THE SIX CRITICAL
RECRUITING TRENDS
IN 2022

AN INCLUSIVE RECRUITMENT GUIDE BY
AAI EMPLOYABILITY

The last few years have seen a
significant shift in the world of
work.

Digital technology and A.I. have
elevated our ability to interact in
unprecedented
ways.
Disruptive
business models, the gig economy
and political and societal upheaval
are occurring at an extraordinary rate.
Remote working became a viable
option much earlier than the first
global lockdown we all experienced.
According to a Microsoft Workplace
trends report, upwards of 75% of our
workforce now wants access to some
level of flexibility in the way they
work.
At the end of the last decade, we
were all focused on the needs of the
Millennial cohort of our workforce.
Yet, in 2025, Gen Z will make up 25%
of our employees, and almost 50% of
this group have indicated they would
leave their current employer if
flexible working wasn’t an option.
No wonder workforce tension is
rising, with key skills missing from
the workplace and nearly half of the
workforce saying they plan to move
in the next two years.

It’s important to understand how
these global shifts might impact the
way you hire this year, so we have put
together the six critical recruiting
trends to be aware of. We hope you
find it useful.
Joy Lewis
CEO
AAI Employability

1. HYBRID, HOME AND FLEXIBLE
WORKING

Let’s start with one of the biggest
trends to hit recruitment, with
potentially the biggest impact on
hiring the team you want: hybrid,
home, and flexible working.
Technology
to
facilitate
remote
working has been with us for years.
The biggest barrier to the rapid
expansion of remote work has not
been a lack of access to high-speed
Internet or better technology, it’s
been changing organisational and
managerial
strategy
and
their
implementation.

Before the Industrial Revolution, at the
start of the 5th century, there had been
over 1,300 years of home-based work.
Over the last 140 years, especially during
the 20th century, work has been organised
from offices and plants as we moved
through the different ages and the first
technology developed.

AFTER ALL, TRADITIONAL ‘MANAGEMENT’ PRACTICES
ARE BASED ON OFFICE-BASED EMPLOYEES AND
COMPANY CULTURES.
Following the first few months of the pandemic, more workers had been exposed to
working from home and started to appreciate its many benefits. These included zero
commuting and zero travel costs, the ability to improve concentration, greater
flexibility, a true work-life balance, and higher productivity.

THE BENEFITS AREN’T ALL ALIGNED TO
EMPLOYEES EITHER.
Benefits to employers can include:

Reduced expenses on office
space

Increased productivity and
communication

Better staff retention

Recruitment of talent
outside of local commutable
distance

Therefore, it’s no wonder that a Microsoft Work Trends report based on data from
over 32,000 respondents earlier this year highlighted that 75% of job seekers are
looking for flexible work arrangements and that over 46% of the global
workforce are considering leaving their employer. No doubt, both of these data
points are connected. Though not every sector can fully embrace the home
and hybrid model, every employer can increase their options for flexible
working in their team.

SUMMARY: BE AWARE THAT CANDIDATES WILL CONTINUE
TO ASK FOR FLEXIBLE WORKING ARRANGEMENTS AND
THAT EMPLOYERS WHO OFFER FLEXIBILITY WILL WIN THE
HIRING GAME.

2. SPEED UP YOUR HIRING PROCESS AND
MAKE COMPELLING OFFERS FAST

We are currently part of a skill-short economy. The years of reduced funding and
investment in training and developing our workforce have taken their toll across all
sectors. There is a huge skills gap and consequently, skilled candidates are in
demand. Though all employers want their new hires to have a positive attitude and an
enthusiastic approach, if they can’t perform specific required skills, the organisation will
have problems maintaining any level of company performance.
Recruiting trained and skilled staff is possible, but remember:

YOUR EMPLOYER BRAND NEEDS TO COMMUNICATE ‘WHY YOU’ ATTRACTIVELY AND
HONESTLY.
YOUR OFFER MUST BE COMPELLING; THINK COMPENSATION AND BENEFITS ABOVE
THE NORM, AS WELL AS ONGOING TRAINING AND DEVELOPMENT.
REMOTE AND FLEXIBLE WORKING IS ONE OF THE BIGGEST DRIVERS FOR JOB
ACCEPTANCE TODAY.
YOUR JOB OFFER COULD BE COUNTERED BY THEIR CURRENT EMPLOYER.
CANDIDATES MAY HAVE OTHER OFFERS THEY ARE CONSIDERING.
GOOD CANDIDATES DON’T WAIT.

