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As restrictions lift across England the optimism of a return to normal is tempered
with the likely rise in Covid-19 cases and its consequent impact on the workforce.
The fact is we’re not out of this pandemic yet and the recruitment industry, along
with many other sectors, still faces an uphill climb in places in order to deliver
what is required by the UK economy.
Encouragingly, however, businesses are clearly taking steps and making in roads
to achieve this. The sense of innovation and new thinking around the economy
is impressive as concepts such as the hybrid workforce become a reality and
further, a recognised way of doing efficient business. There are opportunities
here for everyone to do more and do better while also staying as safe as they
can. The journey is not over yet, but perhaps the road is improving.

verb
1. observe and check the progress or quality of (something) over a period of time;
keep under systematic review.
2. more game-changing innovation in the IR35 space.
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This year’s entries to The Global Recruiter UK Awards are in the process of being
judged by our panel of industry experts. Even a cursory look through these show
an industry that continues to push for better performance and new ways of doing
things. To an extent the pandemic has emphasised the strength of the sector
– to find ways of satisfying the clients and candidates it serves whatever the
circumstances. This strength will continue now and in the future.
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Artificial intelligence
and recruitment.
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DRIVING FORCE
Encore to invest in driver development with dedicated in-house trainer.

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 driving recruitment
specialist Encore Personnel is
set to heavily invest in its Driver
CPC offering to tackle a backlog
of training as a result of lockdown
and to support its clients in
attracting and retaining excellent
drivers.
Encore, which operates 10
branches across the Midlands,
including its head office
in Leicester and offices in
Nottingham and Derby city
centres, has always ensured
it prioritises driver training, of
which the CPC (Certificate in
Professional Competence) is a
core requirement. It is planning
to expand its offering significantly
this year with the introduction of
a dedicated, full-time CPC trainer
who will offer extended training
sessions throughout the week and
at weekends.
The Road Haulage Association
believes there is currently a
shortfall of about 60,000 drivers
in Britain. It estimates that some
30,000 HGV driving tests did not
take place last year because of the
Covid pandemic.

Senior divisional manager in
Encore’s Driving division, Wayne
Stroud, said: “We’re thrilled to
announce we’re on the look
out for our own in-house CPC
trainer - a significant investment
in our CPC training structure,
given the intense pressures on
the driving recruitment sector at
the moment which have come
about through a combination
of Brexit, the pandemic and an
ageing driver population. What’s
more, it is essential to our ethos
and values as a business that
we prioritise the wellbeing of our
drivers with regular, high quality
skills development resources so
they can enhance their career
progression.
“We’d noticed that during
lockdown drivers had fallen behind
with their periodic training - which
means there is now a huge
backlog,” he adds. “We offered
remote training but the reality
was that drivers are more likely to
attend in person – so we needed
to address this immediately.
“We were always going to invest
in our CPC training offering as we

could see that additional capacity
during the week and at weekends
would benefit our drivers, in turn
ensuring they continued to deliver
an excellent, safe and efficient
services to our customers.”
The Driver CPC is a qualification
for professional bus, coach and
lorry drivers. It was introduced
across Europe with the aim
of improving road safety and
maintaining high standards of
driving. Encore, which has just
reported a record turnover during
its busiest year to date, operates
43 profit centres across 32
locations and supplies more than
5,000 temporary staff per week to
businesses across the region –
many of which are drivers.
Encore became a JAUPT (Joint
Approvals Unit for Periodic
Training) approved training centre
in 2013 in order to ensure its
drivers would be fully qualified.
The business also recognised the
opportunity to invest in their drivers
and how training their drivers
would help with driver attraction
and retention.
After two successful years, in 2015

Encore started delivering training
to its key clients. Although still very
part-time, by 2019 Encore was
delivering CPC training to over
500 of its own drivers and had built
up a customer base of external
clients, delivering training to a
further 300 drivers.
Managing director at Encore Pete
Taylor added: “The pandemic
has intensified what was already
a very challenging landscape
in driver recruitment. Brexit
negatively impacted the depth
of the talent pool of experienced
and reliable drivers available
to us, which combined with a
diminishing number of drivers due
to retirement, and an escalating
supply and demand situation which
is pushing up pay rates, meant
we accelerated our investment in
our driver training offering. This
new CPC resource means we can
confidently say we put our drivers’
needs first and are committed to
securing for them the best jobs on
the market, all under the umbrella
of our Approved Driver Scheme.”

For the latest industry news log on to www.theglobalrecruiter.com or sign up for our regular news by email
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LIVING EDGE
MCG Healthcare commits to
Living Wage

MCG Healthcare has become one
the first healthcare recruitment
agencies to be accredited as
a Living Wage Employer. Our
Living Wage commitment will
see everyone working at MCG
Healthcare, Poppy Nursing or
Staffaid receive a minimum
hourly wage of £9.50 in the UK
or £10.85 in London. Both rates
are significantly higher than the
government minimum for over 23s,
which currently stands at £8.91
per hour.
The real Living Wage is the
only rate calculated according
to the costs of living. It provides
a voluntary benchmark for
employers that wish to ensure
their staff earn a wage they can
live on, not just the government
minimum. Since 2011 the Living
Wage movement has delivered a
pay rise to over 250,000 people
and put over £1.3 billion extra into
the pockets of low paid workers.
“The last 18 months has put
our healthcare industry under
the spotlight and reaffirmed
to the nation why this is such
an essential sector,” says Ash

Higgs, managing director, MCG
Healthcare. “The pandemic has
attracted many new recruits but
this vital work must be more valued
and better paid to retain staff. By us
becoming Living Wage accredited,
I hope we’re leading the way in
healthcare to set a benchmark to
enable staff to earn a wage which
meets everyday needs - like the
weekly shop, or a surprise trip to
the dentist.”
Laura Gardiner, director, Living
Wage Foundation said: “We’re
delighted that MCG Healthcare has
joined the movement of over 7,000
responsible employers across
the UK who voluntarily commit to
go further than the government
minimum to make sure all their staff
earn enough to live on.
“They join thousands of small
businesses, as well as household
names such as Burberry, Barclays,
Everton Football Club and many
more. These businesses recognise
that paying the real Living Wage is
the mark of a responsible employer
and they, like MCG Healthcare,
believe that a hard day’s work
deserves a fair day’s pay."

ASIAN EXPANSION
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MET EXPANDS

Recruitment firm invests to find more temporary workers.

One of the Black Country’s fastest
growing recruitment agencies
is pressing the button on further
expansion by creating five new
jobs. MET Recruitment, which
recorded £5.8 million sales last year,
is looking to recruit consultants and
resourcers to boost its 18-strong
team after demand from clients in
the administrative, distribution and
manufacturing space rocketed.
Specialising in temporary and
permanent industrial, commercial
and technical staff, the company
continues to place more than 500
workers every day and that figure
could increase by 200 if there was a
bigger candidate pool.
“In the twenty-five years I’ve been
involved in the sector, I don’t think
I’ve seen such a shortage and it is

beginning to cause issues for firms
that are looking to bounce back from
the pandemic and need access
to temporary workers,” explained
Robin Tong, managing director at
MET Recruitment. “We are having
to educate our clients to the current
situation as this is a regional,
possibly national issue. It’s not all
doom and gloom, there are things
we are jointly doing to mitigate the
challenge, but it takes additional
time and more up-front work to
really drill down on the detail of the
roles and what they involve.”
He went on to add: “Our team of
consultants are already working
even closer with clients to
encourage them to take a longerterm overview of their skill needs
and asking them to look at how they

make the position more attractive,
whether that is actual pay rate or
benefits of employment.
“We’re playing our part by investing
in expanding our team and
introducing a new app that will make
managing candidates even easier.”
MET Recruitment was originally set
up to supply staff to the mechanical
and electrical trades and has gone
from three people in a small office
on the Pensnett Trading Estate
to an 18-strong agency operating
from a dedicated head office on
Wolverhampton Street in Dudley.
The company’s growth has been
driven by two key appointments,
with Matthew Hunter joining in 2011
to head up the industrial division and
Nella Share arriving three years later
to create the commercial recruitment

arm of the business. Investment in
its 360 degrees recruitment solution
for clients and an industry-best
support infrastructure for candidates
has helped it secure a strong
client base across engineering,
manufacturing, professional services
and the services sector.
Robin went on to add: “One quick
fix for the situation could be the
government relaxing freedom of
movement, but I don’t think any of
us can see that happening anytime
soon.
“So, the emphasis will be firmly on
recruitment firms innovating and our
clients looking more strategically
at how they address demand and
future skills requirements. It’s a
careful balancing act, but one we’ll
get right,” he concluded.

Spencer Ogden expands Taiwanese footprint to support clean energy targets.

