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Introduction. 

‘The Hunt For Tech Talent’ was the first event after what has become fondly known as ‘March 
Madness’ at the In-house Recruitment Network. This breakfast meeting was a specialist speaker and 
round-table networking breakfast event which saw 53 of us pour into 41 Portland Place to discuss all 
things tech talent and what a morning it was. With what must be one of our highest attendance 
rates, we heard from 3 specialist guest speakers who helped us unravel current challenges, solutions 
and best practice as we navigated our way through the complex world of technology recruitment. 

Who spoke? 

 

What was discussed during the breakfast meeting?  

• The many challenges of attracting specialist Tech talent 

• Understanding where you need to be to find Tech talent 

• Onboarding and retention 

• Talent pooling 

• The very best tools and tech to help you successfully recruit 

 

The world we are living in continues to see advancements in technology year-on-year, and with this 
comes high demand for a relatively new type of skillset and one which is constantly evolving. We’ve 
put together this short document to reveal the outcome of two intimate roundtable discussions 
which took place on the morning the breakfast meeting to hopefully enlighten and inspire you to 
make changes to the way you recruit technology talent.  

 

 

 

*** 

Nick Yockney, Head of 
Talent, Lystable 

 

Jan Vanden Boer, Executive 
Recruiter, McKinsey Digital 

Labs 

 

Alexandra Slater, Country 
Manager UK, Dice 

 

 

http://uk.dice.com/?gclid=CjwKEAjwl9DIBRCG_e3DwsKsizsSJADMmJ11-JjyL_Fz9G5IGcnJMZ00H5VuZOKWIGZQkvCYKDdUhBoClrrw_wcB
http://www.inhouserecruitment.co.uk/


 

The In-house Recruitment Network. 

This breakfast event was attended by around 30 members of the In-house Recruitment Network. 

The In-house Recruitment network is the fastest growing community for In-house Recruiters and HR 

professionals in the industry. Members benefit from helpful and informative online forums, 

specialist breakfast events, high value conferences and of course the official In-house Recruitment 

Awards. With almost 10,000 members, the In-house Recruitment Network is the largest, most active 

professional network of In-house Recruiters in the industry, hosting over 25 high calibre events and 

meetups a year, the In-house Recruitment Network is the perfect place for intimate peer-to-peer 

networking and knowledge sharing. 

 

Dice 

We are proud to have partnered with Dice formerly The IT Job Board for this incredible breakfast 

meeting.  

“Dice is a leading tech career site for the UK and Germany. Dice quickly delivers the opportunities; 

insights and connections technology professionals and employers need to move forward. 

uk.dice.com connect employers with relevant active and passive tech professionals. 

In 2016 Dice launched Global Integrated Search, combining the Dice CV Database with social data 

extracted from the award winning social recruiting tool Open Web. This created the largest database 

of active and passive candidates in the UK. Dice currently works with leading companies such as Sky, 

UBS, EE, Amazon, BAE and many more.” 

In this document, you will find a summary of the discussions that took place 

during the roundtable discussions at this breakfast even. 
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What are the main challenges experienced by tech recruiters? who 
hire tech roles?  

 

Getting buy-in from senior stakeholders  

This is a common trend that we see with most in-house recruitment functions. The 
challenge of obtaining buy-in from senior stakeholders appears to be ongoing in a world 
where ROI and cutting costs is everything.  

 

Diversity 

The buzzword of the decade. Trying to create and nurture a diverse workforce when recruiting 
within an industry that is infamous for lacking in that area is no easy task. Gender diversity featured 
as one of the biggest issues for diversity in technology.  

 

Attracting tech talent into a seemingly less technological environment 

With the threat of Google, Facebook and a plethora of other typical tech organisations, trying to 
attract top talent into your business which is not necessarily known for tech can be extremely 
difficult. Lack of brand awareness in the tech space and the brand being positioned in a way that’s 
not helpful for tech talent attraction were also brought up as challenges. 

 

The community not knowing enough about the tech projects your company is 
currently getting involved in 

Lack of awareness within the tech community on all the amazing things you’re doing as a brand can 
have a hugely negative impact, especially if you’re not the most technological business on the 
surface of things.  

 

Geographical challenges 

Another common theme with specialist roles is geographical constraints, particularly for businesses 
in more remote areas or areas with a very specific type of demographic.  

 

Building the employer brand 

Having the time, money and resources to build a solid, successful employer brand can seem a 
virtually impossible feat. Employer branding is so important to get right and it can mean half the 
battle is won with attraction if you get it right.  
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How to identify the right partners among so many agencies 

For the most niche roles, a key agency partner is often a vital addition to the process, but there 
seems to be some grievances around finding the right agency for the business to work with and how 
to select the best partner possible. The difficulty is in selecting a partner who mirrors your own 
business’ values.  

