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WELCOME

SIMON KENT
EDITOR

This month saw the return of The Global Recruiter UK Industry Awards. Naturally 
postponed due to the demands and challenges of the pandemic, outstanding 
contributors to the industry attended a lively event at East Wintergarden at  
Canary Wharf, London. The standard of those shortlisted, Highly Commended  
and ultimately winning the awards was extremely high this year, but then this 
should come as no surprise – the past 18 months have required everyone to go 
the extra mile. And this is on top on an industry that is always one step ahead.
Recruitment might be a barometer for the economy, predicting upswings and at 
the moment, showing how recovery and build back is demanding more talent 
than ever, but the sector also foreshadows wider trends – the use of technology 
and ideas for making businesses work more effectively and smarter. The Global 
Recruiters’ UK Summit, held at the end of last month also proved testament to 
this with the focus firmly on how technology had evolved and was continuing to 
change and impact on work and lives. 
Congratulations are due to those Highly Commendeds and Winners of the awards, 
but it is also due to the industry overall, for continuing to drive up standards, to do 
better and provide a life and business changing service for everyone. 

http://www.ukawards.theglobalrecruiter.com
http://www.ukawards.theglobalrecruiter.com


AWARD WINNERS
NEWS 5

On Thursday 14th October, The 
Global Recruiter was finally 
able to reward and recognise 
the best of the recruitment 
industry once again. The Global 
Recruiter UK Industry Awards 
were not able to go ahead last 
year due to the impact of the 
pandemic. However, they were 
back better than ever last week, 
set within a new venue at East 
Wintergardens, Canary Wharf, 
London and headline sponsored 
by MIT Employee Engagement. 
This year the awards were able 
to recognise both exceptional 
performance and dedication 
in the sector as well as taking 
into account the work carried 
out during the worse of the 
pandemic. Many recruitment 
businesses demonstrated how 
they had weathered the storm, 
found new ideas and initiatives 
and even opportunities at this 
extraordinary time. 
Aiste Naujokaityte, client director 
of the event’s headline sponsor 
MIT Employee Engagement 
explained the value of the 
awards: “It’s an honour to be 
nominated for those involved, 

but to win is a huge boost of 
encouragement to continue with 
the good work. The event is the 
perfect environment to celebrate 
the achievement thus far, as well 
as to do business networking and 
make relevant connections for 
future work.
“Global Recruiter Awards never 
fail to impress with their venues 
and the ceremony – it always 
recognises and rewards the 
industry’s finest,” she concluded.

The results:

Best In-House Training
Winner: VHR
Highly Commended: Gravitas 
Recruitment Group

Best Innovation
Winner: La Fosse Associates
Highly Commended: Paiger
Highly Commended: Odro

Best Employer Brand
Winner: Searchability
Highly Commended: AMS and 
Royal London

Best Marketing Campaign
Winner: Mantell Associates
Highly commended: Randstad 
UK

Best Permanent Consultant
Winner: Elena Kyria, Elemed
Highly Commended: Harry 
Thornton, Orama Solutions

Best Temporary Consultant
Winner: Helen Davies, Simply 
Education
Highly commended: Ryan 
Williamson, Carrington West

Best Candidate Attraction 
through Social Media
Winner: Hunter Bond
Highly Commended: Randstad 
UK

Best UK Overseas Operation
Winner: Amoria Bond

Best Recruitment Process 
Outsourcing Business
Winner: AgileOne
Highly Commended: 
Claremont Consulting Ltd.

Best Specialist Recruitment 
Business
Winner: Xpertise Recruitment

Best Client Service
Winner: Amoria Bond
Highly Commended: Sanctuary 
Personnel, StaffCo Direct

Best Newcomer
Winner: Mantell Associates
Highly Commended: Oxygen 
Digital Recruitment

Best Large Recruitment 
Business
Winner: NES Fircroft
Highly Commended: Sanctuary 
Personnel

Best Medium Recruitment 
Business
Winner: Gravitas Group
Highly Commended: VHR

Best Small Recruitment 
Business
Winner: VIQU
Highly Commended: Signify 
Technology

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

The Global Recruiter UK Industry Awards 2021 highlights the 
best of the sector at the most challenging of times.
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7NEWS6 NEWS

Caissa Recruitment, a talent 
acquisition, staffing and executive 
search organisation with a focus on 
the technology and digital economy, 
has announced it has joined Ar-rows 
Group.
Since 2009, Caissa Recruitment 
has matched leading-edge tech 
companies with best-in-class CTOs, 
VPs of Product, and principal 
engineers throughout Germany from 
their offices in London and Berlin. 
As part of the wider group, Caissa 
will continue to trade under their own 
brand as they expand their product 
and technology focused executive 
and leadership search capabilities to 
a wider international market.
Arrows Group’s acquisition of Caissa 

Recruitment is a formalisation 
of past successful recruitment 
collaborations. Together, each 
organisation will be able to provide 
the leading technology companies 
more specialised search capabilities 
with a larger ge-ographical reach. 
“By joining forces with Arrows 
Group, we can offer our clients 
a greatly expanded net-work of 
candidates and services while 
building on our specialist search 
capabilities focused on technical and 
product leadership. We are excited 
to continue to drive posi-tive change 
in the talent acquisition industry and 
through this partnership continue to 
benefit both our candidates and our 
clients,” said Konstanty Sliwowski, 

founder and CEO of Caissa 
Recruitment. 
“We are really pleased to be 
welcoming Caissa Recruitment 
to the group and believe that their 
niche search capabilities within 
the Berlin technology market fits 
well with our existing European 
operations and opens up more 
opportunities to service our interna-
tional customer base,” said Charlie 
Sell, Group Managing Director, 
Arrows Group. “At a time when 
technology talent is in such high 
demand, we are excited to be 
broaden-ing our service capabilities 
and look forward to our continued 
collaboration with the Caissa team.” 

CAISSA RECRUITMENT 
JOINS ARROWS GROUP 
Acquisition will extend technology leadership and 
executive recruitment services 

MIND THE SPECIALIST SKILLS GAP  

The Open University’s annual 
Business Barometer 2021 
report has shown 62 per cent of 
organisation leaders are struggling 
with recruitment as candidates 
lack specialist skills and relevant 
experience. In fact, almost a 
quarter (24 per cent) believe 
that finding staff with the right 
skillset remains the single biggest 
challenge facing organisations in 
the next five years. 
The report reveals almost half (41 
per cent) of employers struggle 
when recruiting for non-senior 
roles. Despite the challenges 
associated with hiring entry level 
talent, more than half (56 per 
cent) of businesses believe that 
apprenticeships and work-based 
learning are critical to their long-
term success, an eight per cent 
increase from last year. Additionally, 
96 per cent of employers currently 
working with apprentices plan to 

maintain or increase the number of 
apprentices in their organisation. 
Based on survey amongst 1,500 
senior organisation leaders, The 
Business Barometer report is a 
temperature check on the UK’s 
business landscape across a 
multitude of different nations, 
regions and sectors. The skills 
shortage has remained a challenge 
with 40 per cent of business 
leaders in 2021 struggling to recruit 
specialist talent and over a quarter 
recognising the difficulty in hiring 
entry level staff. 
“The ability to find specialist talent 
is proving a real headache for 
business leaders today,” says Viren 
Patel, director of the Business 
Development Unit at The Open 
University. “Our survey findings 
highlight the skills gap is here for 
the long haul and it hasn’t improved 
in the last twelve months.  
“The skills and labour shortage is 

The Open University’s Business Barometer report reveals a lack of entry level and 
specialist talent 

being felt across multiple sectors 
of the UK economy and many 
employers see this as a long term 
challenge. Almost two thirds of 
organisation leaders admit they 
have struggled to find the right 
people with the right experience, 
demonstrating the need for 
enhanced training to nurture 
employee skills, knowledge and 
workplace learning. We want all 
organisations from all sectors to 
think ahead and invest to fuel future 
talent and success.”  
The survey reveals more than 
half (55 per cent) of employers 
leaders believe unfilled vacancies 
overextend their workforce and 
similarly the skills shortage stifles 
their growth potential and may 
impact staff wellbeing. Just under 
a third (32 per cent) say they have 
left a position vacant due to not 
being able to find an appropriate 
candidate, while 31 per cent have 

introduced new training to existing 
employees.  
“This year’s Business Barometer 
demonstrates the huge impact that 
both the pandemic and Britain’s 
decision to leave the European 
Union have had on recruitment at 
all levels; over six in ten firms now 
say they have a skills shortage,” 
added Kitty Ussher, chief economist 
at the Institute of Directors . "On 
the plus side, we are also seeing 
optimism around the potential for 
remote working to fill skills gaps 
and an appreciation of the role of 
apprenticeships to train tomorrow’s 
workers. We’re asking the UK 
government to put lifelong learning, 
retraining and upskilling at the heart 
of their forthcoming Budget so that 
firms and individuals alike can fully 
take advantage of the massive 
opportunities that are available 
as our economy recovers and 
restructures.”

7NEWS6 NEWS

A report by specialist recruiter 
Robert Half has concluded that 
there has rarely been a better 
time for candidates to search out 
better roles. 
The improved economic climate 
has increased the confidence of 
UK senior leaders, with 66 per 
cent feeling ‘somewhat to more’ 
confident about growth prospects 
over the next 12 months than in 
the previous year, according to 
Robert Half’s 2022 Salary Guide, 
which covers projected salary 
ranges, benefits and hiring trends 
across several sectors. 
In addition to this, the fact that 
employers need to fill roles 
created by the post-pandemic 
work environment, means the job 
market is heavily geared in favour 
of candidates, who are better able 
to command salaries, benefits 
and working conditions that suit 
them. 
This new-found power in the job 
market, along with increased 
certainty in the economic 
recovery, is pushing candidates 
to consider their options. More 
than a quarter (28 per cent) of 
employees are likely to look for a 
new job in 2022 – and many are 
already searching. 
Recruitment for permanent 
positions is set to kick up a 
notch in 2022 as 31 per cent of 
businesses move to fill vacated 
roles and hire for newly created 
positions. Demand is particularly 

high for talent with hybrid skill 
sets, as well as digital skills that 
ensure businesses can keep up 
with the pace of transformation 
and automation. 
In most sectors covered by the 
report, salaries are expected to 
remain static and 25 per cent of 
employers say they have no plans 
for increases in the near future. 
However, fierce competition in 
the market, means intentions may 
not match reality, and increases 
in median monthly pay show the 
strength of candidates’ influence 
when agreeing terms with a new 
employer. 
Despite the rise in remote and 
hybrid working over the past 
year, location still matters when 
it comes to salary. Nearly half 
(47 per cent) of employers still 
take a candidate’s location into 
account when making a remote 
hire, which could limit salaries for 
those opting to live away from the 
physical workplace. 
“While businesses may not intend 
to increase the salaries on offer, 
the booming jobs market means 
they may need to re-evaluate,” 
comments Matt Weston, UK 
managing director at Robert Half. 
“With candidates holding multiple 
offers at the moment, we’re 
finding that a competitive salary 
alone is not enough; businesses 
must review the benefits on offer 
and promote their values to set 
themselves apart.” 

