
Your ultimate guide to
candidate experience
after the pandemic

The COVID-19 pandemic was a true watershed 
event – and recruitment will never be the same 
again. Read this guide to discover how to 
capitalize on the Great Reallocation, by 
transforming your candidate experience.
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Frustrated. 
Demoralised. 

Small. 

Valued. 
Appreciated. 
Heard. 

We’re all so over-exposed to the buzzword of 

“candidate experience” that it’s easy to forget

the real people and powerful emotions 

underpinning it. 

But powerful emotions compel action – and it’s 

not so easy to forget the consequences of 

those.

You butt up against them every day.
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It’s plummeting applications

It’s mid-process withdrawals 

It’s curt candidate calls

It’s ignored interview requests 

,tàs�Mob�oǄers�decOined�

It’s declining application quality 

It’s unhappy hiring managers

It’s poor reviews

,tàs�Mobs�JettinJ�harder�to�ǇOO

It’s increasing recruitment costs

It’s heat from the C-suite 

It’s a workforce that can’t keep up

2n�the�ǈipside��deOiYerinJ�a�Jreat�candidate�e[perience�

fuels organisations’ strategic goals by making it  

easier, cheaper, and faster to hire the talent you need. 

That’s become even more important thanks to the 

pandemic. The working world has irrevocably shifted. 

Changing customer expectations mean organisational 

models are having to adapt fast, and organisations are 

racing to adapt their workforce accordingly. 

But at the same time, what the workforce wants has 

changed. The pandemic has forced a major reckoning, 

with many employees asking new questions of their 

employers and the working world. Employers urgently 

need people to help them pivot and fuel business 

recovery — but jobseekers aren’t playing ball. 

7he�eǄects�oI�poor�candidate�e[perience:
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This new era is being dubbed the Great Resignation,

with record numbers of employees either switching jobs

or quitting the workforce altogether.

41%

A recent global study found 41% of workers 

are considering quitting or changing 

professions this year, for example. 

https://www.bbc.com/worklife/article/20210629-the-great-resignation-how-employers-drove-workers-to-quithttps://www.bbc.com/worklife/article/20210629-the-great-resignation-how-employers-drove-workers-to-quitA recent global study found 41% of workers https://www.bbc.com/worklife/article/20210629-the-great-resignation-how-employers-drove-workers-to-quitA recent global study found 41% of workers 

%ut�thatàs�actuaOO\�Jreat�news��because�hereàs�the�thinJ:�the�ǈipside�oI�the�*reat�

Resignation is the Great Reallocation of talent. Recruiters are under colossal pressure, 

but you also have a unique opportunity to become an employer of choice, staking an 

unbeatable lead in the never-ending war for talent.

Candidate experience is central to that mission. 
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In this guide, we’ll explore the long-term costs

of poor candidate experience, examine what 

candidates really want, and share heaps of 

practical guidance informed by the real-world 

recruitment teams already making great progress. 

Because CX is the decisive strategic lever for 

organisation’s post-pandemic success.

Let’s talk about how you seize it.

organisation’s post-pandemic success.

Let’s talk about how you seize it.
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Candidate experience has been getting more important for years, 

thanNs�to�seYeraO�conYerJinJ�trends:�

The long-term cost of getting 
candidate experience wrong
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For businesses. Customers want new things in new 

ways, impacting the shape of the workforce needed

to deliver. New skills have emerged and change fast, 

driving recruitment needs. And the market is 

increasingly competitive, with many organisations often 

vying for the same space. Recruitment is both harder 

and more urgent, thanks to this competitive pressure. 

For employees. The typical employee no longer trades 

decades of loyal tenure for stability and some measure 

oI�ǇnanciaO�securit\.�&ompetitiYe�pressure�creates�

plenty of other opportunities if current employers fall 

short, and employees who prioritise developing 

in-demand�sNiOOs�can�e[pect�maMor�ǇnanciaO�Jains.�

Meanwhile it’s easier than ever to work from anywhere, 

opening up opportunities on a global stage.

Employees have more choice than ever, and employers 

are�desperate�Ior�the�riJht�peopOe�to�heOp�IuOǇO�their�

strategy. That translates into a landscape where 

candidates hold all the cards. In that context the 

candidate experience is central, as a major driver 

of recruitment delivery. 

$nd�then��addinJ�IueO�to�the�aOread\�red-hot�Ǉre��came�

the pandemic. Those macro trends accelerated, with 

organisations needing to pivot overnight to continue 

meeting customer demands and employees overnight 

re-evaluating the status quo.

As the Great Reallocation sweeps across the world, 

organisations will rise or fall based on their recruitment 

— and by extension, based on their candidate 

experience. 
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Laying out the stakes
Candidate experience matters so much because it doesn’t just matter now. It has long-reaching 

implications into the future of your recruitment – and accordingly, the future of the business. 

Let’s say you run recruitment for a global restaurant chain. 

At strategic level the business has recognised you’re losing market share to a new market entrant because you’re 

battling a reputation for poor service. Compounding the issue is a high attrition rate, which pushes recruitment into 

IireIiJhtinJ�mode.�

To help improve customer service, recruitment is charged with improving quality-of-hire, accelerating time-to-hire, 

increasinJ�IiOO-rate��and�improYinJ�onboardinJ.�%ut�\our�team�are�aOread\�e[tremeO\�pushed�Ior�time.�,tàs�a�hiJh-

YoOume�industr\��so�\ouàre�IieOdinJ�thousands�oI�appOications��onO\�a�smaOO�Iraction�eYen�Jet�a�response.�0an\�

candidates�Iind�worN�eOsewhere�beIore�\ou�eYen�interYiew�them.�$nd�when�\ou�do�oIIer�interYiews��the�best�

candidates�can�rareO\ maNe�the�times�\ou�oIIer�because�the\àre�at�worN�themseOYes.�

��Plus, the recruitment process is enormously inconsistent because you’re engaging with busy hiring managers 

07across�hundreds�oI�restaurants.�$nd�onboardinJ�is�patch\�at�best.�



That has immediate consequences – like high drop-outs, slow time-to-hire, missed opportunities to hire great people, 

and poor on-the-job performance. But the real damage comes longer-term, as negative reviews and feedback 

compound into employer brand damage.

That’s a hard cycle to break free from.

Because suddenly, your poor candidate experience doesn’t only impact your immediate candidates – it impacts all 

possible future candidates too. It’s the people who read your advert but apply to a competitor instead. It’s the 

growing negative Glassdoor reviews. It’s the escalating disquiet among existing employees, who’re juggling too many 

shifts and are unhappy with what your brand has become. It’s the ever-increasing pressure on recruitment as attrition 

escalates and hiring gets constantly harder.

Now, instead of helping solve the business’ strategic issues, you’re making it worse by actively contributing to a poor 

brand perception. Customers get increasingly poor service from increasingly harried employees in an accelerating 

downwards cycle.  

5ecruitment�shouOd�be�a�strateJic�business�partner�but�instead�itàs�a�cost-centre��probOem-creator��proIitabiOit\-eater.�

Candidate experience isn’t the only factor this hinges on. But it’s a big one. 
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Luckily, candidate experience might be 

multi-faceted but it’s not complicated. 

Let’s dig into the things candidates are 

looking for, and practical actions you can 

take to meet (and exceed!) those 

expectations. 
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Let’s start by looking at what candidates typically want. 

Improving your 
candidates’ experience 

1�
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What do 
candidates want?

Transparency.

Candidates want to be 

kept in the loop about 

how their application is 

proceeding and clarity 

over what to expect in 

the future, like timelines 

and interview process. 

Speed.

Candidates are your 

customers – and like 

customers, they don’t 

like being kept waiting. 

$�Iast��eǅcient�

recruitment process 

proves you value your 

candidates’ time. 

Convenience.

Candidates want an 

application experience 

that works around 

them��ǇttinJ�seamOessO\�

into their already-busy 

lives. An experience 

that empowers them to 

put their best foot 

forwards, without 

wasting time. 

Fairness.

Candidates want to feel 

they’ve, and everyone 

else, has been treated 

fairly, without 

discrimination. They 

want to trust if they join 

you, you’ll be 

an employer who 

prioritises ED&I. 

https://tribepad.com/article/candidate-Candidates are your https://tribepad.com/article/candidate-Candidates are your 

experience-needs-improving/customersexperience-needs-improving/customers – and like experience-needs-improving/ – and like experience-needs-improving/

https://tribepad.com/article/12-hands-an employer who https://tribepad.com/article/12-hands-an employer who 
on-ways-to-build-a-fair-and-inclusive-
recruitment-process-and-culture/prioritises ED&I. recruitment-process-and-culture/prioritises ED&I. 

https://tribepad.com/article/candidate-experience-needs-improving/
https://tribepad.com/article/12-hands-on-ways-to-build-a-fair-and-inclusive-recruitment-process-and-culture/


None of those eight things are rocket science – but organisations consistently fall short. 

7hatàs�Iantastic�news�Ior�\ou��because�it�means�itàs�not�that�diǅcuOt�to�oǄer�a�stand-out

candidate experience in your space and make inroads into becoming an employer of choice.

Remember – there’ll be winners from this great reallocation of talent. 

This next chapter will help you take the right steps to make sure that’s you. 12

Honesty. 

Candidates don’t 

always expect to get 

hired – but they do 

want honest input into 

why they’re not right, if 

that’s the case. And 

honest communication 

about why delays 

might’ve happened. 

Empathy. 

Job-seeking can be 

frustrating, 

anxiety-inducing, and 

stressful. Candidates 

want to feel you 

understand their 

experience, and treat 

them with compassion 

and empathy. 

