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We live in an age where everything we do, certainly online, leaves a trace. Unless 
we spend hours carefully setting preferences, closing down cookies and erasing our 
tracks, we leave a digital mark. This may not be a coherent path, but it is useful data. 
The same thing applies for recruitment companies. Every call, every job advert, every 
client interaction leaves a trace, a record, data.
Data is valuable – and not just for the advertising company who, given half a chance, 
will use it to target you with something an algorithm believes you’ll buy.  
It is valuable because handled and analysed in the right way it will tell you important 
things about your business. It can tell you where inefficiencies exist. It can tell you  
what training your consultants need. It can tell you how to be better.
In this month’s cover story – and elsewhere in the magazine – we explore how data 
can be the recruiter’s friend. How business information can power the sector forward 
and what best practice can look like. Data can form a bedrock to Recruitment 4.0 – the 
emerging recruitment service that will be required to meet the next challenges of the 
workplace. It’ll certainly be under discussion at our UK Summit in London on 4th March, 
so make sure you’re there so you can be a part of recruitment’s future. Register for free 
right here: https://www.summit.theglobalrecruiter.com/register/
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Research from Robert Half has 
found that many Australians are 
dissatisfied with their current 
financial remuneration. The 
recruiter notes that employees 
are faced with the rising cost 
of living and slow wage growth 
at only 2.3 per cent. Their 
independent survey of 1,000 
employees shows that 43 per 
cent of workers feel that they 
are underpaid in their current 
job while 45 per cent say that 
getting a pay rise is their top 
career goal for 2020.
However, securing a higher 
salary in 2020 will prove to 
be a growing challenge for 
many employees as business 
confidence is tempered by 
slowing GDP growth forecasts 
and uncertain global headwinds.
Salary remains a crucial 
element when it comes to 
attracting and retaining top 
talent, and incentivising strong 
performance. While over half 
(55 per cent) of Australians say 

they are being compensated 
fairly, more than four in ten (43 
per cent) feel they are being 
underpaid.
Of workers surveyed, however, 
seven per cent more females 
feel that they are underpaid 
compared to their male 
peers. While more Western 
Australians state they are being 
compensated fairly (64 per cent) 
than any other surveyed group, 
Victoria showed the highest level 
of dissatisfaction with half (50 
per cent) feeling underpaid.
“Regardless of the market 
conditions, it is critical for 
companies to have competitive 
remuneration policies in place 
to optimise staff acquisition and 
retention,” says Nicole Gorton, 
director of Robert Half Australia. 
“Employees know their worth, so 
employers shouldn’t risk losing 
key players because they are 
not showing them they’re valued 
at the company.
“However, given the stagnant 

wage growth forecasts 
Australians face for 2020, many 
employees are likely to find it 
more challenging to obtain a pay 
rise. That being said, business 
transformation and digitisation 
are ongoing priorities for 
businesses, creating continued 
demand for specialised 
positions that are often in low 
supply – which in turn means 
increased salary potential for 
such talent.
“Even in highly favourable 
market conditions, pay rises are 
generally no longer attributed 

based on the time the employee 
has been with the company,” 
she adds, “any request for 
a higher salary needs to be 
framed in a way that shows the 
added value the employees has 
brought and continues to bring 
to the company.
“In this climate, it’s of even 
greater importance for 
Aussies to understand how to 
demonstrate their value to a 
company in order to differentiate 
themselves from their peers and 
secure a salary increase.”

The Recruitment Network 
(TRN) and The Recruitment and 
Employment Confederation (REC) 
have launched a new business 
partnership. The arrangement 
means the REC and TRN will 
be able to improve and expand 
the level of support and advice 
available to recruiters across  
the UK.
REC members will benefit from 
discounts on access to TRN 
services, including market 
leading peer-to-peer networking 
and business leadership 
support. Firms working with The 
Recruitment Network who join 
up with the REC will benefit from 
a waived joining fee and access 
to the legal advice, insurance, 
training, compliance and business 
growth support that comes with 
membership of the UK’s biggest 
recruitment body.
“Supporting recruiters as they 
build their business is at the heart 
of the REC mission,” said Neil 
Carberry, CEO of the REC. “By 

working with The Recruitment 
Network, we can deepen the range 
of advice REC members get and 
offer more to TRN subscribers 
too. In 2020 recruiters can still 
expect the high-quality advice, 
guidance, training and advocacy 
they want from the REC – but 
this partnership enables us to do 
more for Britain’s world-leading 
recruitment and staffing industry.” 
James Osborne, chairman 
of The Recruitment Network 

commented: “This is a fascinating 
time for recruitment and 
staffing businesses, and the 
opportunities for the industry 
today are unparalleled, in my 
experience. However, growing any 
organisation will always come with 
its challenges, twists and turns 
to navigate. This partnership with 
the REC creates a comprehensive 
and unique service offering that 
will ensure both REC and TRN 
members will be able to capitalise 

on the opportunities that  
lay ahead.”
The REC and TRN have been 
working together behind the 
scenes on the partnership for 
a number of months leading 
up this launch which includes 
the introduction of a brand new 
technology platform, TRNWorld 
(2.0), which will be made free to  
all REC members. 

AUSTRALIANS SEEK PAY RISE

For the latest industry news log on to www.theglobalrecruiter.com or sign up for our regular news by email
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TALENT 
REQUIRED 
The latest Talent Shortage Survey 
released by ManpowerGroup has 
found that the UK talent shortage 
has more than doubled since its 
lowest reported point in 2010  
(nine per cent), with almost a 
quarter of British businesses 
reporting shortages. The worst 
affected organisations are those 
with over 250 employees, with 
over half (51 per cent) of them 
reporting talent shortages. 
Conversely, small organisations 
fare much better in the war for 
skilled talent, with only 21 per cent 
of businesses with less than ten 
employees reporting difficulty in 
filling roles. 
Now in its 13th year, the survey of 
more than 1,000 employers across 
the UK found the sector with 
the most acute talent shortage 
remains skilled trades (electricians, 
welders, and mechanics). 
Healthcare professionals (doctors, 
nurses and other non-nursing 

health professionals) edges up 
from third hardest in 2018, to 
second in 2019; and, accounting 
and finance personnel (certified 
accountants, auditors and 
financial analysts) entering the 
top three hardest to fill roles for 
the first time. ManpowerGroup 
UK director, Chris Gray, said: 
“With growing talent shortages 
across the UK, it’s no longer a 
question of simply finding talent; 
we need to build it. Organisations 
need to be agile, and willing to 
stretch their candidate offering, 
increasing salaries isn’t enough of 
a differentiator anymore.
“Although the UK is experiencing 
the worst talent shortage in over 
a decade, our market place is 
faring well compared to the rest 
of the world reporting shortages 
of 54 per cent,” he continued. 
“This comes down to some key 
sectors findings new ways to 
combat talent shortages in recent 
years. For example, we’ve seen 
an increase in innovative solutions 
to address the drivers’ shortage. 
Although driving roles remain in 
the top ten hardest to fill, there 

have been some improvements 
as they slip from second in 2018 
to ninth hardest to fill roles in this 
latest survey. Companies have an 
important role to become creators 
of talent by helping people learn 
new skills today for the jobs of 
tomorrow – to plug talent gaps 
before the emerge.” 
Gray continues: “Whilst salary size 
remains a decisive factor for the 
attraction and retention of workers, 
demands for workplace flexibility 
continue to gain importance across 
all age demographics, as do 
businesses with a strong purpose. 
Candidates are seeking more 
meaningful work and to create 
‘One Life’, the balance of work and 
home. Businesses must be agile 
in embracing these preferences 
to shore up access to the skills 
they need; embracing these 
preferences to help safeguard 
future talent pools.” 
For information on Closing the 
Skills Gap: What Workers Want 
and to find out how we can 
support you in closing your 
skills gap please visit 
www.manpowergroup.co.uk 

NATIONAL 
AGENCY 
MOVE 
As part of India’s union budget 
2020-2021 the finance minister 
Nirmala Sitharaman has 
proposed setting up a National 
Recruitment Agency to recruit 
candidates for ‘non-gazetted’ 
posts in governments and public 
sector banks.  
Non-gazetted officers do not 
have the personal authority to 
issue an official stamp on behalf 
of the government. Nirmala 
added that the government 
intends to introduce major 
reforms in recruitment to non 
-gazetted posts in governments 
and public sector banks.
At present, candidates have to 
appear for multiple examinations 
conducted by multiple agencies 
at different points of time, for 
similar posts. “This places an 
enormous burden on time, effort 
and cost of young people,” 
Nirmala noted. “To mitigate 

their hardship faced, it is 
proposed to set up a National 
Recruitment Agency (NRA) as 
an independent, professional, 
specialist organisation for the 
conduct of a computer based 
online Common Eligibility Test 
for recruitment to non-gazetted 
posts.”
The minister said a test centre 
would be established in every 
district, particularly in the 
aspirational districts. She also 
proposed to evolve a robust 
mechanism for appointment 
including direct recruitment to 
various tribunals and specialised 
bodies constituted for speedy 
disposal of commercial and  
other disputes.
The government also proposed 
to provide approximately INR 
993 billion (USD 13.9 billion) for 
the education sector in 2020-21 
and approximately INR 30 billion 
(USD 420.1 million) for skill 
development.
Sitharaman added that the 
National Skill Development 
Agency will give special thrust 
to infrastructure focused skill 
development opportunities.

ODGERS IN US 
Odgers Berndtson, a leading 
executive search firm with more 
than 60 offices worldwide, has 
launched its global interim 
management arm – Odgers 
Interim – in Boston and New York, 
following unprecedented demand 
for senior leaders working on an 
interim basis across the US.
With offices in London, Australia, 
Canada and Brazil, Odgers 
Interim’s US business will be led by 
Paul Smith, a UK client partner who 
has been named managing partner 
of Odgers Interim US.
The expansion of Odgers 
Berndtson’s global interim 
management services into America 
is in direct response to the growing 
need from public and private sector 
organisations for senior interim 
leadership capabilities across 

almost every industry and function. 
These include strategy, corporate 
development, HR, finance, supply 
chain, marketing & sales, IT and 
cybersecurity. In particular, there 
are notable opportunities for interim 
CFOs due to the cross sector need 
for high quality, rigorous senior 
financial expertise.
“An accelerated pace of business 
and a pressing need to manage 
significant levels of market 
disruption in the US is driving both 
large and middle market companies, 
as well as other professional 
institutions including healthcare, 
to seek highly experienced senior 
leaders who can parachute into 
organisations on demand,” said Paul 
Smith. “These professionals are 
increasingly sought after because of 
their hard to find expertise in areas 
such as transformation program 
delivery, M&A and carve out work, 
and as ‘steady hands on the tiller’ 

to manage functional leadership 
vacuums.”
Odgers Berndtson will offer 
interim managers as both  
stand-alone resourcing service 
and in conjunction with its 
permanent executive recruiting. 
Utilising the network of clients 
across its 14 US offices, Odgers 
Berndtson will be able offer 
interim managers nationwide.
Smith added: “In particular, our US 
private equity, financial services, 
and healthcare clients are looking 
for a more agile approach to 
securing senior level skillsets. 
In addition to being able to plug 
the three to four month period 
of absence during the search 
for a permanent executive, 
interim managers are attractive 
because of their unique blend of 
strategic direction and hands-on 
implementation that means they 
can solve problems from day one.”

