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The Global Recruiter continues to salute all of the front line workers 
that are currently fighting the Coronavirus Pandemic.
 
With continued uncertainty about how countries and their 
economies exit lockdown, we are here to support you by 
broadcasting information and advice enabling you to gain a better 
understanding of how the staffing industry is working together to 
support the UK workforce. Keep up to date via our news service 
on www.theglobalrecruiter.com
 
Stay Safe and Healthy 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 Adecco Group, Randstad NV 
and ManpowerGroup, industry 
leaders in the global human 
resources sector, have today 
launched the UK and Ireland 
Safely Back to Work guide. It 
aims to encourage a safe return 
to work following the lockdown 
imposed to tackle COVID-19, 
which is impacting nearly 2.7 
billion workers worldwide, 
approximately 81% of the global 
workforce.
The guide shares an overview 
of collected measures and 
best practice health and safety 
protocols, that can be used 
to support a safe return to 
workplaces throughout the UK 
and Ireland.
Research conducted by the 
Adecco Group, of 251 UK HR 
decision makers, revealed that an 
encouraging 71 per cent of UK 
businesses have already begun 
preparing for the end of lockdown. 
However, only 57 per cent of 
those businesses have started 
putting a plan of action in place, 
and just 45% have already been 

implementing specific steps.
The UK and Ireland Safely Back to 
Work guide highlights COVID-19 
protocols across five sectors, 
including: Transport & Logistics, 
Automotive, Manufacturing & Life 
Science, Construction and Food.
Some recommendations include:
• Doors to remain open where 

possible, to limit the need to 
touch door frames, handles, 
push buttons etc.

• Cleaners should update a 
‘confirmation of cleaning’ list 
in a prominent location upon 
completion of cleaning

• Good supply of handwipes 
throughout the workplace

• Staggered start and finish times 
to help enforce social distancing

Alex Fleming, President and 
Country Head, the Adecco Group 
UK and Ireland, commented: 
“Getting people back to work 
safely, securely and when the 
time is right is our ultimate end 
goal. These unparalleled times 
have completely transformed the 
labour market as we once knew 
it, so new approaches to creating 

safe workplaces are integral. 
This global alliance has been 
created to help lead the way in 
reshaping the working landscape 
for the better, and all businesses 
now need to take cohesive action 
to ensure both employers and 
employees can overcome this 
challenge and continue to grow, 
develop and thrive.”
Michael Smith, Managing Director, 
RSR EMEA & CEO, Randstad UK, 
said: “I was inspired by Jacques 
Van Den Broek’s [Randstad’s 
Global CEO] ambitious idea to 
partner the three largest recruiters 
in the world with a view to helping 
all industries get back to work as 
safely and as quickly as possible. 
These are strange times and 
demand new approaches and the 
alliance of Randstad, the Adecco 
Group and ManpowerGroup is 
proving to be an important one 
for British and Irish business, 
leading the charge to creating 
safer workplace environments for 
us all, as we look for new ways to 
flourish amidst this crisis. The onus 
now is on all of us to play our part 

in this generation’s greatest ever 
workplace challenge”
Mark Cahill, Managing Director, 
ManpowerGroup UK and Ireland, 
said: “We are in the throes of 
reimagining a new future of work. 
The restart will vary by country 
and industry, and what we know 
for sure is that everyone will be 
impacted by the virus. It was clear 
that we needed to collaborate with 
other market leaders on this allied 
approach. By coming together with 
the Adecco Group and Randstad, 
we are putting our people first. We 
will need to acclimatise gradually 
to a new working environment, 
but above all we must maintain 
unity which is why partnership is 
so fundamental. Together, we’re 
embracing business as ‘unusual’ 
and reshaping the future to create  
a blueprint that works for everyone  
– more digital, more connected, 
more wellbeing-oriented than we 
ever could have previously imagined.
The UK and Ireland report was 
developed in consultation with the 
Government, key industry bodies 
and employers.

UK AWARDS 
ANNOUNCEMENT After careful monitoring of the 

development of COVID 19 in 
the UK, the decision has been 
made that The Global Recruiter 
UK Awards has been postponed 
until 2021.
Gary King, Publisher of Global 
Recruiter said “This has been 
a difficult decision to make, but 
we expected over 500 guests to 
our awards ceremony planned 
for July 2 and therefore it is vital 
that we take appropriate steps 
to prioritise everyone’s health 
and safety.
A huge amount of work goes 
into preparing for the awards 
from our entrants, sponsors, 
suppliers and staff; we would 
like to extend our thanks to all 
of them and look forward to 

collaborating with them in 2021.
There is huge disappointment 
here at The Global Recruiter 
that we cannot celebrate all 
that is good in the UK staffing 
industry in the way that we 
would like to, but believe that 
this is the correct and proper 
thing to do.
We wish everyone involved 
in the staffing industry all the 
very best in the challenges that 
they are currently facing and 
do not want to distract them or 
their staff away from the task at 
hand.
We look forward to hosting 
a bigger and better awards 
ceremony in 2021 and hope that 
you will be a part of it with us”.
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CONCERNS 
IGNORED 
More debate on the amendment 
to Off-Payroll took place 
in Parliament yesterday. 
Commenting, Dave Chaplin, 
Director of The Stop The  
Off-Payroll Tax Campaign, said: 

Almost three-quarters of UK 
adults say it is important that 
we learn from the coronavirus 
pandemic to be more kind as 
a society, according to a new 
survey.
The survey was published by 
the Mental Health Foundation to 
mark the start of Mental Health 
Awareness Week, which this year 
has the theme of Kindness.
Two-thirds of people say that 
when others are kind to them, 
it has a positive impact on their 
mental health, according to the 
survey of 4,256 UK adults aged 
18 and above.
Two-thirds of UK adults also say 
that being kind to others has a 
positive impact on their mental 
health.
The charity has launched a report 
showing the evidence base for 
the impact of kindness on mental 
health (LINK) and a policy paper 
(LINK) making recommendations 
on how kindness can be turned 
into action.
Chief Executive of the Mental 
Health Foundation Mark Rowland 
said: “The evidence for the 
positive impact of kindness on 
protecting and improving mental 
health has always been clear. 
Our own survey has shown there 
is powerful support from the UK 
public for a kinder approach.
“At one level, kindness can be 

as simple as phoning a friend 
who is lonely or thanking a 
colleague for something they 
have done. However, to have a 
major impact on improving our 
mental health, we need to take 
kindness seriously as a society. 
In particular, we need to make 
kindness an important part of 
public policy.
“The pandemic is an opportunity 
to do that. Kindness can play 
an essential role in reducing the 
social, economic and mental 
health consequences of the crisis, 
that could last for years to come.”
Simon Blake, Chief Executive of 
Mental Health First Aid (MHFA) 
England said: “We have trained 
over 500,000 people in mental 
health skills and since the start of 
the pandemic we’ve heard some 
incredible stories of kindness 
and support. From over 200 
Mental Health First Aid England 
Instructors volunteering for the 
NHS Frontline service for staff 
and carers, to Mental Health First 
Aiders supporting colleagues, 
friends and one another during 
this crisis.
“Covid-19 has disrupted our lives 
but also shown our potential for 
huge acts of kindness, both as 
individuals and, critically, at an 
organisational level. Businesses 
have donated essentials to 
key workers, workplaces have 

