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The staffing and recruiting
landscape has changed.

Data suggests that employees in
every sector are moving through
specific skills that may be in short
supply. A recent research report from
Microsoft revealed that close to fifty
percent of the global workforce
would consider a move in the next
two years. An article on Harvard
Business Review (HBR) validates that
most people who took a new job
weren't actively searching for one;
'somebody came and got them'.
The challenge is that many
candidates have reconsidered how
they now want their career to move
forward.
It's getting harder to recruit the right
employees, so your organisation must
do everything it can to stay attractive
in a different marketplace where
salaries are rising, increased flexibility
is demanded, and counteroffers are
on the increase.

The companies that will win the
battle for talent in the next few years
are the ones who understand, at
every level, what an accomplished
employee is looking for.
This report explores these essential
elements and demonstrates how you
can update your recruiting process to
hire the right talent to take your
business forward.

Joy Lewis
CEO
AAI Employability

CANDIDATE PSYCHE HAS CHANGED

The truth is that candidate psyche, and consequently their ideal role and
employer wish list, has changed.

During the last few years, many of us experienced a whole new world of work which
has driven employees to expect more from their current or future employers.
Let's talk about a topic many candidates now consider before agreeing that their CV
is even sent to an employer: remote, hybrid or some form of flexible working.
Remote working has become normal for many organisations, especially where a
classic 'desk' job is required. For example:

THE UK BASED OFFICE OF NATIONAL STATISTICS
(ONS) REPORTED THAT CLOSE TO 47% OF
EMPLOYEES IN THE UK DID SOME WORK AT HOME.
REVIEW42, A US REVIEW AND RESEARCH
WEBSITE, SHARED THAT 55% OF BUSINESSES
GLOBALLY OFFER SOME FORM OF REMOTE
WORKING.

This is great news for remote workers; with 99% wanting to continue
telecommuting in the future, these workers save money - in some instances,
anywhere between £3-5000/$3-5000 a year.

EXPECTATIONS
HAVE ALSO
INCREASED
AROUND CAREER
DEVELOPMENT,
SALARIES AND
ADDITIONAL
PERKS.

Though not every employee can work remotely, those that can't have
increased expectations around career development, salaries and
additional perks.
In a story shared from an online recruitment group, a colleague
stated that a candidate he was attempting to place was
counteroffered from her current employer with a 35% salary increase.

IRONICALLY,
that was the exact salary she would be receiving in her new role. On
top of this, she was also finally offered remote working after being
refused the opportunity before.
Not surprisingly, the candidate declined the offer to stay as she found
herself reflecting on the dramatic shift in her current employer's new
view of how valuable she was. This leads to what your existing brand
communicates.

ASSESS WHAT YOUR CURRENT
EMPLOYER BRAND COMMUNICATES

Having an employer brand that stands out has
been increasingly important over the last ten
years. Now more than ever, it might be time to
re-evaluate what you are currently
communicating in this new decade.
As business brands help to engage customers,
employer brands ensure companies can attract
the right talent. The right brand is crucial to
building the perfect team in sectors where access
to talent can be limited, such as in the software
industry.
Recruitment is rapidly becoming more like
marketing, as candidates do extensive research
into their potential employer and whether a
potential company represents them or not.
Today, you need more than the right salary to
attract the right employee; you also need a brand
that conveys company culture, specific values, and
a clear vision for the future.

AS BUSINESS
BRANDS HELP TO
ENGAGE
CUSTOMERS,
EMPLOYER
BRANDS ENSURE
COMPANIES CAN
ATTRACT THE
RIGHT TALENT.
A RECENT REPORT FROM
OFFICEVIBE STATES THAT
OVER 75% OF
PROFESSIONALS ARE
‘PASSIVE CANDIDATES’
WHO, WHILE NOT
CURRENTLY LOOKING FOR
JOBS, ARE OPEN TO THE
IDEA OF NEW
OPPORTUNITIES. HAVING
A STRONG EMPLOYER
BRAND CAN NOT ONLY
INCREASE STAFF
RETENTION BY UP TO 28%
BUT ALSO ATTRACT THESE
PASSIVE CANDIDATES.

