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4 Step Guide to Hiring 
Internal Marketing Employees

Navigating C-suite  objec tives  and marketing 
real it ies  to  drive success
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The biggest pitfall that companies face today when hiring a new employee: expecting one hire to 

change the entire marketing department.

Evidence for this is found in job descriptions posted online. Take a few moments on Indeed and read 

through open marketing positions. The expectations communicated to potential applicants are 

daunting and most likely scare away applicants due to feelings of inadequacy.

Here are 4 steps to making your hire of an internal marketing employee effective.

Step 1: The List
•  Create a list of Hard Skills

•  Create a list of Soft Skills

•  Review corporate initiatives for the next 12 

months

•  Compare the corporate initiatives list to the 

Hard Skills requirements.

 - Do they match?

 - Calculate hours/weeks/months of full-time  

work to achieve the items on the list

 - Can one person realistically achieve every-

thing on the initiative list?

•  Prioritize. If hiring an agency is out of the question and one person cannot realistically achieve ev-

erything on the list, prioritizing the list will be required.  

Step 2: Update the Draft Posting
Now that you have a refined priority list…

•  Review the hard skills list in your employment 

listing.

•  Remove any/all items that are not necessary to 

achieve the prioritized initiative list.

•  Avoid the “it would be nice if the candidate  

   also…” Don’t worry about year 2, 3, and 4 future 
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initiatives and resist the urge to chase shiny objects that are outside the scope of the prioritized list.

Many of the candidates we interview for agency positions often remark that working for internal 

marketing departments is frustrating and overwhelming. Not only is the company looking for an 

employee that is a multi-disciplinary expert, they are also looking for someone who can juggle all the 

disciplines.

 

Step 3: Get Buy-in
Now that you have a prioritized list and an updat-

ed draft posting, schedule a meeting to present 

your plan to the c-suite.  It is very important to 

create the proper expectations with non-market-

ing executives.  

 •  Review the list of priorities

 •  Communicate project groupings based 

on skillsets most likely to apply for the job.  

  (Example: If the c-suite wants SEO, Website development, and video, communicate that SEO 

  and Website development skills may be found with one candidate, but that Video 

  production would most likely not be a core competency of the Web Dev/SEO candidate.)

 •  Be Prepared: 

  - Have time budget estimates

  - Training budget estimates

  - Realistic output estimates

Setting the proper expectations with all stakeholders in your organization will help ensure a more 

successful outcome.  

If the c-suite continues to push for multi-disciplinary project completion simultaneously, offer the 

suggestion of outsourcing the technical marketing delivery function.  Agencies can often be hired 

for the same or less than a new employee without training or management overhead. Also, this will 

allow you to focus on the company, while working with the agency to deliver results. 
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Step 4: Don’t Compromise
•  Soft Skills review. Compromising on time and scope of work is important for success, but compro-

mising on soft skills is never an option. No matter the items on the list, hiring someone who is a 

team player and fits the corporate culture is a must. Remember, this person has a year’s worth of 

work in front of them on a prioritized list the c-suite will be watching. You want someone with a 

great attitude, passion, and a can-do spirit.

•  The Candidates. The next phase is always the 

hardest: actually finding someone who fits 

the refined hard skills requirements while 

possessing the soft skills necessary to fit the 

team. Locating the perfect candidate with the 

available budget is challenging. Compromising 

only on hard skills and salary for a successful 

hire, never compromising on soft skills. Also, if 

you fall short in your search, consider outsourcing as an option to ensure your marketing initiatives 

are successful in the coming year. 50 Marketing uses this process when hiring agency employees. 

Whether you are building an agency or growing your internal marketing department, this guide 

will help you increase the odds of success.
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With clients in 32 states and counting, 50 Marketing 

provides marketing, advertising, and digital services that 

are successful across geographies, industry types, and 

markets. Learn how 50 Marketing can help you grow.

AVAILABLE FROM 8AM TO 5PM

724-676-4965
 www.50marketing.com

 info@50marketing.com

Contact Us


