
How recruiters can use The Office to improve their candidate experience.

Most of us have heard of The Office; the UK and later American television show that follows the 
day-to-day lives of sales staff. Whilst there are no direct links to the recruitment industry, each 
character represents a real-life candidate that recruiters could encounter. With that in mind, we 
get to know our favourite ‘The Office’ U.S. characters and how they can be managed.

Michael Scott

‘Michael candidates’ are typically great examples of people hired based on team fit. As a self-
proclaimed college dropout, Michael Scott was hired as a salesman, where he proved to be 
extremely successful. Though great in his role, he regularly falls woefully short of managerial duties
and expectations. Like Michael Scott, Michael candidates can often struggle to adapt to their new 
responsibilities, regularly injecting a lot of personal feelings into the working environment. By 
overestimating their own importance and relationships with co-workers, these candidates can 
struggle with or be confused by the lack of enthusiasm from staff. Their desire to be friends with 
everybody leads them to make unwise decisions or impractical promises without considering the 
consequences.

These job hunters will instantly win hiring managers over with their passion and natural ability. 
When listening to them, it’ll be easy to forget that they’re relatively inept in the professional sense.
Hiring a ‘Michael candidate’ will always involve choosing culture over expertise, but it is important 
to make sure they are trained sufficiently before promotion.
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Jim Halpert

‘Jim candidates’ are the underdogs. On the surface, it may seem they don’t take their careers 
seriously, spending more time playing pranks on their workmates or getting distracted. Jim 
candidates are silent achievers though, consistently demonstrating that they’re the best members 
of the team.

It’s easy to not be bowled over by a Jim candidates, but it’s important not to underestimate them. 
Throughout the screening process, Jim types will always end up surprising you with a thirst for 
success, innovative ideas and their fun-loving nature; perfect for galvanising your team.

Dwight Schrute

A strong contender from the start, ‘Dwight candidates’ will be consistently high achievers, ticking 
all the right skills and experience boxes. However, they are notorious for their lack of social skills, 
common sense and love for tradition.

Although you’ll be impressed by their ambition, these candidates generally believe they’re better 
than they actually are. They’ll be very competent in their role and show admirable loyalty to their 
career and company, but their progression plans will be a little jaded. Keep them as ones to watch; 
their drive, resilience and hard work are guaranteed to see results, but think about the team and 
what impact a Dwight candidate might have on its dynamic.



Pam Halpert

When viewers are first introduced to Pam, she remarks, ‘I don’t think it’s many little girls’ dream to
be a receptionist’, highlighting her non-committal attitude. ‘Pam candidates’ usually show a lack of 
enthusiasm, happily abandoning work in favour of distractions.

Throughout their careers, Pam candidates will make several moves, but never truly know which 
direction they’re aiming for. Instead of rising upwards, their career will move sideways, often 
leaving them underperforming. These candidates shouldn’t be dismissed though; they’re clever, 
skilled and experts in their fields. As a recruiter, they may seem like a risk but if you place them in 
their dream role, you will unleash their full potential.

Stanley Hudson 

No longer invested in their role, ‘Stanley candidates’ will be tricky to place into a new one. Whilst 
they’re serious and hardworking, they foster a negative attitude and lack of interest in their 
surroundings, along with a level of disrespect for management and hierarchy. These candidates 
often have good relations with other colleagues but are generally careless, with their interests 
lying with seeing out their time and going home.

At Austin Fraser, everything about the way we conduct business has a client or candidate at heart. 
We pride ourselves on being a consultancy service that actually consults and this involves getting 
to know what motivates and drives our candidates. Even though new episodes of The Office won’t 
be gracing our screens anytime soon, there are still many lessons we can take away to enhance the
candidate experience.



The face behind the engineer: How #ILookLikeAnEngineer is changing the way we look at the 
women in engineering.

Working in engineering today is more exciting than ever before; the sector is constantly evolving 
and the need for talented personnel who can adapt to new and shifting skill-sets is on the rise. 
However, we’ve all heard of the skills gap and bodies such as the National Skills Academy for Rail 
Engineering predict that the number of engineering, technical and planning skills will fall 30% short
of those required.

One of the most common solutions to the skills shortage is encouraging more women into 
engineering, who currently only make up just 6% of the workforce. There are many positive steps 
already being made within the industry; events such as National Women in Engineering Day 
promote achievements already made by women in engineering and technology, as well as 
encourage others to be involved in STEM subjects. 

As businesses seek new, innovative ways to recruit tech staff, identity management platform 
OneLogin looked to their existing personnel, inviting a range of engineers, including Isis Wenger to 
participate. To both the company and Wenger’s surprise, her photo became the height of social 
media debate. After streams of both negative and positive comments, Wenger now pushes for 
equality in the workplace, with many others sharing their images and experiences online, using the
hashtag #ILookLikeAnEngineer.

Wenger says ‘#ILookLikeAnEngineer is intentionally not gender-specific. External appearances and 
the number of X chromosomes a person has is hardly a measure of engineering ability. My goal is 
to help redefine what an engineer should look like because I think that is a step towards 
eliminating sub-conscious bias towards diversity in tech’.

The #ILookLikeAnEngineer campaign shouldn’t mean positive discrimination. This is an opportunity
to create a diverse team for an ever-growing industry. The right candidate for the role should 
always get their job based on their skills, ability, knowledge and team fit. A multi-faceted team will 
draw upon a range of perspectives and insights; more of which could never be a bad thing.

Whilst progress is being made to recruit and train more engineers, particularly through 
government-backed initiatives, the skills gap is still apparent. Perhaps most importantly, driving 
women into engineering shouldn’t be at the expense of the men already in or intending to get into 
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the sector. Engineering should focus on assisting in fuelling the rapid growth. Without taking action
to drive prospective workers into engineering, our growth will inevitably be stifled.



