
Building Your 
Talent Pipeline 

In a Post Pandemic World



Talent acquisition is on the minds of all employers right now.

The Covid-19 pandemic has affected organisations in so many different 
ways; consequently, it has never been more critical to have the best team 
possible in place.

But the challenges that the pandemic has thrown at us in recent months 
means that for many employers, filling their talent pipeline has been a 
puzzle – can you relate?

Entering into 2021 with the best team in place and a talent pipeline full 
of exceptional candidates waiting to fill upcoming vacancies is an ideal 
scenario, and yes – it is possible.

If your talent acquisition strategy and talent pipeline have dropped off 
your radar in recent months, this guide is for you.

We cover everything you need to know about building your talent 
pipeline post the initial phase of the pandemic.

This way, you can relax in the knowledge that you have suitable 
candidates lined up for the vacancies that will no doubt arise and that 
you are protecting your business in the best possible way.

Kind regards   

Neil and Adela
The  Recruiting Office Ltd.
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Your Post-Covid Business 
Strategy 
For all organisations, the biggest challenge right now is adapting 
your business strategy to a world changed by the pandemic 
when we have yet to find a vaccine.

Many industries are still recovering, and for some businesses, it 
will be a significant time before things start to feel ‘normal’ again, 
vaccine or no vaccine.

To come back stronger, businesses must first rethink their 
strategy for a post-pandemic world. 

Have you revisited your business strategy for our Covid-affected 
world? The Norfolk business sector has changed in many ways; 
the following are points to consider implementing in your post-
Covid business strategy -

•	 Building robustness and adaptability into your business – are 
you financially robust? Are you reliant on a supply chain; and 
how well are your team dealing with changes caused by the 
pandemic?

•	 The shifting conditions of the market – how have you dealt 
with the changes to the market, and are you prepared for 
any further developments that are realistically expected to 
happen?

•	 Adapting to incorporate digital technology – most 
businesses have had to adapt digitally, whether that’s flexing 
to remote working or offering increased online products and 
services.

Once you have outlined how your business is operating now 
compared to before the pandemic, it is time to think about how 
your hiring decisions need to change to serve your business, and 
this is where your talent pipeline comes in. 2

https://www.mckinsey.com/featured-insights/future-of-work/from-surviving-to-thriving-reimagining-the-post-covid-19-return
https://www.mckinsey.com/featured-insights/future-of-work/from-surviving-to-thriving-reimagining-the-post-covid-19-return


3

Hiring in a post-
pandemic world 
means thinking 

about what skills 
your employees 
will need for the 

challenges that lie 
ahead.

Let’s look at what the building blocks of your talent pipeline  
will include, starting with the importance of your post-Covid 
employer brand. 

The Importance of 
Your Employer Brand 
in the Covid Age 
As your business strategy for our post-Covid world takes shape, 
you must then think about what this means in terms of your team 
of employees.

The world has been changed drastically by the pandemic, and 
there may still be changes to come.

There will be no ‘going back to normal’ – it will be about adapting 
to our new environment, and as an employer, this means a few 
different things.

Support Systems
Most employers have introduced support measures and 
systems to protect their teams from Covid-19. Despite all of the 
destruction caused by the pandemic, there are positives to be 
drawn. One success story of this year is the way that employers 
have stepped up and looked out for their teams.

Never before has so much thought and emphasis been put onto 
employee physical and mental wellbeing. This has been essential 
for protecting teams, but it has had the fortunate effect of 
increasing trust between employers and employees, which has 
ultimately strengthened teams. 



A Flexible Approach 
No-one could have predicted that such a devastating event 
would have had a positive effect on some businesses, but 
everywhere you look, the pandemic has strengthened some 
teams. 

Flexibility, remote working, a focus on wellbeing, and an 
enhanced team spirit that comes from surviving a crisis have all 
strengthened employer brands across the board. 

How have you supported your team throughout the Covid-19 
crisis?

Think about the systems you put in place, the changes you made 
to accommodate flexibility, the way you support teams both 
professionally and personally – all of these are the fundamentals 
of your post-Covid employer brand.

Communicating this to prospective candidates is an essential 
part of building your talent pipeline, which we will go through 
later in this guide.

But before that, let’s think about what kind of candidates you 
need to be attracting to your post-pandemic organisation – will 
they be different from what you would normally seek to attract? 

Let’s find out. 
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New Candidate Profiles 
Closely tied to your employer brand is your ideal candidate 
profile – an avatar – of the ‘type’ of individual you know will  
work well in your team.

