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Since 2002 we have
reported and supported
the staffing industry,
locally, regionally and
globally.
Gary King, Publisher, The Global Recruiter

As we enter our 20th year we felt it was the perfect time to improve the
readability and delivery of the magazine. No more squinting and pinching,
zooming in and zooming out. Our new platform allows interactive content and
provides an excellent reading experience across all devices.

The publication is set to harness the very best of online interactivity in media
production, launching a more media rich digital magazine, including video
content, interactive features, and giving you greater access to industry
resources than ever before.

For you, the reader, it means you get access to more in-depth insights about
the people and the businesses that are moving the industry forwards. The new
interface is easy to navigate and requires no additional downloads or
instructions. It’s just click on the arrows on screen and follow the content –
clearly and concisely.

This is an exciting time for your industry and The Global Recruiter is here to
support you all the way.

Follow the arrows right and down and enjoy your new read.

Gary King
Publisher
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The People
Business
From the editor: “The past is a
foreign country; they do things
differently there.”

https://westrade.turtl.co/?accessible
https://www.theglobalrecruiter.com/


Twenty years ago recruitment was done differently. It had to be. There wasn’t the same level of
technology support, the same level of communication, social media or smart phones – indeed, in 2002
mobile phones had only just started coming with colour screens.

The economic circumstances of 2002 were widely different, the skillset employees were after wasn’t
the same as today and even the qualifications school leavers offered went by a different grading
system.

So yes, they did things differently, but what they did was still the same.

There was still the same search for good talent, the same competition and the same need to match
candidate with client. Employees still wanted good people who could contribute to their businesses
as soon as possible and who would stay and contribute for as long as they could.

Recruitment now – as then – is a people business. Sure technology has revolutionised the daily life of
the recruiter, and some web-based platforms have replaced volume and low-value placements, but
recruiters still need understanding, communication and, in short, good people skills.

A lot has changed in twenty years, but notably the importance, awareness and value of the
recruitment sector has grown. It has become a vital part of every employment sector, a dependable
service for new and established business, the creator of careers and countless success stories.

Here’s to the next twenty.

Simon Kent

Share on TwitterShare on LinkedIn

A lot has changed in
twenty years, but
notably the importance,
awareness and value of
the recruitment sector
has grown.

Simon Kent, Editor,
The Global Recruiter
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News
> Mini-Budget reaction
> Skills need could stall digital
transformation
> Recruitment’s Big Issue
> Cloning warning among umbrellas
> Ethnicity pay gap impact
> Quiet quitting productivity danger
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The new Chancellor’s ‘mini-
budget’ has a bigger impact than
many usual budgets from previous
governments. From tax cuts and
promises of more to come to the
dramatic impact this has had on
the value of the pound, the new
Truss-led government appears to
be pulling no punches when it
comes to considering its next
moves with the economy.

Naturally the recruitment
industry’s main focus was on the
sudden axing of IR35 legislation –
a step which was unexpected
and welcomed in equal measure.

“Reducing the counter-productive
rise in employer National Insurance
– a tax on creating jobs and paying
people more, that falls heavily on
the sectors most affected by the
pandemic – is wise,” commented
REC CEO Neil Carberry, “and
ditching the botched changes to
IR35 – the rules on how temporary
contractors are paid – is also a
huge help. These have been big
REC campaigns, and we welcome
today’s announcements. The
changes will provide many
businesses with much needed
relief, when taken into the balance
with short-term support on energy
bills.

“It is not enough to simply tear
things down though,’ Carberry
continued, “we also need to build.
On IR35, retained European
regulation, investment zones and
infrastructure there is hard work
to do on replacement rules, and
in some cases little time to do it.
Business is ready to help – but we
will need action from Government
to make things happen.

Tania Bowers, global public policy
director for the Association of
Professional Staffing Companies
(APSCo) also welcomed the
repeal of the Off Payroll
legislation. “Many of the proposals
in today’s announcement will

in today’s announcement will
strengthen the appeal of highly
skilled, professional flexible
working in the UK which is long
overdue,” she said. “The planned
changes to Income Tax from April
2023 – in particular the abolition
of the top rate of income tax for
the highest earners – and reversal
on the planned increase in
Dividend Tax alongside the IR35
repeal, will encourage more
individuals back into the flexible
labour market to drive growth at
end-engagers.” Bowers also felt
there was an intention from the
government to make the UK a
global powerhouse and noted the
removal of the banker bonus cap

Mini-Budget reaction
The end of IR35 may not yet be the end of
employment complexity.



removal of the banker bonus cap
was likely to strengthen the
country’s Financial Services
sector.

Crawford Temple, CEO of
Professional Passport
acknowledged the removal of the
‘car crash’ that was IR35, but also
sounded a word of caution
adding that the government
needs to press HMRC to provide
detailed guidance relating to the
application of the MSC
Legislation. “I would go further
and suggest a review of both
IR35 and MSC Legislation needs
to be carried out urgently so that
contractors are not inadvertently
operating under schemes that
would apply full PAYE to their
income from April,” he said. “IR35
is flawed and the government
should start with a clean sheet of
paper and design a strategy for
the modern workplace.”

Hitachi Vantara, the Digital
infrastructure, data management
and analytics, and digital
solutions subsidiary of Hitachi
Ltd. has released the findings
from a 451 Research report
finding that a lack of digital skills
is jeopardising industries’ digital
transformation initiatives. The
report “Industry 4.0: Maturity of
Adoption and Its Impact on
Sustainability and ESG” surveyed
more than 600 IT and OT leaders
engaged in Industry 4.0 initiatives

engaged in Industry 4.0 initiatives
across the manufacturing,
transportation, and energy and
utilities sectors.

The report provides a broad view
of the confidence, concerns, and
next steps regarding enterprises
actively engaged in digital
transformation. Key findings
include:

While 100% of companies
surveyed are engaging in or

surveyed are engaging in or
planning digital transformation
projects for their operations or
supply chains, more than half of
companies said they lacked
sufficient skills in key areas. The
most critical gaps cited are in
data science (42%) defined as
artificial intelligence, machine
learning and analytics; IoT
deployment and development
(48%), or robotics deployment
and operations (60%).
Given the technology skills gap,

Skills need could stall digital
transformation
Nearly half of companies face digital skills issue says research



“Faced with too many priorities
and too few people, companies
need a focused, sustained
approach that derives outcomes
as quickly as possible,” said Sid
Sharma, IoT Practice Leader at
Hitachi Vantara. “At Hitachi
Vantara, we focus on an
outcome-centric approach
enabled by our deep industry
expertise and experience. Our
ready-to-deploy industry-specific
templates, data models and
automation libraries help us in

Given the technology skills gap,
at least 37% of respondents
indicated that they had no plans
to implement IoT-led initiatives.
Once viewed as a potential
barrier to Industry 4.0 and
digital transformation initiatives,
IT/OT convergence is happening
with 95% of respondents saying
the two departments
collaborate adequately or better
for IoT projects.

automation libraries help us in
scaling and accelerating results.”

The survey also revealed that
companies are facing a plethora of
competing digital priorities from
business optimisation to employee
retention to ESG (environmental,
social and governance). The top
driver for digital transformation
continues to be optimisation of
business processes and
operations, followed closely by
reducing risks, innovation/new
revenue streams and increasing
revenue/cutting costs.

“Digital transformation and its
potential to create value for
society, environment and
economies will depend on how
fast certain industries can adopt
and ready their workforce for the
cloud, cybersecurity, 5G, AI/ML
and IoT. Companies must be
selective about their business’
most critical outcomes and

most critical outcomes and
appropriately align it with the
necessary investments in
software, automation and
services,” added Sharma.

Despite ESG finishing eighth as a
company driver, more than 80% of
respondents see ESG regulatory
requirements as having at least a
medium impact on their
organisation and expect the
impact to increase significantly in
the next two years.

“While regulation will have some
impact, companies indicated that
the primary drivers to meet ESG
goals are coming from other
market and social pressures,” as
stated in the report by Ian
Hughes, Senior Research Analyst
for Internet of Things at 451
Research, a part of S&P Global
Market Intelligence. “Increased
efficiency and sustainability are
competitive factors for

competitive factors for
enterprises. Digital transformation
helps make these efficiency
improvements, and many of the
ESG requirements achieved are
almost a bonus.”

