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Introduction

The first thing to bear in mind when

considering your talent attraction strategy is this:
what, where and how people search for jobs has

never been so easy, so varied, nor put candidates
so completely in control.

There's no loyalty to any particular agency or job board;
searching takes place anywhere, everywhere and at all times.

The introduction of Google for Jobs means candidates need
only search once to find relevant vacancies. Add Artificial
Intelligence into the mix and it's no wonder that recruitment
currently appears to pose such huge challenges.

Certainly there is a strong argument to be made that
candidates currently dictate the recruitment process -
specifying how they want to be contacted about roles or
leaving reviews that shape other potential applicants’ opinions.

And you can't even rest once your talent has been
onboarded; according to Indeed, two-thirds of us look at
other jobs within 91 days of being hired at a new company,
giving rise to the concept of the ‘constant candidate’.

So when it comes to talent attraction, how can you make
sure you stand out in this Uber-competitive and rapidly-
evolving market? Our answer? By bridging that gap
between what candidates expect and what they
receive - namely, offering the human touch.
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Humanising recruitment

You'll have heard the term ‘trusted advisor' being bandied about in recent months -

the idea that a recruiter isn't simply firing off CVs, but instead takes the time to really
understand a candidate’s drivers and motivation, providing them with guidance, interview
coaching, timely and constructive feedback, and generally delivers an enhanced experience.
Importantly, they develop a two-way, reciprocal relationship. That's what candidates want -
a trusted advisor who has their best interests at heart.

It makes a massive difference; 84 per cent of candidates surveyed by Indeed who
received detailed information prior to interview, rated the experience at least three
out of four stars — despite not even getting the job. And you can assume plenty of
them praised the company via word-of-mouth, too. That's the point: recruitment is,
and always has been, about relationships and the vast majority of recruiters agree
that “building connected relationships with candidates is an essential part [of]
being a great recruiter”.

Given building relationships is one of the most innate and ancient human activities, talent
attraction should be easy, right? Sadly not. With such changes in expectation, recruiters
can no longer depend on traditional, transactional methods and behaviours - especially
with Al's increasing presence.

Many people worry about Al and machine learning, believing the scaremongering media
claims that it will make roles redundant, but that's not what we think is happening. We see
Al as an enabler of the humanisation of recruitment, not as scary, job-stealing machinery.
Al can remove the drudgery associated with the job while providing the time and funds for
innovative, talent attention-grabbing techniques.

Our white paper examines where we think the industry is going and what you need to
consider for your own successful talent attraction strategy, looking at three specific areas:

1. Front of mind attraction
2. Engaging content
3. Using tech to increase human connection.

We'll be sharing insight from our own research and other recent surveys which suggest
that the recruitment industry isn't going in the direction everyone thinks it is (i.e. at the
mercy of the robots).
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1. Front of mind attraction

The Holy Grail of talent attraction is getting the talent to come to you - what's known as

inbound attraction. This occurs when you've built strong brand awareness, placing you in
the minds of your target market so when the time comes they'll seek you out. Inbound is
cheaper, easier and quicker than outbound recruitment - all things hiring managers love.

It's also the route that the majority of candidates would prefer to take. Indeed research
reveals that 54 per cent of candidates believe they would be more successful in a role if
they found the job and applied themselves, rather than if it had been presented to them
by an agency.

It's heartening, therefore, to discover that advertising
vacancies on the company website is the most popular
activity carried out by our survey respondents
(83 per cent) and that posting to social media
channels occurs in 73 per cent of cases
- which are both key for getting your

Did you know? company front-of-mind.
"""""""""" This is essential, too, given the
71% of tOp performers importance of increasing your website
. visibility among your target market -
IOOk at new jObS every especially in the light of Google for
month and are active Jobs. Social media directs visitors to
. o o the site, while the job ads provide
in their jOb search fresh, hopefully optimised, content

which Google will index and include on

Indeed Science of the search results.

