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e It is interesting to find that in the midst of all the

f uncertainty surrounding Brexit and other immigration
h issues, the outcome might actually be a more diverse
workforce. One way or another employers will need
people to work for them. One way or another recruiters will need to find

Welcome to Issue 198 of
The Global Recruiter

Diversity is on the agenda throughout the employment and recruitment
world and the forthcoming Global Recruiter UK Summit, held in London
on March 6th, is dedicated to unlocking a better and more diverse
workforce. There have been numerous reports detailing how diversity can
benefit organisations but at the end of the day the fact that there are skills

the right talent — whether for contracting work or for the longer term. Could shortages — and they are likely to get worse — might just be the straw that
one of those ways be to unlock the potential that exists within the current breaks the camel’s back. Is it ironic therefore, that the event which would
workforce? And could that mean finding better ways to engage with those seem to be about to reduce the UK's talent pool, may yet be the thing

workers in the UK who do not usually get a fair hearing?
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The Power of Differe}n:e:

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.

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.

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

Diversity is so much more than a buzzword or a trend

- itis 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.

Panel discussion - The Diversity Agenda:
The Agency Perspective

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?

Panel discussion - Diversity Demand:
The Client Perspective

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?

Keynote presentation - Diversity to
Inclusion: Everyday Practice

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
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Talent trends

LinkedIn has published its 2019
Global Talent Trends report
revealing the top trends, challenges
and solutions shaping today’s
relationship between employers
and employees. The report
surveyed over 5,100 global talent
professionals and hiring leads in 35
countries, including almost 500 from
the UK. It has provided insights

into the changing behaviour of job
seekers and the future of work. The
trends dominating this year’s report
are: the importance of offering
flexible working opportunities to
candidates; the positive impact

of transparency — particularly in
relation to pay; and the prioritisation
of soft skills in businesses.

This year’s report reveals that

while hard skills with a shrinking
shelf-life (such as programming
language) still matter, employers
are putting greater emphasis on
soft skills to identify the strongest
candidates. 92 per cent of UK talent
professionals said that soft skills
are as important or more important
than hard skills when hiring talent,
while 82 per cent claimed that soft
skills are more important to their
company’s success than before.
Candidates’ ability to bring out

the best in others and work under
pressure are particularly sought
after. Creativity, persuasion,
adaptability, collaboration and
time management are listed as
the most in-demand soft skills

UK companies need, but are

the hardest to find according to
LinkedIn data. Professionals should
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be placing particular emphasis

on demonstrating their soft skills

at interview stage, as 80 per cent
of UK recruiters ask specific
behaviour-related questions during
interviews, and more than half

(58 per cent) look out for body
language and non-verbal cues.
Businesses appear to be waking
up to demand from employees
and candidates to work more
flexibly — in different locations and
at different times. 75 per cent of
UK hiring professionals say that
offering flexible working will be ‘very
or extremely important’ in the future,
with 84 per cent recognising it
helps employees have better work/
life balance and satisfaction, and
72 per cent agreeing it makes their
workforce happier.

But putting flexible working

into practice isn’t proving
straightforward; while over half

(57 per cent) of UK employers

still allow flexible working some

of the time, less than a quarter

(28 per cent) only do so in certain
circumstances. Significant numbers
of recruiters and businesses still
harbour concerns that the practice
can negatively affect team bonding
(59 per cent), collaboration (40 per
cent) and the ability to oversee work
effectively (38 per cent).

50 per cent of UK hiring
professionals say that sharing
salary ranges and diversity
statistics with both employees and
candidates will be ‘very important’
in the future. The overwhelming
majority of UK talent professionals
see pay transparency as a good
thing: 77 per cent think it makes the
hiring process more streamlined,
and 72 per cent believe it makes
salaries fairer.

“The pace of change in the talent
market is unprecedented,” said Jon
Addison, head of talent solutions

at LinkedIn UK. “The old school
employer-employee power dynamic
is evolving to a more transparent,
trusting and reciprocal relationship.
Talent professionals and hiring
managers are already responding
to these influences and rethinking
their approach to hiring.

“In a near-full employment
environment in which competition
for talent is fierce, being
transparent, flexible and open
makes businesses more attractive
to candidates, and the most
progressive firms I'm working

with are already doing this,”

he concluded. >
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Skill Up

New research from City &

Guilds Group reveals that British
workers are being denied critical
opportunities to upskill for the
future. The research - carried

out amongst 2,000 full and
part-time workers in Great Britain

in partnership with YouGov and
launched as part of celebrations

to mark the City & Guilds Group’s
140th anniversary year - highlights
that 76 per cent of the workforce
agree it is important to continuously
update their workplace skills
regardless of age or career stage.
However, less than half (46 per
cent) are getting enough help and
support from their employer to
develop the workplace skills they
will need in the future. The findings
go on to show that while 81 per cent
of workers believe the skills they
need to do their job will change
over the next five years, from a lot
to not very much. A quarter (24

per cent) of GB workers are not
getting sufficient feedback from
their managers or colleagues on the
skills they should be learning.

“With Brexit uncertainty
overshadowing the economy and

a burgeoning skills crisis, skills
development has never been higher
on the agenda,” said Chris Jones,
City & Guilds group chief executive.
“At a time of rapid technological
change, the skills used by today’s
workforce are becoming obsolete
quicker than ever before and

there is a clear need for continued
Investment In learning. Skills gaps
are a stark reality and employers
have a responsibility to enable

8 February 2019
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critical training for their entire
workforce, from graduate entrants
through to senior leadership.”
According to the findings, the issue
appears to be even more acute
amongst certain groups within the
workforce. Older workers are much
less likely to receive workplace
training than their younger
counterparts and have less appetite
to learn new skills: almost half (48
per cent) of those aged 55 and over
did not learn any new workplace
skills last year.

Those working part-time are also
less likely to receive workplace
training compared to full time
workers, with 42 per cent reporting
not having learnt a new skill in the
last year.

Jones continued: “As working

lives get longer and the age of

the workforce Increases, now is
the time for employers to prioritise
upskilling and reskilling people at
all ages and stages within their
current workforce and to recognise
the value and potential of every
employee. However, our data
clearly shows that people aren’t
receiving enough employer support
to develop the skills they need
today, let alone those they may
need over the next five years.”
Deborah Astles, HR director
corporate responsibility and

policy at Unipart explains why
continuous learning is vital to the
success of her business: “One

of the motivations that guides all

of our learning and development

is the idea that anyone can be
great if they are given the right
opportunities to work hard and
develop. This philosophy has

shaped our training programmes
and means that everyone at Unipart
is able to participate and progress
within the organisation, regardless
of their age or experience.

“As well as being great for the
individual, this approach is also
great for business and we've

seen measurable ROI through
working smarter that far exceeds
the investment in each learner.
Creating an internal talent pipeline
with transferable skills across the
business has also reduced our
recruitment and retention costs and
makes Unipart less vulnerable to
the skills shortages faced by many
businesses at the moment.”

The recruitment challenge

A census of business leaders’
expectations for the year ahead has
suggested that challenges related
to recruitment and the national
economy will be the biggest

obstacles facing UK companies.
The report, compiled by global
credit company Creditsafe

spoke to 755 business leaders
across the UK, and found that a
fifth of businesses expect their
biggest business challenge to be
recruitment.

For those that suggested
recruitment will be their biggest
challenge for the year ahead, the
responses suggested that those
businesses aged between 0 and
two years were expected to be
the hardest hit. In spite of this, 56
per cent of businesses expect

to increase their headcount in
2019 - though 83 per cent did not
choose to employ a graduate in the
previous year.

Furthermore, almost half of
respondents (42 per cent) expect
the economy to pose the biggest
risk to their company in 2019, with
17 per cent of people suggesting
that politics would provide the
greatest hurdle. When asked about

the health of the nation’s finances,
one in three business leaders said
they were not optimistic about the
UK’s economic growth in 2019, with
40 per cent unsure as to how the
economic climate will develop.
Speaking of the results, Creditsafe’s
UK CEO Chris Robertson said:
“It's been a memorable year for
businesses in Britain, with Brexit
dominating the media headlines
and uncertainty around our role in
the EU still rife.

“The Business Census is intended
to provide a snapshot of the

state of UK business based on
experience, as opposed to just
statistics,” he continued. “The
impact of economic uncertainty on
the optimism of business leaders
for 2019 will undoubtedly gain the
attention of business bodies and
the government, who should take
note of these less tangible, yet still
important, impacts of their actions.”
Looking closer at the results, 35
per cent of businesses surveyed
said that Brexit had already had

a negative impact for them, with
more than two-thirds (67 per cent)
of larger businesses (over 500
employees) surveyed reporting
negative effects. Half of businesses
questioned also said they felt their
local government was not doing

a good enough job of supporting
business growth.

The Census also found that 69

per cent of UK businesses have
been affected by bad debt, and
37 per cent have been victims of
fraud. Just three per cent of UK
businesses expect blockchain

to play a role in their company’s
growth in 2019, mirroring industry

concerns that disillusionment with
the technology could lead to a
‘blockchain winter’.

With environmental concerns also
dominating the press, a surprising
51 per cent of businesses surveyed
do not plan to invest financially in
environmental initiatives in 2019.
Despite their fears, 90 per cent of
UK businesses expects to grow

in 2019.

UK economic growth has been
under pressure since a strong
performance this summer, with

the Bank of England expecting a
0.2 per cent increase in GDP for
the final three months of 2018 and
forecasting a similar rate for the first
quarter of 2019.

No test

HMRC has conceded that its
controversial Check Employment
Status for Tax (CEST) tool has still
not undergone any formal testing
to produce detailed evidence of its
accuracy claims since its release
almost two years ago, despite
repeated claims from HMRC

and the Treasury that the tool is
under continual review. It has also
emerged that not even an informal
assessment was conducted

to ensure that CEST meets the
Government’s Digital Service (GDS)
Standards, used “to check whether
a service is good enough for
public use”.

The admissions came to light in
response to Freedom of Information
(FOI) requests by contracting
authority ContractorCalculator.

The news comes as HMRC faces

MONTHLY BRIEFING

mounting scrutiny over its design
and development of the tool,
which is believed to have already
forced thousands of public sector
contractors into false employment,
including hundreds at the BBC.
Last week, BBC heads revealed
that 95 per cent of freelancers were
deemed employed following a
CEST assessment when 90 per cent
of those same workers had been
deemed self-employed in

a previous employment status

test developed in conjunction

with HMRC.

Responding to
ContractorCalculator’s FOI

request, HMRC said: ‘No further
documentation has been created
since April 2018 where CEST

has been subsequently tested
against court cases’, alluding

to some 24 employment status
cases provided in response to a
previous FOI request made by
ContractorCalculator in April 2018.
HMRC had attempted to use the
single page of claims as proof

of CEST’s accuracy. However, a
rigorous re-testing against the 24
cases by ContractorCalculator,
which produced 511 pages of
evidence, found the tool to return a
flawed assessment 42 per cent of
the time.

Dave Chaplin, CEO and founder of
ContractorCalculator said: “HMRC
imposed CEST upon the public
sector and by doing so has cheated
many honest taxpayers out of
thousands of pounds in the process
with a tool that is not fit for purpose
and does not work.

“We debunked HMRC's claim that
CEST is accurate and by doing so

NEWS

we thought that the taxman might
make some effort to vindicate its
tool but, two years on, we can see
that CEST has been stuck in beta
mode since its inception. For a
solution of such importance you
would expect to see thousands of
pages of testing documentation, not
one single sheet of unsubstantiated
claims. HMRC has virtually nothing
and a tool that is making wrong
employment status assessments.
“HMRC has pledged to work with
stakeholders to improve CEST

but the reality is that it has not
been working on the tool and

has continued to issue tax bills

off the back of faulty results. It

will be interesting to see what
enhancements HMRC is planning
to make in preparation for rolling
out Off-Payroll into the private
sector. HMRC is setting itself up for
a colossal fall and more worryingly
will be playing havoc with the
livelihoods of thousands of hard
-working freelance professionals.”

Brexit blow

Figures released by Worksome
suggests nearly two thirds (62 per
cent) of businesses plan to hire
part-time staff over full-time once
we leave the EU and only 20 per
cent will tap into the freelance
economy. The findings come from a
survey in the light of Brexit and with
the talent debate intensifying. Many
UK businesses are increasingly
concerned that the already small
pool of talent will shrink further.
Globally, the transformation
consulting industry is worth =
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£23 billion, with tech and digital
consultants accounting for eight per
cent of the total, which translates into
£720 million in the UK alone — making
this a significantly sized market to
tap in to. However, even in light of
this, companies still have a bias
towards recruiting from the traditional
labour force, without considering the
alternatives available.

The research conducted suggests
that, not only will Brexit affect
workforce requirements, but it

will potentially complicate labour
availability as well. Most worryingly,

it shows there is a genuine lack of
information and understanding about
the true cost of freelancers in the UK
and how they can help, not hinder
the bottom line.

CEOQ and co-founder, Worksome,
Morten Petersen said: “Company
culture will be instrumental in how
well a business can weather the
Brexit storm. To build and maintain a
core loyal workforce amidst uncertain
times, and sustain the long health of
a business, the logical approach for
employers is to hire a blend of
full-time employees and freelancers.”
Exposing the full picture emerging
from UK businesses, further statistics
show 87 per cent of UK businesses
shun flexible working practice and
/l O February 2019
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actively choose not to encourage

it. Additionally, nearly half of
businesses admit that freelancers
are more productive than permanent
full-time employees.

Petersen added: “This research

has really highlighted some of the
challenges facing UK businesses
who are clearly feeling apprehensive
amidst this change and uncertainty
of post Brexit. Businesses need

to understand and invest in the
freelance economy as this will
support the ability to expand and
contract as market conditions

will shift. Initial upfront costs

have historically deterred many
businesses from even considering
the freelance talent pool. But

as technology evolves and the
recruitment challenge is streamlined,
supply and demand will ease the
ability to expand and contract teams,
delivering more cost effective and
efficient solutions that can help
cushion the Brexit blow.”

Amidst the economic uncertainty of
Brexit, freelancers are positioned

to play a critical role in the UK
economy. Freelancers make it
possible for businesses to hire the
most skilled and suitable talent, with
far less financial risk attached. As the
UK's freelance economy continues

to boom and the country now playing
home to an estimated five million self
-employed workers, using freelancers
is looking like a very attractive option
for business owners looking to fill the
skills gap left by missing EU workers.

Gender divide

A new Artificial Intelligence system,
which examined the role of men and
women in the British workplace by
reading every website originating
from the UK, has found that there is
still huge gender bias. The study
was created by a team of Al
engineers and data scientists at

the UK start-up Glass A.l, whose
technology read and interpreted
every website of the internet from
the UK and compiled information on
employment practices.

