
	  
	  

	  
	  
	  
	  
	  

Candidate 
Experience & 
Engagement!

DIGGERAPP!

eBook!

1	  



What’s inside!
•  Introduction!

•  The Difference between Experience & Engagement !

•  Candidate Experience!

•  The Impact : Candidate Experience!

•  Recommendations!

•  CCE (Continuous Candidate Engagement)!

•  What you need now!

•  Candidate Centric Journey !

•  Leveraging Technology !

•  Conclusion !

! 2	  



Introduction	  
	  
	  	  
Today’s socially engaged and digitally connected candidates expect 
employer brands to be authentic, transparent and easily accessible, 
just like a consumer brand.!
As candidates research our companies, they're looking for easy 
access to information, personalized engagement and two-way, 
instant communication.!
Candidates not only act like consumers when searching for jobs, 
candidates are the consumers at many companies. It's why a bad 
candidate experience doesn't just affect our ability to recruit; it now 
impacts our company's ability to grow.!

 !

This shift requires all of us to place a new priority on how 
we communicate and engage with candidates. As we 
prioritize new initiatives to improve our candidate 
experience, it’s important to expand our focus from 
streamlining processes to increasing communications. 
Making this part of our Recruitment Marketing strategy 
will help us differentiate our company as an employer, 
and create net promoters of our brand along the way.!
Humanizing the candidate experience is a win-win for 
employers and talent. Let’s DIG forward together and 
lead the change.!

DIGGERAPP	  
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The Difference !
	  

	  
	  

"83% of 
candidates 

rate their job 
search 

experience 
as poor."!

- Bersin by 
Deloitte !

	  

Providing a great candidate experience can no longer be seen as a ‘nice to have’ for 
organizations. Rather, it is a fundamental requirement with far-reaching implications. !
While candidate engagement and experience should be related to your overall 
strategy to bring on the best talent possible to your organization, they are in fact two 
different practices you can use to your advantage.!
 !
Candidate Engagement refers to how responsive candidates are throughout the 
recruiting process. If a candidate is sufficiently engaged, communication seamlessly 
flows two ways. This is extremely crucial to the hiring process, as it is much more 
difficult to convert a disengaged candidate to an employee. Not to mention, 
disengaged candidates that slip through the cracks and wind up as employees, often 
end up as disengaged employees. This is the worst case scenario for a recruiter. 
These are the employees that produce mediocre results, complain, and are often 
detrimental to your company culture. It’s best to take care of this problem from the 
start with an engaging hiring process.!
Candidate Experience is defined as how job seekers perceive and react to an 
employer’s sourcing, recruiting, interview process, hiring, and onboarding. As a 
recruiter, you are the gatekeeper for your entire company. You are the first contact 
and first impression from the candidate perspective. This is exactly why candidate 
experience is so important. It significantly raises your chances of converting your 
candidates into new hires. In addition to this, if you choose not to move forward with a 
candidate, giving them a positive experience can seriously benefit you in the long 
run. Initially, they are more likely to speak positively about their experience with peers. 
Second and perhaps even more important, a positive experience betters your chance 
of reaching back out to that candidate if a better opportunity arises.!
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Candidate 
Experience !
!

Experience and brand go hand-in-hand!
!
The number one recruitment marketing practice to implement in 2019 for 
a competitive advantage is to personalize the candidate experience 
while remaining authentic, compelling, and anchored to your brand. !
There are four things to consider:!
!
•  Candidate personalization builds rapport through a tailored 

experience, customizing each interaction to an individual’s 
preferences and behavior—but it’s not all robots and algorithms. 
Personalization can be a “Welcome Back!” intro, an employee 
testimonial for a specific position, or communicating meaningful 
content that is relevant to a candidate’s career goals and interests. 
Personalization is helping a candidate see themselves in your 
organization before and after they click “ Apply Now.”!

