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WELCOME
SIMON KENT
EDITOR
Freedom is slowly coming back as the pandemic eases and we’re looking
forward to a Spring and Summer of hope and some of the old normality. As this
happens there is a huge potential for companies to surge forward and make the
most of a public eager to enjoy, achieve and do more – more than they have
done for the past 12 months. Figure from the sector show how the recruitment
industry is already making moves to go further and higher.
It is fitting therefore that The Global Recruiter now introduces its Awards for 2021.
Last year circumstances made it impossible for us to recognise and reward the
industry’s movers and shakers – indeed we knew that there were more important
things at stake. This year we’re not just considering the great work you’ve done
over the past couple of years, we’re also considering the achievements and
approaches taken during the pandemic.
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From the large and established recruitment companies to the newcomers, the
innovators and the thought leaders, The Global Recruiter Awards are recognised
as the industry gold standard. They offer a level playing field for all comers and
are judged against clear criteria by industry experts. To be a part of this year’s
Awards and have your hard work recognised enter now. And good luck.
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BIOTECH DRIVES
FORWARD
We’ve built a communications
platform that integrates
with some the world’s
leading CRMs and Business
Software providers.
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Cambridge biotech hiring set to double.
UK biotech leader Cambridge is on
course to double its professional
biotech hiring in 2021, pulling further
away from London and Oxford to
cement its status as the dominant
force in the Golden Triangle.
According to new data from Cpl Life
Sciences and Vacancysoft, overall
vacancies in biotech are surging
across the country. In March 2021,
UK biotech firms published over
400 monthly vacancies for the first
time ever — 118 per cent higher
compared to the same month a year
earlier.
Although the East of England
accounts for the majority of new
roles, it is Cambridge leading the
charge. The city’s 201 vacancies
in the first three months of the year
represents 47 per cent of its 2020
total – and is in stark contrast to
Oxford and London’s 15 and 70
vacancies, respectively.
“We’ve known for a while about
the talent Cambridge has and is
managing to attract, and the worldclass biotech innovation emerging
from the city and its surroundings
areas,” says Cpl Life Sciences CEO,
Yvette Cleland. “It bodes well for
the government’s vision of Britain
becoming a global life sciences
leader post-Brexit.

“But unless we address the significant
skills shortage, we’re in real danger of
losing the momentum we’ve gained
— particularly our boosted reputation
amid our industry’s leading response
to the pandemic and covid vaccine
production.”
The buoyant regional numbers are
reflected in the table of top firms for
scientist recruitment. The busiest
recruiter, Wellcome Trust Sanger
Institute (Saffron Walden) published
1400 per cent more year-on-year
vacancies in 2020 and it has already
surpassed last year's total in Q1.
Cambridge’s Illumina (+148 per cent
y/y) and Abingdon’s Immunocore
(+235.2 per cent y/y) also
experienced strong starts to 2021.
Vacancysoft CEO, James Chaplin,
says: “In a crisis there is also
opportunity. Our vacancy analytics
showed that while some biotech
firms ramped up hiring during the
pandemic, a couple of new players
also took the chance to enter the
UK market.
“Being able to pinpoint where the
hiring hotspots are, not just in the
UK, can give a good indication of
the trends and dynamics at play. It’s
fascinating to watch in real-time, more
so now that Britain is forging its own
path,” he concludes.

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

PAY MISTAKES

91 per cent of companies get staff pay
wrong amid furlough confusion.
New research by MHR
International, has found that
frequent changes to government
Covid-19 employment support
rules has severely disrupted HR
and payroll departments, with the
result that 91 per cent made pay
errors every month over the last
year. The survey of 250 HR and
payroll managers in the UK and
Ireland also found that almost all
businesses (94 per cent) have run
into problems processing payroll.
Nearly half of the businesses
surveyed (46 per cent) said that
their HR and payroll employees
had to work extra hours to
process changes to furlough
or employment wage subsidy
schemes. A third (33 per cent) said
the amount of payroll errors has
increased and 37 per cent said the
complications distract them from

other business-critical tasks.
“Payroll and HR teams have
shouldered a heavy burden during
the pandemic, with changes
imposed at the drop of a hat,”
said Anton Roe, CEO, MHR.
“These have required extensive
knowledge of rules about furlough
and employment support, National
Insurance, pensions, holiday
entitlements and employment
status. These teams need as
much support as possible from
employers to increase efficiency
and avoid delayed or incorrect
pay. Having good payroll software
in place will not only significantly
improve errors made, it will reduce
the pressure on these hardworking teams.”
Parallel research by MHR
International of over 1,000
employees in the UK and Ireland

also reveals the damaging impact
of payroll mistakes on personal
lives. Nearly two-thirds (65 per
cent) of workers affected by errors
or late payment said they have
had to borrow from friends or
family or use high-cost loans or
credit cards to get by. Of those
paid incorrectly, 71 per cent said it
has happened as many as three

times in the last 12 months.
“Regular payroll mistakes not only
damage employee morale but will
also impact retention and place
unnecessary stress on workers,”
added Roe. “Businesses making
errors that result in failure to
meet National Minimum Wage
requirements could also receive
fines and penalties.”
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JOB POSTS SURGE

CV-Library records high levels of activity in mid-April.
Job market data from CV-Library
has shown the number of job
postings during w/c 12th April is
the highest level since January
2020. The number of job postings
during this period increased by
an impressive +18.2 per cent
compared to the previous week
and was +21 per cent higher than
the weekly average. The data
also revealed the regions which
witnessed highest volume of
vacancies, during w/c 12th April:
1. South East (9,608 jobs)
2. London (7,564 jobs)
3. East Anglia (5,555 jobs)
4. West Midlands (5,280 jobs)
5. North West (5,271 jobs)
6. South West (4,682 jobs)
7. East Midlands (4,608 jobs)

RATESCALC ACHIEVES
DELOITTE 500

Recruitment solution takes top 100 place in Technology Awards, APAC.

8. North East (4,065 jobs)
9. Scotland (1,791 jobs)
10. Wales (1,378 jobs)
“The UK job market is resilient
and the latest data certainly
backs this up,” said Lee Biggins,
CEO and founder of CV-Library.
“These results show that, within a
week of restrictions being eased,
employers are investing in their
staff and feel confident that the
UK economy will continue to
bounce back throughout 2021.
“However, it’s not all good news
as southern regions continue
to outperform the North,” adds
Biggins. “There’s no doubt that
there are talented candidates
across the UK but businesses
run the risk of missing out on top

talent by ignoring regions outside
the South East and London.
What’s more, with the widespread
adoption of flexible and remote
working thanks to COVID-19,
there’s no reason why businesses
can’t invest in long-distance staff
moving forward.”
The leisure and tourism, catering,
hospitality and retail sectors
all enjoyed an increase in job
postings, with the volume of
adverts increasing by +102 per
cent, +99.7 per cent, +45.9 per
cent, +35.6 per cent above the
weekly average, respectively.
However, despite the UK now
being less reliant on online
shopping, the distribution sector
saw a significant increase of

+70.2 per cent in the volume of
job adverts, when compared to
the weekly average. Once again
demonstrating that the industry is
integral to the UK economy and
job market.
Biggins concludes: “This is a
great result for job seekers
as there are plenty of new
opportunities on the market and,
according to our quarterly job
market data, the competition for
these roles is lessening. That
said, it’s vital that candidates
continue to perfect their CVs and
cover letters, ensuring that each
document is tailored for the role
they’re applying for. While there
may be less competition, it always
pays to be thorough!”

BOOMING BUSINESS
Paratus People marks a record year of
business growth as tech recruitment booms.

Ratescalc has been ranked
number 100 Fastest Growing
Technology Company on the
Deloitte Technology Fast 500™
Asia Pacific 2020 in Australia.
CEO, Col Levander credits the
growing Australian market and
his dedicated team at Ratescalc
for helping to build a successful
software company.
“First and foremost, to build a
successful company, you must
have a vision and real passion
around what you’re doing,”
he says. “You have to believe
very strongly that what you’re
planning is ‘doable’, that the
market needs it and that you
can help make it happen. It’s
even more rewarding when the
product also makes a difference
to people’s lives and companies
success. Then bringing clients,
partners, vendors and of course

great people on this journey with
you is a turning point for your
business. We continue to see
wage theft and mis interpretation
of rates as an issue in Australia.
Companies that don’t comply
run a real risk of losing what
they have built. We are looking
forward into the future and we
know that any company that
pays people can benefit from our
technology.”
Looking into the short term future
of Ratescalc sees New Zealand
as the next market where the
product will launch. Plans are
also underway to expand into the
United Kingdom and Singapore
market. Strong partnerships have
been fostered over the years to
ensure maximum integration to
the most widely used recruitment
software out there. Focusing
on some major integrations in

the next 12 months will see
Ratescalc.com set up for the
future.
Rankings in the 500 are based
on percentage revenue growth
over three years. Ratescalc
grew 567% percent during this
period – attributed to its clients
continued confidence in using
Ratescalc’s Software Platform
to achieve accurate wage and
payroll calculations for labour
hire, recruitment and payroll
companies.
“The Australian labour market
can be very tricky and everyone
involved in labour hire needs to
make sure that their calculations
are on par with Fair Work Modern
awards and most importantly any
changes in awards are updated
on their systems in real time,”
says Levander. “This is what
Ratescalc does, we automate

these workflows to ensure realtime compliance. This is what
we are all about and we are
seriously passionate about what
we do and the service that we
deliver to our clients.”
This is the first year that
Ratescalc has submitted an
application for this prestigious
award and they are incredibly
proud to have made the top 100.
Overall, companies that ranked
on the Deloitte Technology Fast
500™ Asia Pacific 2020 program
had an average growth rate of
551% percent, and Ratescalc
has secured its place in the top
100 amongst many other fast
growing businesses in the Asia
Pacific region which includes
China, Taiwan and Singapore
who are all major players in
advancing technology.

