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When is a review not a review? The start of the year has seen the new Conservative
government seek to make good on its promise to look again at IR35, lining up a series
of round table discussions on the subject. And yet the idea of actually changing

the legislation is not on the table. Instead, Jesse Norman, Financial Secretary to

the Treasury has said: “The purpose of this consultation is to make sure that the
implementation of these changes in April is as smooth as possible.”

To call this disappointing is an understatement. For years the recruitment industry

and voices from across the wider world of employment have spoken out against

these changes, advising how they will damage the flexible workforce and the ability of
employers to get the talent they need, when they need it. We have already seen how the
changes have damaged the public sector and yet again it seems that the government
seems determined not to listen and press ahead regardless.

It's a sobering start to a challenging but hugely promising new year. If nothing else there
are signs that the employment market is responding to the certainty provided by the
new government and whatever the outcome of IR35, Brexit and more, the recruitment
industry will continue to demonstrate its resilience and value to the economy of this

* country and internationally.
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IR35

could be the best thing

to happen to your business
in 2020.

No, really.

IR35 is going to be big in your world. The big question is how?
At People Group, we help businesses optimise payroll to help them grow.
By taking a consultative approach and using our expertise and technology
to create the best solution for your business. Keeping you safe and driving
real efficiencies and cost-savings.

50, while everyone else is worried about the threats of IR35, you can look
forward to the opportunities.

people

peoplegroupservices.com
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On March 4th 2020 The Global impact of automation in business  coming world of work. exhibition from the industry’s
Recruiter’s UK Summit in London  organisation and culture, The Summit has also secured most innovative and valuable
will be addressed by George Zarkadakis has over 25 years’ a presentation from APSCo suppliers, The Global Recruiter’s
Zarkadakis, Digital Lead at Willis  experience in management featuring ground breaking UK Summit is the place where
Towers Watson. Drawing on his consulting, communications and research into the current and recruitment leaders can discuss,
company’s recent report HR digital strategy. He holds a PhD potential state of tech use within design and start to implement
4.0: Shaping People Strategies, in Artificial Intelligence and is the  the industry. Alongside this their strategy to ensure future
Zarkadakis will give the keynote author of ‘In Our Own Image: will  there will be highly informative success, this year and across
speech to the Summit, providing Artificial Intelligence Save Us or interactive panels featuring the decade to come.

recruiters with a privileged insight  Destroy Us?’ His presence at the  leading experts

into the coming world of work, the  Summit will give attendees the and practitioners from recruitment | Recruiters can register to attend
possibilities and challenges, and perfect chance to understand companies, technology suppliers | for free at:

where the recruitment function what the world of work could be and employer HR functions. www.summit.theglobalrecruiter.com
and recruiters will fit into this. like and therefore to recognise Hosted by The Recruitment

Responsible for innovation what they need to do not just to Network’s Chairman James

and advisory services on the be relevant but to thrive in the Osborne and including an

For the latest industry news log on to www.theglobalrecruiter.com or sign up for our regular news by email
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will enable you to promote And we know that the industry industry, the people who know growth and development. In
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ideals, and vision for the someone — either from within they see it. part of the Awards, your business
recruitment industry at one of the industry or with some Past companies and individuals  can benefits for the months and
the most important times in knowledge of its potential, has recognised by these Awards years ahead.

the history of the workplace. the foresight to disrupt the have benefitted from the The Global Recruiter UK Industry
Brexit, international talent, the status quo and introduce a step  profile and attention it has Awards aren't just for this year
candidate driven market, the gig  change to the industry. brought them, together with — the recognition they bring could
economy, and technology are all  Unsurprisingly for such the assurance of quality and power your business through
having a huge impact, and this prestigious Awards all entries excellence afforded by the to your most successful and

is your chance to demonstrate are judged by recruitment process. Not only that, but many exciting decade.
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MOVING ON

Research by Tiger Recruitment
found 54 per cent of respondents
plan to stay in their current

role for fewer than 12 months.
Furthermore, a quarter of
employees (25 per cent) say
that they are dissatisfied or very
dissatisfied in their current role.
The survey of over 2,000
employees suggests that, as
staff return to work after the
Christmas and New Year break,
many will also begin their search
for a new position. January is

a popular time for job hunters,
as employees reevaluate their
objectives and what they want
from their careers. The most
common reasons for moving on,
according to the survey, are a
lack of career progression

(25 per cent) and a desire for a
higher salary (17 per cent).

The study found that women

are slightly more likely to be job
hunting in 2020, with 55 per cent
saying they want to move roles
within 12 months, compared to
47 per cent of men. This trend

is also reflected in satisfaction

‘REVIEW’
MAY NOT
CHANGE
ANYTHING

There has been an
overwhelmingly negative reaction
to the government’s review of the
Off-Payroll legislation from the
recruitment and staffing industry.
As the government proposals are
limited to round tables in London
and will not include any changes
to the legislation itself many are
questioning the point of this
exercise. Julia Kermode, FCSA'’s
chief executive describes the
review as “meaningless” coming
from a government “who seems
intent on bulldozing ahead with
its plans”.

Among other criticism she notes
the timetable of the review: “They
are expecting the review to be
completed by mid-February

which is simply not long enough
to consider the deeply complex
range of issues that the

Off-Payroll legislation is throwing
up. HMRC has stated that they will
be continuing its preparations to
roll out the reforms in April come

figures, as over a quarter of
women (27 per cent) say they
are dissatisfied in their current
role, compared to just one in five
men (20 per cent).

Job hopping is also more likely
amongst younger employees,
with 56 per cent of those between
the ages of 16 and 34 saying
they plan to stay in their current
role for less than a year. This
compares to just 52 per cent of
those over the age of 35.
“January is typically a time for
taking stock and evaluating what
we want from our work and lives,
and for many employees that
means starting their hunt for

a new challenge,” says David
Morel, CEO of Tiger Recruitment.
“With unemployment at its lowest
level since the 1970s and skills
shortages affecting numerous
sectors, good candidates are in
high demand. As our findings
show, opportunities for career
progression and pay rises are
among the biggest drivers,

so organisations must ensure
they’re proactively offering both
to existing staff to avoid seeing
their top performers jump ship in
the new year.”

what may. We have also learned

today that the review will focus on
the implementation of the reforms
rather than the reforms themselves
which is not what was suggested

and is not what is needed.”

Andy Chamberlain, deputy director

of Policy at IPSE (the Association

of Independent Professionals and

the Self-Employed) was equally
scathing of the review calling

it “disappointingly hasty and
inadequate.”

“Not only has the government not

said it will pause the changes, it has
also allocated far too little time for a
full review and said nothing about

selecting an independent chair,”
he says. “Such a limited review
would leave the freelance sector
floundering. Right now, across the
sector, contractors and freelancers
are panicking at the prospect of
these disastrous changes.

“Major businesses, including most
of the large banks, have already
announced they will no longer
engage contractors out of fear
they will fall foul of the notoriously
complex legislation. Even before
the new rules take effect, they are
precipitating a crisis among the
self-employed.”

Tania Bowers, Legal Counsel at

the Association of Professional
Staffing Companies expressed
APSCo’s disappointment that
there was no intention of delaying
incoming changes. “APSCo has
called for implementation to at
least be delayed pending a further
impact review and completion of
an assessment on employment
status,” she said. “There is a
clear need for a proper review,
with adequate time to publish the
outcome and recommendations
of the review, and then roll out
changes with certainty on final
legislation. This timeline just
doesn’t work.

“We, of course, support HMIRC's
intention to ‘ensure smooth
implementation of the reforms’,”
she added, “We also welcome
further internal analysis of the
CEST tool. However, the reality

is that this review — at this time
—is likely to create even more
confusion.

“Essentially, with just weeks

to go until the changes are
implemented, we are now at a
point where we don't have any
certainty around final legislation
or any firm guidance from HMRC.
New rules apply from March for
firms running monthly payrolls

— this eleventh-hour review is
simply too late.”

Executive search firm Berwick
Partners has opened new offices
in Singapore as well as Dallas

as the company continues its
strategic expansion plans. Already
operating from key locations
across the UK in Birmingham,
London, Manchester, Leeds, and
Glasgow, the company also has
an international presence with
offices in Amsterdam and Dubai.
Richard Love, the managing
director of Berwick Partners says
the Asia and US expansion:

“We have a clear plan to further
internationalise the business over
the next three years, to provide

NEW
ROLES FOR
CUSTOMER
SERVICE

A survey, by quality assurance
improvement platform, EvaluAgent
says that nearly two fifths of
employees in customer service
roles are likely to look for a new
job in January, due to a seasonal
slump in engagement and
motivation. Overall the survey
found that 40 per cent of customer
service staff are less happy in
January than any other month,
leading to 39 per cent actively
searching for a new role.

The financial impact of this
employee churn is considerable.
Based on the average customer
service worker’s annual salary of
£21,000, each departure costs
businesses at least £6,300 due

to recruitment expenses and
reduced productivity. The report
estimates that around five per cent
of customer service workers will
actually leave their jobs in January,
so with 640,500 people currently in
customer service roles across the
UK, this could mean businesses

SINGAPORE OPENING

greater coverage and value for
our clients, candidates and our
consultants,” he says.

“The Asia Pacific market is one
we have long been targeting; it's
a key region and a foothold is vital
for Berwick Partners to be a truly
global business. Singapore is an
ideal base for the new office in
the AP region.

He adds: “A strong US presence
is equally important to the firm’s
plans, and the new Dallas office
is a sign of both our intent and
market opportunities across

the US.”

Appointed to head the new

stand to lose around £200 million
in January alone.

The survey also revealed

that employers seem to be
underestimating the issue, with

70 per cent of workplaces not
believing that staff are more likely
to change jobs in January than

in other months. Fortunately,
according to the research there
are a number of engagement
strategies that would successfully
prevent customer service
employees from starting their
January job hunt.

Interestingly, financial incentives
such as salary increases and
bonuses alone are an ineffective
solution, with 47 per cent of those
surveyed saying that money
wouldn't affect their decision as
to whether to stay or leave their
company in January.

This was especially true for
younger workers, with 59 per cent
of 18-24 year olds saying that
money isn't an effective motivation.
Instead, the research showed that
businesses should be utilising

a full spectrum of tools to boost
employee engagement, including
regular and timely feedback,
which was deemed as effective
as a cash bonus by 54 per cent of
employees.

Non-financial reward schemes

Singapore and Asia Pacific
operation is Tim Klimcke, who

will drive building the team that
will work with multi-national
organisations across all industries
and markets in the region.
Meanwhile, Brian Watson will

be partner and head of the

Dallas office. He is the firm’s first
partner-level hire in the US and
will also lead the HR practice
across North America.

“We are thrilled to have such
highly respected and experienced
recruiters to lead the two new
offices and establish and grow
the business in these locations,”

f

y

were almost as popular, with

44 per cent of employees saying
these would prevent them from
looking for a new job at the start
of the year, while more than a
third (36 per cent) said employee
benefits such as healthcare and
flexitime would encourage them
to stay.