The study, published this month by
the Royal Statistical Society, reveals
stark differences between gender
work-roles, and huge segregation
in some sectors of the economy.

It finds that around 95 per cent of
receptionists, legal secretaries and
care assistants are female in the
UK while 85 per cent of investment
bankers are male, and the creative
industries remain overwhelmingly
male dominated.

Despite being almost as equally
likely to participate in the work force
men remain far more likely than
women to be in leadership roles,
across all sectors.

“It is well known that there is a male
bias in the board room, what has
not been appreciated is the sheer
scale of bias across ordinary jobs,
and the level of gender segregation

between sectors,” says data scientist
Ana-Maria Huluba who ran the
study. “What makes the study even
more interesting is that men and
women actually appear in almost
equal numbers on the web in total,
with 51 per cent male, and 49 per
cent female — which matches the
ONS numbers for gender in the
workplace. And yet beneath this

we get this massive segregation of
roles and appearance in different
economic sectors. This is a complex
pattern that is supportive and yet
goes beyond traditional stereotypes
of activity.”

The Glass Al crawler was set

to read the entire .UK top-level
domain, for both public and private
organisations. Sites were analysed
if they were written in English, had
a UK physical address, had some
description of the organisation

that the Al could recognise, and
had people (either through team
pages, biographies, or roles or
descriptions).

Glass have built technology to
monitor the entire internet for
economic and social science
analysis. The Al categorises content
and builds summaries of activities,
networks of companies and people,
acting like a vast automated
LinkedIn, so as to reveal economic
and social trends.

This technology has already been
used by UK government analysts to
map the UK Al ecosystem, as well
as to produce economic studies

for drones, virtual reality and other
emerging sectors of the economy.
In this latest study, the Al assessed
gender roles within UK businesses
as represented online. M
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VIEW FROM WEC

YOU ARE
GDPR

complicated. As members of the World Employment Confederation (WEC)

scratched their heads in response to client questions on the application of
GDPR, they pooled their expertise and issued Guidelines determining roles
and responsibilities for each party in the provision of HR services.
When the European General Data Protection Regulation (GDPR) came into
force in May 2018 the World Employment Confederation (WEC) received
signals from the market that HR services providers and their clients were
uncertain as to their respective responsibilities regarding the protection
of personal data. This led to two problems: Firstly, players allocated
responsibilities that were detrimental to the protection of workers’ personal
data, compliance with GDPR and a level playing field; and secondly, this
uncertainty led to unnecessary burdens on the use and sharing of personal
data to ensure the optimal deployment of talent.

| n an ever more digitalised labour market, protecting worker data can be

Client becomes supplier?!

To compound things, national data protection authorities (DPA) also

started to weigh in. Suddenly, the Polish DPA thought that the client of an
employment agency was a data processor on behalf of the employment
agency - effectively meaning that the client was under the direct control of

the employment agency with regards to the protection of personal data of

the deployed agency workers. In short: the client would have become a data
protection supplier to the employment agency.

This created further confusion, with the individuals involved effectively needing
to know which party held their data and was responsible for it. The growing
disarray also risked decreasing the use and acquisition of compliant HR
service providers. In attempting to implement GDPR, national data protection
authorities did not give adequate thought to the sound functioning of labour
markets, services and regulation. This prompted WEC to act in order to ensure
appropriate data processing within the HR services industry — not only to the
benefit of the workers involved but also to safeguard the sector’s reputation as
aresponsible service provider.

Saving money and sleepless nights

WEC's taskforce of data protection specialists drafted and established a
guidance document to handle the allocation of roles and responsibilities

with regards to data protection. ‘The WEC guidelines on the allocation of
“Independent Controller” or “Processor” as HR-Provider’ (https://www.
weceurope.org/index.php?id=231) provide a description of various well-known
typical HR services, such as recruitment, agency work, career management,
outplacement and different variations of total talent management (MSP,

RPO and vendor management). Based on these descriptions, roles and
responsibilities with regards to data protection are allocated. This should

/l 2 February 2019
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Jochem de Boer,

global public affairs manager

at the WEC asks who does what.

support HR services providers and their clients in |mplementlng the protection
of workers’ data depending on the relationship in place.

By allocating this appropriately, parties reduce the risk of being accountable
for each respective (mis)management of personal data. They also ensure
that each party defines its own purposes and grounds for the personal data
it wishes to collect and use. Assessing of the use of personal data is clearly
a goal for lawmakers, DPAs and GDPR. It allows for the identification of data
one doesn't need — which is beneficial for two reasons. Firstly, you do not have
to worry about losing, managing, or securing data you do not have; nor do
you have to spend vast resources on it. Getting GDPR right saves both money
and sleepless nights.

High-level versus tailored

The GDPR is a broad, high-level Regulation, which does not provide concrete
guidance for all situations and sectors. With its own guidance, WEC hopes

to support the protection of labour market personal data and compliance

with GDPR. Obviously, these guidelines have no legal value, and the actual
provision of services on the ground determines the compliant allocation

of responsibilities. Our GDPR guidance should in no way hamper clients

and HR providers in tailoring their relationships in a way that optimises the
Human Resource needs of clients. Instead, the guidelines serve to promote
and support an informed conversation on the allocation of data protection
responsibilities between clients and HR providers. It also seeks to show
regulators where labour market services and data protection intersect and
hence serve to ensure the protection of personal data.

As labour market personal data is evermore digitised, so the risks related to its
use or disappearance are of growing concern. Employers and HR providers
have a responsibility to ensure the confidentiality of workers and society.
Taking on board the adequate and compliant protection of personal data in
the delivery and procurement of HR-services makes common sense and is a
necessary step. The World Employment Confederation supports this and is
working to ensure personal data is leveraged to the benefit of both workers
and businesses. B
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recruitment companies in delivering Off-
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FREE AGENCY MEMBERSHIP

Become a member of Professional Passport to unlock a wide range of benefits including
ourinsurance bac.lked guar:slntee. support at client events and regular news and updates PROFESSW
on the hottest topics affecting the sector. PAssP

Our Agency Members badge demonstrates your commitment to supply chain complance
the to your clients and ensures adequate processes for Criminal Finances Act.

www.professionalpassport.com/agencies info@professionalpassport.com 0118 988 8034



DISCOVER A QUICKER WAY TO GETTING PAID

There 1s.a betterway to

yaur Payrell. App Poye s the
sirmple andfost solution for

any freelunce worker. App.
Paye calculates things like
tex deductions and HMRC
complionce; while you decide
when you want poying.

Download it now,

App Paye’s business development
manager Nick Gault highlights

the need for innovation in the
contractor market.

shortages, emerging technology and their entrepreneurial mindset
makes good contractors a marketable commodity. Incoming IR35
changes from HMRC and the looming shadow of Brexit, being able to
attract and retain the top level talent that clients desire is only becoming
more and more important in the marketplace. The loyalty of your
contractors to your brand can be the make or break difference in
your business.

The contractor market is tough, there’s no denying that. Skills

Enter the umbrella company

Umbrella companies can have a bad reputation in the industry. Poorly
communicated information in the past combined with non-compliant
operators spreading illegitimate retention percentages and schemes

can mean that the true value of a good umbrella company has been

lost. However far from the being the harbingers of doom, entering into
partnership with the right umbrella can help you attract and retain talent as
well as ensure repeat placements.

Today, we run our lives from our smart phones, I'm willing to bet your
phone is within easy reach as you read this, loaded with Apps to run your
life, access your accounts, even pay for your coffee. Today, more and
more people expect instant information at the push of a button. Partnering
with an umbrella that operates from a smartphone App such as AppPAYE,
gives your candidates the access to their payroll that they’ve come to
expect from the rest of their lives. Full transparency of invoices, remittances
and knowledge what's due, meaning your candidates are better placed to
see the rewards for their work.

Ongoing employment, ongoing benefits

Securing the right candidate is only half of the battle, keeping them
motivated throughout the life of a contract can present a whole other
challenge. The best contractors are savvy business owners in their own
right and mercenary in the roles that they choose. Any umbrella partner
you choose to deal with your workers payments is a direct reflection on
you as a company, so ensuring that the services provided to them

during their time lives up to the standards you set for your own company.
Checking any company that you engage with is operating on an onshore
basis, with prompt easy payments and the availability to run advances for
any unforeseen payments.

As well as the standard benefits from engaging via an umbrella company,
such as access to Statutory Sick Pay and Maternity/Paternity Pay, including
perks alongside this to help your contractors save money on their day to
day essentials represents added value to your workers, helping to keep
them more content day to day. From cost savings on office equipment to

FINANCE

S TAYING

IN THE GANME

help them run efficiently and shopping discounts for the daily essentials to
access to BUPA healthcare plans if the worst were to happen, can be the
marginal difference in the retention of your key contractors.

After the initial engagement

One of the biggest blockers to re-engaging a great contractor once their
contract finishes, can be the service they've received whilst working for
you. Payment delays, inaccurate deductions and a lack of clarity on their
take home pay before starting can all add to contractors choosing their
next contract with another agency, or even worse opting to not accept

an extension.

Always work alongside your umbrella partners to ensure that your systems
and processes are watertight. Working together to align invoice deadlines,
remittance transfer and payment deadlines means that week in/week our,
your workers know exactly what to expect and when. With AppPAYE as
well, you and your contractors gain access to our ‘Pay Me Now’ function.
From the moment payment remittances are available, your workers are
able to request an advance of up to 50 per cent of the total value, for a
nominal fee, fully funded by AppPaye. Giving them a helping hand in
those times of need, without putting any more work on the desks of your

payroll team. M
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The Ultimate Support Club
for Recruitment Leaders

We are one of the fastest growing support clubs for recruitment business
leaders in the UK. Our success is down to our dedication to providing
amazing experiences and the best in-class support, while building
resources and tools that help set best practice in the industry.

Visit our website to find out more:
www.therecruitmentnetwork.com
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TRN Partners

The Supply register was set up to provide the
education sector with a new way to source
talent, says its founder Bajlinder Kuller.

despite shrinking talent pools and a highly-regulated environment,

there are vast opportunities for agencies to prosper. Regardless of
time or monetary restraints, it is vital that schools have a suitably vetted
professional standing at the front of each classroom every weekday morning
—and school leaders are prepared to pay to make that happen. However,
while the market has historically seemed immune to the pressures that have
impacted contiguous sectors, it seems that the tide is turning — and The
Supply Register (TSR) is undoubtedly playing a part in leading this change.
Established in 2016 and headquartered in Stoke-on-Trent, Staffordshire,
TSR is the brainchild of Baljinder Kuller, who has over 15 years’ experience
in education recruitment, both within local authorities and some of the
largest agencies in the sector. The brand’s mission — to transform how
recruitment is done in the changing world of education — is a bold one.
However, this self-proclaimed ‘new kid on the block’ is rapidly gaining
market share.
In a nutshell, TSR enables schools and multi-academy trusts to build local
and regional ‘banks’ of candidates. It is only when a requirement cannot be
filled through these purpose-built talent pools that the opportunity cascades
down to carefully selected agency partners. This service is facilitated
through the brand’s cloud-based, open platform, which has already been
deployed in hundreds of schools and provides powerful functionality to
search, identify and track external supply cover staff sourced from talent
pools and supply agencies.
As Baljinder highlights: “The platform bridges the gap between black-book
supply and agency supply — and it's the only vendor management system
that is 100 per cent focused on education.”
Beyond the glossy interface and tech functionality, TSR also clearly has
substance — last year, the young brand celebrated achieving APSCo
Compliance+ Education accreditation: a best practice quality standard
recognised by the Department for Education.

Supply teacher recruitment has long been viewed as an area where,

UP CLOSE

OO0
SUPPFLY

Education experience

On his decision to create The Supply Register, Baljinder outlines how his
experience in education recruitment led him to believe that the historic
model of supply recruitment was unsustainable due to what he calls a
‘'supply paradox’. “As the traditional ‘black book’ approach to supply
staffing became less feasible, agencies were increasingly called in to
source talent,” he says. “However the lower pay offered by some agencies
demotivates and discourages teachers — hence contributing to the talent
shortage. Put simply, the agency ‘solution’, in some instances, could in fact
be contributing to the problem. The days of £50 or £60 a day margins are
just not sustainable for the client audience.”

The idea of an alternative to current recruitment models came about two
years prior to the launch of TSR, when Baljinder had returned to recruiting
directly for the private sector following a long spell in agency recruitment.
“The schools we were working with in Greater Manchester were
overwhelmingly jaded by the service they were receiving from their agency
partners,” he explains. “While | originally looked at developing our solution
for the local authority, it was ultimately the wrong place, wrong time.

“Other sectors had moved into second and third generation fully managed
service RPO,” he continues, “but education was lagging behind.
Contingent labour in schools had moved on fractionally. | knew that there
was a real gap in market. Through effective technology, we could match
talent with school requirements directly.”

TSR has come a long way since that idea in 2014. Today, the platform is
used by education organisations across all sectors and UK geographies to
achieve total workforce visibility and maximise cost savings, improve cover
quality and enforce compliance.

One of the values which underpins TSR’s entire proposition is a fair deal for
teachers by increasing their pay at the sacrifice of margin. Typical margins
are half that of the larger players. The Supply Register also classes =

The Recruit Venture Group
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a ‘long-term’ placement as more than two weeks rather than 12 weeks,
meaning a teacher will move onto their full-time rate more quickly.

As Baljinder highlights, “If you are going to be in a school for two weeks
or longer you are going to be in effect going to be doing the planning, the
preparation, the marking. So you should be getting paid for that.”
Workers are always paid accurately and on time, even those that

may require complex rate structures. What's more, once a worker is
off-boarded, an organisation can evaluate both the candidate and their
supplier by recording issues and problems — or by recommending they
are re-hired for future positions.

Agency partners

However, while creating a great proposition for teaching talent is obviously
key, the success of the platform to date could not be achieved without
strong relationships with agency partners. As Baljinder explains: “While
some agencies can be hesitant to collaborate with third parties, the reality
is that they are usually put off by terms and contracts. We always

adhere to the Prompt Payment Code, which is particularly important for
SMEs — paying on time and managing relationships is key.”

It seems that sector knowledge is also instrumental in enabling TSR to
build valuable relationships. Aside from the managing director’s strong
background in teacher supply recruitment, the brand’s entrepreneurial
spirit is bolstered with solid education experience. The majority of today’s
15 strong team have a background in education or education recruitment.
As Baljinder outlines: “Our partnership managers are former teachers, our
HR person has a master’s in education and our tech lead has public sector
experience — they all want to be part of something which is service and
values led.”

