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The situation is changing day by day, but the impact of coronavirus on the world of 
work and the recruitment industry in particular is likely to be far-reaching and felt 
for some time. Certainly we can expect a slowing down in activity across the board. 
Plans for expansion, appointments and more are likely to be put on hold, while the 
idea of international business and travel may seem inconceivable.
As the world moves to shut down, however there may yet be lesson to be learned. 
More individuals will be working from home. More flexible working arrangements 
will be considered as business attempt to keep going despite the challenges. Great 
technology and communications in particular will be the key to ensuring some level 
of productivity continues despite everything.
What may emerge could be yet another layer of flexibility to the workforce. A 
recognition that work is something to do and not always a place to be. It may also 
be seen that the value organisations place on it talent, individuals, whole workforces 
increases. This is a time to put people first, to give them the space, environment, 
technology they need to do the work that needs doing. Perhaps this will confirm 
that recruitment can never be just a case of finding a person – any person – to fill a 
vacancy, but to find and value the right person at the right place at the right time. 
And that’s why the recruitment industry is crucial to everyone. 
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For the latest industry news log on to www.theglobalrecruiter.com or sign up for our regular news by email

The Global Recruiter’s UK Summit 
held in early March brought together 
leading lights from the recruitment 
industry to discuss the highly 
disruptive future of work and how the 
recruitment sector should respond. 
Taking Recruitment 4.0 as its theme, 
the summit acknowledge the impact 
of digitalisation on the workplace 
and on finding talent, featuring 
presentations from leading thinkers, 
exclusive research and comments 
from expert panels.
In her presentation to the summit, 
Samanthas Hurley, operations 
director at APSCo highlighted new 
research direct from recruiters. 
Among the questions asked were 
what elements of talent acquisition 
can or should be automated. A 
total of 76 per cent cited ‘candidate 
identification’, 58 per cent said 
‘CV sifting’ and 44 per cent said 
‘candidate engagement’. Other 
stages where our respondents 
admitted that new technologies 

could be beneficial were: ‘interview 
scheduling (40 per cent); ‘application 
stage’ (36 per cent); ‘assessment’ 
(36 per cent); and ‘onboarding’ (31 
per cent). 
The report concluded that the 
recruitment profession doesn’t yet 
have complete faith in the capabilities 
of available tools and resources, 
and that without doubt the role of 
recruiters will not be eliminated 
any time soon, “AI and automation 
are already beginning to relieve 
consultants from mundane and 
repetitive tasks,” said the report. 
“In doing so, technology is freeing 
up valuable time which can be 
better spent engaging with clients 
and candidates in a way which no 
machine could.”
Despite this, and with the World 
Economic Forum Future Jobs report 
stating 50 per cent of companies 
expect that, by 2022, their full-time 
workforce will be ‘somewhat reduced’ 
by automation Hurley noted that 

recruiters will always be vital to 
ensuring that businesses have the 
skills they need to navigate the future 
of work and they must call on the 
technology at their disposal to make 
it happen. 
“Understanding the 4th business 
revolution and what strategies we 
need to employ as recruiters to 
both thrive and survive is critical 
to ensure we maximise on the 
opportunities that lay ahead," 
commented James Osborne, 
chairman of The Recruitment 
Network who hosted the day. "This 
year’s Global Recruiter UK Summit 
gave attendees the ideal chance 
to get a sneak preview of that new 
revolution. It was clear from the 
flowing panel conversations and 
debates that there is both a mix 
of excitement, nervousness and 

confusion about the role technology 
will play in the future world or work, 
but one thing that all the panel 
members agreed upon, technology 
is there not to replace the recruiter 
of tomorrow, but instead to make  
us more agile, more productive  
and ultimately to make the  
client – candidate – recruiter 
relationship better.
“We accept that the future is, to an 
extent, unknown with many of the 
roles of tomorrow not yet existing 
– tolerating ambiguity is a critical 
competency,” he added, “but we 
do know that there will be a direct 
correlation between the emerging 
activities that underpin the future 
HR function in organisations and the 
service offering that the successful 
recruiters of tomorrow will be 
delivering to the market.”

government bodies, including 
the House of Lords, that some 
businesses have spent in excess of 
£700k in preparing for the private 
sector reforms which illustrates only 
the tip of the iceberg of the cost to 
businesses and the economy. 
“I very much hope that some 
detailed analysis of the wider 
implications of this reform can be 
undertaken in the coming months in 
order to establish whether or not it 
should be scrapped entirely, rather 
than simply ploughing on in 12 
months’ time,” Kermode concludes. 
Commenting on the other measures 
announced by Rishi Sunak, 
Tania Bowers, Legal Counsel 
at APSCo also welcomed the 
£330 billion stimulus package 
including expansion of the business 
interruption scheme introduced in 
the budget, cash grants to smaller 

businesses and the commitment 
to consult with both business and 
trade unions to determine what 
else may be needed: “As ever with 
these measures the devil will be in 
the detail,” she said. “We have seen 
a massive increase in enquiries to 
our legal helpdesk from our  
members – in the space of a week 
we have had numerous enquiries 
about SSP and contractor rights 
on top of the usual high number of 
queries around the implementation 
of IR35. While some of our larger 
members may well have the 
financial resilience to ride the storm, 
we have to remember that the 
majority of recruitment firms in the 
UK are SMEs. This is a sector that 
will be hit extremely hard given that 
hiring intentions in many industries 
are likely to be put on hold or 
reduced for the foreseeable future.”

WELCOMED 
DELAY  
The delay to IR35 changes has 
been noted and welcomes by 
industry bodies APSCo and the 
FCSA.“ After five years of lobbying 
government for a proper review 
of IR35, we are obviously pleased 
and relieved on behalf of our 
members that the government 
has taken this action to remove 
extra burdens from the recruitment 
sector albeit disappointing that it 
has taken a crisis of this magnitude 
for the government to act,” said 
Sam Hurley, operations director at 
APSCo, and co-chair of HMRC’s 
IR35 Forum. “Although many 
of our members have spent an 
enormous amount of time and 
resource getting ready for this 
change, we believe that this delay 
will be widely welcomed by all 
our members and the sector as a 
whole. Now is not the time to make 
flexible labour more expensive or 
the hiring of contingent labour more 
difficult, when our sector is facing 

unprecedented times. This delay 
may also have the added benefit 
of kick starting the hiring of remote 
workers who operate though a PSC 
from end clients who have so far, as 
a response to off-payroll legislation, 
put a blanket ban on contractors 
working through this model.”
“We welcome the news that off 
-payroll reforms have been delayed 
for 12 months, until April 2021,” 
said FCSA’s Julia Kermode. “This 
is the right decision to help support 
businesses in these extremely 
difficult and unprecedented times.
“It is right to enable businesses 
to focus on the immediate 
complexities of responding to the 
coronavirus pandemic which must 
be the absolute priority for everyone 
in the UK right now,” she continued. 
“However, we must reiterate that 
this announcement only applies 
to the reforms that were due to 
impact on the private sector from 
April 2020. The changes that were 
introduced to the public sector in 
2017 are still very much applicable 
and will need to be adhered to. 
“Furthermore, we are aware through 
our evidence submitted to various 

Advertisement
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HORTOR EXPANDS COSTA RICA 
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COVID-19 
MAY SLOW 
MARKET 
After a string of Brexit false 
starts and the UK’s third 
general election in five years, 
employers are set to increase 
hiring on the back of newfound 
political certainty, according 
to the Q2 ManpowerGroup 
Employment Outlook Survey. 
However, the spread of the 
COVID-19 coronavirus may put 
the brakes on this new-found 

confidence.
ManpowerGroup’s survey asks 
2,101 UK employers whether 
they intend to hire additional 
workers or reduce the size of 
their workforce in the coming 
quarter. Employers in all 
sectors across the UK intended 
to take on staff in the second 
quarter of 2020, bringing the 
national Outlook to +4 per cent. 
The picture was particularly 
bright in the North of England 
where employers in regions 
such as Yorkshire and the 
Humber reported an Outlook of 
+12 per cent.
“The good news is that UK 

employers have been buoyed 
by greater clarity over Brexit 
after December’s general 
election – and a level of political 
stability not seen since before 
the 2016 referendum. Q1 was 
the weakest outlook in nearly a 
decade, but the data for Q2 had 
bounced back to +4 per cent,” 
said Mark Cahill, managing 
director, ManpowerGroup UK. 
“This is a good indicator of 
employer hiring intentions that 
we hope will continue.”
The survey was conducted 
before the COVID-19 
(coronavirus) escalated 
globally. Cahill added: “While 

Hortor is set to expand its 
presence in Costa Rica as 
part of its ambitious plans to 
become a £100 million turnover 
business within five years. The 
global strategic resourcing 
consultancy is situated in a 
strategic position alongside 
Central America’s major 
economic hubs. It will look to 
grow its diverse client base 
out of a larger office located in 
Costa Rica’s capital and largest 
city of San José. 
Spanish speaking business 
development manager, 
Florencia Prato, has recently 
been appointed to support a 
team of resourcing experts, 

who will implement a full 
360 recruitment service to 
identify potential candidates 
for permanent or temporary 
placements.
With the support of a global 
network of industry specialists, 
Hortor Costa Rica focuses on 
specific IT fields that include 
Network Solutions; Cyber 
Security and Infrastructure; 
AI and Machine Learning; 
Software Development and 
Robotic Process Automation 
(RPA). 
“We have identified Costa Rica 
as a country and marketplace 
with huge potential,” 
comments Florencia Prato. 

“With an educated workforce 
and growing economy, we 
believe scaling up Hortor’s 
consultative approach will 
deliver greater results for 
companies in this relatively 
untapped marketplace. 
“As a native Spanish speaker 
myself, I will be able to forge 
a strong relationship with 
our local team of experts and 
quickly develop the market 
insight that will determine 
how best we can deliver our 
services to our growing client 
base.” 
“In order to achieve our 
ambitious targets, we had to 
look at forming a physical 

presence in developing 
marketplaces, as well as 
established areas, across 
the globe,” said joint CEO 
of Hortor, Andy Nicholson. 
“Expanding our presence in 
Costa Rica forms part of our 
long-term strategy due to 
the growth potential we are 
expecting to see from the San 
José office.
“Setting the foundations, our 
Spanish speaking team will 
have full access to a dedicated 
delivery centre in the UK so 
they can work with any client 
and most importantly, meet 
with any requirements they 
may have,” he added.

INDEX LINKS  
Links has released a new 
monthly research series, Hong 
Kong Job Index, that reviews 
the job market in Hong Kong 
based on data analysis of job 
posting, HK Labor statistics and 
job application rates in respect of 
a basket of common commercial 
job types in Hong Kong.  
Between December and 
January the index has shown 
job postings falling by 11 per 

cent and continuing to fall by 
eight per cent between January 
and February in contrast to 
previous years where jobs tend 
to increase between January and 
February.
Elsewhere there are positive signs 
of a recovery in the job market in 
March with job postings increasing 
by two per cent in the first week of 
March with a large portion of the 
Hong Kong workforce returning 
to offices after the government 
relaxed its recommendation to 
work from home.