fundraised for struggling charities, 
and companies have quickly 
adapted to create vital products 
for our NHS.
“Adjusting to a new normal will 
take time, focus and energy. 
Every employer must recognise 
the importance of a robust mental 
health and wellbeing strategy, 
which places kindness at its 
heart. Employers have a duty of 
care to support the many people 
continuing to work from home, 
and to help those transitioning 
back to physical workplaces and 
protect psychological safety as 
they do. For the sake of every 
individual’s wellbeing and for the 
continued survival and fight back 
of businesses and the economy 
we must ensure mental health 
is at the top of the Boardroom 
agenda.”
The survey also found that almost 
half of UK adults (48 per cent) 
said being kind “to myself” had 
a positive impact on their mental 
health.
The charity is making a series of 
recommendations on kindness. 
They include recommending that 
all Government departments 
apply a measurable, values-based 
kindness test to current and new 
policies. This is to ensure they are 
informed by kindness, equality, 
dignity and respect.
Mr Rowland added: “We need to 

challenge the idea that kindness 
has no relevance to government 
and public policy. Instead, we 
want to start taking kindness 
seriously in how we shape 
political decision-making at all 
levels.
“Kindness has a role to play in 
how we run our welfare services, 
our justice system and our health 
system. To achieve this, we need 
to include a fundamental test for 
all existing and new policies – are 
they kind?
“We have a once-in-a-generation 
opportunity to re-imagine a kinder 
society – one that protects all our 
mental health and especially that 
of the most vulnerable.”
The Mental Health Foundation 
organises and hosts Mental 
Health Awareness Week every 
year. The week runs from 18th to 
24th May and is now in its 20th 
year.
Mental Health Awareness Week 
is marked in different ways by 
organisations and individuals. 
This year, the Foundation is 
asking people to share their 
stories of kindness during the 
Week on social media and 
also their ideas for how we 
can build a kinder society, 
using #KindnessMatters and 
#MentalHealthAwarenessWeek.
Visit mentalhealth.org.uk/mhaw 
for more information. n

If the Government approves a legal 
right for people to work from home, 
it will also need to create a new 
‘right to disconnect’ law, according 
to legal experts.
A ‘right to disconnect’ law would 
be needed to protect the mental 
health of a new generation of 
home workers, whilst also enabling 
companies to fulfil their duty of care 
to staff and not be exposed.
No such disconnect law exists in 
the UK, but one was introduced in 
France at the beginning of 2017. 
This isn’t just for home workers. 
It means that companies have to 
allow employees to switch-off work 
mobiles and emails outside of their 
contractual hours.
A similar law in the UK would 
require employees to disconnect 
from their work devices and 
networks when they’re not working, 
which would avoid the blurring of 
personal and professional lives, as 
people increasingly work in their 
homes.
Emma Swan, head of commercial 
employment law at Forbes 
Solicitors, explains: “Under UK 
employment law, employers have 

a duty of care to protect the health 
and wellbeing of staff. This will 
become increasingly challenging if 
more people are working at home.
“The pressures of remote working, 
home-schooling and the current 
health and economic challenges 
could significantly impact people’s 
mental wellbeing and it can be 
difficult for employers to spot the 
signs of this without regular face-to 
-face contact. A right to disconnect 
law would go some way to stopping 
people working in their free time 
when they shouldn’t be. This 
needs to be carefully balanced with 
employers’ ability to offer flexible 
working from home around the 
current challenges.”
A right to disconnect law would 
be difficult to introduce. It would 
need to consider the practicalities 
of employees continuing to work 
offline outside of working hours, 
even though they were supposedly 
disconnected, and could also 
present challenges in terms of 
monitoring employee data.
Daniel Milnes, a governance and 
information law partner at Forbes 
Solicitors, says: “While a right 

to disconnect would preserve 
non-work time for employees, 
it’d probably require employers 
to monitor what staff do during 
this time. Such monitoring does 
not require employee consent 
as it would be associated with 
workplace health and safety – a 
category the right to disconnect 
falls into. Data protection policies 
would also have to be taken into 
account, with time limits placed on 
when data should be processed 
electronically, and disciplinary 
policies considered accordingly for 
any breach of the disconnect rules.
“The French law first applied to 
home-workers and then to all 
employees in businesses with over 
50 staff. Debate has already started 
about whether an employee who 
has got home after a day working 
in an office or travelling is any 
less deserving of protection than 
someone who has worked the 
same hours from home. There’s 
also a consideration about whether 
working agreed overtime is any 
different to dealing with emails after 
usual working hours.
“It would certainly be difficult to 

monitor how employees disconnect 
and could create the unusual 
position of employees trying to 
conceal when they were working. 
Managing a right to disconnect 
with rigid hours, even if negotiated 
business-by-business as in France, 
will present significant challenges 
to employers.”
Rather than a right to work from 
home, it could be more practical 
to allow employees the right to 
work flexibly. This would avoid any 
immediate need for the introduction 
of a right to disconnect and provide 
both staff and employers with 
a more balanced approach to 
managing health and wellbeing.
Emma Swan concludes: “There 
are already Flexible Working 
Regulations in existence. Adapting 
these would be more practical for 
everyone, rather than trying to pass 
two very new and untested laws. 
This could help companies and 
their staff to better blend workplace 
and remote working, proving 
beneficial to employee health and 
wellbeing, and how companies 
support their employees with 
maintaining a work-life balance.”

“Despite the best efforts by Tory 
MP David Davis to introduce an 
amendment at this stage of the 
Finance Bill process, delaying the 
Off-Payroll legislation for a further 
2 years, the Bill will now proceed 
to Committee Stage.
“It signals an entrenched 
and tin-eared approach by a 
Government that is failing to 
listen to the people, failing to 

heed the damning findings 
expressed by the Lords in its 
recent report, and failing to listen 
to the legitimate concerns of 
the senior members of its own 
Party. To bulldoze ahead with 
this damaging legislation at a 
time of national crisis beggars 
belief. The Government should be 
supporting businesses right now, 
not hampering them and, in turn, 

inflicting harm on the entire  
UK economy.
“Pressure is now building as 
we head to the Committee and 
Report Stages of the Finance 
Bill and we will be continuing to 
campaign on behalf of the UK’s 
contractors and freelancers to 
prevent the legislation entering 
statute in its current form.”

RIGHT TO DISCONNECT

BE KIND
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John W Healy, Chair of the World Employment Confederation 
Blockchain taskforce, on connecting people with work.

 Workforce solutions companies are increasingly realising the 
potential of blockchain technology to enhance the way in which they 
provide services and reduce friction in the processes of connecting 
people with work.
Each year, some 58 million people around the world successfully 
enter and re-enter the workforce through private employment 
services. Our industry has an obligation to ensure that the 
experience is both a positive and trusted one for all parties 
involved – candidates, workers and employers. The secure, private, 
decentralised nature of blockchain solutions makes them well 
positioned to potentially mitigate both inefficiency and fraud within 
the process.
The traditional way of verifying a jobseeker’s credentials can be 
time-consuming for everyone - as well as costly to employers and 
intermediaries such as staffing firms. Each time they apply for a 
job, candidates must go to the trouble of providing credentials and 
documents. In our experience, it is not uncommon for people to enrol 
with multiple companies when they are looking for a job, which only 
serves to exacerbate the problem. The whole process takes time and 
is often prolonged by the need for third-party verification – such as in 
the case of checking credit status or verifying professional licences. 
Doing this multiple times also raises the risk of inconsistency and 
even fraud.
Blockchain technology can ensure that the entire recruitment process 
runs more smoothly - from managing the initial application - through 
to validating candidate credentials related to education and work 
experience - and eventually to the final drawing-up of contracts. 
It delivers speed and efficiency for everyone involved and, at a 
foundational level, it offers the opportunity to redesign a process that is 
based on outdated approaches and communication protocols, leading 
to significant improvements in time to productivity for employers, and 
in the time from application to pay check for workers.
Blockchain also offers unique capabilities to enhance data privacy 
and data sharing across the ecosystem of solution providers involved 
in connecting people with work. Verifying jobseeker credentials is a 
perfect example of a process that is vulnerable to both.
Data protection laws have strengthened across different regions and 
jurisdictions in recent years, and our industry has had to acknowledge 
this fundamental shift and move with the times. While collecting 