•  Authenticity is critical to providing a clear and transparent view of 
your culture, opportunities and values. This is sharing details about 
your relaxed dress code, frequent travel opportunities, and other 
real details that illustrate the opportunities and challenges in the 
role. If y our recruitment marketing is genuine and reflects the 
reality of your organization, your candidates won’t experience 
curveballs in the hiring and onboarding process.!

•  Compelling content is what turns views to clicks, clicks to 
applicants and—of course—applicants to hires. This is sharing your 
message in a meaningful, actionable, and differentiated w ay that 
makes an impact on your relevant audiences. From email marketing 
to subject lines to social updates and more, there are endless 
creative ways to say, “We’re Hiring!”!

•  Anchoring your employer brand to your consumer brand reinforces 
the cohesiveness of y our business. After all, candidates are also 
consumers and are far more likely to buy products and services 
from an organization that treats them with respect in the hiring 
process.!

Candidate experience often begins 
before application !
The first touchpoint in the candidate journey 
often starts before a candidate submits a 
resume or applies for a vacancy.  It’s starts with 
Brand Awareness, whether positive or negative.    !
Today’s employees – of all generations – are 
seeking careers, not jobs.!
The candidate market is narrowing. Today’s 
talent has full transparency into what they're 
worth (and what competitors are offering), and 
they are refusing to join and/or leaving quickly if 
their career expectations aren’t met. Beyond 
that, 66 percent of candidates are sharing their 
negative experiences across the wealth of 
platforms available. Ultimately, today’s leaders 
recognize that people – your talent – steer the 
ship. In turn, employment branding has never 
been more integral to the health of your 
business. !
!
A direct correlation between candidate 
experience and employer brand has recently 
been demystified through the following realities:!
•  You are just not hiring employees, but 

ambassadors of your business.!
•  The people you hire today will determine 

the kind of culture and brand you build 
tomorrow.!

•  Your employees are your greatest point of 
differentiation and the biggest asset in 
creating a competitive advantage.!

	  
	  

“If you always do what you’ve always done, you'll  
always get what you’ve always got.” – Henry Ford"5	  



The impact of 
candidate 
experience 	  

!
!

Candidates 
who are 

satisfied with 
their 

experience 
are 38 % 

more likely to 
accept a job 

offer !
!

While having a positive impression of the organization before applying is of 
crucial  importance, it is equally imperative to note that candidate experience 
can be linked to important outcome measures. !
!
Positive candidate experience linked to greater advocacy "
The experience someone has as a candidate is associated with their willingness 
to recommend the organization. !
This willingness to recommend the organization appears to be influenced by all 
aspects of the hiring process, from being kept well informed, through to ease 
and speed of completing the application, interview and assessment !
"
Positive candidate experience linked to greater job acceptance"
As recruiters know only too well, a recruitment process can not only be time-
consuming, it can also be expensive. It takes a lot of time to go through job 
postings, interviews, assessments, background checks, etc. and effort from 
many people, including the recruiter, HR department and hiring manager. If at 
the end of that process a job offer is declined, not only is time and effort wasted, 
but the right talent could have been missed.   !
Investing in a positive candidate experience could save time and money, and 
most importantly secure the right talent, by contributing to a higher acceptance 
rate. !
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Recommendations!
	  	  
Enhance employer branding: Candidates who like the brand or reputation of the hiring organization are 
more likely to apply and, even if they do not receive a job offer, they are more likely to apply again. Therefore, 
organizations should start with a good employer branding strategy that relates specifically to the hiring situation. !
!
 !
!
Improve communication: Candidates want to be kept well informed during the recruiting process. 
Furthermore, one of our earlier studies revealed that high-potentials are more attracted to organizations offering 
mobile recruiting.1 For these reasons, hiring organizations may want to consider using multiple channels, 
including mobile and other recruiting technologies, to connect with candidates and keep them updated 
throughout the recruiting process. !
!
!

!

Adopt Augmented Intelligence for Talent Matching and Automation:  It can sift through hundreds 
of resumes, automatically match the right candidates to the right job, notify candidates that they do not meet 
requirements, suggest other available positions for them and tackle both drudge work and highly detailed 
functions with very little human supervision.!
	  