The August 2022 report also
reveals that more than three-
quarters of respondents are
confident in their company’s skills
for IT and OT security, operations,
and application development.
However, that degree of
confidence may be overestimated
given the findings of a recent
cybersecurity study that
suggested nearly four of five IT
respondents reported a
ransomware attack at their
company within the last year and
that nearly three quarters (73%)
were financially or operationally
impacted by these attacks.



Big Issue Group is calling on
businesses to back a new UK wide
recruitment service called ‘Big Issue
Recruit’. The service offers people
who are further from the labour
market access to their desired job
roles by pairing them with personal
Job Coaches.

In the wake of the cost-of-living

In the wake of the cost-of-living
crisis and record levels of poverty
and inequality, there are now close
to 15 million people in the UK
trapped in poverty. But while
unemployment has fallen to its
lowest level in 30 years, with 1.26m
unemployed people actively seeking
work, for the first time there are now
more job vacancies to fill (1.3m) than

more job vacancies to fill (1.3m) than
people seeking employment.
There is an urgent need for an
upskilled workforce. Big Issue
Recruit (BIR), which aims to bring
people from a more diverse range of
backgrounds into the job market, is
a new solution to this crisis.
BIR, the latest innovative venture
from Big Issue Group, is a specialist

from Big Issue Group, is a specialist
recruitment service, dedicated to
supporting people who face barriers
to joining the workforce into
sustainable employment. It is a
person-centered service and free to
candidates, supporting individuals
pre, during and post-employment.

Job Coaches will work with
candidates from a diverse range of
backgrounds, who are experiencing
poverty. The candidates will range
from prison leavers, caregivers,
those with skills gaps, to people
experiencing social, health, financial
or digital barriers to work and, of
course, Big Issue magazine vendors
keen to move into employment.

Recruitment’s Big Issue
Big Issue Group calls on organisations to back a
new specialist recruitment service



keen to move into employment.

On signing up candidates are
partnered with a personal Job
Coach, to understand and
determine their needs and goals.
Building confidence, skills and
resilience and coaching individuals
through the selection process, to
secure their desired roles.

Finally, Job Coaches will work
with candidates to establish a
great relationship with their new
employer and support them in
their new role and career.

Paul Cheal, Group CEO of The Big
Issue Group, said: “Big Issue
Recruit is a reliable, ethical, end-
to-end method of recruitment
which reduces the risk and cost
of candidate churn. We are
seeking partners who want to
create employment pathways
and work with us to fill their
employment vacancies, diversify

employment vacancies, diversify
their workforce and create
significant social value.

“Our service creates social value
through the provision of training,
employability, health and
wellbeing support, F&DI and
ultimately sustainable careers.”

Paul Armstrong, Chairman of The
Permira Foundation, a Founding
Partner organisation of BIR, said:
“Big Issue Recruit is a ground-
breaking initiative driven by Big
Issue Group’s proven track-
record, vast knowledge and
expertise in engaging with those
often excluded and combining
this with businesses in a
partnership to help people into
employment. We look forward to
continuing our partnership with
Big Issue Recruit, as this
programme goes from strength
to strength.”

Freelancer and Contractor
Services Association (FCSA) has
issued a further warning and
update about the fraudulent
activity of cloning real companies
and using these clones to
defraud recruitment and

defraud recruitment and
employment businesses, workers
and even HMRC. The organisation
has been investigating serious
infringement activity surrounding
cloned companies. This activity
involves the creation of a

Cloning warning among
umbrellas
FCSA warns sector on danger of cloned
umbrella companies.



involves the creation of a
registered company with a nearly
identical name to a real company,
for example a real business called
Harrison MacMichael Umbrella
Services Ltd may be cloned as
Harrison McMichael Umbrella
Company Ltd.

This clone then uses carefully
prepared documentation – often
exact copies of the real
company’s documentation and
branding, to persuade
employment businesses –
customers of the real company –
to remit monies to the cloned
company’s bank account and
even supplying new contractors
to them.

It is extremely likely that
payments received by the cloned
company, which include money
for employment costs such as
NICs, income tax and
apprenticeship levy is never

apprenticeship levy is never
remitted to HMRC. As such the
worker’s personal tax account is
never credited with the monies
actually due, potentially doing
great harm to them.

The FCSA have amassed
substantial independent evidence
of this activity and have supplied
this information to the police,
Action Fraud and to numerous
departments within government
itself, including HMRC. They
believe that the fraudulent
activities have so far deprived the
Exchequer of well in excess of £1
million through unremitted NICs
and tax deductions.

The FCSA are urging employment
businesses and contractors to
ensure that the companies they
are doing business with are the
real thing by double-checking
with Companies House or, for
FCSA members, on the FCSA

FCSA members, on the FCSA
website. Employment businesses
should take great care to ensure
that any requests to change
destination bank accounts from
an umbrella or accountant are
legitimate and to pay careful
attention to company registered
numbers and names.

This form of corporate ID theft is all too easy, and
the damage it does to all the parties involved is
substantial and lasting. I urge the authorities to
take immediate action to bring this criminal
activity to an end. I’d also urge government to give
the Registrar of Companies the power to quickly
and without delay strike of companies which are
so obviously clones.



A Glassdoor survey of 2,000 full-
time workers has revealed that
more than 2 in 5 black employees
(43 per cent) have personally
experienced a pay gap because
of their ethnicity or think this pay
inequality exists in their current
workplace. In contrast, over half
(57 per cent) of white workers

(57 per cent) of white workers
think there is no ethnicity gap at
their company.

The majority of black workers (66
per cent) think their employer
needs to do more to close the
ethnicity pay gap within their
company. But among white

company. But among white
workers this figure reduces to just
40 per cent. And with black
professionals holding less than 2
per cent of the UK’s management
and leadership positions, there is
little room at the top of companies
to advocate for change.

Furthermore, over one in two
black workers (51 per cent) think
the ethnicity pay gap has
widened in the last 2 years. In
comparison, 29 per cent of white
employees believe the same. So
what should companies do to
close the ethnicity pay gap?
Almost six in ten black employees

Ethnicity pay
gap impact
Glassdoor find 43% of black employees
feel the impact of pay gap

"Two in five black
employees (43 per
cent) have personally
experienced a pay
gap because of their
ethnicity or think this
pay inequality exists
in their current
workplace"



Almost six in ten black employees
(57 per cent) believe the solution
would be to increase pay
transparency.

Glassdoor Economic Research
have also publish a list of the top
25 UK companies for diversity
and inclusion. Economists
analysed more than 290,000
reviews by UK-based employees
who each shared anonymous
feedback and ratings on their
employer’s approach to diversity
and inclusion.

Biotech and pharmaceutical
company European
Bioinformatics Institute (EBI) was
ranked number 1 on the list by
employees. Headquartered in
Cambridge, the company
specialises in biology data. EBI is
a member of the Equality in
Science Programme and is
committed to creating and
sustaining a culture in which

sustaining a culture in which
diversity is celebrated and all are
treated equally.

Eleven industries feature on the
list; tech is the most represented
sector, with 12 companies. The
complete list of 25 companies is
in the notes to editors and here.

Talking about the research,
Glassdoor economist Lauren
Thomas said: “Diversity and
inclusion have been increasingly
prioritised by employers in the
last two years. And our list
showcases a wide range of
companies from multiple
industries whose employees feel
valued and included.“However, it
is clear that more still needs to
be done before equality can be
achieved in the workplace.
Increased transparency around
diversity and inclusion isn’t easy,
but it is a powerful way to
highlight progress and
incentivise accountability.”

Thomas added that while
mandatory ethnicity pay gap
reporting is still in discussion,
many companies, including
Glassdoor, are voluntarily
publishing their diversity and
inclusion reports.

The top 10 UK companies for
diversity and inclusion are:

1. European
Bioinformatics Institute
(4.9 Glassdoor
Diversity & Inclusion
rating out of 5)

2. Zscaler (4.7)
3. The Good Care Group

(4.7)
4. Policy Expert (4.7)
5. Waterman Aspen (4.7)
6. Revolent (4.7)
7. Medidata Solutions

(4.7)
8. Autodesk (4.7)
9. Faire (4.6)

10. Tapi Carpets & Floors
(4.6) Share on TwitterShare on LinkedIn

Ultimately, company
investments in diversity
and inclusion efforts are
both a social good and a
critical part of a
company’s workforce
management strategy – a
particularly salient
consideration at a time
when finding and
retaining talent is so
difficult.

