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We face yet another New Talent Reality. The last 
edition of The Human Age discussed the record high 
talent shortages, low unemployment and demand for 
skilled workers. Today we face a historic labour market 
shift with rapid decline across some industries and a 
fast rise in others. It’s the fastest reallocation of labour 
since World War II.  

What we’ve seen in Ireland in the second quarter  
of 2020 is a sudden swing to thousands of people 
being out of work or on a period of hibernation, yet 
there are still employers hiring. New and existing job 
opportunities 

remain, and not just in the sectors we have heard 
about – supermarkets, logistics, healthcare – but 
also customer service, insurance agents/sales, 
management analysts, IT security specialists and IT 
project management.  

Essential work is being redefined, as almost all 
advertising has reminded us throughout the pandemic 
to thank the supermarket, transport, security and 
maintenance workers, as well as our HSE and social 
care workers. The jobs that can and can’t be done 

remotely are not the only shift: we’ve seen countless 
statistics about the impact on gender, generations and 
ethnicities, and how they are being or will be impacted 
in the long run. It’s the role of businesses to mitigate 
the shortfalls of the virus, and maintain the positives as 
they’ve emerged – creating more flexible, supportive 
virtual workplaces. 

What we can be sure of is this: while thankfully only a 
small proportion of the population will be infected by 
COVID-19, 100% of us will be affected by it. 



In the second quarter of 2020 we witnessed the most significant 
workforce shift in our 70-year history as industries were reshaped 
overnight.  The impact on the labour market was felt in waves 
around the world – with a few exceptions, no country has been 
immune to the changes that COVID-19 has brought. Countries have 
learned from each other about what works and what doesn’t in 
controlling the virus – from the importance of testing, tracing and 
containing cases to how to prepare for reopening businesses and 
society. 

Employers know the return will be gradual, the impact long-lasting, 
and are planning accordingly – remote working, physical distancing, 
PPE where relevant and changes to how we get around. 
Organisations have been working on their own detailed phased 
return plans which in many cases far exceed the proposals set by 
governments. 

Many employers are calling for more flexibility to adopt local 
and industry-specific measures relevant to their business or 
geography. We know that we need to work across sectors and 
geographies to leverage best practices, and this is why we have 
been an active partner in the Safely Back to Work Alliance (more 
details on page 11). 

Companies have moved fast to adapt their workforce overnight and 
we don’t see that completely reversing. In the long-term we hope to 
see the emergence of a future of work that is more flexible, more 
virtual, more trusting and allows people to better blend work and 
home. That can only be a good thing for employees and employers. 
We are going back to the future of work, not the past.  

These have undoubtedly been the most testing of times, but we 

also know that we have faced many challenges in the past and have 
overcome these as well. Employers and workers are resilient and 
adaptable to change and will succeed through strong leadership, 
good planning, continued agility and great communication. These 
cornerstones will be as important as ever. 

From a business perspective, we know that getting the talent 
planning right is going to be crucial to success. Many businesses will 
be fundamentally changing the way their facilities look and operate. 
Employers are also thinking further about the talent they will need 
– and where it will come from. The recent seismic shifts affecting
the business world will undoubtedly impact organisations’ talent
requirements.

This is where good planning is needed – to understand the skills you 
need now and in the future. Our planning and insight is underpinned 
by our model: Build, Buy, Borrow and Bridge (4Bs)  

•  Build the talent you need by investing in the learning and
development of your people to ensure they have the skills they will
need in the future

•  Buy the talent you need by going out to the market and identifying
those with the job-ready skills to help you meet your business
goals immediately

•  Borrow the talent by cultivating communities outside your
organisation to dial up and down the skilled individuals needed for
success

•  Bridge the talent that might not fit in their role anymore; helping
people to move into new roles and nurture their transferable skills

Already we are seeing that the skills needed today are changing. The 
right networks and an open-minded approach to these changes will 
be at the heart of every successful business.    

What’s clear is that the future workplace is unlikely to look or feel the 
same for many people – certainly not in the short-term, and unlikely 
in the medium or longer term. That is why being flexible, adaptable 
and open to change is so important – for those of us who are leading 
these organisations to those who play such an active role delivering 
the goods and services on a daily basis. The new normal will be one 
that is ever more likely to keep evolving. 

By Mark Cahill    @mark_employment   /markacahill 

“ As with every business, we have had to make 
adjustments to help the business and our employees 

work safely amidst the COVID-19 pandemic. Whilst we 
continue to support our clients during the outbreak and 

keep recruitment running, we’re applying common sense 
to our approach and following the government guidelines. 

In these uncertain times, it’s more important than ever 
to ensure that the business works to understand the 
situation where possible and provides updates to its 

employees as things change. ”Neil Denton, Director of Recruitment, Capgemini

A New Work Landscape
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Total Talent Management in Practice 

In today’s changing world, flexibility and agility for every 
organisation is crucial. At the heart of this is a better 
approach to how they attract, understand, manage and 
evolve their workforces. Central to all of this is the improved 
use of data and technology across the full talent lifecycle.

“Helping clients move faster and make better decisions is central to 
what our Talent Solutions offer is all about,” says Jill Bassett, Brand 
Leader for Talent Solutions “There is so much more that can be 
done through the effective use of data – gaining a deeper 
understanding of candidates, their motivations and how to engage 
with them, and how to support people in achieving the career 
choices that are right for them. There is much data and insight 

out there – the challenge is analysing and interpreting this to help 
clients make the decisions that are right for them. We’re already 
seeing some great results from this approach in developing more 
effective solutions for our clients.”

Talent Solutions brings together expertise from across 
ManpowerGroup from RPO (Recruitment Process Outsourcing), 
TAPFIN MSP (Managed Service Provider) and Right Management 
– providing innovative solutions and maximising end-to-end, data-
driven capabilities.

