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WELCOME

The perfect fit
for recruitment

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 the launch of our 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

17
12

are helping to shape the future of the staffing industry and will help you with your
processes and efficiencies within your business. And to give you even more rich
relevant content, we've added a Digital Recruiter section to the magazine to give
you an even greater read.
Stay Safe and Healthy Everyone
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BUCKING
THE
TREND

IR35 Assessments –
Ready in Minutes

The number of professional
vacancies in London paying
over £40k saw a huge increase
in August, despite this usually
being associated with a seasonal
lull in hiring, suggesting that
the Capital is returning to
normal. That’s according to new
research from the Association of
Professional Staffing Companies
(APSCo), the trade association
for the recruitment sector.

   
    
 
  

Professional vacancies hit
record levels
The data, provided by
business intelligence specialist
Vacancysoft as part of its Covid
hiring tracker, revealed a huge



      
 
  

 

Across the companies hiring in
London, August saw Amazon
knocked off the top spot, with

Ann Swain, CEO of APSCo
comments:
“It’s incredibly encouraging
to see such positive signs in
London’s hiring activity. Each
year our data points towards a
seasonal hiring lull in August so
to see such healthy recruitment
levels while we are still
navigating Covid-19 suggests
that the Capital is well on the
road to recovery. And while we
are acutely aware that the next
few months – as the furlough
scheme closes and reports of a
second wave surface – will shed
more light on the health of the
professional recruitment sector,
current indicators suggest that
the worst is definitely behind us.”

 

GAPS IN SUPPORT

   

    
  
  

EY knocks Amazon off top
hirers spot

EY leading recruitment activity,
posting 197 vacancies in August
alone for both accountants and
consultants. While Amazon
places second on the top ten
organisations hiring – which is
reflective of the continued shift to
online shopping – the increase
in vacancies at EY, as well
as those at four of the largest
banking giants ( JP Morgan, Citi,
Nationwide and Goldman Sachs)
suggests that the City’s hiring is
returning to normal.
The data also revealed that IT
professionals are in highest
demand in London, accounting
for 33 per cent of all vacancies,
followed by bankers at 21
per cent.

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



   

uptick in the average number
of vacancies. In April, volumes
understandably hit an all-time low
of just 194 vacancies per day, in
comparison by the end of August
this had reached 386 – almost
reaching pre lockdown levels.
In addition, the data reveals
that there were three days in
August where the daily volume of
professional roles exceeded 500
– demonstrating that the Capital
is well on the road to recovery.


 
     




 

 

IPSE (the Association of
Independent Professionals
and the Self-Employed) has
responded to new government
statistics on the Self-Employed
Income Support Scheme (SEISS)
by calling for an extension to
support which is 'focused, flexible
and fair'.
Today's figures show two million
individuals have so far benefited
from the second and final
round of grants. IPSE warned
that without further support,
many businesses will fail, while
approximately 1.5 million selfemployed have been excluded
from the scheme altogether.
Andy Chamberlain, Director of
Policy at IPSE (the Association
of Independent Professionals
and the Self-Employed), said:
"SEISS has been a vital lifeline
for those who are eligible and
we strongly backed the decision

to extend it for a second time in
August. But now is not the time
to withdraw support completely.
Self-employed businesses are
still reeling from the economic
impact of coronavirus and many
of them were excluded from
SEISS because of its strict
eligibility criteria.
"We are calling on government
to introduce a new round of
support which is focused,
flexible and fair to ensure that
struggling businesses - many
of which missed out the first
time - can access the help they
need now.
"As a second wave of
coronavirus approaches, local
lockdowns and individual
quarantining measures are
inevitable. Government must
do more to support businesses
that will be impacted by these
restrictions."
www.theglobalrecruiter.com
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OSCAR OPENING
Leading global recruiter Oscar has
announced the launch of a new
office in Philadelphia, which is
home to some of the world's most
high-profile tech giants.
The office, opening this month,
will support Oscar's flagship
Technology brand and it's niche
divisions, amid ambitious plans
to strengthen the business's
international reputation
The location will also enable
Oscar to expand on its already
extensive client base in America's
North-East, while the team focuses
its attention on growing Oscar's
considerable range of corporate
recruitment services across tech
disciplines, with particular initial
focus on CRM vendors such as
Salesforce, MS Dynamics and
Workday. The office opening
quickly follows Oscar's 2nd US,
which opened in Austin in October
2019, and has grown staff numbers
by 300 per cent since inception.
Operating the division will be

a highly experienced team of
experts including Kyle Carson and
Louis Beck, who have already
been strategically hired by Oscar,
working remotely in lines with
COVID-19 restrictions.
Further hires have been made
that start in conjunction with the
office opening and there is a
mandate to reach double figures
staff by year end.
Oscar identified Philadelphia
as a key location on account of
its influential and growing tech
scene, which is paving the way
for exciting opportunities in the
Ecommerce, data science, coding
and healthcare arenas, to name
a few.
In addition, a handful of
Philadelphia's tech firms saw major
acquisitions valued at more than
$2 billion last year, representing a
culmination of years of investment
by not only venture capital and
private equity firms, but also local
employees, advisers and partners.

WOMEN AFFECTED
Oscar's newly renovated office
space features a conference
center, an
on-site gym and boasts the
upscale R2L Restaurant on the
37th floor. Workers can enjoy direct
access to the shops at Liberty
Place, the Westin Hotel and condo
living.
Managing Director for The
Americas, Kevin Holt l says: "The
next 12 months are going to be
really exciting here at Oscar,
starting with the opening of our
Philadelphia office.
We are very fortunate, through our
previous successes and prudent
management, to be able to see this
very unstable era as an opportunity
to access great talent and continue
to grow our business, bucking the
trend elsewhere,
We hired two excellent local
consultants in Kyle Carson and
Louis Beck, who together bring an
array of recruitment & technical
knowledge, enthusiasm and

personality to the office.
These key hires, coupled with the
attractive location of Philadelphia,
put Oscar in a great position to
keep improving our service to
clients and candidates alike along
the North East coast and Midwest
region'.
This launch comes within weeks
of Oscar adding to its core
brands in Technology, Energy
and Construction with new
distinct launches of Oscar Digital
and Oscar Life Sciences, which
cohesively supports clients on
a global basis in the respective
sectors.
Oscar's HQ is in Manchester, UK,
with additional offices in London,
UK, Amsterdam, The Netherlands,
Houston, Austin and now
Philadelphia, U.S. This expansive
infrastructure has enabled Oscar
to service multinational clients on
a global basis and strategically
deliver the best candidates,
wherever they are in the world.

BAME COVID CRISIS
Networking group People Like Us
has announced its latest virtual
event aimed at addressing racial
underrepresentation in the media
and marcomms industries. The
latest instalment is designed
specifically for marcomms
professionals from minority ethnic
backgrounds that have been
directly impacted by COVID19
and are currently job seeking.
The event comes after research
conducted by People Like
Us revealed that over four in
10 (42 per cent) marcomms
professionals from minority
ethnic backgrounds felt their
career prospects suffered since
the start of the pandemic and 37
per cent felt that diversity is less
of a priority in the workplace. It
also found professionals from
these backgrounds were under
a greater financial and emotional
strain compared to the rest
of the industry, as they were
even taking a bigger pay cut on

average (+18 per cent).
Sheeraz Gulsher,
Co-Founder, People Like Us
said: “It’s crunch time for the
marcomms industry on diversity.
We were already suffering from
an inability to attract and retain
diverse talent, but research has
shown that this could get even
worse, as those from minority
backgrounds have been hit
hardest by the pandemic.
“Now is the critical moment for
businesses to maintain their
commitment to tackling this
issue and invest in the future of
our industry. If we don’t support
people from diverse backgrounds
now, then we risk setting the
whole industry back, and losing
great talent forever. Whether you
are a recruiter, or a marcomms
professional, your support
matters now more than ever.”
Darain Faraz, Co-Founder, People
Like Us added: “With the
backdrop of the Black Lives
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New data from LinkedIn reveals
the significant impact that
COVID-19 has had
on the professional lives of women
in the UK. The data shows that
women were less likely to be hired
during peak lockdown. Research
also found that women are feeling
less confident about their job
and career prospects, and that
working mums are more likely to
be providing full-time childcare.
Women less likely to be hired
than men during lockdown
LinkedIn data finds that the hiring
of women in the UK followed
a U-shaped trajectory in 2020.
Female hiring reached its lowest
point in April when it fell to 41.5
per cent, before recovering to
45.2 per cent in July. In 2019,
women accounted
for 45.6 per cent of hires in the
UK. Women trying to find work in
the Recreation and Travel industry
faced significant turmoil; women
accounted for 44.3 per cent of the
hires in the industry in 2019, but
this fell as low as 31.1 per cent in
May of 2020.
The data shows that female hiring
in the UK improved as restrictions
to contain the virus lifted and
has now returned to levels seen
before the pandemic. While this
is positive, women started from
a lower baseline and still need to
make up for the loss of hires in
April/May.
Women lack confidence in jobs
and careers, and report higher
stress and anxiety than men
LinkedIn's latest Workforce
Confidence Index shows that
women are feeling significantly

