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Candidates also deserve a personalized 
greeting and ongoing dialogue so you can 
better interest and engage with the people 
you want to hire. 

Perhaps your culture or skill repertoire is 
changing and you want to evangelize this to 
people who might wish to join the company 
and contribute. You want to present a 
consistent and authentic brand and culture 
to the candidate market just as you would 
with the market in general. How do you get 
the word out to the candidates in your known 
database and to the networks where qualified 
and transformative passive candidates 
reside? How do you learn more about what 
candidates want and then provide them with 
that? This provision should go beyond salary.

This is where candidate experience 
management comes in. It’s one of the 
important practices in leading-edge digital 
recruitment and candidate relationship 
management strategies leveraging the 
principles of How to Recruit Like a Marketer. 
The candidate experience process follows the 
same process as the prospective customer 
life cycle, that of nurturing and personalizing 
relationships for reciprocal value. 

Recruiting organizations care about their 
candidates just as they do customers, and 
it’s not about buying and selling candidates 
quickly any more than it is with customers. It is 
a continuous engagement process, an ongoing 
relationship, and technology is needed to 
manage large numbers of candidates from 
the moment they notice and subscribe to 
your brand. What content do you want to 
offer them,  through which communication 
channels, and how can you intelligently offer 
job opportunities to them and others that 
look like them in their network? 

Professional digital marketers use smart opt-
in personalization techniques to enhance the 
customer experience, and recruiters can tap 
into the same tactics and resultant business 
intelligence. What skills does your business 
need and how can you advertise those needed 
skills and competencies in a distributed yet 
personalized way to the market and recruit 
the best candidates?

The following white paper identifies the ways 
easy-to-use technology, process automation, 
and the all-important candidate experience 
can help to better personalize each touchpoint 
and interaction in the candidate journey.
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Why Personalize?

Segmenting and targeting customers is a 
best practice. It involves dividing a company’s 
customers into groups of commonality. These 
groups can be split in a number of ways. 
Sometimes they are split by demographics 
and geographies, sometimes by shared 
values, interests or behaviors. Most likely a 
combination of all. But these groupings or 
segments are in place to help organizations 
further hone how they relate to customers 
in each interest group and thus maximize 
the value and relevance each customer 
exchanges with the business.

It is not difficult to envision or recall what 
can go wrong when you don’t properly group 
your customers. You might inadvertently 
send the wrong message or marketing offer 
to the wrong demographic. Just as you 
wouldn’t want to try to sell snow shovels 
to someone in Florida or the South of 
France, you might not want to present time-
consuming regional security and privacy  
opt-in processes to consumers or subscribers 
who are already active and engaged with your 
brand in geographies where those privacy 
requirements don’t apply.

Recruiters are faced with similar challenges. 
If you don’t organize your talent into groups, 
if you force-fit a one-size-all sales and 
marketing approach down every candidate’s 
throat, you depersonalize this potential talent 
and are likely drive these individuals away. 

The manual investment in achieving this 
more personalized candidate experience can 
be not only costly, but unproductive because 
of the static nature of the data residing on 
one person’s desktop, in a spreadsheet or 
email folder.

Without organizational system support, the 
recruiter has to start grouping candidates 
manually and on the fly in order to be able to 
tailor messaging and report to hiring teams  
and upper management about potential 
matches with job openings. However, when 
digitalized in a more accessible system,  ot 
only do security management, data input, 
accuracy and objectivity become more 
transparent and available, but the subjective 
groupings and manual labor of creating 
folders according to candidate groups 
become less onerous.

This is where tagging and machine learning 
can help to reduce manual wear and tear 
on people. And here we mean not only your 
hiring teams but the candidates, too, who 
don’t want to have to jump through hoops 
to apply to a job or find out about relevant 
interest areas and future opportunities. 

