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This month The Global Recruiter will be celebrating the winners and highly 
commendeds recognised by our tenth annual UK industry awards. The stage is 
set for another exciting afternoon ceremony in which the innovators, creators and 
leaders of the industry can relax and be rewarded.
It’s a particularly challenging time for recruiters, indeed for businesses in general. 
Economic and political uncertainty does nothing for building confidence and 
indeed the stress has been seen at all levels in organisations – right down to the 
frontline worker. In this issue of the magazine we examine the part recruiters play in 
assessing and managing stress for the candidates they place. It may be relatively 
easy to identify if an individual is up to a job from a skills and experience point of 
view, but are they mentally prepared? And what is the role of the recruiter in making 
that call, even when they are placed?
On the other side of this magazine is our expansion special. It’s packed with 
advice, case studies and more if you’re thinking of pushing your business to greater 
heights. As you do, we’ll be here to celebrate with you. 

WELCOME

SIMON KENT
EDITOR
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FALLING MARKET   

We could use this for pull 
quote or facts and figures
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NATIONWIDE 
The Association of Professional 
Staffing Companies (APSCo) 
is due too meet with MPs 
representing constituencies 
across the UK in the coming 
weeks to discuss the vital role 
that the professional recruitment 
sector will play in enabling the 
government to achieve its goal 
of rebalancing the UK economy 
away from London and the 
South East. The organisation is 
stressing the need for access 
to flexible, professional talent 
after Brexit, by ensuring a visa 
route that enables highly skilled 
professionals to work and live 
in the UK to deliver fixed term 
services. The skills gap across 
the professional sectors is 
particularly acute in engineering 
and IT hubs across the UK.
“The government’s current 
Industrial Strategy recognises 
the economic imbalance that 
exists between London and the 
regions outside of the capital 
and is committed to boosting 
regional economies through the 
provision of strong infrastructure 
and favourable business 

environments,” said Tania 
Bowers, General Counsel at 
APSCo. “However, the success 
of these programmes pivots on 
the availability of skills. We work 
on behalf of our members and 
I’m proud that APSCo can be 
the conduit which enables the 
voices of professional recruiters 
to be heard at the highest levels. 
Activity such as this offers the 
recruitment profession a vital 
opportunity to share valuable 
insights to help shape future 
legislation.” 
The meetings will be with policy 
makers representing Scotland, 
the Midlands and the North of 
England, and will give APSCo the 
opportunity to share how access 
to talent is central to achieving 
ambitions to deliver new 
opportunities and regeneration.

RISE OF TEMP  
Robert Half has carried out 
global research to find that 
business leaders expect to 
achieve a 66:34 split between 
permanent and temporary 
workers by 2023, highlighting 
how the professional gig 
economy is transforming 
traditional staffing and 
recruitment strategies.
Singapore’s IT sector is 
currently following a slightly 
more progressive trend. While 
only 8.4 per cent of Singapore’s 
employed residents are classified 
as independent contractors 
according to the Ministry of 
Manpower, future forecasts by 
the city-state’s IT leaders predict 
a 61:39 split between permanent 
and temporary employees by 
2023 – a strong indication of the 
future direction of Singaporean 
workplace dynamics.
The increasing adoption by 
employers of the gig economy 
and a flexible workforce is being 
driven by several factors, mainly 
by new technologies that allow 
for greater workplace flexibility 
such as collaboration tools 

which offer businesses a more 
flexible approach to how they 
manage key project initiatives 
and workload fluctuations. Other 
contributing factors include the 
difficulty of acquiring specific 
skills on a permanent basis 
owing to the worldwide war 
for talent, and the evolving 
complexity of traditional job roles.
“While the temporary workforce 
will be instrumental to helping 
businesses become more 
responsive in a competitive 
tech-driven environment, the 
increased flexibility contract 
workers offer will also help 
businesses find the right 
balance of skills as traditional 
job roles evolve,” said 
Matthieu Imbert-Bouchard, 
managing director of Robert 
Half Singapore. “Growth 
and scale will also be easier 
to achieve and manage for 
those businesses working with 
contractors. Companies can 
then benefit from a flexible 
recruitment strategy by getting 
fast access to specialised 
skills, becoming more agile and 
being equipped for managing 
workload fluctuations and new 
projects.” >

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

Brexit-related uncertainty is 
continuing to hold back hiring 
trends according to the latest 
KPMG and REC, UK Report 
on Jobs. Permanent staff 
appointments in May fell at 
a slightly quicker pace than 
in April, while temp billings 
expanded at the slowest rate for 
over six years. At the same time, 
subdued confidence impacted 
on both the demand and supply 
of labour, with vacancy growth 
staying close to a multi-year low 
and staff availability declining 
further.
Ongoing Brexit-related 
uncertainty and generally tight 
labour market conditions were 
cited as key factors weighing 
on candidate availability 

during May. Furthermore, both 
permanent and temporary staff 
supply declined at faster rates 
than in April. Although salaries 
awarded to permanent starters 
continued to grow sharply 
in May, the rate of inflation 
was the least marked for just 
over two years. In contrast, 
temp wages increased at the 
quickest pace for six months. 
Panellists commonly stated that 
competition for scarce workers 
continued to place upward 
pressure on pay.
“Brexit uncertainty continues 
to dampen the jobs market 
as companies kept their 
recruitment decisions on hold in 
May,” said James Stewart, vice 
chair at KPMG. “Permanent staff 

appointments fell at a slightly 
faster pace than in April, while 
subdued confidence ensured 
that growth in temporary 
billings hit a six-year low.
“We expect the labour market 
to remain in stalemate over the 
summer as the contest for a 
new Prime Minister kicks off,” 
he added. “Companies are 
unlikely to make any dramatic 
investment decisions until 
a new leader is in place and 
have more insight on the future 
direction of Brexit.”
Neil Carberry, Recruitment & 
Employment Confederation 
chief executive, said: “The 
jobs market is still creating 
opportunities for those looking 
for work. With vacancies rising 

and starting salaries going 
up sharply, it is worth people 
talking to recruiters about that 
next step in their career.
“Overall, though, the survey 
again shows what uncertainty 
does to hiring plans. Total 
permanent placements fell again 
this month while temporary 
billings grew only marginally. 
Recruiters are reporting that 
demand for staff is slowing 
and their clients are reducing 
business activity on average. 
Worryingly, these trends are 
most pronounced in key sectors 
like retail and construction,” 
concluded Carberry.
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through the CIPD’s Steps Ahead 
mentoring programme, lasting 
between six and 12 weeks. 
The programme aims to help 
returners secure a job at the 
same level, or higher, than the 
previous one they held.
Steps Ahead mentors – who 
are HR professionals from the 
CIPD’s membership network  
– will use their expertise to help 
‘returners’ build their CV, create 
or update their online profiles, 
succeed at interviews and boost 
their confidence. The ‘returners’ 

will then be supported by CIPD 
members in a coaching capacity 
once they’ve secured a job to 
ensure a smooth transition back 
into work.
The 25 employers will be helped 
to make their recruitment 
policies more inclusive through 
a series of workshops and 
webinars. These will focus on 
getting employers to review their 
flexible working arrangements, 
which can make it easier for 
parents to balance childcare and 
their careers.

The CIPD has secured funding 
from the Government Equalities 
Office to run a new pilot scheme 
that will help parents get back 
into work in Yorkshire and 
the Humber. The CIPD Parent 
Returner Programme will provide 
free mentoring to 150 parents in 
the region, whilst 25 employers 
will receive training to improve 
their ‘returner’ recruitment 
policies and practices.
There are 436,000 people in the 
UK who are not in work because 
of family commitments but 

would like to be. Once the pilot 
is completed, the CIPD aims to 
roll out the programme across 
the rest of the country. As well 
as providing personal fulfilment, 
improving the employment rate 
for ‘returners’ can help to plug 
skills shortages in a number of 
sectors and occupations. It can 
also help employers to increase 
the diversity of their workforce 
and talent pipeline.
‘Returners’ who’ve been away 
from work for a year or more 
will receive tailored support 
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CV-LIBRARY 
& DAXTRA 
CV-Library has announced an 
exciting new partnership with 
leading recruitment management 
software provider, DaXtra, which 
will see the job board provide 
DaXtra users with access to the 
millions of CVs in its extensive 
database.
The integration will mean that 
organisations using DaXtra Search 
to source top talent will now be 
able to gain on-demand access to 
the huge pool of fresh CVs within 
CV-Library’s database, which now 
boasts over 13.8 million quality 
candidates. In the long run, this 
will help users to save precious 
recruitment time by conducting 
searches in one singular platform.
“We understand that recruiters 

are constantly under increased 
pressure to get the best 
candidates in front of hiring 
managers,” says Lee Biggins, 
founder and CEO of CV-Library. 
“With that in mind, we’re excited 
to be working with DaXtra on this 
CV search integration, helping 
organisations to source the 
best-matched CVs for their roles, 
quickly and efficiently.”
DaXtra Search is a powerful and 
intelligent CV matching software 
with integrated semantic search 
capabilities across multiple 
in-house and online talent 
communities.
Toby Conibear, CCO of DaXtra, 
comments: “We are always 
striving to streamline recruitment 
processes, making it as quick and 
easy as possible for recruiters to 
find the most relevant candidates. 
We’re delighted to be working with 
CV-Library on this new integration, 

which will enable our customers 
to access their huge database 
of quality candidates even faster 
than before.”

LISTENING 
TO ONLINE 
A survey from Hays suggests job 
seekers in Hong Kong are more 
likely to be influenced by online 
comments about prospective 
employers than their peers across 
Asia. The latest Hays web poll 
carried out in Mainland China, 
Hong Kong, Japan, Malaysia, 
and Singapore asked candidates, 
“Do the online comments of 
former employees influence your 
decision to apply or work for an 
organisation?”
Overall, two in five (40 per cent) 
Hong Kong candidates note that 
their decision to apply or work 
for an organisation is ‘definitely’ 
swayed by reviews and opinions 
of former employees. This figure 
is second to Japan at 55 per 
cent and higher compared to 
the markets across the region; 
Mainland China (18 per cent), 
Malaysia (35 per cent) and 
Singapore (39 per cent). The 

global recruitment firm also notes 
that to a larger degree, many 
Hong Kong respondents (51 per 
cent) state that they ‘take online 
comments into consideration’ when 
deciding to apply or work for a 
firm.
Across the region, only few say 
they that are not at all influenced 
by reviews of perspective 
employers on the internet. While 
nine per cent of respondents 
in Mainland China, Hong Kong 
and Singapore ignore online 
comments, seven per cent in 
Malaysia and five per cent in 
Japan say the same.
Commenting on this, Dean Stallard, 
managing director at Hays Greater 
Bay Area says: “As industries 
across the board become skills-
starved, organisations could 
benefit from managing their online 
reputation from an Employer 
Value Proposition (EVP) point 
of view. In this digital age, it is a 
natural process for many hopeful 
candidates to look up what’s being 
said of working at an organisation 
which they are considering to be 
a part of. The Internet has made 
it fairly easy to gain access to 
comments of ex-staff, with many 
active employer review platforms 
and forums available online.”

