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Welcome to the March issue of The Global Recruiter Magazine. This issue 
is dedicated to two things: the first anniversary of the global pandemic as it 
impacted on the recruitment industry and compliance in recruitment. What do 
these things have in common? Both are unavoidable if you want to operate 
successfully in the recruitment industry. Both present huge challenges for the 
sector and have created barriers, challenges and obstacles to be overcome. 
Both present opportunities for those companies who are determined to give 
their clients and candidates the very best. 
In the main magazine we hear from industry leaders and recruiters themselves 
about how the pandemic has affected their business and how they have 
responded. Despite everything there are success stories, businesses who 
understood the challenge and did it anyway. In the Compliance Report we 
get to grips with the compliance challenges now and in the future. 
These issues and the current circumstances in which the recruitment industry 
operates will not go away, but as revealed by this month’s Recruitment Live 
discussion, the industry is an agile one and we look forward to seeing how it 
continues to succeed as the year progresses.
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THE FEAR OF BURNOUT
5

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

Research from Walters People has 
found 47 per cent of managers 
fear their employees are at risk 
of burnout upon returning to 
the office. As the UK workforce 
experienced ‘boomerang’ 
productivity levels during lockdown 
– at its peak 35 per cent reported 
an increase in productivity, and at 
its lowest 28 per cent reported a 
decrease in productivity – a third of 
professionals (30 per cent) stated 
that their ‘yo-yo’ productivity levels 
during lockdown led to a decline 
in their mental health or wellbeing. 
By definition, a significant 
proportion of the UK workforce 
may have suffered from workplace 
burnout during lockdown – and 
now almost half of managers 
(47 per cent) fear there will be a 
similar boomerang-style impact on 
productivity levels once offices are 
able to reopen.
A total of 62 per cent of 
professionals have suffered from 
a workplace burnout symptoms 
at some point in their career, with 
the World Health Organisation 
characterising burn-out by three 
dimensions:
• feelings of energy depletion or 

exhaustion;

• increased mental distance 
from one’s job, or feelings of 
negativism or cynicism related 
to one's job; and

• reduced professional efficacy.
 Social isolation (40 per cent), lack 
of communication with colleagues 
and co-workers (28 per cent), and 
working longer hours (22 per cent) 
have been the primary contributors 
of causing workplace burnout 
symptoms during lockdown.
“Pre-lockdown a culture of ‘the 
harder you work, the more 
successful you’ll be’ was really 
beginning to gather momentum,’ 
says Phill Westcott, director 
of Walters People. “We’d see 
successful and high-profile 
business owners talk about their 
4am alarm-clock and how they’d 
do a day’s work before anyone 
around them had their first sip of 
coffee. Over-working became a 
glamourised notion – yet having a 
lie-in or taking extra walks during 
your working day were not being 
equated to success in the same 
way.
“Lockdown has highlighted to 
employers and employees alike 
that increased flexibility, working 
less hours, and including more 

CODING TO SUCCESS

Coding is the fastest growing 
profession in the UK by numbers 
of employees, and there are now 
more than 600,000 developers 
working in the private sector, 
according to research by developer 
recruitment platform CodinGame. 
Analysis of the most up-to-date 
ONS business population data 
reveals that the number of 
computer programmers working for 
private companies has increased 
by 74,000 in the past three years, 
from 536,000 to 610,000.
A third (196,000) of those 
developers are employed by large 
companies. However, just under 
300,000 programmers are working 
in micro and small businesses. 
The only other two industries in 
the private sector that have seen 
employee numbers grow by more 
than 50,000 over the same time 
period are construction (54,000) 
and the restaurant and mobile food 

service industry (52,000). 
Other industries have seen 
employee numbers grow by 
more than 10,000 over the past 
three years include; accountants 
(22,000), tradespeople, such as 
electricians and plumbers (21,000), 
car dealers (17,000), estate 
agents (16,000) and management 
consultants (11,000). Over the past 
decade, as the digital revolution 
gathered momentum, the number 
of computer programmers working 
in the private sector has increased 
by 51 per cent, from 405,000 to 
610,000.
The explosion of new digital 
businesses and the digitisation 
of traditional companies, has 
generated huge demand for highly 
skilled developers. In comparison, 
ONS figures show that across all 
industries in the private sector, the 
business population has increased 
by a more modest 20 per cent over 

the same period, less than half 
the rate of growth seen within the 
computer programming profession.
Government figures also reveal 
that the number of computer 
programming related businesses 
and consultancies in the UK has 
increased by 54 per cent in the past 
10 years, from 40,805 to 62,890  
– with these businesses generating 
turnover of more than £120bn.
“Although the number of 
developers working in the private 
sector has risen 14 per cent in the 
past three years, tech recruiters 
are still facing a digital skills crisis,” 
notes Aude Barral, co-founder of 
CodinGame. “The past ten years 
has seen a digital revolution that 
is reshaping the global workforce, 
and skilled developers are in 
exceptionally high demand. Despite 
government figures showing the 
number of developers employed 
in the UK has topped 600,000, 
supply of highly skilled tech talent 
is struggling to keep pace with 
demand.
“The tech start-up sector is 
booming and traditional businesses 
are going through a digital 

transformation, which has been 
turbo-charged by the impact of 
the pandemic and the country 
switching to remote working,” 
Barral added. “We surveyed 
tech recruiters recently and they 
admitted their No1 challenge 
for 2021 will be to find qualified 
developers2 for their tech teams. 
This year, DevOps are particularly 
sought after with unprecedented 
demand for cloud migration experts 
given as one of the reasons.
“The message to companies who 
are hoping to fill top tech positions 
in 2021, is to start their hiring 
process as soon as possible and 
to have a clear idea what skill-set 
they are looking for in a developer,” 
Barral concluded.

‘me time’ into your working day 
can actually increase productivity, 
creativity, and overall work-ethic,” 
he continues.
Westcott believes the challenge will 
now be for managers to maintain 
that level of autonomy, freedom 
and flexibility with staff once offices 
re-open. In order to move away 
from such high figures of burnout 
managers need to appreciate that 
an empty desk does not mean 
employees aren’t working.
The research also found 32 per 
cent of employees are expecting 
an improvement to be made to 

wellbeing policies upon return 
to the office – however over a 
third of companies fear that their 
leadership team are not equipped 
to handle new ways of working. 
Indeed, employers stated that 
their management team needed 
to be more empathetic to work/
life balance (74 per cent), focus 
on outcomes rather than time 
spent (65 per cent), improve their 
understanding of mental health 
& wellbeing (52 per cent), and 
create more time for collaboration 
rather than adopting a top-down 
management method (36 per cent).

Coding emerges as fastest growing 
profession in the UK.

The workforce is now global. 

We help recruiters with international engagements 
all over the world.

Contractor management

Migration services

Payroll fi nancing

entitysolutionsgroup.com

YOU RECRUIT IN 
LONDON
WE ENGAGE IN 
SINGAPORE

Walters People warn of impact as 
companies return to the office.

http://www.entitysolutionsgroup.com
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Research from ManpowerGroup 
suggests the surge of gaming 
during lock-down has put 
significantly more soft skills into the 
UK labour market. The business 
suggests 48 per cent of British 
gamers would thrive in a hands-on 
workplace and employers could 
turn to this resource to meet their 
skills shortages.
In February last year, the UK was 
experiencing the worst talent 
shortage in over ten years, with 23 
per cent of employers struggling to 
fill roles. In the latest ONS labour 
market report, vacancies are 
starting to creep back up towards 
pre-pandemic levels, which means 
there are more gaps in the talent 
market. However, ManpowerGroup 
suggest filling these roles is no 
longer just about experience, hard 
skills or proximity to a workplace, 
it’s about soft skills and the ability 
to learn and develop into a role. 
This, they say, opens the door to 

gamers as the next big untapped 
and growing re-source.  
ManpowerGroup analysed more 
than 11,000 games across 13 
genres –from action adventure, 
role-playing to music and indie 
– identifying the top soft skills 
developed in each gaming category 
and then mapped gaming skills to 
work skills. For example, a gamer 
who plays games like Call of Duty 
or Fortnite cultivates soft skills 
that a warehouse packer requires, 
such as critical thinking, spatial 
awareness and problem-solving.
Jason Greaves, brand leader, 
Manpower UK says: “It’s not just 
the labour market that’s been 
shocked in the last year, we’ve also 
had a sharp uptick in personal time, 
which has led to many swapping 
commuting for computer gaming. 
And this is across the entire 
population, regardless of age, 
gender or background. Gaming is 
on the rise. The good news is, all 

the time spent in the virtual world 
of Fortnite, Minecraft or Animal 
Crossing wasn’t in vain for the 
UK workforce. In fact, workers 
waiting out the pandemic have 
been developing many of the skills 
required for today’s jobs and the 
roles of the future.” 
Greaves goes on: “Before the 
health crisis in the UK we were 
experiencing historic talent 
shortages, and as we prepare to 
return to offices those skill gaps 
remain; there might be more people 
looking for work but that doesn’t 
mean they have the skills that are in 
demand right now.
“What we do know is that skills 
like teamwork, critical thinking and 
problem-solving are needed now 
more than ever; and these skills are 
developed through video games.”
Greaves argues workers are not 
aware of the skills they’ve been 
developing through gaming. 
Similarly, employers need to be 

open-minded and remember that 
new skills can come from anywhere. 
ManpowerGroup’s proprietary 
online Gaming Skills Translator 
tool allows candidates to input 
the specific games they play, their 
experience and skill level, and 
the amount of time they spend 
gaming. The tool then translates 
that into workplace skills they 
can add to CVs and discuss in 
interviews and ultimately help 
connect to potential job matches. 
In the UK, over 2,750 respondents 
took the online Gaming Skills 
Translator, and the strongest 
personality trait to emerge from 
British gamers was ‘Realistic,’ 
with almost half (48 per cent) of 
respondents identifying with this 
trait. This indicates that these 
candidates would prefer to work 
in a more hands-on environment 
with real-world materials and 
machinery, over a traditional 
people orientated workplace.

