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EDITOR
It could seem unlikely, but there may well have never been a better time to be in
the recruitment industry. As the country and world gradually shakes off the worst
impact of the pandemic, the drive to ‘build back better’ for every company starts
with its talent. Of course, the fortune of a recruitment business is inextricably tied
to the sector which it serves and in some cases this has required an extremely
agile response. However, where demand is high businesses are not just looking
for talent, they’re looking for the best talent, the people who will make a real
difference and that’s where recruiters come in.

innovative

/ˈɪnəvətɪv/

The chance is there not just to find people, but to find the best talent, the right
talent for every vacancy. Recruiters can ensure the makeup of a business is
diverse, that candidates understand how they can fulfil their potential and that
businesses realise how to appeal to, recruit and retain the talent they need to
drive into the future.

adjective
1. (of a product, idea, etc.) featuring new methods; advanced and original.
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Recruitment has absolutely changed just as the workplace and organisations
have changed. The sector continues to evolve and flex around the business
landscape it serves. Now is the time for the industry to go that bit further and
demonstrate beyond question its worth to employers around the world.
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We’ve built a communications
platform that integrates
with some the world’s
leading CRMs and Business
Software providers.
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RTW – CALL FOR
PERMANENT CHANGE
Digital checking has produced more
robust process in some cases.
While the further delay to in
-person Right to Work (RTW)
checks has been welcomed by
the industry some are calling
for a permanent switch to digital
processes. The move to extend
digital RTW check has been
made alongside the extension
of Covid restrictions in the UK,
but Steve Smith, managing
director EMEA, Sterling, believe
the practice should continue:
“With Covid restrictions in the
UK remaining in place past the
original cut off date of 21st June,
this extension of digital RTW
checks is a necessity in our
view,” he said. “However, while
the Home Office has stated that
in-person checks will resume in
September, Sterling is keen to
see a more permanent review of
the existing process.
“Getting the Right to Work share
code process in place over the
course of the pandemic has been

incredibly valuable for employers,”
he explianed. “In some instances
it has streamlined RTW checks
and has the potential to make
some procedures more robust.
In fact, we’ve witnessed
organisations build digital and
biometric identity checks into
their screening programmes
which decreased the potential for
identity fraud, and any steps to
drive compliance should certainly
be welcomed and embraced more
broadly.
“While there are circumstances
that will necessitate in-person
verification in the future, we would
be disappointed to see the hard
work that has gone into the digital
solution over the last 18 months
go to waste. It is our hope that
the government and the Home
Office use this extension period to
consider how a hybrid approach
to in-person and digital checks
could work.”

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

MOVING ON
Hays finds significant movement
among Australian employees.
Recruiting experts Hays have
found 38 per cent of Australian
employees plan to look for a new
job in the next 12 months. The
claim is based on findings in the
recruiter’s FY21/22 Hays Salary
Guide. The figures suggest another
39 per cent of the more than 3,800
professionals surveyed are open to
new opportunities.
Among the reasons for this
shift is the lack of promotional
opportunities, cited by 43 per
cent, ahead of an uncompetitive
salary (39 per cent). Other factors
driving people into the jobs market
today include a poor management
style or workplace culture (37 per
cent), a lack of new challenges
(33 per cent), concerns about job

security (also 33 per cent) and poor
training and development (25 per
cent). Moreover, Hays found that
only 46 per cent are satisfied with
their current job. Just 49 per cent
and 55 per cent are satisfied with
their current employer and direct
manager respectively.
“A new financial year is fast
approaching, which traditionally
brings fresh activity to the jobs
market as new budgets are set
and employers look to add to their
headcount,” says Nick Deligiannis,
managing director of Hays in
Australia & New Zealand. “Financial
year end, like New Year, is also
a seasonal peak time of the year
for people to review whether they
should stay or change jobs. For

employers, this movement of people
will add to their staff retention
challenges, which are already
heightened in response to a gap
in salary increase expectations
between organisations and their
employees.”
Career progression has become
an important benefit to skilled
professionals. According to Nick,
a career progression plan is an
essential selling point for employers
in securing their preferred candidate
and retaining top talent.
“Many professionals feel that their
career stagnated over the past
year,” he explains. “They put their
career plans on hold to help their
organisation through the crisis and
recover. Now, they are focused

on their career again and are
prioritising advancement.”
But while career progression is
valued, the data from Hays shows
just 16 per cent of employees
expect to receive a promotion in the
next 12 months. Furthermore, they
have developed their soft (46 per
cent) and technical skills (45 per
cent) over the past year, while 21
per cent gained higher or additional
qualifications.
“This upskilling has put
professionals in a strong position
to jump ship if their career goals
can’t be achieved in their current
workplace,” Nick concludes.

6

N EWS

NEWS

AIRSWIFT AND
COMPETENTIA MERGE

FEMALE TECH TALENT
NEED NURTURING

Companies create comprehensive t
echnical workforce solutions provider
Global workforce solutions
provider Airswift and Competentia,
the global recruiting and workforce
management specialist have
merged to form one of the world’s
foremost workforce solutions
providers. The new organisation
will serve the energy, process,
infrastructure, mining and
technology industries.
The combined entity retains the
Airswift name and will offer clients
a truly global service plus an
unrivalled candidate database,
giving them access to the top
technical talent in the markets
in which they operate – with a
particularly prominent presence in
the Americas, Asia Pacific, Europe
and Africa.
Airswift chief executive, Janette
Marx, will be CEO of the merged
entity and Competentia Group
CEO, Jayden Wallis, will play a
key role on the executive team as
chief marketing officer and SVP of

ASPAC. Kyle McClure will become
CFO of the combined company.
Marx says: “There has long been
mutual admiration between Airswift
and Competentia. As two high
performing businesses, we share
a focus on continual improvement
and a mutual ambition to become
the workforce solutions provider
of choice for clients, candidates
and contractors in the energy,
process, infrastructure, mining and
technology industries.
“In a rapidly digitising, post
pandemic environment, companies
across the world’s technical sectors
must quickly respond to new ways
of working to achieve sustainable,
long-term growth,” she adds.
“We believe that our combined
size and experience, and our firm
focus on the energy transition,
perfectly positions us to help clients
respond to the complex workforce
challenges of the future. Through
digital and people-based solutions,

MIXED FEELING
ON RETURN
More than two-thirds of UK workers
say their employer expects them to
return to the office
More than two-thirds (69 per cent)
of UK workers say their employer
expects them to return to the
office, but people are feeling mixed
emotions about it, according to new
research from LinkedIn. Around 30
per cent currently feel apprehensive,
while 22 per cent are excited and
more than a third (34 per cent) just
want normality to resume. Around
half (49 per cent) say they would
ideally prefer hybrid working in the
future, where some days are spent
in the office and others remotely.
Just over a third (34 per cent) of
people that are required to return
to the office say their employer
expects them back within the next
three months, 16 per cent will be
back before the end of the year, and

15 per cent are waiting for a date to
be confirmed. More than two-fifths
(44 per cent) say their employer
would like them in the office 1-2
days a week, and over a third (36
per cent) have to be in 3-4 days
a week. Some employers (35 per
cent) have already decided which
days employees must be present,
with Mondays and Tuesdays set to
be the busiest.
As ministers consider a more
flexible future and companies
rethink return to office plans in light
of extended COVID-19 restrictions,
LinkedIn surveyed 2,000+ workers
in the UK who have been working
remotely due to the pandemic to
understand where they want to work
in the future.
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we will ultimately shape the
technical sectors of tomorrow.”
As a result of the merger,
mid-market and blue-chip
companies alike gain access
to an even broader range
of truly integrated services.
Talent acquisition, professional
search, international contractor
management, global employment
outsourcing, consultancy and
payroll management are just a few
of the workforce solutions on offer.
Jayden Wallis said: “We see this as
an opportunity to create the world’s
most forward-thinking workforce
solutions provider. We also believe
we have a key, supporting role
to play in enabling the energy
transition, not only in the industries
we serve, but through responsible
business operations, business
models, investment in technology
and innovation, and collaboration
with our peers. Our combined
strength and shared ambition mean

we’re even better placed to deliver
on that.”
Ian Langley, Airswift’s chairman,
initiated early discussions with
Odd Arne Kleveland, chairman of
Competentia. Langley comments:
“It was obvious from our opening
call that a potential merger
had great merit. Not only did
our combination make perfect
commercial sense, but we found
that our organisations had similar
cultures and aspirations, and
we quickly discovered a unique
alignment.”
Airswift and Competentia’s
private equity backers, Wellspring
Capital and Reiten & Company
respectively, are retaining their
stakes in the merged entity
and will continue to be actively
involved with the business. Airswift
has also issued a bond on the
Norwegian bond market to ensure
maximum flexibility and access to
alternative funding in the future.

Employees have different
preferences on where they would
like to work - with 49 per cent
preferring hybrid working, 38 per
cent wanting to work remotely, and
just 12 per cent looking to work fulltime from the office. The challenge
many employers now face is
creating workplace policies which
accommodate them.
Employers are creating flexibility,
with 56 per cent of workers saying
their employer is enabling hybrid
working, and just 16 per cent
indicating that their employer
requires them to work from the
office full-time. Nearly a quarter (24
per cent) say their employer has
already changed their contract to
stipulate that they can work either
from the office or remotely.
According to the research, people
that prefer hybrid working say they
will benefit from the flexibility (60
per cent), they believe it offers the
best of both worlds (57 per cent),
and it will help them to save money
(43 per cent). One of the biggest
challenges they indicated about
hybrid working however is that
employees that choose to work

remotely may potentially fall into
the trap of “digital presenteeism”
where they have to show they are
working longer hours online to look
committed (22 per cent).
“People are naturally still concerned
about COVID-19, and this coupled
with the prospect of returning to
offices is clearly creating anxiety
for some,” said Janine Chamberlin,
UK country manager at LinkedIn.
“Others are looking forward to
seeing their colleagues again and
getting back to a sense of normality.
What we’re seeing on LinkedIn is
people craving flexibility and the
option to decide for themselves
where they work. It’s positive to
see companies responding by
enabling hybrid working which
gives employees this freedom,
and will be what people look for
when considering new jobs. Hybrid
working will also help open up jobs
to people who may have previously
been locked out of them due to
location, disability or care-giving
responsibilities. With a more flexible
future inevitable, we’re on the cusp
of helping to make work more
balanced and inclusive.”

