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EDITOR’S FOREWORD

Welcome to Issue 197 of
The Global Recruiter

– what it is, what employers want and how recruiters can deliver it. Register
to attend free here: https://www.theglobalrecruiter.com/summit-2019/#register.
Diversity is unquestionably one of the biggest issues and challenges facing
the world of employment today – it can be the answer to talent challenges,
but more importantly it is the key to creating the best value workforce for an
employer. In this month’s issue we ask what role technology has in delivering
this workforce. In theory technology seems blind to applicants, but in practice
is the outcome it produces entirely unbiased?
Finally Happy New Year to all of you. We wish you a most successful and
exciting 2019 and look forward to meeting you, supporting you and hearing
your stories in the months ahead.

Welcome to a brand new year at The Global Recruiter.
First up, before you do anything else, get to our website
and sign up for this year’s Global Recruiter Industry
Awards. We have now been recognising fantastic work
across the sector for ten years. Every year the industry gets better, its
achievements become more impressive and the enthusiasm and drive
for delivering excellence never ever stops.
Simply go to: https://www.theglobalrecruiterukawards.co.uk and tell us
your achievements for the last year.
Second, our UK Summit this year addresses diversity in recruitment
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The Power of Difference:
SUMMIT 2019

Diversity and beyond in recruitment

6 March 2019

Now in its fifteenth year the industry’s longest running independent event, The
Global Recruiter UK Summit, will be held in London on Wednesday 6th March 2019.
This year’s UK Summit examines diversity from all perspectives: the challenges and initiatives established by
recruitment agencies, the demands and successes of end user clients. From first steps to a diverse future, The
Global Recruiter identifies and celebrates The Power of Difference.

Headline Sponsor:

Diversity needs to be a top line consideration for every recruitment business. In the context of a talent short
market, recruiters need to take a diverse approach, to consider candidates from as wide a talent pool as possible.
Success also resides in diversity. A diverse workplace can be more productive, more attractive for customers and
more appealing to investors.

Be inspired, learn
something new,
discover powerful
innovations and find
out where the industry
will be heading.

The Summit is *free of charge to attend. Limited space is available so early registration is advised.
*If you are a supplier to the industry or R2R, there is a £1500 fee to attend

Programme highlights Wednesday 6th March
Keynote presentation – The Power of
Diversity

Panel discussion – Diversity Demand:
The Client Perspective

Diversity is so much more than a buzzword or a trend
– it is a vital way of unlocking the power of the current
workforce, of ensuring the very best talents are available
to all employers and of unleashing the potential of every
organisation. Through external research and its own
reports and practice, Randstad give an insight into how
their business is pursuing the diversity agenda within
the company and for its clients and candidates.

This panel session brings together experts and
specialists from within major employers to discuss how
their organisations are realising diversity and inclusion
within their businesses. Diversity has the potential to
impact positively on the bottom line, so how has this
been felt by these organisations? How has the diversity
agenda been introduced to businesses and what has
been the impact?

Panel discussion – The Diversity Agenda:
The Agency Perspective

Keynote presentation – Diversity to
Inclusion: Everyday Practice

Diversity requires new approaches, processes, talent
pools and technology. In this panel session experts from
recruitment agencies share their experience and insight
into diversity. What initiatives have they introduced and
how have they realised a diverse and inclusive approach
both for their clients and their own businesses?

The future of diversity and inclusion is that it becomes
part of the everyday process of finding and employing
people. So what does this look like? What is the road
map and what is achievable in the future? Is diversity the
perfect answer to talent short markets?

The organisers reserve the right to amend the programme or exchange speakers if it should be necessary.

To register please visit www.theglobalrecruiter.com/events or email
summit@theglobalrecruiter.com
Events: @GlblRecruiter #GRUKSummit News: @globaleditor

Supported by:

Register now:

www.theglobalrecruiter.com/events

THE RECRUITMENT
NETWORK
TM

For Exhibition and Sponsorship enquiries,
please contact:
Trevor Dorrell: trevor@theglobalrecruiter.com
Tel: +44 (0)1923 723990

#GRUKSummit
Over 98% of delegates are
either business owners or
managing directors
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Awarding work
They’re here and they’re waiting for
you. The Global Recruiter Industry
Awards 2019 are now open for
entries. Find your category and
more details right here:
https://bit.ly/2Qs8Apz
Whether you’re a new business,
an established large recruiter, an
outstanding individual consultant,
an innovator for the sector, a
start-up or an RPO, The Global
Recruiter Industry Awards are
designed to recognise your
excellent and outstanding work:
for candidates, for clients, for your
industry.
This year is particularly significant
as it is the tenth year of the
awards. For a decade The Global
Recruiter has invited the industry
it represents to take centre stage
and celebrate the outstanding work
that it does. An industry whose
worth continues to climb, and

whose professionalism and impact
is beyond doubt, this year we’re
redoubling our efforts to find and
make some noise for the industry
leaders who are identified by our
industry judges.
For ten years, these awards have
grown in size and stature, with
categories which comprehensively
recognise hard work, endeavour
and success in every area and
aspect of the recruitment world.
As ever there is no entry fee, no
pre-entry qualification and the
awards are judged by experts
from across the recruitment
industry, making these
unquestionably your awards, the
recruitment industry awards.
New for this years’ awards is a
category covering best start-up.
Regardless of how long you’ve
been in business if you’ve taken
the step of going it alone we want
to know how you did it, why and
your success so far. Achieving

recognition in this – and other
– categories isn’t just about the
bottom line figures. The recruitment
industry is innovative, fast moving
and delivers a high standard of
service. This and all our awards will
reflect these facets.
This year you can register online
and keep your entry open in an
online portal. This means your
entry stays in one place while
you’re working on it. You can keep
connected with us throughout the
entry process with online support
and only hit the submit button when
you’re fully satisfied with how you’ve
presented yourself.
The finalists will be announced in
May and this will be followed by one
of the best celebration parties in the
recruitment industry year when The
Global Recruiter take over the Café
de Paris in central London for the
afternoon of 20th June.
Don’t delay. Register your entry
today and start telling us about
the fantastic work you’ve done for
your industry, clients, consultants
and candidates. Entries close 29th
March 2019.

Reasons for leaving
The 2019 Job Exodus research
developed by Investors in People
has demonstrated that in an
age of job uncertainty, growing
competition and rising workplace
stress and anxiety, one in three
workers report being unhappy at
work and 45 per cent are looking
to move jobs in the next year. While
this means there has been a slight
reduction in the proportion of those

considering a job move, there are
still nearly one in three unhappy
workers in our workforce.
IIP CEO Paul Devoy comments:
“Despite a decade or more
of research looking at the
economic benefits of happiness,
it’s frustrating that all too often,
wellbeing at work focuses on
reducing stress not increasing
happiness. Yet we know that
humans want to be engaged in
meaningful relationships, feel
valued and useful. And that in
this environment people are both
happier and more productive.”
He continues: “Empirical analysis
and experience have shown
that increasing happiness has
anything from a 12 per cent to 14
per cent effect on productivity.
Some estimate that for every £1
that an organisation invests in
mental wellbeing support, they can
expect £9 return on investment.
If organisations are to attract and
retain talent, then leaders need
to act on this area of employee
experience and increase the
happiness of their people.”
Overall, 54 per cent of job seekers
are looking for an increase in
salary but paying your people more
isn’t the best way to retain talent.
Instead workers stay in jobs where
there is a good work-life balance
(37 per cent) and a good team
(34 per cent).
Despite economists’ predictions
that the gig economy is the way of
the future, the research indicates
that job security is what nearly half
of all workers are looking for. Both
the Taylor Report and subsequent
Good Work Plan highlight the 
January 2019
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value of flexi-time to UK workers,
something 25 per cent of workers
here agree with. However, in
addition to job security, UK workers
are demanding good teams (34 per
cent) and want to feel valued
at work (16 per cent). Indicating
that people are prepared to give
up some flexibility to re-establish
a social contract with employers.
With only five per cent of workers
reporting trust in their leaders it’s no
surprise that workforce is willing to
look elsewhere for security.
The top three reasons for people
wanting a new job are:
• They feel they can get more
money elsewhere (33 per cent)
• They feel they can get more
satisfaction elsewhere (30
per cent).
• They don’t feel their skills are
valued by current employers
(21 per cent)
Investors in People results revealed
that 26 per cent of people believe
that Brexit will negatively impact
their job security, which is a three
per cent increase from last year
indicating that until there is more
certainty about the post- Brexit
deal, it is likely to continue to be a
cause for concern for the workforce.

8
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The Job Exodus 2019 research
clearly outlines that if employers
wish to attract and retain staff,
they must not only offer pay at a
competitive level for their sector,
but they must also ensure good
quality, enjoyable work.

Work change
The government has announced
what it claimed to be the ‘biggest
package of workplace reforms for 20
years’. The proposals were designed
to ensure that the UK would be world
leading in meeting the challenges
of how different demographics
approach work. According to the
ELAS Group, under new rules,
workers will be given details of their
rights “in plain English” from the
first day in a job, such as eligibility
for sick leave, pay and details of
other types of paid leave, such as
maternity and paternity. Previously,
employees could legally wait up to
two months before receiving a formal
contract of employment after starting
their job.
The reforms also beef up the
Employment Agency Standard
Inspectorate and give it new powers

to impose penalties on employers
who breach employment laws, for
example by refusing to pay wages.
According to ELAS the most
important changes coming into
effect are:
• Maintaining continuity of
employment will be easier – a
break of up to four weeks
(currently one week) between
contracts will not interrupt
continuity. This will make it easier
to claim longer notice periods,
redundancy and unfair dismissal
• A written contract will need to be
given on day one of employment
(currently law states that they
must receive it within two months)
• Legislation to make the
employment status tests easier
to understand and streamlined
– this will mean they are the
same for employment and tax
purposes rather than potentially
creating different results and to
avoid employers mislabelling
employees
• Banning employers making
deductions from staff tips – giving
tips similar protection as wages

• Increasing the penalty for
employer’s breach of employment
law from £5,000 to £20,000
• Abolishing the employers’ ability
to pay agency workers less than
their own workers by offering pay
between assignments (commonly
referred to as the Swedish
Derogation)
Business secretary Greg Clark said:
“Today’s largest upgrade in workers’
rights in over a generation is a key
part of building a labour market that
continues to reward people for hard
work, that celebrates good employers
and is boosting productivity and
earning potential across the UK.”
However, Frances O’Grady, general
secretary of the Trades Union
Congress, said: “The right to request
guaranteed working hours is no
right all. Zero-hours contract workers
will have no more leverage than
Oliver Twist.
“Unless unions get the right to
organise and bargain for workers in
places like Uber and Amazon, too
many working people will continue
to be treated like disposable labour,”
she added.

Commenting on the announcement
that a written statement of rights
will be mandatory from day one for
all workers and will be extended to
include details of eligibility for sick
leave and pay, Katharine Moxham,
spokesperson for Group Risk
Development (GRiD) said: “This is
an important first step in the journey
away from uncertainty around what
will happen if a worker is off sick
for any length of time. A common
reason people don’t buy personal
income protection is because
they think they won’t need it – ‘it
won’t happen to me’, ‘the State will
provide’, ‘my employer will look after
me’ – but most don’t actually know
what protection is in place for them
via their employer. It’s absolutely
crucial that people move beyond
guesswork and assumption and
have a clear idea of what they can
expect from their employer if they
have a period of sickness absence.
“Following this change, workers will
be able to make a better informed
decision on whether they need to
make their own provision or whether
they should lobby their employer to
do more for them.”
However Ben Wardleworth, director
at VMS and agency back office
specialist, Engage, points out these
new reforms could cause major
headaches for agency owners.
“With a host of new reforms to
workplace rights – such as details
of rights from a worker’s first day in
a role, to their eligibility for paid sick
leave – this is the largest upgrade
in rights we’ve seen in a generation.
However, this scale of change also
means firms will need to prepare
for the uptick in compliance and

administration if they are to avoid
swingeing penalties. For example,
plans for a ‘key facts’ page will
require agencies to work with
others in the supply chain to collate
information and create a clear
breakdown of who pays a worker
and any costs deducted from their
wages. To do this, agencies will
need to have visibility throughout
the entire supply chain to ensure
workers are paid correctly and
on time.
“Agencies are now going to be
even more in the spotlight with
their management systems under
heavy scrutiny, which means it
is more crucial than ever that all
information can be accessed and
is in one place,” he adds. “I’d urge
companies who haven’t already
done so, to exercise due diligence
or consult with us around their
recruitment processes, looking at
ways to tighten up and improve their
admin systems if they are to avoid
the penalties that will accompany
these rights.”