Lauren Thomas, Glassdoor economist
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A new poll from Robert Walters
has found almost half of workers
under the age of 30 have stated
that they only intend to do the
‘bare minimum’ of their job
description if their pay or
progression remains unchanged.
This phenomenon – termed ‘quiet
quitting’ – is seeing young
professionals performing just the
basics of their job role, ensuring
that they bring no further
initiative or betterment to the
position.

Quiet quitting
productivity danger
Robert Walters warns as 40 per cent of young
workers vow to ‘act their wage’



“This behaviour isn’t something
entirely new – there have always
been less motivated individuals in
the workplace,’ says Toby
Fowlston, CEO. “However, the real
concern here is that unlike those
few workers who tend to
consciously be less productive at
work – ‘quiet quitting’ is often a
subconscious act borne out of
frustrations toward the workplace.

“It is easy for managers to pull
their employees up on lack of
productivity, but unless they get
to the bottom of the ‘why’ their
motivation has dropped, then
quiet quitting could well become
a silent movement that has a
damaging effect on businesses
productivity and profitability,”
Fowlston adds.

According to recruiter Robert
Walters, the leading reason for
workers under the age of 30
choosing to ‘quit quietly’ is pay.

choosing to ‘quit quietly’ is pay.
Whilst it may have been a record
year for pay increases – with those
moving to a new employer getting
pay hikes of +25 per cent, and
those remaining at the current
company receiving +10-15 per cent
increases – this isn’t close to the
+54 per cent increase in household
energy bills seen in April 2022, and
the 80 per cent increase we’re
anticipating in October.

The inability for wages to match
cost of living is creating a culture
of younger workers ‘acting their
wage’ – younger workers
suddenly feel heavily underpaid
for their role due to rising costs
and inflation and some are
therefore refusing to do more
outside the parameters of their
job description.

When surveying managers, more
than half feel that they are taking
on more workload due to a dip in

on more workload due to a dip in
productivity from younger
workers.
According to the poll, 39 per cent
of managers state that hybrid and
remote working makes it difficult
to measure the output of their
team – with a further 24 per cent
stating that the flexibility to
choose differing work patterns
and hours means that there is no
universal indictor for productivity,
making it easier for ‘quiet quitters’
to go under the radar.

Toby comments: “Quiet quitting
creates a real imbalance in the
team – where engaged workers
will find that they are having to
pick up the slack or deal with the
lack of output from their
disengaged colleagues. This in
turn will either burnout or
frustrate those workers who are
going above and beyond to
deliver a high output.

Share on TwitterShare on LinkedIn

Business leaders can’t
allow ‘quiet quitting’ to
become a norm –
accountability is a central
part of this. If ‘quiet
quitters’ are benefitting
from being ‘out of sight,
out of mind’ then
employers should not
hesitate to make more
office facetime
mandatory. As much as we
learnt new ways of
working in the pandemic,
we also had some great
working habits before
Covid. These more
traditional structures and
systems should not be
overlooked.

Toby Fowlston, CEO, Robert Walters

https://twitter.com/share?url=https%3A%2F%2Fwestrade.turtl.co%2F!StvAl4%2F&text=Business%20leaders%20can%E2%80%99t%20allow%20%E2%80%98quiet%20quitting%E2%80%99%20to%20become%20a%20norm%20%E2%80%93%20accountability%20is%20a%20central%20part%20of%20this.%20If%20%E2%80%98quiet%20quitters%E2%80%99%20are%20benefitting%20from%20being%20%E2%80%98out%20of%20sight%2C%20out%20of%20mind%E2%80%99%20then%20employers%20should%20not%20hesitate%20to%20make%20more%20office%20facetime%20mandator%E2%80%A6
http://www.linkedin.com/shareArticle?url=https%3A%2F%2Fwestrade.turtl.co%2F!StvAl4%2F


Click here or press enter for the accessibility optimised version

https://westrade.turtl.co/?accessible
https://www.theglobalrecruiter.com/
https://workwellsolutions.com/


Click here or press enter for the accessibility optimised version

The D&I Key
WEC: Denis Pennel, managing
director, World Employment
Confederation on how hybrid work
could be better for everyone.
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As people head back to work this autumn
after the summer break the issue of how and
where they work is increasingly on the
agenda. During more than two years of
Covid-19 restrictions, home-working and
hybrid arrangements have become the norm
and we have proven that they can be highly
successful. As is so often the case, necessity
was the mother of invention.

The question now is how we best integrate
these more flexible working models into our
labour markets and balance remote working
with presence in the office. One of the more
enduring legacies of the pandemic has been
a renewed focus on accommodating more
flexible workforce solutions and this is
significant because flexibility is also the key
to making our workplaces more equitable,
diverse and inclusive.

Today’s global workforce has never been more
diverse. It encompasses young people,
women, older workers, migrants, different
ethnicities, disabled people, LGBTQ+ and
many more. Clearly with people’s differing
priorities and needs, it is not feasible to offer
just one type of work model. Instead, we need
a range of different labour contracts and
approaches that offer workers greater freedom
to choose where, when and how they work.



In our post-Covid world, workers’ desire for
flexibility has moved from being a ‘nice to
have’ to a ‘must have’. The LinkedIn Global
Talent Trends Report 2022 records 63 per
cent of workers citing work-life balance as a
top priority when choosing a new job.
Furthermore, the rapid growth in remote jobs
has served to expand opportunities for
workers and employers across many
countries and research suggests that the
share of jobs that are already remote stands
at 16 per cent globally.

Advantage taken

Flexibility is enabling many demographic
groups to take advantage of work
opportunities that would otherwise have
been closed to them. Women, for example,
are 24 per cent more likely to apply for
remote roles than men due to the flexibility
that they offer in juggling family/work
responsibilities; while younger people, and
particularly Gen Z, are often looking for
flexibility in the work that they do in order to
accommodate side hustles.

Flexibility is also crucial in integrating older
workers and those with disabilities into the
workforce.

Today, flexibility is also becoming a key value
proposition for employers and a way for them
to expand their pool of talent. Offering diverse
forms of work and contractual arrangements
is essential in responding to workers’ growing
need for flexibility and also expands the
opportunities open to organisations.

So where is this trend for greater flexibility
going and how can we leverage it to promote
diversity and stamp out inequalities in the
workplace? One area where I believe that
flexibility can make an important different is
in addressing the challenges surrounding
young people entering the workforce.

Young people were disproportionately
affected by the Covid pandemic and its fallout.
They lost out on traineeships and mentoring
as well as on work opportunities. Global youth
unemployment is now over 15 per cent - three
times higher than adult unemployment1.

This impacts young people’s self-confidence
and mental health as well as their long-term
job prospects and must be addressed urgently.

Employers and HR services professionals
need to go the extra mile in helping the next
generation to find their way in navigating
our disrupted employment landscape.
Private employment services offer young
people an important stepping-stone into the
labour market.

https://business.linkedin.com/talent-solutions/global-talent-trends?trk=bl-po&veh=Global-talent-trends-2022-launch-post
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They are able to smooth what can be an
intimidating experience and provide holistic
support that will set them up for success.
Importantly, the sector also provides training
in the hard and soft skills that they need to
land a job.

Skill up

The chronic labour shortages that we are
currently experiencing around the world are
largely a function of a mismatch between
supply and demand. By skilling unemployed
youth, we can work to bridge the gap while
also setting people on the path to career
success.

Young people are over-represented in the
agency work sector compared with the
overall employed population and students
make up over 20 per cent of all agency
workers. Many graduates and school leavers
are not certain of which career path they
want to follow and by working through
agencies they can try their hand at different
roles and sectors and discover where their
passions lie. Our industry’s career guidance,
coaching and training services can play a key
role in meeting the needs and aspirations of
individual workers – transitioning them into
different roles and sectors and accelerating
their future progress.

When it comes to integrating young people
into the labour market at this difficult
moment, the new trend for hybrid working
and the flexibility and inclusivity that it
brings, may also be vital components in
ensuring that we avoid a lost generation.

More than ever, staffing companies are a
partner of choice to enable flexibility, for
both workers and businesses.

