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THE REASON FOR
THIS REPORT

There's a clear shift in how people look for work and how building envelope
companies find candidates. For one thing, the average job search now starts with an
upload. CVs and resumes are scanned before they're read. Some interviews happen
without anyone else on the call. Many candidates wait weeks without knowing
where they stand. Others never hear back at all.

That's not due to a lack of effort. It's the system. Companies rely on automated tools
to sort and score applications. These tools are fast, but they're not perfect. Some
candidates learn to work around them. Most don't know how, and many people give

up.

Roughly 98% of large companies use an Applicant Tracking System, or ATS. These
platforms scan CVs for keywords and structure. The application won't make it
through if the format doesn't align. If you can figure out how to tailor your
application for the system, your chances of getting an interview could skyrocket. But
it's easy to be overlooked, too.

Candidates wait. They apply again. They rewrite, reformat, and try a new approach.
After a few months, it becomes hard to stay motivated. It's no wonder 72% of job
seekers say looking for a role has had a negative impact on their mental health.

This report is here to help you preserve your confidence, motivation, and sanity, as
the quest for the ideal building envelope role keeps getting harder. It's not a
blueprint to gaming the system, but a behind-the-scenes look at how that system
currently works, and how you can adapt to it.
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Some might argue that finding a job has never been easier. People can send
thousands of applications digitally with minimal effort, and attend endless online
interviews without travel. Unfortunately, that same convenience also makes things
tougher.

It's not always clear where an application goes or who sees it. The tools that
building envelope companies use to manage hiring don't always leave much room
for people to stand out, at least, not in the ways they expect to.

A few key hurdles are growing:

The Digital Transformation of Hiring

Most building envelope companies don't read every CV. Often, applications go
through platforms designed to filter and rank them. These tools look for a match, a
kind of algorithmic fit. They scan for the right keywords. They weigh job titles and
years of experience. Some even try to guess whether a person would be a good
cultural fit, based on how they write.

For hiring teams, these tools are helpful. They bring consistency, reduce bias and
shorten the list. For roles with hundreds of applicants, they make the difference
between overload and focus. Still, there’s something that gets lost. CVs written by
people who've followed a nontraditional path or use different language to describe
familiar work don’t always make it through.
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The same can be true for candidates who've taken time away from paid work or
held roles across different sectors. Some of the best applicants don't fit the
template. If a hiring process isn't built to notice them, they'll be screened out before
they can explain.

Key Challenges

The building envelope hiring landscape isn't uniform. It depends on location,
industry, and the pressure companies are under. In the UK, job listings have slowed.
Some companies are cautious about taking on new roles. Rising costs have made
hiring feel riskier, especially in sectors where budgets are already stretched.

In the U.S., the gap is growing between high-demand and low-demand roles.
Logistics, retail, and healthcare continue to hire.

But for recent graduates or professionals looking to move into more specialised
work, the path is less direct. Internships don't always lead to offers, and interviews
are harder to come by.

Australia faces a different challenge: too few skilled workers for key industries.
Technology, green energy, and healthcare roles are growing faster than the local
workforce. Some companies have started looking beyond credentials and rethinking
job requirements, not to lower the bar, but to widen it.
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The Experience Gap Crisis

One of the more difficult truths in today's market is that experience matters, but the
type of experience needed is changing.For many job seekers, especially those early
in their careers or returning from time away, the path to a full-time role has become
narrower.

Positions that once served as learning opportunities now come with expectations
that used to be reserved for more senior roles. Companies ask for experience with
tools, frameworks, and workflows, even when hiring for junior positions.

A recent global survey by Deloitte of nearly 13,000 business and HR leaders found
that most organisations feel torn between short-term productivity and long-term
talent development. Many are looking at speed and certainty over potential, which
means hiring someone who has done the job before rather than investing in
training.

Skills are also ageing faster, with the average shelf life of a technical skill now
dropping to around five years. That puts pressure on candidates and employers,
one group trying to keep up, the other trying to assess relevance in a fast-moving
field.

Hiring teams that understand this are beginning to rethink what they look for. Some
are shifting from credential-based filters to skill-based assessments. Others are
investing in mentorship, onboarding, or upskilling programs. Not every company
can offer that, but those that do are more likely to build teams that grow with the
work rather than burn out trying to match it from day one.
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Understanding Modern ATS Technology
Most mid-sized and large organisations use ATS platforms; these systems do more
than hold applications; they rank them.

