
The candidate journey
and why it matters



The 'candidate journey' refers to the different stages an individual goes through when
exploring a new job opportunity. The journey commences when they are exposed to your
company brand for the first time; long before they initiate a job application process. The
individual interactions they have throughout this process create their unique candidate
experience. 
 
Each stage of this journey can impact a candidate’s behaviours and attitudes. Companies
have multiple opportunities to engage, influence and transform them from passive strangers
into enthusiastic applicants. Getting the candidate journey right can also lead to more
referrals, an increased volumes of job applicants, shorter hiring times, improved quality of
hire, reduced recruitment costs and a stronger employer brand. This is why it is imperative
that prospective employers pay attention to this process and treat potential applicants in the
way they would a potential new customer.

“Nothing we do is more important than hiring
people. At the end of the day, 

you bet on people, not strategies.”

~ Lawrence Bossidy ~



The initial phase when prospective candidates become aware of your brand or
business for the first time.

Awareness  Phase

When an individual carries out some research on your company and investigates
whether they would potentially see you as a future employer of choice.

Consideration Phase

When an individual will actively seek to explore potential opportunities, investigate the
market, make an initial assessment of your company and your employer branding, and
evaluate your business against your competitors or other opportunities.

Interest Phase

This is the first time a prospective candidate will actively share their personal
information and open a channel of communication. This phase describes all viable
entry points into your business, be it via a job application, a referral or an external third
party such as a recruitment agency.

Application Phase

Once initial contact has been made and dialogue commences, this is typically when the
individual becomes an active candidate and enters a formal interview or selection
process.

Selection Phase

Finally, a decision to hire the prospective candidate will be made, a job offer will be
prepared, negotiated and hopefully accepted. Once an employment contract has been
agreed and signed, the onboarding process starts and the new employee is introduced
to the business.

Hiring/Onboarding Phase

The candidate journey can be expressed in six key phases. Each phase can influence the
individual’s perception of your organisation:

The candidate journey demystified



When an individual visits your website

When someone applies for a job

When they visit your office

When they speak to a recruitment agency representing your company or to someone from

your internal talent acquisition team 

When someone visits a social media channel such as LinkedIn, Facebook or Glassdoor

When they download some content, take a product demonstration, or attend a webinar 

When they meet your employees at an industry conference, networking event or career fair

When they join one of your groups, visit one of you community forums, sign-up for a

newsletter or follow your company page 

When they are introduced to your business through a common associate or partner

When they buy or use one of your products or services

When they communicate or meet with you and your employees during an interview process

Examples of these touchpoints include:

Throughout their individual journey, a candidate can have numerous interactions with your
company.  These interactions can happen online or offline, remotely or in-person and would
typically involve interactions with multiple stakeholders across your organisation, and also with
external partners. For instance, when candidates engage with third-party recruitment agencies,
outsourced assessment providers or when using online ATS/CRM technology to complete online
forms. All these touchpoints can affect their perception of your company and have an impact on
your employer brand. 



In the same way you interact with all manner of businesses daily and form opinions about them
(i.e. Would you use or buy from them? How do you rate their product or services? Do they offer
good value for money or better quality? Are they ethical and maintain good business practices?
How are they perceived amongst your peer group? etc.) A comparable thought process applies
when prospective candidates interact with your company. A perception will be created,
depending on whether they had a good or a bad experience, which can reflect positively or
negatively on your employer brand. Often, these opinions are formed over time but can easily
change. One negative candidate experience can have serious repercussions for your employer
brand, unravelling lots of hard work. Therefore, every time you connect with an individual, you
have an opportunity to build a relationship, improve their experience and increase brand loyalty.
Equally, by ignoring the candidate journey you can do real damage to your employer brand by
evoking a negative sentiment.

It is worth highlighting that the candidate journey impacts both active job seekers (i.e. individuals
applying for your vacancies) and passive candidates who may not necessarily be looking for a
new position (i.e. individuals who may have been recommended via a partner or colleague). The
ultimate route into your business will differ considerably depending on each individual's unique
circumstances and personal experience. As such, the timescales between the initial Awareness
Phase and the Hiring/Onboarding Phase can vary immensely; from a few days to several years in
some cases. Having a dedicated recruitment partner, such as Animate Search, or an internal
talent acquisition team with the expertise, knowledge, and track record to manage this process is
the easiest way to ensure you have an engaging candidate journey. By implementing the right
procedures and processes, and having the right tools in place, the process does not have to be
expensive or time-consuming.

Why does the candidate journey matter?