In the first week of March, job 
postings for IT positions were 
already up by four per cent and 
finance positions are up by 
two per cent. In particular, the 
Index has found a significant 
increase in demand for financial 
controllers and FP&A managers 
as businesses look to keep costs 
under control in light of increased 
uncertainty.
The job market moved slightly 
into employers’ favour as 
unemployment in Hong Kong 
continues to increase from the 

record low employment rates 
seen in 2019 of 2.2 per cent to 
3.4 per cent in January 2020. 
Links have said they expect 
that this unemployment rate will 
continue to increase in Q1 and Q2 
of 2020 as increasing numbers 
of employers (particular retail, 
hospitality and F&B) reduce staff 
numbers or place staff on unpaid 
leave to mitigate the impact of the 
coronavirus and forecast slower 
growth in 2020.

DATA 
LITERATE 
A new report from Accenture and 
Qlik, titled “The Human Impact of 
Data Literacy” and conducted on 
behalf of The Data Literacy Project, 
suggests Australian companies 
are losing an average of five 
working days every year because 
employees are struggling with data.
The survey says that while most 
organisations understand the 
incredible opportunity of data, a 
gap has emerged between their 
aspirations to be data-driven and the 
ability of their employees to create 
business value with data. Data is a 
gold mine that can fuel a culture of 
innovation and growth. However, 
Accenture and Qlik’s survey of 

9,000 employees around the world, 
including 1,000 from Australia, found 
that when employees struggle to 
make sense of data, productivity 
and business value can be affected. 
In Australia the loss totals 38 hours 
and 34 minutes per employee, 
each year. These lost days due to 
procrastination and sick leave stem 
from stress around information, data 
and technology issues, and equate 
to AU$13.8 billion in lost productivity.
The research identified two 
ways how the data literacy gap 
is preventing organisations in 
Australia from thriving in the  
data-driven economy.
First, despite nearly all Australian 
employees (88 per cent) 
recognising data as an asset, 
few are using it to inform decision 
making. Only 25 per cent of 
surveyed employees believe 

they’re fully prepared to use data 
effectively, and one-in-five (20 per 
cent) report being confident in their 
data literacy skills – i.e., their ability 
to read, understand, question and 
work with data. Additionally, only 
39 per cent of employees trust their 
decisions more when they’re based 
on data, with almost half (47 per 
cent) frequently deferring to “gut 
feel” when making decisions.
Second, a lack of data skills 
is shrinking productivity. An 
eye-opening three quarters 
(72 per cent) of employees 
report feeling overwhelmed or 
unhappy when working with data 
which is impacting their overall 
performance. In fact, 29 per cent 
of surveyed employees stated that 
they will find an alternative method 
to complete the task without using 
data. Across Australia, 56 per cent 

of workers report that data-overload 
has contributed to workplace 
stress, culminating in nearly  
one-third (31 per cent) of them 
taking at least one day of sick leave 
due to stress related to information, 
data and technology issues.
“No one questions the value of 
data – but many companies need 
to re-invent their approach to data 
governance, analysis and decision 
making. This means ensuring that 
their workforce has the tools and 
training necessary to deliver on 
the new opportunities that data 
presents,” said Sanjeev Vohra, 
group technology officer and global 
lead for Accenture’s Data Business 
Group. “Data-driven companies 
that focus on continuous learning 
will be more productive and gain a 
competitive edge.”

it is too early to predict the 
potential impact of Covid-19 
on hiring, we are hearing 
from employers with global 
supply chains that they are 
considering altering their hiring 
plans to take account access 
to materials, slowing business 
demand and staff availability. 
The UK has faced a great deal 
of uncertainty in recent years 
and employers have remained 
resilient in the face of previous 
challenges; early indications 
from our clients suggests 
employers remain calm and are 
preparing their contingency 
plans.”



8 NEWS8 NEWS

MOVES
Cathcart Associates has 
announced three senior 
promotions as the business 
continues to see rapid expansion 
in the tech and energy recruitment 
industries across the globe. 
Rhona Kennedy has been 
promoted from senior recruitment 
consultant to principal consultant. 
She specialises in sourcing 
software developers to support 
Scotland’s thriving tech sector, 
and will be responsible for 
leading the Scottish division 
of the specialist IT recruitment 
firm’s operations to help address 
Scotland’s tech sector skills 
shortage. 
Secondly, Sabrina Hickl has 
been appointed as principal 
consultant and lead for Germany, 
Austria & Switzerland (DACH) 
with the organisation’s renewable 
energy division. Having already 
seen great success as the first 
European consultant within 
the company’s energy division, 

Sabrina will continue to grow her 
existing team to extend Cathcart’s 
reach in the lucrative German, 
Austrian and Swiss renewable 
energy markets. 
Finally, Sigrid Carstairs has been 
appointed as senior recruitment 
consultant for Scandinavia with 
Cathcart Energy. Integral in 
the early development of the 
company’s presence in Northern 
Europe, Sigrid will further the 
Scandinavian expansion of 
Cathcart’s renewable energy 
business, offering a full contract 
and permanent recruitment 
service across the region. 
Sam Wason co-founder and joint 
managing director at Cathcart 
Group, said: “It’s fantastic to see 
both our IT and renewable energy 
divisions thriving, and 2020 is 
shaping up to be very exciting 
for us as we continue meet 
growing demand for our bespoke 
recruitment services. 
“We are very proud of the team 
that we have built since we 
launched the company a decade 
ago,” he added. “We are delighted 

to announce the promotions 
of these three key members of 
staff, all of whom have delivered 
exceptional results for our 
clients and helped to drive our 
expansion.”
Tech talent specialist, mthree, 
has appointed Chris Bell as head 
of sales, as part of its ambitious 
growth plans. Chris has 34 years’ 
experience in the talent, managed 
services and recruitment process 
outsourcing industries, with 
more than 20 of those spent 
in international sales roles in 
world-leading talent solutions 
organisations.
Most recently, Chris held the 
position of global sales director at 
professional services recruitment 
consultancy, Morgan McKinley. 
During his time there, Chris 
built Morgan McKinley’s total 
talent management business, 
establishing it as a significant 
global division spanning Sydney, 
Singapore, Hong Kong, Shanghai, 
Paris, the UK and Ireland. Chris 
has also held senior international 
business development roles with 

Alexander Mann, Allegis Group, 
Kelly Services and Adecco.
In his newly created role at 
mthree, Chris will be tasked to 
continue mthree’s growth, with the 
business having been acquired  
at the beginning of 2020 by 
NYSE-listed multinational,  
John Wiley and Sons, in a  
£98 million deal.
mthree hires and trains emerging 
tech talent, before supplying them 
commitment-free for 24 months 
to leading financial institutions, 
government agencies and other 
large businesses across four 
continents.
Alex Headley, founder and CEO 
of mthree, commented: “Chris 
has extensive experience in 
the recruitment and staffing 
industries that will undoubtedly 
prove invaluable when it comes to 
achieving our strategic vision over 
the coming years. Importantly, 
he also shares our passion for 
creating career opportunities 
for talented, motivated people, 
regardless of their background.” n

THE RECRUITMENT NETWORK 
FLEXES SUPPORT 

In response to the coronavirus 
impact on business and the 
wider world, The Recruitment 
Network has announced 
immediate changes in its 
operation, as well as its 
membership fees to support 
its members and the wider 
recruitment community. 
James Osborne, chairman 
of The Recruitment Network 
described the current situation 
as “an extraordinary time for 
business owners with a lot of 
unknowns.” However, he asserts 
that the recruitment industry 
has the ability to respond 
and be pro-active rather than 
simply reacting to the ongoing 
situation. By helping recruitment 
companies to take this stance 
he believes the industry will 
positively survive and thrive in 
these extraordinary times and 
will be better placed for the 
bounce-back when it comes.  

Under the title of Operation Sol, 
The Recruitment Network is 
producing a series of guides for 
recruitment business leaders 
around running a business 
in these types of situations, 
including financials, cashflow, 
managing staff, marketing and 
creating the right business 
pipelines, ready to take 
advantage when the market 
turns. These resources will 
include support for carrying out 
‘virtual recruitment’ rather than 
face-to-face in person work and 
will all be hosted for free on their 
community platform, TRNWorld 
(www.trnworld.com). 
Osborne launched a totally 
virtual model of the network 
last week to be in operation to 
ensure business continuity for 
members and to significantly 
the availability of resources, 
information and support for 
members. 

Alongside this shift, Osborne 
and the team have also 
implemented a generous 
payment plan for members of the 
network in this interim period, 
to allow recruitment leaders 
to access all the services and 
products of membership, but 
at a significantly reduced rate 
and in some case completely 
for free to aid with cashflow.  
“Recruitment business leaders 
have plenty to focus on right 
now and it is our job as a 
network to help them remove 
any distractions or barriers for 
survival and ensure they can 
positively navigate through 
these unchartered waters in any 
way we can, and if that means 
tripling up on support for them 
and removing the need for any 
payment from them, then that is 
what we will do.” says Osborne 
Osborne is keen to emphasise 
that there will be no change 

in the headcount at The 
Recruitment Network and all 
personnel will be staying the 
same: “initiatives will increase 
and support will increase for 
everyone,” he says. 
These changes, says Osborne 
make sense simply because the 
Recruitment Network is purpose 
led and build on values “and it’s 
pointless having values unless 
you live by them.” 
“I am optimistic about the 
future,” he says, “and this 
will change the landscape of 
business forever. But if we 
change how we work now, if we 
collaborate and work together 
through this, then we’ll be 
fitter, leaner and stronger, we 
will survive and thrive in these 
extraordinary times and we will 
capitalise on the bounce back 
when it comes.”

THE RECRUITMENT
NETWORKTM

Denis Pennel, managing director, 
World Employment Confederation on 
how the private employment services 
industry grows its HR services.
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MOVING UP

The 2020 World Employment Confederation Economic Report 
reveals that the global private employment services sector is 
continuing to grow by providing services that bring positive value 
to labour markets worldwide. The global employment services 
industry placed a record of almost 58 million individuals in work in 
2018. Global turnover grew nearly two per cent compared with the 
previous year to reach €473 billion.
Direct Recruitment and Recruitment Process Outsourcing 
(RPO) experienced the strongest growth, with the global Direct 
Recruitment market expanding 5.4 per cent in terms of sales 
revenues, amounting to €63 billion. Managed Service Provider 
(MSP) and RPO grew by 2.8 per cent and 8.4 per cent to reach 
market values of €110 billion and €4.6 billion respectively. 
The agency work sector, which represents over 80 per cent of the 
industry’s entire sales revenues, maintained earnings at €377 
billion. This constant position is in part due to the negative impact 
of exchange rate variations between the dollar and euro. It has 
long been recognised that there is a strong correlation between 
a country’s agency work penetration rate (i.e. the ratio between 
number of agency workers in full-time equivalents and total working 
population) and its competitiveness. Those countries that enjoy 
the highest penetration rates include the UK (3.4 per cent), the 
Netherlands (3.3 per cent) France (2.9 per cent) Australia (2.7 per 
cent) the USA (2.1 per cent) and Japan (2.0 per cent). The global 
average penetration rate remains 1.6 per cent. 
Growth in the MSP market was strongest in Europe, the Middle East 
and Africa, with sales revenues up 13.7 per cent, while global market 
growth was slowed down by subdued growth in the Americas  
– including the USA which represents over 50 per cent of the global 
market. Direct recruitment fared well with nearly all major markets 
expanding and China and the UK enjoying particularly pronounced 
growth – up 15.2 per cent and 12.6 per cent. Career management 
services contracted by five per cent, declining to an estimated  
€1.9 billion.
The performance of our industry is of course a reflection of the 
status of the economies and labour markets in which it operates. 
This is evidenced by how the sector fared in the different regions 
around the world in 2018. North America remains the strongest 
region in terms of people placed and revenues in direct recruitment, 

MSP and RPO. In South America, economic crisis and currency 
depreciation across the region caused a downturn – particularly in 
Brazil, the region’s largest market for private employment services. 
Europe maintained a strong position in agency work, with nine out 
of the 15 largest markets globally. With the exception of Germany, 
all European agency work markets grew in 2018. The Asia Pacific 
region enjoyed a positive performance in both agency work and 
direct recruitment.