Matter movement, layered with
a devastating global pandemic,
we find ourselves at an important
juncture to finally address the
BAME covid crisis that lies before
us. If not now, then when?”
People Like Us, which launched
at the start of the year, hosted its
sold-out inaugural virtual event
in June 2020. Over 50 recruiters
from organisations including
LinkedIn, Snapchat and Twitch

were in attendance as well as
over 100 attendees from right
across the industry.
Virtually ‘People Like Us’
1 October, 4-5pm
https://www.eventbrite.
co.uk/e/virtually-people-likeus-a-celebration-of-bamemedia-and-marcomms-prostickets-120780889893

less confident about their future
work prospects, in comparison
to men, and working mums are
bearing the brunt of additional
childcare responsibilities.
The data reveals that 27 per
cent of working mums said they
were caring for their children
by themselves, and 32 per cent
said they were providing full-time
childcare, compared to just a fifth
(19 per cent) of men. Working
dads are also more likely to
alternate childcare duties within
their household, with two-thirds
(61 per cent) of men doing this
compared to just a third (34 per
cent) of women.
Nearly two-thirds (62 per cent) of
women report feeling increased
levels of stress or anxiety due to
the pandemic, compared to less
than half (48 per cent) of men.
Women are also 10 per cent
less confident in their ability to
get or hold onto a job than men.
Similarly, women are two thirds
(67 per cent) less confident in their
ability to progress their career
than men, and 133 per cent less
confident about their ability to
improve their financial situation in
the next 6 months.
As the UK government manages
school reopening policies, this
data sheds light on the economic
impact of lockdown measures on
working women, who are more
likely to be looking after children,
and underscores the importance
of flexible working policies from
employers.
Janine Chamberlin, Director at
LinkedIn, said: "LinkedIn data
finds that women are facing
greater hurdles when it comes
to employment opportunities
and career progression due

to the global pandemic. Many
women have had to juggle everincreasing work commitments
with heightened childcare and
household responsibilities. The
concern is that with greater
demands on their time and higher
levels of stress, working mothers
may consider reducing their hours
or leaving the workforce entirely.
Employers have the opportunity
to create more flexibility so that
women do not have to choose
between their children and their
careers, and it is reassuring to see
that this is top of mind for many
business leaders today. Now
is the time for organisations to
consider flexible hours and remote
working. These initiatives can go
a long way in helping to retain
women in the workforce."
Lisa Pantelli, Communications
Professional and mum of three
said: "I can relate to mums who
say they're bearing the brunt of
providing full-time childcare whilst
juggling a job. Trying to balance a
demanding full- time job with three
children of different ages and
needs has not been an easy task
over the lockdown period, and
there have been moments of pure
chaos! Like many other working
mothers out there I've been
navigating my way through this
unprecedented time as best as I
know how - taking things day by
day and leaning on my husband
and immediate family for support.
I am lucky to work for a company
that truly understands and
believes in the benefits of flexible
working, and hope to see more
companies adopt similar policies
so that working parents are able
to better manage, particularly as
many begin to return to the office."
Joeli Brearley, Founder of

charity Pregnant Then Screwed,
said: "The data from LinkedIn
demonstrates the many
challenges women are facing
when it comes to employment
and career progression due to
the pandemic. Since the start of
lockdown, our free legal advice
lines have been ringing off the
hook with pregnant women
worried about their careers.
Lockdown saw a number of
mothers taking on the lion's share
of caring duties and housework
with many believing this has either
impacted their career prospects
or will certainly harm them in the
future."
Leanne Wood, Group Chief
HR Officer at Vodafone, said:
"Vodafone is committed to
gender equality, and we're proud
of the progress we're making
through our policies that support
diversity and inclusion. The
COVID-19 crisis has further
highlighted the importance of
inclusion, engagement and
flexibility for our people, and we
have offered additional support
for wellbeing and balancing
caretaking responsibilities during
this challenging time. As part
of our plans for the future, we
will open up Vodafone to new
employees who might have
been excluded in the past, by
removing location where we can
as a role requirement. We're still
hiring in most of our markets and
welcoming applications in the UK,
and we offer a supportive culture
where individuals and teams can
be themselves, and have the
freedom to tailor the way they
work to their own work styles and
personal needs." n
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SEIZE THE
MOMENT

Global Recruiter caught up with World Employment Confederation
member National Recruitment Federation (NRF), Ireland, and spoke
with CEO Geraldine King about opportunities appearing.

What are the main challenges and opportunities
currently facing the labour market in Ireland?
If you had asked me that question at the start of 2020 my answer
would have been very different than today. Back then, Ireland was
enjoying virtual full employment, with an unemployment rate of just
4.7 per cent. The greatest challenge we faced was talent shortages in
the buoyant IT and healthcare sectors as demand outstripped supply.
Fast forward to today and the picture is quite different. The
unemployment rate is over 16 per cent, and while this is down from
the 28 per cent it reached at the height of the Covid-19 crisis, it is still
higher than during the 2008 economic crisis.
Some areas of the economy are now tentatively opening up
and adjusting to a new normal, however many sectors, such as
hospitality, remain closed. The challenge for the employment
and recruitment sector is to get people back to work and provide
platforms that enable workers to transition into new jobs and learn
new skills along the way.

How do you see the industry’s role evolving
in both the short and longer term? What is the
outlook for flexible staffing?
Arguably the role of our sector has never been so crucial. We
have the chance to take a lead in offering guidance and advice
to governments, companies and workers, partnering with them in
managing a broad range of issues – from recruiting, training and
upskilling through to implementing new health and safety measures
in the workplace.
Collaboration is key. Our sector has broad experience in these
areas and can help provide solutions to support the recovery. We
can demonstrate how best to connect people with work, to identify
transferrable skill sets, to provide training and to transition people
from those sector’s that are struggling to those that need more staff.
The opportunities are out there but we need to be smart and to work
fast in equipping people with new skills. I see our sector as at the
coalface and the next six months will be critical. In many ways this

It is still early days on
the road to recovery,
but we do see pockets
of encouragement in
some sectors

is our opportunity to showcase the role that the industry can play in
partnering with organisations and helping them to move forward.
At the height of the pandemic our sector worked to support both
companies and workers. While much of the retail sector was locked
down, food retailing was booming and needed to staff-up in with
delivery drivers, in-store and in logistics. Similarly, in the healthcare
sector, we saw strong demand and were able to transition workers
from those sectors of the economy that were closed – such as
restaurants, catering and entertainment.