Attraction Report
However, and there is always a however,
the changes in approach to job-hunting
means that relying on just one or two

channels is no longer anywhere near sufficient.
Candidates are searching round the clock - on the
bus, in the supermarket, while watching TV, etc — with

(remember) no apparent loyalty for any one source, so

how can you get your brand out there?
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Changing channels

In our previous whitepaper, The Changing Face of Recruitment, we looked at the
‘fragmentation of candidate sources’, how recruiters are required to make use of
several different channels and tools. At that time, our research named referrals as the
best source of quality candidates and there was a strong belief that it would supply the
most talent in the next five years.

But it's a fast-moving industry and a lot can happen in a short space of time. Our latest
research reveals referrals are no longer king, and that with LinkedIn as the top channel
(63 per cent), the perceived effectiveness of other, more traditional sources, has
dropped considerably.

What is your most successful candidate sourcing channel?

Job boards .
Referrals I
Company website I

Non-professional
social...

LinkedIn

Indeed/
aggregators

Internal CRM/
database

Online CV
database

0% 10% 20% 30% 40%  50% 60% 70%  80% 90% 100%
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Backin 2013, a survey by jobs.ac.uk cited job boards as the preferred method of recruitment
by 64 per cent. By the time we conducted our previous research in 2016, that had dropped

to 36 per cent and in 2018, only eight per cent of our respondents said they found job boards
most effective. How quickly things change! As a result, spend is decreasing - 38 per cent say they
budget less for job boards and only eight per cent said theyd spend more.

With LinkedIn deemed the most successful channel, it's no wonder that the majority of
companies are redirecting finances to it (42 per cent). Indeed and other aggregators are
also assuming a share of job board spend (25 per cent), while our survey revealed that
many people intend to make website improvements, too.

LinkedIn's achievement aligns with this ‘always on’ approach to job hunting, but they've

also done a tremendous job of building a brand that everyone knows, trusts and turns to,
wherever and whenever. Not to be cynical, but LinkedIn has worked tirelessly to win the
hearts and minds of recruitment consultants, tantalising them with new, convenient features.
Its placement as top source, therefore, is partly owed to the fact that some recruiters use it
exclusively - whether or not they have other, more effective tools at their disposal.

If it's decreasing, where is your spend going?

Indeed
agregators

LinkedIn RPS/
job slots

Landing page
tech

PPC/SEO

Internal CRM/
database

Online CV
database

Improving your
own website

0% 10% 20% 30% 40%  50% 60% 70% 80% 90% 100%

6 ATTRACTING TOP TALENT USING HUMAN CONNECTION


https://www.jobs.ac.uk/enhanced/recruiters/recruiter-survey-2013.pdf

Do you worry that decreased ad spend will impact brand awareness
and reduce candidate attraction levels?

Yes, very

much so
Haven't thought
about it

I'm confident it
won't have...

0% 10% 20% 30% 40% 50% 60% 70% 80%  90% 100%

Build your brand and talent will come!

While we can't all be LinkedIn, it is possible to create brand awareness and get the talent
to come to you. There are any number of techniques you can use to promote inbound
attraction, but bear in mind it's a long-term game. To achieve front-of-mind awareness,
you need to use an array of tools over a number of months. This represents a shift in
thinking which may feel alien; a new paradigm which asserts that the old, traditional
tactics either have limited, short-term effectiveness or simply don't work.

It's like seeing a one-off deal online - it's a good offer so you make a purchase, but after
that, what? You don't care about or think of the brand again. A long-term campaign,
however, slowly allows the brand to enter your head and be recalled when needed.

In a presentation for the IPA, Les Binet and Peter Field stress that there is no benefit in short-
term campaigns alone and found that brand campaigns which were built over a period of years
resulted in far higher saleability, leading (in their case) to price hikes. You need to use sustained,
long-term tools (such as remarketing, content, landing pages) to attract inbound talent over a
length of time. Multiple exposures, across multiple channels, will help a brand to grow stronger.
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Where to start?