Bristol based technology recruitment
business Paratus People has
announced a record 125 per cent
growth in income for 2020 with
turnover up from £2m to £7m in the
last four years and team growth up
40 per cent in the last 12 months.
Specialists in the Internet of
Things (IoT) and video technology
fields, Paratus People represents
a global client portfolio including
Liberty Global, Technicolor, Sky
Deutschland. The company
provides augmented staffing
solutions across the world, with
offices in Bristol, Amsterdam
and Brussels.
The company is also expanding to
the Silicon Valley region in the US
to take advantage of the booming
sector growth and need for tech
experts. It has announced a new
base will open in Santa Clara -

home to many of the world’s biggest
tech companies including Intel and
Hitachi Data Systems.
This year sees the launch of a
dedicated German division with the
incorporation of Paratus People
Deutschland GmBH as well as
several new ventures including an
update to its successful IoT Podcast
and a new IoT Jobsite.
The IoT podcast is a platform for
eminent thought leaders in the IoT
world to share their knowledge
and insight into the future of IoT,
showcasing their personal and
professional involvement in the
industry. Hosted by Tom White,
founder and managing director of
Paratus People, there are around 4
episodes a month.
The IoT Jobsite is a central hub,
advertising available roles for
people looking for opportunities

in the IoT space.
A new area of expansion for Paratus
People is in Reference Design Kit
(RDK) a fully modular, portable, and
customisable open-source software
solution that standardises core
functions used in video, broadband
and IoT devices.
As part of this new part of the
business, the company is launching
a second podcast series. The RDK
Podcast will be a specialist forum
for industry experts to discuss
advances in this thriving area of
technology, hosted by Jamie Walker,
head of video at Paratus People.
Commenting on the business
growth, Tom White said: “While
2020 and the pandemic sent
shockwaves around the world,
we saw in our area of the sector
that people hunkered down and
consolidated what they were doing.

The result a year on is an explosion
in innovation and R&D projects
coming to the market – all requiring
technical and engineering expertise
alongside the need for tech sector
support staff.”
“We have also seen a boom in
the need for video and adaptive
Wi-Fi solutions, caused by the
large numbers of people now
working from home.
“The world is rapidly opening back
up again. We are now seeing a
surge in certain areas of technology
which has allowed us to grow
the business. We had a record
year last year which enabled us
to create many new jobs in our
hometown of Bristol and further
afield. This year looks set to be
another strong year and we’re very
focused on providing world-leading
talent consultancy to our clients.”

V I E W FROM WEC

INDIA’S FUTURE
STRENGTH
Lohit Bhatia, President of the Indian Staffing Federation, discusses the drivers
of the country’s employment markets.
With a workforce of 463 million people, India is one of the world’s largest
labour markets.

Q: What are the main challenges and
opportunities currently facing the Indian
labour market?
A: The ongoing Covid-19 pandemic has disrupted employment across

multiple sectors and categories in India’s labour market. While positive
news is now emerging in some areas of the economy – with the latest
data showing recovery returning across several indicators including GST
tax receipts (VAT levied on goods and services), fuel consumption and
transport – many sectors such as retail, tourism, consumer services,
daily wagers and SME’s are still feeling the impact.
One sector that has seen significant growth and deepening influence
both at home and internationally in recent years is India’s IT industry.
Employment in the IT, e-commerce, logistics and telecoms sectors has
continued to thrive and grow over the past year. The country’s strength
in these sectors is well established and has been accompanied by a
marked improvement in employment prospects.
The Indian government introduced a new policy framework in May/June
2020 in response to the challenges of the Covid crisis. This Atmanirbhar
Bharat policy – which means Self-Reliant India in Hindi – has served
to strengthen our domestic market and create stability in the hiring of
workers in the SME sector. Core sectors such as the infrastructure and
construction industries are also expected to offer strong employment
opportunities in the coming years.

Most notably, the government has taken action to address the fact that
some 85 per cent of Indians work informally, with no labour contract.
It has set the goal of formalising work for nearly 390 million workers
over the next decade or so. Some 120 million of these people are
currently employed in SME’s while 130 million work as daily wagers or
in construction related roles. A further 20 million people are employed as
gig workers, while 50 million Indians are domestic workers and further 50
million work in goods and transportation.
Our government has also recently subsumed 44 Central Labour Acts into
four new Labour Codes – a Code on Wages, Code on Social Security,
Code on Industrial Relations and a Code on Occupational Safety
Health and Working Conditions – that simplify the rules and regulations
governing the labour market. Many of the old Codes had been in place
for almost sixty years and were completely out of step with today’s
realities and business models. The new Codes mark a significant step
forward and the Indian government has also announced its intention
to offer social security coverage to gig economy and platform workers.
This will be financed through a levy on the turnover of the Platform
company, at a rate of 1-2 per cent, up to a maximum of 5 per cent of the
wages paid to each gig worker. The income it will generate should be
sufficient to provide these workers with pensions, social security, medical
insurance and death and disability benefits.
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Q: How do you see the industry’s role evolving
in both the short and longer-term? What is the
outlook for flexible staffing?

Q: How prepared is your market for the
post-Covid world of work?

A: Before the pandemic hit, the Indian Staffing industry was growing

telecoms and banking sectors. As our economy begins to recover
so the strength of these sectors, combined with the benefits brought
about by the newly-to-be-introduced Labour Codes, will serve to
fuel investment and a climate of industrialisation. This too will further
benefit from the formalising of employment. Indian companies are
looking to foster further collaboration with partners around the world
and I believe that we will see a variety of different employment models
co-existing alongside one another – including agency work and gig
work which are India’s newest and fastest-growing work segments.

at a very healthy compound annual growth rate (CAGR) of 11 per
cent, with the large, formal players experiencing growth at an even
faster rate of around 16 per cent CAGR. The industry is set to benefit
from the positive population and demographic trends in the Indian
labour market up until 2054.
As already outlined, India’s labour market is dominated by informal
work, with less than 15 per cent of workers employed under a formal
employment contract. This is equally the case for our formalised
staffing industry, which also suffers from a very low penetration
rate at just 0.7 per cent of the employment market. However, we
are confident that as economic sectors including construction,
transportation, logistics and manufacturing are set to witness strong
growth over the coming years so it is expected that millions of workers
will transition out of informal work and into formal employment. This
presents staffing companies with a strong opportunity and they are
set to reap significant benefits from this growing trend.

A: Post Covid India is in pretty good shape thanks to its robust IT,

Q: What action are you taking to support your
members, their client companies and workers in
leading in the new normal?
A: In recent years we at the Indian Staffing Federation (ISF) have

ramped-up the number of member events and webinars that we hold.
We have run sessions on a host of topics that are useful to our members

– from cash flow management and contract/compliance management to
a series of sessions on the recent changes in the Labour Code and what
they will mean. We have also worked to support members financially
– including by allowing the payment of membership fees to be made in
three instalments.
Over the past five or six years, beyond our work with members, ISF
has been working very closely with the government to strengthen and
advance labour regulation. The announcement of the new Labour Codes
is proof that we have made some real progress. In fact, one of the new,
far-reaching laws relates specifically to our own sector. It introduces the
opportunity for formalised staffing companies to apply for a National
Staffing Licence that will be valid right across the country for a period
of five years as opposed to the current system which requires a labour
licence for each work order or company tender.

www.theglobalrecruiter.com
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BEING WELL
Chris Goulding, managing director, Wade Macdonald discusses their
findings on welfare and wellbeing in recruitment.
As the UK marks a whole year of a life dominated by COVID-19,
individuals and organisations alike reflected on the tumultuous year
the nation, and the world, has faced. The pandemic created pressures
unlike anything ever witnessed before, dwarfing the economic effects
of the 2008 recession and creating challenges around physical,
emotional and mental health. The longer the pandemic has run, the
greater the concern has grown.
Back in May 2020, within the first of Wade Macdonald’s welfare
reports, 62 per cent of business leaders knew about cases of mental
ill-health amongst their workforce as a direct consequence of the
pandemic. From managing isolation to juggling home schooling with
work, Zoom fatigue and job insecurity, this figure hardly comes as a
surprise. Nevertheless, despite the unprecedented circumstances,
there was an overwhelming report of positivity from employees
who said they felt well protected emotionally and mentally by their
employers. Whether this was proactively or reactively managed, it
seemed that there had been a strong ‘human element’ to the way that
employees were treated.
However, with the pandemic drawing on for much longer than first
anticipated, the concern amongst many was that this emotional
support would begin to fade as leaders turned their attention to
survival and regrowth. As the country yo-yoed in and out of lockdowns
for the next nine months, the strains businesses faced fluctuated
almost daily, with many unable to plan more than weeks, or days in

some cases, in advance due to the volatility of the virus.
In February of this year, we wanted to review the state of welfare
and wellbeing in the industry nearly a year on exploring whether
employees’ fears became a reality or if support systems continued
to thrive as we headed into a third lockdown. The results, canvassed
from 150 business leaders, showed a clear divide of certain areas
of overwhelming positivity, yet other areas where employers have
begun to lose sight of the importance of their employees' welfare and
regressed back into old habits.