INNOVEX RELOCATES
Innovex Global makes HQ Office move for growth and expansion.

Global energy and infrastructure
recruitment expert, Spencer Ogden,
has expanded its APAC presence
with a new office in Taiwan. Marking
its 12th global office and sixth in
the Asia Pacific region, this latest
expansion follows on-going demand
for its specialist talent services as
the country strives to hit its clean
energy targets. With the Taiwanese
Government working towards a
renewable energy target of 20
per cent of consumption by 2025,

demand for recruitment solutions to
support this goal is increasing, with
offshore wind leading much of the
resourcing needs.
As a specialist recruiter for the
offshore wind sector and with over
ten year’s experience supporting
the specialism in Europe and four
years working with clients in Taiwan
remotely, Spencer Ogden has
opened its Taiwanese office to drive
recruitment needs on the ground.
“Taiwan could become the global

leader in wind energy, and this is an
exciting opportunity for everyone in
the industry,” said Tom Reid, APAC
regional director at Spencer Ogden.
“However, the country is currently
experiencing a skill shortage and
the rapidly growing offshore wind
industry is likely to result in the
creation of over 20,000 new jobs
by 2025.
“Finding suitable professionals is
going to be critical and Spencer
Ogden is one of the few agencies

with a history of both international
and local capability,” Reid notes.
“Our teams have proven to be
unstoppable in getting talent
mobilised across the world into
critical locations and clients will
expect to continue to see the
same level of service as we further
expand into Taiwan. This is a highly
exciting opportunity for Spencer
Ogden and is one of many plans to
expand our APAC presence.”

Search company Innovex Global has
announced the move of its HQ to
Cheltenham’s cyber central, the UK's
focal point of activity in cyber security.
The move will see the com-pany gain
capacity for the forthcoming growth
and expansion of its international
execu-tive search businesses.
The move stems from Innovex
Global’s unprecedented growth
in the last year whilst sup-porting
clients with C-suite hire across the
cyber, fintech and technology sectors
and they have maintained strong
leadership, direction and delivery of
services during the pan-demic.
“We are thrilled to establish our

headquarters in Cheltenham, as it’s
a top cyber business growth area
and home to GCHQ,” commented
Jake Parish, manager director,
Innovex Global. “It’s also positioned
well in reach of the universities
along the South-West University corridors, offering access to
educated, diverse talent pools;
furthermore, we are also uniquely
positioned to provide top calibre
graduates, outside of the city, the
opportuni-ty to work with cutting
edge companies globally”.
Innovex Global works with startups, scale-ups and established
businesses within indus-tries

including fintech, SaaS, cyber
security and technology. Retained
search is at the core of the
business with its secret sauce
being its ‘Talent Acquisition
Advisory’ service which transforms
talent acquisition functions, and
provides clients with best in class
data driven business intelligence,
equating to the recipe for client
success.
“When establishing Innovex, I
noticed the main executive search
businesses for cyber and fintech
were in London,” added Parish.
“Secondly, Cheltenham didn’t
have a re-tained search business

that focused internationally or
across commercial and corporate
functions, specifically from
C-Level down to minus two. We
are excited to offer graduates
from neighbouring universities
the opportunity to work for a fast
growth business that supports
rapidly expanding global brands,
at a senior level. We are also
excited to be opening the office
in London, so that as the world
opens up, we can offer a presence
for our clients but also an option
for all employees to be based in
either or both locations.”

V I E W FROM WEC
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BEYOND TARGET
GROUPS
Jochem de Boer, public affairs manager, World Employment Confederation
on reforming employment support for everyone.
To date, many labour market activation policies have been focused
on servicing specific target groups such as youth, migrants, disabled
people, women and the long-term unemployed. However, the OECD
Employment Outlook 2021 suggests that this will no longer suffice.
There is a broad and structural need for transition support, and
we need a difficult conversation about the way in which activation
policies are structured as well as vigilance in driving labour market
participation for all. To achieve this, it will be more urgent than ever
to foster collaboration between public and private labour market
specialists and services.
The Employment Outlook is the OECD’s annual report on jobs and
employment in OECD countries. Each edition reviews recent trends,
policy developments, and prospects. The 2021 edition offers an
extensive, fact-based assessment of the impact of the Covid-19
pandemic on labour markets. The crisis is far from over and while we
see developed economies finding their path to recovery, employment
numbers have still not returned to previous levels. The Outlook
identifies two significant and concurrent labour market challenges:
labour market participation and employment rates are dropping,
particularly for young people, women and low-skilled workers;
while digitalisation and economic reform require new skillsets and
employers are in desperate need of skilled staff to power their survival
and recovery. Hence, we face a challenge in terms of both activation
and transitions.
The Outlook explores how OECD countries have organised their
labour market activation systems and active labour market policies.
These are crucial in both supporting large numbers of workers to find
a job, especially in times of economic downturn, and in activating
people to train and/or (re)join the labour force, especially during
labour scarcity. Right now, we need both. The skills mismatch we face
was already a challenge pre-pandemic as trends like digitalisation
and the green transition gained speed, destroying jobs and creating
new ones in return. Further labour scarcities may lead to inflation,
prompting central banks to raise interest rates – something that
nobody wants at this stage – so now is the time to support more
adequate and agile labour markets.

An agile response
The OECD Employment Outlook 2021 flags the elements that
contributed to an agile policy response when Covid-19 struck labour
markets. One key insight is the fact that in those countries where
there was established partnership between public and private
employment services, the public activation and transition support was
more effective and responsive in meeting the needs of workers and
employers.
This showcases the importance of such collaboration in the world
of work – something the World Employment Confederation and its
members have long implemented and advocated for. Vast expenditure
goes into active labour market policies, and the need for these will
remain urgent given the concurrence of abundance and scarcity of
labour supply. But for this support to be sustainable as economies
and fiscal positions deteriorate, it will need to be both efficient and
effective. Private employment services can be a part of the solution. A
growing number of private providers support jobseekers and workers
in finding their way in the world of work. This includes recruitment,
re-integration, training, outplacement, and career guidance firms.
They share a core purpose with the Public Employment Services: get
people (back) into a job! Each has unique ‘on the ground’ insights into
the labour market, and especially into labour market transitions. As
such, employment services, both public and private, hold the key to
successful active labour market policies.

Productive partnerships
These partnerships can be created in a multitude of ways. Many
Public Employment Services across the OECD already outsource
the delivery of (some) of their services to private specialists at local,
regional and national level. Many also exchange information on
vacancies and jobseekers or organise job-fairs and training together.
In some instances, representatives from private players play a key
role as part of tripartite governance of Public Employment Services.

This collaboration is often formalised, but most of the time it is
informal: public and private labour market support staff (consultants,
recruiters, management etc.) just work together on an operational
level to match employers and jobseekers. Of course, this takes place
both inside and outside of special programmes for specific groups that
are underrepresented on the labour market.
Given their shared purpose, these collaborations offer clear efficiency
gains. The mandate of public employment services often goes way
beyond just job matching, and often they also act as coordinators
of unemployment and other labour market insurances – including
potential supervision of requirements of jobseekers. Yet, many public
services are required to meet certain thresholds or criteria, thereby
limiting their capacity to deliver individualised ‘early warning’ services.
Public employment services have the potential to have a vastly
more comprehensive labour market overview and to feed trends on
labour demand and supply to the market. They are also in control
of the conditions under which private providers can tender. Private
providers, on the other hand, are focused on shaping a match and
have deep ties with business and their HR departments and staff.
Their services are accessible to all and are broadly implemented
across all sectors and skill levels in the labour market. As such, public
private partnerships bring synergies of operational expertise, insight
and capacity to deliver, and support labour markets through focused
training and career guidance.
Active Labour Market Policies will be crucial for the post pandemic
recovery and beyond. As monetary and fiscal space decreases in
the years ahead, efficiency and effectiveness will need to satisfy
taxpayers’ scrutiny. To deliver on this, a more structured collaboration
between public and private employment services needs to be
integrated into labour market policymaking. Each has a role to play.
Significant efficiency gains can be achieved through a concerted,
collaborative approach that leverages the capacities and roles of
both public and private employment services and capitalises on their
shared purpose of getting people (back) to a job! n
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SUMMIT 2021
We’d like to invite you to The Global Recruiter UK Summit,
Recruitment 4.0+, an event hosted by The Global Recruiter.
The recruitment industry was already preparing for a shift in the
way it did business, increasing technology and adapting to the new
demands of clients and candidates.

Meeting the new
digital challenge
Event Partners:

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

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

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

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

Conference programme to be announced July 2021

#GRUKSummit

LONDON

30 September

Then came the pandemic.