Our latest survey threw up an interesting point, which goes back to use of job boards.
Though many companies no longer focus solely on them, a considerable 54 per cent of
our respondents said their job board budget would remain the same. This, on the face
of it, appears strange having previously claimed job boards aren't the most successful
channel. Why spend so much money on a tool that doesn't get the best results?
Because - we discovered - there's a worry that candidate attraction levels will decrease.
Almost 60 per cent of people said they worried either ‘a little’ or ‘very much’ that reduced
ad spend would have an impact on brand awareness.

Hence we should offer a word of caution if you're thinking about reducing your spend in
that area. But, with so many front-of-mind tech options around, this clearly isn't a good
enough reason to keep spending so much on job boards unnecessarily. It's like staying
together for the kids. Adopting that ‘always on’ approach and utilising other tools should
mean this isn't an issue; you'll receive traffic via other sources. So where do you start?

With candidates picking and choosing among sources indiscriminately, it's key that your job
ads are represented across as many relevant channels as possible. If recruitment spend

is moving towards LinkedIn job slots and aggregator sites, it's vitally |mportant that your
technology can both support and facilitate this. G

Covering all relevant channels can be a time-consuming
task, however important, so a solution that can multi-
post is a must; something that can post your job
adverts to Indeed and job boards at the touch
of a button.

In our survey, 21 per cent said their website
earned them over 16 per cent of conversions
(visitors to applicants), which is a substantial
figure, so another consideration is clearly
better utilisation of your own job pages and
wider website.

To get your website seen, it's essential your
site (including job adverts) is optimised using
relevant search terms and regularly updated with
fresh content.
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That's what Google likes and prioritises, but how many can say this is the case? What's
more, Google for Jobs was launched earlier this year, aimed at improving the job seeker’s
experience. While it's too early to look at the impact, our survey found 46 per cent expected
positive effects as a result - yet this relies on the production of quality job adverts.

As a company, we wanted to enable our clients to concentrate on relevant sources to build
their brand and fill their jobs, so we developed landing page technology. Serving as a
'secret weapon’ in inbound attraction, clients create bespoke pages for each advert - not
only ticking all of Google's boxes, but enabling enhanced screening, faster applications
and providing a vastly improved experience for both candidates and recruiters. Our
survey found that a savwwy 17 per cent of recruiters and hiring managers are currently
using this tech. We'll touch on this more later in the white paper, but suffice to say, it plays
a significant role in appealing to talent.

Ultimately, for successful front-of-mind attraction, you need to build your brand, and

be present and always on as many channels as your target market will be using. This
allows you to bring your brand and jobs to people without intruding. Regular posts on
social media, frequent blogs, appearing in the Google search results, specific job boards,
aggregators...the list goes on. This - and any subsequent monitoring and reporting - can
be easy if you use the right platforms and technology, but it's more than that. It's about
engaging talent and getting that oh-so important relationship off the ground before the
candidate even realises you're involved.
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2. Engaging content

Our research showed that (after finding quality candidates) your biggest candidate
attraction challenges were related to producing good content. Thirty-eight per cent
bemoaned lack of brand awareness and 19 per cent cited dull advertising as problems to
be dealt with on a daily basis.

The problems exists as many people think that talent attraction and content marketing
are completely unrelated. This is a fundamental error. Your content strategy should be
constructed around your recruitment goals, as a massive part of front of mind attraction
is what you put out there in terms of blogs, whitepapers, infographics, guides, etc.

Bear in mind that relationships usually begin with the delivery of information. In
recruitment, this is probably a well-written job ad or useful blog which prompts
candidates to start engaging with you in the first place, so good content is vital. What's
more, if you share information which is of value to your target market (strictly for your
target market, not to please your MD or FD), then you'll be perceived as an authority,
gaining a credibility which makes you appear more trustworthy and attractive to talent. It
also satisfies more of Google's requirements, ensuring that your page should be returned
in the search results and your brand becomes even stronger.