Welfare tools
The majority consensus (65.5 per cent) is that employers have
continued to do well to support employees over the course of the year
despite the numerous fluctuations in and out of lockdown, the volatility
of the jobs market and the ever-growing concerns around mental
ill-health.
Organisations are now offering more welfare support compared
to May 2020. The number of employees with access to Employee
Assistance Programmes, online self-service platforms, private doctors
and coaching have all grown. On further exploration, it is clear that
many businesses have become more innovative with different ways
to try and support their staff. Schemes include parental support, free
online fitness classes and virtual social events.
www.theglobalrecruiter.com
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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.
However, while forward-thinking resources have been put in over the
past nine months and 62 per cent of companies have implemented
proactive plans for future safeguarding, their key areas of reactive
support have moved backwards. Only 28 per cent of employees
reported a reactive response when required and even more
shockingly, 10 per cent of businesses still have nothing in place.

Mental health
When asked to grade how large the problems are with mental health
in their own organisations, respondents placed the issue at 5.5 out
of 10. Combatting this problem appeared to be at the top of most
businesses' agendas, evidenced by the fact that 42.5 per cent of
organisations have already appointed mental health first aiders and/or
mental health champions in response to the problem.
Again, while an incredibly positive step forward for many within the
recruitment space, it appears that promises of long-term support
made at the start of the crisis last year were short-lived. This year, 68
per cent announced that their support strategies would continue and
be further developed. A decrease of nearly 10 per cent compared to
2020's survey where it was suggested by 76 per cent of businesses
that their welfare systems would be integrated into the foreseeable
future of the business model.

Furlough
Overall, 63 per cent of respondents said their employers had utilised
the furlough scheme at some point during the pandemic. Most felt that
they had treated furloughed staff well during that period, with 88 per
cent reporting consistent communication throughout. Engagement
with furloughed staff remained high over the past nine months too,
through measures such as telephone calls with management (65 per
cent), team video calls (46 per cent), company newsletters (40 per
cent), online training courses (35 per cent) and virtual social events
(36 per cent).
As of March 15th, 2021, 11.4 million jobs were still furloughed and
for many employees, this scheme has been a lifeline financially and
emotionally. With the news of the further extension of the scheme in
the budget at the start of March until September, it is expected that
a large number of businesses will continue to utilise it to help with

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.

cashflow as the company enters a stage of recovery in the Summer.
It is crucial that employers continue to keep up the hard work they
have showcased over the past 12 months in keeping furloughed staff
members up to date with progress to ease any worries they may have
around job security.

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.

Employee needs for the ‘new normal’
According to our study in 2020, post-pandemic, only 11.5 per cent
of people wanted to be fully office based in the future, with 19.5 per
cent not wanting to attend the office at all and 69 per cent favouring a
hybrid working model.
This year, it has been reported that 93 per cent of respondents will be
offered a hybrid working model – 22.5 per cent will expect their staff in
the office more than they can be at home and 24 per cent are offering
a 50/50 split. 15 per cent are proposing more time at home than the
office and 31 per cent are leaving it completely up to employees to
decide. A positive for many employees looking to have or regain
autonomy to choose their own working model in a way which benefits
them and their lifestyle.
While a welcome change across the majority of organisations,
concerns still remain for employees around access to the correct
equipment and technical support in order to work effectively from
home. Only 37 per cent of organisations have offered financial
support towards equipment or amenities for this. Not only does this
put productivity at risk, but has created a socio-economic divide
between teams, highlighting who can and can’t afford to be financially
self-sufficient during this volatile time.
Moving forward, there appears to be a need for organisations to
accelerate the formalisation of plans for both their staff welfare and
flexible-working policies. This will give their employees the much
needed clarity they deserve and, equally importantly, assist the
business’s own talent attraction and management.
Although the pandemic has undoubtedly had a devastating impact
around the world, professionals are remaining positive. Only three per
cent are unable to see a light at the end of the tunnel. It is clear that,
while there is still room for improvement across the board with staff
welfare in the recruitment industry, we should still be feeling extremely
positive about the impactful change that has been made over the past
12 months for employees up and down the UK. n
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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.
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A BIGGER GUN?
Ravi Joshi, Golden Bees discusses digital HR and the passive candidate.

The digitisation of HR provides many tools to broaden the pool of
candidates – especially when it comes to getting to hard-to-reach,
passive candidates. With the competition increasing, how can
companies use next-gen HR tech to engage passive candidates?

In practice, this means consistent use of various digital channels to
introduce a business to target talent audiences, and as such, can place
large demands on HR and IT teams that are already stretched.

1. Develop a content strategy

3. Understand the lifecycle of recruitment
advertisements

The HR department is going digital and learning from marketing: and
the first lesson has been that content is king. The content strategy
has a direct impact on employer attractiveness.
To market a business to in-demand talent, then build a relationship
with an audience of these passive candidates, to sustain it and to use
it in the long term, it is essential to offer quality content that keeps
passive candidates interested in a business. This is a long-term
investment which requires the involvement of many stakeholders as
part of the employer brand. As such there needs to be a concerted
strategy, developed by HR, marketing and other brand guardians.

Digital HR – especially digital recruitment – is based on the idea
of continual innovation. It is no longer enough to simply place
an advertisement on job boards. Next generation recruitment
advertisement strategies must now account for the fact that adverts
can be targeted at specific audiences and optimised to improve
performance over its lifecycle.
This evolution can help take advantage of new technologies or
formats. Interactive content is a rapidly growing area of next
generation recruitment advertising, with notable improvements in
conversion.

2. Use inbound recruiting to nurture potential
candidates

4. Do not overlook newsletters and mailing lists

Inbound recruiting focuses on attracting passive talents rather
than looking for them. The objective is to create a pool of talent
to nurture and convert into candidates when the right offer arises.
Again, this demands a long-term relationship that starts with
creating content adapted to target profiles but adds the crucial
component of converting these candidates into employees, usually
in the short or medium term.

Many recruiters often overlook the existing pools of candidate data
that they have developed – typically seen in newsletter sign ups or
email lists. If a business has kept in regular contact with potential
candidates, this can be a rapid and effective option for recruitment.
The detail within email lists is often overlooked. Potential candidates
will have provided email address, location, interests, the type of
position sought, salary expectations and a range of other data. All
these elements can be used to send these selected candidates
targeted information with good conversion rates and a low cost.

5. Retargeting campaigns

7. Use existing employees

Retargeting is the process of reconnecting with an individual who
has already interacted with a company. Technically, they are a
candidate who is potentially interested in the company, but who has
not yet applied.
Retargeting offers dedicated content via different media and formats
to reignite this relationship. For example: a candidate watches
an employer-branded video on YouTube and shows interest by
watching the entire video: they are then targeted elsewhere online
by an advertisement or offer of a discussion with the company.
By inviting this passive candidate to continue the conversation, a
business can assess their progress towards becoming a candidate
and ultimately, an employee.

A truly smart strategy to attract passive candidates will leverage the
enthusiasm of existing employees to make them ambassadors of the
company’s values and turn them into active agents for promoting
the company.
This may take the form of social media posting, blogs or even video
streams or podcasts and the approach needs careful guidance and
management to ensure that the image projected is both positive
and consistent, but one of the most effective ways to attract passive
candidates is to show them how they would work and ‘look’ as an
employee.
Most of these approaches demonstrate that the digitalisation of
HR has already begun for many businesses – and it is more a case
of embracing existing technology, or refining processes, than being
faced by the shock of the truly new. They also show that for any
major enterprise, there are now more similarities than differences
when it comes to the branding of a business across target markets
and target talent. As a result, collaboration will be key if a business is
to emerge victorious from the war for talent. n

6. Social media targeting
Social networks enable incredible accuracy in targeting potential
candidates. Typically, engagement is increased, and the impact of
communications is multiplied tenfold.
There is, however, a lot of risk in trying to attract large pools of
people via these networks. Too often a business will not engage
in developing a detailed understanding of the competitive
environment, expectations of candidates and the specific
characteristics of the profiles being sought. This severely hampers
the success of social media outreach as candidates either do not
engage with the approaches, or even worse, develop a negative view
of the company.
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MOVING ON
James Lloyd-Townshend, Chairman and CEO of Mason Frank
International on embracing the post-pandemic world of work.

There has never been a more challenging time for business leaders
that I can remember in my working life. For anyone involved with
hiring, the pandemic and Brexit have changed day-to-day life almost
beyond recognition.
The good news is that, while 2020 presented numerous hurdles that
at times seemed almost impossible to get over, 2021 offers a wealth of
opportunity that will help us bounce back. Though the world of work may
be changing beyond recognition, it's a fantastic chance to press the reset
button in areas that desperately need it. Ultimately, the workplace will
become a better place for employers and employees in the long term
because of it.
People invariably don't like change. It's an intrinsically human trait, but
the last twelve months have forced us all to flip life on its head. Whether
that's as small as wearing a mask on public transport, or turning your
kitchen into a combined office and classroom, we've all had to adapt.
So, there's never been a better time to re-evaluate our own approach as
leaders and bring about innovation for employees.

Getting it right now
The reality is that people have spent the last year working from home and
will expect to be able to continue this going forward. Think about your own
set-up at home and how it's evolved in 12 months, from a kitchen chair
in front of a table into an actual desk complete with ergonomic seat, in a
dedicated space that you can be more productive from.
On the whole, employees have expended a huge amount of effort
into getting things right at home, so that they can be more productive
for you. Pulling the rug on that now will have a damaging and lasting
effect. Most employers recognise that and will be offering remote
working options to allow a better work-life balance. If you still don't

know how your remote work policy will look, it needs to be moved to
the top of your agenda, as this will be a huge factor behind attracting
talent, as well as staff attrition.
Further discussion around remote working and whether it will stay is
little more than political to and fro – the truth is, it will become a positive
feature of our working lives as we move forward.

those within them are unable to commit to a full-time office-based
role. The reasons that prevent it can be anything from disability
to childcare commitments, but remote work offers a much more
flexible approach. It helps to make your workplace a more diverse
and inclusive one, and gives you the advantage of appealing to
professionals that other organisations are unconsciously overlooking.