Australia will need an additional 
100,000 tech workers by 2023

Finite IT Recruitment has 
released its inaugural 
Australian Technology and 
Digital Salary Survey Report. 
The report delves into salary 
ranges, hiring trends and 
employment conditions across 
Australia and was developed 
to provide hiring managers and 
candidates with an in depth 
reference point across various 
Technology and Digital job 
functions. 
Finite IT’s National Director, 
Peter Noblet says “It’s certainly 

an exciting time to be a part 
of the digital world. It’s fast 
moving, innovative and 
dynamic and as a result, the 
demand for Tech and Digital 
talent is higher than it’s ever 
been before.” 
In 2018, the Australian 
Computer Society Digital Pulse 
report forecasted that Australia 
will need an additional 100,000 
tech workers by 2023 in 
order to remain competitive 
with leading countries in the 
industry. Of greater concern 

however, is the distinct lack of 
new candidates entering the 
market to meet this demand.
Due to the high demand 
and low supply of skilled 
candidates, tech workers are 
commanding higher salaries 
and being presented with 
multiple job offers. Along with 
increasing salaries, candidates 
are also placing higher value 
on non-salary perks.
“In 2019, work flexibility will 
accompany salary as the 
highest sought-after perk 

for IT candidates. They’ll be 
looking for great pay, flexible 
schedules, compressed 
workweeks, and the ability to 
telecommute” says Mr Noblet. 
“Based on the consistent 
jobs growth, increasing 
job advertising trends, and 
increased hiring intentions 
we are hearing from our 
clients, we are expecting 
increased pressure on salaries 
throughout 2019.”

CIPD WORKS EQUALLY 

‘READY TO 
QUIT’   
In the pursuit of growth 
and productivity, Australian 
workplaces have exhausted 
staff morale and decimated 
effort levels, with employees 
now on the brink of burnout 
and ready to quit, according 
to Gartner.
Data from Gartner’s Q1 2019 
Global Talent Monitor reveals 
that discretionary effort levels 
– the willingness to go above 
and beyond at work – have 
dropped to the lowest point 
since Q1 2014, suggesting that 
without change, the workforce 
simply cannot give any more. 
In Australia, 15.7 per cent 
of employees reported high 
discretionary effort levels in Q1 
2019, only slightly above the 
global average of 15 per cent, 

and down from a high of 23 per 
cent in Q2 2017.
“Organisations have stripped 
the fat in every area of 
operations as they look to drive 
efficiencies and move their 
business into the future,” said 
Aaron McEwan, HR advisory 
leader at Gartner. “Growth 
targets are high, and for years, 
organisations have expected 
their workers to do more with 
less and achieve continuous 
results against a backdrop 
of constant change and 
increasing complexity.
“Workers are acutely aware 
of what their employers want 
from them; they’re feeling 
pressure to work longer 
hours, often without pay, 
and take work home in order 
to meet deadlines. With the 
added stress of “always on” 
technology and flat wage 
growth, it’s not surprising 
that employees are feeling 

overworked, disrespected, 
stressed and anxious,” added 
Mr McEwan.
Gartner’s data reveals that the 
number one reason employees 
cite for leaving their job is 
respect, or lack of it. Respect 
rose seven places in Q1 2019 
to become the leading driver 
of attrition among Australian 
workers. This was followed 
by manager quality, up two 
places.
According to Mr McEwan, 
when workers are fed up and 

tired, their first instinct is 
flight over fight. “Even though 
the external job market is 
not particularly favourable 
for candidates today, leaving 
becomes a more attractive 
prospect than remaining in a 
job where you feel undervalued 
and mentally exhausted.
“We’re heading for a workplace 
mental health epidemic and if 
organisations don’t prepare 
for it, employee wellbeing and 
productivity will both be at 
serious risk,” said Mr McEwan.

FINITE SURVEY  

www.theglobalrecruiter.com
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PRODUCTIVE 
DIFFERENCES  
A report from Jabra has 
suggested CEOs and the 
C-Suite are at odds over who’s 
responsible for measuring 
productivity – and how to 
solve the problem of building 
more productive workplaces. 
Moreover there seems to be 
disagreement over what makes 
the most productive working 
environment and whether 
technology is enhancing 
productivity, or hindering it.
Optimising efficiency and 
output is one of the most 
important priorities for 
businesses, so many would 
expect to find improving 
employee productivity at the 
top of the strategic agenda for 
C-level leadership.

Jabra conducted in-depth 
interviews with 688 CEOs and 
C-level executives in the US, 
UK, France, Germany, Sweden 
and Denmark. The subsequent 
report, The Technology 
Paradox: C-suite perspectives 
on the productivity puzzle, 
reveals deep divisions 
among CEOs and C-level 
executives over who should 
take ownership of productivity. 
While a third (31 per cent) of 
CEOs said it was the board’s 
responsibility, over half (52 
per cent) of C-level executives 
said that the CEO should take 
ownership.
Seven in ten businesses (71 
per cent) say that measuring 
productivity is important, 
but more than half of C-level 
respondents (56 per cent) 
believe that it is difficult 
to measure productivity. 
Interestingly, this figure varied 

significantly between markets, 
with only 46 per cent of US 
respondents agreeing that 
measuring productivity is 
difficult, compared to 63 of 
those in the Nordic countries.
“Optimising productivity is 
one of the biggest challenges 
facing advanced economies 
across the world today, but 
our research shows that 
businesses are no closer to 
taking a strategic approach 
to solving the problem,” said 
Holger Reisinger, SVP for 
enterprise solutions at Jabra. 
“This is an issue that demands 
real leadership, yet senior 
leaders cannot decide who’s 
responsible. This is clearly the 
first step towards improving 
productivity, but it must be 
followed by real engagement 
with employees about their 
preferred ways of working.”

MOVES
Rapidly expanding global 
executive search firm Carmichael 
Fisher, has announced that 
industry veteran Samantha (Sam) 
Wallace has joined the firm as the 
global head of practice. Wallace 
will lead the technology team in 
Los Angeles, Calif. in a role that 
marks a significant expansion of 
the firm’s US operations.
Prior to joining Carmichael Fisher, 
Ms Wallace spent 12 years with 
Korn Ferry.
IT resourcing specialist Cranford 
Group has appointed Matthew 
Hardill as their new chief financial 
officer as the company marks a 
decade in business and prepares 
for five-fold growth over the next 
12 months. Commenting on what 
attracted him to this new role, 
Matthew said: “Having begun 
life 10 years ago as a fast-paced 
entrepreneurial brand, Cranford 
has now grown to become a truly 
established name in the  

highly-technical cloud, DevOps 
and IT resourcing space. The 
company remains extremely 
progressive but with a new layer 
of financial robustness. And, with 
significant growth on the horizon, 
it is my job to ensure the finance 
department meets the needs of 
the business as it continues to 
evolve.” 
Samuel Knight International has 
also welcomed a new Chairman 
to help drive its International 
growth. James Barbour-Smith 
joins the agency, bringing with 
him a wealth of experience 
in working with numerous 
fast growing businesses to 
develop and implement their 
growth strategies. Drawing on 
almost twenty years in private 
equity investment and portfolio 
management involving over 50 
companies in a broad range 
of sectors, James also has an 
extensive background across the 
US and European markets.
Airswift is celebrating success 
across Europe, Middle East and 

Africa (EMEA) with the promotion 
of three senior staff – Peter 
Denham, Andy Greenwood and 
Paul Murphy.
Peter Denham moves into the 
role of vice president of Europe 
and Africa following a successful 
six years with the company as 
regional director for Europe and 
formerly global director of service. 
Andy Greenwood has been 
promoted to regional director in 
the Middle East. The appointment 
follows the expansion of local 
Airswift’s services to support 
strategic partners on a range 
of exciting projects requiring 
recruitment, payroll and 
mobilisation of high volumes of 
technical talent. Paul Murphy 
takes up the role of recruitment 
director for Europe and Africa. 
He will be responsible for 
Airswift’s regional contract 
recruitment team and their 
delivery centre in Baku, 
Azerbaijan, dedicated to 24/7 
global client recruitment support 
for large-scale and expat hiring. n

Optimising 
efficiency and 
output is one 
of the most 
important 
priorities for 
businesses

Few would deny that recent decades have seen huge advances in 
technology. Since the dawn of the 21st century we have witnessed 
the creation of an ever-more interconnected world where a plethora 
of new technologies from apps and digital platforms through to 3D 
printing and 4G mobile networks have transformed the way we live 
and work.
However, despite the speed, efficiency and insights which these 
new innovations provide, they have had very little impact on 
productivity growth. Data from the World Economic Forum Global 
Competitiveness Index 2017/18 suggests that the reason that 
innovation often fails to drive productivity is due to an imbalance 
between investments in technology and efforts to promote its 
adoption throughout the wider economy. 
In short, the correlation between technological advances and 
productivity is not automatic. It takes time for major innovations 
to diffuse into society and business. Only once people become 
accustomed to new ways of doing things will new innovations be fully 
embraced with the result that society starts to reap the benefits.
As our economies move from manufacturing-based to services-
based so we will see more low-level, productive jobs. However, these 
do not necessarily bring economies of scale as greater numbers of 
customers does not automatically mean higher quality. Indeed, in 
the quality v quantity conundrum there is arguably no substitute for 
the personal touch which can only be achieved through face-to-face 
relationships, not through technology.
The economic sectors enjoying growth today and predicted to 
remain buoyant and provide employment in the years ahead, are 
in areas such as care, hospitality, retail and education. These are 
all what is classified as ‘proximity services industries’, where it is 
actually quite difficult to increase productivity based on technology. 

