
RECRUITING X.0



A QUESTION OF 
PERSPECTIVE

Recruiting 4.0 has been an important trend in the global job 
market for some time now. Intelligent technologies such as 
AI, robots, block chains, machine learning and chatbots are 
designed to make day-to-day recruiting easier, especially for 
internal Recruiters and HR teams. The development of these 
innovative technologies are constantly driven by the ever-
changing industry landscape. 

SO IS IT RIGHT TO STILL SPEAK ABOUT RECRUITING 4.0, OR 
IS RECRUITING 5.0 ALREADY UPON US? 

Trends show that we are progressing from purely technical 
developments and that the “human” is moving back into        
“human resources”. As much as AI is useful for automating 
certain processes and increasing the speed of recruiting, 
candidates still demand personal interaction and human 
communication, which technology does not adequately 
offer them. 

No matter where the innovations within recruitment technology 
take us in the future, it’s vital to not solely focus on the technical 
advancements, but to also consider the perspectives of the 
Candidates, Recruiters and Organisations and to not dismiss the 
human element from the process, which has proved successful 
in the past. 

Ask yourself, what expectations do candidates have when 
applying for a position? Which technical innovations influence 
the efficiency of Recruiters and HR managers? How can they 
attract top talent more effectively? What are the overall goals 
of the individual and the business when it comes to recruiting?

Ultimately, these emerging technology trends aim to provide 
better solutions and improve the recruitment process as a 
whole. They also evolve at such a pace that no sooner have 
we welcomed Recruitng 5.0 into the workplace, we could be 
leaving it behind. So we can’t be restricted to a one size fits all 
approach to recruiting. 
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INNOVATIVE RECRUITING:
PERSPECTIVES, REQUIREMENTS AND FORECASTS

For a recruitment process to be fully effective it 
requires a synergy between intelligent technologies 
and human skills. The accuracy and precision of 
artificial intelligence, combined with its ability 
to learn and evolve can contribute to successful 
recruiting, whilst retaining close interaction with 
human judgment. 

That being said, it’s clear that AI and the associated 
algorithms can work much more efficiently than 
humans in certain standardised tasks. For example, 
when reviewing masses of incoming application 
documents, or communicating with hundreds of 
candidates individually. 

New technologies also enable companies to adapt 
their processes controlled by AI according to the needs 
of each individual vacancy, giving the recruiter or HR 
manager much more capacity to focus on the most 
relevant candidates. Standard communication during 
the completion of online application forms is already 
largely handled by intelligent ChatBots. It is essential 
to understand that the emergence of these new 
technologies cannot completely replace the personal 
communication between the applicant and recruiter.

A ‘human’ offers what technology can’t provide: 
people own the subtle sensitivity and diplomacy to 
handle situations in the most appropriate manner, 
whilst working hand-in-hand with potential candidates. 
People can also assess skill-sets and capabilities 
within a certain context in order to make an ideal 
recruiting decision. The downside to this can be that 
this selection process by the Recruiter or HR Manager 
is strongly influenced by personal preferences and can 
therefore bring a certain level on inaccuracy when it 
comes to analytical decision making. 

Technologies bring exactly the right level of neutrality 
and reduce or even eliminate possible distortions 
caused by personal opinion. If your technology is  
applied and monitored correctly, you can become a 
guarantor of objective decisions.

UNTIL ARTIFICIAL INTELLIGENCE CAN REALLY 
HELP IMPROVE YOUR RECRUITING PROCESSES, 

IT’S MORE IMPORTANT THAN EVER TO CHOOSE 
THE RIGHT RECRUITING CHANNELS TO 

ATTRACT AND EFFECTIVELY MANAGE 
THE BEST TALENT ON THE MARKET. 

Based on research from our recent whitepaper, 
‘Recruit-like-a-Marketer: Managing your recruitment 
channels’, we found that social media channels have 
become essential for addressing and attracting 
candidates. 