Respect. 

Nobody wants to feel 

like a number. However 

early in your process, 

candidates look for 

siJnaOs�that�their�eǄort�

applying and interest in 

you is reciprocated and 

respected.

Support.

Whether it’s help 

preparing for a video 

interview, navigating 

your application 

journey, or information 

about your company, 

candidates want to feel 

supported while they 

engage with you. 
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When you think about candidate experience, you 

probably focus on your permanent workforce. But 

contingent workers are becoming an increasingly 

critical part of today’s successful workforces, 

especially after the pandemic has proven the 

urgent need for agility. 

A note on contractors, 
freelancers, and temps



Being an employer of choice for freelancers, 

contractors, and temps is becoming equally 

important as for employees – and will dictate how 

agile and resilient your organisation is into the 

Iuture.�2ǄerinJ�an�e[ceOOent�contractor candidate 

experience is crucial – so when you read through 

this section, think about how you can apply these 

tips to your contingent as well as permanent 

recruitment. 

Today’s most successful enterprises are 

increasinJO\�remoYinJ�ǈe[ibOe�hirinJ�Irom�under�

the procurement umbrella and moving towards a 

total talent management approach. That’s coming 

hand-in-hand with the rise of integrated talent 

suites that include end-to-end freelancer 

management capability. 

Let’s go. 

https://tribepad.com/article/7-ways-to-become-an-employer-of-choice-for-freelancers-and-contractors/Being an employer of choice for freelancers, https://tribepad.com/article/7-ways-to-become-an-employer-of-choice-for-freelancers-and-contractors/Being an employer of choice for freelancers, https://tribepad.com/article/7-ways-to-become-an-employer-of-choice-for-freelancers-and-contractors/https://tribepad.com/article/7-ways-to-become-an-employer-of-choice-for-freelancers-and-contractors/Being an employer of choice for freelancers, 

https://tribepad.com/article/7-ways-to-become-an-employer-of-choice-for-freelancers-and-contractors/contractors, and tempshttps://tribepad.com/article/7-ways-to-become-an-employer-of-choice-for-freelancers-and-contractors/contractors, and temps is becoming equally https://tribepad.com/article/7-ways-to-become-an-employer-of-choice-for-freelancers-and-contractors/ is becoming equally https://tribepad.com/article/7-ways-to-become-an-employer-of-choice-for-freelancers-and-contractors/contractors, and tempshttps://tribepad.com/article/7-ways-to-become-an-employer-of-choice-for-freelancers-and-contractors/contractors, and tempshttps://tribepad.com/article/7-ways-to-become-an-employer-of-choice-for-freelancers-and-contractors/https://tribepad.com/article/7-ways-to-become-an-employer-of-choice-for-freelancers-and-contractors/contractors, and temps is becoming equally 
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https://tribepad.com/article/is-this-forgotten-factor-hurting-your-candidate-experience-and-flexible-workforce/
https://tribepad.com/article/is-this-forgotten-factor-hurting-your-candidate-experience-and-flexible-workforce/
https://tribepad.com/flex-contractor-management/
https://tribepad.com/flex-contractor-management/
https://tribepad.com/article/7-ways-to-become-an-employer-of-choice-for-freelancers-and-contractors/


Recruiters would struggle to navigate today’s hiring landscape 

without automation, especially if you’re battling huge application

volumes. And post-pandemic almost every business is looking to 

streamline costs, increasing pressure on recruitment teams to do 

more with less.

A blessing or a curse?
Recruitment automation 

https://tribepad.com/article/using-rec-tech-to-manage-soaring-application-vowithout automation, especially if you’re battling huge application https://tribepad.com/article/using-rec-tech-to-manage-soaring-application-volumes/without automation, especially if you’re battling huge application without automation, especially if you’re battling huge application without automation, especially if you’re battling huge application https://tribepad.com/article/using-rec-tech-to-manage-soaring-application-volumes/without automation, especially if you’re battling huge application https://tribepad.com/article/using-rec-tech-to-manage-soaring-application-volumes/

https://tribepad.com/article/using-rec-tech-to-manage-soaring-application-volumes/volumes. And post-pandemic almost every business is looking to https://tribepad.com/article/using-rec-tech-to-manage-soaring-application-volumes/volumes. And post-pandemic almost every business is looking to volumes. And post-pandemic almost every business is looking to https://tribepad.com/article/using-rec-tech-to-manage-soaring-application-volumes/volumes. And post-pandemic almost every business is looking to https://tribepad.com/article/using-rec-tech-to-manage-soaring-application-volumes/volumes. And post-pandemic almost every business is looking to volumes. And post-pandemic almost every business is looking to https://tribepad.com/article/using-rec-tech-to-manage-soaring-application-volumes/volumes. And post-pandemic almost every business is looking to https://tribepad.com/article/using-rec-tech-to-manage-soaring-application-volumes/volumes. And post-pandemic almost every business is looking to volumes. And post-pandemic almost every business is looking to 
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In other words – automation is recruiters’ best friend. 

But what about for candidates? Is recruitment 

automation�a�necessar\�eYiO�that�improYes�eǅcienc\�

at the expense of the candidate experience, or can 

technology help improve CX?

80%

More than 80% of recruiters agree 

recruitment automation improves 

their productivity 

HubSpot

Recruiting Automation Trends Report

16

https://cdn2.hubspot.net/hubfs/202646/Recruiting%20Automation%20Trends%20Report%20(Final).pdf


In the positives’ corner…

IF YOU DO ONE THING…

Add a section on your website or during your 

appOication�ǈow�that�e[pOains��in�cOear�OanJuaJe��

exactly how, where and why you use automation. 

0aNe�the�beneǇts�to�\our�candidates�cOear�Ý�OiNe�

“we use automation to speed up our internal 

review process, so you get feedback 

as fast as possible”. 

In the negatives corner…

https://learn.tribepad.com/en-gb/hybrid-hiringhttps://learn.tribepad.com/en-gb/hybrid-hiringhttps://learn.tribepad.com/en-gb/hybrid-hiringhttps://learn.tribepad.com/en-gb/hybrid-hiringhttps://learn.tribepad.com/en-gb/hybrid-hiring
https://learn.tribepad.com/en-gb/hybrid-hiring

https://learn.tribepad.com/en-gb/hybrid-hiring
https://learn.tribepad.com/en-gb/hybrid-hiring
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Automation increases recruiters’ productivity, 

which ultimately accelerates time-to-hire. 

Often dramatically. 

Automation introduces consistency, which 

contributes to a fair, inclusive hiring process.

Automation ensures candidates have the info 

and support they need, when they need it.

Automation allows personalisation at scale, so 

candidates who might otherwise have been 

ghosted do get timely feedback. 

Automation often allows recruiters to screen 

candidates using AI, automatically shortlisting the 

best – so the best people get the fastest service.

Discover 15 ways to automate your recruitment 

process. 

https://tribepad.com/article/15-ways-to-automate-your-recruitment-process/Discover 15 ways to automate your recruitment https://tribepad.com/article/15-ways-to-automate-your-recruitment-process/Discover 15 ways to automate your recruitment 

https://tribepad.com/article/15-ways-to-process. https://tribepad.com/article/15-ways-to-process. automate-your-recruitment-process/process. automate-your-recruitment-process/process. automate-your-recruitment-process/

Automation can perpetuate built-in biases, unless 

we’re careful to review our criteria through a fair 

and inclusive lens.

Automation often gets a negative rep – and CX 

is all about feelings. For example, our recent 

Hybrid Hiring report showed 60% of candidates 

feel they’d have a fairer chance if they were 

dealing with a human.

https://tribepad.com/article/15-ways-to-automate-your-recruitment-process/


Most recruiters agree hiring managers are one 

of their biggest bottlenecks. 

Unplug your biggest bottleneck.
The hiring manager experience 
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Jobvite
Recruiter Nation Reporthttps://www.jobvite.com/2017-recruiter-nation-report/Recruiter Nation Reporthttps://www.jobvite.com/2017-recruiter-nation-report/Recruiter Nation Report

43%

https://www.jobvite.com/2017-recruiter-nation-report/Recruiter Nation Reporthttps://www.jobvite.com/2017-recruiter-nation-report/Recruiter Nation Reporthttps://www.jobvite.com/2017-recruiter-nation-report/https://www.jobvite.com/2017-recruiter-nation-report/https://www.jobvite.com/2017-recruiter-nation-report/Recruiter Nation Reporthttps://www.jobvite.com/2017-recruiter-nation-report/Recruiter Nation Reporthttps://www.jobvite.com/2017-recruiter-nation-report/Recruiter Nation Reporthttps://www.jobvite.com/2017-recruiter-nation-report/Recruiter Nation Report
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56% of recruiters say their

biggest recruitment bottleneck 

is hiring managers moving candidates

through hiring stages. 

56%

43% say it’s hiring managers

reviewing CVs too slowly.  

https://www.jobvite.com/2017-recruiter-nation-report/


The upshot is, getting managers engaged with your process is a crucial part

of improving your candidate experience. And one that’s often neglected. 

That makes collaboration frustrating – and it also has a huge impact

 on the candidate experience, both directly and indirectly.

Indirectly, because the slower your hiring managers move the longer your 

recruitment process takes. Many candidates won’t know exactly

why your process is so slow – nor care – but their end experience 

is the same. Slow is slow.

Directly, because many candidates meet hiring managers personally. 

