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Imagine, for a moment, that you are a candidate, not 

a recruiter. You are a high-performing worker who  

really enjoys your current job. It pays well, the office  

is close to home, and your managers seem to  

genuinely care about you. Your values and the values 

of the company align pretty much perfectly.

One morning, you find a curious email in your inbox. 

It’s from a recruiter you’ve never heard of before. You 

open the email and find a lifeless introduction:

Hello! My name is John Richards and my client, X  

Industries, has an open position that we think you’d  

be great for. Please click this link to apply. 

When you click the link, you’re taken to a confusing, 

poorly laid-out careers page. When you finally find  

the job the recruiter mentioned, it turns out the  

application is a long nightmare of endless, repetitive 

forms and fields. 

Are you going to apply to this job? No way. You don’t 

know anything about this company, and its Web  

presence leaves a lot to be desired. Moreover, the  

recruiter didn’t really seem interested in you at all.  

To him, you’re just a resume, not a human being. 

Unfortunately, this is how many recruiters operate. 

They treat recruitment like a simple transaction:  

Here’s a job, here’s a person who might fit the job,  

let’s get them together.

Is it any surprise, then, that recruiters get such a bad 

rep? Candidates are people, after all. They want to  

be treated like human beings.

Introduction: 
Why Talent Management Matters
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Talent Relationship Management: the Alternative  
to Transactional Recruiting

Talent relationship management offers a path toward 

a more personal style of recruiting, one in which  

every recruiter is allowed to be a people person,  

rather than an icy cog in the  

corporate machine.

Talent relationship management,  

or TRM, is less a strategy than a 

philosophy that should guide  

our recruiting tactics. TRM can  

be summed up by its three  

core tenets:

• Talent is the end, not the means.

• Attracting talent requires a strong network, a solid   
 reputation, and a real opportunity.

• Nurturing and retaining talent requires mutual  
 respect and ongoing growth. 

When recruiters adopt the philosophy of TRM, they 

free themselves from the ungainly bonds of strict  

recruiting workflows. It is these workflows – often 

dictated by rigid ATSs and highly formalized  

company processes – that rob recruiting of the  

relationship focus it needs. 

Put yourself back in the candidate’s 

shoes. Imagine that the email you  

receive from the mystery recruiter 

isn’t a glorified form letter. Imagine, 

instead, that the email reads  

something like this:

Hi There, Sarah!

My name is John Richards, and I’m 

reaching out today because I’ve been 

following your blog very closely for some time now. 

I find it really fascinating! Your most recent piece, “3 

Myths About Content Marketing” was so informative. 

I really learned a lot! Thank you so much for sharing 

your expertise with the world.
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I’m reaching out today to not only say I’m a big 

fan, but also to put one of my clients, X Industries, 

on your radar. They work in the content marketing 

space, and they currently have an open content  

marketing position that you might be interested in. 

I’ve included a link to their careers page, if you’d 

like to learn more.

Please don’t hesitate to reach out to me if you want 

to chat more about the position, or the company, or 

anything else, really. I’m just a call or an email away.

It’s very likely that this friendly, engaging email will 

pique your interest. Now, imagine you head to X 

Industries’ career page and find that it’s clean, crisp, 

and easily navigable. You find the open position right 

away, and the application is super simple. All you 

have to do is submit your resume and a cover letter, 

and you’re in the race.

 

Even if you’re not tempted to apply just yet, you’ll 

probably email the recruiter back to start a  

conversation about the company. Who knows –  

this might be the perfect career move for you!

When recruiters adopt the TRM philosophy, the shift 

their focus back to where it should be: on building 

relationships with prospective talent. You’ll have a 

much better shot at enticing a high-performing  

candidate to your company or clients if you make it 

clear that you care about the candidate as an end, 

not a means. When you’re not out to fill roles, but  

out to find quality people, candidates are much  

more engaged in what you have to say.

The key benefit of TRM is that it allows recruiters to 

build talent communities, rather than talent pools.  

A talent pool is simply a one-sided database of  

potential candidates. Any recruiter can browse 

through such a database and cold call some  
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strangers. A talent community, on the other hand, is a two-way street.  

