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01 ATTRACTING AND RETAINING TALENT: 
TOP REASONS WHY TALENT JOIN AND 
LEAVE YOUR ORGANISATION

We all know how important hiring the right 
talent is to your business but for the first time 
in a number of years Talent has become the 
number 1 leadership challenge. How to attract, 
retain and develop the best talent is also the 
challenge that most organisations feel least 
equipped to deal with. 

‘Time is money’ they say. Hiring the right talent 
takes a lot of your time. Time you could use to tick 
off all the things that are piling up on your to do list. 
Attracting the wrong talent, however, takes even 
more of your time.

In today’s world, there are a number of key areas that 
organisations are investing in in order to drive their 
growth - technology, analytics, strategy, innovation, 
transformation, change management and customer 
project delivery.  With everyone competing for the 
same talent in these critical areas, this poses an 
important question - how will you stand out from 
your competitors?

Let’s look into how you can attract the right talent 
from the start, so you don’t need to hire 
for the same position in a few months’ time again. 
We have invested in building an extensive talent 
pool in each of our specialised disciplines so we can 
connect you with the right people for your business.

Before we start, here’s a quick overview of why we 
know what works and what doesn’t when attracting 
and keeping talent. 

Why we know what we know - 
About our Research
As a specialist recruitment business we are in the 
unique position that we are speaking to candidates 
in each of our niche areas every day building up a 
clear picture of what is most important to candidates 
in a particular role type and also speaking to the 
corresponding clients and the challenges that they 
face attracting key people. This gives us this inside 
run on what it will take to stand out from the crowd 
and inspired the leadership research we undertook 
last year in partnership with Thrive Advisory.  We’ve 
created the “Leadership Insights Series”  - a research 
collaboration that provides insights into the common 
challenges organisations are facing when attracting 
and retaining talent.

While some quantitative questions were posed, we 
primarily employed open-ended questions to gather 
rich qualitative data that resulted in more diversity of 
thought and themes, versus a predetermined set of 
options to respond to.

The survey data interviewed 715 senior leaders:

• CEOs and other C-suite leaders
• Board Chairs and Directors
• Business leaders
• People leaders
• HR and Talent experts
• Executive coaches
• Senior individual contributors

Our tips on attracting and retaining talent are thus 
backed up by data which you can now use to make 
better hiring decisions.
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Reasons Talent Join 
Organisations 
If you wish to hire the right talent, you should know 
why some of the best people choose to work for 
organisations in the first place. What is it that they are 
looking for and how can you use that to attract them 
to work in your organisation?

Reward and Recognition 
Conversely, financial considerations were deemed as 
highly relevant when joining an organisation, with 
31% of respondents noting reward and recognition 
as key factors to join an organisation, while only 3% 
cited they leave organisations for this reason. With 
31% leaving organisations for this reason, you should 
be well-informed in regards to how much you should 
be paying your people. Apart from salary, you should 
also take into account factors such as working hours 
and company budget.

While remuneration may not be the most important 
factor in attracting talent, organisations should still 
be aware of current market trends and salaries.

Senior Leadership 
While talent focus on leadership during a “due 
diligence” phase, they appear to focus on a different 
level of leadership, perhaps indicating a different 
focus on leadership versus management.

The primary factor when joining an organisation, 
indicated by nearly half of our sample (46%) was the 
senior leadership of the organisation. Fortunately, 
there is a lot of information on how leaders can 
attract and retain top talent.

The importance of leadership (46%) is followed by 
being able to grow and develop one’s career (42%) 
and “Teamwork and collaboration” (40%).

When given 3 “votes” to indicate the core reasons 
why they joined and left organisations, a set of very 
interesting patterns and paradoxes emerged.
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Reasons Talent Join Organisations
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1. Senior leadership of the organisation 46%
2. Career growth and professional development 42%
3. Team work and collaberation 40%

4. Organisation mission and purpose / values alignment 35%
5.  Innovation 32%
6.  Reward and recognition 31%
7.  Empowerment 30%
8. Creative thinking 19%

9.  Philantrophy and community outreach 8%
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Reasons Talent Leave Organisations

A mere 3% of participants selected corporate 
culture as a primary consideration when joining 
an organisation, however, corporate culture was 
the number one reason why the same leaders 
leave organisations.

A staggering 67% of participants cited lack 
of alignment in corporate culture (42%) and/or 
values misalignment (25%) as core reasons 
why they have elected to leave organisations. 

Critical Manager Relationships 
When deciding to leave an organisation, 
it is the relationship with their immediate manager, 
including breakdowns in that relationship that 
is considered most relevant. This managerial 
relationship was jointly tied for the top reason 
to leave an organisation, listed by 42% of 
our sample.

