
DOWNLOAD THE GR APP OR VIEW ONLINE | www.magazine.theglobalrecruiter.com

The voice for the global staffing industry

www.theglobalrecruiter.com | Issue 204 | August 2019

COME TOGETHER
Leadership tactics for recruiters

Job board evolution
The legal side of AI
Employee Engagement

DOWNLOAD THE GR APP OR VIEW ONLINE | www.magazine.theglobalrecruiter.com



3CONTENTS

www.theglobalrecruiter.com

12

34

CONTENTS18

Subscribe online: www.theglobalrecruiter.com 
Publisher:  Gary King  E gary@theglobalrecruiter.com 

Editorial:  Simon Kent  T +44 (0)1923 723990  E editorial@theglobalrecruiter.com  E simon@theglobalrecruiter.com 

Advertising:  Trevor Dorrell  T +44 (0)1923 723990  E sales@theglobalrecruiter.com  E trevor@theglobalrecruiter.com

Design & Production:  Julie Harris  T +44 (0)1923 723990  E julie@theglobalrecruiter.com

Twitter  News @globaleditor  Events @GlblRecruiter  

The Global Recruiter is published 12 times a year by Westrade Group Ltd I 112-114 High Street I Rickmansworth I WD3 1AQ I UK

Contributions: Contributions are invited, but when not accepted will only be returned if accompanied by a stamped 
addressed envelope. Articles should be emailed or delivered on floppy disk. No responsibility can be taken for drawings, 
photographs or written contributions during delivery, transmission or when with the magazine. In the absence of an 
agreement, the copyright of all contributions, regardless of format, belongs to the publisher. The publishers accept no 
responsibility in respect of advertisements appearing in the magazine and the opinions expressed in editorial material 
or otherwise do not necessarily represent the views of the publishers. The publishers accept no responsibility for actions 
taken on the basis of any information contained within this magazine. The publishers cannot accept liability for any loss 
arising from the late appearance or non-publication of any advertisement for any reason whatsoever. 
ISSN 2049-3401

Becoming a leader is a challenge on many levels. It’s not just a question of having a 
clear and constructive view of the future, of knowing what you want to do with your 
team and organisation, it’s also about having the inter-personnel skills to make this 
happen. Certainly you want to be able to capture and capitalise on your team member’s 
enthusiasm, but even if someone doesn’t necessarily agree with your view of the future, 
you need to get them on board or at least ensure they don’t disrupt everyone else.
While new PM Boris Johnson may have the luxury of choosing his own cabinet and 
throwing out those he doesn’t want to work with, a recruitment leader coming into a 
new or existing team must be more diplomatic – and there are a whole host of positive 
results that can come from this as you'll find from our cover story. 
This issue of The Global Recruiter also highlights success in the Asia Pacific region 
as we list those companies who have made it through to be a finalist in our Global 
Recruiter 2019 Asia Pacific Industry Awards. In the face of geographic, economic 
and political challenges, these are the recruiters who have caught the attention and 
imagination of our judges. We look forward to welcoming everyone to our awards 
ceremony which will be in Singapore on November 7.
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ASIA PACIFIC 
FINALISTS 
REVEALED   
The names have finally been 
revealed. The shortlisted 
companies for this year’s Global 
Recruiter Asia Pacific Industry 
Awards have finally been 
revealed. Following on from, and 
reflecting a highly successful 
year for many in the recruitment 
industry across the region, The 
Global Recruiter has called upon 
judges from diverse parts of the 
sector to give their views on this 
year’s entrants. Now they have 

put forward the names of the 
companies they believe  
should be shortlisted and 
recognised for these highly 
regarded awards.
Among these names will be the 
Best Recruitment Companies, the 
Best Innovators, the Best Training 
initiatives and much much more. 
There will be winners and highly 
commended, and all will be able 
to celebrate being selected as 
one of the best in their field. 

These are the businesses  
and the people who our industry 
judges believe are setting the 
standards and demonstrating 
what fantastic recruitment looks 
like in the Asia Pacific region.
On 7 November at PARKROYAL 
on Pickering, Singapore, the final 
results will be revealed at the 
Awards Ceremony. Be sure to 
secure your place now and we 
look forward to celebrating the 
industry in true style.

Shortlisted For The Global 
Recruiter Asia Pacific  
Industry Awards:

33 Talent
Adecco Personnel Pte
Amoria Bond
CalibeHR Business Support 
Services
Cox Purtell
Evolution Recruitment 
Solutions
Finite Group
Fuse Recruitment
Gravitas Recruitment Group
LVI Associates
NES Global Talent
Oliver James Associates
Phaidon International
Ratescalc.com
Selby Jennings
Spencer Ogden
SULLIVAN Consulting
Talent Hub
Talenza
The Network
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UNCERTAIN 
OUTLOOK 
CONTINUES  
The latest KPMG and REC, 
UK Report on Jobs has 
found ongoing political 
and economic uncertainty 
continuing to weigh on 
recruitment activity. Data for 
July found permanent staff 
appointments declined for 
the fifth month in a row, albeit 
marginally, while temp billings 
expanded at the slowest rate 
for 75 months.
Subdued confidence not only 
impacted on hiring decisions, 
but the availability of workers, 
which declined further in July. 
That said, the overall rate of 
deterioration was the softest 
seen for two-and-a-half years, 
helped by only a modest 

decline in temporary candidate 
supply. Nonetheless, skill 
shortages continued to push 
up rates of starting pay  
for both permanent and  
short-term staff.
The report is compiled by 
IHS Markit from responses 
to questionnaires sent to 
a panel of around 400 UK 
recruitment and employment 
consultancies.
Panellists linked widely 
muted recruitment activity 
to lingering political and 
economic uncertainty.
Overall demand for staff 
continued to expand in July, 
with the rate of growth edging 
up to a four-month high. That 
said, the increase remained 
among the weakest since 
late-2012. While demand for 
permanent workers picked up 
slightly, temporary vacancies 
expanded at the slowest rate 
for seven years.

Recruitment consultancies 
registered a further decline in 
candidate availability, which 
was commonly attributed 
to a high employment rate 
and market uncertainty. 
However, the downturn in total 
candidate supply was the least 
marked for two-and-a-half 
years, with both permanent 
and temporary staff numbers 
falling at softer rates.
“Our flexible jobs market 
remains a key strength for 
the UK as we navigate an 
uncertain time,” said Neil 
Carberry, Recruitment & 
Employment Confederation 
chief executive. “While we 
are seeing a concerning 
weaker trend in permanent 
placements bed in, the rate of 
change is slow, employment 
rates are high and starting 
salaries are growing. 
Businesses will be looking to 
politicians for a pragmatic way 

forward to help them turn this 
around – not just on Brexit, 
but on domestic policies too.
“The new government should 
be focused on delivering 
the negotiated exit from 
the EU businesses need,” 
added Carberry, “but also on 
avoiding damaging changes 
that will undermine the 
strength of our jobs market. 
An improved approach to 
immigration, reforms to the 
apprenticeship levy and 
avoiding hasty changes to 
contractor tax rules should be 
top of the list.” >

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

Our flexible jobs 
market remains 
a key strength 
for the UK as 
we navigate an 
uncertain time
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THE 
EXPERIENCE 
ADVANTAGE 
An online poll of over 2,500 people 
in Australia conducted by Hays 
found 70 per cent of respondents 
reported work experience has 
helped their career advance the 
most. A further 21 per cent said 
continuous informal learning has 
had the most impact on career 
advancement. Just nine per cent 
said formal education has been  
the most beneficial.
“We all know that your skills must 
continuously grow if you are to 
advance your career and the 
reality is that most people need 
some combination of experience, 

education and informal learning to 
progress,” said Nick Deligiannis, 
managing director of Hays in 
Australia & New Zealand, “but as 
this survey shows, experience is by 
far the most effective of these.
“On-the-job experience allows 
you to develop your skills in a 
way that provides relevant and 
quantifiable evidence that you are 
ready for advancement. Rather 
than saying you’ve learnt a certain 
skill, experience allows you to prove 
it,” he added. “Provided you use 
experience to upskill, such as by 
asking for stretch opportunities 
or getting involved in a project 
outside your usual remit, you’ll grow 
your technical skills, develop soft 
skills and acquire inside industry 
knowledge, all of which help to 
make you promotion ready.
“The world of work changes 

so rapidly that unless you take 
steps to regularly upskill in your 
current job and keep your skills 
relevant through experience, you’ll 
fall behind. None of us know for 
certain what our job will look like in 
ten years’ time, but by upskilling 
through experience, we’ll be ready.”

NEW BRAND
Global recruitment consultancy 
Robert Walters Group have 
announced the launch of Walters 
People in London. The expansion 
into London marks the sixth office 
opening for the brand across 
Europe in the last 15 years.
Walters People London will initially 
focus on contract and permanent 
recruitment in accounting and 
finance and business support 
fields. The launch comes off 
the back of what has been a 
positive half year for the contract 
and interim job market. In the 
last quarter (April – June 2019) 
contract and interim job vacancies 
grew by 20 per cent.
In fact, a recent survey by Walters 
People found that almost half of 
professionals in London (40 per 
cent) would be open to switching 
to a contract, interim or temporary 
position.

Director of Walters People London, 
Phill Westcott, has over 16 years 
of experience in recruitment. He 
comments: “Contracting has 
always been a popular solution 
for a number of organisations in 
London – from large multinationals 
to small start-ups.
“Contracting really is a different 
field of expertise and in order to 
provide an excellent quality of 
service we need to have a team of 
dedicated specialists who know 
how this market operates. This is 
why now is the right time for us to 
launch Walters People in London.”
Walters People will also be 
recruiting for contract and 
permanent positions in areas 
of business support – namely 
personal and executive assistant, 
office management, administration, 
HR, marketing exec and assistants, 
admin, and sales support. Phill 
adds: “The business support  
field has really turned a corner 
in 2019 and we are now seeing 
London-based businesses invest 
from the ground up.”
According to Walters People 
insight, job vacancies increased 
in 2019 by 18 per cent in junior 
marketing and HR positions, and 
by 16 per cent in secretarial and 
support positions when compared 
to the same period last year. >

companies undergoing digital 
transformation – indicates 178 
insurtech assignments across 
2019 to date, versus 165 in 
fintech. This is the first time 
insurtech overtakes fintech in 
search assignment since the 
company’s inception in 2011.
This has been measured 
against retained search 
mandates for executive 
positions with salaries ranging 
from £150,000 to £1 million  
for both the UK/Europe, and 
the USA.
The highest paid, most 
sought-after roles include chief 
information officers (CIO), 
chief digital officers (CDO), 

chief operating officers (COO), 
transformation leaders and 
enterprise architects.
TritonExec partner, Georgina 
Pawley, commented: “Fintech 
has enjoyed an explosive 
decade to date in terms of 
needing fresh and widespread 
leadership, however there 
appears to be three main 
drivers for the significant 
increase in demand for 
insurtech executives. Namely 
the trend of legacy insurers 
seeking new leadership 
who have advanced digital 
proficiency, from an industry 
considered ‘behind’ in  
this area.”