The growing marketplace for 
interim managers across the US 
comes at a time of exceptional 
growth for Odgers Berndtson.
Steve Potter, CEO of Odgers 
Berndtson US, said: “As one of the 
only top six search firms in the US 
with a dedicated interim capability, 
Odgers US is thrilled to gain this 
key competitive advantage. Our 
nationwide network of clients 
across 14 offices can now draw 
from Odgers Interim’s global pool 
of interim managers. Paul and the 
rest of the Odgers Interim team 
are an important addition and will 
be a major factor in the continued 
growth of Odgers Berndtson US.”
Earlier this year Odgers Interim 
celebrated its 20th anniversary. 
Fiscal year 2018/2019 was its 
most successful financial year  
to date, reporting in excess of  
£50 million and, since 2014, a  
53 per cent increase in revenues.

GET SETTLED 
Berry Recruitment Group (BRG)  
is urging EU nationals to apply  
for ‘settled status’, which they  
say is easy and almost certain  
to succeed. 
The recruitment company which 
works from almost 40 locations 
across the country and is 
headquartered in St Albans, Herts, 
said around a million have yet to 
register. By the end of this year, 
existing residence documents for 
EU citizens could be out of date. 
But achieving settled status,  
which is a free process through  
the EU Settlement Scheme, 
means they will be able to 
continue as they are.
BRG is also urging employers to 
encourage their EU nationals to 
apply so the country has enough 
workers, particularly in areas such 
as warehousing, manufacturing, 
catering, driving and office roles.
“Foreign workers are crucial 
for our whole economy and EU 
workers make up about seven 
per cent of the UK workforce,” 
said Spencer Berry, BRG’s 

business development director. 
“About a million EU workers have 
yet to secure ‘settled status’ or 
‘pre-settled status’ and there are 
various reasons for this.
“The scheme is for those who 
have been living in the UK for five 
years with continuous residency, 
those who move to the UK before 
the end of this year and for family 
members of EU citizens living 
in the UK,” he added. “The vast 
majority of those who apply are 
successful and with Brexit now 
certain there is no reason to delay.
“Recruiters depend on foreign 
workers for both temporary 
and permanent positions – and 
particularly for many mid- and 
low-skilled areas. If there is a deal 
with the EU then there is a chance 
that the end-of-year deadline 
will be extended, but we would 
encourage people to apply now.
Details of the EU Settlement 
Scheme can be found on the 
government website. Research  
by the AIRE Centre, a legal charity 
specialising in European law, said 
the success rate of applications  
for settled status was more than 
99.9 per cent.

SKILLS 
STRATEGY 
Bullhorn’s 2020 Global 
Recruitment Insights and 
Data (GRID) suggests nearly 
three quarters (74 per cent) 
of UK recruiters believe skills 
shortages will be their top 
hiring challenge for 2020. 
This is followed by the need 
to get employers to increase 
candidate pay rates (42 per 
cent), and reskilling workers 
to meet client demands (26 
per cent). The finding have 
come from a survey of more 
than 2,000 global recruitment 
professionals. Nearly half (46 
per cent) believe the talent 
shortage in the UK is worse 
now than it was five years ago.

The findings follow the launch 
of The World Economic Forum’s 
Reskilling Revolution, an 
initiative to provide one billion 
people with better education, 
skills, and jobs by 2030. The 
majority (80 per cent) of UK 
recruiters agree that reskilling 
candidates is an effective way 
to address talent shortages. 
Three quarters (75 per cent) 
also agreed that employers 
must accelerate pay increases, 
to compete for qualified 
candidates.
“The talent shortage in the UK is 
getting worse, but there are ways 
that recruiters can help tackle 
it,” said Peter Linas, Bullhorn’s 
executive vice president of 
corporate development and 
international. “Of course, 
increasing pay will attract 
better candidates, but reskilling 

employees is one of the biggest 
opportunities in recruitment 
right now. Recruiters are best 
positioned to identify emerging 
skills and competencies, and 
guide businesses that are 
struggling to get to grips with 
how job roles are changing, and 
how to find the talent they need.”
More than two thirds (68 per 
cent) believe that diverse 
organisations are more effective, 
representing an eight per 
cent uptick from last year. It 
seems this belief is shared by 
their clients, too – over half 
(54 per cent) of recruiters said 
they have clients that require 
diverse candidate shortlists. 
More specifically, recruitment 
businesses specialising in 
sales and marketing were 
considerably more likely 
(65 per cent) to receive 

diversity requests than those 
in healthcare (37 per cent). 
Unfortunately, nearly half  
(49 per cent) said that there’s a 
shortage of diverse candidates 
in the talent pool and over a 
quarter (27 per cent) said they’ve 
experienced discrimination in 
their own career in recruitment.
Linas continued: “Both 
companies and recruiters are 
responsible for creating a 
more diverse workforce, but 
technology has a role to play, 
too. The right recruitment 
technology can automate CV 
parsing to identify candidates 
that have the qualifications, 
experience or skills needed, 
without considering their 
background. This means it can 
put candidates forward who 
might otherwise not make the 
cut,” said Linas.
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MOVES
Sellick Partnership has appointed 
two new associate directors  
– Laura Hayward and Mark Bailey 
– within their legal recruitment 
team. Laura and Mark will be 
heading up their public sector and 
private sector legal recruitment 
teams, supporting managing 
director Jo Sellick and legal group 
director Hannah Cottam with the 
strategic direction of their legal 
offering. 
Laura joined Sellick Partnership 
in October 2011 as a resourcing 
consultant and has quickly risen 
through the ranks. Mark has over 
a decade worth of recruitment 
experience and joined Sellick 
Partnership as a manager in 
November 2015. Since then he 
has focused on the development 
of their private practice offering 
and now manages their legal 
team in Leeds city centre. Hannah 
Cottam said: “Both Laura and 
Mark are exemplary recruitment 
professionals. Not only have they 
helped build our teams, and grow 
our legal offering, they have also 
shown that they are able to think 

strategically, which is a huge 
bonus during this time of growth 
for Sellick Partnership.”
Pedersen & Partners has 
appointed Gabriela Trojákova as 
a principal within its Prague team. 
With over 20 years of experience 
in executive search, human 
capital strategy design and 
execution, coaching and career 
mentoring Trojáková’s track 
record includes over a decade 
with Philip Morris International 
in various HR management 
positions, and another five years 
with Vodafone Czech Republic 
as an HR business partner. At 
Vodafone, Ms. Trojáková oversaw 
the implementation of a company 
-wide transformational people 
agenda, focusing on A-to-Z 
employee lifecycle management, 
FTEs planning, people 
development, attrition, retention, 
engagement, and wellbeing.
“We are pleased to welcome 
Gabriela to the team,” said Petra 
Grabmayer, partner and country 
manager for Czech Republic. 
“By leveraging her background 
of corporate talent strategy 
design and execution, she brings 
unique insights to the candidate 

selection process, together with 
values alignment, consolidated 
management skills and a 
recognised brand and image on 
the Czech market. With Gabriela’s 
addition to our global team, we 
will continue to drive business 
development and cross-border 
search execution.”
Gi Group UK has appointed 
Paulo Canoa as country manager 
Gi Group UK & Ireland. Canoa 
will head up UK operations with 
immediate effect having been 
country manager of Gi Group 
Brazil since 2015.
With more than 20 years in the 
recruitment sector, he has held a 
series of CFO and CEO roles in 
South America as well as serving 
as President of the International 
Executive’s Committee in 
Brazil and sitting on the board 
of the Portuguese Chamber of 
Commerce in Sao Paulo.
Recently named one of the 25 
most influential people in Latin 
America by Staffing Industry 
Analysts and one of the top 
five executives in Brazil by Top 
of Mind, Paulo developed his 
executive career in his native 
Portugal and then Brazil where 

he oversaw operations in eight 
countries in Latin America.
“I am delighted with the 
opportunity to take the helm 
here in the UK – one of Gi 
Group’s most established and 
integral markets,” said Canoa. “I 
was attracted to the role by the 
opportunity to drive our expansion 
as a major HR services provider 
across the fields of temporary 
and permanent staffing, 
search and selection, interim, 
executive search, recruitment 
process outsourcing, training 
and development, change 
management and outplacement.
“I aim to blend my proven 
commercial and industry expertise 
with the specialist skills already 
within the business to further 
strengthen the organisation’s 
position as a leading player in the 
UK market – adding even greater 
emphasis on our expanding 
portfolio of high-quality services,” 
he said. “Through our brands 
Gi Group, Grafton Recruitment, 
Marks Sattin, INTOO and TACK 
TMI, the UK business is now 
positioned to play an even more 
significant part in Gi Group’s 
plans for global growth.” n

DATA DRIVEN 
Analytics and automation are now 
ranking as the top two priorities 
of enterprise human resource 
functions, according to a survey 
by Everest Group. Through a 
survey of senior executives 
in HR operations the Group 
found the top five key objectives 
cited are “move toward cloud,” 
centralisation of HR processes, 
and cost reduction.
“Cumulatively, these priorities 
reflect that access to digital 
solutions is a paramount concern 
for buyers of MPHRO solutions,” 
said Priyanka Mitra, practice 
director at Everest Group. “These 
digitally focused priorities also 
align with a clear shift we’re 
seeing in enterprise HR operating 
models as organisations seek 
innovative and flexible solutions 
to tackle tough HR challenges 
such as reducing operating costs, 
finding talent, and improving 
employee experience.”
Asked to classify their HR 
operating models, the executives 
surveyed by Everest Group 
described a continuum of 

capabilities that is clearly moving 
toward cloud-based and next 
generation models. Twenty 
to 30 per cent described their 
operations as fragmented (State 
1); 15-25 per cent described their 
operations as centralised (State 
2); 45-55 per cent chose the 
cloud-based model as the most 
descriptive of their operations 
(State 3); and nearly 10 per cent 
claimed to have achieved a next 
generation operating model  
(State 4).
“Enterprises are looking for 
opportunities to undergo 
end-to-end transformation 
of their HR processes, and 

they are demanding that their 
service providers evolve from 
administrators to strategic 
partners that can help orchestrate 
a next generation approach,” said 
Mitra. “Providers are responding 
by making heavy investments in 
technology, particularly analytics 
and automation. In addition, 
providers are also expanding 
their capabilities by widening their 
geographic reach and by adding 
high-end, value-added services 
such as talent management and 
advisory services.”
Everest Group reports that 
the MPHRO market registered 
a healthy growth rate of 

approximately five per cent 
between 2017 and 2019 and is 
expected to remain steady at  
5-8 per cent for the next two 
years, crossing the $5 billion mark 
by 2021. However, looking ahead 
to 2021, Everest Group cautions 
that a potential recessionary wave 
may lead enterprises to delay 
decisions to outsource additional 
HR functions.
These findings and more are 
explored in Everest Group’s 
recently published report,  
“Multi-Process Human Resources 
Outsourcing (MPHRO) Annual 
Report 2020 – Preparing for a 
Digitally Enabled Decade.”
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This month, the market overview comes from WEC member 
Neil Carberry, Chief Executive, Recruitment and Employment 
Confederation (REC).