Lack of utilising skills
Lack of opportunity to utilise skills was selected 
by 32%, while 28% noted they left because they 
were bored and seeking new challenges and a 
further 28% noted that the lack of meaningful 
work drove them to leave. This is a staggering 
number and means that almost a third of our 
workforce is feeling underutilised. When you think 
about the current climate of driving efficiency and 
achieving more with less it would seem that  this 
is an imperative that we do better on this front. 
One of the small things we have done to help 
address this point at Morgan McKinley is just 
asking 2 additional question as part of our 
quarterly review process. Do you feel all of your 
skills are being utilised in your current role? 
Are there any additional skills you would like 
to utilise and where can you see these being 
deployed across the business?  

This finding replicates Professor Adam Grant’s 
recent research on why people leave roles, 
including a case study of Facebook (Goler, Gale, 
Harrington, & Grant, 2018).  

Reasons Talent Leave Organisations

1. Corporate culture 42%

2. Relationship with manager 42%

3. Lack of opportunity to utilise my skills 32%

4.Bored and seeking new challenges 28%

5. Lack of meaningfull work 28%

6. Misalignment of personal values with organization values 25%

7. New opportunity versus an issue with current organisation 25%

8.Lack of autonomy and independence 23%

9. Management recognition of perfrmance or potential 16%

10. Inability to contribute to organisational goals 8%

11. Organisational financial security and stability 8%

12. Relationship with co-workers 6%
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02 LONG RECRUITMENT
PROCESSES AND 4 WAYS 
TO SHORTEN THEM

The easiest way to lose out on top talent, is a drawn 
out recruitment process that extends far longer 
than the market average. If your recruitment 
process takes longer than 40 days in fact, you are 
on track to hit a new record for “longest hiring 
process worldwide”. Glassdoor’s study on 
“hiring delays” shows that the top three countries 
for longest job interview processes are Brazil 
(average of 39.6 days), followed by France 
(38.9 days) and Switzerland (37.6 days).

Long recruitment processes will cost you 

the best talent

As a recruitment agency, we work closely with 
many different organisations and companies and 
understand that it’s not always easy to shorten 
your hiring processes. As hiring managers you need 
to follow certain policies and procedures during 
the interview stage that often lead to slowing 
down the overall process.

However, we are living and working in a market where 
the power has shifted from employer to employees 
and great talent often get multiple job offers. If your 
company takes too long to make a great offer, the 
chances of losing talent to your competitors are 
getting greater and greater

It also shows candidates that you are not sure about 
them and they might withdraw themselves from the 
pool.

Fortunately, as a global recruitment agency, we are in 
a position to compare recruitment trends from around 
the globe and provide you with tips on how to shorten 
your recruitment process and find the right candidate 
faster.

Over the years we have compiled information on what 
differs organisations with short recruitment processes 
to those that seem to miss out on great talent.

1. Re-think your job description
While writing a job description might seem pretty 
straight forward, it’s something we see hiring 
managers struggle with more often than you would 
think. When it comes to writing a good job description 
there are certain job description best practices 
you should follow if you want to get a candidate’s 
attention.

Make sure the requirements are reasonable. When 
it comes to writing job descriptions for a software 
developer for example, specify all technologies 
that are required and a brief description about the 
project/s the candidate will be working.
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Talk about your company culture and your 
values. What is it that makes you different to 
all the other companies that your perfect candidate 
is currently interviewing with?

Utilise everything the online and offline world 
has to offer. Don’t publish it on just one online 
job board and expect the right candidate to be 
amongst the crowd of applications. You could for 
example ask your employees for referral and 
provide incentive schemes to them for placing 
successful candidates.

Use your network. Let people in your network 
know (LinkedIn, Events, …) that you are looking 
to fill a certain position. Last but not least post 
it on all social media channels you have.

Use a recruiter. As a recruitment agency, 
it is our job to find the right candidate for your 
company as fast as possible. To be able to do that 
we have built deep networks of highly qualified 
professionals in all our industries (available for 
temporary and permanent work).

Get in touch with us today if you would like 
to find out more about how our recruitment 
process or submit your vacancy here and we’ll 
get in touch with you to discuss your hiring 
needs and how we can help.

2. Manage your expectations
All too often we see companies looking for that 
unicorn candidate. That one candidate that 
will have it all. 20 years of experience, 
a post-graduate highly specialised degree, 
relevant industry certifications and work 
experience in your industry.

Be careful when you’re looking for that perfect 
candidate as they often don’t exist and even 
if they do, all those requirements can often 
come across as demands scaring them off. 
Keep that in mind when writing your job 
description as well.