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

ETC. VENUES
8 FENCHURCH PLACE

THE RECRUITMENT
NETWORK

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

TM

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

Events: @GlblRecruiter
News: @globaleditor
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AND WHAT DO
YOU DO?

Melanie Forbes, managing director, APSCo Outsource discusses how workers are
classified and what recruiters need to know.

How workers are employed has become an increasingly complex
and intricate issue, one that has only been exacerbated by the recent
roll out of Off Payroll legislation into the private sector. For those in
the outsourcing arena, knowing who is responsible for what when it
comes to worker classification is no easy task – especially when the
goal posts are constantly moving.
In order to help provide some clarity on this issue. APSCo OutSource
teamed up with an expert in talent management strategy, TalentIn, to
demystify worker classification. Here’s the results:

Worker classification and legal status
There’s a wealth of terminology for a worker’s contract type that can
often be confused by the legal definition of these individuals. If we
take a look at the legal classification and how these are determined,
the breakdown is as follow:

• Self-employed: Those that fall into the self-employed category
legally are sole traders, PSCs, freelancers and independent
workers (including the self-employed). The definition of these
individuals covers anyone that is in business for themselves who
has entered into a contract with clients or customers to provide
work or services. For tax purposes, the self-employed individual
is obliged to register with HMRC and submit annual returns to pay
income tax and National Insurance Contributions (NICs). PSCs
are required to pay corporation tax as well. Employment law
doesn’t cover the self-employed in most cases because they are in
business for themselves.
• Worker: This covers gig and dependent workers. They are
classified as ‘dependent’ contractors who are registered as
self-employed but provide a service through someone else’s
company. Usually, they carry out the work personally themselves
rather than substituting another individual for the project and their
contract is not usually with their client, but rather another party.
Their tax obligations are the same as the self-employed (above),
but they are entitled to statutory worker rights under employment
law. >

www.theglobalrecruiter.com
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In 2021 The Global Recruiter
Awards are set to recognise
great recruitment businesses as
they have performed prior to and
during the Covid-19 pandemic.
• Agency Worker: This is the legal definition of a PAYE temp.
Essentially, they have a contract with an agency, but work
temporarily for a ‘hirer’ – a person or company with employees.
Under Agency Worker Regulations, they are entitled to the same
employment rights as employees of the hiring company after
12 weeks. However, the agency is responsible for their pay and
administering statutory employment rights. There is also no
distinction between an agency worker and an employee for tax
purposes. The employer is responsible for paying NICs on behalf of
the employee.
• Umbrella worker: As with an agency worker, these individuals
are entitled to the same employment rights as an employee after
12 weeks, but the hiring company is the Umbrella. It is also the
Umbrella that is responsible for paying NICs and tax contributions
of these workers.
Employees and contractors of a provider (i.e. secondees, outsourced
and offshore workers) all fall under the responsibility of the provider
for tax and worker classification purposes.

Defining a worker’s classification
While the above provides an overview of the different legal
classifications of workers and where responsibility lies for employment
rights and tax requirements, knowing who is responsible for defining

“The ability to adapt as worker
classification requirements and
contracting methods evolve
will be a critical competitive
advantage to recruiters, suppliers
and outsourcing partners in the
future world of work.”

what category a worker falls into is also crucial.
As a general rule of thumb, responsibility is broken down into the
below:
The supplier responsible for the work and the worker holds the risk
and responsibility for classification, as well as relevant insurance for:
• Individuals providing outsourced services (for example IT or
marketing)
• Offshore support teams
• Consultants
• Out of scope PSCs
• Sole traders, freelances, gig and independent workers
The intermediary that is in place – whether that’s an agency, payroll
provider etc – is responsible for the classification of:
• In scope PSCs
• Umbrella workers
• PAYE temporary staff
• Offshore workers
The direct employment contract end customer holds responsibility for
fixed term contracts
For freelance and gig workers where the supplier is not responsible
for the outcome, the independent or dependent worker is responsible
for their classification
There are risks associated with each category of worker that you
need to be aware of regardless of where the responsibility lies.
Incorrect worker classification and failure to pay appropriate taxes
can have a knock-on effect across the entire supply chain, so a ‘better
safe than sorry’ approach is certainly the best tactic.

Demystifying worker classification: for now!
It’s important to add that the above information is a guide for those
involved in the supply of the temporary and non-employed workforce
– it is not legal advice and you should always seek expert guidance
for your specific circumstances. And while it is all correct at the time
of writing, with the pace of change in the world of employment and
outsourcing, this is subject to change.
What is certain, though, is that the ability to adapt as worker
classification requirements and contracting methods evolve will be a
critical competitive advantage to recruiters, suppliers and outsourcing
partners in the future world of work. n

Last year we took the decision to hold back our Awards.
We recognised that our Awards timetable meant that our
deadlines fell at a time when you needed to concentrate on
adapting to the impact of lockdown. However, we still received
many entries and we want to ensure those entries receive the
recognition they deserve. For this reason our Awards this year
will be designed to take into account performance before the
impact of lockdown, as well as how the business adapted and
worked during the pandemic.
If you entered the Awards last year, we will still consider your
entry, but we would also welcome more information from you
on how your business has operated since March 2020.
If you are ready to enter the Awards and didn’t send your
details last year, we’d like to hear your story – from your
performance prior to the pandemic and again, how you have
adapted and worked within these challenging circumstances.
Headline sponsor

We recognise that not all businesses will have faced similar
challenges not least because recruitment companies serve
different sectors, but The Global Recruiter Awards 2021 will
offer a level playing field on which recruitment businesses,
initiatives and practices can be assessed and judged.
In this way, being a part of The Global Recruiter Awards
2021 will recognise the strengths and achievements of your
business at one of the most remarkable times in history.

Shortlist announced: 2 August 2021
Awards Ceremony 14 October 2021

www.ukawards.theglobalrecruiter.com
#GRAwards21

Associate sponsor

For faster smarter growth

Category sponsors

The FCSA Codes –
what’s changed?
The Codes now provide greater
transparency on the financial illustrations
that our member firms need to provide to
contractors.
Member firms are required to provide greater
transparency regarding holiday pay in every
umbrella employment contract and payslip.
Members must also submit independently
audited accounts.
In addition, the FCSA has also introduced new
pre-requisite and due diligence checks on all new
applicants that they must pass before proceeding
to the accreditation assessment stage.
“We are grateful to our independent assessors
Ernst & Young, Saffery Champness, BDO,
Brabners, and JMW who contributed to this
review and provided the expert challenge that
give the Codes the rigour they need. And, of
course for the engagement we received from
HMRC, BEIS, and industry-leading trade bodies
who we consulted with during this process,”
added Phil.

FCSA launches revised
Codes of Compliance
What does that mean for
agencies and contractors?
The UK’s leading membership organisation for
compliant payroll intermediary providers, the
Freelancer & Contractor Services Association
(FCSA) has announced the launch of revised
Codes of Compliance (the “Codes”), outlining
the most rigorous industry standards expected
from member firms.
This latest comprehensive review has made them
tougher and even more transparent providing
added assurance for agencies, end hirers, and
contractors.

Extending to over 540 areas of evidence-based
assessment, the FCSA Codes continue to set the
benchmark for best practice compliance and
ethical standards in the industry.
“As market conditions change so too must our
Codes. This is to ensure the highest standards
of compliance are continued to be met by
our member firms. Which is why now, we’re
announcing the launch of our latest Code
revisions,” said FCSA Chief Executive, Phil Pluck
when commenting on this latest Code review.

“The most comprehensive
and compliant set of
evidence-based standards
now exist in our sector. No
one else in the sector can
give agencies, end hirers,
or contractors this level of
assurance.”

To view the FCSA’s latest set of
Codes for umbrella employers,
limited company advisors, and
self-employed/CIS providers,
please visit: www.fcsa.org.uk

What makes FCSA
accreditation unique?
Members adhere to rigorous ethical standards
assessed against published Codes
Independently tested by regulated chartered
accountants, tax specialists and solicitors
with vast expertise in the sector
Members are required to demonstrate
compliance annually
Commit to the FCSA Charter
Non-compliance by FCSA members will result
in suspension or termination
FCSA is a firmly established not-for-profit
accreditation body
CEO is appointed by the members and is
independent, with no commercial conflict of
interest
The only compliance standard to be
recognised by the UK’s leading recruitment
trade bodies REC, APSCo, and TEAM.

How this applies to
new applicants and
current members
The revised FCSA Codes will apply to all new
applicants from the 26th May 2021 and to current
FCSA members from the 1st October 2021. The
latter is to enable our independent assessors to
evidence test current members against the newly
revised codes.
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THE NEXT LEVEL
Nikolas Kairinos, CEO Soffos.ai, on empowering the hybrid workforce.

