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Executive Snapshot

The staffing industry is entering a period in which commercial discipline may matter as much as
recruiting capability.

The market is no longer simply asking staffing firms to find people more efficiently. Increasingly,
firms are being asked to operate with greater precision across the entire commercial system:
identifying the right clients, understanding how those clients buy, creating credible reasons to
engage, and converting expertise into repeatable business development activity.

That distinction is significant because staffing companies often possess considerably more
commercial intelligence than they communicate.

A specialized recruiter may know exactly which industries are hiring, which skills are becoming
difficult to hire, which compensation levels are moving, how to identify passive candidates, and which
hiring managers are struggling with particular roles. Yet, much of that intelligence remains inside the
organization rather than becoming part of the company's market presence.

This creates an important opportunity.

The staffing firm that turns its internal knowledge into useful external intelligence can become more
than a supplier of recruitment service offerings. It can become a source of information that
executives, hiring managers, and prospective clients actively seek out. The winners in this space, while
keeping the secrets that create their competitive edge, reveal just enough to entice.

Recent industry data also points toward a widening performance gap between firms that are using
technology strategically and those that are simply adding tools. Bullhorn's 2026 GRID research found
that firms using Al at some stage of recruitment were substantially more likely to have grown
revenue, while the strongest performers were increasingly integrating Al across their workflows rather
than treating it as a collection of isolated experiments.

The commercial implication is important: === ==
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knows where and how to strategically deploy it.

The next competitive question may therefore be
less about whether a staffing firm has the right tools
and more about whether its entire organization is
designed to turn expertise, information, technology,
and client knowledge into commercial momentum.

Labor Economist's Market Watch

£ United States

Inflation cooled further in July, easing some of the pressure on the Federal Reserve to raise interest
rates again in September. Headline consumer prices rose just 0.1% from June and 3.4% from a year
earlier, while core inflation rose 0.2% for the month and slowed to 2.5% annually.

Producer prices reinforced that picture. The July Producer Price Index was unchanged from June,
below economists' expectations, and annual producer inflation slowed to 4.7% from 5.5%. Financial
markets responded quickly, with the S&P 500 reaching a record close as expectations for a September
rate increase declined sharply.

Consumer spending, however, provided a less reassuring picture. Retail sales fell 0.6% in July, their first
monthly decline in nine months, although sales remained 5% above year-earlier levels. The weakness
reflected several factors, including lower vehicle and online sales, lower gasoline prices and the shift of
Amazon's Prime Day into June. Core retail sales also declined, suggesting some underlying
moderation in consumer demand.

The labor market adds another layer to the Fed's calculation. Goldman Sachs argues that weak payroll
growth may be less alarming than it would have been in previous years because demographic and
immigration changes have lowered the number of new jobs needed to keep unemployment stable.
Its economists now expect the Fed to hold rates steady in September unless incoming data materially
change the picture.

Capital Economics has also argued that the question remains when, rather than whether, the Fed
ultimately raises rates. Its underlying concern is that strong Al related investment and resilient
demand could keep core inflation above target even as the labor market softens.

Taken together, the week's data have weakened the immediate case for a September rate increase
without eliminating the possibility of tighter policy later. For staffing leaders, the tension is important:
softer hiring and consumer demand point toward slower labor demand, while persistent underlying
inflation could keep borrowing costs elevated even if the Fed remains on hold in September.

% United Kingdom

The UK economy showed more resilience than expected in the second quarter, growing 0.4% after a
0.6% expansion in the first three months of the year. June alone produced 0.3% growth, helped by
stronger consumer activity, favorable weather and spending associated with England's World Cup
run. That left Britain with the strongest growth among G7 economies during the first half of 2026.

The composition of that growth is also noteworthy. Business investment increased 1.7% during the
quarter, with technology and Al related investment contributing to the improvement. Deutsche Bank
subsequently raised its full year UK growth forecast to 1.1%, although higher energy costs and renewed
geopolitical uncertainty remain significant risks to the second half of the year.

