
Are You Building Your In-House Marketing 
Team the Right Way?
As customers engage with your organization, it is the marketing team’s responsibility to tailor each touchpoint on the 
journey to communicate the right message, at the right time, in the right place, to the right customer. In that sense, you could 
say that the marketing team is the face of the organization. So, hiring the right marketing team to successfully promote the 
business and its mission is critical. This is true for all small, medium, and large organizations alike. 

Conversely, bringing someone in who doesn’t fit is not only time consuming and a waste of resources, it can have an 
adverse impact on the team and their ability to continue operations. In the worst cases, the mistake can impact the 
organization itself. After all, wages are spent, training is provided, and relationships are established, for better or worse. 

We can never be certain how well someone will fit in, but there are several actions we might take to mitigate such risk. Take a 

Building Your In-House Digital
Marketing Team

look at what you can do to ensure you are building the best marketing team for your organization. 

Now, more than ever, companies are challenged with hitting annual target, timelines and goals for 
the year. With reduced resources, senior leaders are struggling to hit the targets that they identified 
in Q1. It’s important to start the search for your next great marketing hire now as top talent in the 
digital marketing space is in high demand across virtually every industry, sector, and organization. 
Establishing a team that is skilled and motivated will give your organization the jump start it needs 
to kick start 2021 strong.



Why Companies Hire the Wrong People
Congratulations if you are one of the few organizations that have not faced the tough lesson of a wrong hire. The 
truth is, many good organizations have learned the ins and outs of good hiring practices the hard way. The cost of a 
bad hire can reach up to 30% of the employee’s first-year earnings according to the U.S. Department of Labor. While 
CareerBuilder says the average cost of one bad hire is nearly $15,000. Though some say it is best to learn from your 
mistakes, let’s use this opportunity to explore several recruiting pitfalls 
with the hope of avoiding them altogether.

Lacking Specific Job-Related Objectives
Marketing is a technical field with numerous disciplines, each 
with its own strategies and tactics. Whether you are looking 
for a Campaign Strategist who can cover a multitude of 
marketing areas to launch a new product or an expert 
who specializes in running paid media campaigns 
to acquire new qualified leads, it is important to 
understand that each role has its respective objectives. 

Furthermore, marketing works horizontally across the 
organization. Marketing needs to have their pulse on sales, 
customer services and product teams’ initiatives, goals and 
objectives. Organizations that cannot demonstrate the position’s 
objectives clearly, run the risk of attracting the wrong candidates from the very start. 

Inadequate Communication Regarding Job Expectations
Candidates often have very specific questions not only about their responsibilities but other essential details such as salary 
expectations, PTO, and benefits for example prior to accepting an offer. Any disparities or glossing over the details risk 
candidates becoming disengaged causing them to withdraw from the interview process because they are unsure of the 
position and what is expected of them. Worse yet, a candidate makes it through the recruitment process only to find that 
the position was not what they had expected, or visa versa.

Hiring managers without the skill to clarify such details will miss a great opportunity to judge whether or not the candidate’s 
vision matches that of the organization. Candidates will also benefit from an honest, transparent discussion about what to 
expect from the organization.

Unsatisfactory Initial Screening or Reference Checking
The marketing function is unique, in that, often times digital marketing candidates have very specialized skill sets that make 
these positions hard for HR teams or a Hiring Manager to vet. This creates a challenge for marketing decision makers who 
may not have the time needed to go through the entire screening and vetting process. In these cases, partnering with an 
outside recruitment firm can provide companies with the security of knowing that their shortlist of candidates have already 
been vetted, references have been checked, and skills have been verified in alignment with the open position. 

Trust but 
verify

References are a key part of the process when identifying talent.  What is only a ten-
minute call to a job applicant’s previous employer, colleague or mentor should be a 
mandatory part of every process when recruiting marketing talent. It could provide you 
with valuable insight, assurance, validation, or even a warning that is not evident on the 
resume or in the interview.

Now that we have covered some of the common mistakes as to why organizations have 
challenges in hiring the talent they need, let’s dive into some of the planning work that an 
organization should take on at the very start of the hiring process. 

https://insiders.fortune.com/3-ways-to-weed-out-a-bad-job-candidate-ee365294c331


Assess Your Company and Teams Needs
Wages and related costs of hiring a team must be fully weighed against the direction of the organization and its profitability. 
Before creating the job description itself and beginning the hiring process, take some time to assess your organization’s 
needs in terms of the workforce composition. 

You may have a clear picture of your marketing team development strategy. Or, you may be unsure which team members 
you are missing. According to Digital Marketing Institute, each organization will require a different digital skillset mix. 
However, most businesses will need a wordsmith to create compelling content for their website, blog and social media 
channels and someone with an analytical mind to take on their SEO, create email campaigns and report on the results of 
their campaigns using platforms like Google Analytics.

