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The Global Recruiter continues to salute all of the key workers that are currently 
fighting the Coronavirus Pandemic. As always 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 workforce. Keep up 
to date via our news service on www.theglobalrecruiter.com 

We are pleased to announce that in the coming weeks we will be launching a 
brand new platform for all that are interested in the growing digitalisation of the 
recruitment process. The Digital Recruiter, will offer content giving you the latest 
insights into the technologies that are helping to shape the future of the staffing 
industry and will help you with your processes and efficiencies within your 
business. Keep an eye out for the launch in due course. 

Stay Safe and Healthy Everyone
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challenging time," said Parasol 
CEO Doug Crawford.
"We are a business that is driven 
by doing the right thing and 
acting compliantly at all times. 
Throughout the last few months, 
we have worked tirelessly to fight 
for the contractors we represent; 
to seek clarity on the furlough 
scheme for them and to ensure 
their voices are heard.
"With many of our umbrella 
employees eligible for CJRS 
support, topping up their 
furlough income to the full 80 per 
cent until the end of October will 

come at a significant financial 
cost to our business. However, 
as the employer of choice for 
our sector, it is something we 
are fully prepared to do in order 
to offer on-going support and 
peace of mind to those impacted 
by this terrible pandemic.
"It is encouraging to see that 
businesses are reopening and 
new assignments are starting 
to come through again. We are 
hopeful this will continue in the 
months ahead, allowing our 
contractors to get back to doing 
what they love."

NEWS

“However, there is naturally 
going to be some scarring 
because of this, and one area 
that will feel that in particular” 
Osborne continues “are those 
employees who will be let go 
during this period. We feel 
we need to direct some our 
attention and support to those 
people as well at this time and 
help them find new roles”.
The Recruiter Talent™ platform 
has been built in partnership 
with the team at My Talent 
Platform who have created an 
intuitive showcasing software 
for talent used by recruiters 
all over the world and is 
supported by two of the leading 

recruitment to recruitment 
businesses in the UK / USA, 
Fifteen West and Kayman 
Recruitment.
There is no charge for 
candidates to use the platform, 
nor do recruitment agencies 
who are members of the TRN 
community have to pay for any 
candidates sourced or hired. 
The platform caters for all back 
office and front office roles, 
from Resourcer to Consultant, 
operations to marketing, at all 
levels and across all sectors.
To find out more about the 
Recruiter Talent™ platform,  
visit www.recruitertalent.co.uk

RECRUITER TALENT LAUNCHES 
TO AID RECRUITERS

5

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

The Recruitment Network 
has announced the launch of 
another free support hub. As 
part of their continued support 
of the recruitment sector during 
the COVID-19 lockdown, The 
Recruitment Network has 
today announced the launch of 
another free support hub, this 
time in the form of a job and 
candidate matching service for 
recruiters who have lost their 
job due to the current economic 
situation.
Recruiter Talent™ is a brand 
new platform designed to 
allow anyone who has recently 
been displaced or lost their 
job due to the sudden shift in 

the economy, to register and 
showcase their CV to thousands 
of recruitment agencies around 
the world, many of whom are 
starting to hire again as the 
economy starts to recover.
“It has been an incredibly busy 
4 or 5 months working with so 
many recruitment organisations 
across the TRN community 
navigate through what can only 
be described as extraordinary 
times” commented James 
Osborne, Chairman of The 
recruitment Network “and it 
is humbling to see both the 
industry’s resilience as well as 
its bouncebackability now the 
markets are beginning to shift.”

PARASOL COMMITS 
TO SUPPORT 
FURLOUGHED 
Chancellor Rishi Sunak has 
confirmed that the government 
will cut the grant available 
through the Coronavirus Job 
Retention Scheme (CJRS) from 
August and therefore, in order 
for the scheme to continue, 
employers must top up wages 
to 80 per cent and absorb the 
employer’s NI and pension 
costs. Government support 
will be further restricted from 
September, to cover only 70 
per cent of salaries, decreasing 
again to 60 per cent in October. 
Parasol has made an 
unprecedented decision to 
absorb the full cost of employer’s 
national insurance (NI) and 
pension contributions for all 
of its furloughed contractors 
from August, in line with the 

government reducing the  
grant available. 
Parasol’s unwavering 
commitment to support the 
contractor community means 
that as well as paying the NI and 
pension costs, it will also step 
in to top up employees’ salaries 
in September and October, at 
its own expense, ensuring that 
all of its furloughed contractors 
continue to receive 80 per cent 
of their average income – up to 
a maximum of £2,500 per month 
– until the end of October, where 
employees remain eligible.
"We've always had the best 
interests of our contractors at 
the forefront of our minds and 
this announcement reaffirms our 
commitment to stand shoulder to 
shoulder with them through this 

Manage all of your costs and IR35 compliance ahead of the 
April 2021 deadline with ENGAGE. Take control of your supply 
chain, and easily assess your status determinations and worker 
engagements with our innovative platform.

WHY WAIT? LIMIT YOUR LIABILITY NOW WITH ENGAGE!

ONE VIEW OF ALL YOUR 
CONTRACTORS GUARANTEED 
WITH ENGAGE.

��������������������������

VISIT: WWW.ENGAGETECH.COM TO LEARN MORE
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Employers report that their ability 
to make hiring and investment 
decisions is now improving for 
the first time since February as 
lockdown eases. However, business 
confidence in the wider economy 
remains weak.
The Recruitment & Employment 
Confederation (REC)’s latest 
JobsOutlook survey found that 
employers’ confidence in making 
hiring and investment decisions rose 
to a net level of +4 in the first half 
of July. This was up from net: -9 in 
June, and indicates that on balance, 
employers think the outlook has 
improved from the previous month.
Businesses’ hiring intentions have 
also improved between June 
and July. Forecast demand for 
permanent staff in the short term 
(the next three months) now sits 
at net: +14, up from net: +6 in 
early June. Medium-term demand 
(the next 4-12 months) remained 
at net: +15.