Employers are balancing 
stagnant salaries with enhanced 
benefits packages to gain a 
competitive edge. For example, 
more than three in five (62 per 
cent) employers are now offering 
bonuses above or in line with 
pre-pandemic levels to counter 
stagnant salaries, and nearly half 
(45 per cent) now offer remote 
working as standard, in line with 
candidate expectations for the 
workplace. 
One in five (20 per cent) 
employees say they would 
consider leaving their current 
role if they could not have their 
desired working arrangements. 
And as employees increasingly 
vote with their feet and move 
into new roles, businesses 
must accommodate employee 
demands to retain top talent. 
Matt Weston continued: “We’re 
currently seeing demand above 
and beyond pre-pandemic levels, 
and despite the so-called ‘Great 
Resignation’ creating a tsunami of 
turnover, we are still experiencing 
a saturated market where the 
demand for skilled talent outstrips 
the supply.” 
Robert Half has developed five 
tips for employers searching for 
new talent.
1. Act fast. It is not uncommon 
for candidates to have two or 
three offers on the table, so if a 
potential employer drags their 
heels, they will take another role. 

Dilly dally and be prepared to 
lose out 
2. Be flexible on working 
conditions. Candidates know 
what they want from their work 
environment, and if they are 
determined to work from home, 
they will not even consider the 
role 
3. Compromise is key. You can’t 
always get everything you want, 
especially when demand is this 
high. If a candidate meets the 
majority of the job description, 
consider giving them a chance 
or you could end up settling 
for someone far below your 
expectations 
4. Plan ahead. It can take a while 
to find the talent you need at 
the moment, and then you have 
to contend with a notice period 
– plan ahead to make sure you 
don’t end up with a gap 
5. Ask for help. If you are not 
sure about a job description or 
you are too time poor to commit 
to a speedy process, consider 
working with a recruiter to ease 
the burden
Along with insights on employer 
expectations for 2022, Robert 
Half’s 2022 Salary Guide also 
includes salary data for a 
large range of roles, allowing 
businesses to find out how much 
they should pay and candidates 
to find out the going rate.

New report from Robert Half gives insight 
into current talent supply and demand.

RECRUITMENT 
CHALLENGE
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9VIEW FROM WEC

sector. It is also possible that proposals will be brought forward 
allowing only companies with central collective agreements to use 
agency work for reasons other than substitution. 

Should such new restrictions on agency work be imposed then it is 
likely that our industry will experience a decline in activity. We may 
potentially see a shift from agency work to recruitment in order to 
cover temporary assignments, seasonal demands and project needs. 
These new regulations are likely to limit flexibility within the Norwegian 
labour market.

Q: How do you see the industry’s role evolving 
in both the short and longer-term? What is the 
outlook for flexible staffing? 

A: Norway differs from the European norm. Permanent, open-ended 
contracts are standard and there is less focus on flexibility. This is 
also the case for agencies. Permanent labour contracts apply as they 
have a permanent need for people – even though the needs of their 
user companies is time limited. Currently, labour contracts that have a 
time limit are only permitted when the need for labour is for a specific 
duration. Under the new proposals, companies that have collective 
labour agreements will enjoy an advantage in terms of flexibility as 
they will be able to use agency work to a greater degree than other 
companies. Nevertheless, I believe that the importance of flexibility 

PANDEMIC 
AND POLITICS 

will increase in order to safeguard competitiveness.
However, as a small country, Norway is influenced by  
developments in the rest of the world. We anticipate that our 
politicians will eventually accept the importance of flexibility in 
maintaining both employment and business activity. Indeed, in the 
longer term, the staffing industry is likely to become a resource for 
ensuring safe flexibility.

Q: WEC is promoting social innovation as a way 
of accommodating new challenges. What does 
this mean in your market? Has that changed with 
the Covid crisis? 

A: The most fundamental change that Covid has brought to the 
Norwegian labour market is an acceptance, and indeed expectation, 
that people can work remotely. This has meant new ways of 
working, new workplaces and an expanded access to competences 
and skills. However, as we have fairly strict regulations on flexible 
work, the changes in the ways in which people are connected to 
work may not be as great as in other European markets. 
Platform work is also growing in our market. We believe that in 
regulating it the focus should not lie on the technology that makes it 
possible, but rather on the tasks that are being undertaken. Agency 
work should be regulated in the same manner regardless of whether 
it is organised in the traditional way or via an app. We hope that 
Norway will become more open to new and more flexible ways of 
working and strongly believe that the evolution of labour markets 
must be linked to social innovation. The portability of pension rights 
is an important example.

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

A: In my opinion, one of the challenges that we will face is the fact 
that offices and workplaces are not designed to meet the needs 
of workers that are spending a large part of each day taking part 
in videoconferences. Many workers will prefer to work from home 
instead of in an open office space. People will travel less and attend 
fewer physical meetings. This will of course have a knock-on effect on 
both the airline and hotel industries. 

Nevertheless, apart from the way in which we work, I believe 
that business will be largely back to normal in the coming year. 
Unemployment in Norway has already returned to fairly low levels and 
the economy has not been badly hurt by the Covid crisis. However, 
we know that the oil era that has underpinned our economy for 
decades is coming to an end and that we have to invest in green 
energy. Significant effort will be put into the transition to a greener 
economy in the years ahead. In fact, I believe that the greatest 
challenge in the Norwegian economy is the lack of workforce and 
labour market flexibility to manage this green shift.

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

A: Right now, the most important task for our Federation is to defend 
the interests of our members in a situation where our industry is under 
attack and may face constraints that will undermine its ability to match 
people that need a job with jobs that need people. n

As Norway works to form a new government Even Hagelien, director of Staffing 
Industry at the Norwegian Federation of Service Industries and Retail Trade 
discusses the market.

Q: What are the main challenges and 
opportunities currently facing your labour 
market?

A: Like the rest of the world, Norway’s staffing industry is now in 
the process of recovering from a challenging 18 months following 
the Covid-19 pandemic and its restrictions. While the closure of 
national borders due to Covid prompted a global crisis for the tourism 
industry, for our sector it created challenges in being able to access 
the workforce we need. There was a particular shortage of labour in 
the construction, manufacturing, engineering and healthcare sectors 
during the pandemic. In the construction sector for example, we 
were in a situation where we had more assignments than workers 
available.
Today however, the challenges facing our market are linked more  
to politics than to Covid. Following parliamentary elections in  
mid-September, the conservative government that ruled Norway for 
the past eight years will be replaced by a government of the Labour 
and Centre party, with the support of the Socialist Left Party. While the 
final outcome following negotiations will not be known until October, 
these parties are sceptical about temporary agency work and their 
manifestos have made clear statements about restricting it. 
We expect that there will be proposals to limit agency work and we 
fear that there will also be moves to ban it within the construction 



The change in approach culminated this transfer window in the signings 
of England’s young superstar winger, Jadon Sancho and club legend 
and proven goalscorer, Cristiano Ronaldo – two signings that boosted 
morale in both the Manchester United camp and among the club’s 
many supporters.  
Businesses should adopt Solskjaer’s approach to build an efficient and 
harmonious team. A mixture of experienced and junior employees is 
essential for getting different perspectives on challenges and having 
too many of one side of the equation can be calamitous for teams – just 
look at Norwich in 2019-20 or, I fear, Arsenal this season. 

Building a harmonious team in times of change

However, business leaders must ensure no employees are left 
behind during times of change. In Manchester United’s case, the 
re-signing of Ronaldo could push some players towards the exit doors 
– particularly for those who are young, play in Ronaldo’s position or 
were on loan last season. 
Solskjaer, however, has managed to keep the existing squad engaged 
by rewarding players with minutes, commending them to the press 
and carefully defining their roles within the team. Jesse Lingard is 
a case in point – the England winger looked certain to depart from 
Old Trafford this transfer window, however Solskjaer publicly praised 
him and this show of faith has been rewarded with two goals in four 
games this season. 
Businesses can replicate this with a reward and recognition 
scheme for their employees. Nearly four-in-ten (38 per cent) believe 
wellbeing support improves productivity, yet many businesses are 
dragging their heels when it comes to setting up effective, long-term 
recognition schemes. 
Even when businesses do set up these schemes, they traditionally 
only involve financial rewards which are not always the most desirable 
option. Our whitepaper, What makes employees feel valued, which 
surveyed over 2,000 employees across the UK, found that 75 per cent 
of employees believe gift cards and vouchers make them feel valued 
or very valued. This was followed by own-choice rewards (71 per cent) 
and team treats (64 per cent).
It’s easy to see why employees are interested in receiving gift cards or 
virtual experiences, instead of cash bonuses. At-home experiences can 
create memories among a workforce and improve team morale. Also, gift 

GAME ON

11FRONTLINE

The European football summer transfer window officially closed on 31st 
August this year, and it’s safe to say it was a memorable one. Unlike 
the previous window – when many clubs were financially restricted 
due to the impact of COVID-19 – Premier League teams opened their 
chequebook and spent an eyewatering £1.1 billion on new talent.

