
How to get an 
unfair share 
of the talent.  
An exploration of what makes people join a role, 
and maybe more importantly, what puts them off.
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30 Second summary  
(SPOILER ALERT)
Here are the highlights, condensed into  
one paragraph:
Salary and benefits is the most important factor when considering a new role. The major 

reason to reject a role is culture. Meeting the new team is a candidate’s top priority before they 

start. Interviews were said to be deal-breakers 14% of the time. Our findings supported the 

theory that employees have both motivators and hygiene factors (things that are necessary 

but not motivating). One is important for attracting talent, the other is essential for not losing it.
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The struggle to recruit 
talented workers is costing 

companies £2.2 billion, 
according to research by  

the Open University.  
With stiff competition among employers to  
attract the top talent, we considered what is  

important to the modern worker. 

What is important in a new role? 

Why would you say no to a job? 

We set out to get a better understanding.  
What we found was interesting.
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Quick overview of  
the research approach
We created a survey to understand what’s important to  
employees in a new job. 
Our respondents ranked the top five most important factors. They also told us why they would say no to a role, 

and what they want to know before joining. To maximise take-up, the survey was anonymous. But we gathered a 

variety of demographic data to ensure a good representation of society.

For those interested in the stats, the median salary 

was £25,001 - £35,001, consistent with the UK 

average. The median age was 26 – 35, representing 

a slightly younger demographic than the UK average 

(reported as 40 in 2015 according to the Office for 

National Statistics), but perhaps more relevant when 

considering the future of talent in the workforce.

0%0% 15% 20%30% 40%45% 60%

I'd rather not say

56+

Single (never married)

Married or domestic 

partnership

Divorced

Separated

Male

Female

£75,001 and over

46-55

£55,001 - £75,000

36-45

£45,001 - £55,000

26-35

-25

£25,001 - £35,000

£35,001 - £45,000

£25,000 and under

Breakdown of respondents

We shared our survey through our 
networks to reach a broad range 
of people, allowing two weeks for 
completion. A total of 225 participants 
completed the survey.

Gender Marital 
status

Salary

Most important when considering a new job

Age

The insights
Salary and benefits  
most important
If we want to attract talent, we need to 

know what makes people tick. This will help 

govern our adverts, our offers and all other 

interactions to help secure the candidates  

we want. What is most important when 

considering a new role? Of the 225 people 

we asked, salary and benefits was ranked 

in the top five reasons to consider a new 

job 89% of the time, versus 76% of the time 

for a job role that you love, and 56% for a 

convenient location.
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Is that a big shocker? Probably not, it’s what we would 

have expected, and it’s what puts the strain on our 

payroll bills. In the society we live in, money is pretty 

fundamental to a comfortable living. Just consider 

getting a mortgage, paying the bills, let alone all of those 

creature comforts we like. But this research serves as a 

reminder to continue to innovate with new benefits and 

approaches that widen our package without breaking 

our piggy banks. Spreading the cost of a holiday, saving 

money on groceries, providing massages at work – 

these are all benefits that might help differentiate you in 

the market. But the fact is we can’t afford to stand still for 

long if we want the best candidates. 
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Salary and benefits may not be what 
we wanted to hear, but it’s what 89% 
of employees say is highly important. 
What does the package include? That’s 
a question we can expect to keep 
hearing for years to come.



Love of the role still a big factor
Before we get too distracted, let’s not overlook what is 

potentially good news – people still value the nature of 

the role. A lot. OK, it wasn’t reported quite as strongly 

as salary (76% putting this top five, versus 89% for salary 

and benefits), but it was a strong factor – the next one 

being a decent 20% behind.

So, whilst salary and benefits are key, ensuring we build 

and communicate an exciting role must be taken into 

the balance. For this we need to consider what will 

really get that talent excited. Do we spend enough time 

on job adverts? Do we make sure we’re building these 

around the reader and selling ourselves in the right 

way? Are they written by a professional copywriter or 

HR admin? In this battle for talent, we must assume that 

small margins like this can make a huge difference. How 

we get our message out - and what that message is - 

could be what finally closes that vacancy.

Case study – staying 
competitive with benefits 
Plusnet are a customer-focussed broadband provider based in 
Yorkshire. They operate in a competitive market and always look 
to go the extra mile to attract the best local talent.

Plusnet weren’t after a traditional approach, they 

needed something that complemented their 

straight-talking workforce and offered them 

savings on everyday essentials.

Plusnet and Benefex worked together to deliver 

innovative new benefits, tailored to the workforce. 

This included the ability to spread the cost of a 

holiday, affordable gadgets, benefits linked to length 

of service, and more. 

This was coupled with an employee-led campaign 

that saw champions decorating their desks with 

holiday paraphernalia and the workforce coming 

together to star in their own music video.