Nigel Frank survey finds gender-gap ‘far from closing’
The latest annual report from
specialist tech staffing firm Nigel
Frank International has found that
only 25 per cent of women in the
tech industry feel comfortable
enough to ask their employer for a
pay rise. Moreover, they are also
less likely to receive an increase
following their negotiation. The
survey asked IT professionals from
around the world their opinions on
the Microsoft Dynamics ecosystem,
including their current and desired
salaries and benefits.
These results, along with the
reasons behind them further
highlight that the tech industry is
still far from closing its well-known
gender gap, prompting employers
worldwide to review their policies to
ensure they are free of gender bias,
and create and strengthen inclusive
work environments.
The survey took responses from
over 2,000 tech professionals of
which 18 per cent identified as
female. This is in line with the UK
average percentage in the tech
workforce, which stands at 19
per cent.
Asked how comfortable they
would be asking their employer
for a pay increase, only 25 per
cent of female respondents
said they’d feel comfortable
doing so, whilst 31 per cent said
they would feel uncomfortable.
Amongst the main reasons cited
by female respondents as to why
they would feel uncomfortable
negotiating for a raise were lack
of knowledge of how to do it, and
feeling that their employer should
value them enough to offer one.
Others said they simply didn’t
feel at ease asking for a raise at
their workplace, for one or more
unspecified reasons.
The study also asked whether
the respondents’ employers paid
women and men equally, and
whilst 60 per cent of men believed
their employer did offer equal
pay for equal work, only 36 per
cent of their female counterparts
agreed. A further 17 per cent of
female respondents think that their
female colleagues in particular

aren’t being paid the same as
their male colleagues, and 22 per
cent of female respondents said
they believed that men in their
workplace are paid more than
women despite being of equal skill
and experience.
Underrepresentation and a gender
pay gap in the tech space could
be behind the sector's high quit
rates for female professionals. A
recent study by Accenture and Girls
Who Code found that 50 per cent
of women abandon technology
careers by the age of 35, and that
women are leaving tech roles at a
45 per cent higher rate than men.
And, as the long-term impact of the
pandemic continues to play out,
the number of women in tech is
expected to drop further. The New
York Times found that out of the 1.2
million American parents who have
had to leave the workforce in the
past year, 900,000 were women—
making women three times as likely
as men to have left their jobs.
Employers, organisations, and
the tech industry at large stand
to lose out on critical resource if
the necessary steps to nurture
female talent aren’t taken. Data
suggests that one way to retain
female talent is to ensure that
benefits and initiatives being
offered to employees are inclusive
of everyone’s needs. With 57 per
cent of women feeling more burned
out at work due to the pandemic,
benefits such as homeworking,
flexitime, and additional vacation
time can help women, who are
far more likely to be juggling care
responsibilities, remain in the
workforce.
When asked which benefits would
make them accept a job offer, 41
per cent of female respondents
in the Nigel Frank International
study said homeworking, 23 per
cent mentioned flexitime, and 35
per cent cited more paid time off.
These percentages are significantly
higher than those given by male
respondents, which stood at 30 per
cent, 16 per cent and 29 per cent
respectively.
Better support from managers

and distinct development plans
can also help stem the so-called
leaky pipeline to female career
progression – researchers have
found that women tend to receive
more vague feedback and
personality criticism during their
performance evaluations, with 66
per cent of women reporting that
there is no clear path forward for
them in their career at their current
companies.
Zoë Morris, President at Nigel
Frank International says the
results show that there’s still a lot
employers can do to nurture female
talent, and develop tomorrow’s
female leaders.
“The entire tech ecosystem stands
to lose if leaders don’t roll up their
sleeves and work towards creating

a truly diverse industry” said Morris.
“As we enter the future of work,
we need to guarantee nobody is
being left behind. Attracting and
empowering female talent is key if
we want to moving forward.”
“Developing a comprehensive
approach to policy-making in which
everyone's voices are heard is key
if companies want to develop a truly
diverse and inclusive workplace, in
which everyone feels valued and
empowered, irrespective of their
gender. Attracting and cultivating
female talent is the way forward
if we want to not only eliminate
harmful gender bias in tech, but
also close the ever-growing skills
gap in the IT industry that threatens
to hamper digital transformation for
everyone.”

V I E W FROM WEC

INNOVATION AND
PARTNERSHIP
Isabelle Eynaud-Chevalier, managing director of Prism’emploi,
representing the French recruitment and temporary employment
industry discusses France’s labour market.

Q: What are the main challenges and opportunities
currently facing the French labour market?
A: The temporary employment market in France has faced a range
of challenges. The impact of Covid across the different economic
sectors has not been equal. Some sectors – such as cafes, hotels and
restaurants – stopped operating completely; others – airline related
industries and aeronautics – recorded very sharp declines and still
others – including e-commerce, logistics and transport – have enjoyed a
significant boost in activity.
This disparity goes hand in hand with a diversity in the fortunes of
different skills sets. Those sectors that see their activities picking up
again in the medium-term have held on to their specialist skills in order to
retain a strategic advantage. For example, some employees in the civil
aeronautics sector have been redeployed in military aeronautics roles.
The lack of general visibility and weak economic growth has weighed
heavily on the performance of players in the temporary employment
industry. There is a direct correlation between our sector and economic
growth and low growth is detrimental to the dynamism of the whole
industry. France recorded very weak positive growth in the first two
quarters of 2021 (0.1% and 0.24% respectively) and forecasters agree
that the underlying conditions for an economic recovery will only be met
in the second half of this year.
Despite these immediate economic challenges, there is nevertheless an
ongoing shortage of skilled labour in France. The situation is particularly
acute in the construction industry and in the logistics and medical/social
care sectors. The need to support work transitions by sector and also
by geography in order to minimise the skills shortage is not new but is
becoming increasingly important.
Another element that brings uncertainty is the fact that many employees
have had their roles suspended and their salaries partly supported by the
state – a situation known as short time work. Some economists believe
that businesses have been saved from going under by the substantial
public aid packages that have been provided, but these will now
gradually be withdrawn following dialogue with the social partners.
The public health crisis has hastened the digital transition in the French
market and accelerated new ways of both consuming and working.
Teleworking has become the norm in many businesses that would
previously never have entertained the idea.

Q: How do you see the industry’s role evolving
in both the short and longer term? What is the
outlook for flexible staffing?
A: Having a flexible workforce is an economic necessity for today’s
businesses. As the economy gradually gets back on its feet, Prism’emploi
would like to see more flexible ways of using temporary work. Together
with the trade unions we have called on our government to create
a special Covid measure that will authorise companies to employ
temporary workers. Our request is particularly relevant for open-ended
temporary work contracts which are currently subject to the same
restrictive conditions as short-term contracts even though they are for
a long period. During the crisis, these open-ended temporary work
contracts (known as CDII) held up well, including short time work – in part
due to support measures. We believe that this support mechanism is still
valid – especially since the French government has not lost its interest in
taxing short term contracts.
At Prism’emploi we support a vision of responsible flexibility and as such
we have warned on several occasions about the abuses of certain digital
platforms. Some of these platforms create a relationship between the
worker and the organisation that is effectively an employee status and
should be treated as such. We are concerned about the illegal forms
of work that develop as a result of new technologies and are following
the evolution of case law in France and Europe with great interest. The
uberisation of work must not come at the expense of social rights. Work
is not a commodity and if it is not accompanied by social rights then the
overall social balance will be weakened. Indeed, the current health crisis
has served to underline the effectiveness of the protective model.

Q: WEC is promoting social innovation as a way
to accommodate new challenges. What does this
mean in your market? Has that changed with the
Covid crisis?
A: In France, the temporary work sector is well established and offers a
number of social innovations. In particular, the dedicated training fund
(AKTO – FAF-TT network) which was created in 1983 and the social
assistance fund (FASTT) founded in 1992. During 2020, employment
agencies continued to invest in training although the volumes were less
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due to the market decline. It’s worth noting that in 2019, the year before
the health crisis, temporary employment agencies invested €500 million
euros to finance 350,000 training courses. The sector invests 3.35% of
the wages it earns in training and apprenticeships.
In 2020, as the Covid crisis weakened the employment sector, the
temporary work sector and its social partners established a system
for forecasting work and skills. Known as GPEC, its role is to provide
a strategic vision of the jobs and skills that will be needed in the years
ahead. With it our sector will be better able to adapt its systems to meet
the future needs of the regions and sectors it serves.
This approach aims to analyse and anticipate foreseeable changes in
jobs, qualifications and skills as a result of the health crisis. It will allow
us to map the skills of temporary workers and identify where the gaps
lie so as to develop an action plan – particularly with relation to training.
The GPEC approach is especially intended for those working in jobs
and sectors that are in decline. Studies undertaken by the Interim and
Recruitment Observatory are currently delivering their first results.
In addition to social security, employees in the temporary agency work
sector benefit from specific social protections that include free health
insurance for them and their families (after having worked 414 hours)
which also covers them during periods of unemployment. FASTT also
offers support in areas such as housing, access to credit, mobility and
childcare so as to remove any obstacles to entering the labour market.
These services were in high demand during the Covid crisis.

Q: What actions are you taking to support your
members, their client companies and workers to
lead in the new normal?
A: At Prism’emploi we continue to support our members by defending
the interests of the sector – particularly towards public authorities. In
May 2020 we signed a national agreement with the main public body
serving job seekers, Pôle emploi, to facilitate exchanges between our
two organisations. Through the agreement we aim to: support temporary
workers and job seekers in returning to work and secure their careers;
work to reduce skills shortages; and develop geographic synergies
between our respective networks.
This public/private partnership represents an innovative approach
designed to drive up labour market participation. By combining the
strengths of our two organisations we can work together in creating
recruitment opportunities such as forums and job dating and strengthen
the monitoring of job seekers. In particular, the joint approach creates
something of a mentoring system where temporary workers introduce job
seekers to opportunities in sectors that are in high demand.
The role of the temporary employment sector in supporting work
transitions also highlights the potential for our sector to play a part
in matching workers with work in the wider economy. Meanwhile,
Prism’emploi continues to provide its members with a comprehensive
range of services – adapting training, offering high-quality legal support,
publishing information on legal and social developments and analysing
the economic situation in order to be prepared for the future. n
www.theglobalrecruiter.com
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REMOTE
BENEFITS
Richard Warren, CEO and co-founder of RBW Consulting
Group on why remote working will stay in the life
sciences industry.
The life sciences industry had already started moving towards remote
working but, as with many aspects of digital transformation, Covid-19
has accelerated this shift. The fast pace of change, both technological
and operational, has been a challenge but it has also accelerated
innovation and flexible collaboration.
Pressure on achieving a more flexible way of working is coming from
all sides in the industry. Employees themselves are demanding a
work/life balance that better reflects what they’ve – in many cases
– experienced over the course of the last year. With three out of
four workers wanting to work from home more often after lockdown,
expectations have been forever changed. Patients similarly expect
trials to be more reflective of their personal priorities, with regular
check-ins to be scheduled around their daily lives. This has been
particularly beneficial in clinical trials where patients have limited
mobility, avoiding the need for potentially impractical and time
consuming in-person meetings. In turn, this has led to improved
patient retention and made it in some ways easier to run trials with
certain types of patient.
With the industry irrevocably changed, the processes required to find
the right people to fill roles has developed too. Both potential hires
and employers have different expectations of working relationships
and patterns.
RBW Consulting has seen these changes emerge in real time through
our work with virtual engagement platform, Within3. The company
is no stranger to remote working, having had all team members
home-based for more than 12 years. Lance Hill, CEO at Within3
says, “There is a misconception that meaningful relationships and
innovative collaboration can’t happen online but that isn’t true. It does,
however, require the right technology and the right people who want
to make it work.”