What actions are you taking to support your
members, their client companies and workers to
lead in the new normal?
We are working closely with our members and their clients in
providing a range of support services to help them in navigating
the crisis:
- Just a few weeks into lockdown NRF launched a ‘Keep Ireland
Working’ campaign with a platform to which candidates could sign
up in order to be connected with participating agencies. This was
quite an innovative departure for our organisation.
- We also set up a Covid-19 platform on our website giving members
access to a range of experts – from lawyers and policymakers
through to health and safety practitioners.
- Members receive monthly updates flagging the top 10 things
that they should be aware of, using simple language that they can
understand.
- As parts of the economy began to open, so we created a
‘Returning safely to work’ taskforce and brought on-board a host of
experts to help us provide members with the best advice in meeting
the additional requirements of today’s workplace. We are also
mindful of the importance of remote working safely and in both these
areas we have had strong guidance and direction from our global
body, World Employment Confederation (WEC).
Our services are now completely virtual and we hold regular member
events and seminars with speakers giving advice on topics from
sales and retraining, through to understanding government policy. >

WEC is promoting social innovation as a way to
accommodate new challenges. What does that
mean in your market and how has that changed
with the Covid-19 crisis?
Social innovation has moved to a whole new level now as we strive
to keep our country working. There is the opportunity to provide a
host of new platforms for positioning roles into which people can
transition.
Remote working is a big game changer. Whereas pre-Covid it was
a ‘nice to have’ and for the few, now we have had to make it work.
It has brought challenges but also many benefits. We already see
people less stressed and with more balance in their lives. Many
client companies have ruled out any return to the office before 2021.
Many in our industry are now operating a hybrid system alternating
three days in the office and two days at home. Within NRF we work in
two teams so that we remain in our bubbles and have the chance to
clean the office fully in between each working day.
I also believe that the trend towards remote working offers a real
boost for diversity within the labour market. It breaks down barriers
and affords labour market access to a whole cohort of people who
would previously have been excluded. I am determined that some
good should come from this pandemic and we at NRF will be looking
to support greater diversity and drive ongoing social innovation in the
months and years ahead.

How prepared is your market for the post-Covid
world of work?
We have had to learn fast over the past six months and set in place a host of
new services. We are now in good shape and the Irish Government has done
a really good job and been swift to recognise the need for collaboration and
consultation among experts from all areas – from employers and recruitment
specialists to the hygiene sector. We are having to redesign the workplace
from scratch and to bring in expertise that we never thought we would need.
One area that we are particularly proud of is the introduction of an Honours
Degree in Recruitment Practice. This is the world’s first such professional
qualification in our sector and the first students will begin their three-year
degree course this autumn at the National College of Ireland.
The ground-breaking initiative has really put our industry on the map as a
serious and important profession. The Irish Government helped us to launch
it and the minister uses our industry as a poster child for developing a
rigorous academic framework for professional services. We hope that it will
become a blueprint that will be copied around the world.
It is still early days on the road to recovery, but we do see pockets of
encouragement in some sectors. I like to think that we have built a solid
relationship with government and partners around the country and that
despite the hardships and heartaches that the Covid-19 crisis has inflicted
on our communities, it has made people sit up and take notice and
recognise the private employment industry as a serious support sector and
a vital cog in our economy. n
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NO BORDERS
Ott Vatter, Managing Director, e-Residency looks at the future
of work across the globe.
Many large companies have announced in recent weeks that they have
no plans to return to the office for the foreseeable future; a survey by
the BBC revealed that fifty of the UK’s biggest employers can not see a
way of accommodating large numbers of staff while social and physical
distancing regulations are still in place. The Royal Bank of Scotland
made the call for staff to stay home until 2021 back in July, and it is
becoming apparent that employees in many organisations may never
return to offices.
It is important that we see the wider picture here; the changing world
of work has been on the horizon since the technological revolution.
The acceleration of the shift to digital over the previous decade
has seen an inevitable growth in desires for a new working culture
that prioritises better work-life balance, enabled by technology.
However, the pandemic has been an important catalyst in making
this inevitable change a reality. The urgency with which organisations
were forced to adapt their working models, and the need for
employers to support this process in order for their businesses
to survive has aligned desires from both sides to make a remote
working culture function as effectively as possible.
The world has been moving away from traditional desk-oriented
structures for a number of years, and Stanford University research from
before the pandemic even revealed that remote working programmes
can significantly boost workplace productivity. The study showed that,
among the group that worked remotely, employee attrition decreased
by 50 percent among the telecommuters, they took shorter breaks, had
fewer sick days, and took less time off. Even with such positive evidence
that remote working benefits organisations, the pre-Covid world was
bogged down by myths about remote working and productivity.
Now, we have undergone a global remote-working experiment and can
expect to see more and more companies adopting the model full-time.
For many individuals, they will take this one step further; in addition to
the growth of remote workers, the number of ‘digital nomads’ in the
working world was on a steep incline before the pandemic (there are
almost 5 million digital nomads in the world). For these individuals,
remote working has taken on a new meaning entirely, allowing them to
not only work from home, but to work from anywhere.

Government’s and organisations
that fail to recognise that the
world of work is changing forever
will simply be left behind

So, who are digital nomads?
There are an abundance of common misconceptions when it
comes to who digital nomads are and what exactly they do.
Digital nomads are simply workers who are location independent;
in other words, they work borderlessly, without the constraints of
being tied to a physical office or even time zone. The idea that the
digital nomad lifestyle allows you to be very relaxed, worry-free and
enjoy lots of free time is misleading in many ways.
On a daily basis, digital nomads might be running companies in
multiple countries whilst residing in another, they might be connecting
with people from all over the world, and they are often at the forefront
of innovation in their field – many found fast-scaling start-ups that
utilise next-generation technology to provide products and services
that bringing value to the economy. These digital nomads tend to
be working in innovative spaces, which is apt considering that the
concept of digital nomadism requires forward thinking.
Digital nomads are in fact some of the hardest working people in
the economic ecosystem. It is not easy to stay constantly on top of
your business whilst travelling and although this lifestyle may sound
appealing, it actually involves a lot of multitasking, accommodating
different local infrastructures and missing out on social interaction.

What does all this mean for the future of work?
If governments are to prepare for the future of work (whilst also
recovering from the economic impact of the pandemic) they must
look to digital-first strategies that support borderless working and
bring in new revenue streams. We have already witnessed a
keen appetite for digital-residency programmes, with the Estonian
e-Residency programme attracting over 72,000 people from 174
countries to become virtual citizens, while the Estonian government's
new Digital Nomad Visa is allowing remote workers as well location
independent entrepreneurs to actually reside in the country. Other
countries have followed suit, with Barbados choosing to freeze
income tax via its ‘Welcome Stamp’ scheme, Bermuda introducing
the ‘Work From Bermuda’ certificate and Georgia’s imminent visa
scheme for remote workers allowing self-employed non-nationals to
work from the country.
Government’s and organisations that fail to recognise that the world
of work is changing forever will simply be left behind. By exploring
digital solutions, we can become a better connected, more resilient
global working community that is better prepared for whatever crisis
may arise. n

Fast, Easy, FCSA and Professional Passport
accredited Compliant PAYE Umbrella Solution
Special Covid19 Return to Work Package now available:
Save your workers money - 4 weeks free service.
Your workers will have access to their pay earlier than normal we can advance their payments before you pay us*.
Protect your workers and their families - Life Insurance, critical
illness, income protection and personal accident cover.
Help keep your workers to stay safe - Free hand sanitiser.
The best possible advice - The DNS Group includes 11 accountancy
practises that help to ensure a truly bespoke service and highly
specialised advice.

If you would like to discuss how we can support you, your business and your workers, please contact our

Director Lee Wright: 07894 901224 | Lee.Wright@DNSAccountants.co.uk
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UNDERSTANDING
BUSINESS
Dale Swords, founding director of Understanding Recruitment
reflects on performance during the pandemic.