Lockdown offers a new talent pool for employers seeking to bridge skills gap.
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RISKY BUSINESS
Survey suggests the remote worker 
behaviour adds extra cybersecurity risk.

New AT&T research shows 54 
per cent of workers are regularly 
using their work device for personal 
purposes, including sharing work 
equipment with family members, 
thereby creating further risks for 
businesses. The survey, conducted 
by Opinium, questioned 3,000 
workers in the UK and Germany 
who are now operating remotely 
because of new policies brought in 
to combat the global Coronavirus 
pandemic. More than a third of 
those questioned admitted to using 
work equipment to connect to 
smart home devices (35 per cent) 
such as voice assistants (14 per 
cent) smart speakers (14 per cent), 
fitness monitors (13 per cent), smart 
lighting (12 per cent) and smart 
kitchen appliances (12 per cent).
The data clearly shows workers 
understand the problem. Two thirds 
(66 per cent) said they are more 
aware of cybersecurity threats since 
shifting to home working. Nearly 
half believe they personally (49 
per cent in the UK; 38 per cent in 
Germany) and their companies 
(52 per cent in the UK; 42 per cent 
in Germany) are at increased risk 
of cyberattacks. 55 per cent have 
been the target of a cybersecurity 
threat while working remotely over 
the past year, and nearly a third of 
those surveyed (29 per cent) said 
their company isn’t doing enough 
to protect them from cybersecurity 
threats.
Yet when it comes to taking 
responsibility, two in three remote 
workers (66 per cent) say that 
practicing good cybersecurity at 
work is challenging; citing a lack 
of adequate training or technical 
support (22 per cent), lack of 
prioritisation by senior management 
(18 per cent) and it taking too much 
time/being too much hassle (16 per 
cent). One in five employees (20 
per cent) say there is no way they 
could be encouraged to care about 
cybersecurity risk.

The results correspond with a July 
2020 AT&T survey of 800 EMEA 
cybersecurity experts, which 
found that 70 per cent of large 
businesses with more than 5,000 
employees believed widespread 
remote working was making their 
companies more vulnerable to 
cyberattacks. That survey identified 
employees (31 per cent) as the 
biggest risk to implementing good 
cybersecurity practices. At that time, 
experts believed that one in three 
(35 per cent) employees were using 
devices for both work and personal 
uses but the new research suggests 
that number is much higher.
While many businesses did 
introduce new cybersecurity 
measures to mitigate risks since 
the onset of COVID-19, employees 
indicated that many employers 
have not taken basic steps to 
improve cybersecurity. One in three 
(32 per cent) say their company 
hasn’t implemented additional 
login protocols to protect from 
web-based threats and 50 per cent 
have not required any additional 
cybersecurity training since shifting 
to remote working.
“The lines between our professional 
and personal lives are blurring and 
that includes our online behaviours,” 
says John V. Slamecka, region 
president EMEA & LATAM, 
AT&T Business. “It’s clear that 
businesses can only protect 
their networks by mitigating for 
those behaviours. Cybercriminals 
are launching cyberattacks at 
the most vulnerable point – the 
remote worker. Businesses 
who initially compromised on 
cybersecurity to speed up the 
transition to homeworking are 
taking a tremendous risk. They 
must address cyber risks now to 
provide for business continuity and 
help protect their workforce and 
business for the future.”

COVID’S DIGITAL IMPACT
Talent agency survey the sector one year on.

Ecommerce & digital talent 
acquisition agency Beringer Tame 
says businesses of all sizes and 
across all industries have sped up 
digital transformation strategies 
over the past year in reaction to the 
COVID-19 pandemic. The agency 
says that the increase in demand 
for digital talent has skyrocketed 
and this trend is set to stay as 
organisations continue to ramp up 
digital efforts.
Beringer Tame, which recently 
announced that it had seen a 100 
per cent increase in organisations 
looking to fill roles in comparison to 
this time last year, has witnessed 
first-hand how the sector has 
transformed over the past 12 
months.
Patrick Tame, CEO of Beringer 
Tame says: “ecommerce grew at 

its strongest rate for more than a 
decade in 2020, growing by 46 per 
cent, with Barclaycard reporting 
that Brits spent £40.6 billion on 
items to lift spirits during lockdown. 
While there will inevitably be a drop 
off in some of this growth when 
people are able to once again 
have in-person experiences and 
physically go to a store, the adoption 
of ecommerce and wider digital 
services is here to stay.
“We will therefore continue to see 
an increase in roles available within 
the digital and ecommerce sectors,” 
he continues. “We’ve already 
seen a sharp rise in the number of 
executive and manager roles being 
advertised – and placed – and 
predict that come Q3, the hunt for 
digital leadership will commence 
with fervour!”

Roles seeing a particular uptick 
as a result of the pandemic 
include: CRM Managers, PPC 
& SEO experts, Email Marketing 
Specialists, Marketplace Managers, 
Ecommerce Traders, Digital 
Analysts and Digital Marketing/
Brand Managers. Similarly, says 
the agency, the most in-demand 
digital tech roles include: Software 
Development, Programming, 
App & Web Development, Data 
Science & Analytics, Digital Product 
Management, UX and AI.
Patrick also provides insights on 
how salaries have changed over 
the past year: “National salaries 
remained steady throughout 
2020 with ecommerce and digital 
manager roles sitting above the 
national average. Following the first 
lockdown in March 2020, there was 

a sudden need to hire talent capable 
of facilitating digital transformation 
and the result was that both 
digital marketing jobs and salaries 
increased. However, this was 
short-lived, and salaries flattened 
out later in the year. With so many 
people out of work – especially from 
non-essential industries – there was 
strong competition for roles and it 
was an employer's market.”
Tame believes the situation will 
change and those with the digital 
skills that organisations are in such 
desperate need for right now will 
find themselves in an employee’s 
market, experiencing higher salaries 
and significant career growth over 
the coming years.

GAMERS 
WITH 
TALENT



In 2019, the year before the Covid pandemic disrupted the world 
economy, the HR Services sector recorded five per cent year-on-year 
growth to deliver a turnover of €495 billion. 
The World Employment Confederation Economic Report 2021, based on 
2019 data, details how the industry was on a positive trajectory before 
the Covid crisis hit in Q1 2020. The pandemic has upended economies 
and labour markets around the world and brought a halt to the growth 
that the private employment services sector had experienced in recent 
years. The industry estimates that the global agency work sector 
contracted by as much as 18 per cent in the first half of 2020 alone. 
In 2019, more than 60 million people were placed on the labour market 
by the HR Services sector. This underlines the important role our sector 
plays in supporting people and companies to manage change – a role 
that was to prove in invaluable over the subsequent 12 months as the 
sector worked to deliver innovative solutions in transitioning workers from 
economic sectors closed down by the pandemic into newly-in-demand 
sectors such as healthcare and delivery services. 

2019 market overview

Agency work remains the largest segment of the HR Services industry 
and grew one per cent year on year in 2019. It generates €391 billion 
in total revenues (including agency work revenues generated by MSP 
and represents 79 per cent of total sales). The largest 15 markets 
represented 91 per cent of global industry turnover in 2019 with the US 
market generating almost one-third and the five largest markets – USA, 
Japan, UK, Germany and France – contributing over two-thirds.
Europe is the largest region for agency work – delivering 43 per cent 
of global revenues. North America delivers 33 per cent and APAC 21 
per cent. The global penetration rate of the agency work sector, which 
indicates the share of agency workers in full-time equivalents among the 
working population, remained stable at 1.6 per cent in 2019. Most of the 
largest markets have a penetration rate above the global rate, with the 
rate in the UK, the Netherlands and France being almost twice as high.
Managed Service Providers (MSP) and Recruitment Process 
Outsourcing (RPO) were the best performing industry segments in 2019, 
achieving double-digit growth across most regions at 13 per cent and 25 
per cent respectively – likely fuelled by tight labour market conditions  
pre-pandemic. MSP reached a 135 billion turnover and RPO 5.7 billion. 

Denis Pennel, managing director, World Employment Confederation on the 
performance of HR Services before the pandemic.

Direct recruitment too saw strong growth at six per cent compared with 
the previous year. Asian and Pacific markets expanded significantly 
– with Japan and China growing 30.1 per cent and 17.1 per cent 
respectively and the US was up nine per cent. The UK by contrast fell 
16.8 per cent. 
The career management sector – which has an estimated value of 1.9 
billion – saw a slight decline of one per cent in 2019 due to contraction 
in the largest markets (US, the Netherlands and UK) whose combined 
turnover accounts for some 50 per cent of the global sector.
Over 161,000 private employment agencies delivered services to 
companies and individuals during the course of 2019 – thanks to the 
more than three million internal staff employed across branches in 41 
countries worldwide.

Looking to the future

The global pandemic and subsequent lockdowns around the world 
resulted in many sectors contracting significantly. HR Services also 
experienced unprecedented declines in many countries – both in number 
of workers placed and industry revenues. The gradual opening-up of 
economies during the 2nd and 3rd quarters of 2020 has been tempered 
by the reintroduction of lockdowns but has served to merely slow the 
recovery, not halt it. 
Agency work markets around the world were significantly impacted by 
the pandemic and subsequent lockdowns. It is a proven early-warning 
signal for economic health, and the declines observed in agency work 
were swiftly followed by official GDP data reporting contractions in many 
markets. However, while both the volume and value of agency work fell 
below levels witnessed during the last global economic crisis in 2009, the 
speed at which markets are recovering is much faster. 
In short, our 2019 economic report depicts the calm before the  
Covid-storm. Today, as vaccination programmes kick-in around the world 
and economies start to get back on track, the HR Services sector stands 
ready to support businesses, workers and governments in driving labour 
market recovery and getting the world back to work.