Act immediately

You can retrain to gain

The great thing we've found about remote work is that it doesn't just
benefit the employee. While it allows them a better work/life balance,
and subsequently focus on their day-to-day tasks rather than what
goes on around them, the advantages when it comes to hiring are
also increased considerably for employers.
Firstly, we've seen that it has the potential to be a game changer
when it comes to the catchment area that you hire from. In the UK,
the average commute to work is around an hour, meaning full-time
employees spend 10 hours a week either stuck in traffic jams or on
crowded trains or buses. Most people we speak to would be willing to
increase their commute if they had to do it less frequently. If someone
only needs to travel to work once a week, they could double their
commute and still spend far less time travelling.
At a time when the skills gap is increasing across many industries,
doubling your hiring catchment area is an advantage that simply can’t
be ignored. We’ve all spent the last year perfecting the infrastructure
needed to support it, so dialling it back seems counter-productive for
the most part.
The other advantage to remote working goes beyond just the
geographical reach that you can hire from, as it can actually improve
your diversity. Many talent pools are overlooked simply because

While the pandemic may have an inadvertently positive impact on
the way you go about hiring, Brexit is set to provide a huge challenge
to that. You no longer have access to the world’s best talent, and
businesses will have to become more creative with how they source
skilled workers from within the UK.
The easiest way to do this is by upskilling your existing members of
staff. Providing them with the skills you need through training can be
costly and time-consuming, but it’s better for you in the long-term. Any
hire comes with the risk that things don’t work out or someone simply
doesn’t fit in, and important projects tend to stall while you go through
the process of finding a replacement.
Hiring from within reduces that risk significantly and also means you
have someone who is pre bought into your culture. If you can identify
staff with the right soft skills, such as a desire to learn and willingness
to adapt, then teaching them the hard skills necessary to succeed in a
new role is the easy bit.
Brexit has meant that the talent pool will shrink in the United Kingdom
and while certain industries facing a skills shortage are set to receive
a helping hand through schemes such as fast-track visas, if you aren’t
lucky enough to be in that position you need to adapt as you look to
move forward.

Leading from the front
That willingness to change should affect all areas of your leadership
strategy. One of my own personal mantras as a leader has been to
surround myself with the best people. Any decision is made based on
the opinions and research of experts that I trust completely, and it’s
been a strategy that has paid off massively over the last 12 months.
The business has faced challenges that I hope I’ll never face again,
but the bonus is that I’ve been able to trust every single area of the
company’s leadership team to guide us through. From making the
most prudent financial decisions to having robust systems that allow
almost 2,000 people around the world to work safely from home, we
have true experts in their field helping me make those decisions.
Going forward, it’s impossible to tell how the world will look, but
having a flexible approach to your strategy is the only way. That’s not
to say that you need to completely change your business offering,
but it’s critical that you’re willing to adapt to the changing needs of the
market you operate in, as well as being pragmatic enough to look to
those best-placed to advise you how to do that. Look at how you can
support your customers, not just sell to them. For us, our relationship
with our clients is a long-term one so, as their needs change, we try to
adapt as much as possible to meet them.
The next twelve months are set to be an incredibly exciting time for
recruiters around the world. As businesses emerge and embrace
the new normal, opportunities will appear – those who are willing
to find the creative ways needed to embrace them will be part of a
fantastic journey. n
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FOR BETTER
Paul Naha-Biswas, CEO and founder at Sixley on how
recruitment can boost workplace wellbeing.

Although we now know when lockdown 3.0 will hopefully come to
an end, it’s safe to say that this period of restrictions remains the
toughest yet. With the UK in another lockdown and the economy
facing a potential ‘double-dip’ recession, it might seem there are
few reasons to be cheerful. In such a climate, businesses may
find it harder than usual to support employee wellbeing and boost
motivation.
Many may understandably look to their HR departments for solutions
in the form of employee benefits, rewards and recognition or work
perks. Of course, this can help to retain talented staff and can
contribute to a better workplace culture. But attracting the right staff is
also key.

How strategic recruitment can boost workplace
wellbeing
Of course, having a recruitment strategy is important for all
businesses to ensure a functioning and high performing workforce.
But it’s one thing getting staff through the door and another thing
finding the right hires for your specific team.
This can be a challenge that varies depending on the type of sector
or department you’re hiring for and the type of employee you need.

Ultimately though, it’s not just about the candidate’s CV, but also
about whether they would be a good cultural fit for the company. A
candidate who ticks all these boxes is likely to fit into the business
faster and more easily. Additionally, they’re more likely to stay for
longer, saving the employer money in the long-term and creating long
lasting team bonds that improve workplace happiness.

Variety is the spice of work life
A varied strategy can help yield these results from your recruitment
drive. As well as using traditional headhunting methods, or placing
job adverts on the company website and with third party recruitment
firms, employers are urged to consider other options. Referrals
are another great way to find the most qualified staff and the best
cultural fits. Rather than judging applicants with the same box ticking
methods, seeking recommendations from trusted networks and
connections can improve recruitment success.
This approach gives your team and contacts the opportunity to invite
in people who they know from experience are a trustworthy hire. In
particular, existing staff who will know better than anyone what makes
a candidate a good fit and what the team needs most in terms of
skillset and personality.

Contrary to common misconception, sharing roles is also one of the
most powerful ways to boost workplace diversity. It allows you to
hire from specific communities by targeting them more precisely, for
example sharing job adverts with LinkedIn groups representing ethnic
minority workers.
Crucially, ensuring you have a diverse workforce is a great way
to boost employee wellbeing. Onboarding staff with a variety of
personal and professional backgrounds makes them collectively more
adaptable to significant changes - such as we have seen during the
pandemic - and can offer more innovative ideas. The effect can be a
more vibrant workplace.
A 2017 Boston Consulting Group (BCG) study also identified diversity
as a key driver of performance, producing 19 per cent more revenue
overall. Of course, profitability isn’t essential to improved workplace
happiness but it can support it.

Rewarding employee participation
Whatever method or combination of methods you use for recruitment,
employee participation is important to its success.
Often the hiring manager or recruiters are solely responsible for
new hires. But this only creates a disconnect between employer

and employees and can even demotivate staff if their concerns and
desires aren’t taken into account. By asking for their input before,
during and after the recruitment process, you can demonstrate that
you trust their judgment and show you care about their opinion. By
incentivising employee participation with rewards for successful
new hires, you fast-track the hiring process, increase the likelihood
of finding a good candidate and can show recognition for their
contribution.
The pandemic and its economic impact has caused huge disruption
to the UK labour market. With unemployment sadly rising, the upshot
for businesses is that there has rarely been such a large and diverse
pool of talent to hire from.
With the vaccination roll-out gathering pace, the economy is
soon expected to rebound quickly – as it did in Q3 2020. But this
time with more stability. Businesses are urged to prepare their
recruitment strategy for the reopening of the economy in the near
future so that they can respond dynamically to the opportunities
the pandemic has created in the labour market. Choosing a varied
approach, encouraging employee participation and promoting
diversity can support a successful recruitment drive that also
boosts workplace wellbeing. n
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MAKING
D&I WORK
Chair of the CSJ Disability Commission, Lord Shinkwin, says
recruiters have a pivotal role in getting disabled people working.

The CSJ Disability Commission, recently published its ‘Now Is The
Time’ report as a submission to the Prime Minister’s forthcoming
National Strategy for Disabled People. Chair of the Commission,
Lord Shinkwin believes recruiters will play a pivotal role in making the
most of what the Prime Minister describes as “the most ambitious and
transformative disability plan in a generation.”
This year marks 26 years since the Disability Discrimination Act and 11
years since the Equality Act were passed into law, yet progress towards
equality of opportunity has stalled. “That’s why recruiters matter,”
says Lord Shinkwin. “They know that a diverse workforce benefits
the bottom line. They also know that for the PM’s strategy to be truly
transformative, it has to empower them to deliver genuine diversity.”
Shinkwin says that must mean an end to big companies publishing
glossy D&I annual reports which do not even mention disability, let
alone disabled employees. He has no doubt about the importance of
recruiters in bringing about necessary cultural change: “What recruiters
do in this space is crucial. The best will see the skills and talents of a
disabled person for what they are – skills and talents with a market
value and, in fact, with added value of a different perspective that could
help a business break into new markets.”

Changing big business
There is another reason why Shinkwin is excited. Alongside its report,
showing how the PM can keep his promise, the Commission released
an open letter. Addressed to the Prime Minister, it was signed by
dozens of business leaders, including GSK CEO, Dame Emma
Walmsley DBE; British Retail Consortium CEO, Helen Dickinson
OBE; Pearson CEO, Andy Bird CBE; Post Office CEO, Nick Read;
Schroders CEO, Peter Harrison: WPP CEO, Mark Read; Aviva Group
CEO, Amanda Blanc; and Clifford Chance Global Managing Partner,
Matthew Layton.