We’re past the half way point for 
2020 so far and it’s certainly been 
an unexpected year. The entire 
recruitment sector has had to 
respond to the global pandemic 
swiftly and I don’t doubt that we 
will be feeling the impact for some 
time. But despite the challenges 
we’ve faced, the resilience shown 
across recruitment throughout the 
crisis has been noteworthy.  
At APSCo, we quickly took steps 
to adapt the support we have 
on offer for members in order to 
make it relevant and useful during 
lockdown. With the political and 
economic landscape changing 
rapidly, we recognised that our 
members needed agile support 
from us in order to stay on top of 
the latest developments. We had 
a resources hub up and running 
swiftly to provide members with 
access to hundreds of pieces 
of expert advice and resources, 
including legal guidance, model 
documents, insurance information, 
research, training offers, health 
and safety guidelines and 
international support, plus access 
to further advice and offers from 
our affiliate members. For those 
members that were utilising the 
job retention scheme, we also 
gave away over 400 courses 
free of charge through our online 
Essential Recruitment Compliance 
Course to help keep furloughed 
consultants on top of their game. 
And as recruitment businesses 
faced managing a new make-up 
of workforce, we also launched 
an HR & Training Resources Hub 

that provided guidance and toolkits 
on remote management; reward 
and recognition; performance 
management and employee 
relations. In order to provide 
members with business critical 
information and allow peer to peer 
virtual networking, we held over 
100 virtual events and webinars 
which attracted over 4000 
attendees 
However, while times have been 
tough, the future is certainly 
looking more promising than it 
was at the end of Q2. We are very 
much refocusing attention back to 
Brexit as the end of the year looms 
with little in the way of positive 
progress made in negotiations 
with the European Union. We are 
still concerned with the post Brexit 
Immigration Bill which currently 
has no visa route for independent 
professionals. This lack of any 
dedicated visa route for these 
highly skilled individuals is a real 
concern and we will continue to 
lobby the Government on this 
matter. With skills shortages 
across many high skilled sectors 
such as engineering, technology 
and construction, we quite simply 
need an immigration system that 
recognises that the UK’s ability 
to deliver on its recovery pivots 
on access to skills and a flexible 
workforce. 
As we plan for the new normal, 
we’ve also adapted our training 
and talent development portfolio, 
offering a full programme of online 
interactive training for consultants 
to ensure we continue providing 

the support our members need in a 
more flexible working environment. 
APSCo has also launched two 
new offerings to support staffing 
businesses and start-up firms 
set themselves up for the best 
possible success in this new 
economy.  Through AdvisorLink, 
our members now have access 
to reference-checked and quality 
assured business advisors, 
NEDs and executive coaches. 
And as we expect to see more 
consultants start to branch out on 
their own, we now have a wealth 
of resources available to help new 
staffing companies which have 
been operating for 18 months or 
less. Through LaunchPad, these 

businesses will have access to a 
full programme of support including 
training, mentoring, expert advice 
and a full toolkit with resources, 
templates and model documents 
covering everything from writing 
a business plan to building your 
tech stack, accessing finance 
and ensuring that you are legally 
compliant.
While we can’t accurately say what 
lies ahead for the rest of 2020, we 
plan to keep our focus very much 
on supporting the professional 
recruitment sector as hiring begins 
to slowly bounce back. And we 
will certainly have our sights firmly 
fixed on Brexit negotiations in 
coming the coming months. n

Expert immigration lawyers say 
tens of thousands of businesses 
could face a battle to register 
in time for the right to employ 
workers from the EU from 2021 
– unless they act quickly and 
prioritise their planning now.
As Priti Patel announced recently, 
the new Points Based Immigration 
system will be in place from 
January next year, essentially 
ending free movement. This 
means any employer employing 
EU citizens arriving in the UK from 
that date, will have to apply for a 
sponsorship licence or a “Skilled 
Worker Licence” as it will be 
known under the new regime.
Employment law specialists at law 
firm Boyes Turner say as many 
as 900,000 businesses could be 
affected by the changes, which are 
expected to place a huge strain 
on Home Office resources and 
immigration officials.

Sectors including food and 
drink manufacturing, leisure and 
hospitality, construction, retail, 
residential and social care and the 
UK’s rapidly growing tech sector 
are among those expected to be 
hardest hit by the changes.
Businesses will also have to 
budget for additional fees – £1,500 
for the sponsorship application 
licence itself, as well as an 
immigration skills charge of up to 
£5,000 per worker.
Claire Taylor-Evans, a senior 
associate in Employment and 
Corporate Immigration at Boyes 
Turner, said businesses will 
also have to adjust to the highly 
regulated sponsorship regime, 
with detailed compliance rules 
for every EU citizen they employ 
post-Brexit.
She said businesses should be 
proactive to ensure they protect 
their ability to recruit EU workers 

post 2021 and stay ahead of their 
competitors in an increasingly 
shrinking talent pool. They should:-
Register as early as possible for 
a sponsor’s licence to beat the 
inevitable rush in the build up to 
the new system coming into effect;
Protect any sponsorship licence 
they currently have by investing in 
compliance training to avoid losing 
their licence, and their employees 
having to leave the UK, and;
For existing EU workers in the 
UK , companies should ensure 
their staff already know what they 
need to do to register under the 
EU settlement scheme and assist 
them in registering if needs be.
Claire said: “This will be a huge 
change for hundreds of thousands 
of businesses and it will create 
huge pressure on an immigration 
system which is already 
overwhelmed.
“As we get ever closer to 2021, 

that pressure will build further and 
there’s a very real risk that some 
firms will miss out on having their 
licence in place by the deadline 
and will be unable to recruit the 
talent they need.”
She added that the application 
system was complex and that 
applications will be rejected by 
Home Office officials if they do 
not meet the levels of information 
required, which could lead to more 
businesses facing issues.
“For larger businesses with expert 
HR teams, this will be challenging 
but for smaller businesses who 
don’t have specialist teams, 
there’s a very real risk of them 
losing valuable time battling their 
way through official forms and 
having their applications rejected 
if they don’t get specialist advice 
to make sure they get it right first 
time,” she said.

By contrast, employers remain 
gloomy about the wider economy 
with confidence levels at net: 
-40, although they are rising 
from month to month. And, as 
expected, we are seeing evidence 
of companies restructuring in 
reaction to the impact of the 
pandemic. One in six (17 per 
cent) employers had made 
redundancies in the year to July 
2020, up from 9 per cent in the 
year to June. 
Neil Carberry, Chief Executive of 

the REC, said: 
“It’s good to see employer 
confidence rising as the lockdown 
measures ease – at this stage 
we would expect things to be 
getting better month-by-month. 
Even at times like these, there are 
always opportunities out there for 
jobseekers. But businesses are 
still very worried about the overall 
outlook for the economy, and while 
some are hiring, many are having 
to make tough decisions around 
laying people off. 

“It’s too early to tell how quickly the 
economy will recover, but there 
are steps the government can 
take to keep firms hiring and boost 
growth – including a more flexible 
skills system and a reduction 
in the government’s payroll tax, 
National Insurance, to reduce 
the cost of hiring. Equally, it’s 
vital that we secure a good Brexit 
trade deal and deliver a workable 
immigration system on time to 
build up confidence and business 
investment here in the UK.”