By Jill Bassett, Brand Leader for Talent Solutions Global
 @jill9b   /jillbassett1 

ManpowerGroup Talent Solutions: Using Data to Deliver Better Workforce Insights

 INCREASE 
EFFICIENCIES

BUILDING THE 
FOUNDATIONS BUILD, BUY, 

BORROW AND 
BRIDGE

LEVELLING UP 
THE NORTH

EMPLOYER VALUE 
PROPOSITION

With a business model structured around attracting the 
best talent in the market, the HR and Procurement teams 
at Capgemini have been putting the building blocks 
in place to move to a Total Talent Management (TTM) 
approach across their business. So, what are the steps 
that the organisation is taking to prepare for this shift, 
and why are they doing it? 

WORKING TOGETHER TO  
INCREASE EFFICIENCIES

Today, Capgemini manages recruitment 
through several initiatives managed with 
different partners, including Experis. 
Alongside the core RPO and MSP 
(Recruitment Process Outsourcing and 
Managed Service Provider), Capgemini 
also has programmes for senior hires, early 
careers and those returning to work. Whilst 
these programmes work well independently, 
the silos between the different programmes 
create some inefficiencies, which could 
be reduced through the development of a 
TTM approach – helping the teams to work 
smarter rather than harder. 

Neil Denton, Director of Recruitment at 
Capgemini, has been in his role for just 
over a year, bringing with him a focus on 
adding value to stakeholders across the 
business while streamlining recruitment 
processes. Central to his approach is close 
collaboration between HR and Procurement, 
helping to avoid the friction traditionally 
experienced between the two teams in 
other organisations when it comes to the 
management of permanent and temporary 
employee recruitment. 

Adam McElhone, Category Manager for Professional Services 
and Neil’s Procurement counterpart, highlights that: “My team 
is focused on the right service at the right cost; Neil’s team 

is focused on getting the right people into the business and 
efficiency of service at the right costs. There could be some 
opportunity for friction, but we’re very aligned with needing to 
get the best people for the business. And by sharing ownership 
of the suppliers, we’ve created a strong alignment between the 
two departments.”

THE IMPORTANCE OF A STRONG 

EMPLOYER VALUE PROPOSITION

In an organisation with varied 
recruitment needs like Capgemini, 
there are difficulties in presenting a 
single market proposition and approach 
without diluting the core brand. Neil 
believes that TTM is critical: “For us, 
TTM is more around collaboration and 
understanding. It’s about having one 
really strong route to market where the 
brand takes the lead.”

BUILDING THE FOUNDATIONS

Whilst Neil and Adam are both clear 
on the potential benefits of TTM, they 
also recognise the importance of taking 
their time to do it properly. At the same 
time as working with their partners 
to refine how the RPO and MSP 
programmes are run, the recruitment 
team at Capgemini is taking the time 
to assess what TTM needs to deliver 
across the whole talent lifecycle for their 
organisation. Adam says, “We need to 
understand what form of TTM we want. 

There are a number of questions that we need to understand 
about the programme internally first before we start pushing out 
to suppliers. Because if we go out to tender and the idea isn’t 
fully formed, then it’s increasing the chance that the programme 
will fail.”

BUILD, BUY, BORROW AND BRIDGE

The TTM framework comprises four key talent strategies: Build, 
Buy, Borrow and Bridge. With their strategies for Borrow and 
Bridge clearly outlined in the business, Capgemini will focus 
much of its attention over the coming months on Build and Buy. 

At Capgemini, Building its own talent has become increasingly 
important as access to skilled technical people becomes more 
difficult. Across the global business, Capgemini has established 
its own university, providing a wealth of courses internally. 
The company also actively encourages employees to keep up 
with the latest developments in the marketplace. Learning and 
Development continues to be an area of significant investment 
for Capgemini, with a strong focus on digital platforms to help 
maximise learning opportunities across a geographically diverse 
workforce. 

When it comes to Buy, Capgemini recognises the need to shift 
away from a historical focus on how many years’ experience an 
individual has, and more towards their capabilities and 
learnability. The company is also looking to increase its focus on 
‘silver medallists’ after the interview process, working to 
understand what training a candidate who has 80% of the 
required capabilities might need to get them to the level of 
knowledge that they need to join the business. 

Whilst the company remains guided by where its clients need 
the talent, both the recruitment and procurement teams are 
working closely with the business to manage the location of 
talent included in new projects. “I think clients are responding 
well to the government message of re-balancing the need for 
talent, which means that we are also able to increase our 
support for this change,” says Neil. The impact of COVID-19 on 
the workforce is also likely to increase the willingness of clients 
to take on individuals who work remotely, increasing the 
potential for geographical spread of talent. 

“ FOR US, TTM IS MORE 
AROUND COLLABORATION 

AND UNDERSTANDING. 
IT’S ABOUT HAVING ONE 
REALLY STRONG ROUTE 
TO MARKET WHERE THE 

BRAND TAKES  
THE LEAD. ”

DIRECTOR OF RECRUITMENT, 
CAPGEMINI

Neil Denton

To find out more about Talent Solutions, visit www.rightmanagement.ie

JOB SEARCH

JOB SECURE

The Growth of Training 
and Development: 

As a result of COVID-19 there have been many headlines 
surrounding the economic status of Ireland, other economies and in 
fact the world. What many are calling a war-time shift in government 
direction and attitude within an economy. Some comparisons have 
been made to the crisis of 2008, as the 
last time we saw such a huge 
shock to the economy and 
indeed the labour market. In 
truth, the comparisons to 2008 
are difficult to make. This is not 
a result of a broken banking 
system: it is a decision to put 
the economy on hold to protect 
the health of the population. It 
is this that has resulted in the 
economic shock – a shock that 
we need to be as short and 
temporary as possible.

It’s critically important people understand this is a war on a virus and 
everyone is on the same side. The fiscal stimulus should mean we are 
in a much better place to respond financially than in 2008. Furthermore, 
as some roles are temporarily obsolete, others are in higher demand 
than ever before. The sharp uptick in medical staff was to be expected, 
but what about those in manufacturing that quickly shifted to producing 
hand sanitiser and PPE? Or the cleaners that needed to upskill and learn 
new and medically sound hygiene practices? The taxi drivers who were 
suddenly needed to deliver medicine and food to those in isolation? Or 
the sudden spike in IT specialists to securely set up millions in home 
offices across the country?