The crazy summer transfer window

On 5th August, Premier League champions, Manchester City, splashed 
out £100 million on England’s Euro 2020 poster boy, Jack Grealish, 
with this move swiftly followed by Lionel Messi’s tearful move to PSG 
and Cristiano Ronaldo’s sensational return to Manchester United 
just hours before the window closed – with shirt sales bearing the 
Portuguese superstar’s no.7 raising £187 million in the first 11 days 
after his move.
While I’m not a football expert, I do believe there are many lessons 
for businesses from this summer’s transfer window, such as how to 
identify the right recruit, successfully integrate new team members and 
maintain positive employee engagement during times of change. 

How to identify and integrate the right recruits

Take Manchester United, for example: the Northern behemoth has 
been in a state of transition since Sir Alex Ferguson left as manager 
in May 2013. After managing for 1,500 games, the Scot left sizeable 
shoes to fill at Old Trafford and his replacements – David Moyes, 
Louis Van Gaal and Jose Mourinho – all struggled to replicate  
his success. 
The problem the first three managers of the post-Ferguson era faced 
was a muddled recruitment strategy. Evident issues in defence and 
centre-midfield were overlooked for superstar signings like Angel 
Di Maria, Radamel Falcao and Alexi Sanchez – with the team’s 
performance suffering as a result. 
This is an issue current manager, Ole Gunner Solskjaer, has sought 
to address since he took over the reins in 2018. His transfer activity 
has focused on recruiting a mix of young and experienced players to 
plug the holes in the team, with the signings of Aaraon Wan-Bissaka 
and Raphael Varane cases in point. 

www.theglobalrecruiter.com

Danni Rush, chief operating officer at Virgin Experience Days and Virgin Incentives 
draws some business lessons from the football transfer window.

cards – like the Virgin Experience Days Gift Card – offer employees over 
3,000 experiences to choose from, giving them the flexibility and choice 
that 86 per cent of employees said they’d like in their rewards scheme. 

The importance of staying on positive terms with 
former employees 

Another lesson emerged for businesses this transfer window – the 
importance of staying on positive terms with former employees. 
Players returned to their former teams across the European continent, 
with some coming back in the prime of their career and others ending 
theirs where it all started. Alongside Ronaldo’s move to Manchester 
United, we saw Romelu Lukaku return to Chelsea for £97.5 million and 
Italy legend, Gianluigi Buffon, move to his childhood club Parma. 
When an employee decides to move on to pursue their own goals and 
desires, it can cause frustration – and even annoyance – within the 
ranks of a business. Although some employers are genuinely happy 
to see their team members develop elsewhere, others see it as the 
employee abandoning ship and are unable to part ways amicably. 
However, staying in touch and on good terms with a former employee 
offers significant benefits to a business in the future. You want people to 
leave your company with a great experience and safe in the knowledge 
that they will advocate for your company when they are recruiting and 
sharing your great working practices with their friends and family. 
Fostering an alumni network can be an effective extension of your 
current recruitment strategy and can help boost employee engagement. 
Former employees are like walking Glassdoor reviews for customers 
and future candidates. They are vital brand ambassadors who – 
through reviews and word of mouth – reinforce a business’s culture and 
the competence of its leaders. 
They help candidates determine their fit within a business and they may 
– in time – decide to return to the business that treated them so well 
and handled their decision to leave so well. 
This is something Chelsea, Manchester United and Parma clearly 
realised and is one of many lessons businesses can learn from the 
summer football transfer window. Maintaining a positive connection 
with former employees and navigating teams through times of transition 
are two of the trickiest issues in business management and employing 
the methods similar to the ones used in football is a sure-fire way to 
improve employee engagement. n
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Employees could soon head for the door if you deny them flexibility 
over where, when and how they work, as well as what they work on 
and who they work with. It’s easy to think that mostly means you’re at 
risk of losing “knowledge workers” – which Gartner defines as those 
whose jobs involve handling or using information – but data shows 
they aren’t the only employees who want flexibility. 
The Gartner 2021 EVP Employee Survey of 5,000 employees and 
77 HR leaders revealed that nearly half of employees who are not 
knowledge workers want their organisation to provide them with 
greater control over when, where and how much they work. Right 
now, less than a third of this group reports having flexibility in any 
area of their work. 
“The desire for flexibility in work isn’t only important for white-collar 
workers. It’s also important for workers whose jobs don’t meet that 
description, such as retail employees, on-site essential personnel or 
IT field technicians,” said Emily Strother, senior principal, Research, 
Gartner. “Successful organisations in today’s volatile labour market 
will attract and retain talent by providing more choices, embracing 
radical flexibility and adjusting their understanding of flexible work to 
align with employee priorities.” 
Gartner has identified four ways HR leaders can expand their 
flexibility offerings to employees who aren’t knowledge workers and 
for whom location may not be flexible: 

1. Identify team-established flexibility 
limitations 

Establish norms around what empowers teams and team members to 
complete their work. This ensures that employees are accountable for 
their work while allowing more freedom for them to choose their own 
style and preferences, provided they align to the team’s needs. 
Call centre employees, for instance, could be given objectives (tasks 
and outcomes) but offered flexibility over the number of days they 
have to accomplish their goals and the team of employees available 
to contribute. This is a big shift from focusing solely on assigning work 
within rigid schedules and at specific locations. 
HR leaders can facilitate manager and employee conversations 
about flexibility by equipping managers with questions about the type 
of work styles that meet business objectives and how these can be 
adjusted to support more flexibility. 

2. Determine the activities within roles that can 
be flexed 

Even when roles seem to offer no room for flexibility, ask whether 
activities within a role can be flexible. This approach can surface 
hidden opportunities to provide employees with the wiggle room and 

autonomy they’re hoping for, and it improves the employee value 
proposition overall. 
HR leaders can help managers map out employees’ activities 
for flexible work options. For example, while the role of IT and 
tech support might be considered inflexible due to the need to 
be on call, some tasks, like answering queries can still be done 
successfully under more flexible work arrangements. 

3. Source manager-tested best practices 

Traditionally, most organisations lean on HR leaders to identify 
solutions to improve flexible work environments. However,  
HR leaders’ direct reports and associates are typically  
knowledge employees who lack firsthand experience managing  
non-knowledge workers. 
HR leaders must leverage insights from frontline managers to 
further understand best practices that work in the context of their 
employees’ real experiences. Also take note of which managers 
are outperforming to uncover flexible work options already being 
unofficially piloted within the organisation. 

Knowledge workers aren’t the only ones who want 
flexibility says Gartner’s Teresa Zuech. 

“HR leaders must leverage insights 
from frontline managers to further 
understand best practices that work 
in the context of their employees’ 
real experiences. ” 

4. Work with cross-functional partners 

Enact cross-functional tiger teams to better understand how to 
extend flexibility to all employees. This approach allows HR and 
business leaders to share wisdom, expertise and understanding 
of the opportunities, and it drives organisational alignment and 
collaboration. 
Leading organisations can improve performance by providing 
flexibility on all aspects of their work and recognising their 
workforce is composed of people, not just employees. n
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Adaptation at speed

Let’s be honest, sometimes it can feel like there’s a never-ending list 
of requests in recruitment. “Diversity is super important,” states your 
CEO. “It’s your job to find me more diverse candidates,” outlines the 
says the HR team. “It’s about the pipeline, so can you show me all of 
the programmes you are running to source fresh talent at every level,” 
says your diversity lead. The candidates ‘just don’t seem a good fit’, 
opines the hiring manager.
As diversity and inclusion has evolved, it’s clear that what comes into 
scope is growing. For many firms the focus on diversity is driven, in 
part, by legislation – such as the UK Equalities Act 2010. This was 
introduced to pull together legislation covering potential discrimination 
against minorities based on: age; disability; gender reassignment; 

marriage and civil partnership; pregnancy and maternity; race; 
religion/belief; sex; sexual orientation. 
But as well as some of the terminology evolving over the years, the 
underrepresented groups covered (and their advocates) have also 
been expanding in both recognition and voice. This includes of groups 
with lower representation, including sub-sections of broader groups, 
such as the different elements that make up LGBT+ to neuro-diversity 
and socio-economic background. For example, in 2018, the UK 
Government published guidance for employers on the questions they 
might ask to assess socio-economic background that included: the 
type of secondary school attended, parental educational qualification, 
parental occupation/income and whether you were eligible for free 
school meals. And some organisations, such as KPMG, have recently 
announced plans to act on this. 

www.theglobalrecruiter.com

Patrick Voss, managing director at Impetus and Momentum asks where 
diversity and inclusion is heading.

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

A ‘local’ approach

Most would argue that their aim is meritocracy: It is about removing 
barriers to achieve representation as well as fairness/equality in 
terms of pay and opportunity. But as we look at workplaces, what 
does full representation mean? 
Many global firms have become adept at identifying communities 
that are under-represented (or are suffering societal injustices that 
they wish to make a public statement about) across the whole 
organisation, but if you’re recruiting for teams in multiple territories, 
a global message on under-representation will resonate differently in 
different territories. 
So as D&I evolves, the focus will become more and more local 
and understanding the mix of local teams – and what the make 
up of the local population is – will become an increasing focus for 
recruitment teams. This will require tailored messaging to enhance 
and add nuance to global communications around diversity and 
representation.
This idea of ‘local’ can spread even further. Each division will 
have different ways of doing things, different staffing requirements 
and workforce representation statistics. As the demands on the 
recruitment function continue to increase, understanding the 
challenges each division faces, where they are on their ‘diversity 
journey’ and the specific blockers they may have to hiring more 
diverse talent will become more critical. As an example, some may 
need support to build talent pipelines, others may have a bias in their 
hiring process which rejects candidates by default whereas others 
may hire, but then have the candidate fall foul of being rejected by 
cultural norms.

An unspoken message in the push for 
representation

It’s also important to consider those who might perceive themselves 
not to be in an underrepresented group. With an increased focus 
– and communication supporting diverse strands – the unspoken 
message to those in the ‘majority’ may well be received as ‘unless 
this firm grows and we have room to hire lots more people, there will 
have to be fewer opportunities for people like you’. Whilst data is the 
bedrock for driving change, how will firms cope where people refuse 
to answer, or do decide they would rather not disclose? If we keep 
tracking everything, more and more will opt out, which will then defeat 
the point. 
It would be difficult to argue against the merits of a meritocracy, but 
if firms continue to widen the net of what is covered and what they 
are targeting, eventually they will run out of resource to support this – 
which may then disadvantage other underrepresented groups. 

