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Forward planning is one thing, predicting the future is quite another. In this issue of
The Global Recruiter we ask how recruiters are addressing the challenge of finding
talent for clients who didn’t necessarily know what jobs or roles they’ll need to fill. One
by product of the current fast moving, uncertain world in which we live is that while a
whole host of jobs are set to be replaced or at least shared with emerging technology,
another set will appear, complete with challenging job titles and debatable skillsets.
How can recruiters ensure they’re ready for whatever the job market throws at them,
and not be held back by the uncertainty of their industry sectors?
The Award season is very nearly on us and we’re very pleased to be able to bring you
the finalists for this year’s Global Recruiter Industry Awards. A huge congratulations to
everyone involved and I’d like to emphasise here that with record numbers of
very high quality entries the task of judging really has been no mean feat.
Excitement will now build for the Awards Ceremony on 20th June. Meanwhile,
if you have any recruitment practice in the Asia Pacific region log on today at
https://www.theglobalrecruiter.com/asia-pacific-awards-2019/ to get your entry into
our Awards covering that region.
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NEWS

AWARDING
WORK
The Global Recruiter UK Industry
Awards 2019 has released this
year’s list of finalists. Now
celebrating its tenth year, these
awards have truly become the
industry’s own awards, held
in high regard by everyone in
the recruitment industry, and
by wider users of recruitment
services. These awards mark
out best practice and the most
exciting players in the sector
today – they attract clients and
practitioners to the winning,
highly commended and
shortlisted companies. This
year those appearing on the
short list should be particularly
proud: there were a record
number of entries and judges
have chosen their finalists from
a very high calibre of candidates
for each category.
The Awards Ceremony will be
at the Café de Paris, central
London on 20th June where we
will see the winners for each
category announced from the
following list:

Best Client Service
La Fosse Associates
The Barton Partnership
tml Partners

Best Candidate Attraction
through Social Media
ClickIQ
Fircroft
Harrington Starr
Phaidon International

Best Large Recruitment
Business
La Fosse Associates
Morson International
NES Global Talent
PMP Recruitment
Talent

Best Employer Brand
Harrington Starr
Opus Talent Solutions
Roc Search
Trust In Soda
VHR
Best In-house Training
Evolution Recruitment Solutions
Gravitas Recruitment Group
Harrington Starr
PMP Recruitment
Talent
Best Innovation
Candidate.ID
Corecom Consulting
Harrington Starr
Hinterview
Best Job Board
Aviation Job Search
CareersinAudit.com
CV-Library
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These awards mark out best
practice and the most exciting
players in the sector today

Best Marketing Campaign
Austin Lee Resourcing
Camino Partners
Phaidon International
PMP Recruitment
Randstad
Best Medium Recruitment
Business
Amoria Bond
Evolution Recruitment Solutions
Gravitas Recruitment Group
Opus Talent Solutions
Stanton House
Best Newcomer
Amicus Recruitment Limited
Marshall Wolfe
Orama Solutions
Signify Technology
Vertus Partners Limited
Best Permanent Consultant
Tiffany Parradine of Alchemy
Recruitment
Mark O’Toole of Darwin
Recruitment
Nick Guy of Finlay James
Lee Harding of Harrington Starr
Tom Fernandez-Buckley of
Venquis Limited
Best Recruitment Process
Outsourcing Business
Claremont Consulting
NES Global Talent
Volt Consulting Group

Best Small Recruitment Business
Broadgate Search
Gleeson Recruitment Group
Hyper Recruitment Solutions
InfoSec People
Best Specialist Recruitment
Business
Gravitas Recruitment Group
Harrington Starr
Oasis HR
Signify Technology
Xpertise Recruitment
Best Start-Up Agency
Bio Talent
Joshua Robert Recruitment
Limited
Leonid Group Ltd
Oxygen Digital Recruitment
Best Temporary Consultant
Christopher Hornbuckle of
C&D Group Ltd
James Nash of Green Park
Sam Potter of La Fosse
Associates
Dan Kerr of Samuel Knight
International
Azem Hoti of VHR
Best UK Overseas Operation
Amoria Bond
Executives in Africa
Fircroft
Harrington Starr Incorporated
NES Global Talent

For the latest industry news log on to www.theglobalrecruiter.com or sign up for our regular news by email

BUSINESS AS
USUAL

over 20 per cent of roles released
to them in Q1 were newly created
positions resulting in additional
hires into BD and marketing
teams, indicating strong growth in
Professional Services recruitment
this area.
specialists Ambition have reported Business support has also seen a
that despite the uncertainty
solid start to 2019 in terms of job
around Brexit, hiring is showing no flow. However, candidates are
signs of slowdown. The company
generally being more cautious
reports business development
which, in turn, has created a
and marketing hiring has been
slight shortage of candidates
particularly prevalent in Q1. Firms who are willing to change roles at
are identifying that the external
this time. Temporary and interim
marketing and BD efforts of their
recruitment remains buoyant
teams need investment and
for PA and admin roles and this
there
been use
little hesitation
in pull
We has
could
this for
trend is expected to continue
replacing movers in operational
throughout 2019.
quote or facts and figures
roles too. Ambition reports that
Continuing the trend from last

year, many firms are continuing to
take the plunge in moving some of
their business services functions
to other locations in the UK and
this has mainly affected junior and
transactional level roles in finance.
Matthew Gardner, director at
Ambition, said: “Importantly,
particularly in a very candidate
driven market, we are still seeing
great confidence from candidates
to seek new opportunities
and search for greater career
opportunities, which is supporting
the consistently high job numbers
we are seeing in the legal finance
market.
“Moving into Q2, the market
remains steady and although we

expect to see a small dip in line
with the bank holiday festivities,
we expect confidence in the
market to remain when it comes
to hiring critical replacement
roles across all sectors and don’t
anticipate any slowdown in the
recruitment market,” he adds. >
www.theglobalrecruiter.com
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ENGAGING
EVENT

WHEEL DEAL
Human Capital M&A advisor
Boxington has advised the
Shareholders on the recent
sale of TRG Logistics Limited to
Challenge Group. The resulting
company will form one of the
largest independent providers of
HGV drivers and warehouse staff
in the UK.
The deal will see the two
companies merge to become
Challenge TRG Group with
a combined turnover of £120
million, collectively employing
4,000 temporary workers and 150
permanent employees. Founded
in 2000 and headquartered in
Surrey, TRG operates 12 regional
hubs providing clients with
national coverage. In the financial
year ended 31 December 2018,
TRG generated Normalised
EBITDA of £2.5 million.

“Boxington’s knowledge and
experience of the recruitment
sector helped us to navigate the
M&A process smoothly and also
to achieve an outstanding deal
result,” commented Nick Gordon,
TRG founder & CEO.
Mark Kingston, Boxington
director commented that “we are
delighted to have advised the
TRG Shareholders on their deal.
Challenge TRG Group
is now exceptionally well placed
to capitalise on the attractive
long-term growth drivers in the
HGV driver recruitment market.”

NEW ZEALAND
FALTERS

“Our data shows that the private
sector job market peaked around
the start of 2018 and there has
been a significant (5-10 per cent)
tail off since then. The decline
in business confidence is now
reducing new hiring.”
Mr Wade noted that employer
caution is reducing new listings
and advertised wages, despite
difficulty filling vacancies.
“Salaries were up just 1.1 per
cent year-on-year this quarter,”
he said. “This is having a knock
on effect in terms of how long it
takes to fill positions too. Without
higher wages, there’s little
incentive for skilled job hunters
to jump ship. The numbers we’re
seeing suggest that this slow
wage growth is likely to continue
for the rest of 2019.”

Analysis of almost 62,000
vacancies listed on Trade Me
Jobs for the quarter ending 31
March 2019 has suggested that
after some very strong years
New Zealand’s job market has
markedly weakened. Jeremy
Wade, head of Trade Me Jobs,
said there had been signs for
the past nine months that the
extremely strong job market was
weakening but the sudden decline
in the first three months of 2019
had been a surprise. “New job
listings were down 6.1 per cent
year-on-year this quarter, that’s
the first drop we’ve seen in the
past 10 years.

PROMOTE/
DEMOTE
A survey of Hong Kong bosses
from Robert Half, has found
more than half (52 per cent) have
demoted an employee at their
company. The business leaders
cite several reasons for demotion.
More than one third (34 per cent)
have demoted an employee
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who got promoted but was not
succeeding in the new role. The
second reason for demotion – as
cited by 31 per cent of Hong Kong
bosses – was an organisational
restructuring or the position
having been eliminated. More
than one in four (28 per cent) state
the employee was performing
poorly and eight per cent say the
demotion was voluntary on behalf
of the employee.
Employees react differently
when being demoted. More than
one in three (38 per cent) Hong
Kong bosses say the employee
handled the news as gracefully
as possible. A strong reaction to
being demoted was cited by 27
per cent who say the employee
quit in response, followed by 25
per cent who got upset and lost
interest in their work. Only 10 per
cent took a proactive approach
and focused on excelling in their
new position.

“A demotion may happen
for a variety of reasons,
including performance issues,
organisational restructuring or
an employee requesting fewer
responsibilities due to personal
or career priorities,” says Adam
Johnston, managing director of
Robert Half Hong Kong. “While it’s
never easy to accept reduction
in rank, workers can demonstrate
their professionalism and bounce
back by keeping their emotions
in check, understanding the root
cause and performing at a high
level to position themselves for
future advancement. Career-savvy
professionals should always be
open to receiving constructive
feedback on how to improve
in their role, so a demotion can
also be seen as an opportunity
to reflect on performance and
identify areas for improvement
– which can help to accelerate
careers in the long-term.”

Bullhorn has announced that
Baroness Karren Brady CBE,
a legend in executive management
and leadership culture, will be
the keynote speaker at this
year’s Engage London, one
of the largest recruitment
conferences in Europe.
Known as “The First Lady of
Football,” Brady has had a
storied career in politics, industry,
sport, and television, as a
featured mentor on the BBC One
programme, “The Apprentice.”
At Engage London, Brady will
deliver an inspiring keynote
address about creating a
sustainable world-class culture

conducive to employee morale
and success. She will discuss
topics such as motivating internal
staff, hiring for success, fostering
an environment of equality and
respect in an era where gender
representation has never been
more paramount, and growing
businesses amidst myriad political
and economic challenges.
Peter Linas, Bullhorn’s executive
vice president of corporate
development and international,
says: “We’re really pleased to have
Baroness Brady, one of the world’s
most formidable business leaders,
as a keynote speaker at this year’s
event. At Bullhorn, we believe that

REASONS
FOR LEAVING

employees feel valued or included,
with so many workers being
embarrassed or unwilling to admit
the real reason they’re leaving
a job,” said Sheri Hughes, UK
diversity and inclusion director
at Michael Page. “Having a distinct
inclusion policy in place should be
a priority for businesses of all sizes
to efficiently attract and retain top
talent. We’re on a mission to help
companies understand how they
can improve these policies and
mitigate the risk of losing talented
employees.”