Experiencing the new generation of synthetic human; what can Humans teach us about 
recruitment today?

For those who haven’t seen the online ads, pop up shops or tv series, Humans is a drama set in a 
parallel present where fully developed artificial intelligence have been introduced. These ‘synths’ 
become an integrated and partially accepted element of society. Used as factory workers, carers 
and ticket inspectors, they’re marketed as a luxury item which is customisable to your needs. The 
show follows Joe who has recently purchased Anita to take on household chores as a way to bring 
their family closer together. Treated as a part of the family, Anita, and other synths in sub-plots, 
become much more than an autonomous device.

The implication of the drama is that, unlike others of its kind, it’s easy to forget that the super-
synths aren’t human. The audience side with the robots and the line between human and artificial 
intelligence becomes more blurred.

Even though the story does not directly follow that of a recruiter, artificial intelligence is not far 
from the future and has the capabilities to revolutionise the recruitment process as we know it 
today. With that in mind, what can recruiters of today learn from the eight-part series?

Communication is key.

While regular synths are limited to pre-programmed responses and are unable to answer 
questions because they don’t ‘understand’, super-synths are able to communicate on a deeper 
level with expressions and body language. 

As a recruitment consultant, communicating with both clients and candidates should be at the 
heart of what you do. Recruitment is about people and getting to know candidate’s drivers, 
motivations and reasons for a job change, will put you in the best position to forward them to like-
minded companies. Sometimes this includes placing candidates in roles they would not have 
considered alone.

It’s all about candidate experience.

Persona Synthetics are advertised throughout the series as more than just an appliance but a 
deeply personal lifestyle choice; the help that you’ve always wanted.

In a similar light, hiring managers are busy, replacing or expanding personnel in order to stay 
effective, but other day-to-day tasks get in the way. Recruitment is a time consuming process and 
when there just isn’t enough time to do anything; a technical recruiter is a great asset.  

To screen, source and approve the best people, recruiters must truly understand the skills and 
characteristics required for the right hire. This way the recruitment process will run smoothly and 
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everyone involved is contacted. Make sure your candidate’s peace of mind isn’t an optional extra.

Two minds can be better than one.

In later episodes, the collaborative process between man and synth appears to provide a new level
of efficiency. The Hawkins provide a hub for the synth family to congregate and help plan their next
steps.

Particularly when recruiting for senior roles, the final decision can often involve a number of other 
senior members of staff. Arranging for everybody to be in the same place at the same time can be 
challenging, especially when dealing with busy calendars.

As an intermediary, recruitment consultants can address these potential obstacles before they 
arise. By taking care of the smaller details, all staff can be a part of the recruitment process, 
without taking lots of time out of their diaries.

Channel 4’s Head of Marketing, James Walker, commented that  ‘The world of Humans is perhaps 
closer than we think’. While we may not be the generation to embrace super-synths, there are still 
qualities that recruiters can take away from our artificial counterparts. After all, recruiters and 
synths both aim to make people’s lives better and that is something we can start today.  



Creating the right impression: 6 faux pas to avoid at your next job interview.

Once you’ve impressed your potential employer with your CV, the next stage in securing your 
dream job is the face-to-face interview. Whether it is through researching the company, practising 
expected answers or ensuring that you dress properly, you need to capture your future employer’s 
attention and show that you are the perfect candidate.

Within specialist industries such as IT and engineering, you’ll have to prepare for particular 
challenges and it can become easy to forget the basics. Through our experience of consulting both 
candidates and clients throughout the interview process, we know the must-dos for interview 
prep as well as the faux pas to avoid.

1- Lateness.

Arriving late to a job interview not only shows that you have bad time management but will 
instantly look like you are not committed or particularly interested in the company or job role. Aim 
to arrive 10-15 minutes before your scheduled time, but the earlier you can be, the better! If you 
find yourself regularly running late, ensure that you set off with plenty of time to spare. If you’re 
too early, find a coffee shop, grab a brew and wait. Utilise extra time by calming any nerves and 
going over your interview preparation.

2- Overselling.

When answering questions, it can be tempting to tell your whole life story. Clear, concise and 
constructive answers will ensure that you focus your attention on the question at hand, rather 
than over compensating. 

3- Mobile phones.

Having your phone on loud, or even vibrate, will not only be disruptive to the interview process 
but will be a clear sign of disinterest. If you do have an emergency call that can’t possibly wait, it’s 
important to let your potential employer know in advance to avoid any mixed messages. 

4- Over criticising.
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We all have that job that we didn’t like, but criticising an ex-boss or co-workers is always a  no-go. 
Aside from showing a negative character trait, it is possible that the interviewer could know your 
boss. Especially within IT and engineering roles, team fit is such a crucial part of candidate 
selection and you want to show that you are a team player.

5- Lack of knowledge.

Although most companies will make it their business to tell you why they’re a great place to work, 
your knowledge will also be tested. Common questions delve into what you know about the 
company along with your attraction to the opening. This is the easiest way to impress your 
interviewer if you’ve prepared beforehand.

A company’s information is easily accessible on their official website, LinkedIn page and even their 
Facebook or Twitter accounts. Ensure you know your potential employer before heading to your 
interview, including what they do, their values and any current projects they’re working on.

6- Zoning out.

Giving an interviewer your full attention is an easy, yet effective way of landing your dream job. If 
you allow yourself to zone out or miss a question, your interviewer may start to doubt your 
commitment to the role. Simple things like making sure you have had a good night’s sleep, aren’t 
interviewing on an empty stomach and preparing as much as possible will put you in a strong 
position.

At Austin Fraser, we provide a consultancy service to technical IT,  engineering and life sciences 
candidates seeking new opportunities. Whether you’re looking for a change of career and want to 
make sure you know the key points to address at your next interview then why not start by giving 
one of our specialists a call on 0118 959 6689.



