
ODGERS BERNDTSON TECHNOLOGY PRACTICE

Talent Acquisition Insights 
- Technology Sector Australia 
Critical success factors for the Australia and 
New Zealand market





3

TECHNOLOGY PRACTICE

The role of talent acquisition within technology organisations has evolved significantly in recent years. 
Talent acquisition leaders have moved from basic recruiting (tactical and administrative) to strategic 
highly valued cornerstones of the business. In a constantly evolving business environment, the ability to 
hire new skills and top talent is critical for growth and to gain distinct competitive advantage. The often 
overused phrase ‘war for talent’ has never been truer than it is now and as a result talent acquisition is 
an area of expertise that finds itself front and centre. 

Odgers Berndtson interviewed 20 Heads of Talent from multinational companies in the Australia and 
New Zealand region to better understand the complex business and talent landscape in which they 
currently operate. No doubt there is a considerable spread of maturity levels across these firms when it 
comes to talent acquisition and their relationships within the business. From our conversations five core 
themes or principles emerged. It is the practice of these principles that will largely determine a large 
part in their future success and ability to attract top talent.  

 ■ Know the landscape

 ■ Use technology optimally 

 ■ Insist on diversity and inclusion

 ■ Create a positive candidate experience

 ■ Partner strategically with external search firms 

Let us look at each in a little more detail.

INTRODUCTION

Talent is the 
differentiator and the 
talent team is at the 
core of this, if you don’t 
have a seat at the table 
bring your own chair
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Odgers point of view:

In a constantly shifting 
landscape, the most 
effective talent acquisition 
functions are deeply 
embedded and connected 
across the business. 
Maintaining those 
relationships and credibility 
is crucial and a pragmatic 
approach is often needed 
to ensure delivery on key 
hires.

Senior assignments often 
require an international 
focus to source hard to find 
skills meaning there is a 
need to look outside the 
traditional pool of 
candidates or companies. 
Relying on databases or 
LinkedIn can sometimes 
produce a good outcome, 
but will rarely mean the 
entire candidate pool has 
been mapped. The most 
successful talent leader will 
ask the question; do I have 
the resources and the 
experience to execute this 
search in a timely and 
thorough way, or should I 
look to external partners? 

KNOW THE LANDSCAPE

Talent leaders across 
Australia and New Zealand 
agree that the talent 
landscape has changed. 
Digital disruption has 
increased the pressure and 
companies are struggling 
to define, hire and retain 
the skillsets they will most 
need in the future. A 
rapidly changing 
environment is demanding 
ever new and more 
specialised skills. 

“Does the business know what 
the future of the workplace and 
roles will look like? If they don’t, 
how can they expect Talent to 
help?”

“We need to recognise the world 
we play is in a constant state of 
evolution and embrace it”

Talent acquisition has become a 
critical and central function at 
which companies need to excel 
in order to survive and thrive. 
The successful talent acquisition 
function is determined by their 
ability to cope with these 
complex business and talent 
issues and to foster the kind of 
environment that attracts and 
retains top performers. 
Generally technology companies 
as an industry are seen to have 
embraced this quicker than 
other sectors and the talent 
function has matured quickly 
and on the whole is no longer 
viewed as a subservient 
relationship to the business. 

In order to seek out and deliver 
the best in talent, talent 
acquisition teams need to be 
intimately familiar with the core 
activities and aspirations of the 
business both today and for the 
future. 

“Talent have to be commercially 
savvy and manage a robust 
process and go toe-to-toe with 
senior stakeholders; get that 
right and you’ll be viewed as an 
integral part of the business”

“Software companies get it, 
talent is the differentiator, other 
industries view talent as a 
commodity and as such talent 
function is viewed the same way 
and can be seen as nothing 
more than an admin function”

“It’s really important to make 
sure my team are engaged with 
the business and get the 
messaging re what we’re doing 
and where we’re going as an 
organisation”

The interconnected world in 
which we now live requires 
talent leaders to think and act  
as global citizens. There is an 
increasing need to look outside 
of A/NZ for hard to find skills 
and senior talent, whether the 
search focusses on returning 
ex-pats, internal transfers or is 
done via a targeted 
comprehensive external search.  