Producing content which engages is crucial, as ideally, it should attract the right people
to your website and keep them there, guiding them through relevant pages until

they reach ajob advert and then apply. So while you can't possibly control the labour
market, you can control your brand and your advertising so that it appeals to the
candidates you want.
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Why's content so important?

Google aside, content is what starts the candidate journey; it's the first interaction
someone has with your brand, often starting well before the application stage of the
hiring process - so it's vital that recruiters, marketers and/or HR nurture these fledgling
relationships from that very first touchpoint. Additionally, it helps the candidate form an
impression of the company - if they're not keen on your tone or content, they can rule
themselves out of the process, thus reducing workload. While content is used to attract
candidates, it also serves as the first stage of applicant screening.

As humans, we know that social connections are extremely important. For example,
Indeed’s Human Side of Hiring report found that people who have work best friends are
happiest (410 per cent more likely to say they are engaged at work), and that workplaces
which thrive on social connections are strongest. When it comes to blog output, Indeed
says: "As recruiters, the opportunity here is to create job content that goes beyond
qualifications and requirements. The best career sites and job descriptions humanize our
companies before the very first conversation with a candidate.”

Didn't we mention humanising recruitment earlier? It's not just about job adverts, which
have short shelf lives, it's again about the long game; creating pieces that have an
'evergreen’ longevity and continue to attract visits to the site for months, if not years -
converting people ages after the piece was initially published.

ooooooooooooooooooooooo

“The best career sites
and job descriptions
humanize our
companies before the
very first conversation
with a candidate”

- Indeed

ooooooooooooooooooooooo
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What attracts talent?

What makes you stop and look at a website? When would you read a blog? Usually when
it's of relevance or interest to you. Hence your content must always be valuable - never
write just for the sake of writing.

Fortunately, there are lots of tools to help you discover
what's valuable. Use Google Analytics to uncover what

your audience is searching for, turning those search = seeeeeceececcececcnceee
queries into blog themes or sub-headings. If you
don't have access to GA, sign up to a platform "When
like BuzzSumo, search for a topic on Answer the .
Public or even see what's trending on Twitter. generatl ng Content,
Ideally, your content will answer a question that don’t think like
they're searching for, such as: ‘How to answer .
difficult interview questions’ or ‘How to create a recruiter,
the perfect engineering CV'. think Iike a
When generating content, don't think like a g

5 & candidate.”

recruiter, think like a candidate. Consider what's of
interest to them, what their emotional state is. See

past the CV and think about the person. If it helps,

try to remember when you were last job-hunting - what
would you have stopped to read?

ooooooooooooooooooooooo

If you're an internal recruiter, then use your website to humanise your company.

Include information about your culture, your values, your reward schemes - all the things
prospective employees want to read about. Showcase existing talent and share their
stories, highlighting their journey and career paths. The more you can convey about the
company's warm, friendly environment, the better. According to Indeed, 46 per cent say
that company reputation has a massive impact on the decision to apply for a job.

Better still is if you can encourage your employees to become brand advocates, people who
will themselves share information about the company and shout about all the good stuff.
Employees tend to have ten times more social connections than the brand accounts, and are
much more likely to be trusted by external parties, particularly when it comes to reviews.

An influence which cannot be ignored, reviews via sites like Glassdoor and Feefo, can
seriously impact candidate opinion. Indeed found that applications increase by x5 for
companies where a good review is available on its platform and 83 per cent say reviews
affect where they apply. So encourage employees or candidates to leave some public
feedback and see your application numbers swell.
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And when it does come to job adverts...

Recruiters are busy, we know that. They have umpteen jobs to work, emails to send,
interviews to schedule, documents to get signed, the list is endless. Writing job adverts,
let's face it, doesn't always take priority - and when they are written, it's fair to say that
copy and paste job is a little lacking. Right?

But job adverts should be viewed as content designed to promote a role and the brand

in the very best light possible. They should be constructed in such a way that they attract
the right people. They should be optimised, containing phrases top talent is searching for,
and use commonly accepted job titles.