Research from Michael Page
has suggested the real reasons
workers in the UK quit their
jobs – and negative workplace
culture, leading to employees
feeling excluded, is a major factor.
According to the research, more
than a quarter of British workers
(27 per cent) have lied to their
bosses when they leave their
job – and that figure rises to 40 per
cent for younger workers (aged
18 to 34), 36 per cent for LGBT
workers, 37 per cent for those from
an ethnic minority background
and 43 per cent for workers with a
long-term health condition.
The study took in more than 2,000
British workers and one third (32
per cent) said they leave jobs
because they didn’t think they were
being paid enough. In addition, a
fifth (21 per cent) didn’t feel valued
in the workplace while 15 per cent
said their job negatively impacted
their mental health. Not fitting in or
feeling included were also cited as
a reason for quitting by one in ten
(nine per cent).
“It’s evident that organisations are
not doing enough to ensure their

HIGHLY
INDEXED
The Global Talent Competitiveness
Index (GTCI) 2019 has again
placed Singapore in the
leading position in Asia Pacific.
This is the sixth consecutive
year for the country state.
Produced in partnership with
The Adecco Group and Tata
Communications, the GTCI is
an annual benchmarking report
that measures the ability of 125
countries to compete for talent.
This year’s report with the theme
of ‘Entrepreneurial Talent and
Global Competitiveness’ attempts

recruitment professionals are in a
unique position to advance women
into leadership roles across all
industries, so we’re delighted to
have a luminary for women in
business speak at our flagship
European event.”
Engage London 2019 takes place
10-11 September 2019 at the
Hilton London Metropole. “We had
incredible feedback on last year’s
event about the diverse range of
breakout sessions and content,
and we’re aiming to deliver an
even higher standard this year,”
adds Linas.
In addition, submissions are now
open for The Bullseye Awards

to identify the ways in which
companies, countries, and
cities can foster entrepreneurial
talent which makes up a critical
component of competitiveness
and innovation, and will become
even more so in a fast-paced
world of digitisation and
globalisation.
In the 2019 GTCI, six Asia-Pacific
countries rank in the top 30:
Singapore takes the lead in the
region (2nd globally), followed
by New Zealand (11th), Australia
(12th), Japan (22nd), Malaysia
(27th) and South Korea (30th).
Top-ranking countries share
several characteristics, including
having talent growth and
management as a central priority,
openness to entrepreneurial
talent, open socio-economic
policies as well as strong and
vibrant ecosystems around
innovation.
Singapore continues to occupy
the top spot in Asia Pacific. It is
the highest-ranked country in

for Recruitment Innovation. The
awards, hosted by Bullhorn and
The Global Recruiter, celebrate
the power of people who have
transformed their businesses
through innovation and excellence,
with the following categories:
“Recruitment Leader of the Year”
and “Rising Star in Recruitment.”
The awards are free to enter, and
the winners will be announced at
Engage London. The submission
deadline is 17 June 2019.
For more information about
Engage London 2019, and to
register for it, please visit:
http://ow.ly/pz4c30ooTBX.

three of the six pillars – Enable,
Attract, and Global Knowledge
Skills. It is also one of the
strongest performers with respect
to the pillar on Vocational and
Technical Skills. However, the
city-country’s lowest pillar rank in
Retain (26th) signifying its relative
weakness in retaining talent.
“The GTCI 2019 highlights
how entrepreneurial talent, with
underlying attributes of mobility,
diversity, and adaptability, is
critical for today’s knowledge
economy,” said Bruno Lanvin,
executive director of global
indices at INSEAD and co-editor
of the report. “It comes as no
surprise that Singapore is the
leader in Global Knowledge
Skills, the pillar that best reflects
entrepreneurial talent. Compared
to its competitors in the region,
Singapore’s stellar performance
shines through. In fact, it is no
less than 10 places ahead of the
second-best competitor in the
region, New Zealand.” >
www.theglobalrecruiter.com
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ASSESS RIGHT
Research from ThriveMapob says
candidates have a positive attitude
towards pre-hire assessments
provided they communicate a
realistic picture of the job and
company culture. The assessment
company found 71 per cent of
respondents said that they would
be happy to take an honest and
reality-based job assessment, 25
per cent had a neutral attitude and
only a tiny 4 per cent said that they
would not be happy to take one.
However, these results are based
on the assessment questions
being clearly relevant to the job.
The research reveals that currently
this is not always the case. Almost
half of respondents (45 per cent)
who had previously taken an
assessment said they didn’t enjoy
the experience. When asked why
this was the case, the top three
reasons given were:

• It took too long – 47 per cent
• It was unclear why there were
taking it – 37 per cent
• It didn’t relate to the job that
they were applying for – 30
per cent
This shows that a significant
number of employers are not
using assessments as well as they
could be. Rather than enhancing
the candidate experience, they
are detracting from it, which could
be causing them to miss out
on the best talent. In a market
where there is fierce competition
for skilled employees, getting
assessments right could provide
employers with a clear edge over
their rivals.

Africa by opening their second
office in South Africa, this time
in Johannesburg. With a head
office in Hong Kong and offices
already in Cape Town, and
London, GRM’s recruitment and
research divisions cover half the
globe and with a big part of the
business strategy being to have
more of a presence in Africa, the
Johannesburg office will be a
launching pad to further growth
across SA and into the wider
African continent.
Darius Zeederberg, head of legal
recruitment and head of the new
Johannesburg office, said: “Since
moving from being an attorney
to GRM I have been delighted
with my personal professional
growth and the service we provide
our clients. As market leaders in

legal recruitment and research,
it’s important to our clients that
we continue to grow in order to
service their needs, I am delighted
to be moving home to head up our
new office and be closer to some
of the key clientele.”
Rob Green, CEO stated: “We
have two very important columns
to our business strategy, one is
Africa, and one is the development
of our people. Through the use
of disruptive legal tech and solid,
proven training programmes we
constantly improve our people,
therefore we keep growing,
therefore we are able to offer more
employment opportunities to South
Africans. The Johannesburg office
is another major foundation of our
growth, that will ultimately benefit
our clients and our GRM’ers.”

Some of the UK’s biggest
employers have praised
Change 100, the internship
programme from disability charity
Leonard Cheshire which is now
celebrating its fifth year. Since
launching in 2014, Change 100
has supported over 400 interns
with over 130 employers. More

than 100 organisations said that
taking on a disabled intern had a
positive impact in the workplace.
Companies who have taken on
graduates as part of the scheme
have been overwhelmingly
positive, with 90 per cent saying
it improved goodwill between
colleagues, and 96 per cent
saying they would recommend
it to other organisations.
Earlier this year, Leonard
Cheshire released findings
indicating that 1 in 5 disabled

people had seen a job offer
withdrawn due to disability – but
Change 100 has been credited
with helping to change the
employment landscape.
Sarah Benioff at National Lottery
Community Fund, one of the
Change 100 employers, said:
“[Our interns] have really spurred
us on to consider how we recruit,
induct and support all employees
and particularly those with hidden
– and visible – disabilities.”

Samuel Knight International, has
welcomed four new hires to meet
the firm’s ambitious global plans.
Sandra Kennedy, joins the
team as the operations and
compliance manager brings a
wealth of recruitment experience,
with previous managerial
positions in the sector; George
Zeitoun, the new business
development manager has a
rich, entrepreneurial background
including experience working in
the African oil and gas industry;
Steven Musham, head of learning
and development, will help
strengthen the company from
within thanks to his extensive
knowledge attained from many
years of working in the industry;
and Darren Williams, who has
over 20 years of experience

working in recruitment, 12 of
which were in the energy sector,
will take on the role of business
development manager, with a
focus on renewables.
Experienced finance director
and partner at Woodrow Mercer
Finance, James Roach, has been
appointed as managing partner
of the 22-strong firm. In his new
role, he will lead the rapidly
expanding national finance search
and selection consultancy that
has its head office in Leeds, with
predecessor Neil Muffitt becoming
chairman.
Anthony Lewis has joined public
sector senior recruitment business
Tile Hill as a director. Anthony is
the second new director to join the
company in the past month in what
is a time of rapid growth for the

company. Anthony will be working
with directors David Weir and
Mark Thomas to help establish Tile
Hill as the preferred provider of
executive recruitment to the public
sector in the UK.
Leading specialist recruiter, The
Portfolio Group has made a
host of promotions on the back
of a successful year which has
seen the business announce a
record turnover of £14.5 million.
The business has made seven
promotions in total with the highest
accolade earned by Mark Davis
as he takes up the position of
associate director. This will be
Portfolio’s third associate director
title given in just over a year, with
Davis joining Patrick Day and
Gemma Creamer as part of the
senior management team. n

NEW OFFICE
FOR GRM
GRM are displaying a further
commitment to Sub-Saharan

POSITIVE
CHANGE

MOVES
Armstrong Craven is continuing
its global expansion with the
appointment of Leslie Lazarus as
head of Americas. Lazarus has an
extensive background in executive
search including senior roles at
firms including Korn Ferry. During
more than 15 years with leading
global and boutique executive
search firms, she has worked with
public and private companies,
as well as private equity, in
multiple industries on senior and
C Level placements, with a focus
on finance, tax, HR, sales and
operations roles.
Following a period of significant
expansion, global energy and
rail recruitment specialist,

and the finalists are...
Best Candidate Attraction
through Social Media
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Phaidon International
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The Barton Partnership
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Sponsored by:

Best Employer Brand

10 years of honouring the industry’s finest
Headline sponsor
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For faster smarter growth

In 2009, The Global Recruiter established its unique recruitment industry
awards to promote and recognise best practice across the recruitment
industry. In 2019, we will be handing out the awards for the tenth year.
We do so at a time when the industry remains strong, innovative, fast
moving and determined to deliver the very best at a time of change and
uncertainty. For ten years we’ve believed the industry deserves the very
best in recognition and rewards – and this year is no exception.
The finalists for The Global Recruiter UK Industry Awards 2019 have
now been finalised and our industry judges have established who will be
recognised with this year’s accolades. It is certain that everyone on the
shortlist will have already earned their place among the best of the best
in the industry, but can they go one step further and become a Global
Recruiter Award winner?
We’ll find out at the Café de Paris on the 20th June when the winner and
highly commended for each category will be revealed and celebrated as
only The Global Recruiter knows how. For ten years we’ve been making
a fuss of those who have made a mark on the recruitment industry. This
year’s celebrations will be exceptional for an exceptional industry.