Having overly complex or clunky job application processes that require candidates to fill in
lots of online forms.

Being late or failing to show up for interviews (face-to-face or online), and not providing an
explanation.

Expecting candidates to complete arduous tasks prior to initial interview or having
candidates participate in multiple repetitive interview stages.

Hiring managers not being prepared for the interview or showing a lack of engagement.

Not providing feedback to candidates who have attended interviews at their own personal
expense.

Examples of a bad candidate journey:



Evidence shows that jobseekers who have to complete overly complex online job
application forms will typically abandon the process before completion – are you
missing out on top talent?

Potential impact of a bad candidate journey process:

The more interview stages a prospective candidate has to complete or the more
prolonged the process becomes, the less likely they will be to complete the interview
process or commit to accepting a job offer. Procrastination can result in top talent
being poached by other companies or, even worse, direct competitors.

High dropout rates lead to the loss of top talent. Contrary to popular opinion, having a
long and arduous interview process does not weed out talent. Unfortunately, the best
candidates have plenty of alternative opportunities and are not willing to jump through
hoops, especially those who are passively looking. Headhunting candidates and then
expecting them to complete complex processes is perceived negatively.

A bad candidate journey can diminish your future talent pool. If prospective future
employees have a poor experience, how likely are they to recommend your service or
apply again in the future? A poor experience breeds apathy. How often have you been
to a restaurant and had a bad meal or bought a faulty product or service and thought,
'never again'?

One candidate’s bad experience can have serious repercussions for your overall
employer brand. Both fortunately and unfortunately for companies, candidates talk!
Do not expect one individual’s bad experience to be contained. Candidates will often
discuss their experience with friends, family and colleagues. Don't let candidates
become negative brand ambassadors.

The good news; creating a great candidate journey and optimising every touchpoint does not cost a
great deal, is relatively easy to implement and can generate significant benefits for your company -
improving your whole employer brand and ultimately leading to the best in class candidate
experience.



Once you have mapped out your candidate journey, the easiest way to test it is to trial it. Walk a
mile in your candidates' shoes. Conduct a simulated job application process or ask a “mystery
shopper” to apply for a job. How does the process work? How interactive, engaging and personal
is it? How enthusiastic do they feel? Sanity check the steps and processes; what works? What
doesn’t? What can be improved?

What to consider during this exercise.

A great candidate journey does not happen overnight, however, by implementing these simple
steps you can be well on your way to success.

Start by understanding what your ideal candidate looks like, how you want to interact with them,
what perception and impression of your company brand you want to create for them, how you
want them to feel, how you are going to communicate with them, how you are going to assess
them, what tools/systems/process you are going to use throughout the process, and how you can
make this process seamless and engaging. If you are automating the process, consider how you
can make it personal and ensure that candidates feel welcome, valued and well informed. Think
also about the best ways to maintain contact with candidates that are not right now and how you
can nurture these relationships if you are building an active talent pool. Finally, spend some time
on planning how you will onboard people, strengthen your brand, improve the process and
captivate candidates.

Do not expect prospective candidates to jump through
too many hoops  – if you were going through the
application process yourself, would you complete it?

Make sure the experience “feels” personal and
customised. 

Think carefully about how you are going to develop and
build your relationship with an individual along the way. 

Make it as easy and accessible as possible.

How to create a great candidate journey:

Step 1 – Map your ideal candidate journey.

Step 2 – Take a walk through the process.



The easiest way to assess if your candidate journey works is to ask those who have been through
it. Conducting candidate surveys throughout the process and upon completion is the simplest
way to highlight any problems or bottlenecks. Asking candidates who have withdrawn, been
unsuccessful and hired is a great way to calibrate each step, and will allow you to remedy any
issues and improve the whole candidate experience. 

Remember, individuals that have interacted with your brand through multiple stages will have
more insight, and those ultimately hired are more likely to have had a positive experience,
otherwise they wouldn't have joined your company. However, those who were rejected or
withdrew are more likely to have a neutral or negative perception. It is, therefore, imperative that
their thoughts and opinions are captured to ensure that a more balanced assessment is created.

Also, individuals who have had a bad experienced are more likely to provide a negative review on
public website such as Glassdoor. If rejected candidates have a generally positive experience,
regardless of the final decision or outcome, they are less likely to reflect negatively on your
employer brand. This is particularly important when trying to build a future talent pool. Just
because a candidate isn’t right today, it doesn’t necessarily mean they won’t be right in the
future. Therefore, rejected candidates who had a good experience are more likely to reapply or
consider joining your company at a future date. 

Step 3 – Seek ways to learn, develop and continually improve.



