
Making the Connection:  
Best Practices in Candidate Experience 

Candidate Preferences, Behaviors  
and Motivators

This is the final in a four-part series from 
ManpowerGroup Solutions analyzing the  
results of its Candidate Preferences Survey.



Competition for top talent among 

employers is intensifying. Understanding 

what motivates high-quality candidates to 

transition is key for employers who wish 

to attract the best and brightest. New 

technologies and products promise HR 

professionals more effective and efficient 

ways to hire. Yet, in the rush to hire, 

companies often overlook the impact  

of a quality candidate experience.
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ManpowerGroup Solutions’ Candidate Preferences 
Survey revealed that one in three prospective 
employees wants organizations to provide more 
information about specific jobs and have more 
frequent interactions during the hiring process. 
Motivators such as type of work, brand reputation, 
opportunities for advancement and schedule flexibility 
are rising to the top alongside compensation and 
benefits as reasons to sign on with an employer. 
Companies that are not providing information and 
personally connecting with candidates are at a 
disadvantage versus organizations that are making  
these tactics standard operating procedure.

To better understand the information and connection 
gap with today’s candidates, ManpowerGroup 
Solutions Recruitment Process Outsourcing (RPO), 
the world’s largest RPO provider, surveyed more than 
200 job seekers about their current employment, job 
search preferences and offer acceptance motivators. 
What emerged was a clear picture of the importance 
of closing these gaps — along with insights about 
best practices for doing so. 

The good news is that it does not require fancy  
bells and whistles or expensive technologies. 
Employers can succeed simply by focusing on  
the fundamentals.

INFORMATION AND 
CONNECTION GAPS
The survey data revealed the importance of accurate 
and expansive information about both the employer 
value proposition1 and the position itself. Yet filling 
the information gap is only half the challenge; making 
honest and respectful connections with candidates 
can help employers recruit and retain the best and 
brightest in today’s competitive marketplace.

Job seeking in a vacuum.

More than 35 percent of prospective employees 
want organizations to provide more information about 
specific jobs and initiate more frequent interactions 
during the hiring process. Although 45 percent of 
candidates reported “having information about the 
job description” prior to submitting their application, 
over one third of survey respondents wanted more. 
This may be a reflection on employers who post 
incomplete, inaccurate or outdated job descriptions 
for reoccurring openings. Inaccurate job titles, 
specialized hours or outdated minimum qualifications 
are often the culprits when it comes to misleading 
information in job descriptions. Moreover, 25 percent 
of candidates surveyed preferred to receive more 
company information to supplement job descriptions 
— indicating employers should think more broadly 
expansively about the information package when 
reaching out to potential candidates.

The lower the career level,  
the less information is available.
Among respondents at higher career levels 
(Managers/Supervisors of Staff), the survey revealed 
four times as much information was available to them 
as was for candidates at the entry level.  

The reason for this is likely twofold: vaguely written job 
descriptions for entry-level positions and resourceful 
and confident candidates at senior levels who ask 
directly or use peer networks to find the information. 
No matter what the reason, companies should invest 
the time to write job postings that provide not only 
basic company information but also the employer 
value proposition. More information can only increase 
the efficiency of the process because candidates will 
self-select out — reducing the time spent by recruiters 
reviewing resumes and/or hiring managers conducting 
interviews. Candidates also may be more enthused 
about continuing the application process knowing that 
the opportunity is a good fit.

Compensation is a motivator, but often 
revealed too late in the process.
Money still talks. Compensation was cited by 57 
percent of job seekers as being one of the most 
important factors in career decisions. It was also 
identified as the most motivating factor in getting 
job seekers to pursue a new job opportunity. In 
fact, it was two to three times as powerful as type 
of work and benefits — the next highest-ranking 
motivators. However, the survey revealed there is an 

“When it comes to the candidate experience, it is really 
basic. Companies can be missing the most basic 
manners … resulting in information and connection 
gaps … Companies don’t need the latest and greatest 
technology as much as they need to make sure their 
interactions with candidates are meaningful and 
considerate. Good manners in the recruiting process 
goes a long way toward attracting the best talent.”   