When you think about candidates, what is it 
that your hiring team and HRIS manager need 
to accomplish? If objectives are not aligned, 
recruiters may be categorizing candidates in 
their email folders where other members of 
hiring team cannot get visibility. 
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Or, due to the limitations of some natural 
human analytical abilities, the recruiters may 
not be identifying the categories that matter 
the most.

With an advanced applicant tracking system, 
you can log in and view candidates within 
a logically configured categorization of 
candidates. You can filter and search by 
geography, demographic, job category, skill, 
development needs (which can be used 
toward recruiter to candidate feedback), by 
channel (Twitter, LinkedIn, email, chat, or 
mobile voice), and by decision and action 
time frame (with integrated email reminders). 

What is the cost if you do not personalize? 
How many of us as consumers have lost 
faith in a brand after it sent us suggestions 
for pool equipment when we have no plan to 
own a pool? How many of us have received 
consistent job offers that have zero relevance 
to our current or prospective skills and 
experience and have promptly placed the 
recruitment firm in our Junk folder? 

Relevant email is 18 times more likely to drive 
revenue than broadcast-all deliveries, while 
the failure to present what a consumer (or 
candidate) wants and the targeting of the 
wrong market represent common reasons for 
poor product launch or candidate experience 
results, according to marketing strategist 
Single Grain.1 

Know your candidates. Don’t guess. Getting 
to know your candidates helps you to deliver 
more relevant content and dialogue and job 
offers. They’ll appreciate it. 2 

In customer relationship management, it can 
be costly and turn off if you don’t customize to 
a customer’s needs, including which channels 
to use to reach the people there. The same 
applies to candidates. If you don’t digitalize 
and socialize online you are missing out on 
opportunities to meet talent. New generations 
of talent are online, on social and professional 
networks, (Facebook, LinkedIn, Instagram), 
on search and job aggregators and on sites 
dedicated to specific professions and roles.

Smartly and cost-effectively categorizing your 
audience allows you to hire the best, trade 
value with candidates and employees, and 
continuously address underrepresentation.  
Make sure the way you segment your 
candidates   is aligned with your business 
objectives. This alignment requires transparent 
data, honest insight, authentic communication 
and dialogue, personalized suggestions for 
candidates, and a lot of listening. 

So where to invest in your talent acquisition 
value proposition? There are all types of 
candidate experience management you can 
look at for multidimensional talent sourcing, 
candidate engagement and decision making.
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All Types of Candidate
Experience Management

Given that a one-size fits all approach to 
candidate relationship management fails to 
produce the results a targeted strategy can, 
let’s look at the different ways to group the 
talent you want to hire.

Never forget there are different personalities, 
different skills, and different viewpoints 
and aspirations. This can mean tailoring 
your interactions at the personal level. Only 
through technology and an intuitive human 
interface can large companies achieve this 
level of effective personalization across 
individual candidates.

By Channel.
How important is channel? Where did you meet 
the candidate? Which channels of interaction 
are they comfortable with? You want to be 
able to offer that candidate a way to present 
his or her skills in a way that fits into their 
preferences and schedule. When candidates 
and applicants opt-in and identify themselves, 
they can then start more easily falling into 
categories that you have preconfigured or that 
can be added. Get dynamic in your interactions 
with talent through digitalization, chat and 
analytics. We’re also seeing video offered as 
an option for candidates. For example, today’s 
candidate can record a cover letter or a video 
resume in which he or she can choose to emote 
their value during an online video interview. 

This approach may not be for all, due to 
differing preferences and personality types, 
but for organisations looking to get to know 
large volumes of candidates in a slightly more 
meaningful way than a review of their cv - it’s 
perfect!
Another important channel consideration 
is mobile. What good are your candidate 
engagement efforts if mobile candidates 
cannot connect to your content and apply to 
your jobs from their phones?