personal data on individual candidates and workers is an unavoidable 
element of the business in which we operate, we fully recognise that 
this information always remains the property of those individuals. 
An absence of standards in the way in which data is collected is 
consistently identified as contributing to inefficiency in the whole 
hiring process. This can result in a bad experience not just for 
candidates and potential employers/clients, but also for the staffing 
and recruitment agencies themselves.
With the advent of blockchain, there is now a technology mechanism 
that affords us the opportunity to streamline many elements of our 
business – from data privacy through to the worker and customer 
experience. Our industry is responding by working together to define 
standards for how the technology can be leveraged in the best 
interests of all stakeholders. 
The World Employment Confederation Blockchain taskforce, established 
last autumn, gathers players from across our member companies to 
work together and recommend a common set of worker data that can 
reside on a block. Representatives from members including The Adecco 
Group, GiGroup, Kelly, ManpowerGroup, Randstad, and RGF Staffing are 
developing guidelines, best practice examples and use cases for a data 
block that can eventually be used by agencies, candidates, workers and 
others across the industry, and will ultimately make it easier for people to 
enter and re-enter the workforce.
In our industry, the use of blockchain technology is still relatively new, 
and we are interested to see the direction in which it will develop in the 
coming years. While it may not be adopted widely in the short term, 
it is nevertheless important that we take collective action as a sector 
now and produce a standard that provides guidance to all users as the 
technology grows and becomes implemented more widely. 
With the sourcing of talent becoming increasingly challenging in many 
territories and skills areas, those organisations who take the plunge 
in developing blockchain-based credentialing technology could reap 
the benefits and gain competitive advantage. By ensuring that these 
processes are governed by a common set of standards that are in the 
best interest of all stakeholders, we can deliver a positive impact for 
our sector, our individual businesses and for society as a whole.
If you are interested in learning more, or in participating in the WEC 
Blockchain Taskforce, we will be meeting virtually in May, and welcome 
your participation. n
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A Voicebot is part of a ‘conversational 
interface’, designed to simulate 
human conversation patterns so 
a user can access a service solely 
through speaking

Ben Brophy Chief Commercial Officer of Recii, 
discusses the Rise of the Voicebot and its impact 
on Recruitment.

Voicebot technology, conversational AI, is emerging as a key 
technology to have an impact on how the recruitment industry 
attracts, engages, and enables more meaningful interactions  
with candidates. 
Our fundamental view is that any technology that interacts with a 
candidate to hold a ‘conversation’ is based on its ability to listen. 
This requires two aspects to be discussed; firstly the medium – in 
this case, voice - and secondly the conversational capabilities 
being offered. Put simply, conversational AI can understand the 
intent of what is being said and take appropriate actions such as 
changing the direction of the conversation to ask more appropriate 
questions. Having a better understanding of this conversation, 
in turn, can result in more useful insight for a business into 
how to better engage with candidates and drive success. By 
understanding the intent of conversations before and asking the 
relevant questions, we can ensure our next engagement with each 
candidate - human to human - is more relevant, contextualised and, 
most importantly, best use of our most limited commodity – time. 
But let’s pull this back and start at the beginning: 

What is a Voicebot?

A Voicebot is part of a ‘conversational interface’, designed to 
simulate human conversation patterns so a user can access a 
service solely through speaking. These services mainly require 
Artificial Intelligence (AI) to enable an automated service to manage 
the diversity of response from a user, using an interactive voice 
response system (IVR), where the user can interact and speak 

to the bot. These systems utilise Natural Language Processing 
(NLP) – how the bot listens – to convert speech to text and identify 
key terms and statements that have been said. The most effective 
Voicebots are conversational AI where it can enable dynamic intent 
-based conversations that can adapt based on the user's response. 

Why are Voicebots needed?

We are continually seeking to develop technology that emulates 
human behaviour, often focusing on taking repetitive,  
time-consuming tasks and utilising technology to free up time 
within an organisation. For Recruiters, we see the potential in 
this technology to allow more time to be spent investing in the 
right candidate relationships, whereby we can automate current 
repetitive pre-qualification of candidates, scheduling interviews, 
and maintaining relationships with passive candidates.
Looking at the evolution of bots, viewed in the context of human 
communication, you could view typed conversation as an 
interruption in our behavioural norm and a need to revert back to 
the most human form of communication speaking and listening. 
The stats speak for themselves - Candidate behaviour is changing, 
but the question needs to be asked as to whether the industry  
is adapted:
• Adobe report published in 2019 – forty eight per cent of all 

internet users are using Voice search today
• Google forecasts that twenty per cent of all Searches will be 

Voice-driven in 2020
• By 2022, fifty per cent of all households are forecast to have a 

voice-enabled device
• Commercial benefit – thirty per cent increase in user engagement 

and conversion through voice, when compared to web-chat
Across our Candidates, Clients, and internal Consultants there 
is an increasing awareness and utilisation of voice as part of 
our every-day lives, which leads us to consider - why do we not 
embrace this technology to enhance our business capabilities and 
experience we can offer candidates? n

www.theglobalrecruiter.com
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Joanne Harris, Technical Commercial 
Manager at Parasol Group gives A 
Recruiter’s guide to Key Information 
Documents.

The introduction of Key Information Documents (KID) took effect on the 
6th April 2020. Although the launch of KID went slightly under the radar 
due to the current climate and postponement of IR35, this amendment to 
the conduct regulations went ahead as planned.
The new legislation has taken almost three years to come to fruition, 
following the publication of the 2017 Taylor Review of Modern Working 
Practice. The Government accepted the majority of the recommendations 
made and launched further consultations, the result of this being The 
Good Work Plan which sets out a vision for the future of the UK labour 
market. The introduction of Key Information Documents stems from the 
Good Work Plan, and is intended to increase transparency for agency 
workers. Particularly with regards to pay.
From 6th April 2020 all employment business must provide a Key 
Information Document to all work seekers, regardless of how they intend 
to be paid and unlike other parts of the Conduct Regulations, it is not 
possible to opt out of this new regulation. 

What information is required?

Businesses are not expected to include all contractual information in a 
KID but should list the core facts of employment to give an overview of the 
working relationships, as well as a clear explanation of how their pay is 
affected by deductions throughout the supply chain. 