Crucially, your brand isn't set in stone.
As the industry evolves and employee preferences change, you'll
need to update your identity to suit new jobseekers.
In today's talent marketplace, an employee's perception of business
authenticity often influences how likely they are to be satisfied in
their role. If your candidate believes you're transparent,
straightforward, and honest with them, they'll be more attracted to
the idea of working with you.
A trustworthy and authentic image starts with being upfront about
everything you do. Share information about your business on social
media, post videos of behind-the-scenes working sessions and allow
your employees to talk about your business on review sites.

IF YOUR CANDIDATE BELIEVES YOU'RE
TRANSPARENT, STRAIGHTFORWARD AND HONEST
WITH THEM, THEY'LL BE MORE ATTRACTED TO THE
IDEA OF WORKING WITH YOU.

THE WAY COMPANIES FIND AND HIRE
EMPLOYEES HAS CHANGED SIGNIFICANTLY
IN RECENT YEARS.
Today, you need a fast-paced, tech-savvy, and diverse approach to finding new
candidates. Hiring the right recruitment company to help with this process is often
the best way to ensure you're giving your candidates the experience they want.

HAVE YOU LOOKED INTO HIRING WITH AAI? THE
COMPANY HAS SUPPORTED 1100+ GROWING
BUSINESSES ACROSS THE UK WITH THEIR
RECRUITMENT NEEDS. FIND OUT MORE HERE.

The hiring processes that attract talent today are the ones that prioritise equality
and inclusion, respecting different perspectives and insights from all kinds of team
members.
Perhaps the easiest way to determine whether your employer brand needs an
upgrade is to listen to your current employees and the potential candidates you
consider hiring. The image of your employer brand and your team members'
perception of you should be perfectly aligned.

UPLEVEL YOUR CANDIDATE
EXPERIENCE, FROM THE JOB
DESCRIPTION TO ONBOARDING
The candidate experience describes the entire process that each candidate goes
through when applying to your company.
In today's workplace, candidates have more choices. An employer who is slow to
respond and is unclear with their offer will lose out as candidates often have
multiple offers to consider.
This is why it is vital to create a compelling candidate experience that connects
with potential new hires.
A good candidate experience looks something like this:

THE JOB DESCRIPTION IS CLEARLY
WRITTEN AND THOROUGH.
THE APPLICATION PROCESS IS
STRAIGHTFORWARD AND SIMPLE.
A TIME FRAME IS HIGHLIGHTED
WHICH IS CLEAR AND
TRANSPARENT.
YOU ACT WITH APPROPRIATE
SPEED IN ANY DECISIONS THAT
NEED TO BE MADE.
YOU AND OR YOUR RECRUITING
PARTNER FOLLOW UP WITH THE
CANDIDATES AT EVERY STAGE OF
THE PROCESS.

YOU GIVE THE CANDIDATES WHO
YOU HAVE SELECTED FOR THE
INTERVIEW A BREAKDOWN OF THE
INTERVIEW FORMAT.
THE INTERVIEW IS CONDUCTED
PROFESSIONALLY, EITHER VIA
VIDEO LINK OR IN PERSON.
YOU INFORM UNSUCCESSFUL
CANDIDATES AT THE EARLIEST
POSSIBLE POINT.
YOUR OFFER IS CLEAR AND
INCLUDES FLEXIBILITY IN THE
PACKAGE.
YOU COMMUNICATE YOUR
ONBOARDING PROCESS.

Focus on what your company can do for the potential employee: how the
position can contribute to their career path, how it can improve their skills, the
opportunities it will provide them. Following this, you’ll be more likely to attract
candidates who better suit your needs.