By Demographic. 
Demographic in marketing means 
classification by age, gender, ethnicity, religion, 
education, income, family size, and more. 3 

By knowing your potential customer better, 
you can make better educated inferences 
about what that person may need or want. 
As a recruiter you can listen further, engage 
in relevant professional dialogue, and try to 
meet a talented individual’s wishes. This type 
of candidate experience management can 
also guide diversity and inclusion programs 
that empower organizations to address 
underrepresented demographics, which 
might include senior citizens, women, and 
people of color. 

By Stage. 
You want to be able to identify where in the 
pipeline a customer or candidate resides. Is it 
the awareness stage? Is it the interest stage? 
Are they ready to buy (i.e., accept an offer)?
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 With candidates, these stages might be also 
expressed in terms of passive candidates, 
jobs newsletter subscribers, prospective 
candidates, job applicants, active candidates, 
and previous applicants. Flexibility is a must. 
You must be able to categorize by stages 
in the hiring cycle / candidate life cycle to 
present the right message at the right time. 
This brings us to the next logical way to 
organize the candidate experience: By 
Engagement.

By Engagement Level. 
Engagement level basically is a measure of 
opened emails, click-throughs, page views, 
responses, opt-ins, and jobs-applied-to. 

You need to be able to glean feedback from 
candidates based on behavior. Who is hot and 
who is cold in terms of candidate engagement, 
and what can you as an employer do better in 
your talent sourcing and candidate experience 
management efforts?

By Candidate.
Engagement level leads us into categorization 
“by candidate interest and potential.” Timing 
can be critical for some of this relationship 
knowledge. Perhaps you ascertain that a 
passive candidate is ready to make a move, or 
you learn an active candidate needs to achieve 
a certain salary level. What is the candidate’s 
personality like and which managers are a 
good fit for this needed talent? By organizing 
your candidate relationships with an eye on 
what each candidate seeks or needs, you 
create a healthy and productive two-way talent 
acquisition dialogue.
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By Region or Location. 
It is also crucial to organize candidates for 
regional privacy requirements and multicultural 
appropriateness. This task list of candidate 
experience management includes managing 
privacy regulations for one geography that 
may not apply to another. What if your outreach 
system is set up to handle EU privacy law 
and cannot flex for U.S. or Asia-Pac, or vice-
versa? What if you want to post jobs in a region 
where your ATS does not support translation 
management? A multinational candidate 
relationship management system that can flex 
for regional needs can benefit the candidates 
in that region as well as your brand.

By Language. Whether you are a multinational 
organization or not, support for multiple 
languages is essential as it empowers 
candidates to interact with bilingual and 
multilingual hiring team members. Foster 
the skills your organization needs to extend 
its demographical reach through candidate 
relationship management. Ensure that your 
candidate relationship management system 
or advanced applicant tracking system can 
handle these interactions and guide skill-to-
role matching.

By Industry.
Different industries require different skills, 
experience and competencies. Demonstrate 
your organization’s differentiated value in an 
industry or industries as well as its cultural 
values. Engage with candidates. Listen to 
different viewpoints. You want to see and, to 
some degree, vet each candidate’s degrees, 
certifications, former jobs, previous roles, and 
interest areas, and to get this done you will 
want candidates to feed into roles by industry 
and by the brands your organization focuses 
toward an industry or industries. 

Technology can help you to identify the names 
of skills you’ll need and suggest alternative 
and more effective terms to search, find and 
acquire.

By Department. 
Grouping talent by departmental relevance 
is important not only for matching candidate 
skills to current departmental openings or 
needs, but also for keeping track of candidates 
who didn’t get the last job yet might be a great 
fit for the next role. Hiring teams attempting 
to identify the skills and people needed 
to meet departmental and organizational 
objectives must be specific yet strategic. 
You’re not just hiring for today you are hiring 
for the future. “By department” should never 
mean siloed toward a candidate’s possible 
career path, and cross-departmental sharing 
of good candidates who may be a good fit 
for elsewhere in the organization is a good 
practice.