The full 2019 report can be found here  
https://wecglobal.org/uploads/2021/02/WEC-Economic-Report-2021.pdf

8 VIEW FROM WEC

THE STATE 
OF SERVICE

INSIDE THE MIND OF A CEO:
DAVID CALLAGHAN’S BUSINESS JOURNEY 
In our latest interview, we spoke with David Callaghan, the CEO at 
employee engagement and business solutions provider Centralus, to 
uncover his leadership insights. As CEO, David is responsible for driving 
strategy, overseeing operations, and implementing innovation. 
His primary goal is to provide unique services that unlock the employee’s 
power for a transformative business result. We discussed Centralus’s 
industry-leading approach to employee engagement, from the effective 
use of technology to creating a strong workplace culture, as well as 
essential lessons learnt about business during the pandemic.

What does employee engagement 
mean to you?
True employee engagement should be 
part of an organisation’s DNA, where staff 
have a real connection with the business 
that they work for. Employee engagement 
shouldn’t be the second to last item 
agenda on the board report. It should be 
something that you do every single day. 

Why is employee engagement so 
important today?
There are significantly more opportunities 
in the labour market benefiting employees. 
This is driven by an ageing demographic, 
skills shortages in certain areas, and 
greater use of   technology favouring the 
younger workforce.
Post-COVID, there will be far more choices 
for the younger generation of job seekers, 
who are not necessarily looking for a 
career with one company, but are seeking 
to move between jobs to increase their 
skillset and gain different experiences, 
resulting in a more transient workforce. 
Employee engagement is incredibly 
important to try and stem the inevitable 
tide of staff turnover, making it easier for 
employers to attract and retain talent. 

What are your three tips for 
companies looking to drive 
engagement in their organisations?
•  It has to be taken seriously, and it must 

be driven by the CEO. 
•  Investment is required, both financially 

and emotionally. 
•  Effective use of technology and 

outsourcing specialists.

What skills/attributes are most 
valuable for everyone to have when 
trying to move towards a culture of 
engagement?
•  Emotional intelligence. 
•  Strong work ethic.
•  A consistent desire to improve your 

business. 

What are the best ways to measure 
engagement inside a team or 
company?
You can do this qualitatively and 
quantitatively. Through quantitative data, 
you can numerically measure things like 
the use of an engagement portal, staff 
turnover, and retention rates. Qualitative 
data can be gathered from employee 
surveys, incident reporting, or feedback 
from suppliers and clients. 

How has Centralus leveraged 
technology to boost employee 
engagement?
It’s not just what we give clients; it’s 
how we do it. We aggregate suppliers 
through a single portal to make life easier 
for employees. We bring together their 
physical, financial, and emotional wellbeing 
in 1 easy-to-use portal, with a consistent 
delivery through all mobile devices.

What is one of the proudest moments 
you have had at Centralus?
Security clients have personally told me 
that our Employee Engagement Assistance 
Programme (the confidential counselling 
services we offer through the portal) has 
saved lives. 

What business lessons have you 
learnt during the pandemic?
From a financial point of view, both 
Centralus and our clients have become 
more cost-conscious, with the ability to 
run a business with much less resource. As 
a disruptive business that embraces tech 
innovation, it was easier for us to react 
to the changing world of the pandemic, 
and we were quickly able to launch a 
dedicated COVID-19 portal that both our 
clients and their employees were able to 
access for free. 

Do you envision the future of 
employment changing due to the 
impact of the pandemic? 
Employers are gearing up for the fact 
that this will happen again. In the 
future, there will be a balance between 

giving employees flexibility, navigating 
remote work challenges while providing 
opportunities for social interaction, and 
implementing more innovative solutions 
for employee benefits.

At a time when maintaining employee 
trust and productivity is essential to 
driving business performance and growth, 
organisations across a variety of industries 
now rely on Centralus to engage and 
inspire employees. 

Contact us to find out how you can 
turn your organisation into a forward-
thinking business, even in the face of 
unprecedented workplace challenges, 
with Centralus’s approach to increasing 
employee engagement and building 
business resilience.

T: 0800 211 8109  
E: info@centralus.co.uk
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TO THE POINT
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The UK government is clearly relying on the national vaccination 
programme as central to the route out of this crisis. The programme 
is voluntary and there is no reason to think it will change, both for 
civil liberties and public health reasons: the government believes 
that more people will take the vaccine when offered if it is a matter of 
individual choice.
However, there has been off the record briefing that ministers believe 
that existing health and safety law could permit employers to require 
their employees to have COVID-19 vaccinations. Employers have 
statutory and common law duties to ensure, so far as is reasonably 
practicable, the health, safety and welfare at work of all their 
workers. This includes provision and maintenance of a safe working 
environment and a safe system of working. That does not in itself lead 
to a conclusion that employers would be in breach of that duty if they 
permitted unvaccinated employees to attend the workplace. 
Some context is important here. In England, it is not expected that 
there will be changes before April to the requirement to:
• work from home where reasonably possible; or
• for workplaces that are open to adhere to government COVID 

secure guidance.
At current rates, by mid-April the NHS is on target offer a first 
coronavirus vaccine to everyone over 50 and everyone with 
health conditions identified by the DHSC as making them clinically 
vulnerable to COVID-19.
The Astra Zeneca vaccine, which is being used most widely in the 
UK, has been shown to offer sustained protection of 76 per cent from 
developing symptomatic COVID-19 illness three weeks after the 
first jab and there are indications that it may reduce transmission of 
infection by 67 per cent.

Finally, average infection rates have fallen due to lockdown to levels 
not seen since October and the government has indicated that it will 
not release lockdown measures until infections have fallen further, 
with the exception of schools reopening to all students.
All of this would make it very challenging for most employers to 
insist that it is health and safety requirement for employees to be 
vaccinated. There would of course be different considerations 
depending on the nature of the workplace, particularly health and 
social care settings. Overall, the CBI has said there is no case for 
compulsion.
Nonetheless, if an employer did make vaccination a condition of 
employment, what challenges would it face?
A requirement by the employer to take a vaccine is likely to be an 
interference with Article 8 of the European Convention on Human 
Rights, the right to respect for private and family life. If a private sector 
employee was dismissed for refusing to be vaccinated and brought 
a claim for unfair dismissal, the employment tribunal would need to 
carefully consider whether that interference with Article 8 could be 
justified.  
In the public sector, it is unlawful for employers to act in a way  
which is incompatible with the Convention and their  
employees could bring claims under the Human Rights Act 1998  
as well.
Although the vaccines are expected to reduce transmission of 
infection, there are other less invasive ways to minimise the risk which 
do not amount to a minor medical procedure, such as mask wearing, 
physical distancing and improved hygiene. This means that it may 
be legally permissible for an employer not to permit an employee to 
attend the workplace if they refuse to take a wear a mask and are 

not exempt on medical or relevant disability grounds even where 
it would not be permissible on human rights grounds to compel 
them to take a vaccine as a condition of employment. 
An employer making vaccination compulsory would also have 
to deal with discrimination issues. For example, some of the 
vaccines are not suitable for certain individuals with suppressed 
immune systems or pregnant women. It is also possible that 
certain religious or moral objections to the vaccine could be 
protected by discrimination law. 
If the employer pressed ahead for employees who can receive the 
vaccine, making it a contractual requirement would be a change 
in terms and conditions. This may require collective consultation 
and individual agreement. Many employees might object to the 
element of compulsion, for reasons including understandable 
hesitancy about the vaccine. Without agreement, imposing the 
change would be risky for the reasons I have outlined above. 
Nonetheless, an employer’s duties regarding the health and safety 
of its employees could well extend to an obligation to inform staff 
about the advantages of vaccinations – particularly since evidence 
suggests that the success of vaccination in suppressing the virus 
will depend on the extent of the take-up. This is likely to become 
relevant to employers in the UK when the offer of vaccination is 
further rolled out. n

Russell Dann, associate at Clarkslegal discusses the legal implications 
of a vaccine policy.

Although the vaccines are expected to 
reduce transmission of infection, there 
are other less invasive ways to minimise 
the risk which do not amount to a minor 
medical procedure, such as mask wearing, 
physical distancing and improved hygiene
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With the one year anniversary of the first Covid-19 lockdown on the horizon, 
Recruitment Live, our roundtable industry discussion, took to video links to bring 
together recruitment professionals to reflect on the impact of the pandemic on 
their organisations. Sponsored by Cambridge Global Payments, the primary 
focus of the session was financial, and it was clear that the past year had seen 
many recruitment companies faring well against immense challenges, following 
a clear, pragmatic and professional approach throughout.
Logging on were:
Catherine Phillips, Chief Financial Officer, Spencer Ogden
Yahya Essack, Financial Controller, Cobalt Recruitment
Paul Mansfield, Group Reporting & Treasury Manager, Hydrogen
Tom White, Managing Director, Paratus People
James Soden, Director, E3 Recruitment
Adam Wooldridge, UK Director, Volt International
Steven Rawlingson, CEO, Samuel Knight International
Simon Kent, Editor, The Global Recruiter
David Earl, Business Development Manager, Cambridge Global Payments