As the recruitment industry races into September it’s hard to
believe how much has changed since the majority of us walked
out of our offices back in March. Many of us had barely heard
of Zoom or MS Teams let alone relied on them as part of our
everyday lives and whilst flexible working was becoming ‘a
thing’ the thought of a fully remote workforce would have been
laughed at. But how things have changed (unprecedented you
might say!) and so too has the recruitment industry, including
us here at Understanding Recruitment.
In a period of time that will go down in history and which in my
opinion will change the way we live and work forever, aside
from the sheer mayhem and heartbreak its caused so many
people and businesses, for me its also been a fascinating
experience of how teams and people (myself included)
have responded to the most unexpected and arguably most
challenging circumstances the recruitment industry will
(hopefully) ever see. And in particular to witness first-hand how
Covid has shaped and in many ways changed the landscape of
the recruitment market forever as we slowly but surely see the
road to recovery on the horizon.
Winding the clock back to March and following ‘lockdown’ the
immediate aftermath was palatable and despite the tech market
within which we operate historically being more resilient to
change than most (and in many cases being the catalyst for
change itself) even it couldn’t withstand the initial barrage that
Covid brought with over half our vacancies slashed overnight
and a healthy pipeline of business suddenly disappearing into
a black hole.
We’ve all lived through the crisis and seen first-hand the
devastation it’s had on so many people and businesses across
the board, so rather than digging up what we already know as
recruiters (i.e. vacancies down, recruitment spend down, etc) I
want to focus on the future but also what lessons I’ve learned
along the way and where I believe we’re going as an industry
(well as I see it anyway) as well as remembering that this is
a huge opportunity for us as industry to adapt and redefine
recruitment standards. >

14 AN ALYSIS

So what have I learned? Firstly, and by a country mile, has
been the importance of creating and cementing a truly powerful
culture. A culture which when times get tough, can withstand
anything that’s thrown at it. Several years ago we collectively
defined our culture in 5 core values, which is the foundation
we’ve built the business on from the hiring process and
throughout everyone’s career with us and in everything we do.
They’re not just words on a wall, and the togetherness, fight,
sheer grit and determination to get through this crisis ‘together’
is something I’ll never forget or ever take for granted.

“Long before success teammates are tested.”
A big part of our culture has always been our transparency
and open communication. Particularly during this crisis we
never wanted people to feel like they were second guessing our
decision making so we took this a step further, presenting our
longer term vision for the business, reminding people that we
will come through this but also detailing our costs and
break-even points to the business and making sure there was
total transparency and knowledge of where we were and what
we needed from the team to help us to get through it.
We also engaged with recruitment leaders from across the
sector, sharing knowledge, ideas and trying to work out as an
industry what we needed to do, after all there’s no text book
for this. And in an industry where all too often we see the
competition as ‘the enemy’ this was the time to come together
and have strength in numbers, help support each other and
come through it stronger as a profession.
Several years ago we’d taken the bold but important step to
move away from being a generalist tech recruitment business
and develop deep rooted specialisms in high growth areas
within the tech market and by doing this establish deeper and
more loyal relationships with our clients and candidates alike.
This approach also enabled us to build out new service lines, in
particular engaging more on retained projects with clients and
embedding ourselves within the very fabric of their business.
Establishing ourselves as a true recruitment partner and its
these relationships that have been incredibly important for
us as a business, both in terms of committed revenue and
contractor growth to underpin our permanent division during
the turbulent months.
A bold statement we also made as a leadership team as we
entered the crisis and a commitment we were determined to
make happen, was to be a bigger but also better quality team
than when we entered. And as such we set in motion some key
projects we believed would help us to achieve this, rather than

standing still. We had an opportunity to reshape our business
and our service proposition for the better, in preparation for the
bounce-back.
We also quickly adapted to the world of remote working and
using our digital platforms to run as smoothly as possible and
with the minimum amount of disruption. MS Teams has been our
communication platform of choice and has enabled everyone
across the business to remain engaged at all times, something
which from a cultural perspective was really important.
And over and above everything, and in many ways going
back to culture, remember to have a bit of fun along the
way, launching our weekly newsletter and rolling out over 60
quizzes, all of which we’ll be continuing with well into the future
such has been the reaction from the team.
A huge part of the recovery and which I’m sure will continue
to re-shape working practices as an industry will has without a
doubt been our adaption (whether we wanted to or not) to remote
working – and what a seismic shift that’s been and I expect we’ll
see continue as we come through the other side.
It’ll be the companies who adapt best to the post Covid world
who in my opinion will thrive whilst others less willing to adapt
will find themselves going backwards. The rules have changed,
and employers within the industry need to embrace them.
And with this shift, the approach to hiring is also changing.
Remote interviewing and remote onboarding across so many
organisations has broken down the barriers that would have
existed before and in many ways make the recruitment process
from both sides much quicker and simpler than ever.
It has also opened up a whole new talent pool for companies
looking to hire with far fewer restrictions on location as a barrier
and in turn, providing even greater options for the rich tech
talent out there too so a win-win for everyone – well almost.
Recruitment talent now more than ever needs to be nurtured
and supported and the winners will be those recruitment
companies more willing and able to engage and provide a
community (in many cases remotely) that keeps people feeling
valued and with a clear sense of purpose that goes well
beyond their day to day job, invigorating their Employee Value
Proposition (EVP) at every opportunity. This is something we’re
constantly working on and constantly asking for feedback from
the team on.
There will, of course, be challenging times ahead and tough
decisions for recruitment companies and people to make
however the comeback is on and it’ll be the recruitment
businesses and the talented professionals within the industry
who will be a huge driving force in us coming through the other
side better than ever before. n
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global staffing industry
Staffing businesses are encountering exceptional and fast moving
challenges that continue to test the resolve of their digital capacities.
Our new dedicated platform is focused on covering the latest in recruitment technology
development and identifying the technology recruiters need, should consider and
can best implement for their businesses. This isn’t about technology for the sake of
technology, this is about what works for consultants, clients and candidates in making
effective and efficient placements for everyone.
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TECHNOLOGY
FOR THE GLOBAL
STAFFING
INDUSTRY
Welcome to a brand new section in our
magazine, The Digital Recruiter.
Staffing businesses are encountering
exceptional and fast moving challenges
that continue to test the resolve of their
digital capacities. Our new dedicated
platform and section in The Global

Recruiter is focused on covering the latest
in recruitment technology development
and identifying the technology recruiters
need, should consider and can best
implement fortheir businesses. This
isn't about technology for the sake of
technology, this is about what works for

consultants, clients and candidates in
making effective and efficient placements
for everyone.
To keep up to date with the latest
Technology in the staffing industry, please
visit:www.digital.theglobalrecruiter.com.
We hope you enjoy your new read.

To keep up to date with the latest technology in the staffing industry, please visit www.digital.theglobalrecruiter.com

ITRIS
9 CRM
LAUNCH
With an increasing demand for
security and flexibility, itris 9's
unique hybrid cloud technology
gives recruiters confidence in
accessing their data securely from
any location through its advanced
user interface.
After being rebuilt from scratch
with a focus on user experience,
their new product allows its users
to unlock their true potential by
maximising their efficiency and
productivity. Off the shelf, itris 9
provides a range of functionality
including DaXtra parsing, state of
the art dashboards and powerful
process automation as standard.
Paul Sangster – Associate
Director of Sales and Marketing
"Having worked in this industry
for over 10 years, I have seen a
huge amount of change to the
software market. There has been

a gap in the technology space for
some time now, with many users
frustrated with the lack of
innovation and support from
suppliers. We recognise the
importance of the
services we offer alongside itris 9
and invest heavily in our workforce
and resources, so we can offer
exceptional support and guidance
to our customers."
Chris Brind – Managing Director

"We are the first supplier to rebuild
their software from the ground up
and this is reflected in its attention
to detail, speed and performance.
Our staff have worked extremely
hard and I am confident that we
can deliver what I believe to be the
future in recruitment software.
Our vision has always been to
create software which is valued by
its users and recognised for being
innovative within the recruitment
industry. One of the benefits of

being a traditional software house
is that we have full control over our
products and future roadmap. We
have some big plans for itris 9 and
will be announcing a tonne of new
features over the coming months."
Jim Denning – CEO, LHi Group
"itris 9 clearly stands out in what
has become a very crowded
market and undoubtedly offers a
product the recruitment industry
has been waiting for". >
www.theglobalrecruiter.com
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FINITE TAKE
XRM
After an in-depth market
evaluation, leading ANZ
Tech, Digital and Business
Transformation recruiter, Finite IT,
eventually plumped for Microsoft
Power Apps Partner of the Year
Award finalist, Mercury xRM for
their replacement Group CRM
system.
"We're very excited to be Mercury
xRM's Australian launch partner,"
says Finite's MD, Tracy Thomson,
"bringing this new leading-edge
technology 'down-under' from
the UK and opening up a whole
new chapter of amazing digital
features for our recruitment teams.
These include state of the art
Dashboards and Analytics, full
Office 365 Integration, Vacancy
and Applicant Management,
Workflow Automation, Onboarding
and Compliance Management,
LinkedIn Integration, Advanced
Search Technology, and fully
Mobile Recruiting."
"Finite has been progressively
moving our systems onto