+irinJ�manaJers�Iorm�an�essentiaO�part�oI�candidatesà�interYiew�e[perience�

on�the�IeedbacN�the\�Jet��on�their�impression�oI�compan\�and�team�cuOture.�
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6ome�pointers:

1
Next time you upgrade your recruitment technology, prioritise ease-of-use.

The candidate experience hinges on the hiring manager experience. If hiring managers can’t 

intuitively use your hiring tech, even with weeks and months 

without touching it, they simply won’t. 2
3

Understand why hiring managers might be sceptical about recruitment, and work on 

improving your own side of the partnership. For example, do you truly understand the roles 

\ou�recruit�Ior��or�couOd�\our�brieǇnJ�process�use�some�worN"

Here are ten things your hiring managers might hate about you…

relationships-from-richmond-and-wandsworth-councils/

Be proactive about driving engagement, and embrace hiring managers as partners to your 

recruitment process. For example, several Tribepad customers run interactive, educational 

recruitment workshops with managers to build engagement and gain process consensus 

before active hiring can start. Learn how Simon Pollen of Richmond & Wandsworth Councils 

builds engagement with hiring managers.builds engagement with hiring managers.https://tribepad.com/article/6-ways-recruiters-can-strengthen-stakeholder-relationships-from-richmond-and-wandsworth-councils/builds engagement with hiring managers.

https://www.Ioswa\.com/����-Ioswa\-�-Jrid-taOent-acTuisitionBIuOO-report-ǇnaO/relationships-from-richmond-and-wandsworth-councils/https://www.Ioswa\.com/����-Ioswa\-�-Jrid-taOent-acTuisitionBIuOO-report-ǇnaO/relationships-from-richmond-and-wandsworth-councils/before active hiring can start. https://www.Ioswa\.com/����-Ioswa\-�-Jrid-taOent-acTuisitionBIuOO-report-ǇnaO/before active hiring can start. Learn how Simon Pollen of Richmond & Wandsworth Councils https://www.Ioswa\.com/����-Ioswa\-�-Jrid-taOent-acTuisitionBIuOO-report-ǇnaO/Learn how Simon Pollen of Richmond & Wandsworth Councils https://tribepad.com/article/6-ways-recruiters-can-strengthen-stakeholder-Learn how Simon Pollen of Richmond & Wandsworth Councils https://tribepad.com/article/6-ways-recruiters-can-strengthen-stakeholder-https://www.Ioswa\.com/����-Ioswa\-�-Jrid-taOent-acTuisitionBIuOO-report-ǇnaO/https://tribepad.com/article/6-ways-recruiters-can-strengthen-stakeholder-Learn how Simon Pollen of Richmond & Wandsworth Councils https://tribepad.com/article/6-ways-recruiters-can-strengthen-stakeholder-
relationships-from-richmond-and-wandsworth-councils/Learn how Simon Pollen of Richmond & Wandsworth Councils relationships-from-richmond-and-wandsworth-councils/https://www.Ioswa\.com/����-Ioswa\-�-Jrid-taOent-acTuisitionBIuOO-report-ǇnaO/relationships-from-richmond-and-wandsworth-councils/Learn how Simon Pollen of Richmond & Wandsworth Councils relationships-from-richmond-and-wandsworth-councils/
https://tribepad.com/article/6-ways-recruiters-can-strengthen-stakeholder-
relationships-from-richmond-and-wandsworth-councils/
https://tribepad.com/article/6-ways-recruiters-can-strengthen-stakeholder-Learn how Simon Pollen of Richmond & Wandsworth Councils https://tribepad.com/article/6-ways-recruiters-can-strengthen-stakeholder-
relationships-from-richmond-and-wandsworth-councils/
https://tribepad.com/article/6-ways-recruiters-can-strengthen-stakeholder-https://www.Ioswa\.com/����-Ioswa\-�-Jrid-taOent-acTuisitionBIuOO-report-ǇnaO/https://tribepad.com/article/6-ways-recruiters-can-strengthen-stakeholder-
relationships-from-richmond-and-wandsworth-councils/
https://tribepad.com/article/6-ways-recruiters-can-strengthen-stakeholder-Learn how Simon Pollen of Richmond & Wandsworth Councils https://tribepad.com/article/6-ways-recruiters-can-strengthen-stakeholder-
relationships-from-richmond-and-wandsworth-councils/
https://tribepad.com/article/6-ways-recruiters-can-strengthen-stakeholder-https://www.Ioswa\.com/����-Ioswa\-�-Jrid-taOent-acTuisitionBIuOO-report-ǇnaO/

https://www.Ioswa\.com/����-Ioswa\-�-Jrid-taOent-acTuisitionBIuOO-report-ǇnaO/builds engagement with hiring managers.https://www.Ioswa\.com/����-Ioswa\-�-Jrid-taOent-acTuisitionBIuOO-report-ǇnaO/builds engagement with hiring managers.https://www.Ioswa\.com/����-Ioswa\-�-Jrid-taOent-acTuisitionBIuOO-report-ǇnaO/builds engagement with hiring managers.https://tribepad.com/article/6-ways-recruiters-can-strengthen-stakeholder-relationships-from-richmond-and-wandsworth-councils/builds engagement with hiring managers.https://www.Ioswa\.com/����-Ioswa\-�-Jrid-taOent-acTuisitionBIuOO-report-ǇnaO/builds engagement with hiring managers.https://tribepad.com/article/6-ways-recruiters-can-strengthen-stakeholder-relationships-from-richmond-and-wandsworth-councils/builds engagement with hiring managers.builds engagement with hiring managers.https://tribepad.com/article/6-ways-recruiters-can-strengthen-stakeholder-relationships-from-richmond-and-wandsworth-councils/builds engagement with hiring managers.https://www.Ioswa\.com/����-Ioswa\-�-Jrid-taOent-acTuisitionBIuOO-report-ǇnaO/builds engagement with hiring managers.https://tribepad.com/article/6-ways-recruiters-can-strengthen-stakeholder-relationships-from-richmond-and-wandsworth-councils/builds engagement with hiring managers.builds engagement with hiring managers.https://tribepad.com/article/6-ways-recruiters-can-strengthen-stakeholder-relationships-from-richmond-and-wandsworth-councils/builds engagement with hiring managers.https://tribepad.com/article/6-ways-recruiters-can-strengthen-stakeholder-relationships-from-richmond-and-wandsworth-councils/builds engagement with hiring managers.https://tribepad.com/article/6-ways-recruiters-can-strengthen-stakeholder-relationships-from-richmond-and-wandsworth-councils/builds engagement with hiring managers.https://www.Ioswa\.com/����-Ioswa\-�-Jrid-taOent-acTuisitionBIuOO-report-ǇnaO/builds engagement with hiring managers.https://tribepad.com/article/6-ways-recruiters-can-strengthen-stakeholder-relationships-from-richmond-and-wandsworth-councils/builds engagement with hiring managers.https://tribepad.com/article/6-ways-recruiters-can-strengthen-stakeholder-relationships-from-richmond-and-wandsworth-councils/builds engagement with hiring managers.https://tribepad.com/article/6-ways-recruiters-can-strengthen-stakeholder-relationships-from-richmond-and-wandsworth-councils/builds engagement with hiring managers.https://tribepad.com/article/6-ways-recruiters-can-strengthen-stakeholder-relationships-from-richmond-and-wandsworth-councils/https://www.Ioswa\.com/����-Ioswa\-�-Jrid-taOent-acTuisitionBIuOO-report-ǇnaO/https://tribepad.com/article/6-ways-recruiters-can-strengthen-stakeholder-relationships-from-richmond-and-wandsworth-councils/builds engagement with hiring managers.https://tribepad.com/article/6-ways-recruiters-can-strengthen-stakeholder-relationships-from-richmond-and-wandsworth-councils/builds engagement with hiring managers.https://www.Ioswa\.com/����-Ioswa\-�-Jrid-taOent-acTuisitionBIuOO-report-ǇnaO/builds engagement with hiring managers.https://tribepad.com/article/6-ways-recruiters-can-strengthen-stakeholder-relationships-from-richmond-and-wandsworth-councils/builds engagement with hiring managers.https://tribepad.com/article/6-ways-recruiters-can-strengthen-stakeholder-relationships-from-richmond-and-wandsworth-councils/https://www.Ioswa\.com/����-Ioswa\-�-Jrid-taOent-acTuisitionBIuOO-report-ǇnaO/https://tribepad.com/article/6-ways-recruiters-can-strengthen-stakeholder-relationships-from-richmond-and-wandsworth-councils/builds engagement with hiring managers.https://tribepad.com/article/6-ways-recruiters-can-strengthen-stakeholder-relationships-from-richmond-and-wandsworth-councils/builds engagement with hiring managers.https://tribepad.com/article/6-ways-recruiters-can-strengthen-stakeholder-relationships-from-richmond-and-wandsworth-councils/builds engagement with hiring managers.https://tribepad.com/article/6-ways-recruiters-can-strengthen-stakeholder-relationships-from-richmond-and-wandsworth-councils/builds engagement with hiring managers.https://www.Ioswa\.com/����-Ioswa\-�-Jrid-taOent-acTuisitionBIuOO-report-ǇnaO/builds engagement with hiring managers.https://tribepad.com/article/6-ways-recruiters-can-strengthen-stakeholder-relationships-from-richmond-and-wandsworth-councils/builds engagement with hiring managers.https://tribepad.com/article/6-ways-recruiters-can-strengthen-stakeholder-relationships-from-richmond-and-wandsworth-councils/builds engagement with hiring managers.https://tribepad.com/article/6-ways-recruiters-can-strengthen-stakeholder-relationships-from-richmond-and-wandsworth-councils/builds engagement with hiring managers.
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4
5

Educate your hiring managers to understand why your process matters. It might be obvious 

from your point-of-view but hiring managers probably know little about how competitive the 

hiring market is, or how much time-to-hire matters. They care deeply about bringing the 

right person into their team and don’t want to make mistakes – they might not realise that 

extending the interview process and taking four days to deliberate are counterintuitive.  
6

Get your recruitment reporting up to scratch. It’s hard to encourage good behaviour if you 

canàt�spot�bad�behaYiour.�(ǄectiYe�reportinJ��with�b\-person�and�b\-staJe�breaNdowns�

will bring maverick hiring manager behaviour into the light, so you can address and resolve. 