All KIDs must include the following as standard: 

• The employer name and who is paying the worker (if this is different)
• Information which relates to the relationship between the “employment 

business” and the “work seeker” or umbrella company if there is an 
umbrella company in the supply chain

 • The details of any deductions (statutory or otherwise) that will affect 
worker’s pay 

• Employee benefits (e.g. holidays etc.) 
• Estimated net payment after all deductions have been taken  

into account 
• Pay frequency

• Any statutory deductions (e.g. tax, national insurance) 
• Any non-statutory deductions (e.g. private health care)
• Fees for good and services 
• Any additional benefits 
• Holiday entitlement 

Pay illustration

An essential element of a KID is the pay illustration which must 
demonstrate how deductions made will impact the work seekers pay. 
Although this does not need to be precise, actual representative figures 
must be used. 
For employment businesses using multiple methods of payment, for 
example PAYE or umbrella employment, they will be expected to have a 
standard document with information on each payment method. 
The guidance recommends supplying each new work seeker with a KID 
for each possible method of payment to aid their understanding of the 
deductions and help them choose which form of payment is best for them. 
The guidance is clear however that recruiters can rely on information 
provided by third parties, including umbrella companies. 

Best practice for creating and updating KIDs

Those who were already working for an employment business on 6th 
April 2020 will not need to receive a Key Information Document, as the 
legislation only applies to work seekers after this date. 
If there is a change after this date which impacts upon the information 
included in the KID, for example a transition to a different umbrella 
company, new documentation must be issued within five working days  
of the change.
An updated KID is only required when the information contained within it 
changes, for example a new deduction impacts their pay such as student 
loan repayment or a private health scheme or where the right to equal 
treatment under the Agency Workers Regulations 2010 takes effect. 
KIDs have now become an integral part of a recruiter’s role, but the task 
doesn’t have to be hugely difficult or time-consuming. n
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Mark Baker, Director at global recruitment firm Claremont Consulting, 
supporting domestic and overseas workers during COVID-19.

HOME 
SUPPORT

13UP CLOSE

As working from home and self isolation become the new norms during 
the COVID-19 pandemic, businesses must lay plans to support their 
employees. This is especially true of employers who manage their 
global operations remotely so that they can provide both reassurance 
and the tools that people working overseas need to uphold a business 
as usual stance to benefit their clients and candidates.
Mark Baker, Director at global recruitment firm Claremont Consulting, 
said: “Supporting our staff, alleviating any concerns they might have 
and providing them with everything they need to stay safe and work 
from home is imperative to us. Implementing a plan to operate normally 
means that we can sustain the business on a global basis and maintain 
productivity during this challenging period. 
“We apply best working from home practices across our domestic UK 
operations and this enables us to transfer these methods to manage the 
business on an international scale. We can therefore sustain our brand, 
while offering first class recruitment solutions to top organisations and 
the best talent.”
Here, Mark shares Claremont Consulting’s approach to supporting staff 
both in the UK and working overseas to work from home with minimal 
disruption during the Coronavirus outbreak.

Planning

It was a rush to get our people set up to work from home. We planned 
contingency working from home test days on Thursday and Friday (March 
19 and 20) before the lockdown and informed staff on Monday, officially 
starting WFH on Wednesday, March 25. Conducting the test days and 
communicating our intentions meant that we could iron out any potential 
obstacles in advance of subsequent Government announcements. 
We carefully monitor the changing circumstances in our international 
territories, which include the US, Europe and Hong Kong.

Policy

Many companies will not have planned for a crisis on this scale, but are 
discovering now that they need to have a policy in place to withstand any 
further uncertainty. With this in mind, we reviewed our working from home 
policy and updated it to both reflect these unusual circumstances and 
ensure that we remain legally compliant. 
We are mindful that temporary home working arrangements need to 
be carefully managed to avoid problems such as homeworkers feeling 
isolated or working excessive hours. We also remind employees of  
the resources available to help them to look after their physical and 
mental health.
A good policy will cover a number of factors, including procedures around 
remote working. It should spell out how people should work from home, 
the tools they need to get the job done and how to handle meetings.
At Claremont, the sales side of the business has historically found that an 
office working approach is best for reaching targets. As this is no longer 
an option, we created a policy which will not result in a decline in sales. 
All of this should be documented for future use, as it shows people what 
could happen in a worst case scenario, acting as a guide on how to keep 
businesses running during difficult times.

Technology

We had systems set up already to facilitate a smooth transition to 
working from home. They included establishing cloud-based IT software 
and Voice over Internet Protocol, which enables the delivery of voice 
communications and multimedia sessions. We made sure our staff had 
enough bandwidth to do office work at home.
We installed any necessary internal communications programs and 
secure Wi-Fi networks to allow for remote working. For jobs which rely >
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on private or sensitive information, it might prove useful to set up a 
virtual private network (VPN) to allow secure, remote access. Encryption 
services enable people to share sensitive information.
Microsoft Teams is a useful collaboration program which allows people 
to video chat and work on Word files together, wherever they are in the 
world. Google’s G Suite is another helpful alternative.

Communication

We aim to keep the lines of communication flowing with employees. 
Many are likely to be concerned about their health and wellbeing, their 
families and how they can continue working as aspects of ordinary 
life are increasingly shut down. Instant messaging platforms such as 
WhatsApp, Slack or G-chat enable key updates and notifications to be 
shared and allow workers to express their thoughts and feelings. These 
platforms can also eliminate chain email, allowing decisions to be made 
more quickly. Even a casual, non-business related chat with colleagues 
over instant messaging can help to lessen any feelings of isolation.

Meetings

Video conferencing apps such as Zoom and Skype let us conduct all 
meetings as usual. We work out times which are convenient for everyone 
across the UK, US and Hong Kong and are respectful of any cultural 
differences. Adopting this global methodology allows us to stay united and 
strong, while supporting our strong network of clients and candidates.
Crucial strategic meetings that are essential to the day-to-day running 
of the business include weekly marketing, finance and operations catch 
ups. The benefits of our Zoom calls are that everyone is more focused 
and engaged. We also have daily check-ins, again via Zoom, between 
our international offices. 

We apply best working from home 
practices across our domestic UK 
operations and this enables us to 
transfer these methods to manage the 
business on an international scale

Incentives

Maintaining team spirit is vital for morale and productivity when 
everyone is working remotely. We set regular activity targets and 
incentives for the sales team. This included a football competition based 
on a knock-out with ‘goals’ scored according to sales activity, such as 
sending CVs, arranging interviews and making a placement, all of which 
have different values. We have a league table for it and people accrue 
points for prizes. As a result, our sales activity has gone up and we are 
on target for March and April.

Boundaries

When working from home, people can be tempted to extend their hours 
to get things done, especially when they are saving time on the daily 
commute and lines between personal and professional space become 
blurred. However, health professionals advise this is not always good for 
mental health. We try to set reasonable boundaries for our workers, for 
example encouraging them to put their email on an auto-response around 
the normal finishing time.
We finish earlier on a Friday at 4pm and the last hour of the day is 
dedicated to fun activities, such as hosting a virtual pub, quizzes and bingo.

Onboarding and training

Face-to-face meetings and entering a new workplace are currently out 
of the question but this does not mean that hiring decisions should be 
placed on hold. Instead, new strategies need to be devised to navigate 
around currently redundant onboarding processes.
Now that people are starting new roles remotely instead of in the office, 
there are a number of onboarding alternative options. Many of the initial 
meetings and training sessions can be undertaken digitally, using video 
calls and screen sharing functions.
We successfully hired someone in the UK after onboarding them 
remotely. The interview process started during the first part of the 
lockdown on the phone and via video and they are now happily working 
from home after we made a formal offer. 

Any training can be done remotely using CRM platforms, which allow us to 
implement blanket learning and development policies across all of our  
territories so that everyone in the business has joined up skills and knowledge.