Q: What are the main challenges and opportunities 
currently facing your labour market?

A: Every month we survey thousands of employers across the UK and 
they’re telling us that one of the biggest challenges is accessing the skills 
they need. This is driven by the UK’s record high employment rate and 
makes using an effective recruitment partner essential.
At the same time, recruiters have seen the number of staff available 
decline continuously since May 2013. Employers are also telling us 
that they have little spare capacity in their existing teams. They have 
ambitions to grow, but a tight labour market means they are struggling to 
find the staff and the skills they need to put their plans into action. 
Brexit continues to cast uncertainty over the UK labour market, but things 
could be changing. Following the election result in December, our survey 
showed employer confidence in the economy picking up slightly for the 
first time in a year. But there are still unanswered questions as to how 
businesses will trade with the EU, and how they will hire the staff they 
need. Businesses in agriculture, hospitality and healthcare, rely heavily 
on EU workers of all skill levels. 
There are opportunities here too. The UK has suffered from a chronic 
productivity problem since the financial crisis and this can only be 
addressed by improving how we work. Better recruitment, onboarding 
and management have a huge part to play in this. There are massive 
opportunities for recruiters in providing key support to clients on 
workforce advice and planning – this is underpinning an increasing 
perception of the sector as a professional and valuable service.

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

A: The future of work debate in the UK is slowly becoming more 
nuanced. A few years ago, the loss of employment to automation and 
– ultimately – AI, was perceived as a particular threat. As people have 
dug deeper, however, the future of work is being understood much 
more as a challenge to change and innovate rather than an existential 
threat. Making sure our skills system is flexible enough to adapt, and 
that the great work the UK does can be commercialised and scaled, 
are key points. For companies, there is also the ethical dimension 
of making sure environmental and moral sustainability are baked 
into their choices on the future of work. This is particularly true for 
recruiters, where making sure new technology can be used to improve 
sector performance without losing a level-playing field on regulation 
and worker welfare are key.

Q: What actions are you taking to support your 
client companies and workers lead in a changing 
world of work? 

A: The REC’s Good Recruitment Collective engages directly with 
500 client businesses employing over three million people to keep 
our members close to business thinking, while our Future of Jobs 
campaign regularly publishes analysis and advice for members.  

PURSUING 
GOOD 
RECRUITMENT
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On key topics – like recruitment platforms – we are talking to worker 
representatives such as the TUC, and we have upped our engagement 
with education with over 200 members visiting schools as Future of 
Jobs ambassadors. 

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

A: Automation and AI are the future. As many jobs become 
automated, recruiters will have an important role in helping people 
transition towards new industries. This is likely to affect the various 
regions of the UK differently. Regions where there are a greater 
proportion of lower skilled jobs at risk to automation, such as East 
Anglia, will be affected most. 
The opportunity for recruitment professionals is to facilitate the 
transition towards more sustainable regional economies. The faster 
things change, the more strategic recruitment professionals will be 
called upon. This is already being reflected in the REC’s JobsOutlook 
data, which shows that 90 per cent of employers choose their 
recruitment partner based on their expertise. The REC will continue 
to help equip recruiters with the regional and national intelligence they 
need – such as what are the growth industries for jobs – to help guide 
their clients through the ever-changing landscape. As recruitment gets 
harder there is increasing recognition that the solution is to get better 
at it. As part of this we hope to see more employers tapping into the 

expertise of recruitment professionals to meet their needs. 
The ethics of how AI is used with recruitment procedures will be a hot 
topic over the coming year. It’s already been demonstrated that AI suffers 
from many of the same bias as humans and this risks further entrenching 
inequality. We will be feeding into regulatory discussions with government 
around the use of AI to ensure that online platforms and recruitment apps 
meet the same standards as established recruiters. 
A central theme is the rise of the on-demand economy and the increasing 
need of businesses to be agile. Firms are facing an ever more uncertain 
future and, as we see from our data, the UK’s flexible jobs market is 
more important than ever before. Two in five people have at some point 
in their careers worked as a temp, contractor or freelancer. They are a 
significant, and increasingly important part of the UK economy. While 
permanent placements declined over the uncertain year that was 2019, 
it’s been a different story for temporary placements which showed 
growth. The temporary jobs market keeps the economy going in difficult 
times. A key job for the REC’s campaigns team is to make great work 
happen – and to win acceptance by all that flexibility is a driver of that, 
not a blocker.
The future of work lies in greater flexibility – and in this sense the  
market is well prepared. But getting conditions for workers with strong 
legal enforcement from the proposed new single enforcement body  
and industry compliance standards led by the REC will both be critical  
to support for this model and the industry, as well as preventing  
labour abuse. n

As many jobs become 
automated, recruiters will 
have an important role in 
helping people transition 
towards new industries



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 place 
globally and must therefore deliver the talent organisations need as the 
workplace evolves. 
Work is changing. The workplace is changing. The recruitment industry is being challenged  
to address new needs, to work with the new employee models and company models. At 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, systems 
and solutions which will power you and your business to greater success in the years to come. 

The future may be hard to predict, but this is your chance make it work for you.

Keynote Presentations
George Zarkadakis, Digital Lead, Willis Towers Watson
Drawing on a 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.

 
Samantha Hurley, Operations Director, APSCo
Based on exclusive recruitment market research, Hurley details the 
trends and challenges when technology meets recruitment and how 
automation and the human touch work together. 

The organisers reserve the right to amend the programme or exchange speakers if it should be necessary.
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Stephen Frost and Raafi-Karim Alidina of Frost Included consider 
diversity in a new decade.

used in academic journals in 2010, now C-suite executives discuss 
its importance. Ten years ago, the common understanding was that 
women are paid less because they don’t negotiate, which makes 
them seem less competent. Now we know that when women do ask 
for more money – when they do negotiate in the same way that men 
do – they receive an incredible level of backlash. We now know 
that exhibiting strong negotiating behaviours is seen for men as 
‘knowing their value’ but for women as ‘cold and abrasive’. These 
examples show an incredible increase in our understanding of why 
inclusion problems persist in the workplace despite all the effort 
and conversation.

Reasons to change

The biggest changes in approach, though, come from the very 
reasons organisations are doing D&I work in the first place. A 
decade ago, most organisations were approaching D&I from 
a ‘Diversity 101’ perspective. It was a very compliance-driven 
approach that focused on ensuring the company was meeting all 
requirements it was legally obligated to. It was about attaining a 
minimum, not adding value per se. Any impetus for change came 
from changes in legislation.
As social consciousness around D&I increased, many 
organisations moved to a ‘Diversity 2.0’ approach. Marketing-led, 
these organisations have recognised that globalisation has made 
diversity a modern day fact in our societies. Consumer markets 
look very different than they might have 30, 20, or even 10 years 
ago, and business recognises consumers want to be reflected by 
the organisations they buy from. Putting diversity at the centre of 
a major ad campaign is a good signal to these diverse populations 
that they understand these needs. 
But as we close out the decade, some organisations have realised 
when these ad campaigns are not backed up by concrete action, it 
can create a feeling of inauthenticity. This can make the dominant 

This has been a decade of tumultuous change. We’ve witnessed 
massive changes in the political sphere, with the resurgence of far 
right political movements around the world, from the Philippines to 
Brazil to Hungary to the USA. We’ve seen the end of cooperation 
as we knew it previously with NAFTA being replaced, Britain exiting 
the EU, and NATO under strain.
But there has also been great progress on the D&I front: marriage 
equality has expanded to multiple countries, including Argentina, 
Australia, Finland, Taiwan and the USA. Finland set a new record 
by having every major political party in parliament led by a woman 
under 35, and Rwanda set a record with 64 per cent of its elected 
government being women.
When it comes to the business sphere, while it’s clear that there 
has been an increasing conversation about moving the dial on D&I, 
have things actually changed? 

Business record

It’s easy to feel discouraged when women make up only 17 per cent 
of executives in consulting, 15 per cent in financial services, and 11 
per cent in tech. Not to mention the fact that in the FTSE 100 there 
are still more CEOs named David (14) and even more named John 
(17) than there are all women (7). However, increased advocacy, 
laws, and pressure about this problem has begun to make 
changes – the proportion of women on boards of the FTSE 100 has 
increased from 12.5 per cent in 2010 to 32.4 per cent in 2019.
From our perspective, though, the numbers don’t tell the whole 
story of the progress we’ve made. The biggest area where 
things have changed is about our understanding of bias and 
discrimination, and the way people are thinking about D&I and 
approaching the topic.
Ten years ago, the words ‘unconscious/implicit bias’ were relegated 
purely to academic circles. Now, they are common parlance even 
in general social context. The term ‘psychological safety’ was only 
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group feel good about themselves but make the minority group you 
are trying to attract even more cynical and less likely to join in. For 
example, Lloyd’s has run a number of ads recently about the impact 
of subtle discriminatory language at work, yet their Gender Pay Gap 
is still 42 per cent for salary and 67 per cent for bonuses. That gap 
in marketing versus reality is stark, and people notice. It causes a 
credibility gap that can actually make things worse in the eyes of 
the public.

