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monitoring

1. observe and check the progress or quality of (something) over a period of time; 
keep under systematic review.

verb

2. more game-changing innovation in the IR35 space.

With vacancies hitting a record high this month, the recruitment industry has no time to 
catch its breath before plunging into the next phase of post-pandemic recovery. Few 
sectors are not crying out for talent and with seasonal demand on the not too distant 
horizon, the challenge to find good candidates for needy employers will increase.
While opportunities are rife, this is no time to cut corners or lower standards. If 
the recruitment industry is to continue to prove its worth it must always innovate 
and provide a high quality service which impresses its clients and goes the extra 
mile to ensure those companies can meet their own challenges. The pandemic 
has demonstrated the resilience of the staffing and recruitment industry, but it has 
also emphasised its importance in delivering what would otherwise be impossible 
– solutions which navigate challenging compliance, scare resources and rapidly 
evolving demand.
The Global Recruiter’s UK Summit, Recruitment 4.0+ will reflect and explore some of 
these themes, identifying the rapid change in and use of technology that has occurred 
throughout the industry. Held in London at the end of September, it will be a great 
opportunity to meet industry colleagues, hear from experts and specialists and ensure 
your business is ready for what comes next. Register for your free place today.

https://www.ir35shield.co.uk


A THIRD TO RETURN 
No ‘one size fits all’ for return to work support.
Research from HR support firm 
Ellis Whittam has found employers 
remain divided on their expectations 
for staff to return to the office. The 
company says 33 per cent expect 
their employees that previously 
worked full time in the workplace to 
return every day post-pandemic. At 
the same time, only 14 per cent will 
offer complete flexibility. 
The research, conducted with 448 
organisations by the employment 
law and HR support firm also 
identified that most businesses 
adopting a hybrid model expect 
employees to work from home an 
average of two days per week. 
Tuesday, closely followed by 
Wednesday, is identified as the day 
most people want to come into the 
workplace. However, 33 per cent of 
employers who are planning hybrid 
working haven't consulted their staff 
to find out when they would prefer 
to come in. 
When asked what they foresee 
as the biggest business disruptor 
over the next few months, absence 
(for example, from employees 
contracting COVID, post-travel 
quarantine and other forms of 
self-isolation) is the greatest 
worry, concerning 37 per cent of 

employers. More than a quarter 
(27 per cent) are currently most 
concerned about planning a return 
to the workplace which keeps 
everyone happy. However, very few 
employers (just four per cent) are 
worried about employee disputes 
– for example, addressing safety 
concerns, refusals to work, or 
refusals to continue to follow COVID 
safety measures. 
“Our findings prove the post-
pandemic world of work will be far 
from one size fits all,” said James 
Tamm, director of legal services 
at Ellis Whittam. “The disparity 
between fully office-based and 
hybrid working policies will create 
very different company cultures and 
operational challenges. While it’s 
too early for most to say what form 
of working is their best long-term 
bet, employers must at this point 
ensure regular dialogue with their 
employees. Engaging your teams 
in your planning process will help 
to ensure potential issues and 
grievances are identified early on.” 
When it comes to whether 
employers will implement 
productivity measurements to 
understand performance at 
home versus performance in 

the workplace, it’s a story of two 
halves. 50 per cent of employers 
don't feel they need to measure 
productivity, demonstrating they are 
less concerned about where people 
work from. 
The research also found that around 
a third (31 per cent) of businesses 
that are planning on bringing staff 
back into the workplace are still 
working this out. In contrast, 29 per 
cent of businesses said everyone is 
already back. Just 10 per cent said 
they won't be bringing all staff back 
into the workplace in any capacity. 
James Tamm added: “Despite 
the lifting of restrictions, we still 
live and work with the risk and 
uncertainty posed by COVID-19. 
What employers can do is prepare 
their workforce for the ways of 
working expected to best suit their 
organisation going forward. All 
businesses considering making 
hybrid working part of their normal 
working pattern must act now.” 
James’s top five tips to ensure 
the smooth introduction of hybrid 
working are:
1. Document any contract changes 
and be specific how often you 
expect your employee(s) to attend 
the office.

2. Check your policies are 
fit for purpose – for example 
absence, appraisal, disciplinary or 
performance management policies.
3. Review confidentiality and data 
protection – revisit your data policy 
and consider doing a data impact 
assessment for hybrid working.
4. Consider implementing a trial 
period if you are not sure how 
successful the arrangement will be. 
The Flexible Working Procedure 
requires an employer to tell 
employees their decision within 
three months.
5. Seek agreement before 
introducing a company-wide 
approach and remember that your 
decisions mustn’t discriminate, for 
example toward female employees 
who request hybrid working 
because they are primary carers for 
their children or elderly parents. If 
you want to impose hybrid working 
via a contractual change, you will 
likely need to seek agreement 
with your employees. For many 
organisations, hybrid working is a 
largely untested area, and there 
are many practical, legal and HR 
implications to consider, so take 
legal advice where needed.
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Artificial intelligence 
and recruitment.

James Page, 
Product Manager, 
CloudCall.

In this article I cover the state of Artificial 
Intelligence (AI) in the field of recruitment, 
in particular the use of technologies such as 
data analytics, workflow automation and 
speech technology. I look at how these can 
be used to make life easier for agents and to 
help with nurturing new leads. 

As the world begins to emerge from lockdown and home 
working, it’s worth taking some time to see how things are 
changing for recruitment agencies in this new way of working. 
Organisations are looking at different ways of keeping their 
employees and customers engaged, and they are seeking to 
energise and streamline interactions between them. 

So, what are the main challenges and the trends that 
can help with those? And how are solutions like CloudCall 
positioned to enable this?

The shift to home working and use of business 
communications tools like Microsoft Teams has meant that 
some information may actually be less accessible for some 
organisations (for instance video chats that are not held as 
part of automated call recordings). 

This has an impact on training and monitoring, although the 
potential is there for these new channels to provide richer 
analytics, and to support new ways of working. 

CloudCall, sitting between the customer communications 
interface and the CRM, is in a unique position to make 
sense out of the information flowing between these different 
business tools.

We’ve seen a huge growth in the ability of AI to chew on large 
datasets and extract meaningful insights from it. According 
to a recent survey by PEGA, 36% of Customer Experience (CX) 
practitioners are focusing on using machine learning to scale 
their predictive analytics. 

The first challenge we have is to make sure that the 
information that is available is securely stored and made 
accessible for analytics. Then we can look at adding data 
from other sources that may not have been easy to process 
in the past (for example audio and video). 

We also need to make sure that the inferences drawn from 
any machine learning techniques are relevant as well as 
being unbiased. 

The field of Explainable AI (XAI) attempts to understand 
why an AI model arrives at a given result or prediction. It’s 
a relatively new area of study, but is becoming increasingly 
important as AI affects more of our day-to-day lives.

People want to understand why and how a machine decision 

has been arrived at, so we need to be able to back up our 
answers to these questions.

Here at CloudCall, we are engaged in an ongoing initiative 
to allow our customers easier access to their own data, so 
they can improve their processes and performance, and 
ultimately deliver a better experience for their customers and 
employees. 

Agents can focus on having in-depth conversations with 
candidates, allowing a machine-based agent to attend to the 
mundane tasks of note taking and call summarisation. 

Automatic Speech Recognition (ASR) is a technology that 
has now advanced enough to produce near-human level 
transcripts. Bringing these transcripts back to the CRM to be 
stored within the candidate record then allows information to 
be kept up to date and shared with co-workers. 

For instance, imagine if it was possible to run diagnostics on 
voice and video calls to allow agents and their supervisors 
to better understand how the call is progressing. This type of 
automatic sentiment analysis can be used to help with staff 
training and to improve customer satisfaction. 

Recruiters sometimes help a candidate prepare for a job 
interview by offering coaching. Again, these sessions can 
be recorded to help with training. Insights from many such 
interviews can be consolidated and summarised by using a 
combination of ASR and Natural Language Processing (NLP). 

It’s all about giving the agent better insights into what 
works and what doesn’t, when talking with candidates.

The whole candidate journey from initial contact, through 
interviews and job placement can be monitored, with 
reminders and updates being delivered to the candidate to 
keep them informed and motivated through the process. 

As the job market starts to pick up, those recruiters who can 
positively engage with the best candidates will be the ones 
that differentiate themselves and be able to place candidates 
in the right role for them.

We’re looking at using a variety of messaging channels 
to make it easy for recruiters to source candidates, move 
applicants through the recruitment process, and keep 
employers updated. 

Text messaging for recruiters has a 98% open rate and 
can reach many candidates simultaneously. Automated 
workflows, including scheduled outreach messages, 
campaigns and automatic replies can be used to engage 
contacts and reactivate dormant ones.