Candidates are engaged with the company, and the company is engaged  

with the candidates. When a recruiter calls up a member of the talent  

community, it’s not a cold call – it’s a red-hot opportunity.

TRM-based talent communities have a lot to offer:

• Over a five-year period, a talent community can save a company as much    
 as $2,000,000 in recruitment costs.1

• Talent communities build strong candidate experiences, which can increase 
 a company’s average quality of hire by more than 70 percent.2

• Talent communities give recruiters the ability to assess 
  candidates before they arrive on the job, reducing the  
 cost of bad hires by roughly 45 percent.3

• A well-maintained talent community can cut time-to-hire  
 by up to 70 percent.4 

Adopting a TRM philosophy leads to better  

recruiting – and yet, TRM is not the standard  

operating procedure in the recruiting sphere.  

What’s going on here?

1 http://www.slideshare.net/linkedin-talent-solutions/ 
leveraging-talent-communities

2 http://www.cornerstoneondemand.com/blog/cost-hire-
don%E2%80%99t-spend-100s-earn-pennies#.ViplEiBVhHw

3 Ibid.

4 http://www.oracle.com/us/products/applications/ 
talent-management-acquisition-2390898.pdf
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Most recruiters want to take a TRM approach  

to recruiting. Recruiters tend to be people people.  

They want to build relationships and treat  

candidates like human beings. 

Unfortunately, many recruiters find themselves  

unable to adopt a TRM mindset because of the  

limitations of their tools, tech, and processes.

Rigid Recruiting Processes

Perhaps the biggest problem facing recruiters today 

is the “ivory tower” workflow that requires recruiters 

to always think transactionally. When workflows are 

dictated from on high, recruiters don’t have the  

freedom of motion they need to cultivate strong  

relationships with candidates. 

 
Talent relationship management is a long-term  

strategy. It requires two-way engagement between 

recruiters and candidates, and it also requires  

recruiters to be more collaborative in their recruiting 

efforts. TRM only works if recruiters can regularly 

communicate with candidates and share their notes, 

observations, and feedback with one another.

For many recruiters, workflows are decidedly  

one-way. Reqs open up, and recruiters are expected 

to submit candidates to fill those reqs. There’s little 

room for more nuanced engagements with  

candidates or other members of the recruiting team. 

Poorly designed tech tools only exacerbate the  

problem. Many recruiters rely on ATSs to manage 

The Challenges of Talent 
Relationship Management
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candidate databases. These systems do not allow  

for two-way communication between recruiters  

and candidates, nor do they allow for recruiters to  

collaborate with one another on screening and  

assessing candidates. At best, an ATS only allows a  

recruiter to submit a candidate’s profile for an  

open job. 

A Lack of Communication Tools

When companies do try to create more collaborative  

recruitment workflows, their recruitment technology  

often thwarts them.

Communication is a key component of TRM and  

collaborative workflows, but few recruitment tech  

solutions give recruiters an easy way to communicate 

with candidates. Even fewer allow recruiters to track  

these communications in a central location.

Similarly, most ATSs fail to give recruiters the chance to 

collaborate with one another. At best, these tech tools  

will offer small text boxes in which recruiters can  

make notes about candidates, but sharing and tracking  

these notes between recruiters is an arduous and 

time-consuming task.

The result is that, if recruiter want to communicate  

regularly with candidates and other recruiters, they 

have to do the communicating on their own, via  

whatever means are available. Recruiters end up with 
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disorganized collections of notes, emails, and phone 

calls, which cannot be easily accessed. What good 

are a recruiter’s communication efforts if these efforts 

leave behind no record from which a recruiter can 

easily draw important information when needed?

The Inefficiencies of Recruiting Technology

Most of today’s recruiters find themselves constantly 

pressed for time. The more mundane recruiting activities 

– sourcing candidates, screening resumes, cold  

calling prospects, etc. – are time-intensive activities.

A recruiter might only spend an average of six  

seconds reviewing a resume5, but consider two facts. 