Diversity challenge
Learning company Wildgoose
have published their Diversity and
Inclusivity in the Workplace survey
and it indicates a shift in the areas
that employees prioritise when it
comes to creating a diverse and
inclusive workplace. The results
show that over 50 per cent of
people feel inclusion of disabled
people is the area that requires the
greatest improvement within their
organisation; with diversity of age
groups coming in a close second

at just under half. This raises
concerns that dual discrimination
based on disability and age is
common practice in the workplace,
highlighting a need for companies
to undergo additional diversity
training in this area.
Other significant findings from the
research show that nearly half (47
per cent) of male employees don’t
consider the gender pay gap to
be a major issue, in comparison to
the three quarters of females that
do; a statistic that is particularly
concerning given the recent
publication of major organisations’
gender pay gaps, and continued
media coverage of the issue.
Interestingly, the gap between men
and women narrows when it comes
to equal promotional opportunities.
Commenting on the survey findings
Jim Alexander, head of learning
and development at Wildgoose
said: “The findings from our survey
highlight that despite organisations
making headway in relation to
diversity and inclusion policy, there
is still a long way to go before we
achieve inclusivity across all crosssections of the workforce. Creating
an inclusive culture can only
happen when people throughout all

tiers of organisations (from entry
to c-suite level) fully understand
the importance and benefits of
Diversity and Inclusion to both
business and people – and
take meaningful action towards
long-lasting change.”
Wildgoose have delivered their
Inclusive Leadership programme for
the likes of Direct Line Group and
Atos, to educate industry leaders on
the importance of creating a diverse
and inclusive workplace culture.

Activating diversity
A survey of 1,500 UK-based hiring
managers carried out by Guidant
Global has shown that employers
are taking active steps to improve
candidate and staff engagement
with individuals from specific
groups in an effort to overcome
ongoing skills shortages. When
quizzed on which demographics
they are prioritising, 18 per cent of
respondents said they are focusing
on emerging talent to boost future
pipelines while 17 per cent said
they are directing resources into
engaging female talent. A further
13 per cent of hiring managers 
January 2019
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indicated that they are taking steps
to tap into disabled talent pools
while both BAME individuals and
those returning from a career break
were top targets for 12 per cent of
those surveyed.
Other groups which hiring
managers are actively seeking to
engage include: individuals with a
criminal record; those from lower
socioeconomic groups; LGBT talent;
and older workers, which were
targeted by eight per cent, seven
per cent, six per cent and four per
cent of employers respectively.
The news comes as 78 per cent
of all respondents admit they are
currently finding it difficult to access
the quality and volume of talent their
businesses need to thrive, with 16
per cent of hiring managers viewing
tapping into underutilised talent
pools as their ‘greatest opportunity’
from a talent management
perspective.
Commenting on the findings,
Simon Blockley, managing director,
EMEA, at Guidant Global, said:
“With almost four in five hiring
managers indicating that they
struggle to source the skills they
need to thrive, it is unsurprising
that organisations are increasingly
exploring wider and deeper
talent pools. However, in order
to effectively engage specific
demographics, organisations
must implement communications
strategies which resonate with their
intended audiences. The employers
that we work with are enjoying
success in this area through
revaluating not only the messages
that they are sharing, but also the
mediums through which they are

10
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communicated. It is now universally
recognised that diversity of thought
breeds innovation, and by tailoring
employer of choice messages to
specific groups, forward-thinking
organisations are unlocking the
potential of diverse talent.”

Challenging market
Survey data from the Association
of Professional Staffing Companies
(APSCo) has shown professional
recruitment firms reporting demand
for permanent talent fell by three
per cent year-on-year in November
2018, while vacancies for
contingent workers decreased by
six per cent over the same period.
Despite this overall decline in
demand, APSCo’s data does reveal
pockets of positivity, most notably
within the financial services sector,
where vacancies for contractors
rose by 14 per cent.

Despite a dip in demand for talent,
permanent placements increased
by four per cent in November
2018. This overall strength can be
firmly attributed to a significant 39
per cent year-on-year increase in
permanent placements within the IT
sector. All other sectors recorded a
dip in the number of professionals
securing permanent roles. Within
engineering, for example, this
decrease was negligible, with
placements decreasing by 0.1
per cent. Within the finance and
marketing sectors vacancies
slipped by one per cent and 11
per cent respectively.
While permanent placements
increased four per cent in the year
to November 2018, the number
of contractors out on assignment
dipped by eight per cent during
the same period. Use of contingent
workers fell across every one of
APSCo’s core sectors, with the
exception of financial services

where contractor levels increased
by 10 per cent year-on-year.
APSCo’s figures also reveal
that median salaries across all
professional sectors remained
stable in November 2018, rising
by 0.6 per cent across the board.
Average salaries within the majority
of APSCo’s core sectors, however,
increased more significantly. Within
accountancy and financial services,
for example, recording rises of
two per cent and 3.1 per cent
respectively. In engineering and IT,
meanwhile, salaries are up by 3.2
per cent and 2.5 per cent.
“While permanent placements
remain strong for now, ongoing
uncertainty around Britain’s future
relationship with the EU, combined
with predictions that the UK
economy is forecast to fall in GDP
rankings, means that employers
are becoming more cautious with
regards to future hiring,” said Ann
Swain, chief executive of APSCo.
“The number of contractors out on
assignment is notably lower than
a year ago, which we suspect is
reflective on incoming changes
to IR35 in the private sector – and
with further changes to legislation
around the use of contingent
workers now confirmed, it will be no
surprise if this trend continues.”
John Nurthen, Staffing Industry
Analysts’ executive director of
Global Research added: “The
strong growth in IT placements is in
stark contrast to other professional
categories where candidate
shortages are being exacerbated
by people’s hesitance to move
jobs in the continuing uncertain
pre-Brexit environment.” n

Forty-six per cent of companies in
EMEA and APAC said creating a
strong brand and distinct company
culture to attract talent is a challenge.

Source: HireRight Global Enterprise Spotlight Report.
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CHINESE
WHISPERS

Mrs Zhang Yanzhen, secretary general
of CAFST gives an insight into the
employment market.

I

n a new occasional column, World Employment Confederation members
provide our readers with exclusive insights into the employment services
industry around the world. In this issue, we hear from Mrs Zhang Yanzhen,
secretary general of the China Association of Foreign Services Trades, CAFST.

Q: Can you give a summary of your market – the
current opportunities, challenges and priorities?
A: It is generally recognised that China’s human resource service industry still
has considerable potential to develop and I am confident that it will continue
to maintain steady growth in the future. Estimates from the government – the
Ministry of Human Resources and Social Security (MOHRSS) – predict that
by 2020, the total turnover of the sector in China will be two trillion yuan
(US$ 287 billion) and there will be 100 large, leading human resources service
companies emerging in the market.
There are significant opportunities. China has a large working population of
some 900 million people aged 16-59 and employment services play a vital
role in achieving a high employment rate. Professional intermediary services
of human resources companies greatly enhance the efficiency of matching
employers and workers. Statistics show that they account for more than 50
per cent of workers placed and human resources services have become the
primary channel for promoting full employment and placing workers in this
market. The increasing number of user companies over the years also provides
a steady market for the industry.
We can conclude that human resources services contribute to the better
functioning of China’s labor market by optimising and revitalising the matching
of supply with demand. However, we still face challenges: China’s economic
structure is undergoing transformation, and the labour market needs to be
reshaped too in order to keep up with these changes.
A top priority is the need to embrace new technology. In today’s new era of
digitalisation, traditional human resources services can no longer meet the ever
changing and diversifying demands of clients. New technology such as AI, the
human cloud, big data, and platforms, need to be integrated into the traditional
services in order to satisfy the ongoing market changes.

Q: What is the diversification of HR services in your
country?
A: China’s HR outsourcing market began in 1979, marked by the establishment
of FESCO, a state-owned company providing employee dispatch and other
personnel services to the representative offices of foreign companies in
China. Other similar leading HRO providers such as CIIC, FSG, and etc. were
established in the following years.
Over the past 40 years we have witnessed the development of the human
resources service industry in China and today the maturity and adoption

12
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level of HRO solutions vary widely. Labour dispatch, HR Business Process
Outsourcing and recruitment services for example are highly mature and
account for a large proportion of the revenue of the HR service industry. Some
HR providers also offer labour security legal consulting, compliance, training
and talents evaluation services, however, the market for these services is not
as large. During recent years, payroll administration and compensation and
benefits administration have evolved to suit the needs of client companies, and
we see more potential for these types of services in the future.

Q: What are the main issues related to the future of
work discussion?
A: The key issue in relation to the future of work in China is how to make
changes to the existing working relationships between employers and workers.
Today the lion’s share of working relationships is based around full-time jobs.
In the future, workers will increasingly want to choose to work in a way that suits
them best – as fixed-term workers, consultants, freelancers, online workers, or
alliance partners for example. The worker/employer relationship needs to be
adjusted to suit for these new relationships.
The gig economy is growing in China. Over recent years, a large number of
job opportunities are being created through different online platforms which
are widely used. As a result, a number of new types of non-standard work
have emerged with people working as couriers, takeaway delivery men, ridehailing drivers, housekeepers and so on. They work flexible hours and are
paid for the work that they do, with their commission based on the number of
orders they complete. These people are called ‘internet contractual workers’
and, according to National Information Center statistics, there were 60 million
workers providing services through Internet platforms in China in 2016.
There are a host of contractual issues that need to be ironed out for these new,
emerging forms of work that have been brought about by the wide use of new
technology. I think it is necessary to modify the existing regulation relevant to
the labour market, adapted to these changes and acknowledge that the future
of work includes the emergence of a new employment relationship. n

FINANCE

FINANCE

FUTURE
CHALLENGE
D

uring last year’s Autumn Statement, Phillip Hammond announced
that there would be an extension of the Off Payroll Legislation into the
private sector as of April 2020. It may seem a long way off but one of
the reasons sighted for it not happening in April 2019 was to give businesses
across the UK in the private sector, ‘sufficient time to prepare’. The risks for
business that do not properly prepare for these changes is huge so important
to start that planning process now.
In 2017 the public sector was first to be hit with the introduction of the Off
Payroll Legislation. IR35 was designed to combat tax avoidance by workers
supplying their services via an intermediary, such as a Limited Company,
who would be an employee if that model was not used. IR35 has been in
place since 2000, the addition of the Off Payroll Legislation is one of the
biggest changes to that Legislation since its introduction 18 years ago.
Rather than a Limited Company deciding if the assignment was to be
considered within the rules (Inside) or for the rules not to apply (Outside)
being determined by the Limited Company itself, the determination was
moved to the end client.
The way in which a contractor providing services using a Limited Company
taxes themselves, changes significantly dependent on that determination.
Based on the existing rules this is where HMRC saw the problem. They
believe that only 10% of contractors have come to the correct determination
and have been taxing themselves appropriately. It is estimated that the cost
of non-compliance in the private sector could reach £1.2 billion per year
by 2022.
Public sector clients were the first that had to apply these changes from April
2017. As well as our own experience in implementing these changes with our
Public Sector customers who make up 30 per cent of our UK profile, we also
issued a survey to over 24,000 contractors and clients across both sectors
at the end of last year, SThree gained some valuable thoughts and feelings
following the changes, the survey results can be found on our website.
Three key points came from the responses of clients in the public sector.
A large number said that they believed the changes had a negative impact
on the sector, this was made up of a number of reasons but can be grouped
together as detailed below.

Mass exodus
The loss of skilled workforce into the private sector was one of the reasons
for the public sector clients facing disruption as a result of the changes.
Contractors with transferable skills who could supply services in either sector,
were leaving the public sector and providing services in the private sector
where they would not be subject to the new legislation. This had an impact on
public sector projects being not delivered on time, the workforce were leaving
and it was increasingly more difficult for clients in the public sector to attract
the right talent who wanted to provide services under the new legislation.
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Charlie Cox, commercial manager at SThree
gives an insight into IR35 in the private sector.

Payroll Legislation. Despite all of this, HMRC have issued figures stating that
58,000 addition individuals have made Tax and NIC payments since the
rollout, resulting in £410 million of additional tax income.

What is next for the private sector?

Rate increases
The Off Payroll Legislation meant that the ‘Payer’ being either the end client
or the agency paying the Limited Company, if determined Inside IR35 and
for the rules to apply, had to start deducting Tax and NICs before paying
the Limited Company the remaining amount. This meant that lots of workers
were seeing a significant reduction in the amount they received. As a result,
contractors being determined ‘Inside’ were starting to charge more for
delivering the same service, to reduce or remove the impact financially for
them. This obviously came at a cost to the public sector clients, adding to the
misery.

Lack of clarity
This was a big problem with the previous rollout, the legislation itself
was changed right up until a couple of weeks before the introduction.
Lots of public sector businesses decided to take a risk free approach to
implementing the changes which saw them starting to provide ‘blanket’
Inside determinations, sometimes across the whole business adding to the
confusion. HMRC changed the legislation and added ‘reasonable care’
to ensure that determinations were being carried out on an assignment
by assignment basis. Although this helped, the many changes in the lead
up to the introduction, caused a lot of confusion across the sector. HMRC
themselves believe they did a good job in communicating the changes,
this was supported by compliant agencies to rollout and help their clients
understand the impact and how to address this across their organisation.