It is an exciting time to be involved in this field and in the 
future, I plan to go into more depth into how CloudCall works 
with messaging protocols to drive recruitment workflows.

cloudcall.com

Leading property & built 
environment recruitment specialist 
PRS has launched a new division 
to provide skilled permanent, 
interim and contract professionals 
into the global energy sector. PRS 
Energy, which also offers bespoke 
crewing and payroll management 
solutions, will be led by industry 
specialist Michelle Morrison who 
has placed professionals in the 
energy sector since 2001.
PRS executive director, Richard 
Snarey, said: “There are natural 
synergies between the energy and 

built environment sectors, both in 
terms of the talent required and 
the transition from traditional to 
renewable, which is further driving 
the skill-sets needed to meet 
industry needs and goals.
“We’re thrilled to have Michelle 
lead PRS Energy,” he added. "A 
true specialist in her field, Michelle 
possesses in-depth knowledge of 
the oil, gas and renewables talent 
market and has established strong 
partnerships with world-leading 
organisations. Such invaluable 
insight, coupled with the global 

and diverse nature of our talent 
pool, enables PRS Energy to 
match the very best personnel with 
each client’s specific criteria and 
location requirements.” 
PRS Energy will place skilled 
professionals in four key areas of 
energy: oil, subsea, subsurface, 
and wind.
Earlier this year, PRS launched its 
US division, dedicated to providing 
staffing services in the public and 
private building services sectors 
across Houston, Dallas, Austin, 
and San Antonio.

Property & built environment recruiter 
launches global energy division

https://go.cloudcall.com/ai-recruitment
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HOLDING ON 

Organisations must direct 
resources towards engaging 
non-permanent workers – or 
risk losing valuable skills in a 
talent-scarce market. That is 
according to global leader in 
talent acquisition and managed 
workforce solutions, Guidant 
Global. 
The warning comes as a greater 
number of professionals choose 
to work outside of traditional 
PAYE arrangements. Recent 
figures indicate that around 14 per 
cent of UK workers are now self-
employed and Companies House 
data shows that, during 2020 to 
2021, new company registrations 
increased by 21 per cent. 
Furthermore, acute talent scarcity 

has created a market in which 
candidates have more choice 
than ever before about where 
they deploy their sought-after 
skills. Organisations in a wide 
variety of sectors have found 
themselves in a tough competition 
for talent, with previously effective 
attraction strategies no longer 
enough to secure – and retain – 
the top contingent talent. 
Guidant Global advises that 
strategies used to engage and 
retain this growing segment of 
this workforce should include: 
effective onboarding, inclusion in 
team meetings, and keeping lines 
of communication open post-
project so that talent may be open 
to retuning at short notice in the 

Retention of contingent workers vital in talent-scarce market.

future. 
“The age when non-permanent 
workers were viewed as an 
expendable or replaceable 
commodity are now well and truly 
over,” said Simon Blockley, CEO 
of Guidant Global. “Today, HR 
strategists realise that temporary 
workers are an important part 
of their organisation’s long-term 
talent strategy – and retaining 
in-demand skills in a talent-scarce 
market is crucial.      
“The UK’s contingent workforce 
is growing rapidly,” he added. 
“Trends that were already evident 
in 2019 have accelerated, and 
advanced workforce plans now 
typically include gig workers, 
independent contractors, 

freelancers, and project-based 
workers as well as permanent 
staff.
Blockley says companies 
must actively engage with 
individuals if they want them 
to continue working. “While 
retention strategies may differ 
slightly from those applied to full 
time employees, the principles 
remain the same,” he says. 
“Their experience should be 
one of support, openness and 
transparency. Businesses that 
ignore this important segment 
of the workforce risk losing 
access to valuable skills, while 
simultaneously wasting resources 
in an effort to repeatedly refill the 
same posts.”
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LIFE SCIENCE 
EXPANSION

6 NEWS

Specialist life science recruitment 
firm RBW Consulting has opened 
a new San Diego office to lead 
its West Coast expansion. The 
move follows increasing demand 
in the San Diego life science 
market, which pulls in nearly 70 
per cent of the city’s funding, and 
encapsulates the third largest 
biotech hub in the US.   
Spearheaded by RBW co-founder 
Nick Rapley and director Sam 
Murphy, the office will launch with 
an initial team of four. In line with 
RBW’s ambitious growth plans, 
the company plans to expand to 
a headcount of six immediately, 
eight by the end of 2021, and 15 
by the end of 2022.   
With a growing industry focus on 
both remote and cross-country 
recruitment, RBW is making the 
move to support clients’ rapid 
growth across the US. The San 
Diego team will connect the 
company with life science hubs 
along the West Coast, as well as a 
wider pool of talent.   
The expansion comes four years 
after RBW’s first US office opened 
in Boston, and just over a year 
after its expansion into North 
Carolina. RBW’s agile, client-

PAY STABILISES
Data from pay settlements shows a more settle remuneration.

While ONS figures have seen 
starting salaries rise, data from 
XpertHR has found that the median 
basic pay award between May 
and July 2021 is worth 2 per cent, 
unchanged on the figure seen in 
each of the three previous rolling 
quarters. The specialists say this is 
a welcome stabilisation on pay after 
the median pay award fell to nil in the 
same period a year ago. 
In the 12 months to the end of July 
2021, the median pay award in the 
public sector sits at 2 per cent, with 
the interquartile range between 1.2 
per cent and 3 per cent. Over the 
same period, pay awards in the 
private sector are worth 1.5 per cent 
at the median, with the middle half 
of awards falling between nil and 
2 per cent. The whole economy 
median over the year to the end of 
July 2021 is also 1.5 per cent. That 
said, the value of pay awards in the 
public sector has fallen to 2 per cent 
in recent months, having been static 
at 2.5 per cent for the past couple of 
years. 
Notably, in the services sector – 
which includes both public and 

private-sector services – the median 
in the three months to the end of July 
2021 is 2 per cent, with almost two 
thirds (63 per cent) of pay awards 
worth this much or more. This is 
the highest median pay award in 
the sector recorded by XpertHR 
since last November, though the 
sector also saw the only pay freezes 
recorded in this latest data. The 
interquartile range extends from 1.5 
per cent to 2.7 per cent.
Based on details of 36 pay 
settlements effective between 1 May 
and 31 July 2021, covering more 
than 687,000 employees, XpertHR 
also found:
• Half of pay awards are higher. 

In a matched sample of 28 pay 
deals (both basic and performance 
based), 54 per cent are higher 
than the same employee group 
received the previous year, while 
a quarter (25 per cent) are lower. 
More than one in five (21 per cent) 
are set at the same value as the 
previous year. Conversely, in the 
same period in 2020, more than 
half (61 per cent) were lower and 
only around one in six (18 per 
cent) were higher.

• Pay freezes becoming less 
common. Pay freezes account 
for a relatively small number of 
pay deals in our current three-
month sample, with just two 
settlements recorded at nil. In the 
same period last year, pay freezes 
accounted for more than half (51 
per cent) of the total sample of pay 
settlements. 

“2020 marked the worst year 
for pay awards since 2010, so it 
is welcoming to have seen pay 
deals rising and now stabilising,” 
said Sheila Attwood, XpertHR pay 
and benefits editor. “It is likely that 
awards will remain at this level as 
employers are still regrouping and 
looking to strike the balance between 
recruitment and wider reward 
package costs.
“Despite movements to end 
restrictions and a move towards a 
‘return to normal’, best reflected in 
the two percentage points increase 
in private sector median pay awards 
over the past year, uncertainty still 
remains,” she said.
 

STAYING SAFE 
70 per cent of UK professionals feel 
isolation rules should stay in place.

As the ‘pingdemic’ draws to a 
close and as further isolation rules 
change in England CV-Library has 
found that 70 per cent of the 2,000 
employees they surveyed want 
isolation rules to stay in place. The 
findings tie-in with the way that 
some businesses have requested 
people to continue wearing masks, 
even though official guidance has 
changed here too. Almost three 
quarters of respondents feel that 
businesses should continue with 
isolation rules.
A resounding 82 per cent also said 
that, despite the continued number 
of COVID–19 cases and the chaos 
of the ‘pingdemic’ in recent weeks, 
they do feel comfortable in the 
workplace at present.
Lee Biggins, founder and CEO of 

CV-Library commented: “Along 
with safety, staff well-being is a 
top priority for UK businesses 
and to know such a large majority 
of professionals feel safe in the 
workplace is great news and hugely 
reassuring.
“These are unprecedented times 
and there is no rule book, but the 
choices business owners make 
after the 16th of August will have 
significant and wider repercussions,” 
he noted. “We all know from 
experience that feeling comfortable 
in the workplace is paramount and 
businesses need to listen to their 
staff. After all, with job postings at 
record levels and staff shortages 
in many sectors, candidates are 
in a strong position with plenty of 
alternative choices.”

centric model has allowed it to 
maintain growth throughout the 
pandemic. The company has 
created a stable business model 
based on long-term strategic 
partnerships. This in turn means 
that RBW can offer flexibility 
and personalised recruitment 
strategies to its clients.   
Nick Rapley, co-founder and 
president at RBW Consulting, 
said: “RBW’s expansion to the 
West Coast is evidence that our 
business model is being hugely 
well received by the market. Our 
whole team is incredibly proud of 
what we’ve built, and even more 
so of the people who have helped 
us build it.  
“By operating as partners, 
consultants and strategic advisors 
instead of just recruiters, we can 
provide much closer support to 
our clients on both coasts than we 
could previously,” he continued. 
“New ground like this gives us the 
opportunity to build an expanded 
team of passionate, dedicated 
consultants.”  
The new team members will be 
splitting their time between the 
office space in downtown San 
Diego and working remotely.   

RBW Consulting brings its specialist 
client-centric model to San Diego.   
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Q: What are the main challenges and 
opportunities currently facing your labour 
market?