Remember, if someone is talented you will be 
able to train them to be even better suited 
for the position. Offering development and 
training opportunities and making sure they 
are utilising their skills, our research finds,
 is crucial to retaining talent.

3. Hire a contractor
To reduce long hiring processes, organisations 
sometimes make the mistake of hiring too 
quickly. What that means is that they hire 
someone who is not a great fit ultimately 
leading to bad and costly hiring decisions.

This is where hiring a contractor can be extremely 
valuable. With a turnaround of sometimes as little as 
24 hours, we are able to dig into our pool of highly 
qualified professionals who are available immediately. 
If you want to find out more about hiring a contractor 
with Morgan McKinley, head over to our Contract 
FAQs page or get in touch with us.

4. Invest in quality software
When you’ve posted and promoted your job 
description successfully, you will start receiving a 
high number of candidates. While that is great, it can 
also be challenging to coordinate.

There many different applicant tracking systems 
available, but below are the features most ATS have 
that can help you shorten your recruitment process:

• Career Page Hosting
• Sharing job descriptions
• Receiving and managing applications
• Storing CVs
• Scheduling Interviews
• Onboarding Programs
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03 EMPLOYER BRANDING ON
SOCIAL MEDIA: 4 STRATEGIES 
THAT YOU CAN START USING TODAY!

Why not use the power of social media to recruit the 
best talent there is? Show them why they should pick 
you over your competitors!

The best candidates are “the best” for a reason after 
all and they know they are in high demand. They also 
know that they are the ones to decide which job offer 
they will take as they will have multiple offers waiting 
for them.

So, here’s where your employer branding for social 
comes into place: To stand out from your competitors 
and win over that talent everyone is looking to hire, 
you need to have a strong web and social media 
presence.

Why is Social Media important for employer 
branding and ultimately better hiring 
decisions?

The answer is pretty simple. Candidates are not 
likely to just hit that “apply for job” button on your 
job description if they haven’t at least looked at 
your website and tried to find you on social media. 
Candidates are looking for reviews, posts of other 
employees, looking to see if you have any interesting 
company events, office photos, team photos and so 
on.

Basically they are trying to understand what it would 
be like working in your company without having 
worked there for a single day.

The more you can show them what culture they 
would become part of, the better.

Think about it this way: You want to hire a person that 
will not only have the right skill sets but also someone 
who will fit in with the rest of the team. You don’t 
want them leaving after a couple of weeks or months 
just because they didn’t fit in well with the rest of the 
team. (There’s also many other reasons talent leave 
organisations but that’s a whole different topic).

‘A brand is no longer what we tell the 
consumer it is - it is what consumers tell 
each other it is.’ - Scott Cook 

How can social media help you find the right talent? 
What exactly do social media and hiring have in 
common?

At first glance, probably nothing.

When we think of social media, we often think 
of sharing personal stories and photos of our 
lives on one of the many social media platforms 
there are.

When we think of hiring or recruiting on the other 
side, we are thinking the opposite, we’re thinking 
‘corporate’. We’re not thinking of sharing personal 
stories during an interview.

Still nothing much in common, right?

We judge an individual by their social media profiles, 
the same way a potential job seeker forms an opinion 
on you based on your company’s online profile. Now, 
that’s where Employer Branding on Social 
Media comes in!

So, knowing how powerful social media is why 
wouldn’t companies use it to their benefit?

06

https://www.morganmckinley.com/article/find-talent-get-connected
https://www.morganmckinley.com/article/attracting-and-retaining-talent-top-reasons-why-talent-join-and-leave-your-organisation
https://www.morganmckinley.com/article/attracting-and-retaining-talent-top-reasons-why-talent-join-and-leave-your-organisation


Some interesting facts from Bryan Caplan that show 
the importance of reviews and keeping an eye on your 
reviews:

Nearly 9 out of 10 consumers read reviews for local 
businesses before making a purchase

6 out of 10 customers now look to Google My 
Business for reviews on a local business

89 % of prospective customers read the business 
owner’s response to online reviews

4. Produce engaging content
If you’ve ever tried to get something to ‘go viral’, you 
know that producing engaging content is easier said 
than done. Still, until you get the right candidate to 
start at your company, content is the only way you 
have to engage with them so you should make it 
count.

Here’s some ideas you can use to create engaging 
content on social media:

Don’t tell - Show

Similarly to showing your culture, you should also 
show your content. Make use of infographics, GIFS, 
Quotes, Memes even.

Food for thought: Imagine you are on LinkedIn just 
scrolling down on your mobile. You scroll and scroll 
and one posts manages to get your attention.

What makes it stand out? Was it the color? Was it its 
length? Was it the author?