It’s been confirmed that any Medium or Large business as defined by
the Companies Act 2006 will have to implement the new rules as from
April 2020. The new legislation will be confirmed in the Finance Bill 2019.
Small businesses in the private sector will continue with the existing rules,
these are defined as businesses which satisfy two or more of the following
requirements, Turnover not more than £10.2 million, Balance Sheet total not
more than £5.1 million or no more than 50 employees.
The detail will be confirmed in the Finance Bill 2019, however, it is expected
that the legislation will be very close to the one in the public sector. The key
element of the change is that the responsibility to account for PAYE/NIC
moves from the individual to the engager (or Payer) if it’s not the engager
paying the Limited Company.
There are lots of questions at the moment in the market over how is it best to
make a determination to the IR35 status for an assignment, the HMRC CEST
tool has been widely discussed and it’s expected that there will be further
changes to this in advance of the private sector rollout.

If you are an employer/client in the Private Sector
what should you do?
1: Understand the potential changes: Preparation and understanding of
the impact these changes will have on your business are key to a smooth
transition. Here at SThree we have conducted a number of face to face
meetings with our customers which included consultations and presentations

outlining the proposed changes as well as the experience we have gained
with our exposure to the public sector. We have also completed a number of
webinars which explain the proposed changes in more detail
2: Audit your flexible workforce: Understanding how many flexible workers you
have within the organisation is a great way to start to prepare your business.
Not only how many contractors but being very clear on understanding
how they are engaged is vital, with many different engagement models,
contractors supplying services directly or through an agency, through a
consultancy, via a Limited Company or an Umbrella Company it’s important to
understand the structure of each one individually.
3: Plan and prepare the business for the changes: Once the business
understands the potential changes, and the audit has been complete, it’s
important to ensure that the business provides relevant training to anyone
involved in the process of engaging flexible workers, this will include, hiring
managers, legal, finance, HR amongst others. Once the training has been
completed it would be sensible to also put in place a new process that is
followed by the business when looking to engage with any new flexible
workers. Working with a compliant agency and ensuring a compliant supply
chain has never been more important due to the risks of getting this wrong.
As a compliant PLC with experience in these changes since the introduction
across our Public Sector clients in 2017, we are in a great position to support
clients in not only the education and training elements but also offering
compliant services and solutions to mitigate risk and make sure businesses
are set up commercially to continue to attract the best talent in the market.
We can help with cost modelling, stakeholder communications, contract
reviews, rollout plans, audit preparation and training.
The government advised in the autumn statement that they were giving the
private sector businesses ‘sufficient time to prepare’. Although April 2020
sounds like a long way off, it’s important to start work on this now and we
would be happy to assist you with that process. n

Summary
To summarise, we saw workers leaving the sector, it was more difficult for
clients to attract skilled workers into the sector, projects and timelines were
delayed and costs were increasing as a result of the introduction of the Off
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UP CLOSE

E3R’s director and business partner
James Soden describes his
company’s rapid evolution.

Q: When and how did you start up?
A: E3R was initially established in March 2013, bringing together my
co-directors and I who equally own the business. It was originally founded
by Tracie Norton, who was soon joined by Andrew Pilling, Andrew
Joseph and myself. Each of us offered exponential experience across
manufacturing and engineering recruitment disciplines in the UK and
Internationally. It was a unique opportunity as the founder of E3R Tracie
Norton had been our biggest competitor for over 12 years. The business
was self-funded in terms of initial set up costs, working from a conservatory
office prior to moving to a fully serviced office complex just three months
later. Since this time, we have moved offices three times to larger and
more befitting premises. We are also currently seeking to expand our office
space to accommodate our strategic growth plans for the future.
In April 2015 we opened a second office based in South Yorkshire to
accommodate our general manufacturing divisions product offering to our
clients who are based in The Midlands and South Yorkshire regions. The
remainder of our UK and international vertical market coverage is serviced
and developed from our Head Office in Huddersfield, West Yorkshire.

FULFILLING
POTENTIAL

Q: What was the primary reason for your start up?
And what were you doing beforehand?
A: Prior to setting up E3R I had worked for a national engineering and
technical recruiter for around 10 years, rising through the ranks from
being a graduate trainee. I had achieved a great deal of success with that
business but felt that I had progressed as far as I could. I also felt that an
opportunity to work with my business partners was too good an opportunity
to pass by. Each of us, offered value in terms of knowledge of the markets
we serve and operational management experience required. The common
denominator being that we are all passionate about providing high levels
of service excellence to our clients and candidates.
We were also keen to build a recruitment business that would provide
employees with autonomy, knowledge and the tools to fulfil their
aspirations.
It was a risk, but in my eyes, it was always a calculated decision. It was
a market in which I felt we had built a name and reputation for ourselves
and for me it was an opportunity to build a business based upon our
vision and values. 

January 2017
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UP CLOSE

FULFILLING
POTENTIAL
of a non-exec director, operations/HR manager, marketing manager and
soon to be appointment financial controller. Through the appointment of
these key hires, we have been able to utilise our time as business leaders
far more effectively, focusing upon client relationships, candidates
acquisition strategy and the development of a strategic sales approach.
We also felt 2018 was the time to really take the leap and not be so reliant
upon third party suppliers, who at times have not emulated the same
passion and drive as we have required as a fast growing and dynamic
business.

Q: How quickly have you progressed and have you had
to make any significant changes from your initial plans?

Q: What were the main challenges you faced and how
did you overcome them?
A: Other than the usual new start up challenges of systems, phone and
IT set-up, I believe the biggest challenge has been to scale and grow the
business by attracting and retaining our own talent in a highly competitive
market. We are now up to about 30 heads and are seeking to hire an
additional 12 over the next 12 months. Through being a new business,
I believe we have been able to provide potential consultants with a fresh
approach to the recruitment industry and running a desk. We have now
developed our own E3R training academy and bespoke training package
to support. We are now running weekly one to one coaching and life
coaching sessions for our employees and are also supplementing
internal training with external training courses and qualifications at levels
through the business. We have also improved the levels of internal
communication through the business, providing complete transparency
to all key stakeholders around the future plans of the business and
supporting opportunities, identifying where people can develop internally
and how we can support them to achieve this development. Through this
two way and open communication we have achieved a marked increase
in employee advocacy and improving our staff retention.
In addition to this we (the directors) have a made a conscious effort over
the past two years to step away from day to day recruitment activities
of the business and running desks. It is something that I often hear as
being the biggest challenge for owner operator-based businesses and
something that I can really relate to, having to wear many hats and really
trying to multi-task. We are on a journey at the moment putting in place
the right levels of governance and structure through the business that will
allow our plans to be scaled, over time this has included the appointment
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A: The growth of our business has been incredible from the off-set to
now, we have experienced circa 30 per cent compound growth year
on year, which at times has created its own challenges, around office
space, company structure and overarching strategy. Some time ago,
we took the decision to focus and categorise our business around the
core market sectors that we serve; automotive, aerospace, building and
construction products, chemical and pharma, energy, food, general
manufacturing and oil and gas. The purpose of this was twofold, 1 – to
provide and publicise the added value that we offer to our candidates
and clients, and 2 – to also demonstrate the opportunity that can be born
through a career with E3R. We are not just seeking recruiters, resourcers
and account managers, but future leaders of our value streams/divisions,
and the opportunities within the business are real! We are very keen to
maintain and promote the entrepreneurial spirit in which E3R was formed
and has continued to exhibit.

Q: What are your plans for the future?
A: Our future plans are very much geared around developing our core
market sectors, we are focused upon growing each of our vertical
markets and expect the next 18/24 months to be very much focused
around the development of these teams, appointing and developing
divisional heads and further growing our specialist teams. We are also
exploring opportunities to enhance our product offering to clients, we
have a number of plans in place for 2019 and 2020 which will ultimately
provide added value to our market proposition. We have recently
launched a commercial team, that are supporting our engineering and
manufacturing teams and have already experienced tangible uptake from
our client base in this area.
We would also not rule out future opportunities around acquisitions of
organisations that would fit with our future plan’s ambitions for growth.
Watch this space! n

10 years of honouring the industry’s finest
In 2009, The Global Recruiter established its unique recruitment industry awards
to promote and recognise best practice across the recruitment industry.
In 2019, we will be handing out the awards for the tenth year.
Times have changed, categories and entry criteria have constantly been
updated and now these awards, the industry awards, are more relevant,
more valuable and more important than ever.
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Offering unique market exposure, the awards have enabled winners and
shortlisted entries to attract new clients, new employees and market leading
candidates.
For ten years we’ve been making a fuss of those who have made a mark
on the recruitment industry. Make sure you make your move for this, our
celebratory year.
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finalists are invited to join us at the awards ceremony taking place on the 20th
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THE FRONTLINE

THE LEARNING
DILEMMA

Ben Chatfield, CEO
and co-founder of
Tempo on gaining an
educated workforce.

I

n developed countries learning and earning has generally followed a
simple rule: get all the education you can, as early as you can, and reap
the rewards for the rest of your career. For years, having a good degree
from a respected university was the best indicator of professional success
– there were exceptions like Richard Branson and Duncan Bannatyne,
but statistically very few. Today, while having a degree still makes a lot of
sense, the pace of technological change and the growing length of careers
have forced a change in the way we learn. Accumulating skills while still
in formal education is no longer enough. Learning has become a lifelong
endeavour – employees must continually acquire skills while in work or
face becoming obsolete.

The dilemma
This shift in learning creates a dilemma. Currently work simply doesn’t
incorporate a range of learning opportunities, let alone make them a
priority. Expertise is supposed to be acquired while working, but many
employers have become less willing to invest in training their workforces
– indeed, according to the CIPD, investment and participation in vocational
training has dropped significantly in recent years. Market pressures and
a slowing economy have added another element of risk. The pace of
technological change has also made it harder to design training courses
and understand the inherent value of skills – by the end of a six month
coding course, everything learnt could be useless. This is all taking place
while those entering the workplace are prioritising flexibility in how they
learn, develop and work.
We clearly need to fundamentally rethink the relationship between working
and learning. We must provide training and educational opportunities
throughout people’s working lives, which sounds simple in theory, but is
far harder in reality. For the reasons already mentioned, it’s hardly fair for
companies to bear the responsibility; and neither should employees. Even
though, according to a Manpower study, 93 per cent of millennials are
willing to spend their own money on training, why should they have to pay
for something that benefits their employer and the wider economy?
To address learning, we must assess the nature of employment.

A new learning model
A new fluid model of employment would facilitate lifelong learning. The gig
economy is based on models which allow for low skilled workers to pick up
work quickly and efficiently. What is stopping us from elevating this to the
sphere of professional work, like office administration, customer services
and sales support?
In a word, recruitment. While work and learning have changed dramatically
over the last five years, the recruitment process has stayed shockingly
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stagnant for the last forty. Technology has made flexible/remote working a
genuine option and enabled online education providers like Coursera to let
people learn from world class institutions without leaving your home. The
recruitment industry is yet to embrace these advances, to make the system
more transparent and efficient. Why? Well traditional companies have a
vested interest in keeping the current systems in place – it’s how they make
their money, much like estate agents in the property industry.
AI and automation are two technologies that can drive change in the
recruitment industry. They have the ability to make the process of finding
candidates simpler, and contrary to many reports, fairer. Video enabled
recruitment also has the ability to bring candidates and employers closer
together and make the recruitment process far more personable. Through
videos, candidates can demonstrate their personality more effectively,
meaning hires can be based on soft skills and culture fit rather than just
experience. Adapting the hiring process to focus on people’s motivations
and ambitions rather than prioritising experience can ensure employers are
hiring like-minded individuals. This change in focus also allows skills to be
transferred more seamlessly to those who lack prior knowledge. Traditional
CVs are simply not fit for purpose – they are not accurate reflection of an
employee’s abilities, are too easily manipulated and perpetuate bias. Most
recruiters will simply skim them, operating by a tick-box methodology that
looks for the aspects they recognise in themselves or other candidates for
the position.
Integrating this technology in the recruitment process would change the
way we perceive the relationship between work and learning. Changing
companies, sectors or roles wouldn’t be feared, but embraced. It would
provide employees with the opportunity to diversify their skills, proving
their adaptability, flexibility and ambition, all of while being paid. Employers
too wouldn’t fear the hiring process – if efficient, it gives them the ability
to scale and adapt to technological and market changes. Technology
underpins this seismic shift – we’re already seen Uber transform transport,
Airbnb holidays, now we need to see how technology can be used to find
and hire, and help us learn. n

Through videos, candidates can
demonstrate their personality more
effectively, meaning hires can be
based on soft skills and culture fit
rather than just experience.