A: The Spanish labour market is characterised by many imbalances. 
These increased during the financial crisis of 2008 and have grown 
further during the Covid-19 health crisis. The imbalances create 
structural unemployment and registered unemployment as a result of 
the wide gap between training and the needs of companies, together 
with a mismatch between the jobs available and the skills sets 
necessary to perform them.
In the short term, there are three main labour market challenges to be 
addressed: lack of job opportunities, the significant barriers to entry for 
young people embarking on their first job and the fact that many groups 
are structurally entrenched in unemployment.
A further challenge is the need to bring an end to fraud in temporary 
contracts in the private and public sectors and to ensure that the 
necessary guarantees and controls are upheld. There is a great deal 
of fraud in temporary hiring which must be converted into permanent 
positions. This fraud not only holds back the economic and professional 
growth of companies and workers, it also devalues the important role 
that real, justified temporary employment contributes to both labour 
market participation and the Spanish economy in general.

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: The arrival of digitisation in every area of our lives, and specifically 
in the labour market, has made it possible to adapt to new forms of 
work and, in some cases, to allow companies to work more flexibly. In 
addressing the new challenges that we face, our labour market needs 
flexibility, inclusion and dynamism. 
During the toughest periods of confinement in Spain’s Covid pandemic 
it was the employment agencies that facilitated the transfer of human 
capital into essential sectors of the economy so that they could 
continue to provide their services to the population.

The temporary work agency sector has established itself as the most 
effective flexibility tool for companies, not only thanks to its 20+ years of 
experience but also due to its great contribution to job creation during 
periods of recovery and its ability to provide immediate solutions in 
exceptional situations – such as in the COVID-19 health crisis.
During the pandemic temporary employment agencies performed an 
irreplaceable role in making workers available to cover sick or isolation 
leave and to meet the increased demand in essential sectors such as 
the food production chain, logistics, the pharmaceutical industry and the 
distribution and maintenance industries. Each of these jobs was carried 
out with the guaranteed protection of workers, despite the difficulties 
they faced over many months.
All of these factors make the role of temporary employment agencies 
an indispensable part of the solution to the imbalances that our labour 
market faces. ASEMPLEO, representing the Spanish temporary 
employment sector, recognises that temporary hiring is a key element 
within the employment market and an essential part of the labour 
relations model within Europe. It upholds the EU standards for 
temporary employment agencies and is acknowledged as effective in 
managing and guaranteeing this type of hiring.
Adjusting temporary employment will require the creation of a 
professional, temporary management model, as already exists in many 
EU countries. Temporary employment agencies can help to uphold 
working conditions, reduce accident rates, improve the employability of 
workers and stamp out the undeclared economy.

Q: WEC is promoting social innovation as a way 
to accommodate new challenges. What does this 
mean in your market? 

A: Today, every organisation needs to accommodate a range of labour 
relations models tailored to the different worker situations and functions. 
The private employment services sector must lead this change by 
operating dynamic and innovative models that are efficient in meeting 
the needs of companies, without altering the conditions, safety and 
employability of workers. We are facing a period of significant change 
and private employment agencies must demonstrate the leading 
role that they play by developing portable rights for our society and 
workforce, both today and in the future.

A SPANISH VIEW
Andreu Cruañas, president of ASEMPLEO, representing Spain’s temporary 
employment sector discusses Spain’s sector.

Q: What actions are you taking to support your 
members, their client companies and workers to 
lead in the new normal?

A: At ASEMPLEO, we have intensified our communication with our 
members and associated companies regarding the measures and 
recommendations issued by our health authorities. In addition, the 
official recognition of employment agencies/temporary employment 
agencies as essential activities has allowed our partners to serve their 
clients by supplying replacements for sick or quarantined workers and 
providing them with the necessary training, skills and protections. This 
has allowed us to meet extraordinary client demand in sectors including 
the food industry, distribution, customer service, electronic commerce, 
cleaning and disinfection and security.
In coordination with the occupational health prevention services, the 
companies associated with ASEMPLEO have informed their clients 
about the guidelines and measures for a safe return to work, and 
distributed educational materials, guides and best practice examples. 
The gradual return to normality will also require organisations to be 
attentive to possible new outbreaks and have protocols in place for 

specific cases or new restrictions. We also need to bear in mind 
that the end customers have changed their behaviour and are now 
demanding that distribution and sales are carried out under the very 
highest safety standards.
This year we are also working closely with the World Employment 
Confederation (WEC) on the organisation of the sector’s annual 
event. Every year WEC gathers senior executives of national staffing 
federations, business leaders of workforce solutions firms and all 
experts in employment issues to discuss the trends affecting labour 
markets. The 2021 edition that we co-organise with WEC will of 
course have a strong focus on the transformations brought about by 
the Covid-19 crisis and the opportunities they can represent for our 
sector. The sessions will be spread across four tracks (Leveraging 
Technological Change, Understanding Changing Employee 
Expectations, Thriving under Increased Uncertainty, Focus on Spain 
and Latin America) and will offer participants access to a varied content 
combining keynote speeches, panel discussions, break-out sessions 
and networking. It’s really a must-attend event for anyone in the 
industry and this year it is held as an online event, so it’s never been 
easier to join and to exchange with peers from around the world. n



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. Then came the pandemic. 
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NO JAB, 
NO JOB?

13COMPLIANCE

The success of the COVID-19 vaccination has received a sizeable 
commendation, yet the ‘No Jab, No Job’ policy hasn’t fared as well. 
Similarly to Brexit, the nation is well and truly divided over assets 
such as vaccine passports, as well as the ethics and legalities 
around such policies. 
Under the Public Health (Control of Disease) Act, any individual 
cannot be required to undergo medical treatment, including 
vaccination. Nevertheless, this act does not prevent an employer 
from asking an employee to consent before offering work. So, 
where does this leave the UK’s workforce post-pandemic regarding 
vaccination?
According to latest statistics from the NHS, 46 million adults in the 
UK have received their first dose of the vaccine and nearly 35 million 
have had both. With Central Government confirming vaccines will 
be made mandatory for care home workers, with additional murmurs 
suggesting that this may be extended to all NHS workers, it’s 
becoming, more so than perhaps anticipated, a real topic of debate 
amongst the private sector. 
Some commercial businesses like Bloomsbury and Google have 
already taken the leap and in Saudi Arabia, the government has 
said that the ‘No Jab, No Job’ policy will apply to all employees. But 
what are the impacts of these policies on UK businesses? Business 
leaders will need to weigh up carefully the risks of implementing 
certain conditions.

Will it inhibit talent uptake?

In our recent poll of 1,400 respondents, a Brexit-esque divide 
emerged from employees and job seekers when asked whether the 
No Jab, No Job policy is discriminative. 51 per cent reported they 
find the policy to be discriminative, while 49 per cent believe it to be 
fair. Contrastingly, 64 per cent of employers said that they would hire 
top talent, regardless of whether the candidate had been vaccinated 
or not. 
These results suggest that employees and job seekers remain 
divided over what should qualify their job opportunities and 
employment conditions, while most employers report they will not be 
letting the vaccine inhibit the talent they recruit.

Will it discriminate?

The impacts of the ‘No Jab, No Job’ policy has raised some questions 
within the corporate world around discrimination. 
Some employees may have reasons for refusing the vaccine such as 
religious beliefs, medical conditions or dietary requirements, or may 
simply choose to exercise their freedom. Without a legally binding 
contract or requirement to be inoculated, businesses will be hard-pressed 
implementing such policies without risking a percentage of their workforce. 
Employers refusing employees opportunities for progression or promotion 
due to identity characteristics is illegal – and discrimination on the grounds 
of vaccination choice will also be unlawful under the Equality Act 2010. 
Under current legislation, it is almost certainly going to be unlawful for any 
employer to introduce a vaccine policy to staff and since there does not 
appear to be much parliamentary appetite for such far-reaching legislative 
change, this legal position looks likely to continue. 

What could it mean for Health and Safety?

Introducing a mandatory vaccination policy for employers would be 
unlawful, however, employers can actively encourage and accommodate 
their staff to be vaccinated. Communicating the benefits of the vaccine, of 
having a vaccinated workplace and accommodating staff to do so means 
businesses can ensure they are doing their best at protecting staff’s health 
and wellbeing. 
Tech giants Amazon, Sky and Three UK are leading the way by offering 
flexible working hours and paid time off to accommodate staff getting their 
vaccines during work hours, and time off for potential side effects such as 
headache or fatigue. With the vaccine debate still hot, employers must 
decide how much they are willing to let it influence their working conditions, 
recruitment processes and retention rates. 
Vaccine passports are becoming more of a reality, and with a nation 
determined to get back to a sense of normality, it seems they won’t 
be going anywhere anytime soon. Future obstacles would be worth 
pre-empting, such as COVID-19 and sick pay. If an employee refused 
vaccination and subsequently caught the virus, how sympathetic should 
employers be? 
As the vaccination scheme sees more incentives and backing, 
simultaneously as COVID-19 cases rise once again, employers and 
employees alike may find they are treading a fine line. n
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Chris Goulding, managing director of Wade MacDonald reports on 
his company’s research into the Covid vaccine and candidates.
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FLEXIBLE 
THINKING  

In a year that has transformed the way we live and work, the legacy of 
the pandemic is still yet to become clear. 
Success in this new era has been defined by the speed of response 
to the crisis - transitioning to a digital-first approach, reinvention of 
analogue business models and rapid response to workplace planning. 
On a personal level, the daily fluctuations have taken their toll. 
But whilst tight restrictions on socialising have meant a loss of 
freedom for many, conversely employees have felt a far greater 
degree of autonomy than ever before. The pandemic has been a 
major accelerant of the importance of flexibility at the heart of the 
modern workplace. Working from home has empowered employees 
with increased levels of trust and ownership, and employers have 
acknowledged that flexible work need not be at the expense of 
productivity. 
Whether you’re a firm believer in the 9 to 5 or a busy working parent 
trying to fit work in with family life, it is impossible to ignore this shift 
in attitude towards working practices and to reflect on the prospects it 
has for the future of work.