Inclusion 3.0

As a result, businesses have found real success by moving to 
the 'Inclusion 3.0’ approach. This is where diversity and inclusion 
initiatives are not something done on the side, but rather are a key 
aspect of the way they do business. Inclusive thinking is embedded 
in all the decisions they make, creating the conditions for a more 
organic increase in diversity in the company and a more inclusive 
environment that makes everyone thrive and work together more 
productively.
Mars might be in this space, which is reflected by a smaller gender 
pay gap (women earn eight per cent more on average than men 
according to UK government data) and fairly high ratings on 
Glassdoor (3.9 overall). While they likely still have some work to 
do, they seem to be approaching diversity and inclusion with a 
sustainable and authentic mindset.
This is also true when we look at how this change in perspective 
is affecting the way we use and develop new technologies. In the 
last decade, machine learning and AI have become much smarter, 
leading to companies wanting to use it for everything they can.  
This has caused some problems in the D&I space – since the 
original datasets fed to machine learning algorithms are created 
by human programmers, everything the machine learns is imbued 
with the bias of its creators. Famous examples include Amazon’s 
gender-biased recruiting platform that learned – because of the 

data that was fed to it – that being male was an important aspect of 
being a successful Amazon programmer. Another example is how  
object-detection systems in self-driving cars are better at detecting 
light skin than dark skin, a phenomenon discovered by Georgia 
Tech researchers in 2019.
More importantly, though, this technology has also become much 
cheaper. Which means we are now much more aware of how bias 
affects it and are more easily able to rectify these problems. In the 
case of self-driving cars, companies like Tesla and Uber have been 
able to adapt their platforms to completely change the way their 
cars detect objects in a short time for a relatively low cost. When 
it comes to recruiting, tons of new companies are coming out with 
tech products that help mitigate our biases. Textio is one example 
– it uses machine learning to help us understand what words 
and phrases in job descriptions are more or less biased toward 
applicants of different genders.
As tech becomes cheaper and easier to use, and as our awareness 
of our own biases and how they affect our work and technology 
increases, we will only become increasingly innovative in how to 
mitigate our biases in day-to-day life. While at times it may seem 
that little progress has been made when we look at the numbers, 
in reality the change in consciousness around D&I is a much more 
substantive change. We may have backlash to this progress, 
coming in the forms of political crises around the globe, but the 
conversation has clearly changed. As such, we can look to the next 
decade with optimism. n

Stephen Frost is the founder and Raafi-Karim Alidina an associate 
of Frost Included, a consultancy that works with HR professionals 
to help them embed inclusion in their decision making. Their latest 
book, Inclusive Talent Management – How business can thrive in 
an age of diversity, is out now, published by Kogan Page.
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Directors of Hunter Bond, Lee Ballen and  
Stephen Perkins, discuss the creation and 
operation of their business.

Q: When and how did the company begin? What 
was the objective/inspiration for the business?

A: Hunter Bond was launched in 2014 by founders Lee Ballen and 
Stephen Perkins, who both had successful careers with the SThree 
group. In forming the company we brought our knowledge and work 
ethic to the forefront of our client and candidates’ needs. 
Standing head and shoulders above the competition in a fiercely 
competitive recruitment market Hunter Bond is underpinned by three 
core values of passion, integrity, and quality. Our continued practice 
of hiring consultants with these traits, and our founders personally 
coaching team members has led to highly-skilled and passionate 
specialists that deliver outstanding client and candidate service.  
This has resulted in an environment where consultants enjoy 
working whilst getting all the advertised benefits of recruitment.
The objective of the business is to change our industry for the better 
through delivering effective and transparent solutions for specialist 
high-end technology and change roles. With both owners and staff 
determined to become the world’s number one supplier of staff to 
the leading companies in these sectors.

Q: Which sectors/roles did it start fulfilling and 
how did it evolve?

A: From the outset, Hunter Bond has specialised in the recruitment 
and placement of top performing permanent and contracted staff for 
the technology and change industries. The technology candidates we 
work with include professionals with the following backgrounds: python, 
java, C#, C++, quant development, data analytics, javascript, UX, cloud 
computing and cybersecurity. 
Whereas the change roles we work with include professionals working in 
business transformation, information security, partnership management, 
credit risk, change management, and business development. 

Q: What do you regard as the unique selling point/
approach of the business? How have you fostered 
this in the business and ensured the people working 
for the business understand and support this?

A: The unique selling point of Hunter Bond is its ability to understand 
and meet the needs of all our clients and candidates, whilst providing 
internal opportunities for employees to flourish in their careers. We 
put our client’s goals at the heart of everything. An approach that 
differentiates us in our market, earns us exclusive partner/PSL top tier 
rankings and importantly drives the success and loyalty of our clients. 

THE 
SPECIALIST 
APPROACH
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Through every step of the recruitment process, we stop at nothing to 
deliver excellence by leveraging our deep and specialist knowledge  
of an industry to fill even the most difficult roles. This has led to  
the development of our strong specialist brand which appeals to  
high-performance change and technology clients looking for a  
partner who will deliver the best of the best to meet their needs.
This has been fostered within the business through bespoke internal 
training where we teach staff the full recruitment process, and what it 
means to work for Hunter Bond. As founders we continuously set out 
to disrupt the status quo – by truly listening and evolving approaches, 
systems and processes to meet the needs of clients and candidates 
in our fast-moving and highly competitive industry. Sharing our 
experience and insights in real-time helps to ensure that our people 
get it right first time for the client, this unrivalled coaching culture also 
builds staff confidence which helps them to progress into senior roles.
We’ve designed our training and development model to adapt to 
the changing needs and expectations of our stakeholders. Flexible, 
hands-on and real-time, our model successfully builds the confidence, 
competencies (and careers) of our expanding 30-strong diverse team, 
to stay close, and be the best they can every day for our clients. 
This has resulted in a 92 per cent employee retention rate, where 
staff maximise opportunities for internal mobility/progression into 
complementary or senior roles.
Visitors to our vibrant offices on any given day see the on-boarding 
and up-skilling of our people (who include school leavers, graduates 
and second jobbers). All thanks to our open-plan workspace with 
senior managers never more than one metre away to advise (and 
guide) in real-time. An approach that beats ‘after the event’ feedback 
– which is already too late! 
We also run regular external training with LinkedIn, APSCo, job 
boards, and industry leaders. For example, recently we invited a 
senior leader who talked us through a bank's structure, giving an 
in-depth understanding of the context and nature of jobs – which is an 
invaluable insight into what clients are looking for in hires.

Q: How has the business changed over the years  
– what sectors and geographies has it expanded into?

A: The business has expanded year on year since 2014, with gross 
profits rising by 100 per cent in our fourth year. This success led us 
to being nominated for several recruitment awards in recent years.
Since inception, we've also grown to 30 staff, and on track to double 
in size by the end of 2020, with 75 per cent of hires planned to 
be women, and 20 per cent supporting our expanding overseas 
business. To accommodate our growth, we recently secured a  
brand new office space in the heart of London, providing double  
our present capacity.
We’ve also turned into a truly global firm, which was evident by the 
opening of our New York office in 2015. And to date, the countries 
we’ve placed include the following to name a few United Kingdom, 
USA, Canada, Ireland, Germany, France, Denmark, Norway, 
Netherlands, Italy, Portugal, China, Singapore, Japan, and Sweden.

Q: Where do you see the business going in the 
future? What are the primary challenges for the 
business and how do you see these being overcome?

A: The future looks bright for Hunter Bond! With expected company 
growth, we foresee more offices to be opened in the coming  
years. With this, we’ll be filling roles in even more locations and 
additional sectors.
The primary internal challenges we see for the future include 
managing company growth, ensuring high performance across 
different offices, and maintaining a high level of customer 
satisfaction for every role we work. Externally, like many other 
recruitment firms, a challenge will be IR35, which will have a big 
impact on the contract market which has a knock-on effect for many 
recruitment firms. Along with this, Brexit, the ongoing skills shortage, 
diversity driven-recruitment, social platforms in recruitment, and 
ongoing compliance with GDPR will also be accounted for. n

www.theglobalrecruiter.com
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DATA LED 
RECRUITMENT

Despite the rise in technology and the increasing importance 
and awareness of data collection and use in everyday life it 
seems the recruitment sector is still playing catch up. Jacob 
Kemp, business development at Glantus says that interest in 
data from recruitment companies can to some extent depend 
on the size of that business, but ultimately, while professional 
recruiters are very good at recruiting they are not so good at 
tracking how it is done.
Data provides an insight into diverse aspects of a recruitment 
company’s performance. Kemp notes that everyday measures 
reveal aspects such as the cost to the company per CV 
considered, cost per hire, time of hire and so on. Systems can 
identify specific occurrences that need to be flagged – jobs 
where no candidates are put forward, candidates who aren’t 
offered any interviews – and will also identify patterns indicating 
which clients are of greater or less value to the business, which 
consultants are having difficultly with specific aspects of the 
recruitment process and through this areas where a little bit of 
investment and intervention could result in higher revenues and 
more effective activity all round.
“Some businesses are completely blind-sided to what the 
problems can be,” says Kemp “Sometimes team leaders will 
know what the problem is but by collecting the data you gain a 
clear insight. What works to support one particular consultant 
might not work for another, so you need to be more specific 
about what you do.”
Joe McGuire, cube19’s global sales director, emphasises that 

their solution delivers actionable insights to everybody in a 
recruitment business “so they know which are the most valuable 
actions to take next for their fastest routes to cash.” Again, 
identifying patterns and trends among the wealth of activity data 
created by recruitment companies shows what a business is 
doing right and what they can do better. 

People factors

Andrew Wayland, chief technology officer at Alexander Mann 
Solutions certainly feels that the potential for using people 
analytics within businesses has yet to be fully explored or its 
potential fully realised: “While people analytics is rising up the 
agenda for organisations globally, many firms are still missing out 
on using information to gain workforce insight, drive business 
performance and enhance employee experience," he says.
Wayland cites a study conducted by the CIPD which found that 
a strong people analytics culture is positively associated with 
overall business performance. Overall 65 per cent of those who 
said they work in an organisation with a robust people analytics 
culture expressed that their business performance was strong 
when compared with competitors, compared to 32 per cent 
of those in weak analytics cultures report strong business 
performance. 
"At a time when skills shortages are more prevalent than ever and 
competition for the best talent continues to increase, it’s vital that 
employers are using technology in their attraction and retention 

Simon Kent explores how recruiters are using data to create better business.
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efforts,” states Wayland. “Businesses must have a bird’s eye view 
of their workforce, anticipating any skill gaps in advance to avoid 
disruption and analyse employee behaviour to predict turnover.”
These lessons are there to be learned by HR directors and 
business leaders in general across every sector, but they also 
offer recruitment businesses an excellent insight into getting 
the very best from consultants. Recruitment is, after all, a 
sometimes stressful, people centric business which relies on the 
performance of its employees in order to drive revenues. 
One of cube19’s users, Finlay James CEO John Gaughan, has 
had experience of data enabling him to address an individual 
employee’s performance and to help them turn things around. “If 
I look at an individual and see changes in their behaviour that can 
open up a conversation to say there's something going on here,” 
he explains. “So if there’s loads of activity happening and nothing 
coming from it there may be something happening to make them 
behave differently in the workplace.”
This opens a conversation in the workplace to explore the reasons 
for a downturn in performance. The conversation doesn’t just 
need to be about work, it might also address personal issues for 
that employee that need to be resolved before their performance 
returns. “I think from a kind of maternal perspective the data helps 
you look at what you're seeing on in the numbers and seeing in 
the person. You can offer more support. I’ve seen maybe three or 
four examples of individuals who a year ago would have left our 
business but with the insights we get we've managed to turn them 
round and they're suddenly higher performers.”