OkDork has analysed 3000 LinkedIn Posts and put 
together a list of 10 LinkedIn Publishing Tips.

•  Use high quality photos

If you show them who you are, they will know if 
they can imagine themselves working for you. If they 
can’t see themselves working for you because of your 
culture, then those are not the candidates you want 
to have on your team anyway. It’s really a win-win 
situation.

As a company you need to be visible when they look 
for you.

Below are 4 tactical tips you can start using right now 
if you want to improve your employer branding and 
really attract the right talent, the talent that will stay 
with you and that will be a great addition to your 
existing team.

1.Show your culture
Yes, you are looking to fill a position but you are also 
looking for a person that will fit well within  your 
team. So focus on your team, your people and share 
their stories. Show images of your company trips or 
events for example.

Morgan McKinley Hong Kong Team

2. Be very visual
Content and especially video content is playing a 
crucial role if you are trying to position yourself on 
social media and attract the right talent. Diode Digital 
found that online video in fact is 600% more effective 
than print and direct mail combined.

3. Make sure your reviews are
looking good
One of the best and yet easiest ways to show 
your brand on social media, is to ask your current 
employees to spread the word and leave a review/
feedback.  Ask them to leave a review on glassdoor or 
google for example.
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While stock images has a wider range of photos, the 
below websites are great (free!) tools for creating high 
quality visuals:

Canva

Pixabay

Pexels

Unsplash

• Add Social Media Sharing buttons

Consider adding Social Media Sharing or Follow 
buttons (or floating sidebars) to your blogs for 
example. Make it easy for the user to share your 
content with their network.

You can also add social media sharing buttons easily 
into your e-mail marketing campaigns.

Never underestimate the power social media has on 
your employer branding and more importantly on 
attracting the right talent.
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04 RADICAL TRANSPARENCY
IN JOB ADS

1. Tell the story of a day in the
life with this job
Create content around this. You could use a video 
or a blog for example to highlight what a day in the 
life of someone working in this job would look like. 
Here’s a great example of a “Day in the life of a data 
scientist”.

2. Describe what it takes to be
successful with measurable
objectives
Think about what you would consider “successful” 
in the advertised position. What exactly is it that the 
person needs to do/achieve in order to be considered 
successful?

We have provided many examples for creating 
measurable objectives for a wide range of jobs in 
our job description templates.

3. Assert the reason a top
candidate would want this job
If you are advertising a job ad for a technology role 
for example, think about what  programs the person 
would be working with, what technology they would 
be using.

If you are not sure about what candidates are 
looking for in your industry, you can always 
contact us and we’ll be glad to help  you present 
 your business in the best way possible.

From interviewing Developers and Leaders in 
Technology, we know for example that job seekers 
in this field are looking to find out what specific 
technologies they would be working with before 
applying for a job. They also want to see a brief 
description about the project/s they would be 
working on as well as a brief overview of your 
company.

We live in an age of radical transparency. In 
fact, a lack of online information is a ‘major red 
flag’ for the majority of job hunters, says Jay 
Munro, Employer Insights Strategist at Indeed. 

Long gone are the days where job seekers had 
only one way of interacting with your business 
and when you had better control over what was 
said about your company.

Transparency in Job Ads

One of the sourcing trends picking up traction 
in sourcing specialist circles is the Radically 
Transparent Job Ad. Now what exactly does it mean 
to be “radically transparent” in your job ad?

Radical transparency is a technique that promises to 
increase the quality of job ad responses. By being fully 
transparent in your job ads, you are more likely to 
attract better, more passive candidates.

Most job adds include requirements, skills, education 
and experience. Something qualified applicants know 
about a job already. While those details are important 
to create good matches, we all know that they do not 
sell the job.

To write Radically Transparent Job Ads that sell 
to better, more passive candidates:
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4. Give a brief bio for the hiring
manager
If you really wish to be more transparent in your 
job ads, provide a brief bio for the hiring manager. 
Research has shown that there is a correlation 
between having access to information and trust in 
an organisation, whereby trust increases the more 
information is available.

5. Declare the salary
Job ads with a listed salary attract up to 30% more 
candidates. In fact, more and more companies aren’t 
afraid to show what they are willing to pay for top 
talent.

If you decide to give a Radically Transparent Job Ad a 
try and need some help or inspiration, reach out to us 
and we will help you get started.

