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WELCOME

Taking the madness
out of 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
IR35 is on the horizon and in this issue we dedicate our column
inches to making sure that you have the best advice to hand, to help
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you through to April. To further assist we’ve also added a new IR35
section to our website to help over the coming months https://www.
theglobalrecruiter.com/ir35-hub/
Stay Safe and Healthy Everyone
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The phone’s
still ringing.
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IR35
ABOLITION
Former Financial Secretary to the
Treasury Mel Stride has called
for the abolition of IR35 during
a Treasury Committee meeting
about tax after coronavirus.
Making his closing remarks,
the man who helped usher in
the extension of the Off-Payroll
legislation to the private sector
singled out “the dreaded IR35”,
adding: “I think we all agree that
it is best abolished as soon as
possible.”
The comment rounded off a
meeting in which MPs, industry
experts and stakeholders all
voiced strong opposition to the
legislation in both its traditional
and modern format, and in
which alternate measures for
addressing inadequacies in the
tax system were also posed.
Dave Chaplin, CEO and founder

Work smarter and faster, whether
you’re at the ofﬁce or the
kitchen table, with an intelligent
communications platform.
Efﬁcient team collaboration.
Reduced operating costs.
Greater productivity.

of ContractorCalculator and
IR35 Shield and the force behind
The Stop The Off-Payroll Tax
is cynical about the prospect of
any change and said: “Ignore
the rhetoric. Today’s discussions
were about major wholesale
changes to the tax system that
would take years to plan and
implement. Everyone has been
talking about the need to do away
with IR35 for 20 years. This is
nothing new. Unfortunately, the
political will isn’t there to change
matters, even if the potential
outcome is a functioning tax
system.
“There are also many politicians
who run their own companies and
would be subject to higher taxes
if the playing field changed. The
hens don’t tend to vote to get
their wings clipped.”

For the latest industry news log on to www.theglobalrecruiter.com or sign up for our regular news by email
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The Association of Professional
Staffing Companies (APSCo)
has welcomed Chancellor Rishi
Sunak’s extra support packages
announced, but has warned that
greater clarity is needed to prevent
further confusion among business
owners.
Tania Bowers, Legal Counsel and
Head of Public Policy at APSCo
commented:
“Whilst welcoming the
Chancellor’s extra support
packages announced today, the
delay and lack of formal guidance
on the schemes has created a
vacuum. With regional lockdowns
in varying stages, there is a
degree of confusion as to exactly
what support is on offer and
where, or which support package
is most viable when there are so
many variations available. While
the Chancellor may believe that
the regional tiered approach is the
right response, our members have
clients based across regions and

sectors that are able to access
differing degrees of aid. And with
local authorities in charge of
distributing the business grants
in their region, this confusion is
likely to be exacerbated.
“While we recognise the
need to adapt during these

unprecedented times, the lack
of clarity and delay in support for
regions that have been under
tier 2 restrictions for some time
puts undue pressure on staffing
companies that may already be
struggling. If hard hit businesses
are to best plan for the future and

be in the best possible position in
a post-pandemic world, they need
to know exactly what support is
available to their company, it’s staff
and the clients they work with.” >

www.theglobalrecruiter.com
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ZITKO APPOINTED
International security system
integrator Northland Controls has
appointed Zitko to deliver their
recruitment managed service
(RPO) for its North American
operations, including its global HQ
in Milpitas CA.
This will cover all the main
recruitment functions, including
employer and job marketing, talent
mapping and pooling, enquiries
and application management, initial

screening and detailed shortlisting.
Zitko will be sourcing highly
skilled engineers, project control
specialists and technicians across
the USA; people who can live
up to Northland Control’s widely
acclaimed technical and service
standards.
Tallie Guy will be the key account
manager running the North
American managed service. Tallie
joins us from leading global RPO

provider, BPS World, where she
delivered the company’s RPO
services for prominent international
tech clients, including Stanley
Security.
Initially Tallie will be UK-based
to best leverage Zitko’s sectorleading expertise, network and
infrastructure in Fire & Security
resourcing. Her brief is to build on
Northlands’ profile as an employer
and with it a robust talent pipeline.
She will be working alongside
EMEA Account Manager Nadine
Jones, whose efforts and results on
behalf of Northland Controls have
been a key factor in securing the
North American contract.
Pierre Trapanese – CEO Northland
Controls
“Since 2014, George and his

team have worked tirelessly with
us to meet demand in the EMEA
region. Finding top talent continues
to be one of our most important
strategies, and it was a very logical
and simple decision to extend our
partnership with them to the USA.
We’re expanding in the US and
EMEA and are excited about Zitko
managing recruitment so that we
can meet our clients’ and market
demands.”
George Zitko – MD Zitko
“I’m very excited to be launching
our North American operation with
Northland Controls and renewing
our working relationship with COO
Ed Wears. Our two companies
share many of the same values and
it’s a genuine pleasure to be a part
of the Northlands story”.

company was established twenty
years ago with a mission to create
a world-class staffing and recruiting
business with great people, integrity,
and innovation at its core. Our team
has worked tirelessly to accomplish
that mission, achieving success
along the way. We see joining
the Harvey Nash Group as the
natural next chapter in that success
story. Combining the businesses
provides a platform to become one
of the largest and fastest growing
staffing firms in the United States,
creating more opportunities for our
employees, clients, and candidates.
We cannot wait to work together to
become a major force in the U.S.
Market.”
Bev White, CEO of Harvey Nash
Group commented: “The Group
have bold, ambitious plans for
growth internationally, and through
taking this significant step we will
gain critical mass in the important

North American market. Our U.S.
clients will benefit from having
access to a much wider range of
services, as well as an extended
team of technology recruitment
experts who can support their
needs. Our people will gain from
the unique career opportunities that
come from being part of a growing,
ambitious global company with
exciting plans.”
Blackwood Capital Group led by
Managing Partner Ronny Grosman
acted as M&A advisor to Harvey
Nash on this transaction. Ronny
Grosman, Managing Partner
of Blackwood Capital: "We are
incredibly proud and pleased to
have advised Harvey Nash on this
landmark transaction. We believe
that Latitude 36 will be a significant
building block for Harvey Nash's
strategy in the U.S. both from a
business and cultural perspective.”

MAJOR US FORCE
Harvey Nash Group, the global
technology recruitment and
solutions Group, has acquired
Latitude 36 as part of its strategic
expansion in the U.S., the world’s
largest and most dynamic
recruitment market. Latitude 36 Inc.
is a leading technology recruitment
specialist with operations across
the U.S. and India serving an
impressive client portfolio.
The acquisition, which together with
the Group’s existing Harvey Nash
operation, creates a combined
business that is now one of the top
50 largest IT staffing companies
in the U.S., represents a very
significant step forward in the
Group’s footprint in the important
North American market. It forms part
of its wider strategy of becoming
a global leader in technology
recruitment and solutions, building
on Harvey Nash’s significant
strength in Europe.
Latitude 36, which employs 125
colleagues across seven offices
spanning the U.S and India will
become part of the Group’s
technology recruitment division.
The management team of Latitude

36 will take senior leadership roles
with the business and will work
closely with Harvey Nash’s U.S.
team, as well as the wider Group,
to successfully integrate, build and
grow the business.
Jason Allen, CEO of Harvey Nash
Technology Recruitment division
Northern Europe, Australia and U.S.
commented: “I am extremely excited
about Latitude 36 joining the Harvey
Nash Group family. It represents
a step change in our presence in
the U.S. and provides wonderful
opportunities both for Latitude 36
and our existing business there. At
the heart of this all lies our people,
and when I met the team at Latitude
36 I was struck by how similar
our values and ambitions were.
Everything we do together will be
driven by a ‘people first’ approach.
We are thrilled to be welcoming a
high performing team which will
add to our focus on becoming a top
technology recruitment partner in
the U.S.”
Jason Pyle, President & COO of
Latitude 36 commented: “We are
thrilled and excited to become part
of the Harvey Nash Group. The
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LIFELINE FOR JOB SEEKERS
Christmas jobs are emerging
as a lifeline for the UK’s rapidly
rising number of jobseekers, with
seasonal vacancies spiking by
1,181 per cent since the beginning
of September, analysis by the
world’s largest job site, Indeed
reveals.
The recent hiring spree by
employers – which saw the
number of festive jobs advertised
rise by 202 per cent in the first 11
days of October alone – comes
a full month later than normal, as
Christmas recruitment typically
begins in earnest in late August.
Employers are likely to find no
shortage of applicants. Indeed’s
analysis reveals that jobseekers
have regarded seasonal jobs as
particularly attractive ever since
lockdown was declared.
In every month from March to
July, Christmas vacancies posted
on the platform received a higher
share of clicks from jobseekers
than the average job, with interest
levels consistently higher than
they were during the equivalent

months in 2018 and 2019.
In May 2020, seasonal roles
were clicked on nine times more
frequently than non-festive jobs.
By contrast, during the same
month in 2019, festive roles
received just four times more
clicks than non-seasonal jobs.
Jobseeker demand for Christmas
roles dipped towards normal
levels in July, and in August
interest fell below that seen in
the previous two years as the
economy reopened, and recruiting
started to take off again. However,
since Coronavirus restrictions
tightened in September, jobseeker
demand for seasonal roles has
once again surpassed 2019 and
2018 levels.
Rising interest from jobseekers
is also reflected in their search
activity. The share of jobseeker
searches containing the word
“Christmas” rose 84 per cent in
the first two weeks of October
compared with the previous
fortnight, while searches
containing “seasonal” were up 78