We know that recruiters aren't always allowed to mention the hiring company, nor
sometimes even the salary ranges, but it's still possible to produce an ad that appeals.
Bear in mind that a poorly-written advert will have a detrimental effect on your brand,
be it salary exaggerations, poorly written or repeated typos. Job adverts are, in effect,
marketing collateral for your business.
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Fortunately, help is at hand. To remove gender-biased wording, use an app like Textio
- which helps you write adverts formatted and worded in such a way as to increase
applications from all groups, making the advert much more about ‘How you will make a
difference’, as opposed to ‘What we want'.

Or to really give applicants a flavour of what the role is about, use landing page
technology to incorporate videos in addition to great copy, for some attention-grabbing
brand storytelling. Including appropriate screening questions will also discourage time-
wasters, while displaying an advert that looks really slick, and integrates responses into a
candidate record.

Content enables you to drive long-term engagement, to establish an emotional
connection with your target candidates, which can only get stronger over time. Using the
latest technology will allow recruiters to develop that relationship further.

Content enables
you to drive long
term engagement
and establish
an emotional
connection
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3. The paradox: using tech to
increase the human connection

‘Most people are wired to be resistant to change’, according to Indeed and the forces
against career change are incredibly strong. Many are commonly sceptical of recruiters,
too. Candidates weigh up failure as much as success, overestimating the risks associated
with a career move.

A great recruiter/trusted advisor sees the entire person and knows their drivers, so
is able to emphasise the benefits or spell out the risks if a job isn't right, therefore, it's
extremely important that they have the time to do so.

We've talked about the value of human connection a lot. You're probably thinking:
That's great, but in reality, it's impossible!" We understand that. Traditional recruitment
techniques don't align with the concept of a trusted advisor. Finding quality candidates,
high volumes of irrelevant applications, poor recruitment marketing - all challenges that
were cited in our research (see below).
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What are your biggest candidate attraction challenges?
Finding
quality,...

High volume of
irrelevant...

Dull
advertising

Lack of brand
awareness

Poor candidate
experience

Lack of/poor
recruitment...

Advertised
salaries low....

Lack of
experience

Other
(please specify)

0% 10% 20% 30% 40% 50% 60% 70% 80%  90% 100%
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The more you

invest in technology,

the more you can
invest in the
‘human side’

- LinkedIn Global
Reporting Trends

These shouldn't be problems that trusted advisors have to think about, as they're
challenges which can be minimised through the use of recruitment technology, of which
there is a wide and exciting range available.

It may sound absurd to suggest that introducing more tech - the self-same tech that is
meant to eat up our jobs — will in fact enable greater humanisation of the industry, but a
great many businesses are already reaping the benefits.

In LinkedIn’s 2018 Global Recruiting Trends report, recruiters and hiring managers
across the world hailed Al is a ‘bold disrupter’ which helps them save time (67 per cent),
removes human bias in the recruitment process (43 per cent) and delivers the best
candidate matches (31 per cent). A further 56 per cent said Al had helped them with
screening - something 29 per cent of our survey respondents spend more than half their
time doing. Suffice to say, the majority believe Al's impact on recruiting will be somewhat
significant - and so do we.
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The other 20 per cent...

Interestingly, LinkedIn's research also reveals that despite the importance and urgency
of talent acquisition, on top of the new demands which necessitate a change in
consultant behaviour, most recruitment teams will not be growing this year.

While they'd like to hire more recruiters and (tellingly) employer branding specialists, 61
per cent of teams are likely to remain at the same headcount.

So when we hear that recruitment tech and Al might assume 80-odd per cent of a
recruiter’s role, it suddenly doesn't seem so bad, does it?

Tech for improving the candidate experience

Many people who look for jobs aren't serious about it, and drop out of the process

early on, having been dissuaded by some long, convoluted application form or a time-
consuming task. So finding an efficient way to keep applicants in the process - such as
applying via user-friendly landing pages - is crucial. It sounds stupidly obvious, but it's
something often overlooked by employers: make it easy for people to apply for your jobs!