ALLIANCE MADE
TEAM – The Employment 
Agents Movement – and T4R 
(TEAM 4 Recruiters) founded 
recently in the Netherlands have 
announced a partnership.
As a result of discussions 
among the directors of TEAM 
and Team4Recruiters an 
alliance between the respective 
networks has been created 
to allow members of both 
networks to freely share job 
vacancies and candidates 
as well as developing closer 
business relationships.
“We have been in discussions 
with T4R for a few months now,” 
said Jackie Torr, TEAM MD, 
“and we are delighted to have 
come to an arrangement that 
provides our members 

the chance to provide a wider 
international coverage to 
assist their clients. Whilst there 
may be some differences in 
employment legislation etc it is 
quite clear from our discussions 
how similar recruitment and 
employment is.”

FINTECH 
OVERTAKEN
Demand in numbers for high 
-salaried insurtech executives 
has for the first time overtaken 
fintech, according to the needs 
of major global companies  
in technology, digital and 
financial sectors.
Data from TritonExec 
which supplies essential 
leadership to a number 
of high-profile worldwide 
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LACK OF 
TECH SKILLS  
Research from Robert Half UK 
has found the financial services 
sector is lacking in CEOs with a 
background in technology. The 
results come from the annual 
Robert Half FTSE 100 CEO 
Tracker and found not one of the 
CEOs leading the FTSE 100’s 
financial services companies has 
a background in technology. In 
contrast, the proportion of CEOs 
with a background in technology 

across all sectors has increased 
by 27 per cent over the past year, 
as the impact of digitisation is felt 
across multiple industries and 
sectors.
The survey highlights the 
importance of traditional skillsets 
that dominate financial services, 
with 100 per cent of CEOs in the 
sector possessing a financial 
background. This compares 
to 52 per cent of CEOs across 
all sectors. Beyond this, a 
low proportion of CEOs have 
experience across multiple 
sectors; only four per cent of 
CEOs have a background in 

marketing and advertising, while 
nine per cent have a retail and 
hospitality background.
“With digital disruption 
transforming all sectors, 
established businesses need 
to embrace technology if they 
are to compete with the new 
wave of tech-enabled start-ups,” 
said Charlie Grubb, executive 
search managing director, Robert 
Half UK. “Leaders are needing 
to navigate this increasingly 
competitive landscape, while 
also surrounding themselves 
with the expertise to effectively 
manage the change within their 

own company. Within financial 
services, this could mean  
re-evaluating the candidate mix  
to future-proof their business in 
the future of work.”
The survey also revealed 
the need for greater diversity 
within financial services. Out of 
the current financial services 
companies in the FTSE 100, there 
are no female CEOs, and more 
than a third (35 per cent) are 
Oxbridge educated, compared to 
one in five (18 per cent) across all 
sectors.

REC TARGETS 
JAVID 
The REC has suggested that 
Sajid Javid, the new Chancellor, 
should deliver on his commitment 
to broaden the Apprenticeship 
Levy. The REC noted that 
writing in the Financial Times in 
June, Javid said: “I will broaden 
the Apprenticeship Levy into 
a wider skills levy, giving 
employers the flexibility they 
need to train their workforce, 
while ensuring they continue 
to back apprenticeships.” The 
REC agrees that a broader, 
more flexible, levy is needed to 
open up training opportunities 
for temporary workers while 
also continuing to support 
apprenticeships.
Indeed, earlier this month the 
REC launched a petition calling 
on the government to introduce 
reforms to create a flexible 
training levy. This would enable 
as many as 960,000 temporary 
workers to benefit from better 
skills training using the levy  
funds their agencies pay to  
the Treasury.
A total of 670 REC members 

already have at least £104 
million of Apprenticeship Levy 
funds between them going 
unspent, because it can’t be 
used to support the temporary 
workers on their payrolls. The 
REC Report on Jobs shows that 
there are skills shortages in areas 
that training temps using levy 
funds could help to address, 
like hospitality, and health and 
social care. Courses which could 
lead to significant pay rises and 
higher productivity would be 
unlocked if money paid for the 
Apprenticeship Levy could also 

be used on other high quality 
qualifications as part of a  
skills levy.
“Javid takes over at a critical time 
for business and we look forward 
to working constructively to make 
the case for brilliant recruitment 
as a driver of prosperity,” said 
Sophie Wingfield, head of policy 
and public affairs at the REC. 
“Javid’s recognition of the need 
to reform the Apprenticeship Levy 
is especially welcome. The Levy 
was implemented with the best of 
intentions but could help benefit 
the progression opportunities for 

many more workers if it could be 
used for broader training. We 
would welcome working together 
to end the scandal of locking-out 
temporary workers so that critical 
industries facing skills shortages, 
like hospitality and social care, 
can access the talent they need.
“At a time when our JobsOutlook 
data shows employers 
remain cautious amid political 
uncertainty, Javid could share 
some of that optimism and ‘can 
do’ spirit by ensuring businesses 
can access the talent they need,” 
Wingfield concludes.
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Simply Jobs Boards, a group of 
niche job sites, has partnered 
with Bayt.com, the largest job 
site in the Middle East and North 
Africa, to enhance the recruitment 
process for industries including 
aviation, law and the motor trade. 
Bayt.com is the leading job site 
in the MENA region, connecting 
jobseekers with employers 
looking to hire. It has typically 
outperformed job boards in its 
arena, providing local candidates 
to businesses of all sizes and 
industries. The partnership with 
Simply Jobs Boards will allow 

businesses in the Middle East to 
access an even larger database of 
worldwide candidates who can fill 
niche roles that can be harder to 
recruit for.
The job board currently holds 
more than 36 million CVs on 
its database, and over 40,000 
employers advertise their jobs on 
the site, access the CV Search 
tool, or utilise Bayt.com’s Applicant 
Tracking Software (ATS). 
Omar Tahboub, general manager 
at Bayt.com, said: “In line with our 
mission to expand our presence 
regionally and globally as well 

as connect more employers with 
the right type of talent, we’ve 
partnered with Simply Jobs Boards 
to empower employers in the 
MENA with global access to top 
talent across all niche roles. We 
want to ensure that access to 
talent is continuously made easier 
and more effective, and we are 
proud to forge such partnerships 
that help us enhance recruitment 
and career building across the 
region and the world.”
Bayt.com has been in operation 
for 19 years, and is celebrating 
two decades in business in 2020, 

similar to Simply Jobs Boards, who 
celebrated their 20th anniversary 
this year.
CEO of Simply Jobs Boards 
Ian Partington said: “We’re very 
excited to partner with Bayt.com. 
This is the right move to connect 
more employers with highly skilled 
professionals in multiple industries 
in the Middle East, something 
both we and Bayt.com are equally 
devoted to. This partnership, we’re 
sure will have a very positive effect 
on the job market in this area.”

MOVES
SThree PLC has appointed Kate 
Holden to the newly created role 
of chief strategy and development 
officer, reporting to Mark Dorman, 
chief executive officer. This further 
strengthens SThree’s Senior 
Executive Team following the 
appointment of Matthew Blake 
as its chief people officer in April 
this year.
Based at the SThree’s King 
William Street headquarters in 
London, Kate will oversee the 
strategic planning process and 
successful delivery of SThree’s 
group-wide strategy. Working with 
the executive team and board, 
she will lead the implementation 
of strategic programmes across 
the group.
“I am thrilled to welcome Kate to 

the team as our first ever chief 
strategy and development officer,” 
said CEO, Dorman. “Kate has an 
extensive background in strategy 
and a strong track record of 
driving business performance. 
Her extensive experience in 
designing and implementing 
group wide strategy has delivered 
growth, increased market share, 
improved performance and 
delivered sustainable results 
across a variety of sectors 
including technology.”
Midlands-based recruitment 
consultancy, Macildowie, has 
welcomed back Sarah-Louise 
Bussey to the company  
following a five-year spell as 
recruitment manager with  
national retailer Next.
The appointment is part of 
Macildowie’s continued growth 
plans, with Sarah-Louise heading
 

up the learning and development 
programme, aiming to refine the 
process of hiring, developing and 
retaining talent on offer across  
all divisions.
“For a whole decade,  
Sarah-Louise demonstrated an 
outstanding ability for identifying 
and supporting talent, and I’m 
delighted to see her return to the 
Macildowie team, re-affirming 
our commitment that employees 
are the cornerstone of our 
business,” said chief executive 
officer at Macildowie, James 
Taylor. Commenting on her 
return, Sarah-Louise, added: 
“I’m delighted to be back in the 
Macildowie office, particularly 
as I have such fond memories 
of my time with the company. I 
gained so many valuable skills 
that opened up some fantastic 
opportunities, both in my career 

and personal life.”
STAR Recruitment, one of 
Scotland’s leading property 
and construction recruitment 
companies, has launched a new 
white collar division specialising 
in executive and managerial 
roles in the construction sector. 
The have appointed construction 
specialist, Gregor Cruikshank, to 
head up the department. Formerly 
of Contract Scotland, Cruikshank 
brings with him over 10 years of 
experience working in the sector.
Speaking of his move, Cruikshank 
commented: “The agency has 
built up an incredibly loyal 
candidate base and the standard 
of client service is second to 
none. I am really looking forward 
to building on the growth achieved 
so far this year by expanding 
our network of construction 
candidates and clients alike.” n

A SIMPLE PARTNERSHIP
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Jacqui Ford, CEO of APSO, the Federation of African Professional Staffing 
Organisations talks about the South African employment market.

Q: What are the main challenges and opportunities 
facing the labour market in South Africa?

A: Our market faces four main challenges: unemployment, economic 
growth, inequality and regulation. Unemployment is by far the 
dominant issue. The South African unemployment rate is 27.6 per 
cent and 38 per cent if one considers the expanded definition. Youth 
constitute 55 per cent of the unemployed. 
South Africa’s population is currently around 57 million citizens and, 
like many developing countries, is quite young. Almost 36 per cent 
fall into the youth category. While we have a notable skills shortage  
in several sectors, we also have a large population of semi-skilled 
and unskilled workers who are not able to find employment. An 
increase in automation and digitalisation are placing unskilled jobs 
under additional pressure.
While this is a challenge it also represents a significant opportunity 
for our sector. Temporary employment services (TES) drive job 
creation and offer access to the labour market – particularly for 
young people. Our industry has also expanded to include training 
and upskilling to give workers the skills they need to access the 
workplace and to build pathways for youth to enter the labour market 
and to support them through Future of Work transitions.
As an industry we have representation at government level through our 
business organisation and meet with the Department of Labour on a 
monthly basis to discuss labour market needs. President Ramaphosa 
co-chaired the ILO Global Commission on the Future of Work and 
many of its report recommendations spoke to having a ‘human-centred 
agenda’ by investing in people’s capabilities and enabling them to 
skill, reskill and upskill in sectors such as the green economy. There 
are many initiatives underway to tackle unemployment, such as the 
Youth Employment Service (YES) initiative which is focused on youth 
and offers tax incentives to companies to employ young people. We 
also have measures in place to support SMEs – a significant driver of 
employment – and to reduce red tape for them to establish and run 
businesses.