per cent.
In normal years, festive hiring
usually starts to rise in late
August, before soaring through
September and October, and
reaching a peak in November.
Recruitment has started later this
year, beginning in September and
not taking off fully until September
30. There are signs of employers
playing catch up, as seasonal job
postings were broadly on par by
11th October 2020 to the same
point in 2018 and 2019.
Seasonal retail and driving jobs
have played a key role in the
increase in Christmas vacancies,
accounting for a higher proportion
of postings in September 2020
than in the same month in
2019[3].
Jack Kennedy, UK Economist at
global job site Indeed, comments:
“For years it has felt like
Christmas was getting earlier and
earlier, but not in 2020, when the
festive hiring boom began more
than a month later than normal.
“With unemployment now at its

highest level for three years,[4]
festive roles will be a lifeline for
the 1.5 million people who are
already out of work, and many
more who are facing redundancy.
“At times this year a third of all
retail spending has been online,
and many of us are likely to do
much of our Christmas shopping
on the internet. Despite this,
the number of retail roles being
advertised is holding up well
compared to 2019, and there has
been an increase in the number of
driving jobs to reflect the need for
more deliveries.
“However, recruitment in the food
sector is lagging behind previous
years, as the expected absence of
Christmas parties means there is
little demand for seasonal staff at
restaurants and bars.
“Although hiring has started later
this year, we still expect demand
to peak in November as normal,
so it is important that anyone
looking to land a Christmas
job starts applying as soon as
possible.” n
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THIS WAY

Denis Pennel, Managing Director, World Employment Confederation looks at
how the Private employment services sector offers a way out of informal work.

Informal work continues to present a significant labour market
challenge across the globe. According to the ILO, 60 per cent of the
global workforce is engaged in the informal economy and the Covid-19
crisis has had a devastating impact on those workers. The ILO
estimates that lockdown, and other containment measures adopted
to slow down the spread of the virus, hit 1.6 billion informal workers
particularly hard – with women over-represented in the most hard-hit
sectors.
For those individuals, not working meant no income and a major hit to
their livelihood and that of their families. People working in informality
are effectively outside of the system. They have no job security, no
social protection and often no career progression. But nonetheless,
their work counts, and it should be performed in legal and decent
conditions.
Informal work is also a risk for companies. Not complying with tax
or labour regulations places the company at risk of legal challenges
and a bad reputation. Governments too lose out from informality.
Informal work obstructs revenues from national insurance and taxes. It
undermines the sustainability of social protection systems and weakens
the power of collective bargaining.
As the private employment services sector, we believe that the most
effective way to stamp out informal work is to turn it into formal work.
Creating an environment that is conducive to both workers and
employers serves to reduce both supply and demand for informal
work. Agency work can transform informal work into jobs that support
businesses to access flexible labour while also taking workers out of
the black economy and into formal employment – with all the attendant
rights, benefits and access to training that this brings.
In India, the private employment services sector is making a clear case
about the importance of lifting Indian people out of informal work to
“helping India rise” and recover from the Covid-19 crisis. About 85 per
cent of India’s workforce is employed informally. The Indian Staffing
Federation has been calling on its government to adopt labour market
reforms that will enable the staffing sector to transition more people

from the informal to the formal economy. The recent adoption of a new
Labour Code on Occupational Safety and Health will be instrumental in
reducing informality in the country.
Statistics show a strong correlation between labour market efficiency
and the size of the informal economy, and those countries with
efficient, appropriately regulated labour markets enjoy the lowest levels
of informality. A key element is the presence of balanced regulation
which allows private employment agencies to play their role in
supporting companies manage fluctuations in demand and smoothly
transitioning workers within sectors and jobs to ensure that they are
constantly in work.
There is hard evidence to show that those countries with less restrictive
agency work regulation also enjoy lower levels of informal work.
Conversely, those markets which impose more restrictive regulation
on agency work have a larger black economy. In general, in countries
with a large informal economy, agency work is often a gateway to a first
job – a first formal job. In Chile, the sector’s national federation Agest
estimates that 3 out of 4 agency
workers have found their first job, or their first formal job, through
agency work.
The benefits associated with an employment contract can make a
critical difference to people’s livelihoods, especially in times of crisis.
As the World Employment Confederation Social Impact Report 2020
demonstrated, agency workers are every bit as well protected as
those working under other forms of employment contract. It is a quality,
decent form of work that balances flexibility with security.
Tackling informal work requires vigilance alongside balanced policies
and regulation. Over-burdensome regulation can drive businesses
into the informal economy in the same way as inefficient regulation
can. Appropriate levels of regulation and proper enforcement,
which encourage open and inclusive labour markets, will result in a
natural reduction in informal work – boosting not only labour market
participation but also financial contributions to governments which will
ultimately find their way back into society to support growth and jobs. n

meticulous

/mɪˈtɪkjʊləs/
adjective

1. showing great attention to detail; very careful and precise.
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KEEP OFF-PAYROLL
COMPLIANT

The first step is to acknowledge
that Off-Payroll compliance
will create an ongoing
administrative overhead
which the hiring firm will have
to plan for, whether status
assessments are outsourced or
conducted in-house.

Dave Chaplin is CEO of IR35 compliance solution IR35 Shield and
author of IR35 & Off-Payroll Explained explains how best to prepare
to continue hiring with confidence.

April 6th 2021 is a key date for many firms in the private sector that
hire contractors, because it’s when the new Off-Payroll legislation
will come into effect. Whilst the sector has had a one year reprieve
because of Covid-19, whether you’re a client, agency or contractor, it
is now vital that you take steps to prepare for the new tax rules so that
all parties can continue to enjoy the mutual benefits of flexible working.
How agencies can prepare
The preparation required by recruiters is two-tiered. Firstly, agencies
will be expected to engage with a client’s IR35 compliance processes
and also help to manage negotiations with contractors around IR35
issues. Then, agencies will need to implement processes to calculate,
pay and report taxes for contractors who are deemed caught by the
legislation and put them on payroll, either their own or outsourced.
Hiring firms are tasked with assessing their contractors’ IR35 status
but will rely on recruitment agencies to accommodate their chosen
determinations process. Agencies are a key part of the process, and
they will need to ensure their contractual paperwork for outside IR35
engagements is correct – including the “upper-level contract” between
the hirer and agency and the “lower-level contract” between the
agency and contractor.

Assist in addressing IR35 risk
Many hirers are now up to speed with the new legislation but
will require agencies to help complete any renegotiations with
contractors during the transition period in the lead up to April 2021.
Whilst most aren’t IR35 experts, many recruiters will have handled
previous requests from contractors to make contractual changes to
arrangements so they properly align with the working practices.
All parties stand the best chance of securing a legitimately ‘outside
IR35’ arrangement where there is cooperation and clarity throughout
the supply chain, with the hirer, agency and contractor all involved.

Insure yourself
Though the hirer is responsible for determining a contractor’s IR35
status, agencies may face the primary tax liability risk should HMRC

challenge an assessment – unless the hiring firm has failed to take
‘reasonable care’ when conducting the status assessment. It’s of
course theoretically possible, but highly unlikely, that a hirer who has
taken reasonable care has got the determination wrong. It’s even
more unlikely that HMRC compliance officers would focus their limited
resources on that unusual cohort rather then turn their attention to
hirers who haven’t taken reasonable care, in which case there is
no risk for the agency at all. If agencies are still concerned at the
possibility of being struck by the equivalent of tax lightning, their tax
investigation insurance, which most agencies already have, will help
them defend their position.
The best way agencies can protect themselves from the administrative
cost and reputational damage from being involved in incorrect
determinations and subsequent litigation by HMRC is to play their part
in the IR35 compliance process – as the old saying goes, “prevention
is better than cure.”

Renegotiate margins to accommodate employment
taxes
Agencies will also have to consider the cost of employment taxes on
fees paid to ‘inside IR35’ contractors and work out with the hiring firm
how these are going to be accommodated.
The legislation dictates that the agency is liable for these. As a
reminder, employment taxes consist of employer’s NICs (13.8 per
cent) and the Apprenticeship Levy (0.5 per cent). This sum is due
on top of the contract fee. This is a rather unreasonable cost for a
recruitment agency to pay and will therefore need to be sourced
elsewhere.
With the rate the agency charges being fixed, one option is to reduce
the pay rate quoted to the contractor. However, by offering a lower
pay rate, hirers are unlikely to attract the top talent. The alternative
is to increase the rate charged to the hirer so that they contribute
towards this cost but hiring firms may be reluctant to pay more for
what they deem the same resource.
Ultimately, firms that wish to hire contractors and treat them
like employees will need to accept there may be an additional
cost burden.

Helping hiring firms to prepare
The Off-Payroll legislation requires hiring firms to determine whether
thousands of contractors can continue to operate as they have for
decades. The new rules require hirers to conduct a contractor’s IR35
status assessment and inherit a degree of tax risk depending on whether
they have taken reasonable care in reaching their conclusion. However,
the impact of the Off-Payroll legislation for hiring firms stretches far
beyond this.
From April 2021, hirers will be required to pay the employment taxes due
on the earnings of ‘inside IR35’ contractors because agencies simply
won’t have the margin to cover these extra taxes. When you consider that
roughly 80 per cent of the additional tax now due from an ‘inside IR35’
engagement under the Off-Payroll legislation is composed of employment
taxes, this is a significant cost to bear.
Inability or failure to offer contracts on an ‘outside IR35’ basis could see:
• Contractors increasing rates to counter their own tax loss
• Contractors possibly trying to claim employment rights if deemed
‘employed for tax purposes’
• Struggles to attract talent as contractors seek outside IR35 contracts
Experience suggests the chances are employment rights claims are
slim, and that many contractors will get rights under the Agency Workers
Regulations anyway. The main threat for clients and agencies will be in
trying to source and retain in-demand talent on an ‘inside IR35’ basis
without paying a hefty premium.