This commitment to the teaching profession has been recognised by the
teachers union, NASUWT, which has endorsed TSR. In fact, last year the
NASUWT's deputy general secretary Dr Patrick Roach went on record

to say: “The Supply Register is a potential game-changer — challenging
agencies to show their commitment to supply teachers by committing to
the TSR’s standards on pay and conditions.”

However, while The Supply Register’s relationship with the teachers
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union, coupled with the fact that its commitment to compliance has been
recognised by APSCo, means that it is clearly a recognised force to be
reckoned with, its success to date has not been without its challenges.
As Baljinder points out, “In the very early stages there were plenty of
excuses not to come on board with us, from both agencies and schools
alike. Now we are providing more confidence, but some still don't even
acknowledge our existence. That's OK — we understand that we're not for
everyone.” He continues: “We know schools have existing relationships
with agencies — and sometimes those agencies aren’t great — but we
often need to overcome that inertia. There can be a reluctance to change
something, if they think that the current system is working. At the coal face
the client may not realise that the way they are working is detrimental.
There needs to be an education piece.”

Long-term, TSR sees itself as being instrumental in helping to overcome
the national teacher shortage, by giving practitioners a fairer deal and
helping to retain great talent within the profession. However, beyond
offering favourable rates the company is also partnering with global
training providers to extend the learning opportunities available to
registered candidates and employees of partner schools, with a suite

of 16 fully funded, nationally recognised, distance learning courses and
accredited level 2 qualifications. As Baljinder highlights: “we want a
solution which benefits many, rather than the few.”

With a vision to become the leading provider of technology-driven
recruitment solutions that connect education professionals to schools,
academies and multi-academy trusts, Baljinder believes that ongoing
success relies on a steady approach to growth. As he outlines, “In just
six 12 week terms, TSR has managed to secure £275,000 in savings for
schools and academies — which has been redirected within the sector to
benefit pupils. We're still an early stage business,” he continues, “but those
who have taken the leap are reaping the benefits, | am sure sponsors
would be happy to share their experience of us as a company, which is
usually a positive sign.”

As Baljinder highlights, “Our supply chain is continuing to grow as we
increase our footprint and there is no doubt that our margins and payment
terms make us an attractive proposal. We take nothing for granted. But
with our understanding of the sector and the right people on board, we're
making good progress.”

On other competitors which have come onto the market with similar tech
based recruitment solutions for supply Baljinder is not fazed, “It's great
to see that we are a catalyst for others to look at alternative solutions. The
current system is was due a shake-up, and if what we are doing means
that others are upping their own game, that can only be a good thing.
However, | don’t think this spells the end for agencies, | just think education
recruitment will continue to evolve — something it hasn't for the past

three decades.” @
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FORWARD
THINKING

over the direction of travel for the macro UK economy, there is

no doubting that the sun is still very much shining on the UK
recruitment sector. From agencies to intermediaries and invoice financiers
to bill and pay providers, everyone appears to be feeling very positive
about the coming 12 months. 2018 was a strong year, with many agencies
| work with reporting record performance. The invoice financiers and back
office support providers | work with are all gearing up for 2019 to be a
significant year for growth for the UK recruitment sector.
Smart organisations always ensure that their resources are scalable for
both growth and contraction and that the business is agile in terms of its
leadership and management to be able to respond positively to changing
market conditions. This year should be about ‘good growth’ and not just
growth for the sake of it. That means making sure growth is purposeful,
planned, structured, on strategy, manageable and de-risked.

Q s we enter 2019 with some clouds of uncertainty still looming

Strategy for growth

Far too many businesses get led by the market and find themselves in
places, good and bad, without really having understood what'’s taken
them there. Having clarity of purpose is so important and having that laid
out clearly for all stakeholders to understand what it is that the business is
setting out to achieve over a three to five year period is critical. Whether
the business year starts in January or April, the start of the year is always a
good time to reflect and plan ahead, if you haven't already done so in the
previous quarter.

Businesses should ask themselves questions about what good growth
looks like from the financial perspectives of turnover, net fee income,
gross profit, operating profit and net profit. However these are all going

to be end effects so it may also be positive to have detailed thoughts on
other key aspects of future success, and ask questions such as: Are we
offering enough in terms of products/services? Do we have enough of the
right types of customers? Do we provide the right levels of service? Are
we too broad and generalist right now, should we become more niche and
specialist?

It's all well and good having a strategy, but implementing it is another
matter, so having a clear 12 month plan aligned to the strategy, reviewing
strategy regularly and also ensuring that it's communicated clearly and
effectively to both internal and external stakeholders is paramount to giving
it every chance to become reality.

Can we deliver?

It's all well and good having the focus on business development, but
over the past three years we've seen the right talent become harder
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and harder to source. It’'s all well and good having a CRM stuffed with
clients and their vacancies, but if we don’t have the talent to fulfil them

at an acceptable level and speed, then we are wasting a lot of time and
potentially damaging brand and reputation along the way. A client | worked
with recently, had over sixty five live vacancies per consultant and a jobs
on to placements ratio of above 13:1. We started to look at efficiencies and
effectiveness, and over a period of time we got them to a point of having a
maximum of 15 live grade A vacancies per consultant and had the ration
down to below 3:1.

Marketing difference

Agencies should change the way that they look at marketing and maybe
at applying the majority of marketing focus towards talent as opposed to
clients. I'm not talking about advertising jobs here but more about talent
acquisition led content heavy campaigns focussing in on key skills and
disciplines.

There is no right or wrong answer to the conundrum of the insource or
outsource dilemma for bill and pay back office and whilst some agency
principals want to be in full control of what they do, many prefer to run a
lean BD led operation and outsource as much of the non BD as possible.
What is always important is ensuring that people are paid on time and
accurately, that invoices are correctly raised and chased up in a timely
manner and that compliance is always observed.

Cash will always be king and steep growth can put undue pressure on
cashflow. Thinking now about having the right strategic partners (invoice
finance, credit insurance etc.) around the business who will be able to help
us through the coming 12-36 months is so important, as we don’t want to
have to scale back through lack of forward planning and future proofing.
On that point of invoice finance and back office providers, | do tend to find

THE FRONTLINE

Miles Lloyd, founder and CEO of Milestones discusses
the steps required to prepare for and deliver growth.

them a little like broadband providers, and existing customers are rarely
getting the best deals available, especially as terms were likely agreed
maybe two years or more ago, and economies of scale are not usually
automatically realised. Having recently saved over £90k pa for one client,
just by running an exercise and getting them from 4.05 per cent to

2.35 per cent of gross invoice value, now is a good time to just sanity
check your approach in that area.

Managing performance

Let’s think about both macro and micro here, from corporate financial
and business operational to team and individual levels. Far too often
businesses are letting themselves and their staff and customers down by
focussing too much on effect and not enough on causes. In growth mode
it's easy just to keep piling it in the funnel and doing the same thing, but
that’s not smart and nor is it sustainable.

Taking an approach to thinking less about the financial results (both
corporate and sales) and focussing more and more on driving efficiency
and effectiveness through looking at the causes of the results will bring
significant benefits.

We mentioned one recruitment performance ratio earlier and also spoke
about a change in focus for marketing activity and spend. Those are just
the tip of the iceberg. High performing organisations build their business
dashboards around their strategy and utilise well designed performance
metrics to drive strategy forward at every level.

Effective performance management sits centrally to everything in
becoming a high achieving and sustainably profitable enterprise. Having
good systems that give you quality management information and data
are critical to enabling an organisation to be able to become quality led,
efficient and effective in everything it does. Every person in the business
should be able to understand what great looks like at their individual and

The Recruit Venture Group

team level but also how that feeds into the overall business performance.

Taking a leaf from well tried and tested methods such as the ‘Balanced

Scorecard’ approach to having four perspectives of learning and growth,

internal business performance, customers and finally financial will be a

good template to take a lead from.

As with strategy, it's important that this just isn’'t a management tool. Done

well to maximise impact, you'll need it to become part of your business

DNA and for everyone to be engaged and involved in it. Involvement in

the designing the metrics and the regular reporting of performance should

have full business wide engagement.

One final point — and if this all sounds too much and not important, then

just make sure that your business does one thing and one thing really well

— and that's knowing and understanding the voice of the customer(s):

e Corporate clients’ expectations are rising and their drivers need to be
understood from the perspectives of the hierarchy of; time to hire, cost
per hire and quality of hire, and they have a myriad of options regards to
talent acquisition

e Good employees are able to pretty much pick and choose who they
work for

e The workers (temps, freelancers, contractors) and candidates have so
much choice of provider

Customer satisfaction surveys are one thing but giving them real scope,

structure and purpose and building on something that can be measured,

reviewed and acted on is going to make this come to life. Just google Net

Promoter Score and start from there, you won't regret it.

A quality led culture focussed on continuous improvement will always

outperform any other in the long run.

The above are just three important areas to help focus in on ‘good growth’

and should allow a business to be lean and agile and deliver increasing

profitable performance regardless of what the immediate future may hold
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= mployers are currently being confronted with the word ‘uncertainty’
=== 0n a near daily basis when faced with news on Brexit and the UK
e |caVving the European Union (EU). With numbers of migrant workers
falling, according to official statistics, recruiters are likely to be assessing
how the current and proposed changes to recruitment are likely to affect
their practices going forwards.

Two different recruitment schemes co-exist currently; the freedom of
movement rules entitling EU, European Economic Area (EEA) and Swiss
nationals to move to the UK for work and the visa system that applies to
non-EEA workers. For recruiters, the breadth of talent and skills available
across EEA workers creates a hiring pool from which it is easy to select
and recruit new starters, without significant hiring restrictions. Whilst the
points-based visa system and sponsorship requirements are seen as
overly complex, and expensive, for those who use them, the practical
reality is that many recruiters feel comfortable in using this system as it
has been the status quo since 2008. Changes have occurred over the
years, however, with recruiters having to tackle new matters such as the
Immigration Skills Charge which was introduced in 2017.

The good news for many recruiters is that, for now, the current state of play
for recruiting non-EEA workers will continue to exist until the end of 2020.
There have already been commitments from the government confirming
that will be the case, with the new immigration policy set to be phased

in from January 2021. This is a relief for recruiters who actively target, or
seek, skilled workers from outside the EEA as they can continue to follow
their current processes.

The uncertainty over the engagement of EEA workers still remains up

in the air dependent on whether there is a Brexit with or without a deal
which, at the time of writing, still remains unknown. With a deal in place, it
is understood that the rules on freedom of movement for EU workers will
continue in place until 31st December 2020, meaning workers can still be
freely recruited to work in the UK until this date. Between 30th March 2019
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and 30th June 2021, EU workers who are working in the UK can apply for
pre-settled or settled status. Settled status applications will be successful
where a worker has five years’ continuous residency in the UK and, once
granted, will give the worker the same rights to work in this country as if
they were a UK citizen. Any EU workers seeking to enter the UK from 1st
January 2021, in a ‘deal’ situation, will be required to enter under the new
immigration policies.

No deal

What happens if there is a no deal Brexit? Well, so far, the Home Office
has confirmed to recruiters that the two-year implementation period where
freedom of movement continues will be removed. Instead, the right to
freely move to the UK for EU workers will end on 29th March 2019. Those
EU workers who are resident in the UK before this date remain entitled

to submit an application under the Settlement Scheme, until the earlier
cut-off date of 31st December 2020. To avoid a cliff-edge for recruiters who
use EU nationals to fill jobs, there will be a transitional period operating
from March 2019 during which EU nationals can continue to travel to the
UK, without restrictions, to work for a maximum three-month period. No
confirmation has been given on how long this transitional period will be.
Any worker who wishes to come to the UK for longer than three months

will need to submit an application, and pay a fee, for European Temporary
Leave to Remain. If the identity, criminality and security checks are
completed, the EU national will have leave to remain in the UK for a further
period of three years. Any stays projected to be longer than three years will
need leave granted under the new immigration policy.

It is becoming increasingly evident that the impact of Brexit, and resulting
uncertainty, is leading to fewer EU nationals wishing to travel to the UK for
work. There are also practical matters to take into account, such as rights
to settlement and weaker currency. Recruiters will need to examine their
current and future needs, for EU workers to ensure they are not facing a
significant drop off in eligible new starters. To reassure current EU workers,
and to prevent a downturn in the numbers of these, recruiters can take
proactive action and communicate details of the Settlement Scheme,

and information on how to apply, to EU workers. They may also wish to
advertise how they can be used to help applications, such as through
providing necessary documentation. Evaluating how attractive a job role is
against competitors for talent may also provide the opportunity to refine the
positions on offer.

A certain future?

The government has attempted to quash uncertainty over future
immigration laws by releasing the Immigration Bill 2017-19 and an

accompanying White Paper. This draft legislation confirms that a standard
immigration policy will be introduced for all migrant workers, regardless

of their nationality, which will take effect from January 2021. One route to
travel to the UK will be on a short-term visa for low-skilled and seasonal
workers. Those who successfully apply for such a visa will be entitled to
work in the UK for a 12-month period but face restrictions including not
having access to public benefits, the right to settle or to bring dependants
into the UK. A visa fee will also have to be paid by the worker, although
the recruiting organisation may choose to refund this. Once the worker has
been in the UK for 12 months, there will be a cooling-off period for a further
period of 12 months to prevent long-term working. Whilst the new route will
be open to migrants from specific low-risk countries, recruiters are likely to
experience a shortage in low-skilled, seasonal or temporary workers from
the EEA as the restrictions placed on those working under this visa make
this an unattractive prospect. Recruiters will, essentially, be faced with
attempting to source EEA workers to work under these restrictions whilst
they remain free to work in other EU countries without such limitations on
their access and rights. In order to avoid a shortage of low-skilled workers,
those sectors which rely heavily on these workers, such as hospitality and
agriculture, may need to make jobs more attractive through methods such
as offering greater financial benefits for carrying out work in the UK.

A new long-term route for skilled workers is being promoted as granting
Britain access to skilled workers. Whilst it is envisaged this route will work
in a similar way to the current visa system, it has been confirmed that there
will be a number of practical changes. For example, although sponsorship
will be required there will no longer be a cap on the number of skilled
workers as there currently is for Tier 2 (General) visas. The requirement for
recruiters to carry out the resident labour market test, i.e. to advertise the
job within the UK for a specific period of time in at least two locations, will
be removed but payment of the Immigration Skills Charge will remain. Skills

LEGAL FOCUS

Peninsula Group operations director and
HR expert Alan Price on the current state of
international recruitment affairs.
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requirements will be lowered to include those with intermediate level skills
and the minimum salary threshold will remain in place, but the level of this
will be consulted on. Although the government appears willing to listen to
recruiters on matters such as the minimum salary threshold, this leaves
key parts of the policy unclear at a time when recruiters will already be
considering their future recruitment plans.