“We treat every senior search 
now as global, Australia just 
doesn’t have the depth of talent 
for these roles”

“It is harder and harder to find 
the skills we need within 
Australia. We work closely with 
our peers in different geo’s to 
look at secondments or transfers 
within the business”

“You have to think and act 
globally. Any search we run now 
is done as an international 
assignment without fail. 
Australia just doesn’t have the 
breadth or depth of talent.”



5

TECHNOLOGY PRACTICE

USE TECHNOLOGY OPTIMALLY

Technology has changed the 
way the hiring process is carried 
out, and technology companies 
in particular have embraced its 
role in finding and delivering top 
talent. Constant advances in 
tools, data and systems are 
making it possible to find the 
highest calibre of candidate; 
what remains is for skilled talent 
teams to assist in attracting 
these individuals to the business. 

The clear consensus in our 
interviews was that you cannot 
substitute the subtle human 
contributions of talent 
acquisition. The ability to 
discern, recognise, persuade and 
consult is still the domain of the 
skilled recruiter, especially when 
dealing with senior executives 
and the C-Suite. 

By utilising the technology now 
on offer, the talent function 
gains tremendous advantage 
and the talent leader is freed to 
spend time with the business 
and the hiring managers on key 
strategic initiatives. 

“Talent mapping and succession 
planning is key – Technology has 
helped us with this - at my old 
company we had a mantra that 
any open roles was a failing by 
the business; we wanted no 
active transactional roles, 
everything was to be mapped 
out with a bench or successor in 
place”

“Let AI and technology do the 
legwork and the laborious 
process stuff before reverting  
to the human touch for the  
final stages” 

“Ultimately a machine cannot 
replace human judgement on  
a person’s softer skills and 
cultural fit’ 

“Technology comes into its own 
in being able to communicate 
and update candidates regularly, 
both those in a process and also 
the passive community”

“Talent pipelining is a strategic 
objective for this year - the 
challenge is dedicating time  
and resources to it on a  
regular basis”

Odgers point of view:

We are beginning to see the 
use of automation and 
technology play a bigger 
part in mid-level and junior 
roles within the recruitment 
industry. At the executive 
search level we’re yet to see 
any major impact. Whether 
the search is being carried 
out by talent teams or 
executive search partners, 
the elements of human 
judgement, building trust, 
focus on diversity of 
thought and many other 
aspects mean technology 
will help; but not replace 
this function for the 
foreseeable future. 
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INSIST ON DIVERSITY AND INCLUSION

Without exception, there is a 
critical need for firms to broaden 
their talent strategy on diversity 
and inclusion. Everyone speaks 
about it but few have achieved 
the ideal of a truly diverse 
workforce. Teams characterised 
by diversity of gender, race, 
religion, disability and 
educational backgrounds have 
been shown to excel in creativity 
and innovation. Two important 
factors that will increasingly 
determine the success of 
technology companies in this 
age of disruption.

“A creative approach to talent is 
needed that plays strongly to 
those who have taken a more 
creative career path”

“Our aim is cognitive diversity. 
We want people with different 
views of the world. Create an 
inclusive culture, let people take 
risks and make mistakes.”

“We actively encourage the gig 
economy. We want people with 
varied outside interests”

“We have a diverse and broad 
interview panel from different 
backgrounds and geo’s to ensure 
a fair and even interview 
process” 

A recurring theme was hiring 
more for a skillset than for 
experience or education alone, 
which often results in less 
diverse teams. In a diverse pool 
of candidates, skills may have 
been developed in a variety of 
unexpected ways; recognising 
these inherent skills and building 
on them is the task of the skilled 
Talent leader. 

“We know and talk about what 
we should be doing but honestly 
it’s finding the time and 
bandwidth to implement!”

A number of leaders spoke 
about programmes that are 
being established in schools and 
universities to “start at the 
source” initiatives. Focus on 
these programmes were seen as 
a valuable way to educate the 
future workforce about a career 
in technology and to encourage 
minority groups to develop their 
skills in this area. 