The tech toolkit: 5 must-have skills that will land you your next job.

Technology has revolutionised near enough every working sector, changing the way we do 
business. As more companies embrace the digital transformation in order to adapt, the demand 
for skilled tech personnel is at its highest in sixteen years.

London is home to Europe’s fastest growing tech cluster, with 27% of all job growth being created 
here. For those who have been in the industry for years, or those looking for their first tech role, it 
is crucial to keep your skill set fresh and being proficient in any of these top five are guaranteed to 
get a hiring manager’s interest.

1- Ansible.

Due to its simplicity, Ansible’s platform has soared in popularity. This automation system handles 
configuration-management, application deployment, cloud provisioning, ad-hoc task-execution, 
and multinode orchestration– in more simple terms ensures that systems and applications are easy
to set up. Writing scripts and custom code to organise and update applications is no longer 
required as automation is completed in English, with no additional installations.

In the past two years, IT Jobs Watch report that technicians from an Ansible background have been
sought after more than ever, with a 246% surge.

2- React.

Maintained by Facebook, Instagram and a community of developers and corporations, React is a 
Javascript library used for creating user interfaces. It aims to deal with challenges that come from 
building large applications, where data changes over time. The library only handles the user 
interface in the app and can be used in conjunction with other Javascript libraries or larger 
frameworks such as Angular JS.

With clients such as Airbnb, jobs that require a React skill set has risen from 260% in the past year, 
with 271 active jobs being posted in the past three months.

3- Docker.
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Docker is an open source project that allows projects to be packed, shipped and run as a 
lightweight container. As they are both hardware and platform based, they can be run anywhere, 
from a laptop to a large EC2 compute. Used as building blocks for deploying and scaling web apps, 
databases and backend services, these do not require a particular language, framework or 
packaging system.

Even though the software is only two years old, it is already a global enterprise, with job demands 
and salary increases going hand in hand. The average salary change year on year currently sits at 
43.75%.

4- Apache Spark.

With the evolution of Big Data, comes with it cluster computing systems. Spark is one of the fastest
growing, providing high-level APIs in Scala, Java and Python support with general computation 
graphs for data analysis. It also has the capacity to support higher level tools including Spark SQL, 
MLlin and GraphX.

By accompanying the fast-growing Big Data sector, demand for technicians who have Apache Spark
experience has soared, with a 209% increase in the past two years.

5- Apple Swift.

Working alongside Objective-C, Apple Swift is a new programming language for iOS, OS X and 
watchOS. Structuring this language is much more concise, yet expressive, ensuring that it is fun 
and interactive to write, whilst allowing apps to run lightning-fast.

Even though it’s stable release was only announced three months ago, after 13 months on the 
market, developer positions have risen by 190%, with 2.32% average salary rise per year.

The list of new and desirable tech skills will always continue to evolve and change with the 
introduction of new technologies that may not exist today. Just as our consultants are specialists in 
their sectors, as a jobseeker, you should also ensure that you are up-to-date with trending tech.

Businesses can only be as good as the people they hire. Here at Austin Fraser, we’re in the perfect 
position to help you find the right career.



On the road to success: How your tech career compares to a startup business.

Whatever industry you’re in, the search for a new job role revolves around you. Principles and 
practises associated with the success of startup businesses can be directly applied to the job 
search. A startup, very much like you as a jobseeker, want to prove a level of ability as well as 
progress up the job ladder. The more you equip and train yourself, the more desirable you will 
become to future employers, increasing your title, salary and responsibility.  

At Austin Fraser, we recruit within the technical sector day-in, day-out and we’ve seen the different
ways candidates look to stand out from the rest. We share some top tips that you can take away 
from the startup world to help secure the job of your dreams.

Brand yourself. 

When founders first start their business, they go through a long process of building a product or 
brand, testing a business model and validating an idea. This is a crucial step, that if not branded 
correctly, provides no value. Very much in the same way, your career is determined by your value 
and how you showcase that to future employers.

Whether you are a graduate, or transitioning in your career, you will need to take your experience 
and knowledge and put it into practise. Developing a portfolio of work online and creating a killer 
CV are great ways to prove that you are ready to move forward in your career.

Create a simple marketing strategy to sell in your skills, highlight your value and then back this up 
with projects, work experience and a portfolio to make you nothing but desirable to employers.

Prove your accountability.

Employees within a startup have more direct responsibility than traditional companies. Metrics 
and methods of evaluation make it clear who is meeting specific goals, targets and ultimately are 
doing their job.

It is important to see your own career in the same way. Aside from references, you are the only 
true advocate for yourself. Consider pre-selecting a showcase of projects you have worked on, 
goals that you’ve surpassed or examples of being pushed out of your comfort zone.
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Be flexible.

Your career, just like a startup, should be flexible. If you can see that your skills are lacking in a 
particular area, it is important that you are working to develop them. If you’re unhappy with your 
current job position or future career direction, how willing would you be to change?

Strive to place yourself in a position where you are always learning and shouting about it, whether 
this is online or not. Valuable talent is usually the most adaptable and efforts are always noticed.

Don’t give up.

Many of the most successful start up companies have been rejected many-a-time while building 
their business and it is likely that this will happen many times in your career.

Those who strive to change a no to a yes, will take on board constructive criticism and change it 
into a positive plan of action. Asking recruiters for feedback or considering yourself what led to 
that decision will sculpt a way forward. Don’t stop after talking to one company in your area of 
interest, you never know who will be interested your skillset.

Conclusion

At Austin Fraser, we provide a consultancy service to technical IT and engineering candidates 
seeking new opportunities. Whether you’re looking for a change of career or want to know how to 
stand out at your next interview then why not start by giving one of our specialists a call on 0118 
959 6689.