While businesses that produce goods may be able to use their 
resources more efficiently in order to boost productivity, businesses 
in the service sector are not usually able to reduce their main asset  
– people – without having a negative impact on productivity.
Over the past decade a number of economic factors have served to 
create a perfect storm that has put a brake on productivity growth  
– even in those economic sectors where technological advances 
might normally be expected to have a positive impact. The downward 
pressure on wages brought about by high levels of unemployment 
and the globalisation of labour markets has provided less incentive to 
embrace innovation. So too has the ready availability of cheap credit 
which has allowed companies with low productivity to borrow money 
without the need for so vigilant an eye on their productivity levels.
Productivity is driven by a combination of ability and pressure. 
If there is a lack of competition (ie. pressure) then there is little 
motivation. This combined with a natural conservatism and 
aversion to embrace change has meant that the advantages of 
new technologies and the prospect of producing more with fewer 
resources, have not been fully realised. 
The World Economic Forum (WEF) describes the world as moving 
from the age of capitalism to talentism, predicting that talents 
will become increasingly more important than capital. Along with 
financing innovation and technological adoption and the spreading 
the benefits throughout the economy, WEF identifies labour market 
flexibility and worker protection as one of the key challenges that 
must be addressed if we are to drive productivity growth in the fourth 
industrial revolution.
I believe governments, business and civil society must work together 
to change labour market dynamics and implement policies that will 
create prosperity and growth across society. n
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THE 
PRODUCTIVITY 
PROBLEM
Denis Pennel, managing director, World Employment Confederation, on 
why success isn't always productive.



www.theglobalrecruiter.com

How Scott Saunders started his own business without the fear factor.

Scott Saunders was generating a huge amount of money in recruitment, 
but the luxury cars in the office car park were being driven by his bosses, 
not him. "I had a moment where I thought I could carrying on doing this 
for the next ten years, and continue to make other people very wealthy, 
or I could launch my own business and get the full rewards of my work," 
said Scott. 
He explored his options, found The Recruit Venture Group and had an 
initial conversation. Within seven months his business SaVi Recruitment 
was launched. "At first in recruitment, you think you earn a nice chunk 
with your bonus, but after a while you realise it is nothing like what you 
could earn as a business owner,” said Scott. “I know a lot of recruiters 
feel the same, but so few actually make the change happen. That's where 
The Recruit Venture Group was instrumental – they answered all of my 
questions, and took away the fear factor. By the end, I had no excuses 
not to go for it, they made it so simple and straightforward."
That initial, informal, no obligation conversation was held with Paul Mizen, 
The Recruit Venture Group managing director. He has already sat down 
with 54 other recruitment professionals, who are now running thriving, 
growing recruitment enterprises up and down the UK. 
The unique joint venture model is designed to allow driven, talented 
recruiters like Scott to flourish as business owners. They do that by 
providing 100 per cent of the finance needed for launch, completely 
risk free. That means not a penny needs to be committed and a regular 
income is established straight away to ensure that outgoings are covered 
while the business is being established.

Back office support
 
The new business owner is also supported by a comprehensive and 
industry leading back office solution. Credit control, accounts, payroll, 
IT, HR, legal and compliance are all completely taken care of from day 

one. There is no need for any expertise in these areas, and there's no 
need to contract in expensive outside support. In fact, the only thing the 
new recruiter needs to do is get out into the marketplace from the day of 
launch and start meeting clients and building candidate lists. 
Scott praised the fact that The Recruit Venture Group is always on hand 
to offer advice and support. That could be full on business mentoring 
over a big strategic decision, or it could be, as Scott says, being there to 
answer ‘silly questions’ that puts minds at rest. With The Recruit Venture 
Group, business leadership need not be a lonely place. 
And for father-of-seven Scott, that sense of security was a big factor 
in his decision. His wife also now works within the business, so it really 
is providing for his whole family. In fact, he calls SaVi Recruitment his 
‘eighth child’.
"The Recruit Venture Group model works so well for me because it allows 
me the freedom to shape the business,” says Scott. “I had a very clear 
idea in my mind about the SaVi brand, and the fact that we were not 
going to be like just another recruitment agency. My focus is very much 
recruiting in innovative ways, connecting with people through social 
media channels, rather than relying on a limited job board approach.
"I have moulded the business in my vision, and the satisfaction you get 
from when clients and candidates respond positively is indescribable.  
It is off the scale,” he says. “That goes through to my approach with staff. 
I treat them how I always wanted to be treated. That means trusting them 
to get on with the job, empowering them to run their desks like their own 
business, and really watching their talents grow as well.
“For me recruitment really does make a difference to people's lives,” 
admits Scott. “We spend the best years of our lives at work, so to match 
someone with a dream role or to help a client's business flourish with the 
right candidates gives you a real lift. I've been able to encapsulate all of 
this in SaVi Recruitment and I have to thank The Recruit Venture Group 
for giving me that platform." >

IN IT TO WIN
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Based in Lutterworth, Leicestershire, and launched in the summer of 
2018 SaVi covers a huge range of business sectors from industrial, 
commercial, catering and manufacturing. Scott has already noticed that 
other recruiters are already trying to match his ideas, which means he 
must be on to a good thing.

Social media use
 
“I love to stand out,” says Scott. “Our social media strategy is an essential 
part of what gives us that edge. Social media surrounds everything we 
do, and I almost can’t believe that the recruitment sector has been slow to 
pick up on this. We have the jump on the market, and the future is looking 
incredibly bright for expansion.
“The good thing is, the business infrastructure provided by The Recruit 

Venture Group, like IT systems, payroll and credit control means we can 
expand easily. There are no limits to growth.”
When asked whether other recruiters should follow in his footsteps, Scott 
has no hesitation. “My experience is that there is nothing to fear,” he said. 
“I think the biggest fear should be the regret of never trying.  
If it doesn’t work out, you will find another job. But the best case scenario 
is a six figure salary within a couple of years. It’s a financial future that 
means you can retire in your 40s while providing a legacy for your family. 
It’s about going to work everyday with the drive and passion to build 
something that is yours.
“One of my best memories so far is going to the supermarket and seeing 
someone at the checkout in one of our branded hi-vis jackets.  
It was a small thing, but at that point you realise you could never go back 
to working for someone else.” n

The satisfaction you get from 
when clients and candidates 
respond positively is 
indescribable. It is off the scale.
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To learn more, and do something amazing with your career, visit 
www.recruitventures.com

The amazing 
things you can 
do when you 
launch your 
own business.
Many people have dreams of launching their own business. They 
think about what they can achieve, and the legacy they can build.

Too few people actually take that first step.
 
But of the 55 recruiters that The Recruit Venture Group has so far helped into 
business ownership, most say they wish they had done it sooner, and all say 
they have never looked back.

Because it is not just the fact that they are now fully reaping the rewards 
of their hard work, making more money and building the value of their own 
business. They are also now able to step out of the day-to-day and achieve 
things that as employees would not have been possible.
 
Take Jamie Wingrave, whose Jark Ipswich business grabbed the opportunity 
to play a key role in an episode of the BBC’s DIY SOS fronted by Nick 
Knowles. The programme came to Suffolk to take on the challenge of helping 
a married father-of-one who was left with brain damage following a savage 
attack he endured after watching a football match. His home needed a series 
of renovations and adaptations to improve his quality of life.

Jamie and his Jark Ipswich team worked evenings and weekends, including 
regular visits to the site, to supply the labour needed for the DIY SOS team to 
get the job done. Local media even carried several news stories about their 
experiences. The final reward came at the start of 2019 when the show aired on 
primetime BBC One, where they could see the fruits of their hard work.Jamie 
described it as a “once in a lifetime” opportunity that will never be forgotten.

Another example comes from Carestaff Bureau, launched by former 
recruitment employee Andrew McGeorge in 2016, with the support of The 
Recruit Venture Group. 

The healthcare recruitment specialist has helped 110 unemployed people, 
with no previous experience of the care sector, into permanent jobs. This 
again attracted local media attention. Their pioneering approach has seen 
them deliver, for free, the skills training those unemployed people needed 
to secure care work. It was also a way of grappling head-on with the lack of 
available candidates in the South East where they are based.

Giving candidates the platform for an entirely new career, while at the same 
time better meeting the needs of clients is a double win and has been 
incredibly rewarding for Andrew and his team.

Some new entrepreneurs have also gone on to become important voices in 
their local business community. Gary Whittred, who launched Jark King’s 
Lynn, in Norfolk, was given media coverage for calling for the dualling of a 
busy and important A-road, the A47, which is the subject of a region-wide 
campaign to upgrade it.

Many other businesses launched with the help of The Recruit Venture 
Group have gone on to do other fantastic work, including charity initiatives, 
sponsoring local sports teams and supporting their communities generally.

These are all things that can be done and achieved when you launch your 
own business. These are also the things that very often become career 
highlights and moments to be proud of.

The Recruit Venture Group model is all about letting the recruiter set the 
values and culture of their business. By offering 100% of the finance needed, 
risk-free, while also offering a comprehensive and ongoing back office 
support solution, including accounts, payroll, IT, HR and marketing, it gives 
recruiters the perfect platform to succeed and shape the business to their 
vision. It also frees up the new entrepreneur to get out into the marketplace 
from day one and drive revenues, safe in the knowledge that the rest is taken 
care of.

This is especially important in the early days of a start-up, where so many 
people who go launch a business solo fall by the wayside, burdened by 
worries over cash, and getting bogged down in administration. The Recruit 
Venture Group’s joint venture model breaks down these barriers.

And once the business is established, there are no limits. No limits to revenues, 
profitability, the expansion into multiple offices and of course, no limit to the 
amazing things that can be achieved which go beyond business as usual.

Jamie Wingrave

Andrew McGeorge
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THE CYBORG 
EFFECT
Andrew Wayland, chief technology officer, Alexander Mann Solutions  
on AI in recruitment.

It’s almost impossible to read any newspaper or industry magazine 
these days without coming across a reference to AI, robots or 
technology. While there’s plenty of applause for the incredible 
advancements in this area that are being reported, there’s always a 
foundation of fear accompanied with most reports. 
As a case in point, Walmart recently announced that it will be rolling 
out cleaning robots in over a third of its stores following a successful 
trial in a handful of outlets and is looking at introducing bots to scan 
shelf inventory in the longer term. Despite this technology being 
developed to reduce the mundane tasks, the immediate reaction  
was of concern around people’s jobs. What these reports ignored 
was the company’s increasing attempts to improve employee 
satisfaction rates by enhancing the working environment  
– including the addressing the issue that many members of staff 
have raised around long hours. 
Amazon too has made headlines for its introduction of robots 
for a similar reason. The company – which has faced sustained 
challenges over its long working hours – has announced its plans 
to streamline processes using packaging robots. But again, the 
majority of reports focused on the potential job losses rather than 
how this will improve the employee experience. 
Now, of course, I’m not suggesting that all of the staff engagement 
and employer brand challenges the above firms are facing can be 
addressed by introducing robots, but we have to move beyond 
the fear we all seem to have of technology and acknowledge the 
positive steps that are being taken. As we often hear, the best way 
to overcome any phobia is to tackle it face on, so perhaps an honest 
look at the realities of tech in the workplace is needed. 
Where does the fear come from, is it justified and, crucially, what 
impact will it have on the world of recruitment? 