The discussion began with a reflection on the initial impact of the 
pandemic, with the first lockdown and the adjustments that needed to 
be made – in some cases quite swiftly. From a practical point of view 
some recruitment businesses were more ready for their staff to work 
remotely than others. Tom White reported that their infrastructure 
proved flexible to cope with the challenge and with everyone ‘doubled 
down’ effort-wise the business came out quite well, enjoying some 
strong months. Hydrogen’s Paul Mansfield also highlighted his 
company’s recent investment in cloud-based systems and laptops 
as key to being able to take advantage of the shifting markets as the 
pandemic took hold.
Certainly agility and the ability to flex according to market conditions 
has been key to a recruitment business’ ability to weather the storm. 
But this has been backed by the readiness of staff to learn and adapt 
as well. At Volt, there was something of a pivoting of resource to client 
demands as recruiters were deployed to reflect a strong life sciences 
sector compared with the challenged engineering sectors. “We’re 
a diverse company with recruiters in both their twenties and fifties, 
and those newer to recruitment had to grow up quickly,” notes Adam 
Wooldridge. “There was uncertainty with some clients getting rid of 
contractors but as the business stabilised we could bring more people 
back from furlough. Many of the younger consultants had to grow 
up really quickly and as a result now manage their desks with a far 
greater level of maturity than before.”
Catherine Phillips also highlighted the ability of staff to respond to 
the situation, noting that as the pandemic eases these talents will 
be able to flourish more strongly as markets become easier. James 
Soden also added that their people had taken a more 360 degree 
approach to their recruitment work, with the emphasis now as much 
on maintaining good relationships as attention to sales.
There was a variety of approaches taken to managing the financial 
impact of the pandemic, with some recruiters taking full advantage of 
furlough and the business disruption schemes, while others found they 
weren’t required or could be paid back before the time they were due. 
Catherine Phillips explains her business underwent a ‘rebudgeting’ 
rather than a ‘reforecasting’ of performance. The business was not 
alone in analysing staffing levels as another participant said they found 
many recruiters weren’t actually contributing to the business’ monthly 
NFI, with the result that there is now a new emphasis on ensuring the 
right people are working for the business and are supported to make a 
positive contribution straight away.
One pressing issue shared across the board was that of client 
payment terms, which perhaps unsurprisingly became a focus for 
renegotiation as wider industry took the hit. This, and the ongoing 
financial pressure within recruitment businesses led organisation 
leaders to examine their own cost basis.
"We had clients who were trying to change payment terms,” says Paul 
Mansfield, “going to ninety days and more.” Yahya Essack notes they 

were also asked to extend terms which they did where they could. He 
says that doing so was a clear indicator that they still wanted to work 
with certain clients and would make this easier wherever this was 
possible or seemed the right thing to do. At the same time there were 
other recruitment companies who fired clients because the work no 
longer made sense in the current circumstances.
Cutting costs was also a priority for many recruitment businesses, 
identifying where budgets could be trimmed and money saved. For 
many, including Essack, rent was a particular focus to consider 
while others looked at shifting to shared office space or scaling back 
the locations of international operations. Steven Rawlinson, whose 
business had invested in a new office location just four weeks before 
lockdown, also secured rent breaks from their landlord. Rawlinson 
also suggested the steep decline in business expenses experienced 
during the lockdown – due to the lack of business trips to visit clients 
and so on – is an aspect every company would like to maintain as 
movement becomes freer again.
Rawlinson also noted that in some cases the international dimension of 
a business offered some protection against the impact of the pandemic. 
In his business’ case the wind power sector his company serve in the 
US grew by 140 per cent during the year, off-setting dips experienced 
elsewhere for example in the UK’s rail and energy sectors. 
David Earl of Cambridge Global Payments, sponsor of the 
event, says he was impressed by a number of actions taken by 
the recruitment companies involved:. “Firstly, was how resilient 
the industry has proven to be. The ability to identify, adapt and 
overcome such unprecedented challenges is something that must 
be recognised,” he said. “Whether it be pivoting into a new market 
or investing more resource into sectors that may thrive, all are still 
confident and optimistic to tell the tale.
“Also doing all they can for their staff and consultants,” he continued. 
“Of course, the use of government schemes may have been required 
to begin with. However, as soon as possible staff were back at it 
‘doubling down’ to steady the ship.
“I have no doubt that I’ll be hearing from customers that they will be 
working with more clients and continuing to grow across Europe, 
the US and APAC. When this time comes, we will provide you with 
the information and the options available, so you are best placed to 
formulate the best FX risk management strategy for your business,” 
he notes. “This will provide you with certainty on your foreign 
revenues and support future growth.” 
Certainly as the hoped for easing of the pandemic and lockdown 
materialises, these businesses will emerge leaner and even more agile, 
ready to take advantage of the returning work. There is a clear appetite 
for doing more with less within the industry, for ensuring staff make a 
high level of contribution and that every pound spent by a business 
is worth it. Ultimately the industry may emerge from the pandemic 
stronger and more certain of the value it delivers to its clients. n
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Simon Kent logs on to the Recruitment Live 
industry discussion with business leaders and 
finance directors from recruitment companies.
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BEYOND FIT
Bilal Ikram, member of the diversity, equity and inclusion panel at job 
search engine Adzuna discusses hiring for value fit and culture add.

This year should be the year companies finally close the door on the 
concept of hiring for ‘cultural fit’. Though the idea has  
well-intentioned roots, the unconscious outcomes are outdated and 
have no place in today’s workforce. Instead, we must reframe the 
intentions of hiring for culture fit, to achieve all of the advantages 
with none of the drawbacks. Here, we take a look at how to do this.

The trap of ‘culture fit’

Choosing the wrong hire can be costly. On average, it takes 52 
working days to fill an opening, according to Bersin for Deloitte and 
that’s only the first step. Beyond finding a hire, the research also 
shows an average of 15 weeks is needed to bring someone up to 
productivity. That could equate to nearly half a year taken to find the 
right candidate and bring them up to speed, a substantial investment 
of both time and money. If they turn out to be the wrong person, it can 
be a costly mistake – and that doesn’t even cover the negative impact 
on wider team morale and productivity.
It’s therefore, no surprise that companies want to weigh up if a 
candidate will fit within their working culture – causing minimal 
disruption and hopefully shining once hired – before making any job 
offer. This goes beyond simply weighing up an applicant’s skills and 
experience. For several decades, ‘cultural fit’ has been the measure 
used to determine if a potential candidate will thrive within an 
organisation.
But while having a shared vision and a mission that unites employees 
is important, limiting the pool of opinions within your company comes 
with significant downsides.

Culture fit: the enemy of disruption and diversity

The two most important flaws to hiring for culture fit are that it 
slows innovation and encourages homogeneity. Both have serious 
business implications. 

The culture fit concept is based on maintaining what an organisation 
already has and preserving the continuity of skills and opinions. 
It focuses on the now. But the best businesses are resilient and 
adaptable – and that often requires a fresh perspective. True 
disruptors are willing to apply a new way of thinking to an existing 
situation to bring about positive change, fast.
A greater threat is the potential impact on diversity. Hiring for fit can 
perpetuate existing bias by encouraging hiring managers to take on 
candidates they feel they have something in common with – be that a 
similar education, cultural background, or simply someone they’d like 
to have a beer with. 
It can also encourage hiring based on likeability. Given that the very 
way we think is shaped by our background, be that religious, cultural, 
family or otherwise, that can lead to unconscious bias and great 
candidates being overlooked. 
Too much emphasis on a company’s culture can also dissuade talent from 
applying in the first place. For example, trying to assess if a potential hire 
would be keen on Friday night drinks might discourage candidates with 
young families or a longer commute from taking the job.

Finally, an overly-defined culture can have a ripple effect, with 
a homogenous way of thinking leading to a company designing 
products suited to their own workforce, rather than a varied customer 
base. This outcome is doubly damaging: minority groups end up 
under-served by society and businesses end up missing out on 
potential customers.

Value fit and culture add

There is a way around this. Rather than focusing on culture fit, you 
should hire for value fit and culture add. 
An alignment in values will always be important. For example, it is 
fair that a company that places high importance on openness and 
transparency wants to assess potential hires against these values, 
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regardless of their background. But next to this, look for culture add. 
This is about creating change, adopting a learning mentality, 
identifying what an organisation is missing, and most importantly, 
focusing on the future. 
The interview process is a key stage in which you can uncover this. 
Focus on a candidate’s strengths and what they can add to your 
company. Reframe questions like ‘What are you passionate about?’ or 
‘Do you prefer working alone or as part of a team?’ which can lead you 
down the path to unconscious bias. Instead, you could ask questions 
like ‘How do your colleagues benefit from working with you?’, ‘Tell 
me about a time when you challenged existing thinking?’ or perhaps 
‘What are some of the goals you’ve set for yourself this year?.’ 
At Adzuna, we first assess a candidate’s competency to see if their 
skills match what we need. Next we look at their values. For example, 
we value teamwork highly and so uncovering how a candidate works 
with others is important to us. Beyond that, we actively look for 
innovators who will add to our culture.
Don’t be afraid of a difficult conversation at this stage. Turning down 
candidates should be based on their skills and values – not their 
culture fit. If an interviewer can’t articulate where the candidate 
is falling short, it’s worth challenging them. Culture fit is too often 
used as an excuse not to take on a great hire, simply because they 
are different. If you think cultural fit is the reason you are rejecting a 
candidate, you must challenge that decision. 
At the end of every interview process, we use a ‘bar raiser’ interviewer. 
A bar raiser is an interviewer (often from a different department to the 
hiring role) who is brought into the hiring process to be an objective 
third party. We find this is a great way of getting a new opinion, as 
well as testing whether the candidate aligns with our mission and 
values and can add to our culture.

Beyond hiring

Championing value fit and culture add doesn’t stop at the hiring 
stage. A working environment that is open to evolving must embrace 
a diverse range of approaches and not be afraid to challenge the 
status quo. That means creating an inclusive working culture where 
everybody feels safe to voice their opinion.
Advocating for inclusion and creating a rich culture has tangible 
business benefits. During an economic downturn, the value an 
inclusive workforce brings is even more apparent. During the Great 
Recession of 2007-2009, stocks of inclusive companies increased 
by 14 per cent, while the S&P 500 index fell by over 35 per cent, 
according to Boston Consulting Group.
The other critical consideration is ensuring equity. New employees 
must have equal opportunities for progression, irrespective of how 
closely their backgrounds align with those of their colleagues. 
Sticking too stringently to a company’s existing culture may make 
new employees feel uncomfortable, unable to perform well, or even 
alienated enough to leave. Instead, a culture add environment gives 
new employees room to grow and freedom to make their mark.