The idea of a working environment where employees gather to do
their job is a concept that harks back to the days of the industrial
revolution, where productivity was measured in hours worked. In a
digitally interconnected workplace, this approach is largely becoming
outdated, as employees realise they can perform just as well – or
even better – from home, while enjoying greater flexibility and a better
work/life balance.
Yet some important benefits of traditional communal settings have
been lost during the recent period of remote work, and many
recruitment agencies will have felt the impact.
For many organisations, the important issue of employee learning and
development (L&D) has fallen by the wayside. According to a recent
survey commissioned by Soffos, firms have suffered communication
breakdowns, lost opportunities for collaboration and experienced
a lack of engagement in response to their training initiatives since
the pandemic began. Notably, 39 per cent of the businesses
surveyed said that they had struggled to even make time for training,
with similar numbers (36 per cent) stating that they have found it
challenging to develop their employees’ skills and knowledge when
they are not based in the office.
Businesses now face a difficult predicament – boost their remote L&D
initiatives, or else be faced with the prospect of losing out on talent
to organisations who are better equipped to thrive in the new normal.
Pointedly, a separate study of over 1,235 UK employees uncovered
that one in five (22 per cent) would consider leaving their job in the
next 12 months if their employer does not invest more actively in their
professional growth.
While connecting companies with the best talent will remain the

priority, recruitment agencies must also look inwards and direct
greater investment into preparing their own workforce for the future.
After all, a highly skilled workforce is key to the long-term success
of any organisation, so it is high time that businesses begin shifting
their focus from the prospect of immediate survival, to prioritising
opportunities for staff development.

Digital tools will be key to proactive learning
Although many businesses did adapt their incentives to fit the remote
climate, one of the main issues with online platforms is that staff fail
to engage. In truth, many employees have found stop-gap EdTech
solutions to be too generic, and lacking practical opportunities to
collaborate with their employees – this was the case for 33 per cent
and 38 per cent of those surveyed by Soffos respectively.
However, with adequate digital infrastructure in place, agencies can
cultivate productive opportunities to collaborate with co-workers,
so that professionals at all levels can benefit from a collaborative
approach to learning. Virtual and augmented reality (VR and AR) are
helpful in this regard – as they develop, they will be able to create
a backdrop that is indistinguishable from the office environment,
allowing staff to team up with their co-workers to complete tasks
in real time, discuss ideas, and share their own expertise with less
knowledgeable and newer staff members.
Likewise, organisations would do well to invest in online learning
portals utilising gamification to sharpen their employees’ skills.
As these technologies have the ability to make even the most
cumbersome and lengthy compliance exercises more engaging,

managers will no doubt see engagement and attainment figures on
the up. What’s more, platforms that encourage microlearning – the
process of keeping learning efforts short and frequent – should be on
the radar for those keen to set their employees on the path to lifelong
learning.
To enable learning leaders to efficiently and accurately address
employees’ queries – whether about critical business knowledge
or their own progress – companies should also look to new and
emerging tech like artificial intelligence (AI). One of the most
compelling aspects of these technologies is that they are able to learn
continuously themselves and provide succinct answers on-demand,
with the quality of their output improving with every interaction. This
opens the doors for staff members to ask questions whenever and
wherever they please, and receive immediate answers. Certainly,
this should also equip employees with the ability to self-direct
their learning endeavours, which will undoubtedly lead to greater
engagement.
Interestingly, businesses already seem to be recognising the vast
potential that AI has to offer, as 43 per cent of those surveyed by
Soffos stated that they plan to invest in artificial intelligence in the next
twelve months, in order to deliver more advanced employee training.

Data analytics mean tailored L&D
Most business leaders will recognise the power that data holds when
it comes to driving their L&D efforts. From viewing the number of
users accessing a particular course, to analysing test results and time
spent on an assignment, these insights will equip learning leaders

with the power to build a truly customisable experience to upskill their
workforce. However, at the moment, a third of employees (33 per
cent) still state that the solutions offered by their employer are too
generic to boost their career development.
As such, recruitment firms would do well to explore more
sophisticated solutions that provide actionable data to optimise the
effectiveness of training programmes. Specificity is the order of the
day, and administrators should have the ability to assess how their
teams are performing, and where attention must be focussed.
Likewise, data analytics that collect learner feedback on their training
experiences will be an asset to organisations, allowing them to adjust
their content to accommodate individual preferences, strengths and
weaknesses. For example, a business can use the data collected
from the work histories of employees to build training programs
intended specifically for new starters, by assessing what worked
best in the past, and which aspects were not so successful. Doing
so will ensure that online training programs are always up to scratch,
and that external factors like the pandemic don’t hinder L&D efforts.
Thankfully, some 52 per cent of UK businesses intend to up their
spend on data analytics in the next twelve months, suggesting that
improved L&D is on the cards for many organisations.
All in all, it is very encouraging to see that many organisations are
looking to boost their spending on up-and-coming technologies that
will push their hybrid training initiatives to the next level. As we move
into the future of work – a space which is no longer confined to the
four walls of the office – recruitment firms must do what they can to
ensure that staff are given ample opportunities to progress. n
www.theglobalrecruiter.com
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CLOUD BASED
ACCESS

ONLINE TIMESHEET
MANAGEMENT

PAPERLESS
BACK-OFFICE

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

Online timesheet submittance and
approval with fully supported print
and scan for bulk upload.

Bulk timesheets, instant invoicing and
real time reporting to make sure you
spend time on what matters.

RECRUITMENT
CHALLENGED
Amanda Simpson, founder and CEO of SVC Solutions,
takes a closer look at the latest data from the
Recruitment and Employment Confederation (REC).

FULLY WHITE
LABELLED

AUTOMATED
INVOICING

MULTI TIMESHEET
ACCEPTING

Our system can be white labelled
so it’s on brand for you with bespoke
emails and documentation.

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

Online, scanned, or imported - our
system works with any format to help you
process timesheets to invoices quicker.

CONNECTING
YOUR RECRUITMENT BUSINESS
Practical Software is a revolutionary new
back-office solution for recruitment agencies.
Here to make your business work faster,
better and smarter.
We are always working to save you time and money,
and make you more efficient. Leaving you to focus on
the important things like connecting your business,
winning new clients and managing relationships.

To find out more about our software, how it
can help you save time and maximise revenue
or to book a one -to-one demo:
• visit practical.software/global
• email info@practical.software
• call 0330 124 3506

PRACTICAL.SOFTWARE/GLOBAL

It is not new news that the Covid-19 pandemic has caused
unprecedented upheaval for the recruitment sector and its clients.
However, the latest data has revealed that the tide is turning, with
demand for new staff soaring. Top line figures from the REC and
KPMG’s UK Report on Jobs highlights some much anticipated
positive news for our sector: Rapid increases in both permanent
and temporary roles and vacancy growth hitting its highest rate in
23 years. This can be attributed in no small part to the easing of
lockdown restrictions in the UK, the reopening of non-essential shops,
the return of the hospitality sector and of course increased confidence
in the stability of the economy.
This is something that my team and I are witnessing first hand at
SVC Solutions. In comparison to the same period last year we have
successfully placed 40% more candidates into both permanent and
temporary roles across numerous sectors. As well as this the SVC
Solutions team has also witnessed a 60% increase in vacancies and
openings for temp jobs.
We can’t deny that these statistics are hugely encouraging for the
recruitment sector after a prolonged period of market uncertainty
and decline. But the story doesn’t end here. Covid-19 has changed
the recruitment landscape significantly, with a number of trends
emerging that seem as though they are here to stay. Trends that both
recruitment consultants and employers are going to have to adapt to
at pace.

Adaptation at speed
Jobs are out there – there’s no doubt on that one. But quality
candidates are proving significantly harder to find. The REC report
reveals that the availability of staff has decreased rapidly. The severity
of this decline means that candidates are at their lowest rate for more
than four years and that in the second quarter of this year the decline
is gathering pace.
The furlough scheme has proven to be a life line for many businesses
and employees. But it has also exacerbated our human tendency to
be creatures of habit. The current climate seems to be that many very
skilled individuals are happy to remain in furloughed roles, working for
employers that they know, rather than actively looking for new roles
and getting back to the workplace.
The reasons for this will be far reaching and as individual as we are.
From the straightforward reasoning of loyalty to existing employers, to
being happy to work reduced hours or even no hours but still receive
the majority of their income, or simply having little confidence in the
job market, the UK workforce seems stagnant.
Throughout the pandemic the rhetoric of a dwindling economy,
businesses failing and unemployment rising has seemed at times to
be constant. And whilst this has been the case for some it is not the
case for all. As recruiters and business service providers we need to
change this story. We can see from what we do that employers need
staff, in fact we have recently had to take on new team members
ourselves to support our sustained business growth. >
www.theglobalrecruiter.com
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We need to use the channels that we have available to us to change
the story around jobs to one which reflects the current buoyancy of
the market.

