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EDITOR’S FOREWORD

Welcome to Issue 199 of
The Global Recruiter
In this month’s Global Recruiter magazine compliance
is very much front and centre. Our annual compliance
special has fallen at a time of change and challenge for
the industry with the Making Tax Digital declines looming
next month and further changes concerning IR35 steadily coming towards
the private sector.
I am writing this at the beginning of March and still at this point the
outcome of Brexit hangs in the balance. For the past two years we
have been reporting on the impact of uncertainty in business world and
consequently on the recruitment industry and it is remarkable – and not
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a little concerning – that there remain so many questions at this point.
Whatever happens the recruitment industry will adapt and thrive, but it is
by no means an easy journey.
Please be aware the deadline for entries in this year’s Global Recruiter
Industry Awards falls at the end of March. Make sure you get your entry
in to demonstrate how you and your business has delivered over and
above the usual this year and we look forward to celebrating the industry
at our awards ceremony in June. You’ll find full details on the website or
simply go to: https://www.theglobalrecruiter.com/the-global-recruiter-uk
-industry-awards-2019/
Simon Kent
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The blues
A report from workforce
management expert Quinyx in
collaboration with Development
Economics and Censuswide, has
found nearly half (49 per cent) of
UK employers struggle to recruit
blue-collar workers, with the same
percentage reporting challenges
around retention.
Issues with recruitment and retention
were discovered to be most acute
in industries such as hospitality,
catering and leisure and retail. In
addition, larger businesses (those
with a workforce of 250 to 500)
are more likely to face challenges
compared to smaller-sized
businesses. Regionally, businesses
in London and the East of England
are most likely to struggle to recruit
workers into manual or elementary
service roles. The research also
uncovered some key reasons why
these recruitment and retention
challenges exist.
When asked to identify the key

frustrations of their workforce, 33
per cent of UK employers cited low
pay as a major grievance, with 32
per cent saying it’s the main reason
employees quit. Similarly, a quarter
(25 per cent) quoted unsocial hours
as significant problem, with 23 per
cent saying it’s the main reason they
lose employees. A lack of career
progression among manual and
elementary service workers also
causes employers to lose staff, with
22 per cent saying it’s a notable
grievance, and 24 per cent citing it
as main reason for their employees
quitting.
One fifth (19 per cent) of employers
also claimed lack of flexibility in the
workplace as a major complaint
among their workforce – with 17
per cent saying it’s the main reason
why workers quit their jobs. Indeed,
despite reported increases in
flexible working among manual or
elementary service workers in recent
years, there is more that needs to
be done.
Retention and recruitment are

also having a huge impact on
productivity. The study calculated
that skills shortages – which come
about as a by-product of poor
retention and inability to recruit
blue-collar workers – result in an
average drop in business growth of
9 per cent. This figure is marginally
higher in healthcare, hospitality and
logistics businesses (each 10 per
cent). Employers estimate that these
skills shortages result in a 10 per
cent dip in productivity.
“The UK’s manual and elementary
service workers are a vital part
of the economy,” said Mansoor
Malik, managing director UK &
International. “And, with Brexit
threatening the inbound flow of
skilled workers, it is crucial that
employers ensure they’re doing
all they can to attract, engage and
retain their staff.
‘’With half of employers already
struggling to recruit and retain,
it’s clear that employers need to
address these challenges sooner,
rather than later,” Malik added.
“Whether this means offering
greater flexibility or developing more
attractive and formalised career
paths, ensuring the workforce is
skilled and robust is essential to
future productivity and economic
success.”
The findings come at a time when
UK employers are expressing
growing concern around access
to manual and elementary service
workers post-Brexit. According to
Quinyx’s research, business leaders
working in organisations with a
blue-collar workforce predict that
they will lose 18 per cent of that
workforce as a result of Brexit, with

over a fifth (22 per cent) saying they
expect to lose 31 per cent or more.
Particularly vulnerable to fluctuations
in the workforce are logistics and
healthcare businesses.

IR35 reaction
The government has published its
consultation on IR35 “Off-Payroll
Working Rules from April 2020”,
bringing criticism and concern from
across the recruitment industry and
beyond. “The clock is ticking on
getting the rules around IR35 right
so that they work well for individuals
and recruitment agencies, so we
are glad to finally get sight of the
government’s consultation,” Tom
Hadley, REC director of policy and
campaigns said.
“We have consistently argued
that agencies should not bear
responsibility for the client’s decision
on who falls into IR35 status,” he
says. “We are therefore pleased to
see some movement on this, with
the government saying that liability
for unpaid tax and NICs will rest
with the party that did not fulfil its
obligations. However, the proposals
may well add additional complexities
which is why we will continue to
engage with HMRC and Treasury to
find workable solutions and ensure
a level playing field for compliant
businesses.
“Unfortunately we have waited
longer than anticipated for this
guidance,” continues Hadley.
“This means that the government’s
timeline doesn’t leave business the
recommended 18 months to prepare
for the new rules and REC 
March 2019
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members are telling us that their
clients are largely still unaware of the
changes. Recruitment businesses will
play a pivotal role in raising awareness
throughout their client base and in
helping to improve the government’s
CEST tool designed to help people
check if they are considered in or out
of the IR35 rules.”
Hadley also notes that the proposal
that small companies should be
exempt from having to determine
the IR35 status of individuals
could create its own challenges as
agencies supplying the contractors
will need to systematically check
the status of the client they are
providing services to. “We want to
avoid the unintended consequences
of a significant burden being placed
on those supplying recruitment
services,” says Hadley. “Overall,
these changes will not be easy to
implement by April 2020, but the
REC will be working closely with
our members and government to
ensure the changes are workable
and that compliant businesses are
not penalised. The stakes are high
at this difficult time for the economy,
but it is encouraging to hear
government explicitly recognise the
contribution that contractors make
to businesses and public services
across the country.”
Meanwhile Julia Kermode, chief
executive of The Freelancer &
Contractor Services Association
(FCSA) drew some positives
from the consultation, despite the
knowledge that the legislation would
still go head. “I am pleased that
HMRC is committed to making the
supply chain more transparent,
requiring better communication with
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contractors as currently the process
is flawed,” she comments. “I am also
pleased to read that responsibility
for tax and NICs will lie with the last
UK-based entity in the chain which
will serve to close possible loopholes
for offshore schemes. Any move
that helps police the industry more
effectively and rid the sector of any
abusers is a good thing. HMRC’s
commitment to reviewing the online
tool is also welcome and FCSA is
meeting with HMRC next month
to share our concerns and make
suggestions.
“On the negative side I am
disappointed to hear that HMRC
is proposing that the five per cent
expenses allowance will be removed,
in line with the public sector reforms,”
she adds. “Now, more than ever,
contractors are going to need more
accountancy help to navigate the
new rules. It was also disappointing
that there was no mention of any
appeals process being put in place
or any details on how to challenge a
wrong assessment.”

Gender gap
The leadership gender gap in the
global workplace continues to
persist according to a study by
IBM, because organisations have
yet to make advancing women a
formal business priority. The study
“Women, Leadership, and the Priority
Paradox,” polled 2,300 executives
and professionals and also includes
guidance on how to drive change.
The global study, conducted by IBM
Institute for Business Value (IBV) in
cooperation with Oxford Economics,

Diverse role

surveyed an equal number of
women and men from organisations
worldwide across multiple industries
to better understand why a large
gender disparity in the leadership
ranks persists and what can be
done to drive progress toward
gender equality. In addition to the
qualitative survey, IBV conducted a
series of one on one interviews with
executives and professionals across
six global regions.
The study revealed that within those
organisations surveyed, only 18 per
cent of senior leadership positions
are held by women. This is due to
three key factors:
• Organisations are not sold on
the business value. 79 per
cent of respondents indicated
that they have not formally
prioritised fostering gender
equality in leadership within their
organisations, even though ample
evidence correlates gender equity
with improved financial success
and competitive advantage.
• Men underestimate the magnitude

of gender bias in their workplaces.
65 per cent of male executives
reported it is just as likely they
would have been promoted to a
top leadership role even if they
had been women, despite the low
numbers of women that currently
hold those roles.
• Few organisations display a sense
of urgency or ownership about
this issue. Organisations are
over-relying on “good intentions”
and applying a laissez-faire
approach to diversity, rather than
applying the disciplined focus on
operational execution they apply
to other aspects of organisational
performance.
“The past year has heightened the
world’s focus on diversity, and the
business benefits of inclusive teams
are now well-documented,” said
Michelle Peluso, senior vice president
of Digital Sales and chief marketing
officer. “The opportunity now is to
move from inclusion being interesting
to being imperative – just like we treat
other top business priorities.”

As organisations seek a diversified
workforce, Invenias, part of the
Bullhorn group of companies, has
asked what role executive search
firms play in driving greater diversity
in recruitment. In partnership with
MIX Diversity Developers, a boutique
consultancy firm specialising in
diversity and inclusion (D&I), Invenias
have undertaken a global survey of
executive search professionals to
ascertain the impact that diversity
is likely to have on their working
practices and business strategies in
the future.
Preliminary responses from
more than 400 executive search
professionals suggest that D&I is a
key agenda item, with over two thirds
of respondents stating that it will be
‘highly important’ to their clients in
2019.
Over half of those surveyed believe
they have a part to play in advising
clients to choose a diverse shortlist.
Not only did respondents express
that D&I is a priority area for their
clients, but over half are receiving

specific requests (whether officially or
off-the-record) for diverse long-lists.
“Whilst some search firms seem
to be rising to or even thriving in
the face of these demands, others
seem somewhat defeated by the
challenges, particularly brought
about by the time pressure placed on
them by clients and the competitive
nature of the industry,” comments
Hayley Barnard, managing director of
MIX. “It takes time and commitment
to find diverse candidates.”
The research goes on to investigate
the challenges faced by search firms
relating to diversity and to look at
potential solutions for their clients.
The survey found that it remains more
difficult for female candidates and
BAME candidates to be appointed
to an executive board/senior
management position. Nearly two
thirds of those surveyed believed
that it is currently more difficult for
a woman to be appointed to an
executive board/senior management
position, but that there is evidence
that attitudes are changing.
Nearly 40 per cent of those surveyed
felt that this was a similar premise

with BAME candidates; although
30 per cent of respondents felt that
attitudes were yet to change.
Greater diversity and inclusion will
not happen by accident and requires
specific practices, interventions and
checks to ensure greater equality.
David Grundy, CEO, Invenias
comments: “The overriding question
for executive search professionals
is how they can help their clients
build diversity along with inclusive
recruitment practices. We are
increasingly seeing Executive Search
firms focus on developing their
Diversity & Inclusion capabilities in
order to better serve their clients.”

Play time
It’s no myth that recruiters have
adopted the work hard play hard
mentality, and the employers who
embrace the good times with their
employees have built some of the
best cultures around. One of the
fastest growing events for treating
staff on offer combines a music
festival with team sports, not to
mention raising money for charity.
Now in its fifth year, the London
Recruitment Festival is a day out for
the whole office, free to attend, and
the chance to bond as a team by
taking part in the industries largest
football tournament with the winners
trophy standing one inch taller than
the FA Cup. Or new this year, a
mixed-team softball tournament,
already under popular demand. The
day takes place in Chiswick, West
London on Saturday 29th June from
11am to 7pm, and it also offers a
variation of street foods, bars, free

face painting, free bouncy castles
and free circus training and plenty of
space for agencies to set up camp.
Previous trophy winners having
already registered their staff to the
festival include La Fosse, Reubens
Sinclair, X4 Group and AnnaPurna.
London Recruitment Festival
organiser Paul Gilley said: “This
will be the most exciting year so
far, we’ll be entertaining over 3000
recruiters in the park, and it’s free
to attend!.”
If you’re a recruiter, get this in
front of the boss. If you’re the boss,
register online to organise your
2019 staff Summer party they
will love you for –
www.londonrecruitmentfestival.co.uk.

Oscar achieves
Technology and energy recruitment
firm Oscar have added to their
growing list of professional
accolades by being placed at
number 22 in this year’s The Sunday
Times Best Companies Top 100
Small Companies List. This highly
competitive list spotlights the top
100 small companies with the
highest Best Companies Index
scores. Organisations must employ
at least 50 full-time employees
and achieve outstanding scores
across all aspects of the BC scoring
matrix. Oscar are recognised for
their employee communication, the
strength of their team culture, the
coaching and mentoring offered
to employees and their charity
-focused ethos.
“It is a huge honour to have been
listed in the The Sunday Times 
March 2019
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The number of women turning
to self-employment has risen
by 57 per cent since 2008.
Source: IPSE

NEWS

Top 100 Best Companies list for
2019,” said managing director, Andy
Morrell. “This prestigious accolade
is the ultimate goal for any business
and we are truly proud of the hard
work and dedication of our team
in maximising our scores across
the board to ensure we achieved
this. To be listed at number 22 is a
fantastic achievement and cements
our commitment to making Oscar an
exceptional place to work. We are
also delighted to be in the company
of other esteemed businesses on
the list.”
The honour adds to the firm’s
impressive accolades in the last 12
months including being shortlisted
finalists at both the NORA Awards
for Best SME Employer. Oscar also
achieved the maximum three star
accreditation from Best Companies
in November 2018, demonstrating
their extraordinary levels of workplace
engagement.

