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Contents Introduction

Why are sourcing and recruitment 
channels so important?

Talent sourcing channels are the means by 
which you identify and connect with the key 
talent you’d like to hire. Examples include job 
sites such as Indeed, Monster and StepStone, 
recruitment agencies and RPO full managed 
service providers, and professional career and 
networking sites such as LinkedIn and Xing. 
Like with commerce, the talent acquisition 
profession also requires channel partners and 
distribution technologies. Employers harness 
these various channels to extend their reach, 
to network and engage with talent that might 
be otherwise beyond their scope. 

The full list of channels looks something like 
this: your branded career sites, professional 
networks, job sites, integrated job distribution 
and advertisement platforms, paid recruiting 
agencies, executive search firms, contract 
worker sites, and gig economy platforms.

Perhaps you have additional channels you 
want to manage – employee referral processes,
for example.  The number of channels can 
seem unwieldy when it comes to managing 
them for ultimate skill acquisition and other 
business value. 

You want these channels working for you, and 
not the other way around.

For organizations looking to better manage 
their talent sourcing and recruitment 
channels, the areas between outbound 
marketing and inbound marketing can gray 
similar to the way they do for sales channel 
management. What’s important to remember 
is that you as an employer seek talent and 
skills both through outbound marketing 
(dialogue that says we’re interested in you 
working for us), as well as inbound (we’re 
here if our brand awareness efforts catch 
your eye or you otherwise stumble upon 
us). This means support for both outbound 
(push) and inbound (pull) candidate channel 
management is necessary.

Outbound methods generally produce a lesser 
return on investment, but are good for speed 
and driving specific projects. Arguably, they 
are less about quality and more quantitative. 

The logic is, those who are looking to work 
for your organization will find you and come 
in on their own accord, which contributes 
to inbound’s success rate. When you go 
searching for what you are looking for, you 
encounter a larger pipeline of talent and the 
per-person engagement level goes down.
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Sourcing and Recruiting
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Sourcing and Recruitment Channels

Conclusion: Why Lumesse?

References

About Lumesse

3

6

7

10

12

12



54

Examples of outbound 
methods include:

Email and direct communications, including 
phone calls. With this active sourcing method, 
you don’t want to be the spammer. It’s busy 
out there, so you need intelligence to guide 
your outbound interactions. It’s also time-
consuming where you have people, or apps 
being developed, to engage candidates and 
evaluate readiness to apply for a job or move 
on to the next stage. Sometimes it’s best to 
nurture these people along the way with opt-
in marketing techniques, offering registration 
for content relevant to them, along with 
recommendations for learning more about 
the industry.

Live recruiting, including in-person, event-
based marketing. You want to manage this 
face-to-face channel as well. Determine 
the most effective and unobtrusive ways 
to collect contact information for further 
candidate relationship management. Whether 
it’s graduates, job fair attendees or people 
you meet serendipitously, best practices 
range from sign-in sheets, to taking notes, 
to collecting business cards for later data 
entry, to scanning those cards, to gaining 
permission to scan someone’s ID badge at an 
event, resulting in the population of willing 
candidate info into your system. The channel 
management gets easier the more digital it 
is, but keep the data scanners to the more 
formal events and locations, where their use 
is expected.

And don’t forget outbound channels such 
as the agencies you use, with which you are 
extending your brand and your jobs through 
third parties. Whichever outbound channels 
you use, you want the information aggregated, 
categorized and searchable for later use.

These are your channels for active 
recruitment and sourcing. They might involve 
online dialogue in public or private forums, 
introductory phone calls, pushing jobs to 
candidates, or face-to-face meetings at 
events.

Inbound methods, while sometimes wearing 
the stigma of being passive, can prove to be 
the difference once you have a candidate’s 
attention. The key is to employ technology 
(social and digital tools, automation, and 
artificial intelligence) to meet more relevant 
candidates than you would had you been 
left to your own human devices. It’s the 
extra insight recruiters need into talent and 
effective candidate relationship management.

However, inbound methods are slightly 
harder to get going and not usually as 
responsive as outbound.