Q: What is the diversification of HR services in 
your country?

A: There is a growing need for specialised recruiters with niche skills, 
particularly in areas like IT and engineering. Increasingly, staffing 
companies are now also offering direct recruitment, recruitment 
process outsourcing (RPO), business process outsourcing (BPO), 
outplacement, and learnerships and training for the upskilling and 
reskilling of work-seekers.

Our industry is highly regulated and as regulation has tightened so, out of 
necessity, services have diversified. The challenges experienced around 
the amendments to the Labour Relations Act (LRA) in 2015, saw an 
interpretation that negatively affected the use of flexibility in the workforce 
for business. Our industry pursued this in our courts, which provided 
clarity that the temporary worker did not transfer employment to the client 
after a three month period and that the TES remains the employer of 
record for all legislation other than the LRA after three months. 
Upskilling has proved a growing source of business for our sector. 
The South African government is committed to retraining to meet 
market needs – reflecting the recent OECD report Future-Reading 
Adult Learning Systems, which envisages a society of lifelong learners. 
State services receive funding to upskill workers and APSO member 
companies are able to deliver these trainings. This is encouraging 
but I believe there is further opportunity for our sector in driving skills 
development.

Q: What are the main issues related to the future 
of work discussion?

A: Technologies of the 4th Industrial Revolution could definitely provide 
efficiencies in many areas, but this will also need to be balanced 
with the high unemployment in South Africa. We are fortunate that 
our government is focusing on this and our President has set up a 
Presidential Commission that will specifically look at how government 
can take advantage of the opportunities presented by the digital 
industrial revolution. Part of the challenge is an education system that 
doesn’t produce the skills and qualifications that businesses need. 
Too often graduates qualify in subjects that are not relevant. We need 
to develop a generation of workers trained in the skills needed by the 
labour market of today and tomorrow – critical thinking, problem solving, 
decision making etc. – and ensure that we produce graduates that are 
able to function in the new world of work and have a commitment to 
continuous and lifelong learning. I believe businesses need a greater 
voice in education to ensure we are creating a workforce for the future 
and a system that serves everyone better.

Q: How prepared is your market for the changing 
world of work?

A: The changing world of work presents challenges and opportunities. 
Creating an agile culture in a modern workplace where a large 
portion of the workforce will be millennials will become imperative for 
organisations to thrive. In this environment there will be a growth in 
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CREATING WORK

The South African unemployment rate 
is 27.6 per cent and 38 per cent if one 

considers the expanded definition. Youth 
constitute 55 per cent of the unemployed.  

flexibility and the gig economy and as such access to portable rights 
will be important. 
Driving social innovation and portability of rights is a key platform of 
the World Employment Confederation and we fully support this in our 
market. All APSO member companies provide their temporary agency 
workers with paid holidays, pension and sick leave benefits as well as 
the option to belong to an industry pension fund tailored to temporary 
agency workers. The challenge is that the more regulated an industry 
is, the more uncompetitive it can become. There are a large number of 
unregulated, rogue companies operating in the employment services 
space, who are not compliant with best practice and ethics and do  
not belong to a professional body. Abuse still exists from what we  
call the ‘bakkie brigade’ – operators who are not registered and are 
non-compliant – and our association works alongside the Department 
of Labour to try and hold these operators to account.
In order to embrace the changing world of work, business and 
government will have to work together to find new ways to reskill 
workers and accelerate future of work opportunities. n
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As many in the recruiting world know, embracing and adapting to 
change – be that economic, market, company and or technological 
change – is how many operations have not only survived, but have 
continued to thrive in this competitive industry. Certainly, this is the 
case for those running job boards. Yet from time to time, those on the 
periphery seem to cast judgement as to whether job boards are dying 
breed or whether they can survive in the digital age.
As someone who has been working, running and expanding a stable 
of niche global job boards in the audit, risk, compliance and cyber 
security sectors, I, of course, have my own views! Having worked 
within the job board industry for over 16 years and having run the 
CareersinAudit group of job boards for 12 years, during this time, I 
have of course encountered challenges, which is par for the course.
Mostly it’s been about opportunities rather than the challenges and I’ve 
seen the company grow and expand significantly from the UK, then 
Europe, to then offering jobs in 99 per cent of the countries across 
globe. I feel for the time being I stand on reasonably solid ground to 
shout back to some of those doom-sayers. 
Back in the early 90’s the job board was born and it opened up a 
completely new channel to support the way we could recruit talent 
and for candidates to find new jobs. Since then there have been many 
more births of job boards. There have been marriages, divorces and 
a fair few deaths too. But then that’s the nature of business whichever 
industry you work in, so hardly an indicator of a dying breed.
Of course, some will be quick to point out the evolving threat of the 
tech giants such as LinkedIn, Indeed and Google for Jobs. Whilst 
undoubtedly, we have seen some shake up in the marketplace, that 
doesn’t mean to say all the smaller players and/or job boards in the 
recruiting world need to put down their swords and concede defeat to 
the recruitment Goliaths. 

Making job boards a primary focus 

During the past 25 years, there has been a steady flow of new 
job boards which have entered, expanded and diversified the 
marketplace. Some of those have been forced to shut up shop in a 
relatively short space of time. Whilst I am not here to analyse each and 
every one of their business models, I do believe that some of those 
who have set up or bought job boards as an add-on to other aspects 
of the business were on a road to nowhere or at least not very far. It’s 
not simply a case of creating a website and planting the jobs on. 
The success of a job board comes down to a range of factors but at 
the heart, investment – financial mostly, but crucially, time and the 
inclination to nurture and build your proposition are vital. Certainly, 
when the owners of CareersinAudit.com set up in 2005, more than 
£750,000 was invested in the first few years in the right technology 
and getting the services provided in front of the right people whilst 
providing additional reasons for them to visit and use the site. The 
raison d’etre for creating the business was to offer a very clear and 
distinct focus and a better range of jobs in the auditing world. It 
was not an add-on or an after-thought but 100 per cent focused on 
providing jobs for candidates and candidates for employers. 
The war on talent is a much talked about subject in the industry and 
investment in the right technology is essential to achieve an edge in 
this war. Search filters to hone in on region, job role, skills, experience 
etc (for both the candidate and the recruiter) needs to be the first 
priority as this will ensure a successful result for both groups of users. 
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Simon Wright, sales and marketing director of CareersinAudit discusses 
the evolving role of job boards.

BOARD GAME 

Go niche – go super niche 

Even with the rise of competition such as LinkedIn and Google for 
Jobs, there is definitely a future and a rosy one for some job boards. 
However, rather than offering a scattering of jobs across a wide 
range of different industries, the ones that are thriving and will 
continue to do so are those that choose to focus on one or a few 
inter-related industry sectors and feature a better choice of jobs and 
tailored content for the users. 
Don’t try to be a Jack of all Trades but certainly a Master of One or 
a Few. CareersinAudit.com was set up in response to the market 
driver to delivering more auditors in the wake of increased regulation 
because of the Enron scandal. We’ve responded to other market 
changes and business needs since then – particularly around risk 
management, compliance and mitigating against attacks in the 
cyber age. The hike in different requirements saw us act quickly and 
respond by establishing separate job boards in these areas. 

Is the price right?

Pricing of online recruitment advertising is essential to get right. 
Providing a focused and specialist professional service is likely to 
come with a premium price tag but it’s about getting the right balance. 
If the services provided are effective and are a viable alternative to 
other options, the pricing is right. The other end of the spectrum is 
having jobs posted among millions of others for a very low price, 
without any specialist focus or relevant content provided in  
support – well, you know what they say about monkeys and peanuts! 

Being more than a faceless brand

In the face of the digital age there is a need for candidates – and 
businesses too – to feel engaged and connected with the recruiter 
brand. Being an effective and functional job board goes only so far. 
And if all this sounds like a marketing jingo, then I can tell you these 
are bona fide views of real candidates and real business owners, that 
our teams on our job boards have spoken to and listened to over the 
past 15 years. Candidates certainly want a more personalised and 
targeted approach to the job search and support at different stages 
of their career to help them get their next promotion or land that  
new position. 
Right from the start we knew we didn’t want to be just ‘another 
aggregator of jobs’ or online pin-board for job openings, so we 
created a knowledge base on our sites, full of useful career 
information and invested in finding the top career experts in the 
industry to come on board to write guest slots and provide insight 
from the heart of the industry. In turn, the sites and brands are 
regularly recognised as a thought leaders on a range of issues 
across the industry, including ethics, gender and diversity, and 
even seemingly more light-hearted issues such as romance in the 
workplace and the best places to move abroad. 
Circling back – a combination of all these different issues will have 
an impact on the survival of individual job boards. However, I don’t 
believe for one moment ‘the breed’ is dying. There may be fewer 
generalist job boards and even niche ones without focus who lose 
their way, but there will be definitely be ones that will continue to 
evolve and flourish many years down the line. n
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We are experiencing an honesty crisis in UK workplaces. One in four 
British workers admits to lying to their boss about reasons for leaving 
their job, according to recent research conducted by Michael Page. 
That figure rises rapidly to 40 per cent of workers aged 18-34 – who are 
at the heart of the workforce today and for the future. 
When asked about their real motivation for leaving, one third (32 per 
cent) of study participants said they didn’t think they were being paid 
enough. But more worryingly for business leaders, the underlying 
theme beyond pay was a lack of inclusion. A fifth of workers (21 per 
cent) didn’t feel valued in the workplace and 15 per cent said their job 
negatively impacted their mental health. Not fitting in or feeling included 
were also cited as a reason for quitting by one in ten (9 per cent).
These findings should set alarm bells ringing for business leaders 
across the country. Employees are the lifeblood of any company and 
with unemployment levels at their lowest for several decades, talented 
team members are becoming increasingly valuable. It’s only fitting that 
they should be treated as such. 
The good news for employers is that creating a working environment 
where staff feel valued and included does not require a business 
overhaul or even a significant financial investment, despite the  
far-reaching benefit. My advice to businesses that want to ensure  
their employees feel valued is threefold: review your diversity and 
inclusion practices, be mental health aware, and create a positive 
company culture. 

Sheri Hughes, UK director of diversity and inclusion, Michael Page on 
workers who aren’t valued.

Diversity and Inclusion

Having a distinct inclusion policy in place should be a priority for 
businesses of all sizes who want to attract and retain top talent. But 
according to our research, almost half of workers (45 per cent) said 
their company did not have a specific policy on inclusion and more 
than half (58 per cent) said they didn’t think their company prioritises 
diversity and inclusion.
At Michael Page, we’re on a mission to help companies understand 
how they can implement or improve such a policy. We worked with Dan 
Robertson from VERCIDA Consulting, a global diversity and inclusion 
expert, to create an Inclusivity Mapper, which allows businesses to see 
how they fare against others in their industry on topics from leadership 
to culture and get tailored advice on areas that need improvement. 
If you’re not sure of your company’s proficiency in terms of diversity 
and inclusion, this is a good place to start – it’s not something that you 
can afford to overlook. 