Candidate experience is a big deal - remember that earlier stat about how when
candidates were given extra information pre-interview, they rated the experience at least
three / four stars, despite not even getting the job? The ability to enhance the journey is a
game-changer and could lead to more candidates applying direct.

In our The Changing Face of Recruitment whitepaper, we discovered that regular
communication from the consultant throughout the recruitment process was considered very
important by the majority of candidates (36 per cent). It appears that regular updates - whether
good or bad - is the one thing that candidates believe can most improve their experience. The
ability to respond to candidates promptly and as though they are your only candidate, shows
that you have their best interests at heart.

ooooooooooooooooo

Only 4% of candidates
receive a response
to their application

within one day.

Just over a third hear

within a week, but for

some 15% it can take
a month.

- Indeed
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It's not always possible to respond personally to everyone, especially when there are
high volumes of applicants, but many businesses now use systems which feature auto-
responses: an immediate acknowledgment of the application, rejections, interview
arrangements, etc. Plus these emails can be scheduled to go out at times when your
audience is most receptive (monitor your delivery open rates to find out when this is).

Rec tech can help you set candidates’ expectations, too. For instance, you can add
information about the recruitment process on the landing pages - as it's bound to differ
per job and per client. This also helps to build trust and credibility in the candidate’s eyes.

On the other side, recruiters can stay on top of their workload by using an up-to-date
candidate CRM. These now have the ability to interface with Indeed and LinkedIn, with
multi-posting systems, with Al candidate-matching platforms and niché job boards,

so that all the data is held in one place and can be easily monitored and reported on.
Instead, you could be using rec tech which seeks out the matches for you and delivers
them straight to the consultant's inbox. Or one which searches multiple CV databases
in one go, so you only have to log in to one system at a time, which frees up time to build
those relationships. In fact, 55 per cent of people surveyed by LinkedIn claimed Al had
helped them when nurturing candidates.

Did you know,
that often, up to
30% of applications
go unread due to
archaic and multiple
IT systems?
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Data for human insight

Using data can help humanise your recruitment practices even further, providing insight
into your target market, allowing you to see how effective job adverts are or determining
how many of the right people read your blog - essentially measuring the success of your
human connections, and highlighting when you need to make changes.

Your CRM should be able to give you the information to develop talent pools, it should
forecast demands and confirm whether your marketing spend is going to the right
sources. It can inform machines to do the drudgery and provide intelligence to recruiters.
It can help you improve your offers and can tell you what candidates want. In short,
utilising data effectively allows for more informed decisions, meaning you can use
inbound tools first and encourage talent to come to you.

We know the concept of data can appear scary. Lots of people don't know where to start,
which is why it's great that there are platforms out there that give immediate stats at

the touch of a button, such as: how many applications you've received, what's the best
source, who's the best recruiter, information on candidate flow, and the effectiveness of
the pages. All of this insight is designed to help improve your interaction with candidates,
but is presented in a clear and easy-to-understand way.
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Conclusion

A great recruiter never underestimates or forgets the
emotion and stress that is associated with job hunting - and
will do their utmost to help make that journey as smooth and
positive as possible, but, they can only work with the tools
they've got.

However, while machines can possess intelligence, they don't
possess the understanding, judgement and empathy that
people do. Why do you think so many companies rave on
about the fact that they're people and not robots? We want
to deal with people.

We believe that while the tech will progress and continue
to present recruiters with intelligence and insight, the real
added value is the process’'s humanisation.

And rec tech is allowing recruiters to focus on inbound
techniques, on improving their EVP, and grabbing the
attention of candidates at the earliest possible stage - to
ultimately connect with candidates as humans.

Ever-changing hiring trends, candidate demands
and intelligent tech is pushing talent attraction
in directions never before experienced.

We think it's exciting and definitely not

anything to be fearful of. But simply

put, to stay in the game and attract “The future of recruiting
the talent you need, you've got to will always be human,
have all of your bases covered. but will increasingly
Can you say yours are? be augmented by tools

and technology that will
benefit recruiters and
job seekers alike.”
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A closer look at idibu

idibu is a mobile friendly, source-agnostic, candidate acquisition platform that
delivers fresh candidates from job-boards, social media, company websites and
job aggregators (PPC).