Transforming markets

Global labour markets have been transformed in the past 20 years: 
with an ever faster cycle of job creation and destruction; diverse 
forms of work that have supplemented the mid-20th century model 
of open-ended, permanent contracts; and the rise in individualism 
and growing gig-economy which have spawned demand for more 
flexible working conditions among both workers and employers.  
As labour market intermediaries, private employment services 
smooth the whole process of not only matching people with work, 
but also supporting workers to navigate a changing world of work 
by providing career guidance – all via the industry’s unique network: 
2.4 million internal staff globally across 160,000 agencies, in 39 
countries. 
Indeed, the industry’s contribution goes far beyond finding people 
a job to embrace a host of added-value services that meet the 
needs of today’s increasingly diverse labour markets: facilitating 
work transitions by moving people between sectors and jobs and 
ensuring that they remain constantly employed; upskilling the 
workforce to train people with the skills they need to access the jobs 
available; securing inclusive labour markets and providing people 
with quality work that brings them into the workforce; and providing 
both workers and companies with predictability and a balance 
between flexibility and security that encourages active labour 
markets. This is illustrated further in the WEC Social Impact Report: 
https://wecglobal.org/publication-post/social-impact-report-2019/
I am confident that it is well placed to seize the growth opportunities 
offered by the transformational trends affecting the world of work 
and with an appropriate enabling environment we expect these 
positive trends to continue in the years ahead. n
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LEADING FROM 
THE FRONT

11DIVERSITY

The Global Recruiter talks to female entrepreneurs in the 
recruitment sector.

International Women's Day celebrates the achievements of women from 
across the globe. The Recruitment Sector is lucky enough to boast many 
success women, who should act as an inspiration to fellow females both 
inside and outside of our sector. 
As Sunday March 8th marked International Women's Day, The Global 
Recruiter wanted to highlight some of the many inspirational female 
recruitment entrepreneurs who are building their future and laying a trial 
for others to follow. These are recruiters who hold to entrepreneurial 
values. They value grafting and determination because they believe that 
reward follows effort. 
They are building great businesses and as we reflect on International 
Women Day’s about the many economic, cultural, social, and political 
triumphs by women in our sector it is worth remembering that these 
entrepreneurs are the very people our economy is all about.
After six years in the recruitment industry Katie Leng decided she wanted 
to break out on her own. In October 2019 she launched her own agency, 
First2Education. Katie’s business was launched with backing and 
support from The Recruit Venture Group, the largest venture partner of 
their kind in the industry. Katie’s advice to other female recruiters is clear. 
“Don’t let anyone or anything hold you back,” she said. “I love the 
industry, am passionate about what I do and good at it; that’s enough to 
launch and grow a recruitment business. Too often we talk ourselves out 
of doing stuff, but what I have learned from launching my own business 
is just go for it. 
“The days when launching a business was something few women 
did are, I am very pleased to say, very much behind us,” she added. 
“Hopefully through LinkedIn and the media we will hear more about 
successful female entrepreneurs within the recruitment niche which will 
encourage more women to break out on their own.”
Katie is just one of many inspirational female business owners who have 
benefitted from backing and support from The Recruit Venture Group, 
who have helped over 60 recruiters to launch their own business. The 
Recruit Venture Group is headed up by managing director Paul Mizen, 
who told Global Recruiter that it was great be able to help so many 
recruiters take the ultimate next step in their careers. 
“I always say that the best part of my job is being able to help people to 
do something extraordinary,” he explained. “Over the past year we have 
seen three businesses launched by high-performing female recruiters 
who have become successful entrepreneurs and are a real inspiration to 
other women within our industry. We also have another one on the way! 
“International Women’s Day is all about celebrating the success of 
women across the globe and it is great to have so many great women in 
business success stories to celebrate within The Recruit Venture Group. 
“My advice to anyone thinking, ‘could I do it on my own?’ is go for it,”  
he added.

Being an entrepreneur

GERA’s latest Global Entrepreneurship Monitor (GEM) report for 
states that 70 per cent of people hold entrepreneurs in high regarded 

and enjoy a respected status in their societies. Meanwhile, two thirds 
of people in the global economy consider entrepreneurship a good 
career choice. Perceptions of what being an entrepreneur means 
are changing, no longer is it a male dominated world with the likes of 
Karren Brady, Deborah Meaden and Michelle Mone paving the way for 
a new generation of fearless female entrepreneurs. 
Back in the recruitment sector, The Recruit Venture Group aren’t 
wasting any time. Three new ventures have already opened their 
doors in 2020, with one more on the way later this month. One of those 
businesses was launched by Nicki Jones and her business partner 
Simone Jones. 
Nicki had been in the industry for over 15 years when she decided 
to launch Knight & Jones Recruitment and she would not hesitate 
in recommending the sector to anyone: “In this industry, you get the 
chance to work with people and help people every day and that can be 
very rewarding,” she said.
“Every day is different, it’s like a rollercoaster, you never know what 
each day is going to bring, you learn every day, it’s an ever changing 
market, so it keeps you on your toes,” Jones continued. “There is no 
room for complacency, but I would recommend the industry to anyone. 
You can build a long lasting rewarding career in recruitment. 
“My advice to other female recruiters, is if you have the experience, 
ambition, drive and confidence, then do it,” she adds. “It is hard and will 
take time, motivation and tenacity, but go with it and inspire others who 
are in your shoes.” 

Equality measures

Equality is not a women's issue, it's a business issue and we need 
more female entrepreneurs to make the leap from employee to 
business owner for economies and communities to thrive.
Susan Roos, who launched Roos Recruitment with The Recruit 
Venture Group, admits it is hard work to launch and grow a recruitment 
business but it is also incredibly rewarding. “My advice to other women 
thinking of launching a recruitment business would be to treat the 
business like it is your desk – just there will be more than one desk,” 
she said. “Secure a good team, set yourself and your team clear 
objectives, monitor and develop and in time your business will grow. 
“It will not happen overnight, it will take time and it will be hard work. 
You will make mistakes and make bad decisions but learn from them. 
Always remember why you made the decision to do it for yourself!”
Roos says the biggest highlight for her has been rebranding from Jark 
(Norwich) Ltd to Roos Recruitment in September 2018, creating her 
own identity and brand whilst gaining the opportunity to work within 
different sectors, with the launch of construction planned for early 2020.
The race is on for the gender equal boardroom and you can play your 
part by launching your own recruitment business. You could be toasting 
your own success on International Women’s Day in 2021! n



13FINANCE

www.theglobalrecruiter.com

Online entries now open
Awards Ceremony: 2 July 2020, Café de Paris, London

www.ukawards.theglobalrecruiter.com
Events: @GlblRecruiter News: @globaleditor #GRAwards

Entries are now open via the online portal for The Global 
Recruiter UK Awards 2020.
This is your chance to shine, to go head to head with your 
contemporaries on a level playing field, responding to clear 
criteria and be judged by a panel of industry professionals 
who understand what it’s like to build a business, and to 
rise above the competition.
Offering unique market exposure, the awards have 
enabled winners and shortlisted entries to attract new 
clients, new employees and market leading candidates.
Categories are now open for entries via The Global 
Recruiter website portal and the finalists are invited to  
join us at the awards ceremony taking place on 2 July, at  
Café de Paris, London.

2020 Vision

Headline sponsor

For faster smarter growth

Category sponsors

6 CATS
I N T E R N A T I O N A L

THE RECRUITMENT
NETWORKTM

Associate sponsors
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FUTURE PAY
In 2016, the government introduced the tapered annual tax allowance 
which meant that anyone earning over £150,000 a year would have their 
annual tax-free pension contributions allowance restricted. 
The idea was to control the cost of pensions tax relief and help ensure that 
it was fair and affordable. But it also added another layer of complexity 
to an already complicated system which means that higher earners are 
penalised when it comes to their pension contributions.
Simply put, the tapered tax system penalises higher earners by limiting 
the amount they can contribute to a pension scheme to as low as £10,000 
a year. Employees who are not offered alternative arrangements are 
forced to either accept a tax charge or lose out on employer pension 
contributions. 
This is a particularly prevalent problem in the public sector – take the NHS 
for example, where the only way that doctors, consultants and other senior 
staff are able to manage the impact of these higher tax changes on their 
pensions contributions is by working less, reducing their hours, refusing 
to take on extra shifts (or taking them unpaid) and even retiring early. This 
clearly has detrimental effects on a service that is already under-resourced. 

Regulation impact

Our recent Smarterly pensions research found that since the new 
regulation came into play, 40 per cent of employers face a challenge 
when it comes to supporting the needs of higher earners, while 96 
per cent of companies have been forced to implement new initiatives 
including offering cash alternatives in a bid to offset the financial impact 
this has on their employees. What this means is that adequate retirement 
funding for higher earners is no longer satisfied with just pensions and 
those affected have recognised that pensions saving is only one way of 
accumulating wealth for retirement. 
It is also well documented that engagement levels for pensions are often 

Steve Watson, head of proposition, Smarterly on the challenge of 
pensions for higher earners.