Redeployment doesn’t just happen within a business in isolation, 
although we have seen many organisations move staff around to 

meet current demand that didn’t exist in January. We’ve also seen 
individuals and governments call for widespread redeployment of 
the population,. Across the economy there have been calls for retail 
workers in the clothing sector to reallocate their time to 
supermarkets; an increase in the need for 

distribution and logistics workers has required a shift 
in that labour force; and most recently the push for more 
domestic workers to take up fruit picking jobs as fewer 
migrant workers will arrive this year to take up the mantel. 

We are also seeing employers rethink what is needed for 
a role versus what is desired – something we have been 
advising on for some time. In the U.S. we’ve seen that 
67% of job postings available today have less 
requirements than those same roles did in January. If you 
are looking to hire a data security expert or a driver today 
– both roles in very high demand – you need to rethink
the requirements you are setting.

New roles are also emerging. ‘Contact tracing’ is a phrase we had 
never heard just a few weeks ago. Now we see the government 
committing to contact tracers, and temperature testing are 
becoming widespread during our day-to-day lives. With the growth 
of online services during the pandemic, the need for customer 
service support roles has grown – a role that is easily facilitated from 
home. 

Whether upskilling for existing roles, hiring in for brand-new roles 
or redeploying from one area of the economy to another, we must 
remember this crisis is about people. Our role as employers is to 
create the culture and conditions that allow people to take the right 
steps towards meaningful employment and sustainable work in these 
unprecedented times. 

We are seeing this crisis accelerate the new future of work, 
and employers and workers will not go back to the previous 
status quo. For years Ireland has been a candidate-led 
market, plagued by shortages of key skills with employers 
being students of what workers want to find the right talent. 
This training and development of new employees didn’t fall 
away as a ‘nice to have’ when the pandemic broke out; 
rather, it accelerated. We’re at the beginning of a training 
revolution – employers are offering free courses to their 
people like never before.

As new skills, new roles and new business requirements 
rapidly take shape across the modern organisation, the need 
for upskilling talent has never been more acute. Within a 
timespan of just ten years, we’re likely to see many of today’s 
roles rendered obsolete, swathes of new skills emerge and 
evolve across organisations, and vast quantities of workers 
needing further professional development to maintain the new 
pace of change. 

What’s clear is that organisations that can match this speed 
of innovation with the same speed of employee upskilling 
will be the victors in the near future. It’s in that light that 
ManpowerGroup launched its worldwide MyPath programme 
to enable individuals to excel further up the career ladder. 

MyPath provides workers with learning programmes, 
upskilling opportunities and on-the-job training. It enables 
candidates who’ve specialised in one area to gain access 
to other vital areas of development that are needed for 
promotion, and provides them with the tools they need to 
continuously exceed their professional goals. In doing so, the 
programme works closely with trusted associates to identify 
the areas they need to develop, guiding them through the in-
depth training they need to reach the next level. 

MyPath aims to show people how their continuous upskilling 
and development can lead to a more satisfying and 
sustainable career path, and improve their livelihoods in the 
process. It strives to consistently build the talent pools of the 
future so that employers can meet the business challenges of 
tomorrow, armed with the right talent by their side. 

Upskilling, Redeploying and Career Ultramarathons

In 2019, the  Hospitality and Tourism sector
was thriving a sector which, as we went to 
print, remained widely battened down. Yet 
we know that almost half of roles in this 
sector are hired for behaviours rather than 
technical competence, as these are the skills 
that make the difference when it comes to 
customer service. If customer service is the 
differentiator what fundamental skills can 
these individual lay down to be ready to 
enter new roles when the pandemic cloud 
lifts?

https://twitter.com/jill9b
https://www.linkedin.com/in/jillbassett1/
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A Message to Colleagues  
About Recent Racist Events

What Workers Want
We know from our research and the hundreds of thousands of people we put to work each year that what workers want varies by age, gender and geography, yet the biggest  

determinant is where someone is in their career lifecycle. This crisis has accelerated the move to understand what workers want, and in many cases there may be no going back.  
Now is the time for employers to think differently about what they offer, starting with the opportunity to blend work and home and creating clear career pathways to in-demand jobs. 

Read the full report on what workers want and plugging the skills gap at www.manpower.ie 

GEN ZS (AGE 18–24) 

Gen Zs are ambitious, 
hungry for cash and career 
development. Women and men 
have differing priorities. When 
looking for a job, women look 
for competitive pay twice as 
much as their next priority – 
flexible hours – while men say a 
strong brand and diversity are 
most important.

YOUNGER XERS (AGE 35–44)

Young Xers start to see 
balance kick in. Men prioritise 
flexibility as much as women. 
They want a flexible start and 
finish to their day, the ability to 
work remotely some, if not all 
of the time, and they want their 
share of parental leave.  

MILLENNIALS (AGE 25–34) 

Millennials want more pay, 
flexibility and challenging 
work. They understand they 
have a career ultramarathon 
ahead of them and want to 
achieve a One Life balance for 
the long run.  

BOOMERS (AGE 55+) 

Boomers are also driven by 
pay, challenging work and 
flexibility. The boss they work 
for and the people they work 
with matter a great deal too. 
Older workers want to pay 
it forward: those over 65 are 
also motivated by purpose.  

FOR BUSINESSES 

Work has literally left the building. For years we’ve 
heard the growing chorus of calls for more flexibility, 
while maintaining productivity, and this has been 
realised overnight. According to FlexJobs, in April 
2019 8.6% of available roles could be done remotely. 
Today that is 23.4%, rapidly rising from 11.7% in 
January 2020. We predict offering remote work will 
continue to be the fastest rising non-wage benefit: 
people value it and it’s cost effective for companies.     

Feelings of isolation, stress, fear and anxiety will 
be a COVID-19 legacy, and so too will our 
reflections on the value of health, wellbeing, family 
and community. The organisations that demonstrate 
they live their values and deliver on their purpose, 
especially in these challenging times, will be those 
that attract, retain and motivate the best skilled 
talent for future growth.     