10

https://www.hcamag.com/au/specialisation/corporate-wellness/we-live-in-an-age-of-radical-transparency/159210
https://www.hcamag.com/au/specialisation/corporate-wellness/we-live-in-an-age-of-radical-transparency/159210
https://hundred5.com/blog/make-job-ad-that-attracts-candidates
https://hundred5.com/blog/make-job-ad-that-attracts-candidates
https://www.morganmckinley.com/contact


05 WHAT WOMEN WANT - WRITING
INCLUSIVE JOB DESCRIPTIONS

Maybe it’s not true that men are from Mars, and 
women are from Venus. But it certainly transpires that 
we read (and interpret information) in a very different 
intergalactic language. This is something we should 
keep in mind when it comes to writing (inclusive) job 
descriptions. 

International Women’s Day - and the plethora of 
blogs, videos, data points and articles that were 
shared in its honour - got me to thinking about one 
glaringly obvious way that we recruiters can better 
enable women to enter, and progress through, the 
workforce: by writing better advertisements!

The process that male and female candidates go 
through, in contemplating or planning a career 
move, is vastly different from day one. Starting 
from signalling interest in outside roles, to applying 
for specific positions or following up on pending 
applications, all the way through the interview 
process, offer contemplation, and resignation - there’s 
a stark contrast between the way the majority of men 
and women approach the process. 

Fixing the gender disparity challenges that face many 
ASX organisations is a complex issue - probably a 
little too complex for me to knock on the head in a 
couple of paragraphs. So, what can we do upfront to 
minimise barriers and broaden the pool of applicants 
for any given role?

Re-write the rules (or, in this case, the role 
advertisement!)

There’s some excellent research into the role bias 
plays in job advertisements - with a very obvious 
flow-on effect. Less overall diversity amongst 
applicants = less diversity in shortlist / interview 
stage = highly homogenous pool of candidates to 
select from. 

So without further ado - four factors to consider 
when writing an advertisement, to avoid “gendering” 
and bias:

1. Adjectives are important
Descriptive words used to outline key responsibilities 
leave a lasting impression on prospective candidates. 
According to Harvard research, the following words 
import ‘masculine’ characteristics, and are likely to 
deter female applicants: 

‘independent’, 
‘lead’,
‘competitive’, 
‘assertive’, 
‘determined’, 
‘analytical’

While others paint a different picture, generally 
increasing the female response rate:

‘responsible’, 
‘connect’, 
‘dedicated’, 
‘support’, 
‘sociable’, 
‘conscientious’

Pay attention to the adjectives you select in 
describing a role or associated tasks, and watch the 
applicants flood in.

2. Gendered language is
everywhere

Controversial, maybe - but language which 
specifically targets or singles out one gender can feel 
isolating or exclusionary to the other. Don’t speak 
about “man-made”, “mankind” or “manpower” if you 
can avoid it.

Maybe it feels like political correctness gone mad - 
but language has power. The language we choose and 
the words we use send clear signals, and excluding 
more than 50% of the population by a simple choice 
of pronoun, is not a great idea.
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3. Excessive detail and bullet
points deter

It’s a commonly thrown about statistic (and gained 
further popularity after its feature in Lean In), that 
men will apply for a role if they meet 60% of the 
requirements, while women will only apply if they hit 
100%. 

The reasons behind this are complex, but the remedy 
is simple: don’t include anything as a ‘prerequisite’ 
or ‘must-have’ unless it literally is. Avoid superfluous 
bullet points, and keep ‘key skills’ to a minimum to 
avoid deterring potential superstars.

4. Increased difficulty,
increased hurdles

Straightforward - don’t assume who might apply for a 
role, based on that role’s content. As outlined above - 
the language used to describe a job will influence how 
many/who applies, to the extent that AI tools can now 
predict with scary accuracy the gender of the person 
who will win a role, based on analysis of the 
advertisement.

Beyond this, the content of an advertisement will also 
determine how much preparation job seekers think 
they will need, and how challenging the job would be. 
Not only might this deter potential job seekers - it 
could play on candidates’ minds as they make their 
way through interview process.

Overload of information? How about some practical 
tips you can action in your next recruitment effort!
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Investment Banking / Management 
Consulting / Strategy or related 
experience

Strong, effective communication skills 
and influencing capability.

Exceptional attention to detail as well 
as ability to execute efficiently and 
manage tight deadlines

The expectation is that you will work across 
several different business units at multiple 
levels, including travel to various 
geographies if required

Exceptional Excel / Microsoft word 
and data management skills.

BS or Comm degree from top university.

Prior experience in a professional 
environment (like a consulting firm or 
investment bank) where you gained 
strategy skills and a passion for 
working with others.

The ability to communicate and work 
with all manner of team members, in a 
conscientious and inclusive way. 

You’ll be supporting cross functional 
teams and leading from the front when 
it comes to excel and SQL use, so data 
knowledge is a big bonus. 