APSCO CEO RESPONDS TO 
THE STATE OF THE NATION

THOUSANDS OF BUSINESSES URGED TO ‘ACT NOW’

HIRING CONFIDENCE RETURNS BUT WIDER OUTLOOK 
REMAINS GLOOMY

Leading global recruiter Oscar 
has announced the launch 
of a new brand to further 
support clients in the digital 
sector. Operating across the 
U.K. and Europe from the 
Manchester and London offices, 
Oscar Digital will develop the 
extensive client base which 
Oscar have built in providing 
outstanding recruitment 
services in digital disciplines. 
The launch of this new 
division sees Oscar Digital 

represented with a dedicated 
brand, offering recruitment 
services spanning the sector 
from MarTech to creative and 
design. Operating the division 
will be a newly formed team 
of experts from the existing 
Oscar Technology brand, and 
Managing Consultant, Charlotte 
Humphries. 
Joining Oscar with specialist 
experience in building 
recruitment services for digital 
and marketing functions, 

Charlotte will work to lead the 
brand and further develop 
outstanding services across the 
sector. 
Oscar CEO, Andy Morrell says: 
‘For a number of years, we 
have been providing clients 
with outstanding recruitment 
services in digital, creative 
and online marketing through 
our Technology brand to great 
success. As such, we have 
built strong, long-standing 
relationships with a range of 

clients in the digital sector, and 
we recognise the benefits a 
more holistic approach could 
bring. We are really excited by 
the launch of Oscar Digital, and 
are looking forward to growing 
the brand and our services’. 
This launch comes as Oscar 
also plans to develop these 
services in the U.S.A., 
supporting the global outlook of 
the business and outlining the 
future growth of Oscar Digital.

OSCAR DIGITAL
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Denis Pennel, managing director, World Employment Confederation, 
underlines the need for better access to social protection for all workers.

The COVID-19 crisis has wrought disruption on economies and labour 
markets around the world and left millions of people out of work or 
with their livelihoods severely threatened. It has also laid bare the 
inadequacies of social protection systems in many countries and 
exposed gaping differences between the protections afforded to 
workers with an employment contract and those who are self-employed.
While the current crisis has served to increase the urgency of providing 
support to vulnerable workers, the underlying situation is not new. 
Governments have been slow to adapt their social protection systems 
and safety nets to meet emerging labour market trends. 
Today’s labour markets offer a larger range of working arrangements 
than ever before – providing choice and flexibility to both employers 
and workers. While flexibility is key for well-functioning labour markets, 
this also needs to be balanced with sufficient levels of security and 
protection. To realise inclusive labour markets around the world, we 
must ensure that all workers have access to basic and adequate levels 
of social protection – regardless of their employment status.
The World Employment Confederation’s latest Social Impact 
Report, ‘Protecting people through times of crisis’ launched in 
July 2020, comes at a highly opportune moment. It explores levels 
of social protection coverage across diverse forms of work in 
some 42 countries around the world and identifies both where the 
shortcomings lie and the challenges to providing effective access to 
social protection for all.
Social protection systems ill-prepared to serve diverse forms of work
A key finding is that current social protection systems are ill-prepared 
to serve labour markets characterised by diverse forms of work. 
There are significant gaps in access to social protection between 
different employment statuses. This enhances the risks for some 
groups of workers and the unprecedented circumstances created by 
the COVID-19 crisis have left many workers exposed and in need of 
social support.
In most countries, workers with an employment contract receive 
largely similar access to statutory social protection branches. 
Workers with open-ended, temporary or agency contracts are 
entitled to benefits including unemployment benefits, paid sick leave, 
health insurance, labour accident/disability insurance, parental and 
childcare benefits and pensions.
The self-employed by contrast have access to statutory safety nets 
much less frequently. Just 20 per cent of countries surveyed offer the self 
-employed full statutory access to unemployment benefits. Often access 
to different social protection schemes is only partial or on a voluntary 
basis. Many self-employed people decide not to insure themselves in 

order to cut costs and be able to offer their services at more competitive 
prices. This ‘moral hazard’ as it is known, results in underinsurance 
among the self-employed, thereby increasingly their vulnerability.
The World Employment Confederation’s Social Impact Report 2020 
further establishes that one particularly challenging feature of current 
social protection systems is the discrepancy between statutory or 
formal and effective access to social protection benefits for employed 
workers. In the case of unemployment and sickness, eligibility 
criteria, such as thresholds in terms of working days to be reached, 
can prevent some groups from accessing benefits.
Learning the lessons of COVID-19 and taking action for the future
Governments need to take action now and make basic, minimum 
levels of social protection available and accessible to all workers, 
irrespective of their work arrangements. The COVID-19 crisis 
provides an opportunity to speed-up the innovation of safety nets to 
accommodate all and share costs, benefits and risks proportionately.
Protecting people also goes beyond the provision of basic safety 
nets. With the majority of the global workforce operating in the 
informal economy – over 80 per cent – and hence the majority 
of the world’s population lacking any kind of social protection, 
efficient labour markets can play a crucial role in reducing risk 
and vulnerability. It requires the raising of employment levels, the 
facilitation of swift transitions between jobs and sectors and the 
implementation of life-long learning. 
Throughout the COVID-19 crisis the private employment services 
industry has taken a host of initiatives at both national and global 
level to support workers – ensuring access to support measures and 
relocating laid-off workers into new jobs in essential sectors. The 
sector’s role in facilitating labour market transitions and lifting people 
out of unemployment or inactivity plays an important role in driving 
labour market inefficiency and thereby reducing risk and vulnerability. 
On average, 12 months after having started in the sector, 73 per cent 
of agency workers are either employed on an open-ended, fixed-term 
or agency work contract.
Through social dialogue the private employment services industry has 
developed initiatives to provide protections for a dynamic workforce, 
offering inspiration on how safety nets can be reformed to cover 
workers moving between jobs and sectors. We are ready and able to 
play an even greater role in working to deliver security to all workers 
and ensure higher levels of protection for people everywhere.
The full report can be accessed here: 
https://wecglobal.org/uploads/2020/07/WEC-Social-Impact-
Report-2020.pdf n

HOW TO ENGAGE EMPLOYEES AND 
BUILD BUSINESS RESILIENCE DURING 
TIMES OF CHANGE

At Centralus, we responded to the situation with immediate action, 
reinforcing our employee engagement services to include a dedicated 
COVID-19 portal and enhanced benefits for key workers, employees, 
and their families. We believe the efforts you make today will be 
remembered for years to come, and with the right approach, clients 
can positively impact employee behaviour long-term.  

As companies work through their own sets of challenges related to 
the COVID-19 pandemic, there are general concerns across the board. 
First and foremost is the issue of business continuity and resilience. 
Business leaders have now found themselves in new territory, with 
employees seeking more information and reassurance. Sharing 
frequent and up-to-date information on the steps being taken to 
manage the changes effectively can reduce uncertainty and anxiety 
among staff. Equally, if you don’t work proactively to relieve workers 
concerns and let them know they’re valued, you risk lowering their 
engagement levels.

According to recent research, 80% of employees would choose an 
excellent benefits package over a pay rise. Indeed, a well thought 
out employee benefits package used strategically can be valuable to 
businesses. Many recruitment agencies, for example, take advantage 
of the full range of Centralus’s benefits and services that are available 
to both full-time permanent and temporary workers, enabling them to 
enhance their employer brand image.