Focus on the future

At the centre of it all, shifting focus from culture fit to value fit and 
culture add is about creating positive momentum within a company 
and embracing change. That needs to be kept top of mind throughout 
the entire hiring process – from considering the skills you want to add 
to a team, to the interview experience, to empowering your new hires 
to create change and shape the future. Through being humble and 
striving towards a rich culture, great things can be achieved. n
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 WORK SPACES
Technology launch to help employers and employees embrace safe hybrid working.

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

Sign In App, developer of the UK’s 
leading visitor management app 
has launched a new addition to its 
suite of solutions. Spaces enables 
organisations to embrace a hybrid 
working model by giving them a 
simple tool to manage how their 
office space is being used. The 
app not only supports employers to 
provide an optimum duty of care, but 
also encourages employees to split 
their time collaboratively between 
the office and home environment.
In anticipation of the return to the 
physical working environment, Sign 
In App recognised that employees 
want to feel confident and reassured 
that their workplace adheres to 
government guidelines regarding 
office safety and social distancing. 
Spaces provides a smart and 
flexible way to manage reduced 
site capacity, with the ability to set 

and monitor how the office space 
is being used and see who is 
expected on site that day. 
“We are passionate about hybrid 
working and want to ensure that 
businesses embrace this new reset 
with open arms,” says Dan Harding, 
CEO, Sign In App. “We believe that 
reimagining the physical workplace 
is a huge stepping stone towards 
implementing a successful hybrid 
workforce and careful execution 
must be considered. By reimagining 
what the office looks like and using 
the temporary closure to freshen 
up the environment, this will attract 
employees when the time is right. 
And, with reduced staff capacity, 
Spaces allows organisations to 
easily monitor which staff members 
are present on site and how 
effectively the office space is being 
used, once permitted.”

The future of work has turned a 
new direction, combining virtual 
and remote setups, with physical 
and local interactions. There are 
currently mixed emotions about 
returning to the physical workplace, 
with essential workers more 
comfortable with safety measures 
than those who’ve been working 
remotely. The digital transformation 
of hybrid working means that 
employers are under more pressure 
than ever to protect the health and 
safety of their employees.
By simply uploading the floor plan of 
the office into Spaces, the desk and 
meeting room configuration of the 
office can be constructed within the 
portal. This enables employees to 
book their chosen desk in advance 
and select how long for, as well 
as identifying the right desk for 
them based on several predefined 

specifications (such as a monitor, 
or audio availability) and even their 
desired parking bay. 
Dan adds: “This new addition 
allows organisations to main social 
distancing and ensures that all 
employees can search and book 
spaces at ease within Sign In 
App’s existing Companion App. 
Senior leadership can quickly, 
at an overview level, see the 
current status of the capacity and 
which employees are becoming 
frequent visitors. This will then allow 
management to reach out to those 
who have been distant from the 
office and reassure them that their 
organisation is taking a proactive 
approach to managing their safety 
and wellbeing, thus encouraging 
them to return when they feel 
comfortable.”

Entries open: 1st May 2021
Deadline for entries: 1 July 2021 

Shortlist announced: August 2021

www.ukawards.theglobalrecruiter.com
#GRAwards

In 2021 The Global Recruiter 
Awards are set to recognise 
great recruitment businesses as 
they have performed prior to and 
during the Covid 19 pandemic.
Last year we took the decision to hold back our Awards. 
We recognised that our Awards timetable meant that our 
deadlines fell at a time when you needed to concentrate on 
adapting to the impact of lockdown. However, we still received 
many entries and we want to ensure those entries receive the 
recognition they deserve. For this reason our Awards this year 
will be designed to take into account performance before the 
impact of lockdown, as well as how the business adapted and 
worked during the pandemic.
If you entered the Awards last year, we will still consider your 
entry, but we would also welcome more information from you 
on how your business has operated since March 2020. 
If you are ready to enter the Awards and didn’t send your 
details last year, we’d like to hear your story – from your 
performance prior to the pandemic and again, how you have 
adapted and worked within these challenging circumstances.
We recognise that not all businesses will have faced similar 
challenges not least because recruitment companies serve 
different sectors, but The Global Recruiter Awards 2021 will 
offer a level playing field on which recruitment businesses, 
initiatives and practices can be assessed and judged.
In this way, being a part of The Global Recruiter Awards 
2021 will recognise the strengths and achievements of your 
business at one of the most remarkable times in history.

Headline sponsor

For faster smarter growth

Category sponsorsAssociate sponsor

https://www.linkedin.com/company/the-global-recruiter/
https://twitter.com/glblRecruiter


 PROPTECH FOR WORK
The tech trends to keep employees safe in the post-Covid office.
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Last year, global workspace 
specialists Instant Offices 
predicted that a tech 
breakthrough in the commercial 
real estate industry would be one 
of the most significant workplace 
changes to come about in a 
post-Covid world. They have 
discovered first hand how sectors 
are using technology to make 
the workplace safer and more 
hygienic. 
As the pandemic has affected 
all aspects of our lives, the need 
for a new way of working is also 
affected. With that in mind, Instant 
Offices has identified the top 
seven Proptech trends that aims 
to keep employee safe in a post-
COVID office: 
 
1. High tech wellness checks 
Employees must be screened 
for symptoms before entering 
their workplace to ensure that 
they aren’t contagious. Many 
teams now complete a quick 
health survey via a mobile app 
on their way into the office so that 
they can be effectively screened 
before arrival.  
 
2. Touch- free & Voice enabled 
tech 
Covid-19 has caused a surge 

in voice technology adoption. 
According to an Adobe Voice 
Survey, 86 per cent of people said 
that voice tech would make the 
office more sanitary, while 77 per 
cent expected to use this tech 
more frequently in the next year. 
Movement-activated doors allow 
workers to enter and exit spaces 
without touching anything. Voice-
enabled devices and appliances 
help to reduce physical contact 
dramatically.
 
3. Air Filtration
Around 75 per cent of the air 
inside an office is recirculated 
indoor air? Businesses can 
effectively improve air quality and 
cleanliness at work by properly 
installing (and maintaining) their 
existing HVAC and filtration 
systems. However, some are 
going a step further with cutting-
edge innovations like UV light 
purification technology.
 
4. Social Distancing Sensors 
Office layouts are changing to 
accommodate social distancing, 
with one-way circulation patterns 
in the hallways and workstations 
spaced further apart. For 
example, sensors can monitor 
occupancy and send alerts when 

too many people are together in 
a space.
 
5. Automated Cleaning 
From UV light treatments to 
self-cleaning surfaces for high-
traffic points around the office, 
companies now have a wealth 
of germ-busting technology to 
choose from. A study by AJIC, 
found that high-energy UVC light 
reduced live Coronavirus on 
laboratory surfaces by 99.7 per 
cent in just 30 seconds.
 
6. Enhanced Cybersecurity   
While much of the new tech 
we’ve mentioned aims to mitigate 
the threat of infection, other 
innovations are addressing 
the increased security risk that 
comes with remote working. 
According to Gartner, 52 per cent 
of compliance leaders in 2020 
said that third party cybersecurity 
breaches were their biggest 
concern due to remote work since 
the Covid outbreak.
 
7. Remote Collaboration 
Platforms 
Statista reported that between 
Q4 2019 and March 2020, the 
UK saw a 24 per cent increase 
in Hangouts Meet downloads, 

a 20 per cent increase in Zoom 
downloads and a 13 per cent 
increase in Microsoft Teams 
downloads. Businesses are 
adapting by implementing 
systems where employees can 
reserve a conference room or 
desk space quickly and easily 
online.
“For one of our managed offices 
in Singapore, we delivered 
a self-learning solution that 
optimises and regulates internal 
air conditioning using IOT 
sensors,” commented John 
Williams, head of marketing at 
The Instant Group. “The system 
allows real-time information 
around temperature, CO2, VOC’s 
and humidity while optimising 
performance and power 
consumption. This has proven 
to deliver savings of between 20 
and 38 per cent for the HVAC 
electrical consumption alone. In 
the same office, we installed a live 
moss wall and a 14-metre wall of 
3,200 live plants that connects 
all three floors. This ‘office green 
lung’ doesn’t just look impressive, 
but also oxygenates the office 
environment.” n

Golden Bees programmatic 
technology has been introduced 
to the LGBTJobs.co.uk, 
BMEJobs.co.uk and Disabilityjob.
co.uk web sites. The technology 
is part of a plan to increase the 
diversity of responses to job 
vacancies on some of these sites 
that are growing by more than 
100 per cent per month.
LGBTJobs.co.uk, BMEJobs.
co.uk and Disabilityjob.co.uk 
deliver diversity recruitment 
solutions to customers including 
Sky, Red Bull, Bumble and Sega. 
The Golden Bees technology is 
intended to help advertisements 
for roles to be seen by the right 

candidates on the right sites at 
the right time, taking into account 
the diversity and inclusion 
strategies of these leading 
businesses.
“We are seeing a huge increase 
in interest when it comes to 
enterprises looking to improve 
the diversity within their 
workforce,” says Rory Haslam, 
account director, Yourvacancy 
Limited. “The issue has been 
securing responses from these 
communities. We hope that our 
use of Golden Bees will mean 
that both companies looking to 
make the biggest impact with their 
diversity and inclusion strategies, 

and the very best LGBT and 
BAME talent will be brought 
together.”
Golden Bees’ programmatic 
technology will automate the 
distribution of recruitment 
advertisements features on 
LGBTJobs.co.uk, BMEJobs.
co.uk and Disabilityjob.co.uk, 
throughout the web. This will help 
increase not only the volume of 
applications but also the quality 
of the process, by adding an 
early round of qualification. 
This reduces the time spent on 
repetitive tasks such as early CV 
analysis and consequently, the 
cost of the recruitment process.