Also, good reporting is your biggest ally – show them the before and after results

when you do things your way.

hGet your recruitment reporting up to scratch. It’s hard to encourage good behaviour if you hGet your recruitment reporting up to scratch. It’s hard to encourage good behaviour if you ttps://tribepad.com/article/a-modern-approach-to-recruitment-reporting/Get your recruitment reporting up to scratch. It’s hard to encourage good behaviour if you ttps://tribepad.com/article/a-modern-approach-to-recruitment-reporting/Get your recruitment reporting up to scratch. It’s hard to encourage good behaviour if you ttps://tribepad.com/article/a-modern-approach-to-recruitment-reporting/
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&reate�JoYernance.�'ecide�the�optimum�wa\�\ou�want�\our�hirinJ�manaJers�to�behaYe��

Ior�the�best�possibOe�candidate�e[perience.�7hen�create�a�process�hirinJ�manaJers�can�easiO\�

IoOOow��and�mandate�accountabiOit\.��<ouàOO�need�&-OeYeO�bu\-in�.�)or�e[ampOe��iI�\ou�want�

hirinJ�manaJers�to�JiYe�IeedbacN�on�shortOisted�candidates��create�a�short�Iorm�to�compOete�

within�two�da\s��with�escaOation�to�the�appropriate�channeOs�iI�the\�continuousO\�donàt.�

https://tribepad.com/article/a-modern-approach-to-recruitment-reporting/


IF YOU DO ONE THING…

Create a short document for hiring managers that walks through your 

end-to-end recruitment process. Include info about what happens when, 

who’s responsible for what, optimum timelines for each stage, 

and consequences when those timelines aren’t followed. Where possible, 

include click-throughs or directions for relevant resources at each stage 

– like interview guidelines, or a guide to using your ATS.
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Rejection hurts

$�new�hire�whoàs�ǈoatinJ�on�cOoud�nine�wiOO�probabO\�IorJiYe�and�

IorJet�aOmost�an\thinJ.�%ut�somethinJ�OiNe���[�more�candidates�

haYe�an�e[perience�with�\our�brand�than�\ou�hire.�0a\be�eYen�

���[�or�more��in�hiJh-YoOume�industries.

)Ooat�OiNe�a�butterǈ\�
stinJ�OiNe�a�bee�

$�new�hire�whoàs�ǈoatinJ�on�cOoud�nine�wiOO�probabO\�IorJiYe�an

IorJet�aOmost�an\thinJ.�%ut�somethinJ�OiNe���[�more�candidates�

haYe�an�e[perience�with�\our�brand�than�\ou�hire.�0a\be�eYen�
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7he�reason�candidate�e[perience�is�so�diǅcuOt�is�because�reMection�

hurts.�7hatàs�as�much�a�Iact�oI�OiIe�as�the�birds�and�the�bees.�%ut�that�

doesnàt�mean�reMection�is�outside�\our�controO.�7he�Ne\�is�to�taNe�the�

stinJ�out��as�much�as�\ou�can.�

â&andidates�that�Jet�constructiYe�IeedbacN�and�moYe�to�a�taOent�pooO�are�

Iour�times�more�OiNeO\�to�appO\�Ior�Iuture�roOes.�+ow�\ou�create�adYocac\�

amonJst�candidates�that�donàt�Jet�the�Mob�miJht�turn�out�to�be�a�criticaO�

driYer�oI�\our�Iuture�successã

)oswa\�*roup

)oswa\��-*rid�7aOent�$cTuisition�5eport�����
https://www.Ioswa\.com/����-Ioswa\-�-Jrid-taOent-acTuisitionBIu

)oswa\��-*rid�7aOent�$cTuisition�5eport�����
https://www.Ioswa\.com/����-Ioswa\-�-Jrid-taOent-acTuisitionBIu

)oswa\��-*rid�7aOent�$cTuisition�5eport�����
https://www.Ioswa\.com/����-Ioswa\-�-Jrid-taOent-acTuisitionBIuhttps://www.Ioswa\.com/����-Ioswa\-�-Jrid-taOent-acTuisitionBIuOO-report-ǇnaO/

)oswa\��-*rid�7aOent�$cTuisition�5eport�����
OO-report-ǇnaO/

)oswa\��-*rid�7aOent�$cTuisition�5eport�����
OO-report-ǇnaO/

https://www.Ioswa\.com/����-Ioswa\-�-Jrid-taOent-acTuisitionBIu)oswa\��-*rid�7aOent�$cTuisition�5eport�����https://www.Ioswa\.com/����-Ioswa\-�-Jrid-taOent-acTuisitionBIu)oswa\��-*rid�7aOent�$cTuisition�5eport�����https://www.Ioswa\.com/����-Ioswa\-�-Jrid-taOent-acTuisitionBIu)oswa\��-*rid�7aOent�$cTuisition�5eport�����https://www.Ioswa\.com/����-Ioswa\-�-Jrid-taOent-acTuisitionBIu)oswa\��-*rid�7aOent�$cTuisition�5eport����� OO-report-ǇnaO/)oswa\��-*rid�7aOent�$cTuisition�5eport�����
https://www.Ioswa\.com/����-Ioswa\-�-Jrid-taOent-acTuisitionBIuhttps://www.Ioswa\.com/����-Ioswa\-�-Jrid-taOent-acTuisitionBIuhttps://www.Ioswa\.com/����-Ioswa\-�-Jrid-taOent-acTuisitionBIuhttps://www.Ioswa\.com/����-Ioswa\-�-Jrid-taOent-acTuisitionBIuhttps://www.Ioswa\.com/����-Ioswa\-�-Jrid-taOent-acTuisitionBIuhttps://www.Ioswa\.com/����-Ioswa\-�-Jrid-taOent-acTuisitionBIuOO-report-ǇnaO/https://www.Ioswa\.com/����-Ioswa\-�-Jrid-taOent-acTuisitionBIuOO-report-ǇnaO/https://www.Ioswa\.com/����-Ioswa\-�-Jrid-taOent-acTuisitionBIuOO-report-ǇnaO/OO-report-ǇnaO/OO-report-ǇnaO/OO-report-ǇnaO/
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7hatàOO�mean�diǄerent�thinJs�dependinJ�

where�in�\our�recruitment�process�

reMection�happens.�7he�more�time�and�

eǄort�candidates�haYe�inYested�with�\ou��

the�more�time�and�eǄort�\ou�shouOd�inYest�

in�how�\ou�reMect�them.

:hether�\ouàre�sendinJ�an�automated�

reMection�emaiO��emaiOinJ�personaOO\��

maNinJ�a�TuicN�caOO��or�asNinJ�\our�hirinJ�

manaJer�to�caOO��some�uniYersaO�principOes�

appO\:

%e�Ǉrm. .eep�interactions�reasonabO\�short�

and�to-the-point.�'onàt�enJaJe�with�barter-

inJ�and�what-iIs.

%e�JrateIuO.�7he�aYeraJe�MobseeNer�spends�

���hours�a�weeN�appO\inJ�Ior�roOes.��$Owa\s�

thanN�\our�candidates�Ior�their�time�and�

eǄort.

%e�constructiYe.�:here�possibOe��JiYe�

IeedbacN�Ý�but�neYer�IeedbacN�that�has�no�

constructiYe�anJOe.�+eOp�candidates�Jrow.�

%e�united.�$Yoid�phrases�OiNe�âiI�it�had�been�

up�to�meèã.�3resent�a�united�Iront��eYen�iI�

thereàs�been�much�internaO�

disaJreement.

7he�aYeraJe�MobseeNer�spends�https://press.careerbuiOder.com/����-��-��-1ew-&areer%uiOder-6tud\-8nYeiOs-7he�aYeraJe�MobseeNer�spends�7he�aYeraJe�MobseeNer�spends�7he�aYeraJe�MobseeNer�spends�6urprisinJ-0ust-.nows-Ior--ob-6eeNers-and-&ompanies-/ooNinJ-to-+ire7he�aYeraJe�MobseeNer�spends�7he�aYeraJe�MobseeNer�spends�
https://press.careerbuiOder.com/����-��-��-1ew-&areer%uiOder-6tud\-8nYeiOs-���hours�a�weeN�appO\inJ�Ior�roOes.https://press.careerbuiOder.com/����-��-��-1ew-&areer%uiOder-6tud\-8nYeiOs-���hours�a�weeN�appO\inJ�Ior�roOes.���hours�a�weeN�appO\inJ�Ior�roOes.6urprisinJ-0ust-.nows-Ior--ob-6eeNers-and-&ompanies-/ooNinJ-to-+ire���hours�a�weeN�appO\inJ�Ior�roOes.6urprisinJ-0ust-.nows-Ior--ob-6eeNers-and-&ompanies-/ooNinJ-to-+ire���hours�a�weeN�appO\inJ�Ior�roOes.6urprisinJ-0ust-.nows-Ior--ob-6eeNers-and-&ompanies-/ooNinJ-to-+ire���hours�a�weeN�appO\inJ�Ior�roOes.6urprisinJ-0ust-.nows-Ior--ob-6eeNers-and-&ompanies-/ooNinJ-to-+ire���hours�a�weeN�appO\inJ�Ior�roOes.���hours�a�weeN�appO\inJ�Ior�roOes.

