


CASE IN POINT:

Juniper Networks Targets IT Professionals

As a leading provider of high-performance network infra-
structure for business, Juniper Networks (www.juniper.
net) was looking for ways to brand itself as a preferred
employer to experienced technical professionals with a
specific educational background.

Over a five-week period, inCircle Recruiting helped Ju-
niper zero-in on candidates with computer science and
electrical engineering majors from top universities. The
campaign also exposed Juniper to employees of spe-
cific companies that they have had success hiring from
in the past.

The targeted online recruitment campaign produced
immediate results:

v 515 targeted candidates visited Juniper’s
employer profile.

v 87 targeted candidates expressed interest
in Juniper.

“inCircle Recruiting helps us target and engage
the pool of candidates that we care about most.”
— Damon Berkhaug, Senior Director,
Global Staffing, Juniper Networks
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professionals reside is to look where current em-

ployees network.

* Target recruitment ads by select criteria. De-
fine a set of parameters that are indicative of suc-
cess in a job, such as educational background or
professional affiliation, and target community
members with those attributes. Such targeted

ads can increase candidate click-through rates by

30-300 percent.”

Narrowcasting can be most effectively applied in af-
finity-based organizations, where professionals with
common interests actively congregate and network,
such as alumni associations and professional trade as-
sociations. Using shared affinities to target candidates
also helps reduce the risk of a bad cultural fit with a
company — a problem experienced by 85 percent of

human resource managers surveyed by OfficeTeam."

To narrowcast effectively, employers must be able to
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specify candidate attributes such as college degree,
major and class year; geographic location including
city, state, country and region; as well as current and

previous industries, job functions and employers.

# The Value of a Talent Pipeline

A recent SHRM survey indicated that 39 percent of
employers reported difficulty in managing the vol-
ume of direct-response resumes they received in the
past 12 months.”” And the pace of hiring is picking
up - 64 percent of respondents to a recent recruiting
trends survey anticipate that hiring activity in their

organization will increase in the coming year.*.

Instead of getting flooded by resumes from appli-
cants trolling job boards and open social networks,
employers need to recruit from a pipeline of quali-
fied, interested candidates for increased efficiency

and effectiveness.

The advantages of recruiting from a talent pipeline
are three-fold:

* Reduced time-to-hire. Recruiting from a pipe-
line of qualified, interested candidates results in
reduced time-to-hire, the most frequently cited
measure of the efficiency in recruiting.21 Candi-
dates in the talent pipeline can be tapped as soon

as specific requisitions are opened.

* Lower recruiting costs. Applications sourced
through social networks in exclusive online commu-

nities have a higher yield than applications sourced

Employers who participate in exclusive
online communities get access to

a talent pool populated by qualified
passive candidates — professionals

who trust the opportunities they hear

about within the community.
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through direct response advertising, which

cost more to generate and process.*

Higher quality applications. Candidates

in the pipeline come from a controlled

The Essential Difference: Our Ecosystem

inCircle is an exclusive online community where
valuable opportunities are exchanged between
organizations, members and employers.
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source, rather than open channels such as
general job boards, newspapers and com-
mercial resume databases. Developing a
talent pipeline allows employers to screen
candidates without sacrificing the near-

term volume of applicants.

Exclusive communities can produce a higher
number of trusted referrals from employees
who are also members of the community. As
reported by the DirectEmployers Associa-
tion, this is the No. 1 most valuable source

of hires.?? In addition to a reference, such in-

ORGANIZATIONS
University institutions
and professional associations

with high admissions standards
and strong affinities

inCircle
recruiting

&

MEMBERS
Alumni with high

EMPLOYERS
The most competitive, and
desirable employers who
play to win in
The War For Talent

achievement standards, a
common sense of survival,
desire to contribute

/

siders provide valuable insight into industry \

trends, what’s going on at the company, and

how the hiring process works.*
Source of Hire SEEE

Value Index

Employee Referrals 3.56
Social Networking 1.58
Niche Job Boards 0.82
Commercial Resume Database 0.80
General Job Boards 0.59
Newspapers 0.57
Career Fairs 0.56
Search Firms 0.53

(Source Value Index = Percent of Hires / Percent of Spend)
Source: 2007 Recruiting Trends Survey, Sponsored by the DirectEmployers Association®

* Success Factors Converge
in Affinity Circles

The three critical success factors for sourcing talent
in exclusive online communities are established pres-

ence, advanced targeting tools and the ability to build
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a talent pipeline. These three factors converge in the
controlled environment of closed communities where

membership is exclusive and privacy is protected.

Affinity Circles is uniquely positioned to help pre-
ferred employers source quality passive candidates.
by helping them tap into the exclusive online com-

munities of highly educated professionals.

Affinity Circles provides the platform for online com-
munities sponsored by more than 150 organizations,
including alumni associations such as Dartmouth
College and Stanford University, and professional
organizations such as the Asia America MultiTech-

nology Association and the State Bar of Texas.