Goal-based objectives can be

an effective way of improving
motivation, by increasing the
sense of purpose and pride in a
person’s work. Nearly a quarter
of employees (24 per cent) said
that this would be enough to make
them reconsider looking for a
new role.

“High employee turnover in
January is a real problem for
many businesses, and can cause
significant problems when it comes
to productivity and customer
satisfaction levels,” observes

comments Richard Love. “l am
looking forward to working with
Brian and Tim.

“The Singapore and Asia

Pacific office brings particular
opportunities,” he continues. “With
Tim’s ambitions and vision for
growth in the AP region, Berwick
Partners can also explore the
particular operations for project,
volume solutions through our
division Berwick Talent Solutions,
a specialist in delivering project
and volume recruitment, market
mapping and talent pipelining,

as greater numbers of Western
clients expand across AP.”

-

Jaime Scott, co-founder and -
CEO of EvaluAgent. “Our research
clearly shows there is a direct link
between employee engagement
and turnover, suggesting that
businesses need to be making

far more effort to engage their
workforce at this time of year if they
are to prevent the annual surge in
departures.

“We know that in order to do so,
they need to ensure they are
utilising a full range of tools, as

no one strategy will be effective
enough on its own,” he added.
“With a variety of both financial and
non-financial incentives in place,
businesses should not only see
the number of employees leaving
in January go down, but should
also see employee performance
and therefore customer satisfaction
improve, making it a win-win for

all involved.”



LVI Associates, the engineering
and infrastructure brand in the
Phaidon International group,
has announced the expansion
of its existing Dallas, Texas
office. Since the brand’s launch
in 2016, LVI Associates has

experienced significant growth

supporting clients in the Texas
and wider Southern reglons
from their office h ondon

Research from Guidant Global
has suggested that meaning

in work increases motivation,
drives productivity and enhances
employee engagement. However,
contrary to popular belief, pay

is not the principal driver behind
meaningful work.

In the talent management
specialist’s new whitepaper,

‘The human connection: Why
meaning is so important to
work’, the company report how
employees who say they have

MOVES

Global technology recruitment
company Talent has announced
the appointment of former
People Source consulting senior
director Phil Orsborn as regional
manager. Orsborn will spearhead
the company’s ambitious growth
plans across the UK.
With over twenty years’
experience in the technology and
digital recruitment sector, Phil
Orsborn has spent the last eight
years with Experis/People Source
in Bristol as a regional manager
and senior director, building and
leading high-performing teams

of both permanent and contract
consultants to achieve industry-

As of this month, LVI Associates
now has a physical team on

the ground in Dallas to provide
more immediate support to their
clients and candidates in the
region, and to immerse their
services in the local market. The
LVI Associates team will initially
focus on securing top talent for
clients across building services,
construction, forensu:s,

power, renewable

P

‘very meaningful’ work spend an
additional hour a week working

— equivalent to a 2.5 per cent
increase in productivity. They

also take, on average, two fewer
days paid leave each year

— boosting productivity by a further
one per cent.

This comes at a time when Harvard
Business Review’s report reveals
that across all age and salary
groups, people are willing to pay a
significant amount to find meaning
— with 23 per cent of US workers
stating they would forego their
entire future lifetime earnings in
order to have a job that was always
meaningful.

For businesses to attract and retain

leading results.

On joining Talent, Phil Orsborn
said: “ am very excited at

the prospect of growing and
developing the team in Bristol.
We have a fantastic platform and
| fully expect the Bristol office to
become a real force in the South
West market over the next few
months and years.”

This appointment is part of
Talent’s ambitious growth plans
in the UK. The company currently
operates 16 offices across the
UK, Europe, North America and
Asia Pacific. Following significant
investment in its UK operations,
Talent has exceeded 65 per cent
year-on-year revenue growth in
the UK over the past three years
and NFI growth has exceeded

strengthen our local capability
in the South,” said Elliott
Milton, Phaidon International’s
executive director for Dallas and
Fort Worth. “LVI Associates is
our fastest-growing brand in the
group, and | am excited to be
able to service the market locally
and solidify our place as one of
the leading recruitment firms in
the Dallas market.”
Given the continued growth
ngineering and
industries across
ssociates will

talent, and improve productivity,
meaning can no longer be a minor
consideration — it needs to be a
business imperative. Younger
generations are far more driven

by being part of something ‘bigger
than themselves’ and ultimately
working in roles that provide
meaning to their lives.

Guidant Global explains that this
can be achieved by emphasising
to employees why their role

is important to the business;
connecting individual jobs to a
bigger purpose; and understanding
the impact a person’s remit has for
customers.

“At Guidant Global, our business
strategy is ‘People Lead Growth’

50 per cent year-on-year over

the same timeline.

Pedersen & Partners have
announced the promotion of client
partner Zak Marar to country
manager for UAE and head of
MENA. Michael Al-Nassir, partner
and the head of Middle East,
Africa, Central & South Asia
who has led the Dubai office
since its establishment in 2008,
will continue to build the firm’s
presence regionally.

“Pedersen & Partners’ growth
strategy in the region has ensured
that our organisation stays ahead
of the competition with game-
changing leadership advisory
services in addition to executive
search, enabling us to harness
market forces to our clients’

connecting candidates with
career opportunities at industry
-leading organisations.

“The Texas infrastructure market
is booming; and having created
a significant client network
across the state, it only made
sense that we launched the
brand into our Dallas office,”
says LVI associates director,
Dan Brook. “Not only will this
allow us to be closer to our
candidates, but also decrease
the time it takes for us to solve
our client’s biggest business
problem, finding talent.”

and the success of our business
depends upon and revolves
around the welfare and motivation
of our people,” says Charlotte
Woodward, people service director
at Guidant Global. “We know from
the Taylor Report — a review of
working practices in the modern
economy — that pay alone does not
motivate people — underscoring the
importance of ‘good work for all.”
With productivity in the UK below
average for the rest of the G7
advanced economies Woodward
believes employers have a real
opportunity to drive improvement
by providing their workforce with

a sense of inclusion, purpose,
fulfilment and meaning.

advantage,” said Zak Marar.
“This region offers unmatched
opportunities for development,
and I'm thrilled to take on this
new role as we continue to
reinforce our presence here.
“Our Dubai office has a collegial
and entrepreneurial spirit, and
applies an energetic, solutions
-oriented approach to leadership
challenges that sets our
team apart in this competitive
environment,” he adds. “This
new role will allow me to further
develop our customer-centric
vision and provide a clear
mandate to support our clients
with innovative, value-added, and
high-quality solutions for the
most impactful results.” M

BETTER PEOPL

THE SOLUTION IS IN THE PALM OF THEIR HAND

Enhancing your people’s work life can really unlock business growth and success, Offering a complete package of vital health and
well-being support, money saving lifestyle discounts and streamlined employment communications to your employees and temporary
workers could revolutionise your engagerment with each and every one of them

Want to know what this could look and feel like in your business? Why not sign up for a free trial, call us on 0121 661 4851

www.hive360.com



ON YOUR
MARKS

Denis Pennel, managing director, World Employment Confederation
on how to activate the labour market.

One of the many challenges facing the world of work today is the
prospect of increasingly tight labour markets. A range of factors
including ageing demographics in many parts of the world, the
development of more flexible and diverse forms of work and the
increased pace of job creation and destruction, have resulted

in higher labour market participation rates and a shortage of
candidates and skills in many areas.

Simply put, finding and securing talent has become a full-time
job in itself and a growing focus for employers. We see this
across the whole labour ecosystem — not only in corporations
but also in the public sector, municipalities and NGOs.
Organisations are having to anticipate their labour needs more
carefully. They must consider not just their current requirements,
but what competencies they will be likely to need in five years’
time so that they can plan for the future and seek out the talent
they need.

We need activation policies that focus on
those people who are already in employment
and take a life-long approach that supports
them throughout their working lives

In many ways this same challenge faces workers too.
Technological advances, automation and the rise of Al mean

that we are all having to embrace lifelong learning and the need
to acquire new skills throughout our working lives in order to
maintain our lifelong employability. We need to take control of our
careers, recognise where growth areas are emerging and identify
how we can get the training we will need in order to access them.
One way to address the lack of talent is to bring people back into
the labour market. Indeed, maintaining people in employment is
in everyone’s interests as research confirms that long periods of
unemployment have a significant detrimental impact on people’s
economic wellbeing and on their future employability. Economies
need effective activation policies that give more people access to
the labour force and train them to do the work that is available.

Activate people

However, for activation policies to play a really effective role in
transforming labour markets, the focus needs to shift away from
jobseekers and displaced workers and the traditional, ‘curative’
activation policies. Instead, in order to better anticipate change

VIEW FROM WEC 11 Waw

and transitions, we need activation policies that focus on those
people who are already in employment and take a life-long
approach that supports them throughout their working lives.
Activation policies need to shift from being reactive to become
proactive and consider how we can best support people at every
stage of their employment journey: from first-time labour market
entrants; to people navigating the coexistence of diverse forms
of work and looking to identify which best meets their situation
and needs; to accompanying workers in taking career breaks;
and finally to supporting older workers in gradually withdrawing
from the labour market.

If we are to meet UN Sustainable Development Goal 8 of
‘promoting sustained, inclusive and sustainable economic
growth, full and productive employment and decent work for
all’, then we need better planning and cooperation among the
different labour market actors. Public private partnerships
present an interesting opportunity but do not work optimally

in most countries. As intermediaries, specialised in matching
supply with demand in the labour market, the private
employment services sector has a strong track record of
bringing people into work. In 2017 the global industry found jobs
for 53 million people worldwide and it is well placed to support
both organisations and workers in smoothing transitions.

Meeting the challenge

The temporary agency work sector offers an effective route to
work for many people — including those more vulnerable groups
such as young people, migrants and those who were previously
inactive. The sector has also expanded its service offering to
include more tailored products that support both organisations
and individuals in securing talent and jobs. Recruitment
Process Outsourcing (RPO) — where companies outsource their
recruitment and HR needs to a specialist supplier — grew 15 per
cent globally in 2017, and 33 per cent in Europe, the Middle East
and Africa. Career Management services are also diversifying,
supporting organisations in upskilling internal talent to fill skills
shortages and offering outplacement support to transition laid-
off employees to new opportunities.

As the jobs landscape continues to evolve in line with

societal, technological, demographic and economic shifts,

so intermediaries such as private employment services will

be vital in supporting both organisations and workers thereby
reducing labour market friction and maintaining high levels

of participation. B

www.theglobalrecruiter.com
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place globally and must therefore deliver the talent organisations need Event Parthers:
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Work is changing. The workplace is changing. The recruitment industry is being challenged Bullhorn“ N\ CIOUdCG" &

to address new needs, to work with the new employee models and company models. At

Recruitment 4.0 is a revolution in the way recruitment is carried out. It
reflects the adoption of technology in order to better source, manage
and place candidates with clients. Recruitment 4.0 is the recruitment
sector’s response to the wider fourth industrial revolution, now taking

the same time, recruitment companies need to adopt new technology to stay efficient,
effective and relevant.

