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WELCOME

SIMON KENT
EDITOR

There has been much talk of recession over the past few weeks together 
with suggestions as to how it may be avoided, or at least minimised. The 
recruitment industry is often looked to as a barometer in these instances as 
businesses prepare for the future may change or adapt their recruitment 
campaigns. Figures from the ONS and echoed by APSCo have suggested 
the slowdown has begun, but is this simply the natural down curve after the 
dizzying heights of the post-pandemic jobs market? Rather than shrinkage, 
could this just be a return to something approaching normality?
To some extent it is too early to tell. There are so many influences at play in 
the recruitment market – and across employment sectors in general – it is 
probably prudent not to draw hard and fast conclusions. Instead, it may be 
better to prepare for whatever may come. 
In this issue we learn of Hay’s new branding, particularly created in response 
to the new work order and the company’s intended role within it. There’s an 
insight into the management of hidden disabilities in the workplace and the 
role curiosity can play in your business. 
Each of these areas can help prepare your business for what’s to come. None 
of them are backward steps, because at the end of the day the last thing a 
recruitment company wants to do is scale down. Whatever happens in the 
final part of 2022, recruitment businesses need to be ready to respond.
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Responding to the latest Labour 
statistics from the Office for 
National Statistics, which showed 
that the number of vacancies in 
the UK is beginning to slow, Tania 
Bowers, Global Public Policy 
Director at the Association of 
Professional Staffing Companies 
(APSCo) comments:
“The post-pandemic hiring spike 
we experienced was bound to 
come to a halt at some time, but 
with recession fears looming and 
on-going Government uncertainty 

amidst a leadership contest, this 
drop is a concern for the country’s 
economy.
"Our own data supports the idea 
that permanent recruitment is 
slowing as the impact of the skills 
shortages over the last few years 
plays out. However, what our 
statistics are also indicating is 
that more businesses are turning 
to contract professionals as they 
struggle to fill resourcing needs. 
The data - provided by the global 
leader in software for the staffing 

industry, Bullhorn – revealed 
that the number of contract roles 
in the UK grew by 13% in July 
2022 when compared to pre-
pandemic figures (July 2019). 
In comparison, the number of 
permanent jobs dropped by 23% 
in the same period.”
“This reliance on the non-
employed segment of the 
workforce simply isn’t sustainable 
at a time when the UK’s 
attractiveness as a destination to 
work for international contractors 

is dwindling post-Brexit. And with 
the impact of Off Payroll still being 
felt in the temporary recruitment 
market, the longer-term availability 
of these resources and ability to 
tap into skills in a cost-effective 
manner is at risk. We urgently 
need some stability from the 
Government and a clearer 
direction on the regulation of the 
employment market to ensure that 
the UK can manage through the 
difficult times ahead.”

News that Liz Truss has promised 
a review of IR35 legislation and its 
impact on self-employed workers 
if she becomes Prime Minister 
has been welcomed, but mat with 
a qualified response from the 
recruitment industry.
Dave Chaplin, CEO of tax 
compliance firm IR35 Shield 
commented: “Whilst it is good 
to hear that Liz Truss intends to 
focus on IR35 as part of her vow to 
help small businesses should she 
become our next Prime Minister, my 
message to her is loud and clear: we 
don’t need another review, we need 
action.
Chaplin described the reforms as a 
‘flawed botch' which ‘simply served 
to strangle contractors and those 

businesses which hire them’. “IR35 
is an iron shackle, impeding flexible 
workers who can help deliver growth 
just when the UK economy and 
UK plc need them,” he said. “The 
time to act is now. Over the last 20+ 
years, there has been considerable 
misjudged and damaging legislation 
heaped on the contracting sector 
and the sensible option would be to 
go back to the drawing board and 
design a fair tax system that works 
fairly for everybody – let’s fix it or 
ditch it.” 
Meanwhile, quoted from The Sun 
on Sunday, Liz Truss said: “The 
changes that have been made to 
IR35 are all about trying to treat 
the self-employed the same as 
big business. But the fact is, if 

you’re self-employed, you don’t 
get the same benefits as being 
in a big company. You don’t get 
paid holidays, you didn’t get those 
benefits. So the tax system should 
reflect that more.”
Qdos CEO, Seb Maley, also 
responded to this saying: “Promising 
a review into IR35 is a step in the 
right direction. It’s widely accepted 
that the IR35 legislation and the way 
HMRC enforces it is fundamentally 
flawed. Liz Truss must make a 
review a priority if she becomes 
Prime Minister. But this mustn’t be 
lip service. 
“It’s impossible to overlook the fact 
that we’ve been here before,” he 
added. “IR35 has been reviewed 
multiple times in recent years, yet 

still the government have taken 
very little or no action whatsoever. 
So you’d forgive contractors and 
businesses impacted by the rules 
for taking Liz Truss’s pledge with a 
pinch of salt. 
“Any review of IR35 needs to be 
independent and far-reaching. 
HMRC’s very own IR35 status tool is 
unreliable and inaccurate, which is a 
major risk to compliance. While the 
legislation is forcing genuinely self-
employed contractors into zero rights 
employment – a situation where 
they pay tax as employees but don’t 
receive any employment rights in 
exchange. Having specialised in 
this legislation since its introduction 
in 2000, Qdos stands ready to 
contribute to any review.” 

TRUSS PROMISES 
IR35 REVIEW
Industry responds skeptically to promise 
to look at legislation again

http://www.workwellsolutions.com/welcome
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TIME IT RIGHT SUPPORTING THEIR OWN