Looking at the bigger picture: how Instagram can be an integral part of your job search.

Instagram is usually associated as a hub for selfies, pictures of your dinner and cute pet snaps, but 
it is becoming more common practise for businesses to use the image based social network as a 
marketing and recruiting tool. With 288 million monthly active users this year, the platform is 
similar to Facebook and Twitter in the way users are able to follow one another, search for images 
with hashtags, as well as commenting and liking posts.

As many companies have proven, the platform is great for building brand awareness, and this 
could also be an extension of your personal brand. With company fit being such an integral part of 
the recruitment process, finding a company culture which suits you, and vice versa for employers, 
could be the first step in the door of your dream job.

1. Build a network.

Instagram is a great way to show the human side of you, outside of a more professional platform 
such as LinkedIn. While this means you should refrain from posting those Friday night out photos, 
it can be a really effective way to build a network of followers through the images you post. By 
sharing photos from your day-to-day life, hobbies, or celebrations, people can feel like they know 
you a bit better, rather than being a faceless CV.

2. Use hashtags.

In the same way that Twitter’s hashtags can reach a larger audience quickly, Instagram’s allow your 
images to appear with other related material.

Lots of companies, especially when running a competition or promotion, will create their own 
hashtags, to showcase their employer brand. If you want to get noticed, and have your content 
found by people interested in you, it is crucial to get in their social media limelight.

Hashtags can also be used to search for other users with relevant interests or job roles and can be 
a very quick way to build up a reputable network. Tagging in current trends will ensure that your 
material is seen by anyone that happens to search for them.

3. Don’t forget to add a link.  
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Even though links don’t work directly from your image captions, this doesn’t mean that you 
shouldn’t have one. Photo posts get 39% more interaction than those of pure text and with 
Instagram being solely photo-based, what better way is there to promote your blog or website to a
future employer?

You can also get around the non-clickable link by placing one in the bio section and directing 
followers to your bio to find out more.

4. Quality trumps quantity.

Unlike other social networks, where it is encouraged to post more frequently, this is not the case 
with Instagram. Producing simple and high quality posts, with a clear focus and connection to your 
job search, will ensure that you stand out to recruiters. Bombarding your network with poor 
quality updates provides no value and could result in a few unfollows.

At this stage, it is very unlikely that you will get a job from Instagram alone, however, considering 
what and how you share can be productive. If recruiters can see that you are utilising social media 
in the right way, this is only going to enhance your online presence and personal brand.



4 lessons recruiters can learn from Game of Thrones.

When George R.R. Martin wrote the Game of Thrones series, it’s unlikely that he had the 
recruitment industry in mind. However, when you look beyond the gruesome battles, great armies 
and mythical dragons, you’ll see a host of lessons recruiters can take on board to enhance their 
attitude and approach.

In tribute to the shocking finale, we’ve dived into the world of Westeros, to give you recruitment 
lessons that we can learn from the iconic Game of Thrones series.

1. Never underestimate yourself. 

For those who have followed since the start, you’ll be familiar with the phrase, ‘You know nothing, 
Jon Snow’. Even with a lack of experience, Jon works his way through the ranks, from the black 
sheep of his family, to Lord Commander of the Night’s Watch. Snow is not only brave, clever and 
quick on his feet, but he follows his instincts – a quality every successful recruiter should have. 

By following in Snow’s footsteps, recruiters will be able to overcome the unpredictable nature of 
recruitment. Tackle the non-successful days by thinking on your feet, being resilient and never 
underestimating your ability and most importantly, trust your instincts.

2. Don’t be afraid to ask for help.

After Bran’s ‘tumble’ in the first episode, the boy who cannot walk discovers his magical abilities 
after being closely mentored. Coming from a weak position, coaching unveils a wealth of 
knowledge and abilities that have always been there, ready to surface.  

Taking advantage of training in or outside the workplace will provide you with invaluable 
progression. Speak to your peers and colleagues, they’ll provide you excellent support and advice 
as your progress your career. You should never be ashamed of asking for help. At Austin Fraser, we 
provide consultants with full career plan, as well as additional support from our Learning and 
Development team. We believe that staff shouldn’t leave from a lack of opportunity.  

3. Stay focused at the job at hand.

There is a superlative scene in ‘The Mountain and the Viper’ episode where Prince Oberyn and the
giant-like figure Ser Gregor fight to the death. A lapse of concentration sees a shocking and brutal 
end to the prince.
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Recruiters can take away one simple lesson from this – Stay alert and ensure that all stages are 
completed before taking your eye off the process. Attention to detail and commitment at all stages
of the recruitment cycle are vital in order to prevent unnecessary issues and setbacks through 
carelessness.

4. Offer a solution, not a need.

Daenerys has proved her natural leadership by getting the most out of people. By providing her 
army of slaves, the ‘Unsullied’, with a choice of following her rather than forcing them into slavery, 
their allegiance to her is stronger.

Any recruiter that can replace a ‘need’ with a ‘choice’ will outperform their competitors. This can 
be addressed in the way that consultants talk to their existing or potential candidates and clients. 
Those who can provide a constructive, consultative and personalised solution, rather than pushing 
their way into a sale, will succeed.

At Austin Fraser, everything about the way we conduct business has a client or candidate at heart. 
We develop our consultants from day to be the best with comprehensive and experienced 
Learning and Development team. Even though Game of Thrones won’t be back on our screens for 
another year, there is no time like the present to claim your right to the iron throne.



5 really unusual interview questions and how to master them.

When preparing for a job interview, there are a few key questions that are guaranteed to pop up, 
giving you time to plan your answers to showcase your ability. However, it’s becoming more 
common for interviewers to step away from this generic interview structure. A study conducted by 
the Association of Accounting Technicians (AAT) saw an increase in employers looking ‘out-of-the-
box’ when compiling interview questions.

