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Candidate Experience Journey
Today, talent acquisition is characterized by technology, systems and processes that are 
touted  to “improve efficiency” and “increase effectiveness”. Somewhere along the way, 
people – our  customers – got lost. Let’s face it – for many of us, our candidate experience 
leaves something to be desired. When is the last time you looked at yourself through a 
candidate’s eyes, walking  through your hiring process from the perspective of a job seeker?

This tool will provide you with the resources to evaluate and optimize your candidate 
experience – starting tomorrow. It’s time to make the candidate experience human again.
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Candidate Experience Journey

Before you have even posted a job ad, potential candidates have already researched your 
organization through your website, social media and word of mouth. In fact, 60% of candidates 
spend an hour just on research alone before they even begin the application process. If a job 
seeker cannot find the information they want to know about a company, they may choose not to 
apply, meaning you could miss out on building a pool of top talent. Candidates want a preview 
of what it is like to work for an organization and what they can expect from a position within the 
company. Just as we are busy running our businesses, candidates also don’t want to waste their 
time applying somewhere that is not a fit for them.
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1Research

Pain Points Employer Actions

1. Companies aren’t using the same
platforms that their target candidates are
using.

1. Identifying your target applicant and 
ensuring the information that is important 
to them is readily available is the first 
step in easing the research process.

2. Online reviews (or a lack of) are 
influencing applicant’s decisions.

2. Monitor and influence your website, 
social media, Google searches and 
Glassdoor reviews.

3. Candidates can’t find the information 
they are looking for.

3. Most candidates search for information 
on job advancement opportunities, work 
life balance, work environment and 
company reputation.

Step 1: Research



Candidate Experience Journey

For some people, this can be one of the most tedious stages of the candidate experience. The 
application process is the first chance a candidate has to actually interact with your business on 
a human level. They are taking the time to create a personalized application and expect 
companies to put in the same care and attention. The reality is, candidates are spending 80% 
more time on applying than recruiters are looking at  their application. While we can’t match the 
time spent, we can take steps to ensure candidates are being heard and are getting the support 
they need.
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Step 2: Application

2Application

Pain Points Employer Actions

1. Lengthy application processes with 
redundant or irrelevant requirements.

1. Streamline the application process so 
that it captures the information you are 
trying to obtain without taking up the 
candidates’ entire day. Ensure it is 
mobile-friendly, so they can apply from 
anywhere.

2. Minimalist job ads that don’t effectively 
depict the role, organization and 
requirements.

2. Provide as much information as possible 
in the job ad so candidates have a clear 
understanding of the job and company 
they are applying for, don’t leave them to 
make their own assumptions.

3. Confusion about what the hiring process  
will entail.

3. Add an application flowchart to your 
career page to set candidate 
expectations about your hiring process.



Candidate Experience Journey

The resume black hole. Once a candidate hits “submit”, the perception is that their resume goes 
into the IOT abyss. As an employer, this is a prime opportunity to engage with candidates to 
reinforce their interest in working with your organization. Pull back the veil for candidates. 
Consider sharing employee testimonials, insider-looks, resources – even your newsletter. Often 
called “white glove” or “high touch” recruiting, engaging with candidates during the lull between 
submitting their application and entering the active hiring process will give your organization an 
advantage in the competition for top talent.
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Step 3: Nurture/Engage

Pain Points Employer Actions

1. Simply put, candidates want to know that 
you have received their application –
that it hasn’t been sucked into the vortex 
of the resume black hole.

1. Acknowledge that you have received 
their resume. Don’t be afraid to infuse 
some authentic personality into the 
email!