UNFORTUNATELY FOR MANY CANDIDATES,
THIS IS NOT WHAT THEIR CANDIDATE
EXPERIENCE LOOKS LIKE.
The biggest complaints currently from candidates about a negative candidate
experience are as follows:

A slow process
Unclear details &
requirements

Non correspondence even
after an interview
Lack of transparency

At best, a good candidate experience leaves even rejected candidates with a
positive perception of your company.
So, the candidate experience is all about making sure current and future
candidates view you as a reputable employer with a trustworthy recruitment
process.

COMMUNICATE YOUR
CULTURE CLEARLY
If your candidate is not a cultural match for your
organisation, no matter what you think, your new hire
will ultimately not work out – be that in six weeks or
six months - and quickly find a company whose
culture suits them more.
There is a significant volume of data on the topic of
'company culture', and most of it has the same
message: make sure your organisation has a strong
teamwork ethic, create a positive working
environment and offer your employees flexibility.

YOUR COMPANY
HAS A CULTURE
THAT IS GOING TO
EITHER ATTRACT
OR REPEL
CANDIDATES.
CULTURE IS
FUNDAMENTALLY
IMPORTANT TO
GET RIGHT.

But what many organisations fail to acknowledge is
that 'positive' company culture is not a one-size-fitsall approach.
Of course, you can't please everyone. What one
candidate regards as a perfect working environment
might not be right for another. This is where using an
experienced sector recruiter can save you both time
and money.

For instance, while our candidate process involves a career discussion with each candidate
we work with, our focus is on truly getting to know them. Our understanding of your culture
and the personality, skills, and traits of the candidates we speak to means that we won't
just recommend candidates who look perfect on paper. We’re after more a of cultural addon than a cultural fit, finding great candidates while adding true diversity to your
company’s culture.

SPEAK TO AAI TODAY ABOUT WHAT WE CAN DO FOR
YOU AND YOUR INCLUSIVE RECRUITMENT
GOALS

DEMONSTRATE YOUR WELLBEING
AND WORK-LIFE BALANCE
APPROACH

The past few years have created a huge spotlight on the mental health and wellbeing of
our employees. The mental and physical health of employees is becoming a primary
area of concern for employers.
More companies are beginning to become aware that treating your employees with
appreciation and respect inspires dedication, loyalty and hard work. A few of the ways
employers have begun doing this are through offering stress management courses,
therapy sessions and wellbeing events.
Research increasingly highlights that happy employees are more productive so
improving work-life balance is a natural extension to creating a positive company
culture. It’s become clear to many that supporting employees in their work and personal
lives not only improves their quality of life but also improves their quality of work.
Across the globe, the highest number of employees ever now sit in the Millennial
category, a group who are recognised for valuing their own and others wellbeing.
The following statistics from an Acas study further backs this up:

53% STATED THAT
BALANCING LIFE AND
WORK WAS THE TOP
ISSUE FOR EMPLOYEES
THROUGHOUT THEIR
WORKING LIVES

51% REPORTED
'STAYING HEALTHY
AND FEELING WELL'
CAME SECOND.

The two, it can be argued, are inextricably linked.

Despite fears by some employers, allowing employees considerate work-life balance
arrangements does not decrease productivity. Rather it has the opposite effect, as
demonstrated by the success of remote working over the past few years.

SOCIAL WELLNESS
IS A KEY ASPECT
OF WELLBEING,
AND MUCH OF THIS
COMES DOWN TO
JOB SATISFACTION
AND WORKPLACE
CULTURE.

Work-life balance works both ways, and employers do have a duty of care to
their employees. Providing free tea and coffee as your core wellbeing offer no
longer ticks the box. For example, many companies now offer a wellbeing portal
that includes a mix of lifestyle benefits from reduced gym fees to financial
training related to employees' personal finances.
Social wellness is a key aspect of wellbeing, and much of this comes down to job
satisfaction and workplace culture. Employee recognition can make a big
difference in this respect.
Encouraging managers and co-workers to recognise the efforts of team
members can greatly impact motivation, helping individuals feel valued
and, ultimately, satisfied in their roles.