Educating employers
But most importantly we need to educate the employers that we work
with and address the misconception that Covid-19 has led to swathes
of unemployed people falling over themselves to take on roles that
are poorly remunerated. Whilst employees have the security of
furlough, perks such as flexible home working, reduced communing,
etc., employers need to have compelling offers to attract the very best
talent. It is our job as recruiters to support employers with this. From
financial incentives and supporting progression through training, to
flexible working, we need to dangle a carrot in order to encourage
candidates to seek out new roles.
Although it was born from necessity, the pandemic has seen a boom
in individuals working from home, many for the first time. From an
employee perspective this has meant a better work/life balance and
as a result is something they’re keen to maintain. Consequently, we’re
seeing an increased number of candidates who are looking for either

permanent working from home roles, or the flexibility to chop and
change between a professional environment and the comfort of home.
The pandemic has accelerated awareness of campaigns such a Flex
Appeal, which supports flexible working across the UK. Not only has
this gained traction within the workforce, many leading employers
within our economy are backing the cause. Sir Robert McAlpine
recently became a champion of Flex Appeal signalling a change that
in order to attract the best talent employers need to do more.

Loyal employees who already know the business that they work for
can be a huge asset, especially if employers support their growth
and offer them the opportunity to advance their careers. As providers
of recruitment, training and HR services we find that supporting
employees to grow in their roles can often be a smoother transition
that trying to integrate new staff.
The first option is to provide formal training. This could be a bespoke
course, designed specifically around your business. Or alternatively
training providers might already have programmes such as our
Management in a Box™ programme which are designed to support
common business needs.
A slightly less formal, equally valuable option is to provide coaching
or mentoring to staff. Often these short, focussed sessions can give
employees the tools to really step up in their roles which will not only
support the business, but will also support your employee’s career
development, boost job satisfaction and drive loyalty. Coaching is also
a great tool to help employees get back up to speed after a longer
period of absence such as furlough or maternity leave.
There is no doubt that the pandemic has reshaped many parts of
our world, not least changed the landscape of recruitment. But what
the recent REC figures highlight is that the industry is beginning its

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

recovery and our role is going to be even more vital in the coming
months. We need to help our clients understand how Covid-19 has
reshaped employment, how to attract talent and how to get the best
from their teams. n

What employers need
However, at this point the businesswoman in me would encourage
business service providers to pause and consider this: do your clients
really need more staff? Part of our ethos at SVC Solutions is to really
dig deep into our client’s businesses and understand their pain points.
It is not uncommon for a client to come to us looking for more people,
but when we take an objective look at the business we find that what
they actually need is help growing the talent that they already have.
This could ultimately be a valuable realisation.

“The recent REC figures
highlight is that the industry is
beginning its recovery and our
role is going to be even more
vital in the coming months.”

Speak to us about local compliance:
EMPLOYMENT LAW

STATUTORY OBLIGATIONS

TAXATION

DATA AND PRIVACY LAWS

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

+61 3 9600 0333

enquiries@entitysolutionsgroup.com

entitysolutionsgroup.com
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HIVE360:
WHAT’S
ALL THE BUZZ
ABOUT?
Experts in recruitment agency outsourced PAYE payroll, and wellbeing
and benefits provision, HIVE360, and its digital-first solutions have
taken the recruitment sector by storm since it launched in 2016.
“HIVE360 is an expert in recruitment agency PAYE payroll including those
governed by the GLAA,” explains CEO David McCormack. “Our HMRC
-compliant solution guarantees a speedy and transparent service, with no
nasty fees for workers, and delivers efficiency gains from our payroll, digital
payslips, pensions auto-enrolment, and pay documentation support.
“We are also specialists in wellbeing and benefits provision – and
bring all this together in one powerful and unique solution: Engage,
which is included as standard to recruiters outsourcing their payroll and
employment administration to HIVE360.
“Engage is a value-added employee perks app, which unlocks access
to an extensive array of inclusive features and is rapidly reimagining
access to payroll, on-the-go benefits, and health and wellbeing support
for workers, in turn boosting talent retention.
“Our solutions mean we are leading the way in innovating employee
engagement via our comprehensive suite of benefits that match individual
business requirements with a tailored, personal solution.”

Added benefits on-the-go
Onboarding and career progression, reward and recognition policies,
training and development, employee benefits, work:life balance,
financial, mental health and wellbeing support, are essential
components of an effective employee engagement strategy.
“Together, they improve and maintain a positive working environment
for recruiters’ own employees, and the valued candidate workforce,”
says David, “while for recruitment businesses they have the potential to
set them apart from the competition.”
Engage delivers secure access to benefits via easy to navigate,
dedicated individual features, as David explains:
“Within the app’s My Health, My Money, My Discounts and My Work
features, users have confidential and secure access to numerous services
and information, including a personal doctor, personal support helpline,
care support, gym memberships, thousands of high-street and online
lifestyle, dining and insurance discounts, mobile phone savings, online
training resources, and GDPR-compliant pay and pension information
such as digital payslips and a real-time workplace pension dashboard.

cost savings on PAYE Payroll and Pensions Administration, improving
internal process efficiencies, and reducing overheads.
“Communication with a workforce is essential,” he adds, “and recruitment
businesses using Engage record worker engagement levels of over 80%.”

Recruiters’ choice

Sponsored by:

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

BULLHORN ACQUIRES SIRENUM
Move strengthens commitment to global recruitment agencies using Bullhorn for
Salesforce with acquisition of Sirenum.

Earlier this year, temporary workers recruitment software provider Rocket
Software launched a partnership with HIVE360. Its MD Danny Steel
explains: “We had been looking for a strategic partner in the employee
benefits space and after reviewing numerous potential partners, we found
HIVE360 innovative, collaborative, progressive and creative. Their
mobile-based tech easily integrates with our software and app, and as
GLAA license holders with much experience in this vital sector, we feel
HIVE360 is a really good fit for us.”
First Call Contract Services chose HIVE360 as strategic partner for its
engagement platform. Commercial Director Dean Nixon explains: “Our
decision to launch a new engagement platform with HIVE360 during the
global pandemic was an easy one – by giving our temporary workers
access to a mobile app that provides immediate GP services, mental
health counsellors, pay and pensions information, we’re helping support
and protect them ‘on the go’.”
Collaborating with HIVE360 has enabled improvements in existing
offering for permanent and temporary staff for Bell Cornwall
Recruitment too: “The access to online and high street discounts is
great,” says the company’s Jeremy Cornwall, “but the ability to provide
staff with mental health support and over the phone GP access is a real
game changer for us and our people.”

“Engage is fast becoming the first-choice mobile perks app for
recruiters, because it brings candidate and HR systems seamlessly
together in one mobile experience.

“We are always striving to exceed our customers’ expectations,” adds
Irma Stevens, CEO of 1 Stop Healthcare. “Our focus on supplying
high quality healthcare professionals that are trained above industry
standards is key to this. In support, HIVE360 has become an integral
partner, providing expert and seamless employment administration and
a ground-breaking pay, pension and perks portal which enable us to
ensure our health care professionals are fully supported and engaged.”

“By working closely with our team, it delivers customised, accurate,
on time and fully transparent agency worker pay, creating significant

HIVE360 is championing a new model of employment administration
and redefining employment and pension administration processing.