A CASE STUDY BEFORE 
& AFTER 

WE’D LOVE IF YOU HAVE:REQUIRED EXPERIENCE
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06 5 INTERVIEW TECHNIQUES
THAT ACTUALLY WORK

Traditional interviews have existed for decades 
and they are not going away just yet. However, 
if you want to be on top of hiring trends to 
attract better candidates, you might want to 
consider introducing new interview techniques.

So, what are those new interview techniques 
and why are they better? 

There are 5 new tools at your disposal to improve 
the old model of interviewing:

1.  Soft skills assessments

2.  Job Auditions

3.  Meeting in casual settings

4.  Virtual reality assessments

5.  Video interviews

Interview Technique #1: Soft 
skills assessments

Hiring for soft skills (strategic thinking, leadership, 
stakeholder relationship building, interpersonal 
skills) remains one of the biggest challenges that 
hiring managers are facing today.

In a world where a simple google search, 
provides thousands of interview questions 
and answers, candidates are (or should be) 
well-prepared to answer any questions that 
come their way, meaning they are purposefully 
showing their best side.

So, how then, to assess a candidate’s soft skills?

Employee Referral is one way that has been 
proven as successful. Why? Because the majority 
of employees will only refer people who they 
think have the right soft skills for the position.

Have you ever felt that, after interviewing a 
person, you are still not entirely sure if they 
are the right fit for the role and your company? 
If so, it might be because you are using “old” 
interview techniques said about your company.

What’s wrong with traditional 
interviews?
As you know, there are a couple of different formats 
you can use to find out if the person is the right fit 
for the job. You can interview them in-person, via 
phone, ask structured or unstructured questions, use 
case studies and so on but are those really the most 
effective ways of assessing a candidate’s soft skills for 
example?

No, they are not. Not according to the latest research 
results, that is. The results show that traditional 
interviews fail when it comes to:

1.  Assessing candidate soft skills

2.  Understanding weaknesses

3.  Being biased

4.  Not knowing what questions to ask

5.  Keeping recruitment processes short

14

https://www.morganmckinley.com/article/find-talent-get-connected
https://www.morganmckinley.com/article/long-recruitment-processes-and-4-ways-shorten-them-0


Online assessment tests are another option to 
assess soft skills and one that top companies are using 
in their hiring efforts. Citi for example is using a 20 
minutes survey (Koru7™) to measure key soft skills. 
Citi then receives a profile from the survey based on 
high performing Citi employees against which job 
seekers are compared.

In action - Let them show you. To assess for 
leadership skills, you could give the candidate a brief 
project to work on and assign them the “team lead” 
position. It’s a great way to observe if they are having 
the right skills to lead the team.

These three examples of soft skills assessments are 
only a few hand-picked ways of how you can improve 
your interview techniques to find talent.

Interview Technique #2: Job 
Auditions
Having candidates “audition” for a job is another great 
opportunity to better assess their skills. We all know 
that some candidates are naturally better at selling 
themselves than others. However, having a person 
audition for a role will show you if they really have the 
skills they say they do.

If you are interviewing someone for a sales 
representative role for example, the interviewer could 
pretend he is a client and the jobseeker is given the 
task to sell your service or product to him/her.

The US-based software developer company, Menlo 
Innovations, for example uses this interview technique 
to simulate their work environment and to find out 
how candidates are solving the tasks. Candidates 
that make it into the next round are then invited 
to another audition (this time full day and for pay) 
to work on actual projects and with other Menlo 
Innovation employees.

Interview Technique #3: 
Meeting in casual settings
Interviewing offsite, in a casual setting is gaining 
popularity. Some extreme examples of taking 
this technique to the next level come from Havas 
Worldwide who conduct interviews on ferris wheels.

Now, you might not have to take it that far but you 
could for example meet someone in a coffee shop and 
see how they act in an informal setting.

Interview Technique #4: Virtual 
reality assessments
Virtual Reality and Augmented Reality are no longer 
a thing of the future. It’s our present and the sooner 
we embrace it, the better equipped we are in making 
the most out of it. There’s plenty of companies using 
virtual reality to showcase their company’s offices and 
what it’s like to work there using VR.

Jaguar Land Rover is using a VR game to test 
candidate’s reasoning and lateral thinking skills.

Interview Technique #5: Video 
Interviews
Out of those 5 interview techniques, video interviews 
are probably the one technique most companies have 
started using. Video interviews are a good way to 
learn more about a candidate’s communication skills 
by having candidates record answers within a set 
timeframe. It’s also a technique that you can use if 
your hiring processes is taking too long.

References:

LinkedIn Reinventing the Interview
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07 HOW MUCH SHOULD
I BE PAYING MY PEOPLE?