Microsoft's enterprise Power
Platform over the last few years.
Mercury xRM's Gold Partner
status in both Application
Development and Cloud Platform
reflects the effort and expertise
Mercury xRM's CRM product has
in leveraging Microsoft Dynamics
365, Microsoft's Power Platform,
Office 365 and Azure, to allow
Finite to deploy the very best
available technology solutions for
recruitment, staffing and services
businesses currently available
worldwide."
This is not the first time that Finite
has taken the plunge, ahead of
other agencies. Finite was also
the Australian launch partner back
in 2008 for iProfile, another highly
innovative and successful UK
concept, introducing cross agency
talent pooling and a host of clever
candidate features.
Thomson notes "with a large
database of 700,000 specialists it's
important we can identify the best
candidates in the shortest possible

time, Mercury xRM's advanced
search capabilities enable us to
refine searches to pinpoint the
most suitable candidates for our
clients, saving everyone time in
the process and increasing our
value proposition to our clients and
candidates.
We were also particularly
impressed with some of the new
features in their development
pipeline which will take candidate
networking to the next level in
terms of assisting us locating
multiple candidates with similar
skill sets and experience, this is
going to be revolutionary!"
Chris Kendrick, Mercury xRM
CEO commented "Finite was
an ideal launch partner for
Mercury xRM in Australia, with
them wanting to leverage their

investment in Microsoft technology
having already implemented Office
365 and Teams and looking for
better integration with these tools
and opportunities with LinkedIn
Recruiter, Sales Navigator and
Power BI. Finite's team showed a
real appetite for better technology
enablement and we're excited to
introduce the new features from
our product roadmap and partner
integrations."
Mercury xRM opened in Sydney
in October 2019 as part of a global
expansion and has since opened
offices in North America in July
2020. The staffing and recruitment
software specialist are a Microsoft
Gold and Silver certified partner
and provides services across the
world to 'leaders in market' like
Finite.

them time and money - particularly
in the sourcing and selection
of candidates and this demand
has increased since the onset of
Covid-19."
"Companies emerging from this
crisis want to be more agile, to
reduce costs, streamline their
processes and view technology
as a key enabler. Many firms have
been using video to interview and
onboard new starters and found it
convenient and cost effective,
so we are looking forward to
introducing them
to the benefits of skeeled."
Speeckaert's views are supported
by new a research report, The
Future of Work Survey from
Cielo, a Recruitment Process
Outsourcing provider, amongst
international business leaders
which highlighted that two thirds

of businesses have successfully
interviewed and onboarded new
starters during the Covid-19
outbreak and that 82 per cent
of hiring managers will continue
to interview by video once the
pandemic is over. skeeled has also
recently partnered with VONQ,
a European smart recruitment
technology provider, to allow users
of skeeled to set up job advertising
campaigns using VONQ's huge
network - which incorporates 2,000
global channels - by combining
the publication of job offers and
purchasing marketing campaigns
in the press. The company
has also joined forces with the
international Indeed group and has
integrated Indeed's technology
in the platform to automate the
publication of job offers. n

SKEELED
WORKFORCE
skeeled, a fast-growing
Luxembourg technology start up, is
today launching its innovative, AIbased predictive talent acquisition
software in the UK to make it
easier, faster and more efficient for
employers and recruiters to attract,
select and hire the right talent.
The biggest advantage of skeeled's
software is the fact it automates
the early and time-consuming and
resource intensive steps of the
recruitment process: the publishing
of offers, the screening of CVs, the
scheduling of first phone interviews
and face-to-face interviews,
saving recruiters and employers
significant time and money. The
platform's predictive AI technology
accurately screens candidate
profiles and ranks and evaluates
applicants against an employer's
job specification, selecting only
candidates that meet and match
the requirements.
Candidates can also use the
system to upload their CVs and
post short videos and undertake
pre-employment tests that assess
their personality, skills, motivation
and attitude, which gives employers

more information and an in-depth
and holistic view of each applicant.
The system includes an Applicant
Tracking System which enables
interviewers, recruiters and
employers to collaborate and
communicate throughout the hiring
process and follow up effectively
with applicants to ensure a good
candidate experience.
Established in 2014 in
Luxembourg, skeeled has achieved
fast growth and success. In 2019,
the company achieved over
120 per cent growth of turnover
compared with the previous year.
In June, the company launched
Version 3 of its software and it
has ambitious growth plans which
includes establishing a foothold
in the UK market and doubling
its workforce in Luxembourg and
Porto from 25 to 50.
Nicolas Speeckaert, skeeled's
Co-Founder and Managing Partner
says, "Recruiting and acquiring
talent is a fundamental process
for companies and we see major
growth potential in the UK. UK
companies are seeking innovative
recruitment solutions that save
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21ST
CENTURY
OFFICE
Andrew Johnson, MD at meeting provider PowWowNow,
asks what the next evolution will involve?

Remote working has been growing steadily in popularity for
the last few years, fuelled by innovations in technology and the
development of shared working spaces and hotdesking models.
The Coronavirus pandemic forced the majority of businesses
globally to close their offices and make a longer-term shift to
remote working. As we begin to emerge from the global health
crisis, what does the future of the 21st century office look like, and
will workers return to the fixed workspaces of the past?

The history of the office
Ancient Rome is credited with gifting us the legacy of the
office; offices and government offices lay at the heart of Roman
towns in large ‘forums’ usually containing shops and dedicated
workspaces. The fall of the Roman empire saw such office
buildings disappear, replaced instead with ‘office’ work taking
place in or above homes, with shop owners regularly living above
their stores alongside any employees.
The 18th century bore witness to the first dedicated office
buildings in Britain, the Ripley Building, built for the Royal Navy,
and the East India House, designed as the headquarters for the
thousands of staff needed to handle the bureaucracy of
long-distance trading. Open plan offices took shape in the 20th
century, when the Larkin Administration Building opened in 1906,
where workers were organised into rows of desks in cheap, high
rise buildings. The 1960s gave rise to office landscaping and
semi-enclosed workspaces, while the ‘80’s saw the cheap and
effective modular walls rise in popularity, resulting in the creation of
mass cubicle offices globally. Evidently, the concept of the ‘office’
has always been evolving, but a dedicated corporate space has
been in place for the majority of workers since the 20th century.

Digital transformation and the ‘smart office’
Over the last ten years or so, digitalisation has transformed the
office as we know it, as workers gain more freedom to work
remotely. Demographic and technological change were already
creating a shift away from the fixed office space, but the global
pandemic has accelerated this evolution, ushering in a new era of
smart offices. The way we design, build and occupy offices will
change forever.
As the pandemic moves under control, many workers are continuing
to work remotely, with strong appetite present for mass remote
working to be sustained. PowWowNow’s research found 70 per
cent of business leaders aim to increase the amount of flexibility
their workers have once we return to the office, while 80 per cent of
workers believe flexible working makes a job more appealing.
Moving forward, businesses will re-evaluate their corporate real
estate footprints, either downsizing or moving to satellite offices.
These spaces will likely only be used for irregular team catch-ups,
team-building activities or client meetings, with remote working to
become the norm.
As such, the future of the office will be comprised of a hybrid
workforce of both semi-regular onsite workers and remote workers.
This, compounded by the fact that AI and automation are likely
to form part of the office of tomorrow, will mean connectivity and
the integration of services will be needed to unite these different
strands of the workforce.
Over the past few months of the pandemic, businesses have
invested in remote collaboration tools, cybersecurity technology,
HR tools and workforce training programmes to ensure their staff
can continue to work effectively and progress while remote. These
tools will be embraced as we move forwards, and investment in
technology and digitalisation will only accelerate.

‘Smart offices’ will become the offices of the future, where
technology is used to help employees work productively and
efficiently, whether that’s in-office or remotely. Such offices will
involve leveraging analytics and connected technologies to ensure
the workplace can cater to the needs of its employees at any time.