The graduate get
A report from Oleeo entitled ‘The
Must-Know Student Recruitment
Trends in the UK for 2019’ has shown
that candidates on average, apply for
graduate schemes with 29 different
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UK employers. As a result the
number of applicants per graduate
scheme has reached an all-time high
with companies within the financial
and professional services sectors
having to deal with over 250,000
applications and other sectors
typically receiving applications
from 50,000 graduates. The study
by Oleeo in collaboration with
Universum, reviewed anonymous
application data from 3.8 million
candidates applying to graduate
programmes across the finance,
government, professional services,
advertising, engineering and retail
industries.
Competition is not just tougher for
the recruiter, but also the candidate.
Three quarters of students are
interested in graduate programmes
but only one per cent of graduates
applying for schemes within finance,
advertising and professional services
and major retailers were hired in
2018, falling from two per cent the
previous year.
These falls can in part be attributed
to the fact that 2017 saw the first drop
in graduate recruitment in five years
(4.9 per cent) and the biggest since

2009. With fewer graduate jobs to
go for, graduates are applying for
more than twice as many positions
compared with 10 years ago in the
hope of increasing their chances of
being hired.
“As the chances of reaching the
offer stage falls and the number of
places available on most graduate
schemes decreases, it is clear that
graduates are becoming worried
about their future prospects,” says
Charles Hipps, founder and CEO at
Oleeo. “It’s no wonder that many are
responding to this by increasing the
number of roles they apply for. This is
creating a big challenge for recruiters
– who are facing larger volumes of
applications to deal with.
“This has left employers in a race
against time; they must not only go
through all of these applications to
find the right quality talent who will
fit with their business, but they must
secure these graduates ahead of
everyone else. Intelligent selection
is key here. That means smart
recruitment systems that not only
score and screen applicants but can
also enable employers to ensure
candidates are kept engaged and

nurtured during the end-to-end
application process.”
Claes Peyron, MD at Universum,
Nordics and UK, agrees: “When
the percentages being hired are so
small, candidates will naturally lean
towards the first offer they receive
– accepting it while they consider
their other options – again making
companies vulnerable to reneging.
To avoid this it is vital that companies
are at the top of their recruitment
game in terms of how they deal with
candidates; every touch point needs
to be right.”
Oleeo’s research highlights some
areas where employers could easily
make improvements, for instance
nearly a third (30 per cent) of all
graduates abandon the recruitment
process mid-application, finding it
too lengthy.
However graduate recruiters are
making gains in other areas. The
gender gap has closed significantly
– 58 per cent of all graduate scheme
hires were male versus 42 per cent
female in 2018. This compares to 69
per cent male and 31 per cent female
the previous year. The public sector
is the best performer, achieving 50/50
gender equality.
The engineering, retail and
advertising sectors are still struggling
with gender bias – with 70 per cent
of graduate scheme places going
to men.
Race equality has also improved, with
the proportion of black candidates
being hired doubling over the past
12 months. However, this group does
still only accounts for 6 per cent of
total hires. Asian applicants also saw
a rise in hire rates in 2018, increasing
from 13 per cent to 16 per cent. n

VIEW
VIEW FROM
FROM WEC
WEC

JAPAN
OVERSIGHT

Masamichi Mizuta, President
of Japan Staffing Services
Association on market trends.

Q: What are the main challenges and opportunities
currently facing Japan’s labour market?
A: The Japanese economy has enjoyed continuous, moderate growth over
the past seven consecutive years – a period of 74 months. The actual GDP
growth rate for the fiscal year 2018 is expected to be 1.5 per cent, and
growth is still predicted for the fiscal year 2019, despite concerns over foreign
economic issues such as trade between the US and China.
This economic growth has been delivered against the backdrop of an
imbalance in supply and demand in the Japanese labour market. The country
has a long-term labour shortage and a jobs-to-applicants ratio of around 1.6
- the highest level in 44 years. By contrast, the unemployment rate is very low
level – around 2.5 per cent – which is essentially full employment.
Particularly challenging is Japan’s very specific set of demographics
which are impacting its labour market: it has a low birth rate and an ageing
population – ageing at the fastest speed in the world. The Japanese
population peaked at 128.55 million people in 2010 and then dropped
to 127.97 million in 2015. This trend is set to continue and between 2015
and 2050 it is estimated that the population will fall a further 19.17 million.
Meanwhile, it is estimated that the number of people aged 65 years and over
will reach 36.4 per cent of the population by 2050.
With a rapidly falling birth rate and an ageing population, the working-age
population – those aged between 15-64 years – peaked in 1995 at 87.77
million. By 2010 it had dropped to 82.46 million, and by 2015 it had fallen a
further 4.41 million to 78.05 million people. By the middle of the century it is
estimated that Japan’s working population will have reduced to just 55.56
million. Hence labour shortages are expected to become increasingly serious
in the years ahead.

Q: What are the main issues related to the future of
work discussion?
A: In order to secure the manpower needed to cope with the impact of a
low birth rate and ageing population, it is important that Japan increases
labour market participation among both the working-age population and
among those people aged 65 and over. We urgently need to create a labour
market that is more open and can accommodate a wide diversity of workers
– including improving the environment for accepting foreign workers by
loosening legislative restrictions. At the same time the Japanese government,
employers and trade unions recognise that it might be inevitable to look to fill
the labour shortage by increasing productivity through both reforming the way
in which we work and embracing the use of new technology. A variety of new
programmes have already been established to address this. In addition, it is
very important that measures are taken to address the changing structure of
the Japanese economy.
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Q: How prepared is your market for the changing world
of work?
A: The Japanese government has promoted a “Work-Style Reform” to address
this. It has held a dialogue with both the employer’s organisation and the
central organisation of trade unions and revised labour laws with the objective
of making the labour market more accessible for a more diverse set of workers
and increasing the productivity of every worker.
Japan’s labour laws have already undergone wide-ranging revisions and
the government will continue to introduce further reforms in the future. Key
initiatives include: Setting an upper limit on overtime working hours; Requiring
employers to promote the taking of paid holidays among their workforce;
Equal pay for equal work; and the accepting of foreign workers.

Q: What action is your organisation taking to support
your client companies and workers lead in a changing
world of work?
A: The Japanese HR services industries are taking a variety of measures to
address the changing labour market. For example, they are broadening the
scope of HR services offered and linking with other services in order to meet a
more diverse set of user needs.
JASSA is working with parliamentarians, the administration, employer’s
organisations, trade unions and other stakeholders to create regulation that
reflects the actual situation in the labour market. We are also supporting
clients in coping with the impact of labour market changes and the
implementation of the government’s new ‘Work-Style Reform’.
Indeed, JASSA is frequently in dialogue with stakeholders over issues such
as setting an upper limit on overtime working hours, requiring employers to
promote the taking of paid holidays among their workforce, an equal pay for
equal work.
Moreover, we share information on such policy trends and have put various
schemes in place to support member companies in coping with new
regulation. Key initiatives include an e-learning programme and training
sessions to support compliance among member companies as well as
e-learning programmes that offer career development for agency workers. n

THE FRONTLINE

FINANCE

WORKERS
OF THE
REVOLUTION

Simon Kent speaks
with McKinsey partner
Enno de Boer on the future
of manufacturing.

T

But where does this leave the recruiter? While new technology does not
require coding skills or an in depth adeptness for technology to drive value
from it, there is still a need for getting the skill supply right. “Recruiters
need to get the supply funnel right because this change is happening at
light speed,” advises de Boer. “There will be skill shortages and it may
be that one solution could be to introduce some form of lifelong learning.
Recruiters can play a huge roll in this and as they place people into
specific roles they can also think about how these people will grow over
time.”
While addressing those entering the workplace, it is also important that
recruiters have an eye on those who may be leaving at the other end.
De Boer highlights the ‘overseeing’ part of the workforce who have been
in their industry for practically all their working lives. These people have
‘tribal/institutional knowledge’ that is the result of years of working in that
particular location or role. They can listen to a machine and know what is
wrong with it. In some leading workplaces initiatives are now occurring to
capture and share this information – either by directly matching younger
workers with more experienced ones, or as McKinsey observed at ADB,

12
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PROTECT
AND SURVIVE

I

he revolution is here. The workplace has changed and will change
further. Recruiters are at the frontline of this change, but they’ve got
a significant job on their hands. They don’t just need to understand
what makes a person a good fit for a job, they need to understand what
jobs their employers should be creating.
According to Enno de Boer, expert partner and lead for digital
manufacturing with McKinsey & Company, the Industrial Revolution 4.0
has materialised on the shop floor. Three major trends have coincided:
Connectivity – technology which senses, measures and responds to
what’s happening. Machine learning and AI – which means the data being
produced by the connectivity technology can be gathered, analysed and
used. Finally flexible automation has come to the workplace: “The third
industrial revolution wasn’t flexible,” says de Boer, “but now it can be used
in low volume production as well as high level production settings.”
The result of these influences, argues de Boer is that the workplace is
experiencing the greatest rate of change than any other setting. The future
is promising – the elimination of dull and dirty work, and instead, human
centric, empowering roles on the shop floor. Manufacturing will be able
to offer ‘cool’ jobs where operators can have a direct and meaningful
impact on their workplace, indeed in France there is already one factory
where operators can introduce new digital tools to improve their efficiency
without having to wait for others to sign off or even design the solution. The
scenario is comparable to a customer opening an app and carrying out
their own work there.

Recruiter’s role

Julian Pilling, CEO, Solutio
payroll software specialists,
on insuring your workers and
your work.

taking experienced shop floor workers away from the shop floor and into
app development so their experience could be ‘codified’.
In addressing the make up of organisations too, recruiters will have their
work cut out to ensure the right leaders with the right skills and outlooks are
also ready and in place. Manufacturing, argues de Boer, hasn’t innovated
in nearly a century before the massive changes it has undergone to the
last three years and businesses must be led by people who understand to
potential and what’s at stake. “It starts at the top,” says de Boer. “I’m doing
a lot of C suite coaching and capability building. I’m coaching them on the
latest tech – there’s confusion over what tech can and cannot do. This is a
big task and recruiters can play a roll in making the changes happen.”
While the change forecast is significant and not to be underestimated, the
changes will be positive. They should lead not only to a more effective and
efficient manufacturing sector, but also to the creation of a sector which
offers new employees attractive working conditions and fulfilling jobs.
“I cannot imagine the next generation of workers wanting to work in the old
way of manufacturing,” notes de Boer. “In that sense the changes we face
are very positive. Without this level of change I believe we would have even
greater skill shortages – recruiters can get the word out that this is a cool
workplace and attractive to be working in.” n

t is wise to fix the roof before the storm. This is a crucial time for
recruitment businesses to properly engage with risk management.
The UK economy is stagnating. Brexit has created regulatory and
economic uncertainty and there is little sign of a resolution on the horizon.
The recruitment sector is often the first casualty in a slowdown, as hiring
seizes up. With a record 40,000 recruitment agencies now active in the
UK, in any future slowdown, the competition for a more limited pool of work
will be fierce. The other thing that happens in a recession is that disputes
increase, which means the risk of being dragged into costly litigation
goes up.
For a small business, a single costly court case could mean bankruptcy.
Insurance can help to mitigate such risks, but sound financial planning and
risk management is also essential. Modern businesses face a bewildering
array of risk and compliance issues. A stream of new regulations on data
protection, employment, tax and agency working seem to be forever
moving the goalposts. As business moves increasingly online, new
risks have emerged. A comprehensive review of business insurance
requirements is a vital part of risk management.
Employers’ liability insurance cover to at least £5 million is a legal
requirement for any business which has employees. Businesses can be
fined up to £2,500 per day, for each day when they are not covered. There
are exceptions for businesses which only employ close family members,
but for most businesses this is both a legal requirements, and vital for risk
mitigation.
It is wise to ensure that your office buildings and contents are insured. If
you took out cover a number of years ago, be mindful that the value of
your property may have increased. If so, you should update your cover.
Otherwise, in the event of a claim, the insurer may reduce the payout
in proportion to the amount by which your buildings or contents were
undervalued.
Contractors or sole traders nowadays increasingly work from home. Those
working from a home office should be mindful that they will often need
home office insurance. Standard domestic insurance can be invalidated by
working from home. If clients or members of the public come to your home
office or business premises for consultations, you will also need public
liability insurance.