Even though you have no control over the questions that will be asked, you will have complete 
control over how you answer them. Through our experience as consultants to both candidates and 
clients within IT or engineering interview processes, we thought we’d share our tips for answering 
unusual interviews questions which could leave you in a bit of fluster.

‘Which three celebrities would you like to join for a night out?’

  

This question is a branch of older ‘getting-to-know-you’ activities that gauge your character in a 
more social context. The types of people you choose will be a genuine reflection of your character 
as well as an examination of your planning, thought process and company fit. If you were to say 
someone like Justin Bieber, this will resonate a very different message to Benjamin Franklin. It is 
conscious to think of people who possess characteristics similar to your own, especially if they 
have job-specific attributes that you admire. Always remember to have reasons why you admire 
them in the back of your mind too. Don’t forget - originality is vital here. Steve Jobs was 
undoubtedly a legend in his own right, but it’s obvious. Obviousness is forgettable.
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‘Which superhero could defeat any other superhero?’

  

Alongside an assessment of personality, this question is a great way for employers to see how you 
problem solve. Strong answers will vary depending on where you are working. If you are in an 
upbeat, relaxed environment, an answer with a competitive edge, such as ‘Batman has the best 
tools so he will win every time,’ will set you above the rest. If you’re working in a more serious 
environment, it is important to keep the focus more logical but still show your fun side. If you’re 
unsure, you can opt for a diplomatic approach such as, ‘I like to think that true superheroes would 
never go into battle against their own. In the end, they would all end up fighting for the same 
cause’. And if you’re really unsure, consider asking appropriate questions for more clarification 
before answering. This will show that you are actively considering the question and are 
methodically working through the options to determine the most logical answer, enhancing your 
problem-solving qualities.

‘Is a Jaffa cake a cake or biscuit?’

   

It’s very common to have random questions such as this thrown into the mix to test your sense of 
humour within a serious situation. Especially companies that are dealing with high-end clients, 
employees who can keep a light mood, even in the most serious of situations are very sought after.



Answer these types of questions in a clever or even humorous manner to catch an employer’s 
attention.

‘If you were an animal, what would you be?’

   
Even though it may not be an animal specifically, these type of questions are all looking for the 
same thing: logical reasoning. The choice of animal isn’t very important as long as there is a strong 
reasoning behind it, that works with the vacancy you are applying for. For example, if you are 
applying for a UX or UI designer position, it will be important to show off your creativity as well as 
your ability to meet deadlines. An animal such as a butterfly will show a uniqueness through their 
pattern combined with time management in their migration every winter.

‘What would your autobiography title be?’

  

This question can tell an employer a lot about an individual’s creativity and team spirit. Titles for 
autobiographies can vary considerably, from the mundane to the intriguing and even the arrogant. 



An answer that appears generic will be overlooked by applicants who are able to show humility 
and creativity in their title.

The key to mastering strange interview questions is understanding the reasoning behind it, 
considering exactly what the employer wants you to say. Answers should look to show your 
strengths, even if the scenario seems strange. If you do feel perplexed after a random question, it 
is important to keep focused. It has been reported that a third of those who have felt 
uncomfortable during this process have still landed the job!

At Austin Fraser, we consult technical IT and engineering candidates who are seeking new 
opportunities. Whether you are looking for a change in career or want to know how you address 
these unusual interview questions, why not give one of our specialists a call on 0118 959 6689.



Windows 10: How will the free upgrade affect businesses and their personnel?

  

Businesses whose current operating system is Windows 7 or Windows 8 will soon be given an 
invitation to install a free copy of Windows 10. Even though the date is still to be announced, for 
those running updated versions of Windows 7 or 8, this will be much the same as the upgrade 
from Windows 8.0 to 8.1. The Windows update will download in the background and will only 
need offer acceptance for installation. For businesses running older systems such as Windows XP 
or Vista, the upgrade will still be available, but will have to be bought. All upgrades come with the 
guarantee of a reversion to earlier operating systems should this be required.

Before its release, limitations have already arisen; one being that the free upgrade is only available 
within the first year. It is common knowledge that many companies have been holding out for the 
upgrade, but with a short time span and the additional investments needed for training and new 
personnel, the skill set required for new IT job positions will change substantially.

In recent weeks it has been speculated that Windows 10 will be the platform for the long awaited 
Office Now. Previously branded as Work Assistant, this upgrade will partner with voice recognition 
software to serve as a virtual office assistant. Screenshots have been released that see Office Now 
searching for file names, file locations, file types, sending files, scheduling meetings, planning 
travel and joining conference calls.

New software such as Office Now can provide individuals with discrete project management tools, 
benefiting a range of industries. In a recruitment context, consultants can use Office Now 
alongside other more tech-friendly features within Windows 10 to streamline their workflow. By 
being able to access emails and manage their documents on the go, recruiters will maximise their 
efficiency, keeping the consultative process more ongoing.

Windows 10 opens the door to a host of insightful features for consumers and employees across 
all industries. With huge steps being made to incorporate mobile and remote document 
management, the benefits of upgrading to Windows 10 are very clear. However, this new software 
comes with a need to re-train staff and bring in new personnel for maintenance; a thought which 
could be overlooked.

With only a year to ensure that the workforce is compliant with a software overhaul, it is 
understandable that Windows 10 comes with potential risks. Especially within recruitment, an 
industry built on people, Windows 10 should be seen a tool to streamline workflow and maximise 
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employee productivity.



Austin Fraser introduces ‘Master your market with Marketing’ as a part of their learning and 
development training.

  

To ensure that we have the best people working for us, we invest heavily in learning and 
development, providing every consultant with the tools they need to be the best they can be. The 
training we provide sets us apart from others, increasing our staff’s productivity and striving for 
continuous improvement along their career path.