Applications of technology in the ‘smart office’
Smart meeting rooms will be able to use intelligent technology to
integrate software and hardware tools with the physical meeting
room and build a more productive space. For example, IT leaders
and business decision-makers can gain insight into how and when
spaces are being used and ensure they are being used efficiently.
Such intelligent meeting rooms will mean distributed and global
teams can work from any location but remain connected and
productive. Video and conference calling tools like PowWowNow
and Zoom can be used to ensure remote workers can join in-office
meetings, and allow you to schedule, and host, meetings, while
whiteboard tools can be used to share ideas quickly and effectively.
Technology companies are already using IoT and data to make the
sitting/standing desk experience more scientific; alerts can notify
workers when they’ve been sitting or standing for too long and
provide analysis on sitting habits, while departments can compete
using gamification tools for healthy activity. Such data can also be
used to understand and track occupancy of the office for shared
and hot desking so that smaller office spaces can be managed and
used by workforces balancing in-office work with remote work.
Workers will be able to use software to book and reserve spaces
throughout their working day.
The benefits of smart offices are numerous; by analysing and
tracking office occupation, movement and resources in real-time,
offices can respond to optimise the performance of the building
and its workers. This means such spaces can create an improved

worker experience that can boost productivity and wellbeing, as
well as improving talent attraction and retention. Smart buildings
are also easier to run and maintain, use space flexibly and
efficiently, and reduce environmental impact.

The way forward
Businesses will be financially incentivised to reduce the cost
of renting and servicing large commercial properties in urban
centres, and many will cut these costs by implementing more
remote working. The unproductive commute will become a relic
of the past, with workers empowered to maximise their time
working wherever suits them best.
While a decline in offices in central urban spaces will be a
short-term issue, this will leave room for housing, cultural and
leisure activities, as well as the creative industries. Meanwhile
rural areas that have long suffered decline, as the young move
away to cities, will have opportunities for regeneration with
people able to work remotely.
There will always be a need for social interaction, and the
physical workspace will adapt to become a place designed to
foster innovation and connection. Workers will visit such spaces
to exercise, eat, shop and collaborate, so that the office of the
future will need to offer such mixed-use space and facilities.
The death knell is sounding for the fixed office space as we
know it, but the future is ripe with opportunity. With flexible
working to become par for the course, workers will be better
able to balance work and life commitments, and workspaces
will therefore become more accommodating to working parents,
people with disabilities, and those with other commitments.
The office can become more diverse and thrive off this
multiplicity of thought and experience, while productivity and
wellbeing will be enhanced. n
www.theglobalrecruiter.com
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LEVEL
PLAYING
FIELD?
John Hetherington, UK Sales Manager,
Practical Software on the changing
recruitment experience and how technology
can help agencies can adapt to COVID.

TH E D I G I TA L R E C R U I T ER

Proper implementation of back-office software can make
the difference between bloated, out-dated processes
and an agile business model that helps you adapt to any
situation. With the effects of COVID-19; can technology
further offer boutique recruiters the opportunity to truly
compete with the giants of the recruitment industry?
We all know that businesses stick with what they know
and traditionally this has been larger agencies with longstanding reputations. However, over the past few years
there has been a shift to smaller, more boutique agencies.
Agencies that aren’t necessarily driven so heavily by
KPIs and numbers, but ones that are driven by the desire
to create a seamless holistic approach to recruitment
in securing the very best candidates for their clients. In
2018 alone, Companies House registered a total 8,488
recruitment agencies, a 46 per cent year-on-year increase
from 2017.
Now with the changes that businesses are experiencing
from remote working, zoom interviews and online
conferencing; that are already forcing a change in the
balance between specialist agencies and industry
heavyweights; what other technology changes can
support an agile, remote working business model to
further level the playing field?

Make it scalable
2020 has definitely shown where the benefits can lie
for an agile business that can scale in response to
recruitment needs. Unlike previous major events that
have affected businesses, the £330bn furlough leave
system has protected permanent employees meaning
temporary recruitment hasn’t had to stop. In some
cases, such as with health care, there has been a surge
in recruitment. With an estimated 80 per cent of nurse
vacancies and 90 per cent of doctor vacancies filled by
temporary staff, it’s easy to see why having the right
technical resource can support the agency recruitment
process and help agencies weather the COVID storm.
Scalable back-office, payroll and onboarding can enable
agencies to cut unnecessary costs for candidates that
aren’t on assignment. Making sure that your systems and
their billing can adapt to requirements doesn’t just save a
business money but can potentially save it entirely.

23

Streamline your processes
“The entire recruitment process can be streamlined
with technology and COVID has shown how beneficial
this can be to agencies, clients and candidates” says
John Hetherington, UK Sales Manager of Practical
Software. “Once a client brief has been received, in-depth
requirements can be discussed and interviews can be
carried out using platforms such as Zoom. From this, a
timesheet and payroll platform like Practical Software can
further streamline the process by handling onboarding,
right to work and other essential compliance documents.”

Automation is freedom
Reviewing the level of automation in your recruitment
systems can be of great benefit too. Whether it’s preemployment testing, background checks or scheduling
for interviews. Choosing a digital solution for your
post-recruitment process helps here as well. From bulk
uploading of timesheets and payroll management to
delivery or data aggregation and reporting. These are all
things that free up time for your staff and help if you’re
currently working in shift patterns. Supporting your staff
so that they can more easily manage tasks when under
pressure from home working and tight time schedules
can make a real difference, whether it’s to make time
for a mental health check-in with a colleague or a Zoom
coffee break.

Size no longer matters
Technology and innovation isn’t slowing; and partnered
with the continuing demands of the pandemic to provide
a remote experience for clients and candidates there are
huge opportunities for agencies of all sizes. Whether this
is from creating a greater remote personal experience
or something as simple as being able to pass on cost
savings to clients; it’s clear that the tools are there to
enable start-up and boutique agencies; focus on their
experience and compete at much higher levels than
ever before. n
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ENHANCE
THE
EXPERIENCE
Amy Robinson, senior brand development manager at Esendex,
looks at How creating a digitised recruitment process can put you
ahead of your competitor.

There is evidence that the pandemic has made many employees
consider a career change, with research from Hooray Health and
Protection showing that, compared to figures from pre-lockdown,
50 per cent of workers are currently planning to look for a new job.
This poses the question of how wide-scale recruitment will take place
since the majority of office workers continue to work remotely.
Recruiters across the UK have been forced to rely on digital methods
during lockdown, but this has raised concerns over how this impacts
the candidate experience and onboarding process. With the
reduction of in-person interviews and introduction days, recruiters
have a monumental task of ensuring they provide the best possible
experience for candidates as we continue to adapt to this
‘new normal’.
To aid recruiters in building strong candidate relationships and
managing the onboarding process digitally, here are some tips on
how to communicate effectively and provide support to interviewees
through digital methods.

Maintain open communication with candidates
Candidates may be warier about how the recruitment process will
work digitally, so it is crucial for each stage to be openly discussed

with candidates so they understand what to expect. Digitised
recruitment will require significant adaptation from how it was run
before the pandemic and these changes should be effectively
communicated to all parties involved.
Recruiters should consider offering in-depth tips to candidates to
support them through the digitised recruitment process. This could
be in the form of a blog series or FAQ page where advice is provided
on preparing for video interviews, telephone calls or even tips for
candidates for their first day of remote working with the new firm,
which could be sent via email or SMS messaging.

Utilise the technology at your disposal
To make the entire remote recruitment process easier, recruiters
should lean on the numerous digital tools which can automate the
experience for candidates. Platforms such as on-demand video
interview software can help streamline the hiring process, meaning
less time is required from recruiters themselves when reviewing
the candidate pool for each job role. These platforms also allow
candidates to record their responses at a time that suits them, easing
the pressure on nerves and removing the issue of scheduling a date
which works for both parties.

To alleviate the additional admin which recruitment brings, businesses
can use tools like SMS messaging. This allows for personalised job
opportunities to be sent directly to the phones of candidates. For
recruiters, this means they benefit from an open rate of 95 per cent
from the messages they are sending, and for candidates it means the
entire process of job searching is simplified for them.