Data risk
We have all become aware of the increasing emphasis on data protection.
Yet, what happens when it goes wrong? Recruitment agents often hold
sensitive personal and commercial information including salary and bank
account details. An increasing amount of recruitment is done online. The
potential for a data breach that incurs liability is greater than ever. Cyber
and privacy cover is increasingly considered essential.

Good professional indemnity insurance is vital. The position of recruitment
agencies is unique in many respects. Effective cover for vicarious liability is
of increasing importance, particularly where agency or temporary workers
are employed and contracted out. If deemed a worker’s employer, the
agency may be liable for their actions.
It is important for contractors and sole traders working on a contract-for
-services basis to be mindful of their own potential for liability. As they are
not employees, they are liable in their own right and so should ensure they
have adequate professional indemnity insurance cover.
Consider carefully whether the terms of your indemnity insurance are wide
enough to cover the risks you face. Claims for misrepresentation are a
particular risk for recruitment agencies. If a business believes that an agent
misrepresented a candidate’s qualifications, even just carelessly, they may
be able to make a claim. Similarly, if a recruiter negligently fails to carry out
basic checks about a candidate’s bona fides, they could end up on the
wrong end of a claim for negligence.
Liability for breach of contract is another risk for recruiters. Liability for
non-standard contracts is also important. Agencies may have to sign up
to a wide range of contracts in the course of business and will need to be
covered for all eventualities.
In the current uncertain business climate, it is worth reviewing levels of
cover, and considering taking out new policies. The process of reviewing
insurance cover and seeking more competitive quotes can also serve as a
useful cost-saving exercise.
The recruitment sector has so far proven remarkably resilient in the face
of recent economic headwinds. We should continue to hope for the best,
while not neglecting to prepare for the worst. n
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UP CLOSE

A MIDLANDS
SUCCESS

How Distinct Recruitment have
delivered success in three years.

N

ottingham recruitment agency Distinct Recruitment recently
announced a record year for its business, with interim roles playing
a crucial role in the continued growth of the company, which after
just three years of trading has just turned over £4 million.
Below James Calder, CEO at Distinct Recruitment to discusses how his
company has achieved such success at times of such uncertainty for
the sector.

extremely hard to get to this stage, one thing which has remained the same
from day one, and that is in our belief that doing the right thing is always
the right thing. We have been very fortunate that we haven’t had to make
any significant changes from our initial plans – we are also very proud
that over a three year period, we have only had to say goodbye to three
members of staff.

Q: When and how did you set up Distinct?

What was particularly exciting was the change in the decision making
process – if we wanted to do something we could just do it without needing
to negotiate the layers of decision making within the board and getting
the ‘buy in’ from other external stakeholders. Yes, we now have to take
responsibility for your actions, but no more so than before. We have a
fairly simple rule, if it works do more of it, and if it doesn’t, learn from your
mistakes and move on.

A: Distinct was officially launched in January 2019 and was set up by a
team of five of us including myself, Arran Jaiswal, Paul Macildowie and
Nottingham Forest footballer, Michael Dawson.
We personally invested £250,000 into the business and leased at 350 sq ft
office in West Bridgford, Nottingham and set about building a recruitment
business which would shake up the local market.

Q: What was the primary reason for your to start-up
and what were you doing beforehand?
A: Prior to bringing Distinct Recruitment to the marketplace, I was CEO
at Macildowie Recruitment – a business I had been with for more than
15 years and had led to being named the 5th best in the UK in The Sunday
Times Best Companies to Work For list. We employed more than 80 staff
across our three offices in Nottingham, Leicester and Milton Keynes, with
profits in excess of £1 million.
I spent a number of excellent years working at Macildowie, where not only
did I learn a great deal from a pool of many talented colleagues, I also
have some lifelong memories that were made both in and out of the office
with the team.

However, the desire to run my own business was my ultimate ambition.
I wanted to run a business truly how I wanted to and the only way to have
this freedom and utilise my creativity was to launch my own venture. I was
fortunate that a number of people shared similar passions and beliefs to
myself; passions that centred primarily around creating a great business
and place to work, rather than adopting a mantra that if we do the right
things profits will follow.
We wanted to create a place where our team is engaged with what we
are doing, while also allowing them to develop and show creative flair
by putting customers at the heart of everything we do. We had so many
ideas running through our heads about how we could better engage and
reward staff and how we could improve service and experiences for our
‘customers’: both candidates and clients. 

Q: What were the main challenges you faced and how
did you overcome them?
A: The biggest challenge were the restrictive covenants which were in
place which prevented myself and the business working with many of our
previous clients and candidates for a 12-month period.
While in the first few weeks this appeared to be a significant challenge
to overcome, it made us open our eyes and recognise the tremendous
potential of the wider network out there in the Midlands. We realised that
our previous contacts and clients was just a small percentage of the
potential pool of business out there and this set the wheels in motion for
building new quality relationships that we have continued to harness and
grow over the past three years.
As a result, our customer base is now significantly larger and more
diversified than the one that existed several years ago and it shows no
signs of slowing down anytime soon!

Q: How quickly have you progressed and have you
had to make any significant changes from your initial
plans?
A: In some ways the business is unrecognisable from the one of three
years ago. We began our journey in a 350 sq ft office with just the four of
us and zero clients and candidates, to one that now calls a 8000 sq ft city
centre space its home. We now employ 30 members of staff and work
many of the region’s biggest businesses including Boots, Vision Express,
Experian, Next and Holland and Barrett.
While we were delighted to £4 million turnover in 2018 and have worked
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Q: What has been integral to the growth of Distinct
Recruitment?
A: In addition to the hard work and continued development of our team,
we have been quick to react to market trends and shifts in demand for
roles across the Midlands. I believe this has been pivotal to our continued
growth and how we outperform competitors.
By recognising these changing requirements, we managed to successfully
place more than 600 people in jobs across the East Midlands in 2018
alone. This included a noticeable increase in demand for interim roles
throughout the region, which has been key area for us and I envisage will
continue to be so throughout 2019 and beyond.

Q: What are your plans for the future?
A: We plan to continue to grow at the rate we have over the last three
years though this is subject to finding the right talent which meets our high
standards and embodies our values – the rate should mean we reach more
than 50 members of staff within the next two years alone. We have always
said that if growing the business dilutes the culture or team that we have
worked hard to develop then we will stop and consolidate.
However, I believe that with hard work and effective application, we can
create a larger business which maintains our ethos and passion that we
have had from the start. We have great pride in the business we have
built and have no desire to undo the hard work by focusing purely on the
bottom line.
In terms of our specialisms and potential sectors for growth and
diversification, we will continue to focus on flexible and fluid working
practices, which we we believe will heavily influence the types of roles
we recruit for in the coming months. I also believe that despite the recent
headlines surrounding Brexit, that the future is promising for our sector in the
East Midlands. Businesses are looking to constantly adapt and change to
ensure they remain ahead in the uncertain times ahead and recruiting new
members of staff to strategise and execute these plans is going to be key.
All of our plans and work will be underpinned by our values which have
been focused on building a great business which is engaging and ‘wows’
customers both internally and externally, and by utilising this approach, we
believe the company will have a great future. n
March 2019
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UK SUMMIT 2019

UK SUMMIT 2019

FROM DIVERSE
TO INCLUSIVE
O

n Wednesday 6th March, The Global Recruiter’s UK Summit was
held in London at etc venues in Fenchurch Place. Rather than being
bound by the standard format of other conferences (cue general
market overview, insight into technology, insight into candidate market
etc.) The Global Recruiter was able to deliver real value to all attendees by
exclusively exploring the subject of diversity and inclusion in recruitment.
Everyone in attendance came with the understanding that diversity is one of
the most important issues currently facing recruiters and employers. Indeed,
in the face of growing skills shortages, increasing demand for higher
productivity as well as the need to demonstrate excellence in corporate
management and equality, diversity may well represent the single most
important issue in the workplace today. Get diversity right and you get to
access the very best talent, in the best way for the best vacancies. Ignore
it, or take a compromised approach and your workforce is likely to be less
effective and efficient, bound up with bias and focussed only on repeating
the same action to the same effect.
This is the first time The Global Recruiter took such a targeted approach to
creating its UK Summit and delegates fully appreciated the presentations
and panel discussions which offered data, personal stories, case studies
and more to demonstrate from every perspective how a diverse approach
can work in the real world and unlock talent for clients and for the
recruitment industry alike.
Headline sponsored by LinkedIn, the day kicked off with a keynote
presentation from Alison Starmer, MD of client solutions, Randstad. Starmer
began with a personal story concerning a relative with autism and the
challenges he had faced and continues to face throughout his childhood
and early student/working life. She also drew facts and figures from a
variety of sources as well as from Randstad’s own extensive research and
initiatives. Encompassing gender, race, physical disability, mental health
and acquired disability her message was clear: organisations must do more
to address this issue until diversity is taken for granted – until there is no
longer a question as to whether an organisation might be missing out on the
best talent for a role or excluding talent for reasons of bias.
Two panel sessions brought together the views and experiences of
recruitment agency businesses and employers respectively. In a session
hosted by the REC’s CEO Neil Carberry diversity and inclusion specialists
from Capgemini, Fujitsu, JLL and EY gave delegates a unique chance to
find out how diversity was impacting and being supported throughout their
businesses.

Unique opportunity
“This year’s Global UK Summit, gave attendees a unique opportunity to
challenge and evolve their current thinking and practices around diversity
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and inclusion,” said James Osborne, host for the day and chairman of The
Recruitment Network. “It was a very special day for many reasons, that
looked at not only the legal and commercial perspective, but also getting
very much underneath the moral side of why this is so important to our
industry.
“The format, structure and quality of the speakers created the ideal
environment for an open dialogue amongst different stakeholders from both
agency and client side around how we can work together to confidently
and comfortably drive positive change for the benefit of all – the non-stop
debates and engagement amongst attendees from start to finish clearly
demonstrated attendees’ desire to do something positive around the
representation of this untapped talent,” he said.
Jon Dweck, CEO PodTalent, was one of the agency recruitment leaders
who contributed to the day through the panel discussion which highlighted
actions and strategies agencies were taking for diversity. He too admired
the targeted single issue of the day: “This year, the Global Recruiter’s UK
Summit focused solely on diversity and inclusion and proved just how
far ahead of the curve they are in terms of their thinking,” he said. “Every
delegate that attended came away with clear insights and tangible ideas
that could be implemented back at the ranch. In this instance, the day
provided my business with a potential cutting edge within our specialist
sectors. Before this summit, D&I was the right thing to do at Pod, now we
know how it can also drive opportunity.”
On the same panel, Sam Mikkelsen, client solutions director at Oscar
Technology also gave an insight into his business’ thoughts and approach
to diversity. However, he too found the day gave his business as much as

Simon Kent provides an overview on the highly
successful Global Recruiter UK Summit.

he put in: “The Global Recruiter Summit was an excellent event for Oscar
Technology, as a Sunday Times Top 100 business we are always looking to
improve what we do, especially when it comes to improving our culture to be
more inclusive and tackle diversity,” he said.
“We learned from some of the UK’s biggest employers, that recruiting
people from different backgrounds creates a diverse and inclusive culture
and this has a direct positive result on profits,” he continued. “We also
learned that we should all be conscious of unconscious bias when selecting
candidates for roles and the importance of being ‘disability confident’ and
how relatively easy and straightforward it is to recruit disabled people.”
He concluded: “I was proud to be part of the panel with other highly
knowledgeable and experienced people discussing the challenges we
all face when it comes to D&I. All the speakers and other panellists were
experienced and insightful and they happily shared simple processes
and practical tips that anyone can implement into their organisations
immediately.”
Una McGuinness, consultant with UFM Talent hosted the agency
panel session which featured both Dweck and Mikkelsen. “If you were
in any doubt, that you are missing a huge potential pool of talent, for
your organisation or for assisting you to add more value to your client’s
businesses, attending the sessions from people like Jane Hatton of
Evenbreak, or recruitment directors and heads of diversity and inclusion
from the large corporates like Fujitsu, EY, JLL, and Capgemini – certainly
will have aligned your thinking,” she said. Reflecting on her session,
McGuinness noted: “There were a number of ideas around initiatives
successfully introduced by some of the contributors, demonstrating that you
don’t have to be a PLC to make a difference and you have an obligation to
continue to educate and at times, question your clients.
“If you want to continue to grow and develop yourself and your assets in
your business, you should be seeing the diversity and inclusion agenda,
akin to any other key business strategy,” says McGuinness. “It is important
to learn what actually the workplace discriminates against, whether directly
or indirectly, and how far the D&I piece reaches, how to overcome some of
the ‘unknown challenges’ people have, either entering or remaining in the
workforce.”