Furloughing

We are in the fortunate position that we have not furloughed anyone. Our 
staff have expressed the desire to be in a strong position when normality 
returns. We want to grow the business, while protecting the wellbeing of 
our employees. We do recognise that furloughing is a necessity in some 
industries to help them weather the storm.

Online

A well-designed, user friendly website is a vital resource for keeping our 
international network updated. We will be launching websites to support  
and provide key information around our four sub-brands. They include:
• Claremont Staffing, focusing on permanent and contract recruitment
• Claremont Solutions, for Recruitment Process Outsourcing
• Claremont Select, dedicated to Executive Search
• Claremont Careers #lifeatclaremont for our internal recruitment needs.
Taking these steps will enable you to sustain operations while putting your 
business in a strong position to hit the ground running once this global  
crisis is resolved. n

Supporting our staff, alleviating 
any concerns they might have and 
providing them with everything 
they need to stay safe and work 
from home is imperative to us

Members will be offered FREE...

Contact...

• 5 x live webinars per week

•  Access to over 300 recordings & videos  
on a range of subjects

•  Access to expert coaches

•   Access to the TEAM GYM group

•  Specialist assist to start ups & solopreneurs

Alex Moyle, Recruiting Gym 
t 0117 244 1212 
e Alex@recruitinggym.com
w www.recruitinggym.com

Jackie Torr, TEAM 
e Jackie.torr@jobsatteam.com  
w www.jobsatteam.com

TEAM, the UK’s largest network of independent recruiters, has entered into a partnership with Recruiting Gym a world class provider of recruitment  
training to recruiters. The arrangement commences 1st June 2020 and allows all TEAM agency Members and their employees free access to a range  
of training and development modules. Recruiting Gym seeks to redefine how recruiters and recruiting leaders learn and train to succeed.  
They provide structured training, ongoing professional development, peer–to–peer support, and on demand access to industry leading  
coaches. All training is built around an operating model that is tried, tested and proven to work. Many of their coaches are still  
actively recruiting or running recruitment businesses, which is how they keep our training content and advice current. 

TEAM partners with national training provider

Alex Moyle the Recruiting Gym founder & lead coach said... “I am  
super excited about our partnership with TEAM. The partnership will  
mean that all recruiters in the TEAM network can get training support from 
some of the best coaches in the industry to thrive in all market conditions.”

TEAM MD Jackie Torr commented...“Alex and his coaches have been active 
within TEAM for some time and many have already benefitted from his talented 
approach to training and development. This new arrangement now gives 
hundreds of TEAM recruiters free access whenever and wherever they need it”.
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CONTRACTING 
GLOBALLY 

Since coronavirus first hit headlines at the tail-end of 2019 the world 
has had to quickly adapt to the growing spread of the virus. But no 
matter what procedures were put in place, the impact on economies 
worldwide has been detrimental. Global markets have been hit hard, 
and for those recruiters working with contractors, the impact has  
been significant. 
Countries have responded and been impacted differently by the 
pandemic and at varying paces. For contractors where the chance to 
move across borders for work has arguably provided the most lucrative 
opportunities, worldwide lockdowns have had a significant impact. But 
things are changing rapidly.

Reflecting on tough times

It’s perhaps an understatement to say that things have slowed down 
in the contracting marketplace. With movement restricted, expat 
opportunities have ground to a halt, with lockdowns being implemented 
across the globe with very little notice – overnight in some cases. 
Aside from the understandable drop in contract opportunities, there 
have been a number of interesting trends that we’ve noted as the world 
adapts. In particular, there’s been a promising increase in the extension 
of contracts – far more than we would normally see. Where these are 
happening, they are being agreed for longer periods than we would 
usually expect, as employers focus on retaining talent. For contractors, 
this has presented the challenge of remaining compliant with local 
employment and tax legislation if their stay is extended. 
Sector wise, the impact has varied significantly. Some areas such as oil 
and gas saw contract opportunities fall off a cliff as those fields unable 
to implement remote working policies saw work stop. In comparison, 
some specialisms are surviving well, with opportunities still prevalent 
across the likes of logistics and pharmaceuticals. 
While expat work may have dried up, we have seen a notable uptick 
in remote working for contractors as more businesses give contingent 
staff the option to deliver or even temporarily start contract services 
from their home countries rather than in a host destination.
Obviously, any move to help keep contractors and the self-employed 
in work is welcome, but in this case it also creates a number of 
challenges. Contractors working in this way will have to choose what 

model they can invoice their services under and may opt to use 
their home country PSC. Where this differs to original agreements, 
recruitment firms will be under greater commercial, administrative and 
time pressures to ensure assignments meet these temporary solutions.
Another difficulty for agencies is the need to adapt contracts to reflect 
the current Covid-19 enforced locations of service, the change of 
contractual parties, and factor in that this is a fluid situation pending 
further clarification. 
Generally speaking, place of service will define where taxes are due to 
be paid. The Criminal Finances Act 2017 (CFA) will apply wherever the 
worker delivers their services, regardless of the global crisis. Potential 
fines for any breaches are unlimited for the owners of the business – 
and there has been no change to this in light of the pandemic. 

Looking to the future

While there’s no doubt that the world of work as we know it has 
changed drastically, not all change is bad. We’ve seen a definite shift 
in behaviour that is promising for recruiters. Contractor recruitment 
enquiries are down, but conversion rates are up, meaning there are 
fewer clients ‘testing the water’ and predominantly employers are 
approaching recruiters with solid contract talent needs. Essentially, 
we’re seeing a trend of serious clients seeking serious recruiters. 
Although there might not be the expat opportunities currently, we 
certainly expect to see that change soon as travel and mobility rules are 
eased. There are some skills that simply aren’t available in country, so 
employers are having to look further afield to source the expertise they 
need. In fact, we’re already seeing some positive trends, with activity 
picking up across Asia, from Pakistan eastwards. In China, some 
contractors are returning to their physical place of work and across 
Eastern Europe there have been signs of things getting moving again. 
Poland and the Ukraine, for example, have seen an uptick in activity 
that is much higher than normal for these destinations.
While we are by no means at the tail-end of the global pandemic, 
there are clear glimmers of hope for the recruitment of contractors 
in particular. We expect to see more countries slowly ease lockdown 
and freedom of movement restrictions which will certainly bolster 
contract opportunities worldwide. n

Michelle Reilly, CEO of 6CATS International and Founder of 6CATSPRO 
looks at the global impact on contractors and recruiters.

RAMP UP YOUR TEMP
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Tap into new revenue streams with ENGAGE'S best

in class temporary staffing solution. The ENGAGE

platform is pay-as-you-go and allows you to

manage your temp business in an easy and

automated way.
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Effective. Efficient. Easy.

Visit: www.engagetech.com or Call: 02080682900

Scan here to find out more:
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Solutio Training Academy

Guide to Worker Mobile App

Book Your Online Demo Now

solutio.com - 0203 819 7970   

The Time for 
Solutio is Now...

Committed to Compliance

 

10 Benefits 
of Solutio

Cloud & App-based Platform

Independent operating system with automatic updates.

1.

Industry-leading Worker Mobile App

Workers manage assignments & transactions in real-time.

2.

Interactive Desktop Portals

Dynamic interface minimises administration & manual tasks.

3.

The Golden Source of Data

Information shared across the worker supply chain.

4.

Customised User Profiles

Control staff access with advanced permissions settings.

5.

Proven Compliance Credentials

Transparent ‘pay & bill’ calculations linked to HMRC.  

6.