The end goal? Think about risk

What might be the answer then? One approach is to tip the argument 
on its head. Rather than focus on those less represented, consider 
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The UK firm revealed targets they would like to reach for the socio-
economic background of their Partner and Directors by 2030. Their 
aim is for 29 per cent of each group to come from working class 
backgrounds, compared to 23 per cent and 20 per cent respectively 
now. They have also reported an 8.6 per cent pay gap between 
those with a working-class background (in their context defined as 
those as having parents with a ‘routine and manual’ job such as 
cleaners, plumbers, farm workers etc) and others. 
The firm also reported that as the data comes from a non-mandatory 
survey, 30 per cent of staff didn’t take part and out of those that did, 
approximately 10 per cent ticked "I don't know" or "Prefer not to say" 
options when asked about their backgrounds.
Whilst digging around in the data to see who is more/less 
represented – and who is paid more less/is more/less senior is 
helpful from a D&I perspective, you have to consider the point at 
which this stops. For example, might we see regional hiring targets 
(think English vs Scottish vs Welsh vs Irish) becoming a thing, 
or a debate about the right balance between Northerners and 
Southerners? Or rural vs urban? The list could grow exponentially.
And as the scope of unrepresented groups expands, it’s 
important to ask what might this mean for organisations? If each 
underrepresented – and potentially underpaid – group identified then 
requires a specific programme or recruitment target set, how could 
this work in practice? The resources required to manage, track and 
then take action for recruitment teams against an increasing number 
of areas of focus will be beyond the reach of many organisations. 
And as many HR Directors will know, if there is a focus on one 
group, others will then expect similar support. With this in mind and 
in this tricky climate, it’s worth pausing to consider what exactly is 
the end goal for successful diversity going to be? And what does this 
mean for a recruitment function?

focusing on who is over-represented. Anyone focused on risk will 
know that leaning on one perspective too much is dangerous. So, 
if you are collecting statistics, consider who is in the majority – and 
how you could balance that out. 
Equally for the employees you do have, the key is whether they 
can reach their full potential. In future surveys, perhaps a key 
question should be: “Do I feel like I can achieve my best here?” 
and then the HR team can use this as the base to unblock barriers 
from there. 
A different way to think about representation for sure….

http://www.hrgoplc.co.uk/JV 
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A GUIDE TO GETTING PAID

Terms of business
Use strong terms of business. Often recruiters inherit TOB’s from 
previous employers or elsewhere which may have been updated over 
time, sometimes poorly. Even the most commonly used TOB’s contain 
weaknesses that can be used by the debtor to avoid payment. 

Ensuring the TOB’s are incorporated
It’s a common misconception with recruiters that emailing their 
agreement along with the CV means that a contract is in place. When 
dealing with a new client and even a new vacancy, you should e-mail 
the client your terms of business separately with a cover letter or cover 
message before sending details of any candidates.

Complying with regulations
All agencies must comply with the Employment Agencies Act and 
the Conduct of Employment Agencies and Employment Businesses 
Regulations. These include requirements that are quite onerous, 
for example regarding consent from candidates and where the role 
involves working with the vulnerable. Your processes should be 
designed to meet the regulations, and where adherence is impractical 
you should understand the risks of any non-compliance being used by 
your client to avoid payment.

Invoice promptly, and check it’s been received
The sooner you invoice, the sooner you get paid. It’s good practice 
to follow up your invoice with a call shortly after sending it to ensure 
it’s been received by the correct contacts, and to confirm that all is in 
order (for example do you need to send it to accounts payable, does  
it need a PO number). 

Chase early and regularly
Most recruitment agencies use invoice financing, mainly factoring 
where the finance company chases payment. The problem is that 
there is often little focus on chasing, they may chase late, and escalate 
quickly to red letters. This doesn’t achieve quick payment and it can 
damage your client relations.
Ideally you should chase before due date. A gentle call to ensure the 
invoice is on their next payment run will get you paid quicky and allow 
you to resolve any issues amicably.

If your finance company is not getting you paid promptly  
then consider moving to a facility that allows you to chase the  
invoices in house, or to use an outsourced credit control service.

When offering a discount give clear conditions
In certain instances you may decide to offer a concession in the 
interests of future business. It’s important to put in writing that any 
concession is dependent on payment. For example, if the candidate 
leaves within the rebate period, but the client has not paid the invoice 
by the due date, then technically no rebate or replacement is due as 
the client has breached the terms through non-payment. ‘We will  
agree to a 50 percent rebate provided our invoice is paid within the 
next 7 days’ ensures that if your client does not pay, you can pursue 
the full amount due under the terms.

Handle disputes calmly and professionally
When a client refuses to pay your fee it’s natural to assume that they 
are deliberately cheating you out of payment. Sometimes however the 
client genuinely misunderstands their responsibilities under the terms 
of business. 
Even if it’s obvious the client is deliberately avoiding payment you 
should remain courteous and calm as the situation can easily get 
personal and emotional. An emotional debtor is likely to continue to 
refuse to pay through principle even if they come to understand that 
they are legally liable under the terms.

Escalate promptly
The longer an invoice goes unpaid, the less chance of it ever being 
paid. Escalating the debt to a 3rd party debt collection agency 
removes the stress and allows you to focus fully on core business. 
Agencies specialising in recruitment understand your TOB’s inside 
out, know how to persuade your debtor to pay, and get quick results. 
In most cases we are able to add reasonable costs under the Late 
Payment Act so that the debtor effectively pays for our service. 
Sterling Debt Recovery specialises in the recruitment sector, providing 
commission only debt collection, back door hire searching, legal 
services and outsourced credit control.

Whilst it’s common practice for recruiters to celebrate as soon as a client 
agrees to hire a candidate, in reality a deal is not done until the money is 
in the bank. A lot can go wrong between a candidate being engaged and 
payment of your invoice. Here are some tips to help you get paid promptly.

SUPPLY SIDE

http://www.recruitmentdebtcollection.com
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DIGITAL INEQUALITY 
Two thirds of business leaders concerned about digital inequality in hybrid model
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A new report from People 
Analytics and consulting company, 
Actual Experience, has revealed 
organisations are becoming 
increasingly concerned about 
the impact of digital inequality on 
employees, as hybrid working looks 
set to become the new normal. 
This new working model is causing 
concern across multiple sectors; 67 
per cent of C-Suite representatives 
cite that they’re worried these new 
ways of working will introduce 
inequalities in how people access 
and use digital tools. 
With the hybrid model largely 
untested by many, the ‘new normal’ 
looks set to bring with it a multitude 
of HR headaches, as employee 
disconnect becomes a business-
critical issue. With over 70 per cent 
of businesses expecting to shift 
to a hybrid workplace, the report, 
entitled Reconfigured, reveals that 
many are clearly not prepared for 
the change. 
The research, which surveyed over 
300 C-suite execs, found nearly 
a quarter (24 per cent) admit that 
they were either ‘not very’ or ‘not at 
all’ effective at understanding the 
digital requirements of employees. 

In fact, less than one in five (18 
per cent) believe they are ‘very 
effective’ in doing so. Similarly, only 
19 per cent said they were ‘very 
effective’ at understanding the link 
between digital tools and employee 
wellbeing. Again, 24 per cent said 
they were either ‘not very’ or ‘not at 
all’ effective in this area. 
Large gaps in understanding and 
co-ordination across business 
leaders need to be addressed 
imminently to ensure the right 
recommendations and procedures 
are put in place. 
“These findings unveil some 
worrying signs in terms of business 
preparedness for the long-term 
implementation of hybrid working,” 
said Dave Page, CEO of Actual 
Experience. “With a permanent 
shift toward hybrid working now 
upon us, businesses need to 
move fast to limit the potential 
damage caused by digital 
inequality amongst staff. The role 
of the CHRO has been rising in 
prominence for several years, 
but the pandemic has thrust the 
role firmly to the forefront. It will 
inevitably come down to those 
in this role to help businesses 

navigate these upcoming 
difficulties. 
“The transition to new ways 
of working is the greatest 
management challenge that 
companies have faced in decades, 
and the challenge and opportunity 
is too great for any one business 
leader,” he adds. “In our survey, 65 
per cent of our respondents say 
that there is no single executive 
who owns the future workplace in 
their organisation, as the topic is 
too big. There is a new topology in 
leadership teams, and they must 
collaborate and connect in different 
ways from before. The ownership 
of who does what in this model 
is still uncertain, but it does seem 
clear that the CHRO sits at the 
centre and should take ownership 
of new ways of working.”
 
The report did find a clear shift 
toward improved employee 
experience as a key driver for the 
C-Suite. More than one in three 
(36 per cent) of business leaders 
state that a core benefit of the 
future workplace will be a stronger 
alignment between employee and 
customer experience. However, 

this will be dependent on a greater 
understanding of employee 
requirements, both digitally 
and personally - 29 per cent of 
respondents claim this to be one 
of the top challenges management 
faces. 
Page added, “While remote 
working brought many challenges 
to businesses and employees, 
the road to hybrid looks set to 
be trickier still. Companies need 
to understand how and why 
inequalities emerge in different 
working models and the usage of 
digital tools. 
“This should be key to their 
corporate agenda and form an 
important part not only of their 
duty of care and compliance but 
also their entire employee value 
proposition. Businesses need to 
apply more focus to the ‘Social’ in 
ESG for their employees, but also 
for investor relations - failure to 
do so will see them placed under 
scrutiny. Get this right however, 
and companies can benefit from 
strengthened purpose and better 
alignment between the customer 
and employee experience, with real 
tangible benefits there to be made.”

