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Intro

We’re living in an era of
unprecedented change.

From therise of the fourth industrial revolution according to Klaus Schwab, to the growth of things like
agile methodology, remote working,and more, it’s no wonder the recruitment/staffing/sector
recruitment space is evolving.

Though change can be acomplicated thing for any business, it also presents an opportunity. The more
you know about the changing trends in recruitment, the easier it will be for you to evolve to attract
stronger, more loyal candidates.

Accordingtoasurvey by CareerBuilder, businesses around the world will be ready to revamp their hiring
strategies in 2019with 44% of organisations hiring full-time employees, and 51% looking for part-time
talent. Now is the best time for your business to start thinking about the trends facing recruitment, and
how you can take advantage of them in the years to come.




The Transformation of Recruitment

Many different things are driving the changing nature of recruitment this year.

A shortage of skills throughout most industries, combined with the need for new talent in changing
sectors means that candidates have more power than ever before. On top of that, according to a
Bullhorn study for 2018, while 41% of respondents said that the talent shortage was their biggest
challenge, a further 69% said they were concerned about economic growth rates,and 70% commented
onthe potential issues that Brexit may bring.

In the past, when businesses wanted to attract new talent to their team, all they needed to do was post a
job description and wait for a stream of excited candidates to pour in. The employers held the power in
talentacquisition.

Now, younger generations, new professionals and transformations in thinking have meant that
candidates demand more than ever from an employer before they even consider applying for a role.
Recruitment is becoming more like marketing, where business leaders must find ways to sell their open
jobs to the skilled candidates their business needs.

This means:

 Reputation and referrals are growing more important in the job search: Employers are increasingly
building social mediaand storytelling into their talent acquisition process.

« The one-size-fits-all recruitment drive is over: Technology is giving companies the chance to
examine their talent pool at a more profound level. This means it’s easier to customise the hiring
process and make more strategic decisions.

« Culture and meaning matter just as much as the right salary: People with more in-demand skills still
request the proper remuneration for their talents. However, theyre also looking for the right
experience in the office, which includes diversity, inclusion and constant opportunities for growth.

« Organisations rely on more than just the CV: As valuable as the CV continues to be in choosing the
right candidates for a role, today’s employers also need the expert screening techniques of a
specialist recruitment company, along with structured interview processes to make better
decisions.

Let’s explore 7 of the most critical trends in recruitment in greater detail.



1. The Talent
Shortage

The skills gap is widening in industries across
the globe. Studies suggest that by 2030, the
global shortage may rise to around 85.2 million
people, costing businesses trillions in lost
opportunities.

As competition for talent grows fiercer, the way
that companies recruit has beenforcedto
change.

Tosucceedinan ever-more narrow market,
employersand recruiters need to evolve their
approach and discover what it takes to appeal
to the best candidates on the market.

The biggest change that the talent shortage has
brought to recruitment comes in thearrival of
an environment where you don’t pick your
employees; your people choose you. According
toresearchand HR experience, the market is
now 90% candidate-driven.

Findingand hiringthe ideal candidates -
particularly if you're looking for those with in-
demand skills -has become more time-
consumingthan ever.

Some of the ways that companies can respond
tothe talent shortage include:

« Turningto specialist help: The number of
recruitment companies focused ona
specialist niche has grown significantly in
recentyears. As companies struggle to find
theright talent,theyrerelying onteams
withanin-depth knowledge of their space
toattract the best people. Demand for
specialist recruitment teams issure to
acceleratein 2019.

 Providingbetter salaries: The candidates
with the most in-demand skills will expect
the correct remuneration for their talents.

Fortunately, specialist recruitment teams will be able
to provide insights into the “average” payment and
benefit structure for certain positions.

« Increasing opportunities: Inaworld where
candidates hold the power, most people will be
looking for more thanjustasalary. Yourideal
talent also wants to see opportunities for growth
and development in the future. Offering
development plansas part of the onboarding
experience and demonstrating the potential for
internal promotion will attract the right talent.