According to David Callaghan, CEO of Centralus, “Great employers 
ensure that their employee wellbeing is paramount. They reward 
their employees’ achievements and allow their voices to be heard.” 
He believes that “Employers who successfully put the key employee 
engagement elements in place can ensure that their employees have 
an emotional commitment to the organisation as well as improved 
wellbeing.”

During times of stress, we have found that it is essential for employees 
to prioritise mental health and wellness. However, Forbes reported that 
in the UK, only 45% of companies are currently offering workplace 
wellness programs. Considering sick staff cost British firms £77 billion 
annually in lost productivity, employees health and wellbeing should 
be an absolute top priority. Our enhanced employment package 
includes core online care services such as access to a GP 24/7 and a 
strictly confidential counselling phone line.

In addition to our employee benefits packages and dedicated 
COVID-19 portal, our consultants handle HR administrative tasks. 
These operational solutions enhance the entire employee life-cycle, 
from processing onboarding with seamless, integrated delivery, to 
pensions administration and investments.  

In the face of this fast-moving crisis, the load of legislative-led 
administration and compliance has become more burdensome than 
ever. However, our clients have benefited immensely from our experts 
who have handled the administrative and compliance process of the 
furlough scheme while providing weekly updates. Our services have 
assisted thousands of employees, with Jonathon Biddle, Operations 
Director of Umbrella.co.uk noting, “Contractors love that they have 
access to all these amazing lifestyle benefits through the portal, 
and we’ve seen a tremendous increase in the number of sign-ups, 
especially in times of need like this.”

It’s possible to overcome business challenges with employee 
engagement solutions. Get in touch to learn how Centralus’s targeted 
support services and benefits can maintain employee engagement 
during COVID-19 and build an even more productive and loyal 
workforce for the future. 

T: 0800 211 8109 • E: info@centralus.co.uk

All sectors of the recruitment industry are shifting to address COVID-19. Recruitment agencies 
have had to make many adjustments to their business plans from restructuring to remote working. 
However, amidst this, the fundamental question remains, how can you drive employee engagement 
during these challenging times?

250,000
unique page views across our employee 
benefits platform during the pandemic

75% 
increase in the use of our  
personal doctor service

200%
increase in usage of our  
helpline support service

15,000 
unique visitors have accessed 
the COVID-19 online platform
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With COVID-19 changing the way in which the world 
operates, we look at how two staffing agencies have 
adjusted their businesses in light of the pandemic.

UNLOCKING 
LOCKDOWN

Founder of ZITKO, the Fire and Security specialist, 
George Zitko, discusses how the business adapted 
to the Covid ‘new normal’
 
Having bigger, flashier offices was often one of the first things that 
came to mind when I thought about growing the business further, but 
that’s all changed with what we know now.
True to say, we’d already made some moves towards remote 
working before the COVID-19 crisis struck. Everybody had company 
laptops for example and we’d brought in flexible / home-working to 
accommodate people with family commitments, strange hobbies etc.
This certainly gave us some preparation for when lockdown turned 
us into a company of homeworkers virtually overnight! It’s been an 
interesting journey – and one that’s dramatically changed the way we 
intend to grow and run Zitko in the future.

A step change in March

Zitko specialises in recruiting for the Fire and Security tech industry. 
Our clients include some of the top international system integrators, 
so we’ve been fortunate to have enough work to keep our whole team 
going with minimal furloughs.
We saw what was coming, so a week before the PM instituted 
lockdown we had a company meeting. I told our team of 17 to take 
whatever they needed to set up a home office – from printers and 
monitors to office stationery.
A few late nights were had at home, rearranging rooms and wedging 

11UP CLOSE

in desks, but we kept service levels steady for our clients as they went 
through similar contortions. Accessing our key systems and resources 
was rather simpler, courtesy of the cloud-based services we use. 

The challenges

Video-conferencing has been a Godsend for business, but of course 
it’s provided a superb opportunity for cameo appearances by children 
and pets. One of the encouraging things I’ve taken from lockdown is 
how understanding the corporate world has been.
Home working does of course change the work/life dynamic and we’re 
aware of what the increased isolation can mean. We’ve a mental 
health champion within the business advising on these issues and our 
benefits package includes access to confidential counselling.
Team members can now opt for a separate company mobile to 
help them switch off and we’re working together on a new project 
(nicknamed Zitko Forever) to plot out how we could make home 
working part of our permanent model.

The office as a hub

Along with many others we’ve been easing out of lockdown. A 
maximum of 6 team members at a time can work in our socially 
distanced office now, which is great for planning sessions or simply to 
get out of the house. Virus permitting we’ll be able to increase desk 
space over time, but with hotdesking we can employ, develop and 
reward a far larger team without needing larger, fancier premises.
It seems like a much better way to invest in the business.

The experience so far

The team’s generally found remote working to be a positive 
experience. Nobody’s missing being stuck in traffic in the morning and 
days have become more productive.
The one factor missing is maintaining esprit de corps, but Zoom is 
proving a good channel for virtual quizzes, celebratory drinks and 
briefings. With the office hub now operating, that gives us a further 
sense of community.
As a cautionary note, we have been receiving enquiries from 
candidates upset at their employers’ insistence they return to office 
working. It will be interesting to see how exiting lockdown impacts on 
employers’ retention rates. 

Looking forward

It would seem that when it comes to epidemics lightning can strike 
twice, so we’re looking at improving our resilience further. That’s 
especially so in relation to phone systems and mail handling for 
example, but also processes such as online collaboration.
I anticipate we’ll end up with far more balanced office / remote 
working than ever before. That gels with the direction we’re taking, 
as we’re embedding more and more consultants with our exclusive 
retained clients.
Whatever the future holds, I’ll finish by wishing you, your family and 
company the very best. 

It would seem that when it 
comes to epidemics lightning 
can strike twice, so we’re 
looking at improving our 
resilience further.
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CONTRACTOR MANAGEMENT
SPECIALISTS

Professional contractors and consultants are grounded all 
around the world due to COVID-19. Thanks to technology, 
they are ready to work. 

We engage contractors in 40+ countries, so you can place 
them in the right roles.

Contractor Services
Migration Services

Payroll Financing  

entitysolutionsgroup.com 

SPEAK TO US ABOUT LOCAL 
AND OVERSEAS ENGAGEMENTS

enquiries@entitysolutionsgroup.com

Daily payroll.

Advance payments available on request.

Dedicated account manager.

Ongoing Legislative assistance and consulting.

K.I.D. (Key Information Document) details about pay,
holiday entitlement and other benefits for all workers.

At DNS Umbrella, we understand how critical it is for agen-
cies to receive a smooth and compliant service and hence 
take a very diligent approach in dealing with agencies.