Fear of bots: the story so far

Concerns over AI and robots taking our jobs have been growing for 
a long time. While it’s not perhaps directly related, there’s no doubt 
that the Terminator films certainly led to the first seeds of anxiety 
being planted in many of us. Since then, it could be argued that a 
fear of the unknown has added fuel to the fire and led to an element 
of scaremongering as more people become concerned about the 
potential of technology without necessarily being armed with all of 
the relevant information as to what it really does (and doesn’t) do.
For me, I have a personal interest in this topic as I have built 
robots for the workplace and I’d argue that while the above issues 
have created a level of concern, the biggest barrier to embracing 
this technology is the personification of bots. Many if not all of 
the bots I’ve worked on have been given a name – at Alexander 
Mann Solutions we now have a range of these working for clients, 
including our interview scheduling assistant ISSAC. There are a 
number of reasons for this, including the ability to easily integrate 
these resources into our offering and assisting with marketing this 
product to potential clients. 
The challenge is that, while this is done to help integrate them into a 
business proposition, by naming this technology and personifying 
robots in this manner, more individuals feel justified in their fear 
of being replaced. It’s much easier, for example, to feel that your 
job security is threatened by ISSAC, than by our new ‘interview 
scheduling system’. 

The reality: a cyborg effect

My view is that we need to acknowledge what the purpose of this 
technology really is. When we really drill down into the finer details, 
bots and AI are just code that does some part of what a person 
could do – it’s not a complete replacement for an individual. As 
renowned computer scientist and global leader in AI, Andrew Ng, 
once said, if a typical person can do a mental task with less than 
one second of thought, we can probably automate it using AI. 
Contrary to the popular rhetoric that robots are replacing people in 
the workplace, then, my view is that human employees are actually 
being enhanced by technology. While the personification of robots 
may suggest that these machines are independent entities, in 
reality, the rise of automation, bots and AI is simply augmenting the 
roles of people in the workplace. Robots aren’t becoming human. In 
essence, people are becoming ‘cyborged’. 
This ‘cyborg effect’ – where both organic and biomechatronic 
elements combine – is facilitating the creation of human employees 
who can operate at maximum efficiency. It allows us to bring out 
the humanity in people and remove the difficult grind in many jobs, 
essentially preventing us from becoming processes ourselves. It 
frees up our time to be the human element in what is now a very 
complex talent organism.
As Leslie Wilcocks (Professor of Work, Technology and 
Globalisation in the Department of Management at the London 
School of Economics) and Mary Lacity (Professor of Information 
Systems and an International Business Fellow at the University 
of Missouri-St. Louis), revealed in their research on the impact 
of Robotic Process Automation; “Far from depleting workforces, 
humans and robots are most effective when working together.” 
The most critical point in this sentence is, of course, the last 
word – together. Treating bots and humans as completely separate 
entities in the workforce is unfeasible. While we may give robots 
names, the suggestion that an entire person can be replaced with 
a machine is unrealistic. People are wonderfully complex and they 
can’t be sliced and diced. Instead, we must explore how robots can 
fill in the gaps. 

What does this mean for recruiters?

How will the cyborg effect impact your job? Much as I’ve already 
explained above, the answer is simple: it will enhance it. Just as 
LinkedIn failed to kill off the need for hiring experts, the growth 
of robotics and AI will not reduce the need for humans in what is 
ultimately a people process. We have to remember that while bots 
are great at automation and essentially removing the mundane 
tasks, they are artificial intelligence. They can’t replace the 
personal element or the knowledge people develop over time. 
For example, consider the fact that a recruiter can, on average, 
scan a CV in seven seconds and see if a person is fit for the job. 
Is this something we can code or even teach a new consultant in a 
day? Of course not. It takes years of learning, trial and error, and a 
true understanding of company cultures and talent pools. We need 
to ensure that we as the human element of this process don't lose 
this ability, but instead use robots to enhance this capability in 
each of us. By doing so, we protect the role of recruitment advisors 
from the impact of robots and, instead, become hiring cyborgs. n
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Peter Briffett, co-founder and CEO at Wagestream  
on introducing flexibility to pay.

The UK’s work landscape is forever changing. Employment levels are 
bullish and, with new technology revolutionising the labour market, the 
opportunities available to entrepreneurs are increasing by the day. At the 
moment, the biggest disruptors to the working landscape in Britain are 
the flexible work spaces that, for many, have seen the traditional office 
consigned to history. The likes of WeWork, Workspace and Spaces  
have all thrown up new ways of working for young companies and 
established brands. 
However, this on-trend abandonment of the four-walled HQ of old, 
can only take us so far. For all the column inches this switch to flexible 
working has generated, I firmly believe it’s not half as disruptive as the 
next great working revolution we are seeing. It’s not about where people 
work, what they are paid or even how they are engaged – it’s about how 
they are paid. Payroll is the last bastion of inflexibility in the workplace.
Cast your mind back a century and workers were often paid in cash at the 
end of an honest week’s labour. Employees would finish work on a Friday 
and would be greeted by their hard-earned wages on Friday evening, 
ready to spend them on essentials and budget for the week ahead.
Even a relatively short while ago this tradition was alive and well. In the 
1990s, employers would regularly pay their employees on a weekly basis. 
But modern banking has removed the immediacy of the connection we 
all used to enjoy between work and pay. Now it’s normal in Britain to work 
for a whole month without receiving any wages. Employees are effectively 
forced to give their employers an interest-free loan every month, which 
grows and grows with every day that passes. 
Once upon a time this would have been seen as perverse. It’s not the 
case everywhere. In the US, workers are still typically paid every two 
weeks – and people suffer less financial stress as a result. That’s what is 
wrong with pay in Britain. 

Held wages

Every month, employers hold on to in excess of £43 billion in staff wages. 
That money already belongs to these workers, yet they are made to wait. 
The monthly pay cycle is bad for people who face unexpected bills and 

what amounts to a monthly windfall is terrible for those who struggle to 
organise their financial lives properly. So working flexibly is attractive to 
employees, but its impact is nothing compared to the essential economic 
and social impact benefits that are being unleashed right now by a  
‘get-paid-as-you-earn’ revolution in flexible pay. 
That’s because big peaks and troughs in household liquidity (how much 
cash you’ve got at any given time) lead to other problems for many, 
such as reliance on employees opting for payday loans and the use of 
credit cards at the end of the month to make ends meet. This can cause 
employees to become financially vulnerable, as one unexpected bill can 
lead to a vicious cycle of debt at extortionate interest rates, whether it’s 
a car repair, medical bill or even just a parking fine. The most common 
payday loan is for just £100.
The payday loan industry preys on this type of vulnerable employee. 
By offering loans of small amounts, such as £100 over a 14-day period, 
the majority of employees don’t see this as a financial threat, but when 
these loans spiral out of control, borrowers can get seriously hurt.
To eradicate this sort of lending, employers should be looking at 
introducing income streaming structures, enabling employees to draw 
down some of the wages they have already earned part way through 
the month. This can completely eradicate the need for short-term credit 
and it’s not just for permanent staff either. Income smoothing is also just 
as easily applied to businesses that use a freelance model or a mixture 
of both. 
Interestingly, the largest benefit of income smoothing for freelancers 
actually belongs to employers. Many companies struggle to fill overtime 
shifts at unsociable hours but some have already discovered how 
flexible pay can rid them of this problem.
By using a service such as Wagestream, these companies make the 
pay earned for those shifts available immediately. This provides a 
massive incentive for people to work those shifts, as they get the money 
in their bank account the minute they clock off. 
Our research has revealed that clients hiring workers on an hourly basis 
find that they work 22 per cent more hours when advances are made 
available. Companies that introduce flexible pay can also expect a 

higher level of engagement from all types of workers, as this strategy of 
making pay available for overtime immediately has also been shown to 
work for full-time employees invited to do overtime. 

Ending payday poverty

Wagestream’s ultimate goal is to bring an end to the payday poverty 
cycle, which sees a significant percentage of UK employees obtaining 
ultra-high interest loans to bridge their way to payday. It’s not free, 
but it is cheap, and there’s no interest because there’s no loan. The 
service we provide rests on a contractual arrangement with employers. 
Companies can control how much employees can take early as well. 
The monthly windfall on payday is no good to those who struggle with 
financial planning, but if there was a need to change the amount a 
specific person could access early, that can be done on an individual 
basis too. 
By having a flexible payday model, businesses are also see a 
significant increase in staff retention. We’ve seen this in action, with  

new recruits expressing their amazement that a service like ours exists, 
and noticing the impact on their household finances instantly. Some 
have been so impressed that they’ve got in touch to tell us how much it 
has changed their life. Employers naturally bask in the reflected glory of 
liberating people from the monthly pay cycle too. 
In a nutshell, the monthly pay cycle has never been a good thing 
and it could be history in the next five years. UK plc now has a range 
of options to achieve income smoothing without additional risk to 
businesses, and at very meagre cost.
It is traditional for candidates at job interviews to be asked whether they 
have any questions and we don’t think it will be long before the one 
question every company faces is whether they support a service like 
this. You’ll probably soon find flexible pay services finding their way into 
job adverts themselves too, as recognition of this ultimate in-work perk 
becomes a ‘must have’. 
Only then will we be able to celebrate flexible working coming full circle 
and giving workers something worthy of the name – work when you 
want, get paid when you want. n
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Payroll is the last 
bastion of inflexibility 
in the workplace
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DIVERSITY

DIVERSE 
AT THE TOP
Peter Linas, EVP of corporate development and international 
at Bullhorn on securing a more diverse boardroom.

At Bullhorn, we believe a diverse workplace is better for both 
employers and employees. Diversity has certainly become an 
increasingly important benchmark for the world’s most successful 
companies, however, a new report by Invenias (a Bullhorn company) 
and MIX Diversity Developers suggests that more needs to be done to 
embrace it, especially in the boardroom.
Based on a survey of 400 executive search professionals, the report 
posed fourteen key questions on challenges faced by candidates 
from underrepresented groups at boardroom level. Although many 
businesses now claim to value diversity, the survey results show that it 
isn’t always easy to translate these values into diverse hiring practices.

The importance of diversity

One encouraging stat from the survey is that 89 per cent of recruiters 
rated diversity as important to their clients in 2019, with 64 per cent 
claiming it is ‘highly important’. This suggests that most companies 
now recognise the benefits of having a diverse workforce. Aside from 
the obvious reason – that striving for equality in the workplace is the 
right thing to do for employers, employees, and customers – there is a 
business case for promoting diversity.
A study by Deloitte, for instance, has shown that people who work 
for businesses that support diversity are 80 per cent more likely to 
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Bullhorn Engage London

Over the past six years, Bullhorn's London conference 
has transformed to become a leading European 
recruitment event. Taking place 10-11 September 2019 at 
the Hilton London Metropole, Engage London 2019 will 
feature three main breakout session tracks: 

People: Taking a deep dive into talent access and 
engagement, employee motivation, and the intricacies of 
customer relationships. 