www.hive360.com

Bullhorn has announced that
it has acquired Sirenum, a
provider of shift scheduling and
workforce management solutions
for enterprise staffing companies
on Salesforce. This acquisition
is a major investment to help
Bullhorn for Salesforce enterprise
customers, especially those in
Europe, grow and scale their
businesses in the new world of
work.
As the world emerges from
the shadow of the COVID-19
pandemic, recruitment firms have
recognised that accelerating their
digital transformation initiatives
will help them compete with the
emerging threat of online staffing
platforms and other potential
disruptors. Subsequently, forwardlooking agencies are leveraging a
digital arsenal of tools to compete
and grow in an era of automation
and self-service.
Additionally, recruitment firms are
facing the growth of shift-based
work over the last 24 months and
the challenges associated with

managing their workforce at scale.
To address these challenges,
Bullhorn has acquired Sirenum
to help Bullhorn for Salesforce
customers leverage complex
shift management and workforce
management solutions in order to
grow and scale their businesses
on the Salesforce platform.
Sirenum’s suite of solutions
encompasses scheduling and
shift management, compliance in
complex regulatory environments,
and optimisation for workforce
deployment. Almost 500,000
workers currently use the Sirenum
mobile app, and the company
processes 300,000 shifts per
month.
“We’re incredibly excited about
the progress we’ve made in
driving efficiencies for recruitment
agencies using Salesforce, and
we’re looking forward to Sirenum’s
accelerated growth as part of the
Bullhorn family,” said Benjamin
Rubin, founder and CEO of
Sirenum. “We already have many
joint customers with Bullhorn, and

they’ve seen such tremendous
results from the partnership that
joining forces is a natural next
step. Together we’ll be able to help
firms transform their approach to
workforce management to grow
and scale their businesses.”
“We’re dedicated to helping
large, predominantly European
staffing companies, many of
whom manage thousands of
workers per day and have built
their businesses on top of the
Salesforce platform, succeed in
a complex business environment
where supporting shift-based
workers is a key competitive
differentiator,” said Art Papas,
founder and CEO of Bullhorn.
“Sirenum’s customers already
manage half a million workers
using the solution, and we’re
looking forward to accelerating
that growth and unlocking greater
value for recruitment agencies
using Salesforce in Europe.”
Josh Pines, co-founder and head
of corporate development and
marketing at Sirenum, will join

the Bullhorn leadership team to
drive success for Sirenum and
Bullhorn customers around the
world as part of this exciting new
chapter. With the global reach
and expansive R&D resources
available within the Bullhorn
family, this acquisition will expand
Sirenum’s product roadmap and
development efforts to deliver the
greatest customer value.
Bullhorn’s last corporate
acquisition was in January of
2020 when it acquired Herefish,
a provider of automation and
candidate experience solutions.
Like Sirenum, Herefish was a
best-of-breed staffing software
provider with a proven track record
of excellence and numerous joint
customers. Since being acquired
by Bullhorn, Herefish has seen its
revenue increase by 350 per cent,
growing from 100 customers to
450, now automating 2.3 million
interactions daily on the Herefish
platform, and saving customers
more than 1.5 million hours of
administrative work per month.
www.theglobalrecruiter.com
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Worklife platform appoints new director.
WorkLife by OpenMoney, the
employee benefits platform
created for small businesses, has
announced the appointment of
Niamh McLaughlin as managing
director. Niamh has 15 years’
experience in the financial
services sector, gained most
recently at legal services firm ME
Group, where she was managing
director of its litigation funding
business. Prior to this she held a
number of senior roles at Bibby
Financial Services, including head
of operations.
As managing director, Niamh will
lead on the future development
and growth of the firm. The news
comes as Robert Marshall moves
into the newly created role of
head of product and proposition
at WorkLife, after first joining
OpenMoney as head of workplace
in 2019. Both developments are
demonstrative of a commitment
to further expanding WorkLife’s

offering in order to meet the everchanging needs of small firms
and the corporate advisers who
serve them.
Commenting on the appointment,
Anthony Morrow, founder of
OpenMoney said: “This is a
pivotal time for WorkLife as we
keep driving forward our mission
of making financial advice and
employee benefits accessible and
affordable to every UK business.
“Top of the range financial
wellbeing services are at the
absolute core of our proposition,
and we believe the need for these
have never been greater than in the
current climate. Bringing someone
of Niamh’s experience and calibre
is therefore a fantastic result for
us – her input will be invaluable
as we further expand our offering
and work towards becoming a
recognised and deserving leader in
the SME benefits market.”
Niamh McLaughlin commented:

“The pandemic has put huge
pressure on UK SMEs and their
employees, making this a really
a crucial time for the employee
benefits market. WorkLife has
been doing some fantastic work
since coming onto the scene last
year, and I see huge potential
to keep driving this forward to
build something truly special for
smaller businesses, enabling
them to return their workers’ hard
work and loyalty with benefits and
support that will make a genuine
difference to their lives.”
The WorkLife platform, which can
be accessed via a smartphone,
tablet or computer, is simple for
employers to set up online, linking
up with payroll so employees can
see and keep track of all their
benefits, savings and salary in one
place. Employers can even add their
own existing benefits and rewards.

So you can focus on running your business.
The Recruitment Network enables hundreds of recruitment business leaders
every day to achieve their strategic growth plans by providing best-in-class
mentoring, expert advice, peer-to-peer support, unlimited training and more...

See for yourself
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Surge in job searches as 1 in 4
employees may leave.
Job searches on digital career
platform WorkL rose by 112 per
cent in June compared to the
previous month as the search for a
new, happier job role, as lockdown
officially ends begins.
Data from WorkL’s Jobs page taken
in June shows that it is people aged
25-34 who are searching most for a
new job, with an increase of 301 per
cent when comparing June versus
May of this year. This is followed by
the 35-44 age group which saw an
increase of 23 per cent, 18-24 years
olds with an increase of 18 per
cent and those aged 45-54 with an
increase of 10 per cent.
WorkL only lists jobs from its
Happiest Companies list with
hundreds of new jobs posted each
week. The digital platform’s free
Career Developer tests help job
finders determine which industry
and job role will make them happiest
as well as which organisation they
are most suited to.

WorkL’s monthly Flight Risk Tracker,
with data from over 8,000 individual
test scores from WorkL’s workplace
survey taken in June, show that
the current ‘Flight Risk’ is 25.44
per cent. This means that a quarter
of the respondents are at risk of
leaving their job because they are
unhappy at work. The flight risk is
calculated from four questions in
the Workl happy at work survey
taken by 5,000 employees a week.
Exit surveys highlight where low
scores on certain questions trigger a
departure from the business.
Looking at the Flight Risk by
industry shows that those working in
Retail are most likely to be a Flight
Risk with a 32.33 per cent risk. This
is followed by the Travel & Leisure
industry with 30.07 per cent then
Hospitality 28.04 per cent.
Lord Mark Price, Founder of WorkL
for Business comments; “The
Government warned businesses
earlier this year about the risk of
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employees leaving their current
roles in search of happier
organisations to work for and our
data reveals that their prediction
was right. The past 18 months
has highlighted just how much a

business cares for the wellbeing and
career progression of its employees,
so businesses who have not looked
after their teams during this time, will
no doubt see a rise in employees
leaving for happier job roles.”
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A PRODUCTIVE
DIRECTION
Lucy Minton, Co-founder and COO of managed office
platform Kitt discusses ‘pro-productivity’ in the workplace.

Rewind two years, and the term ‘working from home’ was practically
unheard of amongst most office workers. In fact, only 30 per cent
of UK employees had ever worked from home during 2019, a very
different picture to the past year spent tied to our makeshift home
desks. As lockdown eases, it is essential that business owners now
focus on creating an environment that maximises productivity rather
than channelling their energy on the number of desks they will need
to bring back a team five days a week.
Google mobility data has shown that the number of people going into
places of work on weekdays last month was 34 per cent below
pre-pandemic levels, suggesting the future of work is hybrid. A
majority of workers (83 per cent) say that they would prefer a hybrid
work model as it provides better mental wellbeing, stronger work
relationships and less instances of burnout compared to those who
worked solely onsite or remotely.
This positive response to hybrid working sets a benchmark for the
future working model and is proof that employees can be productive
and happy outside of an office environment. In fact, over 30 per cent
of employees worldwide said that they were likely to switch jobs if
their company returned to fully on-site work. For HR leaders and
business owners, the question should be what brings out employees’
potential, enabling them to be healthy and productive regardless of
where they work.

The key to this is ‘pro-productivity’ – creating an environment where
employees feel as if their best interests have been considered to
produce their very best work. It is clear that a combination of remote
and office working is preferred – leaning too much one way or
the other will only cause further issues. Therefore, it is the role of
businesses to strike the perfect balance to maximise productivity and
create a new way of working.

Design the office fit for purpose
In light of a new hybrid model, many companies are beginning to turn
against their larger offices in favour of smaller spaces to suit teams
on a flexible schedule, with ITV being one of the latest companies
leaving their expansive London site for a smaller space. An office
should be so much more than just a place to house your team. As

employees begin to return, it is essential that business owners think
about the purpose of the office and how their team will use the space,
whether that be for meetings, focused work or collaborative sessions.
With this information, they will be able to rethink the design of the
office to cater for these specialised activities rather than a building
created with just capital in mind.

Re-evaluate work perks
The pandemic has not only shaped the physical setting of our work,
but also the attitudes to the perks that come with it. Where free
lunches, beer and ping-pong tables were previously seen as a tick
box exercise to showcase your company culture, in the new
post-pandemic world, perks have now taken on a whole new focus,
shifting to health, flexibility and financial stability. By providing
employees with a flexible work schedule, financial support
and health benefits, business owners will be ensuring they’re
addressing the issues employees actually face rather than relying
on outdated concepts.