2. Attracting and
Engaging Passive
Candidates

As unemployment rates around the world
continue to fall at break-neck speed, businesses
can no longer rely exclusively on “active”
candidates tofill their available positions.

As we move into the future, commercial
companies will need a plan for connecting with,
and potentially even attracting passive
candidates. Approximately 73% of people are
now “passive candidates”in the job market,
which means that they arent actively looking
foranewrole.

However, just because your ideal employees
arentlooking foradifferentjob, doesn't mean
that they’re not opentoaconversationabouta
new opportunity if it appeals to their career
plan.

The rise of passive candidates means that
recruitersand business leaders are beginning to
explore methods like recruitment marketing
and inbound recruiting to build their talent
pipeline.



Recruitment marketingis the act of attracting
and building relationships with talented
individuals in your area by marketing your
business to them; both yourselfand through
usingarecruitment partner like ourselves. For
instance, recruitment marketing mightinclude:

e Usingrecruitment marketing automation
software to send emails and other content
to people who might beinterestedinarole
with your company.

« Working with specialist recruitment teams
to connect with a passive network of
candidates whoare willing to develop
connections with new businessesand
consider future job opportunities.

 Continually showingthe positive side of
your organisation through social media
shares, employee advocacy, referrals,and
website-based stories.

Inbound Recruiting s like recruitment
marketing, as it focuses on proactively and
continuously attracting candidates with the
goal to make them your next employee. The
ideais to engage people inyour sector as often
as possible through the channels they use the
most like social mediaand job forums.

This allows skilled people to see you asaviable
employment opportunity.

Throughinbound recruitment and recruitment
marketing, companies can more easily attract,
nurture,and convert talented candidates into
members of their team.

3. The Demand for
Diversity and
Inclusion

The demand for diversity is more than justa
social issue. The rise of the millennial
generation in the workforce and their highly

‘ethical’ approach to life does mean that companies
need to re-think the way they promote inclusion.

However, diversity also has a positive impact on
growing organisations in search of agility, innovation,
and new talents.

Businesses that can attract diverse talent with the
support of their recruitment agency will enjoy amore
competitive position in their marketplace, thanks to
more out-of-the-box thinking. Promoting diversity
andinclusionin the workforce means:

« Workingwith specialist recruitment teams to
appeal toabroader range of candidates.
Recruitment companies can deliveramore
diverse selection of CVs to your hiring manager,
so you can avoid making any decisions based on
subconscious bias. Recruitment companies can
even assist with things like “blind
interviewing,”"where they remove the age, gender
or race of anapplicate fromtheir CV.

« Creatingaculture that’s truly inclusive: Reviewing
your hiring and diversity policies gives you an
opportunity to explore the way certain factors
may prevent specific people fromapplying for
your roles. The wrong terms in job descriptions
can lead to exclusion, while under-planned
interviewingand onboarding processes canalso
lead to issues with inclusion. Businesses can audit
their operations to remove anything fromthe
talentacquisition process that would prevent
diversity.

» Changingthe workplace:It’s not just the people
that make up the workforce that’s evolving today.
Companiesarealso seeingachangein the way we
work too. Flexible and remote working means
that commercial employees can continue to
deliveragreat performance to their teamsfroma
distance. What’s more, businesses are beginning
tofocus more on “attitude” than skill when
choosing the right staff members. Embracing the
trend of diversity and inclusion may mean re-
thinking the entire business structure.



4. The Impact of
Social Media and the
”Review Economy”

Therise of social media has changed the world
as we know it. Today, people can communicate
and shareimportant details around their life
fromtheir laptops, smartphones and tablets on
their profiles. This year,and in the years ahead,
studies suggest that social mediawon'tjust bea
place to connect with friends, it will also be a
crucial touchpointinthe recruitmentjourney.

Accordingto the 2018 Entelo Recruiting Trends
report, 88% of respondents invested in their
social media presencein 2018.