A potentially more consequential development emerged in the productivity data. New analysis using
tax based payroll information suggests UK productivity may have been growing at roughly 1.6%
annually since mid-2024, more than five times the average rate recorded during the previous decade.
The finding matters because it relies on payroll data rather than the Office for National Statistics'
Labour Force Survey, whose reliability problems have complicated assessments of the UK labor
market.

The disagreement between the two employment measures is substantial. The Labour Force Survey
indicated employment had increased by roughly 377,000 since mid-2024, while the tax based
measure suggested a decline of approximately 133,000. If the payroll measure proves closer to reality,
Britain may have been producing more output with fewer workers than official estimates suggested.

For staffing leaders, that possibility deserves attention. Stronger productivity alongside modest
employment growth would suggest that UK businesses are extracting more output from existing
workforces rather than relying primarily on headcount expansion. If sustained, that would reinforce a
labor market in which productivity, technology investment and specialized skills become increasingly
important drivers of hiring demand.

@Europe

The euro area economy also showed renewed momentum in the second quarter, with growth
accelerating to 0.4% from the previous quarter. Business surveys have improved as well, with the
composite Purchasing Managers' Index moving back above the 50 level that separates expansion
from contraction and manufacturing activity showing signs of recovery.

Vanguard has kept its 2026 euro area growth forecast at 0.8% and continues to expect one additional
European Central Bank rate increase this year. Its economists view another increase primarily as
insurance against inflation risks created by the energy shock rather than the beginning of a
prolonged period of tighter monetary policy. Vanguard expects headline inflation to end the year at
3.3%, with core inflation moderating to 2.2% as the effects of the energy disruption gradually fade.

The policy response to that energy shock is becoming a significant economic story in its own right.
Eurofound has identified more than 125 measures introduced across the EU and Norway, ranging
from targeted support for households and businesses to demand reduction programs and longer
term investments designed to diversify energy supplies and strengthen energy security.

The composition of that response is particularly noteworthy. Compared with the measures introduced
following Russia's invasion of Ukraine in 2022, Eurofound finds that governments are placing
somewhat greater emphasis on structural reforms and investment rather than relying primarily on
short term relief. For staffing leaders, that shift could matter beyond the immediate energy crisis.
Longer term investment in energy security, infrastructure and efficiency can create more durable
demand for specialized technical and project based talent than temporary subsidies alone.

@ Global

The broader global outlook remains unusually dependent on energy markets. Oxford Economics has
raised its oil price forecast, with crude now expected to average roughly $85 per barrel this year before
easing toward $65 by the end of 2027. The revision reflects growing concern that disruption to Middle
Eastern production and shipping through the Strait of Hormuz will persist longer than previously
expected.

What is striking is how little the underlying global growth outlook has changed in response. Oxford
Economics continues to forecast world GDP growth of roughly 2.5% this year, despite an oil shock that
has materially weakened the outlook since February. That resilience suggests the global economy is
absorbing the disruption better than might have been expected earlier in the conflict, although a
prolonged restriction of energy supplies remains a significant downside risk.

For staffing leaders, the distinction is important. An energy shock does not have to produce a global
recession to affect hiring. Persistently higher fuel, freight and production costs can squeeze margins,
delay investment and shift workforce demand across transportation, logistics, manufacturing and
other energy sensitive industries even while headline GDP continues to expand.

For now, the global picture is therefore one of resilience under pressure. Growth continues across the
major economies, but the combination of softer labor demand, uneven productivity gains, persistent
inflation risk and elevated energy costs is producing very different hiring conditions across markets.
For staffing leaders, understanding those differences may prove more useful than relying on any
single headline measure of global growth.

Staffing Industry Implications

The economic data above provides context, but several less obvious commercial developments are
becoming increasingly important to staffing executives.

1.The Database Is Becoming A
Commercial Intelligence Asset

Staffing firms have historically thought of their databases primarily as recruiting infrastructure. That
view is becoming incomplete.