With input from future thinkers, workplace and recruitment sector experts, practitioners
and end users, this is a chance to understand what lies ahead and to identify the processes,

The Summit is *free of
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Drawing on the recent Willis Towers Watson report, Zarkadakis
gives an insight into what the world of work could look like and how
recruiters need to adapt to keep up. Supported by:
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Register now:
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Based on exclusive recruitment market research, Hurley details the
trends and challenges when technology meets recruitment. How can

automation and the human touch work together.
For Exhibition and Sponsorship enquiries,

please contact:

Trevor Dorrell: trevor@theglobalrecruiter.com . .
The organisers reserve the right to amend the programme or exchange speakers if it should be necessary. Tel: +44 (0)1923 723990 @GlblRecruiter @globaledltor




IT'S NOT

YOU,
IT'S ME

Mara Swan, executive vice president,

global strategy and talent at
ManpowerGroup on getting more
women into leadership positions.

Today there is more focus on gender equality and women at work than
ever yet we are still caught in a circular conversation about why we do not
have enough women in leadership positions. Are they pushed out by male
centric cultures and the competitive squeeze to the top? Are they pulled
out by better offers by our competitors? Why do so many venture out on
their own to start their own business? And, while things have improved

— 2019 saw women hold 29 per cent of senior management roles
globally, the highest number on record — we still have a long way to go to
achieve parity for women in leadership. Something has to change about
the way organisations assess, develop and leverage female talent. We
need to act with the conscious intent of including women in leadership.

Women: the world’s largest untapped resource

Today’s labour market is tight and most developed countries are close
to full employment. Yet, global talent shortages are at a record high.
This year, 54 per cent of companies globally say they cannot find

the skills they need — almost double what it was a decade ago. In a
knowledge-based economy, talent is a key determining factor of the
competitive success of organisations. Many companies report that the
most significant barrier to growth is their ability to attract and retain a
skilled workforce.

Women continue to be an underutilised source of talent, despite attaining
higher levels of education than their male peers in OECD countries.
Companies can no longer afford to have a laissez-faire approach to
attracting, engaging and developing female talent if they want to remain
competitive. At the same time, it is getting more difficult to attract and
retain skilled women since they have more choice now than ever.

In the US women make up nearly half (47 per cent) of the labour force,

occupy 52 per cent of all management and professional occupations in
business, but hold just 21 per cent of board seats. A little over a quarter
of women hold executive officer positions, but only 11 per cent are top
earners and a just five per cent are CEOs. Although we've increased the
number of women in the workplace, we haven’t succeeded in getting
them into the key P&L, executive, and board positions that are imperative
for developing core strategy and business results.

Women face a further hurdle. Technological disruption in the form of Al,
digitalisation and robotics will disproportionately impact female workers.
This is because the roles most threatened by automation tend to have
higher proportions of women. We also expect to see growth in tech,
digital and STEM-related jobs, including data analysts, machine learning
specialists and engineers — all roles where women are underrepresented.
If we focus on helping women develop technical skills at speed and at
scale, while at the same time hiring people with learnability — the desire
and ability to learn new skills — we can make a real difference in shaping a
future in which everyone can be ready for high-growth roles.

Barriers to getting women in leadership

Organisational structure, a male dominated culture, and old-fashioned
views of ways of working, especially surrounding workplace flexibility,

are keeping us from retaining top talent and progressing women into
leadership positions. The issue is not whether women are able to adapt
to fit your organisation’s culture, but whether your organisation can adapt
to women’s needs. Women with higher education levels are prepared to
compete in a knowledge economy, and while we’ve successfully enabled
women to enter the labour force, it’s time for us to take responsibility to
ensure they make it to the top.

Over the past 30 years, organisations have changed recruiting tactics,
created development and mentoring programs, conducted gender
sensitivity training and launched affinity programs. A lot of time and money
has been spent, but these efforts just haven't produced stellar results.
Program success has been lackluster because the programs are a
generic and linear solution for a complicated issue. While recruiting tactics
have brought women into the workforce, development and mentoring
programs aren’t keeping them in. When women do stay, they largely

stay in ‘pink ghetto’ roles, i.e., staff roles instead of P&L roles, minimising
their chances of moving up. Women need experience and exposure to
advance, and today experience in business transformation and digitisation
is particularly valuable.

Staying in staff roles is not in itself a bad thing, as long as we can ensure
that it is an individual choice, but more often than not this isn’t the case.
We need to make sure women aren’t making this choice because they
don't feel encouraged to consider line roles, haven’t thought of line roles
as options, or the cultural or job role conditions are not amicable to their
needs. For example, 65 per cent of women say flexible work options are
important to them, yet only 28 per cent of employers offer them. Often
needs like this can be met with a little creativity and flexibility.

The role of CHROs

Instead of programs, CHROs need to examine how decisions are made
about women in their organisations and how the potential of these women
can be cultivated. We need to change our cultures to be more welcoming
to women. Our top leadership has to walk the talk from representation of
women in executive management up through the board of directors. The
critical tipping point: top leadership commitment. But our research shows
that 32 per cent of male leaders say that the responsibility is HRs — not
theirs.

Often we forget the ways in which we can be implicitly biased about
women’s behaviours. Unconscious bias, though not intentional, can have
disastrous results. During my interactions with hiring and promotional
decisions over the years | noticed the words used to explain the behaviour

Companies can no longer afford to have
a laissez-faire approach to attracting,
engaging and developing female talent
if they want to remain competitive

of male versus female colleagues in the workplace. Frequently,
women’s behaviours are referred to with negative phrasing whereas
men’s are referred to with positive phrasing. So the ‘assertive’ man
becomes the ‘aggressive' woman. The man who is referred to as a good
‘networker’ becomes the woman who is referred to as 'gossipy’. This
needs to change.

We need to make sure that we focus on having the right discussion
every time we make an individual human capital decision, particularly
for executive management, P&L jobs, and board seats. We must take

a systematic look at the impact of our decisions. For example, if we
have made thirty individual decisions and justified all of them, but these
decisions still result in an underrepresentation of women, then it’s clear
a new approach is needed. As CHROs, we're often too focused on
ensuring that each individual decision is correctly made and legally
defensible, rather than putting our energy into ensuring that our long-
term organisational objectives and interests are achieved through each
individual decision.

In short, we need to help leaders do a better job at creating a culture that
allows for gender parity across every line of the business. This can be
done by focusing diversity efforts on better data analytics and equipping
the CEO and their leadership team with metrics to evaluate and achieve
measurable results. This macro analysis provides a wider view into the
micro causes of our talent problems. We can then use the analysis to
target specific tactics to address parity issues particular to each of our
cultures. By looking at the macro data, we take emotion out of gender in
the workplace.

While this solution sounds simple, it's much harder to actualise. While
there’s no one-size-fits-all for something as complex as fixing the leaky
talent pipeline, there are ways to change your culture to leverage the
human capital women: (1) run analytics (2) determine outcomes (3) take
action and (4) share progress.

To me the end game is simple. Attract and develop more women and lose
less. Let’s stop talking and take action to ensure women have equal
access, representation and skills to capture the opportunities in the future
world of work. B
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How a brand initiative aims to bring quality and
coherence to the recruitment technology market.

At the start of 2020 a new name entered the world of recruitment
technology. A new name for a group of well-established high value
solutions used across the global staffing industry. Ikiru People is the
name for a group which unites FileFinder, GatedTalent, ISV.Online
and Voyager.

Paul Thompson, Sales and Marketing Director for Ikiru People
explains that the move brings more clarity to the group’s offering while
retaining the quality and legacy of the brands and products it covers.
“As a group of companies we had always traded largely
independently of each other,” he says, “and that had some
advantages. It is clear that some customers invested only in
FileFinder, some in ISV.Online and so on, so we were able to deal
with those customers in a dedicated way. Being separate historically
made sense because a lot of our teams grew up within these brands
and hence were specialised to certain products.”

However, while this brought some clarity to the markets we

serve, it also meant there was scope for confusion in terms of the
relationships between the solutions. Furthermore, it means that our
continuous improvement was less efficient than it could be. What
we learned from one part of the business took time to roll out to the
other brands and different business processes. As a result of this
month’s step change in the identity of the business, lkiru People will
enter the next decade reaping the rewards of the past 12 months

of hard work internally to create a unified approach to the products
and services we offer. The benefits of one united team working,
continually learning and improving centrally for the ultimate benefit
of all our customers, both new and old. Whether it’s a better way of
building a product, delivering a service or running our back office,
now we can move with a greater velocity than ever before, whilst
preserving and leveraging the wealth of internal knowledge around
our products, our customers and our marketplace.

Leading edge solutions

Taking FileFinder as an example, Thompson notes this particular
product was launched in the early-mid 1980s, at a time when

many people did not even have a computer on their desk. Today’s
version, FileFinder Anywhere, is a cloud-based executive search
software solution recognised as “Best Executive Recruiting
Software” in an independent review by global analyst’s BND.

This is a solution that has truly developed over the years
alongside recruiter requirements. It now offers real-time
functionality and access across multiple devices while, naturally,
complying to regulations including GDPR. But importantly it’s

a solution built on many years’ experience and understanding

of the way recruitment and recruiters work. Not only that but it
comes with a strong support structure which means users can
address issues and have queries answered promptly and with the
minimum of interruption to their work.

Stability and trust

“We’ve recognised the future is different, and we have needed to
bring different ideas and attitudes to our products over time,” says
Thompson. “But alongside that ability to change we have been able
to offer — and continue to offer — stability and trust for users.”

This stability and trust should not be underestimated. In a fast-
moving industry where new and shiny technology can frequently
grab the headlines and the attention of users, what businesses
truly need is a solution which works, and which will offer a secure

platform on which that recruitment function can operate and flourish.

Elsewhere in the group candidate testing platform ISV.Online
currently has some 50,000+ users a month around the globe. The
solution provides the recruitment function with the ability to test
crucial candidate skills including abilities and personality wherever
that candidate may be. Like FileFinder, this is a truly international
product, used by more than 450 companies in 39 countries.

What is interesting, however, is that under the previous company
structure there was little cross-pollination among clients or in
terms of the support offered for users. User support for FileFinder
was handled differently to that of ISV.Online and as Thompson
points out this wasn’t necessarily a bad thing. Different user

groups prefer different ways of contact and of managing issues
and conversations. But by bringing support for all our products
together, there is the chance for best practice from one product
to be considered and implemented for the good of those using
another product.

Free training Fridays

Voyager, the group’s all-in-one easy to use recruitment software
has been offering its users free training on a Friday and this idea
is being planned for the other products. As Thompson points
out this isn’t just a case of applying every option to every brand,
the point is to enable the product lines to learn from each other
and therefore identify the best way of providing support and
information to users and to the wider market.