One of the biggest recruiting challenges is companies drawing out their hiring and
decision-making process. A recent article on Undercover Recruiter, a respected online
recruitment website, revealed that 49% of candidates declined a job offer because they
accepted an offer from another company.

SUMMARY: UP-LEVEL YOUR OFFER FROM AVERAGE TO
ABOVE AVERAGE. YOU AS THE EMPLOYER MUST DECIDE AND
OFFER FAST OR RISK LOSING THE CANDIDATES YOU WANT.

3.VIRTUAL RECRUITING IS THE
NEW NORM

In 2020 many employers, candidates and recruiters got their first true experience of
virtual recruiting and what a time saver it could be. At AAI, we were well prepared for
this scenario. We’ve been a fully a remote organisation since 2010 so all of our
operations were already fully honed and tailored to remote working.

Interviewing can be expensive and time-consuming.
The simple task of scheduling an interview can turn
into an enormous headache, making you go back and
forth for days, or even weeks, as you try to find a time
that’s convenient for all participants.
This is not easy for the candidate, either. Often they
need to take time off for a first stage interview that they
might not even get through. Virtual recruiting saves
candidates valuable time, especially when their
interviews are unsuccessful.

DID YOU KNOW VIDEO
INTERVIEWING CAN
REDUCE HIRING TIME
BY OVER 70%!

FIND OUT WHAT AAI
CAN DO FOR YOUR
BUSINESS IN 2022
BY CLICKING HERE!

SUMMARY:
TECHNOLOGY
HELPS
TO
IMPROVE
THE
RECRUITMENT PROCESS ON ALL LEVELS, WITH VIDEO BEING
ESPECIALLY USEFUL.

4. EQUITY, DIVERSITY AND
INCLUSION

A diverse and inclusive recruiting process accepts all applicants and welcomes, rather
than excludes, a varied range of candidates. At AAI, we ensure our recruitment
processes are completely inclusive and accessible, ensuring equality of opportunity for
all.
If you haven’t updated your recruitment processes to be diverse, equitable, and
inclusive, now is the time.
All applications should be considered equally regardless of:

Race

Sex

Age

Background

Sexuality

Disability

E, D & I is a wide-ranging topic, and the fact that it’s
still a relatively ‘new’ H.R. concept means some
organisations struggle to get it right.
Employers are increasingly looking for recruitment
companies that do things differently and provide a
more inclusive recruitment process. AAI, as a social
enterprise, is uniquely placed in this field.

HAVE YOU LOOKED INTO PROVIDING EDI TRAINING IN YOUR
ORGANISATION? AAI HAS SUPPORTED BUSINESSES ACROSS THE
UK WITH BESPOKE EDI TRAINING. FIND OUT MORE HERE.

FOR CANDIDATES,
THE VALUES AND
ETHICS OF THEIR
EMPLOYER ARE OF
GROWING
IMPORTANCE.

The best talent will not apply to your roles, no matter how suited they are or how
competitive your salary is if you lag behind being progressive.
Additionally, due to Covid-19, the inclusivity with which organisations view those
with mental health problems and their wellness programmes are also of
growing importance. Candidates want to know that the employers they are
considering for their next career move are considerate and accommodating to
employees from all walks of life.
Are you promoting E, D & I in your recruitment process? The following are
ways to introduce inclusivity to your hiring process:

MAKE SURE YOUR JOB DESCRIPTIONS USE INCLUSIVE LANGUAGE
AND ARE NOT DISCRIMINATORY, FOR EXAMPLE, STATING THAT A
DEGREE IS NEEDED WHEN OTHER QUALIFICATIONS OR
EXPERIENCE WILL SUFFICE.
BROADEN YOUR SEARCH TO
INCLUDE A MORE DIVERSE
POOL OF TALENT.
TRAIN MANAGERS ON
UNCONSCIOUS BIAS.

CONTINUALLY REVIEW YOUR
SHORTLISTS AND SHORTLISTING
PROCESS TO ENSURE IT IS FAIR.
MAKE REASONABLE ADJUSTMENTS
TO YOUR JOB ROLES AND
INTERVIEW PROCESS TO AVOID
DISCRIMINATION.

6. COMMUNICATE YOUR CARING
EMPLOYER BRAND AND EMPLOYER
VALUE PROPOSITION (EVP)
EVERYWHERE

As a respected inclusive recruiting partner
for the workforce, part of our role is to
profile our clients to candidates. However,
no matter how skilled we are, it becomes a
challenge when a company’s employer
brand is poor.
All organisations need to understand what
their
employees,
future
employees,
stakeholders, and customers think of them.