By Source. 
You want to be able to identify the best 
sources for talent leads. These include 
referrals, agencies, job sites, LinkedIn, and 
Xing, and by determining the sources which 
improve your talent pool can lead to better 
hires. Source metrics can also feed back into 
informed “right channel” interactions for the 
candidates identified there. It is imperative 
that you understand the candidate’s 
preferred – but hopefully not his or her only – 
communication channel. From here, network 
building, more intelligent volume sourcing, 
pre-screening, and better informed decisions 
on talent acquisition can further blossom.
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If you are committed to the benefits of 
candidate experience management, you 

will also want to organize candidates 
based on exercises / assessments during 

the application process or even during 
candidate engagement. This will give 

you a chance to evaluate problem-
solving skills or social strengths, for 

example, and categorize those as your 
organization moves closer to the hire. 4 
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Six Ways to Enhance 
your Candidate Experience

Network dialogue. 
Get in the game with a digital, mobile, social 
and professional network presence. You 
need people, you need evolving skills. Much 
of this people information exists on the 
Internet of Things, on social media, job sites, 
and professional business networks such as 
LinkedIn and Xing. Find and connect with 
this talent, note their skills, listen to their 
viewpoints and understand their interests 
and tailor content and opportunities 
accordingly.

The candidate pipeline is easier to refine, measure and manage when it is organized 
according to the principles of candidate experience management. This leads to 
better personalization, more engaged prospective candidates, and smarter
long-term hires. 4 

So with the many ways to group candidates considered (and there are many other 
ways employers may wish to categorize), it is now crucial to apply this candidate 
experience focus to different candidate touchpoints. 

2
Content and interaction relevance. 
Listen not just audibly but through a 
digital social perceptiveness before you 
interact. Are they asking to opt-out or 
unresponsive? Are they clicking through 
and viewing your organizational culture? 
What might interest a semi-active candidate 
next? Ironically, artificial intelligence can 
help. This includes chat bots, machine 
learning, and personalization, all of which 
can complement human efforts to enhance 
outward candidate engagement through 
behavioral analysis and candidate-driven 
interactions.
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3 Candidate organization by interest. 
So how do you categorize your valuable candidates? Think 
about different ways you can further segment the talent you 
want to develop towards working for you. You accomplish this 
by engaging candidates as you might customers, through their 
interest areas. It isn’t only about understanding technical skills, 
it’s about understanding soft skills such as diplomacy and 
problem-solving, and it’s about a candidate possessing ideal job 
characteristics (maybe, it’s a willingness to travel), and shared 
cultural values. Believe it or not, this can be accomplished through 
short and no-hassle job or employment application forms and 
ongoing interaction. Candidate experience management should 
also include support for the gig economy, so you can ensure 
operational continuity during peak or turbulent business periods, 
with timesheet integration 
and total talent acquisition 
processes, the latter with 
which full-time and part-
time employees can be 
evaluated side by side 
toward opportunities. 

4Continuous personalization and customization. 
Customization is what you do to adjust internally 
and authentically as an employer. What is the market 
telling you? What are the individuals in that market 
telling you? It’s a two-way continuous dialogue. 
Who speaks 5 languages and who will travel to help 
your business in other parts of the world? How 
can you foster this talent in alignment with current 
and future objectives? You want your advanced 
applicant tracking system to be able to achieve 
this by interconnecting with the channels on which 
candidates participate, offering individual members 
of different generations the ability to interact in 
the most demographically appropriate format. It 
might be on LinkedIn, Instagram, Snapchat or newly 
emerging social or professional platforms across the 
world. Be an authentic part of the channel they use, 
learn about your next generation of talent, and keep 
the dialogue and personalization going. 
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Measurement and reporting for ongoing improvements. 
Realize the efficiencies of candidate experience management and 
steady personalization, including which sourcing channels are bringing 
you the best people and skills, and which skills and experience to 
pursue now and in the future. By understanding the different stages of 
the candidate life cycle (awareness, interest, desire, action, mentioned 
earlier) and where the bottlenecks are, you can address problems and 
inefficiencies. Customize, personalize and then measure. It’s helpful to 
know that 3.8 percent of your talent pipeline convert into hires, but 
it’s better to know that 9.9 percent in your Java or Cobra developer 
pipeline convert. Efficiency, accuracy and precision are important and 
AI and automation can deliver. Which contracts are about to expire? 
Which jobs, roles (full- and part-time) and careers need attention now? 
Then, be able to measure 
time to hire (TTH), right 
hire, and the candidate 
experience. 6A people-centric and helpful digital platform system 

