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Introduction 

The Hidden War for Talent: A Bigger Threat than Global 
Conflict?

Global conflict undoubtedly has a significant impact on busi-
ness success. However, there’s a hidden battle raging within 
the industry that might pose an even greater threat: the war 
for talent. 

From rapidly rising salaries and shrinking candidate pools to 
a cultural shift in career priorities and the hyper-connectivity 
of the job market, businesses are struggling to fill the gaps in 
their teams. This fierce competition for skilled workers de-
mands a new approach - the old tactics just won’t cut it any-
more. 

Why Your Business Needs a New Battle plan

Continuing with the status quo in talent acquisition spells dis-
aster. Ignoring this war for talent won’t just leave you at the 
back of the line; it’ll leave you vulnerable to your competitors, 
who will snatch up the best candidates and pick you off like 
cannon fodder. 

To thrive in today’s environment, you need a new battle plan. 
This eBook will equip you with the strategies and insights to 
not only survive but also lead the war for talent. 22



If you’ve ever been through an interview process and been 
low-balled at the offer stage, how does it make you feel?

It’s all part of negotiation

Undervalued and demotivated 

0%

   8%

55%

I’m not interested anymore 37%

With salaries rising rapidly across industries, companies that 
remain out of touch with the current landscape risk alienating 
potential hires with underwhelming offers. While maintaining 
internal pay equity is important, setting the right salary for 
each position is equally crucial for attracting top talent. 

This is where specialist recruiters can be invaluable. They 
possess deep insights into the specific talent pools you’re 
competing for and can help you avoid a costly mistake: losing 
a candidate at the final stage with an uncompetitive offer. By 
leveraging their expertise in the market research, you can en-
sure your interview process isn’t a waste of time and that you 
hit the target with a winning salary offer.

In the war for talent, there’s one crucial element that can 
make or break your chances of landing the perfect candidate: 
offering a competitive salary. 

Many businesses fall into the trap of basing their salary offers 
on internal pay structures, however, candidates are savvy 
- they compare your offer to what others in the market are 
paying, not your existing team’s salaries. 

Hitting the Target: Why Market Research is Your Secret
Weapon 

Over half of the people we surveyed said that they would feel under-
valued and demotivated if they were low-balled at the offer stage of a 
recruitment process. Nearly 4 out of 10 said they would no longer be 
interested in the role.

The role is more important
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More than 6 out 10 people we surveyed stated that if they were 
provided an uninspiring job description for a role, they wouldn’t 
explore it any further.

How do uninspiring job descriptions impact your decision to 
explore a role further?

I’ll at least interview

I don’t read them anyway 

62%

27%

11%

I won’t explore any further

The Mighty Pen: Crafting Compelling Job Descriptions

In the war for talent, a well-crafted job description can be your 
secret weapon, helping you avoid a crucial stumble right out of the 
gate. While it might seem like a minor detail in the battle for top 
candidates, remember - first impressions matter.

With fierce competition for skilled workers, you need to fight for 
their attention. Compelling job descriptions that showcase the 
unique opportunities your role offers, along with the perks and 
challenges that come with it, are essential.
 

Here, the pen truly is mightier than the sword! A well-writ-
ten job description capturing the tone and ‘voice’ of your 
business, can be the difference between victory and defeat 
in attracting top talent. 

However, remember, your “pen” doesn’t work in isolation. 

If you’re utilising recruiters to source candidates, ensure 
they’re effectively communicating the essence of your job 
description. They are, after all, your front-line troops in this 
battle.
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Passive Candidates... What’s the longest you’ve been in com-
munication with someone about joining a business before 
you’ve actually interviewed with them?

1-6 months

1-2 years

71%

12%

Over a quarter of the people we surveyed said that they had been in 
communication with a business for over 6 months prior to interviewing 
with them. 

6-12 months 14%

Longer! 3%

Building Your Reserves: Cultivating a Passive Candidate
Pipeline
In the war for talent, keeping your front-line (your current 
team) strong is crucial. However, many businesses struggle to 
find qualified candidates even during normal times. So, how 
do you build a “reserve team” of potential hires you can call 
upon when a vacancy arises?

The key lies in developing a pipeline of passive candidates - 
those talented individuals who aren’t actively searching for 
new jobs but would be receptive to the right opportunity.

Unlike active candidates who are quickly snatched up during 
a talent tug of war, relationships with passive candidates can 
be nurtured over time. This ensures they’re readily available 
and interested in exploring further when the perfect fit opens 
up on your team.

Specialist recruiters can be invaluable in this process. They 
possess the expertise to cultivate interest among passive 
candidates on your behalf, significantly bolstering your talent 
reserves and giving you a distinct advantage in the war for 
talent.
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Are your experiences with recruiters on the whole:

Nearly three quarters of the respondents to our survey cited that flexibil-
ity is still essential for deciding whether or not to apply for a role.

How crucial is job flexibility in determining whether you apply 
for a role?

Important 

Neutral 

72%

22%

5%

Not a factor 1%

 Essential

The Adaptable Commander: Embracing Flexibility to 
win

In the war for talent, some companies seem to emerge un-
scathed while others suffer casualties as competition inten-
sifies. The secret weapon these resilient companies possess? 
Adaptability. 

Today’s workforce demands much more from potential em-
ployers, prioritising factors like remote work options, flexible 
hours, and a culture of trust. Companies that can adapt their 
offerings to meet these evolving needs are more likely to win 
the battle for top  talent. 