They rely on natural language processing to interpret CVS and resumes. That means
the system reads for context, not just keywords. It's looking at the order of
experience, the types of building envelope roles held, and how closely a candidate’s
background matches the language of the job description.

In some cases, ATS platforms also try to predict future performance. They might flag
candidates whose writing suggests strong communication, or filter for phrases
associated with leadership or adaptability.

CV Optimisation Strategies

Honestly, most ATS software and Al-powered filters for recruiters work differently.
That means no single “strategy” works for every role. But there are still basic best
practices that can work. The reverse chronological CV is still the best ATS-friendly
format.

It lists roles in order, starting with the most recent, and includes a summary of
responsibilities or achievements under each one. ATS platforms read this layout
more easily than more creative designs. Simple formatting is helpful too.
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If a system cannot read the CV properly, it will not be able to rank it.

Choose a clean layout with no graphics, text boxes, or complex columns

Stick with standard fonts like Times New Roman or Arial

Avoid PDFs unless your building envelope recruiter asks for one specifically
Keep headings conventional (e.g. “Experience,” “Education,” “Skills”) so the ATS
knows what it's reading

Language matters too. The job title from the posting should appear exactly as
written. If a role is listed as “Marketing Coordinator,” and the CV says, “Marketing
Lead,” it may not register as a match, even if the roles are similar.

Always use the exact job title from the job posting, and mirror key phrases when
you can, like “data analysis”. You can still use keywords but ensure you use them in
context. Most systems can now detect unnatural phrasing. If a term is used too
often or feels disconnected from the rest of the content, it may lower the CV's score.
What works best is clarity. The goal is to show experience honestly, in the language
the company is using.




BUILDING A COMPELLING
PROFESSIONAL BRAND

A strong CV can help a building envelope candidate get past the first filter. A
compelling professional presence helps them stay memorable. When someone
sits down for an interview, hiring teams usually look at more than just an
application. They’ve read a LinkedIn profile, searched a name, or read something
the candidate wrote online.

That layer of context matters. It shapes how candidates are perceived before
they even speak. For some, it’s a missed opportunity. For others, it’s a chance to
show what they’ve done, how they think, and what they care about.

Digital Presence Optimisation

An active, well-organised digital presence is now crucial for building envelope
candidates. Whether someone works in design, operations, sales, or policy,
there’s usually a space online where hiring teams expect to find them.

For most people, that starts with LinkedIn. It’s often the first result in a search,
and one of the few platforms that blends CV -style detail with more personal
insight.

Recent research suggests that 84% of recruiters use social media as part of the
hiring process, not just to verify information but also to understand how
candidates present themselves professionally.
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To stand out online, a few steps make a meaningful difference:

o Keep profiles complete and current, with a clear summary and relevant work
experience

e Use a professional photo, and include a simple background or banner image if
possible

e Write in a voice that feels human, not corporate or Al, especially in the
summary section

o List key skills and tools that reflect what’s asked for in current roles

¢ Request a few recommendations, ideally from former managers or colleagues

Having a personal website or portfolio is helpful for those in fields where
portfolios matter, like writing, design, engineering, or strategy. You can create
one using something like Notion or Squarespace and include a few project
summaries or links to presentations.

These digital assets don’t replace your CV; they expand on it and help hiring
teams connect what’s on paper to a fuller sense of the person behind it.




BUILDING A COMPELLING
PROFESSIONAL BRAND

Content Strategy for Job Seekers

Not every building envelope candidate wants to create content or feels
confident doing so. But for candidates in fields where ideas matter, such as
strategy, writing, design, or research, a small online footprint can be useful.

It doesn’t have to be formal. A short post on LinkedIn or a note about a recent
project could be enough. A few words on a change in the field. These things help
hiring teams see how someone thinks. That can matter just as much as a list of
experience.

In 2025, LinkedIn reported that about one in ten job seekers shared content.
Most weren’t writing articles. They were posting short updates or reflecting on
their work. Many said it helped them get noticed.

If you’re not sure where to start, try something simple:
e Share alink to something you’ve been reading
o Write a few lines about a problem you solved
e Reflect on what you’ve learned from a recent project
e Highlight work you admire from someone else

You don’t need to do this every week. Even one or two posts can help someone
remember your name. It gives people something real to connect to, especially if
they haven’t met you.




STRATEGIC APPLICATION
APPROACHES

Most job seekers are doing what theyve been told works: apply regularly, be
persistent, and hope to get noticed. But it's easy to underestimate how competitive
even a mid-level building envelope role has become. Recruiters routinely sort
through hundreds of people for a single opening.