The knock-on effect of digital communication
Digital natives are beginning to outnumber their older colleagues in
the healthcare industry. In fact, 70% of all healthcare professionals

are expected to be digital natives by the end of this year. This younger
generation has already been instrumental in changing how people
in the life sciences industry network and communicate, but Covid-19
has further accelerated the shift away from face-to-face meetings and
towards remote meetings, virtual events and a focus on informative
online content.
Looking ahead, the future engagement model could evolve even
more. In-person meetings may never return to pre-lockdown levels,
meaning clinical trial professionals will need to permanently adapt
their outreach models. This could see working hours adjusted, so
patients can be offered greater choice and control for check-ins
around their daily lives. Providing virtual options will also make
participating a less time-consuming activity and hopefully improve
retention.
As remote working becomes part of the norm, we can expect this
to start changing how companies recruit for their teams too. We
expect to see more flexibility of working hours in advertised roles for
the sector, opening up opportunities for talented people with caring
responsibilities that don’t fit into a traditional nine-to-five schedule.

A global workforce will open doors
Over 1.5 million UK employees are estimated to have worked from
home during the lockdown. This figure is expected to increase
significantly by 2022, when it is predicted that 60% of the workforce
will be remote workers.
We are looking at an exciting future where job applicants will be
much less restricted by their location. As a search consultancy, we
have already seen companies open up their talent pool to candidates
around the world. This globalisation of work does have its challenges,
but Covid-19 related lockdowns have proven how adaptable people
can be. While face-to-face interaction is an important way of building
relationships amongst teams, the office of the future will be about
providing a collaboration space where colleagues can liaise on ideas.
Rather than coming into the office to sit behind a screen we’ll come

in to do the parts of our role that require us to work more closely with
others. This will be a balance as workforces adjust, but offers a key
opportunity to meet both business imperatives and the changing
expectations of employees.

Recruiting techniques
To take advantage of remote talent, recruitment teams likewise
need to break down potential structural barriers in their recruitment
processes. This might include steps such as making initial interview
rounds digital to make it easier for further-afield candidates to attend.
After all, when a role is likely to be partly remote, it makes sense
to gauge how well a candidate can build relationships and deliver
complex information in virtual meetings. The team at RBW has
certainly benefitted from introducing virtual onboarding for new team
members in the past year. Candidates and stakeholders alike have
had a very positive experience, while the business has been able to
keep our activities low risk.
Companies recruiting in a more location-agnostic manner will
(or should) result in increased diversity. Diversity introduces new
perspectives and ideas which can challenge and improve existing
processes. Life sciences organisations that can harness the
best talent around the world will have an edge over competitors,
particularly when expanding into new markets or tackling
unfamiliar challenges.

Upskilling a remote workforce
The life sciences industry will need to continually train and upskill
existing employees, to support them in operating confidently remotely.
This will help them to make the most of the digital and data-driven
technologies available and to ensure operational efficiency for the
business. A core pillar of this will be empowering people to take
control of their own workload and setting expectations on how
they should communicate around delivery. When managers can’t

see their teams in person, trust becomes ever more important and
this is a two-way street. Organisations putting in place the support
needed for everyone to succeed with reduced face-to-face contact,
and employees taking a proactive role in managing upwards and
communicating regularly on challenges and output.
It’s important not to underestimate the fact that people learn from
people. Remote working makes it necessary for companies to think
more about how to compensate for the positive parts of office life that
are lost, with employees working from home. Virtual social events like
team breakfasts or calling a colleague over a cup of tea can make a
huge difference in supporting spontaneous collaboration. But there
needs to be a structured programme in place too, to ensure this
happens on a consistent basis. Flexibility is important but it goes both
ways. Companies should manage expectations upfront about when
team members are expected to be present in person, to ensure the
business can continue to reach its goals.
Within3 CEO Lance Hill says: “As home working becomes a more
popular option around the world, companies may have to adjust
to make sure they don’t miss out on any of the ‘spontaneous
interactions’ that can happen at an office. This can be addressed by
making sure everyone has an equal voice and feels they can query or
challenge everything. Not only does this make people more involved
in what we’re pushing to achieve as a company, it also encourages
more open discussions and innovation.”
Fundamentally, people want to be proud of the work they do and
the companies they work for. As the working style of the industry
continues to change, so too will recruitment processes. Ultimately,
reflecting in your hiring practices the flexibility a new generation
of pharma professionals want to see in their roles, will benefit
companies wanting to source the best talent. With a wide range of
untapped talent now able to share their skills and expertise through
remote roles, competition will only become fiercer. Those companies
who listen to their employees and nimbly adopt new technologies
to optimise remote recruitment and working will be able to recover
quickly once the industry settles into its future normal. n
www.theglobalrecruiter.com
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ENGAGE FOR
SUCCESS WITH
MIT VENTURES

FUTURE
WORK

Employee engagement is a critical
driver of business success and
improves workplace performance
in many ways. Companies with
poor employee engagement
underperform as low employee
engagement negatively affects key
business performance indicators
such as productivity, profitability,
absenteeism, and turnover.
If you want to achieve your
business goals and stay ahead
of your competitors, you need to
create an employee engagement
strategy that promotes a
people-first workplace culture
and produces positive business
results. At MIT Ventures, we
are committed to the power
of employee engagement.
Our market-leading employee
engagement model is a
practical solution that provides
outstanding employee benefits
schemes at competitive rates to
both temporary and permanent
employees.
We have united all of our
benefits and services into one,
easy-to-access portal for the
employee and employer. This
innovative portal is specifically
tailored to employees’ needs,
enabling them to access a
variety of lifestyle benefits,
along with services that address
employee wellbeing, from
financial to mental and physical.
“MIT’s unique business model
instantly provides the employer
with a suite of beautifully
delivered features to
transform the entire employee
experience. Our portal provides
access to pensions and payroll
documents in the same place as
a 24-hour confidential helpline
and qualified doctor, while also
offering valuable discounts for
shopping and leisure purchases.
Staff can make use of a great
selection of tools that have a
tangible effect on their lives.”
David Callaghan, CEO at MIT

At MIT, we recognise that
employee benefits can be
life-changing for our client’s
workforces. In conversations
we’ve had with business leaders,
the consensus is that the
pandemic has demonstrated that
the health of the workforce is
the health of a business. Indeed,
since the onset of the COVID-19,
calls to our free EAP helpline
have soared, underlining that
it’s more important than ever
to support employees’ mental
health.

Kathryn Barnes, Employment Counsel EMEA
at Globalization Partners outlines how
remote work has evolved business practices.

with Amazon vouchers.
Additionally, we introduced a
supplementary Online Learning
platform, where staff can access
+45 courses for professional
development. Google searches
for online courses were up by
300% in 2020, highlighting
the fact that people need to be
continually learning and see that
they have the opportunity to try
new things.

Our valued client, Wayne
Taylor, Managing Director at
Thorium, adds that “Through
the pandemic, we have been
exceptionally busy. Our staff
often tell us about how they’ve
benefited from the MIT app,
such as buying their children
Christmas presents via vouchers,
helping them save costs. Many
of our staff, including my codirector, have used the gym
membership discounts as well.
We’ve pushed that heavily
during the past year to make
sure our people are staying fit
physically and mentally.”

Our high-quality services that
boost productivity, engagement
and growth also include
targeted business solutions for
back office operations, which
are essentially the backbone
of a company. To provide a
strong internal foundation, we
provide a trusted and talented
team to handle and enhance
payroll processing, pensions
administration, and employment
law representation through our
partners Holly Blue, allowing
businesses to concentrate
on their core objectives. Our
clients benefit from reduced
operational costs and expert
support that aligns with their
companies’ objectives.

It’s clear that businesses are
working hard to maintain
employee wellbeing and
positive workplace cultures,
despite disrupted working
environments. In response, we
have regularly updated our
service offerings. Our recently
launched add-on Recognition
service inspires a thriving
workplace culture by rewarding
and incentivising performance

At the core of employee
engagement are relationships
built on trust and a positive
work environment. Payroll
directly impacts the employee
experience every payday. When
payments are accurate and
delivered on time, employee
satisfaction increases. Our
consultants take the pressure off
the business owners by keeping
on top of payroll legislation

while reducing the time and
costs associated with payroll
processing.
Pension schemes can also
impact staff loyalty, morale and
productivity. At present, 16%
of Generation X’s and 12% of
Millennials admit they won’t
be able to fund their preferred
lifestyle in retirement. However,
we strive for a better retirement
for all with our tailor-made
workplace pension solution
that significantly reduces
the administrative burden of
pension duties while ensuring
compliance.
By offering a complete package
of Payroll Consultancy, Business
Protection, Workplace Pensions,
and Lifestyle Benefits, we
engage employees and resolve
business challenges. Want to see
MIT in action? Schedule a demo
and learn how MIT can motivate
your people, inspire workplace
innovation, and transform your
business.
0800 211 8709
ee@mitventures.co.uk

For many of us who’ve had to adjust to the realities of remote work over
the past 12 months, the future of work life looks set to be very different.
Many of the changes that have resulted in the reconfiguration of day-today operations for most industries have generated unexpected positive
outcomes for workers. Everything from improvements in employee
wellbeing, to the relative ease of applying for and undertaking
work across borders.
According to the Institute of Directors, 74 per cent of organisations
intend to continue to offer home-working options to their knowledge
workers and a variety of other employee categories after coronavirus.
While some companies are pushing to put an end to the physical
office once and for all, others are leaning towards adapting business
practices to enable a more ‘hybrid’ approach that will see staff working
from home two or three days a week.
One thing is for sure, the events of the past year have served to change
the world of work for ever. In the process, employee expectations
around workplace flexibility have shifted. In response, management
styles and organisational cultures have had to evolve at speed.
As businesses prepare to build back better, it is clear that the recent
enforced move to remote working is set to have a lasting and profound
impact on workplace and employee strategies. As HR leaders adapt to
these new realities, they will need to prepare their teams to cope with
five significant trends that are on the horizon.