Better business

Bringing the brands together will also mean efficiencies within the
business itself. A more unified finance structure, simplified brand
and marketing structures means lkiru People can deliver greater
resources to what really matters: developing the solutions to
their best level and ensuring the resources are available to enable
users to get the best out of them.

The move has also meant the business can concentrate on
securing the talent it needs internally to create the best in
recruitment solutions and provide the support users need. There
are some long-standing employees within the business and they
have offered the business and each solution the consistency of
approach users value as well as a deep understanding of where
the technology has come from and how it has developed. Now
the business is adding to these skills, bringing in new talent

and carefully considering where that talent needs to be. In this
way, every product will remain at the cutting edge of recruitment
technology and always in touch with the challenges and demands
of the industry.
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Location wise, Ikiru People has changed and expanded, again to
better support each brand while delivering coherence across the
group. The business used to have a training office in London,
but this has been superseded as the resource can be delivered
more efficiently and cost effectively from other locations. In an
international and fast-moving recruitment industry the office was
no longer the best way to meet customer demands — certainly
now the business has five offices around the world and a growing
international roster of users in locations from New York to
Australia, Romania to India. In this context there needs to be a
greater flexibility and willingness to deliver where the users are.

The bright future

By making clear the relationship between each of the products, users
of one solution will now be in no doubt where to go if they’re looking
for a solution in another area designed, created and supported with the
care and dedication which they appreciate. The creation of Ikiru People
will mean the recruitment market will have more awareness of what
else is on offer within this suite of solutions.

lkiru People makes clear the intention and purpose of the business.
Thompson explains that the name lkiru means ‘to live’ and it is this
concept that lies behind all their work. The idea is that everything the
business does, through its solutions and through the work of those
using its solutions is to get people into work, enable them to do what
they want to do, fulfil their potential and therefore to live their best lives.
As for the future, Ikiru People is more than ready to meet the challenge.
“We know how to deliver good technology,” says Thompson, “and
2020 and beyond is all about the customer.”

Ikiru People is more than ready to move recruitment technology to the
next level for its users. In doing so, its team will bring a trusted and
comprehensive approach to the market coupled with the new energy,
commitment and focus of a brand-new group.

E: Paul.Thompson®@ikirupeople.com

W: www.ikirupeople.com Bl
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THE FEAR
FACTOR

Dennis Tennial, managing director of
Tennial Personnel explains how he started

his own recruitment business.

Dennis Tennial admits his leap of faith in starting his own recruitment
business was the scariest thing he has ever done in his career. It

has also been his most rewarding. Now, as he celebrates five years’
trading this month, he says his only regret is that he did not start his
business, Tennial Personnel, ten years earlier.

“It is without doubt the best thing that's happened to me after my wife
and kids,” said Dennis. “My business is a life changer. It was a big
decision to give up a good salary and high profile job, but the rewards,
both financial and in terms of career satisfaction, have been more than
worth it.”

Dennis, who employs five people including his wife Jade, is now
planning to expand the Tennial Personnel brand nationwide and his
next step will be a second office, potentially in Colchester.

Despite feeling a responsibility to offer stability for his wife and three
children, it was actually his family which encouraged him to launch his
Ipswich-based agency.

“I had felt underappreciated and undervalued at work and | was
coming home feeling depressed and moody,” said Dennis. ‘Il think my
family knew | needed a change.”

The possibility of starting a business is something which goes

through the heads of most experienced recruiters at some point in
their careers. Very few actually do it. The reasons why Dennis had
previously put off making the jump were probably familiar to most.
Giving up a good salary and commission, putting personal savings
and assets on the line, and the anticipation of additional stress, longer
hours and more to deal with.

Taking the plunge

Even though the rewards a potentially much bigger, the perceived
risks often torpedo any grand entrepreneurial ambitions recruiters may
have. But for Dennis, it was a conversation with The Recruit Venture
Group, which supports experienced recruiters to launch their own
start-ups, which provided the additional spur he needed. The Recruit
Venture Group’s joint venture model provides all of the finance needed
for launch, as well as a ready-made back office function. Having the
backing of an experienced recruitment investor in his corner, Dennis
made the decision to go for it.

“| remember that first morning of trading; it was just me, an office and
a phone. It felt like | was starting from scratch again, and although |
was well known around Ipswich and Suffolk, | had to knuckle down
and build up the business.”

Success did indeed quickly follow and Dennis was able to expand his
own workforce and move into new recruitment sectors. Today Tennial
Personnel serves the industrial, engineering, commercial and hospitality
sectors with both temporary and permanent positions.

But there have been no shortcuts to growth. Although Dennis is known
for an infectious charm and upbeat personality, he said building a good
reputation in recruitment is hard-earned and can be lost in an instant.
“Work ethic is key,” he says. “I believe in staying humble, never getting
too comfortable and offering a recruitment service that really does
deliver for clients and candidates. You can't offer that if you don’t

commit and put the hard work in. That goes for the whole team. I'm very
fortunate to have surrounded myself with talented, driven people who
have all made reaching this five year milestone possible.”

He also says that having The Recruit Venture Group as a backer has
meant he has been able to focus 100 per cent on growing his business.
With no unreasonable banks and lenders to deal with, and with back
office processes like accounts, payroll, credit control, IT, HR and
marketing taken care of, Dennis says it has allowed him to concentrate
on steering Tennial Personnel to survive and thrive.

“| could have chosen to do this alone, but there would have been a
lot more financial risk, a lot more red tape to deal with, and generally
a lot more stress and distraction,” he explains. “The Recruit Venture
Group has offered me that freedom to grow a business in my image,
but is also there when you come across those inevitable obstacles
along the way. | knew how to recruit, | knew how to make money, but
| wasn’t an expert on taxes and cashflow and | didn’t know what the
best software and IT systems were. Removing those uncertainties is
a huge burden lifted.”

Community minded

Dennis has lived in the Ipswich area for 35 years and has been in
recruitment for 26 of those years. His business has allowed him to
put back into the community in which he has spent most of his life.
Tennial Personnel sponsors two local youth football teams around
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Ipswich, is a supporter of the local St Nicholas Hospice and also
supports Futurestars UK, a local charity which offers qualified sports
coaching to children in Ghana and Togo, Africa. Another highlight
was Tennial Personnel winning Recruitment Agency of the Year at
The Recruit Venture Group Awards in 2017.

“When you build something from zero, when your business creates
jobs, when it delivers satisfied customers and clients, when you put
back into the community in which you live and when you pick up
the odd award now and again, the sense of satisfaction is unlike
anything | ever experienced as an employee,” he says. ‘| think
business leadership does change you. In my younger days | was a
work hard, play harder kind of person, but now I'm more interested
in working with my team, listening to their ideas and helping them to
grow in their roles.”

As he looks to the future, what would he say to other experienced
recruiters who are thinking about launching their own business?
“They should go for it, 110 per cent,” said Dennis. “I can only speak
for myself, but | started at the bottom in recruitment — | wasn'’t even
allowed to speak to a client or candidate in my first job — but | knew if
| trusted in my talent | could make it, and | did.

“I think the same goes for starting a business,” he adds. “You can
complicate your thinking, but fundamentally if you are talented and
driven and have the right backing behind you, | think anyone has a
great chance of building something phenomenal.

“Not one day have | ever looked back.” B
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THE SHAPE
OF WORK

Simon Kent looks to the future of work and finds recruitment'’s place.

The start of this year and indeed decade may signal the start of

a new chapter for the recruitment industry. Faced with multiple
changes and challenges, Tom Hadley, director of policy and
campaigns at the REC argues now could also be the time when
recruitment businesses face new demands from clients and
candidates and consequently make a step up to bring their
expertise, opinions and skills to the good of the workplace.

The biggest influence over the recruitment sector is likely to

be the continuing tight candidate-driven nature of the market.
Employers are already experiencing difficulty in finding the talent
they need and regulatory changes and Brexit are likely to make
the situation more challenging. Moreover, employers are seeking
a more diverse workforce, indeed they will need to be open to
non-traditional sources for their talent if they are to truly thrive. All
this indicates the need to rely on recruitment professionals with
the knowledge and skills to deliver.

““It’s an opportunity for forward thinking recruiters to look at how
they can change things in the market,” says Hadley. “The more
difficult it becomes the more necessary it will be for employers to
get experts to help them.”

This professionalism extends beyond simply reacting to demand
for talent. Hadley argues recruiters can be proactive in their
work. This could mean going out into the market to identify and
encourage good talent to move to better opportunities. It could
mean encouraging and delivering a more diverse workforce
based on a less traditional candidate shortlist. In each instance
recruiters have the opportunity to demonstrate their industry and
market knowledge.

Chris Parke, CEO of Talking Talent agrees recruiters and
employers must rise to the challenge if they want to create a
truly diverse and equitable workforce — especially in terms of
gender balance. “Take female pay gap figures,” he says. “There
are examples almost every week showing how systemic issues
embedded over the last few decades are heavily biased towards
the majority and ideals of male leadership.

“Progress has been incredibly slow,” he adds, “and unless
boards can show that they’re actively closing the gender pay
gap, making a difference and increasing women in senior
leadership roles, it’s going to really backfire on them.”
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Attraction and retention

The tight market is playing on other recruiters' minds for the years
ahead. David Morel, founder and CEO, Tiger Recruitment makes
clear that attracting high-quality talent means using a 360-degree
approach to attraction and retention. “Gone are the days where
the salary package is the main influence on jobseekers choosing
a new role,” he says. “According to our 2020 Salary and Benefits
Review, 44 per cent of jobseekers consider benefits to be more
attractive than any other factor, with flexible working playing a
leading role.”

Danny Brooks, CEO of VHR’s global technical recruitment
consultancy believes Brexit presents both a challenge and
opportunity for recruiters. “Skills shortages and initial trading
negotiations will force recruitment agencies to innovate fast,
with the potential to deliver better services and more unique
solutions than ever before,” he says. “To rapidly respond to new
UK legislation and new international trading rules, recruiters will
need to ensure every step of the recruitment process, as well as
third part supplier activities, are compliant with every individual
country they recruit into.”
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Brooks echos another of Hadley’s comments, that in this time of
change and new regulations, recruiters can place themselves as
experts in navigating the world of work. “After the UK leaves the
EU, all 3.8 million EU nationals currently living in the UK, and EU
nationals wanting to enter the UK, will need to register for and
receive ‘settled status’, which all those working in Britain must
have by July 2021,” he says. “Settled status will require British
businesses to adopt a longer-term talent attraction strategy. The
C-Suite, HR departments and their recruitment agencies must
begin either heavily targeting existing UK-based talent pools

or accommodate the required time and resources to bring EU
nationals to work in the UK for the first time.” >

Employers are already experiencing
difficulty in finding the talent they
need and regulatory changes and
Brexit are likely to make the situation
more challenging
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The gig goes on

Gillian McAteer, head of employment law at HR and employment

law experts Citation believes the flexibility of the workforce, notably
through the gig economy, will continue to grow, but that there will be
further challenges and regulations for employers and recruiters along
the way. 2020, she says will see the government “stepping up action
to ensure that alongside flexibility, there is greater clarity and better
enforcement with regard to employment rights, particularly for those
working flexibly.”