 

 

JOBADDER INTEGRATES
New release enables JobAdder to work with LinkedIn Recruiter

says. “The challenge for many is 
that information is often hosted 
in numerous locations – with 
communication going out via 
emails, LinkedIn, company 
applicant tracking systems and 
much more. By integrating LinkedIn 
RSC, we can help save recruiters 
time in shortlisting candidates, 
aid the nurturing of a database 
of high-quality candidates, 
maximise efficiency across hiring 
processes and enable hiring teams 
to continue using the tools they 
already value, all in one place. 
This not only improves efficiencies 
for employers, but also enables 

hirers to get to the best talent 
quickly – a critical benefit given the 
limited availability of top skills at the 
moment.”
Adam Gregory, senior director, 
talent & learning solutions at 
LinkedIn said: “We are delighted 
with the JobAdder integration into 
LinkedIn Recruiter. Businesses 
are looking to fill roles as quickly 
and effectively as possible, and 
this integration provides recruiters 
better visibility across the entire 
candidate process in a single view 
and can reduce placement time.”

organisation of independent recruiters 
working cooperatively to fill job 
openings. The Oorwin marketplace 
will replace an in-house system in 
operation since 2014.
“It is exciting to have the opportunity 
to offer an AI-powered ATS/CRM 
that coordinates seamlessly with our 
marketplace. Prior marketplace tools 
have had points of connection but 
nothing as seamless as what Oorwin 
provides,” said Nerz.
Oorwin Labs’ CEO, Venkat Kolli, 
echoed the fit: “In NPAworldwide we 
are partnering with a growing and 
dynamic recruitment organization 

that will benefit from the features 
and capabilities that Oorwin 
can deliver. We look forward to 
leveraging the Oorwin platform and 
the custom marketplace extension 
with NPAworldwide’s 550+ member 
locations and more than 1800 
recruiters globally.”
The NPAworldwide custom 
marketplace is planned for the first 
quarter of 2022 and NPAworldwide 
will immediately begin promotion 
of the Oorwin Labs ATS/CRM to 
members as well as independent 
recruitment firms that are prospective 
members.

Global recruitment software 
provider, JobAdder, has released 
a new integration with LinkedIn 
Recruiter System Connect (RSC) 
to improve hiring workflows, time to 
hire and the candidate experience 
at a time when competition for the 
best talent is fierce.
This integration enables JobAdder 
users to connect with the LinkedIn 
Recruiter platform to access 
candidate information when they 
need it, without switching platforms, 
providing a seamless process for 
recruiters and candidates alike.
By bringing this functionality into 
JobAdder’s offering, recruiters can 

find quality candidates quickly, 
know instantly which candidates 
from LinkedIn are already in their 
JobAdder account and engaged 
with, see all In Mail messages from 
both platforms in one place and 
cross-reference data from both 
sources.
Rob Brodie, head of corporate 
sales at JobAdder says this new 
integration will speed up hiring 
processes at a crucial time for 
recruiters: “With skills shortages 
rife, hiring managers need real 
time information quickly in order 
to fill resourcing needs and 
keep applicants engaged,” he 

NPAWORLDWIDE TAKES TECH
Network names names Oorwin Labs as technology partner

NPAworldwide member recruiters 
will soon have a new recruitment 
marketplace to facilitate easy sharing 
of jobs and candidates, announced 
President Dave Nerz. The global, 
member-owned recruitment network 
has named San Francisco-based 
Oorwin Labs as its strategic 
technology partner. This partnership 
will include the members-only 
recruitment marketplace and allow 
NPAworldwide to offer Oorwin’s 
award-winning ATS/CRM platform to 
members seeking an enhanced tool to 
support their growth.
“We selected Oorwin because they are 

building a next-generation intelligent 
integrated platform that leverages 
emerging technologies and is AI-
powered to improve our members’ 
productivity, while offering a tremendous 
user experience,” commented Dave 
Nerz, President of NPAworldwide. He 
added: “We have seen evidence of 
improved efficiency and outstanding 
customer care from Oorwin.” 
NPAworldwide, the oldest split 
placement network for recruiters, has 
been facilitating split-fee placements 
between members since 1956. It is 
a respected network, owned by its 
members, that has grown into a global 

21THE DIGITAL RECRUITER



www.theglobalrecruiter.comwww.theglobalrecruiter.com

23THE DIGITAL RECRUITER

With recruiting expected to ramp up in the coming months and 
employees and employers preparing to navigate the new hiring 
landscape, one thing is for certain, the world of virtual recruitment and 
training is well and truly here to stay. Once just a future concept, which 
was not widely adopted, the pandemic has vastly accelerated the 
use of virtual hiring and career advancement tools, and has helped to 
streamline everything in a reduced time frame.
Owen Morgan, the UK board director of CSG explains: “Video 
technology is, of course, at the forefront of this change – helping 
companies save time and money in the process of on-boarding new 
talent and transitioning employees between positions.

On-boarding

“The lengthy and long drawn out process of recruiting new employees 
has traditionally spanned many weeks and even months,” he says. 
“Today however, in the post-pandemic workplace, 
many HR professionals and CEOs have adapted and 
accepted the fact that video technology is very much 
the new normal – a different path has been formed 
in the recruitment industry and it won’t return to the 
way it was.”
Owen believes the old ways of sourcing candidates, 
sorting through applications, reading CVs, 
synchronising diaries among multiple stakeholders, 
and scheduling interviews are now too slow, disjointed, and impersonal. 
With traditional interviewing, organisations would spend a minimum of 
30 minutes screening each applicant and an hour per interview.
Using strategic video interviewing techniques that questions 
behavioural, situational and career development succinctly, many have 
cut screening time down to just seven-minutes per candidate and an 
interview can now be undertaken in 30 minutes.
“Video technology is a solution that allows employers everywhere to 
screen and schedule interviews with quality candidates, without leaving 
their desks,” adds Owen.

FORWARD THINKING
Career transition and outplacement providers CSG take a look at the 
future of recruitment and training.

continually innovate and invest in new technology that benefits 
organisations and employees,” Owen says, “such as a video-based 
feature which evaluates candidates through self-guided video 
interviews. This is the future and it’s exciting to be an essential part 
of today. Digital learning, search and training has emerged as a 
necessary resource for those all over the world and demand will no 
doubt continue to gather momentum into the future.”
Efficiency, affordability and accessibility all play a big role in how 
organisations will retain and retrain their talent, and the workplace 

is no longer a stagnant space to be, the pandemic has changed the 
course of HR-led hiring, training and re-skilling for the benefit of all.
Owen concludes: “Making a career change is a lot harder, and much 
more terrifying than simply leaving one company for a new one in the 
same industry, but with technology at our disposal, this transition is 
becoming one of excitement, preparation and solid groundwork. The 
HR sector has been forced to accelerate strategies and pivot towards 
becoming a more effective space for all.” n

Upskilling

Owen believes this desk-based approach to work extends further 
into the training, expansion of outplacement programmes and 
search territory as well.
Indeed, the employment market is expected to open up immense 
new opportunities both in the UK and worldwide, and for 
anyone whose aspirations know no boundaries, geographical 
or otherwise, on-demand coaching and the search for new 
opportunities via technology and video is here to stay.

“Our platform, Latitude is the perfect example of how 
revolutionary technology has and will increasingly offer 
corporations on-demand coaching for individuals to develop 
their careers and skills whilst looking for their next role,” says 
Owen. “The overhaul of workforce transformation strategies is 
something that has been building since before the pandemic and 
is now a natural extension of how people can transition from one 
role to another seamlessly. 
“Pivoting roles without starting over is absolutely possible for 
those who have been made redundant or who have decided that 
it’s time for change, but to become an undeniable asset to the 
next new hire, gaining some fundamental skills fast is going to 
matter – and that’s why the online learning space is so valuable.

Essential roadmap

Owen adds: “With very little down time, platforms such as 
Latitude offer a valuable and essential roadmap for those looking 
to navigate their next move. Whether candidates are lacking 
certain skills to move into a new role and need an online course 
or mentor to help them get there, or want to search for new 
opportunities within their organisation, the additional resources 
are there for the taking.
“In the ever-changing global workforce, there is a need to 
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Gary Eimerman, GM of skills, Pluralsight on the 
key to tech talent in a post-pandemic landscape.

Meeting Market Demand

One of the biggest challenges technologists face is the continuously 
moving target that is technological innovation. No longer do we have 
3-4 year predictable product lifecycles and upgrade windows of time. 
Today’s technology solutions are iterative and updated consistently. 
With the average US company having advanced their digital 
transformations by about seven years worth of growth in 2020 alone, 
tech practitioners’ skills may not be advancing at the same rate. The 
State of Upskilling report found that a few key industries were facing 
the largest skills gap – cloud management and cybersecurity. 
Forty-four per cent of technologists surveyed found themselves 
underskilled in cloud management, while 39 per cent felt underskilled 
in cybersecurity. These gaps were also followed closely by a lack of 
confidence in data storage and network infrastructure skills. 
These skills gaps mirror market demands for seasoned cloud and 
cybersecurity practitioners. In 2020, there were 500,000 open 
cybersecurity jobs in the US alone, and about 50,000 open cloud 
management positions. 
With the demand for specialised tech skills outpacing the supply, 
it’s more crucial than ever to invest in upskilling existing talent 
within your organisation. The State of Upskilling report showed that 
for management-based skills – including cloud, data, and project 
management – employers are more likely to train their existing 
employees rather than hiring out for these roles. Conversely, employers 
are primarily hiring rather than upskilling for specialised skills in fields 
like data science and machine learning. 
The combination of high turnover and a lack of skilled talent in 
specialised tech fields should be a real concern for business leaders. 
Especially considering that the average cost for losing a tech employee 
is up to 250 per cent of the position’s annual salary. It is my firm belief, 
however, that the most talented and innovative technologists are 
already in your organisation. Leaning into initiatives and programs that 
help your current employees learn will not only add to your bottom line; 
it will also help you to grow a more savvy, confident tech workforce. 