First, recruiters often have to sift through hundreds 

of resumes every week. Second, the six-second stat 

only refers to the initial review of the resume. Many 

resumes will also warrant further, more-in depth 

screening. Some estimates suggest that a recruiter 

easily spends 15 hours a week reviewing resumes. 

That’s roughly two full working days every week  

dedicated to resumes alone!6

Most recruiting technology solutions do little to make 

these tasks more efficient. Resume parsing software 

may upload resumes into a candidate database, but 

recruiters still have to review these databases.  

Candidate aggregators may place hundreds of 

thousands of candidates at one recruiter’s fingertips,  

 

 

 

 5 http://www.businessinsider.com/what-recruiters-look-at-on-your- 
resume-2014-11

6 https://www.quora.com/How-many-hours-do-recruiters-spend-looking-at-
resumes-every-year
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but the recruiter still has to find the right candidates 

for the job within the massive crowd. 

In short, all of the recruitment tech that claims to  

help recruiters usually just gets in the way. What  

good is a massive candidate database if a recruiter  

still has to spend hours and hours every week  

separating the wheat from the chaff?

Today’s recruiters are locked into rigid, non- 

collaborative workflows. Their communication  

tools are lacking, and their recruitment technology  

is inefficient. TRM is an enticing philosophy, and  

practicing TRM-based recruiting tactics improves  

recruiting results in very concrete ways, but most  

recruiters just don’t have the resources they need  

to engage fully in talent relationship management.

The good news is that TRM isn’t just some  

unrealizable ideal. While most recruitment technology 

solutions fail to deliver the results they promise, we 

can envision the recruitment technology solution that 

will give recruiters what they need to be high- 

performing, relationship-focused recruiting experts.
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Great recruiting software should be a cross between 

art and engineering. It should be built by professional 

technologists who not only have the skills necessary 

to make software that works, but also understand the 

importance of conducting market research and truly 

listening to what customers need.

A recruitment software solution that encourages  

TRM-based recruiting should get out of a recruiter’s 

way. That is, the tech should handle the dirty work,  

allowing recruiters to focus on being the people  

people they want to be.

Where Most Recruitment Technology Fails

Many recruitment technologies are  not built by  

professional technologists who understand the  

importance of listening. For example, the idea of  

detailed activity tracking and workflows sounds nice, 

but, if you stop using them after a month, is it worth 

it?” Similarly, the idea of an automatic resume parser  

is nice, but does it actually take any work off of a  

recruiter’s plate? Not usually.

Recruitment technology has failed recruiters in a lot  

of ways. Let’s consider some of the most damaging 

was it has done so.

1) Automated, Keyword-Based Recruiting 
Delivers No Value

Automated recruiting seems sound in theory. In  

practice, however, automated recruiting is an  

utter failure. 

Liz Ryan of Human Workplace has written that  

“Automated recruiting is a massive failure, and it’s time 

we told the truth about that and found a better way.” 

The Solution: Recruitment Technology 
That Embraces the Recruiter
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Her reasoning is that our keyword-based ATSs don’t 

actually determine whether or not candidates are 

good fits for a job. All these ATSs really do is determine 

whether or not a candidate has included the proper 

keywords in their resume.

 

The result is that these ATSs don’t actually deliver  

qualified talent. They just deliver resumes that  

contain the words we’re looking for. 

2) Recruitment Technology Robs 
the Recruiting Process of Humanity 

Automated recruiting also puts a lot 

of distance between recruiters and 

candidates, encouraging the very 

same transactional approach  

to recruiting that drives so many 

candidates away.

When a candidate enters an ATS, they aren’t  

engaging with the company in any meaningful way. 

They’re simply filling out lengthy application forms  

and sending their information into a black hole in the 

hope that someone will get back to them.

 

Meanwhile, recruiters aren’t placing human faces to 

the resumes they receive. Every bit of data that  

comes through the ATS is presented as sterile and  

devoid of context. 

The result of this rigid transactional 

process is a negative candidate  

experience, which can have far- 

reaching repercussions on a business. 