2. Candidates may lose interest while 
waiting for a response if they are 
applying to multiple jobs.

2. Stay top of mind with top talent by 
engaging with them, even after they 
have submitted their application.

3. Candidates want to feel connected to  
your business.

3. Share links to past events, blog posts, or 
a simple video about life at work.

3Nurture/Engage



Candidate Experience Journey

This is the first opportunity for recruiters to get to know a candidate beyond their application, 
and for a candidate to get to know you beyond their research. Whether it is over the phone or in 
person, an interview can be an extremely nerve-racking experience for candidates. This is their 
chance to show you why they should be hired and a lot of weight is placed on their 
performance. Be aware that factors from the interview format, location, and length can leave a 
lasting impression on a candidate.
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Step 4: Interview

Pain Points Employer Actions

1. The biggest stress for candidates comes 
from a fear of the unknown and being 
unsure of what the process will involve.

1. Send an itinerary of what the candidate 
can expect from the interview, who will 
be in it and what next steps look like.

2. The interviewing team is not easy to  
communicate, understand, no 
connection.

2. Ensure the interviewing team is well 
prepared and accurately represent your 
employer brand and company culture.

3. Lack of clarity on what they expect and 
the next steps in the process.

3. Make the process as transparent as 
possible, leaving little room for 
assumptions on the candidate’s behalf. 
Be friendly without leading them on.

4Interview



Candidate Experience Journey

We have now reached the most critical point in the application process: the job offer. You have 
worked through your talent pool and found the perfect fit for the position, but the candidate 
experience is far from over. The whole reason someone applies for a job, is to get that job. 
When an applicant receives a job offer it should make them feel special and recognize that their 
hard work has paid off.
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Step 5: Offer

5Offer

Pain Points Employer Actions

1. Timeline expectations. 1. Ensure the candidate is aware of the 
offer process and expected timelines on 
your end, especially if they have other 
offers on the table.

2. Ability to negotiate – I really want this 
job but what if I need more from my 
contract?

2. Be prepared for negotiations and set up 
an environment where the candidate 
feels comfortable expressing their 
questions and concerns.

3. What will I actually be doing in this role? 3. Clarify expectations about the job 
through a clear, concise offer letter.



Candidate Experience Journey

What happens in between the job offer and a candidates’ first day? Bridging this gap is a critical 
step to reinforcing that the candidate has made a great decision about this next step in their 
career. Where there is a large gap between the hire date and first day, pre-boarding becomes 
especially critical in starting off a new hire’s employment on the right foot. This is your 
opportunity as an employer to ensure that new  employees are set up for success.
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Step 6: Pre-Boarding

Pain Points Employer Actions

1. How do we make them feel like part of 
the team? That we are excited to have 
them join us?

1. Send a personalized email, include them 
in office events, or connect them for 
coffee with someone from their team.

2. How do we keep them up to speed with 
what is going on at work?

2. Keep them updated with a quick email 
letting them know what their team got up 
to this week.

3. How do we help them understand what 
they can expect in their first day, week, 
month, etc.?

3. Send a welcome package sharing key 
information about who they will be 
working with, their direct manager, and 
any office norms that could be useful to 
know.

6Pre-Boarding 6



Candidate Experience Journey

The final step in the hiring process and one of the most important pieces in both wrapping up 
the candidate experience and setting the tone for their employee experience. Bridging the gap 
from candidate to employee, a solid onboarding experience sets the context for a successful 
relationship with your new employee. For many people, the most memorable day on the job is 
their first day. There is a lot riding on the first day for both parties, whether it is promises made 
during the interview process or assumptions formed based on impressions.
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Step 7: Onboarding

Pain Points Employer Actions

1. Keeping promises that were made 
through the application/interviewing 
process.

1. Ensure that what you have said you 
would do or what you are about in past 
conversations matches reality.

2. Will I have everything I need on the first 
day? What should I bring? Who do I 
report to?

2. Make sure the employee’s workstation is 
set up and ready to go with everything 
they need for their first day and that all 
the information they require is readily 
available.

3. Will working here actually be like the  
impression I was given?

3. Help the new employee to dive into the 
culture and everything you sold your 
business to be in the interview process.

Onboarding 7



The candidate experience is how job 
seekers feel and react to the interactions 

they have with your organization and 
employer brand during the recruitment 

process - from before they hit apply until 
after their onboarding is complete.