McAteer notes the Queen’s Speech included an Employment

Act which would make the default position that all roles can be
undertaken flexibly unless the business has a good reason for
refusing. "This is a significant extension in the principles of flexible
working which currently can only be requested by employees who
have at least 26 weeks’ service and employers have a large number
of grounds upon which to refuse it,” she says. “There will be a
consultation before any changes are introduced which makes it likely
that we will be looking at April 2021 at the earliest before any change
comes into effect."

The scenario with regard to flexibility is by no means simple,
however. McAteer also explains that the government are introducing
a right for workers to request a stable working pattern which is
anticipated to operate on a similar basis to the current right to
request flexible working.

IR35 is another regulation set to impact on recruiters and employers
although she notes of the recent blanket bans on contractors: “Quite
whether this will be sustainable in the long run is questionable. With
the squeeze on available talent, those with specialist skills may feel
confident in insisting on holding on to their contractor status, knowing
that they will be hard to replace — although it will be interesting to see
how the new Immigration scheme may impact the pool of available
talent in areas such as IT."

Those with specialist
skills may feel
confident in insisting
on holding on to their
contractor status,
knowing that they will
be hard to replace

The hybrid workforce

Of course IT will also have a massive impact on the employment world
and the work of recruiters. “By 2025, | predict that the desk based
workforce will be 50:50 human and digital workers,” says IPsoft's COO
Europe, Steve Haighway, “and over the coming few years we're going to
see rapid adoption of Al-powered digital workers as we create this hybrid
workplace.”

As Haighway states changes are already occurring in the way
technology is used at work: “Capabilities are only going to become more
impressive over the coming year,” he says, “with businesses using Al to
augment an increasing number of roles, and independently manage and
execute ever-more complex and emotionally human-like tasks.”

This progression will not just impact on the skillset required from the
talent recruiters need to place, but will ultimately change the operation
of the recruiters themselves. While change may occur in the job market
it has to be remembered that the recruitment sector as a workplace will
change and evolve too.

Whatever changes occur however, recruiters are crucially placed

to see it happen and understand the implications. They can see the
challenge from both the perspective of the employer and candidate and
are therefore at the point where change can be introduced to make the
workplace work better.

According to Tom Hadley the views and opinions of the staffing industry
are increasingly sought and valued by employers and government
seeking to find answers to the talent challenge. One instance of this

has been that recruiters are now advising employers on their employer
branding to ensure they are correctly positioned. Such a discussion
used to exclude independent recruiters as employers felt they needed
complete control over that aspect of their attraction strategy in order to
maximise effectiveness and consistency.

“| sense there’s an opportunity for recruiters to show how they
understand how to attract people to a role and use that knowledge

to work in genuine partnership with clients,” says Hadley. As change
continues this kind of partnership will become more attractive and
lucrative for everyone. M

IR35
doesn’t mean losing sales

IR35 is looming in April and it can be your biggest sales opportunity.
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ONTRACTING

FOR THE

FUTURE

How the flexible workforce can be delivered efficiently.

Whatever happens politically, economically or internationally it is still the
case that one of the UK’s greatest strengths lies in its flexible workforce.
With agility and skills on its side, the UK can swiftly find and supply
workers and skills at short notice to the benefit of employers and the
workers themselves.

At the heart of this is the recruiter, ready to respond to sudden and
predicted talent needs. But in order to ensure this resource continues
into the future, recruiters need to make their own processes as efficient
and effective as possible. If there is talent out there, recruiters don’t
want to be compromised through long-winded, complicated processes
which slow everything down. Being efficient in locating talent does not
just mean one recruitment company will be at a competitive advantage
to another, it means the end-user of that talent will be at a competitive
advantage in their market.

How to achieve this advantage? By ensuring your processes, systems and
technology are up to the job. From communicating and reaching the talent
pools, to managing and deploying that talent, ensuring they know when and
where to be and ensuring they are paid on time and accurately, every step
of the resourcing path can be monitored and enhanced for the benefit of
candidates, clients and consultants.

As the workplace, workers and recruitment because more technology
driven and more mobile, your systems and process must also reflect this,
using the best options for your particular area. In the next pages find out the
latest and most effective support systems which will drive your contracting
work forward in the new year. From back office systems to social media
communications, from job posts to allocating shifts, now is the time to make
sure your recruitment business is more than fit for purpose, ready to take
on more challenges and satisfy more customers.

YOU
MUST BE
JOKING

An insurance product that completely removes
the tax liability from the supply chain and allows
clients and recruiters to continue to hire legitimate
contractors outside IR35 without assuming any

of the associated tax risk.

We couldn't believe it either. Get in touch.

IR35@kingsbridge.co.uk
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Joint Employment Arrangements

= Inclusion of both joint employer's data in Solutio
» Represents the true nature of the relationship

« Transparent assignment data & information

» Transactions in accord with joint contracts

= Solutio Analytics reports prove compliance

KID - Key Information Documents

« Automated production of branded KIDs

« Ability to customise bespoke fields & information

= Utilising data synchronised across the supply chain
« Generated in seconds & created in real-time

« Fully compliant with impending KID legislation
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Enhanced Cash Matching

= Mew cutting-edge user interface

» Bank file upload feature with historical records
» Pay when paid & pay before paid features

« Funds matched to agency before invoice

« Detailed invoice matching analysis with surmmary

=
CJFCSA  SiA

Recruiters Must Embrace

New Tech in 2020...

A new year and a new decade
herald a new era for tech and
one where notions of potential
and possibility are replaced by
deliverables and success. The
digital age no longer represents
the stuff of a dystopian brave
new world, but moreover a
vibrant commercial landscape
rich with opportunity for those
willing to embrace the power of
advanced software capability
and enlightened thinking.
Solutio is positioned at the
heart of this mindset as it
caontinues to transform,
automate and modernise the
worker payroll process.

Cloud-based

Utilising the unlimited and
electrifying capacity of the
cloud, Solutio’s clients benefit
from instant software updates
as standard. Evermore intuitive
features are seamlessly added
to the platform without any
manual intervention or increase
in costs, Solutio's development
team are constantly responding
to the demands of new
employment legislation and the
subtle nuances of each and
every pavroll model to ensure
the system intuitively caters for
the increasing complexity of the
contingent worker supply chain.

Mobile Apps

The Solutio warker app is
already widely acknowledged
as the most sophisticated
product of its type on the
market. Compatible with both
Android and Apple devices, the
app facilitates real-time
communication between the
worker and all entities engaged
in the provision of any given
assignment. Developed on a
self-serve philosophy, workers
can manage their personal
information, availability,
timesheets and expenses via
the apps’ contemporary
interface, in addition to
receiving payslips and
messages from their immediate
supply chain partners.

Security & Privacy

With data regarded as the 'new
oil' and cybersecurity breaches
the scourge of corporations the
world over, Solutio has been
developed using the most
stringent levels of protection
available. Complying fully to
SSAE-18 50C 2 audit standards,
Solutio’s infrastructure is
protected by multiple layers of
security to prevent any
unauthorised attempt to access

either data or the system itself
Clients can take comfort from
the fact that Solutio ensures
complete privacy, integrity
and confidentiality.

Supply Chain Compliance
What with preserving and
proving compliance arguably
the most significant challenge
facing recruitment and payroll
businesses, Solutio has the
inherent capability to
synchronise all information
across the supply chain. With
data entered in a single
instance and all transactions
subject to full transparency,
clients can generate forensic
reports which validate their
processes and procedures in full
accord with all employment
legislation. Demonstrating total
compliance is increasingly the
vehicle by which recruiters and
providers will be able to grow
their businesses.

Book Your Online Demo Now

solutio.com - 0203 819 7970
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Handle Al MAKING UP
IR35 with Bl THE POINTS

Sonia Cheng, immigration and corporate solicitor, Excello Law on the

® » ..
CO nfl d e n Ce proposed UK points-based immigration system.

Although their election manifesto was policy light, one Conservative We should remember that in 2008, the Labour government
pledge stood out: the introduction of ‘a firmer and fairer’ Australian- introduced a points-based system for non-EEA immigration in the

. style points-based system to control immigration. Successful UK. Despite the government stating that the system was inspired by
From Apr|| 2020, off_pqyro” Working it T - | _ applicants (only the best and the brightest) must have a good grasp ~ Australia’s model, there are major differences between the UK’s point
s 3 " . i P . F - of English, higher education qualifications, and should have been based system and other countries. A few main differences of the
|eg|5|0“0n will also Qpply to the pl’lVO’[Q i p A \ law-abiding citizens in their own country. To qualify, ‘most people UK'’s system include:
sector. Be confident about com plionce = i 2 ' coming into the country will need a clear job offer.” Although, it * The lack of flexibility when assessing points for visa eligibility.
J ) [ g T | should be noted, that these are the current existing requirements Under a purely points-based system, it should be possible for
W”h IR35 Comply from PoyS’rreom. f &, _*;,' i '_ Lt 8 already in place for non-EU citizens coming to work in the UK. someone to come to the UK without a guaranteed job, as long as
thiel 'ﬁb"_' o % ] That apart, further details are sparse, save for a nebulous statement they meet the necessary points criteria. Points should be awarded
Our speciqlis’[ online por]‘ql covers 4 AL / ;!"-:' e that ‘we can decide who comes to this country on the basis of the to prospective migrants for the skills and attributes that they
h. d d - el L h : skills they have and the contribution they can make.” As a transitional possess (e.g. education, languages, work experience etc.) and
everyt Ing YOU needa fo monoge an o y Jiil 1 : post-Brexit measure, people from ‘low-risk countries’ in the EU and they may off-set points from one to make up for a lack points in
control IR35 from end-client to contractor. fuly b - T ; il further afield will still be able to come to the UK without a job offer another.
' d b k d b B RS gl LR o (RS i i LT and seek work for up to a year. However, the Home Office’s recent Currently, the UK’s system does allow for this. Each criteria has a
It's eosy fo use, an acke y expen‘s. \ . L by T bt sl I b j v i __E: entirely redacted list of nations in different categories of ‘risk’ leaves set number of points to be awarded and the applicant either meets
y i ikt EN s i ] i ambiguity as to which countries are low or high risk. How they decide this criteria and gains the points or does not. There is no flexibility
Get IR35 Confiden‘l’ at / 3 it 243 Bl 3 . ¥ % which category of risk is also unknown. to off-set points (except for the current restricted Tier 2 (General)

i A W i vEET sponsorships where there is a separate points test).
paystream.co.uk/sl/confidence BERE (il ik it Assessing the impact It has been suggested that the UK could allow flexibility for

& i i off-setting of points. In order to balance control, the system could
Inevitably, there will be multiple implications for employers, prioritise categories such as job offers. However, there has been
especially those in sectors which employ a high proportion of EU no suggestion that the government plans to change the current
nationals: hospitality, healthcare, social care, food production, retail way that points are assessed and attributed.
and construction. They seem certain to oppose a new points-based The UK’s points-based system also covers other applicants such
system and may potentially take legal action to challenge it. as, students, entrepreneurs, investors and sportspeople etc. >

Speak to one of our team today.