Leading Midlands recruitment 
agency, Encore Personnel is 
going the extra mile to provide 
a supportive and secure work 
environment for its employees as 
the cost-of-living crisis escalates.
Celebrating 20 years in business 
this year, Leicester-headquartered 
Encore is proud to report it is 
achieving a staff retention rate 
of 88 per cent, which is above 
industry and national averages. 
The business remains focused on 
its attraction and retention strategy 
which puts mental well-being, 
extended employee benefits and 
perks as its top priorities.
Cindy Gunn, HR Director at 
Encore Personnel said: “When 
attracting new employees to bring 
into the business, Encore looks 
for individuals that will fit in with 
its current team, are prepared 
to uphold the company values, 
and have genuine passion and 
enthusiasm for the role. It’s crucial 
for businesses to get it right.”
The average cost of losing an 
employee is a staggering 33 
per cent of their annual salary, 
meaning when a company 
loses an employee they are not 

only losing a member of their 
team but also the individual’s 
valuable company expertise and 
knowledge.
Cindy added: “Within any 
workforce, it is important to pick 
the correct candidates for the role, 
not the individuals that are just 
attracted to the salary. Candidates 
need to share the same values 
as the company as it helps to 
create a strong team and a happy 
workforce.”
At Encore employee retention 
remains a top priority for the future 
with recent research showing 
that across the UK 87 per cent of 
HR leaders are also placing staff 
retention at the top of their agenda.
Cindy comments: “Employees 
today might move to another job 
for more money, but the grass 
isn’t always greener and money 
doesn’t always bring happiness. 
My advice to job seekers is to look 
for a growing, successful company 
that provides an employee-friendly 
environment, and for businesses, 
it’s key to review your retention 
strategies regularly and make 
them work for your employees.
“At Encore, we give our employees 

a voice, and we often encourage 
them to participate in the decision-
making process so we can 
evaluate what’s working and what 
may need our attention. We pride 
ourselves on our yearly employee 
reviews.”
Whether employees have been 
at Encore for one or ten years, 
there is the opportunity for reward 
packages. Salaries are generally 
above average at Encore and 
are calculated on a pay scale, 
including a generous bonus 
package.
Cindy added: “As well as 
company benefits and reward 
schemes, employees have a 
variety of training opportunities 
throughout their time with us – 
Nicki Westwood, our Learning 
and Development Manager, 
encourages and oversees all 
training and qualifications.
“We also understand that the 
typical employee perks don’t 
always work for us, as recruitment 
often means being in a fixed 
working location, meaning limited 
opportunity of working from home.
That’s why our employees have 
other incentives such as ‘early 

finish Fridays’, additional holidays, 
Director lunches and work socials.”
When surveyed, Encore found 
that 90% of ex-employees would 
choose to work for Encore now, 
had they had their time again. 
Two-way communication lays the 
foundation at Encore for ensuring 
they maintain a motivated and 
successful workforce. Encore 
recognises the importance of 
supporting and maintaining their 
ambitious workforce, providing 
equal opportunities and a platform 
from which they can develop their 
skills.
Encore prides itself on its 
exceptional client and candidate 
service. It puts the customer and 
candidate/ employee experience 
at the centre of all strategy 
with dual value propositions of 
‘your business, your culture, 
our priority’ and ‘your future, 
your wellbeing, our priority.’ It 
places its success on following 
its key values including avoiding 
negativity, creating loyalty, and 
communicating with a refreshing 
openness.

With the global workforce still 
in the middle of The Great 
Resignation, one company has 
uncovered new data that suggests 
jobseekers looking for their next 
opportunity may need to take a 
strategic approach to finding their 
dream role.
Specialist cloud technology 
recruitment firm Frank Recruitment 
Group has looked at the number 
of job interviews and placements 
made with them in the last 12 
months, finding some significant 
results. March saw both the 
highest number of job interviews 
arranged as well as jobs placed, 
with September seeing the next 
highest number of placements 
made, closely followed by 
November.
“For any professional seeking 
their next role it suggests hiring 
isn’t just about your ability, but 
it’s about timing, which means a 
degree of strategy is needed for 
the savvy jobseeker,” said the 
firm’s Chairman and CEO, James 
Lloyd Townshend. “We all know 
that summer can be affected by 
hiring managers taking summer 
vacation, while winter can be 

a tough time for jobhunting as 
companies start to wind down 
towards the end of the year. So 
it’s imperative that you add value 
to your personal brand in these 
periods, rather than becoming 
downhearted by any potential lack 
of opportunities.”
Investing in yourself as a 
professional won’t just help you to 
stand out during the application 
stage, but spending the quieter 
times focusing on other things 
such as industry certifications 
will also increase your market 
worth when it comes to salary 
negotiations. Daniel Callaghan, 
CEO and co-founder of employee 
screening platform Veremark 
agrees that it’s a time for strategy 
rather than panic.
He said: “Quieter months needn’t 
be idle months. They can be used 
to research companies you might 
want to work for and to ready 
your CV and LinkedIn profile for 
scrutiny. Both of these should 
match, without any unexplained 
gaps in your education or career 
history. Unaccounted for periods 
get flagged as discrepancies 
during screening—18% of UK 

candidates failed background 
checks due to inconsistent 
employment histories last year—
and you won’t want to unwittingly 
slow down the hiring process."
So what are the other ways to 
ensure you get noticed? Andrew 
Arkley, founder and Director of CV 
writing company Purple CV, says 
it’s important to tailor it each time 
to match the company’s website 
and job description. “Read them 
thoroughly,” he says, “and pick out 
keywords and phrases to include 
in your CV. You can also tailor your 
previous experience to fit the skills 
they’re looking for.”
He also suggests keeping your 
background rooted in real-world 
examples. “Try to use facts and 
figures throughout, that support 
your statements and demonstrate 
your value to the hiring manager,” 
he adds. “These examples can 
come from your previous work 
history or from your education 
experience and extracurricular 
activities—however, it should have 
a professional tone. Avoid using 
the first person, and keep in mind 
that including too much personal 
opinion or using informal language 

can put recruiters off.”
Once you’ve done that, and triple-
checked it for the basic mistakes 
and typos that can look careless 
to potential employers, Daniel 
suggests sitting back and being 
patient. “There is seasonality to 
hiring,” he said. “In part this is 
dictated by the habits of hiring 
managers who need to be 
present to write job descriptions 
and oversee interviews, but also 
because they want to make 
sure their ads are seen by the 
largest talent pool possible. 
That’s why the number of job 
ads drops during typical holiday 
seasons such as July, August and 
December—March to April, and 
October to November are our peak 
months for screening candidates.”
In short, the evidence suggests 
that finding the perfect job really 
could come down to timing. So, 
the advice for those looking for 
their dream role isn’t just to be 
ready for that once-in-a-lifetime 
opportunity to come up, but to 
understand why it may be taking 
so long to appear and use that 
time wisely to prepare.
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Target HR Services represents the staffing industry in Egypt.