Research has found that 42 percent of 

candidates who have a bad experience 

will never apply to a company again, 

and 22 percent of candidates who have 

a bad experience will tell their friends 

and colleagues not to apply to the 

company.7 

 7 http://www.huffingtonpost.com/amit-de/are-you- 
ignoring-candidat_b_2900145.html
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Communication is key in creating a positive candidate 

experience, but ATSs deny opportunities for  

candidate-recruiter communication. Because there  

is no direct candidate-recruiter engagement,  

recruiters feel no need to communicate with  

candidates unless those candidates are invited to 

move forward in the application process. At the same 

time, recruiters are also missing out on the chance to 

build relationships with candidates who could  

become invaluable members of a talent community. 

3) Recruitment Technology Places All the Focus on 
Technical Skills – but It’s Attitude That Really Matters

Keyword-based recruiting depends entirely on 

 technical skills. A recruiter using traditional recruiting 

software to hire software developers will only see the 

resumes of candidates who have experience in the 

right programming languages. 

Technical skills are important, but they are not the 

be-all, end-all of hiring. In fact, attitude and cultural 

fit matter much, much more. Research has found that 

attitudinal and cultural problems account for 89  

percent of new hire failures.8

A major focus of any recruiter’s efforts, then, should 

be on gauging candidates’ attitudes and potentials to 

thrive in a given company’s cultures. Recruiters who 

engage in talent relationship management can learn  

a lot about a candidate’s cultural fit and attitude 

through engaging conversations – but recruiters  

who rely on traditional recruitment technology  

don’t get that chance. 

 

There are no keywords that can predict cultural fit, 

and the rigid, inflexible processes of most recruitment 

software solutions don’t allow recruiters the time or 

tools to truly learn about a candidate’s attitude.

In contrast to traditional recruitment technology,  

recruitment technology that supports talent  

 

 

 

8 https://www.recruiter.com/i/8-outdated-hiring-myths-that-are-jeopardizing- 
recruiting-in-2015-part-2/
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relationship management would make up for recruiters’  

weaknesses and amplify their strengths. It would take work  

off of recruiters’ plates and support them in doing what is  

most important: building strong relationships with talent.

As mentioned earlier, TRM is a  

philosophy more than anything  

else. That philosophy has distinct  

characteristics when put into action. It  

promotes certain strategically useful behaviors 

among recruiters. Therefore, the best way to  

paint a concrete picture of what recruiters really 

need from recruitment technology is to look at  

how recruitment technology should support  

the strategies of high-performance recruiters. 

In the next section we’ll do just that.
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Talent relationship management encourages 

high-performance recruiting by allowing recruiters 

to focus on what matters most: building meaningful, 

long-term relationships with candidates. When  

candidate relationships are foregrounded, recruiters 

can build the sorts of talent communities that pay  

off in shorter hiring times, lower hiring costs, and  

better quality hires.

In practice, the philosophy of TRM results in three 

strategic recruiting behaviors:

• Making Connections

• Communicating Regularly

• Acting Efficiently

It is through these behaviors that recruiters can  

become high performers and land great talent time 

and time again. 

Recruiters need the right resources in order to engage 

in these behaviors, and current recruitment  

technology options fail to deliver those resources.

Let’s look at how which the right recruitment  

technology, which approaches recruiting in new  

ways, can support these behaviors.

Making Connections

High-performing recruiters are always making  

connections. They network constantly, reaching out 

to people regardless of whether or not they can  

immediately fulfill a role at the company. A high- 

performing recruiter knows that their job is not just  

to get the right people in the right role right now, but 

to build a vast community of talented people who  

are excited about and engaged with a company.

How the Right Software Encourages 
High-Performance Recruiting Strategies
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Tracking Connections 

High-performance recruiters who do a lot of  

networking may quickly find their community of  

contacts growing out of hand. They need tools to 

help them organize and maintain their networks.

Traditional recruitment technology 

offers candidate databases, but 

these are far from useful. Moving 

candidates through the system 

is time-consuming and arduous. 

Moreover, these databases are  

difficult to sift through, and  

the search functions are  

often imprecise.

What recruiters need is a recruitment technology 

solution that makes it incredibly simple to track  

connections, tap into them when needed, and  

reach out to them to maintain relationships.  