New business case

Jonathan Keen, CEO of Cognitive, also says data can be used to 
inform the accessing of new markets for a recruitment business. 
“Often in the staffing business you’re relying on the testimony  
of the person that had the conversation with the new business 
about how good this opportunity is,” he says. “Salespeople are 
naturally optimistic so they'll want to tell about why this job is 
going to happen.”
By considering data around the value of a job, when the job 
is likely to be billed and paid for, lead times and so on, the 
recruitment business gains a solid idea of what can few expected 
from a new prospect and when it might realistically start 
contributing to the business. “Lead times in Germany are different 
to lead time in the US,” notes Keen, “so you’re starting to think 
how to harness where your energy goes and the discussion 
with the person who's developing that work can be about what's 
actually likely to happen.”
Omar Akram, chief operating officer at Proco Global says similar 
considerations can inform the early career and performance of 
new recruitment consultants. If the business considers the data 
lying behind recruitment opportunities for a specific clients, 
then by considering that data alongside the performance of a 
new consultant it is possible to understand what support that 
newcomer may need to succeed – what are the reasons why they 
aren’t achieving the kind of levels which the data says is possible 
for that client or market? >
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Identifying patterns and trends 
among the wealth of activity data 
created by recruitment companies 
shows what a business is doing 
right and what they can do better
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Built on data

“Strong and accurate data makes communicating with people easier, 
giving supporting evidence as to why strategic decisions are being 
made,” affirms Steve Preston, managing director at  
Heat Recruitment who also use cube19. "All I would say is, use it as a 
supporting tool, but remember a good business leader will still listen 
to their gut feeling to a degree. Data use keeps everything transparent, 
consistent, and allows actions and productivity to be measured in a 
unified way, especially in a target-driven environment.”
“Data-driven recruitment is certainly useful, but it can’t be solely relied 
on to form all decisions,” agrees Andrew Wayland. “Strong leaders 
will have a solid grasp on the company culture, understand the main 
business goals and know the general direction of where the firm is 
going. That’s why they’ll be able to use their 'gut feeling’ to guide them 
to the right decisions.”
“Good solid data takes a while to build up, but once you have it – data 
is fantastic!" says Preston. "It very much allows you to pinpoint the 
busier and quieter times of the years, accurately analyse activity, as 
well as map a spike in demand for certain job roles. That said, it is 
very easy to become absorbed with data and forget to look up from 
your computer screen to implement some common sense into the 
workplace. I am all for data that is used correctly but let’s not forget 
that the human brain is also an incredible tool.”
AI and machine learning will certainly thrive on the data produced 
by recruitment companies, then, but the human decision maker 
will always be required, and will always need to be there to provide 
context and consideration. 
As Joe McGuire and Jacob Kemp note a data approach can drive 
increasing value from a recruitment company’s existing CRM system 
and therefore means the business is effectively gaining more insight 
and more revenue based on pre-existing systems. All that needs to 
happen is for the data input into those systems to be accurate and 
timely. Given that doing so means better revenue and returns for 
everyone, one would think there was adequate reason for recruitment 
consultants to play their part. n

Data use keeps everything 
transparent, consistent, 
and allows actions and 
productivity to be measured 
in a unified way
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TAKING THE 
STRAIN
The recruitment industry faces a wealth of unique challenges 
due to the distinctive environment in which it operates. For many 
owners and operators, skill shortages, increasing competition 
and legislative changes are frequent hurdles to overcome when 
looking to maintain and grow their business. An additional 
challenge we see affecting recruitment companies in our client 
base is the pressures of cashflow. 

Contractor’s wages

Regardless of the sector in which you recruit, temporary 
contractors will usually expect to be paid on a weekly basis, but 
those you recruit on behalf of will usually have 30 to 90 days to 
pay an invoice – and that’s if their payments are on time. Whether 
your clients have paid for your services or not, your placements 
need to be paid correctly and on time. 
When regularly reliant on promptly paid invoices it can leave your 
business hungry for cash and vulnerable to a wages shortfall. 
Bridging the gap between outlays and income is vital to alleviating 
the pressure on your cash flow, and consequently ensuring funds 
are available to cover all necessary payments. 
Invoice finance can provide a way of releasing the money owed 
by clients. Rather than waiting for balances to be paid, the 
facility removes the wait and ensures prompt payment in order to 
guarantee adequate cashflow. It is also a fast and flexible solution 
to a perennial problem faced by recruiters. Often within 24 hours a 
business can be advanced a significant percentage of the money 
owed, up to 90 per cent. Instead of having to plan around a gap 
in finances, businesses will gain access to much needed cash 
almost instantly. 

Chasing payments

A secondary issue that stems from unpaid invoices is pursuing 
outstanding payments. It’s time consuming and not resolved 

by the injection of cash. However, lenders will also take care 
of credit control, and chase up outstanding invoices and late 
payments on behalf of a business to make sure every step 
is taken to remove the burden. SME leaders are then able to 
manage cashflow with ease while focusing on building and 
progressing the business. 

Pay & bill services

For additional support, invoice finance products will incorporate 
the finance solution and back office facility in one. The lender’s 
support teams will work closely with recruitment business owners 
to manage their payroll administration. This can include, preparing 
and issuing invoices, calculating net wages and salaries payable, 
preparing and producing e-payslips, maintaining statutory HMRC 
records and completing end of year payroll returns.

Keeping up with legislation

Thirdly, the recruitment industry is at the mercy of multiple 
streams of legislation including tax, business, immigration and of 
course employment rules. IR35 is one such change in the law that 
from April 2020 makes medium to large organisations responsible 
for establishing whether the contractors they engage with should 
be taxed in the same way as salaried workers (inside IR35) or  
off-payroll staff (outside IR35). The introduction of IR35 is set to 
add pressure to agency owners’ administrative burden. 
The expert support received from an Invoice Finance facility 
support team provides added peace of mind, so agency owners 
and managers will have adequate time to adjust to the change. 
An invoice finance facility that alleviates cashflow concerns, with 
the added benefits of lightening the burden of payroll and back 
office administration, can go a long way to enabling agencies to 
overcome their challenges to focus on building and progressing 
the business. n
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Nic Reid, head of Ultimate Finance explains how 
cashflow pressure can be managed.
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As Global Recruiter reported earlier this month, the Employment 
Lawyers Association have expressed concern that a clause added 
to the Withdrawal Agreement Bill could lead to significant uncertainty 
in areas heavily influenced by EU law. The Bill has now become law 
after receiving Royal Assent.
Clause 26 amends the 2018 European Union (Withdrawal) Act to 
allow Ministers to make Regulations allowing Courts and Tribunals 
to depart from “retained EU law”. Previously the Act confirmed that 
only the Supreme Court or the Scottish High Court of Justiciary 
could do so.
Retained EU law is the “snapshot” of EU law that will be taken at the 
end of the transition period, scheduled for 31 December 2020. This 
includes rights in EU Directives previously interpreted by a UK Court 
or the Court of Justice of the European Union (CJEU). Employment 
law is heavily influenced by EU law, and there is a great deal of 
both UK and EU case law considering matters such as TUPE, 
discrimination law (including equal pay) and holiday pay. 
Some of that is now in UK legislation. For example, the decision 
of Webb v EMO Air Cargo established that there was no need to 
refer to a “comparator” when considering if a woman had been 
discriminated against because of pregnancy or maternity. That is 
now enshrined in the Equality Act, which refers to “unfavourable” 
rather than “less favourable” treatment because of pregnancy or 
maternity leave. 

The importance of case law

Legislation is paramount, but Courts and Tribunals also have to 
consider precedent case law: lower courts are bound by decisions 
of higher courts, known as precedents. Allowing lower Courts and 
Tribunals to depart from retained EU law will remove the certainty 
created by precedent. Uncertainty is not good for business or 
employees. When neither knows definitively where they stand on 
a particular issue, it is harder to avoid or settle disputes. Parties 
are more likely to litigate, which will place further pressure on an 
Employment Tribunal Service already stretched and subject  
to delays.
One illustration is the case of Lock v British Gas. Mr Lock 
complained that his holiday pay in December 2011 and January 
2012 didn’t include payment to cover the commission he would have 
earned had he worked during that period. His case was referred to 
the CJEU, who decided that the Working Time Directive provides 

that employees should be paid their normal pay whilst on holiday, 
and this should include commission. The Employment Tribunal 
decision implementing the CJEU judgment was then appealed to 
the Employment Appeal Tribunal and eventually the Court of Appeal, 
who confirmed that it was possible to read words into the Working 
Time Regulations to include commission in the calculation of holiday 
pay. That decision was reported in October 2016, nearly five years 
after the holiday was taken.
The law was in a state of flux during those five years. Similar 
cases were stayed by Employment Tribunals pending the decision. 
Businesses faced the dilemma of whether to implement the principle 
whilst the law remained uncertain or face significant claims for 
backpay. If lower courts are able to depart from the principle in Lock, 
we could go back to that uncertainty until higher courts determine 
the issue definitively. 
This issue will be repeated across other areas covered by retained  
EU law. Large areas of employment law will be open to challenge,  
with retrospective effect. When new legislation is introduced, 
organisations can plan for changes in employment practices. This  
isn’t possible when case law is overruled with immediate effect.
The House of Lords Select Committee on the Constitution 
suggested that clause 26 “raises substantial constitutional 
concerns”. The Lords passed two amendments designed to remove 
or reduce the impact of the clause, but these were defeated when 
the Bill went back to the Commons. 
The Employment Lawyers Association urges Government to restrict 
the Courts and Tribunals able to depart from retained EU law and 
implement any changes considered necessary by legislation. n
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UNCERTAIN 
GROUND
Louise Taft, associate solicitor at Freemans Solicitors 
and member of the Employment Lawyers Association, 
on the legal impact of Brexit.

The Employment Lawyers 
Association have expressed 
concern that a clause added 
to the Withdrawal Agreement 
Bill could lead to significant 
uncertainty in areas heavily 
influenced by EU law
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Louise Hebborn, commercial partner at Stephensons Solictitors LLP 
consider the legal agenda for recruiters.

LEGAL 
PREP

Now is a good time to map out your business strategy for the year, 
as it sets the tone and offers employees direction. With Brexit on 
the horizon, now is the time to start getting your house in order and 
making sure that you are complying with current legislation around 
tax, employment, advertising, insurance, data and environmental 
regulations.

Start preparing for the new tax year

Although it’s only January, the new tax year is just three months away. 
Use the next few months to prepare by getting organised, make sure 
you have and up-to-date accounting system in place to file receipts, 
transactions, bills, wages and insurance. 

Depending on the size of your agency, 2020 could be the right time 
to take on an accountant or book-keeper to navigate the complex tax 
system and help you save you money in the long run. Could this be 
the year to give back more to your staff? If you own a limited company 
research shareholdings and Employee Ownership Trusts (EOTs), 
which provide employees the opportunity to collectively take a stake in 
your company through a trust arrangement. This will help to incentivise 
staff and offers significant tax advantages.