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

A: Egypt has a chronic labour shortage due to a mismatch between 
market supply and demand. Despite several years of rapid economic 
growth, unemployment remains a problem and skilled workers and 
managers are in short supply. 
While the country produces 750,000 new college graduates each 
year, many of them have limited skills and lack training so are not 
well prepared to enter the workforce. As a result, Egypt's comparative 
wage advantage for both skilled and unskilled labour is offset by 
significantly lower productivity than in many other countries in the 
region. 
Efforts by both the Egyptian government and private sector to address 
these challenges need more coordination and communication. In 
addition, the minimum wage of 2400 EGP, approved earlier this year, 
still falls below the monthly cost of living for Egyptian nationals.

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

A: Flexible staffing serves to reduce fixed expenses such as labour 
costs as well as non-critical activity time and overtime. During times 
of uncertainty, leveraging such flexibility in order to run leaner makes 
it easier to stay profitable – even if business volumes drop – while 
at the same time not jeopardising a company’s ability to ramp up its 
operations or meet critical deadlines. 
The inclusion of flexibility in the workforce strategy shifts the 
staffing function from a reactive, ‘vacancy-filling’ role to one that 
constantly aligns the company's human capital with its strategic 
goals. A disciplined, systematic approach to employee utilisation 
can significantly improve a company's ability to respond to changing 
conditions. In other words, building in flexibility to workforce planning 
can help employers to be prepared and reduce unplanned surprises.

Meran Ossama, Business Development Manager at Target 
HR Services, on how Egypt’s labour market is finding new 
ways of working and employee bonding.

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

A: HR Professionals in Egypt and the Middle East are now keen to 
reunite their different teams from across various departments. We 
are seeing a host of bonding events taking place – at the seaside, at 
camping sites and over lunch gatherings – all designed to enhance 
the working environment among employees who have been working 
remotely for too long. 

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

A: Like most emerging markets, the Covid-19 pandemic has been 
an enormous shock for the Egyptian economy. Employers are now 
learning to cope and to adapt to a host of different working models as 
a part of the new normal – including flexible hours, hybrid working and 
even a total shift to home-working.
Many physical meetings are now being replaced by virtual ones 
which has the advantage of making it easier for everyone to join. 

These newly adopted work models are cost-effective for employers 
too and will likely be reflected in their net profits at the end of the 
financial year. We believe that this will encourage companies to 
hire more employees to work remotely and so help to decrease the 
unemployment rate in the region. 
Furthermore, Egypt now represents one of the main sources of 
doctors and engineers to plug labour shortages within the EU. The 
Egyptian government has now added a second foreign language to 
the curriculum in technical schools in order to reinforce this and to 
export talent to Europe.

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

A: We have been working hard to stay aligned with the needs and 
challenges facing our members. We ensure that we continue to keep 
them up-to-date on any new and emerging laws and regulations 
governing work in their sector.
In particular, we work to share best practices with our clients in 
dealing with employees in order that they understand how to abide by 
local labour laws in the countries where they operate. n

WORK LIKE 
AN EGYPTIAN
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Brexit and the pandemic have driven the UK job market into a period of 
radical fluctuation. The National Employment Outlook is at an all-time high 
of +35 per cent whilst at the same time, the number of vacancies is higher 
than the number of people unemployed. Demand continues to outstrip 
supply.
Nearly every industry has been disrupted by extreme talent shortages, 
new technologies, breaks in supply chains and new ways of working. 
And so to remain commercially viable in a world of rapid change, 
businesses are exploring untapped talent pools and are finally beginning 
to understand the value of soft skills in the workplace, rather than focusing 
solely on education and qualifications.
New research has shown that the in-demand skills needed for success 
in the digitised 21st century correspond closely with those of dyslexic 
thinkers. A rise in the number of digital jobs and remote working has 
made the world of work more accessible to those who are neurodivergent 
(people whose brains function differently in one or more ways than is 
considered standard or typical), with 1.5m more disabled people now in 
employment than in 2013. However, research from Talent Solutions Right 
Management shows that office workers are still more likely to hide their 
disabilities to avoid potential discrimination. 

Fill the gaps

Talent shortages are at a 16-year high, and yet many employers continue 
to overlook and undervalue those who are neurodivergent – failing to 
recognise the potential of hiring someone who can think differently and 
bring a new mindset to the workforce. 
The tasks dyslexics typically find more challenging, such as spelling, 
reading, and memorising facts, are becoming irrelevant as machine 
learning and technology evolve. And yet:
· Fewer than one in five dyslexic people feel their employer understands 

the strengths of dyslexic thinking
· When asked what skills are associated with dyslexia, 42 per cent of 

employers said they don’t know
· 79 per cent of dyslexics believe the recruitment process doesn’t give 

them the opportunity to demonstrate their true abilities.
Most employers are unwittingly failing to recognise dyslexic talent when 
looking for new staff. Three in four (75 per cent) dyslexic people surveyed 
believe the recruitment process puts dyslexic people at a disadvantage, 
and 79 per cent believe the process doesn’t give them the opportunity to 
demonstrate their true abilities. 
It is clear that more needs to be done to ensure that dyslexic candidates 
have the same opportunities as everyone else. Dyslexia should no longer 
be viewed as a learning difficulty, but as an enabler of unique thinking that 
brings additional value to the workforce.

Dyslexic Thinking Skills Fuel Recovery 

Seven in ten employers globally report difficulty hiring as new skills 
and higher volumes of talent are needed to remain sustainable post-
pandemic. The intense competition to attract and retain employees 
has resulted in businesses focusing their attention on soft skills such 
as communication, analytical thinking and empathy – all of which are 
common in people with dyslexia – rather than qualifications. 
When looking for new candidates, it is essential to remove unconscious 
bias from the recruitment process to ensure it remains accessible to those 
who are neurodivergent. 

Five Ways Recruiters Can Attract Dyslexic Talent 

1: Offer the basics 
To ensure equal opportunities for all, employers should provide the option 
of extra time, quiet rooms for tests and clearly constructed questions. 
These reasonable adjustments can help dyslexic candidates feel more 
comfortable throughout the recruitment process, and provide them with 
the opportunity to really showcase their strengths.

2: Utilise unbiased assessment practices
Once the key criteria for a role have been established, a combination 
of assessment activities, which may include psychometric testing or 
competency-based questioning, can ensure dyslexic individuals are 
judged solely on their skills and personal strengths, meaning they have 
the same chance of landing a role as any other candidate.

