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1. Introduction & Overview 

Recruitment is one of the most critical, yet resource-intensive functions in any 
organization. Finding the right candidate, coordinating interviews, tracking status, 
managing communication, all of these can consume large chunks of time and can be 
error-prone. 

Vryno Recruito is a recruitment management / applicant tracking system designed to 
make the hiring process smoother, more efficient, more transparent, and more scalable. 
Its goal is to allow HR teams, hiring managers, and recruiters to manage job postings, 
applicant screening, interview scheduling, candidate pipelines, communication, and 
reporting from a unified system. 

With Recruito, organizations can reduce administrative overhead, improve candidate 
experiences, ensure consistency in selection processes, and make data-driven hiring 
decisions. 

 



2. Business Rationale & Value Proposition 

Here are the problems that many organizations face in recruitment, and how Recruito aims 
to address them: 

Common Challenges in Hiring 

• Multiple channels for candidate sourcing (job boards, referrals, social media) 
leading to scattered data. 

• Manual tracking of applicants via spreadsheets or email threads, increasing errors 
and duplications. 

• Difficulty coordinating interviews among several stakeholders (recruiters, hiring 
managers, candidates), especially with conflicting calendars. 

• Delays in follow-ups, lack of reminders, low candidate engagement or experience. 
• Poor visibility into hiring metrics (time to hire, drop-off rates, pipeline bottlenecks), 

making it difficult to improve the process. 
• Limited automation leads to repetitive manual tasks, which wastes HR time and 

slows hiring. 

What Recruito Brings (Value) 

• Centralization: All candidate information, job postings, communications, and 
workflows in one place. 

• Automation: Automate repetitive tasks like resume parsing, status updates, 
scheduling reminders. 

• Visibility: Dashboards and reports give insight into how hiring is progressing, where 
delays are, what sources are effective. 

• Customization: Ability to adapt workflows to different roles or departments. 
• Improved communication: Automated messages, reminders, status updates to 

candidates and stakeholders. 
• Scalability: As hiring volume grows, the system supports more active jobs, more 

users, more communication volume. 

 



3. Key Features & Functionality 

Here is a breakdown of the main features of Recruito, and how they help with the hiring 
lifecycle. 

Feature What It Does Key Benefit 

Candidate 
Management 

Maintain a database of applicants; 
view their profiles, resumes, 
interactions; tag / categorize 
candidates. 

Ensures you can track everyone 
in one system without losing 
data; easy retrieval/search. 

Job Posting 
Tools 

Create job openings, publish them to 
boards/social media, manage active 
job slots. 

Speeds up sourcing; ensures 
job visibility. 

Resume 
Parsing & 
Screening 

Automatically parse candidate 
information from 
resumes/applications and extract 
relevant data. 

Reduces manual data entry; 
speeds initial screening. 

Hiring 
Pipelines 

Visual pipelines showing where each 
candidate is in the process (applied, 
screening, interview, offer, etc.). 

Keeps progress clear; helps 
identify bottlenecks. 

Interview 
Scheduling 

Integrated calendar sync; reminders; 
coordination among interviewers. 

Cuts down back-and-forth 
emails; reduces scheduling 
conflicts. 

Automated 
Workflows & 
Status 
Updates 

Move candidates through stages 
automatically; send pre-set 
communications (emails/SMS) at 
each stage. 

HR team spends less time on 
repetitive tasks; better 
candidate experience. 

Templates & 
Communicati
on Tools 

Email or message templates; 
standardized feedback forms; 
possibly SMS or telephony integration. 

Faster communication; 
consistent messaging. 

Analytics & 
Reporting 

Metrics like time-to-hire, candidate 
source effectiveness, drop-off rates, 
pipeline health; dashboards. 

Helps management make 
informed decisions; optimize 
hiring strategy. 

Customizatio
n & Layout 
Rules 

Ability to configure how workflows 
operate, rules for candidate 
movement, custom dashboards. 