LEGAL FOCUS

Michelle Reilly, CEO of
6CATS International on legal
developments for recruiters.
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s we enter 2019, there are perhaps some of us in the recruitment
profession that are hoping the next year won’t be as turbulent as
the one we’ve just waved goodbye to. However, with Brexit on the
horizon (which, at the time of writing, is yet to have a definite deal in
place and is driving what can only be described as chaos across the
UK economy), what we can say for certain is that this year will be full
of challenges.
You might be wondering why I’m writing about a subject that is arguably
still speculative in nature, but the fact is, for the world of contractor
compliance, whatever agreement we eventually come to for our exit
from the Bloc, remaining on the right side of legislation will become
more complex for recruiters and contractors alike. For agencies placing
professionals in the UK and overseas, the associated risks are increasing.
However, with this field also offering highly lucrative opportunities to firms,
concerns around complicated legislation and the potential for greater
administrative headaches in the coming months can’t be allowed to hold
businesses back.
Instead, the most competitive agencies this year will be those that ensure
they are on top of compliance requirements now and, subsequently, better
able to weather the storm and adapt to anything that is thrown their way.

A1 certificates
In the first instance, there’s the changes to A1 certificates. Under current
EU rules, A1 certificates exonerate contractors from contributing to the
social insurance system in the country in which they are going to work.
However, with France, Germany and the UK all ceasing the issuance
of A1 certificates which exceed 29th March 2019, agencies placing
contractors internationally will face further compliance challenges. For
those within the scope of the regulations, our withdrawal from the EU and
the consequent ceasing of A1 certificates post March 2019, will affect
which social security scheme applies, in terms of where contributions
are payable.
In this climate of ambiguity, recruitment businesses relying on A1 solutions
will have to be extremely cautious about whether the solution they are
using is still compliant now and after this time, particularly in relation to
those agencies allowing contractors to use their UK limited company
overseas. And with other European countries looking to follow suit,
agencies must be vigilant that the compliance solutions their contractors
use are still legal following our withdrawal from the Union, and should seek
professional help to do so.

The Criminal Finances Act 2017
This particular piece of legislation is one that most firms know of, but

far too many still don’t recognise the potential impact this could have
to their agency and, for business owners, them personally as well. The
CFA will hold directors and owners of UK companies criminally liable for
facilitating tax evasion, knowingly or not. This could impact you no matter
where in the world you operate and claiming ignorance of the activity will
not be considered a defence. The only way to cover yourself and your
firm from liability is to be able to demonstrate that you have put sufficient
preventative procedures in place.
For larger agencies in particular, owners and directors are unlikely to be
able to keep up to date with everything that their recruiters and associated
contractors are doing, so the potential to face challenges is exponentially
higher, making it crucial that you ensure compliance is maintained
throughout your business.
The coming year is without a doubt going to be interesting. While debates
rage over our economy, legislative changes and much more, the only
certainty we can bet on is change. For agencies, now is the time to ensure
they are operating professionally and compliantly. At the end of the day, if
you’re struggling to get it right now, things will only become more difficult
in the very near future. n
January 2019
www.theglobalrecruiter.com

23

INNOVATION

INNOVATION

THINK INSIDE
THE BOX
W

hen we think of innovation, we regularly remind ourselves of the
need to ‘think outside the box’, but we rarely consider the box
itself or the power of the limitations the box imposes. In fact,
these limitations are important to effective innovation – more than you
might believe.
Real innovation comes from limitations, not limitless possibilities. Dr. Seuss
wrote the Cat in the Hat with only 236 words. His editor bet him that he
couldn’t write a book with only 50. The bestselling children’s book of all
time, Green Eggs and Ham, was the result.
Corporations aren’t children’s books of course. Consider the invention of
Coca-Cola which was a reaction to prohibition laws in Atlanta. Because of
the laws, Dr. John Stith Pemberton was forced to adjust the formula for his
headache remedy using sugar as a sweetener. The concoction became
the syrup used for Coca-Cola. Sometimes, it is limitations that force the best
new thinking.
Ultimately, companies can benefit from a healthy understanding of how
constraints liberate innovation, and how to create the conditions for a
culture of creativity. Taken together, success is derived from a holistic
approach to creating an overall work experience and a culture that fosters
the conditions for creativity.

The creativity gap
First though, it’s important to have a grounding in a bit of data. Creativity
is one of the top three skills workers will need to thrive by 2020, according
to the World Economic Forum. In a 2017 Steelcase and Microsoft study,
73 per cent of those surveyed considered themselves to be creative and
49 per cent of employees felt that learning new creativity skills would help
them be more effective in their role. But 75 per cent of UK employees have
not been offered training to grow these skills within the past two years.
If we are to be successful as individuals, teams, and as companies, it
is critical to close this gap and foster creativity and innovation within
organisations.

Creativity versus Innovation
Creativity and innovation aren’t the same things. Creativity defines new
ideas and the potential for their creation. On the other hand, innovation
describes the viability of the ideas. True innovation is tested by the
market’s response. Creativity requires the addition of action in order to
become fruitful innovation. According to Theodore Levitt, an American
economist: “What is often lacking is not creativity in the idea-creating sense
but innovation in the action-producing sense, i.e. putting ideas to work.”
Creativity is the fuel for innovation and innovation in turn is the fuel for
business growth. Both are necessary, and each has a role to play.
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Tracy Brower, principal with
Applied Research + Consulting group at
Steelcase on creating creativity.

Fostering a creative culture
Companies also need to think holistically about elements of culture and the
way that messages are sent through behaviours and actions. Companies
that successfully foster a creative culture act in the following ways:
Recognise and value employees. When there is ample recognition and
people respect and value each other, creativity will be more likely to bloom.
In addition, when people have a sense they are valued, supported and
recognised they will be more likely to contribute discretionary effort toward
generating great ideas. Reflecting the importance of human connection,
researchers at the University of Washington in Seattle have invented a
cutting edge device that allows people to transmit thoughts to each other’s
brains directly [http://dld.bz/hkDgC]. Human connection and value are
powerful motivators.
Seed teams with diverse thoughts. Bring team members together from
differing perspectives, backgrounds and parts of the organisation so they can
inspire each other and cross fertilise ideas. Sometimes the best new ideas
come from people who are unfamiliar with the problem and its history. CPH
Containers is a Danish company solving problems of urbanisation such as
poverty, lack of resource availability and loneliness through innovative building
processes using shipping containers. When the co-founders describe their
success, they partially attribute it to having come from outside the contracting
industry. Their different way of thinking and naiveté to the typical barriers of
urban development helped them generate insightful new solutions.
Encourage processes that help people to think in new ways. For
example, a team could seek to solve a problem from the point of view of a
five-year old or a vacationing beach-goer. Or they could engage in ‘reverse
brainstorming’ where they come up with all the worst ideas they can think of
to work through an issue. Ideating from these new perspectives can prime
the pump toward creative ideas that are relevant and reasonable.
An innovative new pain management strategy offers an example. It is being
used at Cedars-Sinai Hospital in Los Angeles and has patients wear VR
goggles resulting in a 24 per cent reduction in pain. Virtual experiences of
flying over Iceland or sunbathing on a beach cause mental shifts, occupying
the brain differently and making patients’ pain reduction possible.
Be transparent and be clear. Share openly and clarify business issues and
challenges. When people understand context and how their work connects
to the big picture, they can be more creative because they understand the
importance of their work and its connection to business as a whole. Often
what businesses need – and more specifically what their customers need
– are the best catalysts for great inventions. As an example, Iron Ox is a
Silicon Valley company that has innovated an approach to growing food in
a totally autonomous environment. The solution has significant implications
for improving the global food supply. The big picture of food scarcity was a
primary impetus for the invention.

Promote learning. Be sure there is space for people to fail and learn
continuously. Create psychological safety in which people feel free to
experiment, knowing they won’t be punished for mistakes. The only way that
organisations can innovate successfully is by failing, improving, iterating
and learning. Consider the example of Corn Flakes which were actually
invented through a failed attempt by the Kellogg brothers to create a bread
substitute. A boiled dough concoction tended to flake when it was rolled
thin. The improvement from wheat to corn created flakes used in cereal.
Failures aren’t total losses when individuals and teams can reflect, learn
from them and develop the next great idea.
Encourage fun. Fun tends to build bonds across groups and free-up
thinking. Often ‘haha’ leads to ‘ah ha.’ Focusing on fun at the World’s Fair of
1904 is credited with the invention of the ice cream cone. Ernest Hamwi was
selling waffle snacks when the person in the booth next to him selling ice
cream ran out of bowls. Hamwi rolled his waffles into cones and together the
vendors kept the good times going for fair goers.
Set boundaries. Solving a problem with an unlimited budget or unlimited
time is both unrealistic and unhelpful. Set limits not only in terms of budget

and time, but also in terms of the audience the solution will need to serve
or the materials that might be used. Each problem will have differing
constraints so consider how to leverage limitations in order to set the
boundaries for success. Dr. Seuss and Coca-Cola provide great examples
of the ways boundaries contribute to successful innovation.
Few business requirements are as important as creating a creative culture
fuelling successful innovation. Creating the conditions for a creative culture
calls on organisations to take a comprehensive approach – from considering
the creative process differently to paying attention to the power of place
and fostering key behaviours that encourage the best creative thinking.
Whether companies are producing children’s books, inventing new recipes
for popular beverages, solving urban community issues or finding the
next technology solution, boundaries can force new thinking and brilliant
solutions for people.
Tracy Brower is the author of Bring Work to Life by Bringing Life to
Work: A Guide for Leaders and Organizations. n
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UNBIASED
TECH

The drive for diversity in recruitment can
be supported and streamlined through
technology, but are there limits?
Simon Kent discusses the strengths,
weaknesses and challenges tech brings to
diverse recruitment.
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orgive me for mixing metaphors and mythology, but if diversity is the
Holy Grail of recruitment, is technology the Silver Bullet? Certainly the
ever increasing presence of AI and machine learning in the sector
would suggest so. Here is something which will purely crunch the numbers,
analyse outputs and draw conclusions based on figures rather than
concepts or preconceptions. But when an employer is seeking to maximise
the value of diversity we still have to ask is this enough?
The reason for that question can be seen in the responses of recruiters to
the idea that technology equals diversity. “When used effectively, technology
can be a great way to help eliminate bias in recruitment,” says James
Calder, CEO at Distinct Recruitment. “Technology doesn’t have emotions
and mitigates the likelihood of decision making occurring that’s based
around feelings. This means that any choices made will not be implicated
by any subconscious, or even through conscious bias. Using programmes
that sift through candidate data – ignoring gender, race and age as
examples – recruiters can often identify candidates who meet the required
criteria while reducing the bias inherent in humans.”
Ross Crook, vice president at Cielo is also enthusiastic about the impact of
technology in the diversity arena: “Organisations that are growing quickly
often haven’t had the luxury of time and can fall into bad habits when
it comes to hiring – allowing unconscious biases to flourish,” he says.
“Technology can therefore be a big advantage for the talent acquisition
function – having both time saving capabilities and the ability to screen
candidates and select the best interviewees without prejudice, most systems
will focus on the main candidate criteria, such as experience, qualifications,
and skills, which reduces discrimination; they’re programmed to ensure
that they don’t run the risk of having any unconscious bias that humans
occasionally do.”
For Cielo, technology has helped to assess assumed future performance
indicators and verify if they are valid or not. Ross gives the example of
a financial services client where Cielo found that where people studied
had less relevance to their future success then the subject they studied.
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Simon Kent discusses the strengths, weaknesses and
challenges tech brings to diverse recruitment.

Excluding this information effectively removed a social mobility barrier.
“Vitally, a human touch is always needed to provide vital candidate
experience support,” asserts Crook. “Technology and humans need to work
together to provide a fluid experience.”
However, people and technology working together doesn’t always result
in an unbiased output. Technology is great at following set rules and
following those rules over and over again without question or error. Learning
technology can get to grips with what is viewed as ‘success’ and gradually
adapt to deliver that ‘success’ more frequently. But that does not necessarily
result in diversity.

Bias present
Jozsef Blasko, senior HR director for the Coca-Cola Company notes that
technology which relies on following algorithms to make selections is only
going to be as non-discriminatory as its design and implementation. Suki
Sandhu, founder and CEO of Audeliss agrees: “There is a danger in treating
AI as a quick-fix tool for workplace diversity,” he says. “After all, algorithms
aren’t neutral by nature just because their consciousness is built on figures.
“While over a quarter of Brits believe that artificial intelligence can bring a
fairer hiring process, the very foundation that this technology is built upon
demands input from engineers; it learns from the pre-existing, real-world
data that it is fed and develops its own behaviours in accordance with
the training it has received,” he adds. “In turn, heavy reliance on machine
learning software in the hiring process comes with a number of risks.
Primarily, unreasoned unconscious bias.”
James Calder cites the recent experience of Amazon who ultimately
deserted their AI solution as it appeared to be creating selection problems
of its own: “It is said that the tool was penalising the CVs of female
candidates that contained the term ‘women’ or ‘women’s’ and is believed to
be as a result of the system being trained on data submitted by people over
a 10-year period, most of which came from males,” he says. “It is important
to recognise that whilst algorithms are not told to be biased, they can
become bias through the data they use.”
The old phrase ‘rubbish in rubbish out’ springs to mind, but this is more
complex. Without careful analysis of what the technology is actually doing,
how it is doing it and the data it is using to carrying out those actions the
ultimate output can still be biased. More dangerously, if left unchecked,
the scale and speed by which technology can operate means a company
can find they have a significant problem with their recruitment process
very quickly. The idea that technology will protect an organisation from
charges of unbiased selection cannot be taken for granted. The use and
management of technology needs to be as closely considered at all stages
of the recruitment cycle as the make up of an application forms, the type,
format and placement of a job advertisement.