THE RECRUITMENT
NETWORK
TM

Awards Ceremony
20 June, Café de Paris, London
www.theglobalrecruiter.com/events
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THE BRINK
OF CHANGE
Sebastian Lazay, president of the Federal Employers' Association
of Staffing Services (BAP) in Germany on agency work.

Agency work companies in Germany first started to work together in
1969 and the industry is celebrating the 50th anniversary of associations
of agency work this year.

Q: What are the main challenges and opportunities
currently facing your labour market?
A: For a number of years now the German labour market has been
challenged by a continuing lack of specialised employees and a labour
shortage in general. Employers have to actively attract candidates and
in doing so find themselves in tough competition for the greatest minds.
In certain regions and sectors in Germany it is proving impossible to fill
vacant positions with suitable workers. Manufacturing, skilled trades,
logistics, nursing care and medicine are particularly affected and
according to a recent DIHK-Study, the lack of specialised workers is the
number one issue for more than 60 per cent of companies. This trend
will intensify in the coming years, as approximately one million people
are retiring every year, while only 700,000 pupils are leaving school.
The lack of specialised workers and the trend away from an employer’s
market and towards an employee’s market is turning tailor-made,
professional recruiting into an increasingly sought-after, key
competence. In the future, staffing agencies will assume the function
of a human resources department for companies to an ever increasing
extent: consultancy, placement, specialisation. The right people in the
right place at the right time; this is the key factor and this is where our
strength lies.
However, it is not just personnel bottlenecks, but also digitalisation
and automation that are changing workflows, professional profiles
and production processes. Nor should we underestimate the impact
of generations Y and Z who are storming onto the labour market and
who are choosey and prefer flexible working hour models that allow
greater work/life balance to full-time employment. In particular, the idea
of working for the same employer for your entire life is one that appears
absurd to many high potential performers from these generations.
Instead, they demand flexibility and fulfilling tasks with which they are

able to identify. Attention must also be paid to the cultural differences
between non-European workers – particularly when recruiting specialists
from third countries. This poses an enormous challenge, first and
foremost for small and medium-sized companies.
It is important to note that staffing agencies have performed well above
average in addressing one of the central challenges facing the German
labour market since 2015 – namely the integration of the refugees.
Between November 2017 and October 2018 more than 31,700 asylum
seekers from the eight most important non-European countries of origin
started working for staffing agencies. More than one-third of the 88,800
refugees who succeeded in finding employment during this period, and
took up a positions subject to obligatory social security contributions,
found work in the temporary sector.

Q: What is the diversification of HR services in
your country?
A: Appreciation of the role of agency work has increased in Germany
in recent years – not least due to the common tariff schemes
developed by the DGB trade unions and the two employers’
associations which set a minimum wage for agency workers that is
highly competitive compared with the standard minimum wage. We
are, nonetheless, still a long way away from enjoying conditions such
as in Great Britain, the Netherlands or Scandinavia, where agency
work receives the recognition it deserves as a supporting element of
the economy.
The structure of temporary employment in Germany differs from the
majority of EU Member States. Whereas in France, amongst other
things, the agency principle is practised, in Germany it is the employer
principle that applies. Agency workers are permanent employees
of the personnel services companies and enjoy the full protection
of German labour law. It is also noteworthy that both the share of
employment relationships subject to social insurance contributions
– namely 93 per cent – and of those who work full-time – 78 per cent
– is above average in temporary employment compared with the
overall labour market.

Q: What are the main issues related to the future of
work discussion?
A: Three key issues will be significant for the future of work in the
coming years.
Firstly, personnel management will undergo significant change.
Traditional working models are being increasingly challenged by
digitalisation and networked working cultures. Working conditions,
corporate cultures and personnel management must be redefined as a
result. In many companies nowadays, the workforce no longer consists
entirely of internal employees but of agency workers, freelancers,
employees on fixed-term contracts and other external staff. In order
to manage this new diversity effectively, companies must create new
organisational structures that make cooperation between all types of
employees easier and possible. The flexible employment of workers will
grow in significance as part of the complex process of change in the
working world and the need for qualified personnel that assume project
-related tasks and close competence gaps will increase accordingly.
The staffing services sector is well positioned to play a key role in
realising this broader personnel strategy and supporting companies in
their recourse to external expertise. The sector already offers a broad
portfolio of services supporting the needs-oriented deployment of
workers ‘just-in-time’. As a result, the focus is not only on competence
and qualification strategies, but also on the opening up and managing
of new recruiting networks such as so-called silver workers.
Secondly, working hours will become more flexible and, thanks to the
increasing possibility in many professions to perform at least a part
of one's duties independent of a particular location, employees are
enjoying increasing flexibility in shaping their daily working routine.
Indeed flexibility is no longer a one-way street that favours companies
– employees too are increasingly calling for flexible working hours and
want to make greater use of the opportunities offered by digitalisation
– especially in harmonising their professional and family lives.
Work-life balance is increasingly important – particularly for the
forthcoming generation.
Today, the German temporary employment work model already

accommodates both the needs of the companies for greater flexibility
and the interests of the employees in more security. This best possible
balance between increasing demands for flexibility on the one hand and
the need for high levels of job security on the other can be provided by
the staffing services sector in Germany with its predominantly unlimited
full-time employment relationships subject to an obligation to pay social
security contributions.
Thirdly, the ‘normal employment relationship’ is being redefined. In the
staffing services sector this relationship between employer and employee
– subject to social insurance contributions, unrestricted and full-time – is
the rule these days. However, the question of redefining this ‘normal
employment relationship’ is also increasingly being posed to staffing
services providers. We already see that well qualified employees are
more selective and some have no interest whatsoever in a permanent job
– particularly not in the staffing services sector. Employees prefer to keep
their options open and re-orient themselves after having been leased to a
client company.
However, this is still the exception and surveys show that job security
still ranks number one among what people attach most importance to in
their work. Agency work offers this security in the midst of a fast changing
working world and can turn this into a competitive advantage compared
to traditional employment relationships – on the one hand, guaranteeing
employee security in a fixed contractual relationship in the midst
of constant renewals and increasing flexibility pressure, and
on the other hand offering a high degree of flexibility in the form of
different assignments.
In all three areas above, the staffing services sector has already proven
that it is able to meet the challenges of the future of work.
Sebastian Lazay is president of the Federal Employers' Association
of Staffing Services (BAP) elected unanimously in 2017. Sebastian is
managing director of Extra-Personal service GmbH, Hamburg, and
has been closely involved with agency work for more than 20 years.
Sebastian is also a member of the executive committee of the BGA, the
Federal Association of Wholesale, Foreign Trade, Services, and since
2015 he has been vice president of large-scale services for the BGA. n
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Rick Slayton, managing partner & CEO of Slayton Partners
on redefining for success.

Founded in Chicago in 1985, Slayton Search Partners has grown
to become one of the top retained executive search firms in North
America. Here they provide an insight into their success story.

Q: When and how did Slayton Search Partners
begin?
A: Slayton Search Partners was founded in 1985 when Dick Slayton
left one of the large global search firms where he was responsible for
the Midwest region of the US and was interim chief executive officer.
Dick Slayton retired in 2004 and his son, Rick Slayton became
managing partner and CEO.

Q: What were the first sectors/organisations
the company worked with and how did the
business grow – both over time and in terms of
sectors served?
A: The firm has changed dramatically over past 34 years. For the
first decade the business was focused on the industrial sector
and quickly became a significant force in the automotive industry,
working for almost every major Tier One supplier. The company
has grown dramatically and now works across multiple sectors,
including consumer products and services; retail, industrial products
and services; and financial services. The firm typically recruits the
senior most leaders in large organisations, including CEOs and
CFOs for publicly traded corporations. Slayton Search is proud to
have in its client roster many of Fortune 200.

Q: What were the main challenges for the
business and how were these overcome?
A: Our biggest challenge was changing the market’s perception
that the firm was single industry focused. By hiring top consultants
recognised in their industry specialisation, doing great execution,
and continually telling the story we were able to change the
market’s perception.

Q: How would you describe the culture of the
business and what is the unique service clients
and candidates can expect when dealing with
the business?
A: While the client always comes first, we are an employee centric
company and in that regard go above and beyond for our employees.
We recognise they have a choice of where to work, so we provide
career pathing, great pay and benefits that are unmatched in our
industry. Most importantly we foster a culture of respect. Everyone
has a part to play and they need to be valued for that contribution.
The average tenure of our employees is over ten years.

Q: What’s on the horizon for the business? Will
there be fresh expansion in the future and if so
where geographically and sector wise?
A: We will continue to grow our core executive search business,
both within our current industries served, but also will look
opportunistically to add new verticals. We are excited to have just
expanded our service offering to include leadership assessment,
leader development and onboarding. The goal is to provide our
clients the highest value, complete, human capital service.

Q: How do you see the future of the recruitment/
executive search industry in the US?
A: The demand in the United States has been robust and we
anticipate that trend to continue for the foreseeable future. Beyond
a thriving economy, a demographic shift is taking place that is
resulting in a long-term demand for executive talent. This is not a
short-term cycle, but a generational mega-trend. n

We are excited to have just expanded our service
offering to include leadership assessment,
leader development and onboarding
www.theglobalrecruiter.com

CONT
LEG
ENTS
AL 19

ASSURANCE
POLICY
Chief executive, Julia Kermode
describes the FCSA’s Supply Chain
Partner initiative.