Recognition can be as simple as
saying thank you, whether in a
handwritten note or team meeting.
Attention to their wellbeing is one
thing candidates expect, though
they will ultimately decide on the
fundamentals of your offer before
they say yes.

A study by Glassdoor found that
80% of employees would be
willing to work harder for an
appreciative boss, and 70% said
they would feel better about
themselves and their efforts if
their manager thanked them
more regularly.

MAKE YOUR OFFER COMPELLING
FOR TODAY'S ECONOMY
It is a facet of the world in which
we now live that to get
something specific that you
want, you will likely need to be
more flexible with your offer and
often pay more.
This is exactly the case with the
current hiring landscape.
Though candidates are willing to
move, it will only be for the right
offer, which combines
remuneration, benefits, culture
with a level of a future
opportunity or potential for
growth.

For example, in the UK, it’s
reported by XpertHR that over 4/5
of private-sector employers are
planning on increasing salaries
post their next annual review, with
a median rise of 2.5%.

We have already shared several
ideas in this report and,
depending on the role in
question, improved flexibility in
working hours where possible is
a game-changer.
Salaries are increasing across
many sectors in the
UK/UAE/Australia.

AN OPPORTUNITY TO DEVELOP AND
GROW WITH KNOWLEDGE AND SKILLS

Employees want to work with organisations that will help them develop personally and
professionally.
Dr Maxwell Maltz wrote the New York Times Bestseller Psycho-Cybernetics, based on his
research and experience of patients in his cosmetic surgery practice. He identified how our
self-image was fueled by an innate drive to succeed and better ourselves.
That means offering stimulating workplaces and opportunities and seeing
development not as an 'add-on' but as part of the company DNA.

For example, there have been cases where Managing Directors have written into the
company ethos that every team member spends half an hour a day training on a subject
they have pre-chosen to better understand a particular topic or process. That's right: every
team member, including the MD.
It is an accepted part of the company day, and the benefits are clear. The team is happy to
develop skills and understanding around topics they know will be of value to them.
Does this sound like something that you could implement in your organisation?

NOW, GROWTH AND DEVELOPMENT FOR
ALL EMPLOYEES IS AN EXPECTED
NORM.
As humans, we naturally want to grow, improve and seek out new challenges. Any
employee who finds themselves facing a brick wall in terms of development will usually
start to look elsewhere for their development fix.
Many candidates are now looking for growth opportunities within an organisation, even
if this is simply an opportunity to become a senior with increased responsibility and
remuneration.
In the past, development opportunities were only given to those at a 'certain' level
within companies. Now, growth and development for all employees is an expected
norm.
Clear growth opportunities are a must for any company looking to attract the
right talent.

Employee development shouldn't be brought up at periodic meetings and then
forgotten about. Ask your employees how they wish to be developed and then put in
place a development plan, with time frames such as one, three, six months and yearly
goals. When employees help create their development plan, it is much easier for them
to have enthusiasm and passion for both their role and the company.

A COMPANY WITH A VISION AND AN
OPPORTUNITY FOR CHALLENGING
WORK

Vision, mission and values all sound like
the latest buzz words, though it might
surprise you that your employees want to
work in an organisation with a clear
vision of where they are going.
Alignment and purpose are what we all
want.

A REPORT FROM THE WORLD
ECONOMIC FORUM FOUND
THAT A 'SENSE OF PURPOSE'
IN WORK IS THE SECOND
MOST IMPORTANT CRITERIA
FOR MILLENNIALS
CONSIDERING A JOB AFTER
SALARY.

Given that this generation will make up the majority of the workforce in the coming
years, it's not difficult to predict that if your candidates don't believe or support your
company's vision for the future, they won't sign the contract and you'll potentially lose
out on an excellent employee.
Remember to communicate this openly through your employer brand, website, and
social channels; today's aware candidates want to know where you are going.
Leading on from this, they want to be part of a team taking things forward, including
being willing to take on challenging work.
In a recent HBR employee engagement and retention survey, 'lack of challenging
work' was cited as the third most significant reason for employees leaving their posts,
just behind insufficient pay and limited career paths.
We have shared several different criteria that today's candidates want from their new
employer.
The question now is, how do you find this ideal employee in the first place? There are
many options available, yet in today's market where companies need to 'sell' the
opportunity of taking their role, working with a specialist recruiting partner is now
your best option.