This goes deeper than just the skills they need to possess; it 
includes their attitude, their attributes and their personality type, 
and it can be hard to find the perfect match. 

As an expert recruiter, we understand how crucial it is to 
find employees with the right skills who will also fit into your 
organisation. When employers get this wrong, it leads to 
problems such as disruptions in the team, low morale and then 
ultimately having to re-hire for the same position, sometimes over 
and over. 

When you come to make your next hires, first you must decide 
exactly what it is you are looking for – both the hard and soft 
skills, as well as attributes and attitude. 

And now there is the added Covid dimension, too.

Hiring in a post-pandemic world means thinking about what skills 
your employees will need for the challenges that lie ahead.

Some of the themes that we have seen employers increasingly 
look for post-Covid include -

•	 Digital and technical skills for an increasingly digital world 

•	 Cognitive skills to be able to navigate a challenging working 
landscape

•	 Emotional intelligence, which will mean the ability to stay 
positive, to see past challenges and to support colleagues 
during difficult times
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•	 Adaptability and flexibility – and someone who approaches 
every task and situation with an open mind 

Additionally, many businesses have changed their model recently 
– are you providing new or different products or services? If you 
know that you plan to introduce new areas or markets into your 
business, employing the talent with the best possible skills to 
allow your business to grow is essential.

Once you have your candidate profiles in place, it’s time to start 
building your talent pipeline – let’s look at how.

Building Your Pipeline 
In this section, we will look at the different elements you should 
consider and the strategies to build your post-Covid talent 
pipeline.

Communicating Your Value
When a prospective employee looks you up online – what do they 
find?

An out of date website, no reviews and social media profiles that 
are only updated sporadically? 

Put yourself in a candidate’s position and think about how you 
would feel about wanting to come and work for a company which 
you can barely find any information about. 

Candidates need to be able to visualise themselves working for 
your company to push them to reach out to you – and you can 
do this by having an excellent brand profile across various digital 
channels. 
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Update your social media regularly, and not just with brand-
promoting messages. The relationship between you and potential 
candidates needs to be mutually beneficial – share content and 
articles that they will find both engaging and useful. 

A Focus on Health and Safety 
Health and safety are at the forefront of everyone’s minds right 
now, and employees will not apply to places where they feel it 
might jeopardise their health.

Keep your website up to date with a section about careers and 
include an update on your website and social media to show how 
you are handling the ongoing Covid crisis.

Social Proof
A key part of building your talent pipeline is your employee 
advocacy strategy and other social proof.

Do you have a section on your website dedicated to customer or 
client testimonials, reviews or employee advocacy?

In the age of the online review and even more so since Covid 
struck, candidates want to know that you are a transparent 
employer whom they can trust. Employer review websites are on 
the rise – what does your reputation say about you? Are you a 
responsive employer which candidates can reach easily? Having a 
responsive H.R. team in place to build candidate relationships is a 
must for a successful talent pipeline. 

Once you have all these elements in place to attract great 
candidates, your recruitment process will now work to secure your 
talent pipeline in place. So next, let’s look at how your recruitment 
process can strengthen your talent pipeline. 
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Your Recruitment Process
Your recruitment process typically forms the main part of your 
talent pipeline, as this is where you get to communicate directly 
with the candidates that will end up joining your team either now 
or in the future. This generally happens with a recruiting partner 
like ourselves who are skilled at building talent pipelines for our 
clients.

The Job Description
Many companies re-use the same job descriptions, but this is not 
advised in normal times, let alone in your post-pandemic talent 
acquisition strategy.

Think about what you want to communicate to candidates right 
now and what you can offer them. 

Demonstrate your adaptability and agility as a leader, highlight a 
focus on training and most importantly – provide clarity over the 
role.

In our post-pandemic world, many roles are changing and roles 
which have historically been the same for many years might now 
have added extra dimensions.

•	 Will your team need to have additional digital skills?

•	 Are you looking for employees to focus on business 
development to grow your company or expand into a new 
niche?

•	 Are you looking for an employee who in the future you are 
looking to develop to be a leader?

Think about what your ideal candidate avatar will now need 
to look like for our post-pandemic world – they might be very 
different from what you were looking for this time last year. 
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The Interview Process
Next, it’s time for your post-pandemic interview process, which 
for many organisations now includes video interview stages.

The role of technology in the interview process is one that has 
been increased since the pandemic, and again this is a great way 
to build your talent pipeline.