Leadership has been redefined. Leadership today 
needs to be in service of the emotional and physical 
wellbeing of people first, and then in service of 
the business. This isn’t just your direct team; this 
is everyone. Ask yourself: what is it that you can 
uniquely bring? No-one has a playbook for this. 
Agility and authenticity are key.

FOR WORKERS 

Performance finally outweighs presenteeism; the way 
work gets done has had to shift to accommodate 
children being out of school and family members 
needing more support. We are increasingly 
living One Life (that blends work and home) at one 
time. Employers need to recognise this and be 
accommodating to employees as businesses plan 
their reopening. Don’t drop the amended timetables 
of flexi-hours and staggered shifts; perhaps offer more 
flexibility for people to work around their family.

Before this global pandemic, flexibility was growing in 
favour and part-time work was on the rise, enabling 
companies to manage their balance sheets and people 
to better blend work with home and other interests. 
The proportion of part-time roles have almost doubled 
and demand for contractors is on the rise.     

Keep your focus on women and diverse groups that 
might be negatively impacted by the pandemic. In the 
Ireland women and ethnic minority groups have 
historically been the most impacted by rapid rises 
in unemployment. Employers need to work hard to 
avoid re-marginalising those that have worked hard to 
engage – women, parents, carers, older workers and 
other underrepresented groups.

WHAT DOES THIS MEAN TO A POST-COVID-19 WORKFORCE? 

Employers must start with a simple question: why not? Why not allow people to continue to work in a 
way that suits their family? Why not assess someone’s skills so they can adapt to a new growth role even 
if they’ve never done that job before? Processes and policy are important, yet culture is at the top of the 
pyramid. Equip managers to have open conversations with people about their career and the challenges they 
are facing at home. Listen to their answers.

Like so many individuals and organisations, ManpowerGroup shares the sadness 
and outrage of the chilling recent racist events. Below is a message Jonas 
Prising, CEO & Chairman shared at the time with global colleagues. 

Dear Colleagues,

Like you and your families, over the last few days my family and I have shared our 
sadness and outrage at the chilling, racist events of the last week. The tragic death of 
George Floyd in Minneapolis and the horrific incident in New York’s Central Park are the 
latest of many episodes angering swathes of our communities, across the U.S. and 
beyond. 

Following a weekend of protests and unrest in many cities across the country, including in 
our own community here in Milwaukee, I want to reinforce to all our ManpowerGroup 
employees, associates and clients that we take this as a stark reminder of the importance 
and urgency with which we all must address these inequities. When our society is broken 
for some, it is broken for all of us. And where we have the power, the influence, the tools 
and the opportunity to be a part of fixing this, we must stand together, and we must act 
together.   

COVID-19 arrived as a health crisis, now evolving into an economic and a social crisis. 
While it impacts everyone, we must be open in acknowledging that it doesn’t affect 
everyone in the same way. In every instance Black and Brown people in the US have 
been disproportionally impacted, adding to the inequalities and injustices that already 
existed for too long. This is a stark reminder that we still have a long way to go to make 
our communities and workplaces more equitable, more inclusive, and better for all. 

At ManpowerGroup, we believe in human potential and we advocate acceptance, respect and 
inclusion.  We remain committed to do all we can to fight racism and to strengthen diversity, 
equality and inclusion within our great company, and in the communities in which we live and 
operate. We also know, from our vast experience in labour markets across the world, that we 
must engage and include all available talent and ignite human potential to sustainably grow 
prosperity around the world. It is the right thing to do, and it is what we must do to prosper. 

I confess that I do not know all the answers to rectifying many decades of racism and inequality.  
But I do know that I want us, 
by living our values, to be part of the solution. And I know that we will never stop working towards 
creating a better and more equal workplace where everyone feels welcome, listened to and seen, 
and able to unleash their human potential. We will never shift from our purpose – that meaningful 
and sustainable employment has 
the power to change the world. We will always take seriously our responsibility and our 
commitment to reach, assess, train and upskill people of all communities because we do know 
that work, education, skills and aspiration are critical parts of community cohesion and prosperity.  

We are proud that our workforce is diverse, yet we acknowledge we have more work to do.  For 
every employee in our organisation, particularly those of colour, I want to say clearly that we are 
with you, we support you and we hear your pain and anger. And where there is more we can do, 
we will listen, we will learn and we will change. We are committed to doing our part and being part 
of the solution. 

Jonas Prising, ManpowerGroup Chairman & CEO 

 @jonasprising   /jonasprising 
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1. WHY ARE YOU INVESTING IN OUTPLACEMENT?
There are many reasons to invest in outplacement. The 
most obvious is a duty of care to those leaving the business, 
ensuring they’re provided with the tools and information they 
need to make their transition as smooth as possible, and 
to approach a difficult job market with confidence. Whilst 
you may not be able to control the opportunities available 
to your former employees, you can ensure they’re equipped 
with a winning CV, knowledge of the hidden job market, 
online networking techniques and an understanding of their 
transferable skills.  

It’s also important to remember that each employee will 
have different career goals – so support must also take into 
account options such as self-employment, consultancy, 
higher education or retirement.  

Whilst outplacement is undoubtedly the right thing to do for 
your people, it’s also key to maintaining employer brand. In 
today’s digital world of social media and employer review 
sites such as Glassdoor, businesses must remember that 
former employees are critics and customers, too. Offering 
outplacement services means that those in transition get 
professional help in identifying and preparing for their next 
career move so they land on their feet faster, and current 
employees are more likely to view the changes positively and 
stay engaged and committed to their work. 

Businesses must also consider the concept of boomerang 
workers, with the very real possibility that former employees 
represent a rich talent pool for the future.  

2. WHAT DO YOUR EMPLOYEES REALLY WANT?
Whilst compensation will be a key consideration for those 
being made redundant, it’s simply not enough to provide 
exiting employees with a financial package and send them on 
their way.  