%e�cOear. +earinJ�Irom�an�empOo\er�is�an�

adrenaOine-IueOOed�moment�that�can�OeaYe�

candidates�IeeOinJ�IoJJ\.�/eaYe�no�room�

Ior�misunderstandinJ. ��

https://press.careerbuilder.com/2016-05-31-New-CareerBuilder-Study-Unveils-Surprising-Must-Knows-for-Job-Seekers-and-Companies-Looking-to-Hire
https://press.careerbuilder.com/2016-05-31-New-CareerBuilder-Study-Unveils-Surprising-Must-Knows-for-Job-Seekers-and-Companies-Looking-to-Hire


%e�Ǉrm. .eep�interactions�reasonabO\�short�

and�to-the-point.�'onàt�enJaJe�with�barter-

inJ�and�what-iIs.

%e�JrateIuO.�7he�aYeraJe�MobseeNer�spends�

���hours�a�weeN�appO\inJ�Ior�roOes.��$Owa\s�

thanN�\our�candidates�Ior�their�time�and�

eǄort.

%e�constructiYe.�:here�possibOe��JiYe�

IeedbacN�Ý�but�neYer�IeedbacN�that�has�no�

constructiYe�anJOe.�+eOp�candidates�Jrow.�

%e�united.�$Yoid�phrases�OiNe�âiI�it�had�been�

up�to�meèã.�3resent�a�united�Iront��eYen�iI�

thereàs�been�much�internaO�

disaJreement.

���%e�personaO.�

���5eMection�is�awNward�so���

���thereàs�a�tendenc\�to�

���hide�behind�beinJ

���impersonaO.�'onàt.�6it�

���with�the�discomIort�and�

���enJaJe�OiNe�a�human.

���%e�Iuture-Iocused.�

���$Omost-perIect����

���candidates�miJht�be�

���perIect�Ior�another�roOe��

���or�ne[t�\ear.�,I�\ouàd�

���OoYe�to�hear�Irom�them�

���aJain��teOO�them.

���%e�consistent.

���2ne-to-one�caOOs�can�be�

���the�most�compassionate�

���Iorm�oI�reMection�but�

���create�IrameworNs�and�

���traininJ�to�aid�

���consistenc\.��
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IF YOU DO ONE THING…

Review your rejection email template for CVs 

that don’t pass your initial screening. This is 

the biggest recruitment touchpoint, usually by 

considerable distance, so improvements here 

ladder into the widest impact.

And if your ATS supports it, 

use a delay so applicants don’t get a 

demoralising instant rejection. 
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Hi Sarah, Jenny here from COMPANY X. 

I’m sorry, it’s bad news. I know nobody likes getting these emails but 

unfortunately your CV isn’t right for the Project Manager position you applied 

for on Tuesday 16th May.

We get hundreds of applications so please don’t be too disheartened – and 

please don’t let this put you off applying for other roles in the future. 

We’d love you to join our talent community, here, if you’d like to hear about 

future opportunities. 

Thanks for your time and effort applying – and best of luck with other roles. 

Jenny 

+ereàs�a�TuicN�e[ampOe:

��



7hat donàt�impress�me�much
6hiIt�\our�attitude

*o�bacN�not�too�man\�\ears��and�the�power�baOance�used�to�Oie�

with�empOo\ers�Ý�and�b\�e[tension��the�recruitment�teams�who�

represented�them.�(mpOo\ees�were�JrateIuO�dependents��

empOo\ers�beneYoOent�beneIactors.

,tàs�a�Yer\�diIIerent�picture�toda\.�(mpOo\ees�are�IOooded with�

choice��not�Must�between�empOo\ers�but�with�whoOe�new�

industries�and�careers��and�a�IOourishinJ�IreeOance�sector

and�JiJ�econom\�too.

��



2n�aYeraJe����.���oI�Mob�oǄers�are�decOined.�

7hatàs���in��.�

,n�proIessionaO�and�ǇnanciaO�serYices��that�

increases�to�more�than���in��.�

*Oassdoor

6ome�recruitment�teams�haYenàt�truO\�internaOised�

that�power�shiIt�thouJh��and�thereàs�stiOO�a�YaJue�

perception�that�we��as�recruiters��are�doinJ�our�

candidates�a�IaYour.�

7hatàs�simpO\�not�the�case��especiaOO\�not�with�the�

best�peopOe.�7he�riJht�attitude�towards�candidates�

underpins�a�Jreat�candidate�e[perience.

https://www.JOassdoor.com/research/app/upOoads/sites/�/����/��/��-��-��-*Oassdoor-(con--ob5eMection-5eport.pdI*Oassdoorhttps://www.JOassdoor.com/research/app/upOoads/sites/�/����/��/��-��-��-*Oassdoor-(con--ob5eMection-5eport.pdI*Oassdoorhttps://www.JOassdoor.com/research/app/upOoads/sites/�/����/��/��-��-��-*Oassdoor-(con--ob5eMection-5eport.pdI*Oassdoorhttps://www.JOassdoor.com/research/app/upOoads/sites/�/����/��/��-��-��-*Oassdoor-(con--ob5eMection-5eport.pdI*Oassdoor*Oassdoor

��.��

��

https://www.glassdoor.com/research/app/uploads/sites/2/2020/02/20-02-27-Glassdoor-Econ-JobRejection-Report.pdf


6ome�thouJhts:

/earn�Iour�steps�to�worOd-cOass�

empOo\er�brandinJ.

https://tribepad.com/articOe/worOd-cOass-empOo\er-brandinJ-in-Iour-steps/�:a:te[t (mpOo\er���brand���happens���with���or�7hat
s���the���&,3'
s���deǇnition./earn�Iour�steps�to�worOd-cOass�https://tribepad.com/articOe/worOd-cOass-empOo\er-brandinJ-in-Iour-steps/�:a:te[t (mpOo\er���brand���happens���with���or�7hat
s���the���&,3'
s���deǇnition./earn�Iour�steps�to�worOd-cOass�https://tribepad.com/articOe/worOd-cOass-empOo\er-brandinJ-in-Iour-steps/�:a:te[t (mpOo\er���brand���happens���with���or�7hat
s���the���&,3'
s���deǇnition.https://tribepad.com/articOe/worOd-cOass-empOo\er-brandinJ-in-Iour-steps/�:a:te[t (mpOo\er���brand���happens���with���or�7hat
s���the���&,3'
s���deǇnition./earn�Iour�steps�to�worOd-cOass�
https://tribepad.com/articOe/worOd-cOass-empOo\er-brandinJ-in-Iour-steps/�:a:te[t (mpOo\er���brand���happens���with���or�7hat
s���the���&,3'
s���deǇnition.empOo\er�brandinJ.https://tribepad.com/articOe/worOd-cOass-empOo\er-brandinJ-in-Iour-steps/�:a:te[t (mpOo\er���brand���happens���with���or�7hat
s���the���&,3'
s���deǇnition.empOo\er�brandinJ.https://tribepad.com/articOe/worOd-cOass-empOo\er-brandinJ-in-Iour-steps/�:a:te[t (mpOo\er���brand���happens���with���or�7hat
s���the���&,3'
s���deǇnition.empOo\er�brandinJ.https://tribepad.com/articOe/worOd-cOass-empOo\er-brandinJ-in-Iour-steps/�:a:te[t (mpOo\er���brand���happens���with���or�7hat
s���the���&,3'
s���deǇnition.empOo\er�brandinJ.empOo\er�brandinJ.

���0ind�\our�3s�and�4s.�*o�throuJh�\our���

���recruitment�Mourne\�and�maNe�sure�\ouàre�

���thanNinJ�candidates�Ior�their�time�and��

���eǄort��reJuOarO\�and�sincereO\.

���%e�a�sticNOer�Ior�detaiO.�7aNe�a�microscope���

���to�\our�process�Ý�eYer\�moment�adds�up:��

���are�\ou�ma[imisinJ�\our�chances�to�maNe�

���a�Jreat�impression"�

���,nYest�into�Jreat�empOo\er�brandinJ.�'onàt�

���e[pect�candidates�to�come�to�\ou�unOess�

���\ou�proYe�wh\�the\�shouOd.

���9iew�interYiews�as�a�two-wa\�process.���

���&andidates�use�interYiews�to�JauJe�\our�

���TuaOit\�as�an�empOo\er.�,nYite�and�be�

���prepared�Ior�hard�Tuestions.���

���3repare.�<ou�donàt�e[pect�candidates�to�

���come�to�interYiew�unprepared��donàt�do�

���the�same�to�them.�3repare�\our�best�ßcome�

���hitherà�materiaOs.�

���5espect�their�time.�'onàt�maNe�candidates�

���pa\�the�price�Ior�\our�internaO�

���disorJanisation.�+ow�man\�rounds�oI�

���interYiews�do�\ou�reaOO\�need"

���0aNe�them�IeeO�speciaO.�7he�better�the�

���restaurant��the�better�the�dininJ�

���e[perience.�7reat�\our�candidates�OiNe�a��
�

���restaurant�treats�its�Juests.�
��

https://tribepad.com/article/world-class-employer-branding-in-four-steps/
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*o�into�\our�web�browseràs�

incoJnito�mode�and�enJaJe�with�\our�

recruitment�Mourne\�as�a�candidate�

wouOd��with�Iresh�e\es�and�a�Ǉne�

toothcomb.�)rom�sociaO�post�or�Mob�

adYert�to�appOication�to�screeninJ�to�

interYiew�reTuest�Ý�scrutinise�eYer\�

touchpoint.�$nd�time�it��too.�8sinJ�

7ribepad��candidates�can�Jo�Irom�

cOicNinJ�an�adYert�to�compOetinJ�an�

appOication�Irom��-minute����seconds�Ý�

&andidate�e[perience�is�won�or�Oost�in�

the�smaOO�thinJs.�'o�candidates�Jet�a�

ß7hanNs�Ior�appO\inJ��we�canàt�wait�to�

read�\our�appOication�à�messaJe�aIter�

the\�hit�submit��or�radio�siOence�and�

uncertaint\�whether�the\àYe�cOicNed�the�

riJht�thinJ"�'oes�\our�brand�personaOit\�

come�across�throuJhout�\our�process�or�

is�\our�appOication�interIace�identiNit�

and�unmemorabOe"

&haOOenJe�\ourseOI�to�Ǉnd�smaOO�

improYement�opportunities�Ý�

micro-cop\��buttons��emaiO�siJnatures��

caOO-to-actions��submission�messaJes��

password�reminders��error�screensè�the�

Oist�is�endOess.