BENEFITS

020 3500 2658

recruiters@dnsumbrella.co.uk

www.dnsumbrella.co.uk

DNS Umbrella, DNS House, 382 Kenton Road, Harrow, Middlesex, HA3 8DP

Philippa Williams, Head of Talent Development 
at Alexander Mann Solutions, discusses diversity 
lessons from COVID-19

It’s certainly safe to say that the global pandemic has changed 
the world of work and recruitment forever. I have no doubt that as 
we slowly begin to normalise, more businesses will be looking at 
continuing with many steps that they have introduced during the 
crisis, with remote and flexible working the main topic of conversation 
at the moment.
However, here at Alexander Mann Solutions there’s one particular 
lesson we’ve taken away from this all that will absolutely change how 
we operate post-Covid: how to correctly use technology to support 
everyone, including our neurodiverse colleagues.
We’ve always embraced a flexible approach to working in just 
one of many steps taken to drive inclusions, so before the global 
lockdowns began we were already utilising a number of tools to 
support the mix of employment contracts we had in place. But in light 
of the global shift to greater remote working and our entire global 
team operating from home at one stage, we quickly implemented a 
number of changes that have been incredibly valuable in bringing 
everyone together while working away from the office. For example, 
as we prepared to move the teams out of the offices, we developed 
a number of guidance documents to ensure staff and team leaders 
were as equipped as possible for the changes, both in terms of the 
tools available and how to keep engagement up. We also ensured 
that staff were completely aware of where they can turn to for support 
if they are struggling with absolutely anything. 
Due to the nature of our work, diversity and inclusion has always 
been a high priority and as we quickly implemented remote working 
plans for the entire company, we also considered how to best 
support and engage everyone. While this is just one example of the 
many steps we’ve taken to be more inclusive, we had the guidance 
documents reviewed by our partners at Auticon (a fantastic social 
enterprise employing exclusively autistic people as IT consultants). 
As a result, they were able to help us make several simple but 
effective adjustments. For example, they advised that the documents 
were potentially too bright and busy for some of our neurodiverse 
audiences and wouldn’t be helpful. As a result, we adapted them to 

ensure they were suitable for everyone, and we’ll be reviewing our 
future correspondence accordingly in light of this.
We also considered how the new way of working would affect 
individuals unused to being away from the office. While video calls 
are being widely embraced, there are some who find face-to-face 
communication uncomfortable in normal conditions, so to then have 
ten faces staring at you from your computer was certainly going to 
be an issue. In some instances, phone calls are the best approach, 
and we’ve ensured everyone is not only aware of this, but also 
comfortable with making a request to not join video conversations. 
As we begin to plan for the future and more of our staff take up the 
opportunity to work away from the office on a more permanent basis, 
this will be factored in to our best practice approach. I don’t doubt that 
video calls are here to stay and as a global business, actual face-to 
-face meetings aren’t possible with all of our colleagues. Where these 
are being used in the future, though, we will ensure that our entire 
team is aware of the impact this could have on their neurodiverse 
colleagues and make the relevant adjustments as a result.
We’ve also taken steps to adapt our online training that will continue 
as we begin to normalise. Again, there are some neurodiverse groups 
who aren’t fully relaxed in group settings and as a result are unlikely 
to be able to perform at their best. But this can be managed in a 
virtual setting. As a case in point, we’ve been using menti.com which 
allows people to anonymously post questions or comments  
during online webinars and it’s been well received by everyone  
so far. Pigeonholelive.com is another tool that we’ve used to  
increase engagement.
This is, of course, just one example of the inclusive lessons that we’re 
adapting to as a business as we emerge from the pandemic and 
there will certainly be more strings added to our bow. What’s been 
incredibly inspiring during this crisis, though, is the level of authentic 
inclusion that’s naturally evolved across our global community. 
Our staff have felt empowered to show their true selves at work. 
Those with prior experience working from home, now embrace the 
interruptions from their kids, rather than hiding in the cupboard for 
a conference call. And while we can’t enforce this going forward, 
we’ll certainly do everything we can to encourage these inclusive 
behaviours. n



TALENT POOL

perhaps, reduced morale – it may be tricky to get projects off the 
ground. Many companies that have needed to scale back in order to 
survive will still need to invest in talent to deliver and complete these 
projects, even if it is on a part-time or short-term basis.
Furthermore, many skilled workers may well be exploring additional 
working options, such as the gig economy and contract work. The role 
of freelancer is likely to shift; historically, part-time contractors have 
missed out on company benefits and socialisation, but now – as their 
talents become far more appreciated and in demand – freelancers 
have the opportunity to become some of the most integral and core 
members of teams, especially if hired to lead special projects.
The perception of freelancers and gig economy work has been long 
overdue an overhaul. Historically, freelancers have been excluded 
from the benefits of the permanent workforce including workplace 
culture, socialisation and support networks. Now, with the turbulence 
caused by the lockdown crisis, the private sector’s reliance on flexible 
workers will not only become apparent but crucial to its survival, 
delivering a positive step for the gig economy and its importance to 
the wider economy as we grow out of the COVID-19 period.
Freelancers with experience can lead teams to success and truly 
take the helm to deliver creative projects that will ensure businesses 
succeed. The global freelancer community has survived and thrived 
over the years functioning with a culture where you are only as good 
as your last job. Furthermore, you are only as good as your last fee. 
For this very reason, there continued dedication to each project may 
at times deliver results over and above the output of an individual who 
is consistently buffered by notice period and contractual safety.
The period through and post-COVID-19 means that the entirety of the 
UK workforce now functions with a similar degree of uncertainty; yet 
it will only be the freelance community who will understand how to 
navigate their output under such circumstances and therefore must be 
relied on heavily due to their experience in converting this sentiment 
into amazing results.
Now, business leaders should be exploring every avenue of growth 
and innovation to survive the fallout of the Coronavirus pandemic.  
By treating freelancers as true colleagues and fully embracing  
short-term contractors into the culture of the workplace, businesses 
can drive forward with purpose and overcome the challenges 
presented by lockdown. n

Justin Small, Founder of The Future Strategy Club, discusses the importance 
of the gig economy to keep the UK's private sector moving after lockdown.