Flexibility to match internal 
processes; avoid forcing HR to 
adapt to rigid software. 



Candidate 
Pools / Talent 
Pooling 

Store candidates for future roles; 
nurture relationships. 

Reduces time to fill recurring 
roles; improves sourcing 
efficiency. 

Scalability in 
Communicati
on Volume 

Limits or allowances for number of 
active jobs per recruiter, emails per 
day/org; ability to scale up. 

Businesses know what 
capacity exists; avoid over-
usage or unexpected costs. 

SMS / 
Telephony 
Integration 

Optionally send messages / make 
calls via integrated telephony tools. 

Multi-channel candidate 
communication; can reach 
candidates more effectively. 

 

4. Plans, Pricing & Usage Tiers 

Recruito offers tiered plans which differ in terms of features and usage limits. Here is how 
the offerings are structured and what to expect. 

Tier Key Features / What’s Included Usage Limits / Constraints 

Essentials 

Candidate management; workflows & 
automation; hiring pipelines; basic job 
postings; daily email capacity; core job 
slots per recruiter. 

E.g., a limit on number of active 
jobs per recruiter; a cap on 
number of emails per day or 
organization. 

Enterprise 

Everything in Essentials plus advanced 
layout/customization; reporting / 
dashboards; increased job slots; higher 
email capacities; SMS & telephony 
integrations. 

More communications per day; 
more active jobs; possibly 
custom usage or user-based 
pricing. 

Additional notes: 

• Pricing is per organization or per user, depending on the plan. 
• Local pricing is provided (i.e. in different currencies) in regions where Recruito 

operates. 
• Higher tiers unlock more advanced features and higher usage allowances. 

 



5. Use Cases & Industry Applications 

Recruito is suitable for many sectors and types of hiring needs. These are some typical 
use-cases and examples of how different organizations might use the product. 

Use Cases 

• A mid-sized technology company using Recruito to handle all jobs from intern to 
senior technical roles. They use pipelines for each job, screen resumes with 
parsing, schedule technical and HR interviews, monitor time-to-hire, and maintain 
talent pool for future recruiting. 

• A retail chain with high hiring volumes for store positions. Using Recruito to post 
jobs to job boards, filter applicants, schedule group interviews, send reminders, 
and avoid drop-offs. 

• A consulting firm that often hires contractors and freelance talent. They maintain a 
“pool” of pre-screened candidates and use Recruito to quickly activate hiring 
processes when projects arise. 

• A healthcare provider or hospital using Recruito to ensure compliance, maintain 
candidate records, organize credentialing, and automate communications with 
applicants. 

• Educational institutions hiring for faculty / administrative staff across departments; 
using custom workflows for each department, managing multiple interview panels, 
and comparing candidates. 

Benefits in These Industries 

• Faster hiring reduces cost of unfilled positions. 
• Better candidate experience helps employer brand. 
• Data insights help allocation of recruiting budget to best channels. 
• Maintaining talent pools reduces sourcing time. 
• Automations reduce hiring manager / recruiter workload. 

 



6. Technical / Integration Aspects 

Recruito’s effectiveness depends on how well it integrates and fits into your technology 
stack and how stable / secure / usable it is. 

Integration Capabilities 

• Integration with job boards and channels to post or push job openings outward. 
• Calendar synchronization (for interview scheduling) so that availability of 

interviewers is reflected automatically. 
• Possibly email / notification systems (SMTP / SMS / telephony) for communicating 

with candidates. 
• Integration with HR systems (HRIS), or onboarding tools, or background check 

systems (as needed) to reduce duplication. 
• APIs or export/import capabilities for data extraction (e.g. exporting candidate lists 

or metrics). 

Security, Compliance & Privacy 

• Secure handling of candidate data: encryption, access control, permissions (who 
can see what). 

• Compliance with data protection regulations in relevant jurisdictions (for example, 
GDPR if operating in or dealing with EU candidates). 