low, particularly among younger workers who are often more concerned 
about saving to reach other more pressing financial milestones such 
as owning a home or getting married and having a family. Financial 
wellbeing support is therefore no longer just about considering the needs 
of higher earners and many companies are now waking up to the fact 
that they need to take a more holistic view when it comes to supporting 
employees across all levels. 
This has all led to a growth of pension alternatives offered in the 
workplace. One such alternative is to take a dual approach; a pension 
fund alongside another savings vehicle allowing employees to split their 
contributions between a pensions pot and an ISA in a bid to help grow 
their tax-free savings. Splitting contributions across two pots avoids 
a potential tax charge for higher earners without the employee losing 
out on employer pension contributions, while also allowing for more 
accessible retirement funding.
Another solution is the relatively unknown Lifetime ISA. A product 
designed specifically for under 40s where individuals can save up to 
£4,000 a year and receive a 25 per cent government bonus of up to 
£1,000. This can be invested in cash or stocks and shares, but funds can 
only be used to buy a first property, or accessed tax-free after the age of 
60. 
With a new chancellor in position, the rumour mills are churning with 
news of another possible pensions shake up. Pensions in their current 
state are just not cutting it – it doesn’t service the higher earners or the 
younger employees and many are calling for a much simpler and fairer 
system.
But any change would take some time to come into play. In the 
meantime, the problem for higher earners persists and smart employers 
need to consider alternative solutions, being creative and innovative in 
their offering in order to create a much more effective and rewarding 
retirement funding solution for employees of all levels. n
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The intentions behind the government’s measures to curb 
immigration may have been known, but the reality of the proposed 
new immigration system has left some serious questions for the UK’s 
recruitment industry. The new regime announced by the government 
is particularly concerning for those hard pressed areas of commerce 
where skills are already in short supply and the migrant workforce 
are traditionally seen as the answer.
While some are questioning whether the Home Office can actually 
make this system work efficiently and coherently, the biggest impact 
will undoubtedly be on the provision of low-skilled workers. This 
challenge will in turn have a knock on effect across the talent pool. 
If there is less supply, then demand will be greater for the talent 
which remains accessible. The government have suggested that 
automation may provide the answer to talent requirements in some 
instances, but for many such a change is simply not possible.
Research carried out among the partners of Suits Me, a financial 
services company who offer bank accountants to contractors, has 
tried to predict the impact of the move on employers. When asked 
if they thought the changes would have a direct impact on their 
business 30 per cent said yes, 10 per cent no, leaving 60 per cent 
unsure. When asked to consider how damaging the moves would  
be to the industries they supply to, 20 per cent described the impact 
as significant, with the rest split equally between marginal impact 
and unsure.
One of Suit Me’s partners, Nicole Gilmore, an AM2PM Recruitment 
agency branch manager voiced her concerns: “We currently 
provide European workers to various companies in the industrial 
sector,” she explained. “In terms of automation and technology, it 
will be extremely difficult to replace the manual process of certain 
production roles, particularly with some of the contract packing 
where the manual process can vary with up to 30 different products 
per day. Furthermore, the fact that some of the largest corporations 
with the funds to invest in technology and robotics choose not to 
certainly speaks volumes.”

Shortages persist

“Skills shortages are one of the biggest challenges facing the UK 
economy and the government’s immigration plans could make 
matters worse,” warns Tom Hadley, director of policy at the REC. 
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Simon Kent asks recruiters for their response to the government’s new 
immigration system.

If there is less supply, then 
demand will be greater for the 
talent which remains accessible

“Industries like construction and social care are already struggling to 
fill jobs which the government considers ‘unskilled’. These jobs may 
be lower paid but are nonetheless extremely important.”
The REC’s suggestion remains to provide a temporary visa route 
which would allow businesses to recruit the essential skills they need 
at all pay levels. “This would mean that workers could move into 
sectors and geographies where they are needed most without being 
tied to a particular employer,” explains Hadley. “For instance, drivers 
can support our hospitality or retail sect depending where there is 
demand.
“A temporary visa route would also reduce the likelihood of illegal 
working and exploitation,” Hadley asserts. “In the US, more than 
half of farm workers and 15 per cent of construction workers are 
unauthorised. Nobody wants the UK to be in this position due to 
the lack of an official low-skilled immigration route where vulnerable 
workers will suffer.”
Rebecca Siciliano, managing director at Tiger Recruitment is also in 
favour of at least an additional route to temporary low-skilled talent, 
drawing comparisons with other countries: ”Australia and Canada 
use a similar system to the new points-based system, but the 
difference is that ‘low-skilled’ workers under the age of 31 can come 
and work in the UK for up to two years,” she says. “Perhaps a similar 
‘youth mobility visa’ could be implemented in the UK for European 
workers, to help ensure a steady stream of labour."
Siciliano does appear positive at least about the government’s 
intentions: "Overall, I think it’s great that the UK government is 
looking to encourage UK businesses to employ local talent,” she 
says. “However, they are missing the fundamental point that a lot 
of UK workers aren’t applying for low skilled roles. This is going to 
impact different industries to varying degrees. The hospitality sector, 
for example, is already struggling to fill positions, and these new 
immigration rules will only add to the strain.
Siciliano also describes the measures as ‘short-sighted’ in that many 
European workers who start their working lives in the UK will be in 
roles classed as low skilled. This would seem to ignore the potential 
of this workforce and the fact that they use lower positions in order to 
develop their language and business skills over time. By ending this 
option, therefore, it would seem the chance to grow a more skilled 
workforce is reduced. >
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Change in attraction

Amanda Watson, founder and managing director of Ambitions 
Personnel believes the new policy will result in changes to the way 
businesses access their talent: “Companies are likely to need to 
change their approach when hiring,” she says. “This will either mean 
paying more in wages or offering more comfortable job conditions. 
Perks and benefits packages are an easy way to encourage this, but 
the trend of recruitment very much becoming candidate-driven will 
only increase if the proposed measures go ahead.”
Watson adds that there is an additional risk behind the policy which 
could mean a decrease in the number of jobs for unskilled people. 
For example, firms are unlikely to put resources and cash into 
recruiting if automation is an option. If a factory can increase the 
work done by machinery or even artificial intelligence, this could well 
be the spur for many to innovate and look into such solutions.
Watson also references the Australian points-based system as a 
possibly better way to get the mix of talent required by employers. 
“Jobs are assigned as in demand on a continually-evolving basis 
according to demand,” she explains. “The proposals put forward 
to include this, but not to the same extent and with more emphasis 
on education and qualifications. Someone seeking work in a factory 
or seasonal food prep work is not likely to have these kinds of 
qualifications so this excludes a great many.”
Jo Sellick, owner and managing director of Sellick Partnership 
argues the government’s immigration plan is simply not the open and 
accessible system that was hoped for, claiming that the proposals 
will see many ‘eligible workers’ rejected. “The government says 
these plans will see the UK become a “hub for EU and international 
talent” which is all well and good, but who is going to do the jobs that 

these people simply do not want to do?” he asks. “The harsh reality 
is that here in the UK we rely on migrant workers – who will now fail 
the points system – to work in sectors such as hospitality, social 
care, construction and food processing. If these companies want 
to continue relying on migrant workers they will have to work within 
the points system, which will push staff costs up, and have major 
repercussions elsewhere.”
John Mortimer, CEO and co-founder of Katie Bard, part of the 
internationally positioned Angela Mortimer PLC, believes the moves 
are at least tackling the challenge of the immigrant workforce and 
argues that they will place the onus on employers and education 
organisations to invest in the local workforce to get the skills the 
country needs rather than relying on foreign workers. He also feels 
the new regime will lead to a more creative, thought out process 
of employing overseas talent: “If you see someone good and want 
them to stay with you it will be less about box ticking and more about 
whether you have a good reason for employing them,” he says. As 
long as the system works, he says, the country will still have access 
to a high-quality international workforce.
Ultimately only time will tell whether the country suffers from this 
talent cut off. While the government have provided an option for 
agriculture roles, it only allows 10,000 people to enter the country on 
this basis, compared to the demand voiced by the NFU for 70,000 
individuals. Recruiters will certainly need to be more creative in 
resourcing large numbers of lower-skilled workers from within the 
country’s borders, and in some areas the fallout from Brexit has 
already inspired some new thinking. But the question of whether 
there are enough willing workers already in the country is one which 
may only be answered when it’s too late. n

If these companies want to 
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system, which will push staff 
costs up, and have major 
repercussions elsewhere
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Aliza Sweiry, UK managing director, Aquent gives a view over 
trends for marketing and creative talent.

TALENT TO 
MARKET
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The marketing and creative sector has faced much disruption over 
the past few years. From tech giants encroaching into their territory, 
to increased competition from management consultancies and the 
development of new tech, these outside forces have had an effect 
on the industry and led to increased demand for particular skillsets, 
while some types of traditional market talent has found itself left 
in the cold. To stay ahead of fast developing trends, we analysed 
salaries across the sector, culminating in our 2020 Salary Guide. 
The data allows recruiters to take a more robust approach to their 
marketer and creative recruitment. 

Employers competing for new talent

It remains a candidates’ market, particularly at entry level roles as 
companies compete for new recruits. Junior positions across the 
board have seen much bigger pay rises (6.95 per cent average) 
compared to mid-level (two per cent) and senior (2.22 per cent) 
roles as employers scramble for new talent. UK unemployment has 
been steadily dropping since 2011 and now sits at just 3.8 per cent. 
With a smaller available labour pool coupled with the rising cost of 
university education and living means fresh graduates are seeking 
higher wages, so employers have to go to extra lengths to compete 
for and secure new talent. 
The increased demand for junior workers is no doubt excellent 
for people trying to break into the industry, but also indicates a 
change in attitude amongst companies and brands. Their focus on 
fresh recruits shows a willingness to invest more resources into 
employee development, rather than hiring costlier senior staff.

Stagnation at the top

However, a rising tide apparently does not lift all ships, as  
mid-level to senior staff are not enjoying the pay rises seen by 
junior colleagues. Many experienced design roles have gone 
without a salary bump in the past five years, and have thus seen in 

real terms a pay drop of nine per cent. At senior levels many roles 
including creative directors, digital designers, marketing directors 
and content strategists have had not had a pay rise in the past five 
years. For mid-level roles, on average their wages increased by just 
two per cent, below the UK inflation rate (2.48 per cent), meaning 
real-term wages actually decreased. In fact the majority of mid-level 
positions saw no increase in wages and were outperformed by 
senior role pay rises.
One explanation for tightening wages in high places could be 
an industry-wide effort to cut back on costs to become more 
competitive. Marketing has probably faced more disruption than 
any other sector over the last decade with the advent of digital, 
leading to agencies of all types having to compete with tech giants 
for ad dollars. Unfortunately this streamlining could hurt brands 
and agencies more than it helps. As a service driven industry, their 
biggest costs are people. Without the technological prowess and 
access to vast banks of data of Silicon Valley, talented, creative staff 
are their best asset in this fight.
With the cost of living rising and the labour pool shrinking, agency 
bosses are going to need a serious think about how they can retain 
their top talent or could find themselves outflanked by management 
consultancies moving into the sector, or see an exodus of staff 
to freelance opportunities. If those things happen, they will find 
themselves helpless against the onslaught of the likes of Google and 
Facebook. (Who are also snapping up some of the most ambitious 
talent that would traditionally have gone agency or brand side). 
However, amongst creative circles there may be a less ominous 
reason for diminishing pay rises. An experienced creative director at 
an agency we’ve worked with puts it down to the fact that creatives 
are motivated by things other than pay. “They want to be fulfilled 
by their work. Junior talent looking for their dream job will have 
to first gain experience to secure it. Once they’ve found work that 
inspires them, often a few years in, they’ll likely stay put.” Generally, 
switching jobs comes with a larger pay packet, so less moves at 
mid to high levels means lower wage growth. 
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New tech brings new expectations

The most dramatic changes in pay over the last few years has 
been amongst those developing user experience (UX). UX 
Architects, UX Leads and Front End Developers have seen pay go 
up 26.3 per cent, 17.9 per cent and 14.3 per cent respectively. UX’s 
success is echoed at junior levels too. For entry-level workers, 
UX & Development is the best paid sector within marketing and 
design, with the average starting wage being £32,500. Employers 
are reporting that UX specialists are especially tricky to find and 
hotly fought over, explaining why they’ve managed to maintain 
consistently high wages.
The reason for this UX boom is there has been be a continued 
push to improve digital offerings and customer experience in 
recent years, helped by advancements in technology. High quality 
UX design is probably one of the most sought after commodities 
within our sector. People today are used to intuitive, seamless 
service as delivered by Netflix, Amazon and Apple, so expect it 
from any digital interaction. It helps companies’ bottom lines as 
well. A principle UX consultant says “for every one dollar invested 
in UX research, you save $10 in development and $100 in  
post-release maintenance.”
UX professionals also have an added advantage, in that it’s still 
a relatively new field, so there isn’t a wide pool of talent yet. As a 
rare breed, UX specialists can charge a lot more for their services 
than other professionals. However, with the industry’s increased 
focus on this and skyrocketing wages it’s highly likely that more 
people will train as a UX specialist, so I expect to see a strong rise 
in available talent over the next few years.
 