There is a trend towards data and key figure-based 
recruiting. Inaccuracies in the personal assessment by 
the recruiter, or possible gaps in the algorithms of AI can 
be supplemented by statistical evaluations. For example, 
a prediction of how successful a job advertisement will be 
can now be made before the recruiting process begins. It 
is essential that your own key figures are systematically 
and regularly collected and evaluated. This is the only 
way to produce meaningful data that can be compared 
with time.

Changes in data protection regulations and the supply of 
the necessary knowledge as a basis for decision-making 
are also among the greatest challenges in the further 
development of technology-based recruiting. 

TECHNOLOGY X.0
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PERSONA X.0

Recruiter and Hiring Manager

A closer look at the latest changes in recruiting trends show 
that technical development and automation, have grown in 
importance since the release of Recruiting 3.0 and 4.0. 

THE AIM OF RECRUITMENT TECHNOLOGY HAS ALWAYS 
BEEN TO MAKE THE DAILY WORK OF HR DEPARTMENTS AND 

RECRUITING TEAMS AS EASY AS POSSIBLE, 
GIVING THEM ALL THE TOOLS THEY NEED TO MAKE 

ACCURATE HIRING DECISIONS

Within the modern-day workforce there has been a strong shift 
in candidate expectations and job motivators. Factors such as 
work-life balance, career development opportunities and being 
challenged in their day-to-day work, are now key factors when 
choosing to look at job opportunities.

The personal aspect in every situation is crucial when it 
comes to considering a new professional challenge. Likewise, 
the personal attitude of Recruiters and Hiring Managers 
becomes more and more important, authenticity is a key 
criteria. This also means that the recruiter can no longer 
hide behind anonymous job descriptions from the company. 
Social media now plays a major part in the recruiting journey 
and the use of the personal networks by Recruiters, Hiring 
Managers and Candidates has been one of the most important 
recruiting channels for quite some time now. Recruiters 
are now much more than process administrators, they are 
brand ambassadors and through these personal interactions, 
they contribute to how the organisation is perceived. This 
is particularly important during times of skilled worker 
shortages. Here the power shifts in the applicants favor and 
they expect to be seen as an equal business partner, with 
equal decision making power, as opposed to just an applicant. 

A high degree of sensitivity is also key during the entire 
process, in order to understand each recruitment stakeholder’s 
individual needs. Making personal decisions on the basis of the 
application documents is limited as each vacancy comes with its 
own unique set of requirements - these can be more effectively 
reviewed, with more contemporary methods such as videos, 
soft skills assessments, or previous work portfolios. Ultimately, 
personal impressions counts, so the earlier in the process we 
can gain an insight into the true personality of candidates, the 
more likely an informed ‘human’ decision on who to hire can be 
made, technology then helps to speed this up. 
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 Candidates/Applicants 

Digitalisation has transformed our everyday life. In 
particular the emergence of social media now allows 
us to have simple, informal exchanges with each other. 
This inevitably gives us access to applicants from 
younger generations, who have increasingly similar 
expectations of their recruiting processes. Short 
responses and real-time conversations are becoming 
key requirements for organisations, as are the 
communication skills of Recruiters and HR Managers. 
Personal interactions are once again becoming a 
crucial factor when it comes to building relationships 
with candidates and can ultimately be a deciding 
factor on their overall perception of an organisation 
and whether they see that company as a potential 
employer or not. 

The skills shortage has changed the traditional 
allocation of roles: the candidate is no longer a 
petitioner, with the organisation as decision-maker. 
Candidates now have more influence and there is 
more pressure on employers to make their company 
and job roles more attractive. Additional benefits 
such as flexible working, performance based bonus, 
travel opportunity and certified learning are now in 
some cases just as important as the job role and the             
financial incentives.

PERMANENT AND FULL TIME AS THE ONLY TRUE 
FORM OF EMPLOYMENT IS ALSO DECLINING AS 
FLEXIBLE WORK SCHEDULES BECOME MORE 

IMPORTANT.

The emergence of the Gig Economy means contractors 
and self-employed individuals with a specialisms in 
particular areas are becoming more and more attractive, 
especially for the younger generation of workforce. 

