
Leaders identify four trends to watch.



Introduction.
Think about the last application that came across your 
desk. We mean really think about it, because you're about 
to take a pop quiz.

Alright, let’s begin. 

● Where did it come from?
● How did the candidate first discover the opportunity?
● How much research did they do before applying?
● Where did they conduct their research?
● What did they see or learn that finally convinced them to 

apply?
● How did they apply? 

Ok, how did you do?

If you’re like many of us, you know where that application came 
from, but very little else. And while source of application is an 
important metric, it paints an incomplete and often misleading 
picture. 

Earning a qualified application is always the goal, but it isn’t 
enough. If you don’t understand where that applicant came from, 
and what influenced their decision making process, there’s no way 
to repeat the result in the future.

Simply put, you don’t know what you don’t know.
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Introduction.
Imagine how much simpler recruiting would be if you 
knew the answers to just a few basic questions. 

● How are candidates discovering job opportunities? 
● How do they research them? 
● How do they apply? 

Once we truly understand the candidate journey, we can 
build sustainable recruitment programs that consistently 
meet and exceed hiring objectives without leaving our 
destiny in the hands of luck.

That’s what we’re here to discuss today.
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The Hiring Funnel.

SECTION 1

The Tech Candidate Journey

Before we dig into the data, let’s level set: Recruitment 
is now marketing. 



Once a decade, the recruitment industry sees a shift in candidate 
behavior. First, it was the job board era; candidates found job 
postings and applied online. Then, we saw a shift to the sourcing era; 
companies no longer waited for candidates to apply but reached out 
to them proactively. 

Now, we’re in the recruitment marketing era. 

With the proliferation of social media and influencers, candidates 
now seek out employers the way they purchase products, book 
vacations or make restaurant reservations.

Think about the last time you booked a reservation at a restaurant. 
You may have heard about the restaurant from a friend or saw an ad 
online. Before booking the reservation you likely looked up their 
reviews or menu. You might have even waited a few months to book 
the reservation. And there are many different channels you could 
have booked the reservation: OpenTable, the restaurant’s website or 
calling them directly. 

The candidate journey today is very similar. It’s not linear and it is 
different for every single person.

This requires talent leaders to shift their hiring mindset completely. 
Why?

1. Candidates must know you exist as an employer, which 
requires you to be where they are.

2. Candidates want to know about your culture, benefits and 
values before they even consider applying. 

3. The journey for how candidates apply to your roles will look 
different for each candidate.
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There must be Awareness of your company and Interest in working 
for you based on what candidates value most. Only then will 
candidates Evaluate whether they want to work for you and decide 
whether to Commit to applying for your role.

Talent leaders must strategically invest in every aspect of the hiring 
funnel to attract and convert the qualified candidates needed to 
grow their company. 

Keep reading to get direct insights on each stage of this funnel from 
tech candidates directly.
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Build Awareness.

SECTION 2

The Tech Candidate Journey

It’s impossible for candidates to apply for your roles if 
they don’t know you exist. Building awareness with 
candidates is the most important step to hiring the 
qualified talent you need. Without this, your job 
becomes more manual and time consuming, which no 
company can afford.



We asked 1,000+ leaders what strategies are working to hire tech 
talent. The answer? Online tech-specific platforms and employer 
branding. This is a clear shift away from sourcing which was ranked 
last on the list.

All aspects of hiring become difficult without an awareness of you as 
an employer. Being where your ideal candidates are is a foundational 
element of a successful hiring process. So how are candidates finding 
employers today? We have the answer. 

We recently surveyed 1,300+ technologists to get a candidate 
perspective on this topic. And the findings are clear, awareness as an 
employer is everything. 

● Social Media: 70% use LinkedIn to source jobs and 40% utilize 
other social media platforms like Facebook and Twitter, 
highlighting the importance of social channels within your 
talent strategy. 

● Careers Page: 56% state they go directly to company websites 
to find jobs, further reiterating the importance of making 
yourself known to candidates that you exist as a viable 
employer. 

● SEO (Search Engine Optimization): 55% find jobs through 
Google Search, emphasizing the importance of SEO as a 
channel to weave into your brand awareness strategy.
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The benefit of online platforms 
like Built In is it allows your 
company to be always-on 
which compared to sourcing 
and referrals that are very 
dependent on a recruiter’s 
time and a candidate being 
receptive. Investing in 
employer branding allows you 
to be proactive and really 
impact the perception of your 
company at all moments of 
the candidate journey.”

Katherine Keenan
Talent Brand Program Manager at 
Dropbox



Gain Interest.

SECTION 3

The Tech Candidate Journey

Creating awareness of your employer brand is not 
enough to bring in the qualified talent you need. Once 
you’ve gotten in front of your ideal audience, you have 
to generate interest with them. Candidates, more than 
ever, want to work for employers that align with their 
own values. Talent teams must speak to who they are to 
keep the right candidates engaged.
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In our recent survey of 1,300 tech professionals, we asked how often 
they respond to recruiters: 43% stated they would respond after some 
consideration and 36% noted they would respond immediately if 
interested. This highlights the importance of having an employer 
brand that speaks to who you are and what you do. If you don’t, your 
sourcing team will struggle to get responses.