1. Roles are emerging and evolving
Strategic workforce planning is moving centre stage in the remote work
age. But while companies are eager to seize the opportunity and hire
talent from lower cost emerging markets, ensuring that this makes
sense where the wider business strategy is concerned will be key.
Having broken through the technological and cultural barriers that
prevented remote work in the past, organisations have now set in
motion a structural shift in which many work activities can take place
outside of the physical office. Now they are eager to cast their talent net
wider in order to find the right people with the right skills.
As a result, roles such as global mobility managers, remote work
directors and remote change managers are evolving fast and moving
to the fore. Responsible for helping to guide executive level talent
management decisions, these personnel will play an increasingly
pivotal role in re-imagining talent investment and distribution for the
enterprise. >

www.theglobalrecruiter.com
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2. The nomadic workforce is going mainstream

4. Meeting employee expectations

The digital nomad lifestyle first emerged among bloggers and
influencers. Often self-employed, these ‘location independent’
trailblazers placed a high value on achieving the work/life balance they
desired, utilising co-working spaces and advancements in technology
to work where, and whatever time of day, suits them best. So much so
that way back in 2019, it was predicted that the number of freelance
digital nomad workers worldwide would hit a billion by 2035 thanks to a
growing project-based and digital work economy.
Fast forward to today and the concept of working where the Wi-Fi is,
regardless of country, is well established. In response to the economic
uncertainty caused by the pandemic, organisations are looking to
expand their post-COVID use of contingent workers in order to reap the
benefits of assembling a more flexible workforce.
The implications of this shift for HR leaders are key. Evaluating how
performance management systems will apply to these workers, and
whether they should be eligible for the same benefits as their full-time
peers is just the start.
Remote workers looking to live and move to different countries for
medium-term projects creates new complexities for HR teams and
employers. Each country has different employment regulations that
employers will need to respect. Meanwhile, issues like whether taxes
should be paid in the host country or the employer’s country are also
difficult to navigate and can be dependent on an individual’s length of
stay or employment type.
As the need to engage and support nomadic employees grows,
companies will need to be poised to adapt.

Standing out as an employer now goes beyond offering a good salary
and providing a genuine work/life balance is no longer an expectation
only held by millennials and Generation Z. Boston Consulting Group
termed the COVID-19 pandemic a ‘people-based crisis’ and the
workforce experience during protracted national lockdowns changed
employee expectations around flexibility, support, mental health
awareness and cultural integration.
In response, global brands like Adobe, Salesforce, Twitter, Fujitsu
and Amazon changed their HR policies to protect employees. In the
process, they facilitated a radical shift in working culture and output that
led these companies to be just as effective – if not more so – despite
having a workforce that was primarily working remotely.
The shift to remote work modes has created a long lasting impetus
for change. In the future, obtaining and retaining the best talent will
depend on how well HR teams are able to modify long standing
processes to improve the overall employee experience. Because
from this point forwards, employees and prospective candidates will
judge organisations on how well they treat, support, and recognise the
contributions of employees.

3. Digital upskilling becomes a top priority
With 61 per cent of CEOs saying that their workforce will be more
digital in the future, HR teams are going to have to up their game
when it comes to leveraging tools that will enable a fair digital
selection process and a professional and considerate onboarding and
offboarding experience.
Similarly, with remote workforce models going mainstream,
organisations are investing heavily in new digital platforms that will
make it easier to monitor employee engagement and wellbeing. This
includes initiating digital L&D to support employees to acquire critical
skills for their next role and workforce management platforms that will
enable the enterprise to recalibrate workforce competences in line with
predicted needs.
The whole arena of recruitment and talent management is becoming
much more agile as organisations figure out how best to deploy
and reskill their people for a more digitally-led future. Which means
HR teams will need to gain mastery of all digital collaboration and
automation technologies that are being adopted to enhance all
these processes.

TALENT
ACQUISITION
IS NOW GLOBAL
Remote working has scaled up the
hiring market for recruitment agencies.
With the ability to source and engage
global talent for clients, make sure
you’re across overseas engagements.

5. Closing the global legal knowledge gap
In these tumultuous times, the regulations and norms that already vary
from country to country are subject to frequent change, especially as
priorities shift in today’s virtual-first business world. Authorities expect
companies to stay informed of local laws if their teams moved to
another country while working remotely, or if they hired internationally to
take advantage of remote work.
Internal HR teams are now confronted with learning how to regulate
employees in home offices, potentially across multiple jurisdictions, and
will need to call on specialists with the know-how to provide clarity on
these points.
All of which presents a major opportunity for specialist HR companies
to step into the breach and help enterprises build out their global teams
in a constructive and conformant manner.

Looking to the future
Organisations looking to thrive in the post pandemic world will need
to focus on treating employees as people, not workers, evolving an
employee value proposition that reflects how recent events have
changed the relationship between people and their work.
Alongside delivering workplace flexibility and opportunities for personal
growth, employers must also demonstrate a holistic approach to
wellbeing while engaging employees in a shared sense of purpose.
As remote work changes the rules of the game with regard to hiring
wherever talent is located, HR teams will need to become adept at
a whole range of new workforce management practices in order
to pivot successfully to an effective and sustainable remote global
workforce model. n

Speak to us about local compliance:
EMPLOYMENT LAW

STATUTORY OBLIGATIONS

TAXATION

DATA AND PRIVACY LAWS

Entity Solutions is a contractor management specialist, with
expertise in international engagements.

+61 3 9600 0333

enquiries@entitysolutionsgroup.com

entitysolutionsgroup.com
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BIDS AND WINNING
CONTRACTS
TOUGHER THAN
EVER POST-COVID

Today’s remote and hybrid working models look set to stay. The pandemic
has proved that many workers can do their job from almost anywhere in
the world, which has created an expanded candidate talent pool – but
also a more competitive marketplace for bids and contracts for recruitment
businesses. David McCormack, CEO HIVE360, looks at how recruiters
can stand out from the crowd in today’s new world of work.
COVID-19 has changed how and where we work, with businesses now
confident that worker productivity is unaffected, and often even boosted
when workers are home- or remote-working.
Hybrid working models and flexible working hours could be said to be the
norm. A workers’ location for many roles is no longer a deal-breaker, and
so the talent pool has widened, but choice and opportunities have shifted
in such a way that candidates are now gaining greater control.

Talent attraction in the new world of work
To respond to this shift, employers must revisit talent attraction and
recruitment strategies by looking at the value-added benefits, and more
especially wellbeing support.
The recruitment sector must also adapt, to demonstrate to clients and
candidates that it understands talent recruitment and retention strategies
are needing to evolve, and the importance of talent mobility and
development, wellbeing and benefits.
Increasingly, talented candidates are seeking organisations that align
with their values, visions and goals. At one time, they were driven mostly
by financial reward, but nowadays want to be part of a company with a
strong employer brand, with a commitment to workers’ wellbeing, flexible
working arrangements, learning and development.
A robust employee/candidate engagement strategy helps workers feel
valued and supported, has a positive effect on talent retention, and
reduces the time spent resolving candidate issues, absenteeism, or
poor performance. Ongoing research by global analytics and advice firm
Gallup consistently finds that companies with a human-centred culture
are in the top quartile of employee engagement, experience 81% lower
absenteeism, 18% less turnover, and 23% higher profitability.

Essential components
Onboarding and career progression, reward and recognition policies,
training and development, employee benefits, work:life balance
initiatives, financial and mental health and wellbeing support are essential
components of an effective employee engagement strategy.
Together, they improve and maintain a positive working environment for
recruiters’ own employees, and the valued candidate workforce – and

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.

for recruitment businesses looking to secure large PSL contracts, can
set them apart from the competition during the intense scrutiny of the
tendering process.

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.

Benefits on the go
A new report (Gallagher’s Benefits Strategy & Benchmarking Survey
2020) confirms and highlights the need for UK employers to enhance
their benefits packages and improve internal communications. It states
that ‘benefits are widely seen as a crucial element of the Employee Value
Proposition (EVP) and worthy of investment’.
Health and wellbeing benefits are quickly becoming a ‘must have’ rather
than a ‘nice to have’. Growing numbers of workers (permanent and
temporary) are actively seeking a positive work / life experience from an
employer providing support to achieve it.

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.
Headline sponsor

HIVE360’s solutions deliver incentives and support for employees,
temporary workers and candidates, including employee benefits delivered
via our unique, customisable engagement app Engage.
We know many businesses are facing financial challenges, and so
recruiters have access to the platform as part of our outsourced payroll
solution, at a time when many businesses are facing financial challenges,
we ensure maximum ROI, so that their own people and candidates have
access to a range of health and wellbeing benefits and services, including:
• 24/7, confidential access to mental health support, counsellors
(EAP program)

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.