A new life
 
A recent YouGov poll found that half of employers expect there to 
be an increase in flexible working requests from their workers as we 
get a better hold on the effects of COVID, further emphasising the 
stark demand for this new way of life. Now that the pace of change is 
slowing from the pandemic, it presents an immediate opportunity for 
leaders to reflect on how to adopt flexible working practices for the 
longer term. 
The key consideration is that flexibility is not simply about working 
from home. Understanding it fully and the options available is vital 
to exploiting its benefits and building a stronger culture within a 
business. 

As we move towards our new normal with restrictions easing, 
employers must adopt the doctrine of trust with their workers when it 
comes to their flexible working patterns. There is no one size fits all 
and it looks different for everyone depending on their circumstance. 
Putting things in place like set timings or action plans to offer 
employers flexibility may seem sensible and easily actionable, but 
the employer that will be the most successful in this will understand 
that true flexibility can only be achieved when the time is taken to 
understand and trust that workers will do whatever is right for them. 
In addition to this, it accommodates different styles of working and 
encourages greater creativity in your workforce as individuals have 
more space to process and develop ideas. 
At Worksome, we have been able to simplify how employers 
can approach flexible workplaces – we believe that it can be 
deconstructed into seven pillars that employers must consider when 
transforming working patterns: locational, decisional, temporal, 
collaboration, ethical and cultural, and educational. 

The seven pillars
 
Firstly, locational flexibility involves creating the infrastructure to 
support a distributed workforce, allowing employees to work from 
wherever they want.  
After a year of remote working, many people have come to new-found 
realisations about how they work best and especially where they 
work best, and this may vary depending on changing circumstances 
and preferences. So, rather than imposing a working from home 
policy, companies must allow employees to decide on their own 
work location, and trust that they know themselves better than their 
employer.  
There has also been a seismic shift in the leadership paradigm when 
it comes to approaching how we work. Employers are now handing 

www.theglobalrecruiter.com

over an increasing level of trust and autonomy to their workers, 
by prioritising trust and also leaving some decision-making in their 
hands. We call this decisional flexibility. 
Decisional flexibility looks at your ability to roll out less of a 
hierarchical approach to decision making, to trust that your employees 
will make the most appropriate decisions when it comes to working 
and to know that they will always get the job done. 
Temporal flexibility – put simply - is the ability to work effectively with 
employees spanning different time zones, allowing your workers to 
be true nomads if necessary. Following a year of remote working, 
workers now want the chance to adapt their working hours to when 
best suits them. This may mean starting and finishing work one hour 
later, finishing early on a Friday and catching up on Sunday morning, 
or taking a three-hour lunch break and working into the evening.  
Temporal flexibility means coordinating a schedule which strikes 
the balance between offering flexibility to employees and enabling a 
distributed workforce to collaborate across time-zones.  
To successfully achieve this with employees, a level of collaborational 
flexibility must also be implemented. This means increasing the 
opportunities for employees and teams to collaborate directly on 
projects and communicate, wherever in the world they might be. 
All of these elements work symbiotically to achieve successful flexible 
working practices, but there are other elements to consider at a more 
human level when trying to transform flexible working practices.   
Ethical flexibility lies in incorporating company values into actions that 
feed into everything you do. It is the equivalent of being held internally 
accountable on whether a decision towards your employees is right 
or wrong.  It really means holding your ethics at the heart of what you 
do, and adapting behaviour and making decisions in line with these. 
You should always try and have this as the overarching mission of 
your business practice and be dynamic in order to make sure you are 
always achieving this.  

Naturally, companies that place a big emphasis on a flexible 
workforce will be ones that will want their workers to be diverse – 
diversity of thought, background, and perspective – as you can only 
be truly flexible if your workforce reflects this.
Having flexible working patterns also allows you to accommodate 
for a more diverse workforce, as being inclusive lends space to 
cultural flexibility.
 
Culture and nurture

At the centre of creating a culture where employees feel respected 
and heard is listening to all employees and demonstrating that you 
value them for the varied viewpoints and ideas that they bring to the 
business.  
Part of this is being able to nurture talent, to see your employees 
grow and create an environment for them to thrive. Through 
education flexibility, you can welcome employees from varied 
educational backgrounds and skillsets, and give them both the 
opportunity and encouragement to develop their existing skills and 
build new ones.  
If COVID has taught us anything this past 18 months, it’s that 
every worker should be given the opportunity to work flexibly in an 
environment that is trusting and transparent. We have veered away 
from empty statements around a work/life balance with flexibility 
truly becoming a lifestyle for many that not only improves quality of 
life, but does so for professional and personal development too. 
It has been ingrained in so many working practices that we must 
embrace it and instead of forcing a uniform model on our workers, 
we must work collaboratively with them to make sure that the 
workplace changes for good. n
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Morten Petersen, CEO of freelance talent marketplace 
Worksome, on getting some flex into your workplace.

FRONTLINE

“A recent YouGov poll found that half of employers 
expect there to be an increase in flexible working 
requests from their workers as we get a better hold 
on the effects of COVID, further emphasising the 
stark demand for this new way of life. ” 



A RUNNING 
START
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Adaptation at speed

Every employer wants to be able to say their company is the best to work for, but for LHi Group, 
this goal has been achieved. This year, the Group - which includes the brands Lawrence Harvey, 
SciPro, Piper Maddox, Harper Harrison and XPS – has achieved the number one spot in two of the 
latest Best Companies rankings. Jim Denning, CEO at LHi Group, believes one important factor 
has been to build strong people foundations.

“Since I started with the company, I’ve witnessed it go through immense growth and change,” he 
says. “I’ve run sections of the London team, opened an LA office and come back to the UK to take 
on the position of CEO. But one thing that’s never changed is the firm’s commitment to its people. 

“Our founder, Tom Glanfield, once said to me that, in order to grow he had to hire people that 
are even better at doing his job than he is,” Denning adds. “That ethos resonates throughout the 
business and has been the driving force behind our leadership philosophy, 'The Younger You'. 
This is derived from the All Blacks mantra to ‘Be a good ancestor’, which is a commitment from the 
players to leave the All Blacks jersey in a better place than when they got it and contribute to the 
positive legacy of the team. 
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Jim Denning, CEO at LHi Group discusses the 
success of LHi.

Awards Ceremony: 14 October 2021
East Wintergarden, London

www.ukawards.theglobalrecruiter.com
#GRUKAwards21

Shortlist 
Announced!
The time has finally come, the selections have finally 
been made. After a year of disruption, The Global 
Recruiter UK Awards, headline sponsored by MIT 
Employee Engagement, are back. The entries have 
been judged and the shortlist drawn up. Despite 
a global pandemic, in the face of uncertainty and 
incredible challenge these companies have shown 
how resilient the recruitment industry is, how dedicated 
recruiters are and how recruitment businesses can still 
push forward even when times are hard.
With a fantastic celebratory event on the horizon to 
truly do justice for those included in this year’s shortlist, 
The Global Recruiter is proud to be able to give the 
recruitment industry the celebration it deserves and to 
honour those leading lights who have shown the best 
the recruitment industry has to offer.
Book your tickets for an Awards Ceremony like no 
other, to celebrate the strengths and achievements 
in the recruitment industry, and to recognize how 
these companies have demonstrated the amazing 
performance of the recruitment sector over the past  
18 months and more.

Headline sponsor

For faster smarter growth

Category sponsorsAssociate sponsors
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Denning says everyone lives and breathes this ethos in the 
business. “It’s almost become an obsession for some,” he 
says. “We challenge everyone when they are welcoming a 
new hire to consider what their first day / week / month in 
recruitment was like and ensure new staff members have 
a better experience than they did. I remember my first 
recruitment job – it was a tough few months of no deals and 
a lot of negatives, but LHi Group has taught me to ensure 
no one else has the same experience I did. If we all take the 
same approach, the recruiters of the future will be in a much 
better place to tackle whatever lies ahead.”

Walk in another's shoes
The Younger You ethos doesn’t just translate into the culture 
of the business, though. As soon as an individual is promoted 
into a leadership role, they get to earn their own personalised 
Converse shoes, etched with the date of their first recruitment 
job to encourage them all to think back to their first days in 
the sector.

“The Converse shoes are a pride of passage thing for our 
leaders and it’s great to see the team wearing these in and 
out of the office to show their own commitment to looking 
after the future generation of our recruiters,” Jim explains. 
“There’s different levels of Converse shoes that people are 
rewarded with and we have a number of individuals trying 
to collect every one. While it’s a nice visual way to live the 
Younger You ethos, it’s the impact that this has on others 
that’s the real benefit from my point of view.”