Over the course of the last three months, the private sector has 
undergone a seismic shift. Thousands of businesses are struggling 
to stay afloat, and – despite the Government's furlough scheme 
– over 610,000 people have found themselves unemployed since 
March alone. In fact, new stats show that if a second wave of the 
Coronavirus occurs, the unemployment rate in the UK could reach a 
staggering 15 per cent.
Every firm in the UK has undoubtedly been affected by the pandemic 
– either positively or negatively – and business leaders have had to 
review what works well and what does not within their firms. Data 
from The Future Strategy Club shows that 29 per cent of business 
leaders have already done this. It is clear that in-house talent is to 
become a luxury for the foreseeable future as businesses – especially 
in the SME space – begin to rebuild. With overstretched budgets and 
the streamlining of teams, often it is the most creative members of the 
private workforce who have suffered as affording high-end, permanent 
talent is no longer maintainable for many firms.
COVID-19 has demanded UK businesses to rethink, with a time 
sensitive shift, what they think to be both productive and efficient. 
Recalibrating team structures to get the most output out of the least 
resource must not come at a price, especially for clients who have 
remained loyal to their suppliers. Striking the correct balance in saving 
talent whilst nurturing your bottom line is a tall order, especially for 
some of the UK’s youngest businesses. In most cases, only essential 
workers are kept on as businesses operate with a skeletal staff 
structure.
For businesses to recover fully and to thrive beyond the impact of 
Coronavirus, innovation to supplement the new profile of how offices 
function will be key. Now more than ever, with creative talent being 
a luxury for most, considering a freelance or contracted worker may 
provide the very tool to help nail this dynamic of innovation and 
reduced resource.
Freelancers provide a vital lifeline for those who are in dire need of 
expertise without the long-term commitment during the most financially 
uncertain period the UK has seen since the 2008 recession. Lockdown 
is easing, and this brings the opportunity for the first time in months 
to begin to resume and trade with some normalcy. With this comes 
progression; firms will need to start following their business plans once 
again to evolve and remain profitable. But with a reduced staff – and, 
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CORONAVIRUS
& CONTRACTOR EXPENSES
Traditionally, umbrella companies have structured the 
contract and payslip based on National Minimum Wage 
(NMW) + a discretionary bonus. The pay is structured 
in this was to limit umbrella companies exposure 
to non-payment and to ensure that they meet NMW 
requirements.  This has also enabled some umbrella 
companies to allow qualifying employees to claim tax 
relief on main site travel and subsistence costs.

In 2016, there was a legislation change which meant 
that only umbrella employees who aren’t under the 
supervision, direction or control of the end client were 
allowed to claim tax relief on these types of expenses.  
The introduction of the Optional Remuneration 
Arrangements (“OpRA”) legislation in 2017 resulted in 
a further restriction on availability of tax relief on these 
expense claims, as they could no longer form part of a 
salary sacrifice scheme.  Umbrella companies paying 
NMW, plus a discretionary bonus, were not sacrificing 
salary in exchange for tax free expenses, so were not 
caught by this rule change.

These rules and contractual structures have worked 
for the majority of umbrella companies, until the recent 
pandemic and the introduction of Furlough. Based 
on the above contractual agreement, only the NMW 
part would be allowed in the calculation of payment 
under the Coronavirus Job Retention Scheme (“CJRS”).  
Many umbrella companies have recently tested the 
discretionary nature of their pay and concluded it is not 
discretionary at all, and therefore able to be included in 
the calculation of the CJRS grant payment.

What does this mean for expenses? 

That is a question that most people have ignored and is 
a very important one! 

Due to clarification of the discretionary element of the 
pay (i.e. it is not discretionary), the payment of tax free 
reimbursement of travel and subsistence costs is no 
longer available to umbrella companies who have based 
their CJRS grant claim on 80% of the full salary as they 
would breach the OpRA rules.  If they were to argue that 
the NMW + Discretionary Bonus construct is correct, 
then they would be flouting the rules of CJRS and likely 
have to repay this as the government look to crack down 
on non-compliant furlough claims.  Essentially, you 
can’t make a different argument about the discretionary 
pay element when considering expenses and the CJRS 
scheme.

As a recruitment agency, you need to make sure your 
supply chain is compliant and financially robust. Any 
of your current umbrella companies who have made 
payments to furloughed employees based on 80% 
of the full earnings and who continue to reimburse 
tax free travel and subsistence expenses, risk HMRC 
investigation and financial loss and are also exposing 
you and your business to risk under the Criminal Finance 
Act.

The additional benefit to the worker when making 
this change is simply that their entire payment (less 
employment costs) will be classified as a salary and 
therefore remove the common dissatisfaction of 
contractually only being entitled to NMW. This will also 
help contractors when applying for credit, such as 
mortgages & loans.  

With the changes to IR35 coming in 2021, where the 
responsibility for determining a contractor’s IR35 status 
shifts from the contractor to the end hirer, we will see 
even more contractors moving from working within a 
PSC to an umbrella solution. This will undoubtly see 
a rise in the use of non-compliant umbrella solutions. 
We’re recommending all recruitment agencies to stay 
vigilant when it comes to managing your PSL, and the 
solutions your contractors use.

For advice on compliance, industry changes and all 
things contracting, reach out to our experts today.

SPEAK TO THE EXPERTS

01925 694 521 | agencies@brookson.co.uk 
brookson.co.uk/globalrecruiter



FRONTLINE

Richard Gould, Director of Commercial at Howden Employee Benefits 
& Wellbeing, discusses how recruiters can support their employees’ 
mental health post COVID-19.

THRIVE AT WORK
4. Relationships – this includes promoting positive working to avoid 
conflict.
5. Role – whether people understand their role, purpose, and value 
within the organisation.
6. Change – job insecurity and how change is managed and 
communicated.

Creating a strategy
• The first step it to create a mental health policy. This would include 

the roles and responsibilities of staff managing mental health, the 
support for mental health within the organisation and processes for 
staff communication and how disclosures are managed. 

• Investment by the senior management team is essential. Any 
strategy must be led from the top. If senior management lead 
conversations about mental health, it can be powerful. It can reduce 
stigma and encourage staff to be more open too.

• Train managers to be confident talking about mental health so 
they can be proactive and spot when a team member is stressed. 
Ensure they know what to say and where to sign post people to get 
additional support from their EAP service, mental health apps or 
other services. 

• Create regular staff surveys and forums, where employees can 
address concerns. If a company has information and data from 
staff, they can then create more personalised and tailored  
wellness plans. 

Tips for managing mental health 

Talk about mental health regularly at work
Encourage conversations about mental wellbeing, check in with 
people to find out how they are feeling and encourage people to be 
open about their issues. 

