
When hiring slows, here’s how you can prevent 
wasted spend by preparing for sustainable 
growth and building an always-on structured 
hiring process

The value of great 
hiring outlasts 
any economic 
downturn



Lessons from people-first 
companies

What many talent teams learned in the COVID-19 pandemic is 

that reducing costs by cutting recruiters and canceling software 

subscriptions have a negative business impact way beyond 

temporary cost savings. 

Businesses may have turned off their ATS in haste, without 

considering the time it would take to reset this critical infrastructure 

once the market rebounded. And when they eventually turned their 

ATS back on and rehired recruiters, so did everyone else. This meant 

that in a candidate’s market, all these businesses were starting from 

scratch and increasing the competition for talent, ultimately costing 

their business more. Suddenly, recruiters were so in demand that 

companies couldn’t get them back fast enough and couldn’t hire the 

amount of talent they needed to grow. These same companies were 

then looking for hiring agencies to help them keep up, spending more 

in the long run as a result.
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But the pandemic also generated positive business lessons on how to 

thrive with the ebbs and flows of hiring markets. There were businesses 

that decided to use the downturn in the market as a time to regroup, 

revisit and strengthen their hiring practices. They realized that an 

economic downturn can also be an opportunity to build new processes, 

implement best practices and refresh goals so that when the market 

inevitably turns positive, they will be one step ahead. 

The businesses that are emerging from the pandemic stronger and 

better able to compete are those that kept most of their recruiting 

teams, made up of individuals who had grown through additional 

training and time in their roles to better their skills. And these forward-

thinking companies didn’t stop there. By choosing to invest in their 

hiring infrastructure during uncertain times, as well as during healthy 

economic times, they also kept their ATS – knowing this is the smartest 

way to ensure long-term goals remain intact. Because they had built a 

talent bench that was continuously nurtured and cared for, sustaining 

their hiring processes was always part of the plan.

Here’s how you can prepare for and respond to challenging business 

conditions more effectively.
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Quantitative impacts of changing your hiring software

Cost of software (Example: implementing another tool and re-implementing Greenhouse)

Double pay  
for software

There will likely be overlapping costs resulting from running two hiring subscriptions.  

The cost of implementing and standing up the new software is in addition to what you’re paying  
for Greenhouse as you make the transition, which could take 1–9 months.

Cost of 
implementation  
for a new tool 

Changing hiring software is likely to incur implementation fees as well as valuable team time to 
introduce and provide training to get everyone up to speed.  

Cost of re-
implementing 
Greenhouse

When companies return to Greenhouse, they will incur additional implementation costs, as well as 
a 1–4 month implementation process, including company-wide training.

Cost of agency  
hire (15-30% x new 
hire’s salary)

When companies reduce their recruiting team capacity, they become more dependent on staffing 
agency support. 

Agency time and cost plus salary inflation year–over–year for most roles means that a single 
agency hire can easily pay for the cost of GHR.

Cost per bad hire Averages 50–75% of salary, given 6–9 months to identify and onboard.

Cost of lost tech 
integrations

Unlike Greenhouse, other ATS platforms have hidden prices when using integrations that can end 
up costing thousands annually.

Understand the true cost of changing or 
removing your hiring software

Cutting costs by canceling technology seems like a direct way to save 

money in the present. But eventually, companies that remove their ATS 

software realize they’ll likely end up spending far more in the long term. 

There are two factors at play here: the quantitative costs and the 

qualitative costs associated with hiring software, not to mention the 

potential for higher pricing and new policy terms associated with  

re-implementation, as well as potential staffing agency fees. 
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Qualitative, hidden costs of changing your hiring software

Time to evaluate  
new options 

Re-evaluating solutions (research, demos, data and security requirements, etc.) can take 
approximately 3 weeks to 6 months.

Change 
management and 
implementation

Approximately 1–6 months. The time and effort costs include retraining and re-onboarding 
recruiting and hiring teams to the technology. 

There is a huge risk of creating a gap in continuity, losing proficiency in technology use and having 
inconsistent reporting on performance.

This gap often leads to a poor, inconsistent candidate or hiring manager experience and leaves you 
without the data to understand how to improve.

Lost data and 
system of record

Leaving Greenhouse means losing your system of record – your source of truth – for many months. 
You’ll be without that data and candidate pipeline when you inevitably start hiring again.

Even if you pay to export your data, it won’t go with you in the same format you’re accustomed to – 
you’ll still need to invest time in making that data usable.

Talent preference Candidates are aware of the tools companies are using and if it isn’t clear that you’re investing in 
your hiring and onboarding (a key part of a people-first company culture), they are going to be 
more inclined to engage with the companies that are.

Hiring software is a critical part of a company’s business infrastructure. 

Instead of cutting or suspending your ATS, consider a long-term goal of 

hiring competitiveness. 

Reinforce your company’s ability to become effective at hiring quickly 

when the market returns by using periods of no, low or slow hiring to 

improve processes, gain buy-in on long-term hiring plans and up-level 

recruiter knowledge and efficiencies.

By helping your company to recognize both the costs of cutting and 

the benefits of retaining Greenhouse, you can be an effective strategic 

partner in your business during difficult economic times.

Learn more about how to get the most value from Greenhouse in a 

time of low or slow hiring by speaking with your account team today.
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