Professional social networks such as LinkedIn are now 
not only used to network with decision-makers, but a 
platform for candidates to express thought leadership 
and develop themselves as experts in their industry, 
which can all be viewed by Recruiters and HR teams. 
Gaining recognition for their own performance and 
opinions is essential and become part of any recruiting 
decision-making.

In addition mobile accessibility mean candidates can 
view and apply for jobs from anywhere, on any device, 
at any time. The problem is that companies and the 
technologies they use are often unable to meet these 
requirements. In recruiting, this means that truly 
adaptable application forms and service availability 
can make an organisation stand out, as they are more 
accessible to modern-day candidates. The option to 
store a draft application form temporarily and later 
complete them on another device if necessary, remains 
crucial. A race for the best candidate experience and 
the latest technical innovations will drive organisations 
recruiting potential and further strengthen the  
decision-making position of candidates and applicants.

Observing everyday life, mobile accessibility is 
significantly important. The problem is that companies 
can’t meet these requirements as the technology has 
not caught up with the latest tech advancements. In 
recruiting to gain constant access to candidates and 
stand out from the crowds, requires truly adaptable 
application forms and service availability. This includes 
the possibility to save and resume applicant forms 
with the device of choice, delivering a best-in-class 
candidate experience and offering features that are 
aligned with the newest technical innovation. 
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BUSINESS ENVIRONMENT X.0

Industry

The technical developments in the sector hardly differs from 
the trends in recruiting. Experts have been talking about 
“Industry 4.0” for years, and on closer inspection it can be 
seen that the emerging trends from “Industry 5.0” are already 
apparent. The productivity, competitiveness and efficiency of 
a company can be heavily dependent on integration with other 
innovative technologies. 

Algorithms, machine learning, robots and artificial intelligence 
minimise the error rate in manufacturing companies, simplified 
workflows and in-turn leads to improved cost efficiency. However. 
after long uncertainties, there is now consensus that technologies 
cannot completely replace human labor, in the short term at least.

As already discussed, the emergence of innovative technologies, 
Is helping to optimise recruitment processes, but at this stage, 
they can only be used assist, not completely replace the 
human workforce. What organisations demand has changed, 
as has the dynamic skills they require from their employees. 
In the past, skilled workers were responsible for the complete 
execution of a process. Today, it is necessary to monitor and 
control the technologies used to guarantee consistent quality 
in all products and services. 

Accordingly, the requirements in recruiting are directly 
related to the demand that will arise in the coming industrial 
revolutions. Technical innovations are important, but are they 
applicable for every industry, in every company and would 
this always be necessary? Generally, this is heavily dependent 
upon the individual industry and the unique requirements of 
the candidates. The decisive factor is how often candidates are 
suitable for technically innovative recruiting processes. In some 
countries, such as the German-speaking regions, recruiting 
processes are still characterised by a high degree of formality. 
However, in other countries many organisations already 
focus on informal processes, causally meeting candidates to 
understand if their personality has a good cultural fit and also 
assessing their softer skills. Do technical innovations promote 
such informal behavior? Or can we still rely on traditional 
industry best practice and formal recruiting processes to 
source the modern day candidate? A question that could only 
be fully answered once technologies are used correctly and 
results are monitored regularly. 
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Culture

Globalisation and international recruitment strategies 
have given companies access to talent that would 
previously have been unattainable. The increasing 
internationalisation of companies poses challenges 
to both the employee and company. Intercontinental 
cultural differences are still leading to difficulties 
in collaboration, but with the latest technical 
developments and increasing digitalisation, these 
cultural roadblocks are slowly diminishing. In recent 
years, the advancements in video technology and social 
networks better facilitate the flow of information and 
exchanges between colleagues worldwide, meaning 
much smoother communication for international teams. 