Ensure all messaging is updated
To ensure the recruitment process is as smooth as possible for
candidates, businesses should focus on providing clear and
consistent communication on the roles they are offering and their
recruitment process. For example, if a live job advert was previously
for an in-office role but this job can now be done remotely, this change
should be documented on the website for candidates to see.
Any changes which recruiters have made to shift their interview
process to suit a digital environment should be articulated to everyone
involved. For instance, if the inability to conduct in-person interviews
means additional video interviews or a phone interview step needs to
be added, both employees and candidates should be aware of this.
This will ensure a more consistent experience for candidates and
recruiters themselves too.

Provide additional support
With the level of uncertainty which the pandemic has presented,
proactive communication is key to providing candidates with a
seamless experience. Recruiters should consider adding steps to
their communication whereby they provide additional support to
candidates during the interview and onboarding processes.
Sending encouraging tips and messages to candidates before their
interview could significantly boost their confidence and mood, and
give them a great impression of the business. Scheduling in calls
to check in on candidates and how they are finding the process
could also ensure any initial worries or issues are ironed out. This
additional effort could make all the difference in creating a smooth
transition to digital recruitment for candidates as we move forward in
the coming months. n

Recruiters should consider adding
steps to their communication
whereby they provide additional
support to candidates during the
interview and onboarding processes
www.theglobalrecruiter.com
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QUICK WINS
Robert Rutherford, CEO of IT consultancy, QuoStar, offers his top tech tips
for recruitment firms looking to reduce costs and maximise resilience.

The UK is facing a deep recession. With almost 750,000 jobs lost
since lockdown and the furlough scheme set to close in October,
recruitment firms find themselves at the heart of a jobs crisis
and must seek quick ways to save if they are going to weather
the worst of what is to come.
IT was the hero of the transition to remote working and has been
fundamental in keeping operations ticking along. With many
recruitment consultants now facing a damaged jobs market, they
will be looking to cut costs and eliminate inefficiencies in any
way possible. Before taking drastic action, it’s vital to consider
how IT can streamline operations and boost productivity quickly
and cheaply. Here’s what tech can do:

Review your cloud
Data by IT asset management firm, Snow Software, shows that
82 per cent of firms increased their cloud usage during the
pandemic. Most recruitment firms will be using cloud-based
platforms and software already, but, as if often the case with
tech investments, managers simply might not know where (or
how) to look for savings.
Millions of pounds are wasted every year by cloud
mismanagement, which makes it essential for recruitment
firms to review their expenditure in this area. Cloud businesses
and large software vendors, such as Microsoft change
their licensing and billing methods continually, so a market
assessment should be undertaken at least every 6 months. You
may be locked into a contract with some services but there is
usually room for a renegotiation, especially now.

Level up tech training
Recruiters with IT and tech roles to fill have been kept busy
during the pandemic, as businesses have looked to plug a skills
gap or expand their digital offering. But looking internally, how
many people in the company really know how to get the best
out of the IT at hand? Whether it’s Microsoft Office 365, CRM
software or the CMS, employees are often only familiar with the
features they need to ‘do the job’ and might be missing out on
functionalities that can help boost their productivity.
From a security point of view, end-user training is also critical.
Hackers are well aware of human error-related weaknesses, so
you should regularly educate your employees on the types of
attacks, how to spot them and how to respond. If the business
is unable to conduct training on this topic in-house, it should
certainly consider involving a third-party or signing up to an
online service. While this may require some initial financial
outlay, it will be significantly lower than the financial, operational
and reputational impact of a successful cyber-attack.

Get cyber secure
The move to remote working led to a significant increase in
cyber-attacks and entirely new issues for recruiters, such as
‘Zoombombing’ – the intrusion by hackers into video calls.
More serious attacks like phishing scams, malware and
ransomware are all on the rise too, making security a key priority
for all firms wanting to avoid breaches that can affect their
reputation, finances and productivity. It’s too easy for firms to be
complacent and that’s dangerous.

An immediate win, therefore, is to get Cyber Essentials
accredited. The government-backed scheme is designed to
minimise the risk of cyber-attacks by applying very basic
security controls in areas such as access control, secure
configuration and malware protection. In order to keep clients’
and applicants’ data secure, firms should really implement Cyber
Essentials as a bare minimum, any less would be negligent in
their duties.

Change the phones
A recruiter’s most important tool is their phone, so it’s vital
that they have access to features that enable collaboration,
top client service and agile working. VoIP is an internet-based
phone system that allows companies to direct extensions to any
location, from any mobile device, and it’s typically cheaper, more
flexible and offers greater functionality. Many firms will already
be running it but it’s important to review system capabilities and
cost, especially for those who plan to continue flexible working
post-COVID.
The big shift for many firms has been the widescale move to
softphone applications. They allow employees to use their
mobile, laptop or other smart devices as their desk phone.
Wherever an employee is, their phone number can follow
them automatically and seamlessly. Microsoft Teams is also
being used more regularly for direct calls in remote working.
Although the analytics and reporting are not quite there yet, the
collaborative aspect certainly is, so it may be a suitable option
for smaller operations.

Measure performance
Management should have a radar of what’s going on within
the business, from the high-level right down to granular detail
where required. KPIs should provide a scorecard of company
health, allowing firms to measure progress towards long-term
objectives. For recruiters, this may include basic metrics around
agent activity levels through to more general areas, such as
the number of interviews to offers, offer acceptance rate to the
quality of hire, and time to hire. Measuring and adjusting KPIs
will keep firms focused and allow them to pivot more quickly
when tactics aren’t delivering the results needed.
Those more experienced with KPI tracking may wish to
consider investing in Business Intelligence (BI) software.
More BI products are coming onto the market which can, for
example, use AI to give granular insight into how the company is
performing against a wide range of metrics, allowing agencies to
take a more targeted approach to any policy or process changes.

Taking big strides with small steps
When the going gets tough, it’s tempting for decision makers to
drastically cut all IT spend. Such a blanket approach rarely has
a positive effect, but that doesn’t mean recruitment firms cannot
optimise and reduce costs. Simple gap analysis, reviewing
what is already in place and making strategic low-risk, low cost
investments can pay dividends – in the short and long term. n
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BRIDGING

THE GAP

Arne Hellmuth, managing director, Transformation
Solutions at LHH discusses workforce planning
designed for an age of unprecedented challenges.

It is one of the strangest and most compelling workforce planning
challenges I have ever witnessed in the global labor market: millions of
workers displaced by COVID-19 at the same time that millions of new
and emerging jobs are being created.
Airlines have been grounded but online retailers are struggling to keep
up with an unprecedented surge in orders. Hotels, restaurants and bars
have been crippled, but the manufacturing of a wide array of products
such as Personal Protective Equipment and hand sanitizer has soared
to new heights. Jobs in tourism have largely evaporated but work in
fields such as security and health care are growing at a steady pace.
The question I kept asking myself is whether the human capital
industry—the firms and experts that employers turn to in times of
change and crisis—is doing enough to come up with innovative
solutions needed to address this unprecedented labor phenomenon.
One thing is for certain: our traditional solutions may not be enough.
Options such as career transition are always going to be a critical
element in the ebb and flow of workers. Even now, while countries
move toward safely reopening and companies evolve their business
models in response to COVID-19, career transition is set to play a vital
role in how an organization can both support displaced workers and
protect the employer brand. But today’s unique labor market conditions
demand that we develop more meaningful ways of helping workers and
organizations through this crisis.
At LHH, we saw an intriguing opportunity to explore new ways to