For the sake of recruiter convenience, the system 

should also be forgiving. That is to say, the system 

should allow recruiters a measure of flexibility when 

tracking connections. Recruiting is not linear.  

Sometimes, a recruiter needs to skip a few steps or 

leave a few fields blank in the interest 

of saving time or quickly engaging 

with a candidate. The system should 

let recruiters do this – and not  

demand that every recruiter follow 

a rigid workflow at all times. What a 

recruiter needs to do at a given time 

will vary depending on their goals.

Rather than dusty candidate  

databases, what recruiters need is  

an intuitive, visually-based interface. We can all  

arrange our computer files via clear drag-and- 

drop interfaces – why can’t we do the same with  

our networks?
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Such an interface makes it easy to view candidates  

at a glance. Recruiters can browse through candidate 

profiles and histories, move candidates through the 

hiring workflow via drag-and-drop maneuvers, and 

pin important notices to candidates when necessary. 

Need to remind yourself to reach out to a certain 

connection tomorrow because you haven’t spoken  

in a while? Just pin a notice.

Making the Network Collaborative

Recruiters rarely work in isolation. They’re in  

constant contact with hiring managers and  

colleagues throughout the process – and yet,  

most recruitment technology solutions do not  

offer much room for collaboration.

A better recruitment technology would be one where 

recruiters can collaboratively maintain their networks 

by tracking connections and sharing information 

about connections with one another. Envision again 

the visually-based system proposed above. What 

if recruiters could go into candidate profiles, share 

them with one another, and track their interactions 

with and notes on these candidates? What if the other 

recruiters and hiring managers could access this  

information with complete ease?

In this way, the network becomes collaborative. It’s 

not a massive database everyone shares, either: it’s 

a living, active community of candidates that all the 

recruiters can access, together.

Communicating Regularly

High-performance recruiters are “overcommunicators.” 

They’re always reaching out to candidates to update 

them on the process and share what they know. They 

share information with one another, and they’re  

always touching base with the members of their  

talent communities – even those who aren’t currently 

in the running for any open position.

Easy Communication – and Easy Tracking  
of Communication, Too

To facilitate productive overcommunication, recruit-

ers need a system that allows them to reach out to 

candidates with ease. They need technology that 
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allows them to send emails right from their  

activity streams. The technology should also  

make it easy for recruiters to track these email  

exchanges through the activity stream as well. 

Email isn’t the only method of communication 

high-performing recruiters use. The phone is just  

as vital – if not more so. A great recruitment  

solution, then, would sync up with recruiters’  

smartphones to make calling candidates a breeze. 

That way, they can call candidates right from their 

mobile activity streams and log these calls as well. 

When you’re constantly communicating with  

candidates, it becomes incredibly difficult to keep 

track of all the interactions you’ve had. Did you send 

this candidate the forms they need to sign? When 

was the last time you checked in with that network 

contact? Was it this candidate or that candidate  

who just told you he has officially earned his MBA?
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What recruiters need is a system where they can 

store and track all their notes on and interactions 

with a candidate. Such a system can maintain 

complex candidate histories, which recruiters  

can look into whenever they need to. 

No one gets confused about which candidate earned 

the MBA, because that information is included right 

there in the candidate profile. Thanks to that  

accessible record, a recruiter can remember to send 

off a congratulatory email to the new grad, further 

strengthening the recruiter-candidate relationship.

Making Communication a Breeze for Candidates, Too

No strong relationship is built on one-way  

communication. Candidates need their recruiters  

to be easily accessible, too. Otherwise, candidates 

will grow frustrated and take their talents elsewhere – 

to companies that treat them like human beings.

The most critical candidate-recruiter communication 

may be the application itself, which is why any great 

talent relationship management solution will need an 

intuitive candidate interface.  

Recruiters need the ability to customize their  

company portals. They should be able to tweak  

everything from how jobs are displayed, to how the 

portal looks, to what the application actually requires. 

This customization allows recruiters to ensure that 

candidates can log in and apply to the company  

with the utmost of ease. Considering that more than 

90 percent of candidates cite unclear application 

instructions and extremely long application forms as 

primary causes of negative candidate experiences9,  

it is important that recruiters have a way to make  

the application process as simple as possible.