Establish the IR35 risk
The first step is to acknowledge that Off-Payroll compliance will create an
ongoing administrative overhead which the hiring firm will have to plan for,
whether status assessments are outsourced or conducted in-house.
The second step is to assess contingent workers for IR35 risk.
The significant compliance challenge posed by the Off-Payroll legislation
has necessitated innovation by way of automation. Firms tasked with
assessing status and maintaining compliance for vast numbers of
engagements need solutions that provide immediate assessments and
assistance with the more trivial tasks.

When considering online solutions, bear in mind:
1. Are the Status Determination Statements (SDS) comprehensive?
2. Can assessments be made instantly to avoid losing talent due to delays?
3. Does the solution continue to monitor engagements throughout the
contract?
4. Are the solution’s assessments consistent with historical IR35 tribunal
outcomes?
5. Does the provider have proven expertise in IR35 and employment status
case law?
6. Does the software team have expertise in IR35 and building secure
enterprise-level systems?
7. Is it truly independent or designed to sell something else?
8. Is the service insurance-backed?
The importance of enlisting a quality compliance solution or service provider
can’t be underestimated, so chose a provider who doesn’t present a risk to
your organisation.

Mitigate IR35 risk
With the greatest risk factors threatening the ‘outside IR35’ status of
your contractors evaluated, address them in the contracts and working
arrangements. Mitigating these risks reduces the chances of contractors
withdrawing from a proposed contract over IR35 status while minimising
your risk of tax liability.
The working arrangements must reflect the written contract and reality.
Past tribunal cases have exposed sham contracts and unrealistic
clauses, often referred to as ‘window dressing’.
If contractors are inside IR35, then plan to deal with those accordingly,
and don’t gloss over the problems.

Stay compliant
Ongoing monitoring and evidence gathering throughout the engagement
are other crucial compliance processes. Although contractors have few
statutory responsibilities when it comes to the Off-Payroll legislation, it is
important that everyone in the supply chain – agencies, hiring firms and
contractors – plays their part to ensure that contractors can continue to be
hired and firms can continue to hire the talent they need, compliantly. n
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ARE YOU A PAYROLL

SUPERHERO?
Practical Software is a revolutionary new back-office solution
for recruitment agencies. Here to help you save your business
time and money while working faster, better and smarter.
We are always working to save you time and money, and make you more
efficient. Leaving you to focus on the important things like connecting
your business, winning new clients and managing relationships.
To find out more about our software, how it can help you
save time and maximise revenue or to book a one -to-one demo:

•

visit practical.software/global

•

email info@practical.software

•

call 0330 124 3506

Tania Bowers, Legal Counsel and Head of Public Policy at
APSCo, looks at how are recruiters are getting ready.
While 2020 has certainly thrown a lot of challenges at us all, the
extension of the IR35 roll out was perhaps one of the few welcome
announcements for many staffing companies. But the deadline is
looming, and it is critical that recruitment businesses and their end
clients are prepared. So how are recruiters getting ready this time?

Early preparation
APSCo has been involved in the IR35 debate from day one – in fact
it is the reason the trade body was initially founded following the
Government’s first off-payroll announcement back in 1999. Since then,
we have acted in the best interests of the recruitment sector by both
lobbying for clarification of and amendments to legislation and guiding
businesses through the changes. Ahead of the original roll out date
one of our key messages for hiring companies was to prepare as soon
as you can, and this message remains the same. As Phil Beardwood,
compliance and assurance director at the Morson Group explained:

COMPLETE PAYROLL
COMPLIANCE

AUTOMATED
INVOICING

Fully compliant with HMRC RTI
submissions, GDPR and with
pension regulations.

Automated invoicing and reports
means that you can focus on
your core business.

ALL TYPES OF
PAYMENT HANDLED

CLOUD BASED
ACCESS

Cover all PAYE and CIS payments
as well as one -off payments and
umbrella company payments.

A fully integrated system allows
contractors to see their full timesheet,
expense and payslip history.

PRACTICAL.SOFTWARE/GLOBAL

ARE YOU
PREPARED?

“The clock is ticking towards IR35 reform in the private sector, and we
are well underway in our commitment to support our clients and other
businesses by providing strategic and agile IR35 consultancy, together
with a suite of compliance solutions that enable organisations to get
their houses in order, mitigate risk and deliver a smooth transition. We
are also assisting our private sector contractors in ensuring they have
access to the right information to understand how the changes affect
them and more importantly, to separate fact from fiction.”
“The impact of Covid-19 on the supply and retention of talent, combined
with Brexit, has made it essential for businesses to protect their greatest
asset – their people. We may be in the midst of a global pandemic, but
the original 2020 deadline was impacted by a General Election and
other significant political and economic factors. This 12-month extension
should be viewed as a time to reset the IR35 agenda, and private sector
organisations who engage contractor populations must once again
place IR35 amongst their top priorities and proactively plan ahead with
a clear and confirmed deadline in mind – April 2021.” >
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ICS Accounting Managing Director, John Lyon, echoed this need to
get ahead of the deadline, “As preparation is key for the upcoming
changes, we would urge people to start using the assessment tool
as soon as possible to avoid last-minute blanket rulings and rushed
misguided rulings.” Kyra Cordrey, Commercial Director at PageGroup
also highlighted that the firm’s involvement in the public sector roll out
several years ago taught them that early planning is key, “Perhaps
the biggest learning point for us based on our experience is that you
can never be too prepared. In fact, this time around we started talking
to our customers much sooner. While April might be several months
away, the conversations are happening now.”

Provide training
Ensuring that your recruiters and end clients are fully educated on
IR35, how accurate determinations should be made and where the
liability lies is another common preparation trend. Seim Munif, CFO
of Gravitas Recruitment Group explains why training has been a key
part of their preparations:
“With a key focus on the public sector, we gained invaluable
experience from successfully navigating the IR35 changes in 2017.
We know what worked, what our learnings were and what we wanted
to build on for the private sector reform. A key area for us was
our internal and external training strategy. We delivered extensive
training on all aspects of IR35 to all employees across all levels of
the business. This is something we shall be repeating in preparation
for 2021, including induction modules for our new starters. As part
of our external strategy, we built a decision tree and held one-to-one
meetings with our candidates and clients to discuss their specific
needs and help them navigate the status determination process.”
PageGroup, also focused on knowledge sharing ahead of the
original roll out date, as Cordrey, explains: “In October 2019 we
began educating ourselves and then our customers on the details of
the reform and how it would impact them. These educational pieces
took place through webinars, podcasts and Q&A’s. It was key we
understood our internal compliance process and we updated our
Limited Company Contracts from a legal perspective as soon as we
could to make sure they were reflective of the reforms.”
Educating end clients is clearly hugely important in ensuring fair
and accurate determinations are made. In fact, as David Redmayne,
CEO, NRL Group, touched on, it’s vital to engage with hirers to
drive compliance and protect your firm; “We’ve always worked in
partnership with our clients, and we’ve really seen these forged
relationships come into their own when our clients began looking at
IR35. For us, we feel our role is to help them to fully understand the
legislation, and ensure they have compliant processes in place to
protect their business. From experience, we’ve found that the key
to this is getting the training right. Where large organisations have
multiple business units, there’ll be a wide range of people expected
to make accurate status determinations. To ensure compliance,
these need to be approached in a consistent way, without different
interpretations of the same question.”

Seeking expert help
The need to work closely with end clients is a common trend in many
of our members’ preparations, but it in order to limit the potential risk
for your firm it is also advisable to seek expert guidance. According to
Malvina Gosik, Compliance Executive, Quanta Consultancy Services,
using expert knowledge from outside of the business has helped the
team prepare so far:
“Quanta have taken a proactive approach towards IR35 and
partnered with specialist industry experts, offering status reviews,
role assessments, training, legislative updates, round tables and
documentation. We strive to be the de facto recruitment partner to
our clients and candidates, therefore our IR35 project started early in
September and focuses on educating sales consultants, clients and
contractors to ensure a fair and informed status determination process.
We run the IR35 project internally to support our contractors with
utilising a bespoke IR35 status determination tool, assisting with general
IR35 queries, retention calculations and IR35 status appeal process.
It is pivotal that all contractual parties have a good understanding of
retention changes when a contractor is deemed to be inside IR35.
Sales and compliance work as one team, while speaking to the clients
and candidates, which helps to ensure compliance with legislation and
successful negotiation of rates for contractors deemed inside IR35.”
Gravitas Recruitment Group has also taken a similar approach:
“Alongside working with APSCo and Osborne Clarke, we established
a board level steering committee” Munif added. “This has enabled
us to regularly discuss our approach in an ever-changing landscape
and led to the creation of a bespoke on-line status determination
tool, specifically designed for our niche markets and highly tailored,
compliant contract terms to be used where outside SDS’s are received.”