The message could not be clearer: big business is ready for change.
“Disabled people have waited long enough and now is the time for
action,” reads the letter. The signatories urged the PM to show in his
strategy that he has given careful consideration to the Commission’s
recommendations. In return, they pledged, “we stand ready to play
our part.”
Shinkwin thinks it is vital that the government chart a new course
which is more than just warm words if disabled people’s potential to
contribute, compete and, in some cases, excel and reach the top of
their professions on merit, is to be realised. He emphasises, “As the
PM says, we’ve only got one shot at this. That’s why it’s so important
his strategy gets it right.”
The ‘Now Is The Time’ report makes five key recommendations to
vastly improve the employment prospects of disabled people:
• Increasing supported routes into employment
• Introducing mandatory workforce reporting
• Leveraging Government procurement
• Reforming the Government’s Disability Confident scheme
• Reforming the Government’s Access to Work scheme.
An obvious way to improve disabled people’s employment prospects
is to ensure adequate support in getting into work. However, Shinkwin
explains that this support has often been lacking and “it’s this point that
agency recruiters can play a critical role in addressing.” He is clear that
recruiters and agency recruiters are absolutely essential to narrowing
the Disability Employment Gap “because without them, change isn’t
going to happen.”
“I would invite every reader to ask themselves this simple question. If I
had a visual or hearing impairment, or if I was a wheelchair user, would
the talent I offer be any less? Yet one only has to become disabled,
even temporarily, to notice immediately how people treat you less
favourably.”
There are numerous benefits to removing barriers to employment. It

not only enhances disabled people’s social inclusion, wellbeing and
financial independence; it also makes complete sense economically.
Despite this, the disability employment gap remains stubbornly high,
with only 52 per cent of disabled people (and only 5.6 per cent of
those with a learning disability) in work compared with 81 per cent of
non-disabled people. On the basis of current trends (all else remaining
equal), estimates suggest it will take 40 years to close the gap.
Lord Shinkwin says, “How is that acceptable in 2021? If the gap
tells us anything, surely it’s that we need to create a culture that
values diversity and builds disability into businesses’ D&I strategies.”
He singles out PageGroup CEO, Steve Ingham, who knows the
recruitment world as well as anyone, and, like him, is a wheelchair
user whose firsthand experience of living with a disability brings added
insight. He asks, “Can anyone tell me how that is a disadvantage?
Surely, being able to think outside the box gives you the edge? And yet
if you look at the size of the disability employment gap, that’s still not
recognised. Steve hit the nail on the head in the Sunday Times recently
when welcoming the launch of our ‘Now Is The Time’ report . He said if
bosses see disability as too “complex”, then “the best way to educate a
workforce is to employ more disabled people.”

Untapped talent
“I think the key role of recruiters is to make employers aware of the
untapped talent out there and show how if they don’t broaden their
mindsets, then they are missing out. It’s about facilitating the cultural
changes that enrich the organisation. I think of DFN Project SEARCH,
for example, and its successful supported internship schemes that
are helping businesses and public sector organisations diversify their
workforce and draw on an untapped talent pool.
“Some employers will assume that it affects their bottom line, and
won’t want to go into the diversity and inclusion field as far as

disability is concerned. My argument would be that yes, this is about
your bottom line, which is why it’s exactly what you want to do. There
are around 14 million disabled people in the UK, and the purple pound
– the income of households with one or more disabled people in them
– is worth about 1/4 trillion.
“Additionally, 14 per cent of graduates are now disabled so we are
looking at recruitment throughout the whole career chain, ensuring that,
just as with workplace gender equality, the boardroom conversation
changes because, over time, there are disabled people at the table.”
Shinkwin cites the open letter to the PM as evidence that change is in
the air. “The sense I get is that these companies are looking to their
recruiters to help them harness the market, to capture the best talent
and be ahead of the game. So if recruiters are overlooking the talent,
then they are missing out and at risk of failing their clients.”
The key question for him is whether the PM will be allowed to deliver
the change promised. Will government support recruiters by facilitating
the development of a level playing field, by extending mandatory
workforce reporting beyond gender, so that recruiters and employers
can compete for the best talent equally, with best practice rewarded. Or
will it see its role as obstructing change?
Shinkwin remains optimistic. “Of course, that would make progress
much slower, but any decent recruiter knows they don’t need the
government’s permission to do the right thing by their clients. The open
letter to the PM shows the direction of travel. If anyone wants to try
and stop him from making his truly transformative vision a reality, more
fool them.” He closes on a positive note. “The impending launch of the
National Strategy for Disabled People is a fantastic opportunity for the
government to show that it backs both talented disabled people, looking
to give their best at work, and recruiters who want to enable them to do
just that. Most recruiters know there is a growing market waiting to be
tapped. What marks out the best recruiters is that they know now is the
time to tap it. n
www.theglobalrecruiter.com

Have You Got the
Right Tech for
Business Success?
Supporting what is intrinsically a people industry, great
tech is a cornerstone of recruitment operations with its
importance becoming all the more pertinent during the
pandemic. Another challenge is on the horizon, however,
as we begin to prepare for the return of a more familiar
working environment.
The events of 2020 certainly threw
up some curveballs, with the sudden
switch to home-working prompting
a surge in demand for laptops and
cloud software. Of course, maintaining
productivity and engagement with
existing employees, as well as
sustaining hiring and onboarding
during this period required more
than just hardware, as employers
were forced to find innovative ways to
communicate with their teams.

recruiters will need the right
technology to help them identify and
onboard workers fast and efficiently
- whether in person as people move
back to their offices, or remotely.
Solutions such as candidate
screening software can help to
lessen the admin load. With the help
of some handy tech, tasks such as
DBS and reference checking can
be automated, leaving recruiters
more time to focus on finding the
perfect match for their vacancies.

Most importantly, as your CRM is so central and
fundamental to your entire recruitment business, it
needs to offer a strong UX (experience) and UI (design).
With the ‘pat on the back’ culture
of an office environment lacking,
a digital recognition system can
help to ensure that teams feel how
appreciated their hard work is.
While a tech solution can provide
an online high-five, managers may
additionally choose to reward their
best-performing people or teams with
a thoughtful gift, or motivational
team incentive.
Between November and January,
unemployment rates reached a
five year high of 5%. With the end
of furlough schemes and business
support expected in the coming
months, this figure is expected to rise.
Given greater candidate availability,

Plus, of course, keeping agencies stay
compliant through alerts for expiry
dates of all necessary documentation
and providing full audit trails for peace
of mind. High compliance sectors,
such as healthcare and education
will realise the benefits of having
all checks available in one system,
without the need to deal with multiple
third-party providers.
Meanwhile, basic Right to Work checks
can be handled via a mobile app and
cloud-based management portal.
As recruiters know only too well,
candidate screening is not the only
time-consuming task they face.
Technology that helps manage
payments and invoicing can take the

strain off back-office workload, and
when integrated with your recruitment
CRM creates a smoother process and
less data duplication.
With a slick recruitment CRM
system, managers can be confident
that they’re always in the know by
being able to review key KPIs. For
those tackling a new hybrid work
policy, this could be key to ensuring
that recruiters’ productivity is not
impacted. Visualising information
makes monitoring success easier,
be it financial data or the number of
applicants for a specific role.
Most importantly, as your CRM is
so central and fundamental to your
entire recruitment business, it needs
to offer a strong UX (experience) and
UI (design). Clunky systems, or those
that have become so bespoke no one
knows how to navigate them, mean
that consultants look to cut corners or
only complete essential information
leaving gaps in your database. Ease
of use to aid faster placements is the
ultimate goal. A cloud-based CRM
should offer modern drag and drop
functionality, intuitive navigation with
simple buttons and tabs, and at a
glance summary cards so you no
longer have to hunt through records
for critical information.
Not only should your CRM integrate
with your back-office systems, but
also with your front end digital
platform, your recruitment website.
With a two-way feed of jobs and
candidates, you will reduce admin
and have better visibility of which
sources work best, allowing you to cut
ineffective job board spend. A high
performing website with the right
SEO optimisation helps to attract
and convert job seekers, as well as
showcasing your services to new
clients and building your
employer brand.
The majority of businesses still acquire
and implement their tech stack on
a piecemeal basis, and therefore fail
to achieve the greatest efficiencies
available. Integrated recruitment
technology with solutions served up
via a single platform and interface
improves collaboration across front,
middle and back-office teams. With
seamless dataflows, there is less
scope for human error and better
visibility of data enabling insight-driven
business decisions.
Clearly, there is a changing officehome landscape ahead, but with
the right tech, it should be simple to
navigate wherever you choose to
work from.
Rachael Moss,
Head of Marketing,
The Access Group
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TECH FRUSTRATION
Over one-third of UK workers do double the work thanks to disconnected tech stack

A survey by content enablement
platform Templafy, has found over a
third, 37 per cent, of UK employees
do double the amount of work they
should because their technology
stack lacks useful integrations in its
business enablement report. This
leaves UK workers spending large
amounts of time switching between
applications, with over one in
four, 27 per cent, using six to ten
different applications each week.
Working with so many applications
leaves office workers overwhelmed
and 29 per cent feel frustrated from
changing between so many tools.
To tackle the issues of
disconnected content and
workflows, 60 per cent of UK
employees want technology that
integrates into daily workflows
and nearly two-thirds, 64 per cent,
wanting more user-friendly and
intuitive platforms. Over half, 57 per
cent stated they wanted companywide technology to solve the

content challenges they face today.
Key to solving these challenges is
ensuring the business enablement
tech stack supports flexible
working. While 85 per cent of
employees think the hybrid
workplace will be successful if
companies invest in technology
to support it, over one third, 39
per cent, still don't believe their
company has the right tech set up
in place. To support the emerging
hybrid workforce, UK employees’
concerns need to be addressed,
as 31 per cent are worried flexible
working will negatively impact
productivity and over a third, 35 per
cent are concerned collaborating
with colleagues will be harder.
Businesses need to invest in
additional training for tech tools
to support flexible working, with
one in four employees agreeing
it’s a lot harder to learn and use a
new technology tool in a remote
environment.