��



*et�to�Jrips�with�recruitment�data

.nowOedJe�is�power

%ecause�candidate�e[perience�is�inherentO\�subMectiYe��itàs�diǅcuOt�

to�OooN�at�directO\�Ý�but�diǅcuOt�doesnàt�mean�impossibOe.�%\�

combininJ�and�cross-reIerencinJ�TuaOitatiYe�and�TuantitatiYe�data��

\ou�can�benchmarN�\our�candidate�e[perience�toda\�and�measure�

proJress�as�\our�initiatiYes�proceed.

��



���4uaOitatiYe�&;�data� ���4uantitatiYe�&;�data

/ooN�bacN�at�our�Oist�oI�what�

candidates�want.�7wo�oI�the�

biJJest�thinJs�are�speed�and�

Iairness�Ý�both�criteria�\ou�can�

driOO�into�with�TuantitatiYe�

recruitment�data.�

https://tribepad.com/articOe/a-modern-approach-to-recruitment-reportinJ/driOO�into�with�https://tribepad.com/articOe/a-modern-approach-to-recruitment-reportinJ/driOO�into�with�TuantitatiYe�https://tribepad.com/articOe/a-modern-approach-to-recruitment-reportinJ/TuantitatiYe�https://tribepad.com/articOe/a-modern-approach-to-recruitment-reportinJ/TuantitatiYe�https://tribepad.com/articOe/a-modern-approach-to-recruitment-reportinJ/TuantitatiYe�https://tribepad.com/articOe/a-modern-approach-to-recruitment-reportinJ/TuantitatiYe�

https://tribepad.com/articOe/a-modern-approach-to-recruitment-reportinJ/recruitment�data.�https://tribepad.com/articOe/a-modern-approach-to-recruitment-reportinJ/recruitment�data.�https://tribepad.com/articOe/a-modern-approach-to-recruitment-reportinJ/https://tribepad.com/articOe/a-modern-approach-to-recruitment-reportinJ/

&ross-reIerencinJ�TuaOitatiYe�and�

TuantitatiYe�data�can�JiYe�JranuOar�

insiJht�into�where�\our�candidate�

e[perience�is�struJJOinJ�and�where�

\ou�can�improYe.�,tàs�

muOti-Iaceted��sure��but�not�

inYisibOe�Ý�and�shininJ�a�OiJht�on�

\our�process�sticNinJ�points�is�

inteJraO�to�driYinJ�stead\�proJress.�

)or�e[ampOeè�

    4uestionnaires�

����(mbedded�IeedbacN

����6urYe\s

����2ne-to-one�interYiews

����)ocus�Jroups

����6ociaO�OisteninJ�

����+ow�OonJ�does�\our�recruitment�Mourne\�taNe"�

����:hich�parts�oI�\our�process�are�sOowest"

����:hich�teams�or�hirinJ�manaJers�are�sOowest"

����:here�are�\our�diYersit\�bottOenecNs"

����:here�are�candidates�droppinJ�oǄ"

��

https://tribepad.com/article/a-modern-approach-to-recruitment-reporting/
https://tribepad.com/article/a-modern-approach-to-recruitment-reporting/
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&reate�a�short�candidate�e[perience�Tuestionnaire�to�embed�into�\our�recruitment�

process�Ior�aOO�candidates��to�Jet�an�immediate�benchmarN�Ior�where�\ou�are�now.�

7hen�set�a�tarJet�Ý�improYinJ�\our�scores�b\�����oYer�the�ne[t�Tuarter��sa\�Ý�and�

asN�eYer\one�on�the�team�to�choose�an�action�Irom�this�Juide�to�champion.�

5inse�and�repeat.

��



:eiJhinJ�up�the�pros�and�cons

7o�Yideo�interYiew��
or�not�to�Yideo�interYiew

)rom�recruitersà�perspectiYe�Yideo�interYiews�are�a�no�brainer.�

(speciaOO\�iI�\ouàre�usinJ�one-wa\�pre-recorded�interYiews�as�a�

repOacement�Ior�shaOOow�but�time-consuminJ�teOephone�screeninJ.�

7he\àre�much�Iaster��aOOowinJ�recruitment�teams�to�Jet�a�more�

weOO-rounded�picture�oI�more�candidates�in�Oess�time.�8OtimateO\��

so�\ou�can�hire�better�peopOe�Iaster.�7he�hoO\�JraiO.�

��



2n�aYeraJe��7ribepad�cOients�Ǉnd�Yideo�
interYiewinJ�acceOerates�the�interYiew�process
b\�����and�the�interYiew�scheduOinJ�b\����.�

7ime-saYinJ�beneǇts�aOso�appO\�to�two-wa\�

OiYe�Yideo�interYiewinJ.�$OthouJh�thereàs�a�

biJJer�time�commitment�than�pre-recorded�

interYiews��arranJinJ�sOots�and�pinninJ�down�

hirinJ�manaJers�is�much�easier�and�TuicNer.�

3Ous�OiYe�Yideo�interYiews�are�usuaOO\�

recorded�and�stored�centraOO\��so�diǄerent�

recruiters�or�manaJers�can�reYiew�without�

needinJ�to�be�present�OiYe.����

%ut�is�Yideo�interYiewinJ�a�win�Ior�candidate�

e[perience"�7hat�depends.

��



,n�the�pros�coOumnè

���)aster�interYiewinJ�Ior�recruiters�

���transOates�into�a�Iaster�recruitment�

���e[perience�Ior�candidates.�6peed�isnàt�

���eYer\thinJ�but�itàs�a�Oot.

���3re-recorded�Yideo�interYiews�are�

���consistent��so�eYer\�candidate�Nnows�

���the\àre�JettinJ�an�eTuaO�opportunit\�to�

���shine.

���3re-recorded�Yideo�interYiews�aOOow�

���candidates�to�re-read�or�re-watch�

���inIormation��Jet�support��and�diJest�in�

���their�own�time�beIore�answerinJ.

���0an\�candidates�IeeO�Oess�pressure�in�a�

���pre-recorded�interYiew�situation�than�a�

���OiYe�interYiew�situation.

https://press.careerbuiOder.com/����-��-��-1ew-&areer%uiOder-6tud\-8nYeiOs-���the\àre�JettinJ�an�eTuaO�opportunit\�to�https://press.careerbuiOder.com/����-��-��-1ew-&areer%uiOder-6tud\-8nYeiOs-���the\àre�JettinJ�an�eTuaO�opportunit\�to����the\àre�JettinJ�an�eTuaO�opportunit\�to����the\àre�JettinJ�an�eTuaO�opportunit\�to�6urprisinJ-0ust-.nows-Ior--ob-6eeNers-and-&ompanies-/ooNinJ-to-+ire���the\àre�JettinJ�an�eTuaO�opportunit\�to����the\àre�JettinJ�an�eTuaO�opportunit\�to�
https://press.careerbuiOder.com/����-��-��-1ew-&areer%uiOder-6tud\-8nYeiOs-https://press.careerbuiOder.com/����-��-��-1ew-&areer%uiOder-6tud\-8nYeiOs-���shine.https://press.careerbuiOder.com/����-��-��-1ew-&areer%uiOder-6tud\-8nYeiOs-���shine.���shine.https://press.careerbuiOder.com/����-��-��-1ew-&areer%uiOder-6tud\-8nYeiOs-���shine.���shine.https://press.careerbuiOder.com/����-��-��-1ew-&areer%uiOder-6tud\-8nYeiOs-���shine.���shine.https://press.careerbuiOder.com/����-��-��-1ew-&areer%uiOder-6tud\-8nYeiOs-���shine.���shine.���shine.6urprisinJ-0ust-.nows-Ior--ob-6eeNers-and-&ompanies-/ooNinJ-to-+ire6urprisinJ-0ust-.nows-Ior--ob-6eeNers-and-&ompanies-/ooNinJ-to-+ire���shine.6urprisinJ-0ust-.nows-Ior--ob-6eeNers-and-&ompanies-/ooNinJ-to-+ire���shine.���shine.6urprisinJ-0ust-.nows-Ior--ob-6eeNers-and-&ompanies-/ooNinJ-to-+ire���shine.6urprisinJ-0ust-.nows-Ior--ob-6eeNers-and-&ompanies-/ooNinJ-to-+ire6urprisinJ-0ust-.nows-Ior--ob-6eeNers-and-&ompanies-/ooNinJ-to-+ire���shine.6urprisinJ-0ust-.nows-Ior--ob-6eeNers-and-&ompanies-/ooNinJ-to-+ire���shine.���shine.6urprisinJ-0ust-.nows-Ior--ob-6eeNers-and-&ompanies-/ooNinJ-to-+ire���shine.���shine.���shine.