for talent acquisition data and interactions. 
Candidate segmentation and personalization start at 
the sourcing stage. For example, engaging soon-to-be-
graduating MBA students during the winter holiday 
season when they aren’t studying. It continues through 
to succession planning and career and performance 
management, with the key skills and attributes that 
are identified feeding back out into fine-tuned talent 
acquisition efforts. The system must be flexible to 
address the needs of global organizations seeking to 
deliver the most appropriate candidate experience at 
local and even personal levels. Ease of use and flexibility 
for HR and for candidates are paramount. The dialogue 
with the people who work for you and the people who 
you want to work for you never ends. It’s your brand and 
their career paths, and both need to be delivered in any 
language, style or colour you like. 
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Employ Candidate Experience 
Management to Build the Perfect Team

You have a candidate pipeline and you want 
to organize it so you can match interest areas, 
skill, experience and qualifications to job 
families and strategic future roles, and thus 
build winning teams, now and in the years to 
come. You want to organize the stages of the 
candidate journey, too, so you can support 
performance and engagement analysis, 
metrics reporting, and timely improvements.

Lumesse Recruit provides a central solution 
through which global organizations can 
manage all their  candidate experience 
activities. It is a cost efficient, Talent 
Acquisition platform built on true-cloud 
architecture (Saas), that helps address hiring 
teams get personalised whether they work 
by role type, region, language or brand. 
Filter your jobs, see your applicants, build 
relationships, get notifications, take action, 
and respond to tasks or approval requests, all 
of which are seamlessly available on mobile 
devices through our intutive hiring app.

There are so many ways (and reasons) to 
tag and view the data, for your hiring teams, 
consisting of recruiters, line managers, HR 
administrators and company executives.

HR Administrators
First, you want to be able to implement your 
global recruiting strategy at a multinational 
level with the flexibility to address local 
requirements at the regional and even personal 
level. For this reason we start with the value 
Lumesse Recruit brings to HR administrators. 
The global administrator sits at top and can 
make changes throughout the system. Roles 
and rights for using the candidate relationship 
management can be assigned based on 
permissions and relevancies – for example, 
a hiring manager in the finance department 
may have all the approvals, processes, and 
reporting for that area or job. Administrator 
changes tend to concern candidate selection 
processes, the way approvals are done, or 
changes to field values. 

Some ATSs are rigid, and it’s difficult to make 
changes. While you wait for technical changes, 
the candidate experience can suffer. An 
advantage to Lumesse’s system administration 
is that administrators and other users get the 
ease of use and support to rapidly change 
career pages, questionnaires or feedback 
forms, or the applicant form itself. 
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As part of its flexibility, Lumesse Recruit 
supports 36 languages and a range of brand 
industry requirements. Need an ATS that can 
support multibrand as well? It’s an important 
key criterion for large multi-industry 
organizations across the globe. This flexibility 
and multinational scope and experience also 
make it easier for administrators to comply 
with regional privacy laws, so they are not 
under-addressing candidate privacy or 
security locally, and not applying a one-size-
fits all policy to different regions.

Applicants/Candidates
A person can apply to a job on your career 
site built using Lumesse Engage and its API 
marketplace participants. The candidate 
can create a profile first or just apply. It’s 
an easy one-page apply and it’s fully mobile 
responsive: meaning the candidate has the 
flexibility to apply from the train or the bus.