Shareholders’ agreement

I would advise developing an agreement between all company 
shareholders. This will protect individuals’ investments in a company, 
create a fair relationship between shareholders and govern how the 

company is run. Agreements will also include rules around share sales 
and transfers, which sets out on what terms and at what price shares 
can be transferred. 

Statutory books

Make sure you own and update a statutory book which documents 
all your company’s charges, directors and secretaries and a register 
of members showing all past and present shareholders together with 
the history of their shareholdings. This is a legal requirement under 
the Companies Act of 2006 and is routinely investigated and essential 
when you are selling a company. 
It also contains information regarding share transfers and can store 
corporate documentation, such as certificates of incorporation, board 
minutes and articles of association. Your company must own one and 
failure to do so, or if it is found to be outdated, can result in a fine of up 
to £1,000. Also, if a dispute over shareholdings occurs, the statutory 
book is the first place that will be examined. 

Company secretarial services

Consider appointing a company secretary to take the burden off 
directors. Company secretaries will undertake statutory duties and 
responsibilities such as registering a business at Companies House, 
maintaining statutory books, overseeing share allotments and 
transfers, approving people with significant control (PSC), charging and 
debenture registration and removal, issuing new share certificates and 
preparing stock transfer forms ready for submission to HMRC. >
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The due diligence process

If you are considering selling or floating your agency this year, make 
sure all your financial and administrative records are updated fully ahead 
of due diligence. This is the process of collecting, understanding and 
assessing all the legal risks during the merger and acquisition process,  
in order to understand the value of a company. 

GDPR

Since May 2018 when General Data Protection Regulation came 
into force rules around personal data and businesses became more 
stringent. The data a recruitment agency holds, including individuals’ 
experience, salaries and employment history, must now be clearly 
managed, more so than ever before. Organisations must adhere to 
managing this data correctly or they can face fines totalling four per 
cent of turnover, or up to 20 million euros. 
Employment agencies must bear in mind the following:
• If an agency collects personal data, it needs to have a GDPR 

privacy policy in place
• They must review and ensure the way they capture, process and 

store data complies with the legislation
• Agencies with websites should have cookie policies
• Ensure contractors are GDPR compliant, make sure provisions  

are included within contract terms

PR and social media 

All agencies should consider how their employees conduct 
themselves on social media and how this effects a business’ 
reputation within the employment sector. Social media managers, 
whose role involves providing content for and updating social 
channels, need to be more vigilant than others.
Social media policies are now commonplace in the workplace. 
All should outline what employees can and cannot post about the 
business on channels belonging to a company and personal ones. 
Staff should also be warned not to post defamatory or damaging 
comments online in order to maintain positive PR for a company. 

Workplace polices

Employment legislation is normally updated several times a year, 
so it is critical that companies ensure they revise their policies and 
procedures, at least on an annual basis. Many companies often fall 

into the trap of instructing a provider to draft their policies and believe 
this will protect them indefinitely. My firm meets many companies who 
ask us to revisit HR drafts many years after they were first created, 
when policies are no longer fit for purpose. It’s down to you as a 
business owner to make sure your HR policies are up-to-date.
This year there will be several new HR changes. For example, 
employers will have to provide new employees with a written contract 
by the first day of their employment (rather than within one month 
in under the present rules). There will also be new regulations for 
contractors, IR35 legislation means that they will now pay the same 
tax and National Insurance contributions as an equivalent employee. 
Finally, the reference period for dealing with holiday pay is set to 
be lengthened from 12 to 52 weeks, meaning there will be greater 
flexibility for workers when choosing which dates to take holiday.
Understanding these updated workplace policies is easier for larger 
agencies who have dedicated HR personnel but for small businesses, 
it is often difficult to deal with these issues alongside running a 
business. It is therefore always worth considering asking a HR 
adviser or employment solicitor to provide quotes for reviewing these 
documents, as they are best placed to make those changes.

Debt recovery

Recruitment agencies are known for being the victims of debt, many 
clients avoid paying their invoices on time or at all and companies 
are often left footing the bill. Problems can arise as a result of 
unsigned weekly timesheets, timesheets being fraudulently filled in 
or a misunderstanding about the actual position.
If you do find you’re unable to recover any money owed through 
emails, letters and phone calls, it might be time to consult a  
solicitor experienced in contractual law to keep cash flowing in  
your business.

Business life

Running your own agency is an exciting venture but without the 
right legal advice it can lead to disagreements, financial problems 
and illegal activity. Good governance is important as it builds a 
sustainable structure and enables agencies to generate long-term 
value. A specialist corporate solicitor can help you identify future legal 
problems and advise you on steps to protect your business from risk 
and make it a success. Now is the time to set company objectives, 
which ensure stakeholders have confidence in its smooth running and 
financial achievements. n
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THE INNOVATIVE 
DRIVE
James Rust, founder of The Pay Index reflects on innovation in recruitment, 
as organisations look to build flexible and diverse workforces.
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As an industry, the innovation index in recruitment has, until 
recently, been set low. A flurry of rectech startups and tech-led 
disruption by game-changer tech such as AI, however, is starting to 
shift the sector. But true innovation in recruitment demands a fresh 
approach in mind set and strategy as much as technology, as the 
world of work evolves. 
The changing workplace has given rise to a whole new raft of 
emerging roles – chief AI officer, chief sustainability, chief growth 
officer, for example. We’re even seeing newer titles like chief 
happiness officer and others appear. This means the industry really 
has to stay on top of the rapid changes at play, understanding 
what’s driving these new positions and working with clients to 
ensure factors like compensation meet market expectations. 
From a data perspective, it needs to be up to the minute and in  
real-time. The pace of change means that even data that’s 12 
months old simply won’t hold the same relevance. The pressure’s 
on to have access to the right data to support talent strategy and 
planning, ensuring organisations stay ahead of the game. 

The rise of candidate experience

The focus on employee experience has gained real traction in 
HR tech. We’re seeing a real push for new and improved HR 
information systems. Yes, there’s the bigger players like Workday 
and SuccessFactors, but as more smaller firms realise the value of 
HR tech, we’ll see a flurry of innovative, flexible startups continue to 
disrupt the market as simpler, app-based platforms innovate faster 
and meet the opportunities. This ties into personalisation too – “me” 
based tech that supports a personal experience and self-service, 
like e-learning, self-certifying holidays and career development.
So, this means that clients are paving the path and ensuring 
tech interfaces with the holistic experience that employees have 
rightfully, come to expect, extending from seamless sell-service 
platforms through to well-being technologies too. 
As recruiters, this journey of course starts with the candidate 
experience. In what is a 90 per cent candidate driven market, 
technology also means that candidates have much more power 
during the job search process. Talent picks you today, so the  
onus is on recruiters to embrace engaging, personalised tech, 
enabling candidates through this – from sourcing and screening  
to interviewing, hiring and finally on-boarding. 
Strong candidate relationship management is a major recruitment 
trend for 2020 so think about how you’re setting yourself apart here 
– whether you’re recruiting internally or externally. There’s a real 
opportunity for rectech to rise to the talent acquisition challenge 
created here. 

Innovation via automation 

Tied into this, is the range of new all in one tools and platforms, 
helping recruiters identify, engage and convert candidates into 
strong applicants. There’s huge efficiency gains as admin is 
streamlined and simplified across the hiring process. It becomes 
faster, more efficient. In a competitive market, organisations need 
to move as quickly as possible to connect and nurture the best 
candidates out there. 

This also builds a foundation for additional innovation through 
service and expertise, once you’ve identified your candidate – which 
is why we’re seeing more recruiters, both internal and external, 
providing more than the talent piece for their clients. Critical  
value-add services are increasingly a way of creating a point of 
difference from a proposition perspective, such as customised 
complementary data, supporting D&I strategies and workforce 
mapping. It’s this innovative layer that also means recruitment 
becomes more embedded in the HR talent acquisition process.

Data-driven recruiting and HR analytics

Data-driven metrics is a growing recruitment trend that provides 
essential insights to the areas of hiring strategies that are working, 
and similarly, those that can be improved on. We work with clients 
closely to identify and map out their key recruitment metrics, such 
as time to hire, cost to hire and quality of hire, for example. We 
then assess where these are performing well and the strategies 
needed to develop them further. The data’s compelling but it’s about 
how clients apply that to create new processes and iterate better 
practices that drives change. 

The power of employer branding

LinkedIn figures show that 75 per cent of job seekers research a 
company’s reputation and employer brand before applying – of 
course they do. Investing in your employer brand is no longer 
considered a nice-to-have; 74 per cent of 25-35 year olds believe that 
values and purpose are more important than salary and benefits. 
So innovation has to come from the core of the business and its 
employee value proposition – as leaders, we need to be thinking 
innovatively about how we bring our organisational values to life in 
the day-to-day and share our purpose through behaviours to nurture 
candidate attraction, employee engagement, and retention. 
Take the maturing D&I conversation. The required organisational 
transparency demands innovative thinking and action, in equal 
parts. Organisations need to look at how they’re responding to the 
data, applying it to talent planning strategies as well as informing 
recruitment and retention, interrogating what more can be done to 
level this out.
Again, being close to the data in terms of where your company 
benchmarks in terms of issues such as gender pay gap, D&I, and 
progression opportunities enables us to build an employer brand 
rooted in positive strategy and authenticity. 
We need meaningful innovation to become part of our everyday 
vocabulary in recruitment, rather than an eye-roll inducing 
buzzword. It’s about how we blend market-leading tech with those 
often underrated skillsets of empathy and creativity, to go deeper 
into our clients’ talent needs and unlocking candidate potential 
through the right opportunities. n

In a competitive market, organisations 
need to move as quickly as possible 
to connect and nurture the best 
candidates out there



Katy Grainger, solutions architect at Alexander Mann Solutions on 
how technology is changing the recruiter. 

As we enter 2020, with technology now integrated into our jobs, 
we can all agree that recruiters do so much more than simply 
connect candidates to businesses. Today, the demand of our 
recruiters is rapidly evolving and increasing in complexity. 

Business needs are evolving 

Businesses are transforming at an ever increasing pace and as a 
result leaders are placing more value on the role talent acquisition 
plays in securing people with new skills, in new positions, 
often in new locations who can make an impact against new 
organisational growth strategies and objectives. Innovations in 
tech are helping to manage ‘easier’ tasks allowing recruiters to 
play a critical role as the advisory consultants we’ve aspired to 
be. We now need to master new capabilities; interpreting talent 
acquisition data, providing business stakeholders with insights 
and thought leadership to inform strategy and work cohesively 
with tech, to ensure that our voices are heard at the table and that 
we can deliver in new ways to meet new demands. 

How is technology impacting recruiters’ roles?