“Before you deliver a great candidate experience you need to know what it looks like. Map it out with every touchpoint and comms and work 
backwards. Look for simply improvements that when joined up delivers massive benefits”. Benjamin Gledhill"

“Communication is key. Make the time to proactively communicate with candidates and eliminate the black hole that so many feel they fall into 
after they engage with an employer. If you’re not moving someone forward in the process, tell them. Don’t leave them guessing what’s next” - 

Jill Shabelman"

“Communicate better. Start with a candidate communication audit. Look at how and when candidates are being communicated with throughout 
their candidate experience. Every time a candidate touches your organization, what communication are they receiving, from whom, how is it 

being delivered and what “message” are you really sending them?"
A quick improvement is to look at your recruiting template emails and rewrite them so they sound more conversational, are personalized with at 

least the candidate’s first name and what job they applied to. Even better is if you can tell candidates what to expect next depending on the 
stage they’re in, and offer useful resources to help them in their job search, even if they don’t ultimately land that job with you.”"
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Continuous 
Candidate 
Engagement !
!

Continuous Candidate Engagement (CCE)!
!

A candidate-centric recruiting model encompassing both technology solutions and strategies to 
continuously engage candidates in the right way, from first look to first day.!
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What You Need 
Now:!
	  
In the quest for top talent, a CCE strategy creates a sustainable and 
defensible competitive advantage, establishing your hiring organization as a 
key growth driver for the company and your brand as a magnet for talent. 
We’re facing a strategic imperative to embrace Continuous Candidate 
Engagement, and companies that don’t adapt will be left behind.  The model 
of the past, which was built on administrative!
efficiency, recruiter-centered processes and transactional relationships, no 
longer applies.!
To access, attract and retain the best talent—whoever they are, wherever 
they are—you must put the candidate at the center of the journey.!
A candidate-centric approach shifts the focus from managing requisitions to 
creating remarkable candidate journeys that enable you to engage at the 
right time, in the right way, throughout the entire process.!
!
LEVERAGING THE HUMAN TOUCH CYCLE!
Conversations, engagement and messages should be deliberate starting with 
recruiting focus groups, research and information gathered in understanding 
your own candidate recruiting process. This means planning, plotting and 
building your candidate touches that are customized for each individual job 
title and position you are recruiting for. Instead of broadcasting the widest net 
using what I can spray and pray practices, establish relationships touches 
and engagements to reach your candidate audience. It’s the best long term 
strategy for successful recruiting.!
 !
The touch cycle can be a combination of automated, programmed and 
custom engagements that are focused and pre-programmed ensuring that 
your recruiting team isn’t stuck wading through the black hole soul sucking 
wasteland of social media.!
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The Journey first : 
Candidate - Centric!

!
!
!
!
!
!
THE CANDIDATE JOURNEY … ISN’T LINEAR!

Despite a desire to bring order to chaos, the candidate 
journey is all over the place. People fall in and out of their job 
hunt, and their interest in your company fluctuates all the 
time. They change their minds; they gather information, and 
they make decisions.!

THE CANDIDATE JOURNEY … ISN’T ALL THAT POSITIVE!
!
Over the years, our industry has gotten a reputation for being 
a black hole. Candidates apply for a position and too often 
get nothing at all to indicate they were seen by an opaque 
system. This reputation is so strong that candidates never 
expect to hear from a company unless they are selected. 
They have limited confidence that their application is even 
being reviewed!!
!
THE CANDIDATE JOURNEY … DOESN’T END!

The candidate journey does not end at the hire stage. It is 
important to market continually to your internal talent as well. 
Keep them engaged with your growth and show them the 
difference they are making at your company. In addition to 
creating internal brand advocates in new hires, you still need 
to make the people who were not selected to join your 
company feel important. The critical piece here —and the 
real opportunity— is to develop targeted nurturing strategies 
for people who are not selected, but would make a great 
addition to your team at another time.!