APSCo’s IR35 action
While the above examples highlight how recruiters can prepare, as the
trade body for professional staffing companies we have long been at the
heart of the IR35 debate. Since the announcement that it will be rolled
out into the private sector, we have lobbied government to review the
plans to ensure they are fit for purpose and don’t put undue restraints
and financial pressure on the staffing industry. In fact, APSCo is the joint
chair of the HMRC IR35 Forum, and we regularly meet with HMRC to
present the concerns of the industry. HMRC are listening to the industry,
most recently in respect of feedback on the wording of a clause in the
Finance Act. They are also rolling out their own education programme
targeting contractors and clients.
We will continue to work with HMRC to support the best interests of
the professional staffing industry as the 6th April edges closer and, as
always, will provide our members with the latest information, guidance
and supporting documentation to help them best prepare for IR35.

Getting IR35 preparations on track
While Covid-19 and the end of the Brexit transition period have certainly
taken centre stage for UK businesses in recent weeks and months, the
IR35 deadline is fast approaching. For those staffing companies that
have yet to begin preparations, now really is the time to start. n
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Experts in contractor payroll
We partner with recruitment businesses to offer hassle-free
employment and payroll for freelancers, temporary workers
and contractors.
Agile and flexible onboarding and payment schedules to
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we can have your contractors being paid in no time.
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CONTRACTOR MANAGEMENT
SPECIALISTS
We engage contractors on behalf of agencies
and manage the entire procure-to-pay
lifecycle for contingent talent. From Australia
to America, onboarding to offboarding and

A ROADMAP TO
IR35 REFORMS
With the clock ticking on the countdown to the rollout of the IR35 reforms on 6 April
2021, FCSA Board Members Matt Fryer (Group Compliance Director, Brookson) and
Tim Hunt (Strategic Planning & Sales Director, Crest Plus) have considered some of the
actions that recruiters should be taking over the next six months to ensure they and their
clients prepare to navigate these changes.

everything in between, we’ve got all contractor
engagements covered for you.

Beneﬁts to your business:

It is important to bear in mind that while it is prudent to manage the
new tax risks associated with the changes, it is also important to not
lose sight of the commercial risk and benefits this change presents.

Seamless experience for contractors
Digital onboarding processes

Education is key

No engagement risks

Educate yourself and all the client-facing people within your business
on the rule changes and what it means for you. Ensure you equip them
with enough knowledge to hold constructive conversations with clients,
potential clients, and candidates. It is important that you understand
their concerns, challenges, and appetite for risk.

Visibility of spend
Increased productivity
Increased access to talent

Supply chain engagement is critical

Business insurances at lower cost

Engage with your supply chains and use your cumulative knowledge
to influence how your clients react to the changes. Understand how
your partners plan to deal with the change and what solutions they
have that can help you and your clients, and consider how you can
jointly engage with your clients to provide them with the level of
support they may be expecting.

Complete ﬂexibility

We specialise in:
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PAYROLL
SERVICES

Engage with your clients now
Once you have educated your people within your business and
partnered with any relevant specialists, now is the time to engage with
your clients if you haven't already started. Your competitors will be doing
this, so make sure you are seen to be meeting the challenge head-on
and leading the debate. It is important that you understand and try to
influence how your clients plan to adhere to the rules. For example:
• Have they identified which category of workers will need a
determination, and can you help?
• Have they identified which workers are likely to be ‘inside IR35’ or
those who may need changes to their working practices, and what
does this mean for you?
• Have they considered the impact on contractor pay rates for those
considered ‘inside IR35’ (and how will you and your client work
together if the contractor seeks to challenge the determination)?
• Whether there will be additional costs to your own business to retain
key contractors?
• Do they view the optimal timing of moving workers to different
contracting solutions where contractors are considered ‘inside
IR35’, and are they planning on mandating or reviewing those
solutions?
• Do you understand the consequences of using solutions that are at
high risk or new to the market and untested, and the risks of those
solutions being challenged by HMRC?

MIGRATION
SERVICES

Get in touch today to discuss a workforce solution that’s right for you:

+61 3 9600 0333

enquiries@entitysolutionsgroup.com

entitysolutionsgroup.com
www.theglobalrecruiter.com

Understand if any of your clients have no plan, what this
means for you, and how you might help them.
If they have no plan, this will cause you and your candidates'
issues later down the line.
Consider the following:
• Are you in a position to assist your clients in sourcing
third party assistance with making the determination and
proposing a process which works for them?
• Consider taking on a workforce management tool to support
your business or partner with an IR35 specialist to outsource
the determinations, ongoing reviews, assist with the
challenge process and education. Choose carefully based
on knowledge, experience, suitable qualifications, cost,
value-added, and ability to offer workforce administrative
management support beyond just a Status Determination
Statement (SDS) creation.
• Consider how you will deal with the determination from your
client. Do you trust it? Will you follow it? Will you or your
candidates challenge it? Are you aware of your own PAYE
risk and can you manage it?
If you think your client is likely to provide an incorrect status
determination, consider obtaining your own insurances to
cover the risk of determinations being challenged by HMRC.

Review your supply chains to identify any
hidden risk or opportunities
• Consider your payment options for ‘inside IR35’ roles – do
you have an agency payroll, and can it/do you want to
scale up your payroll function? Consider the complexities
of employment and tax law when engaging large numbers
of temporary workers. Can your supply chain help with
this either via outsourced payroll or providing a payroll
intermediary service?

• Do you currently use third-party payroll providers or
intermediaries and how comfortable are you that they don't
expose you to debt transfer risk under the new rules or
other associated risks such as Managed Service Company,
Criminal Finance Act, loan charge scheme risk etc?
• Be wary of new providers in the market offering "IR35
solutions" or enhanced take home beyond straight PAYE.
When it sounds too good to be true, it usually is!
Further considerations to minimise risk include:
• If considering Statement of Work (SOW), you must make sure
this is bullet-proof – this is where HMRC may goes first. Is the
actual substance of the relationship different from the legal
contract/form of the relationship with the contractor?
• Document everything you do, including all communications
and decisions, and advise your client to do the same –
HMRC is expected to aggressively police, so plan to be
ready for this.
• Focus on being prepared for 6 April 2021 but in doing so,
make sure you have a ‘Business As Usual’ (BAU) plan for
post-April.
• To risk-assess all of your payroll service providers. You
can do this by checking to see if they have accreditation
from a recognised industry body, such as the Freelancer &
Contractor Service Association (FCSA). FCSA Accreditation,
for example, shows that a service provider has demonstrated
that it is operating in accordance with the highest industry
compliance standards.
Leaving preparations for IR35 to the last minute is not an option
for your agency. Businesses who are not compliant by April
2021 risk financial, operational and reputational issues as well
as legal challenges from HMRC. If you haven’t already started
preparing, now is the time to do so and using this roadmap will
ensure you’re in a good position come 6 April next year. n
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ENGAGING THE VIRTUAL WORKFORCE
WITH ONLINE TRAINING
There is no doubt that remote workers are driving the need to rethink employee benefits. Since
the onset of COVID-19, employees from various types of sectors have been forced to work from
home. As of September 2020, 24% of UK workers were working remotely. Fortunately, technology
has accelerated to the point where remote working has become realistic for a wide range of jobs.
Therefore, businesses are reconsidering the range of benefits they can offer to accommodate remote
workers and ensure productivity and loyalty among their employees.
Before the pandemic, employees valued common office benefits
such as flexitime and remote work opportunities, with 84% of UK
businesses using flexible workplace policies to attract and retain
top talent. Now, 91% of the UK workforce have stated they are
willing to work from home after the pandemic ends, meaning
businesses are now planning more remote work for the foreseeable
future. We understand this will change how businesses operate,
and therefore have enhanced our employment package to meet
the needs of the remote workplace. Reflecting on the dramatic
shift to work-from-home within the recruitment sector, David
Callaghan believes “Benefits should be more inclusive, relevant,
and of use to employees, regardless of their location. Employees
have expectations about the post-pandemic workplace, and the
benefits that they value have evolved.”
Taking action since day one in response to Coronavirus,
Centralus’s benefits and employee support services have had
record engagement rates, from the dedicated COVID-19 portal
to our online medical services and confidential helpline. As a
result of the pandemic, work benefits related to wellness and
technology have come to the fore. Centralus believe that remote
working experience can also become more beneficial, productive,
and enjoyable for staff through online learning. The demand is
there, with 74% of employees saying that they want to learn
during spare time at work, and 25% of Gen Z and Millennials
who say learning is the number one thing that makes them happy
at work.

Virtual learning programs were already on the rise before the
pandemic. However, their significance is more prominent now
as they are used as a business tool to tackle the issue of lapses
in productivity and engaging the remote workforce. Better
yet, online learning can create more satisfied and efficient
employees. Good learning sessions begin with a good participant
experience. With over 45 courses for personal and professional
learning and development, our user-friendly online training
platform is accessible through the Centralus benefits platform,
via any mobile and desktop device. This invaluable resource can
help your employees further their careers and learn at their own
pace through a variety of on-demand topics, lessons, and course
content.
Investing in learning and growth opportunities for your
employees is a smart business move. According to David
Callaghan, “Businesses can’t afford to put capability building
on hold. The moment belongs to virtual learning, where
individuals, team, or company-wide transformation can be
achieved through professional learning and development, with
employee safety assured.”
Centralus has the key benefits that remote employees need
to succeed within our suite of targeted services that provide,
employee engagement, payroll solutions, workplace pensions,
and HR legal support to help businesses achieve their goals.
Want to keep your employees engaged while working remotely?
Contact us now to discover how you can increase engagement
and retention rates through our online training platform and
rewarding benefits.