Mental health awareness

Employers need to be aware of the impact that work has on the mental 
health of their workforce. Mental health problems can affect anyone, 
at any age. Figures show the average British worker took five mental 
health sick days in the last 12 months.
Companies of all sizes have a responsibility to ensure the mental and 
physical wellbeing of their people, so if a mental health policy isn’t in 
place, now is the time to devise and implement one.

Company culture

With such high employment levels in this country comes increased 
competition for the most talented job candidates and employees. When 
a person is deciding who to work for, company culture can often be the 
deciding factor. 
Culture is a chance for businesses to show how they value their staff 
through the opportunities offered and the soft benefits given, as well as 
salary and more traditional remuneration, and ultimately, the reasons to 
take a job there. Culture is also key to fostering inclusion and ensuring 
that employees are happy and engaged, which in turn makes the 
employees more likely to invest in their career at that company. 
A negative, non-inclusive culture will quickly disrupt a company – as 
is demonstrated by British workers walking out on jobs that don’t fulfil 
expectations. Repairing that damage is likely to take much longer, and 
be far more costly than instilling a positive culture from the outset. n
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YOUR FIVE  
A DAY
Christina Robinson, managing 
director at Green Umbrella discusses  
the best use of Twitter.

Twitter can be tricky when it comes to recruitment marketing. It’s 
not the biggest social platform – that’s Facebook in case you’re 
wondering – nor is it deemed as ideal for a professional network, 
like LinkedIn. However, Twitter is a fantastic tool when used 
effectively in recruitment marketing.
Over 25 per cent of UK adults use Twitter, a healthy chunk more 
than the 16 per cent of the population using LinkedIn. Of course, 
it’s a useful tool for sharing your news, jobs and getting that all-
important SEO juice for your website, but does it actually help find 
clients and candidates? Absolutely.
Like all marketing channels it’s about knowing how to approach it 
correctly. It is irrelevant which industry sector you work in, talking 
to both clients and candidates in the right way is essential if you 
want to see a return from Twitter.

Twitter – Basics Refresher

Let’s start with a refresher on the basics. Firstly, if you are posting 
jobs via job boards such as Reed, Logic Melon or Broadbean, 
then either set up a twitter account solely for the purpose of these 
jobs or turn them off completely and post the jobs manually. Your 
twitter feed, both the company’s and your personal feed, should 
be based on engagement and having conversations – not just 
broadcasting vacancies.
As with any aspect of marketing you need to make sure you have 
solid foundations in place. Make sure your branding is on point 
and the profile and header picture fit correctly. Revisit your bio 
to make sure it fits with what you do, add in relevant hashtags 
for your location and industry sector. Give your account a good 
cleanse every few months – unfollow inactive accounts and ensure 
your follower/following ratio is healthy.

Twitter Lists:

One of the most underused aspects of Twitter is the Lists feature. 
This is an ideal way to segment people you are following.

Tip: Once you have created lists you can add people to them 
without actually following them. A great way to keep an eye on 
your competitors.
Remember to make your lists private. Public lists can be viewed 
by anyone and anyone you add to the list gets an alert, not ideal if 
you have a public list and have called it something controversial!

One of your lists should be people you are targeting. Every 
day you should be keeping an eye on this hit-list. What are 
the companies or people sharing? Can you get involved in the 
conversation? Do you have something useful you can share 
with them either via Twitter or on another medium. If you’re not 
listening to what your target market is saying, how can you hope 
to be involved with them?

Are you getting your 5-a-day?

Being active on Twitter multiple times a day is essential. It’s easy 
for any social platform to become a time drain though. Make sure 
you are making the most of your time online with our checklist on 
the five main activities that we recommend.
1. Schedule a minimum of four tweets using a tool such as 
eClincher, Buffer or Hootsuite
2. Check your Twitter lists as well as your home feed and engage 
with your target audience
3. Post real, live information every day. Where are you going? 
What has happened in the office?
4. Check Twitter Explore and Trending content. Tweeting popular 
content will guarantee you extra followers
5. React to your notifications. Thanks those who shared your 
content, say ‘Hi’ to your new followers. Always have the last 
word!
Ideally you should spend no more than 30 minutes a day on 
Twitter. It is easy to get distracted on this platform, therefore set 
a timer or just be aware of the “Oh this is shiny” syndrome. Use it 
to its full potential and you will reap the benefits. n
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Simplicity provides market insight with the result of their 
Margin Index: Q2 2019 versus Q1 2019.

OPPORTUNITIES 
CONTINUE 
Despite the number of vacancies continuing to fall since early 2019, 
Neil Carberry, chief executive of the REC has noted: “there are still 
opportunities out there for people looking for their next step”. Despite 
ongoing political and economic uncertainty, UK shares are reported 
to have performed well over the quarter. Pockets of optimism can still 
be found in certain regions. However, with another Brexit deadline 
looming, many companies and workers are pressing the pause 
button on investment and career plans until more clarity on the 
outcome is given. 
There has been a slight increase in margins in the education sector 
to 31.1 per cent in Q2. The number of secondary teachers in England 
has been falling for the last six years. In January, the Department 
of Education launched their first teacher recruitment and retention 

strategy. However, their Early Career Framework isn’t expected to be 
rolled out nationally until 2021. In the meantime, recruitment remains 
an ongoing top priority.
Despite a slowdown in all areas of the construction sector in Q2, 
margins increased slightly to 16.91 per cent. Declines in workforce 
numbers have been reported as minimal with some companies 
looking to retain staff in the hope of an upturn in sales. The steep 
decline in output for June has been directly linked to project delays 
and a lack of opportunities due to ongoing Brexit uncertainty.
Meanwhile, margins increased by 1.93 per cent to 18.97 per cent in 
the engineering sector, with demand remaining high for engineers. 
Margins in the financial sector decreased to 27.15 per cent in Q2. 
There have been reports of London’s job market seeing a 50 per 
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cent drop in vacancies compared to a year ago. 
This sector is seen as being especially vulnerable 
to regulatory uncertainty with Brexit considered to 
have a major impact on the hiring strategy  
of employers. 
The hospitality sector saw an increase in margins 
to 24.3% in Q2 with hotel and catering reporting the 
highest demand for temporary staff out of all the 
sectors. The industry has recently seen the launch 
of a sector deal with the government to promote 
hospitality as a career of choice.
Margins in the industrial sector increased by 2.35 
per cent to 21.26 per cent in Q2. However, the 
stockpiling seen by manufacturing companies in 
Q1 was followed by the unwinding of stocks in Q2 
as Brexit didn’t materialise. Slower global economic 
growth also resulted in reduced demand from 
regions such as the US, Europe and Australia.
Candidates within the IT sector topped the 
demand list for permanent staff in Q2 with margins 
increasing to 19.38 per cent. Demand continues 
to outpace supply in fields such as data/analytics, 
cyber security and AI. n

There are still opportunities 
out there for people looking 
for their next step
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I believe that ‘fine-tuning’ or 
developing people, rather than 
making big or bold changes, will 
lead to a greater positive change 
in the long term

As Boris Johnson arrived at Downing Street he brought with him a 
whole raft of speculation as to what his first new cabinet would look 
like. As the next incumbent of Number 10 following a Prime Minister 
who seemed unable to unify her team and a government which failed 
to reach a conclusion on the issue which dominated its existence, 
Johnson needed to make an impact, be clear about the course 
ahead and get a team together who would deliver – and perhaps 
more importantly, who would agree how to deliver.
For recruitment managers inheriting a new or existing team, the 
temptation to destroy what’s there and reinvent everything in their 
own successful image must be resisted. Everyone has an idea of 
what success looks like, yet in recruitment creating and maintaining 
a well balanced successful team is not that easy. Inter-personnel 
dynamics may not be immediately apparent, the strengths and 
weaknesses of a team may in fact be carefully nuanced, ultimately 
complimenting the unique talents and desires of each team member. 
Put simply, if it ain’t bust why fix it? 
As Matt Weston, managing director, Robert Half UK notes, the 
current operating environment means making the right decisions 
have never been more important for SMEs. This brings added stress 
for leaders who need their teams to succeed against the odds. The 
company’s own research found in the next two years companies 
view their biggest challenges as economic uncertainty (45 per cent), 
ongoing digitalisation efforts (41 per cent) and increased competition 
(37 per cent).
“While it can be easy to focus inwards, it’s important to also shift 
a part of that focus to current market conditions and shifts in the 
industry,” says Weston. “To avoid becoming stagnant, businesses 
are looking to their leaders to help steer the organisation with 
confidence.” 
For Weston the answer lies in a blended approach – being innovative 
with regard to the business and the structure of the team, coupled 
with a willingness to learn from existing employees and best 
practices. This, says Weston will help the team “feel part of the 
decision making process as you try to instil long-term change.”
“It is important that when looking to make significant changes, you 
take into account existing staff and proactively encourage them to 
participate and offer up ideas towards the various changes to the 

business,” he adds. “This will prevent employees from feeling left out, 
while also enabling you to learn and gain new perspectives on the 
business and the structures of teams.”
Mike Taylor, managing consultant – engineering at Heat Recruitment 
also emphasises the importance of assessing the attributes of the 
existing team before instigating change: “Some things you should 
take note of are the strengths, weaknesses and primarily, individual 
personalities and ways of working. Everybody is different and there is 
no one-size-fits-all,” he says. 

More than popularity

“I like to think of success as the positive relationships you make,” 
continues Taylor. “This could be Boris Johnson’s downfall in the 
first instance – after all, he didn’t walk into his position as a popular 
bloke. It’s not really about popularity though, it’s about building 
relationships up over time as you help and support your team to learn 
and develop.”
Taylor advocates analysing limitations rather than simply dismissing 
them weaknesses arguing that such facets will indicate where growth 
and development are required. A nurturing and investment led 
approach – rather than slash and burn – will improve longevity and 
trust.
"I believe that ‘fine-tuning’ or developing people, rather than making 
big or bold changes, will lead to a greater positive change in the long 
term,” says Taylor.
“Leadership isn’t about domination – it’s important to manage by 
motivation, not by control,” says Anke Janssen, group managing 
director of markets at Carmichael Fisher. "Leading is actually about 
connecting with your team and ensuring they are part of the wider 
process. Be clear that you have no hidden agenda. Innovation 
breeds from your people, and I make it a significant part of my remit 
to communicate any changes or developments that could affect the 
team. Ensuring the clarity of your expectations will create a good 
buy-in from the team, which will in turn, raise team spirit.”
Alongside this compassion and consideration, however, Janssen 
says leaders must show an amount of toughness. “My leadership 
style certainly isn’t soft, and I doubt that of the Prime Ministers will > 
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Simon Kent discusses team leadership tactics for recruiters.
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be either,” she says. “The most important attribute a leader can have 
is decisiveness. When push comes to shove and important decisions 
have to be made, it’s vital to be concrete with your decisions. Buy-in 
from your team is important, and nobody is going to support your 
decisions when approached with unease or hesitation.”