“We work closely with TAFE’s 
and uni’s about being the 
employer of the future. We want 
our brand synonymous with 
them around the future of 
technology and to be seen as 
the employer of choice’ 

“We work on this a lot, from 
educating the business on best 
practice to running workshops 
and sessions for minority groups 
and giving them the chance to 
speak with the SLT.”

“There’s a large emphasis on 
hiring for skills over formal 
education to increase diversity”

“It’s not so much about the titles 
anymore, but hiring against a 
skillset as we move into the 
world of AI and robotics. This 
naturally opens up a wider and 
more diverse set of candidates.”

“We’re finding a lot of our 
clients, (especially in financial 
services,) are asking what 
initiatives we’re doing around 
diversity; they want to work with 
likeminded companies who have 
this as a top priority.”

Gender diversity was high on 
everyone’s agenda. Some 
respondents felt that their 
companies were having the 
conversation and tackling the 
issue, while others felt it 
remained a mere checklist item 
and there was little to indicate a 
real desire to harness and 
develop the skills of females  
in IT. 

“We’re dealing with centuries of 
unconscious bias which takes a 
lot to unpick and unravel.”

“I believe we need to skew the 
playing field not just level it, to 
get the balance right.”

“There is definitely unconscious 
bias. We’ve been specific with 
recruiters and head-hunters 
about gender and the number of 
women we want through the 
interview process, and have 
made the interview panel more 
diverse.”

Everyone’s talking diversity but is the 
needle moving? We need real change 
rather than just quota ticking
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Odgers point of view:

In an ideal world, the best person always gets the role and is selected from a diverse pool  
of candidates. The reality however, is that diversity and inclusion is a challenge across most 
organisations and from a gender perspective, even more so in the technology sector.  
It is encouraging to see that progress is being made and is a topic high on everyone’s agenda. 
Talent leaders have a crucial role to play in ensuring that it remains part of a daily conversation 
within the business and isn’t merely a box ticking or quota filling exercise. Implementing an 
interview process which includes a diverse panel should be considered as ‘the norm’.  
Companies that are now hiring to a skillset and a mindset rather than traditional experience  
and formal education are giving themselves a head start in ensuring an increase in creativity 
and innovation. 
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CREATE A POSITIVE CANDIDATE EXPERIENCE

The candidate experience of a 
company is ongoing throughout 
the hiring loop, from initial 
discussions and branding 
through the application and 
interview process, to how 
rejection or the offer are 
conducted. It also includes the 
critical on-boarding process and 
beyond. To secure top talent, it’s 
essential that candidates have a 
curated, almost consumer-like 
experience of the company, 
tailored to their needs and 
expectations. 

This is where technology and 
the use of data can make a huge 
impact. Talent teams need to 
know their candidate community 
intimately to understand 
individuals’ motivations, 
interests, priorities and styles. 
The ability to offer value-add to 
the hiring process gives a 
candidate a unique and positive 
experience, ensuring that he or 
she becomes a brand 
ambassador for the company, 
whether or not an offer is made. 

“There continues to be a shift 
from what employees need to 
what they want”

“Candidates expect a far better 
experience these days, if they 
don’t get it from you, you can be 
guaranteed they’ll get it from 
someone else”

“Our philosophy is to remember 
the 3c’s, every individual could 
be a future Client, Colleague or 
Candidate, so treat them with 
respect and keep them 
informed” 

“Give a WOW moment, make 
them feel good regardless of  
the outcome”

“Make on-boarding a curated 
experience; get people fully 
engaged before day one and 
that will significantly reduce the 
risk of them leaving within the 
first year”

When it comes to creating a 
great candidate experience, 
everyone knows what they 
should be doing and what best 
practice looks like – putting it all 
into practice is the challenge. As 
with all aspects of talent 
acquisition, bandwidth, time and 
resources are the three great 
obstacles to the memorable 
candidate experience.  Some felt 
they were too frequently 
dragged into tactical recruiting 
and putting out fires. Others 
hired for the short-term benefits 
of a particular mandate and 
found that there was a lack of fit 
over the long term – an 
avoidable hiring error. 