Deadline for entries: 1 July 2021
Shortlist announced: 2 August 2021
Awards Ceremony 14 October 2021

• personal doctor, access to medical specialists, and carer
support helpline,
• gym memberships, high-street, lifestyle, dining and
insurance discounts,
• a training platform.
HIVE360 is an outsourced payroll and
benefits expert, working across all
sectors, including recruitment businesses
and agents governed by the GLAA. It is
an expert in PAYE payroll, wellbeing and
benefits provision, and is championing a
new model of employment administration
and redefining employment and pension
administration processing. n

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.

www.ukawards.theglobalrecruiter.com
#GRAwards21

Associate sponsor

www.hive360.com
For faster smarter growth

Category sponsors
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BEYOND
THE MYTHS
Gal Almog, CEO of diverse talent sourcing and retention solutions
company Talenya discusses recruiting and retaining black talent.
Diversity and inclusion has become a top priority for many companies,
and with good reason. According to Harvard Business Review,
companies with higher-than-average diversity enjoy 19 per cent
higher innovation revenues.
Given these benefits tech companies are attempting to increase
the representation of Black employees in their workforce. But there
are still misconceptions that are preventing process. One of these
misperceptions is that Black employees tend to change jobs more
frequently which negatively impacts recruitment efforts. For example,
a recent study showed that Black professionals are 30 per cent more
likely to leave their jobs compared to non-Black employees and that
more than a third of Black employees left their positions within
two years.
At my company Talenya, an AI-powered diverse talent sourcing
solution, we put these findings to the test. We analysed over one
million hiring profiles of software engineers to compare the average
tenure of Black and non-Black employees. Software engineers
provide an interesting case study because, due to the high demand to
fill this position, their ability to frequently change jobs to seek higher
paid positions is much higher overall.
The results: there was little difference between their tendency to job
hop. Specifically, both Black and non-Black software engineers lasted
an average 35 months. In fact, prior to their one-year mark. the study
revealed only five per cent of Black and non-Black software engineers
were likely to leave their current position. After 12 to 36 months,
however, 62 per cent of Black employees are likely to leave their jobs
compared to 59 per cent of non-Black employees.

What does this mean for recruiting?
1. Timing Matters
The data indicates that HR departments need to foster an inclusive,
inviting environment for Black software engineers in their first
months to retain diverse talent. There is only one chance to make a
good impression, and it can be difficult in a virtual environment, but
companies have to be thoughtful about the ways in which they train,
support and onboard employees. They need to find ways to support
diverse talent and ensure their culture is open to various perspectives.

Be more profitable.
Increase shareholder value.
Scale your business.
A collaborative community for recruitment
leaders to drive performance and proﬁtability
with purpose.

2. Prioritise Internal Mobility
To improve retention, tech companies must strive to achieve better
inclusion and appreciation of all employees. Companies can show
their commitment to DE&I by auditing their internal mobility. When
employers prioritise internal promotion and advancement, employees
are more likely to stay.
3. Broaden the Search Pool
Another way HR departments can achieve better diversity is by
opening their search pool. Many companies have cited their failure
to hire more diverse talent as a geographical issue, but the events
of the last year have proved that the future of work will be remote (at
least at some capacity). Companies can more easily source talent
from anywhere with the benefit of remote work. The emergence of
remote work is the perfect opportunity to turn long broken promises
into tangible action.
Another Talenya study found that while only four per cent of software
engineers are Black, there are cities with vastly disproportionate
levels of Black talent.
Surprisingly, the US cities most well known for their tech innovation,
including San Francisco, New York, Los Angeles and Boston, have
smaller pools of Black software engineers. Only two per cent of
software engineers were Black in San Francisco and New York
compared to only one per cent in Los Angeles and Boston.
According to Talenya’s data, the cities with the highest percentage of
Black software engineers are Atlanta, GA (eight per cent), Charlotte,
NC (five per cent), Dallas, TX (four per cent), Detroit, MI (three per
cent), and Raleigh, NC (three per cent).
In summary, Black engineers are loyal to their employers as much
as non-Black engineers. In fact, the data indicates that a greater
percentage of Black engineers tend to stay longer in their jobs.
To bolster their pool of qualified, diverse candidates, companies
should take advantage of remote work options in cities with qualified
and loyal talent. From there, it falls on HR leaders to ensure these
employees stay connected and engaged beyond the onboarding
process in order to improve long term retention. n
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Queen’s Award winning specialist recruiter for the audio, music,
broadcast and corporate AV technology sectors, Interfacio, discuss
the challenges of recruiting in a fast changing market.

Before the pandemic, the international recruitment market was
the focus for Interfacio. But as borders closed, the curtain came
down on live entertainment, sports and hospitality events were
postponed, and the company’s plans for continued growth during
2020 were put on the back burner. Despite the business stalling
temporarily last year, the firm has recently been recognised for its
pre-pandemic achievements, winning a Queen’s Award for Enterprise
for International Trade following six continuous and significant years
of growth in its non-UK business which makes up over 80 per cent of
the business.
Interfacio was founded by Richard Wear in 2002 as a specialised
global recruitment and search service business, serving the media
entertainment technology sector. Its early focus was almost entirely
on professional audio and music technology, but that expanded into
other related areas including the broadcast, lighting, consumer audio
and AV markets. Isabelle, a former client of the company, joined the
business in 2012 to focus on building the European business and this
year she has launched the inTeams suite of Bespoke Performance
Coaching Programmes to support individuals and teams in their
professional development.
As Richard explains, Interfacio was always intended to be an
international-facing enterprise: "We didn't start with the UK and then
branch out,” he says, “we focused on the global market and the need
for an international recruitment service that could work in all the main
markets around the world. The business was launched at specialist
trade shows in California and Frankfurt and our first placements were
in Australia for a Chinese owned company and a hiring manager in
LA. So providing an international solution has always been our USP.”
In 2015 Interfacio added a specialist research and development
engineering capability which focused on critical engineering hiring
in Europe and the USA, and most recently in 2018 Interfacio
strengthened its Asia Pacific recruitment and search services with

the region now making up approximately one fifth of the company’s
non-UK business.

People-driven success
Richard is quite clear when it comes to the secret of Interfacio's
success: it’s people. "We are all industry professionals first, who have
taught ourselves to be recruiters for the clients we partner with. Every
new member of the team has led an evolution of the company.
“We're not 'typical' recruiters,” adds Isabelle. "We all come from
the specialist markets we recruit into. We were all part of those
industries – understanding the passions and needs of a specialist
AV or entertainment technology manufacturer. We have a genuine
understanding of the vertical market, the niche, the culture, and what
manufacturers and brands are looking for. That makes our whole
offering unique.”
Over time, much of the business landscape has changed for Interfacio
and the companies it supports. There is now much more focus on
investor accountability, longer term strategy and growth and return on
investment – particularly when it comes to recruitment. "We've grown
up in parallel with our industry’s evolution," says Richard. "When I
started, nobody in our market was doing anything like this. The sort of
recruitment and executive searches commonplace in large, blue-chip
companies didn’t seem to quite gel with the industry we know and
serve. So, the idea in the beginning – and it continues to be our ethos
today – was to design and deliver our service in a way our customers
will appreciate, and to always add value as talent search professionals.”

Award-winning
Richard and Isabelle both acknowledge the difficult issues facing
an industry that has had a tough time during the Covid pandemic

– particularly in the live entertainment and hospitality sectors.
However, the whole team is now seeing the tide turn in business,
and there has been a marked increase in recruitment activity over
the last few months. Richard continues: "There's a clear opportunity
now for businesses to invest and this means hiring. There is talent
around now that might otherwise have been exceedingly difficult
to find – that gem of an R&D engineering leader, that star sales
director, or that corporate communication specialist.”
While this new energy in the market is a positive sign for the
business, it has been the firm’s commitment over the long term to
build its reputation as expert recruiters in its niche markets that
is behind its recent success. As Richard explains: “Our specialist
team of consultants are internationally recognised for their expertise
in specific markets and they can often be found touring trade
shows, supporting student initiatives, and networking wherever and
whenever the opportunity arises.”
With a Queen’s Award for Enterprise for International Trade now
under its belt, there’s no doubt that Interfacio’s expert-led global
approach has been effective. The award pays tribute to a period of
strong continuous growth in the company’s international business
and Interfacio is one of only 205 organisations nationally – and
one of just three recruitment businesses – to be recognised this
year. The Queen’s Awards themselves are recognised as the most
prestigious business awards in the UK.
"The award is something that is hopefully recognised by our clients
around the world as a real testament of our achievements, global
reach and capability. It's also a fabulous badge of honour for new
clients who might not even know about or have worked with us yet,”
Richard commented.
For Isabelle, the Queen’s Award is not just an achievement for
clients to recognise, but a moment to be proud of the work and the
creativity that has led to it. "There is a deep pride," she says. "We've

all contributed massively to this sustained growth and there is a
great sense of achievement. For me, personally, it's significant
because I'm French and though I've been living in the UK for
nearly 30 years, I'll always be French. That has not been easy, but
I married in the UK and made my career in the UK, and this is a
pinnacle that, in many ways, rewards and acknowledges
that journey.”

20 years and counting
Richard and Isabelle are rightly proud of Interfacio and its
success. The Queen's Award recognises the business’s recent
growth, but the company itself has experienced significant change
over the almost 20 years it has been recruiting people into roles
around the world. "A lot has changed since we first started,
particularly in recruitment itself," says Richard. "LinkedIn, which
didn’t exist in 2002, for example, has gone from being a slightly
niche networking tool to a central pillar in the recruiting mix.
Larger companies have invested in in-house recruitment teams,
and the words 'talent acquisition' are everywhere now. I think our
sustained growth reflects how we've tracked those changes and
have remained relevant and valuable.”
Acknowledging the company’s diverse network of clients, Isabelle
adds: "As well as our fantastic team, for this award we'd also like
to thank the businesses that have worked with us over the years
and recognise it as a partnership. We collaborate with the CEO
or CTO, with the head of HR, with the hiring manager, and with
administrators who often take care for the day-to-day interactions.
We're a voice at the table that's here to help and we have the
insight to think strategically about the right way through any hiring
challenge. That's the formula that seems to have worked so far.
Long may it continue!" n
www.theglobalrecruiter.com

SUMMIT 2021
We’d like to invite you to The Global Recruiter UK Summit,
Recruitment 4.0+, an event hosted by The Global Recruiter.
The recruitment industry was already preparing for a shift in the
way it did business, increasing technology and adapting to the new
demands of clients and candidates.

Meeting the new
digital challenge
Event Partners:

The past year and more has seen this process accelerate. Home
working, video interviewing, remote onboarding, cloud based
platforms and more have dominated the business world and had an
irreversible impact on finding, assessing and placing candidates.

Register now!
www.summit.theglobalrecruiter.com/register/
Conference Partners:

From future thinkers to current practitioners, the Global Recruiter’s UK Summit
2021 is the place to discover what’s new, what works, what will work in the
future and how to build your recruitment business for ongoing success.
The day will consist of keynote presentations and panel discussions. Attendees
will break throughout the day for refreshments and networking in an exclusive
area surrounded by a limited number of exhibitors.
We look forward to seeing you on 30 September 2021

Conference programme to be announced July 2021

#GRUKSummit

LONDON

30 September

Then came the pandemic.