Whole of Market Provision

Compatible with umbrella, CIS & joint employment models.

7.

Instant Forensic Reporting

Solutio Analytics generates reports, insights & audit trails.

8.

Choice of Payment Plans

Range of beneficial finance options to suit your business.

9.

New - SolutioAcademy.com 

Online training & support via the Solutio Academy.

10.

Writing in the midst of the 
distinctly dystopian 
lockdown, one cannot help 
but be forever grateful for the 
integral role that technology 
is playing in maintaining a 
degree of normality in both 
our professional and social 
lives. What with notions of 
human contact dissolving in 
a new world that will be eerily 
familiar to readers of JG 
Ballard, the significance and 
influence of tech platforms, 
internet connectivity and 
mobile devices have reached 
an unprecedented zenith.
 
Suggestions that we will all 
return to so-called ‘normal’ 
once the pandemic has 
passed are little more than 
whimsical musings with little 
substance. By default, people 
now wholly rely on their 
broadband speed to connect 
with the rest of the world be 
it for commercial, social or 
entertainment purposes.

In the recruitment and payroll 
space, changes to the way 

the industry conducts itself 
will be seismic. Chatbots and 
screening will replace 
face-to-face interviews with 
largely unqualified 
consultants; commission- 
hungry umbrella salespeople 
turning up at agencies 
unannounced armed only 
with a box of Krispy Kreme's 
will be (rightly) consigned to 
history, as will the cash and 
time-draining exhibition 
programmes and ‘not to be 
missed’ seminars which have 
consistently failed to deliver 
any value if truth be told.

The big flash office is already 
synonymous with staff 
inefficiency and unnecessary 
overhead; clunky servers 
whirring away in darkened 
cupboards overseen by 
ultra-protective IT managers 
are now as obsolete as the 
fax machine and symbolic 
only of an old broken system.

It almost seems as if all these 
macro factors are paving the 
way for Solutio’s continued 
advancement. Being 
cloud-based, the system 
operates independently with 
automatic updates 
eliminating any physical 

interaction. With data entered 
in a single instance and 
shared across the contractor 
supply chain, teams can 
manage the platform from 
home by sharing information, 
authorising payments and 
running ‘one-click’ payrolls 
negating the need for that 
flashy office. Workers are 
empowered by Solutio’s 
industry-leading mobile app 
which facilitates, timesheets, 
expenses, payments and 
real-time communication.
 
The newly launched online 
Solutio Academy helps 
educate staff to master the 
system at their leisure rather 
than via costly in-house 
training sessions. Featuring 
over a hundred video tutorials 
and a vast PDF library, the 
Academy is a self-serving 
resource that provides an 
interactive learning platform 
for all departments.

Add to this new features 
including cash-matching, joint 
employment module, 
scheduled and consolidated 
invoicing, plus auto-file 
format mapping ensures the 
moment to find out more 
about Solutio is now.

Powered by Next Generation
Payroll Software
for Umbrella Companies & Recruiters…

White-labelled
Options available

Training Academy

solutioacademy.com

Solutio Mobile App

Solutio’s cloud & app-based 

platform is transforming 

how the contingent worker 

supply chain manages data, 

assignments and payments. 

The cutting-edge interface 

shares information with all 

entities including the worker, 

hirer, recruiter and payroll 

intermediary to guarantee 

transparency, accuracy and 

total compliance.

Our clients benefit from 

automated processes that 

accelerate every facet of

the ‘gross to net’ operation 

while simultaneously 

improving commercial 

performance, reduced 

overhead and enhanced 

customer loyalty.



A recruitment company can have the very best in consultant talent, 
a great reputation among its clients and access to highly talented 
candidates but unless its back office processes are efficient and 
effective, the business will not flourish. Moreover, taking care of the 
financial and administrative side of the business, the back office 
is very often an area where recruitment companies can realise 
significant efficiency gains through better processes and technology.
So if your business is already doing well, the right back office solution 
can make it positively fly.
Today’s marketplace for back office solutions is competitive and 
innovative. Suppliers understand the recruitment sector well and have 
developed solutions which not only deliver the smooth collection and 
management of business critical information, they also offer diverse 

levels of customisation, enabling recruiters to match their technology 
to the needs and unique nature of their business.
These solutions can now be delivered to recruitment businesses in 
a variety of ways, offering flexibility for users and removing some of 
the difficulties which can come with implementing and managing a 
business wide system.
While powering the day-to-day business of recruitment forward, back 
office solutions also offer recruiters access to the data produced by 
the business, data which can then be used to inform and underpin 
business strategy in the future.
In short, with the right back office solution on board recruiters can 
enjoy running a great business today while creating a fantastic 
business for tomorrow. n

BACK OFFICE 
POWER
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The big question for HR leaders as we start to emerge from this health 
crisis is what will we take from this period of disruption? What have we 
learnt to do differently that we need to retain and what will remain as 
before? The debate about the future of work has been raging for years 
but now it feels like it’s upon us. Do we rise up and grasp this once in a 
career opportunity or do we just revert to normality? 
The first lesson seems to be that the world is much more 
interdependent than we imagined, the whole system within which 
businesses now operate is much more fragile than we thought. 
The second is that human ingenuity and imagination can achieve 
remarkable things when our backs are against the wall, necessity really 
is the mother of invention. I’ve witnessed business after business turn 
their whole operating model on its head in the matter of a few days. 
What, in normal circumstances, would have taken weeks, months and 
sometimes even years to deliver was executed in just a few days.

Business planning

The first casualty of this disruption will be our normal business strategy 
and planning processes. The idea that a business can look five years 
ahead with any level of certainty has been destroyed. Traditional linear 
thinking where we assume markets and competitors will behave in a 
predictable fashion needs to be replaced with just-in-time thinking. We 
need to be more agile and responsive to the environment within which 
our business operates and HR has a role to play in making strategy 
development a learning process.

Leadership

Secondly, the often-quoted softer side of leadership i.e. the leading of 
people has at last been recognised as a core requirement of leaders 
and managers. The HR profession must capitalise on this opportunity to 
once and for all ensure that we hire and develop leaders who can inspire, 
engage and coach their teams. This must be viewed as a core element 
of leadership. Not the bit you squeeze in between the real work, the soft 
stuff is the now the hard stuff. Getting your people to give their best every 
day and create teams which truly collaborate and support one another 
is the only driver of superior performance. It is also how you create a 
culture where people feel valued and want to be a part of. 

www.theglobalrecruiter.com

Culture 

Thirdly, we know that businesses will be viewed either positively 
or negatively by how they behaved during the crisis. Customers, 
suppliers and staff will hold organisations to account and judge 
them on the difference between what they espouse and how they 
behaved. Authenticity really does count. The cultural work that HR 
leads will become more important and move from being an abstract 
and conceptual debate to the basis of how leaders make business 
decisions. The values and behaviours that firms use to describe 
themselves will now move centre stage. This will also extend to our 
people’s wellbeing as companies seek to differentiate around how they 
treat their employees.

Change transformation

The other area of change will be a shift away from change and 
transformation as being centrally driven projects which are managed in 
a linear programmatic manner. What we have learnt during the crisis is 
that a dynamic of empowering people to try things, retain what works 
and jettison what doesn’t at pace is a better approach to continuous 
improvement. This agile approach to HR where we are facilitators of 
change rather than drivers of it will unleash our people’s creativity and 
imagination.
My final thought is that HR needs to develop its own capability like 
never before to be able to harness the opportunities that lie ahead. We 
need to hire true leadership talent and compete with other functions for 
the brightest and the best and we must invest in the development of our 
own people’s ability in a sustainable and meaningful way. n

Kevin Green, former CEO of the 
Recruitment & Employment 
Confederation, asks what will the 
world of work look like after Covid-19?