“

”- Brianna Blaney, CEO & Founder



Candidate Experience Audit
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Step 1: Research

To begin assessing your Candidate Experience, start by walking through the 
application process as a job seeker would. We have outlined below a series of 
questions to ask yourself as you work through the process, to help guide your 
assessment.

It is likely that before you even post a job ad, candidates know about your business. 
98% of job seekers research companies before making the decision to even apply. 
What shows up on the internet and community about your organization can have a 
big impact on your potential talent pool.

Are you actively monitoring all social media and employer review sites?

Is the information candidates need quickly and easily accessible?

Is your online presence an accurate representation of your organization?

Do you have current employees acting as brand ambassadors?



Candidate Experience Audit
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One of the most time-consuming stages of the candidate experience is the 
application process. This is also the area where most potential candidates are lost 
due to exhausting, redundant and complicated processes used by businesses.

Have you developed candidate personas for each role you are hiring for, to 
allow you to customize the  application process accordingly?

Have you completed your organization’s application process yourself? Is it 
user friendly?

Can your application be completed via mobile?

Are you using automated responses? If so, have you added a personalized 
touch?

Step 2: Application

Start by asking yourself what the goal of your application is.

Step 3: Nurture/Engage

This is your organizations biggest opportunity to prevent applicants from dropping 
out of the applicant pool. Finding creative ways to engage with candidates in 
between the application and interview will put you ahead of other potential offers 
they may have.

Are you checking in with candidates to let them know where you are at in the 
hiring process?

Are you connecting applicants with their potential manager and/or team to 
give them a feel for what  the job may be like?

Are you capitalizing on this opportunity to engage with candidates?

Do you clearly paint the picture of what it’s like to work with you?

Are you connecting with candidates after confirming their interview?



Candidate Experience Audit
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An interview is the moment of truth for both parties. Candidates finally have the 
chance to meet with the organization and you get to see if they are everything they 
seemed to be on paper. Setting up an interview with both ends in mind creates 
substantially more opportunities for success.

The offer is the exciting point where the candidates realizes the job is theirs! 
Ensuring information is communicated clearly and expectations have been met on 
both ends makes this point in the candidate experience much more fluid.

Step 4: Interview

What is the first impression a candidate has from your interview process?

Does your interviewing team accurately represent the company culture and 
ideal employee?

Are the number of interviews reflective of what is required for the role?

Are you providing candidates with an itinerary to set expectations 
beforehand?

Step 5: Offer

Are offers being communicated verbally before an email is sent?

Is your timeline consistent and communicated with candidates?

Are offer letters user friendly and easy to interpret?

Is information transparent, or is there a lot of “small print”?

Is someone available to help a candidate understand their offer and terms of 
employment?

Is your offer an accurate representation of your company and your culture?



Candidate Experience Audit
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This is an opportunity for your organization to get new employees ramped up before 
they even step foot in the office. Engaging with new hires before their first day is 
critical in creating a successful employer/employee relationship.

The final step in the candidate experience and the most exciting. The new employee 
has landed the job and  now it is your turn as an employer to set them up for 
success.

Is your onboarding program consistent for every employee?

Is the timeline for each employee’s onboarding the same?

Have you created a system for onboarding?

Does your onboarding program engage a new employee’s hiring manager? 
Their team?

Step 6: Pre-Boarding

Step 7: Onboarding

Are you reaching out to new employees between when the offer letter is sent 
and their first day?

Are you engaging new employees in office activities before their start date? 

Are you introducing new employees to their team?

Are you providing new employees with resources to feel prepared and 
comfortable on their first day?



+1 604.425.1110 • hello@envolstrategies.com • envolstrategies.com
311 - 63 West 6th Avenue, Vancouver BC, V5Y 1K2

Book a FREE 15-minute consultation
with our team of HR experts today.

WE CAN HELP.

READY TO MAKE YOUR CANDIDATE 
EXPERIENCE HUMAN?

https://envolstrategies.com/book-a-free-consultation/