build a secure and orderly pathway between companies that need to
temporarily shed workers and find them work with organizations that
urgently need to hire. The only thing we knew for sure at the outset of
our project was that initial attempts to match labor supply with demand
have been met with mixed results.
In March, CVS Health Corp.—one of the world’s largest health care
and pharmacy companies—announced that it needed to hire 50,000
new employees to help meet a surge in business created in part by
the pandemic. To source these hires, CVS reached out to companies
like Gap Inc., Delta Airlines and Hilton Worldwide Holdings, all of which
were forced to lay-off or furlough hundreds of thousands of employees
around the world.
CVS earned significant positive publicity for its gesture, but it was
not without some unexpected consequences. Partly because of the
publicity, CVS received more than 900,000 resumés for its 50,000
openings. In a situation that requires an agile and expedited response,
CVS created a HR challenge of enormous proportions.
What we really needed to make this happen was a way of curating
the movement of employees in a way that was more deliberate and
controlled. What we needed was an “Employment Bridge.”
Conceptually, the Employment Bridge would be a mechanism that
could take surplus workers at one company and find them temporary
employment at another company, while allowing the original employer
to retain the ability to recall them when and if business turns around. It’s

a fairly straightforward idea but the implementation had the potential to
be quite complicated.
Different countries have different legal demands to reduce workforce.
In some places, it’s relatively easy to layoff or furlough employees;
in other jurisdictions, particularly in Europe, layoffs and furloughs
are complicated by multiple layers of legal protocols. To make the
Employment Bridge a reality, we’d have to find a way to move workers
that all parties involved—the individual, the companies, governments
and unions—could support.
Part of our solution was found at Modis, a global provider of IT,
engineering and life sciences personnel and solutions that operates
within the Adecco Group of companies. Working together, we devised
a mechanism to allow originating companies with an oversupply of
workers to “lend” their people to Modis, effectively suspending but
not cancelling their original employment contracts. Modis would then
contract out these employees to other companies that need to expand
their workforces.
It’s a simple, elegant solution where all parties benefit. And it’s very
quickly gone from the theoretical to reality.
LHH and Modis have just completed a pilot project with two large
European companies that will eventually lead to the migration of 6,000
employees across the Employment Bridge.
How has this gone so swiftly from theory to reality? A quick examination
of the terms of the Employment Bridge shows that the advantages to

the individuals and the originating company are numerous.
First, employers can reduce their payroll without having to cover
additional severance and separation costs. When many companies
have recently seen drastic and precipitous declines in operating
revenue, it is critical to find the most cost-effective way of reducing
headcount that protects workers and protects businesses from
vulnerability.
The Employment Bridge also offers originating employers the right
to recall their workers when business starts to return to normal. The
retention of key talent is a huge advantage that gives companies
particularly hard hit by the pandemic the best chance to ramp back up
to normal operation, as quickly and as cost-effectively as possible.
Individual employees can also reap multiple benefits from the
Employment Bridge.
Workers ultimately get the opportunity to gain new experience and
skills by working at another organization. And under the terms of the
agreement with the destination company, employees are guaranteed to
earn comparable wages and benefits.
The COVID-19 pandemic has, in many ways, transformed some of the
assumptions we have made about workforce planning in the midst of
an economic downturn. The human capital industry simply cannot only
offer traditional solutions when faced with a non-traditional challenges.
The Employment Bridge is our new solution for a new and
unprecedented challenge. n
www.theglobalrecruiter.com
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The past six months have been nothing short of challenging for the
professional recruitment sector. And while we may not be quite out of
the woods– with not only uncertainty surrounding Covid-19, but also
Brexit still firmly on the agenda – there are many positives emerging
across our membership. Hiring levels are certainly improving and
many staffing companies are now looking to bolster their own teams
as demand from clients picks up and confidence levels return.
However in today’s new normal, recruitment businesses are facing
managing a new make-up of workforce which is why at the beginning
of lockdown we very quickly launched an HR & Training Resources
Hub that has provided guidance and toolkits on Recruitment &
Onboarding; Reward and Recognition; Performance Management
and Employee Relations. And as staffing companies set their sights
on expansion once again, we are having lots of conversations and
receiving queries relating to getting onboarding and the first 90 days
of a consultant’s employment right.

Onboarding in the new normal

Supported by...

While many recruitment businesses are returning to the office, the
fact remains that the working world as we know it has changed.
Remote working is certainly here to stay and gone are the days where
employees need to be local to work for a company. As a result staffing
firms are taking advantage of much larger talent pools to source
best in class recruiters. However, this means that many onboarding
processes are having to be carried out virtually. And this was the
very topic of a recent webinar from APSCo’s affiliate member, Tina

Holt, HR expert and Director of JTHR Solutions. Her advice on virtual
onboarding and the first 90 days of a role is very apt for recruitment
companies looking to expand their headcount over the coming
months in a virtual setting.

Ramping up pre-boarding comms
While some elements of the pre-boarding stage will likely be the
same– the individual will require the same information such as an
offer letter, contract, and start dates – the crucial difference in a virtual
world is the level of communication required. After all, the new starter
will be in a very different situation than they were a few months ago
– they will likely have been working remotely for an extended period
of time. And because they are spending more time at home with little
separation between home and work life, a large proportion of their
communication will be with their current colleagues.
Consequently it’s key that as their new employer you break this
communication up and be much more visible than you would be in a
more traditional setting. And it is worth bearing in mind that in times of
uncertainty employees are much more susceptible to counter offers
so in order to prevent anyone backing out of your offer at the last
minute, regular communication is key. It is important to think about
what information you can share with them in the lead up to their start
date that will help keep them engaged, such as a virtual office tour,
video call with their immediate team and manager, or an invitation to
the weekly or monthly staff get together. >
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Today’s new normal means
that onboarding and induction
programmes have had to be
completely overhauled

There are also aspects of the on-boarding process that would
usually take place on a recruit’s first day in the office which should
be moved to the pre-boarding stage. For example, getting their
computer and the systems they require set up so they are ready on
day one and have the necessary details and manuals to get them
up and running quickly. Not only will this aid the induction process,
but it will also offer further chances for communication with the
team. And a great piece of advice from Tina is getting the Managing
Director, or a member of the senior leadership team, involved in the
pre-boarding process via a video that can be sent to new recruits
welcoming them, or arranging a call prior to their start date so they
can get to know the company better from the top down.

Adjusting the onboarding process and
considering the first 90 days
While the pre-boarding stage in a virtual world is vital, staffing
companies also need to pay close attention to the onboarding phase
and have a strategy in place to ensure that the first 90 days of a
recruit’s journey are successful. As Tina points out, if the introduction
process is not clear, structured, supportive and transparent, staffing
companies risk losing new hires within the first 6 months. And in the
current climate, getting it right is arguably more important than ever,
however with the correct processes in place, recruitment companies
can offer a robust induction and stand every chance of a success.
One of the biggest challenges that new starters will face when
joining virtually is that for them, very little will have changed. They
will be working in the same place, they just have a new employer.
It’s worth considering what elements of a ‘traditional’ on-boarding
and induction process can be carried out virtually. The usual team
lunch, and meet the team activities, for example, should certainly
still form part of their first week, albeit through a video call. And
when it comes to a structured induction plan, it’s important that from

the minute a recruit starts they have a thorough understanding of
what to expect, who they can seek advice from, and when and what
they will be doing each day. While this will differ from company to
company, the first week should certainly include information on the
company’s vision, mission, overall strategy and core values, as well
as any training on systems they require before they start the job.
And once the first week is completed, it’s important that firms not
only continue to keep up regular communication, but that starters
have a consistent and robust level of training throughout the 90 day
period and that there is clear information about who it will be with,
in what format, and what the expectations are. By offering a 90 day
roadmap, employees will be in a better position to understand what
the first few months look like and address any concerns or questions
they have from the outset.
Another key element is to ensure that you have a comprehensive
way to track and monitor progress so that any areas of concern –
from both parties – can be addressed and where further training
or guidance is required, for example, it can be actioned quickly.
While remote working will no doubt mean that in person interaction
is greatly reduced, regular review meetings should still be held so
monitoring can be achieved just as well as it would if new starters
were in the office.
While there is no denying that today’s new normal means that
onboarding and induction programmes have had to be completely
overhauled, by carefully planning for the new remote environment,
staffing firms can offer the same support, guidance and training that
they would if starters were in the office full time. Making adjustments
to pre and on-boarding strategies will ensure that engagement levels
remain high, employees get the most out of their first 90 days, and
recruitment firms stand the very best chance of retaining the talent
that they have hired. n