Introducing a video interview stage to your recruitment process 
benefits both you and your prospective employees.

Having a robust video interview process will show candidates 
that you are an employer who is up to date with technology, 
able to provide flexible and remote working arrangements and is 
proactive.

And it also allows you to screen a higher number of candidates 
with a minimum amount of disruption, it shows candidates that 
you are serious about health and safety, and it gives you extra 
insight into the candidate and their suitability for the role in 
question. 

Video interviews are not a replacement for in-person interviews, 
but they will allow you to make more informed hiring decisions. 

Candidate Aftercare 
This is one of the most crucial parts of your talent pipeline, and 
one which gets overlooked most often. 

The best candidate for any role can often be the one who you are 
already in contact with; someone who has been following your 
company for a while, who is aware of your brand and your ethos 
and who has a genuine interest in your business. 

As a specialist Norfolk based recruitment company, we often have 
candidates come to us because they want a job with a specific 
company.
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But all too often, candidates who apply for roles in your company 
and are not successful are left to distance themselves and become 
detached from your pipeline, despite being highly valuable 
candidates. 

In our post-pandemic world, things are changing at a rapid pace, 
with no-one able to predict what changes are yet to come.

Despite this being a scary prospect, there are things you can do to 
protect your business, and keeping in contact with the very best 
candidates who you know will be able to strengthen your business is 
a strategy which all businesses should be employing.

It is more important than ever to keep in contact with unsuccessful 
candidates; you never know when you are next going to need your 
next great hire.

Use the following strategies to keep great candidates in your talent 
pipeline -

•	 Use content to keep them engaged – if candidates follow you on 
social media, sharing useful sector content to help their career 
will position your company not just as a potential employer, but 
as an industry leader who can help them develop their career. 

•	 Keep a priority list of candidates – for candidates who very 
narrowly miss out on roles, keep in contact with these more 
frequently. LinkedIn is a great way to stay in contact both 
professionally but with a human touch too. Like and share 
their content, send messages and encourage communication 
and collaboration within your community to keep your talent 
pipeline engaged. 

•	 Keep in contact regularly – time is of the essence in our post-
Covid world. Don’t leave it months between sending emails, and 
you can keep it casual – checking in to see how their job hunt 
is going, or to see if they’ve decided to stay in their current role 
will build trust and candidates will appreciate this.
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As you can see, there is a lot to consider when building your 
talent pipeline, and for some organisations who have gone 
through significant changes over the past few months, creating a 
talent pipeline will mean starting from scratch – no easy feat.

Finally, let’s look at why working with a recruiter is the fastest 
and easiest way to build a talent pipeline now. 

Working with a Recruiter to 
Build Your Talent Pipeline
Working with a dedicated Norfolk recruiter is still the easiest 
and fastest way to build a talent pipeline, as they can act as an 
intermediary between you and the talent you want. 

Many of the stages outlined in this guide get overlooked by 
employers, and the main reason for this is time.

Over the past few months, as businesses adapted to the 
challenges presented by Covid, many greatly reduced the 
amount of time they spent on recruitment and building their 
talent pipelines; some stopped altogether. 

It is, of course, understandable that during times of crisis that 
employers will focus on the day-to-day running of the business, 
but taking your mind off your business strategy doesn’t mean 
that it goes away.

Norfolk businesses still need to focus on the growth of their 
organisation and the strength of their team, even during the 
pandemic. In fact, during the pandemic is the time when there 
needs to be more of a focus than ever on the talent within your 
team. 
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Despite being otherwise excellent employers, this gives candidates a 
negative impression of certain companies simply because they haven’t 
had the time to nurture relationships with them and leaving the trail to 
go cold.

When you work with a dedicated recruiter to build your talent pipeline, 
they will be able to provide the following -

•	 They will work with your company to create a recruitment plan 
according to your business strategy – not just for the plans 
you have in place, but for unexpected vacancies too. There is 
no better source for when you need talent in a fast-changing 
environment than a recruiter.

•	 They will help you design and build roles for your organisation 
and help narrow down exactly what it is you need using their local 
expertise and candidate knowledge.

•	 They will create candidate profiles to match your roles, so you are 
clear on what you are looking for. 

•	 They will source the talent to match both the role and the 
candidate specification – no more wondering who will apply to 
your roles and if they will be suitable.

They dedicate time each week to keeping in contact with potential 
candidates and build a relationship which works behind the scenes to 
ensure you not only have the right talent in the right roles now when it 
is most critical, but also to fill future vacancies seamlessly.