Platform: Highlighting the best-in-breed tools and 
platforms that empower recruitment businesses.

Productivity: Focusing on how recruitment businesses 
can achieve maximum results with minimal investment. 

This year’s keynote speaker is Baroness Karren Brady 
CBE, a legend in executive management and leadership 
culture. Brady will deliver an address about creating 
a sustainable world-class culture which supports 
employee morale and success, discussing topics such 
as motivating internal staff, hiring for success, fostering 
an environment of equality, and growing a business 
amidst political and economic challenges.

rate their employer as a high-performing organisation. Furthermore, 
research by McKinsey found that companies with ethnically diverse 
executive teams are 33 per cent more likely to outperform their peers 
on profitability, while gender diversity in the boardroom improves a 
company’s chances of outperforming its rivals by around 21 per cent.
So even if the bottom line is everything, there is always a good reason 
to emphasise diversity initiatives in recruiting. The only question that 
remains is how. To answer this, we first need to understand current 
attitudes surrounding diversity in the business world.

Current attitudes and challenges

The survey of recruiters highlighted several trends in current attitudes 
towards diversity. Nearly three quarters (74 per cent) agree that it is 
harder for a woman to secure a senior executive role, although many 
(57 per cent) also believe attitudes are changing. Over half (59 per 
cent) also believe it is harder for black, Asian, or minority ethnicity 
(BAME) candidates to secure an executive position, with more than a 
quarter (26 per cent) saying they haven’t seen any improvement in this 
situation.
Evidently there are still obstacles to overcome before executive 
recruitment becomes a level playing field. Many survey respondents 
pinned this on unconscious bias (52 per cent) and clients wanting 
to take the safe option when recruiting senior staff (45 per cent). In 
addition, most recruiters (70 per cent) said that clients emphasise 
career experience over skills, making it harder for new talent to break 
through.
On the other side of the coin, some respondents identified a lack of 
diverse candidates (45 per cent) or a lack of confidence among those 
candidates (15 per cent) as part of the problem. However, all these 
reasons focus on how clients and candidates should change. What  
we may want to look at, though, is how recruiters can encourage  
these changes in practice.

How recruiters can encourage diversity

To see how we can improve diversity in the future, we need to look 
at what recruiters already do in this respect. Our survey of recruiters 
sheds important light on this issue. 
Almost half (46 per cent) have used gender neutral language in job 
advertisements, while more than a third (36 per cent) take measures 
to counter unconscious bias in shortlist selection. Meanwhile, over 
a quarter (29 per cent) have used the ‘Rooney Rule’ at some time 
with a client (i.e. the requirement to have at least one ethnic-minority 
candidate shortlisted).
A similar number (28 per cent) have used ‘blind’ CVs that omit 
candidates’ names, along with any information that could indicate their 
ethnicity or gender, while one quarter (25 per cent) have targeted job 
adverts at a more diverse audience and just under a quarter (22 per 
cent) have worked to develop diverse talent pools. In addition, a good 
number of recruiters (43 per cent) actively train their consultants on 
diversity. This shows us that many recruiters already take it seriously. 
The techniques above provide a helpful overview of how recruitment 
practices can encourage diversity.
However, with 22 per cent of respondents saying they have not used 
any of the techniques above – nor even met a client interested in using 
them – there is clearly still work to be done.

The future of diversity in recruitment

One thing recruiters can do to promote diversity is simply develop 
a diverse talent pool. This makes it easier to provide an equally 
diverse longlist of candidates for clients. But if recruiters want to see 
more diversity among their clients, they need to do more than just 
provide a longlist. They also need to inform clients of the benefits of a 
diverse workplace and embolden them to choose the right candidate 
regardless of gender, ethnicity, age or disability. But how can they 
do this? Our study points to several potential solutions. 
Firstly, if a client is sceptical, make sure to set out the business case 
for diversity. Work closely with clients to develop achievable diversity 
policies and goals, and where possible, collect and analyse data on 
diversity and share this with clients.
It’s also worth encouraging use of tried and tested diversity practices 
such as gender-neutral job descriptions, blind CVs, the Rooney Rule 
and targeted job adverts. If executive search professionals learn how 
unconscious bias works and advise clients accordingly, they  
will benefit.
It’s imperative that executive search firms manage client 
expectations – finding the right candidate may take longer, so you 
could need to help decision makers understand why it is worth 
making the extra effort. Be willing to push for greater diversity with 
clients, helping them to see the benefits of taking a chance on 
candidates who may not be the ‘safe’ option.
None of these options will ‘fix’ issues with diversity by themselves. 
But they can all contribute to an environment in which recruiters have 
a key role to play in encouraging a more diverse workforce.
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Gavin White, managing director of Autotech Recruit and board adviser 
Graham Palfery-Smith on blue-collar industry recruitment.

CHANGING 
LANES
The dawn of the internet and the subsequent technological 
revolution has turned the world of recruitment on its head. No 
longer do employees, particularly those working within blue-collar 
industries, expect a job for life. The pace of change and technical 
advancement is rapid, with opportunities at the touch of a button 
and those who want to accelerate are upskilling and seeking out 
new and better prospects. 
For recruitment companies, this presents opportunities and 
significant challenges and, as an agency dedicated to a single 
industry, it is increasingly apparent that we need to become more 
of a ‘solutions’ provider, as fulfilling employment today demands 
so much more than just offering candidates for vacancies.
Servicing just one industry can lend itself well to a recruitment 
company if they immerse themselves and gain a greater depth of 
understanding of the challenges their sector faces. But, in order 
to succeed, they have to be willing, flexible and, if required, pivot 
their strategic direction to keep up with the pace of change their 
industry faces. 
The automotive industry, for instance, is continuously evolving, 
and has suffered well documented highs and lows over the years. 
Presently, it is once again facing an ambiguous period, with 
reports of major UK car plant closures, putting hundreds of jobs 
at risk. However, despite the number of potential cuts, technology 
has transformed these blue-collar workplaces, making the demand 
for skilled vehicle technicians higher than ever.
Within the aftermarket in particular, the high demand for vehicle 
technicians and MOT testers is largely down to the simple fact that 
people still need their vehicles repaired and serviced. The record 
car sales of 2015 and 2016 has lead to a large quantity of vehicles, 
coming out of the manufacturer’s warranty period, needing MOT 
testing and servicing, and garages need to ensure that they have 
the manpower to manage increased demand as an empty ramp will 
of course have a negative impact on their profit potential.

The industry challenge

The difficulty in recruiting these vehicle technicians and MOT 
testers, which has ultimately led to the skills gap, comes down 
to a number of issues. From the perception of an industry, once 
deemed dirty and oily, which has acted as a deterrent to a younger 
generation entering the trade, to the fact that garages today are 
simply not training their current workforce to ensure they have 
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80 per cent of people within the 
automotive industry believe that the 
shortage of workshop technicians has 
increased in the last 12 months

the ability to work on the increasingly complex and technical 
vehicles which now need routine servicing. These factors, 
coupled with the woeful efforts of many parts of the industry 
with regard to apprentice schemes, mean the shortages are 
real, painful and expensive for the sector.
The pace of vehicle change is rapid, from the digital revolution 
which is reshaping the way we drive, using radar and digital 
sensors for example, to the increase in sales of pure electric 
and hybrid cars. It is no surprise then that the role of the 
vehicle technician is evolving dramatically, and 80 per cent of 
people within the automotive industry believe that the shortage 
of workshop technicians has increased in the last 12 months, 
reinforcing the need to keep recruitment, and training, high on 
the agenda. 
While garage owners have always been well aware of the fact 
that having an empty ramp was detrimental to their profitability, 
just a decade ago the concept of using vehicle technicians on 
a contractual basis was met with resistance. Over time many 
have come to see it as a cost-effective solution to get talent in 
and minimise downtime. As a result, there is a growing breed 
of highly skilled ‘freelance’ vehicle technicians working within 
the industry who can quickly cover any labour shortfalls and, 
while originally the mainstay of smaller, independent garages, 
using temporary vehicle technicians is quickly growing in 
precedence amongst large car manufacturers and dealers too. 
Recruiting for these larger automotive businesses does 
however bring an added complexity. While they often need 
multiple technicians to cover multiple sites, the recruitment 
time is often lengthy as they also need technicians to be 
trained to their specific standards. However, by creating 
bespoke solutions, temporary vehicle technicians have filled 
more than 50,000 hours within large dealerships, such as Ford, 
this year alone, validating the dependence UK garages now 
have on temporary vehicle technicians to fulfil labour gaps. 
This is testament to the ‘inch wide, mile deep’ recruitment 
company’s ability to understand the needs of the industry and 
provide a solution – before the industry even realises they 
needed it.

Adapting to the gig

The ‘freelance’ or ‘gig economy’ career path is a route many 
workers within blue-collar industries are now taking. They 
are realising the benefits taking on a role as a temporary 
contractor can bring, and are citing flexibility as more than just 
a desirable perk, but a benefit that they expect. Contractors 
do face greater choice today, which can prove challenging 