The demand for contingent labour is on the rise and along with
it the industry is seeing a growing number and variety of service
providers and payment intermediaries springing up. At one end
of the spectrum, workers are engaged directly by recruitment
businesses or through umbrella employers under PAYE, or via
personal service companies – with or without the support of an
accountant. At the other end we are seeing the rise of aggressive
tax avoidance arrangements involving offshore structures or
loans schemes, managed service companies, and other legally or
ethically questionable solutions that remove workers’ rights and
facilitate low pay.
It means that compliance has become the holy grail for recruiters,
particularly in the wake of ever-increasing legislation and
scrutiny of our sector. We know that non-compliance can have
a devastating impact, including crippling financial losses, debt
transfer, fines and penalties, reduced corporate valuations and
damaged reputations, so the need for compliance throughout
the supply chain has never been more important to recruitment
businesses and end-hirers engaging flexible workers. With
increased liability and due diligence responsibilities facing
recruiters, careful risk management and reliable supply chain
partners have become critical factors in day-to-day business.
To this end, FCSA has introduced its Supply Chain Partner
initiative for recruiters to sign up to. The Charter creates a clear
framework of principles and values that support and underpin
compliance throughout the supply chain and it is accessible

to those recruitment businesses that commit to a preferred
supplier list (PSL/ASL) consisting exclusively of FCSA Accredited
Members who have already undergone rigorous and tough testing
by independent, regulated assessors who are accountants and
lawyers. It means that, by signing up to FCSA’s Supply Chain
Partner Charter, recruiters can be assured that their supply
chain is as robust as it can be and get on with the job of talent
management safe in the knowledge that they are dealing with
trusted companies. In turn, their end clients and candidates will
also know they are in safe hands.
We live and work in a highly competitive market that is littered
with many complex laws and regulations that govern the
workplace. It can be a minefield for recruiters navigating all the
changes and understandably recruiters are anxious about getting
it right and staying compliant. We have seen a lot of political focus
and media attention on tax evasion of late too, with a proliferation
of dubious tax avoidance schemes and offshore loan schemes.
It is, therefore, more critical than ever that recruiters pay due
diligence to their supply chain, because they could potentially be
accused of not preventing tax evasion if they put contractors in
touch with dubious schemes. Heads of recruitment firms need to
take action to ensure that their consultants only refer contractors
to firms on their vetted PSL, otherwise they could be criminally
responsible for playing a part in tax evasion. Working with an
FCSA accredited member will be a safeguard that the whole
supply chain is working compliantly. n
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THE SET UP
Simon Kent reports from a Recruitment Live on technology
implementation.
The technology to go forward
The third and final Recruitment Live discussion held at this
year’s Global Recruiter UK Summit in March tackled the issue
of implementing technology in recruitment. While the initial idea
was to highlight the steps recruitment companies should take
in preparing for and carrying out a technology implementation,
the discussion extended to further cover high level technology
strategies and even reflect on the place and contribution
technology would make to the recruitment industry in the future.
Supported by CloudCall, in the discussion were:
Gavin Hanrahan – Group Director, TXM Group
Chris Dunham – IT Director, Interquest Group
Andy Hallett – Founder, Showcaser, SThree Ventures
Steve Yendell – COO, Phaidon International
Mary Joy – Head of Business Systems, Venquis
Chris Haigh – CloudCall
Daniel Fox – CloudCall
Simon Kent – The Global Recruiter
The conversation began with an exploration of why recruitment
businesses sought out new technology in the first place. The
answer seemed to lie on the one hand in a clear requirement
from within the company for a solution to an issue, but on the
other hand there was definitely an element of wanting to get on
board with the latest, greatest technology on offer. Later in the
discussion it was also made clear that investing in the most
recent solutions and platform was influenced by the presence
and use of external technology – in other words as more apps,
platforms and solutions are used by people in their everyday life,
there is an expectation that the same solutions – or same kinds of
solutions – should be utilised in the workplace.
In order to ensure new technology would be appropriate for the
business and therefore deliver ROI, the businesses in the room
seemed to agree there needed to be a level of involvement of
end users in the selection process – particularly if these were the

systems underpinning the day-to-day work of consultants. Gavin
Hanrahan gave the example of scoping out the requirements for
a new CRM: “We involved everyone from consultant billing level
upwards,” he said. “We said we’re going to market so what’s on
your wish list? We then cross-referenced that to create a set of
criteria for all suppliers. We could then take the result back to the
consultants and say which solutions ticked which boxes.”

Context is everything
Steve Yendell made the point that a CRM solution cannot be
viewed in isolation for a recruitment company. It needs to be
considered in the context of everything else within the business.
These systems produce a lot of data and work to co-ordinate
communications across the business, so they must meet the
various demands of the business in areas such as finance,
analytics and customer/employee experience. Interestingly, when
his business considered making a change to its technology their
approach was not to identify specific technical requirements but
instead to consider the overall intention of the implementation:
“We came up with a number of principals to guide us instead of
looking at the technical side of things," he says, "partly to know
what we wanted, but it also meant all the stakeholders understood
what we were doing."
It became clear from the conversation that recruitment companies
are now being strategic in terms of what technology they buy,
rent or build themselves. It was generally acknowledged that the
market had produced some excellent solutions for the recruitment
industry, but that recruitment businesses had to be careful in
implementing them to ensure their full value and functionality was
realised. Too many times the real value of these solutions had
been compromised by companies who had over-customised the
system. While initially appearing to be a bonus for the business
and its users, it was often the case that such customisation didn't
really bring any value to the business – the system was made to >
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Recruitment companies are
now being strategic in terms
of what technology they buy,
rent or build themselves

track data the business didn't actually need for example – and
could even mean more work and less efficiency for the business
as it became extremely difficult to upgrade or alter the solution
when there were so many variables at play.
In some instances – Andy Hallett at SThree quoted the use of
video as one – it was felt there wasn't an appropriate solution
in the marketplace for a particular business. In this instance the
company may invest in creating a bespoke solution. This then
created a mix of facilitating readily accessible solutions for the
heart of the business with the option to add unique or customised
peripherals which make the consultants and other recruitment
business functions’ lives easier.
While this seems to be a useful approach for recruitment
businesses it still comes with a note of caution. There is still work
to be done to ensure all the separate parts of the technology
integrates with each other and can share the business' data.
Changes around third party solutions or online platforms
– functionality or licensing issues – can swiftly compromise what
had initially been a promising solution. Added to this, recruitment
companies need to be constantly vigilant for the actual total cost
of a new piece of technology. Sometimes an apparently simple
implementation could become more expensive because of the
knock-on impact of changes and additional investments needed
to make that tech work.
For some recruiters the idea of looking ahead to what technology
might bring to the sector felt a little pre-emptive. It is sufficient
to be considering what the business needs now rather than what
might happen in five to ten years time. Chris Dunham was not
alone in feeling some technology had yet to prove its true value to
the sector, noting that AI was, in his opinion, only now beginning
to come into its own. There was also the recognition that even
if/when AI or machine learning evolved further it would not be able
to replace the impact of one person talking to another about what
they wanted to do for a living. That said, one participant made the
point that some jobseekers actually preferred to talk to their 'bot

because the technology was there when they wanted it, would
listen accurately and interact whenever required and would only
offer jobs which precisely matched that person's preferences.
The human recruitment consultant, on the other hand, for better
or worse, might take note of their preferences but still offer them
a job which almost but didn’t quite match their preferences.

The disruptive influence
The conversation finally made the point that perhaps, as with
technology in other sectors, truly disrupting technology would
come because businesses were thinking like technology
companies rather than recruitment businesses. The likes of Uber
and Deliveroo are essentially operating on a technology model
rather than transport or hospitality models. To a great extent this
is why they are so successful and highly valued – they follow
what technology can do rather than what the industry usually
does. This is also, arguably, why they continue to attract so much
discussion concerning whether they are true employers and if the
people engaging with them are employees.
Will a similar approach finally cause huge disruption across the
recruitment industry? As the industry has withstood the dawn
of the internet, job boards and more it remains to be seen. Right
now, however, it is interesting to note how technology, through
everything from email to social media, is helping recruiters to
build the relationships their businesses need to flourish
and succeed. n
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WORKING
THE DATA

Even if you don’t have
a Board made up of
challenging investors, you
should act like you do

Joe Paget, managing director, Boomerang Back Office
on understanding your business finances.

I’m pretty sure that no one reading this when asked ‘How’s business’
has replied with a negative comment, regardless of how far they feel
they have fallen into the depths of despair! However, how many of us
could put their finger on how the business is really doing – even if
we were prepared to answer honestly?

What to measure?
It may be an overused phrase but the saying ‘turnover is vanity,
profit is sanity’ holds true. None of us will win any prizes for doubling
revenue but not growing profit – we’ll likely just be twice as busy.
As a result, having a deep understanding of profitability is critical,
especially across sectors, clients and consultants. Too often, hidden
segments of our businesses are in reality loss-making but are being
supported by the stronger elements, and it's crucial to have this
insight, as when times get tough this will give you the knowledge
of what decisions are required to protect the business.
The best ratio to use to measure profitability is Gross Margin
percentage, which is simply your direct costs (often consultant
wages, bonus and expenses along with direct advertising
expenditure) as a proportion of your revenue. This simple KPI allows
you to compare the contribution across the business so long as you
are prepared to set up your accounting system at the right level
of detail.
Another twist on the saying is ‘but cash is reality’ and there is no
shortage of profitable businesses that go to the wall because they

run out of cash. Raising additional money is easy when you don’t
need it but all but impossible when you find yourself up against
the wall.
The ‘gotcha’ that gets recruitment businesses all the time is not
keeping an eye out for your VAT liability. With high turnover, low
margins and with salaries the highest proportion of the cost base,
recruiters will almost always have a significant outlay to HMRC each
quarter, and this needs to be estimated and factored into your cash
flow forecast to avoid surprises.
Every business should have both a short term (12 weeks) and long
term (12 months) cashflow forecast, and this is even more important
in the recruitment sector given the unpredictability of ongoing
revenue streams in both the Perm and Contract sectors.

When cash comes
The best cash KPI to measure in relation to cash is ‘Debtor Days’
which tells you how long on average you clients take to pay their
invoices. You calculate this ratio by taking:
Debtors Balance
x 365 = Debtor Days
Annual Credit Sales
Anything over 45 days means you probably have too much cash
locked up with your customers. Review this by client and compare
it to your agreed payment terms and have the confidence to chase
payments – if you have performed your side of the contract, then
you have a right to be paid. You need to assume that if a client is

consistently paying you late, then they may have a cashflow issue of
their own. Those debtors who don’t chase their debts are those that
are left with the biggest exposure in the event of a failure.
If you have clients with particularly aggressive payment terms, then
you may wish to factor your invoices to release a proportion of the
value ahead of the invoice being paid. If you take this route, then
it is essential to ensure the debt is credit insured, preferably with
a protracted dispute clause. This will help protect you in the event
of the non-payment of an undisputed invoice from a client. The
risk being that your factoring partner will likely apply a retention
to your account if invoices go overdue, reducing the cash you can
drawdown to cover the exposure, which may be at a time you can
least afford it.
Related to the failure of a client, another good measure to stay
focussed on is concentration of business with any one client. The
strength of your business will be heavily influenced on your reliance
upon a handful of key clients that would cause you financial loss
if they failed or if they took their business elsewhere. Ask yourself,
“could I survive without that client?” and if the answer is no; then
you need to focus on broadening your client base.