If you need to run an entirely remote hiring process or you are hiring a remote worker, your candidate’s
journey needs to be exceptionally slick, and the overall candidate experience needs to be outstanding. The
typical face-to-face interactions, where candidates are able to assess your company culture, get a feel for
the office vibe, have an opportunity to meet your team and interact with your business, are obviously
absent, hence the need to go the extra mile. Building and maintaining rapport with remote candidates
requires additional thought and consideration. Here are a few tips to help remote candidates feel special.

Additional considerations for hiring remote candidates:

Master the basics

Prepare your candidate

Make sure your process allows prospective candidates to “see”
your business. Typically, this will involve running a remote
video interview process. Make sure you have the right
technology and kit in place to run this smoothly. No one wants
to try to answer tough interview questions with a choppy
connection. The first person they meet virtually and how they
engage with them will create a perception of your organisation
and employees. It is crucial you get this right. You only have
one chance to create that first impression!

This is a pretty important part of the hiring process at the best of times, but prepping your candidate is
especially important when the hiring process is entirely remote. Give your candidates everything they need
to enable them to make an accurate assessment of your business. Let them know what software tools you
will be using, the format of the interview, types of questions that might be asked, who will be in
attendance, and what the dress code is (yes, remote interviews still require a degree of etiquette). Make
sure they know what to expect. If you can't conduct a simple remote interview successfully, how can they
expect you to manage them remotely. This interaction can reflect the future working arrangements, so
candidates need to feel welcome and engaged.

If your hiring managers are not accustomed to conducting video interviews, make sure they adhere to best
practices and are adequately prepped for a call. Make sure they have done their research on the
candidate.

Prep your interview panel



Describe the working practices and show off the office (if you have one), let them have access to
any information that will allow them to form an opinion on what it is like to work for your
company. For example; share video content, corporate blogs, press releases, public relation
articles, podcasts/webinars, CEO statements & leadership interviews, customer testimonials,
positive Glassdoor reviews, career pages, social media channels, employee engagement
activities, annual team gatherings, industry events etc. Basically, you need to paint a picture of
your company culture, give them a virtual experience of what it is like to work for your company,
and get the candidates excited and engaged.

Articulate your values

Your company values guide decision-making and create a
sense of shared purpose. They are the organisation’s belief
system, which not only needs to be created, but more
importantly, practiced. They create a blueprint for how
corporate goals are to be achieved: what is important and
what is right. This, in turn, forms the basis of your company
culture, which is cultivated and nurtured by the collective of
individuals within your organisation striving towards a
common goal. This impacts the relationships you develop with
your customers, partners and shareholders, as well as your
employee and candidate experience. It is, therefore,
imperative that these values are communicated,
demonstrated and evaluated throughout the hiring process.

Remote hiring requires an additional degree of preparation and consideration. Your objective is to
create an unforgettable candidate experience and establish a special bond, which gives
candidates the confidence and desire to be a part of your organisation. By showing them that you
care, you will increase overall candidate engagement and job acceptance rates, improve the
quality of hire and reduce the likelihood of a failed hire.

In summary

Demonstrate your workplace culture



Animate is an EMEA-based Executive Search firm operating in the Enterprise Software,
Emerging Technology and Digital Transformation industries. With offices in Manchester,
Barcelona and Malmo, we support companies who are fighting for a competitive edge. We
provide that edge by ensuring that our customers can attract the very best in leadership,
commercial and technical talent, in order to devise strategy, build sales pipeline and deliver
world class services. Whether you are breaking into a new geography or sector, repositioning
your brand or simply building upon the great work you are doing already, our passion is
enabling you to achieve your goals. We do this by devising captivating go-to-market talent
attraction and engagement processes, to entice the industry’s finest talent.

About Animate Search

If you would like to hear more from Animate Search please follow us on LinkedIn. 

To contact us directly, feel free to get in touch at: info@animatesearch.com.

Iain Flinn is one of the co-founders here at Animate Search and has worked in the Recruitment,
Talent Acquisition and Executive Staffing industry for over 20 years. During this time, he has
worked for large, global recruitment process outsourcing (RPO) companies, but over the past
10+ years has worked predominantly in boutique Executive Search and niche Talent Acquisition
companies, serving Cloud/SaaS/PaaS Enterprise Software, Emerging Technology and Digital
Transformation companies with operations across Europe. Much of his experience has focused
on helping fast growing start-ups,  VC/PE-backed, pre-IPO and market-leading software
vendors to scale their sales, marketing, technical and leadership teams across EMEA. 
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