3: Forgive typos and misspelling 
A common challenge for dyslexic individuals is spelling, and so it’s 
important that employers look beyond a misspelt word and remember that 
such a mistake is not a reflection of an individual’s commitment or ability. 
Plus, in our digitally advanced world, a computer is likely to pick up any 
spelling errors immediately, making it of little concern in today’s world of 
work.  

4: Traditional tests may not apply
Organisations must understand that traditional tests may not offer the 
best reflection of dyslexic thinkers’ full potential. Employers should explore 
different ways of helping dyslexic candidates showcase their abilities, 
using a mix of skills-based assessment and interviews. 

5: Formal assessment 
Formal assessments and entry exams as proof of dyslexia can often 
discourage candidates from applying. In today’s world of work where 
DEIB should be a focus for all organisations, employers should stop 
insisting on these formal assessments and simply accept a self-
declaration of dyslexia as proof enough. n

11DIVERSITY

Pippa Cronk, Senior Talent Management Consultant and Chartered Occupational 
Psychologist, Right Management discusses dyslexia in the workplace.

WORDS WORTH



working model has office-based employees working from offices 
for an average of three days a week. The fast fashion company 
implemented the policy after extensive internal listening sessions and 
work-type assessments.

Will hybrid last in the retail sector?

The industry will certainly need to adapt to the new hybrid working 
landscape, borrowing ideas from other sectors as required. Leaders 
should also not forget to listen to the workers themselves when 
considering new ways of working. After all, they know their jobs better 
than anyone – and they’re the very people hybrid working is designed 
to help.
We’re finding that many executives are in the office on Tuesdays, 
Wednesdays and Thursdays – or in a store local to them. This type 
of arrangement truly does give retailers and individuals the best of 
both worlds. Employees gain extra flexibility, but also enjoy sufficient 
time in the office to develop and maintain necessary relationships with 
colleagues.
This balance is the very essence of hybrid working. If a company can 
achieve it, both parties benefit and as with any other facet of working 
life, a successful practice can become enshrined in a company’s 
policies. n

HYBRID  
HIGH STREET

13SECTOR WATCH 

The Covid-19 pandemic changed the world of work fundamentally, 
forcing many businesses to try working from home for the first time. 
According to the Office for National Statistics, those in professional 
occupations were almost four times more likely to work from home 
than people in sales and customer service roles.
With the retail sector still facing staff shortages, offering remote 
working in some roles would allow it to compete for people. 
Consumers are now accustomed to the convenience of online 
shopping and it’s more popular than ever, which is also pushing the 
sector towards more hybrid working. So can retail businesses actually 
implement hybrid working and what leaders must consider when 
introducing this model?
Retail might not be the sector most comfortable with the hybrid model, 
but when the pandemic hit, technology and those in senior leadership 
positions stepped up to provide solutions. In addition to virtual team 
meetings and the rise of online shopping, data analytics has been 
assisting with demand forecasting, highlighting when more people are 
needed on site. 
This kind of set-up will only benefit consumers, satisfying their 
growing appetite for online shopping and improving the overall 
experience. Many of them will also adopt hybrid habits, shopping 
online sometimes and making other purchases in person. Businesses 
should look to reflect this demand, matching in-person shopping 
levels with the appropriate level of staffing in store.
Hybrid practices can also be applied to retail executives, who can 
easily carry out more remote work, just as they do in other sectors. 
They can also benefit greatly from hybrid working, enjoying more 

flexibility, less commuting and more time spent with their families. 
Those with children, for instance, can now get a headstart on the day, 
responding to emails before the school run. Decisions no longer have 
to wait until the 9am office arrival. 
And as job vacancies outpace unemployment figures for the first time 
since records began, candidates can cherry-pick roles that include 
more flexibility. To help ease its staffing shortage, the retail sector 
must offer flexibility wherever it can.

The advantages of hybrid working

In addition to attracting candidates into the industry, hybrid working 
practices will help to foster job satisfaction, which is particularly 
important when vacancies are so plentiful. Giving people options 
and flexibility can also make them feel valued and result in greater 
productivity.
Remote working also opens up a wider pool of candidates. If people 
only need to work on site twice a week, for example, they can come 
from further afield. Having more employees working at home also 
raises the possibility of reducing office space. While brick and mortar 
shops will still be needed, companies can downsize their office 
footprints, saving on rent, utilities and even IT equipment.

The leadership challenge

The nature of the retail industry means that there will always be 
employees needed in local stores and warehouses. Leaders might 

face some resistance when implementing hybrid arrangements. 
Employees might not appreciate not knowing where they’ll be 
working from one week (or day) to the next. Leaders would do well 
to remember that people like consistency, setting clear policies and 
systems out to ensure employees remain structured in their roles and 
that important daily tasks are completed.
It’s vital to ensure effective channels of communication, so that 
employees can still receive guidance and raise issues as needed. 
Meetings should be scheduled for when workers are on site, 
but employees at all levels should still be in regular contact with 
colleagues when working remotely, to maintain a sense of belonging.
With employees working remotely, it’s also more difficult to gauge 
morale. Anonymised surveys might help uncover motivation levels, 
while team-building activities can lift morale.

Hybrid retail working in practice

In response to the pandemic, Apple launched its high-profile ‘Retail 
Flex’ programme, which saw employees work from home some 
weeks and from stores other weeks. More staff are allocated to 
stores at times when in-person shopping demand rises against online 
shopping demand.
Retail executives must not only understand such approaches, but 
when they’re suitable, they must also advocate for them – to create 
efficiencies and greater job satisfaction.
Primark is another retailer making big changes. Its new hybrid 

Tony Gregg, Chief Executive at retail executive search firm Anthony 
Gregg Partnership on the future of work in the retail sector.