Ultimately, promoting diverse forms of work
is increasing labour market diversity. Our
sector has a proven track record in
supporting minorities and vulnerable groups
to enter the workforce, therefore facilitating
more diverse and inclusive workplaces. We
now have a unique opportunity to leverage
that further!

Employers and HR services
professionals need to go the extra
mile in helping the next
generation to find their way in
navigating our disrupted
employment landscape.

Do you think the hybrid workplace
will be more diverse?

Post answer

Yes

No

Requires careful management

https://twitter.com/share?url=https%3A%2F%2Fwestrade.turtl.co%2F!StvAl4%2F&text=Employers%20and%20HR%20services%20professionals%20need%20to%20go%20the%20extra%20mile%20in%20helping%20the%20next%20generation%20to%20find%20their%20way%20in%20navigating%20our%20disrupted%20employment%20landscape.
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found investing in growth always
pays off.
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For Lloyd Gordon, CEO of European IT
recruitment group, Focus Cloud, nothing, not
even a recession or a pandemic, will stop him
from having faith in achieving his ambitions
and those of his staff. Having left his role as
a recruiter and set up on his own as an
economic slump loomed in 2015, he refused
to allow the economic negativity to impact
the potential of his business. The
entrepreneur tackled the pandemic with
similar gusto, not only ensuring the company
retained staff, but also growing the business.

The foundations of success

“I think for any big biller in recruitment there
comes a point where you’re looking for that
next ‘big thing’ to push yourself further,”
says Lloyd. “For me, I’d spent almost a
decade working in ERP and cloud
recruitment for another firm, billing well over
a million every year in my final four to five
years. I was successful, but I knew I needed
to get out of my comfort zone and push
myself to do more. That’s why I quit and set
up on my own.”

The plan for Lloyd was always to grow the
business and become a global cloud
recruitment powerhouse, ambitions which
didn’t slow during the pandemic. “By the
end of 2019 the business was in great
shape,” he says. “We had a strong team, a
strong brand and were making a profit.
When the pandemic hit in 2020, like
everyone else, we were worried about the
uncertainty. But for me, the people behind
Focus Cloud were the priority and we
ensured we kept everyone in a job.”

With demand for cloud recruitment solutions
increasing during the pandemic, it wasn’t
long before the business found itself needing
to grow, with the firm recruiting people who
had lost their jobs as a result of the
pandemic and ending 2020 in profit.

That’s not to say that setting up a new
business is smooth sailing, though, as Lloyd
attests: “It’s definitely tough, both financially,
professionally and personally. The first year
in business was difficult and there were
moments where I was starting to worry, but I
kept going and by the end of our first year of
trading we’d reported a profit.”

A cultural connection

With the business well and truly growing by
2021, Lloyd began exploring next steps.
While Private Equity investment didn’t feel
right at the time, an introduction to Jonathan
Wright, chairman of Cognitive Group, set the
wheels in motion that would lead to the
eventual creation of Focus Cloud Group.



We hadn’t yet cracked the Microsoft
recruitment market and Jonathan knew that.
Throughout my entire career I’d tracked the
success of Cognitive Group, but it was only
once the introductions were made between
myself and Jon Keen, that I realised the
powerful potential the two brands had.

For the CEO of Cognitive Group, the cultural
connection that he felt the two businesses
had really sealed the deal. “There’s always

had really sealed the deal. “There’s always
been the potential to take Cognitive Group
into global markets, but we hadn’t found a
partner that really fit with our business
culturally,” Jon explains.

“As a company, our people-first culture is
one of our biggest strengths,” he continues.
“We have a ‘C-for-life’ model that we live by,
which essentially means we are constantly
asking ourselves and those around us, ‘what

asking ourselves and those around us, ‘what
behaviour will make this customer,
contractor or colleague work with Cognitive
for life?’. It’s the latter group of peers that can
often be overlooked in a recruitment
business, but from day one we’ve recognised
that we’re only as good as our people. This
focus has worked for us so far and it
translates into a combination of staff
retention and company growth.

Share on TwitterShare on LinkedIn

As a company, our people-first culture is one of our biggest strengths, we have
a ‘C-for-life’ model that we live by, which essentially means we are constantly
asking ourselves and those around us, ‘what behaviour will make this
customer, contractor or colleague work with Cognitive for life?

Jon Keen, founder and director of Cognitive Group

https://twitter.com/share?url=https%3A%2F%2Fwestrade.turtl.co%2F!StvAl4%2F&text=As%20a%20company%2C%20our%20people-first%20culture%20is%20one%20of%20our%20biggest%20strengths%2C%20we%20have%20a%20%E2%80%98C-for-life%E2%80%99%20model%20that%20we%20live%20by%2C%20which%20essentially%20means%20we%20are%20constantly%20asking%20ourselves%20and%20those%20around%20us%2C%20%E2%80%98what%20behaviour%20will%20make%20this%20customer%2C%20contractor%20or%20c%E2%80%A6
http://www.linkedin.com/shareArticle?url=https%3A%2F%2Fwestrade.turtl.co%2F!StvAl4%2F


Not only can we boast that over half of the
team have worked with us for more than six
years, but this value-based approach has
also led to Cognitive placing its 3000th
experienced hire into the Microsoft channel –
a milestone few others can claim.”

Putting people first

For Jon, this new partnership has value
beyond the ability to grow the company. It is
also giving his teams a financial reward. “Our
staff own 20% of the Cognitive brand and
this investment enabled all shareholders to
benefit, with further significant equity
opportunities set out for this next period of
expansion.”

“While over the course of Cognitive’s growth
there have been investment opportunities
from other potential partners, there wasn’t
the connection between the values and
ambition that we have as a business. With
Lloyd and the Focus Cloud team, though,
there’s so much potential to help both brands
really excel.

Lloyd is incredibly inspiring to be around and
he has that level of ambition that we need to
take the company to the next level. His team
have already tackled the global market and
combining that knowledge with our Microsoft
experience will be the catalyst to push
boundaries as Focus Cloud Group.”

Growth trajectory

Through this new partnership, the new brand
will be able to provide global recruitment
solutions across major cloud platforms
Microsoft, Workday, SAP, Salesforce and
ServiceNow, as well as the Life Science and
Cyber Security industries. The new group will
be headed by Lloyd as CEO and Jonathan
Wright, who becomes the chairperson for the
new group.

With a strong global reach in the Cloud
recruitment market, the two businesses are
aiming for ambitious growth plans, with
global expansion in the pipeline and targets
outlined for a minimum 20% growth per year.

Having faith

As Focus Cloud and Cognitive Group have
shown, putting people first and having faith in
the team and yourself, can deliver top-notch
results. But it is that element of belief in what
you and your team can do that really stands
out. As Lloyd comments: “Sometimes in your
career and personal lives you just have to be
bold. Don’t let the negativity in the news or
the economy stop you from reaching your
own ambitions. I think sometimes negativity
can become an excuse. Stay positive, have
faith in yourself and surround yourself with
people who have the same mindset, and you
can achieve anything. I’m really grateful for
the support we’ve had for the business –
those who have helped us get here certainly
won’t be forgotten.”
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While much has been written about how
businesses will become even more
dependent on digital skills over the next few
years, the labour market is still struggling to
find a solution for the global skills gap crisis.
Digital transformation amid the pandemic
has not only driven demand for IT skills but
has also left non-IT professionals unable to
cope with digital tools. In fact, our
ManpowerGroup Employment Outlook
Survey finds that one in five organisations
globally is struggling to find skilled tech
talent and that IT/data skills are the most
difficult to find for nearly three in 10
organisations.

As digital transformation and acute skill
shortages accelerate, the key question is
how do organisations best grow talent to
secure the crucial combination of in-demand
technical skills together with the soft skills
that are critical for business success?

Here is how.

Find the hidden talent

If the talent shortage has taught us one
thing, it’s that employers need to be more
adaptable when it comes to unlocking new
sources of talent. They need to recruit based
on potential, not necessarily past experience.
Traditional approaches focused on filtering
candidates according to qualifications may
fail to identify those recruits who have
crucial raw qualities that employers desire.

With so many organisations competing to
recruit IT workers from the same talent pool,
there is a golden opportunity for employers

there is a golden opportunity for employers
to look further afield. In the US alone, there
could be more than 27 million hidden
workers, many of whom have been
overlooked due to a lack of formal
qualifications, health issues, disadvantaged
backgrounds or family care responsibilities.