Confidence is Key

A lack of confidence in technical skills can lead to a workforce that 
doesn’t feel equipped to do their jobs. The State of Upskilling report 
found that the tech explosion accompanying remote work in 2020 
caused a 13 per cent decrease in tech skills confidence year over 
year. Respondents reported that working remotely decreased their 
confidence in their tech skills, suggesting that they felt less supported 
in their skills growth trajectories. 
As a tech leader, I also found it discouraging that there is a significant 
gap between C-suite executives and practitioners when it comes to 
satisfaction with upskilling resources in their organisations. About 88 
per cent of C-suite executives surveyed were satisfied with the skills 
development resources offered in their company while only 56 per cent 
of individual contributors felt the same. 
There is an obvious disconnect occurring between what tech leaders 
think they are offering in terms of skills development versus how it’s 
perceived by their employees. I know personally that it can sometimes 
be difficult to take my eyes off of the “big picture” elements of my 
role and remember to take the pulse of the technologists in my 
organisation, and I’ve realised that it is absolutely crucial to take the 
confidence and satisfaction of your tech teams seriously. Instilling this 

confidence means actively supporting your team's skills development 
and offering learning opportunities that are impactful to your team's 
preferred learning modalities. 
The State of Upskilling report found that hands-on learning 
opportunities were by far the most impactful and in-demand types 
of learning for technologists. About 77 per cent of respondents 
believe that hands-on learning is crucial for confidence in tech roles. 
These opportunities for hands-on learning correlate to increased job 
satisfaction for 76 per cent of respondents. 
It’s clear that tech practitioners are trying to communicate that  
skill-building matters to them. This is why I believe that upskilling  
and employee retention are so intimately connected. 

Employee Retention Rides on Upskilling

When asked what factors were most important in considering career 
shifts, respondents indicated that opportunities for professional 
growth were even more important than competitive compensation. 
For technologists, this career growth often corresponds to increased 
fluency in tech skills. 
Research from A Cloud Guru corroborates these findings. In a report 
about usage of their cloud skills platform, A Cloud Guru found that 
users who completed at least one cloud skills development course in 
their first three months of starting at a new company stayed with that 
company about 20 per cent longer than those who didn’t complete any 
courses. This shows that when employees feel that their learning is a 
priority, their loyalty to their organisation increases.
On the contrary, respondents surveyed in the State of Upskilling report 
believe that when their organisations hire new employees – rather than 
upskilling current employees – their skills development is negatively 
impacted. This is especially true for North American respondents. One 
out of three respondents surveyed from North America believed their 
professional development was stifled by hiring outside of the company 
for technical skills. 
This evidence shows that tech leaders have employees who are 
hungry to grow and learn. Virtually no one surveyed wanted to 
spend less time developing their technical skills. I consider this a 
dream scenario – by investing in the growth of technical skills for my 
employees, they become more impactful on delivering outcomes and 
I don’t have to spend the time, money, and energy searching for talent 
with the specific skill set to meet job demands. Instead, my focus must 
shift to how I can maximise the learning opportunities for my current 
team members while seeing them grow professionally in the process. 
Win, win, win! 

The Need for Skills is Here to Stay

As a society, we’ve entered into a period that the World Economic 
Forum is calling the “Fourth Industrial Revolution,” creating the demand 
for a myriad of new jobs, most of which are tech-driven. This societal 
shift towards increased automation, reliance on cloud computing, 
and big data is hinged on a skilled workforce that can set these 
technologies into motion. 
We may never feel fully prepared to face the speed at which innovation 
is accelerating, but diving head-first into upskilling our workforce is 
a good place to start. Tech leaders, I want to leave you with one last 
kernel of advice – invest in the skills and expertise of your people first 
and watch your successes abound. n

As the US economy begins recuperating from the effects of 
COVID-19, the post-pandemic business landscape has become 
increasingly tech-focused, with many companies remaining forever 
changed after being immersed in remote life. Unsurprisingly, the 
job market has become acutely focused on hiring and retaining 
employees with key technical proficiencies. 
What may be more surprising for tech industry leaders and recruiters 
is that the tech industry has the highest employee attrition rates of 
any US industry at roughly 13 per cent. This figure could have tech 
leaders, such as myself, asking the question – what can be done to 
promote employee retention in tech? 
In my view, there are two actionable solutions that businesses can 
begin implementing right now – make sure team members are 
being recognised for the impact they’re having on the company 
and investing in skills development. In Pluralsight’s 2021 State of 
Upskilling report, we surveyed more than 600 technology executives 
and practitioners worldwide to determine the role that tech skill 
development plays in job effectiveness and satisfaction. Here are 
a few key insights I gleaned from this report that have particular 
importance for retaining your organisation’s top talent. 

TRAIN TO 
RETAIN 
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272021 AWARDS SPECIAL

The Global Recruiter UK Industry Awards 2021 marked a return 
to strength for the recruitment industry. After a year and more 
of disruption the Awards, headline sponsored by MIT Employee 
Engagement, returned to identify the very best of the recruitment 
industry, especially given the challenges posed by recent 
extraordinary circumstances. 
Hosted by The Global Recruiter’s commercial director, Gary King, 
the celebration took place in a new venue, The East Wintergarden 
in Canary Wharf. Under the venue’s 27-metre high glass dome the 
leading lights and talent from the UK recruitment industry gathered 
to discover who had triumphed this year. As usual the awards 
were run to strict criteria with entires judged by experts from the 
industry. With no entry fee for the awards they were once again the 
industry’s own awards, assessed by people who understand what it 
takes – and what it has taken – to succeed and thrive in the sector. 
The awards are also important in that they offer a level playing field 
where new-comer and established business can compete with each 
other on merit alone.
Aiste Naujokaityte, client director of the event’s headline sponsor 
MIT Employee Engagement explained the value of the awards: “It’s 
an honour to be nominated for those involved, but to win is a huge 
boost of encouragement to continue with the good work. The event 

is the perfect environment to celebrate the achievement thus far, as 
well as to do business networking and make relevant connections 
for future work.
“Global Recruiter Awards never failed to impress with their venues 
and the ceremony, it always recognises and rewards the industry’s 
finest,” she concluded.
Unsurprisingly, the winners of the awards this year certainly 
saw their achievement as a clear reward for their dedication and 
commitment, not just through there pandemic, but towards the 
recruitment sector in general.
"This is such a humbling award to win given the backdrop of the 
last 18 months and the challenges that the world has had to face,” 
said Jonathan Ellerbeck, managing director, Gravitas, winners of 
Best Medium Recruitment Business. “It’s obviously been such an 
difficult period navigating through the ever changing global impacts 
of Covid – and dealing with differing country responses across the 
globe, so to be recognised by the judges, and by both our clients 
and candidates – it is genuinely fulfilling and hopefully means we 
made more good, rather than bad, decisions and have supported 
those who has supported us on our journey so far. Everyone is 
walking around with a smile – and the L&D Highly Commended was 
the perfect cherry on the cake!”

RETURNING 
TO CELEBRATE 
THE BEST  
OF THE BEST

Winner of Best In-House Training, VHR were similarly proud of 
their achievement: “VHR’s investment in Youth Training and 
specifically our Recruitment Academy programme have been the 
culmination of three years of hard work across our HR, Learning 
and Development and Sales teams,” said their spokesperson. 
“In that time, we have created successful recruitment careers for 
32 individuals. We are delighted that our innovative programme 
has been recognised through winning Global Recruiter’s Best 
In House Training and are extremely proud to have received this 
award.”
Meanwhile, Richard Harrison, director of Xpertise Recruitment 
put his business’ win in the context of the company’s history: “I 
founded Xpertise in 2013, then six months later moved into our 
first office (six person) in Derby, and now we’ve come so far to 
win a National accolade like this is just amazing. Thanks for all 
the support. We will keep trying to improve further and bring ‘the 
human touch’.”
David Roberts, Director of futureproof and La Fosse Digital 
Outcomes, commented on his company’s achievement as Best 
Innovation. “Everyone at La Fosse is incredibly passionate about 
making a step change in the recruitment industry by constantly 
working on new ways to better service our candidates, clients, and 
the wider tech sector,” he said. “Futureproof was built to address 
both the skills shortage and lack of diversity in tech, and is well 
on its way to doing so – it’s reshaping the way our clients hire 
and democratising access to tech careers. To be recognised by 
The Global Recruiter for both its current impact and huge future 
potential is fantastic – thank you!”
“We're all absolutely thrilled to win the Best Candidate Attraction 
Through Social Media award,” said Colin O’Sullivan, marketing 
manager at Hunter Bond. “We place a great emphasis on social 
media for all of our staff, and it's great to see a major recruitment 
body reward our efforts. Thanks to all the team over at the Global 
Recruiter, and of course to all of our followers who regularly 
engage with our content.”
Finally, medical device and IVD recruiter Elemed celebrated the 
recognition of Elena Kyria as Best Permanent Consultant. “We 
are over the moon that our CEO and founder – Elena – has been 
recognised for her exceptional achievements in the industry. She 
is an inspiration and wows us every day with her commitment to 
the business, her clients, her candidates and to us, her team.”
With the awards dealt out for this year, the ceremony was followed 
by lively entertainment from Ultimate Power, the world’s greatest 
power ballads club night, offering everyone there the chance to let 
their hair down and celebrate in truly dramatic and heart felt style. 

“This award is testament to the work our teams 
do around the world every day, to ensure we 
continue to deliver outstanding service and 
compliant workforce solutions, even in the 
most testing of times.” NES Fircroft

http://www.ukawards.theglobalrecruiter.com
http://www.ukawards.theglobalrecruiter.com
http://www.ukawards.theglobalrecruiter.com
http://www.ukawards.theglobalrecruiter.com
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COMPLIANCE INCORPORATED
Simon Kent reports from an online industry discussion held with FCSA, from the 
frontline of recruitment industry compliance.