Melissa Hassett, Vice President of Client Delivery 
ManpowerGroup Solutions RPO

1 Employer value proposition is a unique set of offerings, associations  
and values that positively influence target candidates and employees.
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Information Prior to the Interview

vision, goals and social responsibility consistently  
rank at the bottom of the list of information  
candidates receive at all stages of the jobs search 
process: prior to submitting resume/application,  
prior to the interview and prior to accepting an  
offer. Yet, for nearly one in four candidates, brand 
reputation is one of the most important factors in 
making career decisions.

Where do candidates get this information? Company 
websites are a critical gateway. Eighty-six percent 
access them as a primary source of information.  
This includes all areas of the company website in 
addition to the HR or hiring pages. Search engine 
results (52 percent), peer feedback (45 percent) and 
industry associations (31 percent) ranked second, 
third and fourth, respectively.  

Survey results also showed that having information 
about corporate vision spikes at 25 years of 
candidate experience — possibility indicating 
candidates acquire the information over time rather 
than from proactive employer engagement.  

The information sweet spot:  
managers and executives.
Survey data also showed there is a significant 
increase in the quantity of information managerial  
and executive candidates have in all categories:  
job description, compensation range, benefits, 
corporate vision and corporate social responsibility. 

The ramifications of this are particularly acute  
when it comes to engaging an important category 
of potential talent hiding in plain sight: passive 
candidates. Passive candidates represent the  
64 percent of job seekers who have applied for  
two or fewer jobs in the past six months. In  

information gap for candidates early in the process: 
only 17 percent of candidates were aware of the 
compensation range prior to an interview with a  
hiring manager. 

Many employers fear revealing a salary range early in 
the hiring process will cause candidates to negotiate 
salary at the top of the range. However, there are 
ways that recruiters can address this during phone 
screening including being transparent and honest with 
candidates when interested in them. Let candidates 
know the range for the position and the qualifications 
required for the top of the range. For example, if 
the top of the range requires seven years or more 
experience but the candidate only has three, salary 
expectations are managed in advance. 

Brand is a motivator but information lacking.
The corporate brand is a powerful motivator for 
today’s candidates, yet information about company 
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human resources circles, passive candidates are 
increasingly valued for their years of experience,  
job tenure and loyalty.

Social media influence is growing.
Candidates who are hungry for information will turn 
to available sources, including social media, to find 
it. Nearly one-third of candidates (30 percent) used 
social media networking to gather information about 
an organization or open position. The most popular 
websites for this activity included Facebook, Google+ 
and LinkedIn. Instagram has also emerged as a new 
tool among job searchers.  

Unlike employer websites where messaging is 
completely controlled by the employer, social media 
sites bring together diverse voices — including 
employees, former employees and disgruntled 
candidates. Regardless of the accuracy, the crowd-
sourced nature of this information is often perceived 

as having greater credibility. This is why it is so 
important today that companies monitor the sites, 
and respond to negative comments or postings. 
Candidates respect comments addressed in an 
authentic way by a company representative.

Employer review and job search sites  
are the newest information sources.
A number of job search sites and employer review 
sites have emerged to fill the candidate information 
gap. Over time, many sites have evolved from basic 
job aggregators to sites that seek to empower job 
seekers with valuable information and insider insight 
unavailable elsewhere. 

Sites such as Glassdoor.com are used more 
frequently than ever. Glassdoor was preferred by 
younger candidates and those motivated to apply 
to a job opportunity based on a specific industry. 
TheLadders.com is preferred by candidates with 

Where do 
candidates  
seek  
information  
about  
jobs and 
employer 
brands?

Figure 3 0        10        20       30       40        50        60        70       80        90       100

Other 

Company  
website

News sites

Peers

Industry  
associations

Outside recruiter

Social media  
networks

????