One-to-one coaching provides the greatest benefit  – offering 
a confidential, impartial opportunity for individuals to explore 
their options with a qualified career coach. 

The world of work has undergone a significant shift and 
the focus for many outplacement discussions will be on 
upskilling or reskilling: helping individuals to identify potential 
opportunities outside of their sector or expertise, and 
highlighting areas for development, signposting to training 
that will help people gain those skills and boost employability.  

At the peak of the 2008 financial crisis, restructuring saw 
thousands of financial services employees made redundant, 
sometimes overnight. Consequently, the reputation of the 
financial services sector took a serious hit and banks were left 

with a workforce where morale, productivity and loyalty were 
at an all-time low. 

Consider how you can support the mental and emotional 
wellbeing of your employees. Outplacement programmes can 
include resilience and change management training – useful 
techniques when facing uncertainty. 

3. ARE YOU COMMUNICATING FAIRLY AND TRANSPARENTLY?
Communication is key for any change project, especially 
where this involves restructuring. How you restructure your 
organisation and prepare it for growth is directly impacted 
by how you treat departing employees. Poor communication 
has a negative impact on morale, often making the 
difference between a successful and unsuccessful initiative. 
Providing clarity from the outset is vitally important to help 
individuals understand how they will be affected and what 
the changes may mean for them, as well as avoiding mixed 
messages travelling across the company. It’s also essential to 
communicate the benefits of the outplacement support to line 
managers who may be managing referrals.  

Communication must be delivered consistently across the 
organisation; messaging can become blocked or diluted as 
it’s filtered down through leadership channels, leading to 
mistrust or disengagement. Communication also shouldn’t 
just be an area of focus during a specific change programme 
– an ongoing internal communication strategy should be
business as usual, ensuring employees feel valued and
informed at all times.

4.WHAT ABOUT THE REMAINERS?
Organisations often focus on those exiting the business 
yet make little investment in those who have retained roles, 
despite the difficulties and increased expectations that may 
be placed on these individuals to maintain business as usual 
with fewer resources.  

An engagement strategy that covers all groups, especially 
those that will be tasked with moving the organisation 
forwards, is key. This could include team building, upskilling 
or simply a regular communication to demonstrate care from 
the top down. It’s critical that individuals understand the role 
they play and the value they bring in helping shape and steer 
the new world. 

Arguably, the most critical factor in the success of any 
organisational change is how people are led. Effective 
leadership is vital in ensuring a consistent and clear message 
is delivered across the company. 

Employees look to leaders for guidance and support, yet 
often they too are struggling with the change put upon them. 

Consider training to help leaders and managers communicate 
messages effectively and consistently, allowing employees to 
move forward feeling respected and valued. 

5. WHAT ARE YOU LOOKING FOR FROM AN OUTPLACEMENT 
PROVIDER? 
Choosing the right provider has never been more critical. With 
individuals entering an employment market that’s changed 
overnight, now more than ever you need a provider that 
offers flexibility, choice and results, giving individuals the skills 
and resources to make critical decisions about their futures. 
Elements to consider include: 

Flexibility – does your provider offer onsite, virtual 
and group options to suit your workforce? Can 
programmes be deferred as required, and are they 
available immediately for those who need them?

Individual focus – with high-volume outplacement 
comes a risk of the ‘sheep dip’ effect. An 
outplacement programme that’s designed to fit all 
needs is likely to suit none. How does your provider 
tailor support to meet individual challenges? 
Understand what the participant journey looks 
like, and whether you’d be happy to undertake it 
yourself. If delivered virtually, do your employees 
also have the option to receive help via the phone, 
or to access support at the weekend?

World of work expertise – with employment 
levels at a record low, you need to be assured 
that your outplacement provider has the job 
market knowledge and connections to help your 
people land a new role as easily as possible. 
Consider whether the support includes a focus on 
transferable skills and identifying alternative sectors 
or job roles.

Ease of access – you need to ensure that 
accessing support is as easy as possible for your 
exiting employees. Remote delivery is essential. 
Is content broken up into bitesize chunks or are 
candidates expected to spend hours attending 
virtual workshops? Is the technology used reliable 
and GDPR compliant? Can participants pick and 
choose from a series of topics to suit their needs?

Scalability – it’s impossible to know how your 
requirement for outplacement support may flex over 
the coming months. Choose a provider that offers 
the option to scale up or down at short notice – 
irrespective of geographical location.

5 QUESTIONS TO ASK BEFORE IMPLEMENTING 
AN OUTPLACEMENT PROGRAMME

Whilst restructuring and redundancies are a reality for many organisations during uncertain times, providing a comprehensive outplacement support 
programme to exiting employees isn’t just the right thing to do – it makes business sense. Here are five questions to ask yourself before you get started. 

To learn more please visit www.rightmanagement.ie  
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Many people join companies thinking they will have a clear path 
of progression and growth for years to come. For the most part, 
since the last recession, this has been true. But what started 
as a health crisis has evolved into a redefinition of work. 

The economy has taken a serious plunge, and many are 
waiting for their careers to resume are faced with new 
questions: Should I wait for my temporary lay off to end or 
should I apply for other jobs? What can I be doing to make this 
period work for me?

Temporary leave, a concept that until recently was unfamiliar to 
most, including business leaders — is now the talk of 
boardrooms and at breakfast tables around the world. This 
represents a temporary or unpaid leave of absence that 
businesses can bestow on an employee due to financial 
hardship. In Ireland the government enacted the Temporary Wage 
Subsidy Scheme which is currently being replaced by the Employment 
Wage Subsidy Scheme designed to keep people in continued 
employment up to the end of March 2021 .  

Remember, humans are extremely adaptable, but also quite lazy 
— always looking for more efficient and effortless ways to solve our 
immediate problems. A great deal of our learning is completed 
during formative years in an education setting, and now, the whole 
of humanity must figure out what to do under these 
circumstances. The world will be changed even as we reopen it. 
Understanding how those changes impact your team is vital.  