Be curious
While noting that some areas of diversity can suddenly seem obvious when
described, McGuinness is clear that the process is ongoing: “We all need to
be curious, be open to, be tolerant and communicate purposely with intent,
as you never know how your situation might indeed change, and how you
could enrich your agency with a more diverse and inclusive approach.”
“I was delighted to speak at The Global Recruiter Summit on diversity and

inclusion,” said Jane Hatton, founder and director, Evenbreak. “It’s really
important for recruiters to focus on a broad range of talent to find the best
people, and targeting groups who have previously been excluded is a great
way of doing this.
“Traditional recruitment methods don’t work well for attracting and assessing
diverse candidates and recruiters need to be at the leading edge of change
and innovation in this area,” she added. “The day was well organised with
the opportunity to learn from recruitment companies who are doing really
well in this field, and also to hear the perspectives for clients – employers
– about what they want from recruiters.”
“Diversity and inclusion should not be optional, but instead a business
critical item on any recruitment board’s agenda,” concluded James Osborne
on the day, “and those who attended this year’s UK Summit will certainly
walk away with greater knowledge and understanding of what steps to take
next to disrupt traditional notions and working models that will see them not
only set themselves apart, but also make a very important difference.”
The day was perhaps best summed up by Dale Swords, founding director
of Understanding Recruitment who attended the summit as a delegate,
keen to find new ideas which he could implement within his own business:
“Thank you to the GR team for hosting another hugely valuable day and for
addressing such an important subject,” he said. “Through a combination of
key-note speakers and a panel of experts I now have even more ideas to
help drive our business forward and to take even greater responsibility for
promoting diversity and inclusion as well as supporting our fantastic industry
in unlocking the huge potential of our great workforce.” n
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SELF-EMPLOYED
PLUS
T

he UK is currently enjoying its highest level of employment on
record. Only four per cent of the working age population are
unemployed. Central to this jobs boom has been the expansion
of self-employment, one part of which has been the emergence of the
‘gig economy’. The term ‘gig economy’ tends to evoke images of Uber
or Deliveroo but contrary to popular belief, it’s about much more than
delivering take-away food and driving taxis.
The RSA launched a report in 2017 which found only 20 per cent of
workers in the gig economy were delivery drivers and couriers, while
28 per cent were in professional work such as accounting. Platforms like
Upwork are spaces where all types of work can be both procured and
sold. The work is done from home or from shared workspaces which
offer the infrastructure of an office but for multiple freelancers. Crucially,
though, the work is done by individuals on their own terms, at times of
the day that suit them and well away from the kind of tight management
structures that are typical in traditional employment.
Platforms represent a fundamentally new shift in the working structure
of most developed economies globally. Some describe it as a fourth
industrial revolution. How businesses, societies and governments
respond to this ‘disruptive’ part of the economy is only beginning to take
shape and there’s already a lot of misinformation and confusion out there.
Take the recent announcement from Hermes. The courier giant has
struck a deal with trade union GMB to provide a new contract for
its delivery drivers. This bespoke deal provides holiday pay, union
recognition for Hermes workers, a minimum wage and a minimum hour
guarantee. Called ‘self-employment plus’ and hailed as a win for workers
in the gig economy, it has been presented as a win for the self-employed
as a whole.

The rights that have been secured by workers will undoubtably be well
received. But when their working arrangements are analysed it becomes
clear that Hermes drivers probably aren’t self-employed, nor are they
really ‘gig’ workers. This deal muddies the already murky waters of
employment status.

Hermes drivers’ status – why they are not
self-employed
Hermes couriers are assigned set ‘rounds’. They then collect the parcels
from the Hermes depot and are required to deliver them within a set
period of time. It is therefore clear that individuals have little control
over the work they do on a day-to-day basis and are not responsible for
finding their own clients. This looks to us much more like the controlled
working relationship one would expect in employment, rather than
the independence of genuine self-employment. The courts have also
found that couriers do not in reality have the unfettered ability to send a
substitute that is stated in their contract.

Why they’re not in the gig economy
By any measure it is a stretch to label Hermes part of this ‘gig’ economy.
Founded in 1970, Hermes in fact looks like quite an old-fashioned way
of working. There is no app to mediate between the courier, the client
and the customer. Instead an individual drives to a Hermes depot, is
handed packages to deliver, and is told by a manager how long they
have to deliver these parcels. Suggesting this arrangement is part of
the ‘gig economy’ is unhelpful and makes the already complex area of
employment status even more confusing to understand.
Hermes’ self-employment plus deal also reduces the autonomy of drivers.
They must now accept any delivery route given to them. Though the
workers have slightly more of the benefits you would expect an employee
to have, there are many they still do not have, like pensions. Nor is it
self-employment plus, because this deal offers none of the benefits of
being self-employed such as the choice to take on work independently.

IPSE’s economic policy adviser,
Ryan Barnett asks if the Hermes case really
is a new employment model.

Definition problems
Hermes may have been the first to try to come up with a solution to worker
disputes, but employment status has been an issue for other firms too.
Uber and Deliveroo have also faced high-profile court cases centring on
workers’ rights such as holiday pay. They have tended to claim that workers
are self-employed and therefore not entitled to employee-type benefits. The
counter-argument is that gig workers are dressed up to be self-employed so
they can be overworked and underpaid. ‘Gig work’, therefore, has begun to
become synonymous with precarious, low paid work. This is an assumption
which has then been extended wrongly to the self-employed en masse.
This is dangerous because it begins to form the narrative that all selfemployment is exploitative, and that unions and governments must act to
stamp it out. In fact, self-employment is overwhelmingly a positive choice
made by people who want to take back control of their working lives.
When it works well consumers and the self-employed can benefit from an
interesting and dynamic marketplace, making for a vibrant economy. This,
however, can only be done with better understanding from government and
the public.
Clarity is urgently needed. We need to separate ‘good’ gig working from
exploitative disguised employment.

Define self-employment
A statutory definition of self-employment would mitigate some of this
confusion. It would make it much harder for firms to under-pay people or
use the mirage of self-employment for their own financial gain. It would also
protect legitimate freelancers from unwanted regulation. It could even help
to encourage more people to look at self-employment as a viable alternative
option – one which provides independence and pride. IPSE hopes to one

day work with the government and other organisations to conceive of an
acceptable definition to be used in UK law.
We believe this definition should consider four underlying principles:
• Autonomy in work
• Control over working arrangements
• Taking on business risk
• The level of independence from clients

Opportunities
The gig economy presents a challenge to regulators but also an opportunity
for the economy. If workers are protected and the distinctions between
different forms of work are clear, new opportunities can be capitalised on.
This calls for some clear thinking about how to change the way
self-employment is categorised and viewed. Policy makers must carefully
identify which individuals are genuinely self-employed and which aren’t.
Only then can they develop the policies that are really needed. n

The tax question
The Taylor review into modern working practices investigated some of
the emerging challenges to do with the gig economy. Matthew Taylor
spoke out when the Hermes deal was announced, suggesting that HMRC
would have to take a look. The new arrangement could potentially raise
questions about who pays national insurance, for instance. Though the
deal is an interesting step in the narrative around the gig economy, it is a
confusing and probably unsustainable one too.
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INNOVATION

INNOVATION

CURIOSITY:
THE BEST
BUSINESS MODEL

Dietmar Eidens, chief HR officer at Merck
explains how curiosity underpins their business.

W

e are living in amazing times: innovative, inspiring and yes,
occasionally very challenging times. New technologies and
the possibilities they bring with them are advancing at a
seemingly exponential pace: 3-D printing, robotics, CRISPR or even AI are
revolutionising methods and procedures within companies faster than you
can say: “the internet of things.”
And that is why staying curious is so crucial in today’s business landscape.
Merck as a vibrant science and technology company is founded on
curiosity. From the very beginning, we have felt obligated to look for unseen
solutions, create opportunity and unlock new doors. In short: curiosity is the
epicenter of who we are; the driving force of further progress and source of
inspiration past, present and future.
Saying that curiosity is important is one thing, and indeed, it’s something that
any business or company can lay claim to. There is no patent on the word
or definition. This is why in order to underline curiosity’s deep, fundamental
value for Merck, we launched the first Curiosity Report in 2016. Together
with leading experts in numerous academic fields, the report helped to
define curiosity in an entrepreneurial context, make it measurable, and
assess its effects in various markets and across different industry segments.
The results not only helped Merck identify future opportunities both internal
and external, but also made a bold statement as to how deeply curiosity
was valued. It was abundantly clear that for Merck, curiosity was not a mere
slogan, claim or campaign element: on the contrary.
The 2016 report also laid the groundwork for future reports and studies. For
our 350-year anniversary, we again set out to see what new changes or
challenges there are to staying curious. During the 2018 Curiosity Report,
more than 3,000 employees from five different branches in the USA, China,
and Germany were asked questions about their working environment and
methods and procedures at their place of work. The first aim of the curiosity
report was to investigate the levels of curiosity in the current working
environment within the areas of scientific research and development, the
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public sector, the manufacturing industry, and the health sector. In achieving
this, barriers that curb curiosity and motivation were revealed, as well as
valuable potential, vital for future growth and progress.

Berlin, Boston, Beijing
Curiosity is a universal drive, which everyone can be inspired by. That
said, conducting a global employee survey in the name of curiosity was an
ambitious plan. There were formal and cultural aspects to be considered,
trust to be gained and a seemingly endless amount of data to be analysed
and factored in. The questions themselves ranged from contentment with
one’s working environment and the overall value placed on curiosity, to the
aspects that deter or even stop one’s inquisitive spirit from reaching its full
potential. All participants were encouraged to take a look into their work
and themselves in order to make a fair assessment: and regardless of the
answer, nothing was allowed to get lost in translation.
As with any global employee survey, results varied between countries,
branches and disciplines: for instance, when asked about whether their
management places a high priority on digitalisation, 49 per cent of Chinese
employees said yes. In comparison, when asked the same question, 35
per cent of Germans and 26 per cent Americans agreed that digitalisation
was prioritised by their superiors. On the other hand, Germany led the field
with an overall curiosity index of 71,9. The index for the American was in the
middle with 70,4 and China with 68,6.
In all, 84 per cent of those surveyed said that there were “curiosity
enhancers.” These could be a person or people within their workplace,
who encouraged them to follow their inquisitive nature, or motivating
aspects such as a sense of creative freedom, personal ownership without
micromanagement or simply enough time to fully plan and realise a project.
In all, over 55 per cent of those surveyed in the three markets agreed that

investment in curiosity in order to foster future innovation was a positive and
crucial step towards future success and work satisfaction.
And while the overall outcome was overwhelmingly positive, it was shown
that there is still much to do in helping nurture curiosity and keep the creative
spark from going out. For instance, when asked whether there were barriers
that blocked curious and creative development, 64 per cent were able to
identify concrete obstacles within the working environment. These included
a lack of communication and intellectual exchange with other colleagues
outside of one’s own department and excessive supervision that suffocates
initiative. A full 33 per cent of those surveyed also reported that the biggest
barrier was the top-down approach to management in which their own ideas
were rarely brought to life. These figures and more showed that companies
still make insufficient use of their employee’s curiosity potential. On a final
bright note, younger generations, e.g. millennials scored the highest among
the rest on an international scale.