I’ve witnessed business after 
business turn their whole 
operating model on its head 
in the matter of a few days



 
At The Global Recruiter’s UK Summit in early March 2020 a 
number of Recruitment Live discussions were held bringing 
together expert recruitment leaders from a wide range of 
businesses. In a session held in association with People Group, 
the subject of the back office function came under scrutiny. In this 
discussion, senior recruitment managers and business leaders 
with responsibility for the back office function came together to 
discuss the challenges of dealing with the administration side of 
recruitment and how positive changes could be identified and 
introduced to the business.

Around the table were:
Yahya Essack, Financial Controller, Cobalt Recruitment
Warrick Glossop, Financial Controller, Major Players
Mark Stanton, Organisational Effectiveness Manager, Annapurna 
Recruitment
Mark Baker, Director, Clarement Consulting
Luke Dyer, Director, IMC Locums
Will Whay, Associate Director, IMC Locums
Rachel Warner, Operations Manager, Remedium Partners
Jason Medcalf, Sales Director, People Group
Kam Jitter, People Group
Simon Kent, Editor, The Global Recruiter

To begin with it became clear that in recent years the back office 
function has become more complicated to administer. Ever increasing 
compliance issues mean those responsible for delivering the flow 
between front office consultant, the placed talent, the client and the 
recruitment business have seen challenges increasing across the 
board. On the one hand the increasingly diverse ways in which talent 
is now delivered and works within organisations is having an impact 
on collecting and managing the required information. At the same  
time there’s no doubt but that increasing compliance is also 
presenting difficulties.
One participant noted that even going back three years to the time 
before IR35 changes were brought into the public sector it was 
‘relatively easy’ to process time sheets and worker’s details. Today, 
there are many more questions that need to be asked and answered 
before the same financial details can be processed. Alongside 
this complication was the sense that many front office staff do not 
appreciate the complexities and moreover simply expect the back 
office to make everything work for them. In other words, they  
place the talent, make the booking and then leave the back office 
function to sort out all the details. This, however, can lead to slower  
processing times if the back office has to go back to the consultant for 
further information before they can process the placement accurately 
and compliantly.
As these challenges have continued to grow, many around the table 
discussed ways and means to enable the front and back office to 
work closer together, sharing information and opinions about  
stress points.
At Annapurna, Mark Stanton has been given a specific role to try 
and make the process run more smoothly. He found himself asking 
many questions about the relationship between the front and back 
office and was ultimately was given the chance to investigate further 
and make suggestions where appropriate. Part of Stanton role is 
therefore to be a go-between across the business helping consultants 
to understand what they can do to make the business operate more 
smoothly and highlighting the information and actions back office 
needs them to do to operate more efficiently.

Tech support

Others around the table looked to technology to help them deliver 
a smoother process. One business had identified a discrepancy 
between a placement’s start date and the invoice date and therefore 
introduced a new data collection piece within their technology to 
remedy this. This was just a single extra boxes which needed filling 
by front end consultants during the process, but made a significant 
difference to the overall performance of the front to back office flow.
There was a discussion around how to introduce such changes  
– big or small – in a way which consultants and the front office would 
accept and engage with. There was a general feeling that the idea of 
change itself can be a challenge within recruitment businesses with 
many employees feeling that the old system is/was always better and 
anything new is difficult to adopt.
Warrick Glossop noted that the same can be true on the clients side. 
When he introduced online timesheet to his business his thought 
everyone would find the new system quick, easy and effective. 
However, the clients still preferred to use the paper work, even if it 
meant they had to print it out, sign it off and then scan/fax it back to 
his company. 

Making a technology solution fit into a recruitment business efficiently 
was felt to be the job of the recruitment business itself. Those around 
the table thought recruiters should be responsible for customising the 
technology systems they use for themselves, rather than expecting an 
‘off the shelf’ solutions to perform immediately for them, or to take on 
the expense of supporting an external consultant for the time it takes 
them to understand a business and then make the changes required.
That said, the room also made clear that any adaptations and 
customisation made should be recorded and maintained for future 
reference so that any further changes – or indeed full-on system 
migrations – could be delivered. While back office leaders appreciate 
that sometimes their solutions are not the most efficient or up-to-date 
options, the prospect of having to switch between entire systems is 
not something anyone views with any relish. Indeed, sometimes even 
small aspects of a customisation, the reason for which may be long 
lost, can compromise the effectiveness of a migration.
It was clear from the conversation that as recruitment businesses 
grapple with compliance and organisational change it can be hard for 
them to implement and maintain technology solutions which deliver 
efficient back office processes. While technology promises 
efficiency, integration and more, faced with the prospect of large 
scale organisational change it can seem more attractive to stick with 
the technology you have and adapt it – a case of better the devil you 
know rather than plunging into a period of upheaval and change.
Despite this, it is also clear that at the heart of making progress and 
introducing innovation is the idea of selling the change and the benefit 
of that change to the people in the business who will be affected. 
At the end of the day there has to be an appreciation that everyone 
plays their part in delivering a sensible and efficient system. The act 
of filling out a certain box on a computer screen may not seem to 
have an immediate impact for the person doing it, but if they do it, 
the processing of that job or placement will be easier, more accurate 
and therefore, further down the line, the consultant is likely to be paid 
sooner and more accurately. 
At the end of the day, the back office system is part of the overall 
business of recruitment, not just an administrative burden. If a 
recruitment business can ensure everyone understands how they play 
their part in achieving greater efficiency and service – both internally 
and externally – then change can be introduced in a positive way and 
benefits experienced by everyone.
Jason Medcalf, Sales director at People Group commented: “As 
a supplier to the recruitment industry the session was invaluable. 
Understanding the dynamics inside recruitment businesses, and why 
positive change can sometimes be resisted, helps us to manage 
key stakeholder engagement and new product roll out. Whether 
businesses are adopting our payroll solutions, pre-employment 
background-screening package, or workforce management solutions 
our roll-out plan ensures upfront input and ongoing support especially 
during the early stages. This has helped us to deliver projects  
on-time, fit for purpose and successfully add value. Our ultimate  
goal is to help businesses drive growth by optimising the processes 
that underpin work.” n
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GOING BACK TO 
MAKE IT RIGHT
Simon Kent reports from an industry discussion into the challenges and 
potential of delivering an efficient back office function.

In association with



SECTOR WATCH

Julie Jarvis, Managing Director of Specialist Property & Built 
Environment Recruiter PRS, advises to keep hiring. 