Bridge the gap between home and screen
With hybrid working, a natural divide will emerge between those in the
office and those at home, with a recent report from Slack revealing a
fifth (19 per cent) of employees struggle with some colleagues being
in the office and others not. It is up to business leaders to create an
inclusive environment to bridge this gap. Scheduling in regular times
to connect those in the office with those at home will help to bring

teams together and create a sense of community. However,
in order to achieve this, you need to have technology in place to
enable a seamless connection. There are many platforms that
businesses can use to stay in touch. At Kitt, we use Asana to
manage the team's work and tasks online. Ultimately it doesn't
matter which platform you use to do this, just as long as the focus
remains on transparency and inclusiveness between in-office and
remote employees.
The hybrid model is fundamentally here to stay. It is proven to be
wanted by many and will be a determining factor for prospective
employees weighing up their next job move or current employees
deciding whether they want to stay. It is clear that business owners
need to keep this front of mind as we begin the return to the office,
focusing on the good things we’ve learnt from the pandemic and
adapting them to a post-Covid world. n
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Supported by:

Simon Kent listens in on a Recruitment Live roundtable exploring the recent
and ongoing challenge for recruiters for high-volume temporary talent.
More than a year since Covid delivered its first lockdown blow to the
UK economy, this month The Global Recruiter held a Recruitment
Live online discussion in association with The Access Group to
discuss the impact, initial and ongoing, on recruiters dealing with
high volume temporary workforces. From the first challenges of
the pandemic through to the current opportunities, it was a chance
for leaders from the industry to discuss how their businesses had
changed, how they had adapted and the way forward.

Logging on were:
Ben Batten, Senior Vice President and Managing Director,
Volt International
Victoria Holloway, Onsite Sales Director, Berry Recruitment
Sam Price, Head of Client Services, Morson RPO
Roberto Orlandi, GP Recruitment Manager, MCG Healthcare
Charlie Sell, Group Managing Director, Arrows Group
Richard Stevens, Chief Executive Officer, Momenta
Jason Martin, Head of Strategy – Recruitment Division,
The Access Group
Simon Kent, Editor, The Global Recruiter
What emerged from the conversation was the significant negative
impact the pandemic had had on some sectors compared
with others, the impressive and frequently rapid changes and
innovations that recruiters had made and the ongoing positive
moves which appeared to have come about as the recruiters
continued to address their clients’ changing needs.

Richard Stevens detailed how their two and a half thousand clientand partner-based workers all required moving to home working, a
task which was easy for some, and involved dealing with complex
legacy systems for others. It was a move which they never thought
would happen for some clients, but which has since proved a
favoured model for the future.
At MCG Healthcare the shutting down of surgeries and operating
theatres dealt a severe blow to the levels of talent demand. The
company first invested in their own workforce to switch from their
reliance on temp bookings to permanent placements. They also
worked to make their own offices Covid-safe as soon as possible
since this was the preferred working option for their consultants. With
the healthcare sector re-opening the business is now working at a
much higher volumes than previously and are faced with challenges
to find good recruiters to work for them as well as sufficient medical
talent to meet demand.
A similar pattern occurred at Berry Recruitment, according to Victoria
Holloway, where staff demand encouraged the company to make
their branches Covid-safe so that they could retain the benefits of
the office environment. She also notes that the company was quick
in redeploying candidates from sectors which had shut down to other
areas of demand.
While some recruiters found new markets, others found changes
made to the length of contracts offered. Charlie Sell noted that some
employers were wary of committing to longer time periods simply
because they weren’t certain if a resurgence and further lockdowns

would disrupt their work. At the same time recruiters found it hard
to get the right talent to commit to less certain and shorter term
arrangements. Both Sell and Roberto Orlandi felt there needed to
be a greater sense of transparency on notice periods so that both
candidate and client understood the nature of the work in hand and
what could happen.
Richard Stevens noted this transparency also needed to extend to
where the work would be situated. While some businesses wanted
people to work from home they needed to be clear from the start if that
work could transfer back to a specific location. To some extent this was
a purely practical consideration – some workers could be stationed
many miles away from where the work was formerly done. Making a
location change might not be at all possible in these instances.
Remote working has also opened up the ability for recruiters to place
workers who may not previously have been able to take certain
projects. Ben Batten explained that companies now seemed more open
minded about who they would consider, although he also made the
point that it had yet to be seen whether this would continue after the
Covid restrictions reduced post July 19th.
Sam Price also reported some changes in her business’ work, including
the introduction of technology which would manage the compliance
side of candidate placement. With social distancing and remote working
in place the technology became necessary for client and talent to
understand who was working on which project at any particular time.
Price explained the need for recruitment companies to be ‘agile and
adaptable’ in order to meet the new circumstances in which they were

working. This brought with it a chance to have greater communication
and collaboration with clients, pushing further towards recruiters
becoming consultants to their clients rather than just suppliers of
people. There was a sense of recruiters becoming solution providers,
for example delivering the technology workers needed to do the job
as well as the workers themselves.
Technology has certainly played a huge part in enabling temporary
and high-volume recruiters continue to fulfil the requirements of the
clients. Victoria Holloway was not alone in feeling that the digital Right
to Work brought new efficiencies to the business. Jason Martin also
noted a trend towards the use of technology in bringing recruiters and
clients closer together. There was generally a positive reception among
participants for platforms which might enable recruiters, candidates
and clients to share information and functions to do with the workers’
placement. Such systems could cover onboarding, training and
performance measurement. Once again these systems would give
greater transparency to any working arrangement while also ensuring
clients understood the value of the service provided by recruiters.
Overall, there was a positive sense that the past year’s challenges have
enabled the recruitment industry to demonstrate its worth to clients.
Those on the call had sensed a swing back towards using recruiters
rather than depending on in-house functions and that delivering
directly to the client was now a preference rather than being part of
a supply chain, simply because the margins for the client could be
reduced. As the country continues to open up the recruitment industry
seems ready to take advantage of the growing opportunities. n
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THE SOUTHGATE
FACTOR

“At the heart of
Southgate’s success
is his ability to source
great talent and
develop them into
a team.”

James Brook, founder of next generation talent assessment tool TalentPredix™
discusses the reinvention of talent acquisition.

A large part of England football manager Gareth Southgate’s success in
the Euros and last World Cup was attributable to his ability to spot and
grow a diverse range of talent. He has combined experienced players
with exceptional new talent like Grealish, Foden and Saka. He has also
gone beyond the major premier league clubs to bring in talent from some
of the lower divisions. England now sports a squad that is arguably the
best in the world in terms of the quality, diversity of background and
experience, and breadth of talent in the team. So, what can businesses
learn from Southgate’s approach to hiring and selecting talent?

Challenge established ways of sourcing talent
A fast-changing world characterised by disruptive forces, complex
challenges and rapidly shifting customer demographics calls for a talent
acquisition and deavelopment approach that promotes individuality,
inclusivity and diverse experiences beyond formal education and
know-how. By applying Southgate’s approach, organisations can
increase the quality and diversity of their talent pipeline by sourcing talent
beyond traditional sources like Russell Group universities or competitors
in the industry. This opens untapped and under-used opportunities for
sourcing talent and helps breaks through social class, gender, ethnic
minority and other limiting barriers to your talent acquisition strategy.
Many organisations still rely heavily on unstructured interviews to hire
and select talent. Yet studies show that this approach is unreliable and
inaccurate. It is subject to myriad biases including the pervasive
‘similar-to-me’ bias, where interviewers make up their mind about
candidates in the first few minutes based on ‘chemistry', common values
and shared interests. To remain objective, an increasing number of
organisations now use standardised assessment tests – including ability
and personality tests – to provide more impartial data to inform the final
hiring decision. This is a promising trend. However, a lot of assessments
are outdated, cumbersome to complete and applied by those who are
not properly trained to use them in a professional and ethical manner.
Fortunately, traditional assessments are giving way to new,

candidate-friendly ways of assessing and predicting performance
and potential. The focus has shifted from proxies of behaviour, e.g.
completing a survey, to measuring representative samples of task
performance using work samples and simulations. This is equivalent
to giving a football player the opportunity to show what they can do in
a trial match before making the final decision to include them in the
squad. Work samples of this nature are the single best predictor of job
performance but can be expensive and time consuming to design and
implement. However, innovative technologies are reducing the costs and
improving the investment case for such approaches.
A growing number of organisations are now using virtual reality and
high-tech simulations to predict effective job performance, both for
external and internal hiring. Gamification of personality and ability
tests is becoming popular too. This approach makes the assessment
process more engaging, and even fun, for candidates, minimising bias in
measurement caused by factors such as test anxiety, which commonly
affects traditional tests. However, gamification is not without problems
and the jury is still out on whether these assessments are more accurate
and reliable than more established ability and personality tests.