Maintaining values during growth 

Since Jim initially joined the business, he’s witnessed the 
head count increase from around 40, to double that amount 
by the time LHi Group was formed in 2016. Today, the firm is 
home to over 260 people in eight global locations. According 
to Jim throughout this growth, the success factor has been 
Tom’s mantra of pushing the business forward with people 
who are better than you. 

“There’s a real sense of family in our culture – everyone 
celebrates everyone else's success,” he says. “The make-up 
of LHi Group has been designed so that we can service the 
needs of our target audience without competing against each 
other. Perhaps more importantly, though, we never put our 
growth or profits over simply being a good human being. As 
we get bigger, our focus is to get better – and that doesn’t 
mean that profits should come before people.”

18 UP CLOSE

“As a business we feel we’re 
a family, so suddenly being 
shut away from those you’re 
used to seeing everyday has 
been tough.” 

Retaining recruiters

This commitment was certainly put to the test during the pandemic, 
as Jim explained: “Covid was scary for everyone, but as a business 
it was an incredibly worrying time. We didn’t have the set up in place 
for remote working on the scale we needed which in itself was a 
significant challenge as our offices shut. But with work drying up, 
our greatest concern was holding on to and supporting our people. 
We believe we’re stronger together, so the board decided that we 
wouldn’t be reducing headcount due to Covid cut backs and we’re 
proud to say that didn’t happen.” 
As the pandemic began to pan out, LHi Group did have to make 
difficult decisions to protect both its cashflow and staff, and that’s 
when the ‘stronger together’ strapline showed its true value.
“We came to a point where we had to look at ways to protect the 
business as well, but we didn’t want anyone to be in a position where 
they would face long-term pay cuts. Instead, we asked individuals to 
defer a percentage of their salary or commission until the second half 
of the year. A system was derived to fairly work out the percentage 
each individual would defer based on their current remuneration, and 
then we gave everyone the opportunity to talk through any queries.
“Having explained our plans, everyone agreed to the scheme 
which really blew me away.” Not only did the brand deliver on its 
commitment to repay all deferrals in the second half of last year, but 
it also welcomed new recruits as its investment in its people began 
to pay off. “Despite everything that was happening, LHi Group has 

gone through incredible growth, in fact, we’ve welcomed 120 new 
hires since July last year, with plans to expand our headcount further 
through the rest of 2021 and beyond,” says Jim.

Supporting recruiters in tough times

While LHi Group focused on keeping everyone in a job throughout the 
pandemic, it also recognised a need to provide additional support to 
safeguard the mental health of everyone in the business – no matter 
their seniority.
“Covid has tested the mental health of us all,” says Denning. “As 
a business we feel we’re a family, so suddenly being shut away 
from those you’re used to seeing everyday has been tough. We ran 
initiatives from virtual social events, book clubs and guitar lessons, to 
the LHi Group Virtual Global challenge where we encouraged people 
to run, walk or cycle as teams to get them out and about.
“But sometimes you just need a bit of a boost personally, so we 
introduced the LHi ‘Kind Mails’ where people recorded videos to say 
thanks or just tell someone who needed to hear it that they’re doing 
an amazing job. In the first month we saw around 700 Kind Mails sent 
across the business and it was really uplifting – especially for those at 
the senior end of the business who were trying to bolster motivation 
while struggling themselves.
“While we’re proud to be an award-winning employer of choice,” 
concludes Denning, “we will continue to challenge ourselves – and 
who knows, maybe next time will go for the quadruple win!” n
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CTO ON TARGET 
TargetRecruit appoints chief technology officer.

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

 TargetRecruit, a leading provider of 
enterprise software for recruitment 
firms built on Salesforce, has 
appointed Chris Jordan as its 
chief technology officer (CTO). 
Jordan has over 25 years of 
experience in technology with 10 
years at Robert Half, one of the 
largest users of Salesforce in the 
world. During his tenure, most 
recently as director of enterprise 
applications and data services, 
he managed one of the teams 
that helped build the company’s 
custom applicant tracking system 
(ATS) on Salesforce. Jordan will 
work closely with TargetRecruit’s 
president Andy Wigderson to help 
enterprise clients maximise their 
IT investment and efficiently scale 

solutions on TargetRecruit.
“Chris brings a tremendous 
amount of expertise to the table 
that will help TargetRecruit partner 
with large, enterprise companies 
looking to leverage technology in 
order to gain an advantage in the 
fast-paced and competitive staffing 
business,” said Wigderson. “He’ll 
also be instrumental in managing 
and growing our development 
team so it can continue to provide 
clients with a fully configurable 
and customisable enterprise ATS 
solution.”
Jordan comes with a proven 
background in team building, 
communication and management 
skills that is based on strong 
technical expertise. At 

TargetRecruit, he will continue 
his commitment to leveraging 
best practices and continuous 
improvement methodologies to 
create efficiencies for clients so 
they can exceed their business 
goals.
“I’m excited to work with Andy 
and the team to help clients 
understand the benefits of 
investing their IT spend into an 
enterprise solution that takes a 
holistic view of the business,” said 
Jordan. “We share a common 
belief that staffing firms benefit 
when they invest in enterprise 
software from a trusted source like 
TargetRecruit.” 

LET US TAKE 
ON YOUR RISK
Entity Solutions engages workers on your 
behalf, minimising the compliance and 
financial risk.
We can manage the entire procure-to-pay 
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WORK OUT FOR CERIDIAN
PureGym selects Ceridian to drive  
digital workforce transformation.

Ceridian has announced that 
PureGym has selected Dayforce, 
Ceridian’s global HCM platform, 
to support its rapidly expanding 
operations and improve employee 
engage-ment. Dayforce will 
deliver value to PureGym 
employees through full-suite 
HCM capabili-ties, including 
workforce management, talent 
management, learning and 
development, and payroll.
With more than one million 
members and 3,000 employees, 
PureGym is the leading gym and 
fitness operator in the UK and the 

second largest gym operator in 
Europe. As part of its ambitious 
growth plans, PureGym wanted 
a mobile-first, always-on HCM 
solution to engage and empower 
its employees. PureGym also 
wanted an extendible platform, 
ca-pable of supporting and 
expanding HCM and payroll, as 
operations grow globally.
“Our vision has always been to 
leverage innovative technology 
in everything we do,” said Eve 
Sukhnandan, chief people officer, 
PureGym. “The Dayforce app 
allows our employ-ees to engage 

with the platform wherever and 
on the go. The scalability of the 
Dayforce platform, combined 
with the support and service from 
Ceridian’s experienced team, 
will help us navigate today’s 
evolving world and thrive in the 
future. Dayforce will help our 
leaders make better people and 
business decisions in less time, 
while empowering our team and 
putting our employees’ needs at 
the centre.”
“PureGym is an acclaimed 
organisation that understands 
the importance of prioritising their 

people, and we are incredibly 
proud they have chosen to 
partner with Ceridian to manage 
their human capital needs,” said 
Wendy Muirhead, Vice President, 
Ceridian Eu-rope. “With Dayforce, 
PureGym will drive value creation 
through access to real-time work-
force data and analytics. And 
with our award-winning mobile 
application, employees have 
access to Dayforce when and 
where they need it.” n

COMPONO ACQUIRES IDIBU 
APAC and EMEA service extension planned for candidate sourcing.

End-to-end HR software company, 
Compono, has announced the 
acquisition of candidate sourcing 
platform idibu for an undisclosed 
sum. The acquisition will see idibu’s 
best-in-class candidate sourcing 
pipeline and insight technology 
integrated into the Compono HR 
technology platform. As part of the 
acquisition, the idibu brand and all its 
staff will continue to operate as usual, 
with expansion plans for both APAC 
and EMEA markets in place. idibu 
will be a wholly owned subsidiary 
and known moving forward as idibu, 
a Compono company.
Founded in 2007, idibu has 
established itself as the premier 
talent acquisition service provider 

in Europe that focuses on creating 
a great candidate experience. With 
over 300 clients and two offices in 
the UK and Spain, the idibu platform 
is used to cross-post positions to 
major job boards and integrate into 
CRM systems saving its clients time 
and money when it comes to hiring.
The acquisition of idibu by Compono 
will enable the company to expand 
its current products into EMEA whilst 
broadening idibu’s reach into APAC. 
idibu’s European clients will for the 
first time be able to utilise Shortlyster, 
a Compono product to automatically 
shortlist and rank candidates based 
on skills, qualifications and cultural fit, 
dramatically decreasing time to hire.
Carl Hartmann, chairman and co-

founder of Compono said: “For the 
past year we have been partnering 
with idibu because we saw that their 
multi-channel job posting technology 
makes a huge difference for clients 
when it comes to managing the 
onerous task of sourcing talent for 
their organisation.
“As we worked together, it was clear 
that idibu was a business that shared 
our own goal of combining the power 
of data, science and technology 
to help realise the full potential of 
people,” he added. “The acquisition 
is a win-win for both parties - almost 
instantly opening up new market 
access and expansion of our full 
suite of products across the world. 
We’re looking forward to the great 

work we can do by combining our 
resources to tackle the biggest 
problems organisations face when it 
comes to hiring.”
Martin Bramall, managing director 
of idibu said, “The world of work is 
continuously changing and we are 
excited to be joining forces with 
a leading HR software company 
that brings intelligence to the hiring 
process. This marks the beginning 
of an exciting new chapter for all of 
us. We have a world class team who 
will remain in place to help drive the 
next stage of growth. I look forward 
to expanding idibu’s footprint globally 
alongside with Compono’s current 
talent product solutions.”

http://www.therecruitmentnetwork.com
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AUTOMATE 
NOW  
Lynsey Skinner, specialist IT and tech recruiter for  
Cathedral Appointments on how recruitment must change.