 

Creating a streamlined interview process 

When you’re trying to hire the most in-demand professionals, a slow, laborious process will do you 
no favours. The challenge lies in how to streamline the process but still include the stages which are 
important for such highly skilled roles.  

 

Salary restrictions, particularly for NFP organisations 

A hurdle for businesses restricted by budgets is how to overcome the issue of lower salary offers. 
What can you offer as a business to overcome the problem of salary restrictions? 

 

A business that’s reluctant to change 

How can you expect to make any positive improvements in a business that doesn’t want to make a 
change to the process? You won’t. This is one of the greatest challenges, not unlike the issue with 
senior stakeholder buy-in. 

 

Lack of niche skills based on location 

This point came up several times. There is an obvious challenge where niche skillsets are concerned 
among more sparsely populated and rural locations.  

 

Accelerated hiring and increased expectations internally 

An acceleration in hiring is a big challenge for any in-house recruitment team where resource has 
not increased. Often, this is met with high business demands and added expectations internally to 
get jobs filled. Every hiring manager will deem their job the most important.  
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What are your short, medium and long term objectives and how 

are you looking to achieve them?  
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What’s working well for you right now and what tips can you offer 

your peers?  

 

Going to events/hosting (meet ups/tech events) learn about the market 

This is so important and a really great way to network and get yourself in front of your target 

audience. It’s also a good opportunity to network with industry peers where you can share 

challenges but also learn from each other and pick up new ideas and tips.  

 

Interns & graduates 

Make the most out of entry level talent. They are cheaper than experienced professionals, so if 

you’re a business who struggles with salary restrictions, this could be a great option for you. In an 

industry where professionals are constantly on the move, you’ll find that hiring people at an early 

stage in their career will be beneficial. You’ll find that most graduates and interns who are looking to 

work in this field are incredibly eager and if they make a good fit, offer them a job and home grow 

your talent that way.  

 

Referrals  

Referrals can be very powerful if done in the right way. Good people know good people. In an 

industry that moves quickly networks flourish - a referral scheme can free up a lot of your time as an 

in-house recruiter, especially where some of the more specialist roles are concerned. When you’re 

unsure of where to find these people, ask the experts you’ve already got access to. What you offer in 

referral fees and rewards will be significantly lower than what you’d pay an agency.  

 

LinkedIn ambassadors 

There really is no denying how valuable LinkedIn has become for the entire recruitment industry. It’s 

all very well to be a recruiter with a fully optimised profile and a license, but what you really need is 

for your tech guys to champion LinkedIn as well and work as real ambassadors for your business 

brand.  
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Video job descriptions 

Show off your tech skills from the beginning with an interactive job advert and application process. 

Videos and video interviewing add a whole new dimension to the process and if it’s done right it can 

make a huge impression on prospective employees. This is certainly something you should think 

about if you’re looking to attract the very best.  

 

Using A Hiring Manager’s LinkedIn account 

You need to get buy-in and permission to do this, but what better way to attract talent into a role 

than by advertising and sourcing directly from the hiring manager themselves. A role is going to be 

one hundred times more appealing to a candidate if someone with a similar job title to themselves 

approaches them rather than someone with the title of ‘recruiter’.  

 

Efficient ATS  

The ATS constantly gets flagged for its importance in the process and for tech candidates it couldn’t 

be more important. If you’ve got an old stuffy system, no one is going to complete the application. 

This industry moves so fast that no one worth hiring will spend hours going through your lengthy 

application process. They don’t need to do that.  

 

Getting engineers to create the process  

Why not get your tech engineers to create the process themselves? They will have a good grasp of 

what works and what doesn’t and it should be a good learning experience for you. This is one of the 

best exercises if you really want to get ahead of the curve and stand out from your competitors. You 

need to encourage everybody to get excited about recruitment.  
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The 

Presentations. 

On the morning of the breakfast 
event, we had the pleasure of hearing 
from three specialist guest speakers.  
These presentations are available for you to 

view on the following page. 
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The 

Conclusion. 
As always this was an incredibly eye-opening 

event which really highlighted some of the 

challenges but also some of the great things 

that are happening in tech recruitment.  

Unlike the challenges of last year which were focussed around onboarding and 

the threat of contract work, this year the biggest challenges for tech 

recruitment look to be diversity within the sector, getting buy-in from senior 

stakeholders and getting hiring managers involved in the process.  

It is so important in tech recruitment to keep your process agile and as tech-

friendly as possible. This has become one of the fastest moving markets in 

recent years with talent in incredibly high demand. Using the talent, you 

already have access to can greatly improve your processes and make you a 

more attractive prospect to tech professionals both passive and active in the 

job market. Accept that the industry moves fast and focus on providing the 

best experience possible.  

We really hope that these notes have given you the kick-start of inspiration 

you need to transform the way you recruit today’s top tech talent.  
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