Acting Efficiently

High-performance recruiters may play the long 

game when it comes to networking and building 

9 http://www.softwareadvice.com/recruiting-agency/industryview/ats- 
report-2015/
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talent communities, but that doesn’t mean they take 

their sweet time. They understand that time is of the 

essence, and that competitors are always ready to 

snap up top talent. 

High-performing recruiters act efficiently. They move 

the process along as quickly as possible, and they 

solve problems when they arise. To do these things, 

recruiters need the right tech tools at their disposal.

Advanced Analytics

Recruiting efficiency depends on recruiters having  

the right data at their disposal. An inefficient recruiter 

uses the “spray and pray” method of sourcing,  

whereas an efficient recruiter zeroes in on the  

sources that yield the most high-quality talent  

and focuses their efforts there.

To gather the data they need to be efficient,  

recruiters need software that offers them advanced 

analytic and reporting capabilities. Unfortunately, 

many of the solutions that claim to offer these things 

are overly complicated and frustrating. Recruiters  

end up spending far too much time just trying to  

find the data they need, when they should be  

acting on that data.

Therefore, recruiters don’t just need analytics –  

they need analytics that can be quickly turned into 

comprehensive, easily understood reports with just a 

few clicks. Recruiters should have the ability to run  
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reports on all aspects of their process according  

to the most relevant filters. 

Powerful Search Functions

Powerful search functions may be the single most 

critical tech tool for high-performance recruiters. 

Sifting through candidate databases and reviewing 

applicant information often take up an overwhelming 

amount of a recruiter’s time. This prevents recruiters 

from acting quickly, and it may be the biggest  

obstacle preventing most recruiters from  

becoming high-performers. 

Inefficient search functions take recruiters away 

from their main jobs as people people. Faced with 

inelegant software, recruiters become shackled to 

their desks. There’s no time to build relationships 

with candidates when a recruiter is too busy  

scrolling through mounds of irrelevant data. 

Recruiters don’t have time to go digging through 

thousands of candidate records to find the one  

person they’re looking for. A recruiter’s job is to  

build relationships with candidates, not endlessly 

scroll through lists of them.

Talent relationship management software should 

give recruiters the ability to search according to 

multiple criteria, as well as save their search criteria 

in the event that they need to use it again. 

Even better would be a search function that allows 

recruiters to directly take action on the results of the 

search. No need to go clicking through candidate 

profiles: If you see the person you’re looking for,  

you can just add them to a job or email list right 

from the results page. 
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Recruiters want to be people people. Most of them enter this field precisely because they enjoy building  

relationships and helping people out. 

Sadly, most recruiters find themselves unable to build relationships with candidates.  

Instead, they’re stuck inside rigid workflows, using inefficient tools to conduct highly  

formalized transaction between companies and candidates.

In its current form, recruitment technology supports  

cold, impersonal recruiting efforts. But 

time and time again, we’ve seen that this 

approach to recruiting is not the best way to 

land great talent. Rather, this approach creates 

bad candidate experiences, drives up the costs of hiring, 

scares away top talent, and leaves recruiters feeling burnt out.

To attract top-tier candidates, recruiters need to focus on building relationships. They 

need to adopt the talent relationship management philosophy and practice communication, 

connection, and efficiency – the three hallmarks of high-performance recruiters.

Conclusion: You Can Become  
a Talent Management Expert
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To do these things, recruiters need the right  

recruitment technology by their side. They need  

technology that simplifies the recruiting process –  

not technology that gets in the way and mucks up  

the works.

The only way to become a high-performing recruiter 

is to overhaul your recruiting technology and find the 

solution that actually meets your needs – the one  

that supports talent relationship management.



Brought to you by 

www.recruiter.com

l l
l l

https://www.recruiter.com/recruiting.html/?referrer=eBook-textrecruit1
https://www.recruiter.com/recruiting.html/?referrer=eBook-textrecruit1
http://www.crelate.com/talent-management-applicant-tracking?r=78&utm_source=RecruiterCom&utm_medium=EBook&utm_campaign=Content