In our view, there are crucial things an employer can be 
offering to employees whilst they are on furlough to ensure 
they’re ready in the wings to re-enter the workforce:  

1.  TAKE THIS TIME TO HAVE CAREER CONVERSATIONS

WITH YOUR TEAMS

Change doesn’t have to be defined by fear. It can be the 
beginning of a new future. Many teams get caught in the 
trap of normalcy and routine, and forget to re-examine 
individual interests and life objectives. This crisis gives 
managers the time to re-evaluate where their teams are 
going, and spark conversations with employees. Consider 
asking questions like: Is this your desired path? Would you 
like to return to the same role? Or is this the time to 
transition to a different role or team?  

2.  ENCOURAGE YOUR PEOPLE TO TAKE SOME TIME TO

PAUSE AND THINK

Conversations don’t just have to be led by managers. 
Encourage your team to use this ‘working wait’ to really 
invest in themselves. Ask them to reimagine their potential in 
a way that the former normalcy of life wouldn’t have allowed. 
Encourage your employees to think of this employment 
‘time out’ as a chance to redefine their short and long-
term thinking on career marathons and job sprints. Use it 
to reimagine their future because, even when we return to 
work, it will be very different than it was in the past. 

3.  ASK YOUR TEAM TO BUILD A REMOTE NETWORK

Undoubtedly, organisations will have switched to 
widespread remote working as a result of the pandemic. 
And with more people working remotely, even those on 
furlough now have the opportunity to digitally network with 
leadership and build relationships across the business. To 
be successful in this environment, you will likely need to 
step outside of your social comfort zone as well. Employers 
should encourage those on furlough to continue to build 
a network without physically seeing their coworkers; there 
is a reason LinkedIn has seen a 26% growth in members 
since lockdown.  

4.  CONSIDER WHETHER UPSKILLING FOR THE LONG

TERM WOULD BE MORE VALUABLE THAN A NEW ROLE

FOR RIGHT NOW

Even pre-crisis, we knew that skills were changing with 
the pace of technology. In many ways the crisis has 
accelerated that technology and the possibilities of making 
a virtual contribution. There are numerous options for free 
learning and upskilling; the opportunities to learn while an 
employee is waiting to return to work are numerous. Now 
is a great time to know what skills will be in demand later 
on — both soft and hard skills — and invest in future-
proofing your workforce for the roles you are waiting to 
refill as the economy returns to open. 

YOU  HAVE BEEN TEMPORARILY LAID OFF :
NOW WHAT? 

Four ways employers can boost the skills, networks and career aspirations of those 
employees who have been on temporary leave – making the wait work in their favour.

 1 22 March – 26 April 2 15 March – 19 April 3 22 March – 7 June

AT A GLANCE: 
JOB APPLICANTS PRE VS DURING COVID-19

Courier Driver 
roles 

96% increase 
during lockdown1

Healthcare 
Advisor roles 

115% increase 
during lockdown2

Food Preparation 
and Service roles 

321% increase 
during lockdown3

Setting Standards for the 
Digital Economy 

Platform work is the new normal. In fact, 
spending in the platform economy rose by 43% 
year-on-year in 2018 and growth continued at 
pace in 2019, while platform models expanded 
into new sectors. Companies operating digital 
platforms for individuals to hire out their skills and 
labour to businesses or consumers offer huge 
benefits for economies and societies. But the 
rise of contingent work also poses challenges in 
terms of workers’ rights and protections. 
ManpowerGroup Global conducted a review 
which eventually led to the introduction of the 
Good Work Plan among other legislative 
changes being ushered in. How can digital work/
services platforms, governments and other 
stakeholders ensure strong standards for work in 
the platform economy?  

We know that tech is moving faster than policy 
makers can move or keep up with. As a result 
most labour markets are regulated by older 
legislation which is not appropriate to the gig 
economy. Platforms are benefiting from a free 
rider mechanism and engaging scarce resources 
within the labour market: those willing and able 
to work flexibly.   

The most popular reason people choose NextGen 
Work is to earn extra money, develop their skills 
and do the things they choose. For some, it helps 
supplement salaries, savings 
or pensions. For others, it’s a way to earn top 
salaries working highly skilled contract positions. 
What has emerged during the global pandemic are 
those looking for roles to flex around family 
commitments, or top up furlough payments.  

At first, as the gig economy sprang up, it was 
dismissed as too small to notice, as it seemed 
such a small part of the labour market. However, 
in 2019, a significant number of workers were 
part of the gig economy in Ireland, and the 
number of people working on a zero hours 
contract has increased since 2012. The global 
pandemic has shone a light on some of the 
ongoing issues faced by those in the digital 
economy. While the gig economy offers flexibility, 
workers have not been able to readily access the 
same Job Retention Scheme as others in the 
economy.  

If we hadn’t reached the tipping point before, the 
COVID-19 crisis may be that peak, where the 
attention will shift to regulation and protection of 
these workers. Last year the  EU introduced 
minimum standards around transparent and 
predictable working conditions for those in the 
gig economy. All stakeholders, including platform 
operators, governments and workers 
themselves, have a role to play in ensuring the 
wellbeing of people engaged in platform work, 
and multi-stakeholder cooperation will be 
required for a comprehensive approach shifting 
the norm and stigma around gig work post 
COVID-19. It is important that platform workers 
are classified appropriately under the law and 
that suitable regulation is provided for these 
forms of work and services. Employers have a 
role to play in supporting NextGen workers in 
emerging from the other side of the pandemic.

A Snapshot: Gig Workers During COVID-19

Almost 70% of gig 
workers said they now 
have no income, and 
only 23% have some 
money saved.  

Demand for delivery drivers and food 
based-services has increased, but there 
has been a counter drop of 36% in 
demand for jobs such as house-sitting, 
babysitting and cleaning.

Among gig workers 
and the self-employed, 
some 89% are now 
looking for a new 
source of income. 