FREEZING 
RECRUITMENT? 
CHILL YOUR BOOTS

Home Truths

Right now, there are around 18 roles for every candidate in this 
sector. Considering it’s a time when organisations have largely put 
hiring on hold, imagine the situation when businesses start rehiring. 
As such, companies are advised to do everything they can to lock 
in talent now, especially when furloughed staff might be exploring 
other options and those made redundant are preparing to re-enter 
the workplace. 
For organisations with big budgets, it’s straightforward, but what if 
you’re part of a depleted talent acquisition team where recruitment 
isn’t on the agenda right now? Reviewing your talent pipelines, 
retention strategies, and supply chains to ensure they’re robust 
enough to handle the demands of a post-COVID recruitment desert  
is a good place to start. 
Although the sector couldn’t be more different, we can learn a lot 
from the burst of the dotcom bubble back in 2001. Despite a veritable 
feast of gloomy headlines stating that companies were laying off 
workers in droves, research by HR consultancy Towers Perrin 
indicated that 73 per cent of affected firms were still hiring top talent 
and creating retention strategies to keep their best performers. 
I’ve witnessed first-hand the success of employers who make 
recruitment an ongoing business priority. If the 2008 financial 
crash taught us anything, it was that things get better and markets 
recover. Of course, we don’t always know when the green shoots 
of recovery will show themselves, but businesses must do what 
they can to ensure they’re in a position to rise to the occasion 
when the time comes. n 

After joining national property & built environment recruitment 
specialists PRS as a trainee in 2000, Julie Jarvis progressed to 
become the company’s managing director. Reflecting on two 
decades in the sector, Julie explains why now is the worst time for 
businesses to put their recruitment plans on hold. 
The coronavirus pandemic has shaken businesses across all 
industries to the core, and understandably so. At the time of 
writing, PwC’s COVID-19 Economic Update stated that GDP growth 
in 2020 ranged from around -5 per cent to -10 per cent, with ONS 
revealing that 78 per cent of the UK workforce had been furloughed 
in temporarily closed businesses. 
Such a devastating shock to our economic system has led 
businesses to put hiring plans on hold in a bid to get costs under 
control. The knock-on effect can be seen in the Financial Times’ 
analysis of government website Find a Job, which revealed the 
number of vacancies as of April 24 had fallen 41 per cent compared 
with the start of the month.
Despite this, any decent leader will tell you that it’s crucial to 
continue recruiting through challenging times. In fact, when it 
comes to economic turbulence and its subsequent effect on talent 
acquisition, I’ve seen it all before. 

History Repeating

Over the last two decades, I’ve worked with a range of 
businesses in the property & built environment sector, which has 
weathered its fair share of storms over the years. Of course, the 
biggest challenge came in the form of the 2008 financial crash, 

which saw the average UK property’s value plunge by 20 per 
cent in just 16 months and transactions slump from 1.65 million 
in the decade up to the crisis to 730,000 in the year to June 
2009. The sudden downturn resulted in huge job losses, with 
many builders, electricians, plumbers, carpenters and building 
services professionals losing their positions. 
As with all recessions, there was a period after 2013 of 
exponential growth. Property prices rocketed as world 
economies recovered, house-building resumed, and private 
firms made substantial commercial investments to take 
advantage of the improved economic conditions. 
Despite the property & built environment job market looking 
bright again, a new challenge took its place that remains today. 

Skill Shortages

Skim some of the headlines that dominated the property & 
built environment press over the last 12 months, and you’ll see 
repeated messaging around talent shortages. Several factors 
have driven this, including Brexit uncertainty, concerns about new 
immigration rules, an ageing and retiring workforce, the threat of 
IR35 on contingent workers and now the COVID-19 pandemic. 
Many businesses that have put recruitment on hold or made 
staff redundant expect they’ll be able to pick up where they 
left off once the lockdown lifts. While for certain sectors this 
will absolutely be the case, securing talent in property & built 
environment looks set to be even more challenging than the  
pre-COVID days. 
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I’m naturally more of a perfectionist than a disrupter and have 
obsessively believed that doing the simple things brilliantly is the best 
way to build a great business. I’ve also learnt that innovation is just 
a fancy word for finding a better or different way. I wouldn’t describe 
myself as an innovator, yet I innovate obsessively every day.
As service providers you can perfect or disrupt. At TRN in the weeks 
since lockdown we’ve seen the benefit of both. We work as hard on our 
own business as we do with our clients (you’ve got to practice what you 
preach, right?) to get some really important business principles agreed 
and nailed. Here are a few principles we’ve always believed underpin a 
great business: 
• Purpose and Values are foundational 
• Build a team of people who want it, get it and are capable 
• Reputation is everything – obsess about the experience you give 

people 
• Technology is opportunity – use it 
Let me share how this has played out for TRN since March.
Firstly, all the work to build the ultimate team has paid off – the 
engagement and productivity from the team has been immense in 
supporting our membership.
Secondly, the very clear Purpose and set of Values we’ve had for 
years made decision making easy. Here’s what I mean. Our Purpose 
is ‘To unlock the potential of talent’ (and has been for 15 years) and 
one of our Values is Family First (which includes ‘Being there for One 
Another’). With those 2 in mind, it was an easy decision to go to our 
TRN members prior to lockdown (and everyone recognised we were 
the first to do it) and say ‘pay whatever you can afford, we’ll continue to 
support you unconditionally through this period’. 
Commercially it was risky but there is no doubt it was the right thing to 
do and majority of members decided to continue to pay membership 
fees -they appreciated the gesture. Purpose over profit. We sleep at 
night, we’ve had phenomenal feedback, it’s been great for relationships 
and for our Reputation (we continue to attract new members). 

We all need to be leaner, smarter, better 
and different. Let’s learn from this period 
of innovation, of finding a better way, 
and build it into our culture and mindset 
forever more and the future will be bright. 

Gordon Stoddart, Co-Founder of The Recruitment Network says 
now’s the time for reinvention.

The current Covid 19 pandemic has challenged business leaders in 
ways that previous economic downturns never could. The lockdown 
did two things that’ll hopefully never be experienced again by business 
leaders – a ripping up of normal working routines and team dynamics 
and for many a devastating overnight collapse of revenues.
Beyond the worry about the health of friends and loved ones and the 
sadness related to the human cost of Covid 19, there was anger, grief, 
frustration and many other negative emotions felt by business leaders 
and their teams from the impact on the business that they had worked 
so hard to build. You could plan and risk manage for most things, but 
this has been particularly brutal.
And yet, we are seeing across the TRN Community a continued 
spirit of belief, entrepreneurial optimism and innovation. The best will 
survive and will ultimately thrive by finding a better way to do things 
and a different way to stand out. In the weeks since lockdown, I’ve 
seen members of The Recruitment Network community innovate in so 
many ways - launching new service offerings, generating opportunity 
and revenue from different markets, building new platforms to improve 
the customer experience, adding value to clients in ways they’d never 
previously found time for, increasing productivity by forty per cent just 
by thinking differently, creating communities they’d never considered 
and engaging their teams in fun, crazy ways. One even set up a 
sanitising business to deep clean and service and support their clients! 
What is it that stops us innovating this effectively when there isn’t a 
lockdown or a recession? Time? Other priorities? Habits? 

RECESSION 
LED 
INNOVATION

29INNOVATION

Thirdly, on lockdown, we offered our new online platform  
TRNWorld.com, which was released in February as a paid-for 
solution, to the global recruitment community for free, to help 
people navigate through. We now have over 3000 subscribers from 
25 countries and nearly 1,000 CEO’s/MDs/Owners of recruitment 
businesses who have now joined the TRN community in the last 
six weeks. More recruitment business leaders generating more 
data and input than ever before adding value to the community. 
Technology and digital innovations are great opportunities for  
any business.
The timing of having the TRNWorld.com platform ready just before a 
lockdown, when everyone needed virtual solutions and support, was 
lucky. Investing in it and building it was not. It came from a belief that 
innovation and disruption matters to stand out. 
We all need to be leaner, smarter, better and different. Let’s learn 
from this period of innovation, of finding a better way, and build it into 
our culture and mindset forever more and the future will be bright. n