This month The Global Recruiter teamed up with the Freelancer & 
Contractor Services Association (FCSA) to explore the current and future 
challenges around compliance across the recruitment sector. With an 
agenda comprising IR35, holiday pay and the future of regulation in the 
sector, an expert panel from suppliers to the sector met virtually with 
a number of leading recruiters, thereby taking in both general market 
trends and the specific experience of recruiters on the frontline. Those is 
attendance were:
Patrick Ramsdale, Strategy and Corporate Resources Director, 
Proman UK
Zubair Tamuri, Head of Legal & Data Protection, Randstad UK
Phil Beardwood, Compliance and Assurance Director, Morson 
International
Julie Giles, Group Legal and Compliance Director, Job & Talent
Peter Ball, Group Commercial & Compliance Director, Fortel and 
SkyBlue Solutions
John-Paul Toner, Director, Contract Scotland
Leanne Ash, Associate Director, CDM Recruitment
Graham Sharpe, Search Consultancy’s Compliance & Regulatory 
Advisor
Phil Pluck, Chief Executive, FCSA
Simon Bloch, Partner, Employment Law, JMW Solicitors
Paul Chamberlain, Head of Employment, JMW Solicitors
Sue Ollerenshaw, Director, Efficient Employment Tax Solutions
Simon Kent, Editor, The Global Recruiter
Setting the scene for the IR35 part of the discussion, Sue Ollerenshaw 
noted that there was turbulence and a number of cases across sectors 
which still made determining the correct way to classify workers complex. 
This included issues such as substitution and blanket decisions made by 
end employers as to how they would deal with temp workers.
Despite IR35 being introduced over six months ago it was clear among 
the recruitment agency participants that the subject was still a source of 

confusion and tension between themselves and their clients. John-Paul 
Toner noted that many employers believe the issue to have been done 
with in April and therefore there is some resistance to exercises such as 
reviewing employment status, even though this takes minimum time and 
disruption and ensures ongoing compliance.
In addition, the discussion held the view that large employers were 
more keen to use blanket agreements which may not always accurately 
reflect the actual employment arrangement in place. Moreover, it was 
felt that even when possible non-compliant activity was occurring, 
HMRC seemed unable or unwilling to respond, perhaps deciding that 
the revenue they were receiving from taxes received in one scenario 
outweighed the work required to ensure companies were paying  
tax correctly. 
Peter Ball also made the point that end users frequently treated IR35 as 
the recruiter’s problem and something that they needed to sort out and 
‘just give us the worker’. To some extent this is a factor of clients being 
expert in their own businesses and sectors and therefore less concerned 
or knowledgeable about the tax side of employment. 
It seems clear that education is still required across the workplace, a 
point highlighted by Phil Pluck. He noted that FCSA statistics showed 
that even in the lead up to IR35 implementation 70 per cent of employers 
hadn’t addressed the changes. He also reflected that as the employment 
market expands post-Covid there is a real danger that employers are 
more likely to take risks to get the people they need in place rather than 
taking the time required to do it compliantly.
The subject of holiday pay also produced a lively debate. With its routes 
in health and safety issues – ensuring workers do take time away from 
work – Paul Chamberlain noted that tribunals and European law have 
both had an impact on the calculation, particularly in relation to the 
concept of rolled up holiday pay and the basis for the calculation of 
holiday pay which took effect in April 2020. At its heart is the idea that 
holiday pay should take into account all elements of pay the worker 

receives when they are at work, so that going on holiday does not 
become a disincentive, but this ideal is not easy to achieve.
One participant gave the view that agencies could find themselves at 
the mercy of the accounting software that they use – this technology 
determining how the calculation is managed and financed. Another 
highlighted the scenario where two workers receiving the same money 
but one receiving an amount through fixed expenses could also result 
in a different amount of holiday pay being received – a model which Phil 
Pluck advised he thought would become obsolete for FCSA members 
when the organisation’s code is revised early next year.
Across all the complications of how to manage holiday pay remains the 
danger that employers are always open to employment tribunal cases. 
For example, while the ‘rolled up’ solution can be implemented with 
the employee’s clear consent this doesn’t prevent the employee from 
bringing a case at a later date if they feel their pay has not been fairly 
given. That said, Paul Chamberlain also noted that without clear and 
binding rules in this area the employee has little recourse but to instigate 
tribunal proceedings if they think the situation is unfair. A position which 
does not make it easy for such disagreements to be resolved.
“Unless we get to a point where there state intervention or control of pay 
there will always be a Smorgasbord of solutions,” said Chamberlain.
Phil Pluck said that whilst these complications and confusions remained 
it was important that contractors and agencies were given a transparent 
and ethical choice over holiday entitlement as detailed in the FCSA 
Codes of Compliance. 
State intervention was then the final subject under discussion for the 
group. Simon Bloch outlined the draft legislation from the government to 
create a single enforcement body which would work to protect the rights 
of all workers. Emerging from the ‘Good Work Plan’ following the Taylor 
review, the new body would build on existing advice and compliance, 
hopefully increasing certainty and reducing the need for tribunals.
However, the FCSA has already raised concerns for the new legislation, 

not least for its use of the phrase ‘intermediary umbrella business’ – that 
its definition is different from that used in IR35 and that its use leaves 
the potential for other ‘intermediary’ businesses to exist outside the 
definition. In addition to this, Phil Pluck said the work of the new body 
drew substantially on employment law but didn’t give tax legislation the 
same level of consideration. Without this it was felt that there would still 
be flaws in the new system despite its good intentions.
Overwhelmingly, however, the discussion group agreed that without 
clear understanding what was going on in the sector from those with 
the responsibility to patrol it, and without proper resources or a mandate 
for taking action against non-compliant practices, any new organisation 
would not necessarily improve the situation.
“Compliant businesses are at a competitive disadvantage,” was how 
one agency participant described the situation. The GLAA’s power to 
immediately revoke licences was mentioned as a good method for 
focussing the mind of company owners on doing the right thing, but there 
are few equivalent threats elsewhere in the supply chain.
It was suggested that HMRC’s willingness to ‘do a deal’ with companies 
it threatens with prosecution also undermines the situation. HMRC, it was 
noted, is to some extent conflicted, needing to raise revenue through 
collecting taxes on the one hand and needing to uphold compliant 
practice on the other. In some instances it was felt that the willingness to 
make a deal at the door of the courts paved the way for businesses to be 
able to walk away and continue to take compliance risks if that was the 
path they wanted to take.
Despite the changes introduced and intention of the government it seems 
concern for compliance in the recruitment industry remains. Still there is 
confusion around what is compliant operation, and more pressing there 
isn’t sufficient force and intent to drive non-compliance from the supply 
chain. At least there is a willingness among recruiters and suppliers to 
find a way through the woods to make things work for all concerned. But 
that challenge will not get any easier any time soon. n 
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Recruitment isn’t easy and never has been. In the aftermath of a global 
pandemic, Brexit and the roll out of Off Payroll, recruitment is more challenging 
than any one of us is likely to have experienced in our careers. But for some 
sectors, there are more barriers to overcome than others. The clinical and 
healthcare arena is just one of the specialisms that is facing a hiring nightmare 
in the UK, and staffing companies operating in this area need all the support 
they can get.

Skills issues

Skills shortages are rife across almost every sector, but for clinical and 
healthcare, the statistics are a particular cause for concern. Data from NHS 
Digital has shown that NHS England reported a staggering 93,806 full-time 
equivalent vacancies in June – up 23 per cent on March’s figures and 13 per 
cent higher than the number of vacancies recorded in June 2020 when the 
pandemic was in full swing.
Elsewhere, reports suggest that care workers have been leaving the sector for 
better paid roles as Amazon warehouse pickers, which could create 170,000 
vacancies by the end of the year. Add to this, the new requirements for all NHS 
staff to be double vaccinated by 11th November and there is a further impact on 
resources across the sector, with industry experts predicting an exodus of talent 
in light of the ‘no jab no job’ policy.
But of course, recruiters in the sector know that clinical and healthcare talent 
pools are dwindling to concerning numbers. We’re hearing the same thing from 
more staffing firms – there simply isn’t anywhere near the supply of resources 
needed to meet the growing demand. And as employers themselves struggle 
to navigate the dearth of trained staff, they are increasingly relying on staffing 
companies to support successful recruitment, retention and training strategies. 
However, the complexity of the sector and the recruitment compliance 
requirements that need to be met are placing an incredible burden on 
staffing companies.

A difficult market 

If we take a look at the UK’s largest healthcare employer – the NHS – it’s 
abundantly clear just how difficult the sector is to navigate. There are more than 
350 different types of roles in the NHS across clinical and non-clinical roles. 
With budgets tight, the NHS has attempted to control and reduce recruitment 
company expenditure which has in turn led to an increasing mandated use of 
NHS clinical framework agreements. These currently include:
• Workforce Alliance: Provision of Clinical and Healthcare Staffing
• Crown Commercial Service: Flexible Resource Pool – Staff Bank
• HealthTrust Europe: National and International Permanent Recruitment 

Solutions with Recruitment Process Optimisation (RPO) (Lot 1a & 1b)
• HealthTrust Europe: Total Workforce Solutions ll (Lot 2a, 3a, 3b, 3c, 4a 

and 4b)
• NHS Collaborative Procurement Partnership: International Recruitment of 

Clinical Healthcare Professionals
Each framework operates its own set of compliance standards and auditing 
processes, and we know from our members that the differing criteria for each 
are difficult to determine, and the nuances make the audit process expensive 
and protracted for recruiters.
For clinical and healthcare staffing companies, the sector is clearly immensely 
complex, with regulated and non-regulated personnel deployed across a very 
broad spectrum of roles and working environments. 

Clinical and Healthcare Sector Group

In order to support staffing companies in this environment, APSCo launched a 
new dedicated Clinical and Healthcare Sector Group in September. This move 
means we can provide specific support to clinical and healthcare recruitment 

firms which will includes compliance support and increased collaboration with 
external stakeholders such as framework providers, audit organisation as well 
as government. 
This move was driven by our members who highlighted a number of areas 
of support that they feel is valuable for staffing companies operating in the 
sector, including:
• The creation of a collaborative platform and an environment in which both 

large and smaller members have an equal footing.
• Support to foster a positive culture within the sector group to drive open 

discussions, and facilitate an environment where members can build 
networks for the purpose of collaboration as skills shortages remain rife. 

• The need for APSCo to build relationships with the framework providers 
and the two main audit organisations to encourage a move towards a 
more consistent approach to compliance requirements, and eventually to 
encourage the adoption of Compliance+ Healthcare as a recognised audit 
standard.

• A third party to build relationships with end client stakeholders to create a 
community of highly valued, professional, and quality assured recruitment 
partners.

• The provision of support and guidance for compliance managers, through 
specific meetings, events and legal resources, to ensure they are equipped 
to tackle the ever-changing landscape.