Recruitment strategies that embrace greater
gender and ethnic diversity will be significant
in the hunt for IT talent. Accenture, for
example, has set itself a target of reaching
50/50 gender equality in its workforce by
2025. Similarly, ManpowerGroup is on track
to achieve 50 percent women in leadership

https://www.hbs.edu/managing-the-future-of-work/Documents/research/hiddenworkers09032021.pdf
https://www.hbs.edu/managing-the-future-of-work/Documents/research/hiddenworkers09032021.pdf
https://www.hbs.edu/managing-the-future-of-work/Documents/research/hiddenworkers09032021.pdf
https://www.hbs.edu/managing-the-future-of-work/Documents/research/hiddenworkers09032021.pdf


to achieve 50 percent women in leadership
by 2025 and, together with Verizon, has
provided support to Women’s CoLab, a
library of free resources that helps women
advance and grow in their careers.

To identify hidden talent, HR managers
should do three things. First, look to search
and recruit candidates in untapped talent
pools. Second, take a holistic approach,
considering how to attract talent while
ensuring a culture of diversity, equity,
inclusion and belonging to support talent
retention. Finally, they should revamp and
tailor the candidate experience based on
expertise, not employer expectations.

A data driven approach

To get better results from recruitment,
retention and HR strategies, companies
should also look to technology itself to
leverage data-analytics tools, all of which
can ultimately help make better decisions
and reduce attrition as it relates to hiring
tech talent.

Data-driven recruitment uses technologies
such as data management and machine
learning to analyse large talent pools to
identify candidates with the right skills,
experience and mindset. As more data
becomes available, the organisation secures
greater insight. For example,
ManpowerGroup’s Experis Academy enables
employers to match candidates to a set of
minimum-level criteria so that recruits can
start work straight away. It then builds a
bespoke training pathway for each individual
to develop the required competencies.

This means the organisation acquires the
skills it needs now, and employees increase
their market potential.

The results speak for themselves. By using
data science, employers can begin to strip
out biases and hire best-fit candidates.
There are already moves in this direction:
76 percent of organisations with more than
100 employees now rely on assessment
tools, such as aptitude and personality tests
for external hiring.

https://hbr.org/2015/07/ace-the-assessment
https://hbr.org/2015/07/ace-the-assessment
https://hbr.org/2015/07/ace-the-assessment
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Some employers choose to go further with
data science and entrust more of their hiring
processes to technology, such as artificial
intelligence (AI). This may sit uneasily with
some HR leaders, but when a study
compared humans against hiring algorithms
for more than 300,000 hires in high-turnover
jobs, it found that hires chosen by AI stayed
longer and performed equally or even better.
The algorithms outperformed humans by at
least 25 percent.

Once staff are hired, data-driven
technologies can also help them acquire the
skills they need to develop. The Experis
Career Accelerator tool helps employees set
up personalised professional development
programs by mapping their current skills,
assessing these against what employers are
looking for, and building a tailor-made menu
of continuous learning.

Open the middle

Too often, the conversation about the
technology sector skills gap focuses on the
most experienced and entry-level roles and

most experienced and entry-level roles and
ignores the majority in the “middle of the
pyramid.” This is where people have strong
technical skills and an intuitive sense of the
business but may lack exposure to emerging
technologies and a roadmap for their future
development.

Rather than struggling to recruit from a
diminishing pool, firms can retrain existing
staff at all levels to deal with the demands of
the new workplace. This is about rescaling,
reskilling and upskilling people so that they
have what it takes to be future-ready. It’s
about betting on potential more than ready-
made talent.

Lead with Confidence
Companies guided by culture and values will
be those that best adapt to the new
workforce reality and win the war on talent.
It’s hardly surprising therefore that seven in
10 workers say having leaders that they can
trust and follow is important to them. Two in
three also want to work for organisations
that share their values.

A leader’s ability to drive organisational and
cultural transformation in a world where two-
thirds of corporate leaders now believe that
culture is preeminent, is therefore key in
helping attract and retain the best talent
within tech.

Leaders have an opportunity to harness
digital technologies to support their teams in
a wide range of value-added activities —
everything from predictive analytics
technologies that give early warning of labor
demand and supply issues, to sentiment
analysis that tracks employee engagement.

The key for businesses will be to show how
culture and values guide talent decision-
making and ensure that these principles
translate to employee-centric policies and
benefits. Finally, companies and business
leaders will need to ensure that promises
turn into action when it comes to prioritising
employee well-being in order to retain top
tech talent in the future of work.

https://hbr.org/2014/05/in-hiring-algorithms-beat-instinct%23:~:text=Our%252520analysis%252520of%25252017%252520studies,)%252520in%252520the%252520C%25252Dsuite.
https://hbr.org/2014/05/in-hiring-algorithms-beat-instinct%23:~:text=Our%252520analysis%252520of%25252017%252520studies,)%252520in%252520the%252520C%25252Dsuite.
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Over the last few decades, every single
industry has shifted and been massively
disrupted by digitisation – and digital
transformation has become an inescapable
concept across today’s business landscape.
This transformation is being extended to
business’s talent strategies, and therefore
this new digital has meant profound changes
in the way leadership talent is found.

Executive search firms of the past are
transactional in nature – a business needs an
executive, a mandate is opened, a search
firm is retained, and a search to pinpoint and
qualify an executive is carried out – but with
this new economy, that approach simply isn’t
enough. While the executive search industry
has always relied on networks, collaboration,
and relationships, the future of this industry
relies on businesses adapting and utilising
technology and data collection to streamline
their processes and service offerings.

Tech solutions and hiring

There are multiple avenues to focus on
technology and data in the executive search
world: Tech-driven screening results in greater
hiring efficiency and increased candidate
success, while data collection applications
help to speed the process and create an easier
experience for hiring managers.

Tech-driven screening can include pre-
employment aptitude, cognitive, domain and
psychometric assessments, and can all be
handled by technology and captured for data
analysis. These tests can collect data around
integrity, cognitive ability, personality, and can
even be utilised retrospectively to paint a
picture for businesses around cultural fit and
leadership success and retention.

Leveraging a platform that stores all your
candidate data, recruitment notes and
information, and relevant documentation in a
single place is crucial in providing hiring
managers ease and access to all the
information needed to hire talent in today’s
market effectively and efficiently. A client



market effectively and efficiently. A client
having access to dashboards detailing the
search pipeline, specific candidate files, or
overall search data creates a more
collaborative relationship. This type of
technology equips clients, enabling them to
make data-driven decisions. As a result,
searches are completed with faster time-to-
hire, more efficiently overall, and with better
attrition rates.

It would be remiss not to discuss the
digitisation of the workforce and its impact to
the executive search market. Businesses have
shifted their thinking about where we work
and how we work. This type of digital
transformation means there remain virtually
zero borders in the fight for talent. Technology
allows us to improve hiring efficiency at the
core of the process, and collaborative
communication tools allow us to efficiently
share information globally.

Interviews are routinely conducted virtually;
panel video interviews and virtual roundtable
events can provide the recruiter with a much
clearer sense of candidate behaviour and

clearer sense of candidate behaviour and
personality than a telephone interview would.
AI technology can be applied to video
interviews to analyse facial expressions and
grade verbal responses to predict job
performance and provide a more detailed
assessment of personality traits. This, in turn,
speeds up the recruitment process, allows for
better personality and behaviour matching,
and ultimately a more successful outcome.

Tools from the (digital) toolbox

By nature, executive positions take longer to
fill, and such recruitment processes demand
more frequent communication than hiring for
entry or professional positions – a ‘white glove’
service that technology cannot replicate.



However – the right and relevant digital
solutions grant recruiters the chance to
further focus on this white-glove side of their
service provision and the knock-on effect is
positive for all stakeholders.

The deeper a search firm’s understanding of
their client’s business, its culture, and the
needs to be filled by the leaders they are
placing, the more successful the outcome
will be.

Therefore, we have seen technology and
data help to curate a better understanding of
how successful candidates will be in
complex leadership roles. For example, by
utilising data-based and predictive analysis-
driven hiring, along with an array of digital
tools – enabling customising search criteria
and data collection to each company’s client
specific needs, recruiters can help improve
the selection process and ensure an
executive’s future success and job longevity.