Search engine  
results

Recruiter/ 
hiring manager

86%

52% 

45% 

31% 

30% 

27% 

22% 

13% 

  2%

Figure 4

Top social media platforms used to gather information about employer brands and open positions

Other

72% 43% 15%43% 22% 13% 10%



4    |   MAKING THE CONNECTION: BEST PRACTICES IN CANDIDATE EXPERIENCE

with longer job tenures. The format most preferred 
was an in-person interview with a hiring manager.

While video technologies can be a more timely and 
cost-effective option for employers than in-person 
interviews, they also may backfire. Such technologies 
many sometimes prevent candidates from being 
at ease or presenting their qualifications in the 
best possible way. With so much of the job search 
and application process being computer based, 
candidates want a personal connection during the 
interview process.

BEST PRACTICE BASICS FOR 
CLOSING THE INFORMATION 
AND CONNECTION GAP
ManpowerGroup Solutions’ research points to the 
importance of getting back to basics when it comes 
to closing the gaps on candidate preferences and 
experiences. These best practices include a wide 
range of candidate-centric strategies that typically do 
not require great expense to implement. 

     

               

       

higher household income, and Jobs.com was  
the site of choice for lower-income workers.

Companies should expect the power of these  
sites to grow and evolve over time and proactively 
respond to market feedback on these sites. 

Phone or in-person interviews preferred.
Candidates expressed a preference for more 
traditional in-person or telephone interviews 
compared to video conferencing. In fact, 72  
percent selected an in-person interview with a  
hiring manager as their preferred format over all 
others. This finding held true across all ages, as  
well as with candidates at lower career levels and  

TALENT INSIGHT
“Showing up on time and prepared for an interview 

is as much the employer’s responsibility as it is the 

candidate’s. Candidates develop an impression for 

how a company will respect their time during potential 

employment early in the hiring process. Scheduling 

problems are a business reality, so when scheduling 

issues occurs, a simple and honest apology can  

go a long way.”    

Melissa Hassett, Vice President of Client Delivery 
ManpowerGroup Solutions RPO

Figure 5
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        Automate less, talk more 

In an environment where automated response 
emails have become the norm, some companies 
are using the telephone to stand out. Candidates 
who never receive anything more than robo-
replies can easily assume the company and 
the HR department are on autopilot. Company 
reputations suffer when proactive candidates 
attempt to follow-up on their applications only to 
be lost in endless voicemail. In the high-volume 
recruiting space (e.g., retail, call center or light 
industrial positions) where 600 people may be 
applying for 20 positions, savvy companies have 
established rollover phone systems with the goal 
of first-call resolution. Instead of incoming calls 
going to voicemail, the system sends the phone 
call to another recruiter so candidate questions 
can be answered immediately. Yet, replacing 
automation with human interaction does not 
mean standardization suffers: processes and 
templates should be developed and used for 
every interaction.

       Touch at the touch points

Every potential point of contact between 
employer and candidate is an opportunity to 
build a talent community. Shrewd companies 
recognize the benefits of quick phone calls  
that update candidates where their application 
stands in the process or whether they are  
being repositioned for another role. Best 
practices also suggest calls at critical  
milestones, such as completion of background 
checks and drug tests, with an affirmation  
of the intended start date. Calls keep candidate 
and employer on the same page and can  
even help with onboarding. HR pros who  
have adopted these practices suggest the 
importance of responding to touch points is  
true for hiring at every career level — from  
entry level to executive. And, perhaps even  
more significantly, the right touch points may  
help keep candidates not selected highly 
interested for future openings. 

  
 Out of the running shouldn’t  
 mean out of touch

Candidates want employers to tell them when 
they are out of the running at any point along  
the process. In fact, it is one of the most 
important touch points. It speaks volumes  
about corporate brand and how the company 
treats employees. Candidates may be under-
qualified, overqualified or simply have applied  
too late in the process. Instead of reinforcing  
the sting of rejection though silence, more  
and more employers are using the opportunity  
to open an honest, respectful long-term dialog 
with applicants. 