Discontent

In contrast to UX salaries’ runaway success, more traditional 
marketing methods have a bleaker outlook. Across the board pay for 
content and copy writing over the past five years has frozen in real 

terms. Last year the average wage rose by just 1.86 per cent, below 
UK inflation of 2.48 per cent. Unfortunately, I predict this remain the 
status quo, as the likely reason for stagnating pay is the knock-on 
effect from a struggling industry: journalism. 
Sales are down within the print media industry, leading to a 
reduced demand for journalists. As many reporters find it harder to 
command strong wages at news outlets (or even find work at all), 
more will look to the commercial sector for copywriting and content 
work. This influx of writing talent is depressing demand, putting 
employers in a stronger position during the recruitment process. 

Freelancing vs payroll

There has been a tide of marketers and creatives turning to 
freelance opportunities in recent years, however, I believe this will 
be short-lived as incentives to go independent are diminishing. 
The introduction of IR35, legislation to crackdown on tax 
avoidance by off-payroll employees, has added to freelancers’ 
headaches as they have to navigate this during contract 
negotiations. It could even make them reconsider their decision to 
avoid permanent roles. 
Pay-rolled opportunities are starting to appeal more to those with 
a freelance mind set as well. According to research we conducted 
80 per cent said they did so due to a desire for a healthy work/life 
balance. We’re now seeing changes in benefit packages beyond 
pay, with more brands’ and agencies’ offerings including increased 
flexible and remote working.

Summary

The marketing and creative sector is fast moving and dynamic, 
so employers need to stay ahead of trends to make sure their 
recruitment strategy is effective. Carefully navigating booms and 
busts amongst different professions and knowing how to balance 
recruitment with training will all be vital tools in the near future. n
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them understand the system through which care is provided. Braham 
notes that healthcare, the act of helping people and delivering that 
service is the same all over the world, but what is different is the 
system through which that care is delivered. It would be the same if a 
UK medical professional went to another country – the principals and 
actions of care are the same, but it can take a few months for them to 
understand the way the organisations they work for operates.
As well as having their own search team on the ground Remedium also 
takes healthcare professionals from the UK to India to talk about their 
work. This forms a two-way benefit for everyone involved. Rather than 
simply exploring the talent that exists out there and tempting them to 
the UK, the company recognises that skills and knowledge from the UK 
can be brought to their locality in order to push forward local healthcare 
practice. The NHS still enjoys a good status internationally so even 
learning about how an A&E department functions can be useful.
In addition to this, however, the trips which Remedium facilitates have 
enabled specific UK health Trusts to build their own brands and put 
themselves forward as employers of choice. If the NHS has a high 
status among the international healthcare sector, the value to a Trust 
of getting in front of potential talent is to explain how and why their 
organisation is different and attractive for skilled workers. Highly skilled 
employees will therefore be more likely to take opportunities with that 
Trust rather than viewing the NHS as a single destination.
“The NHS is a global brand and world renowned,” says Braham, “but 
with around 160 Actor Trusts you need to know why are you different 
from the others – that’s what we want the Trusts to think about. 
What makes them better and different and how do we show that to 
candidates? That way we can make make the Trust a global brand.”

Investing in recruiting talent

Creating this level of service for their clients has depended on Braham 
attracting and developing his staff as the company has grown. 
Emphasising qualities such as a partnership approach, empathy among 
his consultants Braham takes great care over who becomes part of 
the business and how they are looked after. He’s looking for people 
who will give the company 100 per cent and in return, he says, they’ll 
get 200 per cent – the resources and care for developing, rewarding 
and moving that individual on, not just in their career but in their own 
personal development as well.
It is interesting to note that one of the final parts of the selection 
process for consultants at Remedium involves a social situation – lunch 
or dinner for example – where the individuals’ manner and behaviour is 
considered as much as their aptitude for recruitment. At the end of the 
day, says Braham, he wants to ensure his consultants understand how 
to behave in front of clients and that they will not surprise or put off the 
people they work with through inappropriate comments.
Ultimately, Braham seems driven by a sense of morality, to do right 
by the health service he serves and to deliver a win for everyone 
involved. With an eye on expanding into health related professions 
and the private sector as well, the company will no doubt continue to 
rise in standing and profile within the health organisation it serves. 
At the same time that it expands, however – Braham is already lining 
up dedicated sales teams, a business development manager and so 
on – the business will continue to innovate, giving its front line staff the 
ability to spot potential partnerships and interventions which may help 
to address the talent gap in the sector in a positive way. n
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Simon Kent discovers how Remedium Partners has developed as it serves 
the demands of the health sector.

Philip Braham is unapologetic about describing Remedium Partners 
as a recruitment agency, even though the term can switch people off 
in the health sector where he works. But while the knee-jerk reaction 
is due to on-going need to reduce agency spend, Braham’s business 
is as committed to that target as anyone else. Having already 
managed to reduce the spend for some of the health organisations 
he works with, Braham is positive about his contribution because 
his concern is with fighting the talent and skills challenge in a 
sustainable way, helping the health service to become better and 
more sustainable in its people management. Remedium Partners 
does not exist just to fill gaps, iit is not growing just because it serves 
an ever increasing demand, it’s growing because it is also addressing 
the reasons why the gaps are there in the first place.
“Of course we recruit the people the health service needs,” says 
Braham, “but a lot of the pre-work we do before that is about demand 
modelling, to make sure the Trusts we work with are getting the most 
out of the people they already have. If you address the reasons 
behind the demand, if you look at the way the rotas work, you might 
find you don’t need as many clinicians as you first thought. So that 
saves time and money to begin with. Then we can go and find the ten 
people you really need.”
Since its creation with two men in a back-garden shed, Remedium 
have developed their approach to finding that talent, positioning itself 

as a partner within the health service, offering to find, educate, attract 
and onboard the necessary talent. The company has a team of more 
than a dozen people on the ground in India going into hospitals, 
talking to potential talent and discovering those who would be open 
to making a move to the UK and work for the NHS. The business 
has also taken specialists from Trusts across the UK to hospitals 
within the country, putting them in front of registrars and medical 
professionals and enabling them to talk about how the NHS works 
and what opportunities could await those who want to come to  
the UK.

Manage expectations

In every case, if talent from overseas decides to make the move, 
Remedium will ensure their experience is exactly as they expect, 
that they – and their family where applicable – are looked after with 
any promises made beforehand such as training and development 
while in post are delivered. “If doctors come here we want them to 
know they will be looked after and have the things they need to be 
successful,” says Braham. “It’s not fair to bring someone over without 
them understanding what’s involved, what’s happening in the NHS 
and what’s it like to work here.”
Chief on the agenda when bringing new staff into the NHS is to help 

A REMEDY OF 
RECRUITMENT 
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Nicky Tozer, VP of EMEA, Oracle NetSuite on the pressure of 
data on employees.

DATA 
DECISIONS

Productivity is big news. Particularly in the UK, where the productivity 
crisis has stifled economic growth, and led to government initiatives 
to counter the problem. Against a backdrop of ever-changing 
economic, technological, and political conditions, how are managers 
gathering information, using what they know and making critical 
decisions for their organisation to be successful?
We set out on a significant fact-finding mission to investigate what is 
fuelling, and inhibiting, business growth. After speaking to over 1,000 
managers across Europe, the Middle East, and Africa, we found 
some interesting things.
Our findings paint a mixed picture for business leaders. Optimism 
for growth is high – particularly in the UK – where 63 per cent of 
managers expect their organisations to grow in the next two years. 
However, the research also highlights a concerning trend. Managers 
are experiencing an unhealthy relationship with internal and external 
data sources, creating pressure in the decision making process and 
making it difficult to adapt to change.

Data pressure is real and is limiting  
decision making capabilities

When it comes to making significant decisions, the survey shows 
that 78 per cent of managers feel more anxious about big decisions 
at work than critical decisions at home that impact their family. 
More broadly, 94 per cent are generally overwhelmed by data when 
making decisions. Aside from hindering employee satisfaction, 
business leaders need to understand the important links between 
data, decision making, and growth.
Gartner states that by 2022, 90 per cent of corporate strategies will 
recognise ‘information’ as a critical enterprise asset. Meanwhile, 
analytics will be seen as an essential competency. Therefore, adding 

data pressure – and the feeling of being overwhelmed – is going to 
have a limiting impact on future success.
The research also shows the problem of information pressure 
is inextricably tied up in the level of data within managers’ 
organisations, and their ability to process and use it. Eighteen per 
cent don’t feel they have the tools they need to do their job, while 19 
per cent don’t think they have the right data. 
Technology has taken giant leaps forward in recent years, enabling 
the ability to collect, organise and analyse larger amounts of 
information than ever before. Yet these advances have created an 
unexpected problem of information overload, with managers feeling 
ill-equipped to extract any meaning from the data they now have.

Avoiding decision making risk is damaging 
potential

Another prominent finding is that managers are hesitant to take risks. 
In fact, 28 per cent of managers are actively making risk-averse 
decisions, even if they know that decision may not be as successful.
When it comes to making big choices around launching new 
products or services, expanding into new markets, launching new 
campaigns and making investments, managers are experiencing a 
form of ‘analysis paralysis’ in which they are simply trying to avoid the 
repercussions of decisions. 
Fears about negatively impacting revenue (40 per cent), damaging 
personal reputation (22 per cent), losing their job (17 per cent), 
and adversely impacting co-workers (13 per cent) are the top four 
areas managers are concerned about. Risk aversion is even higher 
amongst organisations that define themselves as high performers  
– with 62 per cent admitting they actively make cautious decisions. 
For businesses leaders, alarm bells should be ringing from these 
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findings. The old adage of fail fast, fail often, and learn from your 
mistakes is no longer the case.
Business leaders need to alleviate the burden of decision 
making and empower staff to make critical decisions. This means 
establishing a culture of trust, and employees feeling confident that 
the information they have is useful. Too many organisations have 
data sitting in different places, in a kind of data hairball. Siloed 
data means the data cannot be analysed together, which causes 
inefficient processes and not having the right information to make the 
best decisions, leading to outcomes such as risk aversion.