The Global Recruiter’s UK Summit 2021 examines the recruitment industry now
and in the future. What changes are here to stay? What technology advances
have had the greatest impact? What practices will continue to evolve as the
industry and wider business community adjusts to the current ‘normal’
and looks to deliver a high quality, efficient service to all?

ETC. VENUES
8 FENCHURCH PLACE

THE RECRUITMENT
NETWORK

The Summit is *free of
charge to attend. Limited
space is available so early
registration is advised.

TM

For Exhibition and Sponsorship
enquiries, please contact:
Trevor Dorrell:
trevor@theglobalrecruiter.com
Tel: +44 (0)1923 723990

*If you are a supplier to the industry or R2R, there is a
£1500 fee to attend

Events: @GlblRecruiter
News: @globaleditor
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FIX OR FAIL
The umbrella industry is heading
towards extinction unless calls to end
malpractice are heeded says Dave
Chaplin, CEO, ContractorCalculator.

During the Third Reading of the Finance Bill in May 2021, we
witnessed attempts by Conservative MPs to curb or kill umbrellas
through some legislative amendments in conjunction with the Loan
Charge APPG. This followed on from the APPG’s revelatory report
into the contracting industry titled 'How Contracting Should Work',
which put the rife malpractice within the umbrella industry under the
microscope.
Indeed, conservative MP, David Davis, sent a very clear message to
the House of Commons when he said: “If we cannot clean up the wild
west, we should eradicate the wild west.”
I believe the industry is currently heading full speed towards
self-destruction and, with government proving to be ineffectual yet
again, the industry will face an abrupt end unless it quickly and
definitively stamps out the malpractice within the next 12 months.

Evasion to skim and scam
Malpractice in the sector is of course widely reported. It ranges from
blatant tax evasion to aggressive tax avoidance schemes through to
other immoral skimming practices. Most notably via the withholding
of workers’ holiday pay, as reported in March 2021 by BBC Radio 4’s
Moneybox programme.
Within recent memory, the mainstream press has predominantly
focused on ‘Mini Umbrella Companies’ that extract £4,000 per worker
using the Employment Allowance, which is estimated to cost the
Treasury over £1 billion in lost revenues per year.
It is a problem that is only getting bigger. According to a survey by Inni
Accounts, the use of umbrella companies has trebled since the
Off-Payroll reforms took effect in April 2021. This is at odds with a
survey conducted by IR35 Shield in January 2021, where only eight
per cent of contractors said they would be happy to use an umbrella.

It is now estimated, therefore, that around 200,000 contractors have
been given a Hobson’s choice of using an umbrella or not being
offered the work. When dealing with this volume, the amount of
money that is either skimmed or scammed registers in the billions.

Off-Payroll (IR35) has proliferated malpractice
Many cunning umbrellas also positioned themselves as the answer
to Off-Payroll and ignored the fundamental differences of how
employment taxes are treated between the old rules (Chapter 8,
ITEPA) and the new rules (Chapter 10, ITEPA), leading to unlawful
deductions of employment taxes.
While some firms have interpreted the transitions correctly, others
have not, and together with the withholding of holiday pay this has
created a lucrative space for litigation lawyers to help groups of
contractors reclaim money owed to them.
Along with the inevitable land grab by providers, many agencies
also saw this as a commercial opportunity and sold spots on
Preferred Suppliers Lists (PSLs), with six-figure monies allegedly
changing hands. Then there are other ongoing kickbacks for
introducing workers. If such deals are not conducted compliantly and
transparently, allegations of bribery could soon escalate.
The ironic aspect of all this was spelt out by Sir Iain Duncan Smith
during the Finance Bill debate, who said: “The problem is that the
worse the level of malpractice, the greater the rewards and kickbacks
for the agencies, reducing the revenue for the Treasury.”
Smith isn’t wrong. The road to the bottom of non-compliance is a self
perpetuating cycle where everyone turns a blind eye because they
are getting paid millions on the way down through ill-gotten gains. By
the time HMRC has eventually caught up with them, the money has
disappeared, along with the unscrupulous providers themselves.

Proof not promises
This year I fully expect to see thousands of letters being sent by
HMRC, not just to contractors but also to agencies, who have been
caught up in supply chains involving malpractice. I also believe it is
very likely that we’ll see inquiries based on the Criminal Finances Act
and Bribery Act. Simply because if the government does not exercise
its legislative powers to crack down this time, then this will only serve
to encourage the sector more.
There are, of course, calls for regulation which I support, but I don’t
think it will happen. Regulation is far from straightforward to set up,
takes years to implement and review and is costly. Not to mention
the fact that regulation without enforcement is meaningless – in the
same way that any industry charter or code is meaningless unless it
is properly and regularly audited by a third-party. We need proof, not
promises.
The government has a simple alternative – make agencies put
workers onto payroll. The longstanding arguments for using umbrellas
do not stack up for all workers, and many agencies use them to
circumvent regulatory obligations or to generate income as opposed to
having a payroll cost.
With government and the taxman both having limited resources, the
path of least resistance is obvious.

Putting of the inevitable
The industry must step up avoid the inevitable, and it must do so
urgently. One can only hope that is not too late already. It is common
knowledge that the market has always been unregulated and poorly
policed, and with non-compliance paying so generously, ethical
businesses find it hard to compete.

So, why would an industry that pays all the parties handsomely
suddenly decide to clean itself up? For what reason? Who is this
going to be driven by?
The answer lies with the hirers, who themselves can be held
financially responsible for not securing their supply chains. Let’s
take one example: if an umbrella decides to override a weak
‘inside IR35’ assessment and pays gross, which it can do in law,
then Chapter 10 is in play and it could be argued that the client
holds the tax risk. And they wouldn’t even know. This gives these
operators carte blanche to play fast and loose, with no financial
consequence.
Given regulation and enforcement is either unlikely or years
away, the immediate focus needs to be on full transparency for
clients combined with third party auditing of the money flows.
This is eminently achievable.

Do or die
HMRC has played cat-and-mouse games for 20 years and it
can no longer afford any more cats – yet it is the mice that are
multiplying. We’ve had ITEPA Chapter 7, Chapter 8, Chapter
9, and now Chapter 10 – all sticking plasters designed to stop
malpractice.
But if the supply chain cannot clean up its act, my guess is
that there won’t be another Chapter added to the Finance Act.
Instead, there will be an abrupt cancellation. n
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WEB WISE
Midlands recruiter launches innovative fast-track website
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0845 345 3300

Encore Personnel has launched
an innovative new website to
support job seekers in finding
their perfect role quickly, as
unemployment figures continue
to rise. The company, which has
just reported a record turnover
during its busiest year to date,
operates 22 managed services
sites and supplies more than
3,500 temporary staff per week to
businesses across the region.
This week it launches its brand
new website, optimised for easy,
swift access on mobile and tablets

and geared towards an enhanced
candidate experience – removing
the stress and hassle of a
long-winded application process.
Managing director at Encore,
Pete Taylor, said: “We’re delighted
to reveal our new website which
offers a refreshingly simple and
straight-forward candidate journey
from searching for the right role
right through to being offered
the job.
“We wanted all job-seekers
landing on our site to feel
engaged, excited and enthusiastic

from the first click,” he added,
“and encouraged to progress
through their job-seeking journey.
No hassle, no faff, and no hiccups
to slow down the process.”
As the country emerges from
the grip of the pandemic, Taylor
says it is now more than ever
that everything is done to support
customers to find the right people
to help their businesses thrive,
while simultaneously offering
candidates tailored opportunities
to fit their skill sets. “Many sectors
have evolved in the last 12

months with an unprecedented
reliance on technology, which
is why now is the perfect time
to launch our new, streamlined
website,” he said.
Encore, which has 10 branches
across the region, including its
head office in Leicester and
offices in Nottingham and Derby
city centres, employs more
than 200 staff and specialises
in warehousing, manufacturing,
logistics, driving and engineering
recruitment.
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AI PSYCHOMETRICS PUSH
Partnership with brand agency sees firm promote AI to recruitment.
AI recruitment firm, AssessFirst,
has teamed up with leading
Midlands based brand agency
Champions (UK) plc to accelerate
the introduction of advanced
psychometrics to UK companies
recruiting and managing
workforces. Founded in 2002
with more than 3,500 clients
worldwide, including Coca Cola
and Puma, AssessFirst say they
want to reinvent the way in which
companies and recruiters hire staff
in the UK.
Psychometric testing isn’t typically
associated with volume hiring
and is often reserved for use in
senior appointments with costly
recruitment processes. AssessFirst
leverages AI and predictive
technology within a scalable

software package to change this.
The appointment of Champions
(UK) plc is a key milestone as they
increase their market presence
across the UK. Champions’ team
of specialists will be working
alongside AssessFirst, assisting
and leading on public relations and
communications.
“We are delighted to have
AssessFirst on board,” said
Matthew Hayes, managing director
of Champions. “Their unique
and innovative approach to the
hiring process is something I
really admire, especially during a
time where corporations require
innovation and stability within the
hiring process.”
With many companies across the
UK now getting back to business,

HOSPITALITY
DEMAND
Limber introduce ‘Surge Pricing’ to meet
hospitality staffing crisis.
At a time when hospitality is
suffering its worst staffing crisis in
living memory, tech startup Limber
believes ‘surge pricing’ for staff
can help the industry get back on
its feet following Covid-19.
Limber, is an app which connects
staff wanting to pick up flexible
shifts in the hospitality industry
with venues looking to fill them. It
has introduced a feature allowing
workers to increase the hourly
rate they’re willing to work for.
The feature is especially popular
on Friday and Saturday evenings
when demand for staff is highest.

