 

remote corporate culture, also share past 
events and anecdotes. What are some 
favorite in-office traditions and how can they 
contribute once employees start returning to 
the office? 

Encourage them to update their information. 
Starting a new job virtually feels different 
than stepping into a physical office building 
for a first day. Help the transition feel more 
tangible by encouraging new employees to 
update their social media profiles within the 
first couple weeks. Recommend they connect 
with individuals throughout the organization 
to get to know them and their backgrounds. 

© 2020 The Jacobson Group
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Blog Post:  
Embracing Virtual Hiring to Remain Competitive
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White Paper:  
Managing a Remote Employee Culture

Adapting to remote recruitment? View our additional virtual interviewing, hiring 
and onboarding resources:

Title and company changes on LinkedIn 
will likely also garner recognition 
and congratulatory remarks from 
individuals within their networks, 
adding to the excitement of a new role. 

Touch base frequently. 
Make it a point to check in and see 
how things are going. This might be 
a few times throughout the day when 
an individual first starts, then become 
less frequent as they settle into the 
role. Ask if they have any outstanding 
questions, if there are any meetings or 
introductions you can help facilitate, 
and how they feel about their current 
workload. Stay in touch and make sure 
they have a key point of contact for 
questions that may arise in various 
areas. 

Think long-term.
For some, it’s harder to retain 
information through virtual training; 
and, regardless of the format, new 

hires are receiving a vast amount of 
information at once. Consider adding 
another layer to your traditional training 
sessions such as a Q&A or refresher 
course to help ensure they’ve grasped 
key information. Also, remember that 
offices will eventually be open again. If 
an individual will ultimately be in the 
office full- or even part-time, make 
sure you are talking about the office 
on a regular basis. The current work 
from home environment is likely not 
permanent, and they will eventually 
develop a more traditional routine. 

While onboarding may look different 
than it did just a few months ago, it 
is still possible to create a positive, 
employee-focused experience. By 
developing a clear onboarding plan, 
being proactive with introducing the 
employee to your team and company, 
and being available through chat and 
video, you’ll help create a welcoming 
and supportive environment. 
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The Jacobson Group is the leading provider of talent to 
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professionals at all levels across all industry verticals. We 
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