Every person is born with a healthy dose of curiosity. Some people maintain this 
level through adulthood, many however see their original strength diminish over 
time. When counting the number of questions children ask, we arrive at an average 
of 75 questions. By the time these children become adolescents they ask on 
average 5-10 questions. In some groups it is cool to ask questions, in others not. 
By the time these adolescents get into the workforce, many have been conditioned 
to only ask functional questions: “What do I do to fit in?”, “What do I do to stay out 
of trouble?” and ‘What do I do to please my boss?” Some people have escaped 
this early conditioning and have remained highly curious. 
There are curious professionals, teams, and organisations, and then there are 
incurious ones. The curious ones benefit from high levels of openness and 
curiosity. They share a drive to action, an urge to explore the unknown, a hunger 
so big it overrides the desire for the coziness and conformity of their familiar world. 
Curious professionals are not only self-sufficient with curiosity, they are also 
dependent on role model leaders, corporate cultures, processes, and practices 
around them that allow them to leave the beaten path, take the roads less known 
and show up curiously. 
Curious companies and managers intentionally look for curious professionals to 
join their teams. 

{first ten-digit prime found in consecutive digits of e}.com 

A good engineer is someone who thrives on finding and solving difficult problems. 
Yet, how does one recruit the best of the best in a market where it is hard to tell 
good from average engineers, and where are there more job openings than 
engineers to fill them? The recruiting team at Google in Silicon Valley were asking 
themselves these specific questions. They needed to come up with something 
new, a new approach to recruit the best of the best. 
To recruit the best – the most curious and problem-solving – engineers, they had 
to think of a radically new recruitment strategy. What they did was startling: they 
booked a large billboard on Highway 101 in Silicon Valley to display only this 
simple text:  {first ten-digit prime found in consecutive digits of e}.com 
The billboard had no company listed. Only those who were curious and driven 
enough to find an answer to this puzzle would find themselves accessing the 
following URL: 7427466391.com. Once they accessed the site, they would see yet 
another puzzle. Once they solved this second puzzle, they would get an invitation 
to fast track their application to problem-solver@google.com. 
Google’s example is one of 2004. Fast tracking to 2022, a recent LinkedIn survey 
found that for online job adverts, there is an increase of 90% of the use of the word 
‘curiosity’. The corporate world has clearly woken up to the idea that workplace 
curiosity is important in positioning themselves as curious workplaces. 

Richard Mabey, CEO and co-founder of contract automation platform Juro, 
on the recruitment challenge in the legal sector.

WHAT’S THAT?
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Curiosity as the opposite of efficiency?

This does not mean that all recruiters are overly fond of high levels 
of curiosity in their candidates. In a workshop the Global Curiosity 
Institute held in Brazil for high potential professionals, a number of them 
mentioned that recruiters had reacted negatively when the candidates 
described themselves as curious. 
The reason for this negative reaction is as follows: 
1.In many cultures, curiosity can have a negative connotation in popular 
language. For instance, in the Polish language for instance, the phrase: 
“Curiosity is the first step to hell” describes this sentiment well. 

2. A negative connotation of curiosity in mature companies. Early start-
ups often have a high predisposition to exploration, only to see that this 
mindset deteriorates once the company expands, focuses on efficiency, 
conforms to rigid standards, and finds it harder to learn from mistakes. 
The opposite of curiosity is conformity. 

Defining curiosity

Curiosity hides many shades of truth and is far more sophisticated than 
descriptions in scientific articles, business books and media stories. 
Curiosity is one of those words we use loosely in everyday life and often 
linked to intellectual curiosity, namely the recognition and desire to seek 
out new knowledge and information, and the subsequent joy of learning 
and growing. When reflecting on curiosity, we can observe two additional 
aspects of curiosity: our interest in the people around us (empathic 
curiosity) and our desire to understand our inner selves: our values, our 
purpose, our deeper (limiting) beliefs. (self-reflective curiosity).
Curiosity about the world leads to innovation, curiosity about others leads 
to empathy and curiosity about our deeper selves leads to resilience, 
groundedness and a feeling of balance and wellness. My definition 
of curiosity is the following. It is designed so it both encompasses 
individuals, teams and organisations.  
“Curiosity is the mindset to challenge the status quo, to explore, discover 
and learn. “

Benefits of curiosity

In times of volatility, companies need curious individuals to help their 
business thrive. Indeed, the relevance to modern organisations of curious 
employees is apparent: curious employees are responding better to 
fast-changing environments in the modern workplace by learning faster 
and by being more intrigued than frustrated when trying to proactively 
understand the changes affecting them. 

They are keen to extract the unique value of new situations, colleagues, 
and technologies and are more flexible in dealing with unfamiliar cultures 
in global settings and dealing more easily with uncertainty. As for improving 
work performance, curious employees are more apt to proactively seek 
feedback, ask open-ended questions during the acquisition of feedback, and 
effectively cope with ambivalent feedback from coworkers and supervisors. 

Best practice case

Merck KGaA, Darmstadt, Germany has changed their employer value 
proposition branding in 2017 from “make great things happen” to “bring 
your curiosity to life”. Henriette Fink, an employer branding specialist at the 
company’s headquarters in Darmstadt, and her colleagues found in their 
ongoing research that the old brand promise was not differentiating enough. 
According to Ms. Fink: “Everybody in the industry is using the same words 
such as innovation, collaboration, or change.” 
According to her, the biggest impact since the change of their employer 
branding was raising the awareness of Merck KGaA, Darmstadt, Germany 
as a good company to work with. More importantly, the focus on curiosity 
has resulted in the company being viewed as positively different from its 
industry peers. Both the quantity and quality of applicants has improved 
significantly at above-industry standards. 
Interestingly, Ms. Fink has found that curiosity is not linked to the younger 
demographics, but to all age groups. This in comparison to concepts 
like sustainability and purpose, which resonates more with the younger 
generation of employees. 
The company has not only changed its key messaging on their corporate 
website, but recruiters have also been trained extensively on talking 
about curiosity and have online tools at their disposal to keep curiosity 
on the forefront. They are also encouraged to gauge the curiosity level of 
candidates. 

Conclusion: Curious organisations are winning organisations 

Curious companies are intentional about how they balance curiosity and 
conformity. They are intentional about recruiting curious professionals and 
leaders and have designed processes to ensure curiosity is front-and-centre 
in their employee value proposition, assessments, job advertisements and 
interview processes.
They are aware of the status quo and where they want to go, they are 
intentional about employing curious employees and in creating the right 
culture and climate for these curious professionals to thrive and grow. 
Furthermore, they baseline and measure curiosity in their candidates and 
employees, in their engagement surveys, in their innovation roadmaps and 
beyond. 

