platforms to look at demographics, job
titles, geographical locations, skill sets,
education and experience to build a
database of potential candidates. Just
as marketers reach out to potential
customers of products and services,
these systems allow companies to craft
specific messaging for distribution to
their pipeline."
Through periodic messaging and
sharing information such as new product
introduction, company growth �fans,
financial results and industry updates,
companies can build brand awareness,
create interest and give easy access
points for talented candidates to explore
employment.
"I see many companies build
relationships with
potential candidates
using newsletters,"
says Tiffani Murray,
an Atlanta-based
HR technology
consultant.
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"This can be built into applicant tracking
systems using automation to greatly
reduce staff time investment, yet the
newsletters still make personal contact
and keep the company top-of-mind with
external talent."
Social Media - A Platform
for Talent Search
Professional networking social media
giant LinkedIn is a significant go-to source
for companies when building their talent
pipeline.
"I recommend all professionals use
six social media platforms," says Diane
Huth, adjunct professor of international
marketing at Texas A&M University and
author of BRAND YOU! To Land Your
Dream

Job. "Linkedln tops that list by

providing not just the ability to create
a profile, but allows users to attach
documents, share a portfolio of articles
and even use the platform to share
presentations."
Huth says Facebook, Twitter and
lnstagram are also
platforms where
employers often
look to evaluate what
influencers candidates
may be following or
promoting and gain insight to
candidate values and character.
Honesty and consistency is key
with social media profiles as the
internet is a very unforgiving place
when it comes to misrepresentation and
oversharing information.
Employers are well-advised to consult
with their legal team as to how and
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when use of online and social media
vetting is appropriate - or even legal
- when making hiring decisions. Laws
vary state to state and inconsistent use
or application within a company for
decision-making can be problematic.
Policy development and adherence
regarding use of social media in the
selection process is a must.
Huth notes that in today's market, half
of all open positions are filled online,
making it critical for active job seekers
to be mindful of the high rejection rate
applicant tracking systems yield and
how to best position their credentials to
successfully make it through the "online
job search funnel." She says 75 percent
of all resumes are rejected by applicant
tracking systems and "resume reading
robots" before making it to an actual
recruiter. And even then, the recruiter
spends just seven seconds, on average,
before deciding to reject it or move on to
the next step in the screening process.
"Resumes need to appeal to three
completely different audiences," says
Huth. "The first is the resume reading
robot. Applicant tracking systems use
Boolean key word search algorithms
looking for word-for-word matches with
job requirements. The second is Human
Resources, who make sure you have the
right credentials (schools, companies,
etc.). Finally, resumes must also appeal to
the hiring manager, who candidates want
to impress as someone they want on their
team, someone who is interesting and
likeable and who they want to meet to
learn more."
Creating custom resumes for each
position applied for online is essential