Building rapport

Jon Price, a senior manager at La Fosse Associate joined the 
business 18 months ago and was tasked with leading a new financial 
services team, made up mostly of existing La Fosse staff. “Your first 
priority should be to build trust and rapport with your new team – 
and as La Fosse is very much a values-driven business, I quickly 
realised this when I joined the team,” he says. “This doesn’t mean 
letting them get away with anything they shouldn’t – in fact, it’s 
important to set standards from the beginning – but if you’re going 
to achieve whatever it is you’ve set out to do, you’ll need buy-in 
from your team. Personally, I found building relationships with the 
existing management team particularly beneficial, as I could draw on 
their expert knowledge of the business while bringing my own fresh 
perspective to the table.”
Price maintains that the biggest mistake anyone can make when 
joining a new business in a leadership position is to come in and 
aggressively begin making changes. “Not only does this mean 
that you won’t have had time to understand the business and its 
processes properly, but you’ll also risk alienating your new team in 
the process,” he says.
Moving to a new leadership position is a huge challenge,” says 
Price, “it means creating a new culture for your team. But the biggest 
thing I learned is that this is much better achieved if as a leader you 
can shape rather than dictate the culture. Care, collaboration and 

communication are all important things to consider whilst driving  
high performance.”
Indeed, culture and the general business environment created by 
a leader does seem to be instrumental in delivering a new effective 
team. As Robert Half’s Matt Weston notes, being successful goes 
beyond organising and monitoring productivity and is instead about 
inspiring and motivating the workforce, both through encouraging an 
open exchange of ideas within the team, and through ensuring that 
they have the right blend of skills and experience in place.
“Improving a business has to start from the top,” says Weston. 
“This involves creating a clear vision for the direction of the business, 
as well as having a recruitment process that allows you to hire 
people with the right skills, experience and drive to help you execute 
this vision. 
“A positive and open minded attitude to everything around you, from 
the people you work with to new forms of technology and working 
practices, will set you up for long-term success,” he concludes.
“New leaders should accept that their goals may take a while to 
be realised,” says Jon Price. “It’s natural to want to get some quick 
successes under your belt, but in the long term it is much better to 
focus on getting the team on track first. Be patient and concede that 
your personal goals won’t always come first from now on.”
Whether Boris Johnson has the patience, or will be afforded the 
luxury of time to be patient for results has yet to be seen. n

The biggest thing I learned is that 
this is much better achieved if as 
a leader you can shape rather than 
dictate the culture



The crucial steps every recruiter needs to take.

It’s easy to do – you get caught up in the day to day running of getting 
the right people into the vacancies in front of you, or you chase after a 
new piece of business or a very keen consultant misses an important 
part of the process and before you know it, you’ve missed a crucial 
piece of compliance. As employers become more desperate for talent 
and the employment industry is subject to more scrutiny the danger of 
working non-compliantly is on the rise.
If you’re dealing with people and finances it is a fact of life that your 
processes, attitudes and actions are going to be subject to some 
serious analysis. However, compliance does not need to slow you 
down, indeed a great compliance service will:
- keep you focussed on current and future risks to your business

- enable you to deliver a complaint service effectively and efficiently
- gain more clients and candidates because they know when they use 
you you will ensure their supply chain performs correctly every time.
Thankfully the recruitment industry is well served by diverse 
compliance experts, keen to keep every company on the straight and 
narrow. From financial compliance to data, from existing and new 
employment legislation to effective and efficient candidate screening 
it is possible to deliver a compliant recruitment process which ensure 
every stage in the supply chain is understood and protected.
Whether you’re looking for advice for forthcoming challenges – IR35, 
anyone? – or in need of a check to make sure your processes are the 
best they can be, these are the resources you need. n

COMPLIANCE AND 
SCREENING
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Using technology, you can 
streamline your business processes, 
reduce the cost and even use 
technology as a sales tool

Whenever we hear the news it all seems to be doom and gloom. 
With tightening controls around personal data, reduction in 
European staff availability and the impending no deal Brexit, are 
we ready to face the new challenges?
Sometimes, especially in the recruitment sector where reputation 
is a key ingredient to success, regulations are looked at as 
things that are a burden rather than things that can help us. 
When looking at your temporary workforce two elements 
affecting us all are GDPR (General Data Protection Regulation) 
and compliance with staffing regulations.
GDPR – most of us who were registered with the ICO 
(Information Commissioners Office) were already compliant 
with the majority of GDPRs' requirements. The main differences; 
being able to identify/classify on what basis you hold the 
Personal Identifiable information (PII) data and the increase 
of an individual’s rights over their data being held. It has also 
focussed the attention on the security of the data we hold.
How many recruiters still have filing cabinets, in/out trays and 
expensive paper storage facilities? There are risks in paper 
storage so why not take the opportunity to go paperless and 
embrace the change?

Some of the advantages for going paperless

• Reduce the risk of losing someone’s data either through theft, 
fire or accidental loss.

• Improve the efficiency of record storage/management
• Refine your procedures for personal data handling and 

processing
• Increase your security around PII and be able to get hold of the 

information instantly
Staff management – we all must ensure that checks are 
performed and are auditable. Whether these are at the beginning 
e.g. Right to Work, personal development during the workers 
employment or even exit processes when the person leaves. 
Increasingly, records are being scrutinised more and more by 

Kim-Marie Freeston , managing director of uComply, discusses the 
benefits of the tech based office.

clients and frameworks and, if a negative review is received it 
can be very damaging to the organisation’s reputation and future 
viability. Again, a robust documented process can help you 
succeed. Using technology, you can streamline your business 
processes, reduce the cost and even use technology as a sales 
tool when you demonstrate your compliance to your clients. 

Technology should

• Help you go paperless
• Ensure processes and procedures demonstrate your 

compliance with regulations
• Reduce costs by not doing checks until they are required
• Improve your overall efficiency for management of  

your workforce
The recruitment industry in particular, (with many workers being 
European) is increasingly reporting that finding and retaining 
staff is getting more challenging. As a result, servicing your 
clients may soon be impacted either through increased cost 
or the inability to supply resources when requested. These 
challenges will continue but with efficient/robust processes 
the ability to reduce the impact of externally enforced changes 
should be lessened leaving you with the opportunity to shine  
as leaders in the recruitment industry.
The role of technology varies and we at uComply believe  
that a measured uptake is the responsible way to go for  
all employers. n
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CHANGING 
TIMES
Paul Chamberlain, partner and head of employment at JMW Solicitors 
identifies the main challenges coming up for recruitment businesses.

There is plenty of change happening in the recruitment industry, and 
that’s before we even consider Brexit. In April 2017, public sector bodies 
were required to assess the employment status of contractors engaged 
through a Personal Service Company for tax purposes, including those 
supplied via a recruitment business. Similar legislation is set to come  
into effect for the private sector on 6 April 2020, in which medium to  
large companies will be responsible for determining the tax status of  
their contractors.
The potential liabilities for recruitment businesses resulting from this 
change cannot be underestimated, given that they can be held to 
account. The draft legislation for extending IR35 to the private sector 
was only published this month: many businesses are still in the process 
of trying to determine what the legislation actually means for them in 
practical terms.
At this point, and in order to prepare for the changes, it would be sensible 
for recruitment businesses to:
• identify how many contractors they engage and who is likely to be 

affected by the IR35 tax rule changes
• commit resource to dealing with the IR35 reform internally and start 

discussing the changes with clients to make sure they are aware of 
what is coming 

• seek legal and tax advice where necessary – check you understand 
the legislation changes and consider whether contractual terms need 
to be updated in the supply chain to assist your position commercially.

Working Time and National Minimum Wage 

We have seen an increase in the number of employers being caught out 
by rules surrounding the National Minimum Wage (“NMW”), with HMRC 
taking an increasingly hard-line approach on enforcement in this area. 
Among the pitfalls is understanding what constitutes payable working 
time for NMW purposes – this is not necessarily just the time spent on 
the job itself, but can include, for example, scenarios where workers are 
spending extra time queuing to clear security after their shift finishes, 
or changing out of work clothes and not being paid for that time. It can 
be difficult for businesses to understand the rules around payment of 
the NMW under the NMW legislation and those on Working Time for 

the purpose of the Working Time Regulations 1998 – the two are not 
necessarily the same. 
With regards to recruitment businesses in particular, understanding the 
legal position and having contractual protections in place is key, otherwise 
passing on additional costs to clients could prove difficult should HMRC 
find that back pay is owed.

Repeal of Swedish derogation 

The Swedish derogation was introduced at the same time as the Agency 
Workers Regulations 2010. The Regulations were designed to give  
equal treatment to agency workers in respect of certain terms and 
conditions (including pay, for example) by comparing them with direct 
hires of the end client once they had completed 12 weeks in a particular 
role on assignment. 
As part of the Regulations, the government introduced something 
which is more commonly known as the Swedish derogation. Under this 
derogation, recruitment businesses did not have to provide pay parity 
after the 12-week period, provided that “pay between assignments” and 
other criteria was met (including the need to provide the agency worker 
with a permanent contract of employment that met specific requirements). 
The Swedish derogation is due to be repealed with effect from 6 April 
2020 and it is estimated that the cost of this change for some recruitment 
businesses could run into the millions. If recruiters are using this option, 
they will need to consider how to transition workers onto revised contracts 
and what the cost of giving pay parity is. 
The transition of workers from Swedish derogation contracts will need to 
be managed carefully and recruitment businesses may need to consider 
how they terminate those contracts now. Even if your business doesn’t 
use the Swedish derogation model, it’s important that you are aware  
of this change and the challenges it will bring to both competitors and 
labour suppliers.
At this time of many changes, it’s more important than ever for 
recruitment businesses to have the right legal support in place to ensure 
that emerging issues aren’t just dealt with efficiently, but that they mitigate 
against future occurrences as well. n
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GOING OUT
Owen Morgan, managing director, INTOO UK & Ireland 
highlights the importance of offering support to those 
affected by change and redundancy.

The ever changing job market

Once people feel they are able to start contemplating a new future, 
invariably, more challenges lie around the corner. As mentioned earlier, 
today’s job market is very much candidate driven – with an abundance 
of vacancies existing. However, for someone who may have been out 
of the job market for some time the prospect of searching for a new job 
can still be daunting. 
Job titles, roles and required skills are continually changing so trying 
to find a similar type of role to what you had before isn’t always easy. 
In fact, for some, those roles might not even exist so an understanding 
of how they can transfer the skills they have to a new area becomes 
hugely important. 
Add to this the increasingly scientific nature and use of AI within the 
job application process and the importance of providing outplacement 
support to individuals becomes even more evident. Without this help, 
applicants may fail to include key words or phrases in their applications 
and might find that they are filtered out from being considered for a job 
that they are more than qualified for.