Within an organization, it is often a challenge to know when to bring on an internal team member, and when to continue 
outsourcing. Partnering with a recruiting firm not only provides you with access to a talent pool that you may otherwise not 
have tapped into, but a good recruiting firm will be able to guide you into the business decision of when to hire. 

Digital Information World lists these ten key roles as integral within the internal marketing organization. Consider these 
positions when looking to expand your marketing team:

1. Digital Marketing Manager

2. Graphic Designer

3. UX Designer 

4. Web Developer (Front End and Back End)

Contractor, Freelancer,  
or Permanent Employee
Organizations must balance their workforce with varying 
employee classifications to maintain profitable growth. There 
are key differences between contract types and the definitions 
of freelancers, contractors, and employees are distinct, 
particularly as the proper classification means there are certain 
tax implications, salary or payment packages, employee 
benefits, and labor laws to consider. 

Does your organization need a contractor, a freelancer, or a 
permanent employee? If so, what does a complete team look 
like? How many marketers are full-time and how many can you 
outsource? Your investigation should include such discussions 
surrounding the makeup of the team to determine the best 
structure for the organization.

Often time, this analysis will uncover the benefits of an internal 
team member. These benefits include:

 > Understanding of the brand and guidelines to follow in 
external marketing and design 

 > Engagement with the team and commitment to the 
organization 

 > Reduction of training and skill development over time 
 > Better communication and increased responsiveness 
 > Referrals and word of mouth; never underestimate the 

passion your employees have!

5. Analytics Specialist 

6. SEO Specialist 

7. PPC Specialist 

8. Copywriter / Content Marketer

9. Social Media Manager

10. Email Marketer

https://digitalmarketinginstitute.com/blog/6-digital-skills-that-will-future-proof-a-workforce
https://digitalmarketinginstitute.com/blog/why-your-organization-needs-digital-skills-training
https://www.digitalinformationworld.com/2019/07/infographic-guide-how-to-structure-your-digital-marketing-team.html


Define the Position’s Objectives
Each position should align with your organization’s overall business 
objectives. As you search for top talent, the following items should be 
clearly defined:  

 > Scope 
 > Responsibilities 

Employees Leaving Unexpectedly
Unexpected resignations cause strains on the organization and present new challenges for the team. As part of your hiring 
plan, your sessions with the organization’s leaders should also include discussions on how to reduce the risk of employees 
leaving unexpectedly as well as the proactive measures you can take to improve employee retention. 

Measures should be in place when a new hire joins, such as proper introductions around the organization, welcoming 
events, internal communications, and above all, frequent communication. These initiatives will go a long way in helping the 
new employee feel more comfortable. 

Getting Internal 
Stakeholder Buy-In
As a marketing leader, you may understand 
the value of bringing on a marketing team 
member, but it’s important to obtain buy-in 
and alignment from internal stakeholders. 
This may mean getting approval from senior 
leadership, or aligning with HR and Finance 
departments to ensure your strategy is 
backed. If you neglect to receive this buy-in 
prior to making your next marketing hire, all 
of your efforts may backfire. 

CMO reported that salaries for marketing 
employees accounts for one of the top 
expenses in companies marketing budgets. 
You want to ensure that all corporate 
departments are bought into your wholistic 
marketing strategy, which includes your 
plans to develop and grow your team.
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What motivates this 
candidate professionally 
and personally?

How can they 
add value to the 
culture? 

What are their potential 
growth trajectories within 
the organization?

 > Reporting structure
 > Performance KPI’s

In addition, it’s important to consider the dynamics of the team. The best 
candidate will need to seamlessly add value to your existing structure. 
The following questions should be considered: 

1. 2. 3.



Begin the Search
Now that your assessment of the 
company’s needs is complete 
and the job description is ready, 
it is time to begin the actual 
groundwork of finding that great 
new hire! Let’s take a look at the 
steps you need.

1. Attract Candidates

Digital marketing candidates are in high 
demand. As an indication, approximately 
79% of in-house marketing teams are 
currently hiring specialty talent related 
to video, digital marketing, social media 
and analytics, according to Multi Channel 
Merchant. These skill sets are specialized, 
ever changing, and require candidates that 
are committed to continued learning and 
training. 

In today’s marketing space, brand awareness is rarely considered a significant KPI to measure effectiveness. Digital 
marketers are held to expectations of delivering clear results that directly impact the organizations lead volume, sales 
velocity, gross revenue and customer acquisition costs. Developing a clear assessment of the projected results that your 
new hire will provide is a great way to get buy-in from internal stakeholders. This alignment will provide you with support and 
team work from all departments.