Clarify and measure peak performance
Too many organisations focus on descriptive rather than predictive
approaches to talent assessment and development. They create job
descriptions and competency standards describing expected behaviour
and performance but have little evidence to support the unique talents,
skills and motivations driving performance. Many companies use
personality tests to support hiring decisions, without conducting >
research on specific traits and factors that predict peak performance. The
value of these assessments is therefore questionable as the qualities and
abilities they are measuring are not necessarily those required to thrive.
With the rapid advancement of analytics tools and platforms, some
organisations are now studying great performers in key roles and using
this data to design their assessment strategy. The more we understand

the unique combinations of qualities and behaviours that enable some
people to excel in a job or career path where others struggle, the more
effective our hiring and retention efforts and outcomes will be.

Set diversity goals and build a diverse pipeline
Just as Southgate has done, organisations should prioritise diversity in
hiring. They should set diversity goals to ensure they remain competitive
and relevant to their customers in future. Studies consistently show that
greater cognitive and demographic diversity provide significant business
advantages including better talent attraction and retention, higher levels
of innovation and improved team creativity decision-making. It also
opens new market opportunities that businesses might otherwise not
have spotted.
Setting diversity goals may seem like a controversial practice to some,
however, without clear goals, traditional workforce biases and barriers are
unlikely to shift much. Diversity goals should encourage both cognitive,
i.e. different thinking abilities and styles, and demographic diversity. They
should take account of the current make-up of the workforce as well as
the organisation’s vision and strategy. Factors like social class should
also be considered as this is one of the hidden aspects of discrimination
in hiring and is often neglected by organisations. It is also strongly related
to racial discrimination. For example, many organisations fill their top
management teams and high-status roles with internal and external
candidates from privileged education and social backgrounds. This cycle
can be broken by looking beyond traditional sources when recruiting
people into these roles and teams in future. Rather than hiring someone
with an MBA from a competitor to move into a production director role,
a FMCG company could promote an experienced, high-performing
manager without a degree into the role.
The qualities that predict effective performance on the job typically
fall into one of three areas: abilities, motivation, and social-emotional
skills. It is important for companies to consider all these factors and not

over-inflate one at the expense of the others. A lot of companies still
exaggerate the importance of IQ – particularly analytical reasoning – and
educational attainment, overlooking the importance of learning ability,
social and emotional skills, and perseverance. Yet a growing body of
research shows that the latter are just as important, arguably even
more so, for effective performance in many roles, including leadership
positions. These factors are becoming even more significant in the highly
collaborative, complex, and unpredictable world we now live in. Despite
this, many organisations still stubbornly and unquestioningly prioritise
degrees and IQ over ‘softer skills’, motivation, and perseverance,
particularly for key management and leadership positions. We need to
challenge this convention, as education level and grades are not only
unreliable predictors of performance for many roles, but they are also
strongly correlated with social class so can perpetuate discrimination
towards minority groups who have experienced inferior learning
conditions to their privileged peers, many of whom have been schooled
privately.
Instead of exaggerating the importance of IQ, university degrees and
grades, organisations can benefit from measuring vital qualities like
learning ability, flexibility, and resilience. They should also spend more
time exploring candidates’ aspirations, career drivers – the underlying
motivations behind career choices – and values, as these will determine
the level of perseverance and passion people show once they have been
hired, especially in the face of pressure and uncertainty.
At the heart of Southgate’s success is his ability to source great talent
and develop them into a team. He has succeeding in building a highly
talented and relatively young team that is sustainable, unlike some of
the other teams that will need to rebuild soon because of the departure
of “star” older players. Organisations can learn from this approach by
attracting and hiring a more cognitively and demographically diverse
talent pool and building a strong pipeline of internal talent to ensure they
have the capabilities, commitment and confidence to succeed, both now
and in future. n
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SECURE
RECRUITMENT
Tom Pickersgill, CEO of Orka Works says demand for security
jobs is on the up, but asks if positions are being filled.

The supply and demand of shift workers across industries has been
in constant fluctuation since the onset of the pandemic. Repeated
lockdowns have had a monumental impact on the economy and jobs
market alike, with widespread redundancies and uncertainty. And
although we’ve started to see slow signs of recovery in the past few
months, we are in no way in the clear ahead of a full easing up on 12
July – especially when it comes to securing staff to safeguard events
and venues across the nightlife economy.

Positive demand
It won’t be news to anyone that staff shortages are a real issue,
ahead of Freedom Day and the return of nightlife and large-scale
events. We’re seeing this reflected in a huge rise in demand for
shift-based security workers. As we begin to see a return to the new
normal, venues need their staff back. At Orka Works alone, which
supports 60,000 workers in the security space, we’ve seen a 400%
increase in demand for contingent staff in the last three months.
That being said, security workers have in no way been immune to
the shocks caused by Covid. Hospitality and nightlife venues were
one of the first to close their doors in March 2020 and are one of the
last to reopen fully again. The past year has been tough. In some
instances though, workers have been able to adapt, moving from
bars, clubs and hospitality-based work, to office-based or construction
site security work, or at events that have been able to happen, such
as the G7 Summit. Some have even put themselves on the frontline
in the battle against the Covid crisis as security workers in hospitals,
vaccine and testing centres, across the country.

Worker shortages
Whilst all of the evidence points to a current positive demand for
security workers, there’s a different story to tell when it comes
to supply. There’s no doubt that many employers in the UK are
struggling to fill positions and experiencing staff shortages. According
to data gathered from the Night Time Industries Association, 60% of
positions for security staff across venues were at risk of being unfilled
for pubs, nightclubs, bars and festivals ahead of the last Freedom Day
date on June 21, so at the time of writing it will be interesting to see
how businesses manage in the build-up to July 19.
There are several reasons that could account for security-based staff
shortages – a theme that has been well documented across the news.
One could be the effects of Brexit and EU workers choosing to leave
the UK, with the possibility some may also have missed the deadline
for the EU Settlement Scheme, which would give EU citizens the right
to continue working in the UK post-Brexit.
Added to this, the very nature of the role of security officers means
the risk of individuals being exposed to Covid is a constant concern,
which may have encouraged some to move permanently into other
lines of work. The fact the government classified licence-holding
security professionals as critical workers only reinforces the point
that the role of a security worker has continued to be an extremely
public facing position, throughout the various lockdowns. According
to findings from the Office for National Statistics, gathered last year,
male security guards were the professional group most at risk of dying
from Covid.

We’re also starting to hear of more shift workers in these sorts of
positions regularly self-isolating after being notified as a close contact
of someone with COVID-19 through the NHS Test and Trace app.
It was announced last week that 400,000 people were reportedly
instructed to isolate by NHS test and trace staff or their NHS Covid
app – with industry figures stating that the number of people
self-isolating could rise to 1.7 million by the end of next month.

Solutions for staff and businesses
These shortages point to the fact that more businesses are
becomingly increasingly reliant on temporary workers to plug gaps
in staffing – and to do this successfully, its important they have
access to and use the right tools that will guarantee them high quality,
reliable staff. It’s also clear that the supply and demand for shift work
and workers in the security sector is likely to remain a challenge for
businesses for the next months. And as these trends continue, we
expect to see more employees and employers looking to technology
for answers – also known as workertech. Tech-based jobs platforms,
like Orka Works, are helpful tools that can be utilised to mitigate
against the uncertain ebb and flow of staff across positions, adding
further reassurance to employers and employees alike.
For large employers, these platforms offer a far more efficient, digital
based solution to filling roles giving them access to a large pool of
reliable, vetted and high-quality workers. For employees, they save
valuable time and money, cutting out onerous recruitment processes.

What do temporary and shift-based workers
want?
Businesses also need to make sure they’re doing everything they can
to attract and retain temporary and shift-based employees to their
company; whether this be through incentives such as early wage
access products, like Orka Pay, or the promise of greater protections to
their health, general wellbeing and pay. The latter point was raised most
recently by the Trades Union Congress, who called on the government
to urgently reform sick pay to remove the lower earnings limit, which
they stated currently denies many temporary and shift-based workers
access to statutory sick pay.
Along with further safeguards being afforded to security workers, it is
imperative that businesses and the government continue to engage
in an open dialogue with the industry about what they need. From
speaking with our pool of security workers, we’ve recognised a trend of
people wanting greater flexibility across their working schedule, so that
their work fits around their lifestyle – rather than the other way around.

What’s next?
From a demand perspective, things are looking up for security
workers after several periods of lockdown. However, demand for work
is reliant on businesses being able to stay open and ride waves of
staff shortages – or else we can expect demand for workers start to
fall too. Employers and government need to work together and take
steps now to make sure the current pool of security is well-protected
and that more people are encouraged into this line of work to combat
the ever-growing staff shortage crisis. n

www.theglobalrecruiter.com