Driving a culture of data relevance

The issue of data relevance goes a long way to explaining this 
culture of decision making pressure. I speak to a lot of organisations 
about their objectives, and one of the things I hear most often is the 
challenge of presenting the right type of information for different 
functions. 
We often hear that information is being presented too inaccurately. 
This is a problem when you consider what managers in the survey 
identified as a major objective for their organisations. Thirty-three 
per cent think generating more sales from existing customers 
demonstrates their best opportunity for driving growth.
These ambitions therefore have an impact on the data types needed 
across department functions. For example, does the commercial 
team have access to data to help identify where possible upsell 
opportunities exist? Has the finance department been able to 
forecast whether engaging existing customers will help meet growth 
targets? Does the marketing department have insights into what 
customers want to be able to market to them effectively?
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Harnessing intuition, experience and ‘gut feel’

We know that time pressure and more complex processes are also 
making decision making harder. Twenty-seven per cent of managers 
have had less time to focus on critical decisions in the last year and 
28 per cent note more people have become involved in the process. 
As a result, 21 per cent are relying on gut feel and intuition to make 
critical decisions.
The problem is this – intuition alone doesn’t provide a platform for 
growth. In fact, 55 per cent of the organisations that said they  
were exceeding growth targets identified themselves as highly  
data-driven. But it’s not a case of removing human intuition 
altogether. Organisations need to be data-driven and blend 
information with uniquely human insights to create strategy.
We need to harness a virtuous cycle whereby data informs intuition, 
and intuition is applied to make sense of data. For example, 
companies can use software platforms to identify supply chain 
trends, flagging suppliers that don’t deliver on time or consistently 
late-paying customers. But human intervention is needed, as there 
may be a valid explanation for late payment or another reason why 
chasing them would potentially damage the business relationship. 

Leveraging the right data and a culture of trust

Wherever organisations operate, business leaders must instil a 
culture of willingness to explore new opportunities. This must be 
underpinned by external data sources to help analyse and plan. A 
combination of these sources – analyst reports, research, industry 
associations, trade publications – and internal data sources can help 
managers identify the best ways to grow their business. 
Each day, this becomes more important. Every minute, online and 
digital interactions are creating data and adding to the information 
available about an organisation’s consumers and their behaviour.
Business leaders also need to focus on inclusivity. Almost three 
quarters (74 per cent) of managers say their organisation is good 
at capitalising on new opportunities, but there are serious concerns 
about the planning process. Only 31 per cent say they are proficient 
at adjusting business plans based on data analysis and almost one 
quarter (24 per cent) do not think senior management provides a 
clear plan for success.
That means bringing employees along on the planning and strategy 
process, and making people feel included is vital. Encouraging 
knowledge sharing and ensuring individuals feel they belong to the 
collective are critical when it comes to promoting trust. Engaged 
employees invest more discretionary effort, progress faster and  
stay longer. 
Developing engaged and happy employees that can harness 
information is not only good business practice, it is a critical route 
to employee satisfaction and wellbeing at a time when more data is 
flowing through the organisation than ever before. n



Why people-first?

The ongoing war for talent and widespread skills shortages mean all 
businesses must work harder and more creatively than ever before 
to retain top talent. With recent research from the Association of 
Professional Staffing Companies (APSCo) finding that average attrition 
levels across the recruitment profession currently sit at 20 per cent, our 
sector perhaps needs to try harder than most. 
Plus, with boosting productivity now becoming a national priority, it’s 
important that employers know how to motivate their people. According 
to the latest figures from the Office for National Statistics (ONS), output 
per hour worked grew only marginally in the third quarter of 2019. This is 
unsurprising, as just 13 per cent of people in the workplace are engaged. 
Of more concern is that in 2017, businesses saw one in five employees 
resign – a six-year high. Research from people-centred performance 
tool, OpenBlend, revealed that only 16 per cent of millennials are likely 
to stay with a company in their second year. Of those who will stay, 89 
per cent are highly productive, 93 per cent highly engaged and 80 per 
cent highly happy. 
These figures clearly show that there is a strong link between employee 
wellbeing and attrition. By taking a holistic, strategic approach to 
recruitment and workforce management, with people embedded at the 
core, businesses will operate in a better way – staying competitive, 
retaining talent and reaching business goals quicker. 
Thankfully, it looks like things are moving in the right direction. A recent 
survey we conducted amongst business and HR leaders revealed that 
82 per cent of firms have made improving their people-first approach a 
core priority within their organisations for 2020.
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Katrina Townley, managing director of client services EMEA at Guidant 
Global, discusses the success of a people-first strategy.

Fake it to make it

It’s no secret that recruitment businesses are always on the lookout 
for ways to increase their efficiency and productivity. While many 
believe that investing in the latest technology or office design may be 
the solution, one of the most important areas that employers must be 
focusing on is their people. 
Essentially, employee happiness and a company’s bottom line are 
linked: the more engaged and motivated a workforce is, the more 
willing they’ll be to drive success for the company. However, while 
staffing firms routinely promote the relationship between talent 
management strategy and business success to clients, too few practice 
what they preach. 

What is a people-first strategy?

For businesses to implement a people-first strategy, it’s important that 
they understand what this truly means. While it is in the name – to put 
people first – a culture which really embraces this allows employees 
to bring their whole selves to work. With five generations now in the 
workforce, it’s important that every individual feels encouraged and 
comfortable to be their unique selves. This also means that employees 
should be given tasks and placed in roles that allow them to capitalise 
on their strengths and which tie in with their passions.
It’s important to know what drives and motivates an individual, as this 
won’t be the same for every person, even if they work in the same 
company. Businesses can’t take a ‘one size fits all’ approach to their 
teams. What inspires and excites one person may demotivate another. 

Implementing people-first

While most business leaders may now agree that having a people-first 
approach is important to meet business goals and create a happy and 
productive workforce, many are still unaware of the first steps needed 
to create this culture. 
We recommend that employers show their people that they’re 
appreciated right from the start. This includes meaningful engagement 
during the recruitment process, with continuous contact with the 
applicant and the ‘human touch’ applied throughout. This is also a 
great time to find out more about the individual and gain a better 
understanding of their interests and passions. 
Employees should be encouraged to voice their opinions on the 
things they care about, as well as the business in general. Having 
‘ambassadors’ for different causes can be an effective way of 
increasing engagement and ensuring commitment to your Corporate 
Social Responsibility (CSR) strategy. 
However, it’s vital that employees are listened to, and that feedback is 
taken onboard. Failing to do so may result in people feeling unvalued 
and ignored. To really drive engagement, involve your people in 
creating solutions to the problems identified, and include them in every 
step of the decision making journey. 

Diversity and inclusion

Making diversity and inclusion a priority plays a big part in moving 
towards a people-first culture. Not only does inclusion create more 
meaningful work, but it also drives better business results. 
With the workforce now built of people from all walks of lives, and Gen 
Z being one of the most racially and gender diverse generations yet, 
it’s important that D&I is treated with importance. If your company can 
clearly demonstrate that it is an inclusive workplace, people will feel 
more comfortable to bring their whole selves to work. 
How businesses approach D&I is also important. While ‘diversity’ once 
meant race, religion and gender, today it has a much deeper meaning 
and expectations. To millennials and Gen Z, diversity encompasses 
different experiences, knowledge and opinions, which can also be 
described as ‘cognitive diversity.’
A recent survey that we conducted revealed that 71 per cent of 
businesses said they are focusing on emerging talent to boost future 
pipelines while 65 per cent said they are directing resources into 
engaging female talent.  

A further 59 per cent of hiring managers indicated that they are taking 
steps to engage with those who are returning to work after a career 
break and 88 per cent said they would consider hiring an individual 
with a criminal conviction to widen their talent pool.

Importance of good managers 

Managers play a critical role in ensuring that a business is 
truly people-first. A good leader should know how to motivate 
their people and bring meaning and purpose to their roles. The 
importance of investing in the training of team leaders should not 
be underestimated. While becoming a manager is often a part of 
an employee’s progression plan, only one in 10 people are natural 
people managers.
Unfortunately, a manager who has not had adequate training or been 
able to connect with their team is often the reason for great people 
leaving. In fact, according to research from Gallup, 75 per cent of 
employees resign because of their boss, not the job itself. 
Managers can also have a direct impact on productivity. Separate 
data from Gallup reveals that 70 per cent of variance in engagement 
scores can be attributed to individual managers, while statistics from 
Society of HR Management revealed that 58 per cent of employees 
say bad leaders are the biggest obstacle to productivity. 
Managers can avoid these problems by having frequent, honest 
and open discussions with individuals in their teams. Traditionally, 
many firms wait for annual performance reviews to give employees 
feedback. However research has revealed that employees – in 
particular those belonging to the younger generations – appreciate 
real time, genuine feedback. This can help iron out any issues early 
and avoid misunderstandings. 

What have we achieved with our people-first 
strategy?

We are committed to collaborating, thinking creatively and delivering 
new and better solutions for the workplace of today. That’s why we 
have positioned our people at the centre of everything we do. As a 
result, we have a team of individuals that are driven, motivated and 
passionate about what they do. Ultimately, this means that we can 
provide better results for our clients, while continuing to strengthen 
our business.n 

THE KEY TO
PEOPLE
PERFORMANCE 
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a clear insight for employers. It also prompts line managers to 
follow a ‘return to work’ process when someone has been off 
sick. Conducting a return to work interview is vitally important as 
it gives managers the chance to proactively check the health and 
wellbeing of staff and understand the reason for absence. 
Kalina Suchenia, operations manager of Avanti Recruitment 
says: “There is still a lot of stigma around mental health, 
particularly in the recruitment sector. However, creating an open 
culture within the organisation where people feel they can talk 
honestly about it can help to tackle this.
“We implemented cloud-based absence management software 
Activ Absence to streamline our absence management process 
and keep better track of annual leave,” Suchenia continues. 
“Previously we used a paper-based process which was time 
consuming, inaccurate and inefficient. Now we have much better 
visibility not only when individuals are off sick but also when 
they want to take annual leave. 
“Each employee has access to Activ Absence which allows them 
to request holiday as well as check whether other employees 
within the same team are already off. This is extremely important 
as in recruitment it’s essential to make sure the right individuals 
are available to cover work. As a management team we use 
the Bradford Factor built into the software to monitor sickness 
patterns and make sure that everyone is taking their full 
holiday allowance which is important when working in a high 
pressurised environment like recruitment.” 
Kalina says return to work interviews are an important part of the 
process. She adds: “The absence management solution prompts 
managers to conduct a return to work interview when someone 
has been off sick for a longer period of time. This is useful for 
understanding the reason for the absence and to make sure 
that person is well enough to return to work. The conversation 
also gives the manager an opportunity to offer any appropriate 
support to the employee.”
HR technology can enable companies to be strategic in the 
support they offer their employees. In recent years there has 
been a big push for organisations to implement wellbeing 
programmes, however, it’s important that these are meaningful 
and not just tick box exercises. 
Companies should be using absence management software 
to track and measure sickness absence. Only by capturing 
and analysing this data can organisations see what issues are 
affecting their workforce and put together a targeted wellbeing 
strategy that addresses these issues. By using data to their 
advantage organisations can put initiatives in place that  
will have the biggest positive impact on employee  
wellbeing – anything else is just guesswork.