SECTION 3

Q: How do you typically respond to recruiters 
who reach out to you?

Respond after some consideration 43.1%

Respond immediately if interested 35.8%
Rarely respond 14.3%

Never respond 4.0%



13The Tech Candidate Journey

But how do you ensure you’re sharing the right information to draw 
interest from your ideal candidates? Our survey gathered insights on 
what tech candidates look for most when researching potential 
employers. Here’s the results:

SECTION 3

Q: What information do you look for when 
researching potential employers?
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Ensure candidates can find the information they want to know about 
you as an employer. You can do this through many channels: your 
careers page, social profiles, job descriptions, employee testimonials, 
content and more. 

The more transparent and vocal you are about what it’s 
like to work for you, the more likely you’ll be to draw 
interest from talent.

struggle to compete on 
flexible work arrangements.41%

lose out due to lengthy 
hiring processes. 34%

are challenged by total 
compensation offerings.39%
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Prepare for 
Evaluation.

SECTION 4

The Tech Candidate Journey

Now that candidates know who you are and what you 
stand for, it’s decision time. Will they or won’t they 
apply for your open role? This is a critical stage that can 
attract or detract your ideal candidates. Keep reading to 
hear insights on what makes or breaks a candidate’s 
decision.



When we asked candidates what traits or qualities they found most 
compelling in an employer, compensation (68%), good retention 
(67%) and excellent culture (67%) ranked the highest. Showcase these 
attributes throughout your job descriptions and careers page to help 
increase your chances of candidates hitting apply.
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Q: Which traits or qualities do you find most compelling in an 
employer?
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Keep in mind that at this point in the hiring funnel, you’re likely 
competing against the candidate’s existing employer. They are 
deciding whether your company or this new role would be more 
lucrative for them. Here’s what would keep a technology professional 
at their current employer, even if they got an enticing job 
opportunity.
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Q: What would keep you with an employer even if a more 
lucrative offer came about?
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Ensure 
Commitment.

SECTION 5

The Tech Candidate Journey

Congratulations! You’ve made it to the final stage of the 
hiring funnel when the candidates apply to your role. As 
we shared earlier, how, where and why a candidate 
applies to your roles is going to be very different for 
each candidate. Let’s dive into what candidates tend to 
do when applying for a role.



According to our recent survey, on average tech candidates have 
used three different channels to apply for roles in the past year. 

Why? The evaluation of whether or not to apply for a role can end at 
different points.  

One candidate could decide to apply for a role after reviewing a 
company’s careers page and apply directly. Another could have seen 
a current employee’s social post and apply through that channel. 

Instead of reporting on simply where the candidate applies, be sure 
to account for all of the places candidates are researching your 
company. All of this information they are gathering is a part of their 
“why” for making the commitment to apply for your role.
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Key Takeaways.

We covered a lot of data and insights but if you’re going to take 
anything away from this guide, let it be this:

1. The Candidate Journey is Not Linear: The journey to submitting 
an application is not straightforward. Candidates discover job 
opportunities through various sources like social media, company 
websites and search engines. Their decision to apply is influenced by 
multiple touchpoints, including employer branding, social media 
presence and job content. This complexity highlights the need for 
recruiters to understand and strategically engage candidates across 
different channels.

2. Recruitment is Becoming More Like Marketing: In today's 
competitive landscape for tech talent, recruitment strategies must 
mirror marketing tactics. Building awareness of your employer brand 
is crucial, akin to how consumer brands attract customers. This 
involves maintaining an "always-on" presence, leveraging SEO for 
visibility in search engines, and ensuring your careers page effectively 
communicates your employer value proposition.

3. Importance of Candidate Interest and Evaluation: Beyond 
awareness, generating interest among tech candidates involves 
showcasing your company culture, values and benefits transparently. 
Candidates evaluate potential employers based on compensation, 
culture and retention rates. To convert interest into applications, 
recruiters must align job descriptions and company messaging with 
what candidates prioritize in their job search.

To be successful, talent leaders must shift their recruitment 
strategies towards proactive, multi-channel engagement that 
addresses candidates' varied needs and preferences throughout their 
decision-making process.

20The Tech Candidate Journey

SECTION 6



United We Tech.
Built In helps tech professionals stay on top of 
trends and news, expand their networks and 

carve out futures at companies they believe in.

Let’s work together.
CONTACT US

https://www.disneyplus.com/?cid=DTCI-Synergy-Disneycom-Site-NA-DisneyPlus-US-DisneyPlus-DisneyPlus-EN-GlobalNav-Desktop
https://employers.builtin.com/contact/?utm_source=mktcontent&utm_medium=bireferral
https://employers.builtin.com/contact/?utm_source=mktcontent&utm_medium=bireferral
https://www.facebook.com/BuiltInHQ
https://www.linkedin.com/showcase/built-in-for-employers/
https://twitter.com/builtin
https://www.instagram.com/builtin_for_employers/