Employers need to ensure they
choose their business enablement
technology stack wisely for
company-wide adoption. Often
the main reasons technology fails
to be adopted are it doesn’t fit
into workflows, 55 per cent and
there isn’t consistent, companywide use, 55 per cent. Tackling
these prevalent workplace issues
requires business enablement
stacks, which will empower people
to do better work more efficiently
with apps and tech tools used daily.
“The past year forced everyone
to reevaluate their digital
transformation roadmap,” said
Jesper Theill Eriksen, CEO of
Templafy. “Those who were
lagging behind were pushed to
condense years’ worth of work into
just weeks. Others further ahead
focused on optimising their nowdispersed teams. Amid this rapid
change, there’s clearly an effort
to figure out the right solution for

these uncharted waters.
"Now, as the vaccines are rolling
out worldwide, the extremity of
how we operated is coming to an
end,” he notes, “but it’s extremely
unlikely that we’ll go back to the
way things were before. With that
massive change came evidence
that some new ways of working,
for example, remote working, can
be highly effective and that highprice office space rental may not
be as necessary as we previously
thought.”
Eriksen asserts that finding the
ideal technology setup to support
the future of work will remain centre
stage for some time to come.
“The first to discover the right way
to have less software that does
more to enable a unified, efficient,
and perhaps most importantly –
pleasant – working experience will
be the ones who get to define the
future of work.”
www.theglobalrecruiter.com
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NEW FEATURES FOR TALENT CLOUD
iCIMS enhances aims to simplify and accelerate recruitment.

Talent cloud company iCIMS
has revealed its latest product
innovations designed for current
workplace challenges, needs
and priorities. The company’s
platform data confirms that
employers are ready to hire, but
they need the right technology
and support to personalise virtual
hiring and efficiently build a strong
workforce. Following recent
product innovations and the
acquisition of three leading talent
technology companies in 2020,
iCIMS is unifying experiences
within the talent cloud and
providing new and enhanced
capabilities that are crucial for
hiring today and in the future.
iCIMS’ latest innovations support
employers’ talent transformation
with the capability to:

• Automatically identify ideal
candidates with intelligent
talent matching: The new talent
match capabilities in iCIMS ATS
provide a simpler, faster way
for recruiters to deliver best-fit
talent to hiring managers. After
identifying an ideal candidate
based on required skills and
experience for a role, iCIMS
automatically recommends
best-fit candidates, leveraging
AI, to reduce manual efforts and
unconscious bias.
• Improve candidate visibility
and insight with the Dynamic
Candidate Profile: Following
the introduction of the Dynamic
Candidate Profile earlier
this year, iCIMS now offers
expanded capabilities to
provide HR and talent leaders
with actionable insight into
candidates, while improving

the experience. Hiring teams
can now use the new ‘quick
view’ to see how a candidate is
engaging with their company,
and can easily view and initiate
new email, text, and chat
communications with iCIMS Text
Engagement and iCIMS CRM.
• Build a more equitable hiring
process with new diversity,
equity and inclusion (DEI)
analytics: Talent teams can
now explore where historically
underrepresented candidates
are dropping off in the hiring
process, view candidates by
stage by their self-identified
race, ethnicity and gender
to understand where more
inclusive measures need to
be implemented and set goals
for each hiring stage. The DEI
analytics are available to USbased customers interested
in participating in iCIMS’ Early
Access Program, with general
availability for all customers
coming in the summer.

• Differentiate offer letters
and welcome talent with
enhanced video storytelling
and engagement: Employers
can reimagine the digital offer
and onboarding experience
with employee-generated video
content through iCIMS Video
Studio, which integrates into
iCIMS’ offer, onboarding, CRM
and career sites solutions.
Hiring managers and team
members can create videos
to stand out in a competitive
labour market and initiate
a sense of belonging and
authentically help hires get
excited to join the team.
“The pandemic has brought a new
standard of talent acquisition that
requires flexible and adaptable
consumer-grade user experiences
to meet automated, yet authentic,
engagement with candidates
and employees,” said Chirag
Mehta, chief product officer at
iCIMS. “The iCIMS Talent Cloud
empowers recruiters and hiring
managers to accelerate virtual
hiring, and deliver on building
a holistic diversity, equity and
inclusion journey for candidates,
all within a unified, future-proof
AI-driven platform.”
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FUEL YOUR
TECH
STACK
DaXtra Technologies CCO Toby Conibear explains how automation and good data
underpin a successful recruitment process.
Like every industry in the past twelve months, recruitment has had to
shift and adjust. Recruitment firms are receiving and processing more
candidate applications than ever before. In our conversations with
recruiters, we've heard plenty of stories of job adverts that before the
pandemic would attract 20-50 applicants, now receiving ten times that
number.
This huge volume of applications means recruiters have more data
to organise and sort through. Couple this with the fact that many
recruitment businesses are operating with reduced staffing levels, and
it's easy to understand how recruiters have a bit of an administrative
nightmare on their hands.
Faced with this prospect, it makes sense for recruitment teams to look
at solutions that can automate some of the manual processes and
workflows their recruiters are carrying out.

Getting over the fear of automation
Automation isn't a new concept in the recruitment industry, but there
has been some misunderstanding about its application. For some time,
there's been a fear that automation and AI meant job losses, but this
isn't the inevitable conclusion. Just as the rise of marketing and sales
automation hasn't taken away the need for marketers and salespeople,
recruitment automation doesn't take away the need for recruiters.
Instead, automation is about taking away the tedious, repetitive
tasks from recruiters to give them more time to focus on the human
element of recruitment - engaging with candidates and clients. Think of
recruitment automation as a solution designed to save your recruiters
time, boost their productivity and ultimately make them more effective
and happier in their roles.

Knowing what to automate
One of the common challenges recruitment agencies face with
automation is knowing what parts of the recruitment process to
automate. Most businesses will already have some level of automation
in place, but there's no "one size fits all" approach to recruitment
automation.
Different recruitment automation solutions cover various stages
of the recruitment process. There are tools available to help you

with: sourcing candidates, loading and coding candidates into your
database, updating candidate records, nurturing, interviewing and
hiring.
Despite the many positives to recruitment automation, there have been
cases of automation getting it wrong. Most of these incidents have
centred around automated outreach tools sending incorrectly focused
or incorrect and inaccurate subject matter to their target audience.
The key to automation working for a business is good data – correctly
compartmentalised and structured data.

Make sure you’re asking the right questions
When you're considering new solutions for your recruitment
automation tech stack it’s important to get an understanding of the
pain points your recruiters are facing and how your current processes
are working. You can begin to do this by auditing current workflows
and assessing the utilisation of your existing technology, including:
• Are there particular tasks overwhelming your recruiters?
• Are your recruitment team hitting their KPIs?
• What does your current tech stack look like?
• Can the different solutions in your tech stack integrate with one
another?
As you begin to answer some of these questions, you’ll begin to get
a clearer picture of the biggest pain points your recruiters are facing.
This will help you decide which processes and workflows to look at
automating and the recruitment automation solutions that can help you
achieve this.

Automation is about helping your recruiters
The recruitment landscape will continue to change as 2021
progresses, and businesses will need to innovate to deal with the
new challenges that arise. One thing is certain - recruiters will be
busier than ever before. With sectors of the economy reopening and
companies ramping up their hiring, there’s never been a better time to
evaluate your current processes and tech stack.
It’s important to remember, automating parts of your recruitment
process is about taking some of the heavy lifting off your recruiters’
shoulders, so they can spend more time on placing candidates. n
www.theglobalrecruiter.com
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POWER IN
PEOPLE
Impact’s Lucy Desai discusses how human capital
can determine technology success.

According to the Economist, one of the most significant outcomes of
the pandemic will be ‘the infusion of data-enabled services into ever
more aspects of life.’ We were already expecting a transition to digital
transformation thanks to technological advancement, dubbed the
‘fourth industrial revolution'. However, following on from the pandemic
which forced countless businesses to switch to remote working
virtually overnight, we expect digital transformation to continue to be
adopted on a larger and more rapid scale – becoming an even more
prominent objective for organisations in the future.
Automation is something that concerns the layperson – the Financial
Times reports that anxiety around automation in the workforce could
increase because of the pandemic, as businesses push to automate
more processes to boost productivity while many are jobless or
furloughed. Not all digital transformation is detrimental to the
workforce, however, and doesn’t mean that we have to compete with
robots for our jobs.

The right talent
Contrary to popular belief, technology isn’t the main concern when
it comes to digital transformation. It’s people and talent. Without the
right people, technology won’t be used to its full potential. A business’
ability to adapt to a digital future depends on developing the next
generation of skills, meeting the talent supply and demand, and
protecting its potential from future changes.
Businesses are working to respond to the growing skills gap and are
looking for the talent needed to fight on the frontline in terms of driving
innovation to meet competitors. Without familiarising workers with
new technology, further advances will not be much use. As our digital
and physical worlds are united to offer entirely new processes and
information, leaders will need to develop new approaches to equip the
workforce with the skills they need to both succeed in and facilitate
the digital age.
The main challenges are:
• Changing the skills and talent needed in non-tech companies
• Changing how employees do their jobs
• Changing the recruiting landscape
This may seem strange for many people, but we’re seeing the
beginnings of a fundamental change in how humans contribute value
at work. Though technology is a driver behind digital transformation,
technology isn’t the sole solution. Automation isn’t about replacing
humans with machines, but about making tasks more efficient.
The best outcome is achieved when humans and robots work side by
side to enhance capabilities – robots can perform transactional,
data-intense, and repetitive, mundane tasks which allows people
to focus on the innovative, creative, and strategic tasks. Forbes
reported that recently, as part of an automation education program,
they trained over 800 employees to build bots that can do their most
mundane tasks. Using these new skills, almost 50 bots have been
developed so far which complete a range of functions from finance to
marketing to technical support.
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Research has estimated that up to 45 per cent of tasks currently
carried out by humans could be automated using existing technology,
freeing people to work on value-added tasks. Garter reported that
automation is the fastest-growing software subsegment, seeing
year-over-year growth of over 63 per cent in 2018.