!
!
It’s pretty much impossible to impact the 
candidate experience if you have no idea what 
the candidate does, thinks, and feels throughout 
their journey.!
What kind of talent are we attracting? How are we 
engaging them? How are we influencing their 
decision to continue on their journey with us?!
	  

10	  



Leveraging	  
Technology	  

Speed !
Recruitment automation software can help you speed up 
sourcing and screening by using AI to learn the job 
requirements and automatically find, shortlist, and rank 
candidates for you.!
By dramatically speeding up the sourcing and screening 
stages, recruiters can reach out to candidates that much 
faster, whether you want to move them to the next stage or 
reject them. !
Even for rejected candidates, if they feel they’ve received a 
fair and positive candidate experience from you, they’ll be 
much more receptive to hearing from you again in the future.!
!
Communication !
Unfortunately, companies are often notoriously bad at 
providing any clarity, context, or communication during a 
hiring process. !
Technology can be a huge help here: whether it’s some type 
of recruiting automation to your ATS, using chatbots, or 
automating the process such that humans can easily email 
back and forth with candidates.!
!
Feedback !
The lack of feedback is a huge frustration and impediment to 
candidate engagement. !
Technology solutions such as AI can both screen, grade and 
rank candidates based on their qualifications and also 
provide you with details on why someone is or isn’t a good fit 
for the role.!
Then you can tailor the feedback to rejected candidates and 
actually give them a response. That’s high-touch candidate 
engagement.!
	  

The hiring tables have turned. We are 
now in the era of jobs finding people 
rather than people finding jobs.!
However, from personalized email 
outreach, to scheduling interviews, to 
answering questions in a timely manner, 
to fostering a relationship with 
candidates, recruiters have a lot on their 
plates when it comes to candidate 
engagement. With so much to do, they 
may not have the time it takes to provide 
the candidate experience they wish they 
could. Fortunately, busy recruiters don’t 
have to make sacrifices when it comes to 
candidate engagement anymore. By 
augmenting current hiring processes 
using recruiting automation, recruiters 
can automate the more manual and time 
consuming parts of candidate 
engagement so they can spend their 
time bringing a human touch to the hiring 
process. Technology can be leveraged 
to improve candidate engagement for 
the main problem areas :! 11	  



Conclusion !

"

"
“Candidates know 
when they’re being 

treated like just another 
number, and that 

doesn’t fly in today’s 
competitive landscape. 

When we created a 
team to focus on 

continuously engaging 
with candidates in ways 

that made them feel 
important and valued, 

we started hearing from 
candidates that we 

were doing an amazing 
job, regardless if we 

hired them or not. 
That’s a big win in my 

book.”!

!
Candidates aren’t the only ones who benefit by shifting to a Continuous 
Candidate Experience  strategy. It’s also about making recruiting easier, 
faster, and less expensive for both recruiters and hiring teams alike. CCE 
lets recruiters focus on what’s important—people:!
Because much of the tedious work of recruiting will be automated, such as 
rejecting candidates and recruitment marketing campaigns, recruiters can 
leave every rejected candidate with a positive brand impression and keep 
qualified candidates warm. With the time saved, recruiters can strengthen 
their relationships with hiring managers to hone in on exactly what they are 
looking for and really get to know candidates.!

	  	  

DIGGERAPP!
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1.  DIGGER uses Artificial Intelligence & Machine Learning to match the right candidate with the right job.  Our 
Intelligent Screening software shortlists the best matching candidate for each position.!
DIGGER was developed to align potential candidates to key positions across mining operations.!
2.  DIGGER infuses your Talent strategy with a high touch model (this model is based on attraction, engagement 
& trust). Our talent attraction model calls to action being about what the candidates need and who they want to 
become, we call it the "opt-in model".  This appeals to and attracts the candidates looking to advance their 
careers, add value to their skills, work in a culture of learning and personal development, and want to contribute 
to a greater cause.  The high-touch model is proactive & relationship based, with core talent communities that is 
build upon a "system of networks".  It creates business and cultural alignment, which in turn benefits the 
organization as a whole.!
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