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

79%

of organisations use some form of technology to support learning and
collaboration. (CIPD)

94%

of employees say they would stay at a company longer if it
invested in their learning and development. (LinkedIn)

27%
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HIRING
ALGORITHM
IMPACTS QUALITY
AND DIVERSITY
Algorithms have been shown to
outperform humans in a range of
settings from medical diagnosis to
image recognition. However, critics
caution that automated approaches
could codify existing human
biases and disadvantage those
from under-represented groups.
Examining the use of automation in
hiring, MIT Sloan Prof. Danielle Li
found that algorithms which value
exploration improve the quality of
candidates while also increasing
demographic diversity.
“There is a growing body of work on
the potential gains from following
algorithmic recommendations, but
this is the first paper to highlight
the role of algorithm design on the
hiring process,” says Li.
She explains that typical hiring
algorithms are designed to solve
a static prediction problem. They
look at a historical data set of
people who were previously
selected to predict who will
be a good hire from a pool of
current applicants. “As a result,
those algorithms often end up
providing a leg-up to people from
groups who have traditionally
been successful and grant fewer
opportunities to minorities and
women.”
In the study, Li and her colleagues
focused on the decision to grant
first-round interviews for positions
in consulting, financial analysis,
and data science – sectors which
offer well-paid jobs and which
have also been criticized for their

lack of diversity. They analyzed
records on job applications to
these types of positions with
a Fortune 500 firm. Like many
other firms in its sector, the
company receives a large number
of applications and rejects the
majority of candidates on the
basis of an initial automated
resume screen. Among those who
pass this screen and go on to be
interviewed, hiring rates are still
relatively low, with only 10 per
cent receiving an offer.
The researchers built three
resume screening algorithms
to compare outcomes. The
first model used a typical static
supervised learning approach
(SL), relying on past data
sets to make predictions. The
second model used a similar
SL approach, but it updated the
training data used throughout the
test period with hiring outcomes of
applicants selected for interviews
(updating SL). The third approach
implemented an upper confidence
bound (UCB), incorporating
exploration bonuses that increase
the algorithm’s degree of
uncertainty about quality. Those
bonuses tend to be higher for
groups of candidates who are
underrepresented – meaning
they could have unusual college
majors, different geographies,
unique work histories, etc. – in
the training data. The algorithm
was not told in advance to select
minorities or women.

They found that the UCB model
more than doubled the share of
selected applicants who are Black
or Hispanic, from 10 per cent
to 23 per cent. In comparison,
static and updated SL algorithms
decreased Black and Hispanic
representation to approximately
2 per cent and 5 per cent
respectively.
Li points out that the increase
in diversity from the UCB model
was persistent throughout the
test sample. If the additional
minority applicants selected by
the UCB model were weaker, the
model would update and learn to
select fewer such applicants over
time. Instead, the UCB model
continued to select more minority
applicants relative to both the
human and SL models.
As for gender, all algorithms
increased the share of selected
applicants who are women,
from 35 per cent under human
recruiting to 41 per cent with the
SL model, 50 per cent with the
updating SL model, and 39 per
cent with the UCB model.
Li explains the reason why
the exploration-based model
selects fewer women: “Although
there are fewer women in our
data set, increases in female
representation under the UCB
model were blunted because men
tend to be more heterogenous on
other dimensions like geography,
education, and race, leading
them to receive higher exploration

bonuses on average.”
The researchers further found
that the machine learning models
generated “substantial and
comparable” increases in the
quality of selected applicants, as
measured by their hiring potential.
“Our study shows that firms
don’t need to tradeoff equity
for efficiency when it comes
to expanding diversity in the
workplace. Even though our
UCB model placed no value
on diversity in and of itself,
incorporating exploration in the
model led to the firm interviewing
twice as many under-represented
minorities while more than
doubling its predicted hiring yield,”
says Li.
However, she cautions, that
not all algorithms are designed
equally. “In our study, the
supervised learning approach
– which is commonly used
by commercial vendors of
machine learning based hiring
tools – would improve hiring
rates, but at the cost of virtually
eliminating Black and Hispanic
representation. This underscores
the importance of algorithmic
design in labor market outcomes.”
Li is coauthor of the NBER
working paper “Hiring as
exploration” with MIT PhD
candidate Lindsey R. Raymond
and Peter Bergman of Columbia
University. >

of Gen Z and Millennials say the number one reason
they’d leave their job is that they did not have the
opportunity to learn and grow. (CNBC)

47%

of heavy learners (5+ hours per week) are less
likely to be stressed at work. (LinkedIn)

57%

of organisations in the UK used online learning
during 2019. (CIPD)
www.theglobalrecruiter.com
To keep up to date with the latest technology in the staffing industry, please visit www.digital.theglobalrecruiter.com
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CAPITAL RAISED
AS DEMAND FOR
VIDEO SOARS
UK-based technology company
Hinterview, the award-winning
video platform for the recruiting &
talent sector, has today announced
that it has raised £1.47m in
venture finance as demand for
their technology soars in the wake
of the coronavirus pandemic.
The investment round was led by
UK-listed TMT Investments PLC,
and brings the total raised to date
to over £3m.
The investment will be used to
scale the business both in the UK
and internationally, helping the
business to meet rapidly growing
demand for their specialist video
technology as the world adjusts to
the lasting impact of Covid-19.
Founded in 2015 by industry

veterans Andy Simpson & Richard
McLaren, Hinterview scooped
the highly-prized Recruitment
Technology Innovation of the Year
Award in 2019, along with a host
of other accolades. The company
has experienced dramatic revenue
growth as it has been adopted
by some of the world’s leading
recruitment brands.
Hinterview is widely recognised
as a leading video technology
supplier in the recruitment industry,
now serving tens of thousands of
recruiters and talent acquisition
professionals in more than 30
countries.
Andy Simpson, Hinterview
Co-Founder commented:
“The coronavirus pandemic has

NEW LEAD FOR
ARTIFICIAL
INTELLIGENCE
BUSINESS UNIT
triggered a seismic shift in our
sector, altering the landscape of
recruitment & talent acquisition
forever. Our hyper-secure,
privacy-first video platform has
been built to enhance success &
engagement at every single stage
of the recruitment process, and
this latest investment will allow
us to drive forward our massive
growth & innovation plans, whist
continuing to deliver the same
world-class level of support that
our customers have become
accustomed to.”

Artyom Inyutin, Co-Founder
& Head of Investments, TMT
Investments PLC
“In recent years software solutions
that enable remote work have
grown rapidly. Hinterview has
developed a powerful platform that
recruitment & talent professionals
need for hiring employees
remotely, and this latest
investment round will help the
company strengthen the product
and power geographic expansion
in these times of genuine change.”

SPEED UP CROSS-BORDER
PAYMENTS
Cambridge Global Payments
(“Cambridge”), a FLEETCOR
company (NYSE: FLT) and
a provider of integrated
cross-border payments and
currency risk management
solutions, announced today
the commercial launch of its
partnership with Ripple, the
enterprise blockchain solution
for certain global payments, to
deliver cross-border payment
solutions to B2B customers.
The partnership between
Ripple and Cambridge, will
optimize payment delivery
using RippleNet, Ripple’s global
payments network.
During the pilot phase of the
partnership, deposits to vendors
who used preferred banking

partner Siam Commercial Bank
saw a 9 per cent reduction in
time to payout with RippleNet
compared with other providers
- a significant drop from the
current average of two days.
Cambridge also reported
experiencing a higher level
of transparency and certainty
throughout the payment process.
Cambridge is exploring additional
countries and currencies that can
benefit from access to RippleNet.
“We entered into the relationship
with Ripple because it presented
Cambridge a great opportunity to
use distributed ledger technology
to reduce the amount of time it
takes for customers to pay their
overseas vendors,” said Mark
Frey, President, Cambridge
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Global Payments. “By
expanding this relationship,
we broaden our reach into
the Asia-Pacific region, while
providing customers the rapid
payment delivery they expect.”
“Ripple and Cambridge
understand the importance
of blockchain technology to
improve cross-border payments
for customers and bringing
greater certainty into the delivery
of cross-border payments,” said
Pat Thelen, VP, North America
Managing Director at Ripple.
“Given today’s realities, adding
more technology options is even
more critical to ensuring faster
payments across the globe.”
A recent study from Juniper
Research indicated the total

value of B2B cross-border
payments will jump to
$35 trillion USD in 2022 from a
COVID-related low of USD $27
trillion in 2020, a cumulative
growth of nearly 30 per
cent. The traditional global
payments systems involve
many intermediaries—which
can slow down payments and
introduces a higher margin for
error. Additional lag-time can
impact SMEs’ ability to and grow
and scale their business. New
technologies like RippleNet that
can reduce lag-time are key to
tapping the growing cross-border
SME B2B payments market.