A deeper dive
However, the argument around the use of technology to enhance diversity
opens a more philosophical rather than practical discussion challenging
recruiters to consider, fundamentally what it is they should be measuring or
analysing among their candidates. Compare and contrast the opinions of
two leaders from companies who are using e-platforms for their companies
and recruitment. Hoxby Associates is effectively an online collective of
freelance workers connected and managed by a central organisation in
order to provide project work to clients. Alex Hirst, joint CEO, describes
their online application process as one which first and foremost ensures
anyone who wishes to join Hoxby absolutely and completely identifies with
and fits into their way of working – or ‘the movement’.
“We don’t ask for any kind of information that might be perceived as
biased,” says Hirst. “We don’t ask for their age, gender, ethnicity and so
on – just their motivations for working. The first filtration is done by human
judgement and that is to do with their connection to the movement. There
has to be a clear personal connection.”
Morten Petersen is CEO and co-founder of the worksome platform which
also delivers freelancers to clients, to a different model. “When it comes
to hiring, the ‘personal fit’ is very much overestimated,” he says. “It’s more
important that the hiring process starts and ends with finding the right
candidate who knows how to do the job, who can solve the problem and
complete the tasks in hand, rather than relying on an existing network of
professionals who may ‘fit’ but may not have the competencies to fulfil the
role.
“Once you have a shortlist of candidates that can clearly do the job, then
you can turn your attention to finding the right personal fit.”
While these two statements may seem contradictory, they are the result of

each organisation’s view, the culture and work model those organisations
are seeking to build. Both eliminate bias but foreground different elements
in their first sift but then Coca-Cola’s Blasko throws the whole debate open
once more by questioning what exactly is meant by diversity for employers
in the first place.
Blasko explains he perceives two different types of diversity – a diversity of
identity covering sex, ethnicity, race and more which are for the most part
demographically related. The other type of diversity is cognitive diversity.
“If you have a group of highly numeric people and you’re recruiting into that
group, do you want another highly numeric person in that team or are you
looking for someone different in order to make that team more productive?”
he asks. “I would be keen to see whether AI can work on this.”
Furthermore, if technology and employers want to and do achieve
cognitive diversity – which arguably is the ultimate aim of diversity in the
first place (otherwise is it just a tick box exercise?) – will that result in a
diverse organisation in other respects? Does a fully cognitive diverse
organisation also deliver a diverse organisation in terms of race, sex, and
demograhpics?
Hoxby Associates has no idea whether its 450 members are diverse at all
– because they don’t collect that kind of information. Hirst speculates
that they may not be considered very diverse simply through the way the
business has grown (organically and word of mouth) since its inception.
Certainly technology can make unbiased decisions for recruiters – if it is
designed and set-up in an unbiased way in the first place. But what this
discussion also highlights is the need for organisations to determine what
‘diverse’ looks like for them in the first place. Certainly the trend towards
measuring pay gaps and so on will power this process forward, but care
and consideration needs to be taken at every stage if the real value of
diversity is to be achieved. n
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Ambitious Silver
Ambition has appointed Adam Silver as associate director of the
Business Advisory division.
Silver first joined Ambition as an associate consultant in November 2010,
starting out as a one-man insolvency desk. He has progressed his career
from placing junior insolvency candidates to being instrumental in partner
and director hires and has built and established a high performing team
of consultants covering insolvency and restructuring and corporate
finance.
“Adam thoroughly deserves this appointment,” said Nicky Acuna Ocana,
managing director of Ambition UK. “Since joining Ambition as a trainee,
Adam has grown from strength to strength with his recruitment skills,
leadership qualities and business acumen. He has progressed quickly
through the ranks and established himself not only as a true market
leader within restructuring and insolvency, but he has also built a team
of high performing consultants, training many of them from ACs.
He is a trusted member of the senior management team and is able
to look for different solutions to the everyday challenges faced in
recruitment. On a personal note, I have greatly enjoyed working with
Adam since he started at Ambition and seeing his development from
AC to Associate Director. Congratulations Adam on this well-deserved
appointment.”
Silver joins the senior management team alongside Acuna Ocana and
director Matthew Gardner.

On the money
The Adecco Group UK&I has appointed Yann Halka as the new chief
financial officer. Having worked at the Adecco Group in France and
Switzerland for the past ten years, Yann has held a range of key
positions. In his most recent role as VP of Budgeting and Management
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Director level appointments for
recruitment companies.

Reporting based in Zurich, he revamped the budgeting processes and
redesigned the management reporting format, enabling an increased
efficiency across all Group’s business units.
Before joining the Adecco Group, Yann worked in various corporate and
operational finance roles at Saipem and Orange. At the latter, he was
responsible for the mobile network operator’s financial controlling activity
in Africa, which included ensuring the effective return on investments,
cash delivery and launching new operations in Central Africa.
“I’m really looking forward to this opportunity in a new country for a
business that I know well,” said Yann Halka. “The Adecco Group UK&I’s
performance is already exemplary, and I’m excited to work with the
rest of the team to improve this further. With customer experience now
more important than ever, we’ll be focusing on streamlining the business
further to truly focus on individual clients and candidates.”
Alex Fleming, president and country head, the Adecco Group UK&I,
commented: “With Yann having worked at the Adecco Group for over a
decade, he has an unrivalled experience of the business and industry.
As our industry continues to change, it’s great to have a CFO on board
who is not just focused on innovation and transformation, but also
focused on making sure we keep evolving to match the needs of our
clients and candidates.”

Retail therapy
Retail Executives, a specialist retail executive search firm has appointed
former head of executive search at Dixons Retail, Matthew Parry as
Partner. Parry’s main focus with be expanding the retail executive search
capabilities of the business, covering all areas of retail, hospitality and
leisure at C-Suite and board level.
Having held a number of senior positions at leading international
executive search firms, including Norman Broadbent and Barracuda
Search, Parry joins Retail Executives from Stonehaven International.
Jean-Pierre Gadsdon, along with Jane Carver, have also joined
Retail Executives as associate directors. Gadsdon has a long and
accomplished history within the talent acquisition domain, working with
some of the UK’s leading retailers and hospitality brands, working for
George at ASDA, moving on to FatFace, Carluccio’s and River Island.
“Matthew brings to the firm a wealth of invaluable experience of not just
executing senior board levels roles, but acquiring and retaining client
and candidate relationships,” says Richard Hollister, managing partner
of Retail Executives. “Matthew has the same ethos as the rest of the team
in making this the number one retail executive search firm and, being
candidate focused. Matthew will build a team of highly skilled recruiters
in the retail realm to grow the firm.” n

Shaun Weise, managing director
Global Accounts at Bullhorn sets some
challenges for recruitment technology.

T

he rise of data has presented challenges as well as benefits for recruitment
companies. It can dictate a firm’s strategy, its tactics, and even its overall
philosophy. But how can firms make the most of it? Before answering that,
we have to answer these five questions:

Should data management be a core recruiter responsibility?
Recruiters broadly see their ‘core responsibility’ as – you guessed it – recruiting:
finding talent and matching it to the client’s particular requirements. Indeed,
recruiters shouldn’t be spending too much time on managing data; the value
lies in the insights and how they translate to meaningful action, not the raw
information.
To this end, data management should be automated as much as possible to free
up valuable consultant time, get the most out of organisational resources and
generally maximise efficiency. Technology can help recruiters do just that: CRM
systems alone can store and process information in a way that simultaneously
eases the burden on the recruiter and makes it easy for them to gain insight into
the health of their most important relationships.
Nonetheless, firms must take some responsibility for their data management
processes, especially with the GDPR now in force. With regulations around
customer information more restrictive than ever, each member of a recruitment
organisation must guarantee that any personal data is used in the correct
way. This requires recruiters to be trained and upskilled on appropriate and
inappropriate uses of personal data.

Do recruitment companies need to standardise their
processes and reporting?
Recruitment agencies frequently struggle with standardising the ways staff
present and use information – both larger ones with offices scattered across
different locations, and smaller ones which are just getting off the ground.
Firms aren’t doing enough to encourage and reinforce best practice, or to
penalise recruiters for carelessness. If it doesn’t bite them legally, it will bite them

TECH
QUEST
commercially and operationally: without standardised processes, productivity
issues will arise, important client and candidate information may be lost,
compromised, or simply missed, and the bottom line will ultimately suffer.
This is bad enough in the moment, but it will also obviously cause problems
when trying to scale.

Where are the biggest missed opportunities when it
comes to using data?
The thing about data is that recruiters don’t necessarily know how to use it.
The straightforward and obvious applications are more or less embraced by
the industry but less obvious opportunities are available. Engaging with the
data of unsuccessful candidates can reveal why they were unsuitable and
where they might fit in future. Data analysis could also be used for measuring
client and candidate engagement. Looking at this information closely can help
firms understand what kind of messages to send, on which channels, and in
which content formats – developing a sophisticated, big picture insight into
long-term and seasonal trends. This will make it easier for recruiters to develop
standardised models of working, which, as mentioned, is vital for scalability and
efficiency.

Is there enough transparency around how data is used
and shared?
Put simply: no. Businesses must be conscious of how data is circulated within
a business, but they should also endeavour to be more transparent and open
whenever possible. With a sufficiently opaque organisation, it’s easy to be
plagued by the classic left hand/right hand problem, where work is doubled up on
and opportunities are missed. Sharing knowledge empowers the whole firm – and
it can be as easy as sending a weekly email summarising client and candidate
engagements. Recruiters should therefore make sure that all consultants can
access key information within a unified CRM system to avoid siloing.

How should data be used at a strategic business level?
Data isn’t just for a firm’s day-to-day activities: it can and should be used to
unearth strategic business opportunities. What does the company do most
effectively and most ineffectively? Are seasonal trends tracked – so that it’s easier
to predict at which points throughout the year more staff might be required? Is
financial reporting being used to its fullest extent – to notice trends in margins,
and to intervene in a way that improves profitability?
Answers will naturally vary. Recruiters should focus more on asking these
questions: data is an important resource, and to use it effectively, they must first
look within. Introspection, coupled with action, will ensure that firms see more
opportunities – and are more able to take advantage of them. n
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ospitality is one of the most painfully overlooked sectors when it
comes to choosing a career path. The cold hard fact of the matter
is that people just don’t acknowledge the abundance of rewarding
careers to be pursued in this sector. Hospitality jobs are generally seen as
stopgaps for people traveling on career trajectories outside of the sector,
whether moving between jobs in other sectors or seeking part time work
or seasonal positions while studying towards careers that are deemed
more desirable.
This is made evident by research from The Caterer which revealed that
over half of temporary workers in the industry don’t see hospitality as an
appealing full-time career and only 15 per cent of agency workers say
working in hospitality is their chosen career.
Assembling a skilled and dependable seasonal workforce requires
hospitality businesses to think more creatively, but this must extend
beyond the recruitment drive. While some players in the industry have
invested in viral recruitment ads and alluring incentives for existing workers
to refer friends, businesses must think more creatively about how they can
increase the appeal of the work itself.
It’s no secret the sector is stuck in a sizeable skills gap and that gap is
set to keep growing. If hospitality businesses can improve by offering
flexibility in key areas such as training, pay days and shift scheduling,
they might also change the mindset behind attracting talent. Beyond
securing the best seasonal workers, the hospitality industry might just
inspire commitment among its workforce to realise there can be sustained
careers in hospitality. Such a move would help to close the skills gap.
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From flexible payment to long-term career opportunities,
Hastee Pay’s Sharon Dickinson reviews how the
hospitality industry can close the skills gap.

Train to retain
Training every new worker to work to the high standards that customers and
clients expect is a constant challenge in the industry dealing as it does with
high staff turnovers and ever-changing compliance and legislation.
Cloud-based e-learning solutions provide a new level of flexibility when it
comes to delivering training, enabling workers to access learning materials
and complete activities online as and when it suits them. This removes the
monotony typically associated with first shifts where exhaustive training
generally takes place. This kind of training also allows new starters to hit
the ground running.
Workers can be instructed to complete the online training before their
first shift, saving the business time and enabling new starters to get on
immediately with the job. As requirements change and new training is
required, it can be quickly and effectively rolled out and easily digested
through engaging online activities.