How?
Yes, you are looking to fill a position but you are also 
looking for a person that will fit well within  your 
team. So focus on your team, your people and share 
their stories. Show images of your company trips or 
events for example.

Consider overall cost of employment:

• Company A pays an employee $100,000 per year,
below what she thinks she is worth (and what the
market is paying) and - surprise surprise! - she
moves on from the role after 18 months.

• Company B pays the same employee $110,000
to start, with a $10,000 bump at the end of year
one, and - wouldn’t you know it - she remains
there for three years.

Company A “saves” just $20,000 over two years 
on reduced salary levels - which won’t even cover 
the recruitment cost of replacing said role, not to 
mention all the intangible or difficult-to-measure 
costs associated with a vacant position, such as 
productivity loss!

Add to this the reputation that Company A gets 
in the market for paying poorly, and suddenly 
Company A is struggling to attract top 
talent - and has a serious branding problem.

Now that you’re convinced that you need to 
pay your people well, and save your business 
money in the long run,  the next question - how 
do you know how to set the salary level? 
What factors are important in calculating 
this number?

Here’s a comprehensive list, compiled from many 
years of wisdom watching businesses variably fail, 
or succeed, in this area:

Cash is king - but what about the rest of the royal 
family?

The salary package is a an obvious factor 
considered by candidates when searching for a 
new position. The prospect of taking a major pay 
cut is unpalatable to most, both because of the 
reduction of money coming into a bank account, 
but also because salary range tends to be 
indicative of the level of seniority of a role, 
and nobody wants to take a step backwards in 
this regard.

But for surprisingly few candidates is salary 
package the deciding factor in making this 
decision - in fact, in my experience, only 
around 20% of candidates are motivated 
primarily by a pay rise.

It is still crucial for an employer to be paying 
fair wages. Not only will it make your business 
more attractive to potential candidates, it will 
increase employee retention over time, 
and - contrary to popular logic, offering lower 
employee salaries could actually cost the business 
more money in the long run.
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Other tangible benefits

Google’s free food is legendary - and it’s worth a lot 
more than novelty value. In fact, the free breakfast 
(plus lunch and dinner) can add up to around $10k 
of untaxed ‘income’ every year. A $30-per-week 
gym membership, provided free by an employer, 
can result in $1,500 of extra income per year in the 
pocket of an incoming employee. Discounted health 
insurance? Novated leases? Friday night open bar in 
the office? All of these benefits can be bundled with 
formal wages to form the basis of a compelling salary 
package.

Company budget

The final piece of the puzzle, in assessing how much 
to pay an employee, if the simplest - how much can 
you afford? It’s so often heard that a candidate is 
exceptional, but the budget for the role simply isn’t 
there.

If a candidate knows the genuine reason behind 
the salary on offer - being that it is all the company 
can afford - a lower salary won’t import the same 
negative connotations (e.g. feeling undervalued, 
that the role is too junior, etc.)

A lot of information to process for one person!

If you’re interested in benchmarking your team’s 
salary, download Morgan McKinley’s Salary Guides - 
or for a more comprehensive discussion, reach out to 
one of our knowledgeable recruiters.

Market rate
No brainer. The compensation paid by one 
business will unavoidably be compared to that 
of a similar role type in a similar organisation. 
Websites like Glassdoor and Emolument or 
Payscale provide transparency across thousands 
of businesses, providing data around average 
salaries - and many candidates use these 
data sources as part of the due diligence on 
a business.

In order to attract top market talent, and keep 
current employees, your business should at 
least align with market expectations. 
The websites referenced above are a great 
source of information here, as is your 
recruiter - a good recruiter should have a 
deep enough knowledge of his/her space to 
tell you whether the package you propose is 
a fair one, and justify this with reference to 
his/her other clients!

Working hours

One of the most commonly cited sources 
of employment distress come from a lack of 
work-life balance.

In strategy recruitment, we have regular 
conversations around “cost per hour” - $20k 
may seem a lot to sacrifice on the salary front 
in accepting a new role, but if the new position 
requires 10 fewer hours in the office per week, 
then you’re essentially valuing your time 
at $38.46 per hour - does this sound right?

If you expect premium hours from employees, 
you’ve got to pay a premium. 

Progression and review points

Starting salary is just the tip of the iceberg - literally. 
The case study outlined at the beginning of this 
article demonstrates that regular career 
progression points, and coinciding salary reviews, 
are just as important as offering a good package 
to start off with. 

If there will be a review at the six or 12 month mark, 
this is important information for a prospective 
employee - entering at the bottom of the salary band, 
with the ability to progress upwards, might make a 
candidate feel more comfortable accepting a slightly 
lower number in the first instance. 
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08 WHAT IS “GOOGLE FOR JOBS” 
AND WHAT DOES IT MEAN FOR 
JOB ADVERTISING?