By enhancing employee satisfaction, productivity and giving something back for their hard work, 
we encourage everyone to have the best start and ongoing future within the business. We do this 
by examining any improvement points and then designing, developing and delivering the exact 
training our staff need.

One of our newest programs has seen us involving the marketing department in ‘Master your 
market with Marketing’. This course encompasses an in-depth brand insight for more experienced 
recruitment consultants, touching on key aspects such as what marketing is; the impact marketing 
has on individual’s roles at Austin Fraser and understanding personal branding and learning how to
maximise it. By supporting their engagement with social media, we hope to foster consistent 
involvement with our employees, whilst supporting our brand values online.

Personal branding is fundamental for our business. It is much more than how candidates and 
clients feel during the recruitment process. As important as this is, it needs to go alongside a 
consultant’s personal brand in order to build and sustain a successful reputation within their 
specialisms. As this is what we want for all our consultants, our new training program allows every 
individual to create and retain trust, earn more credibility, create return custom, deliver an 
authentic message and appear much more attractive against the competition.

Whether this be through improving working conditions, revolutionising the technology used or 
providing the latest training, employee welfare is at the top of our agenda. We pride ourselves on 
providing genuinely unique development that is heavily supported by our leaders and directors. 
For our business to move forward and provide the best service, we need to have the best people. 
The Learning and Development team who have a collective of 40 years experience, 25 of those 
being in recruitment, place their courses together with the best people we have in those jobs, as 
well as those who struggle with it, to find out exactly what they need. After all, we specialise in 
specialists!
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Java turns 20: Gavin Stephens discusses how we overcome the full-stack developer skills gap.

  

Java entered the coding market in May 1995, revolutionising the programming world. For the first 
time, programmers began writing real production code, in a new language that was cross-platform,
garbage-collected and object-oriented. Many languages have come after, most noticeably C#, who 
had to clear the new, higher bar for developer productivity that Java initially established.

Now celebrating it’s 20th birthday, the world of Java has changed substantially, as well as the 
personnel required by clients to maintain, build and develop the software. Senior Java consultant, 
Gavin Stephens, discusses the evolvement and the impact this has had on the recruitment process.

Full-stack developers are increasingly sought after within Java yet the specifics of the job 
requirements vary. Definitions for this title deviate; from a developer specialising in everything 
from front-end to back-end; to developers who have a general knowledge in all steps from concept
to finished product. These needs mean that skills sets required to fill positions can fall into all these
sectors; server, network and hosting; relational and nonrelational databases; knowledge on APIs 
and the external world; user interface and user experience; quality assurance and security 
concerns throughout programming. However, there can be leniencies in these requirements, with 
clients’ expectations changing to someone who is familiar with all layers in computer software 
development. As these developers would not be experts, they only need to have functional 
knowledge and an ability to take a concept and turn it into a finished product. 

It is common that the developers who do have a wide-range of skills stem from a start-up 
environment, where extensive knowledge in all stages of web development is essential for 
business survival. However, these individuals will require years of working experience in different 
languages, roles and industries before they can consider themselves of this level of qualification. 
Due to this, there is a considerable full-stack developer skills shortage, with a lack of personnel 
available to fulfil employer’s demands. This in stark contrast to the extensive pool of talent 
available in both Java web and other Java development sectors. These niche areas not only restrict 
job opportunities for seekers but leaves positions unfilled for companies looking to enhance their 
programming infrastructure.

To help overcome this, recruiters become directors in making the employment process beneficial 

https://uk.linkedin.com/in/gerwyns
http://blog.austinfraser.com/post/119608214443/java-turns-20-gavin-stephens-discusses-how-we


to everyone. For those attempting to seek a candidate with the correct and vast experience, as 
well as team fit, can be a timely process. The longer a job is kept open, the less work that can be 
completed, with projects potentially being held or postponed.

Full-stack developers who do have the skill set are in a stronger position, choosing where they 
want to work. It is important as a company to showcase qualities that will make these available 
candidates want to work for them. High salary is not always the key motivator for accepting a job; 
career progression, training and incentives also entice future employees. When combined with a 
fast and pleasant recruitment process, any company can source the talent they need.

Companies such as Austin Fraser ensure that these obstacles are dealt with before they become 
problematic for business. As we are all experts within our fields, we are able to evaluate potential 
candidates through their drivers, motivations and reasons for a job change. We advise candidates, 
who may not have the correct expertise, towards training they could undertake for future full-stack
employment. Closing the skill gap within Java is something that we strive to do, approaching every 
vacancy and every candidate in an honest and professional manner.



Revolutionising enterprises: Shane Sale talks about SAP S/4 HANA and its impact on the way we 
do business.

  

Technology touches all aspects of our daily lives, changing the way we operate and engage with 
the world. The growth of digital is moving at such a dramatic pace that it is revolutionising old 
systems. This digital transformation goes hand in hand with company’s remodelling and 
redevelopment existing software. German software maker SAP are a prime example of how 
adjusting their business model, whilst maintaining efficient and effective results, is paramount for 
meeting new customer expectations.

2015 saw the launch of SAP S/4 HANA, a new in-memory database and application platform which 
is 10-1000 times faster than regular database hardware. It claims to be a ‘reinvention’ of the 
database, based on 30 years of technology improvements, research and existing development. It 
allows the build of applications that are not possible on other traditional systems and it renews the
existing applications such as the SAP Business Suite.