0161 929 6000

info@paystream.co.uk Makes PerfectSense...
www.theglobalrecruiter.com



e The UK’s system requires applicants to have a job/study offer or
endorsement from an approved sponsor.

e Sponsors are currently required to undertake a ‘resident labour
market’ test before filling a vacancy with a non-EU applicant.

e The UK'’s current system is employer driven and relies heavily on the
employers to decide which workers have the skills that they need.
The government in Australia play more of a key role in deciding who

should be admitted based on their personal characteristics as well
as the jobs that they will do.

The UK'’s current system for foreign workers is considered a ‘dual’
system — EEA workers of any skill level can come to the UK however
only ‘highly skilled’ workers are permitted, predominantly, from
outside the EEA under the specific work visa routes.

The proposed new system will apply to EEA workers and non-EEA
workers. Some of the proposals for the new primary work visa
include:

¢ Abolishing the ‘resident labour market’ test.

¢ Abolishing the cap on Tier 2 visa numbers.

This is the most popular route for non-EEA workers coming to the
UK and the current cap is 20,700 per year.

e Lowering the required job classification levels.

Currently RQF level 6 (graduate/post-graduate level) to be lowered
to RQF level 3 (A -level).

e Introduction of a transitional route for workers at all skill levels, for the
as-yet undefined ‘low risk’ countries, to enter the UK for 12 months.
This is purportedly to assist sectors that rely heavily on an EU
national workforce such as care services, agricultural sectors etc.

Adverse impact

However, if migration restrictions are poorly implemented without
appropriate understanding of the needs of unskilled or low-skilled
industries, the economy could be adversely affected. The Chartered
Institute of Personnel and Development (CIPD) has also said that the

The Recruit Venture Group

The Recruit Venture Group

create | irvest support

YOU WANT TO

START YOUR OWN
BUSINESS? HERE IS A RODS
PROVEN SOLUTION! RECRUIMTMENT

are a great extension to your
team, you have decades of
experience and knowledge
on hand to support you.

Susan Roos
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www.recruitventures.com

new immigration system needs to be sufficiently flexible to enable
employers to employ skilled and unskilled migrant workers when they
cannot find people with the requisite skills despite their best efforts to
recruit and train UK-born workers.

Research carried out by The National Institute of Economic and
Social Research and CIPD has produced unambiguous findings
about what employers want. An Australian-style points system is not
on the list, while a ‘straightforward’ and ‘light touch’ approach is. The
research concluded that most businesses hire EU nationals because
they ‘have difficulty attracting UK-born applicants to fill unskilled or
semi-skilled jobs’.

Predictably, the response from business has been sceptical. Whilst
some of the proposed policies may be welcomed, lobby groups
argue that the plan lacks detail, continues to ignore the worker
shortage issue and creates anxiety about how it will affect them. The
main concern for employers is that the proposed regime could make
it much harder to employ EU workers in relatively low-skilled sectors.
The Confederation of British Industry (CBI) has said that, if
implemented, the plan could lead to skills shortages. Carolyn
Fairbairn, the CBI’s director-general, noted that sectors like
construction need access to workers at every skill level: “If you want
to build houses, you don't just need architects and designers, you
need carpenters, electricians, and labourers.”

CBlI's chief UK policy director, Matthew Fell, has also suggested

to the government not to focus only on the ‘brightest and best'.
Instead, the government should shift more focus on an immigration

system that meets the needs of our economy while building public
confidence. A system that allows firms to access the people and
skills they need.

Echoing that sentiment, Hannah Essex, co-executive director of

the British Chambers of Commerce, stated that access to skills at
all levels was essential for business. She suggested that a ‘flexible
and simple immigration system’ was needed to allow companies to
“recruit the people they need at all skills levels, including temporary,
seasonal and permanent roles.”

The new system will likely have some negative impact on employers
seeking lower-skilled migrants since they will no longer be able

to settle permanently in the UK. This could be problematic in an
increasingly tight domestic labour market.

With such a lack of details, UK businesses, will once again have

to adapt quickly and endure any new system and legislation the
government decides to proceed with. B

The new system will likely have
some negative impact on employers
seeking lower-skilled migrants
since they will no longer be able to
settle permanently in the UK
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With only a few months left to prepare, speak to the
experts for a session.
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Adam Gibson, co-CEO of ETZ Payments, looks at how the recruitment sector
can maintain efficiency during periods of change.

With IR35 on the horizon, the recruitment sector is undergoing a
shift in focus. Clients are telling us that contractors and employees
are struggling to understand the new rulings, so we have tried to
make our class-leading software as easy as possible to navigate
and help clarify the tax status of contractors after April 2020.

To assist with this endeavour, Nick Woodward, founder of ETZ
Payments, has brought onboard two highly experienced co-CEOs
Adam Gibson and Gary Frost. Their task will be to help re-engage
with existing clients and assist new clients to be clearer over the
IR35 rulings.

Adam Gibson has over two decades of experience, growing
businesses from start-ups to global entities. His professional
footprint spans across Asia, North America and Europe, and
brings his expertise in media and technology, international
strategy and global team management to ETZ Payments to
enhance their offering above and beyond its current deployment
in North America, Europe and Oceania. Adam brings an
exceptional track record of harnessing technical architecture and
business and commercial development with him to his new role.
Gary Frost brings his background of engineering and building
sales teams from scratch to ETZ Payments to bring a new era

of customer service, technical support and new business to the
company as it sets its sights on global growth. Gary’s specialism
is taking businesses in the recruitment sector from a cold start
to be a market leader in a very short space of time. He has
introduced complete back office solutions, including setting up
contract payroll systems to the market in the past, making him a

perfect fit for ETZ Payments and their future goals. Gary’s primary

focus is to elevate the overall sales and support strategy, focusil
1

on quality delivery, based on the business architecture that Adam

and Nick have strategised.

Added strengths

Nick Woodward, the founder and former-CEO, will be taking on
the role as chairman as he looks to expand other aspects of the
business. He has recognised both Adam and Gary’s individual
strengths and brought both parties on board to realise the next
chapter of ETZ Payments. Nick will continue to work on projects
to help the recruitment sector, including same-day payments for
freelance workers, IR35 employment options for new contractors
and other projects including legal and finance options for
recruitment firms to expand ETZ’s global offering.

“l am thrilled to announce Adam and Gary as co-CEOs to

ETZ Payments,” said Woodward. “They both bring a range of
experiences and skill sets that complement each other wonderfully
and | am excited to see enhanced growth and opportunities under
their reign over the coming months and years. My new role will help
develop the longer-term objectives of the business and will give

me more time to focus on my other ventures while ETZ Payments
grows and thrives under the guidance of Adam and Gary.”

“ETZ Payments is a cutting-edge, marketing-leading organisation
with exceptional technology at the core of its business model,”
commented Adam, “and | hope | can continue to help ETZ achieve
its global aspirations and support our international customers.”
Gary Frost adds: “ETZ Payments has a long and proud history

in this space as a highly developed, established, stable platform
that works in the interest of recruitment agencies and candidates.
Adam and | will be looking to write a new chapter for ETZ Payments
by using our skills and experience to drive us and the company
forward as we enter the new year. | look forward to meeting our
existing and new clients over the coming weeks and months.”

With changes in the sector coming at a rapid pace, recruiters
are having to adapt at speed while maintaining their operational
efficiencies. This can be challenging for any business and that is
why ETZ Payments is recognising these changes and bringing in
talent to help the sector now and tomorrow.




Will Akerman, founder and MD of
MyKindaFuture on why individuals
returning to work bring value.

Many employers fail to recognise
the value thatreturners have to
offer entirely and continue to
look for talent in
as they always have

N

"‘he’ same places

The word ‘returner’ is used to describe an individual who is returning
to the workplace after a period of time away. They may have been
out of the workforce for six months, six years or longer. Common
examples of returners include those looking to return after parental
leave or a period of mental or physical ill health.

The returner talent pool is vast and consistently overlooked. There
are two million people who make up this market and an incredible
nine out of 10 of those are women, many of whom would like to return
to their careers. Yet, tragically, this talented group of individuals
continues to be underestimated, undervalued and discriminated
against by employers across the UK.

The benefits of hiring returners

Businesses shouldn't just be engaging with returners because it's the
right thing to do — although it is — there is also a very real business
case for hiring this valuable talent pool and working to hire and retain
these individuals can ultimately boost the bottom line.

It is a common and entirely unjustified, misconception that if
someone has been out of the workforce then their capability has

in some way declined during this time. This is entirely untrue and,

in most cases, it's quite the reverse. When an individual remains

in a role, they tend to leverage the same skills again and again.
However, when someone is out of the workplace, no matter how long
for, it is almost a certainty that they will have developed skills that
they didn’t have or didn’t regularly exercise before — whether that is
resilience, empathy, problem solving or managing different types

of stakeholders. As a result, when they re-enter the workplace, they
come better equipped and with a fresh perspective.

Aside from the valuable skills that these individuals stand to bring

to a business, there is also a host of practical advantages for
businesses who hire from this talent pool. Employing individuals
from this group can help companies achieve their diversity targets
—including those relating to gender and age. There is also evidence
to suggest that hiring returners could have a substantial impact on
the economy. In fact, PwC estimate that supporting women returning
to work after a career break could generate an extra £1.7 billion for
the UK economy alone.

The barriers to return

However, despite the huge long-term benefits that this talent pool
can offer businesses, there are countless barriers standing in

the way of individuals looking to return to the workplace and this
group remain one of the most overlooked and underrepresented

in the UK. Many of these issues stem directly from employers and
begin as early as the recruitment process. Lots of companies don'’t
specifically target returners as they might other diversity groups.
Some processes go even further and actively discount individuals
not currently in employment, which is a mistake.

From the returners’ perspective, the barriers faced are often based
on their own perceptions of themselves. Those who have been out of
the workforce for a period of time can very quickly feel isolated and
begin to question their value as an employee. This self-doubt can
lead to worry that their skills are no longer in demand and prevent
them for applying for a job, finishing the recruitment process or
remaining in the job once they have started.

This can be an emotional reaction to being cut off from the workplace
for a period of time. However, sadly, this feeling is all too often from

learned experience, as thousands of returners in the UK are made
to feel worthless, unwanted and unwelcome by potential employers
every year. An example that always stands out in mind, although not
uncommon, is an employee working for a FTSE100 company that |
met last year. The individual was working as a successful, mid-level
manager before leaving for maternity leave. Upon her return, she
was instantly made to feel isolated and cut off. This led to her, like
so many other individuals in this position, feeling confusion, fear and
self-doubt. She very quickly came to despise the employer that she
had once loved and sacrificed so many things for.