Limber’s founder, Chris
Sanderson, says: “Our users
are reporting Christmas-like
levels of demand, with around
half the staffing levels. Covid-19
restrictions have made hospitality
more labour intensive than ever
with requirements such as table
service, meeting and greeting,
etc a necessity. What should be a
period of welcomed profitability for
the industry after a tough year, is
becoming really challenging.
“In response to this we’ve
introduced our own version of
‘surge pricing’. Whenever the app

AssessFirst aims to be on hand for
those looking to hire, particularly
across retail, financial services,
recruitment and hospitality. Rather
than taking away the decision
making of businesses, the
company provides non-bias details
of candidates, including skillset,
suitability and probability of success.
This empowers businesses to make
detailed and informed choices that
are proven to improve the length of
time a candidate will stay in a role.
“This partnership comes at an
important time,” added Hayes. “As
the UK eases its way out of a third
national lockdown, recruitment will
soon begin to boom again.
“This technology helps to eliminate
any unpredictability and bias that
can come in the hiring process,

is busy, workers applying to shifts
can opt to increase the hourly rate
they’re willing to work for. Venues
have to pay a bit more but, in
the current climate, that might be
what it takes to keep the business
moving.”
According to data from the Office
for National Statistics, almost
half of all UK jobs lost over the
past year were in the hospitality
sector. In the 12 months to
March 2021 the total number of
paid employees in the country
fell by 813,000, with hospitality
businesses accounting for 43% of
the national total, losing 355,000
employees over the period.
Now those positions are open and
need filling again but staff aren’t
returning in the numbers hoped
for. The fear is that Covid-19 and
Brexit have caused hospitality to
lose that talent for good.
Chris continues: “The idea of
aggregation is really important to
us. If we can collect all the unfilled

instead focusing on candidates and
their capability to undertake and fulfil
a role effectively.”
David Bernard, CEO and founder
of AssessFirst said: “We are thrilled
to have partnered with Champions
(UK) plc. This partnership will allow
us to demonstrate the power and
benefits of utilising an AI assisted
psychometric testing system when
hiring new employees.
“We are committed to better, more
equitable recruitment, to talent
development, to identifying potential
in the workforce and to bringing
high quality psychometrics to the
general UK public. We believe that
Champions can help us to achieve
this message across the UK. We
can’t wait to see the results over the
coming months.”

Why mobile
offers a better
candidate
and recruiter
experience
Jason Martin, Strategy Director for
the Access Group, on the challenges
of managing a temporary workforce.
One of the most time-consuming tasks can be
contacting workers. Of course, this is essential, but
the time recruiters spend on calls or sending emails
can quickly add up, and ultimately, detract from more
valuable tasks.
Those complex roles such as allocating shifts,
distributing the necessary information and keeping
track of timesheets are just a few of the many
headaches faced by those recruiting for temporary
roles. Beyond the challenges of communication, it’s vital
that all information is stored in a secure, convenient
manner, avoiding those costly mix-ups.
Many recruiters rely on cumbersome or outdated
systems to manage their temporary workers.

shifts and match them with skilled
staff then we can make sure
no opportunity to earn goes to
waste. It’s vital to both support the
industry and help people get back
on their feet financially. There also
needs to be a focus on nurturing
young talent and strengthening the
pool of skilled hospitality workers it’s a fantastic industry to be a part
of but it’s facing a real crisis.”

Trying to organise the information of numerous
workers on excel documents or whiteboards make
mistakes all the more likely. With a more streamlined
process, however, your team’s time is freed up.
Whether you prefer to prioritise client relationships or
work on expanding business, with Access WorkView,
you can dedicate your resource to those tasks that
matter most. Access WorkView, an innovative workforce
management system, is modernising the process
of recruiting temporary workers.
Centring around a revolutionary new app, Access
WorkView provides an alternative to communicating
through traditional, time-consuming channels.
The app can be used on both mobile and desktop.
Access WorkView allows candidates to input their
availability, track the hours they’ve worked and search
for new jobs. When an appropriate role arises, workers
can be alerted. By using the app, candidates can
respond quickly, whether they’re at home or on the
go, creating a seamless communication channel. The
solution also integrates with Maps, so recruiters don’t
need to worry about helping workers navigate to an
unfamiliar location, and when they arrive for a shift,
they can digitally ‘clock in’ by scanning a QR code, or
can fill out a timesheet during their commute. As well
as helping with work allocation, workers can input and
update information such as payment details, taking the
administrative strain away from consultants.
It’s not only beneficial to candidates but clients too.
With a more intuitive system, their bookings can be
filled more quickly and efficiently. A digitised system
also leaves less space for human error, so issues can be
minimised. With a better working experience, candidate
retention can be improved, so when you find great
talent, clients can benefit from it for longer. Access
WorkView can be styled to represent your brand,
incorporating logos to provide a reconcilable candidate
experience. The app integrates with Access CRM and
Access Pay & Bill, improving efficiency across platforms.
Access WorkView provides a more effective
alternative that improves the experience for candidates,
clients and recruiters alike. A solution to the daily
logistical challenges of temporary recruitment,
WorkView reduces the valuable time that this can
take from consultants. With a more efficient system,
recruiters can focus on other priority tasks, such as
business growth.

Access WorkView allows candidates to
input their availability, track the hours
they’ve worked and search for new jobs.

To learn more about how Access
Recruitment can help your business
visit www.theaccessgroup.com/
/recruitment or call 0845 345 3300

A CLICK
TOO FAR
Barry O’Donnell, chief operating officer,
managed IT service provider TSG, outlines
four cybersecurity mistakes made in
remote working.

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

For many businesses, remote working has become a normal practice.
Working away from the office had been on the rise for the past few
years, but many organisations were pushed to begin embracing it
from March 2020. Since then, businesses have solved teething issues
like remote collaboration and a lack of equipment. But what about the
security implications?
Remote working brings with it a new set of cybersecurity challenges.
We already know that your employees are your weakest link when
it comes to IT security, a study by IBM found 95 per cent of security
breaches begin with a human error. Cybersecurity education is
therefore vital to ensure that your remote working policies are
followed closely.
This education begins with ensuring your workforce does not make
some of these commonly made mistakes.

3. Employees aren’t installing vital security
updates

1. Switching between personal and work devices

4. Employees haven’t enabled multi-factor
authentication (MFA)

Remote working can blur the lines between business and personal
life. That means employees could slip into bad cybersecurity habits
– for example, using work devices for personal tasks and vice versa.
A survey by IBM found that over half of remote workers use a
personal device to carry out their work. Business data is more likely
to be compromised on a personal device, especially if people external
to the business are using it. Employees won’t have business-grade
security solutions installed on their personal devices and, with no
IT supervision, they may have unknowingly installed malware or
bloatware.
Equipping your employees with up-to-date technology will
mitigate this risk. But if that's not possible, there are other options.
Implementing cloud-based solutions for communication and file
storage can ensure they're protected. Data-loss prevention tools will
also add a layer of security to their personal devices.

2. Clicking on dangerous links

“Cybersecurity should
always be a high
priority for businesses,
but it takes precedence
for organisations with
a high percentage of
remote workers.”

This isn’t a risk only associated with home working, but it’s
amplified in this setting. Phishing emails in the UK increased by an
eye-watering 667 per cent in the early stages of the pandemic. The
analysis recorded 1,188 phishing emails in February, rising steeply to
9,116 in March.
Cybercriminals are also taking advantage of the pandemic itself. The
study found that two per cent of phishing emails were COVID-themed,
capitalising on widespread fears about the virus. Some scam emails
are impersonating the World Health Organisation (WHO), leading it to
issue guidance on spotting fake emails.
Education is vital to avoiding falling victim to an email-borne
cyber-attack. By empowering your employees to spot the signs of a
suspicious email, file, or link, you’re strengthening your first line of
defence. You can educate your staff in many ways, from mandatory
training courses to tools which simulate phishing attacks. One of the
best methods is to tap into the expertise of a managed IT services
provider; it's their job to hire the best cybersecurity professionals.
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It’s easy to fall into bad cybersecurity habits without the watchful
eyes of your IT team. That’s certainly the case for 20 per cent of
remote workers who are not regularly installing updates for the
tools that enable them to work from home, such as Zoom.
Many people see software updates as a nuisance. That's why
education is again vital to helping your people understand their
importance. But having a back-up plan is important, too. There are
tools you can use to force your users to update their devices within
a certain timeframe.
Education will also help your people to understand why they should
install updates on their mobile phones.

A strong cybersecurity defence includes strong password policies
– however, this can often be overlooked or even put aside for most
employees as something ‘to do later’. Sometimes their passwords
might also not be strong enough to fight against cyber hackers.
With that being said, the risk of passwords being compromised can be
mitigated by including the use of multi-factor authentication (MFA).
MFA is the process of employees providing multiple forms of verification
to prove their identity before logging into secure business systems. This
simply means that when an employee attempts to log in, it can ping
an approval request to their mobile phone. It also then considers other
forms of user identification such as biometrics.
An MFA system can even be set up to require authentication repeatedly
on a cycle to safeguard business systems in the event a remote
employee leaves their machines unattended for a period of time.
In the event there is suspicious activity, such as an employee
receiving an approval request despite not logging into their account,
they can send this to your IT team to investigate and stop potential
hackers in their tracks.

Utilise remote working safely
Remote working has a lot of benefits, including increased productivity,
improved employee mental health, and reduced costs in office space.
But the challenges should not be underestimated. At TSG we’ve
identified the most common security threats for remote employees,
so businesses aren’t punished for keeping their employees safe
and productive. The fixes we’ve recommended aren’t costly or
time-intensive, so organisations will be able to make their remote
workforce secure in no time.
Cybersecurity should always be a high priority for businesses, but it
takes precedence for organisations with a high percentage of remote
workers. By putting these measures in place, you can rest assured
that your remote workforce won't compromise the security of
your business. n

www.theglobalrecruiter.com

ANALYSIS 33

GOING FOR IT
Rhys Jones, managing director, Davidson Gray asks if now is the right
time to start up a recruitment business.

Many column inches have been written about the struggles of
the recruitment industry over the Covid-19 pandemic. But, as the
vaccination programme continues at pace, there is much to be
optimistic about as the UK economy starts to pick up.
People frequently ask me if it’s the wrong time to open a new
recruitment business, given the backdrop of the coronavirus pandemic.
The answer depends a lot on the market. Clearly, for most of last year,
it would be tough for a recruitment start-up. However, right now, I’ve
never known a better time to set up a recruitment business.
The economy has really taken off in the second quarter of this year,
and I see it continuing to accelerate for the rest of 2021 so it should be
a fabulous year ahead for recruiters. With a significant increase in roles,
and the number of the recruiters employed in the UK significantly down
compared to the start of 2020, the number of clients hiring per recruiter
will sky rocket. This makes it the best possible time to launch a new
recruitment business to capitalise in these unique times.