For decades, the idea of automation hasn’t sat comfortably with many 
of us. Dystopian visions of machines ruling the world and humans 
losing control to mechanical counterparts are whipped up and, 
unsurprisingly, make us fearful. 
Of course, we know now that this isn’t how automation nor AI 
works and in fact, both technologies are put in place to help us 
rather than hinder. A multitude of industries have begun properly 
adopting automation, especially post-COVID, from automotive to law, 
manufacturing and healthcare – the positives have been overwhelming, 
and the uptake of such tools will only continue. 
Recruitment is one area that I envisage ramping up its engagement 
with automation in the not-too-distant future. The recruiting industry 
has had an incredibly turbulent 18 months. From having to halt all 
processes early last year due to a rapid hiring freeze across the 
country, to now having to battle with an influx of vacancies and no talent 
to fill them – recruitment consultants have been, and are continuing to 
be, tested like never before. 
By adopting and, more importantly, welcoming automation, recruitment 
agencies can once again plant their feet fully on the ground and really 
focus on building themselves back up after the devastation of the 
pandemic. So, where should firms be looking to implement automation 
and why?

It reduces manual workload

There’s no denying that a large part of a recruiter’s job is updating 
information, and then updating candidates or clients about the 
updates. As you can probably tell just by that sentence, it can all get 
a little long-winded. What automated systems will allow recruiters 
and candidates to do is have much more streamlined processes and 
seamless communication.
For example, many automated systems will provide candidates with 

automatic job updates. This means that candidates can spend less 
time scrolling through vacancies on websites and instead await a 
great job – which is relevant and fitting for them based on their CV – 
arriving straight into their inbox. And for recruiters, this much faster 
process of job hunting will undoubtedly mean not only a bigger uptake 
of candidates for each role, but a much more accurate talent pool for 
different job specifications.
Through aspects such as keywords, automated systems can help 
recruiters pick out the best people for the job at a much faster rate 
than if done manually. Correct qualifications, specific skillsets and 
even hobbies and interests are all areas that be scanned quickly 
by technology to cherry-pick the most apt talent within a matter of 
minutes – something that may take a recruiter hours. 

Candidates have more control 

No industry is immune to the challenges of GDPR, but there’s no 
denying that recruitment is one of the most, quite rightly, scrutinised 
sectors when it comes to the protection and privacy of candidates. 
During the job-seeking process, a lot of sensitive information is given 
including right to work statuses, addresses, names, emails and more. 
Therefore, ensuring that the candidate has the right to withdraw 
information at any time and has clarity over how their information is 
being used is vital to maintain good working practices. 
Automation makes this process easy. Candidates are 100 per cent in 
control of what they give us via automated systems. They can choose 
what they upload, and they can also choose what they delete without 
needing to go through a middleman (the recruitment firm) to ask for 
information to be destroyed. 
Candidates can also rest assured through automation that recruiters 
have the cleanest, most up-to-date information about them too 
and these changes can happen in real-time. New qualifications, 
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additional elements to a CV, new skills learned or updates to salary 
requirements – these changes may take a long time to be updated 
manually. However, through automated systems, it can quite literally 
be done at the touch of a button. 

Employers

Automation doesn’t stop with recruiter and candidates. Many advanced 
automation systems also include an employer portal which allow 
business owners looking for candidates to keep an eye on progress. 
Hiring, especially within big companies where the number of new staff 
needed may reach the hundreds, can be expensive. Ensuring that the 
process is efficient not only means the process is much faster, but it 
also helps reduce costs. Additionally, it means business leaders can 
explore where they may need to invest in order to attract and retain 
the best talent. 
Automated technologies can allow employers to monitor aspects such 
as how many have applied, the salary bands being requested by 
applicants and the skill sets they have and where training may need 
to be given.

Reaching a passive market

It’s not uncommon for many candidates approached by recruiters to 
not be looking for a job at that moment in time. However, it doesn’t 
necessarily mean that’ll be the case forever. By, keeping their 
information stored – in a GDPR-compliant way – on an automated 
system which flags CVs that have potential to be the perfect fit 
for a particular job role means recruiters can continue to have 
conversations with this specific pool of talent and keep in touch. You 
never know what opportunity might pique their interest.  
Without an automated system, combined with the busyness of 

the market, passive talent can slip through the cracks and be 
forgotten. Automation will change this forever. Keeping in touch with 
candidates on a regular basis showcases that not only have you 
invested time into this individual, which they will appreciate, but you 
will have more than likely consistently provided brilliant advice and 
resources to them which has helped them grow and develop both 
personally and professionally.

Recruiters can focus on people

Of course, we’ve already seen a few companies trial machine-
based recruitment, but the ones that stick in our minds are the ones 
that haven’t worked well. Take Amazon for example. Their brand-
new AI-based recruitment system was going to be the end of all 
recruitment woes – that was until the machine began being incredibly 
discriminatory due to poor bias management and landing the tech-
giant in hot water with HR. 
To calm the worries of many, there’s simply no way automation 
will ever get rid of recruiters. Without humans, recruitment simply 
wouldn’t work. We are needed to ensure that relationships are 
maintained, that candidates feel listened to, and that clients receive 
tangible, pragmatic advice – none of which a robot or technology 
system can give. 
Over the next few months and for decades to come, recruiters and 
technology will begin to work together in tandem, creating a dream 
team that helps people succeed and reach their goals efficiently  
and effectively. 
The repetitive tasks that take up an inordinate amount of valuable 
time from recruiters’ days will be delegated elsewhere and from here, 
these crucial hours that have been regained will be able to be put 
towards forming those key relationships and allow recruitment to go 
back to what it is all about – people. n
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The pandemic pressed fast-forward on many changes to the way we 
live and work. From working remotely to holding meetings via Zoom, 
lockdowns left employers with no choice but to adapt. Shifts that 
might otherwise have taken years happened in a matter of weeks. 
Now as Covid restrictions ease and people begin spending more time 
at their pre-pandemic place of work, many wonder, what changes will 
stick?  
At Indeed, we believe many of the changes employers made to their 
recruitment processes during the height of Covid will be here to stay. 
Once you experience how technology can make hiring dramatically 
more simple, fast and human – it’s hard to go back.

Leaning into virtual hiring

Research by Indeed in June found three quarters (74 per cent) of UK 
employers switched to virtual recruitment during lockdown. Even more 
(77 per cent) told us they plan to make hires in the future without 
meeting the candidate in person. This suggests the willingness to 
embrace virtual hiring is accelerating, just as Covid restrictions start 
to relax.
Parallel research by Indeed into candidates’ attitudes about virtual 
hiring found an overwhelming majority like it, with 88 per cent feeling 
that video interviews have advantages over in-person interviews.

Interviews remain critical 

Let’s be clear about one thing – the waning popularity of the 
traditional, face-to-face interviews is not a rejection of interviews 
per se. The interview remains a highly valued part of the hiring 

process, both for employers and potential candidates. Our research 
found that half of employers continue to regard the interview as the 
most important part of the recruitment process, while two-thirds of 
candidates feel that if they can get an interview, they can land the job.  
One of the critical benefits of virtual interviews is that they save time 
for both recruiters and job-seekers. A third of the employers we spoke 
to confirmed virtual interviewing sped up their end-to-end time to hire, 
while 39 per cent have seen it reduce overall hiring costs. Meanwhile 
a third of jobseekers feel virtual interviews make the process of 
getting a new job quicker, with a similar number (31 per cent) finding 
them less intimidating than in-person interviews.

Numerous benefits of automation

While video interviewing on its own has proven to speed the hiring 
process, many employers are also embracing automation in the 
steps leading to the interview, with outsized benefits. At the start of 
the candidate journey, automation in job advertising helps employers 
reach the right candidates at the right time, ensuring the best ROI.  
As an example, UK employers who use Indeed optimisation for their 
advertising campaigns automatically reach relevant talent across 
Indeed and Glassdoor. As a result of these changes, in the first four 
months of 2021, employers received more apply starts per job than 
non-Indeed optimised campaigns at a 27 per cent lower cost and a 36 
per cent higher ROI.

Combining automation with virtual interviews

Automation is also critical in helping reduce the manual burden on 

STEP UP
Maggie Hulce, SVP at Indeed says virtual onboarding will stay beyond 
the pandemic.

recruiters to screen CVs and schedule interviews, which in many 
organisations takes up to 80 per cent of their time. What’s more, 
companies that adopt more automated candidate screening – such 
as structured questions and skills tests – ensure a more objective and 
transparent process for candidates.  
When the pandemic hit in early 2020, Indeed immediately set out to 
offer employers a solution that would bring these strands together. We 
knew if we could combine automation in advertising, screening and 
scheduling with the ability to conduct virtual interviews, we could help 
employers still urgently hiring.   
As part of this effort, we also wanted to help jobseekers with many of 
their long standing frustrations with hiring processes that feel too slow, 
opaque and impersonal.