WORK WITH A SPECIALIST RECRUITER TO
IDENTIFY THE CANDIDATES YOU WANT

The recruitment sector has been part of our society for many years. History
suggests that the first person to write a professional CV was Leonardo Da Vinci in
1482. Looking for work in Milan, Da Vinci sent a letter to Ludovico Sforza, the
Regent of Milan, describing his many skills.
This was perhaps the world's first CV; a case of the right person being placed in the
right job.
That premise continued over the years, with commercial recruitment accelerating
during WWll. Agencies started to thrive as they were the ones connecting the
candidates to the right industries.
The recruitment sector continued to grow as the world evolved.

Over the last twenty-plus years, recruiters have been used when the right
candidates are a challenge to find by an organisation. This is especially true in the
economy we are experiencing today.
Let's say you want to fill a marketing or sales position. As an experienced
recruitment company in numerous sectors, we are talking to and building
relationships with this type of candidate all the time.

Candidate research and sourcing is a critical function of our organisation.
We identify individuals according to their skills, expertise, and experience,
matching our client's requirements. In essence, we do the work for you.
The good news is that with a clear and compelling job description, our
reach out to a wide audience and access to a range of jobseekers, we can
find candidates. While this may sound similar to the role of a traditional
recruitment company, this is where we take it a step further. As a social
enterprise and one of the only not-for-profit inclusive recruitment
companies, we can strive for equality of opportunity for everyone. As an
alternative to using a database, we do this by spreading a wide net,
ensuring we have access to a range of diverse talent that other
recruitment company’s don’t reach out to.
The challenge for organisations now is ensuring they have an offer that
the candidate is looking for and are willing to act speedily.
The uncomfortable truth is that good candidates don't hang around.
We can help you hone the specific areas we have mentioned in this report,
from your employee value proposition and candidate experience to
creating offers that candidates want now.
If you have been struggling to recruit the candidates you now need in your
organisation, we can help.
To find out more about our services, contact us today at https://www.aaiemployability.org.uk/
Joy Lewis
CEO
AAI EmployAbility

ABOUT AAI EMPLOYABILITY

AAI - is an award-winning not-for-profit that
supports the private, public and third sector to
access graduate and returner talent of all ages,
skillsets and backgrounds. It also helps
businesses to better attract and retain
diversity.
With a highly respected name after 11 years,
the AAI team offer tried, tested and flexible
inclusive-employment and recruitment
services from ad hoc, short-term projects,
including internships and maternity leave, to
permanent positions. It has worked with over
1100 growing businesses of all sizes.

AAI will support both employers and
candidates before, during and after the post, as
the need arises. It uses its surplus to support
disadvantaged people and marginalised groups
struggling to enter the workforce.

AAI also works with private-sector businesses
offering tailored social-impact projects around
the themes of gender and racial diversity,
disability and supporting the third/voluntary
sector. These projects are aimed at improving
attraction and retention of staff as well as
providing tangible and reportable social and
financial impact.

ABOUT JOY LEWIS

Joy joined the Centre for Scottish Public
Policy in January 2009 and spun out AAI
EmployAbility (then, Adopt an Intern) a year
later. The company has since gone from
strength to strength, placing over 1700
graduates and returners into valuable paid
work across the UK.
She served for 20 years in the Foreign and
Commonwealth Office and has lived and
worked in Brazil, Argentina and Germany. Joy
also worked for many years in fashion retail
where she recruited, trained and mentored
women sales managers, culminating in a
successful business in Germany.
After addressing their first employment
injustice of unpaid graduate internships, Joy
and team have widened their scope of
inclusive employment to include diversity
and inclusion services to help more
businesses to grow and more talented people
to access opportunity.