Finding the perfect match

Once they start being considered for new roles, depending on personal 
circumstances, it can be tempting for an individual to go for the first 
available job or the first position offered. Amongst other things, it 
removes some of the immediate financial pressures that they may be 
under and makes them feel wanted again. However, such knee jerk 
reactions are unlikely to result in a match made in heaven or lead to 
long-term career fulfilment. 
An increased focus on health and well-being, the search for meaningful 
work and a genuine desire to find work/life balance – all contribute to 
changes in the perception of work. With the ongoing blurring of the lines 
between work and life, people are looking for greater career fluidity 
– and are more focused on finding the ‘right’ job which may include 
part-time work or self-employment.
This is where specialist assessment tools and coaching made available 
in outplacement programmes play a vital role. They help ensure 
individuals have a clear understanding of what’s important to them; 
helping them to identify the right role and type of organisation in which 
they can thrive in the longer term.

Ongoing development

Importantly, outplacement doesn’t just focus on finding the right next 
role, it acts as a career assessment, helping individuals to identify 
their strengths as well as their areas for development. In fact, most 
outplacement programmes now offer career management modules 
designed to help candidates address these areas of development and 
flourish in future roles. Whilst organisations may wonder why they 
should help departing employees ‘develop’, the truth is that it’s extremely 
important, particularly in the context of boomerang employees. 
Boomerang employees are an increasingly common part of the 
workforce, particularly in a buoyant job market coupled with a 
candidate shortage. Against the backdrop of an ever-tightening 
labour market, recruiting former employees is now part of many talent 
attraction strategies.
So, the case for outplacement or career transition support remains 
valid; by demonstrating that you are a genuinely considerate employer 

during difficult times, you’re more likely to be considered as an 
employer of choice, or at the least one that an ex-employee may 
consider going back to.

An enhanced reputation

With a deepening candidate shortage, it can be a real fight to 
attract the best talent and so it has never been more important for 
organisations to make sure they stand out for the right reasons. Failure 
to support employees through transition inevitably reflects badly on 
the organisation and in an increasingly digital age a company’s online 
presence has never been more accessible to potential candidates. You 
only have to look at the business pages and recent headlines around 
how some organisations have been criticised openly by employees for 
their approach to managing the impact of redundancy. Unfortunately, 
the digital world in which we now live means that any negative 
comments can have a lasting and damaging impact on future talent 
attraction and retention.
Providing outplacement services to people who have been affected 
by organisational change is clear evidence of a company that is totally 
transparent, takes responsibility and cares about people. These are the 
types of employers that top talent will be more likely to join and stick 
with in the long term.

Fostering relationships

In a buoyant job market, the pressure on recruiters to fill positions 
is even greater, particularly in this climate of candidate shortage. 
Therefore, forging relationships with outplacement specialists makes 
sound business sense. 
Candidates who have benefited from outplacement support are 
much more self-aware, understanding not only their skills and areas 
for development, but also the type of roles and companies that suits 
both their short and longer term career objectives. Once they have 
evaluated any potential role, they are far less likely to drop out of 
the recruitment process, saving time and money and protecting the 
recruiter’s relationship with its client.
The process of outplacement is a win-win situation for all parties as 
it ensures that the resulting candidates are left with the skills and 
capabilities to meet the demands of their employers and flourish in  
their chosen careers. 

Putting people first

In conclusion, the fact that outplacement services have been employed 
by organisations for decades is testament to their continued relevance. 
This specialist area has clearly evolved over time too. Outplacement 
now typically involves a complete package of services that harnesses 
the latest technology and includes up-to-the-minute advice on how to 
successfully find new roles.
Fundamentally, though, the very best providers haven’t lost sight of the 
fact that outplacement is still all about supporting people. Regardless 
of the circumstances that trigger change, it’s about an ability to help 
individuals find a way through emotionally challenging times. 
Until we reach a point when all employees are replaced by robots, 
this element of outplacement support remains not just relevant, but 
absolutely invaluable. n
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Today’s job market can only be described as buoyant and candidate 
driven as evidenced by the 837,000 vacancies that went unfilled in the 
three months to June 2019. In such a market many companies would 
be forgiven for thinking that outplacement and career transition support 
are no longer relevant.
However, as organisations continue to reshape their structures and 
review headcounts in line with changing market conditions or new 
technologies, forward-thinking organisations continue to recognise 
that these services are vital parts of a toolkit that supports ongoing 
business success – helping those people that may need to move on  
as well as proving value to future talent.

The psychological impact of redundancy

For most people redundancy remains one of the most stressful 
situations they will ever face – on a par with divorce or moving house 
– so it’s important to never underestimate the impact being made 
redundant can have on the body and mind.
No matter how well an organisation treats departing employees, it’s 
difficult to avoid the shock, anger, sense of despair and rejection which 
are all recognised emotions during redundancy. Moreover, given that 
we are all different, the amount of time it takes individuals to overcome 
these emotions can vary considerably too. Being left to go it alone 
doesn’t make it any easier – even with the abundance of information 
out there. In fact, information overload can often result in paralysis, as 
individuals simply don’t know where to start or what their next move 
should be.
Having specialist outplacement support available during this time of 
need means employees at the very least have someone they can 
turn to at this difficult time for clarity and direction, which can minimise 
confusion and significantly speed up transition to a more positive 
action-oriented mindset.

It’s difficult to avoid the shock, anger, sense of 
despair and rejection which are all recognised 
emotions during redundancy

www.theglobalrecruiter.com
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David Callaghan, CEO of MIT, discusses the  
positive impact of Employee Engagement.

SWITCHED 
ON

Employee Engagement is a concept that has evolved dramatically 
over the last few years: traditionally implemented by HR 
professionals but often deemed a buzzword by others. However, 
it is becoming increasingly useful for recruiters to consider an 
Employee Engagement strategy too. 
In an increasingly competitive market, recruiters are striving to 
deliver the best candidates and biggest talents to their clients in 
order to fully satisfy their needs. Similarly, internally, recruitment 
agencies are looking to acquire the best employees for their own 
organisation. This is becoming more challenging, as candidates 
are being more selective and demanding. The Millennial generation 
frequently skip directly to the ‘perks’ of a job advertisement to 
see if the employer offers more than just a competitive salary and 
the standard 28 days holiday (including bank holidays) before 
they consider if it is worth their time reading the actual role 
specifications. The concept of company benefits, exclusive staff 
perks, flexi-time options and greater number of holidays is almost 
deemed a right, rather than a nice addition. 
This is where Employee Engagement comes in – the bridge 
between employer and employee. It is a broad concept, so much 
more than fresh fruit bowls and Friday corporate drinks (neither 
of which have either impacted on a business’s performance or 
kept an employee from leaving a company). To establish fully 
engaged employees you need to move past merely paying lip 
service and look deeper into what your employees really want from 
their bosses. By identifying the needs and motivations of your 
employees, both internal and prospective, recruiters can attract, 
retain and engage the right people for the roles. Organisations that 
recognise and facilitate Employee Engagement will have achieved 
something that their competitors will find very tough to imitate.

Stay, say and strive

Essentially, Employee Engagement is the level of commitment 
and involvement an employee has for their organisation. Engaged 
workers ‘stay, say and strive' they stay and are invested in the 
company, say positive opinions about the company, and strive 
to deliver over and above what is expected of them. Moreover, 
Employee Engagement has been linked to various positive 
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company outcomes such as: ease of recruitment, retention of 
staff and reduced attrition rates. There has also been a correlation 
between the level of engagement of employees and showing 
higher profit margins: engaged employees deliver great customer 
service, resulting in loyal customers, leading to strong financial 
results. However, the impact of having an effective and integrated 
Employee Engagement strategy is still hugely underrated. 
As a recruiter and employer, it is important to consider what 
benefits your company offer in order to facilitate a healthier 
financial wellness for your staff. Employee financial wellness 
– in the midst of increasing personal debt, rising house prices 
and other external factors – is becoming a key influencer for 
candidates. Providing your staff with financial opportunities is an 
important factor in enhancing Employee Engagement and creating 
a competitive edge. This can be achieved through two avenues: 
discounts and pension scheme.
Discounts are a huge benefit for employees; reduced prices on 
family days out; money off cinema tickets; cheaper weekly food 
shops and even deals on holidays can help make their wage  
stretch that little bit further and encourage a better work/life 
balance. Overall, improving their disposable income and quality 
of living, which will in turn, create more loyalty and appreciation 
towards their employer which will be repaid in higher productivity 
and loyalty. 
It would also be advantageous to consider the long-term financial 
wellbeing of your staff. Day-to-day worries in this area can act as 
a huge distraction for employees, having a detrimental impact on 
their performance and productivity and adversely affecting the 
results of the business. Therefore, enhancing employee awareness 
and understanding of their pension contributions can provide 
them with financial security for their future, in turn, creating higher 
engagement levels.
Similarly, it is essential to consider what benefits you offer in order 
to boost the mental and physical wellness of your staff; after all, 
to give your best you must feel your best. When your employee is 
absent due to illness or stress, your business is negatively affected 
through reduced productivity and efficiency. Providing your 
employees with healthcare benefits show that you truly care about 
their wellbeing helping them to feel looked after and appreciated. 
Happy staff makes a huge difference to a company ultimately, you 
will reap the rewards of engaged and efficient employees. 

Theory to practice

At MIT we understand the theory behind Employee Engagement; 
we have always worked with the ethos that the most valuable asset 
to any organisation is its staff. The evolution of a business comes 
from recognising the importance of employees and offering a 
solution that puts the financial, physical and emotional wellbeing 
of employees first. We believe an effective Employee Engagement 
strategy is a sound foundation for all other business plans. When 
you recruit the best talent, when you strive to be known as the best 
employer, when you aspire to have genuinely happy and engaged 
staff who are loyal and drive the business forward with you, when 
you can see your HR and Finance strategies aligning, when you can 
see everyone moving together – you see success.
The MIT Employee Engagement solution brings together a 
collection of services and benefits for employers and employees 
alike. The dual focus, multi-functional approach highlights the 
shared interests of the employer and employee, helping to 
motivate and define shared goals. The totally unique MIT portal 
offers employees tangible and transparent benefits, creating a 
better relationship and higher engagement with their employer. 
The employer in turn, is able to build on this relationship and 
communicate their appreciation, in a manner that is easily 
digestible and accessible by all employees. 
Rather than solely providing a collection of tools with no analytics 
or insight on how they are being utilised, MIT are focused on 
giving clients accurate data on how employees are using these 
solutions, as well as the option to adapt accordingly and therefore, 
increasingly capitalise on it. This reporting allows our clients to 
see how engaged their staff are with their benefits package on 
offer, with users of the MIT portal achieving engagement rates 
of more than 90 per cent in contrast to most individual offers, 
which frequently receive less than five per cent engagement. 
This information enables our clients differentiate themselves in a 
competitive market. 
Those often difficult to measure aspects of Employee Engagement, 
such as happiness and motivation, are shown in reduced staff turn 
over and increased productivity levels. Therefore, implementing 
an effective Employee Engagement strategy should be a priority 
for recruiters positioning themselves at the top of their market, 
allowing them to cherry-pick talent for their clients. n
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Artificial intelligence is no longer a concept of the future. It is 
becoming the norm. GPS maps offer us alternative routes to 
avoid traffic; the new fitness tracker you have been Googling 
is instantaneously advertised on your Facebook feed; Alexa 
talks to us. AI is everywhere and is transforming the way we 
live. Fundamentally, HR professionals and business leaders 
who engage with innovation will keep up. Those that don’t risk 
becoming irrelevant.