What to compare against?
Even if you don’t have a Board made up of challenging investors,
you should act like you do from day one, as when you are
successful, you probably will.

This starts with setting yourself an annual budget and having the
rigour to compare your performance against it as the year goes on.
If it isn’t tracking to plan then make decisions, look at the people in
your business, question their contribution and act appropriately.
Understand how you are performing to prior years; make sure you
know what is driving the profitability and make sure your costs aren’t
growing at a quicker rate than your revenue.
Your peers will also be a great source of information in relation to
those KPIs mentioned above as they will help you identify where
there is an opportunity to improve margin or be more aggressive
in relation to payment terms – after all, it’s your money, and you will
need it to expand your business.

Planning for growth
At some point in the growth of a business, it will need investment.
Independent of whether this comes from traditional bank finance
or equity investment, you will need the financial planning and
measurements highlighted above to attract the right investors and
secure the most competitive rates.
It is also important in this situation that you not only have this
information, but you know your numbers. This will give the
confidence that you have your finger on the pulse and are armed
to make the right decisions in the next stage of your journey. n
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APSCo AT 20
Industry representative organisation looks back
over two decades and forward to more.

This year APSCo is celebrating a monumental anniversary – it is
20 years since the inception of the trade association’s forerunner.
While 1999 may not seem like a lifetime ago for many, cast your
mind back and you’ll remember that we were working in a very
different age. Many of the professional job roles that we recruit
for today were non-existent and the concept of platforms such
as LinkedIn was not even within striking distance. In fact, the
year that APSCo launched was widely considered to be the age
when the internet went ‘mainstream’: in 1999, an IMC poll for the
Guardian newspaper spectacularly revealed that a record 37 per
cent of adults used the internet at home or at work. How times
have changed.
As Ann Swain, who has been at the helm of APSCo since the
beginning, remembers: “Just before the turn of the millennium,
there was a sense of optimism in the air. Change was on the
horizon and the professional recruitment sector was not immune.”
She continues: “Back then, when discussions were happening
about the introduction of IR35, we made a promise to represent
the interests of our members on a national scale and provide
the practical support that firms need to thrive. A pledge that we
continue to keep today.”
While much has changed over the past two decades, many of the
issues that impact APSCo members today are uncannily similar
to those keeping professional recruiters awake last century. As
Ann explains: “We didn’t know then that two decades later we
would still be talking about off-payroll working legislation, several
skills shortages would continue to blight the market, and the
government would still be discussing how to gain and maintain
access to valuable skills.”
In 1999, then Home Office minister, Barbara Roche, made
headlines when she said the UK should consider relaxing
immigration controls in order to attract ‘wealth creators’ to meet
Britain's skills shortages – a rhetoric that has been echoed by
many experts since, not least since the EU referendum. Back then,
the NHS was also being advised to explore the option of strategic
workforce planning to swerve future talent shortages – reflecting
on these concerns now, one would be forgiven for believing we
were in a time warp. However, while the battles we fight today
may be reminiscent of those of the past, APSCo has evolved
exponentially since its creation.

Impressive growth
The trade association originally launched as the Association of
Technology Staffing Companies ( ATSCo) with just 14 members
which operated in the IT and technology arena. Those pioneering
companies were: Abraxas, Alexander Mann, Computer Futures,
Computer People, Elan, Glotel, Harvey Nash, Lorien, Manpower,
Modis, MSB International, Parity Resources, QA Myriad and
Spring IT.
A decade after ATSCo’s inception, in response to market
demand, it opened its doors to a wider audience when it became
the entity it is today. As Ann remembers, “In 2009, we were proud
to have expanded our membership ten-fold to represent 150
firms – and this growth hasn’t slowed since.”
Today, APSCo represents the interests of over 1000 firms in
the UK alone, as well as many others across the globe, which
operate in a myriad of professional sectors. However, almost
all of its founding members, or the companies they went on to
become, remain in its fold.
During that time APSCo has celebrated numerous lobbying wins
with - and on behalf of – its members. As Ann reflects: “Thanks
to our fantastic external relations and public affairs team, we
helped improve the final drafts of recent bills, guidance, and
pre-legislative agendas including: IR35, the Agency Workers
Regulations, the Conduct Regulations, intermediaries tax
legislation, and the very recent off-payroll rules in the private
sector. In 2002 we were invited to join HMRC’s IR35 Forum and
today APSCo co-chairs the group.”
Outside of Whitehall, APSCo has also worked tirelessly to
ensure that the professional recruitment sector is understood,
represented and valued in the way it deserves to be across
the wider business landscape. Last month, it celebrated
launching the first ever Executive MBA in Human Capital in
conjunction with Cranfield School of management and Grant
Thornton LLP, which Ann believes “represented the pinnacle in
demonstrating the professionalism of the sector we have strived
to communicate for the past 20 years.”
Differentiating itself and its members from blue-collar
recruitment has also been central to APSCo’s value proposition:
it was established because the professional end of the market

needed something different from what else was already on
offer. As Ann highlights, “In 1999, while high street firms were
grappling with the introduction of a £3.60 national minimum
wage, the companies we were talking to needed support around
changes to the Employment Agencies Act and a potential
crackdown on limited company contractors.”

Original members
As original member Les Clark, founder of Glotel, similarly
reflects: “The formation of ATSCo, as it was then called, was
an opportunity to share concepts and ideas with likeminded
businesses. Professional recruitment has many unique
idiosyncrasies that are different from the lower end of the
market. In particular, higher paid workers bring separate
tax and legal issues. I spent an enjoyable few years on
the Executive Committee of APSCo helping to shape its
development.”
On why the fledgling organisation chose Ann to lead the
venture, Peter Flaherty, who had the original idea to create
APSCo as Chief Executive of MSB International, comments,
“During the selection process to find a Chief Executive for

the new Trade Association, Ann was the stand-out candidate
– and we couldn’t have made a better choice. Thanks to her,
APSCo has achieved everything we set out to do and more
over the past 20 years. The organisation’s success has been
phenomenal.”
Godfrey Morrell, founding member and then CEO of Abraxas,
similarly comments that: “Ann Swain does a simply remarkable
job of looking creatively at how the organisation can lift and
improve service levels in a sustainable way – whether that be
through specialist forums or new training opportunities – and I
have no doubt that APSCo will continue to grow and develop.”
In asking Ann Swain on who she credits the success of
APSCo to, the response is quite different, “Our phenomenal
success can be attributed to our highly-effective and motivated
team and our membership base of high-calibre, professional
businesses that anyone would be proud to represent.
Today, thanks to APSCo’s sector expertise, levels of service
innovation and political prowess, we offer those in our circle
unrivalled networking opportunities, market intelligence and
the backing to achieve their full potential. APSCo will continue
to support the success of our members for the next 20 years
and, indeed, beyond.” n
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RECRUITING FOR
THE UNKNOWN

The focus is on adaptability,
creative thinking, and
dealing with people

Simon Kent discusses how recruiters are now having to find talent for
jobs which don’t exist.
What will your job look like in five or ten year’s time? Despite
recent and ongoing changes in technology, companies, working
arrangements and more, recruiters have always, essentially,
brought talent and employers together. While the ways and means
of doing that job are likely to change – indeed have changed
immensely – the job itself has proved remarkably resilient.
However, for some roles this is not the case. Automation and
more means some jobs will simply disappear. That said the future
doesn’t mean fewer jobs, it means different jobs. And many of
those don’t exist yet.
“Around one third of the jobs we hire into today are
unrecognisable to what existed ten years ago,” says Albert Ellis,
CEO of global tech recruiter, Harvey Nash. “Of course there are
the new roles, like data scientist, or AI engineer, but even for
roles where the job title has remained the same, like marketing
executive, the advance of technology has fundamentally changed
much of the core skills required.”

Ellis says that while employers are aware of the changes
occurring they are not placing bets on what jobs might emerge.
Instead there has been a general shift to look for people with an
adaptable skills base. This demand has been acknowledged by
jobseekers: The 2018 Harvey Nash Technology survey found that
95 per cent of technology professionals are actively developing
new skills.
“Technology careers are in a state of flux,” confirms Ellis. “On one
side technology is 'eating itself', with job roles increasingly being
commoditised and automated, on the other side new opportunities
are being created, especially around Artificial Intelligence, big data
and automation. In this rapidly changing world the winners will be
the technology professionals who take responsibility for their own
skills development, and continually ask: where am I adding value
that no other person – or machine – can add? The focus is on
adaptability, creative thinking, and dealing with people.”

Legal life
Rhiannon Cambrook-Woods, managing director at Zest
Recruitment puts forward the example of the legal profession
where, she says, recruiters need to consider differing structures
of law firms, an evolving market and regulatory trends. “For
example, with the SRA’s Standards and Regulations Code 2019
coming into play in November 2019 alongside other regulatory
matters, more firms will be looking for compliance assistance,”
she says. “Keeping abreast with what’s going on, potential
mergers and acquisitions and taking note of industry trends is
key to get ahead.”
Recruiters need to keep abreast of industry developments
in greater detail than before, considering the marketplace,
identifying the movers and shakers. “Look at people who
are ready to take the next leap should the opportunity arise,”
Cambrook-Woods advises. “From an organisation point of view,

