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iCIMS’ guide to   
engaging top talent

Here’s how:
1    Communicate via the channels 

candidates use

2    Get in front of candidates – then make 
it easy for them to take the next step

3    Personalize your candidate experience 

4    Analyze metrics to boost engagement 
and maximize ROI

 

Your candidate pool is only as strong as the 
connections you make. 

The events of 2020 forever changed the way we connect and build 
relationships with talent. Doing “what has always worked” is no longer 
a sustainable strategy. As the world of work adapts to dramatic shifts, 
the challenge is to engage and connect with candidates authentically, 
even from a distance.

You can now connect with candidates from around the globe. But 
you’re looking for a way that creates a personal connection and 
doesn’t feel generic, forced, or disingenuous. 

For many organizations, the artificial walls of time zones and satellite 
offices fell away with stay-at-home orders. Teams found that with the 
right tools, they could work productively and collaboratively in a virtual 
environment. We found the freedom to work in a new way. 

This is our chance to add more touchpoints to the recruiting process, 
make more personal connections, and find more ways to share unique, 
authentic experiences with candidates.
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Communicate via the 
channels candidates 
already use  
What are the primary modes of communication today? Text 
messaging. Social media. And any message delivered via a  
mobile device. 

You can make the experience of searching for a job more accessible 
and more effective by communicating with candidates via the 
channels they’re already using. This is your opportunity to create 
communications that enhance their experience and make your 
organization stand out.

Here are some engaging ways to communicate with candidates:

•   Keep job seekers in the loop by sending quick updates using text 
messaging apps. It’s what they’re looking for: About 90% of job seekers 
say it would be helpful to get text messages during the hiring process.

•    Leverage social distribution channels. In the U.S., 72% of the public 
uses some social media, which makes those platforms the perfect 
place to showcase your employer brand and job openings.

•   Communicate using a mobile approach. Global estimates indicate 
that at least 5 billion people have mobile devices; mobile-friendly 
messages help ensure you reach more people.

Pro tip:
Be careful when texting 
candidates. Recruiters 
shouldn’t use their personal, 
unsecured mobile devices 
to send text messages.  
This creates serious 
compliance issues. 

Instead, find recruiting 
apps that offer texting 
tools. To get the benefits 
of communicating via 
text, you need a system 
rooted in data security 
best practices that help 
you adhere to government 
regulations.
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Get in front of candidates – 
then make it easy for them 
to take the next step
If you find that engagement with candidates is lagging, you may need to 
evaluate where, when, and how you’re communicating with them. 

Make it easy for as many people as possible to know you’re hiring. Then, be sure 
they have an easy way to apply. That includes posting to multiple job sites, inspiring 
customers to become employees, and using a chatbot or digital assistant to 
engage candidates when you’re not available.

Here are a few ways to show up where candidates are: 

•   Expand your talent pool by posting jobs across the most relevant sites and job 
boards for your industry. (There are hundreds of job sites.) Review analytics from 
each site to learn what’s working. Continue posting to sites where you get the 
most engagement. Thanks to automation, you can post to the job boards that 
work best for you without much effort.

•   Spread the hiring message near and far on billboards, window clings, and 
company vehicles. Short codes like “Text JOIN to 97211” can engage foot traffic  
you may not have considered, such as your customer base.

•   Answer candidate questions 24/7. With tools like AI chatbots, you can answer 
questions around the clock and the globe. A chatbot can also prompt candidates 
to apply if they feel ready. Once candidates apply, an AI-powered chatbot 
guides them through the process, schedules interviews, and even helps screen 
candidates based on predetermined criteria.
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Best practices in action:
RPM Pizza, the largest Domino’s franchisee in the US, which 
operates more than 180 stores in five states, faced high 
application drop-off and a 200% turnover rate. Additionally, 
many of their target candidates are Millennials and Gen Zers 
who aren’t tied to their desktop. 

With the iCIMS Talent Cloud, RPM Pizza uses a combination 
of text messages and an AI-powered chatbot to better 
engage with candidates. Now their recruiters communicate 
efficiently with job seekers and have reduced time to hire  
by 80%, down from five days to just two.

Great! What is your full name?

And where are you located, 
Lorenzo?

Sure!

Lorenzo Martinez

Chicago, IL

Hello! This is Dottie, a virtual 
recruiter for Domino’s; thanks 
for your interest in working for 
us! Do you have a moment to 
answer a few questions?
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Personalize your candidate 
experience 
It may feel like creating a personalized experience is next to impossible with the rise of the 
distributed workforce and home office. Thanks to modern technology, it’s not. More than ever, 
establishing an individual connection is paramount to your hiring success.

That personal connection makes it more likely candidates will think of you when they’re 
ready to apply for a job. Personalization shows you’re invested in them, which makes you 
appealing as a potential employer.