The freedom of flexibility
Beyond making training more flexible, the challenge of recruiting and
retaining hospitality workers can be eased by bringing flexibility into
other areas including receiving pay and scheduling shifts. The Caterer
study found that fair pay was one of the most valued factors highlighted
by respondents working in hospitality, yet the sector is known for offering
typically low wages. While raising wages for seasonal staff isn’t always
feasible for hospitality businesses, there are already technologies readily
available that provides workers with immediate access to their earned pay
as soon as they finish each shift.
By empowering workers to access their earned pay immediately via a
smartphone app, businesses can increase their appeal and workplace
productivity by actively reducing financial stress and increasing wellbeing
at no cost to the employer. In this on-demand age, it makes little sense to
expect workers to wait to get paid at the end of the month.
When it comes to scheduling shifts, automated scheduling software
can remove the pain points associated with manually building rosters
and liaising with every individual to confirm shifts. By applying rules
that align shifts to the complex scheduling requirements of a workforce
of seasonal and permanent workers, the system can autonomously set
working schedules, notify workers with push notifications and facilitate any
scheduling amendments requested by workers.
Creating a greater synchronicity between personal schedules and
working schedules means businesses can increase their appeal to those
seeking seasonal work. In the longer term, hospitality businesses could
find seasonal workers transitioning into permanent positions through
these perks.

Highlight progression opportunities
More can be done from an HR perspective to change the perception
of hospitality roles as stop gap jobs. By identifying mentors within the
business, employers can highlight the feasibility of a low paid seasonal
worker rising through the ranks to a senior position.
The industry needs to be doing more to illustrate the opportunities
available in hospitality and individual businesses can begin by
identifying and sharing success stories within their own workforce.
Managers should also be encouraged to provide regular reviews where
they can provide constructive feedback and discuss the possibilities of
a sustained career within the company. This may seem like a lot of effort
to go to with a temporary worker, but the benefit of potentially recruiting
fresh talent into a permanent role far outweighs the time sacrifice.
Highlighting progression opportunities and providing flexibility in training,
payment of wages and scheduling could help the hospitality industry
to pull its way out of the growing skills gap. Not only will these benefits
help businesses attract the best seasonal workers, they will help to retain
workers in the longer term.

Building initiatives
The hospitality sector is currently the UK’s fourth largest employer,
representing 10 per cent of the UK’s overall workforce. If the skills gap

continues to grow as demand for workers rises, both the sector and
economy will feel the impact. In just three years the sector will require
993,000 new workers.
Plugging this gap (as well as potential fallout from Brexit) could be
achieved by incentivising workers from all backgrounds to recognise the
promising opportunities in the sector, whether seasonal or permanent.
One example of this kind of incentive in action is with recently-launched
charity Only A Pavement Away (OAPA) which aims to help homeless and
vulnerable people struggling to find work in the hospitality sector.
Homeless people, vulnerable people, ex-service personnel and even
reformed offenders typically face significant hurdles when it comes
to finding work while there are hundreds of thousands of vacant
opportunities in pubs, restaurants, venues, events and other hospitality
verticals. By extending the opportunity to work in seasonal or permanent
positions, the industry can cultivate more skilled workers while providing
opportunities to establish meaningful careers for those who would
otherwise struggle.
By combining forward-thinking initiatives like OAPA’s with valuable
training, flexible hours and pay, and clear opportunities for progression,
the hospitality industry could rapidly increase its appeal to seasonal
workers, attracting and untapping talent that would otherwise end up in
an entirely different industry. In turn, this could significantly reduce the
skills gap and provide a stable and sustained pool of talent to support
the industry long term. n
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Compliance.
It’s a jungle
out there.
At PayStream we put compliance
right at the heart of everything we do.
We’re one of the leading providers of umbrella and accountancy
services and we’re regularly in touch with tax advisers, lawyers
and most importantly HMRC to help our teams and agencies see
the wood for the trees when it comes to legislation updates and
changes in HMRC’s approach.
Working with a compliant provider helps to minimise the financial
risk to your business and safeguard its reputation, both of which
can add value to your business. Working with a partner you can
trust - just another reason why you can count on PayStream.

EFFICIENCY
IN CONTRACTING
In the world of recruitment there is always room for improvement.
Your business may be able to benefit from more efficient internal
processes, a system which joins up the various different parts of
the recruitment, placement and payment process. Effective data
gathering and analysis could direct your business to the most cost
effective and profitable contracts available to you. There maybe
greater efficiencies to be had in your accountancy and financial
functions, your candidate management and communications
systems. Indeed, as technology and best practice advances every
recruiter should make sure their processes and practice are up to
date and essentially taking advantage of the very best the market
can offer.
Real-time information and mobile-based platforms are becoming
essential for contracting work, ensuring candidate, client and
consultant have the right information at the right time and in the

From back office support to
marketing strategies, contracting
can always be improved.
right place. Suppliers are now extending the kind of services they
offer. There are some very attractive financial services which don’t
just deliver a fantastic solution for the recruitment business, they
deliver attractive and valuable features for working contractors.
Economies of scale and the nature of these businesses mean
some of these features are unique and would cost a recruitment
business a significant amount of money if sourced independently.
What this means for the recruiter is the opportunity to deliver a
better service for everyone, to attract more and better candidates
and contractors and though that to deliver to more rewarding
clients. In today’s recruitment market it is imperative to be able
to demonstrate the value you can offer to clients and candidates.
With the right suppliers on your side your contracting can be
efficient for both you and the people you deliver to, making you the
number one choice for contracting work every time. n

Compliance

Speak to one of our team today.

0161 929 6000
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VIEWPOINT

Back office support services help
fuel success argues James Stewart,
director of business operations
at Macildowie.

E

very business, in every sector, has its fair share of (normally friendly)
rivalry between client facing and back office departments, as well as the
usual complaints about IT not fixing a problem quickly enough, or having
to update personal details for HR. It would be extremely difficult, certainly for a
larger consultancy, to operate without these support services – but try telling that
to a recruiter with targets to hit.
When I started at Macildowie some 24 years ago, the agency was smaller so we
contracted out much of our back office work. This meant that the entire business
could be made up of consultants – who, after all, win the clients, place the
candidates and bring in the revenue.
However, there comes a point when this model is no longer sustainable and you
find that consultants’ diaries are filled with tasks that distract them from their day
job, for example completing right-to-work checks or answering phones. How can
a recruiter build relationships with clients and candidates, and develop a deep
understanding of what both parties want, if they are working on other priorities?
As a company scales up, the need for a clear organisational structure becomes
even more important. Dealing with HR issues, such as sickness absence, in
a team of 80-plus people like ours needs dedicated professionals; it cannot
simply be at the bottom of someone’s ‘to-do’ list. The same is true of employee
engagement and retention, as well as other business functions such as
marketing, IT and legal issues. Particularly where the latter is concerned, there is
no margin for error – we must have the systems in place to ensure full compliance
with everything from GDPR to a candidate’s right to work.

Making lives easier
A motivated back office team does everything it can to make consultants’ lives
easier, although we should remember that some processes, like legal or HR,
naturally take more time. While they might not attract direct fees, the business’
success depends on their expertise. They free up consultants to carefully

BACK TO
THE FRONT
manage their two customer sets (candidates and clients) and generate income,
while helping the firm grow, through marketing campaigns and recruitment
drives. We shouldn’t forget, either, that they are instrumental in helping to avoid
legal breaches that could incur a crippling fine.
Having been a consultant before working my way up to an executive, board level
position, I can see the issues from both sides. Nobody wants to be weighed
down with paperwork, therefore businesses have a responsibility to invest in
the software that will help everyone work as efficiently as possible. Changes
such as GDPR, for example, are far more manageable when you have a system
and strategy in place, enabling these changes to be implemented across the
business, ensuring everyone understands their obligations.
There is no great secret to promoting cohesion between teams either: it’s a case
of bringing everyone together and giving them the opportunity to get to know
each other. In any company, people naturally gravitate towards those who they
work with day-to-day, and have a similar professional background, which can
result in poor communication between departments. Understanding different
challenges and priorities within the business encourages colleagues to engage
with each other’s processes. This doesn’t have to happen in the office either,
where members of staff often have little time to strike up conversations.
I’m also a firm believer in getting teams together for social events to break down
any departmental barriers or pre-empt any disagreements, in a more informal
setting away from the world of targets and process. We use these occasions as
a subtle reminder that there is no ‘them and us’ at Macildowie; we all live by the
ethos ‘One Company, One Vision’.
Every organisation, no matter what its size, has individuals who think that the
rules don’t apply to them and/or that paperwork will be magically completed
without their input. We need to curb bad practices as soon as possible, and it
starts from the top with senior management leading by example. Members of
back office staff have their part to play too, by making processes as clear and
straightforward as possible. Get it right and the whole company flourishes. n

January 2019
www.theglobalrecruiter.com

37

TALENT POOL

TALENT POOL

REACH
OUT

Suki Sandhu, founder and CEO, Audeliss advises
on how to tap into the LGBT+ talent pool.

T

here have been some incredibly positive conversations over the last
12 months on diversity and efforts to improve it. PwC recently conducted
a study that revealed 87 per cent of global CEOs are now focused on
diversity and inclusion, a big jump from 2011 when it was a pitiful 11 per cent.
D&I may be top of the CEO to-do list but the focus is clearly shifted towards the
male/female balance within organisations. However, the diversity remit stretches
much further than this and a key talent pool that is all too frequently overlooked is
the LGBT+ community.
According to recent research from Stonewall examining attitudes towards
LGBT+ individuals in work; almost 18 per cent have been the target of negative
comments and 12 per cent of transgender employees have been attacked by
customers or colleagues in the last year because of being transgender.
Almost 18 per cent who were looking for work said they felt they were
discriminated against because of their sexual orientation and or gender identity,
while trying to get a job in the last year. A total of 38 per cent of bisexual people
aren’t out to anyone at work about their sexual orientation and 35 per cent have
hidden or disguised that they are LGBT at work because they were afraid of
discrimination.
So while CEO’s may think they are focused on D&I there is clearly work to be
done where the LGBT+ community are concerned. How can companies improve
their dialogue with this potential talent and develop a more inclusive and diverse
culture?

1. Remove the ‘tick box’
Tick boxes promote unconscious bias and there is evidence that recruiters using
them, particularly at the CV selection phase are in effect excluding candidates
that have chosen to tick a diversity box. Offering a ‘prefer not to say’ option is
a much more inclusive and welcoming, while also respecting an individual’s
right to privacy. If you need to ask so you can measure how your own business
is embracing diversity, then perhaps just ask later. There are many incidents
in recent years where candidates have ceased ticking boxes and then started
getting interviews, having been previously bypassed for ticking the box.

2. Create and communicate – LGBT+ inclusive
policies
Revising, creating and communicating inclusive policies from the outset, is a
great way to create a more welcoming environment for all employees. There
is no reason why an LGBT+ equality statement can’t be shared prior to the
interview/selection process.
Evidence of a robust anti-discrimination and bullying and harassment policy
reassures potential candidates. Employers who wish to go a step further can
also create a transitioning at work policy for trans-gender individuals, offering
specific guidance on the support available from the business.
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work and in turn, boost their sense of security and job satisfaction.
Championing LGBT+ workers not just within your own organisation but the
industry as a whole communicates to employees and potential employees that
you are committed to removing the barriers that prevent people from realising
their full potential in the workplace.

6. Ensure that your mentoring programme empowers
LGBT+ employees to communicate
3. Employ a diversity officer
Embrace diversity from within your organisation, if you are truly serious about
fostering a culture that attracts diverse talent then create a role within your HR
team or outsource an ethical recruiter such as Audeliss to do this for you.

4. Educate your workforce on micro-aggressions
For non-binary employees, micro-aggressions are sadly still common place
from colleagues and even superiors in the workplace. Faced with an unfamiliar
concept, members of staff may ask inappropriate questions or use language
that may be hurtful because they either don’t know or don’t fully appreciate the
damage it can do.
Provide training for all employees on the challenges faced by the LGBT+
community in the workplace. Make staff aware of the importance of transinclusion, identify negative homophobic attitudes that may or may not exist in
the workforce, educate staff on matters such as preferred pronouns, the use
of facilities and harmful stereotypes. These steps will all help to create a more
LGBT+ inclusive culture.
Homophobia and transphobia – however unintentional – as the statistics above
reveal is a big issue for businesses across the globe. From the hiring process
or in day-to-day interactions with their colleagues LGBT+ staff are consistently
subject to ‘micro-aggressions,’ humiliation, unfair treatment or bypassed for
promotion, simply because of their sexual orientation or gender identity.
According to the findings from Stonewall, when it comes to attitudes towards
hiring decisions as many as one in three employers are less likely to hire a
transgender candidate and nearly half of all business leaders are unsure whether
they would recruit someone who is transgender. Don’t let these attitudes be part
of your business culture and put the necessary measures
in place to welcome, protect and nurture LGBT+ employees.