A well maintained database contains information about industries, employers, job functions,
compensation, candidate movement, hiring patterns, skill availability, and market behavior. When
that information is organized and interpreted properly, it becomes something much more valuable
than a collection of resumes.

Bullhorn's 2026 GRID research reinforces the importance of managing talent intelligently. Firms using
multiple candidate submissions and redeployment strategies reported stronger placement
performance, while 85% of firms with a redeployment plan reported time to place under 20 days.

The larger opportunity is commercial. Staffing firms possess information that many clients do not
have, but relatively few firms turn that information into a visible intelligence product.

Market reports, compensation observations, hiring trend summaries, talent availability updates, and
industry specific insights can create reasons for prospects to engage with a staffing company before
they have an open requisition.

That changes the role of the database. It becomes not only a recruiting asset, but a valuable source of
market intelligence capable of supporting business development.

2.Proof Is Becoming More
Valuable Than Promises

A striking pattern across staffing company websites is the amount of proof that exists compared with
how little of it is actually used.

Every firm has demonstrable selling points: awards, placement statistics, client tenure, specialized
expertise, testimonials, industry credentials, recognizable clients, years of experience, and examples of
difficult searches successfully completed. Yet few have these facts front and center on their website.
Instead, they bury them beneath generic statements about service and commitment — the same
statements their competitors are making.

The missed opportunity is not necessarily a lack of credibility. It is a failure to organize credibility into a
persuasive commercial argument.

A testimonial saying that a staffing firm is responsive is useful. A testimonial connected to a specific
hiring problem, the firm's intervention, and the resulting business consequence is considerably more
useful.

The same principle applies to statistics. "Thousands of placements" is a credential. A documented
example of solving a difficult talent problem, under defined circumstances, with a measurable result
is evidence.

The stronger firms will increasingly treat proof as part of their sales architecture rather than as
decorative content on a website.

3. Specialization Creates Value Only
When The Market Can See It

Industry specialization remains one of the strongest potential advantages available to staffing firms,
particularly in technical and professional markets.

But specialization is often communicated as a list.

A website may name ten industries, twenty job categories, and dozens of specialties without
demonstrating what the firm actually knows about any of them. The visitor sees breadth but not
necessarily expertise.

The opportunity is to make specialization visible through the firm's language, intelligence, examples,
content, candidate knowledge, and understanding of the industry's commercial environment.

This is particularly important as Al makes basic candidate screening easier. A firm that simply says it
can find engineers, accountants, salespeople, or technology professionals is increasingly competing
with a larger universe of accessible recruiting tools.

A firm that demonstrates deep knowledge of the particular market in which those professionals
operate is communicating something different.

Specialization becomes powerful when it is experienced rather than merely claimed.

4, Al Is Creating A Capacity Question,
Not Just A Technology Question

The staffing industry's Al discussion is increasingly moving beyond experimentation. Bullhorn reports
that 78% of firms that grew revenue by more than 25% in 2025 were using Al tools embedded in their
ATS, compared with 51% of firms whose revenue declined by more than 10%. The report also found
that 51% of leaders and 44% of recruiters say Al is already helping them identify better candidates
faster.

But the most interesting consequence may occur after the time is saved.

If Al reduces the hours required for searching, screening, and administrative work, the organization
has to decide what happens to those recovered hours. They can disappear into additional workload, or
they can be deliberately redirected toward client development, candidate relationships, market
intelligence, and higher value consulting activity.

LinkedIn's Future of Recruiting research makes a similar distinction, describing the shift from routine
tasks toward strategic, relationship-driven work and emphasizing quality and longer-term outcomes
as measures of recruiting excellence.

The firms that capture the full value of Al will therefore need more than implementation plans. They
will need operating models that deliberately convert technological efficiency into higher value human
activity.

Each week, we continue evaluating staffing,
recruiting, and talent acquisition company
websites, executive profiles, positioning language,
and communication strategies across multiple
segments of the industry.

One of the most interesting patterns is not that
companies lack expertise. It is that expertise is
frequently fragmented across the organization.