“Businesses now recognise the 
need to be proactive and look to 
technology to not only accelerate 
recruitment processes, but 
improve them qualitatively as 
well,” said Ravi Joshi, head of UK, 
Golden Bees. “Technology such 
as AI has already shown how it 
can improve recruitment diversity 
by overcoming unconscious bias 
in human recruiters, but this takes 
such improvements one step 
earlier in the process by ensuring 
that businesses looking to 
increase their diversity can ensure 
their sourcing processes reflect 
this aspiration, whilst still ensuring 
the best quality candidates.”

BEES KNEES
Programmatic technology implemented to power diversity.

A recruitment company for the 
energy sector is using artificial 
intelligence to help support 
the health and wellbeing of its 
candidates. Hydro Energy Group 
has invested in the latest  
cutting-edge technology software 
from San Francisco as a tool to 
ensure workers it places in job 
roles around the world are looked 
after in the best possible way.
The company, headquartered 
in the South of England, is now 
one of the fastest growing energy 
recruitment businesses in the 
sector, specialising in offshore 
and marine, renewables and 
hydrographic survey markets. 
Group CEO Benjamin Burns says 
his organisation felt it was very 
important to provide candidates 
with a way to support their mental 
wellbeing and happiness of its 
contractor workforce, especially 
for individuals working offshore on 
long-term contracts away  
from home.

Assisted by AI, the recruiter is 
using the software to assess 
comments to ensure the 
wellbeing of its candidates. The 
communication platform picks up 
negative emotions, messages 
or stress signals and flags it to 
consultants who reach out to 
candidates and discuss their 
needs personally.
“Hydro Energy Group 
understands how complex the 
energy sector can be from finding 
and source the best talent but to 
also mobilise the work force to 
far flung parts of the world,” says 
Burns. “That is why our team of 
experts does everything in its 
power to take the pressure off 
our clients by identifying diverse 
talent pools around the world in 
many verticals associated with the 
energy arena.
“However, our business is also 
built upon the needs and wants 
of candidates and ensuring that 
we not only find our personnel the 

right opportunities but make sure 
we look after their wellbeing,”  
he adds.
“By using this new and exciting 
AI software, we are able to 
engage with our contractor 
base 24/7, 365 days a year. It 
means our contractors can let us 
know if they’re feeling unhappy 
about something. It allows our 
business to offer candidates 
an additional service and, most 
importantly, support whenever 
it is needed. This feedback can 
also be issued to our clients so 
potential improvements can also 
be installed."
Burns adds the software can 
be used to assess wellbeing 
on particular projects, vessels, 
locations and analysed to identify 
areas of improvement on certain 
jobs and to create better work 
environments moving forward by 
working with both the clients and 
candidates.

WELLNESS TECH FOR CANDIDATES
Energy recruiter uses AI to monitor health and wellbeing of candidates.
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Martin Bramall, managing director of idibu, on the importance 
of human relationships in a digital world.

In the last 12 months, the importance of human relationships generally 
has been underscored in the most troubling of fashions. Multiple 
enforced lockdowns as a result of the Covid-19 pandemic have 
scythed through the face-to-face interactions we once took for granted. 
Today many conversations take place within the realms of cyberspace 
with businesses especially functioning and communicating almost 
wholly online.
However, as dramatic as the sudden migration to cyberspace has 
been as a result of the pandemic, the truth is, it has only expedited 
the inevitable. As a global community, we are increasingly remote 
and increasingly online. For businesses to continue to operate in a 
digitised world, they need to leverage the power of next-generation 
technologies that facilitate this behavioural shift. That often means 
partnering with the tech firms that supply them.
It would stand to reason that a business’ relationship with a tech 
partner would be ‘techy’ in its nature, correspondences and projects 
delivered and executed across binary code. But is this necessary? 
Is it wanted? Would it produce the best results? I think the answer 
to each of these questions is no. In short, the importance of human 
relationships in a digital world remain as important as ever.  

Trust remains paramount

It cannot be understated how sensitive the relationship between 
a business and a tech partner is. With no disrespect intended for 
either, this isn’t like partnering with a new water cooler provider or 
photocopier ink supplier. The process of digital transformation can 
fundamentally improve the way a business operates in a range of 
ways. Done incorrectly, it can also become burdensome.
Developing real, human relationships allows businesses to establish 
early mutual bonds of trust that become crucial as projects advance. 
Businesses need to know that they can approach their tech partners 
with any questions or suggestions and that they will be taken and 
responded to in good faith. Tech partners need to know the same. 
Such levels of trust and rapport cannot be nurtured where relationships 
are merely transactional. Whether it’s via videoconferencing or, one 
day again in the future, face-to-face, relationships must begin as two 
parties of real people having real conversations. From here, the three 
pillars of trust can evolve:
1. Competency:  I believe you can do this job.
2. Communication: I can be honest with you.
3. Character:  I like your principles and what you stand for.

Robots can’t read people as well as people can

Contemporary technologies can accomplish some astonishing feats. 
Tasks that would take a human hours to complete, they achieve in 
seconds. They provide visibility, speed and insight that can utterly 
transform a business’ capability and, indeed, profitability. But they can’t 
read facial expressions, or infer tone, or make decisions based on 
values and visions. These are abilities only other humans possess and 
they are essential for keeping relationships strong.
Tech companies deal with products and services that are highly 
complex. They know – or at least most of them do – that their clients 
will not share their level of expertise. This is where strong relationships 
matter. A client may not fully understand or be unhappy with a step in 
the process but feel unable to express their thoughts clearly or with 
confidence. When the relationship is strong, tech partners can pick up 
on these apprehensions and react accordingly. This in turn leads to 
outcomes that make the client much happier. 

ROI v ROR 

In business, ROI is one of the very first acronyms we learn. Measured 
in pounds and pence, it is the monetary return on investing in a 
product or service. However, it is a crude metric. Building real, human 
relationships creates value as the examples above have hopefully 
demonstrated. It has therefore developed its own metric – ROR. Return 
on Relationship.
The brainchild of consumer relationship building expert, Ted Rubin, 
ROR attaches a value that is accrued by a person or brand as a result 
of properly nurturing a relationship. It is the value – both perceived and 
real – that accumulates over time through loyalty, recommendations 
and sharing.
Forward-thinking tech companies have spent time researching and 
internalising the concept of ROR and weave its key tenets throughout 
their approach to customers. It leads to a fundamental change in tack 
from which the client is a key beneficiary. An unerring commitment to 
ensuring every need is met based on strong relationships results in 
completed projects that both deliver and delight. n
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It is no surprise that the recruitment industry has struggled as a 
consequence of the coronavirus pandemic. With businesses having 
to cut budgets to stay afloat, recruiting new talent was halted across 
many different sectors. 
However, with the UK government having now announced a roadmap 
out of lockdown, and some businesses finding they have weathered 
the Covid storm, there is indeed renewed optimism that recruitment 
and employment levels will soon begin their recovery. This is 
highlighted today in the much less that expected drop in economic 
output registered for January, compared to the first lockdown in March/
April last year. 
Extra measures to support businesses have also been announced; 
additional finance to support apprenticeships and traineeships as 
well as fast track visas to attract talent to the UK are just some of the 
initiatives that the government has outlined in its March Budget. Whilst 
optimism may be high, after a year of halted employment opportunities 
for many, recruitment professionals will undoubtedly need to change 
their approach in the years post-pandemic, to reflect the impact that 
Covid and lockdown have inevitably had on the workforce.
With a lack of work experience opportunity, the inability for many 
professionals to progress in their roles as usual, and many missing 
out on qualifications or achieving lower than expected grades due to 
interrupted teaching and cancelled exams or assessments, how must 
attracting talent adapt to accommodate job hunters affected by Covid?

THE POST-COVID RECRUITER
Thomas Seymour, senior director, HR at technology talent specialist mthree 
outlines the next steps for the recruitment industry.
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Hire for aptitude 

When businesses are looking to hire new candidates in the next 
few years, hiring for aptitude over what is written on a candidate’s 
CV may be a fairer way to assess whether they are suited for the 
role.
For many individuals, especially younger candidates, the 
inability to complete work experience placements throughout 
the pandemic has clearly impacted the contents of their CV. 
According to a survey by Prospects, 26.1% of recent graduates 
lost their work placement or internship and 28.2% had their initial 
job offer deferred or cancelled due to the complications of the 
pandemic. Typically, candidates who may have the real ability to 
thrive in a particular industry but are not able to show any industry 
experience, often miss out on even getting an interview at a 
company in the first place.
But with so many now in this position, businesses should look 
past their requirement for work experience and what is written on 
a CV, and instead use aptitude tests or online assessment centres 
to identify the candidates that are most suited. Recruiters can 
work with their clients to decide on some key tests that candidates 
must pass, or a short task to complete to show their capability, to 
ensure the most skilled applicants are not being overlooked.

Update your job descriptions

Adapting to the new kind of candidate will also require job descriptions 
to be updated. Following a year of restricted opportunity and the 
inability for many people to gain the qualifications or experience that 
they had planned, it will be necessary for employers to update their 
entry requirements to fit this new intake.
For example, if you run a graduate recruitment programme and 
previously require that candidates have completed two weeks of work 
placement at a particular company, it is highly unlikely that recent 
graduates will have been able to complete this in the last twelve 
months. 
Therefore, it is in the interest of both parties that revised requirements 
are put in place. By adapting their criteria, businesses are ensuring 
that they are addressing the current market and refining their 
guidelines and those who are looking for a job, will know that the 
company is the right one to approach.

Have a thorough training programme in place.