Taking action

To combat the uncertainty that Brexit and new immigration laws are having
on recruitment plans, recruiters are being advised to start looking at

new initiatives to ensure development plans and opportunities are being
fulfilled in a ‘worst-case scenario’. These may include upskilling of current
members of the workforce, providing roles which undertake training ‘on
the job’ such as apprenticeships or making changes to their targeted
applicants. For example, the restrictions on movement do not apply to Irish
nationals who remain entitled to freely travel and work in the UK under the
Common Travel Area. Recruiters seeking a timely applicant, without paying
significant costs, may choose to target Irish nationals who can evidence
they have the necessary skills and qualifications. There are subsequent
risks of doing so.

In order to have a well-considered recruitment strategy in place, recruiters
will be required to remain abreast of the potential changes or amendments
being caused to immigration by the enduring Brexit process. Further
details on how the new immigration policy will apply in practice are likely to
be released closer to implementation, whilst the pressing matter for many
remains what process will be used to recruit EU nationals in spring 2019.
Without full details, recruiters are encouraged to carry out an extensive
review of their needs to ensure they are in the best position to take action

should they face a negative outlook. B
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f you thought ‘ghosting’ was something confined to the world of ill-fated

| romance — and only if you're very unlucky — then you're sadly wrong.
Over the past year, this appears to have filtered into our working lives

and is impacting businesses right across the globe.

Imagine the scenario. You've been working on a great role for one of

your top clients and find the perfect candidate to fit the brief. They nail

the interviews, receive an offer and, after some negotiation, a start date

is agreed and contracts are signed. The start date arrives and you call

to check in with the candidate, but no answer. A concerned call from the

client to say they’ve not turned up, followed by days of unanswered calls

and emails — this is defined as job ghosting.

If this sounds familiar, you're not alone. Our latest Recruiter Sentiment

report — which surveys 600 recruitment and HR leaders in the UK —

revealed that 95 per cent have experienced candidates disappearing

after an interview or accepting a role. If you haven't experienced it yet,

unfortunately, it's likely you will over the next year: almost half (48 per cent)

claim that the number of candidates ghosting has risen over the last

12 months.

In some areas of the country the problem is even more severe: in southern

England, only 40 per cent of recruiters have witnessed an uptick in

ghosting, while in Northern Ireland the figure is a staggering 66 per cent.

In fact, only five per cent of recruiters told us that they have no experience

with the practice.

Why are recruiters stood up?

In today’s world of digital natives, email and social media, it's easier than
ever to stay connected. Having this online presence consequently takes
away from the traditional face-to-face communication, which is clearly
having a knock-on effect on the recruitment industry as well. This makes
it easier for candidates, in some cases, to detach themselves emotionally
and disappear in the same way they would online.

In the words of Abakar Saidov, CEO and co-founder at recruitment
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startup Beamery, “people have become more averse to having difficult
conversations, which is why having good relationships is so important.”
Amanda Bradford, CEO and founder of the dating app The League adds:
“ghosting has almost become a new vocabulary” in which “no response is
a response” for people — this behaviour is now coming to the jobs market.
Another major factor is the UK job market situation overall. Employment

levels here have hit an all-time high of 32.54 million at the same time as job

vacancies have been rising rapidly. Linkedln Recruiter Sentiment survey
showed that nearly half of recruiters (46 per cent) saw a greater supply of
candidates on the market than available roles last year, and 48 per cent
said the rise in hiring was driven by more vacancies.

This is creating a tight and candidate-led labour market, which is being
exacerbated further for the talent industry by skills gaps in areas like
digital and soft skills. So in some sectors candidates are being spoiled for
choice, creating a buyers market and stiff competition for recruiters and
businesses.

For those that have experienced ghosting, our research shows it's been
taking its toll on their reputation and relationships with clients. One in

five recruiters (21 per cent) said they’ve lost a client after losing the right
candidate and 19 per cent say it's damaged their reputation as a recruiter
or hiring manager.

This has subsequently lead to recruiters starting to adapt their approach
with 34 per cent telling us the rise in ghosting has increased the time it
takes to hire, and 24 per cent actually calling a hire on the first day to
check they’ve show up.

How to prevent ghosting

Relationships matter and as much as it sounds obvious, this should be at
the core of everything you do. Recruiters are natural connectors so use
these skills to build even stronger bonds with your candidates. Meet them
face-to-face and build rapport and trust so that if your candidate is having
cold feet they know they can turn to you for advice rather than giving you
the silent treatment. Be open and transparent with them and expect the
same, so you have clarity if they are in a run-up for several positions.

Don’t ghost them first:

Keeping candidates constantly updated can be time consuming, but it's
more important than ever. If you're not responding to someone quickly
after they've had a job interview, or keeping them posted after you've put
them forward for a role they’ll get frustrated. It could be the difference
between them accepting another offer in the meantime or not responding
to your messages when you need them to. It sets the expectation for the
relationship. It's a two-way street, so keep your candidates in the loop and
hopefully they’ll do the same for you.

INNOVATION

Jon Addison, head of talent solutions at LinkedIn
UK, ponders the thinking behind ‘ghosting’.

Understand what your candidates want:

Spending time screening jobseekers and putting the emphasis on their
career goals and development over open vacancies will pay off. It might
highlight a priority that could be the difference between them committing
to a job or not, like flexible working or training investment. Building this
trust from the start will mean both sides are invested in the relationship
and you're less likely to get a no-show on the first day.

Supporting them through the process:

Our data shows that 83 per cent of candidates say a negative interview
experience would make them not want to take a job. This shows how
important it is to make sure candidates feel supported and well prepared
to avoid them dropping out after this part of the hiring process.

Putting in the time to walk them through what the interview will entail,

ensuring they have all the background they need on the interviewers
as well as giving them the opportunity to talk through any concerns or
difficult questions will make a big difference. How you respond after the
interview is even more important. It's the basics really, but calling them
straight after and checking in every week until a decision is made will
keep them invested and avoid any surprises like other job offers or a
change of heart with no warning. Take time to pick up your phone and
call them instead of just sending follow-up emails.

This is all as relevant and important for candidates who are no

longer being considered for a role, neglecting them will set negative
expectations for future roles which is not what anyone wants. You want
to match the role with a qualified candidate and the candidate wants to
find the right job. It's a reciprocal relationship where both sides can win
big time. |
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COVER STORY

SONMEWHERE

post-Brexit world for employers is that there is no one version of it.

“Instead, employers are expected to prepare for all eventualities of
Brexit.” As Malik goes on to say at the moment this means understanding
how the multiple versions of the immigration system could work depending
on a deal, no deal, the varied editions of the EU Settlement Scheme and
what happens between 29 March 2019 and the start of the new Immigration
scheme forecast for 2021.
His assessment of the legal problems facing the recruitment function can
be found on our app version of the magazine — and readers should also
refer to this month’s Legal section too.
“Last year the government issued a series of technical notices, one of
which was entitled ‘Workplace rights if there’s no Brexit deal’,” comments
Robert Bates, employment expert at Jordans Solicitors. “This technical
notice stresses that immediately after 29 March 2019, workers in the UK
will continue to be entitled to the rights they have under existing UK law.
This includes those laws that originate from EU law, such as the working
time regulations, family leave entitlements and legislation to prevent
discrimination.”
In the short term then, the government says there is no plan to change
policy — a situation designed to ensure a smooth transition. “With limited
exceptions, the employment rights which staff enjoy — including those staff
working in the UK on a temporary basis — will be the same immediately after
Brexit as before,” explains Bates. “How this will change in the medium to
long term is a point of much speculation in political circles, which is not very
comforting for employers and employees living in the real world.”

| | amza Malik, associate at Clarkslegal said the difficulty with the

No confidence

Malik agrees the current scenario is unsettling for all concerned: “The
situation does not fill anyone with confidence,” he says. “The employers

on one hand would be deterred from recruiting EU nationals, having no
clear indication on Brexit, and it would also discourage EU nationals from
applying at all.

“This creates a dilemma for EU recruitment for employers as currently
around 25 per cent of UK businesses employ EU staff,” he adds. “Whilst the
government may say that they will have a unified immigration system ready
for 2021, they do not say what it expects employers to do for the intervening
period until that scheme arrives.”

Recruiters (and to be honest recruitment journalists) are growing tired

of waiting for the uncertainty to lift in order to act. Indeed, the ever

nearing date of EU departure means inaction is becoming impractical.
Unsurprisingly some recruiters have started down the road of making their
businesses internationally operative, no matter what the next few weeks,
months and years hold.
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“We're already seeing a reduction in the number of EU-based candidates
and EU nationals applying for jobs, and this is going to have an especially
big impact on the tech industry, where there’s already a talent shortage
and the market is extremely competitive,” says James McDonagh, director
of EMEA, at Frank. “The number of EU nationals in the country’s workforce
as a whole fell by around 86,000 last year — the biggest dip we've seen
since records began in 1997.”

McDonagh notes the significant reduction of the talent pool this represents
and unfortunately he sees resources shrinking further. But he believes
recruiters can do a lot to help sustain the talent pipeline — supporting and
suggesting alternate staffing initiatives like returnships, work placements,
and upskilling programmes to help address the skills gaps.

“It's difficult to put any solid plans in place when we're still not sure what
the legislative landscape is going to look like in the future, or how severely
the economy will be affected, but already many recruiters — including
ourselves — are thinking about workarounds,” he says. “There are ways
and means of getting around leaving the single market, for example
opening satellite offices abroad, or entering into mutually beneficial
partnerships with European peers in the staffing sector.”

Indeed, Frank Recruitment Group count themselves lucky in that respect
since they have the scope and the scale to be able to put down roots in
Europe and secure a real foothold. “When it comes to adapting the way we
approach recruiting international talent, it certainly won't hurt to sharpen up
your sales skills,” adds McDonagh. “Even in the most healthy job markets,
with the ambiguity surrounding the UK’s status within the EU, candidates
from outside the country will likely need a little more convincing to relocate
for arole.”

Seeking settlement

Lewis Fawsitt, corporate sales director at Acorn Recruitment explains how
his business has sought to offer reassurance, advice and practical help

to their employees: “In the first instance, to offset the possibility of losing
our current EU employees, we have reached out and encouraged them to
prepare settled or pre-settled status applications before Britain leaves the
EU,” he says. “We've broken down important eligibility information, advised
on key dates and highlighted that the process will be digital, quick and
user-friendly. Notably, since the fee has been waived, there is no financial
barrier for those wishing to stay. Everyone at Acorn and our clients are
keen for our EU workers to remain in the UK.”

As Brexit becomes a reality and the legal changes bite, Fawsitt is
anticipating an increase in the time and resources required to bring EU
nationals to work in the UK for the first time. This in turn will impact on the
need for longer-term talent attraction strategies and dedicated resources.
“The biggest impact is likely to be felt in the volume labour market,” Fawsitt

COVER STORY

Brexit and immigration policy has introduced more
challenges for the recruitment industry. Simon Kent
explores what recruiters can do at a time of uncertainty.
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Challenges increase

says. “The changes being introduced for EU citizens will be similar to the
migratory regulations that exist for non-EU citizens and avenues to bring
in low skilled labour and fill roles in services not listed on the UK skills
shortage list could be removed. This will impact a number of sectors,
particularly agriculture, manufacturing, warehouse/distribution and
construction, and while there has been discussion of making a short-term
or seasonal visa available for certain unskilled categories, recruitment
challenges in these areas are likely to continue.”

Talking point

Global language services provider thebigword has taken similar steps
among its workforce, putting in place plans for all eventualities, including
supporting its own 57 EU national staff in their applications for settled
status. Having set funds aside for the purpose, thebigword is sponsoring
all its staff members’ applications for settled status and assisting them
throughout the process.

The company works with a network of more than 15,000 linguists in the
UK many of whom are EU nationals. The company is also campaigning
with the Association of Translation Companies (ATC) for priority status

to be given to the linguist community living in the UK since they offer
services to the UK government and the NHS. The expense related to
these preparations will continue and the company has already put aside a
contingency fund to address any rising challenges upon EU exit.

“The settlement process is going to cause disruption for businesses and
their employees,” says thebigword’s chief executive officer, Nihat Arkan.
“It's crucial for the industry to work together to ensure government HR
policies help our EU workforce. That's why we're doing all we can to make
the transition as easy as possible and providing know-how, financial and
legal support to all our EU employees.”
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Even now, with Brexit less than a month away, Fawsitt ranks talent
availability and business uncertainty as the biggest challenges for
recruiters. “If demand for candidates continues at current levels, it

is possible that the market will become even more competitive,
resulting in higher wages,” he suggests. “Whilst wage growth will be
welcomed by many, it may have the adverse effect of pricing smaller
scale companies out of business, unable to compete with their

EU counterparts.”

That said, Fawsitt notes one positive impact of current skill shortages
has been a movement toward more diverse hiring. “Our clients are
keen to increase the social value of their organisations and offer
opportunities to those candidates furthest away from the job market,
such as ex-offenders, the homeless and long-term unemployed,”

he says. The company is also urging employers to look at new and
alternative UK talent pools, from the latest Gen Z graduates to senior
workers who are not yet ready to retire.

Could diversity and a more fully engaged workforce be a silver lining
in the current clouds? Or will there inevitably be a shift in the political
world enabling certainty to enter the workplace and recruiters — and
employers — to finally get their ducks in a row and ensure UK plc is
at least ready to combat the waters ahead? Unfortunately, this article
has to finish with as much uncertainty as where it started.

“Overall, Brexit can be particularly stressful for EU employees, which
can then lead to job insecurity and negatively impact an otherwise
content and productive workforce,” says Robert Bates. “Managing

a workforce isn’t always easy at the best of times. Brexit has

created new challenges and the future in the medium to long term

is uncertain.”
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Recruitment companies
appoint top level talent to drive
businesses forward.

Onezeero managing director

Specialist staffing company Onezeero, part of Impellam Group, have
announced the appointment of Justin Hall as their new managing director.
Justin joins with over 20 years’ industry experience, the past 14 of which
were at Onezeero’s sister company Lorien, where he was a core part of the
senior leadership team.

Specialists within the technology sector, Onezeero currently recruit for
over 300 clients, including half of the companies on the FTSE 250. With

70 per cent growth over the last five years, they are in a strong position

for 2019, including plans to expand internationally, and Hall's expertise is
seen as crucial. He has a wealth of recruitment experience in the UK and
USA, across both 360 and Delivery disciplines. In his most recent role he
managed some of Lorien’s largest customer accounts, ensuring that their
market leading recruitment solutions delivered the talent required.
“Onezeero has a powerful and trusted brand within the marketplace — we
are specialists in what we do and customers really value our expertise and
candidate network,” says Hall. “I'm looking forward to driving this further
and becoming the go to brand for customers and candidates alike. We'll
be scouring the market for ambitious recruiters, who want to join a dynamic
company on an exciting growth path.”