New jobs will be created
Many new, productive, and rewarding roles are being created as
part of the digital transformation journey. A century ago, a lot of the
jobs today wouldn’t have existed. Digitalisation creates new jobs, for
example, digital marketing, data analytics, social media managers,
and Internet of Things architects. These roles help raise productivity
via technology, lower prices, and help stimulate demand. According
to the Organisation for Economic Co-operation and Development
(OECD), four out of ten new jobs were created in digital-intensive
industries and employment increased in these countries by around 30
million jobs. While some jobs will be made redundant, new ones will
be created.
The human talents of leadership and management level are important
in the digital transformation process as well as integrating a culture
with digital intertwined throughout. Research by McKinsey found that
84 per cent of CEOs are committed to transformational change.
Companies with leaders that communicate with employees are eight
times more likely to achieve transformation success in comparison
to those who don’t and this can be improved by transformational
leadership development. What is seen to drive success in terms of
communication between management and the workforce is:
• Clear communication on the objectives around transformation
• CEOs and senior leaders visibly engaging with transformation
• Access to information
• Ability for frontline employees to see visible changes in daily roles
Empowering employees with the right knowledge and leadership
can help them understand how their contribution and human value
can help progress the transformation. This not only keeps them
engaged in the process but keeps the technology functioning at
optimum performance. n

“The human talents of
leadership and management
level are important in the
digital transformation
process as well as integrating
a culture with digital
intertwined throughout”
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THE DIGITAL REC RU I T ER

THE GREAT DATA CLEAN UP
Kapil Kapur, director of business transformation at SplashBI discusses the
value of people analytics.

Driven by the huge amalgamation of data within HR, companies
are beginning to invest heavily in programmes, platforms and tools
that leverage data for all aspects of the workforce, which ultimately
contribute to employee performance, management and improvement.
The evolving process of people analytics has made sure that
companies recognise that tapping into individual employees' lifespan
from point of hire to let's say five years of service, shows how
drastically data input has changed over that period of time. Changes
within the workplace or HR department has opened up the door to a
room for error.
Historically, analytics in HR has been very black and white and only
focused on basic elements such as headcount and friction within the
workforce. However, people analytics solutions focus on using the
data that businesses already have to understand every part of how
workforces impact on business value and operations. Embedding
analytics into real-time applications further supports companies in
making data-driven decisions.
As well as rapidly implementing digital tools to support remote working,
many HR teams are having to re-examine existing processes in a bid
to become more efficient and sustainable. Adjusting to a new
‘digital-first’ way of working will be crucial in overcoming the challenges
we have faced due to the impact of the global crisis. People analytics
and HR teams should be joining discussions with other departments,
such as finance and strategy, to ask questions such as: What
percentage of our workforce is not currently working due to the
pandemic? And what percentage of our workforce can work remotely?
In order to be one step ahead and secure return on investment,
this data must be reviewed within every department to ensure that
technology is making the department work smarter, and therefore
making the entire organisation as efficient as possible.

How do we get clean data?
A problem with data is that it’s easy to get dirty. As soon as data
collection procedures differ even marginally – for example, through
a change in the HR department or an upgrade to a new system – it
becomes inconsistent. However, starting a data clean up can be
extremely time consuming and could contribute to further mistakes, so
by only cleaning the data that you need to run a report from, you can
save time and money by focusing on one specific element for analysis.

But what about legacy systems? Does this data matter too? Of
course. Data is still data and to not include older employee
data in a new people analytics platform is detrimental to making
data-driven decisions.
With the evolution of people analytics platforms, a more nimble,
innovative approach to HR technology has been introduced to the
market, which takes HR digitisation to a whole new level. Artificial
intelligence now uses company data to intelligently and effortlessly
automate timetables, and mobile technology is empowering
employees to maintain, update and control their own data and
system integration, thus reducing administrative tasks as well as
costly errors.

Making data a priority
Analytics in HR is nothing new, but the hindrance of legacy systems
is keeping businesses from functioning efficiently. Implementing
a reliable, flexible and most importantly easy people analytics
platform, changes the landscape within a business.
In these unchartered waters, where the tides continue to shift,
it’s not surprising that people analytics, widely recognised for its
problem-solving and predictive prowess, has become an essential
navigational tool. It is crucial that data-driven decisions are
observed and implemented rather than made on assumptions in
order to strive towards success. Analytics support numerous
day-to-day tasks facing businesses today in many different
variations – from face-to-face to quarterly reviews and beyond – so
it’s imperative that we understand the data around us to aid growth,
especially if businesses are questioning if they should reopen the
office or not.
Data auditing and data maintenance is an ongoing process, but
ultimately, it is a labour of love. The accuracy and health of data
in a people analytics platform is critical for an organisation’s ability
to effectively and swiftly make key business decisions, and also
to reduce risk regarding compliance and security. The hours to
get clean HR data will be spent one way or another and it’s much
better to attack issues first off than wait for a time-sensitive issue to
arise. Putting in the time and effort proactively will not only produce
more reliable and professional results, but increase the HR team’s
credibility across the organisation. n
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CAN THE RIGHT
TECH HELP YOU GET
A HEAD START?
John Hetherington, UK Sales Manager, Practical Software on
how getting things right from the beginning can benefit start-up
agencies in the long run.
In 2019, Companies House revealed that there had been a total 8,456
recruitment agencies registered, a trend that doesn’t show any signs
of slowing, despite the unprecedented circumstances of 2020. But,
how can start-up agencies make sure that they pick the right tech for
the right job and give themselves the boost that they need to not just
start off - but really thrive in a highly completive space.

With adversity comes change
2020 has definitely shown where the benefits can lie for an agile
business that can scale in response to recruitment needs and new
agencies are looking to do just that. Starting a business is a natural
progression for a lot of recruitment experts who are looking to take
on that leap in the next stage of their careers. Mid to high level
consultants are looking at their current businesses and seeing not
just the gaps in the market and in the way they currently work, but
where they can do better and provide that added benefit to their
clients and candidates.
Scalable back-office, payroll and onboarding can really help startups minimise their costs when they’re just finding their feet. Cutting
unnecessary costs for candidates that aren’t on assignment and
making sure that your systems and their billing can adapt to fast
changing environments doesn’t just save a business money but can
potentially be the make or break moment for it.

Growth through efficiency
“Streamlining the recruitment process with integrated technology can
really be beneficial for agencies, clients and candidates, especially
during the start-up phase” says John Hetherington, UK Sales
Manager of Practical Software. “It’s inevitable that new recruitment
agencies will bring some clients with them, but making sure that there
aren’t roadblocks from outdated payroll, time-sheeting processes

and onboarding – especially with the roll out of IR35 means that
new agency directors will have that extra time to go out and win
key accounts and focus on attracting new clients rather than getting
caught up in day-to-day admin processes.”
Having a streamlined, integrated recruitment management software
doesn’t just reduce your workload, it makes you more efficient by
giving you the flexibility to work from wherever you need to be. The
world is slowly opening back up and although face-to-face meetings
might still be lower down the list, having platforms that allow you to
check in on things while on the go between meetings, can really make
a difference and help you maintain a healthy work-life balance
Automation rules
Having efficient automation in your recruitment systems can be of
great benefit. Whether it’s pre-employment testing, background
checks or scheduling for interviews. Making sure you have a digital
solution for your post-recruitment process really can help too.
Whether it’s bulk timesheet uploads and payroll management or data
aggregation and reporting. These are all things that free up time and
help you work more efficiently for both businesses starting out, or
those looking to expand.

Taking it all onboard
And we’re not just talking about digesting the amount of information
out there! Whether it’s registering your business, creating your brand,
setting up your website or choosing the right accountant there is
a lot to be considered. Making sure you get candidate onboarding
right is a crucial part of your start-up’s success. IR35 has now been
expanded and being able to file determinations in your cloud platform
means that you can keep ahead of the curve, add to this the ability to
access RTW and GDPR information from anywhere, check briefs and
contracts. All these things add up making sure your clients and your
candidates feel secure in their future. n
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THE
RECRUITMENT
(R)EVOLUTION

“We cannot go back
and start over, but we
can begin now and
make a new ending.”

James Osborne, chairman of The Recruitment Network,
on how recruiters can forge ahead

“We cannot go back and start over, but we can begin now and make a
new ending.”
I have always been a big fan of this Zig Ziglar quote, and right now,
with what we have all been through as business leaders, the words
have more meaning than ever. This is truly the time to take the
lessons we have been forced to learn over the past 12 months and
re-engineer our businesses to be truly fit for purpose – to be able
to capitalise on the resurgent economic recovery we are already
experiencing. So, what does that actually look like in practice?
Well, to be clear – the fundamentals of recruitment have not and will
not change, and nor should some of the underlying principles of how
we work. This is not about replacing what we used to do pre-covid
with radically different practices and groundbreaking new processes.
But the reality is the landscape we work in is now quite different and
this presents huge amounts of opportunity. Opportunity to be more
productive, more efficient, more scalable and more profitable, not by
revolution, but by evolution.
In order to succeed in tomorrow’s world (I define success as doing
significantly better than we were doing yesterday), the focus of
recruitment leaders must now shift away from many of the superficial
measurements of success we used to covet (turnover, headcount,
presenteeism, inputs, supplier agreements, hierarchies) and move
instead towards business models that are fixated on directly impacting
the three key drivers of a great businesses – people, positioning
and profits.