*Data sourced from AppJobs – 
an online platform to compare app-based jobs around the world. Study of 1,400 gig workers

Within just a matter of months, the COVID-19 outbreak has fostered a shift away from the 
candidate-led markets we’ve become accustomed to, and back to one where employers can 
exercise more control in the hiring process. At the same time, candidates’ job preferences 
are changing as the news agenda tightens its gaze on the economic fallout. Employees 
are also switching between roles less and are more accepting of their current position, not 
wanting to rock the boat. 

Job seekers are becoming less concerned about the quality of roles they are searching for, 
instead prioritising roles that lie closer to home. Searches for positions with remote working 
have tripled since March. There’s been a greater demand for roles where workers can 
contribute to the COVID-19 resistance – including logistics, healthcare and the food retail 
sector – with many workers redeployed into these areas and transferring their skills towards 
these causes. 

WIDENING CHANNELS 

It’s a shift that has seen applications 
skyrocket, with jobseekers exploring 
further channels in their search for a new 
role. In the tighter labour markets we were 
experiencing in 2019 and the start of 
2020, where employment levels were high 
and candidates were more time-deprived, 
online job-posting boards were the go-to 
channel for jobseekers. They condensed 
a wide range of positions into a digestible 
format for candidates, who could browse 
for new roles with speed and efficiency. 

Fast forward to Q2 2020, where people not 
working have more time on their side, and 
the channels are becoming more dispersed. 
National newspapers and social media 
channels have seen a growing number of 
visits from new candidates. Recruitment 
organisations and larger-sized firms are 
welcoming a growth  
in visitors to their websites, as jobseekers 
react to news headlines in a bid for their  
next position.  

While these changes give hiring managers 
wider talent pools to draw from, they 
also increase the risk of poor-quality 
responses. Greater volumes of applications 
will naturally attract more speculative 
offers, making it difficult for employers 
to assess which candidates are right for 
their roles. Many HR managers may not 
have the resources to siphon through the 
volume of applications needed to isolate 

the perfect candidate. There is equally as 
much pressure on managing your employer 
brand through carefully considered 
‘rejection’ notifications, too.

THE OPPORTUNITY FOR EMPLOYERS 

Hiring managers need to think carefully 
on their intended audiences and work 
hard to target them by role, experience 
and location. Partnering with recruitment 
organisations to manage large volumes 
of applications or draw on their talent 
pipelines within specific sectors, will enable 
organisations to reach top candidates in 
increasingly dispersed markets. By getting 
one step closer to where the job is originally 
posted, employers can more accurately 
sharpen their focus on the candidates they 
need by skillset, sector and location. Teams 
should consider what is desired versus 
what is required for a role. If the pandemic 
has taught us anything it’s that agility is 
key, which translates into hiring for attitude 
to learn and acquire new skills for the long 
term, building or bridging between roles.  

Organisations should also consider how 
they are communicating. A strong purpose 
and message when dealing with their 
employees, customers, suppliers and 
associates can elevate a company in the 
eyes of a promising candidate. Purpose-led 
organisations during this period will build 
a strong employer brand for current and 
future hires. 

Finding Talent in  
Dispersed Markets

To download your copy of Safely Back to Work: A Practical Guide please visit the Resource Centre at www.manpower.ie 

As Irish businesses start planning for an eventual 
return to the workplace, we want to ensure you and 
your organisation have the necessary tools to implement a 
safe and successful return to a new normal.  

ManpowerGroup partnered with two other global industry 
leaders to produce our Safely Back to Work guide – an 
overview of the collected measures and best practice 
health and safety protocols. We’ve also consulted with 
the government, key industry bodies and employers while 
developing the guide to ensure these protocols offer a well-
rounded perspective, all with the goal of helping support you 
in a safe return to the office once the time is right.  

Some key insights include: 

•  Global best practice advice drawn from the Health &
Safety expertise of three global companies

•  75 suggested protocols that can be implemented into 
Irish business practice and process

•  Overview of People, Premises, Organisational and
External best practices for the coming weeks and months

•  Illustrative examples of practical measures that can be
taken to incorporate multiple protocols

•  The continued importance of mental wellbeing and
employee support

Safely Back to Work: a Practical Guide 

https://www.manpowergroup.co.uk/the-word-on-work/safely-back-work/
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THE SKILLS FOR YOUNG PEOPLE  
TO NAVIGATE THROUGH COVID-19

The demand for new skills, ideas and knowledge will still be valid once the COVID-19 crisis quietens. 
Here are four ways young people can help navigate through the outbreak and onto the ladder:

DIGITAL EXPERTISE

In the new jobs market, it won’t be 
enough to look in the usual places for 
roles. Young jobseekers should consider 
a range of different, and perhaps niche, 
platforms and websites to increase the 
chances of finding relevant roles and 
getting their foot in the door. 

USE YOUR TECHNOLOGY 
ADVANTAGE 

Virtual interviewing has become the 
norm for most employers during 
lockdown. Practising presenting on 
video calls ahead of interviews will help 
give young interviewees more impact.

SOCIAL MEDIA SAVVINESS

It’s not just an increasingly sought-after 
skillset, it’s also a viable avenue to 
find available roles. Social media sites 
garner a huge range of roles and can 
give young people a helping hand in 
their search.

REMAIN ACTIVE IN YOUR 
JOB SEARCH

It goes without saying, but 
perseverance and resilience will not just 
be instrumental in landing a first role – 
they will also serve young people well 
to help navigate and progress in the 
workplace.

THE NEXT GENERATION THE NEXT GENERATION

The world of work was changing pre COVID-19 at a 
faster rate than many organisations were prepared 
for. Technological change fundamentally altering 
established industry models had already become a 
well-established phenomenon. Yet at the heart of 
any new business landscape, post tech-innovation 
or COVID-19, still lies people.  

In 2020, the commercial landscape of Ireland was 
already very different to what it had been 30 years 
ago. These changes had been fueled by different 
strands of thinking brought forward by people from 
different generations, and from different walks of 

life. Many of the leading financial technology 
companies were born out of the 2008 financial 
crisis, where many young entrepreneurs envisioned 
new ways to conduct better financial management 
practices.  