Social recruiting has emerged as a popular
trend for businesses that need to build deeper
relationships with their potential employees.
Social hiringisn’t just about posting vacancies
onyour social mediaaccounts. Instead, the
organisations that thrive best in the social
recruitingworld are those that use their
channels to build relationships and proactively
search for candidates. Social recruiting also
supports the “review economy.”

Today’s candidates want to learnas much as
they canabout an employer before they apply
foraposition. Your potential employees will be
able to check for signsof a strong employer
brand on your social media pages, as well as
other social forums like Glassdoor.

Strongsocial recruiting strategies involve:

« Buildingapresence where your candidates
spend their time: Find out where the
people with the right skills are looking for
job opportunities. Some will be active on
LinkedIn; others will be on Twitter and

Facebook. Some social candidates also join specialist
forums with niche-specific recruitment companies.

« Managing reviews and testimonials: Keep an eye
onwhat people are sayingabout your business
online. If you notice negative reviews, respond to
them. For instance, if someone says that your
commercial onboarding experience was “rushed”
explain how you're now improving it with training,
development plans,and mentoring
opportunities.

« Encouraging positive candidate experiences:
Make sure you're always focused on delivering
positive experiences -even with the people you
don'tintendto hire. Virgin Media discovered that
abad candidate experience had cost them up to
$5.4 million each year.Inaworld where
everyone’s connected, make sure that the people
who interact with your business have only good
experiences to share. That means deliveringa
fast, respectful and focused hiring process.

5. The Importance of
a Good Employer
Brand

The term “employer brand” has been popularinthe
recruitment space for awhile now. It describes an
organisations reputation asan employer and the value
that it can deliver toemployees.

Today’s candidates, particularly those from the
millennial generation, are looking for jobs that deliver
more thanjust the right remuneration package. They
want to know that the time and effort they dedicate to
your business will be rewarded with consistent
training opportunities, room for growth, and fantastic
all-around experience.

Accordingto research from LinkedIn, 75% of job
seekers willlook atacompany’s reputation online
before they apply forarole oracceptaninterview that
the recruitment Businesses with a bad reputation will
struggle to attractand retain employeesintheyears
to come.



So, how canyou develop astronger employer

brand?

« Buildyour online profile: Social mediais a
great place to start showing off your
corporate culture. Ask your employees to
share positive messages about working for
your business online. It’salso possible to
develop your online presence by sharing
employee stories on your website. These
case studies can demonstrate how staff
members have developed new skills
working with you.

« Provide plenty of opportunities for learning
and growth: According to the Ceridian 2017
Pulse of Talent report, high-performers
consider learning opportunities to be
crucial to their jobs. Prioritising learning
culture shows your staff members that
you'reinvested in their future,anditalso
cultivates the skills you need in your team
to competeinachanging marketplace.

« Develop talent relationship management
strategies: Make sure that you have aplanin
place for managing your relationships with
candidates and employees. Conduct stay
interviews to find out what people like and
dislike about working with your team. Ask
the peopleyouinterview to rate the
interview process onascale of 1to10.Send
outanonymous surveys to learn how your
team members would change their
experiences at work. The more you commit
to buildingahappy and engaged workforce,
the easier it will be to attract and retain
talent.

6. The Need for

Strong Talent

Pipelines

As talent shortages become more prominentacross
every industry, businesses everywhere must be more

proactive inthe search for the right employees.
Rather than waiting until it’s time tofilla gap in their

teams before they launch the recruitment process,
business leaders are beginning to work with
recruitment specialists on the creation of talent
pipelines.

Atalent pipelineis a database or place where
recruitment teamsand HR managers can maintain
and nurture job candidates. These pools of available
skillare made up of referred candidates, passive
applicants,and people who have asked to be
considered forateaminthe future.