“We’re still having to educate 
hiring managers, time and time 
again about trying to elevate out 
of the short-term here and now” 

“You want candidates to be 
advocates in the market about 
your brand.”

“Clear, concise communication; 
give honest timely feedback - 
that’s all people want”

“We run an initiative around 
checking in with new employees, 
seeing how they’re doing, and 
then trying to get referrals from 
them; we have a big push on a 
proactive employee referral 
scheme.”

“There’s a constant battle about 
where does on-boarding sit, HR, 
talent, the business or all three? 
It’s probably all three – with 
specific roles defined, time-lined 
and monitored.”

Odgers point of view:

Candidate experience is 
perhaps the biggest 
challenge for talent 
acquisition teams. Whilst 
the intent to get this right is 
there in every company, the 
feedback from candidates 
would suggest there is still a 
long way to go. Only a very 
small percentage of 
candidates contacted will 
end up being offered roles 
within the organisation. 
Those that have been 
contacted and weren’t 
successful can still be huge 
advocates for the brand, 
the culture and the 
products/solutions. The 
reality though, is that they 
are often overlooked. 
Focussing on this aspect 
and creating a curated 
experience is a huge 
opportunity for all talent 
acquisition teams. Our 
candidate charter (see 
appendix) is something we 
take very seriously. The 
ones who do focus on their 
brand and candidate 
experience have such an 
advantage as the talent 
community has a positive 
impression and view and its 
no surprise that these are 
the firms where top talent 
wants to work. 
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Odgers point of view:

It is common to partner 
with external firms for 
sensitive, confidential or 
hard to fill roles. A talent 
leader who embraces this 
model and creates a true 
partnership where the 
external search firm exists 
as an arm of the business 
always produces the best 
results. Having this true 
partnership in place, will 
enhance the organisation’s 
brand and standing across 
all prospective candidates 
and help to uncover those 
hard to find skills and talent. 
The experienced talent 
leader will have a pragmatic 
approach to external 
engagement and focus on 
the best, highest quality 
and most timely result for 
the business. Despite huge 
progress and an overall 
increase in the quality of in 
house talent acquisition 
teams, we still see cases of 
companies making poor 
hires, with little or no due 
diligence as a result of 
talent teams being unable 
or unwilling to partner with 
executive search firms.

PARTNER STRATEGICALLY WITH EXTERNAL SEARCH FIRMS

Talent leaders need to partner 
strategically and collaborate 
with stakeholders to create 
alignment regarding when to go 
external and when to stay 
in-house.  
The prevailing view is that for 
the right role it makes sense to 
go external but certain factors 
play into this decision: time, 
budget, geography, seniority 
and, confidentiality to name  
a few. 

“There are always ‘purple 
unicorns’ to find and there’s 
room to work with external 
parties, especially for 
confidential roles”

“We need to understand what 
the sweet spot is and stick to it; 
go outside for specialist or 
hard-to-find roles. There’s 
enough space for everyone to 
play fairly.”

“In a geo we don’t know or don’t 
have a presence in, we 
absolutely will work with a talent 
partner.”

When it comes to executive level 
roles the view was that utilising a 
third party yields two strong 
benefits; zeroing in on hard to 
find talent and fulfilling a very 
valuable branding function. 

“There’s an inverse proportion of 
great candidates in the market 
to how active they are on job 
boards and LinkedIn. They need 
a proactive tap from a third 
party.” 

“I don’t agree with the notion 
that some vendors have to 
squeeze external usage to single 
digit percentages; you’re denying 
yourself access to some great 
talent. It’s also a very worthwhile 
branding exercise, being 
represented in the market”

“I’ve definitely seen some 
internal recruiters have an ego 
where they don’t want to go 
external or will make it hard if 
they do. That’s such a false 
economy and helps no-one,  
least of all the business and 
candidates.”

Some companies have cut 
external use and to have 
reduced the use of third  
parties to less than 10%.

“We’re mandated to cut external 
usage, yet the buck will stop with 
talent if the hiring managers 
aren’t happy.’