to the recruiter, but creating a team of consultants who fully 
understand the intricacies of the industry they are working 
within, so they can empathise with both the client and the 
contractor, not only makes the recruitment process more 
efficient, but demonstrates the capabilities of the agency. 
A recruitment company should also keep up with the relevant 
regulations and training requirements of the industry and 
have the ability to offer and deliver courses to contractors and 
candidates. This not only increases employability prospects 
but also enhances the agency’s status as a reputable 
employment solutions provider within the industry. 
This comprehensive awareness of training, particularly 
within an industry which has transferrable skills, is vital. The 
workplace is increasingly competitive and additional pressure 
is placed on recruiters when agencies working in similar 
industries come knocking.
Being able to tap into training provisions and offer courses 
at a reduced rate will promote loyalty amongst an agency’s 
clients and candidates, and boost employability and earning 
potential. For instance, while temporary vehicle contractors 
were inherently employed to cover shortages in garages as 
permanent staff took holidays or sick leave, increasingly they 
are taken on to cover the shortfall in skills required to carry out 
repairs on increasingly complex vehicles. 
This is particularly prevalent for the servicing of electric and 
hybrid vehicles. A record one in 12 buyers opted for electric 
vehicles last year and, within just over a decade, the number 
of these cars on the road is predicted to expand to 125 million 
worldwide, and it is now unquestionable that garages will 
soon begin to fill with electric vehicles needing servicing and 
repairs. While manufacturers of electric vehicles are beginning 
to push the dealerships to send their technicians on relevant 
electric vehicle training courses, many independent garages 
are either shying away from servicing these types of vehicles 
or bringing in temporary technicians who can. 
This reinforces our argument that, while something is being 
done to entice a new generation of school leavers into the 
engineering industries, such as the motor trade, there also 
needs to be a greater focus on training the existing workforce, 
and being able to offer training to the industry as a whole 
reinforces the ‘inch wide, mile deep’ stance of a reputable 
recruitment company. 
Ultimately, working as a recruitment company within a single 
industry will require a similar approach taken by agencies 
covering more than one sector, but keeping an open-mind to 
creating innovative solutions which may turn recruitment on  
its head is a vital component of success. n
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The awareness of mental health in the workplace has 
undoubtedly been rising. Research from management 
consultancy Lane4 would suggest this is for good reason. 
According to its data the majority (90 per cent) of stressed 
employees say that being able to better cope with stress would 
have a positive impact on their performance at work, and their 
overall wellbeing (93 per cent). Despite this, nearly half (46 
per cent) think their business doesn’t provide them with the 
resources to cope with stress.
But could this mental stress be avoided? Indeed, if a worker 
cannot cope with the job they are placed in, should they have 
been employed in the first place?
“To make a fair assessment of a candidate’s whole skillset and 
suitability for a role, it’s essential that recruiters understand 
both technical and softer skills,” says Yvonne Smyth, group 
head of diversity and inclusion at Hays. “Face to face interviews 
– whether in person or by vehicles such as skype – provide 
additional opportunities to build understanding, rapport and 
trust and provide an opportunity for both recruiter and candidate 
to ask and answer more searching questions which in turn might 
help in assessment and decision making on both sides.”
Smyth states that candidates should be given the opportunity 
to share information about any workplace adjustments that 
might be required to help them fulfil the execution of the role 
for which they are applying and this could extend to issues 
such as anxiety and metal health. Such consideration will help 

them do a professional job. She also advocates the use of well 
structured, competency-based interviews or roleplay exercises 
both of which can provide an insight into a candidate’s mental 
preparedness.
“The importance an employer will attach to assessing for these 
qualities will vary depending on the nature of the role and 
organisation,” she adds. "To apply and interpret the results of 
these often takes an investment of time and resources, so on the 
one hand they can feature more in latter stage interviews where 
relatively senior individuals are being shortlisted for roles.”

Recognise toughness

“A recruiter’s job is to put forward the most suitable candidates 
for a role, and there are undoubtedly many high stress jobs that 
require mental toughness,” says Andrea Webb, people director 
at Morgan McKinley. “High stress jobs are the ones that are tied 
to performance – if you don’t perform there are high-stakes with 
all-or-nothing consequences.” Naturally, says Webb, if mental 
toughness is a requirement of the jobholder, it is very important 
for a recruiter to assess whether a candidate has this.
According to Webb, past behaviour one of the best indicators 
of future behaviour. “Anyone can say they work well under 
pressure, but do they have real-world examples to support that 
claim?” She asks. “That’s why behavioural questions tend to 
be excellent interview predictors. Get real life examples from 

The importance an employer 
will attach to assessing for 
these qualities will vary 
depending on the nature of 
the role and organisation

candidates which demonstrate their mental toughness.”
However, Webb also believes that the recruiter’s role extends 
beyond placement and it should therefore be possible for the 
recruiter to ensure the candidate is successful in their new 
role in all respects. “Sometimes things can change,” she says. 
“Something could happen to mean a role is more stressful than 
expected. Perhaps a colleague leaves unexpectedly or there’s an 
absence on the team, an unexpected deadline or piece of work 
comes in. Where appropriate, the recruiter should consult with 
both parties to explore the issues and offer advice and solutions. 
Understand if it’s a short-term, one-off issue, or something more 
long term. Does the candidate need additional training  
or support? Are both parties expectations fair and realistic? 
Offer your advice to both parties and seek to mediate to find  
a solution.”
HR strategist and business transformation expert, Rita Trehan, 
notes that good recruiters will naturally go further than 
questioning their candidate’s skills, to address other factors 
they bring to the table. “There are numerous ways recruiters can 
assess capability, fit and mental resilience,” she says. “From 
robust behavioural interviews and cultural fit diagnostics, right 
the way through to understanding the factors that are most likely 
to lead to increased stress or anxiety. It is highly possible to 
build a comprehensive individual profile and measure it against 
the role requirements to assess compatibility.” >
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Stress and mental health awareness is growing in the 
workplace. Simon Kent asks what recruiters can do to help.
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No exclusion

Trehan notes however that even candidates with a mental health 
problem in the past, or with an ongoing mental health condition, 
should not be automatically excluded for roles. “Recruiters need to 
be equally diligent in their assessment of fit, capabilities and role 
requirements,” she says. “By objectively evaluating and understanding 
the root causes for any mental related illnesses, recruiters can make 
a judgement call that recruiters have to make if their client and the 
individual are right for each other. The recruiters decision must at  
all times be fact based and not based on an assumption of what  
they believe.”
Face to face meetings are certainly one way to find out suitability 
and reassure recruiter and candidate of a potential job fit. As for 
sudden changes in a job or issues regarding stress that may emerge 
post-appointment, Trehan says there are ways to deal with such 
situations. “For recruiters, this often means maintaining a relationship 
with both the candidate and the client during the first few months 
after a candidate has been hired,” she says. “Doing so gives both the 
candidate and the client the opportunity to openly share how things 
are going. Having a support structure like this, means individuals 
can flag any concerns – perhaps the work is more stressful than 
anticipated, or the culture is very uncomfortable for a particular reason. 
Simply knowing that they have a support structure that they can lean 
on can be the difference in someone quitting or staying – whether that 
is a regular check-in conversation, or an open invite to pick up the 
phone and call, anything to make them feel supported will help. In the 
event that the job simply isn’t right for the candidate, it’s unlikely you’ll 
be able to convince them to stay once they’ve made their decision, 
and you shouldn’t – your job is to make them feel supported and to 
find them the perfect job, don’t lose sight of that.”
Operating in the legal profession, Rhiannon Cambrook-Woods, 
managing director and solicitor at Zest Recruitment says her industry 
is renowned for being high-pressure with a large workload. “As a 
recruiter, our role is to analyse the capabilities of the candidate, 

whilst also ensuring whether this candidate is ready to enter an 
intensive environment,” she says. “Because of this, we like to meet 
the candidates face-to-face and go through the practicalities of the 
role in question. We are highly transparent about the nature of the 
role: whether that’s workload or estimated billable hours that will be 
required to be put in.”
Rhiannon cites research from the Junior Lawyers Division, which found 
over 82 per cent of respondents had experienced negative stress in 
the last month with 26 per cent of those experiencing extreme levels 
of stress. “Junior positions can be tough for newbies and we, by no 
means, send in our army unarmed,” she says.
To some extent, her candidates come already prepared and expecting 
a tough scenario. Candidates are used to working in a competitive 
sector and certainly have a strong passion for the role. Securing a 
position, particularly an entry-level or paralegal position is a challenge 
in itself, so candidates know that an opportunity lost is a potential huge 
disadvantage to their legal career.
However, Rhiannon also notes that as a recruitment business the 
fact that they fully appreciate the roles and responsibilities of the 
people they place mean they have a deep set understanding of what 
their candidates are up against. “What sets us apart against our 
competitors is definitely our real-life knowledge of the sector,” she 
says, “and our ability to transfer this knowledge to candidates prior to 
interview.”
Interestingly, Zest’s offering clearly goes beyond preparing and 
handling candidates to provided a full consultancy service to law 
firms including a knowledge of Alternative Business Structures (ABS). 
Speaking of her clients, Cambrook-Woods says: “We get to see how 
they are functioning organisationally and internally which, in turn, gives 
us a good insight of the market as a whole.”
Ultimately, managing stress within a workplace, or even an industry 
requires more than just creating tough candidates. If a talent pool  
is to be sustainable, and if candidates are going to stick, a holistic 
view must be taken which addresses the workplace as much as the 
talent itself. n
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Jayne Cullen, managing director, BrightPool explains how 
focusing on diversity and inclusion is an opportunity and a risk.

DIVERSE CITY

Improving diversity and inclusion (D&I) has been on many 
city leaders’ to-do lists for a long time. D&I strategies are now 
commonplace, but the pace of change has been slow. Furthermore, 
scandals such as #MeToo and the President’s Club have increased 
calls for greater inclusion. The diversity message is getting through 
– however, a recent BrightPool survey of business leaders in 
financial services has found that there is still progress to be made. 

A focus for the FCA

In 2018, the Financial Conduct Authority (FCA) announced 
that it had increased its focus on diversity in financial services 
organisations. Specifically, the FCA linked a lack of diversity with 
the propriety and behaviour of senior managers. It aims to hold 
individual managers accountable for any misconduct that occurs 
as a result of non-inclusive company culture. Non-compliant 
leaders could potentially lose their jobs and be fined (if there 
is proven harm to customers). This makes the stakes high for 
business leaders – on both a personal and professional level. 
Nearly two-thirds (67 per cent) of those surveyed see this as a 
potential catalyst for rapid D&I changes across the sector.
The fact that the FCA is now making the link between non-financial 
misconduct with a lack of diversity, is also telling. As is its 
assessment of such misconduct being on an equal pegging with 
insider trading and market manipulation.

Increased expectations

The regulatory body has also mentioned that D&I will be a key 
indicator used in its supervision of financial services firms. It 

wishes to see more evidence of diversity being actively promoted 
and inclusive cultures being cultivated by firms. As the regulatory 
body explains: “We expect firms to foster cultures which support 
the spirit of regulation in preventing harm to consumers and 
markets. These kinds of healthy cultures can also complement and 
support businesses’ financial performance.”

Why D&I?