Meeting the demand for flexible working

Flexible working is another consideration for companies keen 
to attract new talent. According to research from recruitment 
agency Capability Jane, 92 per cent of millennials identify 
flexibility as a top priority when job hunting. 
Flexible working can also boost productivity levels, a new 
survey from IT services provider 99&One found two thirds 
(66 per cent) of workers say they are more productive when 

they work flexibly. However, flexible working can only work 
successfully if employees can access their business and people 
systems remotely and this means employers enabling the right 
technology and processes that support this. 
Again, younger workers are driving the demand for 
organisations to provide online, on demand technology. Working 
for an organisation where data is stored in silos and not readily 
available, or where they can’t work on their commute to work 
from their phone or from home is not an attractive proposition.
Before implementing a flexible working policy, organisations 
need to implement a digital framework to make it logistically 
possible. Flexible working can mean many different things from 
flexi-time to working from home, however changing traditional 
working patterns can be challenging. The key is having the right 
IT systems in place so the business doesn’t suffer. 
Absence management tools provide visibility of where staff are 
during the working day. For example, if someone is not at their 
desk their colleagues can keep track through the system of 
whether they’re off sick, working at home or on holiday to ensure 
it is business as usual at all times.

Enhancing performance management

Career development is another major draw for top talent and 
organisations are increasingly moving away from the tired 
annual appraisal format and implementing more meaningful 
processes.
Annual performance appraisals often become laborious, paper 
chasing exercises which offer little benefit either to the employee 
or the business. More of our clients say they are engaging more 
regularly with employees, for example in monthly one-to-one 
meetings which give a clearer understanding of how employees 
are progressing and any support they may require.
This approach is particularly favoured by younger workers. 
Research by EY found that almost all Generation Z (97 per cent) 
is receptive to receiving feedback on an ongoing basis or after 
completing a large project or task, and 63 per cent prefer to 
receive timely constructive feedback throughout the year.
HR technology like Activ Appraisals can support this process 
and allow more focussed feedback and facilitate conversations 
between managers and their staff. Meeting outcomes and 
actions can be recorded securely in real time and templates can 
prompt managers with key questions to ask and ensure they 
don’t forget what has been agreed previously ensuring greater 
transparency around performance management.
Many employers are starting to recognise the potential that 
HR technology solutions have to deliver tangible business 
benefits – both in terms of streamlining HR processes, saving 
time and money spent on administration, but also in improving 
the working environment, which can help companies retain and 
engage employees. n

Technology has transformed the recruitment industry over the past two decades 
and will continue to change the way job seekers hunt and apply for new roles as the 
pace of technological advancement increases. However, behind the scenes, within 
the recruitment firms themselves, the adoption of technology is somewhat slower, 
particularly around the HR function.
Recent research by employee engagement company, Reward Gateway found that 
HR professionals are spending 366.6 hours a year manually checking, responding 
to and keeping up with multiple HR applications, costing time and resources. It 
also found that integrating new HR tools into current workplace technology is a key 
priority for 89 per cent of HR professionals, as many struggle with processes that 
could be automated. 
As more millennial and Generation Z employees enter the workforce they expect and 
demand to have technology at their fingertips, but many companies are still reliant 
on legacy or manual systems. To attract and retain the best talent companies must 
meet the requirements of a new generation of employees who have grown up with 
instant access to information.

Supporting employee wellbeing

One area where HR departments have the power to radically change how they work 
is employee wellbeing.
A recent survey identified the recruitment sector as the most stressful working 
environment with around 83 per cent of consultants claiming to be stressed whilst 
at work. Long hours that threaten work/life balance and pressure to meet targets are 
among key triggers for stress within the recruitment industry. 
New research by recruitment consultancy CSG found one in four recruiters have 
taken at least one sick day in the past year as a result of a mental health issue, 
however 59 per cent of recruiters would not feel comfortable asking a manager for 
time off for mental health issues. By using technology to track absence, employers 
can identify when people are taking regular days off sick, or more days off than 
usual which could be a sign of an underlying issue going unnoticed and unchecked. 
Absence management software highlights recurring trends and patterns providing 

Adrian Lewis, director of Activ People HR on how 
HR technology can get the best from your talent.

Flexible working can mean many different 
things from flexi-time to working from 
home, however changing traditional 
working patterns can be challenging
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GETTING 
STICKY WITH IT
How recruitment agencies can evolve and shape their offering 
to redefine their client relationships was the key focus at The 
Recruitment Network’s recent Huddle held at the stunning 
Plaisterer’s Hall in central London. ‘Sticky’ relationships, where 
agencies become indispensable partners and develop longer 
term embedded relationships and partnerships with clients is a hot 
topic and a real focus at TRN. 2019 saw many of The Recruitment 
Network’s members evolve their service offering and ‘productising’ 
what they take to market. 
At the Huddle 4 Recruitment Agency leaders – Katy Rees from Smile 
Education, Nick Charalambous from Few and Far, Paul Smith from 
Deploy and Chris Dunning-Walton from Infosec – shared with the 180 
recruitment leaders how they had evolved their product offering in 
2019, the significant client wins and even more importantly how they 
developed  strategic and ‘sticky’ relationships with key clients. 
All four businesses had developed different service models to 
market, in an attempt to build more strategic relationships and 
disrupt the market – from talent assessments to onsite client 
partnerships to search to total talent solutions to retained to 
disruptive digital solutions – all of which add huge value to clients 
and help you stand out from the competition. 
Some consistent themes emerged from their experiences and 
successes: you won’t get it right first time, be flexible, think big and 
back yourself, involve clients on shaping the offering, be relentless 
with getting feedback, processes really matter if you want to scale it, 
be patient as it won’t fly overnight, develop a clear marketing plan to 
take it to market, be obsessive about the problem that you are trying 
to solve for the client (rather than what you want out of it).
It’s clear that doing more of the same will produce the same results 
which is why we find ourselves working with so many members to 
develop their offering and productise.

Dealer’s choice

We presented 15 different product offerings that an agency could 
potentially take to market. Yet what’s clear from any new service 
offering that an agency develops, is that it needs to be designed 
around solving our clients’ problems. So we decided to bring along 
a panel of senior HR and procurement practitioners and get their 
take as to how agencies could and potentially should evolve their 
approach to become even more sticky.
The responses to the questions posed were possibly not what 
the TRN members were expecting. TRN members all share the 
same ambition and the same philosophy – let’s build a successful, 
profitable business and the best way to achieve that (apart from 
working hard with the right team) is to it right and embrace best 
practice – which is why they invest and join TRN to learn from 
peers, experts etc. We are very confident that this philosophy is 
what enables the vast majority of members to grow profitably. Yet 
this drive to best practice does not reflect what the panel of HR and 
procurement experts experience from the majority of recruiters in 
the market, even if they recognised and worked with many quality 
recruiters with whom they had strong relationships – their perception 
was that the majority of recruiters still didn’t really consult, weren’t 
professional, focused on short term wins rather than long term  
win-wins, didn’t understand or didn’t try to develop the right or 
relevant expertise to be seen as talent acquisition experts. Within  
24 hours of the Huddle the panellists shared with us multiple 
examples of unprofessionalism from recruiters.
What’s the relevance of this in the context of developing new 
‘product’ offerings? Well, the reality is that clients’ expectations and 
perceptions are still low on their experiences, so agencies need to 
work hard to develop trusted, valued relationships where they do >
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Gordon Stoddart reports from the latest Recruitment Network Huddle 
– from transactional supplier to strategic partner. 
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the basics consistently well before bringing new offerings to the 
market. Clients crave consistency; consistency requires process 
and buy in; process and buy in only exist with the right leadership. 
TRN members, highlighted by the four members who shared their 
successes of taking new frameworks to market, work incredibly 
hard to ‘earn the right’ to have different conversations and discuss 
strategic partnerships, by meeting expectations consistently.  

Open and willing to share

After lunch, we did what we do best, unlocking the potential of 
the TRN community. Our 180 business leaders shared ideas and 
experiences, challenged and questioned each other and generated 
ideas to make 2020 ‘sticky’ with clients. The five questions we asked 
and answered collectively were:
1. What problems do we solve for our clients as recruiters?
2. Which service model – of the 15 we shared – solves which 
problem best?
3. What can we do to de-risk the relationship we have with clients?
4. What else could we do to make the relationship even sticker?
5. What commercial/pricing structure would enable scalability and 
sustainability?  
These interactive sessions inevitably challenge existing thinking. 
As international Performance coach Jamil Qureshi, who ran an 
incredible session on how to change the mindset challenged us at 
the Huddle: ‘How many of our new ideas are at the mercy of what 
we believe to be true?’ The output of the session was some clear 
guidelines about how we can develop new offerings which will 
lead to more strategic partnerships and this was all loaded onto 
TRNWorld 2.0
Did I mention TRNWorld? We are very excited about the feedback 
we are getting.
The Recruitment Network was delighted to make two significant 
announcements at the Huddle. Firstly, a strategic partnership 
with the REC who passionately support what we do, believe in the 
community we have built and that fact that we are in the words of one 
member “a community with a purpose”. TRN and the REC will work 
closely together to share data, best practice and expertise to the 
benefit of both sets of membership.

The second announcement concerned TRN World. The new platform 
contains everything a growing recruitment business needs to grow 
and succeed. Business plans, commission schemes, insights from 
100s of successful recruitment entrepreneurs, unlimited training 
videos, and proven tools that can facilitate execution. Free for TRN 
members, the most exciting aspect of how it can help the community 
build, grow and succeed is the Business Roadmap functionality 
which enables recruitment business to shape the destination 
(Vision of Success for both three years and one year) conduct a 
comprehensive business audit (Pulse Healthcheck) and develop a 
clear roadmap. With that in place TRN can support you, hold you 
to account and provide solutions to get you there quicker. It gives 
shape and direction and helps you get there. The feedback has 
been phenomenal, leading one member to say ‘TRN is like the best 
of every other network combined and on steroids’ (not words we use 
in our marketing but we’ll take it!).
Here’s an example of how the capabilities of TRN World helps 
recruitment business leaders achieve their ambition: at the Huddle, 
we asked every member to complete their Pulse Healthcheck from 
TRNWorld and an analysis of the results allowed us to develop 
some bespoke solutions for those members who identified gaps. 
For example, only 38 per cent of members had a plan and were 
confident about funding their growth plans. Within two weeks the  
68 per cent of the membership – approximately 110 business 
leaders – were invited to join us for an online webinar with three 
leading experts on funding growing businesses (Nick Russell from 
Sonovate, Neil Driver from Davis Grant and Paul Glynn from Aristar). 
The output was a comprehensive framework for funding growth. 
Identify the problem, produce a solution. Simple. We’re very excited 
about TRN World and encourage people to check it out.
As Britain’s number one motivations speaker and our opening 
speaker Brad Burton shared – ‘chasing squirrels will take you up the 
wrong tree’. TRN and TRN World helps recruitment business leaders 
chase the right squirrels and will help you get you where you want.
Everyone ended the day holding up a mirror and thinking about what 
we can do differently to have the biggest positive impact on the 
business and be even ‘stickier’.

TRN consistently provides 
the best platform and 
network for recruitment 
networking, collaboration 
and innovation in the UK

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



 

Boris Ivanov, founder and managing director of GPB Global 
Resources regards the oil and gas industry.