Data driven potential

Technology is giving Human Resources the ability to analyse 
and visualise employee data faster than ever before. This is 
a valuable tool for making better and quicker decisions, but 
workforce analytics are far from fool proof. Human involvement 
is still significant in both programming and judging outputs.  
This must not be overlooked.
Anything that involves language can only go as fast as the 
human power of comprehension and communication. Intuition 

is much faster and therefore more important to human survival. 
In his latest book Novacene, the centenarian engineer James 
Lovelock writes “Human civilisation took a bad turn when it 
began to denigrate intuition.” Intuition is what distinguishes  
us from machines.
Such speed of analysis is inevitably shaping strategic 
management thinking. Data visualisation of key issues and 
trends are more powerful than long-winded reports and 
rationale. Yet speed carries risk. It is easy to be impressed by a 
visualisation without assessing the underlying quality of the data 
it has harvested from and forgetting other relevant factors which 
are not as easily recorded.
Data science and algorithms predict human behaviours. The 
airline EasyJet is an example of how a corporate has benefitted 
from AI predicting its passenger demand patterns. In the same 
way, AI can predict employee behaviour patterns to yield desired 
business outcomes. Yet HR may judge employee behaviour 
at work better by knowledge and experience than purely by 
algorithms. Intuition again should not be lost. >

VIEWPOINT

THE BRAVE 
NEW WORLD 
OF WORK
Michael Sippitt, chairman and Georgia Roberts, solicitor at Clarkslegal 
LLP discuss the legal implications of AI.



Nonetheless the HR profession now needs strong awareness 
of all technologies that add value. Other digital developments 
in trade and supply chain management will also mean that 
HR cannot afford to be left behind in contributing to AI based 
analysis. But awareness alone won’t cut it. HR professionals 
need to be able utilise and implement new technologies and will 
also be on the front line when employees suffer as a result. 
HR must be aware of the risks such technology carries. 
Currently when technology fails, it is just an inconvenience. 
However, when trying to comply with legal duties, there may be a 
high price to pay for wrong outcomes. While human intervention 
is as ever prone to errors, the intervention may also remain 
essential as the data analysis must be considered, in the same 
way airline pilots at times have to judge whether the plane’s 
electronic systems are reporting a real problem or if it is just a 
technical glitch. Do not assume the computer knows best.
At another level, technology represents a world without 
parameters. Progress will be competitive and quite likely 
ruthless. Technological advances may easily be abused. 

Practical ramifications for HR

A major issue is recruiting people who can handle change. 
Adaptability has been vital to human evolution, and this is 
needed now more than ever. HR will need to find people who 
can adapt, train them to stay relevant and coach leaders through 
change by focusing on these skills. “Through coaching,  
leaders can develop their adaptability skills by raising their  
self-awareness around any resistance to change, by learning 
how to move outside their comfort zone to stretch their 
capabilities, and by building confidence to adopt a flexible 
mindset when dealing with change,” says Kate Oldridge, 
leadership coach with Forbury People.
Continuing education is needed. Lifelong learning seems now 
a necessity. The only problem is – learning what? At the recent 
Centenary conference of the International Labour Organisation in 
Geneva there appeared global consensus that job displacement 
is inevitable and is happening, and that lifelong learning is 
important for humans to keep meaningfully employed. The gap 
in the analysis is not only what is worth learning but also who 
will teach it?
The BBC recently reported on a new government scheme 
to retrain employees whose jobs are lost to automation. By 
2030, it is estimated that up to 20 million manufacturing jobs 
could be replaced by robots worldwide. This extends beyond 
manufacturing; many traditional jobs will be automated and such 
displacement is predicted to have a greater effect on women. 
HR will be faced with implementing significant changes to 
work patterns and terms of employment, as well as potential 
mass redundancies. It may be more likely that altering the way 
people work, i.e. hours and earnings, will be a prelude to more 
substantial transformation involving significant displacement 
of human labour, or may be implemented in parallel as already 
often happens in significant restructurings.

A strong argument can be made for promoting competence to start 
and run small businesses, which may help diversify economies. 
This will give some displaced employees a chance to start making 
a future for themselves. Even if only a small percentage do it – and 
succeed to any extent – it creates jobs for others. 

Challenges of the future

Looking at legal challenges, there are known problems of AI 
being potentially biased because of the influence of human 
subjectivity in its coding.
The lack of women in senior roles in technology companies 
is viewed as one explanation of bias, the same being true of 
race, age, and disability. Anything we have learned to treat 
as a possible breach of human rights is likely to find its way 
into computer programs. It will take legal challenges to hold 
corporates to account for relying on systems assuming they are 
free from bias. How do you defend a discrimination claim against 
a biased algorithm? To exacerbate the situation further, the law 
usually drags well behind technological advance.
The other problem already hitting employees is closer 
monitoring. Generally, employers will be free to introduce 
systems with employee consent that erode employee privacy. As 
jobs increasingly become more at risk of automation, employees 
become more likely to consent to sacrificing their privacy over 
sacrificing their jobs.
There is the beginning of an ethical backlash. Voices are heard 
speaking out against abuse of privacy at work and about the 
stress caused by over monitoring of breaks, performance,  
and even personal attitude. 
Trade unions have condemned monitoring technology for 
increasing stress among the workforce. Employees could 
be discouraged from taking breaks, or allowing sufficient 
time for strategic or creative thinking, for fear this will look 
‘unproductive’.
Employers should also be aware of how their employees are 
communicating and organising themselves via social media. 
Today’s world centres on how we connect and share, and 
trade unions are harnessing this. Employers who overlook 
this dimension may find themselves out of touch with their 
workforce. Connectivity now makes old fashioned employee 
engagement programmes look inadequate on their own. 

Brave New World

The right strategy in HR? Know your options how to maximise 
value from better people management boosted by swift 
analytics, be mindful of validating outcomes as unbiased,  
and focus on well-being and better engagement of employees 
while using better analytic tools.
The message for HR in the brave new world of AI: use it well 
and win; abuse it and there will be a price to pay in terms of 
reputation, employee trust, and legal risk. 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

Join us to celebrate!
Awards Ceremony – 7 November 2019

PARKROYAL on Pickering, Singapore
If you are an industry leading, innovative and high quality recruiter or recruitment business, come and 
celebrate your industry at The Global Recruiter Asia Pacific Industry Awards 2019. This years’ updated 
and highly sought after awards have attracted entries from the region’s finest recruitment companies, 

suppliers and individuals and this is where the industry will come together to celebrate it’s  
amazing achievements. 

The Global Recruiter Asia Pacific Awards’ unique approach means it attracts entries from newcomers and 
experienced recruiters in equal measure. It is a level playing field where recruiters are identified on merit 
alone by a specially selected panel of industry experts – people who know what it takes to be successful 

and to go that bit further in pursuit of excellence.

With great entertainment and a fantastic meal, this is one industry event you won’t want to miss. 
So book now to avoid disappointment and grab yourself a seat at the event which demonstrates the true 

achievements of an exciting and constantly growing industry.
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The transition goal

Ask Google how many recruitment agencies are there in the UK and 
the answer you get is 39,232. I read only last week that there were 
an estimated 10,000 recruiters in the Manchester area alone and 
115,000 recruiters across the UK. That’s a lot of recruiters and a lot of 
competition – and of course we all provide the best service! 
Admittedly this covers every sector of recruitment, and it is estimated 
that more than 90 per cent of these agencies are one-man bands.  
But in 2017/18 according to the REC, total revenue from permanent 
and temporary placements reached £35.7 billion. £30.8 billion  
was generated from temporary placements while approximately  
£4.9 billion was generated through permanent placements so that’s 
also a great deal of income to go around. Not least forgetting that 
many UK recruiters do zero recruitment in the UK, choosing instead 
to focus on European and Global recruitment markets. The REC also 
estimates that 56 per cent of vacancies in the next 12 months will 
be filled by agencies, so that’s still a huge number of roles to fill and 
ensures the role of the recruiter is as pivotal as ever.
The IT/technology sector is one of the largest of all the recruitment 
markets but it’s also one of the markets with the most recruiters and 
therefore the most competition. As MD of Xpertise Recruitment, an 
award-winning IT/technology recruitment company only six and a half 
years old and recently awarded highly commended for best specialist 
recruitment agency at the Global Recruiter 2019 Awards, life has never 
been better – despite the competition not to mention HMRC regulatory 
interference.

The positive trends

The UK is currently experiencing the lowest unemployment rates since 
records begun. It’s never been a better employment market for skilled 
talent and with more jobs, more trainees getting into work early, a 
strong, stable economy, income continues to flow into the UK economy 
ensuring businesses can continue to invest in technology to either 
provide competitive advantage or to disrupt. 
Shortly after the last recession, the recruitment industry suffered like 
every other sector – falling by 15 per cent. IT investment was replaced 
with reductions in CAPEX spend, tight business as usual IT cost 
management, redundancies and ultimately less demand for skilled  
IT/technology talent. 
But the real surge in demand in our sector I believe is due to the 
following reasons:
• Offshore providers no longer offer the same cost benefit/value as they 

once did – partly down to huge inflationary salary pressure  
in countries like India which means UK firms look to hire local  
talent instead

• The above offshoring trend happened for so many years that the 
UK lost nearly a decade of skilled software engineering/tech talent 
prompting huge skills shortages 

• Tighter Visa controls for talent coming from outside the EU therefore 
reducing supply

• Ever increasing tech start up scene requiring ever more software 
engineering talent

• Ever increasing investment inhouse to build inhouse technology 
solutions for their customers

• Ageing legacy talent are starting to retire resulting in the acceleration 
and replacement of legacy systems with many firms choosing to build 
rather than buy in replacement systems 

• Demand for SAAS software products and platforms
• The demand for new job families such as data, machine learning and 

digital talent
• The challenge of engaging women into tech – we still see only  

a single digit percentage of software engineers are women so  
the industry 

There is no doubt that the IT/technology sector is very well positioned. 
But there are still challenges to overcome. Firstly, we have skills demand 
which outstrips talent supply. Next, we have Brexit which creates an 
element of uncertainty and I predict that once we leave the EU the 
following month will be a bad month. However, I also think the month 
after that will be really strong as people and businesses think  
– hang on a minute not much has really changed so I will carry on  
as normal.
Next we have the upcoming IR35 private sector regulation which will 
most likely result in more contractors moving back into permanent roles 
partly due to worry about a big tax bill and the reduced difference in 
earnings. Some may even contract abroad instead of in the UK until at 
least they realise taxes are generally still higher outside the UK.
There is no doubt in my mind that UK recruitment businesses will lose 
contractor margin in April 2020 onwards as this is what I saw only 12 
months ago when the same regulations entered the public sector. Don’t 
get me wrong, where there is change, there is opportunity, but I expect 
us all to have an unintended short term hit on what we would normally 
would have expected. But medium to long term the UK contractor 
market will still be exceptionally strong.