regular contact with commercial clients is key in understanding
their business goals and desires. Our role as a recruiter is to talk
to our clients consistently, they will likely know the exact skills
they are seeking for the role – this will allow you to identify a
perfect fit.”
According to Sally Hunter, executive vice president at Cielo,
a solution for this uncertainty for recruiters is to focus on the
elements of the workforce that can be shaped and influenced.
“We need to think carefully about the workplace culture we
want to create and understand the behaviours and attitudes
we want employees to have,” she says. “Recruiters can help
organisations attract people with the right mix of soft skills
that an organisation needs, for example, teamwork, resilience,
empathy, creativity and the ability to learn and adapt. Those
employees can then be trained and developed as the need for
new job-specific workplace skills are identified.” >
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Hunter adds that operating in this kind of dynamic environment
requires talent acquisition leadership, talent management teams, hiring
managers and recruiters to maintain a good understanding of the
range of skills held in the workforce. This way gaps can be identified
quickly and backfilled or cross trained as required.
As with Ellis’ view of technology workers, more responsibility for career
development and being able to fill the next job falls to the employee
him/herself. “Organisations will also need to ensure that employees are
prepared and supported to work within this kind of agile culture and
are well-motivated,” she says. “Motivation may come from being able
to change jobs internally and move around an organisation as the skill
requirements of teams change.”
Richard Bradley, MD for UK and Ireland at Kelly is adamant that the
techniques used by recruiters need to change as jobs become more
unknowable: “Today we still use competency-based interviews in the
majority of assessments which looks at past performance to predict
how people will perform in the future and this simply does not work
anymore,” he says. “It is an anachronistic approach to the challenges
of the future and, as recruiters, we need to change and change fast.
“Today, we are recruiting people to fill jobs that don’t yet exist to
solve problems we don’t know are problems yet so we need to look at
assessing talent differently,” he continues. “We need to ask ourselves
what is a candidate’s capacity to learn, how resilient are they, how
empathetic can they be, how do they deal with change, how creative
are they and how do they look at critical thinking and problem solving?
These are the skills of the future. It is these softer skills that are going
to be of core value as roles change.”
For Harley Lorence, managing consultant at MRL Consulting Group,
the nature of the talent required by organisations can reflect the
stage that company is at in the change process: “If a business is
six months into a one year development cycle and someone leaves,
they’re normally in panic mode,” says Harley. “Often, they need to
hire someone who can do exactly the job they’re asked of for the
foreseeable future, without much development or change to that
position.
“Other companies that are more forward-thinking or recruiting for a
newer area of the business are more likely to be hiring for developing
roles and they will be looking for candidates who can grow a specific
area of the business.”
Recently Lorence has helped one client assemble a new team
focused on new hardware technology, effectively creating tech that

hasn’t existed before. “As that team develops, both the market and
the employees will mature meaning that their roles within that team will
change too,” he says.

The new sell
Jacob Zabkowicz, Korn Ferry’s vice president and general manager,
RPO in North America, believes the role of the recruiter alters and
adapts according to the certainty or otherwise of the talent required.
“The piece on attraction is not necessarily selling them the role,” he
observes. “Now you have to sell to the candidate on the company.
It’s about the company vision rather than the specific role so the
recruiter has to change the way they talk to the candidate and the
way they go to market.”
A result of this change is that the Employee Value Proposition (EVP)
and company brand has become a greater challenge for businesses
to make clear and promote for prospective candidates. On top of this,
while a business may promote itself via its brand if it is a company
working at a leading edge it may itself undergo significant change which
in turn could alter both the EVP and even the brand. In order to counter
this influence and promote retention for a business, recruiters should
now give even more information to prospective candidates: "We’re
giving them more access to information, more access to the company
then before,” says Zabkowicz. “By doing this recruiters can provide
more value – they can be consultants to the candidates, not training
them necessarily but giving them more information on the industry
they’re in and the company they could work for.”
With that information at least a candidate can decide whether this is a
journey which they want to be part of rather than a situation which may
be more frustrating than fulfilling.
Zabkowicz describes his own business as, to some extent, ‘flying the
plane and building it at the same time’ in the sense that they’re trying
to encourage their own recruiters to take a new approach to assessing
and lining up candidates in order to meet the uncertainty of demand. It’s
an approach that certainly requires a greater knowledge of the industry
sector in which they work than ever before. This level of challenge
argues Zabkowicz, also provides a reason why recruiters should have
at least access to the top levels of an organisation, if not a place on
the board. It is also another example of how and why recruiters are
continuing to transcend the ‘find a vacancy – fill a vacancy’ role to
become closer consultants and advisers to employers. n
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TAXING
TIMES
Janet De-Havilland MD & CEO of Pendragon Consultancy Ltd asks if
recruitment businesses are aiding non-compliant umbrellas.

Tax planning for contractors has been around since the
inception of IR35. Roll forward to present day 2019 and there are
a proliferation of tax avoidance schemes, like rats feeding on
unconscious victims in most cases.
Whilst tax planning is not in itself illegal or tax evasion, some
very clever people on the Isle of Man, Mauritius, Cyprus, Malta
and Panama supported by QC’s from the UK saw an opportunity
to get a larger slice of the pie. Historically tax planning of this
nature was the afford of the rich and famous, contractors would
never have met the sort of people who offer access to such
clever and interesting solutions to reduce their tax liability. I do
not use the words clever or interesting to glorify these schemes
but to demonstrate that, it is exactly because they are such,
they are able to sound so persuasive. As a business model
turning something aimed only at the rich and famous, in a
relatively short time into a mass market money machine would
under normal circumstances be considered ahead of the game
and even pioneering!

You can try to be the most
compliant agency in the market,
but that's not much good if you
go out of business within months

But by 2017 IR35 changes in the Public Sector breathed new
life into what was becoming a diminishing market. Anecdotal
and actual evidence suggests there have been over 20 new
entrants into the umbrella market peddling tax avoidance
solutions, signing up a further 40,000 contractors backed by
the same old players into the market since 2000. Since then
the NHS has become their largest single target as an entity,
sadly the victims are all the contractors within the NHS, which
it seems NHSI and HMRC are powerless to protect be it, due
to poor enforcement, laws on offshore jurisdiction, turning a
blind eye, and it would seem not enough investigative expertise
within HMRC although they do have the Connect system. I know
many specialists, who have been able to gather the evidence
that HMRC doesn’t seem able to find and even when information
is passed on, nothing changes, instead they choose to pursue
contractors because they are considered low hanging fruit. Many
of you will have read some of the heart-breaking stories of those
caught up in this web unknowingly, or because their agency has
forced them to use one of these schemes or they turned a blind
eye to the umbrella companies paying people through these
schemes. There is enough legislation in place to combat the
problem, Criminal Finance Act 2017, Loan Scheme Charge 2019
and MSC legislation to name a few, but still there are no clear
signs that HMRC are even making a dent.
Agencies have in some cases become susceptible to the high
referral fees on offer of £500-£1000 per timesheet at the top end
and £250 at the lower end, but why?

The government is currently
drafting legislation for the
regulation of Umbrella companies
which will be introduced in 2020

Having spoken to many recruitment business owners/directors
recently, and even back when I was a recruitment business
owner, it seems they feel they have no option! Contractors
are demanding to use these schemes to increase their take
home pay, and if the agency refuses they will lose those skilled
contractors to the competition, and that for them is commercial
suicide. It has been said to me "you can try to be the most
compliant agency in the market, but that's not much good if you
go out of business within months", because enforcement is so
inadequate. Most of you will understand that rational and
as a business owner in the Umbrella employment market, I
do; however, I would caveat that with isn’t the risk of losing
everything that you have built and worked for, costlier than
losing a few contractors to the competition? Each Agency can
assess just how much risk they are willing to shoulder.
How do those agencies who don't indulge in these practices
make it work? That isn't a question I'm going to answer in this

piece, but suffice to say it is possible and the vast majority of
recruitment businesses are able to avoid being seduced or
turning a blind eye to these schemes; and have stronger sense
of duty of care to their contractors and the wider supply chain
they service on behalf of their clients.
Umbrella industry bench mark, FCSA has had great success
advising and consulting with government, and as a result two
of the NHS frameworks are moving to only accepting accredited
only members via Agencies. Pendragon Consultancy is proud to
have joined this venerate club of accredited members.
The government is currently drafting legislation for the
regulation of Umbrella companies which will be introduced in
2020, so let's hope these law makers can come up with a true
and honest definition of what constitutes being an umbrella
company in the first instance, it is certainly not those peddling
tax avoidances schemes to contractors with little or no regard of
the consequences, which are now being felt. n
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BACK TO
THE BACK OFFICE
The power behind the scenes.

A recruitment company can have the very best in consultant talent,
a great reputation among its clients and access to highly talented
candidates but unless its back office processes are efficient and
effective, the business will not flourish. Moreover, taking care of the
financial and administrative side of the business, the back office
is very often an area where recruitment companies can realise
significant efficiency gains through better processes and technology.
So if your business is already doing well, the right back office solution
can make it positively fly.
Today’s marketplace for back office solutions is competitive and
innovative. Suppliers understand the recruitment sector well and have
developed solutions which not only deliver the smooth collection and
management of business critical information, they also offer diverse

levels of customisation, enabling recruiters to match their technology
to the needs and unique nature of their business.
These solutions can now be delivered to recruitment businesses in
a variety of ways, offering flexibility for users and removing some of
the difficulties which can come with implementing and managing a
business wide system.
While powering the day-to-day business of recruitment forward, back
office solutions also offer recruiters access to the data produced by
the business, data which can then be used to inform and underpin
business strategy in the future.
In short, with the right back office solution on board recruiters can
enjoy running a great business today while creating a fantastic
business for tomorrow. n

Exclusive content
only on the App
• What IR35 means for small
companies
• Better and faster sourcing of
quality candidates
• People analytics into business
outcomes: making strategic
HR work

Available for all smart phones and tablets now
Visit www.theglobalrecruiter.com or
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SIMPLICITY
MARGIN INDEX
This month, Simplicity compares
and contrasts their Margin Index
between Q1 2019 and Q4 2018.

High employment and declining candidate availability continue to
drive demand for recruitment services in the UK. This has created skill
shortages in certain sectors with employers competing for new talent.
Despite the resilience of the UK labour market, business confidence
is being challenged by Brexit turmoil. Weak global growth is also
impacting on investment plans as companies realign their forecasts.
Regarding Brexit, Neil Carberry, chief executive of the REC has noted:
“Firms across the country need a stable plan that tells them where they
will be next year – not next week.”
Margins for the sales sector increased by 9.66 per cent to 37.64
per cent in Q1. Demand remains high for candidates as companies
diversify into new geographical markets or sectors. As a result, those
with language or technical skills in areas such as robotics, fintech or
AI are in demand.
Meanwhile, margins in the construction sector increased to 16.13 per
cent in Q1. The impact of an impending Brexit has seen the stock-piling
of material supplies. There has also been increased competition for
orders as clients delay projects. Residential work was reported to be
the strongest performing area going into Q2.
As companies stockpile goods in preparation of Brexit, demand for
drivers remains high. Margins increased by 3.07 per cent to 22.08 per
cent in the driving sector in Q1. Constantly moving Brexit deadlines and
no clarity on managing the customs processes are major concerns.
Potentially losing access to EU workers is another worry with the
industry already suffering from a shortfall of drivers.
Engineering remains one of the most in demand sector’s for permanent
staff during Q1 with margins increasing to 17.04 per cent. However,
industries such as the automotive and aerospace argue that without
tariff-free access to their supply chain network and the free movement
of skilled workers, their competitiveness on the global market will be
compromised.
Margins in the financial sector increased to 29.29 per cent in Q1. Skills
in financial management, data analytics, risk and compliance, as well
as those with experience in emerging markets, remain in demand.
Despite this, confidence amongst city employers in London remains low
as Brexit uncertainty continues.
Margins remain largely unchanged in the industrial sector at 18.91
per cent. Manufacturing companies ramped up production to build
up stocks in preparation of Brexit with demand increasing from both
domestic and export markets.
With the oil and gas sector still emerging from one of its most difficult
downturns, operators remain focused on cost whilst adopting new
game changing technologies to optimise production. Margins in the
sector have increased to 26.05 per cent in Q1. Meanwhile, exploration
continues to be encouraged through Offshore Licensing Rounds. n

Firms across the country need a stable
plan that tells them where they will
be next year – not next week.
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A TALENT
STRATEGY

Jaime Collins, marketing communications manager for Arabian
business support services company Proven discusses Saudi Arabia.
The Saudi Arabian workforce is changing rapidly. The local
talent is young and skilled, the number of women increasing and
knowledgeable expats are a valued part of the overall strategy. It
has also never been more important for companies who are setting
up in Saudi to understand that they will need to adapt their own
talent strategy in order to be successful and maximise returns on the
opportunities available.
Diversifying the Saudi economy away from oil has had a significant
impact on the local talent pool and recruitment industry since the
plans were first announced in 2016. There are increased pressures
on businesses from Saudization (the employment of locals) and to
become more efficient and digitally focussed whilst still increasing
the bottom line.
The recent white paper by Proven SA, looks to lift the lid on the
changes taking place in the labour market so companies can make
informed decisions on their Saudi Arabian recruitment approach.