         Referrals come first

Establishing an employee referral program  
alone is not enough. How it is managed  
makes the difference. These programs are 
successful only if referrals are considered  
before other applicants. Astute employers 
recognize the importance of calling the  
referral, not just looking at the resume. It’s  
not only respectful to the candidate but  
also a validation of the effort made by the 
referring employee — regardless of the  
outcome. Failure to appropriately manage 
candidate referrals can negatively impact 
employees as brand ambassadors. 

 Don’t be coy  
 about compensation

Despite the fact it continues to be a motivating 
factor for career decisions, candidates do not  
like to ask about compensation. Everything 
related to compensation and benefits should 
be spelled out as early in the process as the 
organization feels comfortable, and ideally  
before candidates meet with a hiring manager. 
This provides an opportunity for candidates  
to self-select out — and not waste the time  
of the hiring manager.



6    |   MAKING THE CONNECTION: BEST PRACTICES IN CANDIDATE EXPERIENCE

           
          Use social media

People talk about employers on social media. 
So, why not take the opportunity to direct the 
conversation and lead by example? While some 
employers have elected to mitigate risk by 
prohibiting employees from talking about the 
workplace on social media, savvy companies 
encourage social media use by employees. 
Although this also requires providing guidelines 
for tone, content and overall appropriateness, 
companies are allowing their employees to speak 
freely rather than scripting or controlling their 
messaging.   

            Get out the welcome wagon

Open houses and job fairs are an efficient way 
to interact with multiple applicants and build 
connections. A practice more frequently used 
for high-volume recruiting, open houses can 
also work for lower volume scenarios. A smaller 
number of pre-screened candidates invited to a 
hiring event satisfies their preferences for being 
able to present their qualifications in person. 
Events must be well organized, however, and 

best practices call for all candidates being seen 
within an hour or two. These events also provide 
a venue for sharing the company vision and 
materials, like sales collateral or annual reports, 
and for allowing candidates to interact with 
employee brand ambassadors.

     Smart phones, smart candidates

Today’s candidates want information and 
application processes to be accessible from 
their smart phones. The same way walking 
into an office and filling out a job application 
has gone the way of the dinosaur in favor of 
online applications, mobile-based application is 
sure to be the next evolution. Mobile-optimized 
application sites are more than just a miniature 
version of the company’s website for smart 
phones, however. “Optimized” means that  
the site is designed with the needs of mobile 
users in mind.  

 The “just-in-time” candidate  
 information delivery system

There is a tendency among employers  
to ask for all candidate information early  
in the application process. Thoughtful  
employers interested in improving the  
candidate experience are experimenting  
with ways to streamline the application  
process by only asking for the information 
necessary at each step in in the hiring  
process. In more traditional paradigms,  
the employer held the position of power  
and often felt legitimate in asking for the 
maximum amount of information. In  
today’s candidate-centric environment,  
smart companies acknowledge the time 
constraints of candidates. That, in turn,  
sends powerful messages about their  
employer value propositions. 

METHODOLOGY
The Candidate Preferences Survey  
was an online survey distributed to  
job-seekers throughout the United  
States. A randomized sample with 
no demographic limiters was fielded 
between July and August 2014. 
230 total respondents completed 
the 20-question, primarily multiple-
choice survey. Results have a 95 
percent confidence level.



  |    7

SIX KEYS TO MAKING THE CONNECTION 
BETWEEN EMPLOYERS AND CANDIDATES
Improving hiring processes is important, but it is not enough. These practices and their underlying 
concepts should be infused into corporate culture as a means of acting on the employer value  
proposition. And although these core values are applicable across many areas, they are invaluable  
in recruiting and retaining the best talent:

Transparency

Accuracy

Continuity

Trust

Respect

Proactivity

1

4

5

6

2

3

At the heart of any relationship, including the 
employer-employee relationship, is confidence 
in the certainty of expected outcomes or 
behaviors based on faith, evidence and 
prior experience. Cultivating trust is nearly 
impossible without connection — specifically 
the in-person interactions that allow 
candidates to hear vocal inflections, read 
body language or interpret facial expressions. 
And while technology and automation can 
make the recruiting experience more efficient 
and cost-effective for employers, candidate 
preferences suggest that employers may do 
themselves a disservice by taking the “human” 
out of human resources.