Tackling mental health is a priority for many recruitment firms. Even 
before COVID-19 arrived, the issue has been growing in importance. 
Last year, a report from CSG Talent entitled, Mental Health within 
the Recruitment Industry, highlighted that 74 per cent of recruiters 
suffered some form of mental health issue in the last year. Of these, 
59 per cent said they suffered from anxiety and 39 per cent had 
experienced depression.
Mental health issues are not good for employees or business. The 
government’s ‘Thriving at Work’ report estimated the cost of poor 
mental health to UK business at between £33 billion and £42 billion a 
year. It also found that 300,000 people with a long-term mental health 
problem lose their jobs each year. 
The coronavirus crisis has heightened mental health concerns. 
Recently, the Reward & Employee Benefits Association (REBA) 
highlighted one in four employers have increased spending on 
employee assistance programmes (EAPs) because of COVID-19. 
One in eight employers (13 per cent) also increased spending on their 
existing virtual GP service, while a further 8 per cent have introduced 
virtual GPs for the first time. 
Helping recruitment firms prevent and manage mental health issues  
is one of our key focus areas. 
We recently partnered with the Recruitment and Employment 
Confederation and mental health charity Mind to host event focused 
on mental wellbeing in recruitment. The event considered how 
can recruitment firms better support the mental wellbeing of their 

workforce? What policies and protection are needed? How can we 
stop treating mental health issues in a reactive, ‘band aid’ way and 
put in place preventative strategies that tackle root causes? Here are 
some of our findings:

Prevention is better than cure 
Mark Hashimi, Director of Strategic Wellbeing at Mind (Hammersmith 
and Fulham), said the first step to managing and preventing mental 
health issues is for companies to identify the stress triggers of 
employees and help employee become self-aware of the impact of 
stress and pressure. 
This could be as simple as asking people what their stress triggers 
are, what signs do they notice when they are stressed? What actions 
do they take to stay well? 
Line managers need to be trained to spot the signs of stress and 
to ensure they are asking the right questions to take a proactive 
approach to managing stress.

Identifying the triggers of stress
The Health and Safety Executive (HSE) has identified six key triggers 
for stress which are a helpful checklist for companies to understand 
how their employees are feeling and responding to pressure.
1. Demands – busy workloads, difficult work patterns and environment.
2. Control – how much say the person has in the way they work.
3. Support – what help and resources both internally and externally 
are available.
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Make the most of free resources
Mental Health at Work has free resources available for employers of 
every size, including policies, toolkits for different businesses, advice 
and guidance and case studies. 

Think about technology and apps
There are also a range of technology apps that support mental health. 
At Howden Employee Benefits & Wellbeing we offer employees 
Havensrock Thrive, a practical, discrete app for employees to monitor 
their mental health to help prevent and manage stress, anxiety and 
other common mental health conditions. This includes access to 
specialist mental health support, if needed, with a dedicated mental 
health nurse at RedArc. 

Listen to your staff 
Listening is often the best support employers can give staff. Create 
space for them to talk and for you to listen. Take time to ask people  
how they are and ask again. Make conversations around mental  
health habitual. 

Workshops, training, listen and learn lunches
Hosting mental health and wellbeing events can break down barriers 
and stigmas around mental health and demonstrate that mental 
wellbeing is important to the business. 

Promote mindfulness 
Encourage everyone to be mindful and conscious of mental health 
issues so they notice if their colleagues may not be feeling great and 
can sign post them to available support. 
In recruitment, demands and pressures are always present; however, 
firms can change the level of support and investment they make in the 
mental wellbeing of their staff post COVID-19. n 



It’s easy to do – you get caught up in the day to day running of 
getting the right people into the vacancies in front of you, or  
you chase after a new piece of business or a very keen 
consultant missing an important part of the process and before 
you know it, you’ve missed a crucial piece of compliance. 
As employers become more desperate for talent and the 
employment industry is subject to more scrutiny the danger of 
working non-compliantly is on the rise.
Thankfully the recruitment industry is well served by diverse 

compliance experts, keen to keep every company on the straight 
and narrow. From financial compliance to data, from existing and 
new employment legislation to effective and efficient candidate 
screening it is possible to deliver a compliant recruitment 
process which will ensure every stage in the supply chain is 
understood and protected.
Whether you’re looking for advice for forthcoming challenges – IR35, 
anyone? – or in need for a check to make sure your processes are 
the best they can be, these are the resources you need. n

KEEP 
COMPLYING
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Simplicity's Margin Index highlights how the pandemic has 
affected recruiters and employment sectors, and how they 
are recovering.

The global pandemic has created an employment market of severe 
peaks and troughs, experienced over a matter of weeks, even 
days. The last Margin Index gave insight into the initial impact of 
COVID-19 on industry sectors – the moment when the broader trends 
in employment, affected by government policy and investment 
confidence, were wiped out by lockdown. Data for the most recent 
quarter not only shows the hardest-hit sectors and those who 
have weathered the storm but also demonstrates how the easing 
of lockdown on a week by week basis has been felt by employers. 
Consequently, while the overall picture may be disheartening, more 
granular data from recent weeks suggests a growing market for the 
majority of sectors.
Considering the usual data, it is perhaps unsurprising to find IT 
has come to the fore in terms of growth with a positive 2.45 per 
cent difference between Q1 and Q2. The shift to home working has 
no doubt powered this change, not simply through the need for 
employees to be set up at home but also to be joined up with their 
colleagues. Additionally, systems require good security and protection 
from cyber-attacks while operating in a more dispersed structure. 
This presents an ongoing challenge and one which will, if anything, 
become more complex and demanding as work patterns shift.
The construction industry has managed to stay positive this quarter 
but below one per cent (0.94 per cent). This is a slight improvement on 
the last margin's data but still shows a sluggish and nervous sector. 
The impact of coronavirus on this sector has been complex. First, the 
sector has been hit by a general unwillingness among investors to 
commence builds due to the wider economic situation. Second, the 
ability of builders to socially distance while working has been possible 
resulting in activity recommencing on some sites while lockdown has 
continued in other sectors. Thirdly, dealing with the impact of the virus 
on the physical world – new bike schemes, walkways, pedestrian and 
traffic flows etc. has presented new and immediate opportunities for 
the sector. 
Education's rise of 1.42 per cent has also been driven by the pandemic 
response. As schools have sought to reopen, they have looked to 
bring in more staff to teach smaller, socially distanced groups. In these 
circumstances, it is highly likely that schools will engage temporary 
staff, not least because the demands around school openings have 
changed over the weeks and may yet undergo further consideration 
before September. 
It is unsurprising to find that the most stable sector during such 
unprecedented times has been the healthcare market, with the 
margins comfortably sitting around the 31 per cent marker. It will be 