Flexibility is key to emerging victorious. Conduct thorough 
research to understand what truly matters to top talent. Tai-
lor your approach to accommodate their needs and ensure 
your recruitment partners effectively communicate these 
unique offerings to the market. 

This will make your opportunities highly attractive to qual-
ified candidates, giving you a significant upper hand in the 
war for talent.
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Employer Brand: Your Shield and Sword

In the war for talent, a powerful employer brand acts as both 
a shield and a sword. It attracts top talent while simultane-
ously repelling competition. 

With skilled workers in high demand, standing out from the 
crowd is critical. A strong employer brand not only serves as 
a standard-bearer for your recruiters on the talent acquisition 
battlefield but also helps shield your existing team from entic-
ing offers elsewhere.

From vibrant and welcoming workspaces to flexible working 
practices, inclusive environments, and robust development 
opportunities - whatever makes your organisation truly excep-
tional needs to be leveraged to your advantage. 

By meticulously polishing your brand, amplifying your unique 
culture, and effectively communicating these strengths 
through your internal and external talent teams, you gain a 
significant edge over your competition in the war for talent.

Over half the people we surveyed said that a company’s employer brand 
was influential in deciding if they would apply for a job  with them.

How much weight does a company’s employer brand carry 
when deciding whether to explore an opportunity with them?

Influential 

Indifferent 

27%

53%

9%

Insignificant 11%

Critical 
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Rethinking the Interview: From Defence to Offence

Many businesses see interviews as their final line of defence - 
a way to weed out unsuitable candidates. But what if they’re 
missing a golden opportunity?  The interview process can be 
a powerful tool not just for selection, but also for attraction. 

Sure, the selection process remains important - it helps you 
avoid bad hires. However, interviews also offer a unique 
chance to showcase your company to top talent. It’s the first 
taste they get of what it’s like to be a part of your team, your 
culture, and your work environment. 

Think of it as a two-way street. While you’re assessing them, 
they’re assessing you too. Collaborate with your recruitment 
partners to craft interview questions that go beyond basic 
qualifications. Instead, focus on uncovering growth potential 
and demonstrating how your opportunity aligns perfectly 
with their skill-set and aspirations.

By using the interview as a platform to sell your company 
and the role, you can deliver the final push that convinces 
your ideal candidate to join your team. This shift in perspec-
tive can transform your talent strategy from defensive to 
offensive, giving you a significant edge in the war for talent. 

As well as being assessed during interviews, how important 
do you feel the process is for determining whether a business 
is the right one for you to join?

  Quite Important

Meh...

89%

7%

3%

9 out of 10 respondents to our survey said that job interviews we’re 
‘absolutely important’ for assessing if it was the right business for them 
to join.

1%

 Absolutely Important

 Not Really Important
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Beyond Numbers: Cultivating Internal Talent through 
Growth 

In the war for talent, simply focusing on headcount 
won’t win the battle. While attracting external talent is 
important, fortifying your defences requires another 
crucial strategy: investing in internal growth and devel-
opment. 

Relying solely on external recruitment can be risky, es-
pecially in a talent-restricted market. Here’s where in-
ternal growth systems come into play. They offer a two-
pronged attack on skill shortages:

1. Upskilling Existing Talent: By identifying and nur-
turing internal talent, you can cultivate the very skills 
your team lack in the job market. This not only bridges 
skill gaps but also demonstrates your commitment to 
employee development, a major factor in attracting and 
retaining top performers. 2. Employee Retention: Robust development opportunities are 

a powerful tool for staff retention. It signifies your investments in 
their long-term growth and career progression, fostering loyalty and 
keeping them engaged.

The message regarding talent attraction and retention through 
growth is clear: invest in your people. Ensure your talent teams 
aren’t just aware of these development programs, but actively pro-
mote them when attracting new talent and reinforcing your defenc-
es in the war for talent.

How important are growth and development opportunities to 
you when considering applying for a job?

Nearly half of the people we surveyed stated that growth and 
development opportunities are a critical consideration when 
applying for a job; a further 4 out of 10 said they were influential.

 Critical

 Influential

Indifferent

 Insignificant

47%

7%

5%

41%
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The War for Talent: A Field Guide to Victory 
The war for talent rages on, and the battlefield is ever-shifting. 
Businesses that cling to outdated tactics risk being left behind, 
their pipelines running dry, and their competitive edge blunted.

This comprehensive guide has equipped you with the essen-
tial strategies to not just survive, but thrive, in this fierce com-
petition. We’ve explored the crucial role of market research in 
crafting competitive salary offers, the power of compelling job 
descriptions in attracting top candidates, and the importance of 
cultivating a pipeline of passive talent. 

Furthermore, we’ve emphasised the need for adaptability, show-
casing how embracing flexible working arrangements and pri-
oritising employee needs can make your company a magnet for 
skilled workers. 

Building a strong employer brand and utilising the interview 
process as a tool for attraction, not just selection, were also 
highlighted as key strategies. Finally, we delved into the power of 
internal growth programs, demonstrating how investing in your 
existing workforce can strengthen your defences and unlock the 
true potential of your team. 

Remember, the war for talent is a marathon, not a sprint. By im-
plementing these strategies and continuously adapting your ap-
proach, you can transform your talent acquisition from a reactive 
scramble to a proactive, well-oiled machine. Victory awaits those 
who are willing to fight with intelligence, agility, and a commit-
ment to building a truly exceptional workplace.
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