No employer wants to think about their top talent leaving, especially 
now during the pandemic, but it is something that needs to be 
planned and accounted for.

Employers who fail to build a robust talent pipeline during the 
pandemic will struggle to attract and retain top talent during what 
is the most business-critical period most of us will go through in our 
lifetimes. 
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Next Steps
What does your talent pipeline look like now?

Do you have vacancies in your team currently? Are you wondering 
about the future of your team and the talent you need in place for your 
organisation to succeed over the coming months and years? 

If you need help starting, building or enhancing your talent pipeline, we 
can help.

Call us on 01603 964816 or email us here for a conversation about your 
talent pipeline and the future of your recruiting decisions. 

Get your talent pipeline right and success will follow. 

Kind regards

Neil & Adela 
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About us
At The Recruiting Office we recognise how hard it can be for non 
HR staff to fit recruitment around their regular day to day duties 
and to ensure that job specifications, advertisements, selection 
and interview processes are without bias and are effective in 
identifying the best possible candidates.  

We know how vital pro-active candidate sourcing can be in an 
increasingly candidate short market and we understand that 
many non recruitment professionals struggle to pro-actively 
identify and engage with suitable passive candidates.

And we know that modern businesses sometimes need to 
engage skilled personnel on a non permanent basis to support 
specific projects or changing business needs.

If you are experiencing issues or concerns with any aspect of the 
recruitment process - from writing job and  person specifications 
to effective on boarding, from engaging with passive candidates 
to required document checks and when to undertake them - we 
can help!

At The Recruiting Office we have over 40 years experience 
of supporting Norfolk employers through every aspect of the 
recruitment process and our comprehensive, knowledgeable, 
compliant and ethical recruitment services really work! 

For a no obligation discussion of the recruitment issues you are 
experiencing and the solutions we can offer - call us now on 
01603 964816 or email neil@therecruitingoffice.co.uk
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Your next actions
Connect with us in multiple ways

You can connect with either of us on multiple social media channels 
including LinkedIn and Facebook 

https://www.linkedin.com/in/neil-scarborough-recruiter-for-all-your-
norwich-and-norfolk-recruitment-needs/
 
https://www.linkedin.com/in/adela-matin-cert-rp-2a98a333/
 
https://www.linkedin.com/company/5517696/admin/

Or call 01603 964816 or email Neil neil@therecruitingoffice.co.uk or Adela 
Adela@therecruitingoffice.co.uk to book a private recruitment strategy call.

Best wishes
Neil and Adela

P.S. Our recruitment services are without charge until/unless our successful 
candidate accepts your job offer and in the unlikely event they don’t work 
out we offer upto a 100 day 100% refund guarantee!

Tel:  01603 964816

Email: neil@therecruitingoffice.co.uk

www.therecruitingoffice.co.uk

1 Ideal Candidate

- Guaranteed!

CALL NOW FOR MORE INFORMATION

95% Placement

Success!

100% Satisfaction

- Guaranteed!
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Client Testimonials
 
“What makes The Recruiting Office our agency of choice is the ability 
Adela and Neil have to fully engage and understand our requirements. They 
understand that we are looking for people who want to be part of our brand. 
This is reflected in the quality of candidate they place in both temporary and 
permanent positions. This is a true partnership and one I believe will be long 
lasting and important in the success and growth of our depot.”
Simon
 
“The Recruiting Office has found our company a succession of quality staff 
that are continuing to provide first class service to our customers in East 
Anglia. The professional and thoroughly well organised manner that The 
Recruiting Office operate make them a pleasure to do business with.”
Graham

 

Candidate Testimonials
 
Just a quick email to say thank you for your help in getting me to interview.  
What makes The Recruiting Office different stand head and shoulders ahead 
of other agencies is the care and attention the staff put into understanding not 
only what the potential employer does and requires but also understanding 
not only the skill set of the potential employee but also their personality 
thus making the position/employee a match better. This coupled with your 
attention to detail and contact, updates, feed back and genuine interest in all 
aspects of the process makes for an outstanding business model.
Mark
 
“I would recommend to anyone looking for short or long term employment to 
use the services of the Recruiting Office.
The help and support I received was invaluable-from CV analysis to a better 
understanding of the current work market (after coming out of a long-term 
job) I was in a placement within a couple of days.
All consultants I dealt with were friendly, polite and professional.
My placement lead to permanent employment, however, I would not hesitate 
to use the services of The Recruiting Office again if my situation changed.”
Charlotte
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