“We had too many hiring 
managers going out and doing 
their own thing. We’ve reduced 
external spend by half and will 
now only go out for sensitive or 
confidential roles.”

The view held was that when 
going external, it’s about 
building and forging true peer 
relationships with providers. It’s 
now no longer good enough for 
suppliers to just mailshot CV’s 
and hope for results. Talent 
leaders expect their partners to 
bring industry knowledge and 
talent insights to the table, and 
rightly demand that the 
partner’s network will yield the 
best in talent and diversity.

“Gone are the days of just 
sending 3 cv’s and hoping for 
the best, you’ve got to know 
your talent community intimately 
- this applies for internal and 
external talent providers. What 
are their drivers, what motivates 
them? Be a trusted confidante’

“We certainly go external for 
roles. In our mind different  
firm’s fish in different ponds, 
sometimes we will go with a firm 
we’ve never used before to get a 
different view of the candidate 
market”

“I’ve seen vendors do ‘global 
exec partner days’ where they 
invite search firms to learn the 
business, get under the bonnet 
and be true ambassadors for the 
brand as they go to market on 
their behalf.”
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CONCLUSION

The role of Talent acquisition has and continues to change. Today, engaged, multi-skilled talent  
leaders are instrumental in helping shape the future success of the organisation.

“Everything revolves around talent; without it there’d be no business”

A talent leader in today’s global environment will do far more than hiring and filling mandates. They will 
be effective in-house advisors on hiring trends, culture, diversity and succession planning. This is being 
achieved by gaining the trust of the business, in having their expertise recognised and valued – and 
perhaps more than anything else; being empowered to build the best leadership teams for the 
businesses they work for.

Get this right and the benefits to a company in this competitive and disruptive age are immense. 

There has been a transformational shift in 
the role of talent in recent years; the tech 
industry needs to understand that its critical 
asset is people, and the talent function is at 
the core of that
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ODGERS BERNDTSON GLOBAL TECHNOLOGY PRACTICE

Leadership which provides strategy, vision and flexibility to navigate constant change is the biggest 
differentiator for successful organisations in the complex and dynamic business environment of Asia 
Pacific. At Odgers Berndtson, we understand the importance of a superb leadership team for our 
clients’ success. Our researchers are constantly mapping the market with new and innovative ways of 
uncovering diverse and outstanding leaders. We also have a significant network of contacts, built over 
18 years of specialising in the executive search sector.

We are proud of our reputation and understand that trust is something that is earned. Over many 
years, we have built the kind of trust with clients and with individuals that enables us to deliver 
outstanding outcomes. Our Asia Pacific practice is an extension of our global technology practice, with 
offices in 28 countries. Increasingly, we are asked to source the high-calibre individuals from around the 
world, as our clients look to compete and differentiate in a highly connected industry.

Odgers Berndtson can proudly say that we have the most established, developed and experienced 
global executive search team in the world.
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APPENDIX 
ODGERS BERNDTSON CANDIDATE CHARTER

Whether we approach you about a specific opportunity, or you contact us to share your biography and 
career ambitions, we want you to have a constructive experience of engaging with Odgers Berndtson.

We recognise that we have a commitment to you as well as to our client, and we undertake that our 
dealings with you will be professional, courteous, rigorous and honest.

We will:

 ■ Approach you after considered analysis and in relation to roles where we think there is a strong 
match. Your time is valuable; we don’t want to waste it.

 ■ Work to make your candidacy as strong as it can be. 

 ■ Represent you effectively and discreetly to our client, based on accurate information that you give 
us in confidence. 

 ■ Be inclusive, open and fair-minded.

 ■ Keep you informed, communicating outcomes promptly, and giving fair and honest feedback where 
we can.

 ■ Celebrate your success in the event of a successful outcome, and share any lessons in the event of 
disappointment.

 ■ Take a long-term view, recognising that you have a multi-year view of your own career. Where 
possible, we will help you fulfil your ambitions.

Embrace continuous improvement, for example by carrying out regular independent audits of those we 
shortlist for roles.
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