Create a two-way mentoring programme that encourages staff to share the
challenges they face in the workplace. This could be a reverse mentoring
programme where junior staff mentor senior staff, enabling team members to
build a more natural dialogue with each other. This will in turn create an open
culture that nurtures ambition among all staff members and encourages diversity
at all levels.
To begin with your priority might be to pair senior managers with junior LGBT+
team members and to encourage both parties to share the challenges they have
faced in the workplace.
Reverse mentoring encourages empathy and helps organisations to gain a
clearer understanding of what’s needed rather than just making decisions based
on ingrained bias or assumptions. Mentoring in this way helps leaders to identify
the true issues facing their staff and gets to the core of any cultural concerns.

7. Create a safe space of process to deal with
difficult questions and concerns
LGBT+ diversity should not be treated with kid gloves – instead it should be
celebrated as an advantage to the business. If a staff member feels the efforts
of senior leaders are not taking inclusion seriously and negative experiences or
bullying and bypassing are commonplace, they should feel comfortable sharing
their thoughts on the issue without it becoming awkward or heated.

This is only possible if employers have worked hard to create an open culture
that promotes discussions of this nature and allows for challenge from all
employees. Rather than LGBT+ or any diversity being an afterthought of a
strategy meeting, leaders should encourage regular dialogue and debate to
tackle the issue head on; they should seek to safeguard employees and create
a space in which workers don’t feel their job security is at threat by calling out
inappropriate or offensive behaviour.

8. Reach out to the LGBT+ media platforms
If your business is serious about engaging with the LGBT+ community then
reach out to the media to show how passionate your organisation is about
encouraging diversity in your organisation. Offer case studies and content on
how your business is embracing and supporting LGBT+ team members and
diversity. Review the personality of your website and champion the efforts your
business is making to encourage diversity. n

5. Empower your employees to be ambassadors for
diversity
Visibly demonstrating your commitment and support to the LGBT+ community
will help employees feel more comfortable disclosing their gender identity at
January 2019
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MAKING
CONNECTIONS
Supported by

T

owards the end of 2018, The Global Recruiter, in association with The
Access Group, brought together a selection of recruitment leaders to
discuss collaboration and connectivity within recruitment companies.
The issue at stake was the importance and role of data within recruitment
companies and to discuss how, why and indeed if, it is possible to enhance
or innovate the data production and use by a recruitment company in order
to realise benefits for candidates, clients, consultants and ultimately the
business itself. The session, held over breakfast at The South Place Hotel,
Moorgate brought together:
Richard Bradley, VP EMEA Project Resourcing and MD UK&I,
Kelly Services
Scott McGrory, Head of Digital Energy, Samuel Knight International,
Chris Goulding, Managing Director, Wade Macdonald
Mary Joy, Head of Business Systems, Venquis
Mark Baker, Director, Claremont Consulting
Colin Larter, Enterprise Sales Manager, The Access Group
James Waby, Business Development Manager, The Access Group
Simon Kent, Editor, The Global Recruiter
Gary King, Commercial Director, The Global Recruiter
The discussion began with a look at the collection and use of KPI data.
Across the board, participants emphasised the importance of using this
type of data, not simply to see how individual consultants were performing
but also to gain a more strategic view on specific clients and markets.
Mark Baker emphasised that it was never ‘one-size-fits-all’ for KPI use
because different parts of a recruitment business can use such information
for different purposes – from individual consultant development to overall
business development. By understanding, for example, how many CVs had
been sent to a client and comparing this to how many actual placements
had been made it is possible to open a discussion with that client as to what
their demands are, how the service delivered could be made more effective
and therefore benefit both the client and the recruitment company itself. This
kind of data can enable a business to be proactive when contacting and
working with clients – able to outline precisely the level of service currently
delivered and open a conversation on how to make this better.
However, Mary Joy was not alone in emphasising the need for accurate
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Simon Kent reports from the latest Recruitment Live
discussion on joined up working.

data in this area. It would only be possible to understand and develop
individual recruiters and the services they provide if the information held on
the system accurately represented what was going on in the business – and
that wasn’t always possible when recruiters were not one hundred per cent
committed to recording accurate and timely updates.
There were various solutions proposed to this issue. Creating mandatory
fields which forced consultants to engage with the process was one idea.
Redesigning and implementing the recruitment company’s reward system
based on the accurate recording of data was considered attractive but a
little too arduous and disruptive for a business.
In general it was felt that newcomers to recruitment businesses and certainly
newcomers to the sector connect with the idea of recording data better
than some of the more established consultants – a question of habit at the
end of the day. Some consultants simply don’t want to feel they are being
slowed down by the process of recording their actions or coding their
communications. It was agreed, however, that demonstrating to consultants
the true value of proper data recording could achieve some measure of
buy in. Among those who were trying to get their consultants to realise
more value from existing databases, for example, the idea of correctly
coding candidates and clients was seen as a way of rapidly improving the
effectiveness of phone calls. Getting this to happen, however is a medium
to long term process and difficult to achieve when consultants are generally
keen to see results and returns from their actions almost immediately.

Accessing the back story

Predicting business

One objective of making data collection, processing and sharing work is to
firmly establish the unique and innovative approach a recruitment business
can offer for their clients. These kind of insights and approaches are what
will impress clients and ultimately make recruitment agencies win out over
in-house recruiters or those in the industry who simply scrape data from online
resources and feed the results to employers.
As technology offers increasing options for employers to contact, assess
and engage with potential candidates, Mary Joy noted that recruiters need
to be aware of each new tool but also be flexible about the occasions when
and ways by which they deploy such technology. For example, there was
a discussion on the use of video interviewing and how some solutions in
this area were offering a degree of automation in the early contact between
recruiter and candidate, but it was also noted this type of approach could
be alienating for some candidates. Handled incorrectly the technology might
deliver impressive numbers in terms of candidates contacted, but the quality
of those candidates may not be fully appreciated. Similarly, the algorithms and
machine learning based solutions which are emerging in the industry should
not be implemented without some degree of thought as to their impacts and
should never replace the final input from a human recruiter.
It is clear that there are challenges for the recruitment industry in the field of
data collection and management. One participant said there was a degree

While agreeing on the importance of ‘historical’ data, however, Richard
Bradley put forward the view that the future for recruitment businesses
was in creating and using predictive data. Bradley and others around
the table noted how current development, within online resources and in
stand alone technology, was now shifting towards enabling recruiters to
predict which companies would require talent and at what level vacancies
and demand would occur. It could also highlight the passive talent most
likely to be open to moving. There were even examples of data sets which
could be used to accurately predict which candidates would be accepted
by clients. Armed with this kind of data, Bradley and others argued that
this would clearly improve KPI measurements such as the ratio between
CVs fielded and candidates accepted. Bradley also noted, however, that
this was not simply a case of letting the recruitment technology do the
job of the recruiter, very often it could reveal the kind of training and skills
development a recruitment consultant required. If the data suggests one
set of contacts or phone calls could be more lucrative or successful than
another then the recruitment company may feel it needs to invest in some
better communication skills among its consultants to make the most of
that opportunity.

Chris Goulding also suggested that such information could better inform
consultants in terms of candidate expectations. Data from an applicant
tracking system for example, could indicate an individual’s expected career
trajectory and therefore indicate when a person is more open to a particular
type of job move.
This led to a wider discussion of the use and place of social media such as
Facebook and Twitter. While retaining some role in outward communications
from a recruitment company it was felt that the extra information which could
be gained on a candidate from these sources was particularly useful. One
example given showed how discovering a candidate was a follower of a
particular football team massively enhanced the relationship between them
and the consultant.
Scott McGrory identified that at the heart of this discussion was the issue of
gaining value for data and this challenge is one which exists in many other
industries and occupations. The recruitment industry is not alone in generating
huge amounts of data which has huge potential for the businesses involved if
they can just find the right way to crunch the numbers and use the results. To
this end, he argued, there may be programs and approaches from other part
of industry which could effectively be dragged and dropped into recruitment.

Being unique

of collaboration within recruitment businesses to make better data solutions
work, but there was still an amount of work to go before the full benefits of such
collaborations were felt. While the technology is certainly advancing in this
sector, enabling recruiters to contact more people, process more people – at
a certain level in the recruitment cycle – and record the outcomes of those
contacts, recruitment businesses are not necessarily making full use of the
data they already have within their businesses. It will require another mind shift
among recruitment leaders – and certainly frontline consultants – to take the
next step forward.
Colin Larter, Enterprise Sales Manager, The Access Group
From our experience working with many of today’s leading recruitment
businesses, by taking the right approach many of these problems can be
alleviated. Recruitment businesses should look to use technology which
pulls data together from all functions into one central platform – from sales,
finance and payroll to HR and compliance. This enables everyone to work
from the same data set, which means there is one single version of the truth,
efficiency and accuracy is improved and errors are reduced with no longer
needing to rekey data manually multiple times in multiple places.
By using one central technology platform for all recruitment operations– from
front to middle to back office – staff within the business will also benefit
from a more collaborative and connected way of working as data silos and
barriers between departments are broken down, data is shared and staff
can work together more easily. n
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Opening an office in Charlotte
better represents us continuing our
relationship driven methodology.

BIG IN
AMERICA

W

ithin five years, Phaidon International has become one the
largest direct hire staffing firms in North America. We achieved
this by focusing on ensuring we provide the highest level of
expertise and service for our clients and candidates in our specialist
markets covering life sciences, data and cyber security, financial
services, supply chain and energy and infrastructure.
Regional growth has been key to providing this support and by continuing
to open offices in key markets across the US, we are able to forge new
partnerships and cultivate even stronger relationships with clients locally.
Our recent expansion to Charlotte also offers Phaidon International a
chance to expand our network across the South Eastern United at a local
level, but also strengthens our national capacity. This combination of
local presence and national expertise underpins our aim to be a leader
in the industry.

Method behind the madness
Underpinning our success is a commitment to deep market expertise,
sourcing truly niche talent and providing a quick and efficient hiring
process for all involved. Our business is truly collaborative and our
consultants work together to solve hiring challenges for our clients,
rather than competing with each other. This allows us to take a truly
holistic view of the market when working with clients and provide talent
solutions that address the local, state, national and global talent pool.
Candidates today, more than ever, are relocating for economic, personal

Kieran Behan, managing director,
North America, for Phaidon International
on expanding in the US.

or environmental reasons and we aim to ensure we can assist candidates
in this, but also allow clients access to previously unknown talent pools.
Phaidon International’s sixth US office in Charlotte, which adds to our
current portfolio in New York, Boston, Chicago, San Francisco and
Dallas continues our strategy of providing a local hub across the major
geographical areas of the United States. These local hubs are essential
for us to be closer to our clients, understand their local landscape and
challenges, and then leverage our wider network to find talent solutions
that fit best for their situation.
Opening an office in the Southeast was a natural step for Phaidon
International this year as it was one of the only regions in the US where
we did not have a local presence. While we are fortunate to have a large
network across the Southeast, we feel that opening an office in Charlotte
better represents us continuing our relationship driven methodology.
We look to build on existing relationships and networks at a local level
in order to better understand our client’s needs and align ourselves as
recruitment partners.
Our approach has made us famous in the market for filling those
‘impossible roles’ or finding the ‘candidate we never knew we could get’
all in a timeframe and speed that matches today’s fast moving economy.
We pride ourselves in being different from many of our competitors and
with that comes a particular type of mindset and skills that we continue to
foster and grow. This is essential to our continued success in servicing
the market. We work tirelessly to become a staple among both job
seekers and clients in order to become a household within the fields
we operate.
Our growth has only added to the influence and regard of Phaidon
International in the recruitment space. While our expansion across the
US is key to these efforts, we have also established a community of
professionals who are specialists in their own right, and driven to produce
top-tier talent. Our growth is conducive of the environment that we have
built, both internally and externally, to provide the upmost service to
our clients.

The bottom line
Talent is always listed in every leadership survey as one of top three
challenges that CEOs and business leader’s face and we are eager to
solve this challenge now and in to the future. We pride ourselves on being
able to find the best local, national and global talent for our clients. We
continue to expand our office space in key markets as we work towards
becoming the number one recruiter for securing niche talent in respective
industries. Phaidon International is a truly unique firm and we look forward
to a future that not only fuels our own expansion and growth, but also
meets our client’s as well. n
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ASIA PACIFIC FOCUS

TRENDS
FOR 2019

O

ver 2018 we have seen immense growth within the banking and
financial industry in the Asia Pacific region. From embracing
new technologies to enforcing new regulations, the region has
ultimately outperformed itself in the global financial market.
Moving on to 2019, top banks and financial institutions are gearing up
for greater innovation and regulatory changes as the market continues to
evolve with changing demands. Consequently it is worth considering some
of the sectors to look out for in the year ahead, and ask the talent pipeline
across the industry looks like?