• Audit trails / logs for visibility into who did what, when (feedback, status changes). 
• Data retention policies (how long candidate info is kept, deleting or archiving old 

ones). 

Usability & Performance 

• Clean, user-friendly interface so recruiters, managers, and candidates have good 
experience. 

• Mobile-friendly access or at least responsive design so tasks can be done from 
tablets or phones. 

• Performance under load: when many active jobs, many concurrent users, many 
emails / communications. 

• Uptime / reliability and backup / disaster recovery. 

 



7. Benefits & ROI Metrics 

For organizations evaluating Recruito, here are metrics and expected benefits, and how to 
estimate ROI. 

Quantifiable Benefits to Expect 

• Reduced time-to-hire: Automations reduce manual work; faster scheduling; faster 
screening. 

• Lower cost per hire: Less admin, fewer delays, better candidate sourcing. 
• Better candidate experience: Fewer drop-offs, better feedback, more timely 

communication. 
• Higher hiring velocity & fill-rate: More roles filled in given time. 
• Reduced errors/missed communications: Fewer lost emails, unclear status, etc. 

Cost Considerations 

• Subscription cost per user / org. 
• Incremental costs for communication (email bulk, SMS/telephony). 
• Implementation / training. 
• Possibly data migration costs if moving from older systems. 

ROI Calculation Approach 

1. Baseline your current hiring metrics: time-to-hire, number of open positions, 
number of roles unfilled, number of hours spent manually tracking, scheduling, etc. 

2. Estimate improvement: e.g. reduce manual scheduling by X hours per week, reduce 
time in each stage by a percent, reduce candidate drop-off. 

3. Translate that into cost savings + opportunity cost savings (for example faster hires 
= more revenue or lower cost of vacancy). 

4. Subtract the cost of the tool + operations. 

Often, organizations see payback in a few months if hiring volume is moderate to high. 

 



8. Competitive Landscape & Differentiators 

To understand Recruito’s positioning, it helps to see it in context of other recruitment / ATS 
/ HR tech tools. What makes it stand out, and where others may be better in certain use-
cases. 

Differentiators for Recruito 

• Balanced mix of candidate management + automation + communication + 
reporting. 

• Pricing tiers that are scaled for both small-to-medium sized orgs and larger teams. 
• Usage limits tuned to realistic hiring volumes (active jobs per recruiter, 

email/communication quotas). 
• Layout / workflow customizations to adapt to multiple hiring types or departmental 

needs. 
• SMS / telephony optional integrations for more advanced communication. 

9. Implementation & Best Practices 

To get the most out of Recruito, here are recommendations and steps for successful 
deployment and usage. 

Setup & Deployment 

1. Map out your hiring process clearly: the stages, roles, communication, handoffs. 
2. Define needed workflows: What triggers status changes, when communications are 

sent, who reviews feedback. 
3. Decide user roles & permissions: who can access which candidates, who can edit 

which parts. 
4. Migrate existing candidate data carefully; clean up duplicates. 
5. Onboard hiring managers and recruiters; provide training; set sample jobs to test 

workflows. 

Day-to-Day Best Practices 

• Use templates to standardize communications and avoid delay. 
• Keep pipelines clean: archive closed roles, move candidates promptly. 



• Set up reminders for interviews & follow-ups to avoid delays. 
• Use dashboards & reports regularly to identify bottlenecks. 
• Maintain a talent pool of past candidates for reuse. 

Continuous Improvement 

• Collect feedback from recruiters and candidates on what works / what doesn’t. 
• Monitor metrics like time-in-stage, drop-off, candidate satisfaction. 
• Adjust workflows, communications templates, and automation rules accordingly. 
• Review costs especially around communications (SMS, calls) to ensure no 

overspending. 
• Stay updated on feature releases; explore new features (analytics, integrations, 

etc.) that can add value. 
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