IT Staffing RFP Template

A structured Request for Proposal framework for evaluating IT staffing providers.
Nine scored sections, weighted rubric, and red-flag checklist. Print, fill in, and send
to 5-8 vendors.

Issuing Company:

Prepared By:

Date Issued:

Response Deadline:

Project / Engagement Name:

Estimated Annual Value:

Number of Vendors Invited:

Instructions to Vendors

Please respond to each section below with specific, quantified answers. Generic or boilerplate responses will be
scored lower. Provide supporting evidence (sample invoices, dashboards, case studies) where requested.
Responses are due by the deadline above.
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Section 1: Provider Overview

Assess operational maturity, geographic presence, and scale.

1.1 How long has your company been operating as an IT staffing provider?

1.2 In which countries do you own legal entities (not partner-dependent)?

1.3 How many engineers are you currently placing simultaneously?

1.4 What is your company headcount and geographic distribution?

Quality benchmarks: 5+ years operating, owned entities in supply countries, 100+ engineers placed simultaneously.

Red flag: Under 3 years operating or no owned entities in supply countries.

Score (1-5):

Section 2: Vetting Methodology (2x weight)

The single highest-impact section. Separates staffing platforms from resume-forwarding agencies.

2.1 Describe your full vetting funnel: applications received, screened, assessed, interviewed, accepted. What is
your acceptance rate?

2.2 What are your documented rubrics and calibration processes for technical assessment?

2.3 Do you test for Al-native tooling fluency (Cursor, Claude Code, LangChain, etc.)? Describe.

2.4 How do you assess English proficiency and async communication skills?

Quality benchmarks: Under 2% acceptance rate, four-stage vetting (technical + Al-native + English + behavioral), documented rubrics.
Red flag: Above 10% acceptance rate = resume forwarding, not vetting.

Score (1-5, then multiply by 2):




Section 3: Engagement Models Offered

Evaluate flexibility and switching costs between staffing models.

3.1 What engagement models do you offer (Talent Subscription, Direct Hire, Contract-to-Hire, Managed Team)?

3.2 Can clients switch models under one MSA without renegotiation?

3.3 What are your conversion fee mechanics for contractor-to-FTE moves?

Quality benchmarks: Multiple models under single MSA, zero switching fees, EOR-managed conversions at no cost.

Score (1-5):

Section 4: Pricing Structure (2x weight)

Transparency test. Legacy vendors hide margin in line items.

4.1 Provide a sample invoice (redacted). Is pricing a single blended rate covering wages, taxes, benefits, vetting,
EOR, and margin?

4.2 Provide rate cards by seniority level and country.

4.3 What line items are included vs. excluded? List any additional fees (transition, admin, tooling).

4.4 |s there arate lock period? If so, how long?

Quality benchmarks: Single blended monthly rate, transparent breakdown, published rate cards by seniority and country.
Red flag: Itemized 'transition fees' or ‘admin charges' outside the blended rate.

Score (1-5, then multiply by 2):

Section 5; Time-to-Match Commitments

Speed is a capability signal, not just a convenience.

5.1 What is your SLA for first-profile delivery after intake?

5.2 Typical candidate-to-interview timeline?




5.3 Interview-to-engagement-start timeline?

5.4 Are these SLAs contractually backed with penalties?

Quality benchmarks: 24-72 hours for first profiles, 5-7 days to candidate selection, 10-14 days to engagement start.

Red flag: 2-4 weeks for first profiles = legacy process.

Score (1-5):




Section 6: EOR and Compliance (2x weight)

Compliance failures are the costliest risk in offshore staffing.

6.1 In which countries do you own EOR entities (not partner-dependent)?

6.2 What statutory benefits do you provide per local law in each country?

6.3 How is IP assigned? Is assignment effective from day 1 per US/EU standards?

6.4 What misclassification protection exists? Who bears the liability?

Quality benchmarks: Owned entities, full statutory benefits, IP assignment from day 1, provider-backed misclassification liability.

Red flag: Partner-dependent EOR (Forrester: 11.4% dispute rate vs. 0.3% for owned entities).

Score (1-5, then multiply by 2):

Section 7: Replacement and Exit Terms

7.1 What is the replacement guarantee duration for Talent Subscription engagements?

7.2 What is the replacement guarantee duration for Direct Hire placements?

7.3 What are conversion fees for contractor-to-FTE moves? After what tenure?

7.4 What is the termination notice period?

Quality benchmarks: 30-60 day guarantee (subscription), 60-90 days (direct hire), zero conversion fees, 30-day termination notice.

Red flag: 14-day guarantees, multi-month conversion fees, 90-day termination notice.

Score (1-5):

Section 8: Reporting and HRIS

8.1 Describe your client portal and sample dashboards. Attach screenshots if available.




8.2 What engagement metrics do you report monthly (retention, velocity, utilization)?

8.3 Which HRIS platforms do you integrate with?

8.4 What exit documentation and knowledge transfer process do you provide?

Score (1-5):




Section 9: References and Case Studies

9.1 Provide 3-5 references in our sector at a similar company stage. Include contact name and engagement
duration.

9.2 Share anonymized engagement metrics: retention rate, sprint velocity, cost savings achieved.

9.3 Are any of these engagements 12+ months in duration?

Quality benchmarks: Sector-specific references with direct access, retention and velocity data, 12+ month engagements.
Red flag: Generic case studies without sector match or direct reference access.

Score (1-5):

Scoring Rubric

Score each section 1-5 based on answer quality. Sections 2, 4, and 6 are weighted 2x.

1 1x

. Provider Overview

2. Vetting Methodology 2X
3. Engagement Models 1x
4. Pricing Structure 2X
5. Time-to-Match 1x
6. EOR and Compliance 2X
7. Replacement and Exit 1x
8. Reporting and HRIS 1x
9. References 1x
TOTAL /60

Interpretation:
» 50+ / 60: Quality provider. Proceed to finalist interviews.
 35-49: Borderline. Ask follow-up questions on weak sections.

* Under 35: Legacy provider. Eliminate.



Check for these warning signs in vendor responses:

« Boilerplate answers that ignore your specific questions

« Internal inconsistencies across sections (e.g., claims 1.5% acceptance but short engagement lengths)

 Defensive language on commercial terms ("to be discussed in contract negotiation™)

» Generic case studies without sector match or named references

« "Rates depend on engagement volume" without published rate cards

Weeks 0-1

Weeks 1-2

Week 2

Weeks 3-4

Weeks 4-6

Weeks 7-10

Pre-RFP alignment (stakeholders: hiring manager, VP Eng, procurement, legal, security, finance)
RFP draft and internal review

Issue RFP to 5-8 vendors

Vendor Q&A; round

Receive responses, score using rubric above

Finalist interviews, reference checks, selection and MSA signing

When NOT to run a full RFP: Urgency under 30 days, engagements under $200K annually, or renewing a proven vendor with 12+

months track record.

Second Talent delivers pre-vetted senior engineers from Asia in 24 hours. Under 2% acceptance rate, owned EOR
entities across 8 countries, single blended rates, zero conversion fees. $0 upfront, replacement guarantee

included.
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