Bullhorn®, the cloud computing
company that helps staffing and
recruiting organisations transform
their businesses, announced
that Jason Heilman will lead the
company’s artificial intelligence
(AI) business unit as Senior Vice
President, Product – Automation
and AI. Heilman was founder
and CEO of Herefish, a staffing
business process automation
provider that was acquired by
Bullhorn in January of 2020.
Herefish, a former Bullhorn
Marketplace partner, has become
one of the fastest-growing
candidate experience automation
solutions in Bullhorn’s ecosystem.
The staffing industry is currently
in a period of significant change,
exacerbated by the unprecedented
demands uncovered by the global
COVID-19 pandemic. Digital
transformation, once a desirable
goal of forward-looking businesses
seeking to solidify their competitive
advantage, has become all but
mandatory as a means of helping
staffing firms to navigate major
experiential shifts. These include 1)
candidates' need for simplicity and
responsiveness, and their desire to
embrace platforms that help them
find work but maintain a human
touch; 2) grappling with increasingly
challenging demands from clients,
including the need for time savings,
cost efficiency, and access to
flexible talent pools at scale; and

3) a new industry landscape
defined by a rise in mixed labour
models (involving a combination
of W2 and 1099 workers,
sometimes simultaneously),
broad-scale economic uncertainty
favouring contingent work, and an
increasingly distributed workforce.
Contending with such complicated
market dynamics, how can
staffing firms compete to win and
improve their client and candidate
relationships? The answer lies
in automation – automating the
mundane processes that slow
recruiters down in order to elevate
human relationships that
they are uniquely capable of
profitably cultivating – to facilitate
experience-centred staffing, which
treats all stakeholders as though
they were customers desiring
white-glove service.
Bullhorn has always viewed
automation and artificial intelligence
as a necessary precursor to
high-quality and scalable candidate
experience. Herefish allows
recruiters to focus on value-adding
and rapport-building interactions
instead of getting bogged down
by monotonous tasks that require
speed and accuracy but little else.
Given Jason Heilman’s extensive
expertise building Herefish into a
leading provider of staffing business
process automation and an
authority on candidate experience
management, he is especially

well-suited to help Bullhorn’s
customers turn the often abstract
notion of artificial intelligence
into a reality for staffing firms
as they proceed on their digital
transformation journey, leveraging
machine learning as a means of
solving the problem of how to adopt
an experience-centred staffing
model for their businesses.
“We asked our recruiters about
the aspects of their jobs they liked
doing the least and they all had the
same response - reaching out to
candidates to schedule interviews,
following up with emails and texts
– all the basics that we need to do
quickly every day to do our jobs well
and that are necessary to earn the
trust of our candidates,” said Brian
Cunningham, Managing Director of
Allen Recruitment Consulting. “We
purchased Herefish and now we
have automated literally all of the
mundane tasks freeing our recruiters
to focus on what matters – having
more time to talk to candidates who
are interested in our jobs and are
available to talk to us. The solution
that Jason and team built is such
a great example of the power of
technology to augment and amplify
human productivity. It is the same
promise that AI offers on a larger
scale. I can’t wait to see how Jason
works his magic to transform the
customer and candidate experience
in staffing intelligently using the
power of AI!”

“We want to help firms drive an
amazing experience for their
candidates and customers,
with the increased focus on
a distributed workforce and
technology as a means of
enhancing productivity, now is an
important time to introduce artificial
intelligence to the staffing market.”
said Jason Heilman. “When
delivered together, automation and
AI will provide the tools needed for
firms to quickly react to both short
-term adjustments and long-term
shifts in the market. We’ve got our
eyes on solving many longstanding
problems the staffing industry faces
that will ensure our customers will
be the market leaders of the future.”
“Jason Heilman joined Bullhorn
after building a business that
fundamentally rethought what a
great candidate experience could
look like – that’s his sweet spot,”
said Matt Fischer, Bullhorn’s
president and CTO. “We realise
that in order for AI to be actually
successful and adopted on a
large scale, our customers need
for it to be built on a foundation of
automation and data hygiene. We
brought Herefish into the Bullhorn
family in January and it has
proven incredibly popular, radically
accelerating businesses’ ability to
transform digitally, and now we’re
ready to help our customers tackle
the next step in their transformation
journey.” n
www.theglobalrecruiter.com
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PREPARE FOR
BLACK SWAN
Mark Seeman, CEO and founder StaffCircle, looks to use
Employee data to achieve a more resilient and reactive business.

Effective use of employee engagement, productivity and
achievement data within the company’s performance
management platform can help companies build resilience
against unforeseeable events into the core of its operations,
giving managers and leaders the bird’s eye view needed to adapt
to new challenges instantly and effectively.

The changing landscape of data
The way businesses gather and utilise data has radically changed
over the last few years. Previously, companies relied upon basic
information gleaned from payroll data, turnover rates and other
financial measures in order to make judgements about where an
employee – or the company at large – should be heading. Now,
data comes in all manner of forms, giving business leaders a
comprehensive overview of the challenges the company faces,
as well as the ability to hone in and fine tune specific areas for
improvement via a digital people management platform.
With the coronavirus pandemic and subsequent lockdown creating
huge shifts in the way businesses operate, the ways in which data is
gathered and used has also undergone a major upheaval. Workforce
analytics has become a new frontier for companies looking to stay
ahead of the competition, but many businesses have been slow to
adopt: a survey of 500 HR leaders from MHR Analytics on behalf of
YouGov showed that 44 per cent do not have a main focus on HR
analytics.

The growth of people analytics
There are three factors which are changing the shape of data
analytics:
• a shift to real-time data which reflects the minute-by-minute
and day-by-day changes with an organization;
• the explosion in variety of data, with the advent of text pulled
data and natural language processing data adding greater
understanding of sentiment;
• AI processing of data and how it is analysed.

Replacing cumbersome single point solutions with an
all-encompassing performance management platform with
an integrated HR admin system is the first step towards
maximising data. There are however some key reports HR
leaders need in order to make the most of their available data,
as well as provide new, ongoing data which they can use to
boost performance and improve employee sentiment and
engagement.

These categories can be easily ranked to show where good
performance needs to be commended – and poor performance
addressed – while current goals and priorities can be viewed
at a glance. Real-time data can be interpreted through
customizable reporting, making the appraisals process
streamlined and effective.
Sentiment checking and analysis in real-time
A deeper dive into data provides a deeper insight into the
gears of a business; data analytics and reporting provide
the tools required to hone in on the metrics needed to work
towards improvement. With clear objectives established, these
reports not only offer valuable insight into how well teams
and individuals are progressing towards their goals, but also
illustrate employee sentiment based on data gathered from
one-2-one meetings, eNPS surveys, and other methods of
tracking sentiment.
The ability to pull real-time data into a unified digital system
allows HR leaders to work closely with managers to track
metrics concerning departments, teams and individuals,
spotting new trends early as well as recognising potential
problems before they get out of hand.

Dashboard reports

Today Screen daily overview

Two of the key areas where data can bring significant
improvements for employees are in the setting of objectives
and the process of reviews. Bringing the relevant data under
the umbrella of dashboard reports allows managers and
HR leaders to easily track a person’s progress towards the
accomplishment of goals and other key performance indicators,
as well as evaluate the necessary data gathered from one-2-one
meetings, check-ins and other feedback mechanisms, when
reviewing their overall performance.
These dashboards give managers a holistic view of the current
status of the company, as well as the departments, teams and
individuals the business is comprised of.

Good data provides critical insight into the broader, long term
objectives of a company, but sometimes it can be easy to
lose sight of what matters most in the here and now. Using a
performance management suite with a Today Screen feature
provides managers and administrators with a customizable
overview of the day’s priorities, giving them visibility of teams
and individuals in a single real-time screen.
The Today Screen is a powerful component of a business’s
internal communications platform, and can be used by
employees throughout the company’s hierarchy to share live

These changes have been accompanied by an overall growth
in people analytics, which have given HR leaders the practical
tools required to nudge employees in the right direction and
even predict business outcomes. This combined analysis
of people-data collected from HR systems, and business
data – for example data on operations performance – allows
companies the opportunities to make improvements in a wide
variety of fields, from how their organisation is designed to how
they conduct workforce planning.

Maximizing data with performance management
tools

feeds, videos and training, and other notifications necessary to
keep everyone up to date.

Microsoft Teams integration
With Microsoft Teams becoming increasingly widespread
throughout the business community, using performance
management software which features full integration creates
for greater ease of use for staff at all levels of the company.
For employees who are already familiar with how Teams
operates, allowing performance management functions to be
operated via the platform – and notifications to be sent directly
within it across a range of digital platforms – means that
users will experience minimal disruption, regardless of their
department or physical location.

Building resilience for future Black Swan events
with high quality data
Consolidating data into one powerful performance management
suite enables businesses to build resilience against future
unforeseen events, delivering the information managers and
company leaders require to act swiftly and decisively whenever
an emergency arises.
High quality data allows companies to be proactive rather than
reactive, better positioning themselves for the next “Black
Swan” crisis, whether this is further economic disruption due
to potential future pandemics or political unrest and cyber
attacks.
Data-driven performance management and workforce analytics
helps ensure that managers and leaders are ahead of the curve,
capable of communicating new procedures and goals to staff
across a multi-channel communications platform, whether
employees are working on-site or remotely. n
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ON THE
ROAD TO
RECOVERY
Warwick Haycock, Accounting Software
Specialist at The Access Group, helps get your
business firing on all cylinders again.