Overview of Saudi Arabia
An essential part of understanding Saudi Arabia its understanding its
history and its journey to where it is today. Until recently Saudi Arabia
was known to western countries as a vast oil kingdom with little need
to open itself up to the rest of the world. However, with an increasingly
volatile oil market, the country announced in 2016 that there were
extensive plans to diversify its economy. The plans, entitled Vision
2030, laid out ambitious changes that included growing the private
sector’s contribution to the GDP, increasing the number of nationals in
the workforce – including the number of women – privatising Saudi’s
government services and opening the country up for tourism.
There have already been large numbers of announcements and
changes to support Vision 2030. There have also been numerous
business reforms to grow the private sector and accelerated actions
for Saudization and mega projects for tourism have been launched
over the last three years. The lifting of the driving ban for women has
increased their access to the job market. >
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Overall, the Saudi Arabian
workforce is educated, young
and ambitious

The new Saudi workforce
Overall, the Saudi Arabian workforce is educated, young and ambitious.
The workforce data in Saudi Arabia, taken from the official 2018 quarter
four report as released by the General Authority for Statistics, shows
that there are 3,111,199 Saudi nationals in the workforce with a further
970,229 counted as job seekers. Over half the workforce sits in the
25-39 age groups making the labour market increasingly competitive.
The Saudi government has been investing in the education of its
citizens for some time to provide them with the knowledge and skills
to meet the requirements of the new labour market. Since 2011/12 the
government has provided scholarships for those who wish to further
their education outside the country, often in universities that specialise
in particular subjects. Unsurprisingly, the most popular subjects are
business and management, engineering, healthcare and information
technology areas, showing a real understanding of how the working
culture is changing.
There can be no mention of the new Saudi workforce without giving
considerable mention to the increase of women in the workplace. In
fact it's the area where the governmental reforms have had the most
success. Although lifting the driving ban is the most well publicised
update, there have been much less publicised along the way that
have played an important role such as Wusool (providing stable and
affordable transport to and from the workplace for women) and Qurrah
(which aims to improve the child care environment).
Saudi women are well educated with around half of all graduates
being female. They are ambitious too with not only a 72 per cent
increase of women joining the workforce over the last six years but also
appointments in very public senior roles. The Saudi stock exchange
chairperson position is held by a woman, Sarah Al Suhaimi, as is the
assistant mayor role of the Al Khobar area which is held by Eman
Al-Ghamidi. This, plus the new willingness to employ Saudi women
in senior roles, is inspiring driven Saudi women to pursue positions
previously only held by men.

What this means for expats
You would be forgiven in thinking that this means that Saudi Arabia is
not welcoming for expats, however that is far from the case as stated
by the Crown Prince Mohammed Bin Salman in an article for Time
Magazine last year. In it he said not only is the country looking to attract
the best talent to live and work in Saudi Arabia but also that the number
of expats will increase as the country relies on the talent and human
power to deliver on the ambitious plans. 62 per cent of all specialists in
professional, technical and humanitarian fields are expats and a further
29 per cent of lawmakers, directors and business manager positions
are held by expats.

Expats will continue to be welcomed to Saudi Arabia and reassured by
the Quality of Life Program, part of Vision 2030, where plans are laid
out to improve the lives of expats by providing improved housing, an
education system for expat children and integrating expats with
Saudi culture.

HR challenges
Companies that are looking to establish themselves in Saudi Arabia
need to be aware of human resource and recruiting challenges that arise
as part of the setup process. Often it is due to the differences in culture
or a lack of knowledge, especially if they are coming from outside the
Middle East region. Moving staff on short term visit visas or permanent
residence visas requires some planning to ensure that delays in issuing
visas don’t affect company efficiency.
Companies also need to be aware of Saudization, the scheme to
increase the number of Saudi nationals in the workforce and how
this affects company operations. To be compliant in Saudization,
a company needs to employ a minimum percentage of nationals
depending on their industry and company size. With compliance
comes a number of immigration benefits including expedited
visa processing times and more options to recruit from less
compliant companies.
Recruiting Saudi nationals also comes with its own needs, although
much of the workforce in larger cities such as Riyadh or Jeddah speaks
English, an understanding of local culture is essential when adding
Saudis to the workforce. Nationals have much different career goals
than expats who may only stay in the country for a couple of years, they
often also have higher salary expectations which need to be managed.
Partnering with a locally owned company is often the best way to
overcome any recruitment challenges. Ideally the company will be
able to handle the visa needs for expat staff as well as recruiting both
expats and Saudi nationals, so you have more visibility on your staffing
and be in a better position to manage timelines. The company that you
choose should be able to provide both Saudi nationals and expats for
your recruitment needs as well as give alternatives to Saudization, such
as the scheme that lets companies who are struggling to meet their
Saudization requirement to pay a fee to the government for the amount
that they would have paid for the salary of that person. Knowledge
like this helps foreign companies maximise on the opportunities that
compliance brings.
Managing your staff and recruitment needs in Saudi Arabia can be a
much easier process and companies needn’t be in a position where
they are facing delays to get their teams into the country or struggling to
fill job roles. Support is available from experienced local companies that
have been working with multinationals and large western companies for
considerable time, so not only understand the timeframes and culture
but also the way of doing business. n
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THE SEARCH IS ON
Associate Sponsor:

Rachel McElroy, director at cloud resourcing
specialist Cranford Group, gives five challenges
for hiring tech talent.

“Winning GR's Best Medium Recruitment company is a real testament to the high-performance
environment we have in both our support and sales teams. This environment ensures our
consultants have the best platform to generate new business, service existing clients and support
Spencer Ogden's regional growth into the Energy, Engineering and Infrastructure sectors.”
Tom Reid, APAC Director, Spencer Ogden

Entries now open – FREE to enter
The Global Recruiter Asia Pacific Industry Awards are back and now is the time for you to step up and
show how your business has led the way through its performance in the past 12 months. Designed to
encourage, identify and promote outstanding practice across the recruitment industry in the region, these
awards are built on the strong foundations of its sister awards covering the UK which this year hit their ten
year mark and have attracted a record number of entries.
Free to enter with clear category criteria, these awards are designed to recognise excellence from all
businesses – established and newcomer companies, service levels, job boards, businesses of all sizes.
Assessed and judged by a panel of industry experts who know what it takes to be successful and to go
beyond the usual in pursuit of excellence, these are the only recruitment awards dedicated to the agency
part of the industry. The Global Recruiter Asia Pacific Industry Awards offer recruitment businesses the
chance to gain real recognition for their work and ideas, recognition which translates into continued future
industry success.

Deadline for entries 28 June 2019

Awards Ceremony – 7 November 2019
PARKROYAL on Pickering, Singapore

Compliant and sustainable
Speak to any organisation about their resourcing model at present
and it is highly likely they’ll report that finding the right people is hard.
Gartner’s emerging risk study ranked the global talent shortage as the
number one risk factor in the last quarter of 2018, up from third place
in the second quarter of the year. At the start of 2018, talent shortages
did not even feature in their data.
Talk specifically to businesses in the tech sector and the challenges
are undoubtedly magnified further still. Unemployment, generally, is
at a record low and there are myriads of exciting companies in the
market, for those looking for a new role.
There’s no doubting this is a tough time for those with hiring
responsibilities, but there are ways to overcome the difficulties
associated with attracting and employing the best tech talent.

1. A notable skills shortage (and how to tackle it!)
As technology pervades every part of our lives, the people delivering
that tech are trying to keep up to the relentless pace of necessary
skills development. For certain roles – especially front-end
developers, DevOps, cybersecurity, big data, and AI specialisms –
talent is particularly scarce. >

For more information visit: www.theglobalrecruiter.com/events or call +44 (0)1923 723990
#GRAsiaPac
Events: @GlblRecruiter
News: @globaleditor
www.theglobalrecruiter.com
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This is a tough time for those with hiring
responsibilities, but there are ways to
overcome the difficulties

Companies therefore need to look at flexible resourcing models to
bring these skills in, and they cannot shy away from the training and
development of existing employees too, irrespective of the investment
this may require.
Many businesses are already undertaking skills competency
frameworks to identify what skills they will need for evolving roles,
how their current staff align with these needs, and whether there are
people already within their organisation who would be the right fit, with
the necessary training.

2. Buy in from leadership/the c-suite
A number of resourcing managers are acutely aware of the need to
recruit, but agreement from the leadership team is not always a given
– especially considering the salaries that are often associated with
high-end tech roles. So, obtaining sign off for a talent budget is no
mean feat.
It is therefore crucial to speak to the c-suite – with as much notice
as possible – about the bottom-line impact that these individuals
will have. Sometimes the cost of not recruiting them is even more
powerful. It is also important to have a clear idea of who exactly the
business wants to employ – personality, cultural fit and progression
aspirations are all hugely important, not just skills!

3. Hiring strategy inefficiencies
As much as it is imperative that all stakeholders are on board with
new tech hires, many organisations then need to look carefully at
streamlining their hiring strategy and onboarding process. In this
competitive talent marketplace, potential recruits will have many
offers on the table. A lengthy timeframe for interviews and subsequent
decision making may therefore mean losing people to competitors.

