
 

 

 

Talent Trends 2023: Advice for challenging economic times 

For many in HR and talent acquisition this will be the first recession where there 

is still a deficit of talent. Peter Howarth, Co-CEO of Armstrong Craven, offers his 

top three tips on how they should approach the challenging economic 

circumstances ahead 

 

 

Unlike previous recessions, this one feels very different. I think this is the first 

recession in my working lifetime where there is still a deficit of talent. So there 

are many sectors not least of which some of the service economies, so retail and 

hospitality where there is a huge shortage of talent and adult social care, NHS, 

which we hear about regularly in the UK. 

When you look at the broader global economy, there have been some huge 

moves made by the tech giants so the Metas, the Googles, the Microsofts either 

stopping hiring or laying people off. But actually when you talk to the next layer 

of tech organizations down, they are still hiring, so they are still struggling to find 

good talent. So tech talent, it is much more available than it was six months ago. 

But there are still a lot of areas within that tech arena where talent is still very 

short.  



 

 

There are other emerging areas, so ESG is a huge focus, particularly for some of 

the big consultancies. I read something not so very long ago that I think PWC 

was aiming to hire 10,000 people into their ESG practice. And there aren't 

probably that many people available in ESG at the moment or with the right 

skills. So there's certainly huge a huge opportunity there. As well as areas like 

biotech, which are traditionally difficult to find talent. So I think it's going to be 

different.  

The economic prognosis  

There's no doubt that the recession is upon us, certainly in the UK. The US 

seems to be flirting with it. Depending on which data you look at they've been in, 

not been in, been out.  

The general consensus I'm hearing from clients and some of the non-executives 

that I talk to is people are expecting a challenging H1 for talent in 2023 as 

organizations rebase, review, in some cases make cuts.  

I read this morning Goldman Sachs are losing 6% of their global workforce, 

which might be up to 3,200 people. Businesses are rebasing, but I think most 

commentators that I speak to expect a strong recovery through the end of Q2 

and going into H2 of this calendar year. 

Advice for HR and talent acquisition professionals 

The advice I would give, because we've seen clients get it wrong so many times 

through so many recessions, is don't just stop. Quite often you'll see a hiring 

freeze, or we can't do anything now, or there's no budget. And of course 

organizations have to be careful with their money. But I think what we'd say to 

clients is you might have to stop giving offers but you shouldn't stop pipelining, 

engaging with, socializing talent because those, certainly in the pandemic, those 

that kept hiring and certainly kept talking, had a massive advantage when it 

came to the other side of the pandemic when lockdown eased and when the 

world started to get back to normal because they were able to react much more 

quickly. So I think don't stop is the first piece of advice.  

There is certainly a case for prioritizing which talent you need where, and a part 

of that has got to be around what are the skills that you might need for certain 

roles for the future. So again, it's leaning into strategic workforce planning. It's 

always amazing how small the SWP community really is of pure play specialists. 

There are only a handful of people that are spending their whole lives looking 



 

 

forward at what the workforce of the future will look like. And I think that's going 

to become more and more important as we become more technologically 

advanced. So I think future planning is a huge part.  

And understanding what leadership your business needs for the future and 

planning for that. Because I think some organizations have made some brave 

decisions, but a lot have not. 

How is this affecting leadership risk and succession? 

So within leadership risk and the leadership development space we've seen 

more organizations moving people between disciplines as a way of keeping 

them and giving them internal development. And particularly in the US that's 

been a really big trend. 

It’s difficult to do, takes a lot of effort and a lot of internal energy. But when you 

think about the failure rates of people coming in from the outside at executive 

level, certainly in some organizations with particular cultures, organizations are 

rightly, I think, taking the view that sort of internal mobility is a good solution. 

The average age of a male board member in the UK is 61 and the average age of 

a female board member in the UK is 58. And I think it's 60 and 57 in Europe. So 

leadership and succession is still not being done well or early by a lot of 

organizations and the world's changed. I think that average age should be a 

concern to investors.  

So I think over the course of the next, let's say, five years as investors and as 

shareholders and as non-executive boards push for different behaviors in the 

boardroom, I think that will naturally bring a different cohort of talent into those 

roles. 

To find out more about how Armstrong Craven can help you with workforce 

planning and talent intelligence please click here 

 

https://www.armstrongcraven.com/workforce-planning/talent-intelligence/
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