Because the tools they use can only show so much, many good candidates
disappear before anyone can understand them. The answer isn't to apply more. It's
to apply better.

Quality Over Quantity Strategy

It's tempting to send out dozens of applications a week. Especially when you haven't
heard back in a while. But most hiring teams are overwhelmed. On average, a single
job posting gets about 250 applications. Of those, maybe four to six people get
interviews.

When the pile is that deep, relevance matters more than volume. Generic
applications get skimmed, if they're read at all. The ones that rise tend to be the
ones that feel specific. That usually means the person took time to understand the
company and the role, not just the title.
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A more strategic approach starts earlier:

e Take a close look at the companies you're applying to. Understand their size,
structure, tone, and industry position.

e Look past the job ad. Most postings are short. Try to fill in the gaps by reading
team bios, case studies, or recent news.

e Make sure your experience speaks to what they need, not just what's written in
the posting.

This kind of work doesn’t show up on a dashboard, but it helps applications feel
more like conversations and less like form submissions.
Tailoring Applications for Maximum Impact

Having a template or two you use for applications is fine, but that should be the
beginning. The strongest applications don't feel they could apply to any building
envelope job. Just a few simple customisations help:

e Adjust your CV to reflect the specific language in the job description.

e Use different versions of your CV for different roles, even if the changes are
subtle.

e Don’t skip the cover letter just because it's optional. If you're close to being
shortlisted, that letter might be the difference.
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Really pay attention to the cover letter. It's having a big impact in industries that
value communication or judgment. A short, thoughtful note that explains why
you're interested, not just what you've done, can do more than a dozen bullet
points.

It also helps to time applications with some awareness. The first 48 hours after a
posting goes up tend to see the highest visibility. Later in the cycle, many teams
have already built their shortlist.

Using Alternative Application Channels

Plenty of building envelope jobs never make it to a job board. Some are filled before
they're advertised, and others are created because someone reached out at the
right time. People mean this when they talk about the “hidden job market.”

Really pay attention to the cover letter. It's having a big impact in industries that
value communication or judgment. A short, thoughtful note that explains why
you're interested, not just what you've done, can do more than a dozen bullet
points.
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It also helps to time applications with some awareness. The first 48 hours after a
posting goes up tend to see the highest visibility. Later in the cycle, many teams
have already built their shortlist.

Using Alternative Application Channels

Plenty of building envelope jobs never make it to a job board. Some are filled before
they're advertised, and others are created because someone reached out at the
right time. People mean this when they talk about the “hidden job market.”

Some ways to reach that space:
e Send a short note to someone on the team to ask about their work.
e Let former colleagues or managers know you're open to new roles, or
opportunities.
e Attend events or webinars that your target companies are involved in. Strike up
conversations with the people you meet.

If that kind of outreach feels uncomfortable, start small. Follow companies on
LinkedIn. Comment thoughtfully. Share a short insight. You're not trying to impress
anyone. You're just helping them remember your name when the time comes.




INTERVIEW PREPARATION
AND PERFORMANCE

The dynamic shifts when it gets to the interview stage. The filters are behind them.
Now, it's about fit; not just whether someone can do the job but also how they do it,
think, and work with others.

The most effective candidates don't just rehearse answers. They listen, adapt, and
pay attention to what the interviewer values.

Modern Interview Formats

Interviews today can be very different. In many cases, they start before there's
another person on the call. Pre-recorded video interviews are becoming more
common, especially in early screening rounds. These tools let candidates record
answers to a set of questions. The recordings are then scored by software or a
recruiter, who reviews them later.

Some studies say that around 61% of hiring managers use asynchronous
interviews. Others use Al tools to assess communication style, tone, and even eye
contact. Others focus more narrowly on what's said and how closely it matches the
role’s requirements.

For candidates, this can feel disorienting. There’s no feedback, body language, or
chance to ask clarifying questions. The best way to prepare is to treat these like real
conversations, even if the other person isn't in the room yet.
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Test the setup beforehand, keep your answers clear and grounded, and focus on
delivery, not performance. If you're dealing with a live building envelope interview,
on the other hand, many of the standard best practices still work. Most hiring
managers still use questions like “Tell me about a time when...”

It helps to master the STAR method:

e Situation: what was happening

e Task: what needed to be done

e Action: what you did

e Result: what happened after
This allows you to keep the answer grounded in specifics, especially when nerves
make it easy to lose the thread.