There are several reasons for the FCA’s stance. For one, it enables 
financial services organisations to better serve and reflect their 
customers. We live in a diverse society consisting of people from 
varied backgrounds, education, genders, sexual orientation and 
ethnicities. Financial services would do well to reflect this. The 
regulator has identified a link between financial misconduct and a 
lack of diversity in the workplace. Diverse and inclusive cultures 
lessen risky behaviour as, with more accountability built into the 
system and people free to speak up, the chances for misconduct 
become slimmer. Put simply, firms that have more open cultures 
also reduce the risk of scandal. Diversity related incidents can have 
a far-reaching reputational impact. 
In the post-#MeToo era, any diversity related incident is quickly 
picked up by the media. Misconduct and cultural issues will 
attract numerous headlines. This has made leaders nervous about 
specific reputational threats. Notably, 49 per cent are worried about 
whistleblowing, 45 per cent about allegations of sexual misconduct 
and 64 per cent are concerned about gaining a reputation for a lack 
of diversity. For good reason, as the commercial impact on stock 
price is, on average, nine times larger than the financial penalties 
imposed on firms by the FCA.
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A top-down approach sets 
an example, and will drive 
buy-in at all levels

Many leaders predict that the FCA’s increased focus on D&I will 
have the desired impact; 63 per cent expect it to create a more 
diverse workplace, with 67 per cent seeing the penalties as the 
main motivator. Yet survey respondents also expressed unease 
at the impending scrutiny on their cultural behaviour. Almost half 
(48 per cent) of finance heads feel put-upon by the supervision, 
seeing it as yet another hoop to jump through in an already highly-
regulated sector.

Firms lack guidance

For firms to improve D&I and build an open culture, they need to be 
supported with practical guidance to help steer their efforts. This is 
key to the issue – yet only a quarter of finance leaders believe that 
they are fully prepared for increasing D&I supervision. 
Part of the challenge is in defining what a good culture looks like. 
The FCA does not believe there should be a ‘one size fits all’ culture 
and instead has identified four key drivers: purpose, leadership, 
approach to rewarding people, and governance arrangements.
A good working culture starts with purpose and leadership and 
must be built around openness and inclusion. That culture must be 
articulated and reinforced continually. Most importantly, it must be 
recruited against.
Plus, the survey highlights that only a minority of finance heads 
are currently making the link between culture and diversity. This 
disconnect is concerning, as, without every stakeholder on the 
same page, progress on diversity will be hindered. Only 40 per cent 
of leaders are additionally linking culture, diversity and business 
outcomes. If more make the connection between better D&I and the 
bottom line, diversity will swiftly rise up boardroom priority lists.

Leading the way

The survey shows that financial leaders need to step up and realise 
their personal responsibility towards D&I. Although many have 
taken positive steps to improve diversity, this can be taken further. 
By spearheading D&I initiatives, becoming a ‘voice in the room’ for 
greater inclusion and fostering a diverse culture where people feel 
able to air their opinions.
They must also respond to non-financial misconduct such as 
harassment with the same seriousness as financial misconduct. 
It’s also worth reviewing hiring and promotion practices to ensure 
they don’t consciously or unconsciously bias decision making and 
thereby negatively affect minority parties. A top-down approach, 
where leadership is met with purpose, sets an example, and will 
drive buy-in at all levels.
Those that take these steps, and make D&I a prime concern in 2019, 
won’t just meet the new focus on the issue. They will offer a better 
customer experience, providing services and products that meet 
the needs of all society and not just a select few. Company culture, 
as a whole, will improve. Diverse voices lead to greater innovation, 
openness and accountability – all are positive pillars of a great 
culture, attractive employer and market leader.

BrightPool’s report, Diversity & Inclusion: The New Cultural 
Barometer is available to download: www.brightpool.co.uk n
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company negotiations. However, it is hard to see how they 
would permit Uber to apply any sort of blanket exemption, 
making it likely that company will have to disclose most  
or all of the data that has been requested by the drivers. 
Meanwhile, both the courts and the Information 
Commissioner’s Office – which is handing out regulatory  
fines at a higher rate than ever before – could be brought  
in to force Uber to comply if the company fails to do so.

Disclosed evidence

Full disclosure of personal information during court 
proceedings can play a big part in helping further a claimant’s 
cause. For example, if emails that have been exchanged 
between a line manager and an unsympathetic and perhaps 
frustrated HR person are brought forward as evidence, the 
defending company in the case can find themselves in a  
much weaker position. 
GDPR is an important tool that can be used in litigation to 
widen the scope of the dispute by providing key information 
to further a claimant’s case and add fuel to the fire. Careful 
handling of personal data and right of access requests is  
more important than ever for claims to be managed properly  
by defendants, whether employers or gig economy platforms  
– which Uber may be learning the hard way. n
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Recruiters the world over can be divided into three distinct camps 
when it comes to social media. Firstly, those who think it’s a waste of 
time and hasn’t brought them any candidates or clients. Secondly, 
those who are social media enthusiasts, interacting, sharing content 
and generally singing its praises while pocketing the commission. 
Finally, those who are somewhere in between – you have social media 
accounts, but they are just used to share job posts or catch up on 
sports news.
It is surprising that companies still debate the value of social media or 
dismiss it as a fad when it has been part of our daily lives for so long. 
Whilst the way we consume information may have shifted slightly and 
the demographic of the platforms has evolved, social media is only 
becoming more engrained in our psyche. 
LinkedIn, Facebook, WhatsApp, Twitter, Instagram, YouTube. Which 
of these have you used in the last 24 hours? Ofcom recently published 
their Online Nation report sharing more about where we all hang out 
online. The stats are compelling and may surprise you.

The Social Landscape

• Facebook is the biggest social channel with over two billion active 
users globally each month (yes, two billion)

• YouTube comes in second with around 1.5 billion 
• WhatsApp, Facebook Messenger and Instagram make up the 

remainder of the top five
• More than a third of time spent online by UK adults is on sites 

owned by Google or Facebook
• Our capacity to consume visual information in short snippets  

is growing
• Use of ‘stories’ on Facebook and Instagram is growing. On 

Facebook it has hit 500 million active daily users
Essentially, if you’re ignoring the power of social sites and haven’t yet 
embraced video content, you are missing out.

The science behind likes

Behind the scenes on the main social media channels, algorithms are 
at work. Unless you have specifically changed your settings, every 
social feed (excepting the messaging platforms) will prioritise posts it 
thinks the user will like. It is rarely a step by step chronological feed. 
If your company page only posts out job vacancies or your company 
blog supported with a bland stock image, expect it to fall down in 
the priority order. However, if you intersperse the sales messages 
with engaging content that people like, share or comment on, the 
algorithms assume the user wants to engage with you. When you  
do post those vacancies more eyes will see them. 
In short, when it comes to the algorithms keep these three things  
in mind:
• Content matters – what are you posting
• Format matters – how are you posting
• Consistency matters – when and how often are you posting

What works on social media?

The easiest way to understand what will capture the user’s attention is 
to try it yourself. Get your phone out and scroll through your preferred 
social media feed. What makes you pause? What stops you scrolling 
so you look further? Equally, what do you scroll past? Without question 
there will be similarities in what makes a user stop and engage with 
your posts. 
Bright colours, bold text, eyes looking back at you, big smiles, real 
life photos (not stock photos), familiarity and video. These all work on 
social media posts. They are the posts that make us stop and engage.
Social media, like any part of your marketing strategy, should be well 
thought through. Given the amount of time candidates spend online, 
that’s precisely where you should be hanging out too. n

Christina Robinson, managing director, Green Umbrella asks 
if social media is a waste of time.

ONLINE VALUE 

John Goss, barrister at 5 Essex Court on the 
implications of Uber’s GDPR case.

INFORMED 
EMPLOYEES

The gig economy raises points of contention around 
employment rights almost on a weekly basis, and more often 
than not the company bearing the brunt of these issues is 
minicab app giant, Uber. Having just floated on the New York 
exchange this month, Uber’s drivers chose this time to take 
to the streets in the USA and UK to protest for better pay and 
conditions. Against this backdrop, Uber is now being challenged 
in its handling of drivers’ personal data.
As part of the battle to define workers’ rights within the gig 
economy, four Uber drivers are now challenging the company 
under the General Data Protection Regulation (GDPR) to gain 
access to personal data they claim Uber holds about them, 
including customer ratings and GPS tracing data.
Workers are entitled to a copy of the data that is held on them 
by means of a right of access request under Article 15 of GDPR. 
However this is the first high-profile case where workers in the 
gig economy are testing the right of access to digital information 
about them since GDPR was introduced in May 2018. While 
the right of access does not depend on Uber’s business model 
in that it can apply to individuals whether they are a worker, 
self-employed or an employee, such requests are becoming an 
increasingly common feature in employment disputes.
There are exemptions under GDPR and the UK’s Data Protection 
Act 2018 with regards to matters of public interest such as 
criminal investigations, or in relation to corporate financing and 
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As the use of social media continues to rise, recruiters and employers 
are invariably using social channels as a first port of call for assessing 
potential candidates. In fact, according to a survey from Monster.co.uk 
and YouGov, 36 per cent of UK employers have rejected a candidate 
based on their Facebook, Instagram, Twitter or LinkedIn profiles. With 
a huge 45 million social media users in the UK alone, screening these 
channels can undoubtedly offer a high level of insight into a candidate, 
far more than the traditional means of CVs and interviews. However, the 
etiquette and ethics of using these channels still remain ambiguous for 
many, with considerable risks to be aware of. So, before trawling through 
a candidate's social media, here are a few key things that you should be 
aware of.

Protected characteristics

The greatest challenge social media screening presents to recruiters 
is the potential for a candidate to claim that a decision was made not 
to put them forward for a role based upon ‘protected characteristics’. 
These are categories laid out in the Equality Act which are illegal to 
discriminate against. If it can be proved that a decision was made as 
a result of disability, gender reassignment, marriage, civil partnership, 
pregnancy, race, religion, gender or sexual orientation, businesses could 
face serious ramifications. This could result in huge fines and lawsuits 
which are extremely damaging to a recruiter’s brand. Furthermore, unlike 
unfair dismissal tribunals which have a cap on compensation awarded 
at £83,682, or 12 months’ pay, there is no limit to the fines that can be 
handed out for breaching the Equality Act. Therefore, it’s essential that 
protected characteristics on social media aren’t influencing your or your 
consultant’s decisions, and all elements of unconscious or conscious 

biases are mitigated for. Whilst this is difficult, there are methods available 
to help recruiters do this, with some background check services purposely 
obscuring protected characteristics from candidate profiles in order to 
remove the risk of unconscious biases influencing the process. 