According to recent research completed by GetApp, business shifts 
caused by the pandemic have meant that required skill sets have 
changed for over 84% of businesses. 
With businesses having to quickly adapt to the challenges posed 

by Covid-19, many have struggled as their teams have not had the 
required skills to assist with these evolving demands. Thirty per cent 
mentioned web and app development as their biggest skill need, with 
29% citing social media marketing as their top needed skill. With these 
skill requirements being needed by many companies now, and most 
likely in the months following the pandemic, it may prove difficult to 
recruit for them externally. 
Implementing training that both enables existing staff to be reskilled and 
allows candidates to be hired and ‘trained up’ if they do not have all the 
requirements when initially hired, is a great way to welcome people to 
the business but is also a cost-effective solution to hiring and retaining 
talent within the business.
This internal training opportunity considers the evolving landscape but 
also allows new candidates to learn on the job – a strong incentive for 
many job hunters who can add to their skillset once they secure a role.
The past 12 months have been challenging for businesses and 
job hunters alike. With reduced opportunities, halts on hiring and 
businesses in financial peril, there is now a wave of optimism that the 
landscape can begin to return to normal over the next few years. Whilst 
businesses will be looking to grow, it is also their responsibility to adapt 
to the evolving candidate, to avoid penalising certain applicants and 
missing out on promising talent. Acting now will ensure businesses 
are best prepared and can support the Covid-cohort to enter into 
meaningful careers. n
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When the news of Covid-19 first broke, few of us could have imagined 
that we would still be in the midst of a pandemic a year later. I won’t 
reflect on how tough the last year has been, after all, we’ve all been 
through this together. However, if we take a look at the recruitment 
profession, a lot has changed. But not all change is bad.

A more flexible sector

With the shift to remote working being forced upon businesses 
worldwide, recruitment has become borderless. And this is true not just 
of the staffing solutions firms delivery to end clients, but also for the 
businesses themselves. Recruitment owners have now been presented 
with the evidence to show that they don’t need to have all consultants 
in the office during set hours or able to travel to a specific destination. 
Quality staffing solutions can be delivered in a remote world and more 
recruitment companies are shifting their focus to attracting the best skills 
to their business without geographical limitations – a move that will only 
help nurture a stronger profession for the future. 

Commitment to a professional standard 

The pandemic has also presented an opportunity for the sector to 
rethink its offering and ‘rebrand’ its image. While APSCo has driven 
professional standards across the sector since ATSCo became 
APSCo in 2009, never before has there been such a broad recognition 
that recruitment firms can add value beyond putting bums on seats. 
Recruiters have been able to show their strategic value in the last year, 
providing greater guidance around attracting and engaging the best 
people in a remote environment. As we begin to plan our way out of the 
pandemic, this opportunity must be firmly grasped to help the sector 
grow back stronger in the short and long term. 
We’ve also witnessed an increased focus on further driving professional 
standards across the sector, with a number of firms investing in training 

and development for their recruiters while work remained quiet. Members 
have been using the wealth of training on offer from APSCo to keep 
furloughed recruiters engaged and develop their skills so they are ready 
to deliver their best once back at work. 

Technology leads the way

The value of technology has also become more apparent over the last 
year to help keep hiring firms operational where their specialist markets 
remained active. Video, for example, has become a part of our  
day-to-day now and while this hold will lessen once a wider return to the 
office is a viable option, it will never return to pre-pandemic levels as it 
is such a valuable tool. If we look back at the data APSCo and growth 
analytics platform, cube19, shared during the height of the pandemic, 
technology was keeping hiring afloat for some areas. During March and 
April 2020, interview numbers had halved, which was no surprise given 
the fact that the UK was experiencing the first national lockdown on a 
scale that had never before been seen. However, interviews were still 
taking place. They hadn’t dropped off a cliff. And technology had a big 
part to play in this survival during this time.

Strategic partnerships

At APSCo, we have also evolved in this environment and have adapted 
our support throughout the pandemic. Our training programmes and 
members’ meetings, for example, have been re-designed to suit a remote 
world. With recruiters facing great uncertainty, we increased the number 
of information sharing sessions we would usually deliver to provide every 
opportunity to support our members. In a normal year, APSCo would 
host around 140 events, but last year we delivered over 200.
And with strategic staffing solutions quite clearly the way forward for the 
sector, APSCo recognised a need to support and drive high standards 
across the entire remit of the talent management ecosystem. That’s 

why we launched APSCo Outsource – a trade body for the outsourcing 
market – to represent the interests of MSP, RPO and recruitment 
outsource providers.

The future: data and immigration challenges

If we take a look at what lies ahead, further changes are in store for the 
recruitment arena. The end of the Brexit transition period may have come 
and gone, but the impact of the deal will be felt for some time yet. There 
are elements still to be agreed, with the exchange of personal information 
from the UK to the EU and vice versa a key focus at the moment. 
At the time of writing there has yet to be any movement on an agreement 
across the two jurisdictions regarding the legal exchange of this data. 
While we have already witnessed a number of staffing companies 
creating or utilising EU entities to manage the flow of information, data 
management will once again become a driver of change later in 2021.
Of course, it’s not just the exchange of data that was of concern when 
the transition period ended. Access to the highly skilled self-employed 
market was set to be challenging through the sponsored visa route that 
had been outlined. However, APSCo has been lobbying government 
on this issue and we were pleased to see in the Chancellor’s Budget 
announcement in March that an unsponsored visa route for the highly 
skilled will be rolled out. 

Bolstering the contingent workforce

The immigration challenges highlighted above will have the greatest 
impact on the flexible segment of our workforces. With few incentives 
and a wealth of red tape presented to European contract professionals, 
work in the UK is less appealing to this group. While APSCo continues 
to lobby government to address this issue, we are also looking within the 
country’s existing contract workforce to ensure it has the support and 
opportunity to grow to the degree that’s needed in a post-Covid world. 

At the time of writing, the roll out of Off Payroll into the private sector 
and the implementation of changes in the public sector is nearing. While 
there have been no signs that this will be delayed, the announcement of 
changes to the definition of an intermediary and confirmation as to where 
the risk lies should a client subcontract an SDS, has provided greater 
clarity for contractors, employers and recruiters alike. 
However, contractor recruitment will be impacted immediately after the 
roll out. Unfortunately, educating and guiding end-hirers to encourage 
them to continue to engage with these flexible workers has landed 
heavily on the shoulders of recruiters and will remain there for the 
immediate future. But APSCo continues to push for greater support for 
the contingent market. Flexibility is the new normal and contractors will 
have a vital role to play in post-pandemic economic growth. As such, we 
are pleased that APSCo’s feedback regarding flexible apprenticeships 
has been taken on board, meaning that the flexible and contract 
workforce can now carry this training across placements and we are 
keen to work with the government and our members to make the most of 
this opportunity. 

Maintaining business support

There may be a feeling in the air that we are nearing the end of the 
pandemic, but there are still hurdles yet to be cleared. The Prime 
Minister’s road map out of lockdown and the Chancellor’s commitment 
to extending furlough and business support schemes certainly provide a 
level of greater clarity for staffing companies.
However, as we’ve witnessed over the course of the last year, 
circumstances can change rapidly and APSCo will continue to lobby 
the government to ensure that the relevant financial aid is available for 
recruitment firms for as long as is necessary. 
The staffing sector has shown its resilience over the course of the last 
year, and with an end in sight, we will do everything we can to help our 
members fight back from the impact of Covid-19. n
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NAVIGATING 
THE PANDEMIC 

Ann Swain, global CEO APSCo, gives an insight into how 
recruitment has weathered the storms.

There may be a feeling in 
the air that we are nearing 
the end of the pandemic, 
but there are still hurdles 
yet to be cleared
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March 2020 – the month where Coronavirus took hold in the U.K., 
the country entered the (first) national lockdown, and supermarkets 
began rationing toilet paper. It may seem a lifetime ago to some, but 
for others, it was the start of a lifetime.
Before coronavirus took hold in March, the start of 2020 saw the nufuture 
brand come to fruition. The brainchild of Johnny Perrotta, nufuture set out 
as an IT & tech recruitment agency with a difference: they care. Coming 
from an extensive recruitment background, Johnny founded nufuture with 
the aim of putting the human element back into recruitment. 
A long-standing champion of mental health in recruitment and building 
meaningful relationships that last, Johnny started the business armed 
with 10 years of tech recruitment expertise, and passions for investing 
in innovation, people and the future.
“Originally, the business focus was, and largely remains, on cloud and 
data recruitment,” says Johnny. “I started the business with a hunger for 
putting people first, as I truly believe the individuals on the ground in an 
organisation are the ones who drive operations forward. It has to come 
from the top down, so I was motivated to start my own business where I 
could really make a difference and show that I do care.”
With ambitious growth plans from the outset, the pandemic may have 
stopped some infant businesses in their tracks but, for nufuture, the 
plans didn’t change – the way in which they materialised just started to 
look different. “The business was only six weeks old when the lockdown 
started,” says Johnny. “As many organisations saw, especially in 
recruitment, a lot of businesses put an immediate freeze on all hiring so 
overnight I went from having a great start to panicking a little!”
However, having a wealth of experience which has spanned recessions 
and difficult periods previously, Johnny was well-armed to continue the 
success that nufuture had experienced in its earliest days. Whilst some 
businesses struggled with a long adjustment period to lockdown in terms 
of infrastructure and operations, nufuture had the key advantage of being 
a start-up – which meant there was an inherent agility to tap into.

Working through

Speaking of lockdown, Johnny says: “Like most people, I certainly 
wasn’t expecting it! I left my previous role in December 2019, and 
worked through January 2020 to prepare for a February launch. We 
had a fantastic first month, building on relationships and putting all of 
our processes in place, before we were hit with lockdown restrictions.” 
Fortunately for nufuture, the costs of being such a young start-up 
were low, and Johnny bought a particularly agile nature from his 
previous roles in being able to navigate quick changes and obstacles.
“I did have some experience in navigating difficult situations, but a 
lockdown was definitely a different kind of challenge,’ he explains. 
"When starting the business, I’d already noticed that processes in the 
market were shifting pre-Covid, so I invested in a video interviewing 
platform. This enabled me to continue those important conversations I 
was having in February and March, and keep up the momentum with 
building key relationships.”
Speaking of his previous experience, Johnny placed particular 
importance on the interpersonal skills he had built throughout his 
career, which helped him to navigate nufuture’s operations through the 
initial lockdown and beyond. “It’s well documented that the first year in 
businesses is always hard, and with the outlook of a global pandemic, 
I knew that it was those interpersonal skills that would be vital to the 
business’ operations. I had to draw on my experience, and all the things 
that I think make a great recruiter: empathy, commitment, resilience, 
drive, and passion."