A recent report from the CIPD found that
of the organisations that have taken steps
to improve employee retention, 19% of
those have promoted their employer brand
to employees.

Employer branding involves applying a similar approach to people management and
describes how an organisation markets what it offers to potential and existing
employees. Organisations can use an employer brand to help them compete effectively
in the talent market and improve employee engagement and retention.
A strong employer value proposition communicates what the employer can offer and
what quality candidates are looking for in their future employer.
Employees want to be valued, looked after and developed.

The wellbeing of employees can no longer be ignored and yet some organisations are
slow to change their culture.

Part of the Microsoft WorkPlace Trends report shared how some employees
have decided to ‘move’ because of the lack of compassion they
experienced during the Covid-19 pandemic.
More organisations are tackling these problems compared with last year,
yet 40% of organisations experiencing these issues are taking no action
whatsoever.
In today’s market, employees want to move into a role that can help them
improve their skills and advance careers. If an employer can include their
commitment to support professional development as part of their EVP, it
will be easier to recruit people who value their professional growth.

SUMMARY: IN A WORKFORCE MARKETPLACE WHERE
TALENT IS IN SHORT SUPPLY AND EMPLOYEES WANT
AND EXPECT MORE FROM THE EMPLOYER, A STRONG
EMPLOYER PROPOSITION, THAT IS EASILY ACCESSIBLE
ON MULTIPLE CHANNELS, IS VITAL.

6. SPECIALIST RECRUITING
PARTNERS WILL BECOME
CRITICAL TO YOUR BUSINESS

It is well-documented that when markets move and
shift, there is an uptake in consultancy services as
different organisations navigate a new business
landscape.
The recruitment sector is a recognised and respected
part of the consultancy world. Therefore, it is logical
that companies from small SMEs to large corporates
are turning to companies like AAI to support their
hiring process.
We are in a skill-short market where talent pipelines
need to be developed through networks and
understanding of the market, which takes time that
many internal hiring departments don’t have.
Building great client relationships is critical to a
recruiter – it enables us to match the ethics and
values of your company with those of our other clients
- the candidates - ensuring the right fit into your
organisational culture or, as AAI like to say; “the right
add-on to your organisational culture”.

IBIS WORLD IN THE US
SHARED THE LATEST
GROWTH ANALYTICS
IN THE CONSULTANCY
MARKET, WHICH
REVEALED AN
INCREASE OF 1.6% A
YEAR IN 2016 TO 8.6%
IN 2021.

GOOD RECRUITERS
UNDERSTAND
WHAT CANDIDATES
WANT AND WHAT
PARTS OF THE
OFFER ARE ‘DEAL’
MAKERS OR
BREAKERS, WHICH
IS CRITICAL IN A
MARKET WHERE
CANDIDATES HAVE
MULTIPLE OFFERS
THEY ARE
CONSIDERING.

HAVE YOU LOOKED INTO HIRING WITH AAI?
WE'VE SUPPORTED 1100+ GROWING BUSINESSES
WITH THEIR RECRUITMENT NEEDS. FIND OUT
MORE HERE.

2022 WILL SEE A CONTINUATION OF AN UNPREDICTABLE
HUMAN CAPITAL LANDSCAPE.
GOOD PEOPLE WITH THE REQUIRED SKILL LEVELS WILL BE
HEAVILY SOUGHT AFTER. EMPLOYEES WILL MOVE AROUND
MORE AS THE ‘GREAT RESIGNATION’ CONTINUES.
EMPLOYERS WILL NEED TO WORK HARDER TO
DEMONSTRATE THAT THEY ARE THE ORGANISATION TO
WORK FOR. SPECIALIST RECRUITMENT ORGANISATIONS
WILL COME INTO THEIR OWN.
ALL IN ALL, AN INTERESTING YEAR AHEAD!.

YOUR NEXT ACTIONS
TO FIND OUT MORE ABOUT OUR SERVICES, CONTACT US
TODAY AT
AAI-EMPLOYABILITY.ORG.UK
GET IN TOUCH WITH THE TEAM: TEAM@AAIEMPLOYABILITY.ORG.UK
GET IN TOUCH WITH THE CEO: JOY@AAIEMPLOYABILITY.ORG.UK

ABOUT AAI EMPLOYABILITY

AAI - is an award-winning social enterprise
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.