Creating the Job Description
By this time, you should have a clear understanding of the position you are hiring for, the contract type, and the key 
expectations for the organization. Your job description should clearly defined objectives, expectations, and an outline of 
skills. Be direct about the type of work that will be performed, and don’t sugar coat it. Giving candidates a clear picture of 
what they will be doing in the job will remove any misconceptions late on.

Always consider how your companies is being portrayed in a job description. Ensure that the company culture is at the 
forefront and that the candidates reading your job description can see themselves working with your team. Describe the 
intangible benefits like flexibility, technology and how you work in the office as a team. If your team is still working remote, 
describe the tools that you are using to ensure communication and engagement remains high.

79%
of Teams 
are Hiring

https://www.digitalinformationworld.com/2019/07/infographic-guide-how-to-structure-your-digital-marketing-team.html
https://www.digitalinformationworld.com/2019/07/infographic-guide-how-to-structure-your-digital-marketing-team.html


When it comes to attracting top talent, an exciting and compelling job description that outlines the value of the position and 
all that it has to offer will speak volumes. Remember to be clear and concise. 

Salary expectation should be adjusted to the fair market value and commensurate with particular experience and skill set. 
Company culture, work-life balance, career growth opportunities, and benefits should be clearly defined along with other 
information pertaining to the position. A well-written job description will attract interested candidates while acting as a filter 
for candidates who haven’t the right experience or qualifications.

2. Finding Qualified Candidates

A simple search for a marketing position will render 
a number of jobs from across the country. Dig a little 
deeper into the numbers and you may find that there is 
an ever-growing list of candidates (some more qualified 
than others) applying for those very jobs. The job market 
can become saturated with positions and candidates of 
all types. 

As a hiring manager, you must decide whether you 
will venture out onto the job sites and resume banks 
to undertake the tedious work of sifting through the 
hundreds of resumes that appear overnight in your 
inbox or optimize your resources by using an agency like 
AccruePartners.

3. Interviewing Talent

Once you have narrowed down to the most promising 
candidate(s) for the position, the virtual or traditional 
interview process can begin. Before you enter the 
interview room, however, determining how you will 
conduct the interview is imperative. 

There will be some discussion surrounding the 
details of the resume itself, but a more constructive 
interview would be an open discussion surrounding 
the candidate’s experience and their interest in the 
position. A free-flowing conversation will also provide 
you with the opportunity to listen carefully to how well 
the candidate presents herself/himself and explains 
their competencies. You will be able to assess the 
candidate’s soft skills and non-verbal language as 
well as you consider whether or not their personality 
and demeanor is a fit with the current team.

During the interview, you should take notes about 
the candidate and how they perform. Afterward, 
review those notes with your team. Also, discuss the 
interview with your recruitment agency as detailed 
feedback is critical to the process. A firm should also 
be able to provide you with feedback so you can have 
a more informed decision around the candidate.

4. Close the Offer

As you seek to find the right hire to join your team, ensuring the hiring process is efficient is critical to narrowing down the 
candidate pool and to ensure you don’t lose a candidate in the process. Candidates expect to hear from you or the agency 
you are partnering with in a timely manner. It is a tight hiring market with significant competition. If you wait too long, you 
risk losing the candidate to another company and having to start the process over. 

Digital marketing roles are in high-demand and positions are typically filled quickly. Just as you consider your customer 
journeys, it’s important to keep your candidate’s journey top of mind. Consider their experience throughout the interview and 
selection process. A positive experience will give them a good idea of how your company will operate post-hire.

Be sure to check out AccruePartner’s Onboarding Checklist that helps you provide new hires with the right information so 
they can acclimate to the team and better understand the expectations of the position.

https://accruepartners.com/wp-content/uploads/2020/09/202_Onboarding_Checklists.pdf


Why Choose AccruePartners
Though many organizations have the manpower to take on the candidate search themselves, the most successful 
organizations know that their resources are much more efficiently positioned in supporting the organization instead. For 
such organizations, time is of the essence and quality hires are paramount. Procuring the power of an agency’s services is 
a positive move towards growth. It is highly cost-effective and lowers 
the risk of unsuccessful hires considerably while hitting key hiring 
time. 

When you partner with AccruePartners, rest assured that we are 
utilizing our extensive network and recruitment sourcing tools to 
locate the right marketer for your company. With a direct line of 
business to you and your marketing head, our certified subject matter 
experts can source and screen the talented candidates you require. 
With our specialized recommendations, we shorten the time to 
hire top-of-the-line experts, leaving your team to focus on other key 
business initiatives. 

Make no mistake, if you are looking for highly qualified marketers 
there is no better place to begin than with AccruePartners. 
 
AccruePartners is committed to building people, companies, and careers. We 
continue to deliver unparalleled staffing, recruiting, and talent management 
solutions to support the companies and candidates in our community.

To learn more about AccruePartners, visit www.accruepartners.com
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