In our experience these types of data and
insights around talent pools have been used
to better define our client’s market strategy
and to drive client-specific initiatives, such
as improving diversity, finding a leader with
specific skills, or hiring high potential
professionals.

In one instance, we focused on hiring a
global digital consultancy client its next
generation of leaders, a project we referred
to as the LDP, or Leadership Development
Program. Relying on tech-driven screening
as well as data collated through client and
project immersion, we deployed a full white
glove recruitment offering and were able to
pinpoint and target highly competitive and
selective MBA graduates. The program
resulted in over 125 leaders placed across
the business, with 92 per cent retention rate
two years post hiring – most of whom have
continued to accelerate their careers through
internal promotions and upward movement in
the business.



Tech to bolster team hires

As companies attempt to scale at pace, it’s
equally crucial that they hire strong teams
of leaders underneath their executives.
Creating processes bolstered by
technology that allows our clients to
quickly hire at scale was crucial. Our
project-based hiring services work with
various enterprise strategies and create an
exclusive model that shifts hiring from
transactional to growth-focused and
proactive – and these processes can be
conducted entirely virtually.

These team build events traditionally begin
with a kick-off cocktail party (ideally held
in person, but online as well), followed by
two days of individual panel interviews. By
the end of the three-day event, we will
have taken candidates on a journey
culminating in a full team of new hires that
are completely immersed in our clients’
company culture from the outset. This
hugely effective marriage of technology
and culture-exposure has dealt with
forging chemistry – something technology

forging chemistry – something technology
will never be able to replicate on its own.

Our most recent successes of project-
hiring employing this strategy is placing
twelve revenue generators for a high-
growth fintech in just eight weeks and
helping to build two teams (twelve sales
executives and ten client account
managers) for a professional services
consultancy. Having conducted this
process multiple times, it’s easy to say our
success lies in our exceptional team’s
aptitude and our client’s ability to be fast
decisionmakers, however, the capability for
us to hire this volume of high-calibre
executive candidates with our white-glove
standard, is largely due to utilising
technology to support the entire process.

Our technology-backed future

This year, TritonExec became part of Prytek,
the multinational corporation of firms that
pioneered a model needed by global
companies today: ‘Business Operations
Platform-as-a-service’ – a complete

Platform-as-a-service’ – a complete
package of related supplier services and
technology that would otherwise be bought
individually at higher costs, requiring more
management and extraneous resources. We
look forward to explaining how the
partnership of technology and service
provision will widen the scope of full-
service recruitment, changing the way
businesses look at talent acquisition.

Recruitment will always be a people
business, but technology’s role in
streamlining, refining and improving the
process is something the industry has to
constantly embrace, stay ahead of and work
alongside to safeguard the industry’s future.
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Optimistic or Pessimistic?
You decide…

After what has been the most extraordinary
period for our sector over these past 18
months, yet again the economic cycles are
starting to spin in a slightly different direction.

A downturn is upon us and the
headlines have already been
written. The post-covid
honeymoon period recruitment
businesses have been enjoying is
now over and we’ll start to see
our industry come crashing down
once more like a house of cards.

Or will we?

Let’s get one fundamental thing
straight, this is not a typical
economic downturn ahead.
Things are very different to the
normal cycles we are used to,
irrespective of what you might
read in the paper… especially
when it comes to the talent
agenda.

Markets are still in dire need of
talent.



In the UK alone we have lost over
3.5 million workers to a cocktail of
Brexit, early retirees and younger
generations remaining longer in
full time education.

There are still record numbers of
workers changing or looking to
change jobs for a host of reasons
born out of the covid era. Markets
are desperately looking around
for new types of emerging skills
to attract in, and are simply
struggling.

Sure, some organisations are
downsizing, but they are hiring at
the same time. They are using

the same time. They are using
this time as a way to restructure
their workforces, to settle the
ship and reboot their talent
agendas.

Sure, the markets in some areas
are softening, but we are about to
embark on one of the most
fundamental transformations in
the world of work as we know it,
and the softening is just the
forewarning of that.

And sure, there is a degree of
uncertainty and nervousness
everywhere, but having been
through what we have been

through what we have been
through, we all now know how to
live with and get on with
uncertainty, and we do just that.

Bring all this together and the
reality is this… the demand for
quality 3rd party recruitment
support, from quality 3rd party
agencies, is growing and will
continue to increase. This has
been the case for just about
everyone in these last couple of
frenetic years, but will filter down
to only the quality agencies in the
next stage of the cycle.

Those agencies with robust
customer relationships, with
embedded products and
services.
These agencies are needed to
help with the transformation as
the markets continue to
reorganise and restructure
themselves. These agencies will
be busy.

So, whilst the optimists and the
pessimists are busy arguing
whether the glass is half full or
half empty right now, the
opportunists will crack on and
drink what is inside!

Share on TwitterShare on LinkedIn

In the UK alone we have lost over 3.5 million workers
to a cocktail of Brexit, early retirees and younger
generations remaining longer in full time education.
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The Pulse – Checking the heartbeat of the market
We asked a handful of the TRN members how they are finding the markets right now.
This is what they said…

Share on TwitterShare on LinkedIn

The market in Ireland is
still buoyant and there
remains to be high
demand in most sectors.
Post pandemic there was
huge demand for talent at
all levels and this
overhang, of demand,
hasn’t yet been eroded,
and it looks like it won’t
be in 2022, at least.

Shay Dalton, Lincoln

Share on TwitterShare on LinkedIn

The talent market has
changed from the
craziness we saw this
time last year, and whilst
there are challenges,
companies are more
considered with their
hiring which is a positive.

Lloyd Stokes, Sauced

Share on TwitterShare on LinkedIn

The market for legal
recruitment remains as
competitive as ever at the
senior end – there is always a
need to hire partners with
clients, particularly if the
market tightens. We have
noticed a nervousness
starting to creep in at the
associate/junior levels,
particularly for those firms
who have larger cohorts to
keep busy.

Amy Hambleton, RedLaw Share on TwitterShare on LinkedIn

The market remains
buoyant as we approach
Q4 2022, primarily due to
a talent market that
remains tight across most
disciplines. We expect to
see some softening of
demand into early 2023
but are confident the
medium-term outlook
remains positive.

Barry Smyth, MCS Group
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The demand is still very
much there and for the
right opportunity
candidates are still
making the moves. We
have always been focused
on client quality,
companies that have a
USP about actually
making a difference in
whatever field that might
be in. Nobody has a
crystal ball but all the
research points to
positive forecasts
especially in the tech
market so we will look to
build on our early success
and grow globally.

Daniel Cox, Edison Search

Share on TwitterShare on LinkedIn

WNTD has experienced a
strong year but has
witnessed a downturn in
demand since August. We
remain hopeful this is
nothing more than a
seasonal shift, but are
fully aware of a more
longer term trend
looming. What remains
constant, however, is the
chronic shortage of
skilled labour in
technology.

Karl Chatterjee, WNTD

Share on TwitterShare on LinkedIn

The market is and always will
be fantastic to people who
have the right mindset to
make it that way!

Lloyd Gordon, Focus Cloud Group

What’s happening in
your markets right
now?

Post answer

No change from the
last 12 months

Getting even busier!

A slight softening in
the market

Really starting to dry
up

https://twitter.com/share?url=https%3A%2F%2Fwestrade.turtl.co%2F!StvAl4%2F&text=WNTD%20has%20experienced%20a%20strong%20year%20but%20has%20witnessed%20a%20downturn%20in%20demand%20since%20August.%20We%20remain%20hopeful%20this%20is%20nothing%20more%20than%20a%20seasonal%20shift%2C%20but%20are%20fully%20aware%20of%20a%20more%20longer%20term%20trend%20looming.%20What%20remains%20constant%2C%20however%2C%20is%20the%20chronic%20%E2%80%A6
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This remains a time of key
opportunity. In
technology there remains
a huge skills shortage
aligned to a period of
unparalleled tech
innovation. Despite
unique economic
conditions, there is plenty
of exciting opportunity to
stand out, grow and add
value.

Toby Babb, Harrington Starr

Share on TwitterShare on LinkedIn

Hiring in the SaaS sales
space is less frenetic than
early 2022, however there
is still a strong demand
for top sales talent. The
future certainly looks
bright.