In closing: eye-opening
And after so many surveys, interviews, chances and challenges, it was time
to ask ourselves these very same questions: Is our curious heart beating
as passionately as we believe? Do we practice what we profess? Do we
encourage a climate that helps set the curious spirit free? The answer is yes,
but like the others, there was always room for improvement. There always is!
But in the end, the 2018 Curiosity Report showed that no matter what tomorrow
brings, staying curious is always the best policy. Or as Stefan Oschmann,
chairman of the executive board and CEO of Merck said: “In essence, our
report shows what we have always believed: No business can afford to ignore
the power of curiosity in the workplace. With our results, we can see the gaps
in workplace curiosity but also the potential for improvement. In pursuit of
innovation, we must dare to seek more knowledge and open ourselves to new
ideas to actively and responsibly improve our future.” n
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ELECTRIC
GAINS
The deadline to comply to Making Tax
Digital for VAT falls next month.
Simon Kent asks what Making Tax Digital
means for the recruitment industry and
how recruiters are preparing.
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ELECTRIC
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A

s part of the ongoing drive for transparency and efficiency, HMRC’s
Making Tax Digital initiative reaches a significant milestone next
month. It is now that HMRC’s online tool for VAT returns is switched
off for businesses with an annual taxable turnover exceeding £85,000.
From this point on, companies who meet this criteria will need to keep
digital records and file their tax returns online.
For some in the recruitment sector this may not seem a particular issue.
Reports suggest there has been a sufficient lead time to this moment with
companies being given the space and information they need to make the
switch. Also, argue some, businesses who do not meet this threshold have
nothing to worry about.
‘It does have the feel of another expensive compliance exercise, but one
that we have little choice over,” says Lewis Miller, chief financial officer
at Washington Frank. “Those who’ve taken part in trials have certainly
responded favourably, so at least there’s some optimism that it will be fairly
pain free. Plus, filing your returns every three months rather than annually
should help you keep on top of finances. I think that might be the biggest
benefit that companies will see.”
However, as Steven English, managing director of umbrella provider
iConsult points out, the forthcoming move is part of a wider initiative to
digitise the whole tax system. According to English, Making Tax Digital
will move next to Corporation Tax and inevitably income tax will also be
handled in this way. English also says the pathway to a digital and efficient
tax system is one shared by many countries around the world. “In Spain,”
he notes, “every business has to upload all sales invoices to a central
system within four days. This is the direction of travel so brace yourselves
for the journey.”
While possibly less contentious than some of HMRC’s other actions around
the recruitment industry, this initiative isn’t something that recruiters can
ignore. Tony Mills, director, Online Tax Rebates says that companies who
do not currently meet the £85,000 threshold should not relax. The new
system will extend to all companies as Making Tax Digital is extended
across the business world: “If your business falls under this threshold, you
will have an extended period – up to April 2020 – to make the necessary
arrangements,” he says. “Rather than delay the inevitable, it may pay to
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Simon Kent asks what Making Tax Digital means for the
recruitment industry and how recruiters are preparing.

switch to digital record keeping now, giving you peace of mind.”
He also notes the nature of the threshold which means companies must
be on top of their business’ performance if they are to remain compliant:
“Even if your company falls below the £85,000 minimum requirement, you
still need to monitor your monthly turnover as, should your business tip
over the £85,000 mark, you will have to comply – that’s even if it drops
under again subsequently,” he says.

A bridge too far?
Recruiters would do well to get to grips with their accounting system and
to understand fully the links and data movements involved. Steven English
says HMRC will allow the use of ‘Bridging Software’ solutions during the
first year of implementation which essentially replicate the current system.
Such solutions are inexpensive and would cause minimal disruption for
businesses. But this is just delaying the inevitable: VAT returns for the
period ending June 2020 and beyond must link to underlying transactions
and therefore provide the so-called digital link.
“The move to digitisation is inevitable and early adopters will undoubtedly
achieve efficiencies in their finance department,” says English. “That being
said, it is important that the finance department makes an independent
decision and is not ‘forced’ down a particular route by their incumbent
software supplier.”
“For any recruitment company, it will also be wise in the lead up to
check that your firm’s accounting software is compatible for these tax
submissions to be made,” says Chris Stappard, managing director at
Edward Reed Recruitment. “The initiative has been designed to make it
easier for us all to get tax right the first time, so it’s important to take the
necessary first steps to allow for this.”
Stappard is confident that Making Tax Digital will not be particularly costly
or time consuming – another refreshing change from other compliance
requirements – especially given that most cloud-based accounting
software already allows tax returns to be submitted online. He also
indicates that HMRC have documented the process in depth on their
website and there’s plenty of guidance and time to meet the requirements.
Even so, Stappard suggests recruiters check their position with their
accountants and financial services suppliers to ensure that everything is
as it should be, so the new system can be implemented as hassle-free as
possible and without disrupting other parts of the business earlier in the
supply chain.
Alex Giles, assistant management accountant at international technical
recruitment company VHR is also positive, if realistic, about the task of
meeting the requirements of Making Tax Digital. There are benefits to the
system, no doubt, but that doesn’t mean the way ahead is simple and
straight forward.

“The new digital tax initiative is another hoop for recruitment companies to
jump through in terms of being compliant,” he says. “While it may not be an
easy task to digitise all the tax records of the business and the businesses’
candidates, it’s something which we at VHR believe will make things more
efficient and transparent in the long-term.
“Recruitment companies will need to get the exact amounts earned by all
of their candidates over at least the last quarter, and have the tax amounts
they should have paid in the respective countries they were working in,”
he continues. “Obviously this may vary from job to job, so these figures
must be checked are verified. Getting it right the first time will mean you
avoid undeserved scrutiny. Keeping VAT records digitally will help keep
everything transparent.”
Again, the emphasis is on implementing a system where financial
information can simply flow between the recruitment business and HMRC
rather than requiring time consuming admin stages such as copy and
pasting records. “To get ready for this, you’ll need software or programs that
can log everything as digital records, and then send that data to HRMC,”
says Giles. “The government want a continuous, uninterrupted ‘digital link’
between your software and the tax portal. Virtually all accounting software
should have some functionality to achieve this, but this is something
you must be sure of before the switch to digital tax. Ideally you want a
continuous link as it will makes things easier for you, but you can send static
files.”

Low take up
Despite the straight-forward nature of this change around accountancy,
Richard Asquith, VP Global Indirect Tax says the launch of MTD for VAT has
yet to catch the number of companies which will be ultimately affected by

the move. He estimates around 1.1 million companies and sole traders are
in line for the change in April, and failure to comply could mean businesses
will miss their VAT return deadlines, leaving them exposed to fines and audits
from HMRC. Asquith indicates a couple of reasons for the lack of response
from businesses in general, citing confusion and timing as large factors.
“The take-up of MTD for VAT has been exceptionally low,” he says. “Partially
because of the cost, but also because of confusion around it being delayed
due to Brexit happening just two days before. So far, only about 20,000
businesses have registered with HMRC to test the new MTD portal. That
leaves 900,000 businesses ill-equipped.”
Perhaps some of the unwillingness of businesses to engage with the new
system can be put down to nervousness or even the number of backstops
and options available not to participate that have been included in the
scheme at this point. After all, there is still the option of carrying on as
usual through the ‘Bridging Software’ option, even if this may be short
lived. Perhaps more concerning, however, is that recruitment businesses
and others simply do not realise what goes on behind the scenes of their
accountancy flow. These interactions maybe unseen or unappreciated
by the majority of those in the business and therefore the need to comply
could quite easily be lost along the route of who is responsible for financial
processes.
As always, while businesses are expected to make changes in order to
meet new initiatives, there also needs to be a clear indication that the other
side of the tax partnership is ready, able and willing to deliver on its side of
the deal.
As Chris Stappard says: “The success of the Making Tax Digital initiative
relies on two things: companies being able to arrange their digital records
and HMRC being able to deal with the new digital system.” We’ll have to
wait until after April to be certain of either. n
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Darren Harding, onboarding manager,
Boomerang Funding, demystifies
rail recruitment.

Two recruitment businesses
bring talent in at the top.

LEADERS
APPOINTED
Cordant engineering strengthens team

T

he first passenger-carrying public railway was opened in Wales in 1807,
using horse-drawn carriages on an existing tramline, fast forward to
2018 and rail passenger numbers hit a staggering 1.72 billion making
the British network the fifth most used in the world.
In terms of revenue, Great Britain has the 17th largest railway network in the
world. Supported by over 600,000 employees, the rail industry generated over
£76 billion in revenue in 2016 and is a lucrative sector for recruiters, however
the red tape involved in accessing this market can be confusing and long
winded, so If you have considered rail as a sector, we have attempted to
demystify the process for you.
Here are the six most important things you need to know:
1. In order for a worker to be able to work on the railways, they need to hold
a Sentinel/PTS (Personal Track Safety) card. This shows that they have
completed the relevant qualifications to work trackside safely.
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2. To obtain one, they need to have someone to sponsor them. Prior to
sponsorship, all workers must undertake a Drug and Alcohol test.
3. Once they have a sponsor, they will need to undertake a training course
at a licensed training centre – basic courses are the PTS and ICI (Industry
Common Induction) however other courses are available depending on what
is required for the role.
4. Once completed the training, a card is issued which will allow worker
access to Network Rail sites. It is this card that holds all of the information
about a worker and ensures that they have the relevant qualifications
to be alongside the track, but also have someone who has the relevant
management systems in place to be responsible for the worker whilst they are
on site. These management systems are reviewed annually by RISQS – Rail
Industry Safety Qualification Scheme – and consists of an audit carried out by
one of their approved auditors.
5. A worker must then carry this card with them at all times – failure to take it to
site will result in them being denied entry (and therefore unable to work).
6. Lastly, as a worker’s sponsor, not only are you responsible for them whilst
on site (e.g. health and safety), but also responsible for monitoring their
training, working hours, distributing the required PPE bearing the sponsors
logo, and accepting responsibility for the worker whilst on network rail
infrastructure.
So, you can see, traversing the route in to rail recruitment can be complicated,
and can take time and patience, however working with suppliers who have
already undertaken the RISQS accreditation can shave years of time, expense
and worry of the process.
With companies like Network Rail spending around £130 million every week
on improvements across the UK’s railways, and industry wide programmes
like Digital Railway which aims to accelerate transformation in the rail sector.
The future of UK rail and rail recruitment looks bright and there is definitely
light at the end of the tunnel. n

Alexander Mann Solutions announces new leadership
appointment
Alexander Mann Solutions has announced that Janine Chidlow will be
joining the Alexander Mann Solutions team as sector managing director.
Janine brings over 25 years’ experience in the recruitment, MSP and
RPO sector, having worked with some of the world’s most exciting and
progressive brands. Janine’s appointment marks the latest in a series of
high-profile senior leadership appointments Alexander Mann Solutions has
made as part of its global growth strategy.
“Alexander Mann Solutions has a world class client base and
comprehensive portfolio of services to answer clients’ most pressing talent
problems,” said Janine. “It also has an embedded culture that’s driven by
the entrepreneurial spirit that runs through the blood of the organisation,
which makes it a highly attractive place to work. Alexander Mann Solutions
is also undoubtedly committed to doing the right thing from an inclusion
perspective – crucial attributes for a business that is delivering against
the talent agenda and a must-have for me. I truly am looking forward to
working with our clients and the entire Alexander Mann Solutions family.”
Steve Leach, group sector managing director, welcomed the new addition
to the team: “We have long respected all that Janine has achieved and
the way she has achieved it over the last 25 years. An accomplished
thought leader, she brings phenomenal experience, passion, energy and,
importantly a people-first agenda with her to Alexander Mann Solutions.
This will be a pivotal and exciting year for the Alexander Mann Solutions
team and I look forward to the contribution I am sure Janine will make to
our already talented team.”

Cordant Engineering, part of Cordant Group, has made two senior
appointments as it embarks on the next stage of its overall strategy
for brand development and growth. Matthew Heath joins as head of
business development, whilst Bryan Flood returns to the company as
recruitment business manager.
Matthew has over 30 years of global engineering, manufacturing and
recruitment experience. He joins the business from Jonathan Lee
Recruitment, where he most recently held the position of associate
director. During his career, he has also worked at Bomford Industries
and Mettis Aerospace. He brings a wealth of knowledge across
various departments, including engineering, operations, sales and
marketing, quality, design, assembly, machining, testing, metallurgy and
aftermarket.
Cordant Engineering has also reappointed Bryan Flood after he spent
the past five years working at NES Global Talent. He worked at Cordant
Engineering as a recruitment consultant between 2009 and 2014, after
successful periods at JAM Recruitment and LBM.
Kelly Kendall, managing director of Cordant Engineering, said: “This
is a crucial period in the development of our brand and I am excited
to work alongside Matthew and Bryan to achieve our vision. Matthew’s
success has been based on practically translating the client need and
identifying candidates with the right skills, experience and cultural
approach. Meanwhile, Bryan has a large amount of industry and
recruitment knowledge and has aggressive growth plans for this part of
the business.” n
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AI ON
THE TEAM
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hen deployed effectively, AI can be an incredible boost to any
business. That said, an estimated 54 per cent of employees
in large companies will need significant upskilling if growth
opportunities are to be fully harnessed. It is not going to be machines vs
humans, it’s going to be machines + humans. Especially in recruitment, this
is beyond Artificial Intelligence, it is Augmented Intelligence.
The not-so-distant future has already arrived and recruitment consultants
are working together with smart automation systems. The accuracy of AI,
paired with the unrivalled ability of humans to recognise and understand
emotions and behaviours, will be a powerful combination, more powerful as
a sum than as two separate parts.
From the perspectives of both job seeker and recruiter, Artificial Intelligence
has the potential to make processes much easier. To be honest, current
tools are outdated and inefficient.
The recruitment industry has used technology in the form of applicant
tracking systems (ATS) to aid processes for some time. ATS tools increase
efficiency, accuracy, bring control, and governance, but also organise the
recruiter into following winning sales and marketing routines and workflows.
Yet despite heavy investment by recruiters in these tools, the current
methods of candidate matching by ATS can be inaccurate and the
systems difficult to use, for example relying heavily on exact keyword
matching in order to form a suitable pool of applicants. Most ATS tools can’t
contextualise and they don’t learn as they go. Due to the sheer diversity of
skills and backgrounds of the workforce and the variety of ways in which the
workforce chooses to express their skills and backgrounds, often multiple
searches have to be carried out of the same database in order to reveal
appropriate and relevant results.