Here are a few examples of content to create and share: 

•   Host virtual hiring fairs. Just like in-person job fairs, virtual events offer a great way to 
meet a large pool of candidates. Large groups can still feel personal. Recruiters can use 
one-on-one chats, web meeting breakout rooms, and texting apps to facilitate these 
experiences and individually connect with candidates.

•   Use video across the candidate experience. Who better to showcase your employer 
brand than your employees? Capture your teams’ authentic perspectives on their jobs and 
share them on your career site. Including video in the interview process gives candidates 
a chance to showcase their personality by prerecording answers at a time that works 
best. For new hires, a “welcome-to-the-team” video is a powerful way to personalize this 
impactful moment in the hiring journey, especially in a remote environment. 

•   Stay in touch by email and text. Automated email and text campaigns offer an easy 
way to communicate throughout the hiring process. A quick, personalized touchpoint 
demonstrates that you’re thinking of them as individuals. A message such as, “Hello, we 
don’t have an update. But you’re on our minds – we’re working on it” demonstrates that 
you care about each person’s experience.

Pro tip:
To make virtual hiring fairs as engaging 
as possible, create branded event pages. 
Use unique URLs for easy reference. 
Limit registration so everyone has an 
opportunity to connect. Finally, empower 
recruiters to use live chat so they 
can answer questions and showcase 
everything your company offers. 
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Best practices in action:
Hard Rock International was expanding globally and 
needed to hire 25,000 employees across various 
geographic regions. Using phone and email, Hard Rock’s 
response rate was at 50%. 

Then Hard Rock switched to the iCIMS Cloud. By 
incorporating texting into its communication strategy, 
Hard Rock’s candidate response rate jumped to 75%.  
Recruiters can now send a series of pre-written 
messages to groups of candidates. It’s also an option 
for recruiters to communicate one-on-one with a 
candidate via text. Hard Rock uses a frictionless texting 
app to invite candidates to its hiring events and gauge 
interest based on responses.

50%
INCREASE

in candidate response rate
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Analyze metrics to 
boost engagement  
and  maximize ROI 
Recruiting metrics are measurements and data points you can use to identify and solve 
issues to get better recruitment results. Without access to metrics, you run the risk of 
investing your time, energy, and budget in places where you won’t get the best value. 

Tracking the right recruiting data will help you know how to attract, engage, and hire 
qualified candidates. You could monitor dozens of metrics, but an excellent place to start is 
with data that will help you evaluate candidate engagement levels.

Here are a few examples of content to create and share: 

•   Use source of hire data to understand how many of your total hires come from various 
recruiting channels or sources. This information can help you focus your attention on the 
most valuable channels and avoid spending time and money on less fruitful sources.

•   Evaluate application completion rates to gauge applicant engagement with your 
process. A low completion rate can indicate that your process is too involved. In fact,  
60% of people have abandoned applications in the middle of filling them out because  
the application was too long or complicated. 

•   Analyze your offer acceptance rate to determine how effectively you’re engaging 
candidates. If your data indicates high initial interest but low acceptance rates, it 
may indicate a point in the process where an engagement issue exists. Reach out to 
applicants who have declined an offer with your company to determine why.

Pro tip:
Having a centralized location for your 
data is key to tracking your hiring 
process’s effectiveness and engagement. 
When data sits isolated in pockets 
around the business, it’s tough to gather, 
much less analyze. Find a system that 
allows you to track and analyze data on 
one simple dashboard.
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Best practices in action:
The YMCA of Greater Seattle is the Pacific Northwest’s 
leading nonprofit organization, with more than 3,000 
employees across 13 branches, 2 overnight camps,  
and more than 200 program sites. 

In 2018, the organization consolidated its recruiting efforts 
on the iCIMS Talent Cloud and changed its application 
process. Based on its data, the YMCA of Greater Seattle 
knew its current process took candidates 30 minutes to 
complete. It updated the application process, making it 
possible to apply in just 3 minutes. This change dropped 
its incomplete application rate by 54%. 
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1    Communicate via the 
channels candidates use

2    Get in front of candidates 
– then make it easy for 
them to take the next step

3    Personalize your candidate 
experience 

4    Analyze metrics to 
boost engagement and 
maximize ROI

Bringing it  all together 
As the world of work changes rapidly, the 
value of connections between people 
remains vital to your hiring success. Making 
authentic connections in a remote world 
begins with these simple strategies
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Remote work has changed almost 
everything about talent acquisition.  
This is your opportunity to transform  
your organization (and your teams)  
as you change your recruiting process.

Get tips, strategies, and solutions to  
engage, hire, and advance top talent.

Learn how in our Guide to Hiring Top Talent

Attract    Engage    Hire    Advance

Read guide

https://www.icims.com/resources/icims-guide-to-hiring-top-talent/