Feedback and updates should be provided to suitable candidates
throughout the process, in the hope of keeping them engaged. Poor
performance here could indicate to the potential employee that
internal communication and/or other processes are not particularly
slick or structured, which could be deemed off putting. Working with
a recruitment partner can often help alleviate this as it gives a single
point of contact for all parties.

4. Contract vs Permanent
The death of the somewhat archaic 9-5 has been widely reported in
the world of HR, but the traditional workplace infrastructure needs to
evolve even further to meet the needs of the tech space. Many people
within this sector are used to working in varied locations, and from
project to project. This fluidity means a number seek contract roles
– as opposed to permanent positions – with attractive remuneration
packages and an often favourable work/life balance.
Recruiting only for permanent hires can prove tough, so organisations
need to think creatively about how to attract staff. Offering flexible
packages, training budgets, plus other perks which allow for skills
development and potential progression, will set the company apart
from the competition.

5. Searching (and searching, and searching)
Finding the right people is seriously time consuming – particularly
because research shows that 85 per cent of potential hires are
actually passive applicants. This means they are an employed
professional, however they could be open to switching jobs. This pool
of talent won’t necessarily see a job advertisement if they are not
actively looking, so a resourcing partner is often required to tap into
these highly desirable possibilities. n

CASH IS KING

Steve Jones of 1PS explains why small to medium recruitment agencies
are using invoice finance to fund the growth of their business.

The 46 per cent year-on-year increase in new agencies registered
in 2018 is testament to the resilience of the recruitment industry,
particularly during the uncertainty of the past few years.
Cashflow is key to any new business succeeding. But achieving
a steady cashflow can prove difficult for growing recruitment
agencies particularly in the contractor market, having to pay
contractors and wait for outstanding invoices to be settled.
Struggling with cashflow can prevent agencies from pitching for
more business and larger contracts, which further stifles growth.
While there are a number of financial options available to
business owners who need access to working capital, many
are choosing invoice finance over the more traditional routes of
business or personal loans, overdraft facilities and selling equity
to investors.

The benefits of invoice finance
Invoice finance in the form of factoring appeals to recruitment
agencies as it provides cash quickly and easily. On selling its
accounts receivable to an invoice-factoring provider,
a business can typically expect to receive funds within 48 hours.
It offers flexibility and freedom to businesses as they can choose
which of their invoices they factor – giving them the confidence
to take on more work in the knowledge that advanced funding is
available when they need it.
Invoice factoring providers will manage credit control on behalf
of a business. Those specialising in recruitment finance should
also offer back office support including contract administration,
digital timesheets, invoicing and payments to contractors –
a valuable service for smaller recruitment agencies to free
themselves from burdensome admin.
By reducing both the risk of late invoice payments and the time
spent on credit control and admin, an agency can enjoy greater
financial security and invest money and effort into scaling
their business.

Considerations when choosing an invoice finance
provider
Recruitment moves fast. A specialist finance provider should
understand the complexities of running an agency and managing
contractor-client processes and payments.
There are different invoice factoring options available. When
selecting an invoice finance provider, it’s important to understand
the percentage of invoice that can be advanced, the fees, funding
limits, and any required security, with no unexpected or punitive
charges applied.
A key benefit of invoice finance is its flexibility, so a funder should
not insist on a long-term contract, and should be able to offer
services such as handling permanent invoices if required, and the
capability to factor overseas contract invoices so as to not impede
any global opportunities for a business.

How widely used is invoice financing?
It is estimated that over 42,000 UK businesses use invoice finance
as a source of funding. According to research by UK Finance,
support for businesses through invoice finance and asset based
lending at the end of 2018 stood at £22.7 billion.
The recruitment sector has recognised invoice financing as a
valuable way for businesses to release funds that are tied up in
unpaid invoices. Agencies are able to receive payments more
quickly, pay contractors on time, take on more work – and invest
money back into their business to help them scale and grow.
1PS Ltd provides flexible invoice funding and back office support
for the recruitment sector. www.my1ps.com n

Is invoice finance suitable for all businesses?
Invoice finance is typically used by start-ups and SMEs, but
providers cater for a wide range of business types and sizes, and
can specialise in specific sectors.
Whilst a recruitment business often takes advantage of a fully
managed invoice finance and back office service, they can
choose to reduce the level of third-party support and take on
more responsibility themselves as their agency grows.

It is estimated that over 42,000
UK businesses use invoice
finance as a source of funding
www.theglobalrecruiter.com
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BEING MORE
PREPARED
Supported by:

Simon Kent reports from a Recruitment Live discussion
on IR35 and ongoing compliance.
Identifying the vacancy
Recruitment Live this month returned to the issue of compliance, and
in particular the forthcoming changes for IR35 in the private sector. Hot
on the heels of our dedicated compliance issue and the findings from
the industry survey it was good to partner up with umbrella company
specialists iConsult to bring some clear information and analysis
alongside the thoughts of recruitment experts at the frontline
of compliance in their companies. Around the table this time were:
Gary Eldridge, Recruitment Manager, Hyper Recruitment Solutions
James Hounslow, Co-Founder and Managing Director,
Harrington Starr
James Hunt, Partner, Interim Management Private Sector Practice,
Green Park
Joseph Suttle, Accounts Assistant, Aylin White
Nicky Usher, Director, Alexander Mann Solutions
Helen Houghton, Director, Alexander Mann Solutions
Warrick Glossop, Financial Controller, Major Players
Steven English, Director, iConsult
Crawford Temple, Chief Operating Officer, Professional Passport
Simon Kent, Editor, The Global Recruiter
The conversation began with a call out for experiences in handling
changes in IR35 in the public sector and speculating on how and if the
experience of these changes across the private sector would be different.

Being aware and on time
with regard to implementing
compliant processes could be
offered as a strong selling point

The response was not heartening. The general feeling was that the
process had been poorly managed by some public sector organisations
and that there was still a great deal of inconsistency around the way in
which rules and employment structures were being applied.
In both the public and private sector there seems to be a lack of
awareness as to what the new rules mean and what contractors need
to do in order to be complaint. At the same time the CEST tool was
acknowledged to be frustrating at best, inadequate at worst. Finally
it was noted that in the case of the public sector, organisations seem
to have reported to HMRC that there were few problems following
implementation. This feedback was felt to be misleading not least
because it came from public sector employees who were not actively
engaged in trying to get workers into positions. It was suggested
that direct feedback from hiring managers at the frontline might tell a
different story.
Some participants wondered if the added time allowed before
introducing changes in the private sector might work to everyone’s
advantage given the amount of education required. The recruiters
round the table reported the need for a large education initiative among
clients and candidates/contractors alike to explain what was necessary
in the future. While some of these initiatives seem to be having a
positive impact, in other cases the resistance of businesses and
contractors to accept the implications of the changes was strongly felt.
It was also suggested that a lack of promotion from HMRC itself was
resulting in recruiters being given the blame for any impact as a result
of the changes ahead – why couldn’t the status quo simply continue
rather than employers and contractors having to alter the way things
had always been done?
It was also noted that in some cases contracts already agreed could be
impacted by the forthcoming legislation. The legislation applies when
payment is made to the contractor rather than to when the employment
agreement was first made. In other words, if contractors are on a 12
month long contract that contract will come under the new rules if the
contractor receives payment after April 6th 2020.

Status stated
At the centre of the issue, as always, is the status of the contractor.
With the sector dealing with an ‘unreliable’ HMRC tool it was clear that
recruiters need to work carefully with clients to determine how a worker
is engaged. Some public sector employers had simply taken the view
that all their contractors should be treated as being in IR35, because
they felt this offered the best protection for the organisation regardless
of the actual working arrangements. One issue with the government’s
own tool for deciding employee status is that the decision provided
only applies if the questions are answered correctly. This means that if
HMRC believes a question has been inaccurately answered then the
decision is void.
The ‘Statement of Work’ route was also explored by the round table.
As Steven English noted (and has since written about in the last app
version of the magazine [https://bit.ly/2HjyB82] while this option offers
some degree of clarity over the expectation of a role and therefore what
is expected from the worker and client in the resulting employment
relationship, the ‘proof’ of such working relationships lies in what is
actually happening in the job itself rather than what has been written
down as the intended working relationship.
Crawford Temple’s response to this uncertainty is a combination of an
enhanced decision making tool – provided by ContractorCalculator and
based on the results of case history –backed with insurance against
the resulting decision being challenged and/or overturned. According
to Temple, ContractCalculator’s tool isn’t designed to give clients a way
to ‘throw' the result how they want it by answering the questions in ‘the
right way’ but to give a clear indication of why a role falls inside IR35 and
therefore giving the client/employer the opportunity to consider whether
that aspect of the role is important and necessary to be arranged in that
way. If it isn’t the job could be altered, if it is the result has to be managed
appropriately. Temple also suggested that rather than tackling this issue
on a job-by-job basis it should be possible to identify similarly structured
roles and group these together for IR35 consideration.

The discussion also noted that no amount of legislation would prevent
recruiters and clients from taking a chance if they believed they could
‘get away’ with an employment model which may be considered
inappropriate. This course of action may be increasingly risky however,
since HMRC are placing more emphasis on pursuing non-compliance
and, suggested Crawford Temple, would be on the lookout for a
significant case to take to court in order to show they mean business.
According to the recruiters around the table the task of ensuring and
maintaining a compliant staffing supply was increasing in terms of time
and resources required and this would undoubtedly continue to be
the case in the future. The Criminal Finance Act has certainly brought
more pressure to the sector to ensure compliance across the supply
chain and it was noted that being certain that suppliers were compliant
alongside the design and implementation of compliant processes was
costly and showed no sign of abating.
It was suggested that being ahead of the game, or at least being
aware and on time with regard to implementing compliant processes
in the recruitment industry, could be offered as a strong selling point to
clients. Here was a way that recruiters could appeal through the offer
of understanding and guaranteeing best practice that would protect
and secure an employer’s interests as well as delivering the talent they
need to succeed.
For some recruiters – in particular those offering MSP services – such
conversations are already taking place, indeed they have been for
some time. Clients want to know how compliance is handled in the
business and will take time to ensure the structures in place actually
work appropriately. For other recruitment agencies, the discussion
is not so easy. It feels that for compliance to take centre stage
for these clients and employers there needs to be a significant
sea-change in priorities. The question remains whether this will happen
as the legislation is introduced or if it will take a headline case to push
everyone in the industry down an entirely compliant route. n
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