The candidate might also get chat bot help 
if no one is around to assist, and even apply 
to a job as part of that anytime dialogue. 
Lumesse Video also provides support for 
video applications, allowing candidates to get 
as personal and emotive with an employer 
as they choose. And it’s two-way: Interested 
candidates can watch a video to see and hear 
more about the employer, the organizational 
culture, and the people who work there. 

Process automation and efficiency circulate 
through the system for candidates, as well as 
HR users. 

Candidates can 
import data from 

their CVs/resumes 
in a near effortless 
and instantaneous 
CV parsing step. 

And because data is 
parsed, the prospective 

employer can find it 
later, categorized and 

searchable. 
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Recruiters/Hiring Managers
The Lumesse candidate relationship 
management system’s ease of use and process 
efficiency extend to and multiply for hiring 
managers. Single sign-on means a recruiter 
or hiring manager can sign in from intranet 
to something called Recruiting. From there, 
the user gets access to a Jobs Dashboard, 
Sources, Meetings, Calendar, Reporting, Easy 
Settings, and more. He or she also gets a 
handy, personalized list of the last 10 things 
worked on. It’s built for the way you work.

My Jobs provides a view of jobs for which a 
recruiter or hiring manager is responsible. Or 
you can also group and categorize CV/resume 
reviews, offers to candidates, new applicants, 
and onboarding status. 

Every hiring team member gets a customized 
profile and a project dashboard from which 
to navigate projects that are in progress or 
to start a new activity. Hiring managers log in 
and gets orderly dashboard viewpoint of jobs, 
and can create a new job. Meanwhile, line 
managers can send approvals, or can provide 
feedback on candidates.

Hiring managers can set up as many tags as 
they want and use it to identify candidates as 
part of the new job project. For example, Do 
you have Java developer experience? If yes, 
you might be moved into the talent pool for the 
job. If not, the job candidate receives a polite 
rejection letter but encouragement to stay 
connected for possible future opportunities. 

Apply filters to candidates in the way you 
want to view and continue to interact with 
them. Offer the capability for the candidate 
to do the same. 

When creating new jobs, the recruiter or 
hiring manager can copy from an existing job 
or import fields from templates, so when they 
add a job they don’t have to manually design 
it from scratch every time. 

Select where the position or candidates 
will be based – Is it U.S., EMEA, Asia-Pacific, 
elsewhere? Lumesse supports diversity and 
inclusion programs as well, which is helpful 
in regions where questions about ethnicity, 
disability, military service are a part of the 
self-identification application process.

Select the department for the job: For 
example, Finance IT job opening.

Fields automatically fill out as you go.

Select the type of role, whether it is an 
internship, hourly worker, for a limited project, 
or permanent (you might select Permanent 
UK or Permanent U.S.).

Add a potential candidate to the job project 
(might even be an internal candidate), for 
selected members of hiring team to view. 

Once approved, before the job goes public, 
the recruiter or hiring manager can select 
distribution channels (career sites and 
agencies) available. These might include job 
distribution networks such as Broadbean, 
chosen job boards, external career sites, and 
your internal sites. Select where you want to 
advertise and then select start date and then 
end date. 

You can also choose if you want to offer 
video recruitment options such as video job 
descriptions, video CVs/resumes, live video 
interviews, and more.
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Then save and that job will be posted as 
‘live’ on the career site and wherever else 
designated.

While you wait for applicants, you can 
continue best practice candidate relationship 
management. Lumesse Engage’s CMS helps 
to personalize content for the candidate 
experience, which is a way to keep candidates 
engaged. As mentioned earlier, it is an 
opportunity to work out each candidate’s 
preferred communication channel and topics 
of discussion, and stay in touch.