Economic timing
The economy seems to be recovering much quicker than expected.
This rapid growth has already brought a considerable rise in new

vacancies as companies look to restart stalled projects, staff-up again
and release some much-needed spending.
With increasing optimism around the UK’s vaccine roll-out, there is
every reason to believe that these booming economic conditions will
continue for the rest of this year and probably into Q1 of 2022. In
addition to the domestic scene, many international markets are also
entering periods of growth – perfect for any recruitment start-up with an
international focus. The US economy, in particular, has seen a huge lift
over the past few months.
One of the most critical things for any start-up is bringing money
into the business as soon as possible. Recruitment is often at the
pointy end of any economic changes, so it’s especially crucial for new
recruitment businesses to make the most of periods of growth.
In a growing economy (even one recovering from a historic fall), there
will be lots of opportunities for the ambitious start-up to make money
and make it quickly.
It really is a case of ‘make hay while the sun shines.’ If you have an
effective business plan and marketing strategy behind you, you can
use this cash to build a rock-solid business foundation with a platform
for future growth. In my ten years of launching new recruitment
businesses, there has never been a better time to start up than now.

Building on upcoming growth

Avoid getting complacent

As with any economic boom, there will come a time when things
start to plateau. I’m convinced that we will continue to see
extremely high growth into the first quarter of next year, but then I
see the growth slow from thereon. If you have set up in the boom
of 2021, you need to be aware making money won’t always be as
easy as it was in this high growth phase. Things will start to slow.
After making money quickly during the growth period, you need to
ensure you make the most of this solid cash base you have built.
Here is my advice on how to avoid coming a cropper when the
easy money tails off.
There is an old saying in recruitment that goes, ‘placements are
vanity, invoices are sanity, but cash is king’ – and it’s true! Getting
an early understanding of your cash flow is essential to the
long-term health of your business. Simply put, one of the main
reasons recruitment businesses fail is that they run out of cash.
Cash flow is more than just understanding what cash you need
to bring in to cover initial start-up costs; you also need to plan for
those rainy days. I recommend that any new recruitment start-up
works out the average running costs based on their last three
months of trading and keeps at least one or two month’s running
costs in the bank.
In addition to cash reserves, you also need to consider your tax
liabilities. Your first tax bills won’t be due until your second year
of operations. As you will have been used to having tax deducted
from your salary, you will need to prepare for when these bills
come. Fail to do this, and you could find yourself in real difficulties
when your first corporation and personal tax bills land.
As a very rough guide, account for 20% of the money you take out
of the business to be required for your personal tax bill and about
the same for your corporation tax bill. As you can see, if you aren’t
aware you need to keep 40% of the money you take to one side to
pay for these bills, you may not make it through the second year
of trading!

While it may sound counter-intuitive, having a flying start can actually have
negative long term effects on a start-up business. If you enjoy early success,
you can find yourself slipping into a mindset that things will always be this easy.
This risks complacency and overconfidence and even a feeling of business
immortality. Once in this mindset, it can be easy to overlook the everyday tasks
that will sustain your business long term and have an adverse effect on your
attitude to business risk and cash flow management.
Getting complacent can lead to you ‘winging it’ and dealing with issues as and
when they arise, rather than adequately preparing and accounting for them
in your cash flow. While a recruitment start-up doesn’t require huge capital
outlays (like stock or machinery), there are still things that you will need to
pay specialists to handle, e.g. accounts, and ongoing costs like job adverts,
Linkedin licences etc.
Winging it can also stop you from doing those small everyday things, like
keeping your database up to date, as you are enjoying success without it.
Failing to prepare not only throws off your cash flow planning, it can get you into
bad recruitment habits and eat up a lot of your valuable time further down the
road when the issues arise from sloppy practices.
For any start-up or small recruitment business, your time is better spent doing
what you do best – billing and bringing more cash into your business, not
problem solving when these issues come to a head.
There are more common recruitment start-up mistakes, on my blog on the
Davidson Gray website.

Cautious optimism
With those notes of caution in mind it’s an excellent time to set up a recruitment
business. With a rapidly accelerating economy and an optimistic outlook for
sustained growth for the rest of the year, there will be many opportunities to
quickly make a lot of money.
Just make sure to use that solid cash base to build off, both now and when the
boom levels out next year. Preparing for the future and getting a grip on your
cash flow will give you a strong, stable business for many years to come. n
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SUPPORTING
RECRUITS
Tray Durrant, executive director at Bain and Gray reviews the company’s
marketplace covering support roles from receptionists to chiefs of staff.
It’s no secret that a diverse workforce helps create a successful
business – so why are so many organisations in the UK not gender
diverse? A government-backed review found that there is ‘little
sign of change’ in the underrepresentation of women in senior
roles in business.
Companies that promote a positive culture attract and retain the top
talent in the job market. By promoting inclusive policies, there will be
many benefits beyond attracting top talent from a diverse candidate
pool. This includes eliminating offensive and close-minded decision
making, providing a fresh perspective on something that everyone
else is looking at in the same way, providing a better platform for
innovation and creativity, and an improved customer experience.
Employees must feel comfortable reaching their potential, which
should be supported by diverse and inclusive policies. Sadly, not all
companies do that. Jaguar faced an employment tribunal following a
gender fluid employee receiving abuse and a lack of support at work.
Although the Equality Act 2010 was introduced to set a minimum
standard, a genuine diversity policy goes beyond legal compliance
and adds true value to a company while driving workforce wellbeing.
Research has found that organisations that lead the way on gender
inclusivity also lead on performance and profitability in comparison to
their competitors.
In 2019, the share of women on the boards of big UK companies
reached an all-time high of 30 per cent. Although it is positive to see
that progress and record numbers are being achieved, there is still a
long way to go before there is gender equality, both on the board and
in the workforce.

Recruiting inclusivity
The statistics for women at board level in recruitment firms is a
disappointing one. According to research conducted in 2020, around
a third of recruitment firms have less than five per cent female
leaders at board level, despite over two-thirds having over half of their
employees being female.
Director of Women in Recruitment Julie Selby commented:
“Increasing female representation at board level, and throughout
the company, is not only the ‘right’ thing to do, but it also makes

complete business sense. It creates teams that have greater diversity
in thought, which can allow targets to be reached with creativity and
more efficiency.
“However, despite numerous studies showing the correlation between
companies with a larger proportion of female directors and better
business outcomes, figures show that many of the UK’s top firms are
nowhere near the Hampton-Alexander Review’s target of a third of
board-level and leadership positions to be filled by women.”
The recruitment industry has a responsibility to set an example to the
companies they work with by hiring and promoting a diverse selection
of employees. How can companies trust recruitment firms that are
monotonous in their candidates?

Accounting for the low numbers
The Big Four accounting firms are the largest companies in the
accounting industry which have innovated the way we invest and how
we work. The Telegraph reported shocking diversity statistics – with
only 11 black partners of around 3,000 in total. It’s important we look
at gender statistics, too.
61.3 per cent of all accountants and auditors are women. This is up
from 39 per cent in 1983, which at that time was considered a large
statistic. While this is brilliant, only nine of the 3,000 partners are
women. Almost every lead auditor of these companies appears to be
a white man.
Rachel Reeves, chair of the House of Commons business committee,
commented: “If the audit industry thinks it is delivering the highest
possible standards when it is missing out on the talents of half the
population, then it needs to think again.”
PwC had the highest number of audits of FTSE 100 companies,
although none that were audited were led by women or people of
colour. The underrepresentation of women in these senior roles
has been a key driver of the gender pay gap. The accounting firm
revealed the median gap between men and women workers was 18
per cent. While white men dominate leading roles, there is only so
far a business can go before it plateaus due to a lack of diversity and
different ways of thinking.

Women in tech
The state of women in tech is a sad affair. Despite global conversations
about gender diversity in tech, women are still underrepresented,
underpaid, and often discriminated against. For the tech industry to
truly flourish, diversity and inclusivity is crucial so that innovative and
creative products and services can be designed, taking everyone in
society into consideration and not only one domineering demographic.
For example, Fitbit’s period tracker feature was incorrect, only allowing
women to log their menstrual cycle if it lasted for 10 days or less. If
more women were involved in the design, this catastrophic mistake
wouldn’t have happened and alienated many of its customers. Despite
this, women remain widely underrepresented in tech.
In the UK, female employees account for 19 per cent of the tech
workforce. This figure is even smaller for black and Hispanic women
at three per cent and Asian women make up just five per cent. There
is less inspiration for women looking to pursue tech careers. This is
driven by a shockingly low number of role models talked about in the
media, combined with ceilings placed over women when they’re either
trying to enter the industry or progress. Others point to the lack of
girls taking STEM subjects in school and higher education due to the
social bias that encourages boys to choose these subjects.

Diversify the board
The culture of promotion which enables the exclusion of
qualified female candidates could be a reason why women are
underrepresented. These candidates may not be part of the social
networks that board members and chief executive officers use when
considering a candidate. Board members typically play it safe and hire
or promote similar candidates. As there are significantly fewer females
in senior roles initially, the same white male professionals are picked
over and over. If executives improve their recruitment methods and
increase the pool of potential candidates by seeking diverse workers,
they will better utilise the talent pool.
Implementing legislation that requires companies to appoint a
minimum number of executives with different attributes can help

tackle this issue. This has been successfully used in Norway since
2008 to improve gender diversity in the boardroom, with at least
40 per cent of directorship positions required to be filled by women.
Spain and France are also looking at introducing similar mandatory
requirements for gender diversity, which is something the UK could
look at.

Diversity training
It’s important to remember that sexism and misogyny in the workplace
must also be combatted to create a safe and inclusive environment.
Sexism isn’t always overt with blatant remarks and aggression. It can
be covert and displayed through microaggressions and prejudice.
This can be just as damaging for women in the workplace, who may
feel uncomfortable raising the issue. Addressing the way people
think can be done through inclusivity and diversity training at work so
colleagues know what isn’t acceptable and how their behaviours and
words can actually be offensive. People need to be called out on their
biases and learn to become better. In the 21st century, there is no
excuse for covert sexism and microaggressions.
Creating targeted training for emerging leaders who could potentially
serve as directors in the future could help those with the potential
to grow and progress for roles in the future. This makes them feel
involved, rather than being ignored and feeling forced to move jobs to
seek better opportunities. Although there has been some progression
over the decades, there is a long way to go and the conversation isn’t
ready to end yet. With pressure from the public and workforce, things
could change.
It’s important for industries to learn to be inclusive, not just to
generate more profit but to encourage others to follow suit in helping
create a new normal in the world of work. Business will stagnate
when everyone thinks the same way and is limited by their own
experiences. Employing workers from a diverse background and
demographic will add new perspectives – an invaluable resource for
companies. Sectors should take a look at what the Top 50 Inclusive
Companies are doing to adopt a culture of inclusivity and diversity. n
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