Skills-Based Interview Preparation

More companies are shifting toward skills-based hiring. According to McKinsey,
skills-first approaches are up to five times more predictive of future performance
than education alone. That doesn’t mean degrees don't matter. It just means they're
no longer the whole picture.
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This change is most clearly evident in technical interviews. Candidates are often
asked to show how they solve problems by writing code, working through a case, or
interpreting a data set.

What matters isn't perfection. It's a process. Hiring teams want to see how a
candidate thinks. Whether they ask good questions. Whether they understand
trade-offs. Whether they're willing to acknowledge uncertainty.

To prepare, candidates can:

e Practice with open-ended problems, especially ones related to the role

e Talk through their reasoning out loud, even in self-study

e Review recent tools or frameworks that might be relevant, especially if they've
changed

Sometimes, the most useful preparation is reflecting on recent work: what was
hard, what worked, and what you'd do differently now.
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Cultural Fit and Value Alignment

Many candidates today weigh more than just compensation. In one survey, 88% of
employees value company culture, and 69% of Gen Z professionals say it's more
important than salary.

Employers are paying attention to this. They're asking questions that go beyond
experience. They want to know how someone communicates, what motivates them,
and how they handle conflict or change. These things can be difficult to
demonstrate on paper, but they can come through in conversations, particularly
when you master storytelling.

Some ways to show cultural fit without trying too hard:

e Share how you made decisions in complex situations, especially when values
were in tension

e Talk about what kind of environment helps you do your best work and why

e Notice what the company seems to value, and reflect that in the way you speak
about your own work
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Don't pretend to be someone else or mimic your ideal building envelope company’s
language. Be honest about where there's alignment, and where there isn’t. That's
helpful for both sides.

Most people want to work somewhere they can grow, contribute, and belong, and
most employers want the same for their team members. The interview is where
both are trying to figure out whether that's possible.

Relying on experience alone is becoming harder. The tools people use at work are
changing fast, and the shelf life of a hard skill is now estimated at around five years,
according to McKinsey and World Economic Forum data. In many building envelope
roles, it's shorter.




CONTINUOUS LEARNING
AND UPSKILLING

What matters now is less about what someone studied in school and more about
how they’re keeping up. Some of the most in-demand skills for 2025 include:

e Technology: data analysis, cloud computing, cybersecurity

e Marketing and communication: content strategy, SEO, digital campaigns

e Project and product management: agile methods, stakeholder management,
risk assessment

¢ Al and automation: understanding how these tools integrate into day-to-day
workflows

Learning these doesn’t always require another degree. Many candidates use
smaller, focused certifications to close specific gaps or deepen expertise in a
new area. Even experimenting with mentorship or peer-to-peer learning can help
show your commitment to continuous growth.

The job market is more complex than ever. Technology is reshaping how
companies hire, but the fundamentals haven’t changed. Employers are still
looking for people who can do the work, grow with the team, and bring
thoughtfulness to their role.




STAND OUT IN A
COMPLEX JOB MARKET

Candidates are still looking for meaningful, stable, and fair work. What’s
different now is how both sides find each other. Digital filters play a larger role.
Timelines are longer. Expectations are higher. That can be frustrating, especially
when qualified applicants get overlooked. But it also creates space for a more
intentional approach.

For building envelope candidates, building a presence that shows more than just
qualifications means writing clearly, networking patiently, and preparing
carefully. It means showing initiative by being clearer about what you bring.

The most effective approach is rarely one-size-fits-all. It’s usually a mix of
strategies:

A resume that’s structured for software, but written for humans

A presence that reflects your work, values, and perspective

A set of conversations that help you reach opportunities others don’t see
A willingness to grow, even when the path isn’t obvious

Job searching still takes time. The average search now lasts around five months,
longer for senior roles, and often harder for those changing fields. But
persistence alone isn’t the answer. Direction, perspective, and focus matter too.
Take a proactive approach to staying visible, and you’ll boost your chances of a
successful future.




WHAT
NEXT?

If this report has prompted consider using a
recruitment partner, then contact Nvelope
Recruitment today.

| have been helping people like you in the Building
Envelope market for 22 years.




A BIT
ABOUT ME

For the last 22 years | have been helping candidates like yourself make positive
career choices; and | can help you decide what steps to take next to further your
Building Envelope career.

If you feel you need a conversation, don’t hesitate to get in touch!

01522 424125 E lee@nvelope.co.uk
www.nvelope.co.uk Lincoln, UK