• The creation of tailored legal support and resources for the clinical and 
healthcare sector.

• A clear voice for the sector and an entity that can build relationships with 
other bodies and organisations within the healthcare sector to provide expert 
speakers, advice, and guidance to members.

Lobbying

APSCo is well positioned and equipped to provide the above to its members 
in the clinical and healthcare arena, but perhaps more importantly, we are 
also committed to supporting the creation of a fair and appropriate legislative 
landscape for staffing companies. In order to achieve this in healthcare in 
particular, we will use our lobbying powers to:
• Emphasise the value of recruitment firms to the healthcare sector and 

articulate the costs of a compliant supply chain.
• Highlight the value of the supply chain to the flexible labour market – which 

is a permanent feature of both public and private healthcare – and ensure 
regulation is both appropriate and fair for the entire supply chain.

• Push for further standardisation and clarity in standards across both public 
and private healthcare.

• Participate in consultations on healthcare reforms on behalf of the 
professional recruitment sector. This will include involvement in the 
consultation on the Government’s Health and Care Bill and large-scale 
structural re-organisation of the NHS which will involve and integration with 
social care.

Caring for those that care

Providing more specialist and focused support to the clinical and healthcare 
sector is a logical move for APSCo given our experience in other compliance 
driven and highly regulated markets such as education. It may be a 
challenging time with skills shortages rife across the sector, but it is also an 
exciting one. We’re at the beginning of an incredible (though admittedly, long) 
journey that will lead to positive change for the sector as the UK looks to build 
its own skills and potentially revolutionise the healthcare system.
In amongst all the noise, APSCo will be there acting as the voice for 
professional clinical and healthcare staffing companies and ensuring that they 
have the recognition, collaboration and access to the fair opportunities that 
they deserve. n
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It feels a little glib to suggest that we are amidst uncertain times, 
but acceptance of your environment is a critical part of coping and 
ultimately thriving. Since early 2020 in some way each of us has been 
challenged to redefine our relationship with work, at the same time 
the very nature of business has similarly been altered. Due to the 
constraints of the pandemic employees and customers have evolved 
to fulfilling their roles and consuming products and services, through 
new channels and with dramatically changed tempo. 
Identifying leadership talent which can lead change in these ‘VUCA’ 
times requires a fresh lens. The traditional assessment of leaders 
through competency-based interviews feels comfortable but not 
without risk. If the hiring process is hoping to surface comparable 
experience of steering the ship through ‘unprecedented times’, it is 
going to come up short. So, how do you square this circle? 
With the ebbing of the pandemic, focus has shifted from survival to 
recovery and growth. Leaders must quickly assess lessons learned, 
what new practices need to endure, and which changes must be 
made to capitalise on the flux in the market. Leadership success is 
less about what they did in their yesterdays, but whether an individual 
has the skills to evolve to the demands of ‘now’ and ‘next’, alongside 
the mental dexterity to cope with strategies for ‘later’ that hold a 
higher degree of uncertainty than ever before. The currency  
of leadership is fast shifting towards adaptability, resilience, 
collaboration and communication. In our VUCA world, past 
performance is seemingly ever more unreliable as an indicator of 
future leadership performance. 
This has substantial implications for talent retention, talent 
development, and talent acquisition processes. Firms are ever more 
seeking leaders with a rich personal capacity for change, adaptability 
and learning, rather than a play book of past success. Re-gearing 
hiring processes to reflect this is a major challenge, especially in a 
market which is coping with challenges of scarcity, uncertainty and a 
new set of motivators and values from prospective candidates. If the 
pandemic proved anything, it is that work is a thing that we do, not 
necessarily a place that we go.

The War for Talent continues

Here we are again at the ‘War for Talent’. Many have suggested 
that in economic downturns the war for talent stops. As a veteran 
headhunter of the last three decades, I’ve worked through a number 
of major market depressions. So let me quickly dispel that assertion, 
smart firms hire well, always. A universal truth of my word is that there 
are always good jobs for good people. While options may be limited in 
comparison to boom markets, I’ve never yet seen demand for  
talent dry up. 
Consider that relative to the entirety of the market, quality leaders 
who are able to thrive in a VUCA world are scarce and consistently 
sought after by the many. The willingness for overseas leadership 
talent to venture to the UK has been dented by Brexit and the 
constraints of the pandemic, while opportunities for UK leaders to 
work internationally remain plentiful. 
However, it isn’t all bad news. Inherently those who are motivated by 

transformation and change, are self-insulated against market volatility. 
They actively seek to avoid BAU leadership and run towards the 
uncertain and the volatile in order to create something new. Capturing 
their attention is key to success. Clearly strong relationships with 
recruitment partners who actively talent spot, build networks of quality 
trusted candidates, who take their call when the opportunity is right, 
will pay dividend. It has never been more critical to choose partners 
able to articulate, reflect and share the values, purpose and  
ambitions of your business. Authenticity counts and speaks up loud 
above the clamour. 
It is clear to see that the in order to have sustainable communities 
of talent available to meet business demand, smart firms must have 
both external and internal supply. A business based on importing 
talent at every turn risks a disjointed culture, and one in which people 
struggle to see their route forward. ‘Grow your own’ succession 
schemes can cast a long shadow. They are material in supporting 
the career ambitions of high potential employees, while sustaining 
cultural continuity, and in turn attracting growth minded leaders. High 
potential candidates need the opportunity to perform and prove their 
worth. Arguably there is no better time to do this than when market 
performance baselines are being rethought and reimagined. 
Developing talent must come hand in hand with retention. There is 
little glory to be had in training leaders for your competition. An honest 
appraisal of your existing leadership community is key to attracting 
and retaining future leaders. If your Board, ExCo and SMT lack the 
ability to grow and learn in order to meet the challenge of the now and 
next, they will never captivate those candidates who can consistently 
evolve – be they internal or external. 

Reset and recovery

Across the many search mandates we have led through the 
pandemic, and now into the reset and recovery, there has been 
a palpable focus upon these harder to evidence traits of curiosity, 
tenacity, innovation and people engagement. We are in a largely 
unchartered world, and anyone claiming to have the map leading out 
of the swamp should be met with caution! Firms are recognising the 
need to equip their leadership teams with new mindsets. New and 
future leaders have to be prepared to trail find – to show willingness to 
explore new routes, use all of the resources available to them as they 
seek out the right path, and encourage their teams to contribute and 
follow with confidence. At the risk of oversimplifying it, we’re seeking 
to identify people who are led by how they define and own next 
actions, over and above what they’ve done many times before.
While I would happily erase the pandemic from history, it’s an exciting 
time to be involved in hiring transformational leaders. As the quote 
says, bad things do happen, but how we respond to them defines 
character and quality of life. Helping great leaders to find other great 
people, to deliver improved quality of life (through products and 
services) for colleagues, and customers alike, is a pretty rewarding 
place to be. 

matthew.cockbill@berwickpartners.co.uk n

Matthew Cockbill, partner and head of the IT & digital 
leadership practice at Berwick Partners on leaders in the  
post-pandemic world.



DRIVING CHANGE
Pete Taylor, MD at Encore Personnel says the issue of 
scarce talent has been ignored for too long.
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As queues lengthened at petrol stations and supermarket shelves 
looked barer throughout September, it finally became impossible to 
avoid the elephant in the room – the UK’s HGV driver shortage is now 
at breaking point. 
The dwindling number of qualified, reliable and available HGV drivers in 
the UK is not a new problem; in fact, it has been a major headache for 
our industry for years now. The fact that it is finally hitting the headlines 
in such a dramatic fashion is both predictable and very concerning, 
because the time for navel-gazing has long since passed. If a practical 
and, more importantly, a sustainable solution isn’t settled upon in 
the coming weeks, we will certainly need to get used to supply chain 
disruption on this unprecedented scale.
The UK is currently in need of upwards of 100,000 drivers – and 
counting. A perfect storm of factors have coincided to create the crisis 
– namely Brexit, the pandemic, poor working conditions for drivers and 
a lack of industry-wide investment in training and development for less 
experienced drivers looking to progress. Throw in an escalating pay war 
for those drivers who are available to work, which inevitably leads to 
inflation, plus the fact that some recruiters are still adopting outlawed pay 
laws which now fall outside of IR35, and the situation is at breaking point.
In my opinion, the government hasn’t listened. Recruitment leaders have 
been shouting as loud as we can about this problem for years and we’ve 
been ignored. Somehow, we have continued to deliver peaks each year, 
in most scenarios through pure determination and by devising creative 
solutions which require intense planning and perfect timing, but we fear 
this won’t be possible any longer. The exodus of drivers as a result of 
Brexit has really thrown the existing problem into sharp relief. Something 
must change, or petrol station droughts and bare supermarket shelves 
will become a far more common occurrence.

A way ahead

So, what is Encore doing to tackle the problem? How have we flexed our 
working models and policies to best serve our customers who rely on us 
to deliver their delivery drivers? 
We believe the UK logistics sector, supported by government, needs to 
work out how to make HGV driving more appealing. This comes down to 
three simple things – pay, working conditions and investment in training 
and development. There needs to be some quick-fire joined-up thinking 
to achieve this. 
Work needs to be done, urgently, to break down the stereotypes that 
are attached to HGV driving in order to attract a broader cross-section of 
applicants, the currently inaccessible demographic which is made up of 
younger people, women, and people retraining for a second career. 

Train to gain

Training is key to solving this crisis. We have recently invested heavily in 
our CPC offering in a bid to tackle the backlog of training as a result of 
lockdowns and to support our clients in attracting and retaining excellent 
drivers. We are planning to expand our 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.
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. 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. 
We became a JAUPT (Joint Approvals Unit for Periodic Training) 
approved training centre in 2013 in order to ensure our drivers would 
be fully qualified. Nearly a decade ago, we recognised the opportunity 
to invest in our drivers and how training would help with driver attraction 
and retention. 
After two successful years, in 2015 we started delivering training to our 
key clients and by 2019 we were delivering CPC training to over 500 
of our own drivers and had built up a customer base of external clients, 
delivering training to a further 300 drivers, with excellent feedback 
across the board.
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 more details: www.encorepersonnel.co.uk/ n


