
TODAYS BEST KEPT 
SECRET TO BOOST YOUR 
ACCESS TO TALENT



SALLY HUNTER

MY CREDENTIALS

• 17 years in Human Capital Management 

• Certified workforce strategist via HCI

• EVP, Client Services for Cielo 

• Working with leading corporate brands to deliver 

talent solutions



Fostering inclusive and more diverse workplaces can play a key 

role in addressing some of the most important business issues, 

including creating better outcomes for customers; increasing 

innovation; helping to attract and retain talent; enhancing 

reputation and brand; and ultimately generating higher returns. 

1. Diverse businesses create better outcomes for customers

2. Diverse businesses create better business returns

3. Diverse teams are more innovative and create more value

4. Diverse firms are more attractive to potential and existing 

employees

5. Firms who have diversity and inclusion as a business priority 

improve their reputation and brand

Diversity is the solution, not a problem to solve, PwC report 2018

DIVERSITY – WHY IT MATTERS?

“PwC study finds that 

organisations with greater 

gender diversity are 1.4 times 

more likely to have sustained, 

profitable growth”

“Boston Consulting Group 

(BCG) study finds that 

diverse companies produce 

19% more revenue”



How important do you believe diversity is to your board/shareholders?

• Very Important 

• Quite Important 

• Not Important

DIVERSITY – WHY IT MATTERS?



• Every client has a stated intention for us to source 

diverse, high quality talent 

• We partner with our clients to ensure that the desire and 

sourcing of diverse talent, results in a valued employee 

and contributor to improved business outcomes

CLIENT PERSPECTIVE
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BUSINESSES ARE FACED WITH COMPLEX, CHANGING AND COMPETING FORCES

MARKET FORCES

+ ++ TECHNOLOGY

f

LEGISLATION

f

SKILL 

SHORTAGES

f

ECONOMIC 

FORCES

f

NEED FOR GREATER FLEXIBILITY IN 

EMPLOYMENT OPTIONS

DEMOGRAPHICS

f

+

79% of CEO’s worry about the availability of key skills – it’s a top 3 concern.
Source: PwC 22nd CEO Survey (2019)
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CAUSE AND EFFECT OF WORKFORCE RISK

SPEAKING YOUR SHAREHOLDERS LANGUAGE

Demographic 

Shifts 

• Age gaps

• Increasing diversity 

• Changing attitudes

• High demand and short supply of 

certain skill sets

• Loss of key skills and experience

• Gaps between talent capabilities 

and business goals

• Stagnant to slow revenue 

growth 

• Escalating labour related 

costs and shrinking margins

Operating 

Pressures

• Rising customer expectations

• Growing technical demands 

• Offshoring and outsourcing 

• Globalising operations 

• Adopting quickly through innovation 

and change 

• Low employee engagement and 

motivation

• High turnover

• Decreased productivity 

• Customer service issues

• Quality control problems 

• Sluggish product development

Market & Economic 

Pressures

• Growing earnings

• Cutting costs

• Shifting markets

• Raising energy and transport costs

• Increased training and recruiting 

needs

• Over-reliance on contingent 

workforce

• Business management and 

transition issues

• Low investor or supplier 

confidence 

Potential workforce risksToday’s dynamics Related business risks



HOW THE TECH TALENT 
SECTOR CAN HELP US 
BUILD DIVERSE 
SOLUTIONS 



CURRENT TRENDS & DRIVERS

TECHNOLOGY - MARKET TRENDS

RISE OF THE MODERN 

ECONOMIC 

INFRASTRUCTURE

Cloud, Edge & 5G form the most recent wave of 

technological innovation & are redefining business & 

society by further extending computing, intelligence & 

connectivity4.

Because 90% of the world’s data was created in 

the last two years alone, companies have a 

growing need for a CDO to develop purposeful 

strategies to best leverage its insights5.

GROWING NEED FOR CHIEF 

DATA OFFICERS

Tech industry growth is outpacing the ability of 

governments & regulators to govern them. So 

companies are becoming increasingly accountable 

for the unintended consequences of their 

products3.

THE GOVERNANCE GAP 

ASSOCIATED TO TECH 

GROWTH



CURRENT TRENDS & DRIVERS 

TECHNOLOGY - TALENT TRENDS

UNDERSTANDING 

TECH TALENT 

MOTIVATIONS

DEMAND FOR TECH 

TALENT WILL KEEP 

LABOUR MARKET TIGHT

A FOCUS ON RETAINING 

BY RETRAINING

The competition for tech talent allows talent to 

switch jobs easily, with the two biggest motivations 

for moving being better compensation & work-

life balance.

The “shelf life” of skills in the tech sector is 

getting shorter. Therefore companies need to 

invest more in education & training to retain 

their workforce.

Expansion & the need for new skills in areas 

such as machine learning, IoT integration & RPA 

are driving competition.

Employers are increasingly recognising the need 

to be creative in the way they source tech talent 

by eliminating historic barriers to entry.

CREATIVE ATTRACTION 

SOLUTIONS

PROMOTING 

NEURODIVERSITY TO 

REDUCE SKILLS SHORTAGE

Neurodiverse individuals often possess 

analytical and pattern recognition capabilities 

that are highly valued by tech organisations, yet 

under-represented in today’s workforce



THE SHIFTING DYNAMIC

QUALITY V SPEED

The Evolving SLA Focus

Time to Offer

Quality of Hire



EXPERIENCE CHARTER & 
THREE KEY ACTIONS 
YOU CAN TAKE AWAY



IT’S SO MUCH MORE THAN PRESENTING A DIVERSE SHORT LIST….