Claire Marsh, CEO of Lorien Resourcing, has seen Hall’s ability first hand
and believes he is the perfect person to help Onezeero take advantage of
the growing tech market.

“It has always been important to me that we enable our people to progress
their careers with us,” says Marsh. “| am therefore delighted to see Justin
take the helm at Onezeero. Justin is one of the most passionate and

driven individuals | have worked with. His natural charisma and supportive
nature has seen him respected by recruiters and customers alike, and his
extensive experience will ensure that Onezeero continue to provide the

L EADING
LIGHTS

specialist service they are renowned for in the ever evolving technology
space. There’s no doubt he has the ability to take Onezeero to another
level, as we continue to invest in people and infrastructure to support the
growing tech market —in the UK and beyond.”

Marketing, digital and technology recruitment practice Forward Role has
boosted its team with the appointment of Richard Jones who joins as
executive search director for the FR Executive brand.

With over 20 years’ of international executive search experience, as

a strategy and transformation recruiter and a successful track record

of leading and delivering global campaigns, Richard’s remit will be to
continue the rapid growth of the FR Executive technology division. Richard
will join Forward Role directors Steve Thompson and Brian Johnson in
building the FR Executive offering, which works nationally across high
growth sectors such as retail, eCommerce, technology and FinTech, with
clients ranging from FTSE 100 businesses to private equity and venture
capital backed scale ups.

Forward Role founder Steve Thompson said: “We're delighted to welcome
Richard into the business. He brings to the table an enviable network of
talent and blue chip contacts in the technology and transformation space.
His drive and passion for delivering world class talent fits perfectly with our
company culture.”

Joining Richard at Forward Role’s city centre Head Office, are three new
recruitment consultants to the Forward Role brand.

Grant Dove is a recent addition to the businesses technology department,
heading up Java recruitment. Luke Finney will boost the contract

function as an ERP consultant and Charlotte Callaghan joins the London
digital team.

The new hires take the Forward Role team to 35, making it the largest
specialist marketing and digital recruiter in the north of England and a
major player on the UK recruitment scene.

February 2019

www.theglobalrecruiter.com




TECHNOLOGY

RECRUITING

FOR Al

rtificial Intelligence is slowly taking over our day to day lives
— especially when it comes to the workplace and using tech to

enhance and fast-track tasks.
There are many sectors in which Al can help improve services
- specifically national health services, banking and legal services.
Not only do some of the biggest names in tech debate over the future
of Al and how it continues to make life easier and better for many, but
we are now seeing some of the biggest tech companies now recruiting
heavily in Al.
It's also worth considering, not only the roles that could be replaced
with Al but the process in which they will be replaced. Recruitment
is a very hands-on and often a very manual role with a long process
of applications, vetting for both skills and character, interacting with
recruitment platforms and interview stages. Al could, in the future, make
recruiting easier and quicker by improving the process and helping with
those mundane tasks no one enjoys.
Being able to say goodbye to tasks like scanning through job boards or
first round vetting phone calls would leave recruiters with more time to
focus on hiring the right person for the job versus the tasks needed to
make it happen.
It seems overall that the use of Al in recruitment will have a positive effect
on saving both money and time in several areas. The quality of hiring will
increase as Al tools can evaluate candidates CVs quicker and in more
detail. There is also an added positive of using Al in recruitment of an
unbiased decision. Human intervention always implies a certain share
of unconscious or conscious bias, Al solutions are able to minimise
this element. Companies get a great opportunity to hire only the best
candidates based on their real potential, as all the decisions are made
taking into account data and CV only.

WHO IS RECRUITING FOR Al?

Toks a look ut the grophkic below and wse the sort-by butions to ses which cempanies ars leading the way
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Alexandra Berger,

senior marketing leader,

RS Components, delves

into research on Al employers.

Given this, however, who is recruiting for Al roles the most and is

making big steps in looking toward the future? With Al-related jobs more
than doubling over the past three years and job postings related to Al
increasing by 119 per cent, RS Components has analysed job posts from
some of the world’s biggest tech companies to discover who has the
highest percentage of Al-related job openings.

Front runners

Microsoft leads the way with 1,964 Al job openings, equating to 36

per cent of the total jobs they have on offer. With Bill Gates being one

of the world’s richest people still, this is no surprise — Microsoft still

leads the way with some of the most innovative and thought-provoking
technological inventions.

Nvidia follows in second place with 837 of Al job openings, equating to
33 per cent of total jobs they have on offer. The computer game company
designs graphic processing units for the gaming and professional
markets, so using systems and analytics such as Al helps with processes
and development of new games.

A former Google Exec has predicted that Al will replace 40 per cent of
jobs in the next 15 years. The Google Exec stated that Al will allow entire
new industries to be built from the ground up with automation in mind. Al
will be cheaper than human employees, however, it will also create new
roles, as well as replace current ones.

Popular social media platform Facebook and streaming platform Netflix
make it into the top ten with Facebook offering 191 jobs in Al, six per cent
of the total, and Netflix offering 35, also making up six per cent of the
total jobs they have on offer. Both companies are growing rapidly and are
having to set new trends to keep up with technology, so it's only right that
they are in the top 10 companies that are hiring in Al the most.

The largest tech company in the world, Apple, comes in at number

12 with 129 Al jobs on offer, only three per cent of their total 4,574 jobs
available. Apple is one of the most innovative companies in the world

— alongside Google — so it may come as a surprise that they are in 12th
place. This could be due to the fact that they are forward-thinking and
hired the majority of their Al roles a few years back.

Another innovative company in the technology business is Bezos’
ecommerce platform, Amazon, which comes in 15th place offering 297
roles in Al, two per cent of its total 18,781 jobs on offer.

It's clear that the technology sector prioritises hiring in Al, but which
sectors will be next to drive up the market and start boosting their
recruitment in Al?

Take a look at RS Components’ interactive Al data: http://dld.bz/hq7SG
which highlights all of the companies which are recruiting in Al. i

¢ Human intervention always

implies a certain share of
unconscious or conscious
bias, Al solutions are able
to minimise this element. ¢



ANALYSIS

PROMOTING

TALENT

ublic relations is thriving. According to the CIPR’s State of the
PProfession research, the industry’s workforce has grown by

almost a quarter (22 per cent) over the past four years. Amid an
uncertain geopolitical climate, businesses are turning to communications
professionals to build relationships with key stakeholders. An impressive
84 per cent of in-house teams and 96 per cent of consultancies are either
growing or stable in size. Demand for services shows no sign of slowing.
For recruiters this means demand for PR professionals emphatically
outweighs supply. Comms recruiters such as Rueben Sinclair report that
successful candidates often have two or three options available.
It also means landing top level candidates is harder than ever before.
From media relations to social media and internal comms, the demands
on modern PR professionals are vast. Long gone are the days of PR
professionals relying on a contact book of journalists and a knack for
copywriting.
According to CIPR research, management of people, strategic planning and
crisis management are the skills demanded most by PR recruiters. Finding
people who fulfil these demands in a candidate-led market can be tricky for
employers and recruiters.

Advice service

It's why the CIPR recently launched its Client Advisor Service. The Service
connects businesses hiring PR staff or agencies with experienced CIPR
Client Advisors. The Advisors — all of whom are Chartered PR Professionals
— can help businesses identify their PR needs and provide support by
preparing job descriptions or briefs and joining interviews or pitch panels.
Another consequence of the current market demand is that candidates
often don’t need to be on jobs boards. Smart employers are proactive in
their approach, using digital platforms like LinkedIn to entice candidates
who meet their needs. Many PR professionals have grown accustomed to

Koray Camgoz, public
relations manager, Chartered
Institute of Public Relations,
on landing PR talent.

receiving messages from employers and recruiters.

This is particularly the case across the industry at management level. Roles
requiring candidates with 4-6 years’ experience have become notoriously
difficult to fill. Talent shortages in PR’s booming sectors

—notably B2B and healthcare — are prevalent and salaries within those
industries tend to be higher as a result.

The average salary for a UK PR professional has grown to £52,000 but
salaries no longer dictate career decisions in the way they once did.

PR professionals tend to take a holistic look at a company before making a
decision.

Candidates are influenced by a range of factors; is it a place that values
the employees’ voice? How does the business impact society? Are flexible
working opportunities supported? All of the above may be scrutinised and
often discussed on sites like Glassdoor, which help shape candidates’
perception of organisations. Understanding and communicating your
employer brand has become imperative.

PR professionals expect to know what it’s like to work at an organisation
before they step through the door. It’s vital that employers use their website
as a window to perspective employees. Videos or interviews with current
employees can be a smart way to influence candidate preference.
Navigating the PR jobs market from a HR perspective can be complex and
time consuming. If you're recruiting for an in-house PR or communications
role, or interested in hiring an agency, make sure you check out the CIPR’s
latest guidance on recruitment. The guides promote the breadth of public
relations’ capabilities and feature practical advice and case studies. B
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STRATEGIC DATA:
ANALYTICS AND
TECHNOLOGY

Like it or not every recruitment company produces data and information
with every phonecall, computer click, CV received and decision made.
This information can be used to simply record what has happened

—an audit trail, perhaps, or a clear indication of work carried out by the
business. However, this same data can hold the key to a successful
future — indicating lucrative markets, potential efficiencies or just a route
to a better organisation.

With help from today’s technology market, recruiters can think smarter,
and act smarter and faster than ever before. With the right system
plugged into the right parts of your business you can swiftly locate
where the business is flying and where there may be a path to greater
success. Whether it's a question of analysing the actions of a consultant
or considering the interactions between your business and a candidate
or client, by understanding what has happened you can determine
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What information is your
business creating, and
how can you benefit?

what should happen in the future and the best way for it to happen.
Technology doesn't just deliver this information, it can deliver it in
real-time, just when you need it. The right system will crunch the
numbers thrown at it and deliver meaningful information to there
business in an easy to access format right when it needs that
information. The use of gamification can offer fantastic tools to motivate
consultants to do more. The ability to dive deep into data, to compare
and contrast findings with other data enables recruitment companies
to become more strategic in their operation, to target their efforts and
resources like never before. Ultimately to become market leaders for
the sectors they serve.

It's time to find out more about what's possible and what'’s available.
The technology market is fast moving and the possibilities offered by
technology are growing almost on a daily basis. B
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Strategic Data: Analytics and Technology

Advertorial

Our Relationshipwith D

has to Change

By Joe McGuire

From the moment we wake up, we check our phone to see what’s in our
calendar, what the weather is going to be like and if our daily commute
is going to be normal or arduous. Based on this real-time information we
choose what to wear, what time to leave the house and we begin planning
our day. It's only when recruiters, managers and directors enter the office
that they fall back into decision-making with their gut feel.

They say that data beats emotions and there’s an enormous amount of
data travelling through every agency each day.

Yet, only a small portion of businesses are turning that into useful

insights and an even smaller number have them to action when they

need. The advantages of leveraging useful data are unquestionable and
the recruitment industry is simply not using data as it could. Agencies
have to think much, much bigger than reporting on the number of jobs,
placements and headline outputs. They should be looking at how data can
become the cornerstone of their growth and performance.

I’'m a big believer that if you continue to do what you've always done, you
will get what you've always got. As an industry that’s progressed rapidly in
recent years, the questions we ask of our agencies and their performance
have not moved forward. Instead of looking at your ratios and asking
people to deliver more, you could be using your data to identify the inputs
that produce the outputs and will drive individual billing.

An appetite for change

Useful data is the new oil and needs to undergo a similar process of
refinement to deliver its highest value. Simply investing in an analytics
platform or data-driven technology is not the silver bullet that many

may hope for. I've seen too many examples of agencies implementing
technology that simply maintains the existing problem they’re trying to
solve. Any tool you're working with will offer little advantage if the quality of
data going into it is questionable.

You can only work with the data that’s there, which is why any
advancement with technology has to go hand-in-hand with addressing
data quality. I've sat down with hundreds of agency owners across the
world and asked them all about their plans to grow and how they intend to
achieve that?

| often find that the reporting, analytics and data that they’re working with
might be answering their questions, but the questions they’re asking aren’t
always right. Are you able to identify which clients are most profitable, why
some consultants are performing and others aren’t and where you could
be optimising your growth?

-
If it takes you more than a couple of clicks to customise a report or
measure the performance of an individual, team or metric then you're
losing money, time and insights. You're losing opportunities. cube19 is
there to anticipate and shape your steps forward towards growth. It's the
personal trainer in the gym telling you the necessary actions to achieve
your goals. It's not admin. It's an opportunity.

When we were building cube19 we knew that if we didn’t address the data
quality concerns then the insights coming out would be compromised.

As part of our platform, we introduced a suite of gamification tools and
delivered company-wide visibility on performance to dramatically increase
the adoption of CRMs. Real change has to come from agency owners
challenging the perception of data entry as admin. It's not something to be
recorded in downtime or backdated after a placement. It's not a chore, it's
an opportunity and it only works if the data is accurately logged.

Consultants and especially those underperforming are going to be
reluctant to step away from selling to perform what they consider admin.
Unless they see it as truly valuable towards their own performance. One
of the biggest opportunities for strategic data is to transform the outdated
attitude of stick-bearing KPIs into a performance driven culture. By that

| mean instead of measuring results, you measure the behaviour that
drives the billing. If you can show your consultants with pinpoint accuracy
exactly where they need to prioritise and improve their activity to increase
their billings - they are going to listen. That's why the entire relationship
recruitment holds with data has to change and | think that extends far
beyond the influence of technology to become a cultural shift in attitude.

cube19 is the world’s leading growth analytics platform for the global
recruitment industry. We help recruitment companies to increase revenue,
achieve growth, improve data quality and drive the performance of teams
by putting data at the heart of every decision.

If you're interested in why the world’s leading agencies are partnering
with us, we can take twenty minutes to show you the tangibles behind

what growth could do for you.
cubel?

Book your no-obligation demonstration
at www.cube19.com
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| recently had the opportunity to
attend the Recruitment Agency
Expo 2019 in London. As you
can imagine, much of the event
centered around Strategic Data,
analytics and technology. In
speaking with recruiters and
sitting in on some of the incredible
lectures | was able to learn a lot. I'd
like to share some of these insights
with you.
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Categories are now OPEN for entries via The Global Recruiter website and the
finalists are invited to join us at the awards ceremony taking place on the 20th
June, at the Café de Paris, London.
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Jill Strange, vice president, science applications
at Infor, says diversity can be addressed through

ON DIVERSITY

a competitive advantage over those that do not. In fact, diversity

and inclusion are intrinsically linked to a company’s innovation and
strategy, enabling a more creative and agile organisation. It is no wonder
that one of Gartner’s top 10 predictions for IT organisations in 2019 is
that more than three-quarters of larger enterprises will set their diversity
and inclusion goals against a 2020-2022 timeline.
As more companies set goals to ensure workforces better reflect the
diversity which exists in their communities and industries, the spotlight
will start to shift to their real world metrics and whether they are achieving
these goals. When it comes to human capital management (HCM), we
are quickly approaching an inflection point in which talent analytics can
support subjectivity with objective data driven decisions that will make
diversity goals a reality. While these hiring solutions can help create a
more objective and fair hiring process, Human Resource (HR) leaders
must understand how the technologies work and incorporate them into
their process ethically if they want to succeed in their goals.