Weeks turned into days

We responded by developing Indeed Hiring Platform, a 
comprehensive solution that slashes the time it takes to get suitable 
candidates into interviews from weeks to days. Designed with a focus 
on high volume hiring, Indeed Hiring Platform automates sourcing, 
screening and scheduling into an integrated interview platform. 
Launched in the US in 2020 and in the UK in 2021, employers have 
already used it to interview more than half a million candidates with 
more than 80 per cent of interviewed candidates deemed a good fit 
for the role.
Automation of all the steps from job posting through the interview 
saves employers and jobseekers time, allowing them to make human 
connections faster. The platform is easy to use, requiring no software 
to download.   

Jobs added to Indeed Hiring Platform take advantage of candidate 
flow from Indeed – the world’s largest job site – and our sister 
company Glassdoor. Employers have the option to use advertising 
to drive more candidates or bring their own candidates from other 
sources.  
Employers using the platform set objective screening criteria, so 
any jobseeker whose skills match what the employer needs can go 
right ahead and book their interview slot. Using objective measures 
of capabilities versus a traditional resume review also helps ensure 
more inclusive interview slates.
Recruiters appreciate that Indeed Hiring Platform helps automate the 
most time-consuming steps of the conventional recruitment process, 
from reviewing CVs to arranging interviews. Instead, recruiters get 
to focus on engaging with quality candidates, starting with the first 
interview. As a result we have seen those using recruiting automation 
with Indeed Hiring Platform increase recruiter efficiency by up to ten 
times.
Candidates tell us they love the clarity and simplicity of this approach. 
There’s no waiting or wondering where they stand in the process; if 
they meet the employer’s screening criteria they can proceed directly 
to a virtual interview, at a time that suits them, from the comfort of 
their home. Given the streamlined nature of the jobseeker experience, 
we are already seeing a significant decrease in candidate drop-off. 
At Indeed, we are obsessed with making hiring simpler, faster, 
more inclusive, and more human. While Indeed Hiring Platform was 
developed in response to the global pandemic, it remains a critical 
focus for future innovation, highly aligned with our mission – to help 
people get jobs – all over the world. n



 
THROUGH 
ADVERSITY 

29SECTOR WATCH 

www.theglobalrecruiter.com

David Farmer, CEO Harnham identifies opportunities for the data and analytics sector.

No industry has been immune from the effects of the COVID-19 
pandemic. However, as we enter a much more positive period, 
it is promising to see so many sectors begin to bounce back. It’s 
encouraging to see that data and analytics is one of those. We come 
to this conclusion as we break down the results of our latest Data & 
Analytics Salary Guide, an annual research report that highlights the 
state of play within the industry. 
Thankfully, the most prominent finding from this year’s survey is 
that not only has data survived, but it has thrived. 88 per cent of 
employees feel more secure in their roles compared to this time last 
year. Despite the hardship of the pandemic, the sector remains stable. 
In fact, I think we can go as far to say that COVID-19 has made way 
for meaningful change within the industry for good. 

Flexible Working 

Data and analytics has always been a trailblazer for remote working 
and during the pandemic, plans to move to a fully remote or hybrid 
model have been easy to execute. 
With a lot of technology already implemented to make the switch 
seamless, from the cloud to integrated working systems, the UK’s 
data and analytics workforce seems to be on to a positive trajectory 
when it comes to being able to work flexibly and/or remotely. 26 
per cent of workers say they have agreed a post-pandemic remote 
working plan with their managers. 42 per cent are yet to agree a plan, 
most of these believe their expectations will be met. 
And as we know from the past 18 months, being given this benefit not 
only boosts employees’ mental and physical wellbeing, but productivity 
also increases and the impact to the bottom line of a company is 
immense. 

Salary increases and bonuses

Due to the volatility of the past year and a half, very few companies have 
been able to hand out extra money on the scale that we may have seen 
in previous years. However, this is another area where data and analytics 
bucks the trend, with the UK continuing to receive sizeable lump sums on 
top of their usual pay packets. The average bonus received stood at an 

impressive 10 per cent. While, yes, this is down five per cent compared 
to last year, we must consider the turbulent landscape the industry 
was thrown into. 
Additionally, salary inflation has been rife. The average salary 
increase sought was 20 per cent, and the average salary increase 
achieved when accepting a new role since this time last year was 20 
per cent. Data and analytics specialists have continued to their bank 
accounts prosper, despite the economic fallout. But, as mentioned, 
there’s no industry that hasn’t had to cope with negative impacts from 
the pandemic. Data and analytics has certainly had setbacks.

Gender Diversity

The gender gap in data and analytics has always been an area of 
concern, with gender parity far away from the desirable 50/50 split. 
However, women have been hit particularly hard by COVID-19 and, 
for most, the after-effects have dampened progress. 
The UK’s efforts have halted over the past 12 months, with a slight 
drop in the number of female professionals. Women now make up 28 
per cent of the industry compared to 30 per cent last year and while 
this number has increased by five per cent since we first surveyed this 
question in 2013, it’s clear there has been concerning regression.

A sedentary industry

Despite an overall positive outlook for the industry, employees are still 
hesitant to move around – a real strain for those employers needing 
to plug skills gaps. In the UK, 68 per cent of data and analytics 
professionals would leave their role if the right opportunity came up, 
down from 74 per cent last year. 
While the past few years may have been heavily influenced by global 
politics, our results this year were understandably impacted by another 
major global event; the COVID-19 pandemic. Much like many other 
sectors, data and analytics has had its fair share of peaks and troughs over 
the next 12 months, and there is work to be done to help pick its feet up.  
Nevertheless, the latter half of 2021 and beyond will be an exciting 
time for the industry and we look forward to seeing where these 
trends will take us. n 

LEVERAGING A 
CONTRACTOR 
WORKFORCE 

Why leveraging a contractor 
workforce can increase 
efficiency for agencies and 
end-clients
In this new era of digitalisation, workforce models and hiring strategies 
are constantly evolving to increase efficiency in the professional 
workforce, which is the powerhouse of any business and backbone 
of the global economy. With the pandemic leaving a long-lasting 
impression on the way we work, it’s no surprise that many are moving 
away from traditional business models, opting for structures that allow 
for more flexibility and are mutually beneficial. 
Leveraging a contingent workforce is one of the ways companies are 
retaining a competitive edge. Many younger workers are leaning more 
towards white-collar contingent work (otherwise known as contract 
work) because they seek more flexibility and freedom both in and out 
of work. A study by the ADP Research Institute, ‘People at Work 2021: 
A Global Workforce View’ revealed that APAC is showing the largest 
increase in interest when it comes to contract work. 6 in 10 workers 
are now showing more interest because of the new opportunities that 
contract work can bring. 

Why should contractors be part of a recruitment 
agency’s strategy?

A contingent workforce remains a strong workforce solution to many of 
the challenges end-clients face with regards to securing the right talent. 
Connecting end-clients to people, talent and skills that they would 
otherwise be unable to secure can increase an agency’s competitive 
advantage.
Most contingent workers also come into an organisation or team with 
a lot of experience under their belt, which also means that companies 
spend less time training them. Introducing contingent talent can also 
provide flexibility to a business with headcount limitations that may need 
to bolster teams in the immediate-term.
Growing an agency’s contracting desk and staying connected to a 
wide pool of skilled contract workers will increase effectiveness and 
productivity in supporting end-clients. 

Closing the skills gap

As borders between countries remain shut through the pandemic, it 
may prove tougher to fill the widening skills gaps for many clients who 
previously relied on foreign talent to propel their businesses forward. 
However, border closures do not necessarily equate to the talent pool 
running dry. Filling up the short-term gaps with contingent talent is a 
great way for organisations to remain efficient and productive through 
these difficult times. Agencies that facilitate these placements have a lot 
to offer clients by way of expanding the quality and type of talent they 
can bring to the table. 

International engagements are also a highly attractive option for clients 
who require specialist skillsets that are not currently onshore. Since the 
start of the pandemic, Entity Solutions has supported end-clients and 
recruitment agencies by facilitating engagements all around the world, 
to keep projects running on-time and within budget.

Keeping contingent talent happy and engaged

To get the most out of contingent talent, end-clients and agencies need 
systems in place so that workers can perform well and hit the ground 
running. Therefore, proper integration and training programmes should 
be formulated and kept up-to-date.
Ensuring a smooth transition into their roles and making them feel 
welcomed will allow contingent workers to feel more confident about 
their ability to contribute positively, which will in turn encourage them to 
be more productive. Quick and easy onboarding, useful digital platforms 
and ensuring contractors get paid on time will all contribute to getting 
the most out of these talents. 
This is where it’s helpful to engage a contractor management 
organisation to take on all the compliance and payroll burden.

Why outsource contractor management? 

While some agencies and end-clients may choose to integrate 
their contractors into their usual HR systems and practices, many 
also choose to outsource contractor management. While engaging 
contingent workers can help end-clients run key strategic projects, 
managing a contingent workforce can come with considerable 
administrative and legal burden. Outsourcing compliance, 
administration, payrolling and more can help agencies and end-clients 
save time and money, while also minimising compliance risk. 
Outsourcing contractor management also means tapping into the IT 
expertise and solutions of a contractor management organisation to 
build a seamless experience for contingent talent. From a smooth 
onboarding and clocking in hours through a digital system, to payroll 
financing, outsourcing can really make a difference to contingent 
workers, increasing their efficiency and productivity at work. 

Interested to learn more about contingent 
workforce management and trends? 
 