Benefiting the recruiters and job seekers
AI tools, of course, are marketed as being able to solve some of these
challenges. But predominantly, only large recruitment agencies with a
sufficient budget have already integrated Artificial Intelligence into their
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David Leithead, COO, Morgan McKinley UK, on the
potential of Artificial Intelligence in recruitment.

daily processes. So in general terms, the recruitment industry is at the
scoping stage – aware of the tools but wondering how to apply them. AI has
advanced at an impressive rate over the past few years and perspectives
have firmly shifted from what might be possible in the future to how can we
do this now? Already, some employers have adopted tools that schedule
interviews, screen applicants and even carry out background checks.
There is also the opportunity to improve the overall candidate experience
– a happy applicant is beneficial in many ways. A lack of communication
and transparency when it comes to status of applications is a common
bugbear that can be easily overcome by introducing good tech tools,
maybe interactive AI tools that seem like humans, such as simple chat
functions on a website could be the solution.

OK so where it’s all headed creates a lot of questions. But back to today,
the benefit of machine learning is that the tools are constantly evolving,
using vast volumes of data to improve their processes, for example gaining
a better understanding of every single applicant that enters the system. For
every piece of data the tools encounter, they are continually learning – that’s
quite exciting.
There’s absolutely no doubting the value these tools bring, and the adoption
and effective implementation of innovation is going to be the key to the
success of recruitment agencies over the coming years. Investing in the
data-driven approach should now be a priority.

Streamlined recruitment automation

Diversity is an integral aspect of recruitment today. This includes the need
to source talent from a diverse pool, but also ensure that that talent flow is
not staunched by conscious or unconscious interventions from people with
preconceptions and preferences for a certain type of candidate. In theory,
recruitment tools that match or screen CVs have the potential to reduce
bias because they make decisions solely based on data, and are not
influenced by context. Artificial Intelligence developers and those working
with Augmented Intelligence claim their tools can improve diversity because
they are designing them in such a way that biases play no role when it
comes to hiring decision making.
This is an attractive prospect for companies, their hiring managers and for
recruitment agencies alike, both for the reasons of finding more diverse
talent and eliminating discrimination in the hiring process.
How can we eliminate automatic, mental shortcuts that are ingrained in
every human and so often drive decision making? Artificial Intelligence
tools have the potential to do this as they assess large quantities of data on
an objective basis, free from unconscious bias. When analysing CVs, all
demographic information (including race, sex, sexual orientation, national
origin, religion, disability and age) is ignored when it comes to selecting
the most appropriate candidates, but also the less obvious biases like,
educational background, implied social status and so on.
For example, MeVitae uses neuro-linguistic programming (NLP) to remove
information that could be cause for discrimination, namely gender and
ethnicity, before forwarding the CV to employers. Their technology aims to
help companies avoid unconscious bias throughout the hiring processes.

In terms of looking for work and hiring employees, Artificial Intelligence
is already making job searching for jobseekers, and candidate matching
for employers, a much more automated process. When an individual is
uploading their CV, machine learning tools can instantly draw in relevant
jobs based on the contents of the CV – beta versions of these matching
tools are already on some of the key job boards. Likewise, when a job is
uploaded, the tool suggests candidates that have skills matched to those
in the job description based on the analysis of CVs, but also based on
analysis of what’s happened to those CVs that have already been trawled
and matched to similar jobs. A search can be left running in the background
without being monitored and any new CVs added will automatically match
with roles, reducing much of the manual labour. Ultimately, this means that
a shortlist will be delivered of the most suitable individuals before there’s
been any human intervention and interaction.
The machine will continue to learn. Input a full job description to get a list
of relevant candidates returned instantly. Use a tool to re-write the job
description and systematically improve it through machine learning
to find ever better candidates, suggesting what to include in the job
(err...sorry, in the job description) based on previously analysed and
successful descriptions.
And then, here’s a thought, let’s develop a tool that helps write CVs
and learns how to write them better, and better, to be best found by the
matching tools.
Battle of the machines! Now that’s ridiculous... No, in fact, Microsoft and
LinkedIn have developed one already. In this scenario, patterns and words
will be recognised as ‘successful’ for a certain type of CV, and a similar
version that is moulded to the individual will be produced.
(Machine enhanced) Candidate, meet (machine enhanced) job. This
could lead to some serious disappointment on both sides when the person
actually starts the job!

Increasing workplace diversity AI

Decision making uninfluenced by past experiences
People’s behaviours and attitudes are highly context specific, changing on
a daily and even hourly basis, especially when there are time constraints
– these attitudes inevitably influence decision making. Humans have biased
views, whether we recognise them or not – and this is increasingly argued

to be, in principle, a major flaw in human CV reviewing. But are we right to
just trust that AI tools will be running totally bias-free?
Despite the claim of an unbiased tool, the nature of AI is to learn by
perceiving patterns from past decisions and if there are hidden biases
(which there likely are), the tool will inevitably pick them up.
Historical biases that are reflected in current workforce patterns may teach
machines bad habits. Where hiring companies give the AI recruitment tools
access to their talent management platforms, things could get even uglier
because the AI tool can learn from an historic bias and simply perpetuate it,
because it doesn’t know otherwise.

Increasing efficiency, improving processes
Say a company is trying to improve the diversity of its workforce, and is
using Artificial Intelligence tools to screen CVs, where the tools have learned
what CVs have most success in the hiring processes in the past. Humans
can intervene to audit/assess the tools for potential biases by asking the
tools to rank and grade applicant CVs, then assessing the demographic
breakdown after the grading is complete. If there are glaring similarities in
the results to the current status quo, it can be assumed that the machine
has learned/inherited the biases active in the company’s processes.
This could turn out to be positive as the tool will expose this as a hidden
bias in the company’s recruiting history and gives the opportunity for it to
be acted on – but it’s obviously a case of humans working alongside AI to
improve recruitment processes.
There’s definitely something fundamentally appealing about removing
human bias from CV screening, but there’s also clear fundamental risk in
trusting the machine alone. Identifying diverse talent is a complex puzzle,
it’s often about breaking patterns, not following them or making them – and
for the moment at least, teamwork gets a better result. n
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Nigel Peters, managing partner,
Alium Partners, part of Globalise,
on the demand for interims.

A

t Globalise’s annual conference in Stockholm last year, one thing was
clear: the need for business transformation experts is a universal
requirement across the world. For all our cultural and economic
differences, the trends we are seeing in demand and supply are more alike
than ever before.
Interim management has evolved at different rates across each continent.
Here in the UK, the market is one of the most established in the world,
but also aggressive and highly commoditised. In 2016, the number of
recruitment businesses in the UK was almost 26,000, with an estimated
25 per cent of them offering interim management services.
The UK market was initially driven by GDP growth in the noughties, when
rates were high, demand was frenetic and work moved quickly. That
stopped overnight with the 2008 crash, and the industry ticked over by
supplying interims who could see businesses through the recession period.
Today, the UK is tackling similar challenges to those faced around the world:
digitisation, political and economic instability and changes to workplace
practices. The result for us, as it is for our fellow Globalise partners, is a high
demand for business transformation expertise.

Global impact
In some countries, the interim management industry is relatively new,
but thriving in the current landscape. Lucrecia Fratini, a senior partner
based in Buenos Aires, says: “The interim market is still emerging here,
built on the need for industries to adapt, embrace change and integrate
technology. We are also seeing both senior executives and millennials
looking for more autonomy in how they work, moving away from the
traditional corporate career.”
For the founders of Globalise, Valtus France and Atreus Germany, the
outlook is buoyant and promising. Though neither market took off until very
recently, both are now enjoying high demand, growth and recognition as
an essential part of the business ecosystem.
Atreus managing partner, Dr. Harald Linné explains: “Ten years ago,
interim management in Germany was a relatively insignificant industry with
a turnover of around 30 to 60 million Euros. It had a shadowy existence
between auditing and tax and management consulting. The niche has
since developed into an independent and important industry with a market
value of around two billion Euros per year.”
The situation is echoed in France, where the market is estimated to be
worth around 300 to 350 million Euros and has an annual growth rate of 20
per cent to 25 per cent. Again this is attributed to rapid social, economical
and technological change and the need for organisations to build and
maintain competitive edge.
President of Valtus, Philippe Soullier says: “In an uncertain and complex
world where change is happening at increasing speed, businesses need
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Search Laboratory’s head of HR,
Renae Shaw explains how the
company is leading the way in
mental wellbeing for staff.

LOOKING
AFTER
YOUR OWN
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highly talented, extremely agile leaders more than ever before.”
When it comes to supply, today’s interim managers know the importance
of being able to deliver a change or transformation programme. Most
CVs we receive contain at least some element of change management or
business transformation.
The number of interim managers available in the UK and Europe is
also higher than ever. Professionals are increasingly seeing interim
management as a career choice, attracted to the benefits of flexibility
and the opportunity to make a significant impact on an array of different
businesses.
These factors make for a competitive market, and mean interim managers
have to work hard to make an impact. Soullier says: “Today’s top
executives are looking for creative ways to hone their skills. They focus on
expanding their contribution to the future landscape by diversifying their
experiences, and rising to new challenges.”
While many experiences are shared between Globalise members, our
Asia Pacific partner, Radialis, reminds us of the differences that exist
between markets. Cultures, laws and tax and pension regimes can vary
significantly from country to country.
Radialis managing director, Ramesh Ramchand says: “The Asia Pacific
is perhaps the newest market for interim management. Familiarity and
experience with local languages, business rules and culture is absolutely
essential, especially if the role requires interaction with government
agencies, trade organisations or business partners.”
It is here that the strength of Globalise comes through: each member
firm can address global challenges at a local level, with country-specific
expertise.
It is an exciting time for interim management worldwide. Changes in our
markets, workplaces, and processes drive a demand for people who
can keep businesses relevant and successful. The supply of business
transformation experts is the focus of the Globalise network, where each
member brings a deep understanding of their own particular landscape. n

he mental health of employees is just as important as their physical
health, yet there is less legislation in place to protect the mental
wellbeing of staff than there is to protect physical health. As employers,
it is our duty to ensure we offer a range of schemes and benefits that look
after our employee’s mental health. We wouldn’t ignore someone with a
broken leg, so we shouldn’t ignore mental illness either.
Company benefits often look after physical health – private healthcare and
free or discounted gym memberships are the most common work benefits.
At Search Laboratory, we hope to provide a holistic approach to wellbeing by
offering benefits aimed to improving both physical and mental health as we
are acutely aware that both are closely linked.
We have offered a number of benefits for employees to help promote good
physical health for many years, including: free gym membership, free fruit
and free food if you walk or cycle to work. In 2014 we began to expand this to
focus on mental health by offering free counselling sessions to all staff, then
in July last year we took the decision to sign the Mental Health Charter – a
register of employers that commit to focusing on prioritising mental health in
the workplace.
We also provided external training all of our managers with MHFA England.
MHFA offer training courses in Mental Health First Aid, which covers
subjects like ‘how to spot signs of mental health issues’ and ‘confidence to
step in when a person is in distress’. This training has given our managers
the ability to detect when their team members may be struggling with their
mental health, and allowed them to feel more equipped to have the right
conversations in these situations.