There is no doubt that more diverse and inclusive workforces have

An unbiased referee

While the recruitment process is inherently subjective, with managers
subconsciously accepting applications and individuals who they find
relatable, technology can step in as an unbiased referee. Businesses
can build more inclusive work environments by leaning on talent
analytics to provide a deeper level of insight into why a candidate may,
or may not, fit into a certain role. For instance, HR professionals can
leverage job specific performance data to identify the behavioural
preferences that are most conducive to successes in a particular
position. Tools that use artificial intelligence (Al) and machine learning
(ML) can match jobs to candidates with the best attributes for the

role, enabling greater efficiency by cutting down on valuable time HR
specialists spend sifting through resumes and other hiring materials.
By focusing on behavioural preferences in the early stages of the
screening process, talent tools can automatically flag the candidates
with the highest probability for success. More and more companies
are creating ‘ideal’ employee profiles to hire against to eliminate bias
and help HR professionals find the best-fit candidates. If they are not
careful, however, creating these profiles can also lead managers to
perpetuate the hiring of the same groups over and over which can hinder
a company’s diversity efforts.

With great Al comes great responsibility

While candidate assessment is not a new concept, using Al to
help speed up the recruiting process is still in its nascent phases.
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Overcoming the unconscious bias which plagues so many in recruiting is
a challenge. Training people to avoid bias is rarely effective. But through
removing ‘gut-feel’ and training Al to focus solely on attributes pertaining
to the role, suitability and anticipated performance the best, most
objective decisions can be made.

In fact, when embedded into dedicated talent acquisition and
management applications, Al can help organisations identify not only
who is the best fit for a role, but which candidates are likely to perform
better and stay with the company longer. Through taking this approach
and using objective criteria free from bias, organisations can increase
their levels of diversity, testament to which is that we see a 26 per

cent increase in diversity (race and gender) when companies use Al
embedded in dedicated talent science applications which are designed
specifically to recruit and retain talent.

But as more companies continue to bet big on Al to help them overcome
unconscious biases, it is crucial that HR leaders work with Al throughout
the hiring process, rather than relying on it to solve institutional bias.

Al is generating unlimited opportunities for the use of data and new
analytic techniques in the workplace, which is why they must be ethically
leveraged and implemented.

Data mining techniques in which all types of data are thrown into a
model and used to filter candidates regardless of its job relevance must
be scrutinised by HR professionals. Such methods have come to the
forefront in recent years as they allow companies to examine trends

at a level that was never feasible before. However, to achieve a fairer
assessment of potential candidates, HR professionals should leverage
Al as a key part of the hiring process, rather than using it as the entire
process. In today’s digital landscape, big data does not necessarily
translate into smart data. While many assessment start-ups are relying
on vast pools of data for their prediction models, truly smart and legally
defensible talent solutions will target the characteristics most relevant

to a position, as opposed to features like facial expressions or spoken
word clusters, which can lead to unfair assessments based on irrelevant
information.

Leading from the top

As well as deploying its own talent science application as a means of
eliminating bias, Infor is focused on building a culture which is inclusive
and embraces diversity. As part of this, Infor recently appointed Diana
Cruz Solash as VP, Inclusion and Diversity (I&D), a role which involves
working closely with senior leaders and the entire Infor team to ensure
the organisation fully and consistently recognises, values, and leverages
the diversity each person brings, whether it is generational, cultural
background, ethnicity, gender, sexual orientation, abilities, experiences,

education or veteran status. Specific initiatives include equipping
employees with skills and resources to team and lead inclusively and
embedding inclusion and diversity into the processes that impact the
careers and sense of belonging of all employees.

There’s no question that diversity is good for the workplace, with increased
productivity, performance and profits just some of the reported benefits. And
there is little doubt that Al, embedded with talent management software, can

WANT TO START
YOUR OWN
RECRUITMENT
BUSINESS?

KEEP IT SIMPLE. GET IN TOUCH. % 01594 883518 ® sa

leadership, culture and Artificial Intelligence.

help reduce bias, making the hiring processes easier, and fairer.

But of course, a company has to foster a culture which makes diversity
and inclusion a priority. HR leaders must work with executive teams to
help establish the right culture and deploy the right capabilities. While

Al will never eliminate the need for human input and intervention, it will
become an increasingly valuable means of sourcing and retaining diverse
talent groups.
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his year is likely to pose a number of challenges for recruiters. While no
Tone yet knows what the real impact of Brexit will be on the labour market
- not least because no one yet knows what form Brexit will actually take
—there is more certainty around some of the other issues.
One thing for sure is that the market has continued to tighten. The employment
rate now stands at a record high of 75.8 per cent, while the unemployment
rate has dipped to a low not seen for more than four decades. In January,
the most recent data showed just four per cent of economically active Britons
were without a job — a 44-year low. Against that backdrop, tens of thousands
of employers are still looking to hire. There are currently around 850,000
vacancies, with very little slack in the jobs market. The net effect of these two

trends has been to make it harder for employers both to recruit and retain talent.

With that in mind, here are the key challenges recruiters will have to get to grips
with in 2019, and an area that provides an unexpected glimmer of light that
could mitigate much of the current tightness — the largely hidden pools of talent
that continue to go untapped.

1) Wage growth. Even though pay is nominally growing at its fastest rate in 10
years, rising prices of goods and services mean the purchasing power of the
average employee’s weekly salary is still only £3.50 higher than it was a year
ago — barely enough for a caramel latte.

This is prolonging Britain’s ‘lost decade’ of wage growth. If real wages had
continued growing at the pre-crisis rate, the average employee would currently
be earning approximately £130 a week more. In real terms, we are unlikely to
see sustained, rapid growth in pay until we see faster productivity gains. That is
because rising productivity is one of the most important determinants of wage
growth in the long run.

The charts comparing the post-crisis experience of the UK with that of Germany
illustrate this relationship. In Germany, the pace of productivity improvement
recovered after the crisis, but not in the UK, with pay following productivity’s
lead in both countries. Developments on the productivity front are something to
monitor closely in 2019.

Wages tend to follow productivity in the long run
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2) Brexit. Leaving the EU is likely to disrupt many sectors of the UK economy,
including those that rely heavily on European workers. The magnitude of the
disruption will depend on the details of any final Brexit agreement, which is still
making its way through a tortuous political process leading up to the March 29
deadline.

In the longer term, the trading relationship between the UK and the EU after
the Brexit transition period will be crucial. Will trade continue to be nearly
frictionless or will it suffer economic and administrative barriers? Will migration
policy support or hinder growth? The answers to these questions will determine
the extent to which Brexit affects the economy’s productivity and thus the living
standards of UK workers.

3) Hiring challenges. Low unemployment, falling migration and uncertainty
about post-Brexit migration policy mean businesses in many sectors are finding
it increasingly difficult to hire staff.

One possible solution for employers who need to find skilled staff is to target
under-utilised pockets of the market. There are pools of talented workers who
are currently underrepresented in the workforce and which might therefore
present a rich seam of candidates to employers who may not have considered
them until now.

All the single parents

A prime untapped talent pool identified by Indeed’s labour market analysis is
single parents, who number close to three million in the UK.

Unemployment rates vary by demographic group

Unemployment rate (Labour Force Survey, Q2 2078)
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A large portion of single parents are not economically active; typically those
who are not working, or looking to do so, while they prioritise their families.

But of those that are keen to work, more than a tenth (10.6 per cent) are
unemployed. Essentially, single parents are less likely than the overall
population to participate in the workforce. When they do, they are more likely to
be unemployed than many other demographics, suggesting that they struggle
more to find a job than others.

People do not suddenly become less skilled after they have had a child. The
pool of single parents will have a wealth of experience and ability, while a career
break could help reinvigorate workers and encourage a fresh perspective on
aspects of business.

With one in nine single parents currently unemployed, employers who are keen
to grow their workforce should not overlook the skills this group can offer.

Attracting talent

However, those looking to tap into this talent pool may need to adapt their offer
to appeal more to single parents, whose priorities may understandably differ
from some of their peers.

Single parents are likely to be more limited in their flexibility, both in terms of
their working hours and in the distance from home they are willing to work. Yet
this should not be allowed to diminish their appeal to prospective employers.
Rather, forward-thinking companies that recognise the talent in this relatively
untapped pool should instead ensure they are as accommodating and enticing
as possible to single parents.

Indeed’s research showed that searches for flexible or remote-working jobs and
for ‘working from home’ went up by 71 per cent in the past three years. While
this interest is not unique to single parents, it is a reflection of a growing trend
most employers are more alive to and one that can only be beneficial to the
attraction and integration of single parents into a workforce.

Other perks like childcare provision will appeal more directly to single parents,
but flexibility, and the prioritising of a healthy work/life balance, will benefit
employees of all demographics.

Other talent pools to consider

While Indeed’s research identified single parents as perhaps the deepest pool
of untapped talent, it was by no means the only under-utilised collective that
employers might want to target.

Young people — in this case, those under 30 — are almost three times more likely
to be unemployed than those in either of the age brackets above them. The

TALENT POOL

Pawel Adrjan, economist at the global job
site Indeed asks where next for talent?

unemployment rate is 7.3 per cent for 18-29 year olds, compared with 2.7 per
cent for 30-49 year olds and 2.8 per cent for 50-64 year olds. The transition from
education or training into the workforce is not always a straightforward one, and
while many employers already work hard to target youngsters with high potential
and to develop them, there remains a large pool going untapped.

It is a similar story for people with disabilities. Great strides have been made in
integrating these workers — the number of new hires from unemployment for this
demographic has risen by 13.6 per cent in the past five years, with a rise of

6.1 per cent in those being hired from inactivity — but the unemployment level
still sits at 8.4 per cent.

As with single parents, concessions may need to be made for employers to
accommodate these workers, but there are undoubtedly skills on offer that
could yield a good return on investment.

The unemployment level for those from ethnic minority backgrounds is also
above the national average, currently sitting at 6.3 per cent. Like those with
disabilities, their line is moving in the right direction, with a 3.4 per cent increase
in new hires from unemployment since 2013. However, there is still a lot of
potential talent there employers could be investigating further.

It is worth noting that these groups are not mutually exclusive. One person may
tick more than one box — for instance, a single parent under the age of 30, or
someone from an ethnic minority background who is also disabled - so some of
these pools will overlap.

In any case, employers should be more aware of the talent that is out there.

The cupboard is not quite as bare as the headlines may make it seem and
these relatively untapped talent pools can provide some answers to the hiring
conundrums that employers now face with increasing regularity. Whether
employers manage to attract these groups into employment through higher
wages or benefits — or whether they respond to hiring difficulties in other ways,
like investing in automation — is a trend to watch in 2019.

How the labour market develops this year will partly depend on the exact form
Brexit takes. As always, the devil will be in the detail. But low real wage growth
and employers’ ability to attract underemployed groups into work are among the

key things to watch, regardless of how Brexit plays out.
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n the first month of 2019 The Global Recruiter teamed up with IF Payroll in
London to host a Recruitment Live discussion addressing the compliance
side of the recruitment industry. With an industry still smarting from IR35
changes in the public sector, the introduction of new liabilities through
the Criminal Finances Act 2017 not to mention possible new fines and
prosecutions through breaches of the GDPR, the industry is also facing
further challenges as IR35 changes are levelled at private sector companies
in 2020. This discussion was unlikely to be straight-forward and calm, but
it did illustrate the commonality of experience and views in the recruitment
industry as well as bringing home the fact that even with all these new
compliance initiatives, recruiters and recruitment service providers who want
to do things right are still having to deal with competition from companies who
want to cut corners. Indeed, despite everything it seems there are still clients
and candidates who are willing to ‘take a chance’ in order to get the talent
they want and maximise their returns. In attendance were:

Charlie Cox, Commerical Manager, SThree

Chris Griffin, Commercial Director, Social Personnel

Stuart Schuitmaker, Group Head of Contracts & Compliance, nGage
Recruitment

Jidz Khan, Associate Director, TSSI

Hedi Ouardani, Principal Consultant, Socium MSP

Ray Walker, Founder and Director, IF Workforce Group

Richie Smith, Regional Director, IF Workforce Group

Julia Kermode, CEO, FCSA

Simon Kent, Editor, The Global Recruiter

The conversation kicked off with Jidz Khan making the point that while
compliance may figure highly in the thoughts and strategic actions of
recruitment business leaders it is extremely difficult to get this reflected at the
coal face where sales are made. “You have a delivery team, usually young
people coming into the business, trying to find candidates and they're not
thinking about compliance,” noted Khan. “They’re thinking about the person’s
CV, the candidate and the client. Once they do get the right person then they
look at all the challenges they need to overcome to get the deal.”

Chris Griffin echoed the dilemma that this can cause for recruitment
businesses. Sometimes, in order to stay compliant it can be necessary to
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walk away from deals — whether on the grounds of what the candidate wants
or what the client demands. A less scrupulous recruitment agency may be
able to undercut a deal or pay the candidate more — they do this at their own
risk, but sometimes it's a risk they are willing to take.

Even the use of frameworks within some sectors has failed to result in entirely

compliant operations. Part of being an effective sales person is the ability

to overcome objections, so when a restriction — rates caps for example —is
introduced, someone somewhere will try to work out a way to overcome that
restriction if they believe they can benefit from doing so.

In terms of protecting a recruitment business from the perspective of

compliance, Stuart Schuitmaker made clear that if a company carries out and
records due diligence activities, there is little more it can do to protect itself. In

today’s recruitment market the heightened awareness of compliance means
it can fall to the recruitment business to educate clients about this issue and
explain what the risks are to carrying out business in a non compliant way.
SThree’s Charlie Cox noted that to further ensure compliance in the supply
chain, a staffing organisation can do so through the use of technology. A
carefully designed CRM or ATS system can ensure contractors are correctly
set up and that the decision on how they are engaged cannot be changed
without special authorisation from senior staff. However, as Jidz points out
problems often occur when the recruitment process contains manual activity
— it is then that employees are likely to cut corners, or choose the easy option
in order to secure their deal.

Highlighting non-compliance

Those around the table were united in feeling that compliance is only really
paid attention to when cases are picked up by HRMC. As mentioned above,
there is a sense that individuals and organisations in the supply chain
understand there is a risk attached to going outside the regulations, but
sometimes they’re quite happy to take that risk and benefit from the extra
finance or work they gain.