interesting to see how margins fair in the sector moving forward, with 
global healthcare spending expected to rise by five per cent over the 
next three years and a change in dependence on the industry, 
The hardest-hit sector as far as the index is concerned is sales where 
the index has fallen by a significant 12.31 per cent. As the country shut 
down and stayed at home the willingness and ability of customers to 
part with their money has fallen. It has simply not been possible for 
sales staff to go to their usual markets and sell. 
Modest falls among the financial, commercial and industrial 
sectors also reflect the impact of the pandemic. That said, month 
by month activity comparisons made by Simplicity do present a 
more encouraging picture for these and other suffering sectors. For 
example, consideration of month by month activity in the hospitality 
sector shows a significant uptick – from a shrinkage of 60 per cent 
in April to growth of 41 per cent in June. Construction, industrial and 
engineering sectors have also scored highly in June, showing promise 
of new and positive growth now lockdown is easing.
It also seems that as the government make new announcements to 
spark a revival in the economy, recruiters feel the impact quite soon 
after initiatives are made. As mentioned above, the construction 
industry has been hesitant to start new projects, so perhaps the 
Stamp Duty holiday will have a knock-on effect through the sector 
here. Similarly, the hospitality industry may see another spike now VAT 
has been cut.
The UK's economic sectors are highly sensitive and are experiencing 
significant change. For example, figures from Simplicity concerning 
the IT sector show that while the first month of the pandemic delivered 
a significant hike in business overall. Weekly activity varied with great 
highs and lows. As the market levelled off in early May the sector 
saw activity fall by nearly 20 per cent in the latter part of May, before 
building back again in June. This sensitivity may well be heightened 
by the specific experience of the companies included in Simplicity's 
cohort, but their experience will no doubt have been repeated among 
other businesses in the sector.
The recruitment industry has long been touted as the barometer of the 
economy, and the current scenario upholds this. One lesson that does 
come from this month's Index, loud and clear, is that ultimately the 
success of any economic recovery will be determined by how soon, 
and indeed if, customers are ready to part with their money. Simplicity 
has reported another silver lining in this respect in that the sales sector 
activity is already climbing. From May to June, it scored a positive rise 
of more than 32 per cent. There is a long way to go before sector activity 
returns to pre-lockdown levels, but at least the journey is underway. n

THE SIMPLICITY 
MARGIN INDEX

MAPPING  
THE UK’S 

RECRUITMENT 

IT

2.45%
19.76%

CONSTRUCTION

0.94%
20.32%

HEALTHCARE

SALES

0.06%
31.03%

-12.31%
22.12%

ENGINEERING

-1.24%
14.93%

HOSPITALITY

-1.06%
20.10%

COMMERCIAL

-3.39%
20.97%

EDUCATION

1.42%
31.90%

FINANCIAL

-4.75%
23.33%

INDUSTRIAL

-3.49%
15.52%

Margin = Sales less payroll cost, which is made up of 
contractor/temp wages, including NI where applicable.   
Percentage figures shown = margin/sales x 100
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Matt Fryer, Head of Legal Services at Brookson Group advises 
on the postponed roll out.

RECRUITERS 
PREPARE 

an opportunity to brush up on their knowledge of the legislation 
changes. It is critical that everyone in the office has a certain level of 
understanding, as they will likely need to provide consultancy around 
the issues for both hirers and contractors in future. 
While contractors will remain responsible for paying the right amount 
of tax up until April 2021, some businesses will have already made 
the necessary assessments in preparation for the initial deadline. 
To ensure greater engagement and agreement throughout the 
process, we would suggest that recruiters now start actively involving 
contractors in conversations around IR35, as well as running hiring 
decisions past them so that both parties agree on the facts and 
parameters of the relationship. By providing a greater level of clarity 
between both parties, recruiters can help clients to retain their 
contractor talent, while also ensuring satisfaction with their own 
contractor talent pool. 
If a client has not already started to prepare, recruiters should 
continue encouraging them to take a case by case evaluation of 
individuals IR35 status, as this will ensure they meet the “reasonable 
care” threshold. Seeking specialist support is advisable, however 
it’s important recruitment teams have all the facts and can point 
businesses in the right direction. There are a lot of third parties 
now offering support that do not necessarily have the right level of 
experience or qualifications to do so. 

This month the Finance Bill passed through its report stage and third 
reading in the House of Commons without a successful challenge to 
the clause relating to IR35. This means that postponed changes to the 
off-payroll working rules will now be rolled out in the private sector from 
6 April 2021. 
While the coronavirus pandemic bought contractors and hirers an extra 
year to get themselves ready, the fact is, that with just weeks to go, 
many were still unprepared for the original IR35 deadline back in April. 
For recruiters, the pressure is now on not to let history repeat itself. 
Agencies have a crucial role to play supporting both clients and 
contractors to set out a clear timeline and make the necessary 
preparations that will ensure both continuity and compliance. 
Learning from the past 
Our ‘Ticking Timebomb’ research this time last year found that private 
sector businesses were woefully under prepared for the upcoming 
changes to IR35, with over half (59 per cent) planning short cuts like 
putting a blanket ban on working with contractors. 
By March, many still looked to be repeating mistakes that had already 
been made during the public sector roll out of the changes in 2017. 
At this time, a number of organisations such as the team behind HS2 
made knee jerk blanket insider IR35 assessments of their contractors, 
effectively reducing their take home pay. This resulted in project delays 
as the workforce left to find employers that would treat them more fairly 
and value their expertise.

The UK’s contractor talent pool was also becoming resentful of how 
things were being handled, with many beginning to share their negative 
experience of clients and agencies, which were managing the rule 
changes unfairly, online. 
Jesse Norman MP, Financial Secretary to the Treasury, has since been 
clear that blanket assessments are not be sufficient this time around. 
He stated, in response to concerns raised by MPs over this approach, 
that “The Government have been very clear that determinations 
must be based on an individual’s contractual terms and actual 
working arrangements.” He has also commissioned a report into the 
introduction of the changes to the public sector, which will hopefully 
deliver learnings for both hirers and HMRC alike in time for lessons to 
be learnt in 2021. 
Now we have a confirmed date to plan towards, contractors will be 
looking to their agencies and hirers for clarity on where they stand. 
This puts pressure on businesses to get their IR35 assessments 
right. With recruitment teams acting as the middleman between the 
two, the priority for them should be coaching their clients through the 
process and encouraging them to make the most of the extra time. The 
very clear instruction from the government is that hirers should take 
‘reasonable care’ to make a thorough, rather than knee-jerk, response. 
What should recruiters’ next steps be?
Recruiter training on IR35 should have taken place ahead of the 
proposed April 2020 roll out, however teams should take this as 
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With that in mind, it’s worth thinking about the suppliers you currently 
work with and whether they can be counted on to manage IR35 
compliantly. Checking for FCSA accreditation is a good place to 
start, especially with umbrella and payroll companies. It is also worth 
considering whether accountancy services that you recommend really 
understand the new rules. 
It is likely that we will see a hybrid landscape emerge over the next 
few years in which contractors find themselves moving between 
inside and outside IR35 roles. If this is the case, you will need 
suppliers with skill, experience and agility. By working with a partner 
that has the understanding and ability to work with contractors on 
both an umbrella and PSC basis, recruiters will be able focus their 
attention where it matters, on building fostering trusted relationships 
with clients and contractors. 
Recruiters now have a chance to position themselves as a real 
partner of choice for clients who need support with IR35. Businesses 
will be looking for expert advice throughout the assessment process, 
while contractors will be seeking agencies that will help them to have 
open and honest conversations around the changes and how it will 
impact them. Agencies that can achieve this will be rewarded with 
ongoing trust from their existing clients, as well as a chance to win 
new business from firms that are less proactive. n 
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