Get in touch with us today at  
enquiries@entitysolutionsgroup.com 
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As the COVID-19 pandemic hit, we saw businesses scramble to 
move to remote working overnight. As the demand for SaaS, cyber 
and fintech skyrocketed, these industries had no choice but to take on 
the challenge to scale rapidly. As many businesses and employees 
adopted new technologies and adapted to new ways of working this 
dramatically altered the workplace as we know/knew it, creating 
different employee expectations for the new normal. As a result, C-suite 
executives have new challenges to discuss and meet in their virtual 
boardrooms if they are to excel in a post-pandemic world.

Pandemic accelerated nascent trends embracing 
digitisation

Pre-pandemic, eyebrows were already raised over the ‘skills gap’ in the 
increasingly digital world. COVID-19 has amplified this area of focus 
through the acceleration and further adoption of artificial intelligence 
(AI), big data, and cloud technology in order to ensure success in this 
climate. Digitisation is now more deeply ingrained into our workplace 
ecosystems, amplifying the pre-pandemic skills gap even more. 
The advent of new technologies requires new/additional skills and 
therefore higher people costs. What was once a concern to consider 
pre-pandemic is now an imperative consideration leaving the C-suite 
two options, the first to explore the idea of recruiting from other sectors, 
especially those further along the road of innovation, or by using gig 
economy workers. The second option is to invest time and money in 
retraining and upskilling their current workforce.
 
Pandemic value reset: What are employees 
looking for?

As alluded to in the introduction, whilst companies and employees have 
navigated through the disruption of the pandemic our professional and 
personal lives have never been so intertwined, even our technology 
adoption and corporate culture became part of the home.
This unprecedented situation has perhaps unsurprisingly caused an 
evaluation of both the companies and employee value systems. As we 
emerge from the pandemic, still in the absence of data, certainty and 
precedence, companies and employees will seek out leaders that are 
bastions of company values, character and culture.
 
Return in the new normal: Why is talent 
acquisition key?

Now more than ever, C-suite executives are tasked with the daunting 
task of reimagining customer experiences and enhancing operational 
efficiency, across every part of their organisations, by leveraging 
data and AI to streamline business processes, including recruitment. 
However, it is much more involved than just the implementation of 
processes and tech platforms.
C-suite executives must also motivate behavioural change and foster 
a workforce that can embrace the potential of emerging technologies 
and platforms to bolster their organisation against the evolving external 
threats specific to its industry and create competitive advantage. 

Recruitment, talent acquisition and retention is central to this.
So what is the impact on C-suite? Do they need to evaluate their 
culture in light of new tech and upskilling? Do they need to look at work 
life balance more if employee values have changed? Is it how they 
reward their workforce?

HR leaders are flying ‘data’ blind

To entice the right talent, an essential step for HR leaders to take is to 
ensure they have a proper snapshot of salary benchmarking around the 
role and industry before the trigger is pulled for any retained search. 
The importance of market intelligence was highlighted by Gartner in 
its recent strategic workforce planning report, “Winning the war for 
talent requires more strategy than ever, yet many HR leaders are still 
flying ‘data’ blind. To win the war for talent, HR leaders must approach 
strategic workforce planning using analytics to make better decisions.” 
At Innovex Global we often help businesses with salary benchmarking 
to set realistic requirements to entice the right people. Some clients 
have not reviewed this for over five years, simply using the salary of a 
person they are replacing or aligning it with an employee that has been 
in the business for ten years. HR leaders need to be reassessing their 
external executive search providers and their data on a yearly basis to 
verify they have the most up to date snapshots of market requirements 
to attract the right talent.
 
Recruitment strategies for the new normal

As executive search professionals sourcing talent across cyber, 
SaaS and fintech industries we have gained a huge amount of insight 
whilst helping clients navigate through to the new normal. Businesses 
that decided to continue to move forward with a flexible, innovative 
approach to scaling are the ones now seeing competitive advantage 
and will continue to thrive, because they challenged themselves to be 
different.

Three main trends in executive search in 2021

1. Due to technology and innovation many roles are constantly evolving 
and have an increasingly short shelf life. This highlights a need to 
expand beyond existing sector-based talent pools, perhaps recruiting 
from industries that are more advanced in terms of technological 
innovation. 
2. Now we are seeing more companies offering a ‘work from anywhere’ 
(WFA) policy. This makes it possible to double that talent pool, bringing 
in the best talent, not just the best talent in the area. 
3. Additionally, C-suite executives need to consider the ‘employee 
value proposition’. Prospective employees are looking deeper into 
organisational ethics and their responses to the pandemic, how they 
have created social impact in the current normal, looking at how they 
helped their employees find comfortable work life balance, moving 
beyond ping pong, yoga and that free catered lunch. These trends are 
set to continue. n
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The coronavirus pandemic has forced change upon people’s work and 
personal lives in ways that businesses and employees never thought 
possible. For more than a year, staff have adapted to working remotely 
from bedrooms and kitchens. For some, the working day has
consisted of hours being spent alone, having zero interaction with another 
person. 
Whilst this style of work is physically isolating compared to the office, 
some employees have adapted well to the change and enjoyed the 
added benefits that working from home brings – be that more flexible 
work routines that allow time for daily exercise, avoiding the early morning 
commute or experiencing greater productivity, focussing better without any 
office distractions.
Now lockdown has been lifted in England, many companies are making 
plans to welcome their employees back to the office. However, jumping 
into the pre-COVID work setup would be a huge mistake for business 
leaders to make, and could risk losing some of their most valued 
employees. Whilst many will be excited to return to the office to reconnect 
with colleagues and experience a sense of normality again, some may feel 
anxious after so much time with limited social interaction. 

Permanent change

The way we work has changed forever, and so has the way we work 
together. By welcoming employees back to a working environment that is 
both safe and inspires collaboration, it will help to boost productivity and 
innovation amongst teams. 
So what can team leaders and managers do to prepare employees for the 
office again?

Allow for a gentle transition period

It’s important for employers to take the pressure off those who are 
entering the office. Planning for a gradual return to the office will feel less 
overwhelming to staff who have adjusted so well to home working. After 15 
to 18 months of the same routine, different habits have been established 
and it's key to understand this. 
Working in the office again will require more change for employees 
and another adjustment period; organising childcare support again and 
even care for pets who were bought during lockdown. To prevent any 
heightened anxiety, it’s important to allow time for a gradual transition 
period where workers can build up new habits again and reestablish a 
work routine that fits their needs. 

Create room for open communications

As employees return to the office, their method of communication will 
largely shift from video calls and instant messaging, to in-person meetings 
and unscheduled chats. This shift back to face-to-face communication 
might feel overwhelming for some employees who are more confident 
speaking up in ‘virtual’ discussions. 
It’s vital that there is a workplace culture that makes all people (with 
different personalities and seniority) feel comfortable and able to speak 
openly. Organising a mix of weekly drop-in sessions and more formal 
meetings, or sending round an anonymous survey to fill-out sets aside time 
for workers to share their ideas, concerns and opinions.  
From a management level, communication on the return-to-office plan 
(and any company updates after this point) must be clear so that everyone 
knows what they are working towards, both short and long term.

Respect the time and needs of your workforce

Some people will have discovered that they actually prefer working from 
home to the office, so adjusting back to the workplace will be more of 
a challenge. Respecting employees' time and offering flexible working 
routines going forward will be crucial to retaining them, and will mean that 
staff are more excited to head into the office when needed rather than 
feeling obliged to. 
In-person events are now a possibility too, but it’s important for businesses 
to consider what meetings are really necessary for the office versus what 
can be arranged remotely. Lockdown has proved that Zoom meetings are 
just as effective and so forcing workers into the office unnecessarily could 
be a cause of frustration. 
To help collaborative working and team efficiency, meetings and calls 
should have a clear agenda, goal(s) and action points for every participant. 
Whilst physical spaces for team collaboration and ideation are key in 
any office, so are “quiet” spaces or areas for a bit of down time where 
employees can work on a task without being interrupted.

Sociable, collaborative and fun

For any business – but especially post-COVID – making the time to build 
strong workplace relationships is a must. Arranging social activities outside 
of work will help with this and will add value not only to employees, but 
to the wider business. Staff are more likely to work harder and feel more 
passionate about the work that they are doing if they feel appreciated and 
part of a strong team.

Management could offer recognition to staff that are supportive of others, 
proactive and reach out to colleagues. Additionally, line-managers could 
encourage their employees to help and train other people in the team – 
perhaps more junior members – to talk through any
challenges and relieve individual stress.  
Organising brainstorming sessions is another great way to boost 
connectivity and teamwork in the office, something that has been missed 
because of remote working. Bouncing ideas around a room is key 
for creativity and personal development, allowing individuals to seek 
immediate feedback from colleagues and develop ideas further. 

Remind staff of mental health and wellbeing 
resources

To ensure staff feel supported as they return to the office, it’s important 
to have mental health support in place during this period of change. 
According to Mind, more than two thirds of adults with mental health 
problems reported that their mental health got worse during the pandemic. 
Going forward, management must continue to be empathetic and 
proactive about any mental health issues that arise and promote a culture 
that normalises these conversations.
As most of the COVID-19 restrictions have been lifted, many companies 
are keen to return back to the status quo. However, the businesses who 
merge the best of remote working with the best of the office will come 
out on top with a workforce that is productive, collaborative and most 
importantly, happy. n

Sam Hill, head of people and culture at BizSpace discusses 
bringing employees back to the office.