TEAM MEMBER 

EXPERIENCE

HIRING 

MANAGER 

EXPERIENCE

STAKEHOLDER 

EXPERIENCE
CANDIDATE 

EXPERIENCE

• I can demonstrate to the 

shareholders that diversity 

equals competitive 

advantage 

• I have meaningful data to 

share

• I can secure investment –

financial and time – in the 

diversity agenda

• I understand that I may need 

to drive policy change to 

support how the work is done

• I understand that it may take 

longer to source diverse 

talent and why 

• I recognise I may need to 

adjust my approach to 

candidate selection & 

interviewing 

• I am prepared to be an 

advocate of this approach 

across my peer group

• I appreciate that securing the 

best talent may require a 

more flexible approach to 

how the work is done

• I see clear and compelling 

job descriptions that 

resonate with me

• I love the easy, engaging 

way I can express interest in 

a career with an organisation

• I feel engaged and confident 

because I have regular 

proactive contact with my 

recruiter

• I will be more confident at 

interview because I believe 

this is an organisation that 

understands how to support 

me to be successful

• I can access return to work 

through a defined 

programme

• I have access to the right 

tools and tech that enable me 

to succeed in my role 

• I am motivated because I 

have clear expectations for 

my role including KPIs, goals 

and targets 

• I am engaged because I have 

continuous learning and 

development to improve 

performance in my role and 

support career progression 

• My rewards and recognition 

programme is aligned to 

actions within my personal 

control



Cielo, Inc.

D&I IN PRACTICE @ CIELO 

C-Suite global commitment and regional programmes

“I strive to set our authentic ‘tone at the top’ as one that celebrates the diversity of our team around the world 

and is open to and inclusive of all.”  Sue Marks, Cielo CEO

• Executive sponsorship: CEO

• Structured policies and procedures

• Training: A diverse and inclusive Cielo

• D&I internal team 

• Networks: Housed in Yammer

• Inclusion councils

• Diversity taskforce

• Thought leadership

• Neurodiversity

• Events 

• Affiliations / external partnerships

• Affinity groups

• Reporting on activity

GLOBAL

REGIONAL

LOCAL
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Cielo, Inc.

MAXIMISING DIVERSITY

Supporting our clients to create an environment where all talent can thrive

D&I Lead within 

the O2 team to 

embed into BAU 

activity such as 

the Career 

Returners 

programme: 

latest intake was 

64% BAME and 

100% female

TECHNOLOGY

Implemented 

TalVista at 

Shawbrook 

Bank which 

enables the 

creation of 

effective job 

descriptions 

and help 

minimise 

unconscious 

bias

PROCESS
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DELIVERY IN ACTION

• Part-time and job-share trials

• Internal career conversations to support 

mobility and progression

• Balanced shortlist: 50:50 m/f targets at 

CEO-3 & above

• Unconscious bias mitigation guidance & 

training 

• Local school engagement to support social 

mobility

• Diversity think tanks and events

• Focused on embedding D&I into BAU, 

rather than project delivery

• Women Returners project 

CIPD People 

Management 

Awards 2019: Best 

diversity and 

inclusion initiative



• 16 week programme

• Supported transition

• Placement within a directorate

• Coaching sessions

Returners will join a real team and contribute to real 

business outcomes on the programme

They will receive coaching and line management 

from an experienced manager and leader

A senior mentor from someone outside of their direct 

team to offer further coaching

All returners will have a buddy when they join the 

business to help them settle in and build 

relationships

There is continued coaching support externally from 

the Women Returners network

From their first month in the programme the 

resourcing team will be working closely to secure 

them a role to off-board into

PROGRAMME FORMAT



TESTIMONIAL: KAREN DOREY

Karen held an extremely successful career before a four-year career break to spend more time with her 

two children. Karen's last role was Managing Director at Accenture where she was responsible for 

shaping account strategy and planning with client account leads for clients with revenues over £200m pa. 

She was responsible for all deal approvals above £5m. Karen spent a number of months networking with 

O2 before securing a fixed term opportunity in Digital. Since then, she has moved into Marketing. 

I applied to O2’s Career Returner’s Programme based on a recommendation from a 

friend who works at O2. It’s been a really unique and enjoyable experience since the 

very first workshop and interview. I have had the opportunity to talk to so many 

different members of O2’s Senior Management Team about varying opportunities 

and over a period of 6 months felt like I really have gotten to know the company. I 

have felt really valued through all of this and absolutely sure I want to work at 02.



TESTIMONIAL: ANA GONZALEZ

Ana previously worked for Telefonica for 15 years before taking a five-year career break to care for her two 

children. In 2017 Ana joined us on our 2nd Career Returner Programme into the Transmission area within 

Operations. Ironically, she joined in the same position she was in 21 years ago in Venezuela. After the 

programme, Ana was offered a permanent role as Transmission Efficiency Manager at the same level as 

when she left for her career break five years ago. 

After the programme I have been offered a position as Transmission Efficiency 

Manager and, of course, I said yes! I feel that I am exactly in the same position 

when I left my career five years ago, and I am ready to continue developing my 

career and contributing to this company that has given me so much.



80% of the 

returners 

secured 

permanent 

roles in 

years one 

and two 

and100% in 

year three

All returners 

on the 

programme 

have joined 

Operations, 

however a 

number have 

since moved 

into other 

areas

31 returners 

have joined 

the 

programme 

over the last 

3 years

THE RESULTS

1 2 3