It integrates beautifully into all major CRMs, and funnels all, or a selection of
candidates into the CRM via a simple traffic light filter, allowing you to progress
candidates through your recruitment workflow.

By ‘source-agnostic, we mean that it ensures you feature on the best, newest
and most relevant sources. You need to cover all bases in today's market, but the
solution manages the flow so that you're in control and ahead of the competition.

Our features don't only offer convenience to our customers, they ensure that
time can be taken to connect with candidates - be it the time-saving multiple
job post feature, the auto-responses, at-a-glance analytics or CV searching.

We've mentioned our landing pages in this whitepaper, and with good
reason - this is cutting edge technology is mobile optimised, fully branded,
incorporates screening questions to elicit applications only from the right
candidates, manages expectations, reduces bounce rates and can include
videos.

Landing pages are the secret weapon in our clients' armoury, with many telling
us that they receive more, relevant, applications, and time-to-hire is significantly
reduced, which, in turn, reduces overall spend. They can also help your role
appear on Google for Jobs and get you noticed by that elusive inbound talent.

If you'd like to discover how our solutions can help improve your candidate
relationships, please get in touch.
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https://www.idibu.com/services/add-ons/landing-pages/
https://www.idibu.com/contact-us/

Contact us

Call sales on:
UK/Europe: +44 (0)800 311 2750
APAC: +61 (0)3 9018 5525

UK office:
1st Floor, The Bloc,

Ashley Road, Altrincham
WA14 2DW
U.K.

European office:
Calle Sardenya 259 3°3°
Barcelona
08013
Spain

APAC office:

Floor TA, Trendy Building,
Sukhumvit Soi 13,
Klongtoey-Nua, Wattana,
Bangkok 10110
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http://offers.indeed.com/rs/699-5X|-715/images/ScienceofTalentAttraction_AU_Ebook.
pdf?alild=222944991

http://blog.indeed.com/2017/08/02/purpose-and-human-connection-in-hiring-process/

https://www.idibu.com/wp-content/uploads/2016/05/TheChangingFaceOfRecruitment-
idibuWhitePaper.pdf

https://cdn2.hubspot.net/hubfs/2711460/Blogs/3Wed_1000_Splash13-14_lIA_
HumanSideHiring_Indeed_EFNA18.pdf

http://offers.indeed.com/rs/699-SXJ-715/images/Employer-Insights-on-Talent-Attraction.pdf

https://www.arm.co.uk/resources/blog/recruitment-related-blogs/recruit-my-way-how-you-
want-to-search-for-jobs/

https://news.linkedin.com/2018/1/global-recruiting-trends-2018

https://business.linkedin.com/talent-solutions/blog/recruiting-strategy/2016/7-trends-that-
will-define-recruiting-in-2017-infographic

https://business.linkedin.com/talent-solutions/cx/2016/10/global-recruiting-trends-2017
http://www.ipa.co.uk/document/the-long-and-the-short-of-it-presentation#.W40pK_kvxhF
https://www.arm.co.uk/media/1627/arm_infographic-final.jpg
https://www.jobs.ac.uk/enhanced/recruiters/recruiter-survey-2013.pdf
https://recruitmentbuzz.co.uk/future-recruitment-2020-2030-future-starts-today/

https://www.forbes.com/sites/larsschmidt/2018/01/31/a-glimpse-into-the-future-of-
recruiting/#1e4f8d8d3f2f

https://www.itproportal.com/features/automation-ai-and-the-future-of-the-recruitment-
industry/
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https://www.jobs.ac.uk/enhanced/recruiters/recruiter-survey-2013.pdf
https://recruitmentbuzz.co.uk/future-recruitment-2020-2030-future-starts-today/
https://www.itproportal.com/features/automation-ai-and-the-future-of-the-recruitment-industry/
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