However, differences in cultural attitudes mean that the 
acceptance of technological innovation is progressing 
faster in some countries than others. The result is 
an imbalance that slows business development and 
adaptability - a problem that has not been completely 
eliminated in recent years. Internationalisation is being 
slowed down, localised processes are moving back 
into the foreground and require regionally oriented 
recruiting. Localisation and globalisation must be 
brought in-line and this will remain a driving topic in 
future recruiting decisions of companies. It is a matter 
of making effective use of the advantages globalisation 
brings without forgetting the regional affiliation. 
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Company 

Regardless of whether a company is a small regional 
organisation, or a multi-national enterprise, recruiting 
is understood as an internal service and the decisions 
they make on hiring can influence the companies long 
term performance. 

ONLY IF EXPERTS MAKE THE RIGHT PERSONNEL 
DECISIONS CAN A POSITIVE CONTRIBUTION TO 
THE COMPANY’S SUCCESS BE GUARANTEED.

However, companies are no longer only concerned 
with hiring and retaining the most highly qualified 
top talent; they are looking to their own employees 
to increasingly act as brand champions. Their 
interaction with various recruitment stakeholders 
and their contribution to the employer brand is 
projected to the outside world. However, companies 
can only benefit if internal teams are willing to be 
effective and vocal brand ambassadors. Employee 
referral programs are becoming more important 
to promoting authenticity’s in communications, 
especially on social media channels such as LinkedIn, 
as companies realise that it is becoming increasingly 
difficult to reach suitable candidates using 
traditional methods. 

Contemporary methods such as active sourcing are 
becoming a vital component in recruiting strategies. 
The direct approach of Recruiting teams via social 
networks and search engines promises great success 
in the search for top talent. This is where the 
dynamic demands of candidates requires Recruiters 
and Hiring Managers to act accordingly. However, 
companies can only choose the right channel and 
communication style to interact with their preferred 
candidates, once they are aware of their behaviors 
and preferences.

The company should align to the candidate’s 
behaviors and expectations to ensure a constant flow 
of suitable candidates are found. It’s also important 
to remember that cognitive dissonance can cause 
massive damage to companies and their employer 
brands. Therefore active sourcing remains a key 
challenge in every strategic personnel decision of a 
company. The transparency created by the increasing 
importance of social networks forces companies 
to convey realistic messages during the recruiting 
process. Making promises is is not the end of the 
story, it is about fulfilling expectations in real life and 
transferring them beyond the recruiting phase and 
throughout the recruitment life-cycle. 
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HOW TECHNOLOGY COMBINES 
THE REQUIREMENTS OF 
RECRUITERS, CANDIDATES 
AND COMPANIES

Assessing the various perspectives on the future recruiting, it’s 
clear that people and their technology must work together to 
accomplish the best recruiting results.

Join us in finding out what this will mean for the technology, 
the people involved, and the industry, culture and businesses. In 
our series, we will offer you detailed insights into the different 
perspectives and help you to understand the issues and 
challenges of Recruiting X.0 correctly and effectively. 
WATCH THIS SPACE!

ABOUT LUMESSE

In our world, people are the backbone of recruiting. We always 
try to support our clients in using innovation, knowledge and 
cooperation to inspire top talent for their employer brand and 
to maintain their commitment throughout the entire recruiting 
process. We can support you to hire the right talent and build for 
sustainable success. 

FIND OUT MORE!

Visit  www.lumesse.com

9

http://www.lumesse.com


https://www.ere.net/recruitment-5-0-the-future-of-recruiting-the-final-
chapter/ 

https://hr-marketing.com/recruiting-4-0-zukunftsvision-oder-realitaet/ 

https://www.hrtechnologist.com/articles/recruitment-onboarding/
the-impact-of-technology-on-recruitment-how-to-improve-your-hiring-
process/ 

http://providepeople.com/recruiting-for-industry-4-0-here-are-5-things-
you-need-to-know/ 

https://www.entori.de/blog/was-ist-recruiting-4-artifical-intelligence-big-
data-und-robotics 

https://www.apostrof.international/2018/01/focus-recruitment-4-0/ 

https://persoblogger.de/2017/06/12/recruiting-4-0-was-recruiter-lernen-
muessen/ 

SOURCES:

10