���&ompared�to�phone�interYiews��Yideo�

���oǄers�candidates�the�opportunit\�to�

���show�more�oI�themseOYes�Ý�so�it�IeeOs�OiNe�

���a�Iairer�chance.��

���:ith�one-wa\�interYiew��candidates�can�

���interYiew�wheneYer�and�whereYer�is�

���conYenient�and�accessibOe��ideaOO\�Irom�

���an\�deYice.�

���%oth�one-wa\�and�OiYe�Yideo�interYiews�

���respect�candidates�time�more�than�

���in-person�interYiews��as�the\�donàt�need�

���to�traYeO�or�taNe�time�oǄ�worN.�

��



��

���9ideo�interYiewinJ�technoOoJ\�t\picaOO\�

���oǄers�a�host�oI�accessibiOit\�options�that�

���in-person�interYiew�wouOdnàt��OiNe�support�

���Ior�screen-readers.�

���9ideo�interYiews�oǄer�a�OeYeO�oI�

���accountabiOit\�\ou�miJhtnàt�Jet�

���in-person��so�candidates�can�trust�the\àre�

���beinJ�treated�IairO\�and�can�escaOate�iI�

���not.�

���9ideo�interYiews�are�a�statement�oI�

���intention�about�an�empOo\eràs�

���commitment�to�ǈe[ibOe�and�remote�worN�

���Ý�a�priorit\�Ior�man\�candidates.

https://press.careerbuiOder.com/����-��-��-1ew-&areer%uiOder-6tud\-8nYeiOs-���in-person��so�candidates�can�trust�the\àre�https://press.careerbuiOder.com/����-��-��-1ew-&areer%uiOder-6tud\-8nYeiOs-���in-person��so�candidates�can�trust�the\àre����in-person��so�candidates�can�trust�the\àre����in-person��so�candidates�can�trust�the\àre�6urprisinJ-0ust-.nows-Ior--ob-6eeNers-and-&ompanies-/ooNinJ-to-+ire���in-person��so�candidates�can�trust�the\àre����in-person��so�candidates�can�trust�the\àre�
https://press.careerbuiOder.com/����-��-��-1ew-&areer%uiOder-6tud\-8nYeiOs-���beinJ�treated�IairO\�and�can�escaOate�iI�https://press.careerbuiOder.com/����-��-��-1ew-&areer%uiOder-6tud\-8nYeiOs-���beinJ�treated�IairO\�and�can�escaOate�iI����beinJ�treated�IairO\�and�can�escaOate�iI�6urprisinJ-0ust-.nows-Ior--ob-6eeNers-and-&ompanies-/ooNinJ-to-+ire���beinJ�treated�IairO\�and�can�escaOate�iI�6urprisinJ-0ust-.nows-Ior--ob-6eeNers-and-&ompanies-/ooNinJ-to-+ire���beinJ�treated�IairO\�and�can�escaOate�iI�6urprisinJ-0ust-.nows-Ior--ob-6eeNers-and-&ompanies-/ooNinJ-to-+ire���beinJ�treated�IairO\�and�can�escaOate�iI�6urprisinJ-0ust-.nows-Ior--ob-6eeNers-and-&ompanies-/ooNinJ-to-+ire���beinJ�treated�IairO\�and�can�escaOate�iI����beinJ�treated�IairO\�and�can�escaOate�iI�



���6ome�candidates�miJht�

���e[perience�accessibiOit\��

���capabiOit\��or�conǇdence�

���issues�usinJ�technoOoJ\�

���that�couOd�haYe�been�

���aYoided�in-person.

���6ome�candidates�miJht��

���IeeO�recruitment�teams�use�

���one-wa\�interYiews�to�

���repOace�Iace-to-Iace�

���interYiews��so�IeeO�the\�Jet�

���Oess�chance�to�shine.�

���6ome�candidates�miJht��

���Iace�technicaO�issues��OiNe�

���poor�bandwidth�or�audio�

���OaJ��that�NnocN�them�oǄ�

���their�stride�and�impact�

���their�conǇdence.

%ut�on�the�other�hand...

��



8OtimateO\��we�thinN��as�\ouàd�e[pect�Irom�peopOe�whose�product�portIoOio�incOudes�Yideo�

interYiewinJ� Yideo�oǄers�heaps�oI�adYantaJes�oYer�traditionaO�interYiews.�

9ideo�interYiew�is�a�Iantastic�Oocation-aJnostic�aOternatiYe�to�in-person�interYiews Ý�and�

ǈe[ibiOit\�is�becominJ�one�oI�the�maMor�diǄerentiators�Ior�brands�toda\.�6howinJ�\our�

commitment�durinJ�recruitment�can�onO\�be�a�Jood�thinJ�Ior�candidate�e[perience.

3Ous��usinJ�a�dedicated�recruitment�Yideo�interYiew�pOatIorm�means�\ou�can�taNe�adYantaJe�

oI�beneǇts�OiNe�automatic�recordinJ�and�accessibiOit\�options�that�eOeYate�the�candidate�

e[perience�oYer�the�OiNes�oI�=oom.�

7hat�said��not�eYer\�candidate�wiOO�IeeO�naturaOO\�conǇdent�and�empowered�b\�Yideo�interYiew�

Ý�and�as�weàYe�said��candidate�e[perience�is�aOO�about�subMectiYe�impressions.�

42



���&reate�support�materiaOs��pre-interYiew���

���waONthrouJhs�and�pOatIorm-embedded��

���heOp��to�boost�candidatesà�conǇdence.

���([pOain�to�candidates�wh\�\ou�use�Yideo��

���interYiew�and�the�beneǇts�Irom�their�

���perspectiYe��to�encouraJe�their�support.�

���8se�a�pOatIorm�with�buiOt-in�accessibiOit\�

���IunctionaOit\�Ý�and�iI�candidates�struJJOe��

���Ior�whateYer�reason��oǄer�aOternatiYes.�

���2Ǆer�seOI-booNinJ�interYiew���

���IunctionaOit\�Ior�OiYe�interYiews��so�

���candidates�can�booN�into�pre-aJreed�

���sOots�that�suit�their�scheduOe.�

+ere�are�Iour�simpOe�wa\s�to�

mitiJate�the�potentiaO�neJatiYes:�

��
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&reate�a�pre-interYiew�inIormation�pacN�to�send�to�candidates��to�

Juide�them�throuJh�\our�process.�7eOO�them�e[actO\�what�to�

e[pect��outOine�\our�e[pected�timeOines�Ior�reYiewinJ��answer�

common�Tuestions��and�share�tips�to�heOp�them�interYiew�their�

best.���

5emember�Ý�this�is�aOso�an�empOo\er�brandinJ�opportunit\��so�it

couOd�be�a�Jreat�pOace�to�sprinNOe�a�taste�oI�\our�cuOture.��

+opeIuOO\�\ouàYe�Jot�some�IabuOous�ideas�to�put�into�actionè�but�

Oetàs�not�OeaYe�it�there.�,n�this�Oast�chapter��weàOO�share�two

reaO-worOd�e[ampOes�oI�orJanisations�toda\�whoàre�maNinJ�

Iantastic�proJress�transIorminJ�their�candidate�e[perience.�
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&andidate�e[perience�
transIormation�in�action

&andidate�e[perience�has�been�a�maMor�topic�oI�conYersation�Ior�

\ears��iI�not�decades��but�man\�orJanisations�haYe�made�onO\�

patch\�and�sOow�proJress.�1ot�so�Ior�the�two�orJanisations�in�this�

chapter.�

7hese�recruitment�teams�proYe��with�a�s\stematic��strateJic�

approach�\ou�can�transIorm�\our�candidate�e[perience�Iast.�$nd�

turn�\our�recruitment�into�a�strateJic�OeYer�Ior�the�orJanisationàs�

success.�
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'eIeatinJ�competition
Irom�aOO�sides�

5ichmond�and�:andsworth�&ounciOs

:ith������empOo\ees�and�����hires�per�\ear��5ichmond�and�

:andsworth�&ounciOs��/%5:��serYe�more�than�haOI�a�miOOion�

residents.�*ettinJ�the�riJht�peopOe�in�pOace�is�cruciaO�to�eǄectiYeO\�

serYinJ�this�OarJe�communit\�Þ�but�recruitment�

is�oIten�a�maMor�chaOOenJe.�

��



7he�pubOic�sector�t\picaOO\�has�a�poor�reputation�and�recruitment�teams�are�battOinJ�reduced�

resources�and�stretched�budJets.�&andidate�e[perience�is�a�cruciaO�diǄerentiator.

%ut�the�/%5:�recruitment�team�Iaced�some�serious�issues:

���/acN�oI�consistenc\�throuJhout�recruitment�

���5ecruitment�process�wasnàt�mobiOe�responsiYe

���1o�inteJration�with�sociaO�media�accounts

2YeraOO��their�candidate�e[perience�was�sOow��disMoined��outdated��and�not�incOusiYe�Ý�doinJ�

OittOe�to�address�neJatiYe�perceptions�about�the�sector.�6truJJOinJ�to�compete�Ior�taOent��both�

Irom�the�priYate�sector�and�Irom�other�pubOic�sector�orJanisations��it�was�time�to�act.���
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���&reated�appOication�Mourne\s�Ior�each��

���roOe��to�simpOiI\�and�personaOise�

���candidatesà�e[periences.