According to Julia Kermode, there are more resources being thrown at
compliance and this part of the employment industry by HRMC, but the
department is limited to some extent in terms of the amount of publicity and
attention they can bring to this activity. She also noted that lobbying both
HMRC and the wider political world was a challenge since the examples and
possible impacts of legislation as perceived by the FCSA are sometimes not
accepted by HMRC and MPs are essentially receiving their information from
Revenue and Customs as well. That said, Kermode reported that HMRC
had started to be interested in working with her organisation and others on
combatting the non-compliant umbrella companies which have emerged
following the IR35 changes in the public sector.

The round table discussed some of the wider options open to the industry in
order to reduce non-compliance. The way in which legislation continues to

be added to the industry in order to close loop holes, shut down schemes
and ensure everyone is taxed in a fair and equitable way is a little annoying
for the industry, but an alternative scenario where the entire tax system is
redesigned and re-implemented was acknowledged as impractical given the
time it would take and the fact that by the time it was implemented it would
no doubt already be out of date. As one participant noted, the gig economy
didn’t exist ten years ago, and in another ten years the employment world will
look different again.

While a greater level of licensing seemed to be more appropriate for the
contract side of recruitment as opposed to permanent placements, it was
also noted that even if the UK moved to legislate further in the area, the
international nature of recruitment may still defeat any compliance objective.
Without consensus across international business the likelihood of delivering
transparent and legitimate employment relationships remained unlikely.

The idea of licensing and greater regulation in terms of who was able to enter
the industry was raised, and while some options gained a positive reaction

— approaches from other countries, specific technology solutions that would
patrol employment relations — it was also noted that such moves could kerb
the entrepreneurial and innovative spirit of the sector. The fact that anyone
can set up business with a phone and an internet connection is both a
positive and negative facet of the industry.

The value of compliance

More encouraging however, were reports that some clients were now viewing
the issue of compliance as a value adding part of a recruitment service.
SThree’s Cox explained that his company had targeted their top fifty clients
across the board and specifically held meetings with them about the details
and impact of IR35 changes in the private sector. He reported that on some
occasions, rather than the conversation being met with confusion or limited to
their client's compliance specialists, they had found their presentations being
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Recruitment Live discusses the current
and future challenge of being compliant
in the recruitment industry.

opened up to a wider audience as their clients realise the importance and far
reaching implications of this forthcoming move.

As Ray Walker put it, the crucial part of this was to attach clear value to
compliant activities for the client. Compliance should not be a cost, a
constraint or an administrative nightmare, it is instead a way of driving an
efficient process:”If you follow this it will mean your deal goes straight through
from start to finish,” he said.

The meeting acknowledged that some clients would listen to this kind of
argument and that ultimately they did want to do the right things by their

staff and within their employment supply chain. But equally it was equally
acknowledged that some involved in the sector still didn’t truly understand
exactly what was going on within some employment relationships.

Overall, then, the discussion delivered a snapshot of a recruitment industry
trying to deliver compliant solutions in the face of some adversity. Even after
all the legislation, media reports and occasional cases it is saddening to

find that recruiters — and recruitment industry suppliers — are still having to
compete against less scrupulous suppliers who will exploit loop holes or push
their luck in order to secure a deal. One would hope that even without a series
of high-profile cases the general atmosphere around the industry would have
been enough to reduce these cases.

At the same time it seems offering — and making a big deal of delivering

- compliant solutions does put recruiters and suppliers at some advantage.
No one wants to see their business in the papers for the wrong reasons and if
a recruiter is delivering mission critical employees to a business the last thing
anyone wants to happen is for that supply to be jeopardised or scrapped due
to non-compliance.

Recruiters are already preparing for IR35 changes across the private sector
and it is good to note that a large part of this work is to prepare and inform
clients about the changes and possible impacts. At least that way recruiters
stand a chance of keeping clients and candidates on their side while still
delivering exceptional and compliant services. B
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Simplicity Margin Index:
Q4 2018 versus Q3 2018.

ngoing political and economic uncertainty mean that many
O people don't want to move jobs resulting in low candidate
availability in many sectors. With demand exceeding supply
for both permanent and temporary workers, the rate of starting salary
inflation remains high. As James Stewart, vice chair of KPMG, said:
“It really is a candidate’s market at the moment”.
Margins in the accountancy sector have increased by 2.43 per cent
to 18.61 per cent in Q4 and was one of the most in-demand areas
for permanent staff in December. As companies are expected to
become more risk averse in 2019, the focus will be on protecting
cashflow and understanding the impact of various financial scenarios
upon the business. Specialists in compliance and business
partnering are predicted to be in demand.
Meanwhile, margins in the construction sector increased slightly
to 13.86 per cent with civil engineering projects being reported
as the strongest performing area at the end of 2018. Despite
some companies not replacing voluntary leavers, a solid rise in
employment numbers were recorded across the sector in December.
A growing infrastructure pipeline is expected to become a major
driver of growth in 2019.
The engineering sector was another in-demand sector for permanent
staff at the end of 2018. Margins increased to 16.28 per cent in Q4.
Brexit and skills shortages are the main challenges facing the sector
for 2019.
The 70th year of the healthcare sector ended with major concerns
about the impact of Brexit upon staffing levels. Margins within
the sector dipped to 29.18 per cent in Q4. NHS England recently
published its ten-year plan but many argue that a radical overhaul of
its recruitment strategy is necessary in order to realise this.
Margins in the industrial sector increased slightly to 18.82 per cent
in Q4. The growth of new manufacturing orders reached a ten-month
high in December as clients started to build up stock levels in case
of Brexit disruption. Demand came from home and abroad with
export sales coming from the USA, Europe, China, India, Brazil and
Africa.
Despite margins slipping by 3.10 per cent to 23.81 per cent in the oil
and gas sector for Q4, North Sea exploration is expected to be back
in 2019. Development expenditure is projected to reach $7 billion
for the UK with an expected twelve project sanctions and up to 15
exploration wells drilled.
Margins in the IT sector remain largely unchanged for Q4 at 17.18
per cent. 2018 saw high demand for big data skills and increased
demand for cloud services. A diverse range of skills is expected
to be in demand in 2019 from mobile developers, coders, to cyber
security and data specialists. M
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THE RECRUITMENT
NETWORK

CHANGING

MINDSET

tropically themed room in the middle of January in central London
is as good a place as any to start thinking differently about what

needs to be done to scale up and outperform the market in 2019.
On Wednesday 23 January, The Recruitment Network welcomed 150
recruitment leaders to the Tropicana Beach Club in Covent Garden,
London for the Winter Huddle, offering members the opportunity, time and
access to ideas to drive profitable growth in 2019.

‘If everyone is thinking alike, then somebody isn’t thinking’
— George S. Patton

Since the beginning of the year, many of our members are
reporting significant growth, record years, tangible transformations
to their businesses in 2018, and confidence for 2019. Dubbed
#FeedingTheMachine, two critical business themes at the Huddle focused
the debate and ideas shared. Those themes were:
Business consolidation: With 61 per cent of employers anticipating
challenging economic conditions in 2019 (REC Job Outlook December
2018), it's vital that we're in the best shape possible. Let’s face it, nobody
can predict what lies ahead. However, teams which are solid, consistent,
profitable and well established are likely to ride any storm ahead.
We invited three people to join a panel chaired by TRN Board member
Simon Church to share their experiences of business consolidation. All
three — Sid Barnes (formerly executive director at Adecco and MD of the
Cordant Group), Sue Cooper (ex-regional director at Michael Page and
CEO at Morgan Hunt) and Chris Moore (Ex-MD and president of group
operations at Adecco) — shared from their wealth of experience a view of
the ‘must do’s’ when building a robust ‘consolidated’ business:
e Culture was a priority for all three — Know the culture you aspire to

and define the values, attitudes and behaviours which will create a

consistent culture
® Prioritise robust process and systems that work and add value

— processes define expectations and enable consistency. Get rid

of the ones that don't

4 8 February 2019
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e Be very selective about who joins the team. With the cost of a bad hire
potentially costing a business three times the salary of that individual
(REC Data), the hidden costs of wasted money on training, lost
productivity, replacement costs and impact on others is massive

e Earn loyalty from the team — what makes you a great employer/what's
compelling about your business as a place to work?

e Define and focus on your core market — build trust in the core market
through creating true expertise, building credibility and delivering
reliably and consistently

The second theme for #FeedTheMachine in 2019 was Scaling Up. A

consolidated, robust business with consistent processes, established

culture, reputation and a solid team is a great foundation for scaling

up. Without that, the risks increase. Business growth requires evolution

and innovation and the challenge of coming up with new ideas for your

own business requires fresh ideas and new thinking. This is where what
we've created at The Recruitment Network comes into its own. We're

all experts in our businesses, yet ‘expertise is the enemy of innovation’.

Having worked with 100’s of businesses in the last 15 years, | have seen

how challenging it can sometimes be to evolve, innovate and challenge

yourself when you live and breathe your business every day. From time

to time, the power of having others ask questions of you, challenge you

and giving yourself the time, space and permission to sit and think can be

incredibly powerful. As one member said at the end of the day “(I cannot
recommend the TRN enough), it's something like you wouldn’t expect —
recruitment firms from different locations/sectors/sizes all openly sharing
experiences, ideas and solutions.”

With a recent survey of TRN members showing that winning new, high

value business and sourcing talent are the biggest challenges in 2019,

being open to new ideas and ways to win more talent is now pivotal if you

are to experience success and growth.

Thinking differently is a skill as much as a mindset. We asked Guy

Browning, writer, filmmaker, author, speaker and creative guru to share

some thoughts and ideas about fresh thinking. Now, as the creative

director of Smokehouse, a global marketing agency, Guy specialises in
getting rid of clichés and breaking traditional ideas. As part of his talk, Guy
challenged members to reinvent certain products in a short space of time
with the ethos that no idea is a bad one. He demonstrated that if they gave
themselves the dedicated time, quiet and permission to think differently,
they can always come up with a better idea than those which are normally
relied upon.

Although many of us have golden rules which we like to follow, Guy

challenged members to break each and every one. As a result, he

demonstrated that by using lateral thinking, you can come up with a range
of ideas that you'd never normally produce, stating: ‘If it doesn’t feel simple

—we haven’t worked hard enough’.

THE RECRUITMENT
NETWORK

Gordon Stoddart, co-founder of The Recruitment Network

We then had a second panel chaired by TRN Board member Graham
Palfery-Smith with a focus on scaling up. Graham began by interviewing
our guests, ‘been there, seen it, done it experts’, Yvette Cleland (CEO at the
Clinical Professionals), Amy Gilman (HR director from the award winning
La Fosse) and Russell Clements (investor, business advisor and former
CEOQ at SThree). The panel shared their experiences of scaling up, lessons
learnt, and mistakes made. The panel unanimously decided that having
the right culture whilst scaling was incredibly important because whilst

you can train skills, finding the right culture costs nothing and produces
the best results. In order to do this, they all agreed that ‘cultural vampires’
need to be removed, regardless of how successful they are financially

for the business. If an employee does not fit the culture you are trying to
create, they can have a long-term impact on the business and team. All of
our panel therefore agreed that growing existing talent within the business
is the best solution, but only providing they have the right mindset and
cultural alignment.

The peer to peer debates which followed were based around developing
a 2019 plan to consolidate and/or scale, with members completing a
Consolidation and Scaling Up audit, scoring themselves from 1-5 against
the following key areas:

Consolidation: Scaling Up:
Strategic plan Brand development
Culture Investment capital
Profit Growth Strategy

Employee retention New market penetration

Employee performance Employee attraction

Operational rigor Account penetration

Cash flow Back office

Brand and reputation New product development

Core market penetration Product profitability

Cost management Strength/depth of leadership and management
Customer yield PE levers

Account spread International/regional expansion

Analytics and reporting  Learning and development

Risk and compliance Memorable client and candidate experiences

Walking away with a clear plan can be a game changer, creating focus,
engagement and accountability. Too often the pace of business and
recruitment has a negative impact on the quality of what we plan and do.
To end our New Year Huddle, Caspar Berry joined us, focusing on the
realities of risk-taking and decision making in the work place. Caspar drew
on his past experiences as a professional poker player to advise members
on how, when and why they should be open to taking risks while giving
themselves the best chance to make the right decision.

on thinking differently and scaling up.

Caspar opened his talk by suggesting that uncertainties often produce the
best results and there are little uncertainties faced by people every day.
However, in business, these are frequently ignored, but by embracing
them we can open ourselves to a range of new opportunities.

Similar to the poker table, Caspar argued that we make investment
decisions every day, whether that’s investing time, effort, money or
resources. However, these also have an uncertain outcome and whilst we
try to predict these outcomes, we are often worse at this than we think.

So, what do we do in the face of this uncertainty?

By navigating this uncertainty and risk and by calculating the long-term
average value of decisions, business leaders, like poker players, are aware
of the long-term goal they are trying to reach, allowing them to factor in
any short-term losses. Providing that their calculations are correct, these
quantifiable risks are often beneficial for the long-term, despite losses
being made in the short-term. In other words, think it through. It might go
wrong before it goes right, and not generate immediate returns, but if the
thinking is thorough, it'll bear fruit.

With 46 per cent of UK employers who hire permanent staff expressing
concern in Q4 of 2018 over the availability of candidates (REC Job
Outlook), it's become more important than ever to be thinking differently
about business strategy and how we can compete in 2019. Caspar tried to
demonstrate that some risk-taking, providing there is a long-term benefit,
can produce a lucrative return for businesses.

If it worked for people like Jack Welch and Abraham Lincoln, it can work
for the rest of us. Failure’s ok and more than that, a requirement if you want
to survive and thrive.

REC data also says 47 per cent of employers expect their businesses

to perform better this year and by thinking differently, getting the
fundamentals right and taking risks, it's possible to consolidate and scale
your recruitment business.

