
 

 
Dawn Edwards, Gedling Recruiting Talent speech 
 
Good afternoon, I’m Dawn Edwards.  I’ve been asked to speak to you today from an 
employer’s perspective.   
  
I am Managing Director and founder of Challenge Consulting, an award winning provider 
of leadership & management development through training and coaching, and the largest 
centre for ILM qualifications in the East Midlands.  We provide training to business in a 
wide range of topics, including recruitment & selection.  We have a wide array of clients 
including some very large companies such as Balfour Beatty and the NHS, as well as 
working alongside smaller organisations.   
 

 
 
I’m also a local girl, having been born in Calverton and having attended school there, so 
Gedling is where my heart lies and I am interested in all things related to its wellbeing. 
 
Many of you in the room will have to recruit staff – and it’s tough and time consuming to 
get right which is why we are here today! 
 
Identifying the role, hours, opportunity for flexibility and squaring this with the other staff 
members, writing the job description and where to pitch the salary, where to advertise, 
how long to leave the advertisement open for are all dilemmas, never mind the dreaded 
person specification and scoring matrix to ensure you can justify your decisions.   Let 
alone whether or not to leave gender/dates of birth and names on the application forms to 
avoid bias. 
 
More and more, candidates are expecting feedback (and it’s only right that we should give 
it) but it’s still is an extra layer of time and effort as well as ensuring we stay on the right 
side of the law with equality and diversity legislation. 
 
I thought it might be useful to give you a few statistics to whet the appetite and get us 
thinking about why events such as today are so important. 
 



Those of us who employ others aren’t in the business of recruiting just anyone.  We need 
to recruit “TALENT”.  Those who can complement and add something to our business.       
 
As an employer, it’s tough out there to recruit the right talent.    Labour market statistics 
suggest we are in the toughest market for recruitment in recent time (since the 70s) with a 
low pool of available labour since we have record levels of employment.  This means we 
may need to be a little more creative and will often be in a highly competitive 
situation.   76% of hiring decision-makers say attracting quality candidates is their #1 
challenge and 88% agree that an informed candidate is a quality candidate – more than 
ever before recruitment is a two way process. 
 
Just like any field of business, when you are in competition, you need to stand out – salary 
alone is no longer going to be sufficient to attract the best (and an eye needs to be kept on 
retention too). 
 
Branding is important – job seekers will often be more attracted to a role if the organisation 
is known to them and 4 out of 5 will have checked on line for reviews to see what it’s like to 
work at the organisation.  Every message you put out (or others put out) therefore plays a 
role in their decision to apply.      
 
Go back ten years, and it was common to advertise in newspapers – no more.  The 
workforce and prospective workforce of today hear messages through a variety of 
mediums and in fact more than half will be attracted to the recruitment pool through 
networking events or through word of mouth/social media.   The competition online is 
enormous to make your offer stand out. 
 
The talent pool and the ticklist of what applicants are looking for in a company has 
changed with a large component of whether to apply being driven by a variety of 
considerations – most prominently, company values tops their list (CIPD workforce 
survey): 
* Organisational values 50  
* Career development opportunities 37 
* Organisation’s pay and benefits 37 
* Working practices, for example flexible working, performance 35  
* Perception of organisation in the marketplace 26 
 
For us as employers therefore it’s critical that we have our eye constantly on our reputation 
and getting our brand messages out there – displaying our values and what we stand for 
as a company.  
 
From millennials, those born 1981 to 1995 onwards, flexibility too is high on the list – the 
right to choose when and where to work, and autonomy and trust in the role features high 
on their list.    
 
So too does “giving back” and Corporate Social Responsibility therefore and messages 
about being involved in something greater for the community than just work is important in 
your messages when attracting candidates. 
 
The time to recruit and the risk that your preferred candidates will get “snapped up” during 
the process is real.     61% of those surveyed by CIPD still prefer face to face interview as 
part of their selection (they’re choosing you and assessing the opportunity) as well as the 
other way around. 



 
From my own perspective having shortlisted down to 4 candidates for a recent 
advertisement, in the space of one week , one had been offered a different role within their 
own work with more flexibility and withdrawn their application; another had been offered 
and accepted another job offer.  Having spoken to specialist recruitment firms this is not 
unusual.  We need to be quicker and more effective at recruitment – on average it is 28 
days or thereabouts for the selection process which gives plenty of time for others to 
attract the “talent”. 
 
Recruitment is time consuming and the average cost of an agency placement is around 
£3,000 which could be cost effective in some cases.  However there’s no short cuts, and 
the decision ultimately rests with the company.    
  
Some clients of ours tell us they have a six week trial where agency staff work with them, 
before they then consider whether or not they could employ them directly, and extend this 
where necessary.   
 
It’s tempting to develop talent in-house and being seen to do so would fit with the values of 
those seeking work, however it isn’t always practical and for organisations to grow they 
need numbers – of the right people, with the right knowledge and the right attitudes. 
 
The pipeline from advertisement to hire is on average 27.5 days.   Employers and 
recruitment specialists we have spoken to tell us that even if you do recruit, the average 
time before employees change jobs is 4 to 5 years.  Perhaps we need to be more creative 
in thinking of ways to retain and re-train! 
 
Finally – on November 7th I was recruited to a new role....actually it was more of a 
promotion.  I became President of the East Midlands Chamber of Commerce, and have 
the honour and privilege alongside my day job of representing the view of the very many 
businesses who are (and we hope will be ) in Chamber Membership.   I didn’t do this for 
the money (it’s voluntary), I did it because it aligns to my values.  It is striving to improve 
the economy in the East Midlands (the area I love), and has recently re-branded its vision 
to “Support Business and Communities”.   I’m here today as a product of a business and a 
community and therefore it is that which encouraged me to take the role.    
 
The East Midlands Chamber has a number of great initiatives which help to encourage 
skills and opportunity, and to drive the brand “East Midlands”. 
 
The East Midlands is the centre of the UK – stick a pin in the middle and there we are.   
 
Every one of us in this room is a role model – we all have a story and attracting people to 
our companies, and our industry will all help to drive the economy in the East Midlands.  
We have thriving and vibrant cities with fantastic universities and so much to offer not just 
within the workplace, but outside with beautiful countryside, and amazing diverse 
communities.   Join me in promoting brand “Team East Midlands” and Gedling, an area 
which all of us in the room have a vested interest in. 
If we can have a compelling vision that gives one clear message to government with some 
clear asks for this area, then we have every chance to make an impact.    
 
Thank you for listening. 