This is wrong, not only from a human perspective but also from a
business perspective. We know from experience that people value
the relationship that they build with their employer now more than
ever before. Employees want to feel a sense of belonging in the
workplace. As a group that is often prone to ‘imposter syndrome’,
this sense of belonging is even more important to returners than
other demographics and must be prioritised accordingly in order for
businesses to harness the huge potential this group has to offer.

How to attract and retain returners

It is vital that employers cultivate a sense of belonging amongst
individuals who are joining the company after a career break from
day one. This will be valued by returners who are so often overlooked
or underestimated, and, in return, they will fast become loyal,
productive and happy members of the team.

A small number of employers are already doing a fantastic job

when it comes to attracting, hiring and then supporting returners
once they have joined the workforce. Sadly, these companies are
the minority and a stark majority of businesses in the UK continue

to ignore this valuable and underrepresented talent pool. There are
several reasons why this might be the case. Many employers fail to
recognise the value that returners have to offer entirely and continue
to look for talent in the same places as they always have, whilst
valuable overlooked talent remains out of sight and out of mind.

For those that do recognise the valuable skills and experience of
returners, there remains challenges in place — targeting this talent
pool doesn't yet fit into their list of priorities, or the team struggles

to get buy-in from senior leadership. Even for businesses which

are entirely committed to hiring and retain returners, rolling out a
programme which ensures each individual is made to feel valued
and that they belong is hard to achieve on a large scale.

Digital solutions can offer a fantastic way to counter these challenges
and stop the injustice of talented, underrepresented talent continuing
to be unfairly disadvantaged. For example, MyKindaFuture’s online
connectr platform helps companies create a sense of belonging on
a large scale by offering prospective candidates the opportunity to
connect directly with mentors who already work at the business. This
builds relationships and helps employees feel more at home even
before they have joined the company.

Using this type of digital solution to engage returners not only helps
to cultivate a strong connection between the individual and the
company but it also significantly reduces the onboarding process
when they do join, ensuring a smooth transition back into work that
is so valued by those returning to a career. Whilst it is unrealistic for
an employer to assume that someone returning to work won’t need a
few weeks to re-acclimatise with the workplace, those who invest in
building relationships with returners will reap the huge rewards that
hiring from this overlooked talent pool will offer. M
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Entries are now open via the online portal for The Global
Recruiter UK Awards 2020.

This is your chance to shine, to go head to head with your
contemporaries on a level playing field, responding to clear
criteria and be judged by a panel of industry professionals
who understand what it’s like to build a business, and to
rise above the competition.

Offering unique market exposure, the awards have
enabled winners and shortlisted entries to attract new
clients, new employees and market leading candidates.

Categories are now open for entries via The Global
Recruiter website portal and the finalists are invited to
join us at the awards ceremony taking place on 2 July, at
Café de Paris, London.
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their lowest ever since 2007 Add to this a surge in the number of |
jobs as companies expand their regional workforce and it is clear
to see that the job market in Ireland is flourishing.

As a committed member of the EU, Ireland also provides an ideal
hub for organisations looking for a European base. Meanwhile
IDA Ireland, a non-commercial, semi-state body promoting
foreign direct investment into Ireland, rolled out an international
advertising campaign last year, starting in the US and Japan, to
highlight the Republic’s continued EU membership.

The IDA won more than 80 Brexit-related investments since the
UK voted to leave the EU in June 2016 and 2018 saw over 14,000
net jobs created with FDI employment as evidently “investors
believe Ireland is a very stable environment.” This is even more
acutely felt given global volatility.

This unique position creates exciting opportunities for both
candidates and employers in Ireland as an increase in the number
of available roles means the brightest talent from Europe and
beyond is now attracted here.

Candidate driven market

With low unemployment and an abundance of roles, it is

a candidate driven market with less competition amongst
candidates and more choice of a range of suitable positions. For
this reason, it is crucial that candidates find a trusted recruitment
partner to capitalise on the present opportunity and help them

to make the correct career choice, rather than making impulse
decisions which could turn out to be costly in the long-term.

For employers, decisive action is necessary to avoid losing out on
the top candidates for vacant roles. Companies no longer have the
luxury of dwelling on important recruitment decisions. The most
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tive director, Marks Sattin Dublin on the importance
?par_gner in Ireland’s buoyant job market.
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sought-after candidates will assuredly receive many opportunities
to make quick offer acceptance decisions while other employers
are still gathering feedback and mulling over candidates, midway
through the hiring process. Partnering with a ‘trusted’ talent
advisor has therefore become key, as they can closely manage the
candidate journey and keep them engaged through the process. '
A recruiter who understands their business and the types of
candidates required for business growth can help employers to
tackle the difficulties presented by a candidate-driven market.

They can help implement an effective and appropriate search and
recruitment procedure and ensure that the opportunities presented
by an influx of quality talent are not wasted. Taking an active
approach with regards introductions to passive candidates is
necessary to gain an advantage in the War for Talent.

Specialising in financial services, project management & advisory
and technology, Marks Sattin already works with some exciting
high growth businesses in the Irish market. The company’s
approach here is an extremely consultative one, focusing on quality
of service and creating long-term and exclusive relationships with
its clients. Marks Sattin build trusted partnerships that set the
perfect platform for the open dialogue required to deliver the kind of
high quality specialist services its clients and prospects demand.
With the job market in Ireland only set to improve as investment
opportunities increase, organisations continue to expand on Irish
soil and quality candidates continue to make the journey to meet
the demand for roles, now is the time to make the most of the
opportunities this booming climate creates.

Whether a candidate or an employer - forging a relationship

with a trusted recruitment partner can ensure both parties

will be in the best place to reap the rewards this exciting time

in the Irish employment landscape offers and ensure ongoing
and future success.
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Celso Malachlas*’founder and CEO, DNA Hunter based in Sao Paulo
Brazil on challenges of Information Technology recruiting in Brazil.

The size of the Information and Communication Technology

(ICT) workforce in Brazil has been estimated to be around 1.5

million workers, in a total population of 210 million. This includes
professionals working in hardware, software, technology services,
and storage and processing techniques from non-local, sometimes
non-proprietary servers (cloud), Business Process Outsourcing
(BPO), voice and data. This group of professionals is often referred to
as Core IT, in contrast to ICT professionals in other economic sectors,
often referred to as In House. The former could be seen as the
provider, while the latter as the recipient of such technologies. This
market is growing, with an estimate of 70 thousand new professionals
needed per year. Therefore, in a five year horizon, from 2020 to 2024,
approximately 350 thousand new vacancies will be generated, which
is great news. However, this is also a huge challenge: how can we fill
those jobs by hands skilled in technology, and thus avoid a bottleneck
in the country's growth?

Hiring new graduates to fill vacancies

One possibility to fill the gap of ICT vacancies would be to employ
new university graduates to fill base of the pyramid, as less
experienced professionals. Science, Technology Engineering and
Mathematics (STEM) universities offer 46 thousand yearly graduates
eager to work in the Brazilian market, well below the 70 thousand
requested by companies eager to hire. So, the calculation does

not match, even without looking at required maturity aspects or
knowledge of newer technologies.

.
>

Part of the unemployed to fill the vacancies

Brazil is going through a period of economic recovery, with new
vacancies in technology jobs, leaving a period of recession that left
around 12 per cent unemployed in relation to the economically active
population, which represents around 13 million people.

Thus, we would think that the equation was solved, that is, that 70
thousand vacancies for technology professionals would be filled with
part of the 13 million unemployed. Unfortunately, this does not occur
directly or immediately, as most unemployed people do not have

the qualifications required for ICT vacancies. There are government
initiatives for recycling and requalification of the unemployed to make
it employable. However, this takes a while. Thus, the need for the
technology market for professionals does not seem to be met in the
short term. Perhaps with public-private actions, creating multipliers
to increase the number of universities and colleges, as well as the
number of companies aimed at the requalification of the unemployed
or even employed population could be a solution. But this would take
years to implement.

Thus, without new variables added to the demand and supply of

technology-skilled labor equation, the issue is not immediately solved,

and the country will have to live with this feature of less supply,
resulting in more expensive and demanding professionals.

Start-upsinIT

Interestingly, the position for start-up businesses in this sector can
bring further challenges in terms of talent requirements.

The start-up market, defined as the creation of many scalable,
technology-based companies, emerges around the year 2000
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and 2010 in the United States and in Brazil, respectively, a recent
phenomenon. According to a local start-up association, the number
of these companies in Brazil grew steadily from 2,500 to 4,100 and
13,000 in 2012; 2015 and presently, respectively.

These start-ups at different stages of maturity are in great demand
to hire professionals, especially with careers in technology. However,
there are few sources regarding the total number of openings.
However, according to a study by the Brazilian Association of
Start-ups, there were around 5,000 openings in start-ups in April
2019. Most of these vacancies are for technology professionals,

as young companies use technology as a mechanism to increase
performance to gain scale.

Start-up Challenge: Hire Technology
Professionals

We have already seen that the demand for IT professionals is greater
than the supply of universities in the proportion of estimated annual
demand of 70 thousand professionals with the estimated supply of
46 thousand professionals at the bottom of the pyramid, with deficit
of 24 thousand professionals per year. In the first year, there is a
shortage of 24 thousand, in the second year, 48 thousand, and so on...

Where's Wally?

The difficulty of finding qualified professional brings us to that scene
loaded with objects and human beings, all very similar, from the book
Where is Wally? Essentially we’re trying to find 'the Purple Squirrel'.
An immediate effect of the scarcity of human resources is the
increase in remuneration of existing professionals. Because the most
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qualified professionals are sought, the more they are disputed, the
more they are paid. It is an expensive game to attract and retain.
There are many factors that attract and retain so-called “talents,”

but pay is an important variable in a human resource scarcity game.
Many leave one company to join another, attracted by compensation.
The whole market rises its pay. Organisations need to absorb these
higher costs, which usually impacts their cost (profitability?) and their
productivity. Market pay is therefore one of the additional challenges
for start-ups.

There are many other challenges for the IT start-up market and they
are detailed in the online version of this article to be found on The
Global Recruiter’s website: https://bit.ly/365YGS5.

However to summarise, the market for technology professionals at both
the executive and specialist levels is experiencing very high demand in
Brazil. The higher the requirements for hiring a professional (C Level or
specialised) with an emphasis on ICT, the rarer the professional will be
for the job. Therefore that talent will be harder to find and therefore more
expensive. Within this there needs to be rigour in the selection process
to get the right person and that is in itself more demanding and requires
more planning, knowledge and specialisation. Close attention must

be paid in the selection process to internal, external, approved and
non-approved candidates.

Start-up companies have additional challenges due to their
characteristics, technical and behavioral requirements, especially for the
composition of the first level. The process demands specific aspects,
different from hiring in a large company, but also brings great satisfaction
to all parties involved, company, candidates and third parties.

Even with these challenges — or perhaps because of these
challenges, if you’re considering investing in Brazil or undertaking
work there I'd say go ahead — it’s a good time. B

www.theglobalrecruiter.com
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FAKE VIEWS

Franciska Krings, Professor of Organizational Behavior at HEC Lausanne,
Switzerland examines the occurrence of faking CVs.

