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Having worked in the UK market for my en�re career I have always had
reserva�ons about employing ex-pats.
Their salary and employment package expecta�ons o�en posi�on them
beyond market condi�ons and make employment untenable.
However having discussed these concerns with The Highfield Company, they
explained the process and intricacies of finding ex-pats returning to the UK for
the “right” reasons we put a plan in place iden�fying key criteria.
We have subsequently managed to iden�fy some excellent, high calibre
individuals who have brought their experience gained overseas back to the UK
and subsequently proven incredibly beneficial to our business.
Managing Director, Tier One UK contractor

A�er looking in the UK market for several months for a key hire to join our
infrastructure business, the calibre of individual we required was proving hard
to find.
The Highfield Company explained that finding expats who are returning to the
UK could be a suitable solu�on.
We were hesitant to look in to this ini�ally as we had made our minds up about
returning ex-pats being expensive and lacking the UK market knowledge. It was
clear once we started the process that there are high calibre individuals
available who have an incredibly diverse skillset that can complement our
business.
Not least because when someone is willing to travel around the world for work
in an industry they love, it shows a real tenacity and drive that is hard to match.
Managing Director, UK Civil Engineering contractor

I think this type of project is a great reac�on to a market with shortages of
certain types of candidates. It does not work unless you are unable to hire the
right calibre of candidates in the first place. If it is for the right reasons, I would
not hesitate to recommend Interna�onal recruitment to another business.
The Interna�onal recruits have been with us for approximately 12 months now
and have all se�led in well. I have had good reports from their line managers
and they have really helped to take the pressure off my senior staff. I am
confident that they will remain with the business far into the future.
Group Commercial Manager - UK / Interna�onal Building Contractor

Process
We now live in a globally connected market where communica�ons are be�er then ever. Where face to face interviews
used to be essen�al, we now have employees working for our clients who have never even met each other.
The ICO can take place at any stage of recruitment, although we always recommend having it running in parallel with
your usual recruitment process as it allows you to make sure you get the very best person for the job.

1.

Iden�fy what a suitable candidate looks like

First, you need to define what a suitable candidate will look like, for example:
•

Have experienced relevant types of work (e.g. Civil Engineering and Rail projects valued circa £50m+).

•

Have worked for large, recognisable, �er one equivalent civil engineering contractors.

•

Have recognisable/transferable qualifica�ons equivalent to degree level.

•

Be affordable and within budget.

2.

Create Candidate target List

Next we build an ini�al target list of these suitable candidates:
•

Ini�al searches will be conducted across a variety of loca�ons Interna�onally.

•

Conduct ini�al searches with your predetermined criteria, spreading the net wide over all loca�ons using LinkedIn
and job boards or hiring an agency.

•

Realis�cally your target list will contain around 16x the number of candidates your are looking to hire. E.g. if you
want to hire 6 engineers, you would want 96 engineers in your ini�al shortlist.

3.

Ini�al Screenings and Refining your Shortlist

Once we have an ini�al pool of candidates, we can begin the filtering process:
•

Telephone screenings by our experienced team will ascertain candidates have the right experience and qualifica�ons
for your posi�on.

•

More importantly we will make sure the candidates mo�vators for returning to the UK are both genuine and realis�c.

4.

Interviews

Once you have your shortlist, the first round of detailed interviews can be organised and conducted. It is best prac�se to
get as many stakeholders involved at this stage as possible to minimise the need for repeat interviews / reduce �me
spent.
5.

Offer/ mobilisa�on

Once a suitable profile has been iden�fied the offer process is the same as with a UK based candidate on all levels
including mobilisa�on.

FAQ
Why do they want to return to the UK?
The most frequent ques�on we get and also the most frequent ques�on we ask. This is the biggest indicator as to how
serious they are. The driver behind a candidate’s reasons for returning to the UK vary from family, culture and lifestyle.
Whatever the mo�vators this is always our star�ng point. We always spend �me ascertaining their genuine drivers and
commitment to returning to the UK.

They will be too expensive!
The biggest push back we get when ini�ally discussing the ICO op�on.
Of course, interna�onal work can pay well. But there are also many benefits to returning to the UK.
We go into depth with all candidates to ensure they are totally realis�c on what they are going to be able to achieve
returning to the UK. If they are not realis�c then we are open and honest with them about their chance of returning to
the UK currently.

How do we interview them?
In a technologically connected world the op�ons for interviewing are endless. Whether it be Skype, Teams or Zoom
clients can now carry out interviews where you get all the benefits of a face-to-face mee�ng.

They won’t have the skills!
Skills within the construc�on industry are highly transferable. Many interna�onal projects run under the same;
commercial, safety, quality, environmental and opera�onal procedures as we currently use in the UK.
Don’t forget how that these are high calibre individuals who have shown the drive and tenacity to take up work overseas
so if learning is required on the job, then they are well placed to do this.

I don’t know the companies they have worked for!
This is where our interna�onal experience and track record in ICO gives us the ability to match your requirements with
the candidate’s history.
We present the CV with details on the companies they have worked for.

Will they fit in to our culture?
Interna�onal candidates bring with them cultural diversity, new approaches, new ideas, crea�vity and o�en an
unmatched enthusiasm in their work

The Highfield Company is an Interna�onal Construc�on & Civil Engineering recruitment
specialist successfully delivering recruitment and people projects across its specialised sectors.
We provide a range of recruitment services across core industries including permanent and
contract recruitment as well as undertaking exclusive large scale project delivery and support.
The Highfield Company was founded in 2009 by a team of experienced directors and specialist
recruiters with experience in interna�onal search, selec�on, and managed services. The
founders of the company and the directors now all come from large corporate recruitment
firms. The company has placed personnel across every con�nent.

Benefits of working with us
•

Our primary aim is to find the best candidate for you

•

Our priority is quality of delivery to meet our client’s
requirements

•

We strive to ensure we obtain interviews for our
candidates relevant to their skills, experience and
aspira�ons

•

Our quality process ensures that candidates are fully
screened, interviewed and referenced to meet the high
standard set by our clients

•

Our staff are constantly undergoing professional
development and training to ensure we are using the
latest technology, highest levels of customer service and
outstanding performance
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