John Gaughan, Finlay James Recruitment

The market in our sectors
is buoyant across the
board. In the last 3
months, we have had
record vacancy numbers,
contractor numbers,
permanent placements
and have beaten every
revenue record since we
formed, 15 years ago.

Liam Thomas, Highfield

Share on TwitterShare on LinkedIn

Coming out of the
Summer we are seeing a
positive increase in hiring
activity across our clients
and our markets. It seems
the re-collaboration has
been done and the push is
on for a busy 90 day
sprint up to December.

Dave Draper, TDA
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The Recruitment Barometer
What’s hot right now?

The innovators, early adopters
and early majority, the most
progressive recruiters will be
doing all / most / some of the
below better than others:

Externally

Building communities

Excelling at Brand Building

Being strategic partners

involved in talent strategy

and co-designed solutions

Embracing and driving the

D&I agenda

Offering Talent Intelligence

and Insights

Be genuine experts/

specialists

Offer value adding talent

solution and services

Embracing the global

workforce

Creating reoccurring revenue

streams

Excel at candidate experience

and engagement

Positively (and genuinely)

impacting society

Be international

Internally

Personalise the employee experience

Offer flexibility to employees

Have leading edge tech stacks, excelling at automations, AI to become

24/7 recruiters

Be video led

Be genuine experts on sourcing

Build a culture and employee experience/brand for the next generation

Invest in marketing and brand building

Outsource/automate repeatable and transactional activity

Have strong learning culture

Offer best in class health and wellbeing support

Identify and attract different pools of talent

Be data led and obsessive about it

Evolve away from 360

Overinvest in leadership at every level

Build a coaching culture

Build an employer brand fit for the next generation

Allow people to work in flow and focus on their strengths



Free TRN
events
next
month

Every month, TRN host a
series of free roundtable
events for Recruitment
Leaders. Come and join us
– you don’t have to be a
member to get involved.

Business Development Strategies roundtable
Time: 09:00 - 09:45 (GMT) Tue 4th Oct 2022

Scaling up: Strategies for growth roundtable
Time: 10:00 - 10:45 (GMT) Wed 5th Oct 2022

360 Vs 180 Vs 120 Modelling Roundtable
Time: 09:00 - 09:45 (GMT) Fri 7th Oct 2022

Flowstate - how to create time to do our most productive work
Time: 09:00 - 09:45 (GMT) Tue 11th Oct 2022

Candidate sourcing
Time: 10:00 - 10:45 (GMT) Wed 12th Oct 2022

Onboarding, Training and Developing Employees Roundtable
Time: 09:00 - 09:45 (GMT) Thu 13th Oct 2022

Hiring and retaining recruiters
Time: 09:00 - 09:45 (GMT) Tue 18th Oct 2022

Commission Structures and Incentives, including EMI Schemes and
Flowering Shares
Time: 10:00 - 10:45 (GMT) Wed 19th Oct 2022

https://www.therecruitmentnetwork.com/events/business-development-strategies-roundtable-oct2022
https://www.therecruitmentnetwork.com/events/scaling-up-strategies-for-growth-OCT2022
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https://www.therecruitmentnetwork.com/events/candidate-sourcing-oct2022
https://www.therecruitmentnetwork.com/events/onboarding-training-and-developing-employees-roundtable
https://www.therecruitmentnetwork.com/events/Commission-Structures-and-Incentives-OCT2022


Free TRN
events
next
month

The Ultimate Brand and Social Media Strategy
Time: 09:00 - 09:45 (GMT) Thu 20th Oct 2022

Preparing for the Downturn
Time: 09:00 - 09:45 (GMT) Tue 25th Oct 2022

Productisation Roundtable
Time: 09:00 - 09:45 (GMT) Thu 27th Oct 2022

https://www.therecruitmentnetwork.com/events/the-ultimate-brand-and-social-media-strategy-roundtable-OCT2022
https://www.therecruitmentnetwork.com/events/scaling-up-strategies-for-growth-OCT2022
https://www.therecruitmentnetwork.com/events/productisation-roundtable-oct2022


Spotlight On… The Profit Maximiser™
How do you measure success in your recruitment business?

Well, profit should be right up there and not just bottom-line profit.

You should also have a healthy fixation on all the areas of your
business that contribute to that bottom line. Think net
contribution per recruiter and per fee earner, yield per customer
and per opportunity, candidate lifetime value and so on…
We believe there are so many opportunities that a recruitment
business leader has to find an uplift in profitability just by
running a regular ROI audit across your business and this is why
we created the Profit Maximiser™ tool.

Download it for free here

https://www.therecruitmentnetwork.com/knowledge-hub/the-profit-maximiser
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Prepared to Make
a Difference
Innovation: Talent International’s
global CEO Mark Nielsen discusses
the creation of their DEI Toolkit.

https://westrade.turtl.co/?accessible
https://www.theglobalrecruiter.com/


Following the release of our all-new DEI
Hiring Toolkit, we’ve been even more focused
on not only boosting our own internal DEI
strategies – but helping others do the same.

Diversity, Equity and Inclusion (DEI) are
words that gain a lot of attention, especially
on professional platforms like LinkedIn.
While this certainly isn’t a bad thing, it’s
important they’re seen as more than just
‘words on a page’.

It’s not spoken words that make the most
impact in the end; it’s the actions behind
them. Which is why we wanted to create and
release the DEI Hiring Toolkit in the first place,
while also being transparent about our own
initiatives here at Talent (and acknowledging
we are still on a journey ourselves).

Why create the Toolkit?

Our motivations for creating the DEI Hiring
Toolkit sat in two main areas. Firstly, we
wanted to showcase our commitment and
focus to DEI in a way that would deliver true
value to others. That is, hiring managers

https://www.betterworldofwork.io/dei-intro
https://www.betterworldofwork.io/dei-intro


value to others. That is, hiring managers
wanting to hire more inclusively and not
knowing where to start. Our Toolkit is by no
means a comprehensive all-in guide, but we
believe it offers key introductory tips to
those at the start of their journey.

Secondly, recruitment is at the heart of what
we do. As a result, we’ve noticed a
significant increase in companies wanting to
hire a more diverse range of candidates, with
many clients coming to us for advice on how
to achieve this.

While we are not DEI experts here at Talent,
there’s no ignoring the fact that many
organisations come to us for help across all
aspects of their hiring - and this includes
more inclusive recruitment.

So, we wanted to create a resource that we
could share to deliver this help to those who
have come directly to us. And, while we’re
only in a position to offer introductory advice,
we created the content for this Toolkit in the
hope it will deliver true value to not just our
clients, but everyone who reads it.

What can you achieve?

Sure, we’ve created the DEI Hiring Toolkit to
provide initial tips and advice on how to hire
with DEI in mind. But what are the actual
benefits of this? Why actually bother?

From greater employee satisfaction to
increased profitability, there are an endless
number of reasons why DEI should be
prioritised in the workplace. In fact, if we
were to list every single benefit, we’d be here
all day. So, to save your reading time (and
save our typing hands), here are some of the
most notable improvements diverse hiring
has been proven to achieve.

Bigger talent pool

Commitment to DEI is something many
candidates hugely prioritise when considering
a new employer. More than 3 in 4 job seekers
and employees report that a diverse
workforce is an important factor, while 1 in 3
job seekers would avoid applying to a
company where there is a lack of diversity
among its workforce. This figure is even

https://www.glassdoor.com/employers/blog/diversity/
https://www.glassdoor.com/employers/blog/diversity/
https://www.glassdoor.com/blog/glassdoors-diversity-and-inclusion-workplace-survey/
https://www.glassdoor.com/blog/glassdoors-diversity-and-inclusion-workplace-survey/


among its workforce. This figure is even
higher among underrepresented groups.

The bottom line is this: providing a genuine
commitment to DEI through real action (i.e.
having a diverse workforce) will help attract
more candidates to your roles. This will result
in a wider talent pool, giving you a higher
chance of hiring the best people. It’s a win win.

Improved productivity

Often, the direct root of stronger profits is
enhanced employee performance. And (you
guessed it) diverse teams are proven to
perform better and be more productive.