When Google gets involved in something as big as 
job search, we all know that means big change is 
coming. Before we get deeper into what change that 
might bring to your business and how you attract new 
talent, let’s look into what Google for Jobs actually is.

What is Google for Jobs?
Google for Jobs is Google’s tool to help job seekers 
find open positions fast and easy and it is part of 
Google Search. This is how Google describes its new 
feature:

“Google brings together job postings from across 
the web, whether they’re on websites run by small 
businesses or job sites with thousands of listings. 
This helps job seekers find their next job directly in 
Search.”

This means that job seekers can now easily apply for 
jobs through Google’s own job search tool.

How does Google for Jobs 
work?
Google for Jobs lists all available jobs using an 
advanced search feature for the user to review. To use 
this feature, all you have to do is type in your query 
into Google Search, press enter and you will be given 
a list of jobs that match what you typed into Google. 
It’s pretty straight-forward and simple. Google, as 
opposed to other job sites, like Indeed or Monster, 
uses its own technology to power the job search 
listings.  

The jobs you will see are collected from different 
job sites. Job search sites such as LinkedIn, Monster, 
Facebook, CareerBuilder and Glassdoor have already 
partnered with Google. Indeed has not partnered up 
with Google yet.

Example of how Google’s job search function looks 
like:

If you’re now going ahead trying to type in your 
job title in Google Search and you don’t see any 
difference or can’t find this new feature, it’s because 
Google for Jobs hasn’t launched world wide yet.

Important: Google for Jobs is not a job board! 
Recruitment agencies are not posting directly to 
Google or paying Google for classified ads.

At the bottom of each job, you will see more 
information about the company as well, like 
Glassdoor reviews. So make sure you have a 
strategy for your employer branding in place 
as well.

Google for Jobs shows you all the job boards that 
have the position listed, which is useful for candidates 
who might already have a profile with one job listing 
page but not another.

Where is Google for Jobs 
available?
Google for Jobs was first launched in the US in 2017 
and has since gone live in Canada, Spain, India, parts 
of Africa and in the UK.
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The below requirements are not specifically 
recruitment or hiring specific, but something 
really everyone needs to be aware of when 
posting any type of content online:

•   Optimise for mobile:
     If your content is not optimised to show easily 
     on mobile, you will get penalised. Google knows  
     that the world searches on mobile, so not creating  
     an experience that works on all devices, will not  
     work in your favor.

•   Clean URLs
     A URL should be clean, meaning if you were to see  
     only the URL of a website, you should be able to  
     tell what the content on that website is all about.
     As a reference, this is a “dirty URL” www.example. 
     com/news?page=1234&year=2009
     This would be a clean one: 
     https://www.morganmckinley.com/find-staff

•   User Experience
     Don’t make the user think too much. Make your  
     information easily accessible. Making a user click  
     through 19 times to get to your “jobs section” is  
     not a good UX.

How can you get your job 
listings on Google for Jobs?
For Google to be able to pull the data from your 
site, you will need to implement the correct schema 
mark up on your website. The correct scheme to use 
for this is “Job posting”. This is something your web 
developer should be able to implement for you.

While Google for Jobs might not have launched in 
your country yet, it certainly is in the making. So, 
taking the right steps now to get your job ads in front 
of your best candidates at the time they are searching 
for jobs, is something you need to start thinking about 
sooner rather than later.

How to post jobs on Google for 
Jobs?
Nothing is impossible, as long as you have the data 
you need. If you’re a recruiter or hiring manager 
wishing to make your job easier by using Google for 
jobs, make sure you fill out all the data Google needs. 
Leave no input field behind.

It’s critical you fill out:

•   Role Title
     Clean and clear, no ninjas and wizards please. Also,         
     the more specific the better: full stack developer vs.  
     developer.

•   Location
     Make sure the address is correct if an office has  
     multiple location

•   Salary
     We all know there’s a lot of debate on the topic  
     of publishing salaries in job ads. However, Google  
     factors salary into their guidelines, so the pros  
     would outweigh the cons in this case. We are 
     also seeing a trend in creating more “racicially  
     transparent job ads” which also favor publishing  
     salaries in job descriptions.

•   Job Description
     A good job description will make you stand out 
     to high quality candidates. Your job description  
     should not be the same as the job title but 
     should include responsibilities, qualifications,   
     skills, working hours, education and experience  
     requirements. If you don’t have much time to write  
     a job description, just download one of our industry  
     specific job descriptions here - for free.

•   Employment type
     Make sure to clearly state whether this is a full- 
     time, part-time, casual, temporary or contract  
     position
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