So, too, will be the impact of COVID-19. With the 
current crisis poised to disproportionately impact 
the younger generations across Ireland, to 
overlook young workers now is to overlook the 
potential positive lessons the business community 
could learn from COVID-19. Attracting young talent 
and new ways of thinking into organisations will 

be instrumental in fostering innovation – for new 
products, new strategies and new ideas. Let’s not 
forget that it is Generation Z who are entering the 
workforce at the moment, and they have by far the 
greatest understanding of social media and the 
remote working tools that have been crucial during 
the pandemic. 

Here, key figureheads on the frontline of Irish youth 
employment share how they are working to improve 
the presence of young people in business, and why 
these generations are critical to organisations. 

USHERING IN THE NEXT GENERATION

At Unilever, we’re committed to 
helping young people into a career 
they are passionate about. Taking 
on apprentices can be a great way 
for employers to get the best and 
brightest young talent into their 
organisations early and are an 

effective way to cultivate talent and 
guide employees through a sustainable 

career path that aligns with their 
purpose, skills and interests.

Building a strong pipeline of future talent 
and leaders is critical to growing a business 
that is future-fit. Apprenticeships have been 
one of our key initiatives to support this by 

allowing us to develop skills from the ground 
up with candidates who are keen to learn and 
develop and help us fill skills gaps within our 

own workforce. Businesses benefit by not only 
building a stronger pipeline of future talent 

but by also welcoming opportunity to diversify 
perspective and creativity within teams. 

We’ve modified the way we recruit 
young people into Unilever, working 
with organisations like Movement 
to Work to offer work experience 

placements to people who are not in 
education, employment or training and 

then providing the opportunity to be 
fast-tracked onto the discovery centre 

for our apprenticeship programme. 

We are committed to building 
a diverse business and know 
that crucial to this is diverse 

and inclusive recruitment. We 
recognise that people’s paths to 

work can be easier for some people 
than for others, and are committed 
to playing our part to boost social 
mobility by supporting those from 

less advantaged backgrounds.

HR OPERATIONS MANAGER, UNILEVERSusannah Yonge

Industries become more digital every day, and the recruitment 
sector is no different. There has been a shift in the tools used in 
traditional recruitment with the advent of online job boards, right 
the way through to how new recruits are trained, managed and 
encouraged throughout their career journeys. 

We can’t slow the rate of technological advancement. But 
recruitment teams can adapt their approach to hiring to ensure 
they remain effective in their roles. It’s crucial to recognise that 
conducting recruitment in the ever-evolving digital environment 
is and will continue to be challenging. Organsations should be 

ready to adapt practices to fit the new digital reality, reduce 
‘manual’ interventions and transform face-to-face to online 
interactions – making the process more streamlined, efficient 
and productive as well as improving the experience for both 
customers and candidates. 

Technology to Attract and Retain the Best Talent

CANDIDATE FOCUSED

Simple and intuitive ‘candidate focused’ mobile application 
process, which is tailored by job family and is fully engaging 
throughout the assessment and selection process. Ongoing 
communications through the offer to onboard phase to keep 
candidates warm, maximise new starters and optimise first day 
productivity.

HIGH TECH HIGH TOUCH

The provision of a highly experienced programme delivery team 
combined with a digitalised and future proofed end-to-end 
solution that is focused on a fantastic candidate and customer 
experience, utilising the latest in screening, assessment and 
video interview technology to identify the best candidates in the 
market, quickly and efficiently.

INTELLIGENCE LED

Translating the comprehensive recruitment data into actionable 
insights to drive even better outcomes for customers and 
candidates.

ManpowerGroup has built our end-to-end digital solutions around three core foundations:

Introducing the PowerSuite

PowerSuite is an integrated tech stack that helps organisations 
attract the right talent, create a great employee experience, 
and manage, upskill and coach people to ensure they are 
performing at their best. We know that organisations are 
looking for experts who can help them navigate the complex 
digital landscape. We can provide even more value to our 
clients by continually scanning the market and selecting best-
in-class tech that can be tailored to their needs and integrated 
with existing HR systems. This is why we made a strategic 
choice not to acquire technology products or companies but to 

develop mutually beneficial, scalable global partnerships with 
technology providers. 

We know that great candidates are hard to find and hard to 
retain and workforces are complex and difficult to manage. 
Each product within the suite is carefully selected and validated 
by the ManpowerGroup Innovations Labs, our team of global 
workforce experts who evaluate new technology to select the 
tools that can deliver value at scale and be fully integrated with 
our systems and those of our clients. 

In a market experiencing disruption, this plug and play 
approach enables us to be agile to adapt to the next big thing 
while continuing to deliver the best-in-class global solutions 
and expertise our candidates and clients expect. 

IT recruitment is a totally different ballgame today than it was 20, 
10 or even five years ago. New coding languages appear almost 
overnight, cybersecurity threats never cease and technology 
infrastructure develops at an astonishing pace. We’re not talking 
about a business support function anymore; your IT workforce is 
driving strategic business priorities. 

There’s never been a more intense struggle to find the right talent. But when 
you do find it, that talent delivers something that’s tough to quantify and worth 
more than money. 

Experis delivers a powerful combination of the technical skills you’re after,  
multiplied by the soft skills that are harder than ever to find. 

We understand the challenges you’re facing and are ready to help you unleash 
the potential of technology through access to specialist talent. Our five practice 
areas align with the strategic IT objectives facing organisations like yours: 

• Business 
Transformation

• Cyber Security 

• Digital Workspace

• Cloud Infrastructure

• Enterprise Applications

Find out more at EXPERIS.ie 

https://www.movementtowork.com/


A BUSINESS SHOULDN’T 
JUST FUNCTION. 
IT SHOULD FLOURISH.

Talent Solutions delivers strategy, talent and 
data-driven insights across the full talent 
lifecycle, transforming your organisation from 
one that functions into one that truly flourishes.

BUSINESS AND TALENT ALIGNED 

www.manpower.ie

www.experis.ie

www.rightmanagement.ie

© 2020 ManpowerGroup. All rights reserved.

https://talentsolutions.manpowergroup.co.uk/
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