At the same rate that recruiters’ roles are rapidly changing, so too 
is the way they work. Organisations are investing in a myriad of 
tools fuelled by the perception that advancements in technology 
will make hiring talent ‘easier’. For example, some of the facilities 
now available to hirers include: automated marketing, chatbots, 
engaging assessment tools and automated interview scheduling. 
These can all help elevate the candidate experience and 
streamline the recruitment process. For example, candidates 
can now be more easily identified through social media, AI can 
address FAQs while reinforcing employer brand and culture and 
automation can improve speed. This is just the tip of the iceberg 
of technologies that can improve immediacy and efficiency into 
hiring processes.

Where do recruiters now need to focus?

With so much of the process automated or tech enabled, 
this leaves the question – where do recruiters now need to 
focus? Although they may not be able to drop all processing 
responsibilities and delegate all tasks to tech, their core purpose 
can now be elevated beyond the transactional to become truly 

advisory consultants. This has been a key aspiration for recruiters 
for some time, however, what’s different now is that technology 
is widely available to help talent acquisition professionals escape 
from low impact tasks. Plus, there are now tools at their disposal 
to enable more credible, insight led advice. In fact, this is now 
something that is expected to be provided by service users.
At Alexander Mann Solutions, we use design thinking to identify 
the core service features, enablers and expected outcomes 
that will set teams up for success and achieve our clients’ 
talent acquisition aspirations. In doing so, whether building our 
delivering functions or supporting our clients with the structuring 
of their own teams, we have seen the need to not only reinvent 
the roles of our recruiters, but also create new specialist positions 
that sit at the heart of our talent acquisition solutions rather than 
as part of detached COEs.
Talent acquisition functions need to be ready and equipped 
to respond to the growing complexity of candidate and hiring 
manager demands. There is now an increasing breadth of critical 
skill sets needed to fulfil this, ranging from leadership and 
influencing, to marketing, digital expertise and even data science. 
Recruiters that are successful in doing this well are elevating 
the perception of talent acquisition within company stakeholder 
groups, being asked to be involved earlier in business 
planning so there is a voice at the table for talent impacts 
and considerations. To do this, recruitment teams must give 
employers in-depth insight to inform them of the right approach. 
They must also provide thought leadership advice on how 
to navigate opportunities to be ready for the future world of 
work – championing a total talent approach, the value of hiring 
for potential and growth mindset and alternative assessment 
methods to select the highest quality talent. But above all they 
must empower hiring managers to make confident and informed 
hiring decisions. 

The need for human engagement 

In addition to all of the technical expertise needed, recruiters 
must leverage their human skills to create the best candidate 
experience. Data can enable us to more quickly pinpoint the best 
route to quickly identify and engage the best people for the firm 
and not just the available talent. But sourcing specialists must be 
able to embody and demonstrate their clients’ Employee Value 
Proposition through personalised engagement with candidates 
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Above all they must empower 
hiring managers to make confident 
and informed hiring decisions

and provide proactive support to those who need it most to 
be able to successfully match the right people with the right 
businesses. This needs to be a unique experience and can’t 
be a ‘copy and pasted’ formula. Each client and candidate 
should be treated individually when it comes to addressing 
stress points. Recruiters should still be available and 
efficient at answering the queries that the chatbots can’t and 
ensure that they are having meaningful engagement with 
candidates. This will improve relationships and create an 
excellent experience overall. 

A renewed purpose

But has the recruiter’s purpose really changed or just  
been reset? When I first started my career in recruitment 
post-university, my younger cousin asked what I did in my 
new job. Trying to explain in the most simple of terms I said 
that I help people, working with people who needed to find 
people to work with them and people who were looking for 
new jobs, and I helped put them together. “That’s so kind” 
was her reaction. I had made it sound rather lovely.
Since then we have seen so much change, but with all the 
tech we now have available at our disposal it is vital to 
ensure we remember to put the humans first and provide 
impactful aid to our clients -helping hiring managers 
make more informed talent decisions and drive focused 
improvements where they are needed and providing 
candidates with support and guidance to fulfil their potential.
Creating operating models that combine the strengths of 
technology and our innate humanity will allow our recruiters’ 
roles to switch to placing greater emphasis on making 
valued connections. Remember, the ‘products’ and service 
users recruiters deal in are people, who need our guidance 
and support where it is most required. 
So perhaps, things aren’t so distant from the conversations  
I had with my cousin. For many of us the world of 
recruitment has always been exciting, but arguably today 
as we see the greater impact we are having and the ability 
for us to focus on doing the right thing for our candidates 
and hiring managers, the opportunities within our roles as 
recruiters have never been more valued and more fulfilling. n
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Ann Swain, global CEO, APSCo on the year of global expansion.

NEXT STOP, 
THE WORLD 

As technology continues to make the business world ever more 
connected, almost any professional recruitment business can 
realistically pursue international expansion. With Staffing Industry 
Analysts estimating that the global staffing sector is now worth 
$466 billion, and the gig economy at $3.7 trillion, the opportunities 
are seemingly there for the taking. 
In fact, of the 100 highest grossing recruitment firms, more than 80 
per cent operate in multiple countries. According to APSCo’s recent 
research with Saffery Champness, the most popular European 
destinations for UK recruitment firms are Germany and the 
Netherlands (29 per cent and 12 per cent respectively) while North 
America is also a strong pull for recruiters – with over 20 per cent 
either having opened offices or exploring the region. 
As a global trade body with offices in the UK, Germany, Singapore 
and Australia, we have been running trade delegations since 
2008 to locations such as the UAE, Qatar, Hong Kong, China, 
Brazil, Singapore, Netherlands and North America. Feedback from 
our members tells us that there are a number of key drivers for 
international expansion: 
• Technology: Technological advances are making the world 

a much smaller place, closing the distance between regions, 
organisations and enabling a faster flow of information. This 
connected global supply chain means that it is much easier for 
candidates seeking international career opportunities. 

• A mature market: The UK invented the recruitment sector and 
British firms are therefore well placed to take advantage of their 
longevity in the market and expertise in order to achieve their 
global footprint – as a sector we have the sophistication to tap 
into foreign markets.

• Brexit: Yes – the B word hasn’t gone away. Many firms have 
sought to safeguard themselves against potential Brexit 
uncertainty by expanding overseas and although we now know 
for certain that we are leaving – we still don’t know what that 
business landscape will look like.

• Following the client: Recruiters tend to follow their clients’ 
expansion plans. If they have a good relationship they tend  
to look at where else they can be helping that client. 
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In terms of location, a lot obviously depends on specific niche 
sectors but our latest benchmarking research conducted with Saffery 
Champness tells us that interestingly, the old stomping grounds of 
the Middle East and Asia Pacific are no longer the first port of call 
when looking at expansion overseas, with Europe and North America 
topping the charts. 

Europe

Locations of choice include Germany and The Netherlands. Germany 
represents a highly lucrative territory for recruiters and while the 
economy may have recently slowed, the recruitment market is still 
very strong. Unemployment is at a record low at 3.1 per cent, well 
below the Eurozone average of 7.4 per cent and skill shortages are 
still rife presenting lots of opportunity for recruiters. The Netherlands, 
which was one of the destinations we visited on our international trade 
delegations last year, is the sixth largest staffing market in the world 
and is valued at €18.2 billion with growth predicted over the next 
year. With a highly educated, multilingual and motivated workforce, 
there are high levels of confidence for the future with economic 
performance and job creation expected to remain robust.

North America

The $133 billion US staffing market is the largest in the world and 
continues to see strong growth while Staffing Industry Analysts 
forecasts that the Canadian staffing market is worth CAD 9.7 billion. 
According to our research with Saffery Champness, North America is 
very much the golden egg with hockey stick growth being achieved 
at strong margins. The potential market is extremely large but it is 
important for recruitment firms to understand the methods used 
to hire people and the potential expense of setting up in the US 
either through a branch or a subsidiary. More recently, the USA has 
tightened up on its regulation of overseas companies setting up which 
is why our last trade delegation of 2019 took a group of recruitment 
firms to New York and Toronto so that they could hear from experts 
on the ground. 

Of the 100 highest grossing 
recruitment firms, more 
than 80 per cent operate in 
multiple countries
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Do your homework

Research and planning are key. Different countries have differing 
markets, levels of stability cultural nuances and, of course, 
legislation. The US, for example is a continent, not a country 
with a legislative landscape that differs from state to state. So, 
what are the key things that aspiring globetrotters need to bear 
in mind?

Question everything

It’s tempting to develop very long-term business plans, but 
actually what you need is a three year plan, with at least first 
year targets covering revenue, costs and cash flow. Ask yourself 
questions to ascertain whether the region is worth moving into, 
such as:
• Which sectors and industries are on the up or on their  

way out? 
• Do you understand the cultural context you are aiming to 

operate in?
• Have you looked the different business and taxation 

structures?
• Do you know whether there are any tax incentives for business 

moving into the area?
• How easy is it to recruit staff?

Follow the client 

Some of the most successful recruitment firm expansions 
come out of meeting a demand of an existing client. If you’ve 
successfully worked with an organisation in one destination  
– then it’s possible to scale up by helping to staff their operation 
in another. However, recruiters should still be wary of rushing 
into another territory. Often, initial work can be done remotely 
until a decision is made on whether a physical presence  
is viable.

Finding an office

Choosing a premises is a crucial step. While it’s easy to be 
swayed by a vanity office – there’s often no need to splash 
out on a fancy HQ right in the middle of a capital city. After all, 
you can always go to your prospective clients and candidates. 
However, do get local advice on what are the best areas to be 
located in and check out how difficult commuting may be for 
prospective employees. 

People 

Having the right mix of people is also critical for success. You 
will need natives to help you understand local culture and 
business – but too many ‘outsiders’ can dilute your own brand. 
It’s good to have a pipeline of insiders to provide continuity and 
consistency. Be prepared to invest in training. Not every new 
market will have a ready-made pool of experienced recruiters. 

Adapt to the culture

Companies will also need to be flexible in order to adapt to the 
local environment and cultural nuances. For example, some of 
the social media tools may be different to those you are used 
to. Take China and Poland, which both have distinct versions of 
LinkedIn and in Germany Xing is bigger than LinkedIn. In China, 
Tencent and WeChat are the predominant messaging apps, and 
the primary way that candidates are reached. Russia’s version of 
Facebook, VK, has close to 100 million users. 