The recruiter knows something the website does

not say. The business development executive

knows something the marketing materials do not

explain. The CEO knows why the company wins,

but the homepage communicates it as a list of

services. Client testimonials contain evidence that

never becomes part of the firm's formal -
positioning.

In other words, the organization may already possess the raw material for a much stronger brand.

The commercial opportunity is bringing that intelligence together.

We are also seeing a growing distinction between companies that use their websites as digital brochures
and those beginning to use them as commercial tools. The stronger approach gives a prospective client

enough information to understand who the firm is built to serve, what they confidently know, and why
engaging with them would be worthwhile before the first conversation ever takes place.

That is a very different role for a website.

1. Website Architecture Is Becoming

Part Of The Sales Process

Many staffing websites still require the visitor to assemble the company's value proposition personally.

The visitor typically encounters an ‘About Us' page, a list of services, industries served, job openings,
testimonials, and perhaps a collection of statistics or historical hiring data. Each element may be
individually useful, but the commercial story is left for the visitor to construct.

A stronger architecture does that work for them.

The best sites increasingly need to answer a sequence of practical questions: Who is this firm built
for? What does it know better than generalist competitors? What situations does it handle especially
well? What evidence supports those claims? What exactly is its service offering?

When those questions are answered in a logical sequence, the website begins functioning as a
qualification mechanism rather than simply an information repository.

2.Service Lists Are Often Hiding
The Real Business Model

Another recurring pattern is the tendency to organize the website around services rather than around
the company's actual commercial strengths.

A staffing firmm may offer direct placement, temporary staffing, executive search, payroll (ASO), HR
services, recruitment process outsourcing (RPO), or consulting. Listing those capabilities is useful, but
it can obscure the underlying reason clients choose the company.

The more interesting question is what the combination of those capabilities allows the firm to do that
a narrower competitor cannot.

In several recent website reviews, the most valuable story was buried beneath the service offerings.
The company had a distinctive combination of industry knowledge, operational experience, technical
expertise, and workforce infrastructure, but the visitor encountered the individual services before
encountering the larger strategic capability.

That is a messaging problem, but it is also a revenue problem because buyers tend to evaluate what
they can immediately understand.

Messaging Trend Of The Week
From Credentials To Evidence

Staffing companies have accumulated an enormous amount of credibility over the years.

Awards, years in business, industry memberships, certifications, placement data, testimonials,
recognizable clients, executive experience, and professional credentials all have value. But credibility
becomes considerably more powerful when those elements are connected to a specific reason as to
why a client should care.

The emerging messaging opportunity is therefore to move from credential accumulation toward
evidence architecture. Show, don't tell.

Don't tell them your firm has vast experience, show the kind of problem that experience allows the
firm to solve.

Don't tell them clients trust you, show what the relationship enables the client to accomplish.
Don't tell them you specialize in an industry, demonstrate the knowledge that only an industry
specialist would possess.

The strongest message is rarely the longest list of qualifications.

It is the clearest chain connecting expertise, evidence, and commercial relevance.

Executive Insight

The staffing industry's next advantage may belong to companies that know how to turn what they
already know into something the market can understand.

The information is often already there: recruiter conversations, candidate intelligence, client history,
placement experience, compensation knowledge, industry specialization, technology, testimonials,
and years of accumulated judgment. The challenge is converting those internal assets into a cohesive
external commercial system.

That requires more than better copy. It requires an organization to understand which pieces of its
knowledge actually create competitive value, where that knowledge lives, and how it can be
consistently communicated across marketing, sales, recruiting, and client development.

The firms that master that translation will have an advantage that is difficult to reproduce because it
is built fromn accumulated organizational knowledge rather than purchased technology alone.

Diagnostic Question Of The Week

If a prospective client ed your website today without speaking to anyone at your

company, would they discover the specific expertise you have accumulated that
would be difficult for a competitor to duplicate?

The answer may reveal whether your company's most valuable knowledge is functioning as a market
asset or remaining largely inside the organization.
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