Right skills, right place
Training the management team was an important step in making sure our
staff feel they can speak out without fear of being treated differently or in

an unsympathetic way. However, we were aware that some people may
feel more comfortable talking to their peers. We decided to open up the
training to the wider team on a non-compulsory basis; the response was
overwhelming and we’ve now had over half of the workforce take part in the
training course.
We are by no means finished when it comes to looking after our employee’s
mental wellbeing. We will continue to implement initiatives and benefits that
can help to protect our staff. However, we have already seen positive results
from our actions so far.
Over 98 per cent of staff who took the MHFA training course said that they
found the training beneficial, 90 per cent of our entire workforce has said
that they would feel comfortable talking to their manager about their mental
wellbeing if there was an issue. Paired with the fact that just last month we
were placed in the Top 100 Small Businesses to work for by The Sunday
Times and Best Companies To Work For, there is no doubt that staff are
responding well to our actions so far.
In December 2018, MPs debated to make mental health first aid compulsory
for all employers following 200,000 members of the public signing a petition
to ask the government to make mental health first aid mandatory in the
workplace. Shortly after a letter was sent to the Prime Minister, signed by over
50 senior leaders representing the business, education and mental health
sectors – all calling on the government to uphold its 2017 manifesto pledge
to change the law and put mental and physical first aid on an equal footing in
the workplace.
This is a subject that isn’t going to disappear and it is critical that employers
act proactively to show they’re invested in their staff before the employees
move to a company where that is happening. n
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hether we like it or not, global political upheaval is having a
noticeable impact on the way we do business. From Brexit to the
trade wars between US and China, the global business landscape
is changing.
It’s evident in the recent headlines that global businesses are weighing up
different options to remain agile. From manufacturers moving facilities to
countries that are more economically viable, to concern over the impact
changing rules around free movement on the sector’s growing skills gap,
it’s clear that we are entering an era of uncertainty.
One thing is for certain – businesses will require strong leadership to ensure
resilience in the face of uncertainty. There are many skills that leaders need
in order to be effective. These are the top five skills that are particularly
relevant to leaders operating in a global market place:
Communicate Value: Whether it be with team members, project
stakeholders or customers, the global leaders of tomorrow need to be able
to identify and sell the value of what they are doing. They need to be able to
move beyond merely expressing what is going to happen to communicating
in a way that takes full account of where the other party is, what the
impact of the situation is going to be and how it will add to that person’s
life, job, project or business. These abilities could almost be described as
‘commercial’ attributes. Put simply, it’s about selling the benefit in a way that
is instantly beneficial to the other party.
Lead People Through Change: Constant change is now a given. There is
no way of stopping it and all the research would suggest that change is only
going to become more intense. Leaders will need to be able to use a range
of people management skills to coach and manage their teams to handle all
types change. Some of that change they will be driving but more often than
not, it will be change that they are simply having to respond to. It’s essential
that leaders maintain the operational activity of their team whilst embracing
the changes that they will inevitably experience.
Place the Customer at the Centre of the Business Process: Businesses
across the world are looking for ways to differentiate themselves so that
customers choose them. There has been a growing realisation that this
can no longer be solely the responsibility of the sales function. Successful
businesses of the future are reworking their entire business process by
placing the customer at the centre of all activity, not just sales activity. In
reality, what this means is that leaders in every function, not just customer
facing functions, will need to be able to align their strategy, business
objectives and team workload to reflect what the customer wants.
Work with Local Cultures: In a global operating environment, there is
always a push towards harmonisation of processes, of values and of ways
of working. In many ways this is a good thing but there is always the risk that
harmonisation goes too far, to the point of diluting local understanding and
the ability of businesses to flex to match local operating environment. The
leaders of tomorrow need to be skilled in transferring global expertise to a
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Business Linked Team’s MD Samantha Caine
explores how training the workforce to operate globally
could be the key to sustaining sales figures post-Brexit.

local workplace. They need to be able to translate approaches and values
to whichever environments they find themselves in.
Embrace Digitalisation: The speed of digitalisation is constantly
increasing. What was new yesterday will be out of date tomorrow and yet it
can’t be escaped. Whether technologically driven or not, leaders in a global
market place will need to learn both how to embrace technological change
that is imposed on them and even more so, how to leverage technology in
order to gain a competitive advantage.

Instilling these behaviours in your leaders
A leadership development programme is the most effective way to instil
these skills within future leadership. But what makes an effective leadership
programme? It should centre around these four steps:
1. Build the Programme Around Your Business Strategy
The single most important driver behind your leadership training programme
should be your business strategy. Businesses will only succeed and grow
if they have the best leaders with the right skills and capabilities that make
them able to implement it.
In practical terms this means that the content of any leadership development
programme should be directly linked to what Leaders need to deliver
for their business. For example, if your business strategy is about
long-term innovation, you may want to ask whether your leaders are able
to innovate themselves? And then you may want to consider whether that’s
the most important thing or is it more important that they have the skills
and processes to inspire and enable their teams to be innovative? Do they
understand the organisational culture that’s required to foster an innovative
environment and can they create that for their teams?
Being able to recognise and identify what skills Leaders actually need
in order to implement business strategy isn’t always obvious. It’s key to
remember that no Leader can implement a strategy themselves – it’s about
identifying what skills they need in order to enable others to do it.
2. Tailor Everything to the Business Environment
Generic leadership programmes are everywhere in every format, and
fundamentally the content is the same from one to the other. The key to a
truly successful leadership training programme is tailoring the content and
applying it to the business’ own operating environment, customers, products
and processes.
For example, when you are training leaders how to coach, don’t just cover
a generic coaching model; show them how it fits in the context of your
business’s performance management process and give participants the
opportunity to try out coaching within the very same framework. Challenge
yourself to make sure that as well as the theoretical coaching steps that they
need to go through, leaders know where to find development opportunities
for their people in your organisation, so they understand how their coaching

efforts contribute to the overall succession plan for the business.
In the same example, even when it comes to developing activities, make
sure your role plays are reflective of the jobs and people that they will have
to coach to make sure that all of the learning opportunities are relevant and
reflect the real world
3. Gain Support from Your Best People
One of the biggest mistakes that businesses make is to overlook the vast
wealth of leadership expertise that they already have within the organisation.
No one knows your people, processes, products, customers and
challenges better than the people that are dealing with them on a daily basis
and their expertise should be leveraged for the benefit of others.
For sure, you may not have expert leadership trainers and facilitators within
your ranks but you do have very specialist stories and experiences that
can be integrated within your leadership training. The very best leadership
programmes are a seamless collaboration between external leadership
trainers and internal experts who can help to bring content alive and to
position it in the context of jobs that the leaders do today and will need to do
in the future.
4. Development is a Journey
When developing a leadership training programme, it’s all too easy to get
swept up with the content and the practicalities. It’s often a high profile
project, with senior management’s eyes on it, so questions about guest
speakers and impressive locations find themselves towards the top of the
agenda as those responsible for developing the training seek to make an
impact.
The trouble with this approach is that the essence of why there is a
leadership training programme in the first place is lost. Developers forget
that this is not about an exciting event and great photos and feedback
reports at the end of the event. Any leadership training programme (and
by that we mean face to face workshop), is simply part of a much longer
leadership development journey and it’s essential it has a long-term impact.

No one attends a training programme and becomes a great leader
overnight – training programmes are simply interventions along the way and
inputs of theory and practical skills that contribute to a leader’s toolbox. Your
challenge in developing a truly effective programme is to make sure that
the opportunities for development reach far beyond the limited amount of
classroom time that you have allocated.
A successful leadership training solution should incorporate self-study,
line manager coaching, peer support groups and regularly adjusted
training plans. In essence, it’s about developing a programme that enables
continuous leadership development, long after the trainer has packed up
the flipchart and gone home.
By implementing an effective leadership development programme,
businesses can ensure value is communicated, change is embraced,
customers are placed at the centre of business processes, local cultures
are understood and digitalisation is embraced. All of this will ensure resilient
leadership in an uncertain future. n
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Becky Frankiewicz, President, ManpowerGroup North
America says it’s time to befriend the machines.

oncerns are growing about the evolution of technology, robots at
work, and the overall cost to jobs. Despite headlines and fears
of robots taking jobs, the opposite is true – provided people
have the right skills. In our latest report, Humans Wanted: Robots Need
You, 91 per cent of US employers reported plans to increase or maintain
headcount as a result of automation, for the third consecutive year while
employers continue to create jobs month over month. We also found that
the organisations investing in digital and shifting tasks to robots are the
ones creating the most jobs.
With 46 per cent of employers reporting difficulty filling roles, employers
are building talent more than ever before -- looking for traits such as
adaptability, problem solving and high learnability in new hires that
make them more open to upskilling. Tech is here to stay, and it’s our
responsibility as leaders to work out how we integrate humans with
machines.

The IT sector is a key example of this and an area where demand for
digital skills is growing with considerable speed, yet the education and
experience employers require, versus what exists in the workforce is
presenting a skills mismatch. In the US, 86 per cent of IT vacancies
require a bachelor’s degree in computer science, yet just 43 per cent
of IT workers have one; 92 per cent of Java developer job ads ask for
a degree when only 48 per cent of developers have one. The current
disparity between demand and skill needs to be balanced for companies
to continue to thrive. A harmonious relationship between the digital and
the human is vital, and upskilling is an essential part of this business
growth. Companies equipping people with the skills needed for both
today and tomorrow will be well-placed for success.
Yes, more robots are being added to the workforce, yet more humans
are as well. Our research shows that most employers have planned to
increase or maintain headcount as a result of automation.

Robots are here, humans are irreplaceable

The opportunity is here today

Companies require uniquely human skills to complement the increase in
machines. In this time of growing automation, people remain essential.
While 29 per cent of organisations say it’s difficult to train in-demand
technical skills, 38 per cent say it’s even harder to teach the soft skills
they need to accompany these tech skills, such as communication
and analytical thinking. And, crucially, social and emotional skills such
as higher cognitive skills, creativity and the ability to process complex
information, together with adaptability and likeability will grow in value
across all industries by 26 per cent.

We at ManpowerGroup are leaders in this area and are working alongside
robots and investing in human skills. To ensure the skills gap continues to
close and to compete in the skills revolution, companies must promote a
culture of learning, provide career guidance and offer short and focused
upskilling opportunities. Organisations must accelerate efforts to upskill
and reskill employees for the new world of work so that companies can
succeed and people can have employment security for the long term.
In order to do this, they must:
• Build talent, investing in learning and development to grow the talent
pipeline and upskill the existing and potential workforce.
• Buy new talent that cannot be built in-house in the timeframe required
to fill critical skills needs.
• Borrow skills, cultivating communities of talent including part-time,
freelance, contract and temporary workers to complement an existing
workforce.
• Bridge talent between roles, supporting them as they move on and
move to new roles inside or outside the organisation.
We know that the opportunity to upskill matters to workers. Four out of
five millennials would change jobs for a role with the same pay yet more
training opportunities. At the same time, 93 per cent of millennials are
willing to spend their own time or money on further training.
Preparing people for a future of work that is more digital and fast-paced
than ever before requires upskilling workers at speed and scale. To help
people access meaningful and sustainable jobs in in-demand careers,
ManpowerGroup’s MyPath offering provides accelerated learning
programs, on-the-job training, certification and experience to our most
motivated candidates. By analysing current and future demand for

34

March 2019
www.theglobalrecruiter.com

specific roles we create tailored career tracks for associates to upskill
and progress in their careers. In the US our certified talent agents can
take associates on a track from payroll specialist earning $14 an hour, to
an accounting clerk earning $18 an hour, to a financial analyst earning
$39 an hour.
Employers must prioritise upskilling and learning within their workforce

– doing so is vital to maintaining the human workforce. It’s clear that
investment is key, with 76 per cent planning to upskill their workforce by
2020. Companies are realising their role in creating the workforce they
need and they are realising the fundamental role that learning plays as
they aim to stay competitive in the digital age. Continuous learning future
proofs careers and companies. n
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Sinead Hourigan, President of RCSA and
Queensland Director with Robert Walters
on the lesson to learn from Australia’s
Banking Royal Commission.

I

n December 2017 a Royal Commission into Misconduct in the Banking,
Superannuation and Financial Services Industry started a sobering
investigation into Australia’s financial services sector. As the commission
continued throughout 2018 and details of the some of the illegal and morally
questionable behaviour of some employees in this sector were revealed,
it became evident some of the findings would be cause for soul-searching
around the role ethics should play in business.
There were reports of ‘hundreds of millions of dollars’ in fees charged for no
service – in some cases including fees charged to dead people for years
– to inadequate systems around issuing mortgages to the Commissioner
Kenneth Hayne saying basic standards of honesty were ignored as the
motivator became “greed”, “avarice” and the “pursuit of profit”.
The Australian Financial Review described it as “one of the most
consequential royal commissions ever conducted in Australia.” When the
final report from the Royal Commission was tabled in February this year, a
stream of resignations from senior executives working in this sector began to
trickle in as the breadth of questionable practice was laid bare for all
to see.
The Royal Commission shone a spotlight on the alleged unethical behaviour
and deep-seated “win at all costs” mentality, which is done so at the
expense of the customer.
I believe there is a very real need for us as recruiters to lead by example
for our clients by having a clear commitment to a values-driven approach
and encouragingly, many people feel the same way. The Royal Commission
has been a catalyst for a lot of businesses to re-examine their own values
and what staff believe is the driving force. Is it profit or is it a commitment to
quality service?
The two can, and should, be compatible but this is sometimes not the case.