People
Recruitment by its very nature is a people industry. In its most simplistic
form, we place people in jobs and we are generally damn good at it. But
we have a tendency to shape our ways of working around a traditional,

client led hierarchical people structure, where we put customers at the
top of the hierarchy, with candidates and our own people following below.
We think and act first as suppliers where we work to our customers’
terms and build our internal systems around what our customers are
asking us to do.
A strategy like this is limiting, as we create an over reliance reliant
on external elements that are generally out of our control (Covid
has proven that for many) and build business models that are built
predominantly for the success of our customers (think about how much
contingent work you do), whilst we pay less attention to the other two
sets of people involved in the supply chain – our candidates and our
employees, both of which are currently in short supply.
Business models need to flatline the structure. All three have an equal
value in the supply chain and processes need to account for that. We
need to put far more emphasis on our people and our candidates than
we do today. The candidate user experience needs to reflect how we
do things today – fast, agile, responsive and without barriers. Nothing
less will do.
Internally, our model has to remove any of the anchors and restraints
that prevent our people from being able to play to their strengths
– sadly, our search for individual perfectionism does quite the opposite.
I said recently in a blog that many recruitment businesses aren’t great
at recruiting for themselves, and it is true. We are poaching talent from
the same diminishing pool of recruiters as our competition and running
out. We squeeze Rec2Recs on price and relationship and wonder why
we get little return (and then offer our own internal staff just £100 for a
referral fee!). We look at new graduate talent as a cost to today’s P&L,
not as tomorrow’s top billers. We don’t even report internal recruitment
metrics in the same way we do about the same metrics we use for our
clients. We ARE our best client – never forget that.
Being an employer of choice is, well, not a choice anymore. It is an
imperative. This is not about whether you should allow employees to

work from home, or work from an office (we can probably take a guess
that hybrid will be the new norm), but about creating a structure and
culture that creates greater employee commitment and growth, however
you decide to work.
If you run with a more remote working environment, then you must be
prepared to trade off some of the things you will lose (perhaps elements
of innovation and culture) with other things (maybe greater productivity
and greater engagement), and vice versa if you get everyone back
full time into an office. Think about what you are doing to proactively
supplement the things that may get diluted in tomorrow’s way of working.

Positioning
At the start of the first Covid lockdown, we set off the warning sirens for
everyone to cut their costs and hold on to their cash (we even offered
our services for free for six months to help with that!). Businesses quite
simply needed war chests to ensure their immediate short-term survival.
We have all been working in short 90-day sprints as the Covid
story played out quarter by quarter these past 12 months and this
has worked well. But that story has now changed significantly, and
businesses need to adjust their vision and rethink their positioning
to look much further out, much more from a long term perspective.
Business development is no longer about getting a quick deal done to
get cash in, as many had to do over Covid. This is about moving from
the meeting room to the board room. Moving from supplier to partner
and building collaborative, mutually beneficial partnership agreements
with our customers.
This is about being paid for our time, on rolling monthly contracts, as
much as it is about being paid for our outputs. This is about getting your
job pipelines to being over 75 per cent predictable revenue models,
across a blend of perm, contract and talent products.
This is about getting paid for our true worth.

Profit
It may sound just a little bit obvious, but I am convinced that there are still
many people out there focusing on top down and not bottom up when it
comes to their strategy.
Top down means expecting profit generation as a sum output of your
inputs (ie. trying to make as much profit as you can from what you
are doing), instead of setting profit line expectations first and then
re-engineering a business strategy to achieve it (ie. how much profit do
we want to generate as a business and based on that, what therefore do
we need to do?).
The last 12 months has given us an incredible opportunity to redesign
how we work, what we do, how we sell, what we sell and who we work
with all in the name of generating far more profitable businesses in the
future. We are automating non-core, repetitive processes at scale and
that is throwing off greater productivity and performance per person.
We are walking away from poor business (low margin, contingent, arms
distant relationships) and cultivating value clients. We are becoming
sticky with our clients and penetrating deep into their supply chain, so
increasing customer lifetime value. We are modelling our org charts to
allow higher yield per person, with a greater focus now on “conversion at
speed and scale”.
We are realising that there were a whole bunch of things we used to
spend our money on that were either just not needed (maybe an office?)
or weren’t throwing off enough ROI (perhaps some traditional job
boards?) and instead putting it back into high contributing investments
(think AI marketing funnels, dedicated resourcing teams and RPO tech).
So, Zig Ziglar was right, what has passed has passed.
But the next few chapters are very much yet to be written, and with the
right people doing the right things, the right positioning and a healthy
fixation on profit generation I think it is going to be a very happy ending
for many recruitment businesses. n
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SPOTTER TO
LISTENER
Executive coach and writer, Douglas Board says recruitment
leaders ought to excel at spotting their own future talent.

In recruitment we ought to have fantastic pipelines of future talent –
our own future rainmakers and leaders-in-waiting. We understand
deeply the business value which such a pipeline creates. We place
nets into which lots of fish swim. We’re good at spotting potential. So
why is growing our own future leaders tricky?
Three of the answers are straightforward – structural factors. We are
good at spotting talent and understand its value, but certain features
of our industry get in the way. In a boutique with one or two star
players, one or two junior consultants and administrative support, the
leap from consultant to star is too large for a single jump. To grow a
rainmaker from within, the firm might (for example) have to support
an exceptional junior through an executive MBA combined with a
secondment into a client. The odds against this are enormous. The
firm will not fund the investment. A junior that good is too necessary to
delivering next month’s numbers. And if the apprentice’s eyes opened
to a bigger world (the programme wouldn’t be worth paying for if that
didn’t happen!) they might not return to the firm they came from.

Next, timescales. Recruitment is a fast-paced, volatile business – the
downside of which is weakness in focussing on the longer term.
Finally, long-term goals may differ, especially between generations.
It may suit experienced players to sell and do an earn-out with a
purchaser (I had that experience). Nothing wrong with all of the
above, but what should medium and larger businesses do which are
focussed on the longer term and want to swim against the tide?

Uninstall McKinsey thinking
If you are a client-facing director in an agency like this, I’ll bet that
you have clients of whom you are particularly fond, led by CEOs with
a passionate, values-based, long term view of their own. Mini-Paul
Polmans, if you will. The chances are that the talent process in those
clients’ businesses – and your own – needs to be ‘de-McKinseyfied’.
What does that mean?
I admire many people who are, or were, at McKinsey. But, as the
Financial Times has noted, the glitter has rusted. What have been
McKinsey’s most damaging impacts on the world? Enron? South
Africa? Opioids? Spare a thought for the war for talent. Having
started this at the turn of the millennium, in 2018 McKinsey upped the
ante, with global managing partner Dominic Barton and co-authors
proposing that two per cent of any workforce delivers nearly all the
business value. (McKinsey did not then downsize by 98 per cent.)
To compound this, Barton et al recommended that CEOs spend their
scarce time being Prince Charmings, roaming their organisations at
all hierarchical levels on the lookout for hard-to-spot high potentials.
You have probably not spent the eye-watering sums required to bring
McKinsey into your organisation officially. But they created a pervasive
zeitgeist which can only be uninstalled with effort. Here’s how.

Wizards and muggles
After eighteen years in recruitment, I decided to study what I had
been doing. I did a doctorate in how we select people into senior
roles. In my latest book ‘Elites’ I divide wizards (approximately,
C-suites in your clients and rainmakers in your own business) from
muggles. Using sociological concepts I demystify the ‘wizard magic’
– explaining along the way why meritocracies automatically produce
glass ceilings (in other words, they are more a feature than a bug).
It is language like McKinsey’s in relation to a notionally super-talented
‘two per cent’ which makes the terminology of magic so appropriate.
The conclusion I reach is that our vision of talent is being distorted.
We’re tricking ourselves into giving too much respect to too few
people.
What talent development actions would I recommend to you or your
clients who front up passionate, service-driven businesses and want
to have a strong talent pipeline?
Businesses like these demand to be led by CEOs who believe in the
firm’s deep values and walk the talk. These firms differ from more
hierarchical corporate structures. As Professor Laura Empson at the
Centre for Professional Service Firms at Cass Business School has
shown, to remain credible leaders of this kind need every so often to
knock the lights out with clients in difficult situations. They can’t (as
the corporate management handbook would have it) delegate all that
and concentrate on strategy and accountability. But they have to do
this without hurling themselves into the fray all the time, or drinking
the Kool-Aid which says that clients only want them. Otherwise there
won’t be enough oxygen of client attention, client challenges and
client dollars for other top players to grow.
What’s needed from the CEO in talent development? It’s similar to
what’s needed in client interaction: a focussed commitment without
hogging all the space.
• Do be a magnet for talent – a role model who earns admiration.
• Do hand pick a diverse group of talent-spotters, and check in
with them periodically. Barton et al are right to suggest that a
bureaucratic system will be too risk averse; they’re wrong to
suggest that the CEO should be chief talent-spotter. You will miss
the diverse individuals the firm may need precisely because they
shine in your blind spot.
• Create and rotate apprenticeship opportunities for those who are
identified in this way to understudy closely your firm’s stars.
• Do be chief coach and listening officer. Be patiently and gently
curious, asking those who may not seem ambitious or confident
why they aren’t pushing towards the top. Listen to their answers
– something about the mystique you have created might be
unappealing or dangerous. Tangibly support everyone in your field
of vision to progress towards a goal of their own choosing (which
might well include being a good parent).
Two conclusions in ‘Elites’ are, firstly, that wizards are made, not
born; and secondly, that glass ceilings start work earlier than we think,
reinforcing in some individuals the idea that they wouldn’t be wanted
in the limelight, they couldn’t hack it and they wouldn’t enjoy it. For
some that will be true, or will be their choice. But you’re a recruiter,
aren’t you? Talent development is the same. Whatever McKinsey
say, it’s not about mounting your white horse and spotting one or two
princesses – it’s skilled, disciplined, work. n
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