As a result, tenure patterns have already 

increased by 17%, the time to hire new talent has 

halved, and over 50% of employees are actively 

using the new benefits package.  
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Don’t underestimate the importance of culture
In terms of reasons to reject a role, culture dominated the responses, being present in 24% of answers. Whilst it may 

not register high on the wish lists, it is something that can be a deal breaker. Conversely, salary was only given as a 

reason by 11% of people, but we’ll come on to this later.

Reasons to reject a role

Culture 24%

Interview 14%

Reputation 12%

Environment 11%

Flexibility  11%

Salary  11%

Role  11%

Management 10%

Commute 10%

Onboarding 10%

Progression 5%

Purpose  2%

Please note, these total 

more than 100% as some 

responses contained 

multiple themes.

It’s been a hot topic in HR for some time, but culture is undeniably an area to invest. It’s not a magic wand scenario, 

but it can start out quite easily by speaking to your employees and understanding what could make a more 

enjoyable experience. It may mean recognising the people you work with, getting people excited about your 

values, supporting social clubs, bringing a dog into the office, or even just improving communication channels. You 

may already think you have a great culture but what do your employees think? Invest in your culture to reap big 

benefits, or choose not to and risk losing that 24%.
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Interviews a big factor in recruitment
14% of our respondents said that the interview itself would be enough to put them off a role. So, that’s around one in 

seven that would walk away if we haven’t put enough time into that interview prep - if we fail to sell ourselves and 

the company. It’s nothing new that the interview works both ways – but with the global connectivity of the web, 

employees have never had a better chance to find the role they want and unearth a number of opportunities. It 

won’t be long before the interview is more focussed on the candidate vetting employers rather than the other way 

around. So be prepared for your interview style to be the shop window that could make or break the deal.

Sneak peek #1 
How we make our  
interviews memorable

Remember Lego? Those colourful bricks 

that could take your imagination anywhere. 

You can build pretty much anything from 

Hobbiton to the Millennium Falcon. 

We use Lego in our recruitment. Our lucky 

interviewees have five minutes to build 

something with the bricks we provide. Whilst 

concentrating, we throw them curveball 

questions to test their resolve. Once they are 

finished, we ask them to explain why they 

built whatever they came up with. Did it 

have a well-considered purpose? Was it a 

panic reaction? What would they change 

in hindsight? These few interactions tell you 

more than an hour of questions would.

We still ask the questions. There’s certain 

things we need to know. But we guarantee 

these candidates go away with the feeling 

that we’re a little bit different.

Sneak peek #2 
How we foster a good culture

You could let the company environment 

grow on its own, or you could enlist an elite 

group of Values Champions. That’s right, we 

have a group set up specifically to foster and 

promote a good culture and maintain our 

positive ethos. But that’s not all.

We believe in our mission and our values – 

we really do. Yes, the values are plastered 

across our walls but it’s also how we measure 

ourselves, how we recognise our peers and 

how we manage our employees. We all 

sign up to these values, attend workshops to 

understand what they mean to us, and create 

our own team charters to bring them to life. 

You still want more?

When our employees said they were thinking 

of an adventure weekend, we said we’d fund 

it. That’s twenty-nine employees, off to the 

Brecon Beacons for the four-peak challenge. 

The result? Twenty-nine beaming faces, 

money raised for a local homeless charity 

and no end of good vibes in the office. After 

all, life is more than just work, right?

The employee relationship starts before day one
Have you ever accepted a new job, and waited around 

in silence with only a copy of the contract for company? 

You are not alone. The onboarding process is getting 

better for a lot of companies, but most commonly it 

doesn’t start until after day one – which misses a massive 

opportunity to build the relationship and, maybe more 

importantly, avoid a last-minute slip up.

Let’s consider the idea of the battle for talent again for 

a moment. You’re sat there with three job offers on 

the table. The one you wanted doesn’t contact you for 

four weeks, whilst one of the others sends you regular 

updates, a video from the new team, a starter pack – 

which would you choose? To help understand what’s 

important for new starters, we found out what people 

want to know before they start.

Most important before joining a new role

The most important factor for people is meeting their 

new team, reported by 85% of people. So they want 

to start building the important relationships, before 

day one. They also want to know about learning and 

development, what the dress code is, when they get 

paid and what background reading they could do – 

according to 50% of the respondents or more. 

Make sure you have a strategy to engage these 

candidates before they start. Take the opportunity to 

build the relationship, not just because a competitor 

could sneak in and spoil the show, but to start their 

experience on a positive note. 