Examples of inbound talent 
acquisition methods include:

Career sites. You need to deliver an 
attractive career site, one that flexes to meet 
multi-language, multi-brand and regional 
compliance demands. 

Done well, all of your branded career 
sites across all regions should represent 
your people, their talent and your brand 
- highlighting each personality and skill, 
each regional localization and be delivered 
through an interactive and mobile optimized 
user experience. Then, supplemented with 
targeted - ‘just in time’ - content, your career 
site can provide the perfect shop window for 
your organization and a steady stream of 
better qualified applicants.

Blogs and other topical content. This type of 
content when pushed out, straddles the line 
between inbound and outbound marketing 
classifications. Support for video content is 
growing (fastest growing content channel 
online), but it can be costly to create and edit 
for most Talent Acquisition teams. TA teams 
should look how to innovate with video as 
outlined in the second release of our Recruit-
like-a-Marketer series - Video in Recruitment.  

SEO/search engines. Using SEO, you can 
pay for eyeballs on your brand, your jobs 
and careers, or you can optimize content for 
improved organic SEO results. Are candidates 
finding you? How can you optimise your 
content with keywords on careers site and 
blogs to help them find you easier in future?

Employee references. Imagine yourself an 
employee and hiring teams at your company 
are not collecting recommendations from 
the people who already do that job. Is it wise 
to support this silo in the war for talent? 
Referrals can be simple and easy - seamlessly 
integrating into your hiring process.

Get your workforce involved in talent sourcing. 
Make it easy for them to understand the 
skillset that is needed and let them contribute 
if they know anyone who might join the team 
or assume the position.

Internal mobility. Best practice talent 
management factors internal talent mobility 
into job fills. A complete view of talent across 
existing employees, contractors, and job 
candidates can make putting the best person 
in the best position to succeed easier and 
more objective. 

Inbound talent acquisition is not stop and 
start, it is continuous with digital assets and 
tools working for you. As HubSpot put it, 
inbound tries to attract customers “through 
relevant and helpful content and adding value 
at every stage in your customer’s buying 
journey. With inbound marketing, potential 
customers find you through channels like 
blogs, search engines, and social media.” 

There are a multitude of important channel 
management considerations, including 
identifying and tapping into the best 
talent sources, widely distributing jobs 
more efficiently, harnessing your best 
talent analytics, and managing your full-
time candidates alongside your contingent 
workers. With so many dimensions by which 
to manage your talent sourcing channels, and 
to do it well, a concept for managing your 
channels called 360 Degree Sourcing and 
Recruiting is needed.

https://www.youtube.com/watch?v=K4NAzaVD69c
https://www.youtube.com/watch?v=K4NAzaVD69c
https://www.hubspot.com/inbound-marketing 
https://www.hubspot.com/inbound-marketing 
https://www.hubspot.com/inbound-marketing 
https://www.hubspot.com/inbound-marketing 
https://www.hubspot.com/inbound-marketing 
https://www.hubspot.com/inbound-marketing 
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Total Talent Acquisition: 
360 Degree Sourcing and 
Recruiting

Comprehensive visualization of your talent 
sourcing and recruiting channels is crucial for 
multi-national employers or regional companies 
with distributed workforce and client service 
needs. Just like with your sales partners and 
other market-facing channels you want to 
be able to understand coverage, how many 
prospects (i.e., candidates) are exposed to your 
career and skill acquisition efforts, and how 
well you are attracting new talent. 

As an agency, RPO or direct employer, are you 
able to capture recruitment analytics that tell 
you which job sites, advertisements, career 
sites under your management are delivering 
the most views, the most applicants, and the 
right applicants?

Are you at present reaching these best-
qualified candidates where they live and play? 

This goes beyond strictly having accounts on 
LinkedIn, and social media du jour. Omnichannel 
support and 360 degree total talent acquisition 
requires so much more, and you need AI machine 
learning, semantic search and smart interactive 
tools for recruiters to make relevant, informed 
and accurate decisions as to whether proceed 
with a permanent, contingent or internal hire 
on a role by role basis. 

