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Across Europe, Tech Hubs and Global 
Business Services are scaling faster 
than the talent market can support. 
What was once a recruitment challenge 
has become a structural limitation for 
growth. 

The reality is simple: organizations are 
no longer competing only on products, 
platforms or innovation. They are 
competing on their ability to access, 
build and retain specialized teams at 
speed, and with consistency. 

Yet many leaders still approach hiring 
as an operational function. Roles open, 
requisitions follow, agencies are 
activated, and delivery waits. 

In high-demand environments, this 
model breaks down quickly. The cost is 
not only longer hiring cycles. It is 
delayed execution, reduced 
predictability, and the growing risk of 
building teams that do not match the 
complexity of the operating 
environment. 

This is where Recruitment Process 
Outsourcing is evolving into something 
much more strategic. 

At Hexa Group, we see RPO not as an 
external recruitment service, but as a 
scalable growth infrastructure. A way 
for organizations to build talent engines 
that support delivery, not just hiring. 

As organisations scale faster than the 
talent market can support, recruitment 
has become a critical operational 
challenge. This paper explores how 
strategic RPO models help 
organisations build scalable talent 
acquisition capabilities designed to 
improve hiring speed, delivery 
consistency and long-term operational 
growth.
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Executive
Summary



03Hexa People

Paper

The Hidden Gap in Modern Talent Acquisition

Most organizations recognize the shortage of technology talent. Fewer recognize the 
deeper issue beneath it.

The real challenge is not scarcity alone. It is fragmentation. Recruitment is often 
distributed across agencies, internal teams, inconsistent processes and disconnected 
market intelligence. Even well-run talent functions struggle to keep pace when scaling 
requirements accelerate.

In Tech Hubs and GBS environments, where hiring volumes are high and role specificity 
is critical, this fragmentation becomes a strategic bottleneck.

RPO addresses this gap by creating an integrated operating model for talent acquisition. 
One that is designed for scale, specialization and accountability.
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Modern delivery environments 
demand more than filling vacancies. 
They require talent systems that can 
produce predictable outcomes.

Specialized hiring today is defined by 
complexity:

Cloud engineering, data and AI, 
cybersecurity, multilingual shared 
services, regulated finance 
operations, engineering delivery 
roles.

These are not generic profiles. They 
require precision, speed and deep 
contextual understanding.

A strategic RPO model creates that 
capability by embedding recruitment 
directly into the operational rhythm 
of the organization.

The result is not simply faster hiring. 
It is better alignment between talent, 
delivery and long-term growth.

The Hexa Advantage: 
Operating Inside 
the Market 

What differentiates Hexa Group is 
not only access to candidates. It is 
proximity to delivery reality.

Hexa operates within the 
environments where this talent is 
deployed. With over 300 consultants 
active across technology and 
business functions, we maintain 
real-time insight into market 
conditions, role evolution and skill 
availability.

This creates a unique ecosystem 
effect:

Hexa Consulting brings live delivery 
intelligence.

Hexa People activates high-touch 
acquisition across a network of more 
than 50,000 candidates.

Hexa Engineering and Labs reinforce 
technical validation through internal 
expertise, ensuring depth of vetting 
and quality of hire.

The result is an RPO model built not 
around recruitment volume, but 
around delivery readiness.
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Organizations scale differently 
depending on maturity and urgency. 
Hexa supports both ends of that 
spectrum.

Some require a full end-to-end talent 
acquisition extension, with 
ownership across the entire lifecycle.

Others need immediate pipeline 
acceleration, injecting pre-qualified 
candidates into existing teams 
without increasing internal 
headcount.

Both models are designed to 
integrate quickly, align with existing 
systems, and create measurable 
impact within weeks.

Measurable Business 
Outcomes

Replacing fragmented agency-based 
hiring with a structured RPO model 
consistently delivers operational 
advantage.

Clients typically achieve:

     Reduced time-to-fill by over 30%
     Lower external recruitment spend 
by up to 50%
     Improved offer acceptance and 
retention outcomes

These results reflect what RPO truly 
is: a shift from reactive hiring to 
sustainable talent infrastructure.
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Conclusion: 
The Future Belongs to Organizations That Build 
Talent Engines

In Tech Hubs and GBS environments, talent is not a support function. It is the foundation 
of execution.

Organizations that treat recruitment as a transactional activity will continue to face 
bottlenecks, unpredictability and delivery risk.

Those that build structured talent engines will scale with confidence. At Hexa Group, 
RPO is how we help clients do exactly that.

Not by simply hiring faster, but by building the teams, pipelines and operating models 
that shape tomorrow’s delivery organizations.