There is a skills crisis facing the energy industry. The 2019 Global 
Energy Talent Index (GETI) found 40 per cent of professionals in the 
oil and gas sector felt a crisis had already hit, with a further 28 per cent 
expecting it to take hold in the next five years. 
Skills shortages and rising labour costs have challenged the oil industry 
for many years and are increasingly impeding the industry’s ability to 
diversify and grow. The situation emerged following cuts to graduate 
recruitment and apprenticeships during the oil downturn, with the 
industry now playing catch up after a stagnant period of recruitment. 
The crisis is expected to intensify as the sector goes through a 
transformation known as the ‘Great Crew Change’, when many older 
workers approach retirement and only having a small pool of recruits 
to pass their decades of experiential knowledge on to. This means the 
industry loses invaluable experience. 
To support oil and gas companies to build a chain of talent to succeed 
in a new energy world, recruitment teams need to develop strong 
attraction and retention strategies. Once these have been refined to suit 
the millennial profile, oil and gas firms will be well equipped to compete 
in the global race for talent. 

Focus on Technology 

The war for traditional technical talent is now less fierce, but 
competition for new skills and capabilities has increased instead. 
Companies seek digital business talent, especially people with industry, 
leadership, digital skillsets and a drive to solve business needs with 
digital solutions. There is fierce competition between industries for 
graduates possessing these skills, with many students choosing to 
move into fast moving technology firms over traditional sectors. 
For oil and gas companies to compete, recruitment teams need to talk 
tech first, oil later.
Firms must solidify their digital strategies, this in turn enabling 
recruitment teams to shout about the exciting new technologies 
being used in specialisms such as IT and telecommunications, 
instrumentation, automation and process control to attract young talent. 

Bringing in employees with strong digital skills is vital for companies to 
modernise their processes to pull ahead of the competition, so putting 
focus on attracting this sort of talent should be a business priority. 

Changing perceptions

Research indicates that recent generations tend to view oil and gas 
as an industry in decline rather than an innovative sector in which to 
build a future. Businesses, therefore, need to bridge the disconnect 
between millennial views on the oil and gas industry and real career 
opportunities. Recruiters should be clear on their firms’ genuine 
interests in reducing the risk they pose to the environment, redesign 
and communicate new career progression opportunities and combat 
misconceptions by sharing stories from current employees and move 
beyond recruiting from traditional hotspots or top-tier universities.

Big salaries are not enough

The GETI report also found young people are less attracted to huge 
salaries and are more interested in roles which offer promotion 
opportunities and growth. Unsurprisingly, young employees who aren’t 
happy with the support and training their employer provides will leave 
to work for a company which cares about them. Recruiters must ensure 
they give focus to upskilling schemes in their communications and 
advertisements, so prospective employees are enticed by solid training 
opportunities which will help them meet the needs of this rapidly 
changing industry. 

Assuring a modern work/life balance

The energy industry is unlike any other in that it is primarily a  
field-based industry, with the roles demanding a combination of 
mental skills and often physical resilience. The global nature of the 
trade can also bring the challenges of working as an expatriate in an 
international role, whilst many roles, particularly those based offshore, 
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For oil and gas companies 
to compete, recruitment 
teams need to talk tech 
first, oil later

can mean long hours. In an Ernst & Young survey of 20-35-year old 
US consumers and oil and gas executives (2017), 49 per cent said 
work/life balance was among their top career considerations, yet only 
10 per cent of executives believe this to be an industry selling-point. 
Whilst HR teams should ensure policies such as a healthy amount of 
annual leave, flexible hours, working from home and a frequent review 
structure, it is down to recruitment teams to ensure they are aware of 
these and understand the importance of promoting them to applicants.  

Focus on training & apprenticeship schemes

Apprenticeship schemes offering young people a combination of 
college education and practical training from industry experts are a 
great way to train the next workforce generation and address skill 
gaps. Whilst the oil and gas sector needs digital talent to keep on 
top of the ongoing technological evolution, there still needs to be a 
continuous hiring cycle for roustabouts, drilling workers, roughnecks 
and technicians. Recruiters should be aware of this and advise the 
firms they represent to continue to invest in these areas, to prevent 
an exacerbated shortage of these vital skills. Attracting this especially 
young generation towards training and apprenticeship schemes will 
also require a highly targeted approach, with focus given to the different 
avenues which can be used to raise awareness of opportunities, 
notably social media and other rising technological platforms. 

Relocation support

The energy industry is globally dynamic, with project lifecycles often 
spanning multiple continents. Recruiters can promote the international 
career prospects and source candidates who are willing to relocate for 
their career. To do so, they could work with firms to ensure attractive 
relocation packages are in place and to place these at the forefront 
of their advertisements for roles which are likely to involve travel and 
relocation. Further information on polices regarding financial support, 
sourcing of temporary and permanent accommodation, furniture 

storage costs, spousal employment assistance, childcare costs and 
school location advice should also be outlined. Applicants want firms 
that will fully support them in any international move, and it is down to 
recruitment teams to instil this confidence. 
Employees are not confined to a single industry or a single country, so 
the industry must take a global view in their recruitment strategy. Young 
employees are also much more mobile than previous generations, which 
requires a change in mindset for industry leaders and HR professionals.

Proactively invest in talent strategies 

For the oil and gas industry to survive the skills shortage challenge, 
firms need to recognise that the world has changed and consequently, 
the desires and priorities of the next generation of talent are different. 
For oil and gas human resource and recruitment professionals, the next 
few years will require them to respond, develop and drive a strategy 
that can foster, attract and recruit talent.
Recruitment professionals must work together to ensure the companies 
they work for or represent are positioned as modern and progressive 
and that expectations meet realities. Given the global nature of the 
industry, they must also think of global solutions and rethink how to 
engage with the next generation via technology and understand their 
measures for a successful career. 
As the war for talent intensifies, increasingly innovative solutions are 
required to fill in demand disciplines and provide the right training and 
opportunities. 
Although progress in technology has introduced new and exciting 
developments in the sector, recruitment remains a core concern as 
sectors face up to the skills challenge. A strong workforce is vital to 
its continued success and finding skilled employees to engage with 
the many opportunities available is crucial for businesses to remain 
competitive and innovative for the years to come. n
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The discussion kicked off with a broad conversation about 
identifying the potential of overseas markets and deciding the 
best ways to tap into that potential. Anthony Goodwin explained 
that the whole ethos behind setting up Antal was to go after 
emerging recruitment markets which had less competition around 
them than in the UK. When he set up his business he felt the UK 
market was saturated with recruitment businesses and therefore 
identified locations in central and eastern Europe where demand 
for talent was growing and would power a new business.
Richard Stevens agreed that the potential of overseas markets 
was certainly a strong attraction for his business. Having 
established a foothold in the UK contingency market there was 
the recognition that it was only by going abroad that the company 
would enjoy significant growth. The business gained a first-mover 
advantage by taking its services to Australia and beyond.
Another way to the international market, shared by those in the 
room, was to be client led. Alexander Mann Solutions found that 
the clients they engaged with in one country would often ask 
whether the company could deliver the same level of service in 
another location. In this case, international expansion is not so 
much a case of ‘planting a flag’ on new territory and trying to 
claim the market, but creating an international framework and 
then making that framework operate in each new location.

The power of research

As Simon Michaels notes, one thing involved in each case is the 
level of research before setting up in that location. Businesses 
cannot simply head out somewhere new and expect everything 
to fall into place and just as market and client knowledge is 
imperative so too is an understanding of the financial rules, 
regulations and implications for each new country. Michaels 
notes as well that in a country such as the USA compliance, 
regulations and financial demands change from state to state 
which adds another layer to how the business must operate. 
What emerged from the conversation is that while some aspects 
of international finance to support recruitment businesses can 
be simple and straight forward – eg. opening the appropriate 
bank account – other aspects can present challenges which 
can compromise the efficiency of such an enterprise or at least 
make International business more problematic. Moreover, for the 
dedicated finance manager/director of a recruitment business 
there are times when someone in the business might leap 
into an international working arrangement which then proves 
challenging to set up the required back office support. 
A few of the recruitment businesses around the table outsourced 
their global back office function to parts of Asia, or elsewhere, 
usually to achieve economies of scale, and to ensure the 
right level of skills were in place for the business. With this 
outsourcing, however, came the importance of ensuring the 
quality of staff and service delivery was good. Recruiters found 
this arrangement was also enhanced if there was an in-house 
specialist in the outsourced function who could make sure the 
service delivered was consistent and correct. 

In some cases, local complexities have meant that the only 
answer has been to have a local expert on the ground to ensure 
the business remains compliant. Adam Stolerman noted that 
in the US there were some unique demands that the business 
had to be aware of and meet in order to remain compliant. For 
other recruitment businesses it seems location can cause 
complexities, sometimes because the financial restrictions and 
demands of a country mean moving money around becomes 
more costly and arduous, sometimes because banks simply do 
not offer financial services to certain locations. 
More than one business had had the experience of a bank which 
would happily provide a service in one country, but refuse it in 
another. It seems that whether or not a recruitment company can 
secure the financial services it needs can depend on a financial 
institution’s own exposure within certain markets. If their own 
risk across a certain location is high it is unlikely they will take 
on a proposition in that location, no matter how straight forward 
or secure that business may seem to the recruitment company 
itself and no matter what level of service is being delivered in 
other jurisdictions.
David Earl from Cambridge Global Payments notes that while 
some cases may be difficult to resolve, there are options for 
recruitment companies that may be able to mitigate costs and 
risk. One example is to have an account in the local currency 
of their client or develop a risk management strategy to protect 
gross margins via long term forward currency contracts.
Creating a sustainable and successful recruitment business in 
another part of the world does require on the ground research 
and an in depth understanding of how finance and talent markets 
operate in the locality. It also depends on how recruitment 
services are perceived by the local markets – while a place like 
the US offers higher margins for recruiters, delivering a service 
and creating a business that looks and feels right for that market 
is not always straight forward.
It was generally felt that once an international recruitment 
business has been established in a particular location that 
initiative is able to develop and adapt to local changes as they 
occur. While requiring the usual attention and management from 
senior leaders in the business, these out-posts are able to look 
after themselves in the main part, usually increasing the number 
of local employees in comparison to ex-pat workers to make 
the business become truly part of that country rather than a 
satellite business. By following this model, recruitment business 
have been able to gradually offer their unique selling points and 
market leading services to a world-wide receptive market. n

At the end of February, The Global Recruiter hosted a 
Recruitment Live discussion in association with Cambridge 
Global Payments on the subject of international finance for 
recruitment companies. Bringing together a diverse range 
of recruitment leaders, operating in different business 
sectors and often using different models, the conversation 
highlighted some of the challenges that come with creating 
and maintaining an international business. Attendees 
were not only able to explain how and why international 
business was sometimes lucrative, sometimes frustrating, 
but were able to give each other advice and support 
on how to resolve some of the emerging challenges. In 
attendance were:
Anthony Goodwin, Chairman, Antal International
John Gaughan, CEO, Finlay James
Adam Stolerman, Partner, TrintonExec 
Simon Michaels, CEO HW Fisher Business Solutions
Dave Wilson, COO, Serocor
Shaun Pope, Financial Director, Serocor
Elizabeth Whittaker, Director of Financial Accounting 
and Operations, Alexander Mann
Richard Stevens, Founder and CEO, Momenta
Kayleeann Maritz, Global Marketing Director, Momenta
Roop Panjwani, Group Finance Director – International, 
nGage
David Earl, Business Development Manager, 
Cambridge Global Payments
James Campbel, Account Executive, Cambridge  
Global Payments
Simon Kent, Editor, The Global Recruiter 

Simon Kent report from a Recruitment Live 
which discussed international finance.
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