Every recruiter knows how much emphasis employers place

on getting g the right fit’ when they are making appointments.
Organisations obviously want to hire employees whose values

and personality are compatible with their organisational DNA,
understandably so when the benefits that good cultural fit can

bring are considered.

For example, a 2005 study from academics at the Henry B. Tippie
College of Business found that employees with a good cultural fit
have greater levels of job satisfaction, demonstrate superior job
performance and have better retention rates. According to the
American Society for Human Resource Management (SHRM),

poor culture fit due to turnover can cost an organisation between
50-60 per cent of the person’s annual salary.

Person—organisation (P-O) fit is particularly relevant in the current
business environment because of the importance it assumes

during periods of change and transformation or when the structure
and/or nature of jobs change. Having the ‘right sort of people’ can
be the difference between a change program succeeding and failing.
Moreover, many managers see P-O fit as being more important than
person—job (P-J) fit because they view it as something that cannot be
taught and, hence, must be present at the moment someone is hired.
As a result, assessing P-O fit is increasingly built into the hiring
process, often in the form of a variety of personality tests and
assessments. Equally, applicants are keen to present themselves in
the best possible light to prospective employers. But what happens

I
Overall more than half of those

taking part skewed their responses

to some extent depending on the

when an applicant realises that their cultural fit is one of the critical
factors determining whether or not they might receive a job offer?
There’s plenty of evidence demonstrating that job applicants can be
loose with the truth when it comes to aspects of their personality they
think are socially desirable or will help them in order to match specific
job requirements. For example, research has shown that applicants
increase their scores on extraversion for positions in sales, marketing,
and nursing but not for positions in computer programming. So given
the importance of cultural fit, are applicants also tempted to fake
personality tests to improve their chances of success, even if it means
exaggerating or misrepresenting certain personality traits?

To answer this question, | set out with my colleague Nicolas Roulin,
from Saint Mary’s University, Halifax (Canada), to test whether
individuals adapt and target how they respond during job applications,
depending on the dominant culture of the hiring organisation.

Cultural studies

As we explain in our paper ‘Faking to Fit In: Applicants’ Response
Strategies to Match Organizational Culture’, published in the Journal
of Applied Psychology, we devised six complementary studies
exploring two common dimensions of culture: competitiveness and
innovativeness. Our premise was that job applicants would adapt their
responses depending on whether an organisation was more or less
innovative or competitive.

organisational culture of the employer

We assessed competitiveness via two specific traits shown to be
associated with an individual’s degree of competitiveness, namely
honesty-humility (H-H) and agreeableness. The lower the score for
either H-H or agreeableness, the more competitive the individual,
and vice versa. Openness and extraversion measures were used to
investigate innovativeness, with higher openness extraversion scores
indicating a more innovative individual.

In the first two studies we carried out, three groups of respondents
were asked to complete an online personality test, which they were
told was to be used to shortlist candidates for interview.

Prior to taking the test, participants in two of the groups were ‘culturally
primed’, with one group receiving an email suggesting that the culture
of the organisation was either very competitive or very innovative, and
the other group receiving an email indicating a non-competitive culture
or less innovative culture. A third control group did not receive an email.
They were then asked to complete the same personality test again

a couple of weeks later, but this time with instructions to respond
honestly. This meant that we could assess the differences between
the culturally primed responses and the ’honest’ responses and
compare these with the control group.

The results were unequivocal: although we observed that only around
5 per cent of candidates gave blatantly fake responses (by which we
mean they gave misleading answers by choosing the extremes on

a response scale for about half of the items within a questionnaire),
overall more than half of those taking part skewed their responses to
some extent depending on the organisational culture of the employer.
In other words, they behaved like chameleons, answering questions
in ways they thought would present them in the best in order to
improve their odds of getting the job.

We then carried out four further studies that confirmed the link
between the participants’ perception of an organisation’s culture and
their responses as well as examining the impact of self-selection
(where applicants select organisations to apply to whose values

and culture fit their own values and personality). What we wanted

to explore here was whether the need to fake to increase cultural fit
would be reduced or even eliminated if the applicants chose to apply
only to organisations where they truly fit in.

C

Fake it to make it

Rather surprisingly, what we found is that people fake even when
they can choose the organisation they are applying to, albeit to a
smaller extent. So although employers might assume that presenting
their company as highly competitive will attract applications from very
competitive people, so assuring a good person-organisation fit as a
result, our findings cast doubt on this.

What’s more, faking to increase P-O fit also persisted when controlling
for job type and level, even in cases where P-O fit and cultural match
would be seen as very important or even mission critical (as in the
emergency services or frontline healthcare, for example).

This highlights the difficulty of assessing just what effect the faking
phenomenon has on the performance of an organisation. In the
emergency services example, it is both alarming and difficult to
counter. But in more mundane situations, organisations hiring based
on faked P-O fit will probably mean that they aren’t able to capitalise
on the benefits associated with high cultural fit and could face
increased costs because the lack of alignment between employees’
true personality and the organisational culture could lead to lower job
satisfaction and commitment and, ultimately, turnover.

On the flip side, however, if applicants correctly decipher the values
of the business and the behaviours and traits that are considered
desirable, this could even be considered a skill. And this skill may help
them to perform better, in certain roles.

The other important take-away for employers and recruiters is that
existing methods to identify or deter fakery may not be that effective
when dealing with job applicants that skew their responses in this way.
It is not really possible to fact-check the personality of all applicants
and reveal the chameleons behind the camouflage. One solution
might be that assessment processes could be devised that disguise
the intention of the exercise and reduce the likelihood of faking to fit.
Alternatively, different methods could be found for assessing applicant
suitability alongside personality assessment with self-reports. And if
neither is possible, we hope at the very least, to have highlighted an
issue that recruiters ought to be aware of and account for during their
hiring process. B
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THE SCIEN

CE OF

ATTRACTION

Mareike Voget, product manager of

scientific recruitment at

ResearchGate considers talent in the Brexit era.

Regardless of who you voted for in December’s election, you might feel
somewhat relieved to at least have clarity about Brexit. The UK’s new
relationship with the EU will inevitably bring about change. As news arises
that, for instance, nearly 2,500 academics have left Scotland in the past
three years, fears of a Brexit Brain Drain are real. Meanwhile, firms across
all industries are experiencing labour shortages — the manufacturing sector
is facing its biggest in 30 years — and are unsure how to cope without EU
workers. Until new movement policies are determined, businesses of all
sizes will rely on recruiters to provide counsel to satisfy their labour needs.
UK organisations require insight, strategy, and resources in order to recruit
talented staff. Our survey of 10,000 international scientists sheds light on
what employment factors professionals consider most important, to help
source capable personnel in times of change.

Brain drain silver lining

According to our report, 70 per cent of scientists are open to relocating
abroad for work. A Brexit-fuelled brain drain means UK organisations might
lose gifted employees to other countries. Yet, global workers’ willingness

to relocate overseas unlocks a new, external source of skilled staff.
Professionals still consider the UK an appealing work destination. Britain
remains one of the five best countries for expats to work in, due to growth
opportunities and positive workplace culture, and it is the third-most desired
destination for international scientists, according to our research.

Brexit and the points-based system promised by Boris Johnson still

needs to be ironed out, but these new policies could also help Britain
welcome non-EU labour more easily. Interestingly, only seven per cent of
the scientists we surveyed said the ease of getting a visa was the most
important factor in deciding where to apply for their next job.

To ensure hiring success, employers need to apply the same global
outlook, reaching out to candidates based on their abilities and experience,
not their location. Casting a wider net can empower companies to mitigate
the labour shortage, contribute to increased staff diversity, and help hiring
managers find the ‘missing ingredient’ in their teams.

Worker's market

According to the Office for National Statistics, the official unemployment
rate for July 2019 to September 2019 in the UK was 3.8 per cent, one of
the lowest figures since 1974. This statistic indicates that there is a scarcity
of workers available for hire, creating a so-called ‘worker’s market’. In order
to attract workers to leave their existing employers it’s important to focus
on recruitment operations — for example, enhancing employer brand, or
streamlining hiring processes. With the job market in favour of workers,
companies which hope to attract competent applicants need to know what
potential employees care about the most when looking for a new role.

For academic researchers, for example, the chance to work within

their specific field is the most important on-the-job factor to consider
when job hunting. Scientists aside, it’s natural for professionals across
industries to seek growth within their areas of expertise. Showcasing
exciting day-to-day tasks and learning opportunities when discussing
the role, or when writing the job ad, can help employers attract capable
and passionate candidates, despite the shortage of applicants.
Simultaneously, hiring managers shouldn’t shy away from addressing
salary and benefits early on in the conversation with potential hires

— pay and perks rank as the most important practical factors considered
by scientific professionals when job hunting. In a tight job market,
where organisations have to compete for too few excellent candidates,
transparency on benefits and salary may help vacancies stand out.

As the Brexit fog clears, the UK's fate is still uncertain. As such,
recruiters need to advise clients to pull out all the stops in order to
appeal to and hire talented professionals. Considering employee needs,
like attractive salaries and specialised work, and tailoring their approach
accordingly, is the first step to success. B

With 15 million-plus researchers and 120 million scientific publications,
ResearchGate is the world's leading professional network for scientists.
Scientists use the platform to accelerate their research work, while research
institutions rely on the platform to attract, recruit and hire scientific talent.

- a
4 =

DOWNLOAD X[\
YOUR COPY 7|
OF GETTING
STARTED

KEEP IT SIMPLE. GET IN TOUCH. % 01594 888518 &5

©

S . _ =
simplicity
Qur FREE practical and simple guide

to starting and maintaining a successful
recruitment business.

s DOWNLOAD YOUR COPY
visit www.simplicityinbusiness.com/gettingstarted 1

sales@simplicityinbusiness.com 8@ www.simplicityinbusiness.com

B

1--1

HOW FAR CAN
YOU GROW YOUR
RECRUITMENT
BUSINESS?

Every day we enable hundreds of recruitment
businesses achieve their strategic objectives.

|| THE RECRUITMENT
NETWORK

In partnership with:

BROOKSON . cubel? L a— Le—

Consult ﬁﬂ VO VINCERE  Rodnows A\ ADDICTIVITY & Denisccan

TETINOE S - @ 5 CATS Tedia (@) e . “ .

volcanic

www.therecruitmentnetwork.com



LOOKING

FOR THE BEST
CANDIDATES?

Search 14.5 million CVs and
advertise jobs In all sectors!

NEW

Start making more placements with a free trial today! CUS_:?EBI:ER

We've partnered with Global Recruiter to offer you access to our market-leading CV Database on a free trial.

Get in touch today and quote 'Global Recruiter’ to get started.

@_lbrerg 01252 810995 | recruit@cv-library.co.uk
K Libirary TRCs apply. Elgibility for trial will Be confirmed Upon Fagistration.

WWW.CV'”brarY,CD.U Mew CV-Library customers only