The future is bright 

While the UK market is still very strong, globalisation is a key  
strategic consideration for companies that want to grow and 
diversify. With ever evolving technology and working practices 
making the world a smaller place, global domination may not be 
that far off the horizon for UK recruiters. n
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While the UK market is still 
very strong, globalisation is a 
key strategic consideration for 
companies that want to grow 
and diversify

More than ever, recruitment firms are adopting a wide range of 
approaches to training and professional development. From 
online learning to more traditional face-to-face sessions and 
workshops, there’s a myriad of formats to choose from – but what 
kind of blend gets the best results? The answer is as unique as 
your team. And just when you think you’ve cracked it, it’s time to 
revisit, review and rethink.
For years, the idea of online learning has been pitched as a 
promised land for training. If the perfect balance exists, it’s surely 
here. However, a quick search around the internet tells you 
everything you need to know about the attitudes involved. 
Statistics talk of the hallowed switch from face-to-face training 
to online learning, but the reality is far more nuanced. Online 
learning is no more perfect than face-to-face training, one-to-one 
coaching or more formal qualifications. Any talk of a switch is 
missing the fundamental point: that businesses need to offer 
the perfect training for every situation, every skill and every 
individual. There’s no one-size-fits-all.
Achieving the perfect blend means adopting the full breadth of 
platforms and content types available to you. Some learners will 
respond better to light-hearted, bite-sized videos; others may 
prefer the structure of a qualification and in-person sessions.

Getting the balance right

It’s useful to think of balancing the way you train recruiters as 
balancing on a high wire. You don’t achieve your balance and 
then switch off. Instead, you make continual, small adjustments, 
shifting your weight from moment to moment, forever. When it 
comes to your recruiter training, you need that same agile, flexible 
and highly responsive approach.
What someone needs today isn’t necessarily what they will need 
tomorrow. Training requirements and appetites can quickly 
fluctuate based on things like:
• Career stage and role (from new recruit on-boarding  

to management training)
• Specific challenges on a given account
• Personal ambitions and goals
• Life stages (from family commitments to plans  

for the next 12 months)
As a result, designing the perfect blend of training and then 
walking away is a road to disaster. At Recruitment Juice, we see 

great results when our clients tweak their training regularly  
– something we can always do in partnership.

You can’t get the perfect blend…

In the absence of a crystal ball, it’s impossible for recruitment 
leaders to design the perfect blend of training. What works for 
one recruiter won’t work for others. What works today won’t work 
tomorrow.
What you can do is influence attitudes to training and professional 
development. Through incentives, encouragement and initiatives 
like gamification, you can embed a culture of learning and guide 
recruiters to the right path. 
Equally, it’s important you maximise your visibility on what 
recruiters are doing to engage with training day-after-day. That’s 
why your online learning platform should work seamlessly 
alongside your other types of training – not replace them.

… but your recruiters can

The only people who can find the perfect blend are the people 
doing the training. Getting the best results means giving your 
recruiters the freedom and control they need to thrive.
The challenge of traditional, face-to-face training alone is that it’s 
tied to a specific day and time. When a recruiter has a question, 
big meeting, or big decision to make, they can’t jump into a 
workshop at a moment’s notice. This is where online learning 
plays a valuable role, providing more ways to learn on-demand.
At Recruitment Juice, we take a blended approach to training  
– or, simply, we try to offer something for everyone. By combining 
our online platform, app, performance coaching, face to face 
workshops, qualifications, support from our customer excellence 
team and initiatives like ‘train the trainer’, we provide the variety it 
takes to empower recruiters. n
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Matt Trott, MD at Recruitment Juice explains how to get the best from 
your best talent.
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As populations age, we are staying in the workforce longer and the 
growing pool of mature age workers is giving hiring managers the 
opportunity to access a large though sometimes overlooked source  
of talent.
It can be tempting for hiring managers to focus on millennial candidates 
aged 20-35, and that’s not surprising. After all, it is estimated that 
millennials will comprise 50 per cent of the global workforce by the end 
of 2020. However, focusing on younger generations of talent means 
overlooking a significant proportion of the workforce. Globally, the 
number of people aged over 60 is expected to double by 2050, and in 
today’s skills short labour market, Baby Boomers (the generation born 
1946-1964) can bring a range of desirable qualities plus significant 
experience to a workplace team.

Baby Boomers are postponing plans to retire

These days, the line between working age and retirement age is 
becoming blurred as a growing number of people postpone plans to 
exit the workforce. In the US, 55 per cent of women either plan to retire 
post-age 65 or have no plans to leave the workforce at all. In Australia, 
almost two out of five 60-64 years olds are still in the labour force. In the 
UK, around 30 per cent of the workforce is aged over 50, compared to 20 
per cent in the 1990s. This enthusiasm to embrace a longer working life 
is a plus for employers. In fact, the gradual exit of Baby Boomers from the 
labour force is expected to bring challenges for the business community.
Australia is typical of many developed economies where companies 
face skills shortages. Eight out of ten (78 per cent) Australian business 
leaders believe it will be more difficult to find qualified professionals 
in the coming five years. Almost nine out of ten (86 per cent) are 
concerned that the departure of Boomers from the workforce will impact 
the available skillsets in their organisation.
The potential for employers to lose the expertise and know-how of 
their most experienced talent makes it essential for businesses to 
put in place knowledge transfer initiatives. It also brings the need for 
companies to nurture mature-aged employees, and regard them a 
valuable asset that will help the organisation prepare for the future.

Senior workers deliver plenty of value

Older employees bring a range of valuable qualities to the workplace 
including extensive life and career experience and a rich network of 
professional contacts. Many hold, or have held, senior positions, which 
has honed their leadership skills. 
In addition, a report on multigenerational workforces by employee 
engagement platform Peakon, found that Baby Boomers are the 
most engaged of any generation. They have the most faith in their 
organisation’s strategy and are typically more content with their pay, 
and more likely to find meaning in their work compared to younger 
generations.
However, it’s not just about focusing on the value of mature workers 
in isolation. Companies can reap considerable rewards by building 
generationally diverse teams. Up-and-coming professionals can learn 
a great deal from their senior colleagues, aiding retention of knowledge 
and skills, and helping younger talent evolve into future leaders. 
Indeed, a study by the UK Chartered Institute of Personnel and 
Development found numerous benefits of age-diverse teams. HR 
professionals ranked knowledge-sharing (55 per cent), enhanced 
customer service (14 per cent) and greater innovation (seven per cent) 
as the key advantages. Employees also identified valuable pluses of 
working with colleagues of different ages, including having different 
perspectives (72 per cent), new ideas (41 per cent) and improved 
problem-solving (32 per cent).

Fighting ageism in the workplace

On one hand, managing a multigenerational team can be challenging. 
Professionals across different demographics have their own work styles 
and approaches. However, these generational differences shouldn’t be 
regarded as negatives. Already, many companies are leveraging the 
value of older workers. In the UK, more than 70 per cent of the 457,000 
net increase in the number of people in work over the past year has 
gone to people aged 50 or older, according to the latest official labour 
market statistics. 

Nicole Gorton, director of Robert Half Australia addresses ageism in 
the search for talent.
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Nonetheless, the World Health Organisation (WHO) has acknowledged 
that employers often have negative attitudes towards older workers. 
WHO notes, “Age discrimination persists even though older workers are 
not necessarily less healthy, less educated, less skillful or productive 
than their younger counterparts.”
Unfortunately, statistics support an element of ageism in the workplace. 
A report by the Australian HR Institute noted that over a quarter 
of Australians aged 50-plus had experienced some form of age 
discrimination. This highlights the need for employers to be aware for 
the potential for bias to creep into the recruitment process and this 
doesn’t just relate to age bias. 
Hiring managers are only human, and they can bring a range of 
subconscious biases to the interview process. Few of us like to admit 
that we would dismiss a candidate solely because of their age, sex or 
race. Yet researchers at the University of Toledo found judgments made 
in the first 10 seconds of an interview can predict the outcome of the 
interview – even though these judgements prove useless.
While recruitment bias generally happens without hiring managers 
realising it, the potential for negative consequences are real. In the 
context of hiring mature talent, biases can mean missing out on the 

best candidate for the role, or even breaching company policy or 
discrimination laws. Along with the need to maintain an open mind, 
the ability to attract and retain older professionals can call for the 
development of new HR strategies.
Providing the option for interim or part-time contracts to employees 
nearing retirement can keep the knowledge of Baby Boomers in the 
company while offering the flexibility they are looking for. Older workers 
should not be overlooked for training and professional developments 
opportunities. By keeping older workers’ skills up to date, they are better 
equipped to stay with the company for longer.
Engaging in conversations with mature employees to discuss their 
future plans, allows employers to better accommodate the needs of 
these team members, and improve retention rates.
As today’s hiring professionals navigate multi-generational workforces, 
managing human capital is critical. There is no longer a one-size-fits-all 
way to keep all employees engaged and satisfied. But with flexibility and 
careful planning, it is possible to build age-diverse teams that have the 
skills, breadth – and blend – of experience, and enthusiasm that can 
give a business a competitive edge. n
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The Simplicity Margin Index illustrates election impact 
from Q4 2019 versus Q3 2019.

Following the decisive outcome of the December election, a 
degree of confidence returns to the UK recruitment market. Some 
businesses have decided that they have waited long enough and 
unfreezed their hiring plans. For the first time in a year, permanent 
placements have risen. However, many companies are still seeking 
clarity on the UK’s future trading relationship with the EU before 
committing to major growth plans. As James Stewart, vice chair at 
KPMG said, "UK businesses will be hoping for quick government 
action to get the UK back on the path to growth."
Margins decreased slightly in the financial sector to 27.33 per 
cent in Q4. Despite Brexit fears, the workforce remained largely 
unchanged. Conditions have been reported as ‘tough’ in areas such 
as banking. However, the mood is upbeat for Q1 2020, with volumes 
in financial services forecast to return to profitability.
Meanwhile, margins in the accountancy sector increased by 1.38 per 
cent to 19.93 per cent. Demand for accountants remains strong with 
companies looking at implementing new recruitment strategies to 
attract and retain talent. 
There was a 5.55 per cent increase in margins in the catering sector 
with temporary staff in high demand in December. The hospitality 
industry is currently calling for the UK Government to cut business 
taxes in response to the recent announcement of April’s minimum 
wage rate increase.

In the construction sector, margins increased slightly to 18.96 per 
cent in Q4, despite output activity dropping across all areas. Clients 
continued to postpone spending decisions ahead of the election. 
Regarding employment, there was a non-replacement of voluntary 
workers. However, there is optimism that order books will pick up 
again in response to a clear Brexit outcome and major infrastructure 
plans will move forward.
Margins in the healthcare sector increased to 30.47 per cent in Q4. 
The recent announcement to reintroduce the maintenance grant to 
student nurses has been welcomed. However, many argue that it 
doesn’t go far enough to increase student nursing numbers with 
many areas such as mental health, severely affected by  
staff shortages.
Margins remained steady at 18.96 per cent in the industrial sector 
in Q4. However, ongoing Brexit uncertainty, trade wars and slower 
global economic growth continued to negatively impact domestic 
and export orders in manufacturing. Securing an effective trade 
deal with the EU, as well as developing the ‘Made in Britain’ brand 
globally, will be the focus for moving forward in 2020.
The IT sector saw reduced demand for temporary staff in December 
with margins at 17.96 per cent. However, the industry is thriving, 
with the UK tech sector taking in £10.1 billion in investment this year 
alone. The market is expected to remain strong in 2020. n