TECH SUPPORT
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The right reaction

Here at Xpertise, we know what’s coming but we also know what is 
effective to help continue growth. Having spent two decades working 
in IT recruitment the challenges are consistent by enlarge with the 
odd curve ball thrown in, so you have to evolve and develop your 
services to stand out from the crowd. 
In recent years, the industry has seen LinkedIn, more investment 
in internal talent acquisition teams, large increases in recruitment 
agency headcount, new legislation such as AWR, GDPR and new 
IR35 legislation and, of course, Brexit.
To help adjust, we are introducing new products and services to offer 
new solutions for our candidates and clients. For example, one of our 
seven new product services will help manage the IR35 legislation for 
both clients and contractors.
But we also know that great customer experience still makes you 
stand out in an extremely crowded market. We know that if we 
hire great talent and train them to be world class then we will be 
successful. We know that if we diversify our client base away from 
just the UK that this will help protect us from any Brexit pressure.
We know that by focusing on our really really important strategic 
priorities across sales, finance, people and operations and holding 
ourselves to account that we will be successful. We know by 
continuing to be open, honest and transparency with all our people 
and our customers that we will be successful. We know by building  
a super strong culture with a clear vision and mission we will  
be successful. 
We know by engaging our people in the development of Xpertise 
that the business will be stronger and with an even more engaged 
team. We know that by ensuring Xpertise is the best recruitment 
company in the UK to work for that we will be successful. We know by 
showing our personalities to our candidates and clients that we will be 
successful, there are certainly no robots at Xpertise.
Whilst APSCo suggested in 2017 that industry churn was 27 per cent 
we know that many recruiters are seeing 50-70 per cent churn on 
consultant head count, so we know that if we can be better than 27 
per cent then we will be successful. We know that as a leadership 
team, by caring about our people, by pushing down responsibility and 
by challenging our teams to be winners, that we will be successful. 
As the ultimate leader and founder of Xpertise, I always take time  
to think about what it was like for me as a consultant. What it was like 
when I was a trainee, the higher targets and therefore pressure that 
goes with moving to senior level and the responsibility of being  
a manager. 
At heart I am still an IT recruiter, whilst I wear the leadership hat, I 
am still one of the team, passionate about this sector, I love what 
I do, I love the people I work with day in and day out and love 
the engagement and friendships created over the years among 
candidates and clients. 
I feel blessed to have spent 20 years in this sector, I look at young 
talented people starting their careers who reject the chance to work  
in this industry and I think, you have no idea what you are missing. 
The next 20 years will see more changes, more grey hairs for me and 
my team but if it was easy and boring, I would have left the sector 
years ago to do something else. n

Richard Harrison, MD of Xpertise Recruitment gives an insight 
into the IT and technology sector.
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Emma Reeves of The Recruitment Network discusses 
their latest meet-up and work.

I couldn’t have found the last 24 hours 
more stimulating and energising, 
frightening yet reassuring, innovative 
yet so simple and just plain fun
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Encouraging business leaders to understand the art of “being 
clueless” isn’t a message you’ll hear at many events, but The 
Recruitment Network’s Summer Retreat has never been an event 
where ‘same old, same old’ is churned out. 
A total of 180 business leaders learned from Coffee Republic  
co-founder Sahar Hashemi that even though Coffee Republic 
grew to be considered one of the most successful coffee brands 
in the world – Sahar and her brother Bobby started the business 
completely clueless. Clueless about business; clueless about 
building a brand and completely clueless about coffee. Surprisingly, 
being clueless turned out to be one of the key contributors to the 
success as Sahar and Bobby were able to see things through the 
eyes of their customers – which ultimately gave them an advantage 
when making the most important business decisions that led to their 
growth and success. Being clueless meant that they weren’t stuck 
in what Sahar described as “the expert trap”. The expert trap comes 
armed with phrases such as “I know what works”, “it’s not industry 
practice” or “this is the way we’ve always done it” and at times, this 
kind of attitude can become toxic within a team and can stop the 
business from flourishing. After a lot of rejection, persistence and 
coffee tastings – due to Sahar and Bobby’s ability to put themselves 
in their customers shoes – they came up with the perfect blend for 
their business model and their cup of coffee. Inevitably the more 
expertise and experience we gain over the years, the less ‘clueless’ 
and therefore entrepreneurial we become.  
Over a jam packed schedule at TRN’s two day summer retreat, 
members come together alongside some of the most remarkable 
thought leaders at the beautiful Tortworth Court in Bristol. 
Collaboratively they tackled how we can achieve not only the perfect 
cup of coffee, but the perfect blend of people; systems; processes 
and attitudes in our businesses to really help them thrive. 

SUMMER 
SUCCESS

 

The Recruitment Network has always sought to help members think 
outside the ‘box’ of their business and indeed recruitment to think 
differently. Formula 1 team leader Mark Gallagher how even in the 
high tech world of F1 his ultimate learning from his (very successful) 
35 year career is that “it is people that make a difference every 
single time”.  Trust-worthy, dedicated and motivated people are the 
foundation of success and in a world where everyone talks about 
innovation – sometimes the answer doesn’t have to be a crazy and 
complex idea, something seemingly small and simple can change 
everything. Mark shared a story of how his team’s hospitality bus 
driver (Dave) was ultimately responsible for the team winning the 
French Grand Prix. Dave shared none of the technical skills that his 
colleagues in the pits or data analysts had, but Dave came up with a 
simple idea that would give the team an edge over their competition. 
At first Dave's idea was ridiculed, until eventually their technical 
director gave instructions to the team to follow Dave’s advice – 
mid-race! Why? Because he trusted Dave, and he had seen Dave’s 
passion for his job and his team for the past seven years. 
Recognise their contribution, involve them in decision making 
rather than leaving them feeling disconnected and encourage 
them to bring ideas (no matter how big or small) to the table – it 
can be a game changer.
Hearing Mark’s thoughts on how we can use data to improve human 
performance was also really insightful. It sparks the question – do 
we use the data available to us to its full potential? For most of us in 
the recruitment industry, the answer is probably no. 
Lars Tewes isn’t a household name but he should be for anyone 
in sales. Lars ran a phenomenal, truly thought provoking, sales 
workshop, introducing us to the “Habits Triangle”, a ridiculously 
simple, yet powerful framework to drive up sales performance. The 
Habits Triangle frames skills, motivators  and systems which impact 
the sales performance of recruitment consultants. Having mapped 
it out the and rated it, the results were extremely eye opening – it 
became apparent that 17 out of 18 tables had rated ‘systems’ 
effectiveness the lowest – which meant that approximately 95 per 
cent of people in the room agreed that systems/processes and the 
use of them were their businesses’ weakest link.
Possibly the biggest factor preventing us from achieving our goals 
is therefore a lack of good systems and processes being used. 
This is common across a lot of sales businesses, and recruitment 
businesses are no exception. Lars’s experience is that the ‘culture 
of sales’ has convinced us that the ‘systems/processes’ part of the 
triangle is not as important as the other two aspects. We pay a lot of 
money for good systems, whether this is a CRM or other tech – but 
if we are not analysing and utilising the data we gain from it, then we 
will never experience a good ROI.
“Meat Loaf was wrong when he sang Two out of Three ain't Bad”  
Skills and motivation without use of systems/processes does not 
unlock sales performance and potential. We need to put a focus back 
on systems and how we can leverage our data.
A day soaking up knowledge and insights from thought leaders, 
industry experts and peers earned everyone the chance to reflect, let 
their hair down a little, chill and have some fun. Members, partners 
and the TRN Team enjoyed a memorable Glastonbury themed 
evening with entertainment ranging from a live band, giant bubbles, 
a butterfly on stilts, jugglers and a fire show!  

The whole picture

TRN has always believed in physical wellbeing as much as 
developing skills and knowledge. Yet again the Summer Retreat  
7 am bootcamp proved popular this time run by Steve Preston, 
CEO of Heat Recruitment (ex-military!). With the scorching sun and 
an hour of high impact physical exercise – some of our members, 
partners and the TRN Team certainly felt the heat at The Retreat! 
Friday morning introduced Kate Hull Rodgers to TRN with the 
philosophy of “People who have fun, get more done”. With mental 
health and wellbeing higher up the agenda than ever, Kate shared 
(in a hysterical approach) how laughter can improve your mental 
health and the list of health benefits associated with the physical 
activity of laughter and taught us an exercise (that she has named 
humour-obics) that will not be forgotten. 
This year, to add real practical value the members as possible, 
on top of the speakers, a selection of six interactive breakout 
sessions were offered throughout the two days, with members 
choosing the workshops most relevant to them and their 
businesses across on marketing, finance, productisation, building 
a contract desks, scaling up and creating high performing teams. 
Each workshop combined recruitment sector experts, peers 
challenging each others’ thinking and collaboration in solving 
some of the biggest challenges currently being faced within the 
industry and within each of their businesses – TRN at it’s best.
We wrapped up two days worth of incredible content with an 
interactive presentation from Pete Wilkinson (founder and CEO of 
Reclaro), who dug deep with our members about what challenges 
they face themselves, with their teams and with their business. 
Pete provided a lot of practical solutions and one piece of advice 
in particular really resonated . “Lots of us write a to-do list, but 
what we need to build is a ‘not to-do list’” – Pete recognised that 
not using our time efficiently, can be one of the most detrimental 
things we can do. Pete told us about an American corporate who 
banned staff from cc’ing each other into emails for 30 days. Most 
of the time, cc'ing someone into an email is just a way to safeguard 
yourself from blame – but it wastes a lot of time. On average, the 
business found that each exec gained 45 minutes a day, simply 
by not having to read emails that weren’t relevant. So simple, but 
such a great piece of advice from Pete. 
TRN’s 2019 Summer Retreat was really an event to remember  
and we are delighted that our members found true value in our 
key-note speakers, interactive breakout sessions, practical  
take-aways and in many peer to peer exercises. 
You will often hear our founding director Gordon Stoddart, talk 
about the importance of asking for (and providing) feedback. 
Asking for feedback is something that TRN feel passionate about 
– and it’s feedback like this that makes us incredibly proud of our 
network and what we can achieve together. In the words of one of 
our members: “TRN is not your average network, it's THE network 
for recruitment leaders” – we couldn’t agree more!

To find out more about The Recruitment Network please drop 
us a line at support@therecruitmentnetwork.com n

Brilliantly organised, amazing 
attendees and powerful speakers  
– made a huge difference to me 
and my business