Growing regulatory affairs and risk management
market
Banks and financial institutions in the Asia Pacific region have gradually
embraced open banking through the recent years while adopting
sophisticated technologies to meet the needs of its consumers at the
same time. This has given rise to an increasing need for risk management
across various sectors, given the advent of financial technologies and the
continuous change in corporate and government regulations.
Governments across the region are now actively promoting the entry of
technology-based firms and fintechs to introduce greater innovation and
competition within the banking industry. To do so, regulatory ‘sandboxes’
need to be in place. Australia, Hong Kong, Kuala Lumpur and Singapore
are prime examples of this.
Banks in Singapore, Japan and Hong Kong are also actively looking for
opportunities to partner with these non-traditional providers to increase
their technology capabilities in managing potential risks while delivering
new and enhanced services to their customers. This is in an aim to achieve
more cost-effective regulatory compliance in areas such as financial crime
and anti-money laundering (AML).
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Mark O’Halloran, senior business manager,
Huxley Singapore views the financial sector
in the next 12 months.

Reinforcing 2018’s goal, the region’s regulators are also looking to
enhance its regulations for cryptocurrency. The Monetary Authority of
Singapore (MAS) is currently taking a sandbox approach whilst Japan’s
Financial Services Authority is considering a complete regulatory overhaul
in response to the expanding influence of crypto and fintechs.
Australian banks too face a demanding regulatory agenda which includes
an accelerated implementation of the Basel III capital and liquidity
requirements. Rules on capital are much stricter, causing a greater
concern for banks about the impact it has on dividends and credit growth.
This is unlike Hong Kong who is already well on track to meet the Basel III
requirements.
With such a dynamic regulatory landscape across the region, compliance
to regulations remains a priority in 2019 with a focus to make regulatory
systems more efficient for business strategies.

Greater emphasis on cybersecurity
As a result of rising external threats that may harm the sustainability of the
financial industry in the region, banks and regulators aim to enhance their
cybersecurity strategies in 2019.
Hong Kong Monetary Authority introduced the Cybersecurity Fortification
Initiative which includes the development of a Cyber Intelligence Sharing
Platform to allow banks to share cyber threat intelligence. This is in addition
to the requirement for individual banks to develop new controls and board
oversight. Furthermore, Hong Kong’s Securities & Futures Commission is
now looking into baseline requirements for brokers and asset managers
as they were seen to be experiencing greater vulnerabilities to hacking
and fraudulent activities. In 2019, banks in Hong Kong are looking into
investing in cybersecurity as part of their innovation budget. This is in
hopes to create a more holistic and agile process in its resilience to the
evolving nature of the cyber landscape.
As financial technologies continue to integrate into Singapore’s smart city
landscape, consumers are also demanding greater speed of services
including real-time payments. This demand makes it vital for banks to
perform instant fraud and identity checks before payments are made.
At Standard Chartered Bank for instance, systems are supported by
an average of 12,000 coders and technologists and this group of talent
accounts for 15 per cent of the workforce.
As the region’s regulators escalate the implementation of cyber controls
and regulations, banks in region would need to demonstrate to local
regulators that their cybersecurity programmes can even go beyond those
of a global level. Banks would need to remain vigilant for cyber threats
whilst sourcing for talent to grow their tech teams, especially with the
chronic labour shortage in Japan. Aware of this current situation, Japan is
also opening themselves up to foreign talent to support their growth.

In this regard, banks must change the way they operate which can include
the adaptation of technological solutions in analysing big data to identify
and potentially prevent cyberattacks. It is on a positive note that the Asia
Pacific region is seemingly adopting new technologies much quicker than
countries in Europe or the US with its desire for digital disruption.
As you might already tell, the above trends are highly dependable on
the support of experienced talent. Hence in 2019, the demand for tech
specialists will likely be higher than previous years.

Hiring trends in the region
1: Contract hiring will be embraced more than ever in Singapore,
Australia and Hong Kong
Contractual jobs which were once perceived to only belong to low-paying
menial work have now opened up to a range of roles within Singapore’s
financial industry. Financial professionals are increasingly widening their
options towards contractual roles as they see it as a potential ‘foot in
the door’ to the bank they want to work for, having witnessed their peers
offered permanent roles at the end of their contract.
More people are also seen to be using contractual positions to test
different banking roles before settling on their preferred function, giving
more room for personal growth and achievement. On top of this, being
involved in a niche role for a specific period allows the candidate to focus
and hone their specialised skill within their chosen skillset.
2: Retaining talent with more contract conversion to perm in Japan
Adoption of tech has brought about greater operational cost-savings.
This will have a positive spill-over effect on headcount budgets as teams
can now afford to spend more in terms of salary packages, as well as
extension of contracts and conversion of contractors to permanent
employees.
However, tech talent often need to first be hired as contractual workers
in order to receive such an opportunity due to the upsurge of immediate
costs that can arise from bulk hiring. This has ultimately led to an uptake in
the contractual jobs’ market and is an attractive time for tech specialists to
join the banking sector if they are willing to undertake short stints with the
foresight of conversion to permanent staff.

Is talent scarce?
Although countries like Hong Kong and Japan favour locals when it comes
to hiring, which can be due to various reasons such as culture fit, they are
more often than not slowly opening up to more foreign talent due to a lack
of local talent. And this is even more crucial for Japan due to its rapidly
shrinking population alongside a chronic labour shortage.

While various banks are finding it relatively easier to source for
cybersecurity risk professionals or IT security managers, it is however
a challenge to secure talents that have niche tech skillsets within the
following areas:
• Cloud security
• Penetration testing
• Development Security Operations (DevSecOps)
• Perimeter Security
• Malware Engineering and Security Engineering

How can Huxley APAC help moving forward?
Amidst a climate of disruption towards traditional business models, it
remains crucial that the region’s workforce continues to reskill, upskill and
adopt an agile mind-set in order to remain relevant for the future economy.
As such, the gradual incline towards contractual hiring has also started,
marking a further increase in demand for tech individuals. This is a crucial
period for both employers and employees alike as it affects the budget and
growth of an organisation.
With a regional team and consultants in countries across the Asia Pacific
region, Huxley is able to provide employers with up-to-date salaries that
are currently paid out in the market in order to provide a competitive
package to attract the best talent. Huxley is also able to advise candidates
within the tech market who wish to progress or find out more about
contractual roles that have great potential on what their next step
should be. n
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AND VIEWS
Hong Kong trend
The latest JobsDB Hiring, Compensation & Benefits Survey has found
Hong Kong employers are predicting a reduction in new hires, with
HR plans becoming more conservative in the first quarter of 2019.
Conducted in September 2018 and covering 271 companies of different
sizes, the survey found almost one third (32 per cent) of companies
surveyed expect that the employment market in Q1 2019 will be less
active than that in Q3 this year, with only 38 per cent of them planning
to hire new staff in the coming quarter, representing a 17 per cent drop
compared with the same survey last year (55 per cent), the lowest since
2012. In addition to this, 36 per cent of respondents say they have not
finalised their hiring plans yet, hitting a seven-year high and contributing
to increased uncertainty. These findings point to a Hong Kong
employment market that offers fewer career choices for candidates than
in the previous two years.
“In the long-term, the unresolved US-China trade dispute, continued
interest rate hikes by the Federal Reserve and stalled Brexit negotiations
have created widespread market uncertainty. As a result, local employers
plan to remain more conservative when it comes to hiring, which will
likely result in a less active employment market,” commented Isaac Shao,
country manager of Jobs DB Hong Kong Limited.
Among employers who do plan to hire, some said the key reason for
this was to meet business needs or supplant staff who have resigned,
while eight per cent plan to hire to replace current staff members who
are not meeting the expectations of the company. Among this group of
employers, 57 per cent said poor work attitude was the main reason for
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dismissal, while another 57 per cent cited a lack of job motivation.
Although many employers predict the employment market will become
less active in Q1 2019, over half (56 per cent) believe that it will
also become more difficult to hire new talent compared to the same
period this year. When it comes to choosing new hires, the three most
important criteria for employers are “relevant work experience” (68 per
cent), “qualifications” (51 per cent) and “expected package” (51 per
cent). When it comes to hiring new graduates, the top three criteria are
“interview performance” (65 per cent), “attitude demonstrated during the
recruitment process” (44 per cent) and “expected salary” (33 per cent).
“It will become increasingly challenging for employers to find talent in
Q1 2019,” added Shao. “This is due to the ongoing talent shortage and
mismatch in Hong Kong over recent years. That said, employers are also
considering more aspects of a candidate’s experience and personality,
evaluating not only their education and proficiency, but also their work
attitudes and values. Therefore, jobseekers should demonstrate a
positive and sincere attitude during job interviews and seek to highlight
their values and strengths with examples. This is particularly true for fresh
graduates, with our survey revealing only six per cent of local employers
pay attention to graduating schools, and instead focus on a candidate’s
interview performance and attitude.”
When it comes to salaries, the survey reveals that employees can expect
to receive an average pay rise of three per cent in 2019, and an average
of 1.88 months bonus of basic salary, compared to 1.47 months in 2018.
The findings also highlight the different types of leave that companies
offered to employees in 2018. The most common type of special
leave was “marriage leave” (offered by 57 per cent of respondents),
“compassionate leave” (56 per cent), meanwhile, “birthday leave” (20 per
cent) and “family care leave” (seven per cent) are anticipated to be the
most common type of additional leave that employers plan to roll out
in 2019.
The rights of female employees has also moved up the agenda for local
employers with six per cent of respondents already offering additional
maternity leave on top of the statutory 10 weeks, and an additional eight
per cent planning to offer this in 2019. On top of this, four per cent of
respondents currently provide controversial menstrual leave and six per
cent are planning to roll this out in 2019.
“Our survey was conducted prior to the government’s proposal to
extend maternity leave to 14 weeks. This new initiative, which has been
supported by multiple organisations, means that we actually foresee
the proportion of companies that will roll out additional maternity leave
in 2019 to be even higher than our survey predicts. It is considerate of
the companies to offer these kinds of additional benefits, and this would
also help them to establish a positive image and enhance the sense of
belonging amongst employees,” said Shao.

Location costs
ECA International has identified Hong Kong as the second most expensive
location in Asia for expatriate workers to live, and sixth most expensive in
the world.
“Hong Kong has continued to rise in our cost of living rankings in
recent years and is now the sixth most expensive location in the world
for expatriates,” said Lee Quane, regional director – Asia for ECA
International. “2018 was another strong year for the Hong Kong dollar
and this has seen it rise from ninth overall last year to sixth, leapfrogging
locations such as Tokyo and Oslo where the respective currencies have
been slightly weaker.”
ECA International has been conducting research into cost of living for more
than 40 years. It carries out two main surveys per year to help companies
calculate cost of living allowances so that their employees’ spending
power is not compromised while on international assignment. The surveys
compare a basket of like-for-like consumer goods and services commonly
purchased by assignees in over 450 locations worldwide. Certain living
costs, such as accommodation rental, utilities, car purchases and school
fees are usually covered by separate allowances. Data for these costs are
collected separately and are not included in ECA’s cost of living basket.
In mainland China, all 14 of the Chinese cities surveyed by ECA remain in
the global top 50, with Shanghai leading the way as 14th most expensive
location globally.
Quane said: “Developing Chinese cities such as Dalian, Chengdu and
Nanjing are now firmly established in the global top 50 alongside Beijing
and Shanghai and it is likely that they will remain expensive destinations
for mobile employees for the foreseeable future.”
Taipei, Taiwan’s most expensive city, and Macau also continued their rise
in ECA’s rankings to 31 and 25 respectively – consolidating the upward
trend in the cost of living in greater China relative to other locations
globally. Elsewhere, Hong Kong’s regional rival Singapore returned to the
global top 20 most expensive locations for expats, after briefly dropping
out last year.
“The Singapore dollar has performed strongly this year, making the
city state more expensive for visitors and overseas workers,” explained
Quane. “This has resulted in a slight rise in the rankings, up three places
to become the 18th most expensive location in the world. Singapore has
long been considered one of the most expensive cities for expats to live
and work in and this looks set to continue. However, the cost of living is still
below that of other major Asian locations with large expat populations such
as Hong Kong, Shanghai and Tokyo.”
Thai cities were among the biggest risers in the rankings, with Bangkok
rising 32 places and entering the top 100 most expensive locations for the
first time.

Quane said: “Over the past five years Bangkok has climbed over 80
places and the Thai capital now sits in 90th place in our cost of living
rankings. The Thai baht has strengthened in recent years as the economy
has expanded and the political landscape has stabilised. This means that
Thai locations are now a great deal more expensive for expat workers
than they have been in the past.”
Malaysian cities have seen big rises in the cost of living rankings,
however all three of the surveyed locations still sit outside of the global
top 150. Kuala Lumpur is the highest placed Malaysian city in the
rankings and has risen 24 places to 188th most expensive location.
“Although the Malaysian cities in our survey have all seen significant
rises of over twenty places each, Malaysia remains one of the cheapest
locations in Asia for overseas workers. However, Kuala Lumpur is now
more expensive for expatriates than many of the locations that sat above
them in the 2017 rankings, such as New Delhi, Manila and Mumbai,”
said Quane. n
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