A recent report by Gartner claims that SAP now owns 13% of the whole CRM market, with SAP S/4 
HANA already securing 370 new customers. This came after Forbes reported that SAP own 25% of 
the ERP market, making them the largest ERP provider worldwide. Amongst those new customers 
sees the growing uptake of sports bodies taking up the technology. SAP Sports One provides sports
teams, in particular, with an all-in-one management console, aimed to monitor player 
performance, training and health. This has been further reworked specifically for different sporting
divisions such as Sport One for Soccer which is targeted at administrators, coaches, scouts, analysts
and medical staff and is based on the ‘Match Insights’ software that was used during Germany’s 
World Cup win last summer.

The platform allows for data to be viewed on any device and includes components for team 
management, training, fitness and performance analytics that can then be customised into 
training, tactics and player development. During the World Cup, Germany took data captured by 
video cameras around the pitch and turned it into information that could be viewed on a tablet or 
mobile, helping them improve team and individual performance, as well as gain a deeper insight 
into their rivals whilst the game was still in progress.
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After this success, SAP Sports One saw future adaptations, so that it could be used by organisations
such as the NBA, the International Cricket Council and McLaren. With the data analysis altering all 
aspects of sports, and industries further afield, the impact on businesses has been substantial.

Capgemini’s, Jon Amuzu commented, ‘SAP HANA is pioneering, and one of the best performing 
data platforms, designed to heavily exploit modern hardware capabilities, large memory and CPU 
footprints. As a comprehensive data management solution, SAP HANA supports the complete data 
life cycle encompassing modeling, provisioning, and consumption’.

In addition, Professor Hasso Plattner, Co-founder and Chairman of the Supervisory Board of SAP 
remarks ‘People simply cannot go to their jobs and work on ancient systems when at home they 
are working more efficiently on their iPhones and iPads’. He assured that ‘With in-memory 
technology, we can solve these issues and much more’.

Candidates who possess the new skill set required to go alongside SAP advancements are always 
desirable. For those looking to change career path, working alongside a specialist recruiter can 
make all the difference. At Austin Fraser, we make it our business to be immersed within our 
sectors, becoming experts within the field. Being up-to-date with this latest technology ensures 
that we are in the best position to provide top candidates to the right clients. We don’t just get to 
know our industries but we get to know the people in those industries. After all, recruitment is all 
about people! 

Shane Sale is a specialist SAP consultant who also manages, the ‘SAP UK Networking’ group, the 
largest on LinkedIn. Why not drop him a line at either 01189520157 or s.sale@austinfraser.com.
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Austin Fraser at the Nimbus Ninety Ignite conference

Digital transformation has been at the height of discussion and with more companies adapting this
into their business models, it is no wonder that tech is evolving at a substantial pace. HP’s Vice 
President of EMEA Mobility, Pierre Mirlesse commented that by 2020 all 5 employee generations 
will be working together, bringing up questions of how to accommodate the digital changes to 
each, as well as how to transform and survive within the fast-paced environment. Earlier this week 
we attended the Nimbus Ninety Ignite conference, to hear representatives from the world’s 
biggest brands talk about how they have embraced the digital change and the impact this has had 
on their customer experience.

Over the two day event, Nimbus Ninety’s Ignite saw key talks from Google for Work, GiffGaff, 
Travelex and Barclays, among others. Even though every business varied in industry, size and 
visions for their company, the importance of the customer resonated throughout every 
presentation.

Neil Sholay, Head of Digital at Oracle opened the first day with, ‘In every single industry a digital 
platform will emerge if it is not invented already’. Regardless of the avenue taken, the importance 
behind these new platforms is to enhance customer value rather than the technological impact. 
Case studies such as GiffGaff’s all online, all community based platform signified the importance of
an honest, open service. Austin Fraser may not follow the same business structure but it is 
imperative that every step of the recruitment process is approached in an honest and professional 
manner, going the extra mile for our candidates and clients.

Barclays presented their campaigns, forming a partnership with Age UK to help elder generations 
become more tech-savvy with the help of Digital Eagles. These Eagles have now gone on to set up 
coding programs for young teens, with many success stories.

Even though there is a push for customer focused digital transformation, a concern arises in 
maintaining the already established culture. Sean Cornwell, Chief Digital Officer at Travelex spoke 
about how internal engagement is crucial and can be encouraged simply by asking what people 
want. Their willingness to innovate saw them overhaul their IT system, equipping their staff with 
brand new Apple Macs. This is a process we too went through in 2014, re-imagining our IT 
infrastructure, including the installation of Google for Work. We pride ourselves on providing our 
staff with a more efficient and collaborative system so that everyone can be the best at their jobs.

Digital transformation’s success will rely on employee and customer co-operation. Google for 
Work’s Head of Marketing David Keene provided his insight into staff collaboration. Google’s main 
motto is ‘great people, great ideas and great tools’. Their hiring process involves employees 
investing in new staff with transparency and open communication. Neil Sholay also highlighted this
point claiming ‘Recruitment and talent management has become a strategic weapon for digital’. 
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Creating an environment of trust is something that we live by at Austin Fraser, providing our staff 
with all the tools they need to succeed from day one.

Continuous improvement has always been at the heart of what we do here at Austin Fraser, 
though we are still very young in comparison to the global brands talking at Ignite. However, we 
are prepared for digital transformation and we have already implemented the latest technologies. 
That being said, we have more exciting plans for 2015 and onwards to support our staff and follow 
the core message that ran through every presentation; the customer experience always comes 
first.



5 tips to prepare you for your next IT or engineering interview.

  

Regardless of industry, the key to landing your dream job is to prepare for the job interview. 
Whether through researching the company, practising expected answers or ensuring that you 
dress appropriately, you need to make sure you capture your potential future employer’s attention 
and show how you are the perfect candidate for the role.

Within specialist industries such as engineering or IT, you’ll have to prepare for particular 
challenges that are specific to your sector. Through our experience of consulting with both 
candidates and clients through their interview process, we wanted to share our top tips for 
interview prep.