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

The Covid-19 pandemic has transformed the business
landscape, with almost every industry affected in some
way or another.
One market that has felt a significant impact is
recruitment and depending what sectors you work with,
you will have felt that differently. Certain industries such
as healthcare, grocery and supply chain have seen a
huge boost in recruitment activity, with more employees
needed to meet demand in hospitals and care homes,
supermarkets and warehouses.
Yet whichever way your recruitment agency has been
impacted, the recovery process should be at the
forefront of every recruitment leader's mind. For many,
this process is about reviewing the numbers and looking
at internal processes such as for HR and finance to see
what can be changed to help boost growth.
Leaders should be thinking about preparation, asking
themselves what they can improve in order to aid
recovery, guarantee business security in the long run
and streamline processes moving forwards to improve
the overall health of the business.

Focused on recovery
Finance directors and their teams play a fundamental
role in driving the growth of any business. With
the right technology in place, once inefficient and
time-consuming processes like month end for example
can be streamlined through accounting automation.
Continuing to use outdated software could hamper
your finance team’s efforts to navigate through the ins
and outs of your market, when, in reality, their attention
could be better focused on supporting the business
towards recovery.
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Upgrading your system can enable your team to shift
their focus to strategy, identifying key contracts and
markets where your agency’s resources are best placed
to increase revenue.
Right now, businesses need to be focused on recovery
and finance teams need to be able to set a clear path to
guide the business towards healthier numbers. And data
plays an important role in this.
Incorrect, unorganised or even missing data, can all lead
to the wrong financial strategy for the business. With the
right insights, the finance team can provide key details
to inform the businesses’ strategic direction; from
cutting costs and billing, to driving up profits. Every
piece of financial data helps.
The visibility of shared data, all on one single integrated
system, has huge advantages not only for the financial
team, but the business as a whole. With much of the
business community still scattered across the country
working remotely, transparency across the board
will ensure there are no contradictions in reporting
and much more collaborative working. An integrated
financial management system can help you achieve that.
In this fast-paced industry, it is important to recognise
the value of equipping your team with the right tools.
After all, your finance and payroll teams sit on a treasure
trove of useful data insights, so it’s vital they are
leveraged in the best possible way.
With the state of the economy still uncertain, businesses
will need to do what they can to fuel the recovery of the
business – protecting assets, as well as its employees
– for any other hurdle that may come your way. n
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THE FUTURE’S
BRIGHT. THE
FUTURE’S VARIABLE.
James Sandoval, CEO and Founder of Measure Match on
why striking the right balance of fixed and variable skills
and resources is key to operational success.

There have been more than a few business lessons learned since the
pandemic hit, none bigger than the effectiveness of remote working
and the need for the latest digital technology to make it happen.
And that’s not just virtual meetings software like Zoom, but also
collaboration tools and hardware to help us work efficiently – arguably
more out of the office than in it!
A host of organisations have, therefore, woken up to the true value
of a remote workforce and the importance of digital transformation.
That’s critically valuable in terms of enabling continuity – and
therefore survival – during a global pandemic and also with respect
to the potential of reducing office overheads at a time of falling
revenues. None of which could be realised without digital innovation.
Another powerful lesson is the increased need for business agility,
an area in which many companies were found wanting. Ironically,
this was even the case for many virtual meetings platforms, with
several struggling to satisfy demand. This requirement for the agility
and flexibility to scale up, scale down and shift approaches to meet
the changing demands of customers was becoming more acute long
before COVID-19. And not just in terms of business services and
tools, but also people, striking the right balance between fixed and
variable human capital. This is particularly important to meet the
growing need for digital skills and the widening technology talent gap.

SaaS to the rescue

Juggling human capital

With increasing globalisation and the rise of e-commerce continually
growing customer choice expectations, markets have never been
bigger, but equally never more volatile. This looks only set to
increase, particularly in the face of the current threat and similar
ones to come. As a result, agility – the ability to experiment, test,
measure results, pivot and reach competitiveness in new areas – will
increasingly determine commercial success.
Digital transformation has come to the rescue, with Software as a
Service (SaaS) solutions enabling upsizing, downsizing and switching
between platforms when required, along with anytime, anywhere,
hyper-collaborative working. Meanwhile, data capture and analytics
deliver a sharper vision of markets and customer experiences for
smarter, faster decision making.
True agility also requires a philosophical shift from traditional longterm strategic plans to more nimble execution. Whereas companies
used to ponder what mix of technology and skills they needed for the
next few years, they are increasingly looking at their requirements
on a near to mid term basis. This demands a more fluid approach to
skills as well as technology.

With the liquid workforce and the emerging norm of agile,
project-based execution come new questions for recruitment,
retention and deployment of talent – essentially how to juggle
fixed and variable human capital. Fixed investment covers full-time
employees, building company culture, human and professional
development, which currently make up the vast majority of most
organisations.
The call for flexibility from businesses and people – let’s not forget the
continued rise of the skilled freelance and contract worker by choice
– means the current status quo will change, with fixed human capital
falling as variable rises.
Businesses that are more balanced in their fixed vs. variable
talent management will better fulfill on their strategy and growth
goals. Satisfying this need is prompting the emergence of a new
set of global digital resource marketplaces linking companies with
professional services and the appropriate solutions providers to
enable fast, efficient and effective sourcing of innovation and skills.
The future of work looks more flexible than anyone ever imagined.
And the sooner we get there, the better businesses will be able to
cope with whatever challenges are thrown at them. n

Businesses that are
more balanced in their
fixed vs. variable talent
management will better
fulfill on their strategy
and growth goals
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NOBODY
WINS
Clarke Bowles, Head of Key Accounts at Parasol looks at
the prospects of blanket bans.

Despite a temporary postponement this year, the
highly-anticipated reforms to off-payroll working rules
(IR35) are coming into play in the private sector in April 2021.
This gives medium to large companies, agencies and contractors
less than six months to ensure they have comprehensive plans
in place to deal with the new changes.
With several leading businesses stating that they will refuse to
engage with Personal Service Companies (PSCs) post-April,
many are understandably worried about the effect that these
“blanket bans” could have on the contracting industry.
Given businesses have already been adversely affected by
government action to prevent the spread of COVID-19, the
reforms to off-payroll working are coming at a particularly
difficult time. It is therefore understandable that some
companies are turning to blanket bans as a quick and easy route
to compliance. However, this decision is likely to have negative
implications, and the impact of this on your business and your
contingent workforce needs to be carefully considered.

Understanding the changes
For those companies turning to blanket bans, it’s important
to remember that HMRC is pushing forward with the reforms
because one-third of limited company contractors were
previously reported to be working non-compliantly. However, this
also means that two-thirds of contractors are working correctly,
in line with HMRC’s guidelines. Blanket bans unfairly penalise an
overwhelming majority of the UK’s contracting workforce.

With the upcoming reforms, it will become the responsibility of
the end hirer to determine the IR35 status of an assignment and
issue a Status Determination Statement (SDS). The responsibility
for assessing IR35 status currently sits with the contractor,
but this accountability, and crucially the liability for any unpaid
taxes, will switch in April. This is one of the reasons we have
seen some knee-jerk reactions with blanket bans.
It is imperative to understand that the rules around what
constitutes inside/outside of IR35 have not changed. Therefore,
if a contractor is currently compliantly operating outside IR35,
this should remain the case post-April 2021.

Implications of blanket bans
Blanket banning of PSC’s effectively puts everybody in a tax
position similar to that of being inside of IR35, regardless of
their working practices. This will have huge ramifications for the
contracting industry, as well as UK PLC more widely.
If a contractor compliantly working through their limited
company moves from an outside IR35 status to a PAYE solution
because of blanket bans, it could result in everybody losing out
commercially. An end hirer may need to increase the rate to keep
the same contractor, or where the end hirer decides no uplift
to compensate will be given, the agencies may be forced into a
position of reducing their margins to keep valued contractors.
This is a problematic result for an agency, especially if they are
already working to very tight margins.

Where neither of these happen, a contractor’s net take home pay
will decrease, which could mean they are forced to leave the role
and seek one with a higher rate or one that sits outside of IR35.
A contractor may also request to increase their day rates, which
means end hirers would have to make important commercial
decisions. If contract details are left unclear in the run-up to
April, it could result in contractors leaving projects unfinished.

Predicting a skills shortage
If blanket bans persist, there’s every chance it will leave a
talent vacuum across the entire industry. Currently, there are
more than two million self-employed people in the UK, many of
whom choose this method of working because it best suits their
circumstances and offers them flexibility in their working life.
Many companies use contractors and freelancers for their
expertise, or to plug a skills gap among their workforce.
Post-April, end-hirers are more likely to attract top talent
if they are taking reasonable care when completing Status
Determination Statements. An accurate outside IR35 SDS will
mean the contractor maintains the same take-home pay.
HMRC has already confirmed that Status Determination
Statements can be issued before 6 April 2021 and will be valid
after that date, providing they meet the legislative requirements.
However, the legislation that introduces the SDS will only come
into force on the new April 2021 deadline.
This means that companies can already make significant
progress to be ready for the new deadline. For companies that

instead choose to enforce blanket bans, they will inevitably
lose out on top talent to competitors, who are completing
Status Determination Statements with reasonable care on a
case-by-case basis.