Membership in these communities is by invitation
only, and the identities of individual members are
authenticated by the sponsoring organizations. Com-
munity members control the content of their on-
line profiles and who can access each profile field
containing personal information. When users view
their community connections, they can filter contact
lists by region, occupation or industry; and they can
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search for contacts using criteria such as current and

previous employer or job function.

When employers establish presence in Affinity Circles
communities, they leverage the brands of the spon-
soring organizations to build credibility with quali-
fied candidates. In addition, community members
see their inside connections to employers through
employees act as trusted ambassadors in the com-
munity, a position from which where they can make

candidate referrals and endorse job opportunities.

Affinity Circles accelerates the talent sourcing pro-
cess by building an ecosystem that connects organi-
zations, members, and employers through exclusive
technologies that enable the exchange of professional

opportunities.

In an affinity circle, employers have permission to
reach out to passive candidates. Community members
gain the advantage of first exposure to job opportu-
nities, without putting their current positions at risk
by exposing private information prematurely. Spon-
soring organizations add value for their members by
providing a platform for these private interactions. In
the war for talent, Affinity Circles delivers victory for

all three constituents.

# inCircle Recruiting Seizes
Market Opportunity

The online recruitment advertising market is a multi-
billion dollar opportunity and growing. According to
Lehman Brothers “Newspaper Fact Book,” the total
recruitment advertising market was $6.5 billion in
2007, and 35 percent of that market was online. By
2011, Lehman Brothers predicts the online market

share will grow to 46 percent.?

Affinity Circles’ product, inCircle Recruiting, capital-
izes on this growing marketing opportunity by offering
employers the only solution for talent sourcing in ex-

clusive online communities. inCircle Recruiting is an
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CASE IN POINT:

Lam Research Builds Talent Pipeline

Lam Research Corporation (www.lamrc.com), a sup-
plier of wafer fabrication equipment and services to
the worldwide semiconductor industry, was seeking to
more effectively increase employment brand awareness
among a targeted audience of passive and active can-
didates.

Lam used inCircle Recruiting to specify their target can-
didates based on educational background and profes-
sional qualifications. Next they ran a campaign of tar-
geted announcements to drive desirable candidates to
their branded employer profile within the Affinity Circle
networks.

After one month, 745 targeted candidates had visited
Lam’s employer profile 843 times.

“inCircle Recruiting helps us build a talent
pipeline of high-quality candidates whom we
may not have access to anywhere else. The
targeted campaigns help us get our brand
message in front of the right candidates, passive
and active. The social network helps those
candidates connect with our current employees
and encourages internal referrals.”

— Mark Retzer, College Relations Manager,
Lam Research
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application that enables companies to run simultane-

ous recruitment campaigns in the leading online pro-
fessional communities, collectively representing more

than 15 million verified alumni and professionals.

inCircle Recruiting’s targeted, online ads drive can-
didates to the employer’s branded profile, where they
can explore career opportunities and express interest
in being contacted. These ads generate click-through
rates of up to 20 percent — significantly higher re-
sponse rates than traditional recruitment media such

as job listings and banner ads.

Two pricing models — subscription-based and pay-for-
performance — give employers the option of running
unlimited recruitment advertising campaigns for a flat
fee, or paying only when a candidate grants permission

to be contacted. Both models offer unlimited outreach

affinitycircles.corm e



to a high-yield talent pool, making inCircle Recruiting
the logical choice over traditional direct response ad-

vertising and impression-based pricing schemes.

The McKinsey & Co. report on “The War for Talent”
predicts that “the most important corporate resource
over the next 20 years will be talent,” and the most
astute and agile companies will devise “more imagi-
native hiring practices.”” These forward-thinking
employers will wage the war for talent in the social
networking media, which are now used by 65 percent
of business professionals according to a recent survey

by the Institute for Corporate Productivity.?®

Unlike other market solutions, inCircle Recruiting cre-
ates a pipeline of qualified, interested candidates that
employers can tap when job requisitions open. Online
recruitment advertising through inCircle Recruiting
reduces the time to hire, increases recruiting yield and,

most importantly, drives higher quality hires. &
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About Affinity Circles

Affinity Circles is the leading provider of exclusive online commu-
nities for exclusive organizations seeking the exchange valuable
opportunities between members, organizations and employers. To-
day more than 150 nationally recognized organizations utilize the
inCircle community platform to connect over 15 million members
with dozens of preferred employers in a dynamic, trusted and sanc-
tioned environment.

To learn more about Affinity Circles and inCircle Recruiting, please
go to www.incirclerecruiting.com, or call us at (650) 810-1529.

Affinity Circles, Inc.

701 N. Shoreline Bivd
Mountain View, CA 94043
www.affinitycircles.com
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