Learning experience

Looking back on nufuture’s first year in business, Johnny recognises 
that 2020 was ‘probably the most important period’ of both his personal 
life and professional career. "The last year has not only taught me how 

to be a better person, but also a better recruiter. It was important for me 
to build on those key skills we need when working with people  
– after all, people are at the very centre of recruitment, so as business 
leaders in this industry we should always be looking for ways to support 
individuals in better ways, through difficult periods and beyond.”
Business leaders across the globe learnt many valuable lessons 
throughout 2020, but for Johnny, the most important was: ‘embrace 
the uncertainty – it leads to growth’. Supporting candidates was key 
for nufuture, but also learning how to support other businesses was 
vital to the business. 
Across the recruitment sector, we saw a number of headcount 
freezes, budget constraints and businesses showing reluctance to 
hire without physically meeting candidates. To help clients combat 
these challenges, nufuture took a consultative approach. “I have 
always been a huge believer in the value that this type of approach 
can bring,” says Johnny. “I’ve never been interested in  
short-term solutions – I aim to build long-lasting relationships, so it 
was even more important for me over the past year to support clients 
by listening to their concerns, problems and fears, and share the 
responsibility in helping them to overcome challenges.”
Whilst these conversations were indeed important, nufuture’s support 
for clients went further than words. To help overcome the concerns 
which hiring managers had around placing candidates in their 
businesses without face-to-face meetings, nufuture extended their 
offering across their video platform, to include personality testing 
which reduced the risk of what Johnny coins the ‘unknown factor’. 
“Key decisions makers were undoubtedly worried about placing 
people without first meeting them, so our video platform and interview 
testing allowed them to get the best insights into the candidate that 
was possible at the time,” he says. “We were committed to helping 
clients spread the risk, so we also offered extended rebate periods 
and options to split invoices.”

Like many businesses, nufuture found unexpected opportunities 
which came with the new ways of working which lockdown bought. 
“Collaboration was key for us,” says Johnny. "With a connection I met 
via LinkedIn, we offered a free six week mindfulness course, to help 
people who had been made redundant manage their uncertainty, stress 
and anxiety. We aimed to provide practical advice in navigating these 
circumstances, which people could easily use.”
Between workshops and video interviews, Johnny found an entirely 
new expansion opportunity for nufuture: "The new ways of working 
brought on by lockdown drove me to look at how we can do things 
differently, particularly when helping companies to deliver full-scale 
projects. As a result, we’re expanding our offering to include ‘nufuture 
Consulting’, which will be launched in March, and aims to support 
companies with delivering specific pieces of project work, saving them 
time and money, whilst sourcing experienced IT professionals who get 
the job done, and do it well.”
Looking forward to the next 12 months, Johnny considers how far the 
business has come in its first year. “Whilst I could have potentially 
timed the start of the business better, it taught me to focus on what 
I could actually control: my outputs, my attitude, and the business’ 
growth plans.”
2021 promises to be an exciting year for the nufuture brand. With 
new services and relationships emerging, Johnny is confident in the 
lessons he has learnt to help the organisation’s growth: “Ultimately, 
I want to invest, grow and win new business. To get there, I’ll 
be constantly looking at ways to improve my service and make 
things easier for my clients, whilst keeping that human element of 
recruitment front and centre.
“Getting things done is better than getting this perfect,” says Johnny of 
his approach, “perfection is unattainable a lot of the time. Instead, steer 
your focus on managing your own expectations, don’t procrastinate, 
and ultimately: if you aren’t evolving you’ll be left behind.” n

Johnny Perrotta, founder of IT and tech recruitment specialist, 
nufuture on starting a business in a pandemic.

START-UP 
LOCKDOWN 



TOUGH BUT 
SUCCESSFUL 

It’s now been a whole year since the Covid-19 pandemic began to 
overwhelm the UK, forcing businesses to close their doors and all of 
us to stay inside. Though we’ve spent 12 months doing the Hokey 
Cokey in and out of lockdown, with peaks and troughs of freedom and 
restrictions, for many it feels like the year has been spent on pause. A 
frustrating and worrying place to be.
Thankfully, that hasn’t been the case for us. Our clients haven’t stopped 
working, and neither have we – in fact, we are on course to achieve 
our second best financial year since the business began almost two 
decades ago. That’s not to say it hasn’t been a tough year. We’ve had 
to adapt to things that no one saw coming and the only thing that feels 
certain this year is uncertainty. But, just as we’ve done for the past 12 
months, we’re going to continue to make bold moves in order to grow 
the business. 
I would hope – as I’m sure anyone would – that I’ll never have to live 
through another year quite like this, but looking back I can see a lot of 
our decisions were the right ones.

No redundancies

It’s not a particularly common story being told from the past year, but 
we are incredibly happy to say that over the past 12 months we haven’t 
had to make anyone within the company redundant.
As any agency will tell you, it’s an eternal truth that recruiting recruitment 
consultants is one of the most difficult hiring tasks. So, with that in 
mind, there was absolutely no way we were going to lose the brilliant 
talent that we’d built up. I honestly believe we have some of the best 
consultants in the business, and I’m not going to push them into leaving.
We were in a fortunate financial position in March 2020 which meant we 
could tackle the upcoming crisis head on. There’s no denying, however, 
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that without the dedication and commitment of our employees, that 
ability to weather the storm would have been impossible. Letting them 
go when we had other options wouldn’t just be a disservice to them, 
it would severely impact our growth and recovery when things picked 
up again. So, we let everyone know – consultants and back-office 
team – that their jobs were safe from redundancy. Instead, our board 
of directors took pay-cuts, and we applied for a CBILS (Coronavirus 
Business Interruption Loan Scheme). 

No furlough scheme

The Coronavirus Jobs Retention Scheme (CJRS) or ‘furlough’ has 
been used by many businesses, and it makes a lot of sense for 
organisations, such as those in hospitality and leisure who have been 
forced to close in the past year. But it wasn’t right for us. I know many 
recruitment businesses did make use of the furlough scheme and 
there’s no denying the sector took a hit, but we knew the work was out 
there. We were fortunate in that technology hiring was less affected 
compared to that of other industries, but we pivoted to new areas too.

Ultimately, ignoring the furlough scheme benefitted both the business 
and our employees. It meant we were all able to keep working, 
protected mental health, ensured a sense of job security and didn’t stall 
development. 

Continue with expansion plans 

Cardiff will always be our home, but since 2018 we’ve opened three 
new offices: London in 2018, Amsterdam in 2019 and Bristol in 2020. 
Obviously, no one has been able to spend a lot of time in the Bristol 

office so far, but this is still an important foothold for us. 
By opening the Bristol office, we make ourselves more accessible to 
our clients in the South West and open the business up to a whole 
bank of new talent, who wouldn’t have considered a role with us 
‘across the bridge’. We have ambitious hiring plans, and when the 
furlough scheme ends and more consultants find themselves facing 
redundancy, we’ll be ready and waiting to snap up that talent.

Promote, hire and reward

The last 12 months has made people take stock of their lives and 
question what they want from their careers. Plus, while the jobs market 
may still be recovering, there are always jobs out there for highly 
talented individuals – and those people don’t want to sit still and wait 
around for career progression when things are ‘back to normal’.

We’ve made five promotions in the last 12 months, which included 
creating two new senior roles, a permanent director and contracts 
director. These appointments in particular confirm our commitment to 
our staff and our ambition to grow. 
When the first lockdown was enforced in March 2020, we did pause 
our hiring. This was important to take stock, protect our current staff 
and ensure any new recruits could begin with certainty and stability. By 
June 2020, we were hiring again in earnest and we have recruited for 
eight roles since then. This includes another senior appointment for our 
London office.

Be open to what’s new

Throughout the past year we’ve been unafraid to make bold decisions 

and take our own path. This attitude, I think, is what has ensured our 
success. While other businesses – understandably, perhaps – battened 
down the hatches and waited for the storm to blow over, we were agile. 
We adapted to every change in restrictions as it came, exploring all of 
our options to keep working and growing.
We began serving new areas and new customers – often those whose 
usual recruitment partners were unable to help them, as they had 
placed almost all of their staff on furlough. Our consultants stepped up 
to the plate to work on new desks and serve the busiest areas of the 
business, and our back-office team rallied to keep everyone motivated 
and engaged while working from home. 
It’s never easy to change your business in response to unexpected 
changes, particularly one on such a global scale, and especially if 
things had been going well beforehand. But it’s definitely paid off for us. 
As well as growing the business, opening new offices and announcing 
new appointments, we’ve been able to pay back our £100,000 
coronavirus business interruption loan in full – five years before we 
needed to. We’re back in the list of the top 100 recruitment firms in the 
UK, and we’re ending 2020/21 in an incredibly strong position.

Looking ahead

There’s still a lot of fear and uncertainty around the jobs market and 
economic recovery, but things feel much more hopeful compared to 
this time last year. The rollout of the vaccine, combined with the  
‘super-deduction’, which could reduce the tax bill for both us and our 
clients, make this a brilliant time to invest. 
They say fortune favours the brave, and I’d say that sums up the past 
12 months nicely. It’s been tough, no doubt about it, but opportunity is 
always there for those bold enough to find it. n

Spencer Symmons, co-owner at CPS Group discusses the 
business, one year one from the start of the pandemic.
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