From job postings to employee blogs, from 
interview experiences to onboarding and skill 

development, the candidate experience should 
be consistently articulated and implemented by 
recruiters, hiring managers, line managers and 
C-suite executives. Consistency and continuity 

will avoid the perception of the “bait-and-switch” 
candidate trap as well as speed the development 

and strength of the employer brand. 

Incomplete, inaccurate or purposefully 
misleading information about the 
role, responsibilities, opportunity for 
advancement, minimum qualifications 
or even job title are inexcusable. To err 
is human, however, and when mistakes 
happen, recruiters and hiring managers 
must put themselves in the candidate’s 
position. What is the course of action 
that he or she would expect under the 
same circumstances? 

Old-school thinking meant companies did not 
have to court candidates. Job postings that 

yielded hundreds of applicants only reinforced 
these attitudes. Not only is competition keen 
today for virtually all types of candidates, but 
employers need to find qualified candidates 

who are already employed yet possibly willing 
to move. Employers must be ready to answer 
the question: “What makes our company an 

employer of choice?” Too often, HR professionals have focused 
on and incentivized to “fill the req” or simply 
to quickly fill open positions. That strategy 
worked when the supply of candidates 
outpaced the demand. However, that did 
nothing to improve retention or build loyalty. 
Engaging talent communities long before the 
need arises and continuing to engage and 
develop employees once hired has risen to 
the top of every HR professional’s to-do list. 

Over the years, consumers have come to expect 
more transparency from the companies they do 

business with and the institutions they support. In 
the way that savvy donors research the allocation 

of their nonprofit contributions to on-the-ground 
assistance versus overhead and marketing, 

today’s candidates will appreciate an employer’s 
effort to be transparent about the hiring process. 
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Closing the information and connection 

gap for candidates is a simple, yet powerful 

tool for creating competitive advantage in 

today’s marketplace. HR professionals who 

provide information about corporate vision, 

social responsibility and the employer value 

proposition, as well as accurate information 

about the position and its compensation will 

find themselves attracting higher quality talent. 

Then using the hiring process to meaningfully 

connect with candidates at important touch 

points will help employers build talent 

communities for the short- and long-term.
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MORE ABOUT THE RESPONDENTS 

Overall, the job seekers surveyed represented a cross section of age, income, 

employment status, career level and industry: 58 percent were full-time employees, 

12 percent part-time employees, 7 percent independent contractors and 16 

percent unemployed. With respect to career level, experienced non-managers 

accounted for the largest group at 37 percent, followed by managers (26 percent), 

senior-level managers (6 percent), entry-level employees (6 percent) and senior 

executives (5 percent). Represented industries included banking, hospitality, retail, 

telecommunications, construction, manufacturing, energy, defense/aerospace, 

computer hardware and software, healthcare/health services/pharmaceuticals  

and education. Respondents were broadly spread across all of these industries.   

ABOUT MANPOWERGROUP SOLUTIONS 

ManpowerGroup® Solutions is a global leader in outsourcing services for 

large-scale recruiting and workforce-intensive initiatives. Our offerings include 

Recruitment Process Outsourcing, TAPFIN-Managed Service Provider and Talent 

Based Outsourcing. Our innovative workforce models and outsourcing solutions 

deliver measurable results and businesses successes to clients facing complex 

workforce challenges.

www.manpowergroupsolutions.com
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