So here are 5 steps for effective management 
of the channels you’ll need to source and recruit 
talent in today’s increasingly digital 
business world.

5 Effective Steps for Managing 
your Recruitment Channels

1. Organize Your Existing Channels. Know what channels 
you are currently using and then better group them… 
Executive search firms, agencies, job boards, engineer 

sites, gig economy platforms. The categorizations can be 
continuous, as the results on how they better optimize your 
channel use are visualized. Include internal talent pipelines, 
your existing employees, in your searches. Without career 
development, opportunity and advancement, people will 
leave your employment more rapidly and at a greater cost 
than if they’d been given a chance to grow.

Your sourcing and recruitment channels are your pipeline for talent, from the 
hiring agencies you use, to the search databases you access, to the internal 
employees you encourage to apply to the jobs or refer candidates. But don’t 
forget the pipeline needs to also integrate information from phone calls and 
from onsite interactions with candidates. With all these sources for potential 
new hires and skill additions, how can you afford to not integrate it all into a 
centralized system and flexible set of processes?

It’s not easy, so a blueprint can help. The following five steps can help
organizations seeking to optimize their talent sourcing and recruiting 
channels to get some momentum and start deriving benefits.

2. Digitalize. The above method can more easily be achieved 
with a toolset of interrelated digital processes feeding 
into an advanced applicant tracking system. From this 

digital platform, you can branch out more efficiently through 
semantic search (i.e., searching for keyword synonyms), getting 
smart recommendations, automating processes of mundane 
tasks that would take several humans longer to complete with 
lesser relevance compared to AI. You will see your talent pipeline 
growing with pre-screening giving your recruiters a chance to 
interact with the most relevant candidates.
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5. Understand and Flex for Total Talent Acquisition. 
Multidimensional 360 degree sourcing is not easy. Anytime you 
have to look across different dimensions, or various channels 

and databases, your overall multi-directional insight gets 
more and more challenged.

It’s a dimension of time, too, a readiness to get more active in the 
interaction with a candidate when the time is right for them. This is 
a challenge, however, and can create additional complexity toward 
candidate experience management. 

Keen insight is needed for FTEs, too, who can apply to the job or refer a 
candidate. Meanwhile, recruiters can post to job boards, batch-posting 
to agencies that are pre-vetted. Not a lot of companies are doing this 
bulk posting well, and distribution partnerships can help. Meanwhile, 
system intelligence such as skill verification, candidate-to-job matching, 
candidate-to-candidate benchmarking, and measures of engagement 
and behavior can automatically alert you to when action is required.

The channel optimization process is cyclical, and 
with talent analytics, you can track and optimize 
your talent sourcing channels and do so more 
efficiently, fine-tuning your processes to post to 
many agencies on an increasing success basis.

A total talent acquisition system empowers you 
to source on a contingent basis – for example, 
“I need a person quick, an interim manager, 
someone to step in for 6 months.” You might 
want to outsource to a couple of providers to 
find the contingent workers / freelancers / 
contractors. The advanced ATS should also 
support your channels for the sourcing and 
recruitment of blue-collar talent, who often are 
paid hourly or on a contract basis 
but can be salaried.

A total talent acquisition system also integrates 
with social media platforms to help you to post 
out your jobs and manage your brand. 

And in our gaming influenced, consumer 
tech driven world, business users are finding 
they can “power up” more quickly and cost 
effectively by tapping into the third party app 
marketplace. A secure open 
API platform is needed.

There are a lot of channels to manage, and the 
challenge can be overwhelming. But maybe 
it doesn’t have to be this way as part of a 
discipline called total talent acquisition, which 
allows employers to assess full-time employee 
candidates alongside freelance and part-time 
help in a single comprehensive view of talent 
that best informs talent and skill requirements.