Education and preparation
The ramifications of blanket bans have the potential to be
huge for all involved, yet this can all be solved with accurate
assessments and compliance across the entire supply chain.
There’s a certain amount of fear associated with IR35 and there
are very real risks, but it’s important for those affected by the
new reforms to take some time to research the specifics and
anticipate the implications.
With the six-month countdown now on, education will be the key
to managing the upcoming transition. It’s something we’ve been
working hard to do with our agency partners and their clients/
end hirers, but it’s clear that more needs to be done with the
clock ticking.
Regardless of where you sit in the supply chain, educating
yourself and your workers on the reforms and what will be
expected of individual roles under the new rules will
be paramount.
At Parasol, we have a dedicated IR35 resource hub to help
agencies, end hirers and contractors navigate the changes
and prepare for the upcoming reforms. n

www.theglobalrecruiter.com

S UPPLY SID E 33

Same network,
new tiers.
Introducing the new TRN
tiered membership.

F R E E

W O R L D

W O R L D

+

C L U B

All the support and advice your need to survive and thrive.
Join the largest and fastest growing network of recruitment
leaders around the world.
www.therecruitmentnetwork.com

Supported by...

COMPLIANCY
IS KEY
John Hetherington, UK Sales Manager, Practical Software on
compliancy and how digital tools can help you keep on top of
your responsibilities as a recruiter.
The usual suspects

Keeping up with the changes

Whether you’re starting a new agency or reviewing your current work
practices, we all know that compliancy is a huge part of the recruitment
process. We work in one of the most highly regulated industries and
making sure that we don’t fall foul of those regulations is key to business
survival. We’re all aware of the usual suspects; The Companies Act,
Employment Agencies Act, conduct regulations, AWR; the list is
seemingly endless at times, but what are some areas that are commonly
overlooked that can make a real difference to an agencies survival.

Let’s talk about the B word… Brexit is of course on the mind of
every business owner and making sure that you’re prepared
for every possible outcome can be time consuming but there
are things that you can do to limit risk. Work to understand your
requirements now. It’s already been stated that GDPR will be
adopted into UK law and it’s fairly safe to assume that other
regulations - at least in the short term - will continue to stand.
Making sure that you keep up with changes on the horizon can
make a real difference further down the road and organisations like
the REC can help you stay abreast of those changes and even offer
compliancy training for your business.

Non-compliance is costly
The two largest fines issued for data protection infringements were
both by the ICO to UK companies in 2019; British Airways for £183
million and Marriott International only a day later for £99 million. Data
protection is serious business and yet still, companies overlook
it or disregard the implications of ignoring its seriousness. These
mammoth examples are for unsecure data, but fines have been levied
for breaches of all sorts; the right to be forgotten, how long data can
be held for or even still, sending marketing communications without
consent. You would think that companies would learn but it’s still one
of the biggest pitfalls for businesses of every size!
In 2019 it was estimated that UK employers were fined around £30
million for not carrying out ‘right to work’ checks. More recruiters
every year are carrying out these checks and the figures are definitely
improving, but at a cost of £20,000 per worker, it’s a lot of money for
not checking some simple details first.
These are just two of the biggest examples, but it’s important to
remember all the role specific compliancy that you need to be aware
of, especially with temporary workers. Driving licences, DBS checks,
nursing qualifications and CSCS cards for construction workers. It’s
vital that you understand not just your industry, but the industries that
you’re recruiting for.

Cloud Compliancy
There’s a lot to be said about keeping your data in the cloud.
Providing that you have the right platform and top-level data
security; a cloud platform can really make the difference to your
agency. Having a back-office system that allows you to store “right
to work”, NDAs, licence evidence and all sorts of other documents
doesn’t just help your business remain compliant, but also gives
you the peace of mind that you’re doing the best to look after not
just your agency, but your clients and workers as well.

A lot to consider
Needless to say, there’s a lot to be considered and your industry
and business strategy will impact what you need, but can you really
afford to not be compliant and just become another statistic in
HMRCs yearly figures? n
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PROVIDE
FOR IR35

With April fast approaching, we asked the leading providers for
their best advice to help you prepare.
Del Williams, Sales Director, JSA Group:
While the upcoming IR35 (off-payroll) reforms may feel like a
compliance headache which open your agency up to financial and
reputational risks – it doesn’t have to be this way.
With the help of an expert IR35 partner you can approach the reforms
calmly and efficiently, allowing you to remain focused on placing the
right applicant in every role during a time of mounting pressure in the
recruitment industry.
By finding the right IR35 partner, your agency can receive guidance
on how to manage the reforms, gain access to a reliable and
insurable assessment tool, and help contractors into the correct
working solution – providing them with expert ongoing support and
a carefully considered PSL.
You’ll have time to forge better relationships with your end hirers,
contacting them to discuss the implementation of an accurate and
efficient assessment process and recommending your preferred
assessment tool where necessary. You’ll also have the outsourced
expertise to help you communicate with your contractors and help
them amend their contracts where appropriate so they can work
compliantly ‘outside’ IR35. This will help you establish methods of
clear communication across the supply chain – vital for mitigating
risk and proving your due diligence.
If you need help with any aspect of IR35, the team of compliance
experts at JSA Group are here to help. They can provide you
with a complete solution: from planning, to implementation,
and ongoing support.

Andy Robinson, Business Development Director,
Kingsbridge:
“While early preparation is certainly key when it comes to the IR35
roll out in 2021, one of our key tips for recruiters as the extended
deadline nears is to use this time to ensure the right balance of
automation and human intervention is being used in determinations.
We’ve seen over the last year that some fully automated tools can
have flaws – including HMRC’s own CEST tool – but, understandably,
relying solely on people to make determinations isn’t a viable option.

However, a balanced mix of technology and manual intervention for
any indeterminate results is, in our view, the best approach. In fact,
in our recent IR35 survey, 68 per cent of recruiters indicated that they
are taking this approach.”
“It’s also crucial that recruiters ensure their voice is heard when it comes
to what determination tools are being used. Prior to the original deadline,
many clients drove the use of HMRC’s CEST tool. However, as the
fee-payer it is the recruiters who shoulder the potential tax risk of an
IR35 status determination later being challenged by HMRC. As such,
the importance of keeping clients happy needs to be balanced against
recruiters implementing processes and tools that protect their balance
sheets and minimise their risks, including the use of insurance.”

Julian Ball, Legal Director, PayStream:

John Hetherington, UK Sales Manager,
Practical Software:

Work back from 5 April and put in place a plan to ensure:
Your clients know that you need an SDS in time to deliver the result
(and the options available) to the contractors. If the worker is inside
IR35 you will need to explain the options available (PAYE, umbrella
or deemed payment) and put in place new contracts once the worker
has made up their mind. This takes time.
For “inside IR35” contractors you have a solution ready. Agree
a process with an accredited umbrella company to ensure that
contractors have signed all necessary paperwork and are ready to
be paid by the umbrella company for work carried out after 5 April.
Agree a reporting process with the umbrella company so you know in
advance who has signed up and who you need to chase. Ensure the
umbrella company has capacity to sign up the workers quickly.
The client makes an informed decision on the SDS. You may have
knowledge that the client does not, which may help to reach an
outside IR35 decision. However we saw in 2019 that getting involved
in the decision making process can become time consuming for you
and may ultimately delay the process.
SDSs for groups of workers doing the same job are consistent and
issued at the same time. Workers will obviously talk to each other and
compare results which can cause problems if there are differences.
If workers are involved in completing the review they will learn from
other SDSs and potentially tailor their answers to get the right result.

IR35 is a big issue for recruiters, clients and workers alike. At the
moment, it’s the contractor’s responsibility for determining whether
they are inside or outside of IR35 in the private sector. But, come April
2021 this will change to responsibility laying with the end client; in line
with current public sector legislation.
The Government has provided the CEST tool that (allegedly) tests
the Supervision, Direction, and Control to see if you’re seen as
an employee. The results from this then have to be passed to the
recruiter. It’s important to remember that this is per assignment so
every time a contractor changes their role or assignment then IR35
status needs to be redetermined. For agencies that deal with shorter
term contracts, relief or bank workers; this can create quite a lot of
paperwork for agencies to manage.
Cloud based systems are a great place to start in helping recruiters
manage IR35 for their clients and candidates, and there are a lot of
functions that help stay on top of these responsibilities. A good system
should have a linked storage area for holding documentary evidence,
auto generated reminder notifications to both the Recruiter and the
End Client, and also an overdue counter as a visual aid to make sure
that you don’t miss anything.
It goes without saying that there’s a lot to be kept on top of but with
the benefits of an integrated back office solution, you can work to
keep you, your clients, and your contractors safe.

Steven English, Managing Director, iConsult:
April the 5th 2021 will soon be upon us. Use this time to prepare.
Help your clients to fully understand their responsibilities. It has never
been so important to understand the whole supply chain. Working
with your clients, ask them to properly assess the workers. Once the
assessment is done, the client will be able to understand the task
in front of them. The assessment will clearly show your client how
workers currently provide their services i.e. PSC, Umbrella etc.
Ideally, your clients need to provide the Status Determination
Statement (SDS) to you in good time. This will allow you to discuss
available options to the contractor, should the outcome of the SDS
be ‘Inside’ IR35. If needed, there are numerous companies who can
provide an insurance backed product, in addition to HMRC’s own
CEST tool, for determining a worker’s status. Remember that the
assessment is per assignment so, each time a contractor changes
assignment, the SDS needs completing again.
As a business, will you offer in-house PAYE or a Deemed Payment
to contractors? Both solutions are perfectly acceptable but there are
costs associated to you for providing this as an option to contractors.
Therefore, a robust PSL of established and accredited Umbrella
Companies could well be the favoured option for most. It is important
to give contractors choice but please be extra vigilant of allowing
a contractor to use a payment solution that could be considered
non-compliant. n
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