1. Don’t be afraid to sell your technical knowledge.

Engineers and IT professionals alike gain a lot of technical knowledge throughout their careers. 
Whether this picked up at university, through apprenticeships, or simply working in industry, a 
prospective employer will want to know your level of ability and you should ensure you 
communicate it effectively.

Consider the types of technical questions they may ask. These will be relevant to the job role and 
used as a gauge in assessing your understanding of technical concepts.

2. Become familiar with the unfamiliar.

It’s common practise, particularly within engineering, for your interviewers to place you in a role 
play scenario to access your decision making skills. This won’t be a specific test of knowledge, but 
instead looking at how you can apply a pragmatic approach to real-life problems.

To do this, you may be asked to address problems that are way more complex than you have dealt 
with in your working life. The aim is not to provide a perfect solution but instead deal with the 
question in the best, methodical manner.
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3. Research your company.

Before applying to a job at an IT or engineering firm, it is essential to understand the business’ 
commercial proposition. What do they do? What challenges would you face working for them? 
What kind of technological problems would you be expected to resolve? If you have any strong 
political, economic, social or environmental stances, it is important to see what the company’s 
position is on these to avoid any later problems.

Preparation doesn’t necessarily have to be extensive (although the more the better!), a basic 
Google search will bring up information and news about the company. Their website will feature 
their values and will give a good indication of their future objectives. It’s important to examine 
these on a wider scale, considering how they fit into the industry as a whole and whether your 
place within the business is a suitable one.

4. Highlight your achievements.

Interviewers will expect you to provide examples of where you’ve put your engineering or tech 
skills into action. Generally, with any additional work experience, these will be relatively easy to 
recall but preparing specific project examples will leave you at an advantage.

Specific, concrete examples that you can articulate well will set you above the rest of the 
candidates. Expand on the project by adding context – what did you learn? What you would do 
differently next time? How can you apply that to your future career? Showing a reflective process 
will emphasise your approach towards continuous improve; a desirable trait in the IT and 
engineering sectors.

5. Let interviewers get to know you.

Amongst all the preparation you need to do, it is important to remember that you should be 
yourself throughout the whole process. Interviewers need to access if you would be a good team 
fit, as well as suitable for the role. It is easy to forget that they are not looking purely what you can 
recite from memory so try to relax and be honest throughout.

At Austin Fraser, we provide a consultancy service to technical IT and engineering candidates 
seeking new opportunities. Whether you’re looking for a change of career and want to make sure 
you know the key points to address at your next interview then why not start by giving one of our 
specialists a call on 0118 959 6689.



The election result: How will a Conservative government affect the recruitment industry?

  

At a conference in October 2014, David Cameron announced initiatives to ensure the right skills in 
the workplace are encouraged, funded and supplied to meet the needs of the economy. At this 
stage, a survey by Bullhorn revealed that the Conservatives were favoured by 53% of UK recruiters,
with the belief they would provide the best future for the industry. With the general election result
following in a similar pattern, we look at what a Conservative government will mean for 
recruitment over the next five years.

The pursuit for ‘full employment’.

Going into the election, the UK job market stood in a very strong position, with a significant 
difference in figures from 2010. During the 2015 Budget, George Osborne announced that UK 
employment stands at 73.3%, the highest levels since 1971. The Chancellor highlighted that this 
growth means that on average, 1,000 new jobs are being created a day.

The Conservatives plan to drop unemployment further over the next five years, with Cameron 
pledging ‘full employment’. He aims to do this by helping businesses create two million extra jobs. 
In a speech delivered earlier this year, he claimed that full employment would mean that ‘anyone 
who wants a job is able to get a job in our country’.

The growth of employment goes hand-in-hand with the recruitment sector booming. Even though 
Cameron has said that full employment is an aspiration, any progress to towards this will only 
benefit the recruitment industry.

Closing the skills gap.

Nicky Morgan, Secretary of State for Education, has pushed for a key focus on equipping children 
with core life skills. With industries such as engineering, technology and life sciences constantly 
evolving to meet consumer demand, the Conservatives have highlighted the importance of 
facilitating those staffing needs. To do this, Morgan aims to reform the education system for a new 
generation of scientists and engineers. The party look to raise the number of A level Maths and 
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Physics students by 50% by 2017 and double the number of undergraduate degrees taken by 
women in engineering and technology by 2030. This will also involve training 17,500 more maths 
and physics teachers.

Alan Milburn, chair of the Social Mobility Commission also added that that businesses must 
reassess their recruiting procedures and criteria to reach out to younger and under-represented 
groups.

By nature, a lot of job roles are specialist, however, it is always worth considering candidates who 
do not have direct sector experience. These considerations can seem a little daunting, but 
recruitment consultancies can provide a streamlined process that ensures quality candidates join 
businesses faster.

Further investments.

Another key point to consider is the Conservative’s substantial increase in investment. A promise 
to support more start-up businesses and plunge further investment into apprenticeships will help 
combat the skills gap.

Additional investment, used to build the future generation’s skill set, will be broken down into: 
£6.9 billion towards the UK’s research infrastructure up to 2021, £800 million for new research 
facilities including £95 million to take the lead in the next European mission to Mars, £150 million 
to the UK Innovation Investment Fund and financial support in education sectors such as 
engineering, introducing loans for students up to £10 thousand.

After examining the key policies addressed by the Conservative party, it is understandable why 
many recruiters favoured the party in the general election. APSCo’s Samantha Hurley, head of 
External Relations & Compliance recently commented ‘we look forward to working with this new 
Conservative administration to continue to call for a future policy that reflects the diversity of the 
recruitment sector’. As with the sectors we recruit for here at Austin Fraser, the recruitment 
industry is always evolving. Working alongside a government who supports this growth will only 
leave us with positive results for employment and the economy.
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