3. Prioritize the Candidate Experience. But good candidate 
relationship management isn’t just about discovering the 
names of people who might work for you, it’s about the entire 

candidate journey, about effective ways to meet new talent, interact 
with these people, offer them opportunities, and stay connected should 
another opportunity come up. Here, once again, machine learning and 
digital and social tools, including chat and video, can help to determine 
candidate preferences and interest areas toward further opt-in content 
and communication.

4. Manage the AI for People, Not Instead Of Them. Lumesse believes 
in people-centric technology, customer-centric tools. The candidate 
is the customer, but so is the employee… the recruiter and the hiring 
team, and any employee who wants to recommend and get rewarded 
for helping to find new hires. Related to prioritizing the candidate 
experience, AI gives us insights into how to better serve the customer, 
whether that person is a candidate whose interest is growing, or a 
recruiter who wants to spend less time on re-entering data or guessing, 
or a hiring manager who simply wants to know how the candidate 
search is coming along and take appropriate action. 

These smart digital tools don’t replace us; they help us get better, 
whether it is enabling us to post a job once and have it populate 
thousands of job sites, or on a different job req helping us to identify 
hundreds of qualified candidates after manual searches produced just 
three candidates. Recruiters can use filters to narrow the automated 
list, and semantic search empowers them to connect with skills and 
certifications across different geographies, cultures and languages.
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Post the job to a job board and to an 
agency. Include vertical industry, location, 
specialty, which can be used to easily target 
the most qualified candidate more than an 
unresearched, unfocused posting.

Include contract conditions and an instant 
calculation of cost to ensure the hire is 
easy and efficient.

Don’t forget total talent acquisition also 
includes employees for redeployment 
(employees who are making next career 
steps). Lumesse provides a view of existing 
talent, talent pools, and contingent workers, 
all of which you can use to guide decisions 
on new hires. 

With proven experience in support 
enterprise organizations, our flexible 
platform also supports a multinational 
third-party talent acquisition marketplace. 
The Lumesse open AP talent acquisition 
platform allows you to power-up your 
talent sourcing and recruiting processes 
and diversify and optimize your channels.

Learn more about Lumesse talent 
acquisition process support.

Conclusion:
Why Lumesse

Managing your channels is a balance between 
outbound (push) channel management and 
inbound (pull).

It’s about candidates. Getting them to indicate 
and delivering to them via the channels they 
like. Manage your talent acquisition channels 
in a multidimensional way and get better at it 
with smart technology as your assistant. 

Keep tabs and nurture those internal 
candidates who have already applied to a job 
with your company, while serving external 
candidates until they are ready to apply when 
a relevant job comes out.

Timing can be everything. Engage, nurture and 
lead to just in time channels. Is the candidate 
interested and ready to join as part of the 
candidate conversion point?

If he or she doesn’t get or take the job this time, 
the relationship might still continue for a next 
time. If hired, that employee is still part of the 
talent pool in many ways – you’d advertise jobs 
to him or her for next steps in their careers.

Global in coverage, and compliant with privacy 
laws at a regional level, Lumesse supports the 
candidate experience for all 360 degrees of 
recruitment types.

Graduates

Full-time office workers

Executives, including franchising where an 
individual is capitalizing on experience and 
can consult with an organization.

Contingent hires, including a portal to work 
with:

-Blue collar workers
-Rostering – shift workers, recruit into a shift

A variety of hiring agencies

https://lumesse.com/talent-acquisition
https://lumesse.com/talent-acquisition
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About Lumesse
Lumesse provides talent acquisition and talent management solutions to approximately 1,200 

organizations in over 70 countries and 50 languages, enabling them to engage and nurture the 
best talent in an ever-changing and demanding global environment. With our unique and highly 
adaptable solutions, our customers are well prepared to capitalize on the fast evolution of new 

technologies and disruptive business conditions, while meeting all business 
needs locally and globally.

For more information visit lumesse.com.

HubSpot: https://www.hubspot.com/inbound-marketing
Improving Recruitment with Video: https://www.youtube.com/watch?v=K4NAzaVD69c

http://www.lumesse.com
https://www.hubspot.com/inbound-marketing
https://www.youtube.com/watch?v=K4NAzaVD69c