Talent pipelines are robust because they mean that
every time you have ajob opening,you havea
resource of potential people you can tap into to find
the skills you need. This process can save alot of
recruitment time and money. However, for talent
pipelines to be successful:

» Businesses must nurture every connection: It’s
not enough to add someone to your talent pool
and forget about them. Potential employees need
to be kept up to date with informationabout the
business and future opportunities. Recruitment
experts can often help with the nurturing
process.

« Theyneedto keep growing: Organisations and
their specialist recruitment teams need to
continually source and add new talent to their
pipelines to address emerging trendsinthe
industry. The commercial space is continuously
evolving, with new demands appearingall the
time. Thismeans thatit’simportant to keep
connecting with recent graduatesand new
employees entering the workforce.

« Greatonboardingis essential: Foratalent
pipeline to work, potential candidates need to
believe that it’s worth waiting for a position on
your team. A strong employer brand, excellent
company culture and effective onboarding
strategy mean you’re more likely to attract the
right people and retain themtoo.



7. Specialists Are
Now Essential

Finally, as the recruitment experience becomes more
like marketing, employers and talent acquisition
teams are beginning to explore the concept of the
candidate journey. According to studies, most people
will need to partakein at least touchpoints with a
company before they apply forajobthere.

Atouchpointisanyinteraction betweenan
organisationand a candidate. For instance,
touchpoints may include phone screenings, emails,
interviews, social mediainteractions,oravisittoa
company website. Touchpoints can also appear
through third parties. Your candidates might decide
that they want to apply for arole with you because of a
review they see on Glassdooror a message fromone
of your current employees.

Unfortunately, even though the hiringjourney is
becoming more complicated, top are stayingon the
market for less time. One study suggests that the best
people are onlyavailable for around ten days. The race
for talent has made specialist recruitment teams
essential for the future of hiring.

With arecruitment team you can:

« Nurturerelationships with possible candidates so
thatyou caninstantly arrange an interviewand
offer roles faster when a position appears in your
company.

« Connectwith passive candidates before they
begin looking for an alternative job in our
industry. This way, they'll already have chosen you
as theiremployer before they leave their old
position.

« Improveyour employer brand through carefully
written job descriptions,astrong social media
presence,and acommitment to strong candidate
and employee experiences.

Take Advantage of the Recruitment Trendsin
2019Thetalentacquisition space is constantly
changingin every sector.

As the workforce transforms and becomes more
global, we're sure to see new trends emergingin the
years ahead. By staying one step ahead of these
evolutions, you can ensure that you're always ready to
attractand retain the best talent for your team.

Do you want to take your recruitment strategy to the
next levelin 2019? Contact us today to find out how
we can keep you ahead of the curve.



CLAYTON RECRUITMENT

We understand that while talent is your greatest asset it
canalso be your scarcest resource -whichis why you
need arecruitment partner with the market expertise,
insight and network to deliver the right people at the
right time.

Clayton Recruitment has been partnering with
organisations across the local, regional and national
market for over three decades and during that time has
built up an enviable reputation for trust and reliability.
We provide an experienced and credible voicein the
market by beingable to demonstrate a detailed

knowledge of the talent agenda.

Talentisallabout people,andjust like you, our
consultants are true expertsin their field with a real drive

for excellence which informs everything they do.

With specialist divisions covering Commercial, Financial,
Industrialand Engineering appointments,onbotha
permanentand temporary basis, Clayton Recruitmentis
the only nameyou’ll ever need,and what’s more -we are
nice people to do business with!

LET’S KEEP IN TOUCH

Keep up to date with the very latest industry news and
insight, by connecting with us on our social channels:



https://twitter.com/Clayton_Legal?ref_src=twsrc%5Egoogle%7Ctwcamp%5Eserp%7Ctwgr%5Eauthor
https://www.linkedin.com/company/clayton-legal/
https://www.facebook.com/ClaytonLegalRecruitment/
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Trinity House

88-96 Market Street West
Preston

PR12EU

T:01772 259121
E:enquiries@clayton-recruitment.co.uk
W: clayton-recruitment.co.uk