Values required
In recent months, I have found that almost everyone I speak with, from
clients to candidates, to RCSA members and key decision-makers in
business, are looking at ways to encourage a stronger values-aligned
approach in their business. We would do well to remember that candidates
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Roland Pavamani, chief mentor,
Roljobs Technology Services Pvt Ltd
on the creation of his business.

REMOTE
RECRUITER

B

ased in Bangalore, Roland Pavanani’s business began in 2002 from
his home with just two employees. He never planned to get into
recruitment, he says, it just happened. “I was an Aeronautical engineer
by education. I had never done recruitment in my previous jobs. When I
started, I tied up with a few recruitment companies and concentrated only on
candidate delivery. Marketing was not my strongest suit.” Despite this, after
an initial few years working with recruitment agencies as a delivery partner,
Pavanani started his own client base included Yahoo! India and Dell R&D to
name a few.

A: In practice, we search for suitable candidates locally. We do not send
people from India to fulfil these requirements. When somebody approaches
us with a requirement, we meet them halfway by hunting down candidates
and going through with the initial screening. Our partners and clients overseas
facilitate the onboarding process. Our main methodology is social media
evidence based recruitment. That means we do not rely on job portals to
find candidates. We also have an internal software team building exclusive
recruitment tools so that our recruiters have an easier time narrowing down
onto the right candidate without compromising on speed. Right now we have
closed positions in the US, Middle East, South Africa, and Australia.

updated consistently with the latest recruitment trends and sourcing strategies.
Expanding your skill set by delivering to different geographical locations and
domains. A good relationship and rapport with clients, business partners and
candidates definitely provide more insight and opportunity with regard to
potential business and what candidates are always looking out for.
In order to deliver a successful hire we make sure our part of the process is well
oiled and efficient, that way we won’t compromise on speed and quality. Hiring
mistakes are bound to happen if certain processes are underfilled. We focus
on concentrating on requirements that call for talent which is in high demand in
the job market. We have a dedicated team who are continuously researching
and updating their knowledge of various domains. Their inputs are circulated
among our recruiters so if need be, they can receive bonus information to aid
them in their sourcing.
We are also currently working on an improved pre-hire quality assessment.
Quality of hires are only effective as our assessment methods to select high
caliber candidates. Client/candidate feedback also keeps us revising our initial
screening. When it comes to compliance, the regulations are mostly standard
practice in India with minor differences here and there.

Q: How does an Indian company manage to serve the
US market?

Q: What are the major challenges and obstacles you
need to overcome and how do you deal with them?

A: Right from the onset when we receive a requirement we do not compromise
on quality. We are straightforward and maintain our integrity throughout the
whole process. Our recruitment methodology is completely unique and it is
always evolving and adapting as per what is required. We do not take any
shortcuts when it comes to delivery. The lessons acquired during our 16 years
in the business have definitely complimented our practice. Our social evidence
based recruitment methodology helps us in this regard.

A: A major challenge for us is probably the time zone differences. We don’t
have any offices overseas to help overcome this situation, yet we try to deliver
despite these differences. Competition in India is also gaining momentum.
A lot of candidates we approach overseas are also reluctant to deal with
recruiters operating here in India and we are experiencing recruiter attrition at
the moment. We overcome this by taking on more young recruiters who are
completely new to this field and train and mould them and help them adapt to
the ever changing tide of recruitment.

Q: I understand you work on an international basis.
How does that work in practice? What countries
do you work with and how do you find talent/clients
internationally?
and our own teams are more attracted to companies which live and
breathe their values. This means going beyond what is printed on company
marketing material; they want to see people and leaders embodying the
company’s values every day.
As the recruitment and staffing sector is a central point of reference for many
employers and candidates, values alignment is incredibly relevant to what
we do and the way we do it.
We should be hiring in our own businesses for values alignment while also
assessing values alignment for our candidates and clients in our recruitment
practices. This means internally, we need to constantly question our own
operating models, ensuring that the customer (client and candidate) is at the
centre of everything we do.
As a service, we need to place genuine emphasis on assessing how a
candidate matches the values of clients, work to understand their values and
use that information to assist them in finding an environment which aligns
with them and their values and beliefs.
This comes down to asking the question: “how do we encourage both
values-driven and commercially driven engagement?”
It would be naive to believe our sector is not driven by commercial
imperatives and we all have a responsibility to deliver commercially
sustainable outcomes, but it should not and does not, need to be done at
the expense of treating people with respect.
Our role as an intermediary in the recruitment and selection process
provides us with deep insights into both our candidates and our clients
and we have a moral responsibility to ensure that we use those insights in a
meaningful way.
I want to represent a sector that focuses on being not only financially
sustainable but also a valued partner to our customers and we should hold
ourselves to account on that every single day. Hopefully you are all with me
on the journey. n

Q: What capabilities do you need to develop for
delivering the services? What skills, networks,
and processes are in place to ensure each hire is
successful both compliance wise and in terms of the
talent in demand?
A: Capabilities that are proven useful in any service based industry would have
to be good networking strategies, prior industry knowledge, keeping oneself

Q: What will be the future for your company, what
plans do you have for the next few years?
A: My vision for the future includes scaling and perfecting our recruitment tools
to make it easier on our recruiters. Explore more markets apart from the ones
we have established relationships with and always fine tune the training we
impart to young recruiters. n
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NEWS
AND VIEWS
Job hopping positives
In an encouraging sign for Singapore’s job hoppers research
commissioned by specialised recruiter Robert Half reveals Singapore’s
CFOs consider someone who has made an average of four job changes
within a 10-year period to be a job hopper, and more than half (56
per cent) would be willing to hire a candidate who has a history of job
hopping.
Job hopping is overwhelmingly more prevalent among Singapore’s
millennials as almost two-thirds (63 per cent) of Singaporean CFOs think
millennial-aged finance workers are job hoppers. This compares to more
than one in three (39 per cent) CFOs who think Singapore’s Generation
X workers in finance and accounting are job hoppers and one in four (25
per cent) who consider Baby Boomer professionals to be job hoppers.
While many employment changes in a short time span can give hiring
managers cause for concern, Singaporean employers understand
there are also advantages linked to changing jobs frequently. The
positive consequences of job hopping for employees, as identified by
Singaporean CFOs, include: higher salary progression (64 per cent),
more experience in different industries (43 per cent), ability to learn
faster (35 per cent), resilience to change (32 per cent) and learning more
skills (31 per cent).
Matthieu Imbert-Bouchard, managing director of Robert Half Singapore
said: “Despite previous negative stereotypes around job hoppers in
the finance and accounting industry, Singapore’s employers have
become much more accepting of candidates who have had numerous
jobs over the past few years. There is definitely a generational shift as
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Trends and stories from the region.

it is more common for millennial-aged workers to be inclined towards
changing jobs more frequently than their Generation X and Baby Boomer
colleagues, with the practice slowly losing its negative stigma.”
Yet switching employment on a regular basis can also have significant
downfalls. Professionals who frequently change jobs should not disregard
the potential pitfalls, with the negative consequences of job hoppers, as
identified by CFOs, being: missing out on promotions (43 per cent), lack
of job security (43 per cent), missing out on professional development
(39 per cent), missing out on job opportunities (39 per cent), and less
influence on company strategy/policy (33 per cent).
“Despite the fact that job hopping has become more common in the
finance and accounting industry, hiring managers should still be cautious
when considering job hoppers for a vacant role. Frequent employment
changes over a short span of time can raise red flags, and potentially
earn the employee a reputation for being disloyal. Employers need to
balance the costs of the recruitment process against a candidate who
may be seen as disloyal and end up leaving after a short period of time.
This doesn’t suggest that job hopping should be disregarded entirely, but
like any career move, changing jobs must have happened for the right
reason,” concluded Matthieu Imbert-Bouchard.

Guidant appoints
Guidant Global, part of Impellam Group has appointed Doug Edmonds as
director, Asia Pacific with a responsibility to drive future growth in Australia
and the Asia Pacific region. The move comes as the global leader in talent
acquisition and managed workforce solutions continues to make rapid
progress in expanding and transforming its portfolio across international
markets.
The announcement follows PwC’s latest CEO Survey – which found that
71 per cent of Australian business leaders feel that a lack of key skills
is a threat to growth – with many facing barriers to building the required
workforce because of limited insights into current workforce capability and
future requirements.
Guidant Global champions a better, more forward-thinking way of working
and has a core philosophy of shifting the focus to people – the vibrant
force that drives thriving businesses and creates energy and opportunity.
With extensive experience in resourcing and managed service recruitment
in Australia and Asia, Edmonds is well placed to lead the company’s
strategic plans to deliver its global expertise in a way which is tailored to
the local geographies. In fact, Impellam is no stranger to the region. As
well as Guidant Global, group companies Comensura, Medacs Global
Group and Carbon60 all have significant operations within Australasia and
Guidant Global already operates in India, China, and Malaysia.

Commenting on his appointment, Doug Edmonds, director at Guidant
Global, said: “Here in Australia, and indeed in wider Asia markets, there
is a real need for Guidant’s collaborative, creative and agile approach
to managed service recruitment. I look forward to reconnecting with the
APAC market at a time when employers are seeking solutions around
talent management – and in a capacity where I can deliver Guidant
Global’s commitment to finding better ways of working.”
“This is a significant appointment for Guidant Global at a time when
we are increasingly extending existing programmes into Australia and
the Asia-Pacific region,” said Simon Blockley, CEO of Guidant Global.
“Opportunities in this region are vast, and I have no doubt that Doug’s
extensive experience and passion makes him the best person to drive
growth strategy across APAC markets.”

Medical fit
Wavelength International, Australia’s largest medical recruitment agency,
has acquired respected executive search firm Ccentric Group to bolster
its C-suite and leadership recruitment service offering. Specialising
in executive search within all facets of healthcare, Ccentric Group is
well-established and has a national reputation for high-quality executive
placements.
“We have always provided healthcare specific executive search for
a clinical director and director of medical services roles, but this
acquisition will dramatically expand our capabilities at C-suite level,”
says Wavelength CEO Chris Riley.
Clare Ponsford, Wavelength co-founder and director adds: “Individually,
we’re market leaders in our own right but as a combined entity we’ll
now be able to offer a broader best-in-class service offering to our
loyal candidates and healthcare clients to really set us apart from other
recruitment firms. This is Wavelength’s first acquisition and an exciting
milestone for us during our 20th anniversary year.”
Founded in Sydney by Wayne Bruce in 2001, Ccentric Group operates
nationally from offices in Sydney, Melbourne, Brisbane, Adelaide and
Perth with a dedicated team of recruitment consultants, researchers and
support staff. The Ccentric brand will continue, given its international
status and recognition, and will become Wavelength’s expert executive
talent division.
“In two decades, Wavelength and Ccentric Group have both emerged
as key recruitment players with a similar inspiring vision and dynamic
approach to business,” commented Wayne Bruce. “This is underpinned
by the same corporate values of excellence, integrity, innovation to make
a positive impact on communities in which we operate.
“There are strong synergies between the two companies in terms of

our complimentary services. We will benefit from being part of a larger
organisation with established corporate support and our clients will
benefit from a total healthcare recruitment solution where they desire it,”
he added.
“We’re delighted to now be able to further cement our reputation as the
trusted advisors in our respective market sectors and to expand together
into the wider Australasian market,” said Chris Riley.
Wavelength and Ccentric Group are both global sourcing specialists
with expertise in placing candidates into Australia and New Zealand from
countries such as the UK, Ireland, Canada, USA, Singapore, Hong Kong
and other relevant parts of Asia. The acquisition of Ccentric Group will
allow both companies to collaborate across these valuable international
talent pools.
“We firmly believe this acquisition will strengthen our longstanding client
relationships and also enhance our service offering into new non-clinical
leadership markets which is a great opportunity for us. We’re extremely
excited to be joining forces with Ccentric Group and adopting their
approach in this executive search space,” says Chris.
“Since its inception in 1999, Wavelength has consistently met the
changing needs of doctors and healthcare organisations and our
services have evolved and expanded accordingly. The acquisition of
Ccentric Group is very much aligned with this philosophy,” said Clare
Ponsford.
“Combining our expertise allows us to provide dedicated career support
for candidates and to assist our clients with wider strategic C-suite hires.
Together, Wavelength and Ccentric Group will provide a unique offering
in the medical and healthcare recruitment market,” she concludes. n
March 2019
www.theglobalrecruiter.com

39