If you are curious about curiosity or if you want to measure your curiosity 
level, visit www.globalcuriosityinstitute.com for more information. n
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Last year, 2021 was a year of change for recruiters. The expansion 
and implementation of the IR35 off-payroll legislation presented a 
range of challenges. Including large numbers of employers calling 
a complete halt to the deployment of contract workers. 
More than a year on, new processes and procedures have been 
put in place, and the legislation has lost some of its opacity 
through familiarity. But compliance remains a sticking point that 
many businesses simply aren’t willing to confront. So, what can 
recruiters do to ensure the continued viability of a core aspect of 
their business, while helping their end clients and contractors to 
successfully navigate IR35?

How has IR35 changed the freelance, contractor, 
and recruitment industry?

There won’t be many recruiters unaware of last year’s rule 
changes. And because of Covid-19 and the subsequent delay to 
implementation, everyone had extra time to prepare for IR35. But 
that didn’t make a huge amount of difference when the time came. 
Extending the rules to prevent off-payroll working to the private 
sector, as well as the public sector, a whole swathe of employers 
previously unaffected, were faced with new responsibilities 
to determine the status of each contract worker they engage, 
identifying whether they believed the engagement to be inside or 
outside of IR35.
If inside IR35, that worker is deemed an employee. And the client 
will become accountable for the payment of tax and National 
insurance contributions. If outside of IR35, the worker is entitled 
to continue working as a contractor, freeing the business of all 
liability. And the impact of this has been varied. 
As mentioned, some businesses have simply called it quits. Ending 
all contractual work, they’ve established an entirely in-house policy. 
Others are still working with contractors, but just not through 
recruiters, scaling back their contract work to the bare minimum 
while implementing tight compliance systems. While a third 
group have turned to external payroll management experts – also 
known as umbrella companies – who take on all liability, both for 
assessing the status of each contractor, and for managing their 
relevant contributions and compliance. 

What have been the main pain points for recruiters 
and their clients post-IR35?

The primary concern for both employers and recruiters following 
the implementation of IR35, has been status determination. The 
necessity to work on a case-by-case basis has proven time-

consuming and confusing to many. Leaving many recruiters 
experiencing a drop-off of clients as they explore the different ways 
to handle the legislation. 
While, as previously mentioned, a number of solutions have been 
identified, collaboration with umbrella companies has proven to be 
one of the most successful routes. With umbrella companies taking 
responsibility for contractor payroll and benefits management, the 
onus of compliance is removed from both recruiters and the end-
clients. In outsourcing through an umbrella company, recruiters 
can help their clients to access some of the leading industry talent, 
without adding complications to their HR and payroll processes. 

How can recruiters help clients stay on the right 
side of IR35?

Deliver the right type of candidate based on SDS

A 'Status Determination Statement' (SDS) – a comprehensive 
statement which declares a contractor's deemed employment 
status following an IR35 assessment – has become integral to 
the referral of any contractor to an end-client. This not only helps 
contractors to stay on the right side of IR35 legislation, but helps 
to streamline the contractor onboarding process for clients. After 
a soft launch where HMRC allowed a period of 12 months before 
investigating the private sector, compliance checks are beginning 
to ramp up in 2022. The Institute of Chartered Accountants 
has issued a warning that letters are being sent to businesses, 
asking them about their processes for engaging contractors and 
determining status. As a recruiter, you can help your clients prepare 
for this, by using SDS within your standard referral process. 

Prepare clients for an investigation

Right now, there’s every chance that your clients won’t be 
investigated. But we’re at the stage where everyone needs to 
have IR35 compliance processes in place. To avoid the knee-jerk 
of shutting down all contractor work, you can help your clients to 
prepare for all eventualities. Encourage them to create a written 
policy for engaging contractors. And how they make status 
determinations. Explain why record-keeping has become integral 
to compliance, and the importance of being able to show evidence 
of their decision-making via SDS. Because while HMRC’s CEST 
tool is still recommended for use by the government, it has been 
found wanting in many respects. So, having evidence – and using 
an independent status checker – is a sensible precaution against 
future investigation and prosecution. 

Kris Simpson, UK Country Manager for umbrella company solution  
Cool Company on how recruiters can navigate IR35 in 2022.

NAVIGATION NEEDED
It can also be a good idea to talk clients through the potential next 
steps should they receive notification of an investigation. 

Understand your agency’s responsibility to the contractor

As a recruiter, you have as much responsibility for the well-being 
of your contractors as you do your clients. So, it’s integral that 
you work with them, and pass all SDS information down the chain. 
Enabling them to make informed decisions about who they want 
to work with, and whether they wish to benefit from the perks of 
employment or the freedoms of contracting. 
This means ensuring that all of your recruitment professionals 
understand the key elements of IR35 for contractor conversations. 
What it means to be inside IR35 vs out. The implications for 
contractors and the businesses they work with. Explaining the pay 
impact for Ltd contractors now on PAYE – in most instances, this 
will lead to a reduction in pay, which will be off-set by an increase 
in benefits, such as holiday and sick pay. The process of SDS and 
how it will be determined whether IR35 applies to each assignment. 
And, what that will mean for them – the contractor – and their tax 
return obligations.  

Understanding your agency's responsibility when working in a 
chain of other agencies

Agencies must be aware of the responsibility they hold as being 
part of the supply chain. They must ensure that any SDS given 
by the client is respected and followed regardless of if they agree 
or not. Agencies must also pass on this information to any other 
agency within the supply chain. Otherwise, they will become liable 
for any penalties if HMRC deem the SDS to be incorrect. They 
should also be mindful to keep out of the decision-making process 
as offering advice or swaying the decision could cause the agency 
to be pulled into a he said she said battle is HMRC investigate.
IR35 has, without doubt, changed the way that businesses and 
recruiters need to handle contract workers. It has added layers of 
red tape to what was previously appealingly simplistic. Historically, 
one of the joys of working with a contract workforce has been its 
ease. For all concerned. But the legislation is unlikely to be lifted 
– if anything, there has been talk about extending IR35’s reach. 
But if a business is going to be able to easily scale, they need the 
flexibility that contractors bring. That’s why it's so important for 
recruiters to play their part in simplifying compliant contractor 
onboarding. And that’s why umbrella companies are likely to play a 
greater role in recruitment in 2022 and beyond. n
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GOOD 4 SOME
Huw Martin, MD, Head Resourcing says the four-day working week is not 
suitable for all businesses.