���(mbedded�diJitaO�contracts�and�

���onboardinJ�IunctionaOit\�to�streamOine�

���and�acceOerate�the�MoininJ�process�Ior�

���successIuO�candidates.

���2YerhauOed�candidate�emaiO�tempOates�to�

���be�more�weOcominJ��incOusiYe�and�

���on-brand.

���(mpowered�candidates�to�manaJe�

���proǇOes��search�Mobs�and�appO\�usinJ�an\�

���deYice��with�the�7ribepad�mobiOe-Ǉrst�

���pOatIorm.

���&reated�partnership�modeO�with�hirinJ�

���manaJers�to�educate�and�empower�

���participation��used�7ribepad�to�create�

���speciǇc�simpOe�hirinJ�manaJer�Yiews.

���,nYested�newO\�created�time�in�

���communit\�outreach��worNinJ�with�

���Iuture�candidate�pooOs�to�support�them�

���with�recruitment�Tuestions.

https://press.careerbuiOder.com/����-��-��-1ew-&areer%uiOder-6tud\-8nYeiOs-���participation��used�7ribepad�to�create�https://press.careerbuiOder.com/����-��-��-1ew-&areer%uiOder-6tud\-8nYeiOs-���participation��used�7ribepad�to�create����participation��used�7ribepad�to�create����participation��used�7ribepad�to�create�6urprisinJ-0ust-.nows-Ior--ob-6eeNers-and-&ompanies-/ooNinJ-to-+ire���participation��used�7ribepad�to�create����participation��used�7ribepad�to�create�
https://press.careerbuiOder.com/����-��-��-1ew-&areer%uiOder-6tud\-8nYeiOs-���speciǇc�simpOe�hirinJ�manaJer�Yiews.https://press.careerbuiOder.com/����-��-��-1ew-&areer%uiOder-6tud\-8nYeiOs-���speciǇc�simpOe�hirinJ�manaJer�Yiews.���speciǇc�simpOe�hirinJ�manaJer�Yiews.6urprisinJ-0ust-.nows-Ior--ob-6eeNers-and-&ompanies-/ooNinJ-to-+ire���speciǇc�simpOe�hirinJ�manaJer�Yiews.6urprisinJ-0ust-.nows-Ior--ob-6eeNers-and-&ompanies-/ooNinJ-to-+ire���speciǇc�simpOe�hirinJ�manaJer�Yiews.6urprisinJ-0ust-.nows-Ior--ob-6eeNers-and-&ompanies-/ooNinJ-to-+ire���speciǇc�simpOe�hirinJ�manaJer�Yiews.6urprisinJ-0ust-.nows-Ior--ob-6eeNers-and-&ompanies-/ooNinJ-to-+ire���speciǇc�simpOe�hirinJ�manaJer�Yiews.���speciǇc�simpOe�hirinJ�manaJer�Yiews.

:orNinJ�with�7ribepad��the\:

48



https://tribepad.com/case-stud\/richmond-and-wandsworth-recruitinJ-the-best-to-serYe-the-communit\/

��

https://tribepad.com/case-stud\/richmond-and-wandsworth-recruitinJ-the-best-to-serYe-the-communit\/

5esuOts:

�������increase�in�appOications�Irom�����-����

�������reduction�in�incompOete�appOications�

���5ecruitment�spend�and�ad�spend�sOashed

���7ime-to-hire�decreased�dramaticaOO\

���)iOO-rates�increased

���&ontinuaO�e[ceOOent�IeedbacN�Irom�candidates�

���,ncreased�hirinJ�manaJer�enJaJement�and�participation�

���6trenJthened�Iuture�recruitment�pipeOine

read�the�case�stud\.

https://tribepad.com/case-study/richmond-and-wandsworth-recruiting-the-best-to-serve-the-community/


https://tribepad.com/case-stud\/richmond-and-wandsworth-recruitinJ-the-best-to-serYe-the-communit\/

�7ribepad�aOOows�the�recruitment�team�to�demonstrate�the�

number�oI�Mobs�adYertised�b\�directorate.�&ruciaOO\�weàre�abOe�

to�driOO�down�into�the�Yarious�recruitment�staJes.�7his�is�Ne\�to�

seeinJ�where�there�ma\�be�deOa\s��aOOowinJ�us�to�identiI\�and�

Ii[�the�issues�and�improYe�our�serYice.

7he�diYersit\�data�on�oIIer�is�rich�and�compeOOinJ�and�a�cruciaO�

eOement�oI�an\�modern�$76.�

6imon�3oOOen��6trateJic�5esourcinJ�	�7aOent�$cTuisition�

0anaJer��5ichmond�and�:andsworth

��



0aNinJ�Iirst�impressions�count�

6iJnature�6enior�/iIest\Oe

)or�6iJnature�6enior�/iIest\Oe�Ý�who�proYide�award-winninJ��

Ou[ur\�residentiaO��nursinJ�and�dementia�care�Ý�reputation�is�

eYer\thinJ.�7heir�e[ceptionaO�OeYeOs�oI�care�hinJe�on�the�thousands�

oI�peopOe�who�maNe�up�their�worNIorce��Irom�nursinJ�and�care�

assistants��to�cheIs��administration��and�houseNeepinJ.

��



%ut�the�care�industr\�battOes�e[treme�staǄ�shortaJes��especiaOO\�oI�hiJh-TuaOit\�appOicants.�

,mproYinJ�their�candidate�e[perience�was�cruciaO�Ior�6iJnature�to�compete�in�this�Oandscape��

sendinJ�a�cOear�messaJe�about�their�Ou[ur\�brand�Irom�the�Ǉrst�touchpoint.

6iJnature�were�IacinJ�seYeraO�biJ�chaOOenJes:

���/enJth\�appOication�and�screeninJ�process.

���,nconsistent�process�thanNs�to�decentraOised�recruitment.

���,nconsistent�onboardinJ�Irom�bus\�home�manaJers.

8OtimateO\��these�issues�meant�6iJnature�was�struJJOinJ�to�hire�the�peopOe�the\�needed��to�

maintain�the�hiJh-TuaOit\�care�their�customers�depend�on.
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:orNinJ�with�7ribepad��the\:

���%uiOt�emaiO�pacNs�Ior�Iast��consistent�

���on-brand�communication.

���$dded�606�IunctionaOit\��personaOisinJ�����

���comms�b\�channeO�preIerence.�

���&reated�a�post-recruitment�e[perience�

���Tuestionnaire�Ior�candidates.

���&entraOised�YisibiOit\�oYer�hirinJ�across�aOO�

���homes��to�improYe�consistenc\.

���$utomated�onboardinJ�and�e-contracts�

���Ior�more�conYenient��Iaster�MoininJ.

���$dded�4uicN�$ppO\�IunctionaOit\�Ior��

���easier��TuicNer�appOications.

���$dded�$,-based�automatic�screeninJ��to�

���acceOerate�screeninJ.

���+arnessed�reportinJ�to�understand�&;�

���bottOenecNs�and�tarJet�improYement.

��



https://trello.com/c/GADMmblW/300-candidate-experience-whitepaper-aug-2https://trello.com/c/GADMmblW/300-candidate-experience-whitepaper-aug-2https://trello.com/c/GADMmblW/300-candidate-experience-whitepaper-aug-2https://trello.com/c/GADMmblW/300-candidate-experience-whitepaper-aug-2

   Hired 800+ people in 16-months.

   Saved £2M by decreasing agency use in          

   the 12 months after implementing       

   Tribepad (May 2020-2021).

   Lots of great candidate and hiring   

   manager feedback.

   Positioned recruitment as a key strategic 

   partner.

   Gained recognition from the C-suite.

Results:
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â7ribepad has made m\ Mob as a recruiter a miOOion times better and

proYided a Iantastic candidate e[perienceã

+ead�oI�5esourcinJ�and�7aOent��6iJnature�6enior�/iIest\Oe
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7ribepad�is�the�easiest-to-use�enterprise�taOent�acTuisition�suite��used�b\���-miOOion�peopOe�in�

���OanJuaJes.�,t�empowers�orJanisations�to�buiOd�powerIuOO\�straiJhtIorward�e[periences�that�

transIorm�their�recruitment.�

2nO\�7ribepad�combines�robust�IunctionaOit\�with�proIound�usabiOit\.�,tàs�an�intuitiYe��

Oow-cOicN�suite�with�a�modern�OooN�and�IeeO�Ý�and�unparaOOeOed�ǈe[ibiOit\.�

7ribepad�7$�3OatIorm�combines�our�powerIuO�core�$76���&50�with�optionaO�onboardinJ�and�

Yideo�interYiewinJ�moduOes.

:hen�\ou�Moin�the�7ribepad�IamiO\��\ou�donàt�Must�Jet�recruitment�soItware.�<ou�Jet�true�

partners��who�beOieYe�in�earninJ�\our�business�IoreYer�with�a�product�that�neYer�stops�

JrowinJ.

$bout�7ribepad

https://tribepad.com/taOent-acTuisition-pOatIorm/7ribepad�7$�3OatIorm�https://tribepad.com/taOent-acTuisition-pOatIorm/7ribepad�7$�3OatIorm�combines�our�powerIuO�core�$76���&50�with�optionaO�onboardinJ�and�https://tribepad.com/taOent-acTuisition-pOatIorm/combines�our�powerIuO�core�$76���&50�with�optionaO�onboardinJ�and�7ribepad�7$�3OatIorm�combines�our�powerIuO�core�$76���&50�with�optionaO�onboardinJ�and�

https://tr .com/ǈe[-contractor-manaJement/

��



:e�couOd�do�Jreat
thinJs�toJether:�
booN�a�demo�
and�Oetàs�chat.�
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