For further information on The Recruitment Network and the
chance to join us at the next Huddle in April, please contact us
on support@therecruitmentnetwork.com M
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Forsite Recruitment highlights o e e gy I 0 I ]H!i[r
similarities in global o j
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t may seem a bold step, but the opening of Australian-based Forsite Skills shortages, in key areas such as the STEM industries, are certainly
| Recruitment’s newest office in Chicago has been a combination of significant for both the Chicago and Sydney markets. According to the
common sense and fortune. The new venture is headed up by local HR Bureau of Labor Statistics, Chicago is sitting at five per cent. Australia’s
and recruitment expert Kelly Pallanti and will further expand the company’s figures, care of the Australian Bureau of Statistics, have has also just

international presence. Forsite Recruitment director Rachael Nelson says been adjusted to five per cent.
synchronicity was also at play when the company considered this option as “It's also an exciting time in Chicago as we're undertaking a billion-dollar
their next step. infrastructure plan, which recently included an extra 40,000 jobs to the

“We reached out to Kelly earlier this year to congratulate her on winning a economy,” Kelly said. STHr I
national SHRM award,” Rachael explained. “We started talking and after Forsite Recruitment are also members of NPA Worldwide and through | 8 [ _:i é i Y p— G

meeting at the 2018 SHRM International Conference in Chicago, we saw this network have the capacity to recruit nationally and internationally. - = ; I i f

synergies and recognised shared business beliefs, values and ethics around The company also holds memberships to AHRI in Australia and SHRM in e Si= & ' ! A |
service delivery that we could build on. Hawaii and lllinois. =5 iR I
“We have offices in Sydney and the Central Coast in Australia and expanded “Adding global partnerships increases our ability to remain a step ahead :; i 1l i Ii | :.
into Hawaii in November 2017,” Rachael continued. “After talking with Kelly and deliver global insights with local knowledge,” Forsite Recruitment . —_H :'! L I |

we realised that while Chicago and Sydney are geographically very different, managing director Ryan De Coteau said. “This is the primary benefit to - : i
candidates and clients in both are actually quite similar in how they want to clients and candidates in the Chicago and Sydney markets. i

be treated and the issues they face.” “By tapping into new ways of recruiting and training, we know we will

For her part, Kelly says she was excited to be working with Forsite keep pace with the market as it evolves,” Ryan added. “We don’t want

Recruitment and sharing her knowledge and skills to build the Forsite to be playing catch up and we have every opportunity to strategically

Recruitment brand in the US. She too, sees a number of similarities between position ourselves, which is exactly what we have done with this

Australia and Chicago, particularly with the large number of infrastructure partnership.”

projects currently in underway in both locations as well as the presence of The team behind Forsite Recruitment has more than 20 years’ experience

some significant service industries. providing specialist HR and Recruitment services. They offer HR,

“We love collaborating together and combining our experiences to grow an Recruitment and Training solutions for both government and private

international brand with a focus on understanding our local markets, sourcing sector organisations.

the right staff and acting as advisors to our clients,” Kelly said. “It is the start No doubt the new shift to Chicago will enable them to exploit these

of an exciting journey for us. As major cities, both Chicago and Sydney have specialisms further and build more experience and knowledge of the

significant service based industries, the types of which are heavily influenced US market. That in turn will be of benefit for end users and the recruitment

by local, national and international political environments and social trends. company itself. B LI L : & Bt ‘
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ASIA PACIFIC FOCUS

MCKINLEY’ 'S
VIEW

lobal professional services recruiter Morgan McKinley has
released its 2019 Salary Guide for Australia providing not only
extensive data on industry salaries, but also examining recruitment
insights and offering an expert industry outlook for organisations and
candidates alike.
The guide provides in-depth data and insights across strategy and
innovation, analytics, accounting and finance, IT, risk and compliance,
NSW Government and IT and business transformation.
While there has been a clear increase in job opportunities and salaries
across a number of our specialist disciplines as companies are trying
to attract the best talent, particularly in niche markets, salaries in the
Accounting and Finance industry have remained static in the last year for
permanent roles.
“We have seen increases in jobs across most of our markets — due to
technology and digital transformation — the power of choice is shifting
to the candidates with workplace flexibility and other benefits being big
draw cards in order for our clients to attract the best talent,” says Louise
Langridge, APAC joint managing director of Morgan McKinley Australia.
“At the same time, companies are now recognising the need to offer their
own people internal opportunities to develop should they wish to retain
their key talent.”

Key 2019 Salary Guide Highlights:

* Thinking outside the box: More and more corporates are recognising
the need to offer their own people internal opportunities to develop their
skills while also recognising the value in bringing in new talent on a
regular basis. New talent, often from different industry sectors, can bring
fresh thinking and a different perspective to the table in an environment
where innovation is essential — this capability is in demand.

e Workplace Flexibility on the rise: Companies are recognising that
workplace flexibility and a company’s commitment to new technology
are the best draw cards to attract the right talent. Organisations are
promoting flexible and agile working practices including four day
working weeks and flexible working hours.

TERRITORY | a0
L g QUEE
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Recruiter releases Salary
Guide for Australia bringing
insights into sectors.

e The Importance of Gender Equality: There is a strong focus on ensuring
that there is a fair representation of both female and male employees.

In fact, the roles Morgan McKinley’s recruitment experts filled in 2018
across a number of our disciplines, were divided almost equally. In the
technical roles within the Business Analysis sector, male employees
continue to dominate the market. In 2018 we really saw the diversity
agenda broaden in scope beyond gender; taking into account a number
of areas such as race, culture, disability, etc.

¢ Royal Commission disrupts the market: The Royal Commission
undoubtedly disrupted the Australian market, highlighting how much
Australia was lacking in areas such as data privacy and governance.
This disruption has, however, also offered opportunities to professionals
in the risk and finance sector to help companies navigate those
new challenges. Experts also predict that the fallout from the Royal
Commission will continue to keep demand for resources high in the
financial services world in the year to come.

e Technology in the Digital World: New technologies are the way of the
future across all sectors and the winners will be those companies and
talent that fully embrace and apply those new technologies.

e A Hybrid Approach: This is particularly evident in the Project and
Change management industry, where the blend of technology vs
process initiatives calls for “hybrid” candidates. There is a growing trend
for individuals who can wear multiple hats.

e Tougher Visa Regulations: On-going visa challenges in Australia
are causing businesses to struggle with both cost and time to bring
someone into the organisation who requires visa sponsorship.

e Power Shift in IT: 2018 was no different when it comes to the high
demand for software engineers, architects and cybersecurity engineers.
Due to this high demand technology professionals are expected to
remain selective about the jobs they choose.

Aquis Search salary surveys
give insight into sectors
around Asia Pacific.

The Taiwan Legal and Compliance Salary Survey and Guide 2019
from executive search firm Aquis Search. The company says US
or Taiwan bar qualification will be sought and demand will be driven by
Taiwan’s software and hi-tech industry. For candidates with bar qualification
the future will continue to look bright, especially in the financial services, life
sciences, FMCG and retail industries.
Tina Liu from the Aquis Search Taipei Team said of the findings of the survey:
“we are finding more and more employers looking to invest in promising
talent and build employer brand loyalty, perhaps more than making more
senior level placements. The importance is in finding the right person to fit
the company culture.
“The stability of the market might be the reason for decrease in new
headcount creation,” she adds, “but it won't dampen the movement of talent
as companies will be looking at replacement hiring and we can expect a
spike in this during the post bonus pay-out phase.” Talking about few of
the in-demand skills, Tina further mentioned how compliance and AML
professional will be in demand given the recent tightening of the government
policies.

Demand is set to continue in Taiwan for legal talent according to

Compliance in Singapore

Aquis Search has also released findings from its 2019 Singapore salary
survey, which looks at renumeration and benefits for professionals in the
legal and compliance market. The news is positive here too.

ASIA PACIFIC FOCUS

BRIGHT
FUTURES

The survey has found that compared to two years ago, when growth

in Singapore for roles was slightly stunted, 2019 is set to see a gradual
increase in demand for employers, giving candidates in the sector a greater
opportunity to find their next ideal move.

James Lim, associate director at Aquis Search, commented: “The role of the
compliance officer in the commerce sector has been evolving for some time
and with compliance no longer seen as a policing function, the opportunities
that exist are more commercially minded.

“The expectation of compliance professionals is that they will work more
closely with business partners in other functions to create solutions to
problems in existing compliance controls and procedures.”

The survey details salary levels for legal in-house commerce roles based

on years of experience and offers optimism for those looking to move
in-house from private practice law firms. Sophie Chen, associate director at
Aquis Search, said of the current market: “If you are a professional who can
demonstrate that you have the soft skills to work well within a team and also
understand the wider business context of the legal work you are doing, then
you will be a sought after candidate for most of the businesses we speak to.
At a senior level the emphasis is very much on being able to articulate your
excellent strategic planning skills and communications in working with senior
stakeholders.”

For more information on the Aquis Search 2019 salary you can visit the
Aquis website at https://www.aquissearch.com/salary-surveys
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AND VIEWS

Finding links

Recruitment and HR outsourcing firm Links International (https://www.
linksinternational.com/) has released its 2019 Asia Salary Snapshot. The
annual guide for professionals in Asia has produced a number of findings:

e Similar to 2018, the hiring market across the region in 2019 will remain a
candidate’s market with 46 per cent of clients expecting to increase their
hiring in 2019 (only slightly down from 50 per cent in 2018).

e Salary, career progression and work/life balance were the top three
reasons for candidates to move with career progression and work/life
balance becoming increasingly important year on year, relative to salary.

e Staff turnover and the number of ‘Jumpy CVs'is likely to continue with
41 per cent of candidates reporting being in their current role for less than
1 year and 48 per cent of candidates stating that they were likely to change
roles in next 6 months (up from 43 per cent in 2018).

¢ Almost half of employers stated they would increase salaries by 3-4 per
cent during the next salary review despite candidates generally being able
to obtain a 10 per cent — 20 per cent salary increment if they moved job.

e Qver 51 per cent of participants felt that stress at work impacted their
physical or mental health and 45 per cent of participants felt that stress at
work impacted their relationships with family or friends. At the same time we
found that only 29 per cent of employers had employee wellness initiatives
targeting non-financial wellness.

The report is based on over 700 clients and candidates across the Asia

Pacific region who responded to our salary survey which was released at the

end of 2018, combined with Links’ own insights gained from its employees’

observations and candidate placements they made throughout the year.
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Tech skills required

Hays have drawn attention to the growing number of tech companies and the
proliferation of new technologies in major industries in Singapore. Industries
such as banking and insurance are leading the way in demand for legal work
in the country. Law professionals with regional experience and technological
expertise are particularly difficult to find. Law professionals specialised in the
following areas are highly sought-after:

® Fintech

® Insurtech

e Cryptocurrency

e Technology, Media and Telecommunications (TMT)

“Longstanding organisations which are incorporating technology into their
value chains are seeking to nail down their compliance with nascent laws
and regulations. Tech companies, likewise, are rushing to ensure that their
innovative work is covered by IP rights. For these reasons, amongst others
similarly led by digital disruption, we have seen a corresponding growth in
demand for tech-savvy legal expertise,” says Grant Torrens, regional director
at Hays Singapore. “Law firms are also riding the digital wave by modernising

and improving the delivery of their services with legal tech to stay competitive.

Thanks to automation, the notoriously endless amounts of administrative work
which often bogs down legal professionals can now be automated.
“Blockchain technologies, in addition, will help improve processes in
governmental and financial intuitions and the execution of contracts,” grant
adds. “The good news for lawyers is that such technologies do not replace

law professionals but instead lift the burden of paperwork and enable them to

focus on their consultative roles.”

Another rising trend noted by Hays experts is the dearth in mid-tier law

professionals in Singapore, which is fuelled by the increasing number of such

talents who opt to leave the profession.

“In view of rapid business expansion plans, there has been a growing

demand for associates with three to ten years of commercial experience to

hit the ground running. To meet the issue of legal talent shortage, employers
in Singapore, who usually prefer recruiting local candidates, are stepping

up their efforts in training internally junior associates or even fresh graduates

with no experience. This comes in the form of structured learning and

development programmes led and carried out by senior lawyers, typically the
head of legal in their firms/organisations.”

Other trends in Singapore’s legal industry include:

¢ The Singapore government has been steadfast in strengthening the
country’s regional legal expertise. Through the recently launched “Lawyers
Go Global” programme — jointly initiated by the Ministry of Law, the Law
Society of Singapore and International Enterprise Singapore lawyers and
law firms have greater support in their globalisation endeavours.

e Both local and foreign law firms establishing their regional headquarters
in the city state because of its conducive environment for legal services
operations will also stand to benefit from such readily available talent pool
of Singapore qualified lawyers who have international exposure and know-
how.

e Atthe same time, senior legal professionals are under pressure to evolve
their roles to beyond providing counsel. There have been heightened
expectations from employers on their in-house counsels to also possess
the business acumen to place their companies in the best position both
legally and commercially.

® Hays experts urge lawyers looking to improve the employability or build
their profiles to take it upon themselves to build their profiles and thought
leadership through contributing articles on industry-related publications or
related news columns and attending industry talks and networking events.

Temp encouraging gigs

Research from Robert Half has suggested the growth of the gig economy is
making businesses realise the benefits of temporary staffing. Global research
by the company reveals business leaders aim to achieve a 66:34 split
between permanent and temporary workers by 2023, highlighting how

the professional gig economy is transforming traditional staffing and
recruitment strategies.

It appears Australia is following a similar trend. With the latest ABS statistics
confirming more than one million Australians are classified as independent

ASIA PACIFIC FOCUS

Reports and reactions from
the Asia Pacific industry.

contractors, Australian hiring managers predict a 70:30 split between
permanent and temporary employees by 2023 — a strong indication of the
future direction of Australian workplace dynamics.
Robert Half's research polled over 3,800 business leaders in 12 countries
worldwide, and the research found that 97 per cent of business leaders
identified benefits of adopting a more flexible approach to recruitment in
the years to come, including more control over staffing and recruitment
costs (36 per cent), support for long-term absences, such as parental leave,
secondments or sick leave (34 per cent), and better management of workload
fluctuations (32 per cent).
This compares to 31 per cent who respectively referred to access to new
ideasfinitiatives to support innovation and providing a stop-gap when
permanent hiring takes too long. Furthermore, 30 per cent respectively said
flexible recruitment would provide access to technical/niche skillsets and
knowledge transfer to existing employees.
The increasing adoption by employers of the gig economy and a flexible
workforce is being driven by several factors, mainly by new technologies
that allow for greater workplace flexibility such as collaboration tools which
offer businesses a more flexible approach to how they manage key project
initiatives and workload fluctuations. Other contributing factors include
the difficulty of acquiring specific skills on a permanent basis owing to the
worldwide war for talent, and the evolving complexity of traditional job roles.
“The gig economy is crucial for addressing businesses’ demands for greater
flexibility, both today and in the future,” said Andrew Moirris, director of Robert
Half Australia. “Growing technological complexity is changing businesses,
requiring more specialist and hard-to-find skills, and with traditional job roles
evolving rapidly, businesses need to adopt more flexible approaches to
recruitment to find the right balance of skills.
“Contract workers are essential for scaling any business and ensuring a
contingency workforce,” added Morris. “With the growing split of permanent
and contract workers, employers need to ensure they are maximising the
benefits of the professional gig economy and embracing the long-term
strategic gains that temporary workers provide, such as increased staffing
flexibility, access to skills, and better management of workload fluctuations.”
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