A consistent policy

A clear screening policy is essential before undertaking any social media 
checks. This should be well thought out and consistently applied. Despite 
a huge 90 per cent of recruiters using social media to assess candidates, 
only 40 per cent of businesses claim to perform social media checks 
as part of a structured programme. This suggests that the majority of 
firms are acting in a potentially dangerous way by carrying out checks 
‘unofficially.’ This lack of consistency must be avoided at all costs, as it 
opens the door to not only ineffective screening, but also illegal behaviour. 
If you were to screen a pool of applicants and apply a filter that was related 
to a protected characteristic, and were found to have performed ‘informal’ 
checks on that group’s social media, there would be a high risk that you 
have treated that group of people in a different way to others, opening 
yourself up to potential prosecution. As such, a consistent application of 
policy or practice is fundamental. 
Recruiters must also have a solid understanding of what information is 
searchable and what they should be looking for in relation to specific roles. 
Knowledge of the risks surrounding unconscious biases and thorough 
training on relevant legislation such as the Equality Act and GDPR will 
also be beneficial. However, it’s clear than many businesses have a lot 
of work do in this area, as even as late as January 2019, seven months 
after GDPR legislation came into force, TrustArc found that just 20 per 
cent of businesses believe they are GDPR compliant, with more than 27 
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per cent yet to begin any work on achieving this status. Ultimately, as long 
as recruiters are clear on the purpose for carrying out screening (which 
will most likely fall under the legitimate interest category), know what they 
are looking for and are well-schooled on their legal obligations, negative 
consequences can be avoided.

Seeking consent

Something that is absolutely essential, and overwhelmingly overlooked 
when it comes to social media screening, is explicitly seeking out 
permission from candidates. Recruiters should notify candidates before 
viewing their social media accounts, and consent should always be 
obtained in a clear, easy to understand manner. Recruiters should 
ensure that candidates are aware of exactly what their consent means, 
what information they are giving access to and how that information 
will be used. This will also offer you the opportunity to review your own 
background check processes and whether you are searching social media 
for good reason, rather than simply for the sake of it. 
Consider what information is important to you, and the characteristics that 
are relevant for a role before seeking permission. Doing this is also crucial 
for the candidate experience and will reflect well on your company brand. 
A bad candidate experience has been shown time and again to cost 
businesses money, with stellar examples coming from big brands such 
as Virgin Media. The company calculated that of the 123,000 rejected 
candidates each year, six per cent cancelled their monthly subscription 
as a result of their experience, costing the company £4.4 million a year. 
With low trust in the recruitment industry being reported, this is even more 
important, as currently 52 per cent of people that have used recruitment 
agencies in the last year claimed they were not dealt with honestly. 

Therefore, informing candidates as to exactly which social channels you 
wish to screen and allowing them to decide for themselves what they wish 
to have private or public on their profiles will reflect very well upon your 
firm’s image. Most candidates did not create their social media profiles for 
recruiters to view – even if it is available in the public domain. 
Consider as well that seeking permission and letting candidates know 
in advance that you will be screening their social media is likely to have 
a positive effect on your placement successes. By giving individuals a 
chance to address anything they do not wish employers to view on their 
profiles, candidates can reduce the risk of being rejected on the basis of 
their social media activity. 

Get it right

Social media screening is a process that recruitment firms need to get 
right, and it is quickly becoming a crucial part of the hiring journey. In 
terms of engaging with the best possible talent, social media checks 
can be instrumental in reducing the risks of placing the wrong applicant 
and will further help recruiters find the candidates that will fit well within 
company cultures. When we consider that such a high percentage of 
hiring managers have chosen not to hire someone based on materials 
they’ve uncovered online, screening jobseekers and ensuring that there 
is nothing potentially damaging on their social media will put you and 
your candidates in a far better position to succeed. Therefore, agencies 
shouldn’t be complacent, and certainly shouldn’t be employing any social 
media checks in an unstructured and inconsistent manner. By adhering 
strictly to a few guidelines and making sure that everyone involved in the 
process is on the same page, recruitment firms can enjoy all the benefits 
of social media screening – without taking on any of the risks. n
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Steve Smith, managing director 
of Sterling EMEA discusses social 
media background checks.
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Gordon Stoddart, founder director of The Recruitment Network reports 
from the organisation’s latest ‘huddle’.

‘I’ve lost eight colleagues – every one through 
human failure’ 

When someone (Mandy Hickson sharing her story at the 
Recruitment Network Huddle) tells you eight colleagues have 
lost their lives during the course of her fighter pilot career and 
every loss was a result of human failure rather than system or 
mechanical failure, it gets you thinking about the equivalent root 
cause of business failure/success. I am certainly not comparing 
the significance of lost lives to failing/succeeding at business, 
but what’s interesting is the potential impact of systems and 
technology on recruitment agency success or failure. To what 
extent is human failure – at any level – behind the successes 
or failures we see in the world of recruitment? How influential, 
particularly as AI evolves, is the choice and use of systems and 
technology we adopt? Is the proportionate human vs systems 
impact shifting? 
It’s clear to me that it’s our ability, as business leaders, to make 
the right decision and effectively implement those decisions that 
will always have a disproportionate impact on the success or 
failure of our own ‘mission’. The systems, those that exist already 
and those that are emerging, can make us smarter, more effective 
and efficient, enable better candidate and client experiences, 
but recruitment’s still a people and relationship business and 
will remain so albeit with a human/tech blend behind the service 
proposition
How we source, engage and work with candidates is a case in 
point. At The Recruitment Network’s recent quarterly Huddle at the 
Jumeriah Carlton Tower, 160 recruitment business leaders gathered 
to debate, challenge and share best practice with a focus on the 
candidate – how to find them, engage them and deliver consistently 
excellent candidate experiences.

Disruptive sourcing and candidate engagement 

Two of the industry’s leading ‘sourcerers’ – Hung Lee and Mark 
Lundgren – joined the event and shared their observations. We 

polled the audience and 54 per cent shared that not finding enough 
candidates was their biggest business challenge. In a recent survey 
of 700 recruiters interviewed, nearly 500 – in-house recruiters, 
hiring managers and recruitment agencies – said they were 
candidate short.
Hung and Mark had plenty to say about how to overcome the 
sourcing challenges. What was clear from their research and 
surveys carried out (by LinkedIn and Randstad among others) 
was that we agree there are not enough candidates, yet we are 
all fishing from the same pool, LinkedIn, where it’s difficult to 
differentiate. We’re all doing more or less the same thing. It’s 
shared data and everyone is using it.
So if there’s an over reliance on LinkedIn, what’s the solution and 
what can recruiters be doing differently? The solution Hung and 
Mark presented to The Recruitment Network membership was to 
better use the one unique thing that we all have: our internal data. 
This is data and intelligence that arguably on-one else has. 
The first 15 years of this millennium was the ‘wild west’ of data: 
not much control, with people nicking, sharing and buying data. 
Anybody could capture and use your data with no legal barriers. 
That’s changed – it’s no longer owned by businesses but is the 
property of the user (hence why Facebook are currently looking to 
protect that data). Data is about to become very expensive so we 
need to think about what we currently have and what we do with it. 
Hung and Mark argued for a different mindset and that CRMs 
are not used in the right way. Currently CRMs are used as an 
operational tool to capture the data, as records to access when we 
have a job to fill, rather than an opportunity to create communities. 
But changing anyone’s mindset and habits is hard. Why is that? 
Well for starters, recruiters are time poor, so don’t really typically 
speak to candidates unless we have a job for them. Recruiters work 
long hours and often work evenings and weekends already so it’s 
about bosses recognising the reality of the evolving candidate 
market and enabling an environment where recruiters can and want 
to – buy in to this is critical – work to evolve the unused database.
Hung and Mark pushed TRN members to embrace an Ecosystem 
Model – find a niche and create a community where, as a recruiter 

you can be at the very heart of it. Nurture the relationships within 
the ecosystem to keep the candidate pipeline active. Think about 
how we structure the company and have conversations earlier with 
our candidate base.
Sometimes the candidate engagement should be as simple as 
asking them, checking in every six months – ‘you were applying 
for a job last year and reach out’ – talking about career rather than 
a job. Become the agency that candidates come to when they have 
had a bad day because they trust you and you ‘get them’.
Segmentation is important. It requires work but it is getting easier 
due to new tech options. Even without new technologies, there are 
other Mark Lundgrens – people who ‘geek’ out on data and enjoy 
identifying different persona, creating communities and bespoke 
approaches. There are recruitment businesses who are taking 
the sales pitch out of the mix by working hard to build the trusted 
relationship. This skill and expertise will become core and critical 
to sourcing. 
That’s a mindset and strategy which all comes from the leadership. 
To what extent do we collectively buy into this concept of personas 
and community building. It starts with the mindset, then we need  
a team that is enabled – confident, trained and with time to do it  
– and the technology.
So not only using LinkedIn as it can be used, but also understand 
the blend and combination of tools (ie Meetup + Google + Amazing 
Hiring) that can transform how effective we are at hiring.

Engaging ways

Katrina Collier, author and guru on candidate engagement and 
candidate experience expert Nicola Sullivan joined the Huddle and 
shared their experience of engaging candidates and standing out 
rather than getting lost in the crowd. They shared the research 
and psychology of candidate management as well as a raft of 
techniques to make the most of the tech and systems we all use on 
a daily basis.
The lessons shared confirmed Jung and Mark’s principle that while 
there are some great systems to embrace which can enhance the 
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candidate journey, it’s the buy-in to the right philosophy which is so 
often missing. If our consultants haven’t recognised that building 
trust, inspiring confidence, being seen as a career partner and a 
community influencer is where the art of recruitment is at, they 
won’t embrace it. That comes from the leaders in the business and 
we need to invest in the training, create the environment, educate 
the team to understand what best practice looks like.
Katrina stressed that engaging candidates required re-defining our 
online presence and personal brand, evolving our techniques for 
interacting with candidates (let’s move on from ‘urgent vacancy’, 
changing the language we use in our communications (‘you’ not 
‘I’ etc). The psychology of the candidate engagement also needs 
to be understood – the fears they have, the research they will do, 
the support they want, the reputational damage they can cause if 
frustrated. Every action has a consequence and Katrina shared 
how to build an online presence – from your profile picture to your 
Google search results via Instagram. Share your passions, your 
testimonials, your expertise and how you treat people 
TRN member Highfield Professional Solutions is a great example  
of a recruitment agency success story who has worked hard to  
get the ‘people’ bit of running a great recruitment agency right  
– great people, skilled and really engaged in the business – and 
then making sure they use tech right to create efficiency. They have 
successfully embraced and invested in appropriate systems and 
technologies to maximise productivity and effectiveness.
Members walked away with really practical strategies and tactics 
to implement in the business. It was a powerful day involving TRN 
members being challenged and stimulated and accessing ideas all 
recruitment business leaders should be on top of, but also some 
critical life lessons from inspirations such as Miles-Hilton Barber, 
who’s experienced more than most of us will ever do, and had 
some crazy adventures. The guy is a legend. So in Miles words, 
Dream it. Believe it. Do it. 

Let us know if you’d like to get involved with The Recruitment  
Network – the summer retreat is in July – contact us via  
ed@therecruitmentnetwork.com n



“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

For more information visit: www.theglobalrecruiter.com/events or call +44 (0)1923 723990
#GRAsiaPac           Events: @GlblRecruiter           News: @globaleditor

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