The team 
you'll be 

working with

The company's 
approach to 
learning and 
development

What 
background 

reading would 
be useful

The office 
layout 

(maybe a 
quick tour)

Whether there 
are any social 

and sports 
arrangemnt 

What 
the lunch 
plans are

What 
the dress 
code is

What you 
get paid

80%

100%

0%

40%

20%

60%
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A tool that can help – Communications Manager 
Providing timely, personal and well-thought-out 

communications has always been close to our heart. 

Now we have a tool that can help you do that, 

whenever you need.  

You can send high quality emails, quickly and easily, 

through our new tool, Communications Manager. This is 

designed to help you segment and target your emails 

easily to your workforce, but guess what – you can use 

this to send emails to anyone you want.

That candidate you just offered a job to, why not send 

him an email with an introduction to the new team? 

Now, why not schedule an email for next week with a 

rundown of what to wear, when you get paid, where 

to buy a sandwich. In fact, whilst you’re there, why not 

schedule a series of onboarding emails, all from the 

saved templates you created before. That’ll help build 

the relationship ready for day one.

Not convinced? You could send a series of emails  

from outlook. But does that represent the quality  

and credibility of your business? Early interactions  

are important, so give yourselves the best chance  

of showing the quality you deliver and ultimately  

the quality you expect.

We can put some of this down to the nature of the 

question – we collected the reasons not to join via an 

open question and thematically grouped the responses, 

as opposed to the first question which offered a list. 

Regardless, we would have expected to see a similar 

set of priorities.  

The evidence seems to suggest that we may maintain 

more than one ideal. There is a wish list of things we 

want from a job, but there is also a list of things we 

won’t do without. Salary and benefits are top of the 

wish list – but there may be some flexibility in what is 

acceptable to us. 

Culture is not top of the wish list, but it’s clearly 

something that we expect, or require. If the employer 

doesn’t have a positive culture, then effectively it  

could be a deal breaker. Even despite an appealing 

salary and benefits. 

This supports an idea by the psychologist Frederick 

Herzberg. Herzberg believed in a two-factor theory 

of motivation. He believed there are factors which are 

appealing and motivating to us, called motivators. But 

there are also factors that are detrimental if not present, 

called hygiene factors. For example, a comfy chair may 

be a hygiene factor. I need one to do my job, but I don’t go 

around future employers looking for the comfiest chair.

What we want is different to what we tolerate
When asked what is important when considering a job 

and what would put you off a role, you may think there 

would be a common factor. If salary and benefits is the 

biggest draw (as we’ve seen) then not meeting salary 

and benefit expectations might be given as the biggest 

deal breaker. But no. 

Salary was top of the ‘important’ list, but right down  

in fifth place for reasons to reject a role. Culture was  

low on reasons to join a role, but highest on reasons  

not to. Why?

Comparable reasons to join 
a role versus reasons not to

0% 20% 40% 60% 80% 100%

Join role

Reject role
Company culture

Career progression

Salary and benefits

Location

Flexibility
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So, what we’re seeing in our research could be the motivators and 
hygiene factors of recruitment:

The top motivators will help draw people in. These are 

your carrots to dangle. The hygiene factors are your 

must-haves. You need to make sure these are covered 

off or the relationship with this new candidate could be 

over before it’s even begun. 

Think of buying a house. You’re after a place for your 

family and you decide you need a room for you, 

another for your child and a third for your guests. You 

see an amazing property with a great garden, huge 

potential for development and a really nice feel to it. 

But you wanted three bedrooms and this only has 

two. As much of a draw as the other elements are, 

you’re not prepared to sacrifice on the three rooms, so 

unfortunately, it’s a no. 

A good salary and a great role may ultimately be 

trumped by a negative culture and a poor reputation. 

Get the hygiene factors right and the rest will come 

together. Overlook these and, despite your best efforts, 

you may find yourself fighting a losing battle.

No. Top motivators Hygiene factors

1 Salary and benefits Positive company culture

2 Appealing job role Good representation of the company in interview

3 Convenient location Strong reputation

4 Flexible working Suitable office environment

5 Learning and development opportunities Flexible working
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Culture, environment and reputation are things we need to foster. It’s no good 

overlooking the basics and thinking that a slide or beanbags will turn the office into 

a talent magnet. It might catch the eye, but it won’t sustain. Invest in your employees 

and you can develop a strong culture and a great reputation. These will give you a 

great foundation for your employee relationship. Then, with these in place, you can 

leverage your motivators to turn this appealing workplace into a role that’s irresistible.

Final thought
The research has given us a rich insight into what 

modern candidates want from a role. To get our share 
of the talent, and more, we must use all the motivators 
available to attract them. And we must consider every 

interaction an important showcase of our business. 
But perhaps more than this, we need to have the 

fundamentals of the business right. 
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Want to discuss more? Please get in touch