The pandemic created a sea of change in terms of where and 
how we work and workers are rightly calling for more flexibility, 
a better work/life balance, and more choice in deciding when, 
where and how best to do their jobs. So is the four-day week the 
natural next step as we move towards a fully flexible workforce? 
Or are organisations forgoing flexibility and a nurturing 
workplace culture to capitalise on the buzzword of the moment? 
The world’s biggest trial of the four-day working week has 
begun, with more than 3,300 workers at 70 UK companies taking 
part, including the Royal Society of Biology, Yo Telecom and 
Helping Hands, making the idea of a four-day working week a hot 
topic of conversation. 
Like most businesses, we have discussed the idea of 
implementing a four-day week in length. And it’s not without 
its merits; previous trials have shown the benefits to range 
from increased productivity, reduced costs for both employers 
running the office and employees who commute, and an 
improvement in both the physical and mental health of 
employees. However, it’s important to recognise that flexibility 
doesn’t just relate to the number of working days, it also covers 
location, working hours and work patterns. 
In a move towards being a fully flexible and hybrid employer we 
focus on our employees’ outputs and commitments. If our team 
can manage their outputs and deliver on their commitments, 
they can work anywhere they like. We don’t specify set days or 
times they need to be in the office.
This ability to be fully flexible is crucial as the war on talent 
rages on in what continues to be a competitive candidate-driven 
market. Offering flexibility like this broadens the reach to more 
applicants and widens the talent pool to create a more diverse 
and skilled workforce.  
There is a widespread concern as to whether this flexibility will 
be prioritised as much with the four-day working week. If clear 
parameters aren’t outlined, this poses a risk to staff morale as 
your employees attempt to squeeze the same amount of work 
into a shorter week.

Risks from a people management point of view include 
staff stress and burnout of employees working outside the 
agreed hours to ensure their outputs are still met which is 
counterproductive to the trials aims to improve work/life balance. 
Without appropriate implementation, your employees could 
become disengaged or even feel disgruntled with the forced 
reduction of days.
In the IT market, what we’re seeing day in and day out, isn’t 
candidates looking for roles that offer a four-day working week, 
rather roles that offer complete flexibility and often, the option to 
work full time from home. 
It’s not a ‘one size fits all’ approach and there’s a concern with 
the four-day week that there’s less freedom to make your work 
schedule fit your life. The logistics of whether the company 
closes for a set day of the week, or there becomes a rota system, 
all suddenly starts to feel more restrictive and doesn’t reflect the 
adaptable working pattern we were all taking steps towards.
From a business leader perspective, the costs of implementing 
a four-day week for small to medium sized businesses are 
unproportionate to the commercial benefits it may bring.
In companies such as ours, where at least a fifth of our staff 
already work part-time hours, the cost of boosting their wage 
alone would be material. 
When it’s never been more important to retain talent, that money 
could be put towards the development of our existing staff, 
training courses, and increased benefits. In an economy where 
talent shortages are rife and retaining staff is a critical business 
priority, it’s important to ensure that any changes to working 
patterns are delivering against the needs of individuals, as well 
as the company.
Only time will tell how successful this trial will be, but regardless 
of the outcome it will surely be a critical moment for the future 
of work. If it’s successful, it’s undeniable that more businesses 
would be motivated to implement this structure. However, for 
many the motivation is simply not enough and if an organisation 
cannot afford it or it doesn’t suit the parameters of their industry, 
then businesses need to be open to other ways of attracting and 
retaining talent. n
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Cornerstone OnDemand, 
Inc. backed by Clearlake 
Capital Group has completed 
its acquisition of SumTotal, 
a provider of learning and 
human capital management 
software-as-a-service 
solutions, previously a part of 
Skillsoft.
The combination of 
Cornerstone and SumTotal 
provides organisations with 
more power to build and 
strengthen their learning 
and talent management 
programmes and drive greater 
people growth and business 
success.
“We started this journey as a 
learning company obsessed 
with helping customers 
and their people achieve 
the extraordinary, and over 

20 years we’ve expanded 
that vision and created a 
movement,” said Himanshu 
Palsule, CEO, Cornerstone. 
“We’ve been joined by 
experts from organisations 
like Saba, EdCast, Grovo 
and Clustree, who share our 
passion for people growth, 
and our commitment to 
HR and learning leaders. 
We’re delighted to welcome 
the SumTotal team and 
customers to join this 
remarkable community that is 
transforming the learning and 
talent landscape.”
 Jim Gill, EVP Americas at 
Cornerstone will serve as 
the General Manager of 
Cornerstone’s SumTotal 
business unit. A seasoned 
Cornerstone executive, Mr. Gill 

previously led teams at both 
SumTotal and Saba, and brings 
a wealth of knowledge in 
highly regulated and complex 
industries in which SumTotal 
operates.
 “This has been an 
incredibly important year 
for Cornerstone, and its 
acquisition of SumTotal 
underscores our commitment 
to the fundamental growth 
strategy we set out for the 
company a year ago,” said 
Prashant Mehrotra, Partner, 
and Paul Huber, Managing 
Director, at Clearlake. “We 
are thrilled to see the growing 
strength of Cornerstone’s 
industry reputation with a 
focus on broader choice, 
greater innovation and a 
hyper-focus on customer 

success. The acquisition 
of SumTotal is yet another 
opportunity for Cornerstone 
to deliver more value to its 
customers and employees. 
Combined with our O.P.S.® 
improvement approach, we are 
confident this acquisition will 
drive growth and value for the 
business.”
 Centerview Partners LLC 
served as financial advisor to 
Cornerstone and Clearlake, 
and Sidley Austin LLP served 
as legal counsel. PJT Partners 
served as the exclusive 
financial advisor to Skillsoft, 
and Weil, Gotshal & Manges 
LLP served as the Company’s 
legal counsel. 

therecruitmentnetwork.com

Join the collaborative community
for recruitment leaders to drive 
performance and profitability 
with purpose.

Supported by...