You could skip the pre-screening process by 
automating it to deliver high-volume, smart 
results, and less-time-intensive manual burden 
when it comes to short-list development. As 
applicants respond, you can automatically 
move top candidates to the next stage in 
the selection process, based on predefined 
criteria. You can still talk with candidates (the 
human “person to person” touch) but with a 
better, more relevant and more manageable 
selection pool based on hiring team input and 
built-in intelligence. 

The next stage might be an online assessment. 
Here, the hiring manager can filter and search 
candidates based on how they answered when 
they applied, look into whether they have the 
proper work permits or accreditation, and so 
on. 

You click on individual candidates and get a 
dashboard look at how well they rate against 
the position. You can zoom in on the CV/
resume. 

From there, you proceed with the candidate, 
put on hold, or reject.

But the selection process doesn’t end there. 
You still have a lot of human intangibles to 
decide upon, and now it’s time to narrow your 
position pool down to a shorter list and offer 
the final candidates an opportunity to wow 
you. 

This takes you into the possible final 
interviews, and with so many different 
schedules to accommodate inside your 
organization and among candidates, email 
and calendar integration is a necessity. 
Lumesse Recruit leverages a central calendar 
that integrates with Outlook and Gmail. The 
integration is two-way. The recruiter can find 
available time-slots in a candidate’s calendar, 
easily cross-reference hiring team availability, 
and can book rooms for interviews and other 
meetings.



17

Recruit Like a Marketer

A calendar view shows commonly available 
days, and you can drill in from there. If the 
candidate or essential members of the hiring 
team cancels or postpones, the organizer 
receives an email message that changes have 
been made to a schedule. 

Once, you’ve decided on top candidates, it 
may be time to check candidate references, 
which, like job interviews, can present another 
scheduling challenge (a game of “phone 
tag”). Here, Lumesse offers a candidate opt-in 
online reference checking app that supports 
360-degree reviews that can include former 
supervisors, colleagues, customers, and more. 

Then, following the uploading of pre-
employment documentation such as Driver’s 
License and Passport, hiring teams can 
view multiple candidates for a position in a 
side-by-side benchmark view, follow up with 
questions for a candidate or candidates, and 
then make their final decision. 

The candidate can accept an offer online.
Meanwhile, for those good candidates who 
didn’t join the team this time, an employer 
can intelligently personalize their experience 
further, finding alternative matching jobs 
that come up or at the very least keep in 
touch from time to time. 
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Conclusion

Just as with customers, you should segment 
and engage candidates by areas of interest 
and relevance and manage the results. As 
you nurture your talent pipeline according 
to the principles of candidate relationship 
management, smart technology makes it 
easy to categorize your audience by interest 
and potential best fit in your organization.
 
Lumesse provides a powerful yet flexible 
talent acquisition platform on which to 
nurture ongoing candidate relationships, 
even after hiring decisions are made. It is 
flexible and smart for sourcing talent, building 
relationships with candidates, creating jobs in 
different languages, and categorizing known 
talent according to current and future jobs 
and roles in your organization. 

The Lumesse candidate relationship 
management system also provides the 
intelligent foundation for fulfillment of your 
key recruitment KPIs, such as time to hire 
(TTH), right hire, and engaging levels of 
candidate experience. It allows you to filter 
data into time frame, region, jobs, qualification 
and experience checklists, and more. You can 
also drill into talent sourcing channels and 
the efficacy of each. 

Candidates, recruiters, HR managers and all 
key members of talent sourcing and hiring 
teams will realize enormous benefit when 
smart tools match candidate demographics, 
location, experience, skills, competencies, 
aspirations and preferred communication 
channels to organizational talent acquisition 
objectives. 

Find out more about Lumesse Talent 
Acquisition.

https://lumesse.com/talent-acquisition
https://lumesse.com/talent-acquisition
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Lumesse provides talent acquisition and talent management solutions to 
approximately 1,200 organizations in over 70 countries, 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.
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