At The Recruitment Network we have a variety of areas to help our 
members run a more profitable business, increase shareholder 
value and scale their recruitment business.
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guides and videos

A fully stocked library of tools
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A suite of online video based
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SMART MOVE 
Online recruitment platform set to double in size after £2m investment

Smart Recruit Online has 
secured investment from the 
MEIF Proof of Concept & Early 
Stage Fund, which is managed 
by Mercia and part of the 
Midlands Engine Investment 
Fund (MEIF), Mercia’s EIS funds 
and private investors. 
The Milton Keynes-based 
company, which currently 
employs 14 staff, is set to open 
a digital sales office in the East 
Midlands and plans to create 15 
new jobs in the next two years. 
The latest funding will also 
enable it to enhance and scale 
up its platform in the run-up to 
raising a Series A investment 
next year.
Smart Recruit Online enables 
businesses to find and hire the 
right staff online while reducing 

costs. The system provides 
everything needed to run 
recruitment campaigns – from 
advertising jobs to screening 
and appointing candidates. It is 
used by clients including Next, 
Securitas, Cap Gemini, Oak 
Furnitureland and Whistl. It 
claims an average cost per hire 
of under £295 and an average 
time-to-offer of 16 days. 
The company achieved a ten-
fold increase in annual recurring 
revenue (ARR) to over £950,000 
in the past 12 months. Smart 
Recruit Online was founded by 
Mark Stephens, who previously 
ran a recruitment firm, and 
received initial investment of 
£630,000 from Mercia, MEIF 
and angel investors in early 
2021. 

Mark Stephens, founder and 
CEO, said: “We are reimagining 
recruitment and rebuilding it 
better for our digital world so 
that our customers can benefit 
from lightning-fast, low-cost, 
and high-quality recruitment 
outcomes – every time. Our 
rapidly expanding client list 
proves that we are winning in 
the marketplace, and the latest 
investment will enable us to 
take that success to scale via 
investments in our talent and 
technology.”
“Smart Recruit Online addresses 
a key challenge for businesses 
right now – how to find and 
attract the best employees in 
a competitive labour market 
while minimising time and 
expense,” David Baker of 

Mercia added: “The business 
has made significant progress 
since the initial investment. The 
latest funding will enable it to 
move to the next stage of its 
development.”    
The Midlands Engine Investment 
Fund is supported financially 
by the European Union using 
funding from the European 
Regional Development Fund 
(ERDF) as part of the European 
Structural and Investment Funds 
Growth Programme 2014-2020 
and the European Investment 
Bank.
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The new era of work is very different from what any of us imagined it 
would be like ten or even five years ago. The pace of change continues 
to accelerate as organisations and professionals find new ways of 
working, including the technology they use, and a new sense of giving 
back to the communities we work in.
Across the globe we’ve seen digital transformation become a real focus 
for organisations in recent years – and the pandemic was a catalyst 
that has propelled many businesses along this journey. Alongside this, 
organisations globally have had to make sense and adapt to legislation 
changes and many are still dealing with the effects of the pandemic. 
This year alone we’ve seen record job vacancies in many of the 
markets we work in, severe talent shortages in which supply has failed 
to keep pace with demand, and inflationary pressures on businesses. 
As the world leader in workforce solutions and specialist recruitment 
we have been partners to our customers in leading them through these 
changes, ensuring our clients have the talent they need to achieve 
their organisational goals and our candidates have the opportunities 
they need to build and future-proof their careers. To continue to do 
this successfully, we’re evolving too. The significant changes to the 
world of work over the past few years have seen Hays evolve as an 
organisation – placing us in a better position to meet the requirements 
of our customers and face new challenges. 
We’ve undertaken comprehensive research, speaking to our client 

base, potential future customers, and candidates to understand what 
their perception is of what we do well – and where we could improve. 
Most importantly we wanted to find out what they needed from us in a 
changing world of work. We’ve been working hard over the past year 
to bring our new proposition to life, and we’re excited to be able to take 
our customers on this journey with us.

What’s changing?

To start with, our new positioning of ‘Working for your tomorrow’ is our 
promise to our customers that as a Leadership Partner, we have the 
insights, market knowledge, services and tools to help our customers 
achieve their goals today and in the future.
We very much see our role as Leadership Partner, working alongside 
our customers to solve the complex workplace issues that challenge 
them today – and just some examples of this include helping our clients 
design and implement strategies to create inclusive and equitable 
workplaces, or helping create attractive employer propositions by truly 
understanding a company’s identity. 
We also recognise that professionals want different forms of support 
in their career. Our commitment to building long-lasting relationships 
is a key priority when it comes to investing in our community of 
professionals, helping them to achieve their career ambitions, no matter 
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where they are in their journey. We’ve developed new tools including 
our learning and training offering for professionals and our refreshed 
Hays App, launching in the UK this autumn and with other countries 
following soon after, whilst we’ve elevated specific services to help 
people navigate their careers with ease. Working together as their 
career advocate to support them on that journey and ensure they have 
the necessary tools and insights to aid them in their career.

What will the change look like?

As part of our brand refresh we’re consolidating our sub-brands and 
simplifying our structure. We’re revamping our brand messaging so all 
of our customers benefit from our full capabilities locally and globally. 
We’re confident that the move will connect all areas of our business 
to enable better sharing of knowledge, continual enhancement of the 
suite of services that are available to our customers and deliver a more 
personalised experience. 

What does the future hold?

Our new positioning emphasises that people are at the heart of our 
business – and that we care about the success of organisations and 
people’s careers.

In achieving this, we’re looking ahead as we build a footprint into 
different markets, for example in the green economy – to help those 
businesses investing in their sustainability credentials or making a 
difference to the environment. 
Our focus on technology is ever growing too. As we support 
organisations with the technology talent they need to grow their 
businesses, we’re scaling our investment in tech and developing our 
expertise in areas such as Salesforce, Workday, data, cyber security 
and more. We also want to inform and educate by sharing stories of 
the career paths you can take in technology, and the various routes to 
success in our popular podcast ‘How did you get that job?’.
These are just two of the industries that make up our promise of 
working for our customer’s tomorrow, by helping to support businesses 
with their future talent needs. 
By ensuring we are a true Leadership Partner to our customers, we 
are empowering people and businesses to succeed by combining 
knowledge through scale, meaningful innovation and deep 
understanding. We have the depth and breadth of a global network, and 
deep expertise driven by thousands of local consultants and data points 
across a multitude of industries. We pride ourselves on continually 
being able to provide the most powerful insights to our customers on 
exactly what is going on in the world of work – now and in the future. n

Thea Watson, Global Customer Experience Director, Hays discusses the business’ brand refresh.