Diverse teams are generally more innovative
and better at problem solving, which is
thought to be down to a range of diverse
perspectives and thoughts coming together.
If you have two groups, one made up of a
diverse range of people, and the other
including people of the exact same
demographic, the diverse group are naturally
more likely to be more innovative in their
approach - simply as a byproduct of different

approach - simply as a byproduct of different
perspectives combining for one goal.

Consistently relying on groups of similar people
to make decisions could result in stale
outcomes and a lack of innovation (i.e. not
something you’d want for your company, right?).

Stronger profits

A McKinsey report demonstrated that
companies in the top quartile for racial and
ethnic diversity are 35% more likely to have
financial returns above their industry’s
average. Harvard Business Review echoed
these findings, showing that more diverse
companies report 19% more revenue than
less diverse counterparts.

Findings like this clearly show that being more
DEI-focused in your hiring isn’t just the
ethically-right thing to do - it’s also good for
business. And, with profits and finances being
a key indicator of company performance in
the eyes of many professionals, this isn’t
something to brush over.

The bottom line

Diversity, equity and inclusion are certainly
more than just words on a page – the proof is
in the pudding.

So, if you’re just starting out on your DEI
journey and aren’t sure where to begin, our
DEI Hiring Toolkit is definitely a worthwhile
place to start.

A key aspect of this Toolkit goes beyond the
how-to’s of hiring. We’ve also included a
variety of personal stories from people with
experience in different areas of the DEI
space. From neurodiversity to ageism, we’ve
had the privilege of giving a platform to a
range of inspiring stories, each with their
own pieces of advice built on authentic
insight from those truly in the know.

Whether you’re keen to make your hiring
processes more inclusive, or expand your
own knowledge within the DEI space, our
Hiring Toolkit will have something for you.

https://www.forbes.com/sites/forbesinsights/2020/01/15/diversity-confirmed-to-boost-innovation-and-financial-results/?sh=52e4ea94c4a6
https://www.mckinsey.com/capabilities/people-and-organizational-performance/our-insights/why-diversity-matters
https://www.mckinsey.com/capabilities/people-and-organizational-performance/our-insights/why-diversity-matters
https://hbr.org/2018/01/how-and-where-diversity-drives-financial-performance
https://www.betterworldofwork.io/dei-intro
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Coming together is the beginning.
Keeping together is progress.
Working together is success.
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The Power of
Diversity
Diversity: Juliet Rice, head of client
services at Morson Group, London
on how they're helping UK Power
Networks achieve a more diverse
workforce.
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The utilities sector is notoriously challenging
for recruiters. While requiring a broad range
of skills, from leadership, through to highly-
skilled white collar engineering roles and
site-based personnel, the sector suffers
from an image problem. Maintaining utilities
networks may be vital, but it is not as
appealing as some industries, and rising
energy prices in the midst of the cost-of-

energy prices in the midst of the cost-of-
living crisis mean that candidates with the
right skills for utilities roles will often not
prioritise utilities companies as their
preferred choice of employer.

For Morson, therefore, supporting UK Power
Networks in developing an innovative and
sustainable people strategy is about much

sustainable people strategy is about much
more than transactional recruitment. As part
of a complex remit that aims to diversify the
electricity firm’s workforce and aid both
attraction and retention, Morson is not just
responsible for finding suitable candidates,
but also for helping the company to develop
and communicate an inclusive and
compelling employer brand. UK Power
Networks does not sell energy; it maintains
and repairs the infrastructure that connects
homes and businesses across London, East
and the South East of England with the grid.
It is a company with social purpose that aims
to deliver social value. Communicating to
candidates that a role with UK Power
Networks could enable them to make a
difference to their own communities by
helping people stay connected is integral to
attracting candidates and inspiring employer
brand advocacy.

Bringing Morson into the recruitment process
at such a strategic level was motivated by the
company’s long-term inclusion and diversity
goals, rather than short-term cost savings.



The company’s leadership is focused on
what failure to attract and retain the right
candidates could cost the business, rather
than the cost of filling each role. This is an
emphasis that is becoming increasingly
important to employers with a large team, as
they seek to reflect the values and priorities
of both their staff and their customers in
their recruitment practices.

UK Power Networks had already experienced
Morson’s robust approach to nurturing
equality, diversity & inclusion (ED&I) in
recruiting permanent members of the team
and this, coupled with a strategic approach
and flexible service offering prompted a
contract that involves the entire recruitment
remit. It has involved a strategic approach to
the Morson and UK Power Networks teams
working in close partnership, analysing both
the goals that need to be in place and the
challenges that need to be overcome in
order to achieve the right combination of
skills, ED&I and employee satisfaction.

Deep dive for four key groups

The strategy focuses on attracting
candidates from four key groups: women,
BAME individuals, neurodiverse people, and
people from deprived backgrounds. Across
these groups, there is a commitment to
creative thinking in terms of the candidate
pipeline, with Morson delivering career
changers and returners to the candidate pool,
along with effective early careers recruitment.

To enhance the potential for success in
finding the right person with the right skills
for every role, the Morson team has done a
deep dive into the candidate journey for
applicants for UK Power Networks roles,
analysing whether potential candidates are
being lost en route to job offer, and where
during the journey the drop-off is most likely
to happen. Every aspect of the journey must
be scrutinised; from the language being used
in job ads and the way the role is portrayed,
through to whether the ads are being seen



through to whether the ads are being seen
by the right type of candidates and achieving
pull through to application and attendance at
interview.

Importantly, this thorough analysis not only
considers candidate profiles, their responses
to job ads and their engagement throughout
the recruitment process, but also the ability
of hiring managers within UK Power

of hiring managers within UK Power
Networks to deliver the ED&I recruitment
strategy when selecting CVs and
interviewing candidates. Morson’s service as
a strategic recruitment partner includes
interview technique and diversity training,
CV anonymisation, applicant tracking and the
option of virtual interviews. The goal is a 360
approach to joining the dots at each stage of
the recruitment process by leveraging

the recruitment process by leveraging
collaboration. And collaboration begins by
working together on the brief for the role,
ensuring that the job description only lists
truly vital skills and attributes, thereby
enabling the net to be cast wider, with a
lateral thinking approach to finding the right
person, not just ticking the box against a list
of criteria.

Share on TwitterShare on LinkedIn

To enhance the potential for success in finding the right person with the
right skills for every role, the Morson team has done a deep dive into the
candidate journey for applicants for UK Power Networks roles, analysing
whether potential candidates are being lost en route to job offer, and
where during the journey the drop-off is most likely to happen.
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Against this strategic backdrop, it is clear
that there are individual challenges relating
to specific roles and candidate groups. For
example, one of the company’s goals is to
attract more women in leadership roles, but
there simply is not a pre-existing talent pool
of women with both utilities industry
experience and leadership credentials. The
recruitment process has to involve a level of
commitment from the employer and
creativity from the recruitment partner to
match women with the right leadership skills
with job roles where industry-specific
knowledge can be learned.

Communicating for good

Similarly with early career recruitment, in
order to attract young people to apply, there
has to be an investment in communicating
what roles are available and why they are
rewarding. The company is already working
with schools and colleges to aid candidate
attraction and Morson can support them in
that activity.

When it comes to attracting candidates from
deprived backgrounds, Morson has well-
established programmes that have been
proven to help generate applicants from hard
to reach groups and identify both skills and
personal attributes that can be useful. This
includes ex-armed forces candidates with
transferrable skills and ex-offenders.

While implementation of the strategy is still in
relatively early stages, the successes are
already beginning to show. In Fore Hamlet for
example, where the company has a customer
service centre for reporting outages and
providing support for storm-related breaks in
service, it can be difficult to recruit suitable
candidates. There are a number of other call
centres in the location and many of the jobs
available are temporary/seasonal, so there is
substantial competition for talent. With an
office in Norwich and a dedicated account
manager to focus on recruitment needs, UK
Power Networks has been able to fill all roles
at the call centre while improving its ED&I
recruitment profile at the office, setting a
standard for what can be achieved elsewhere.

It is likely that targets will change over time,
and part of Morson’s commitment is to
remain agile in the face of a new regulatory
period that is likely to alter the company’s
staffing and skilling needs. But clear goals, a
strategic focus and an emphasis on
collaboration are already providing a
framework from which UK Power Networks
can build on the company’s ED&I successes.
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Volatile and
Promising
Sector Watch: The Global Recruiter
invites recruitment company
Forsyth Barnes to provide an inside
into the FinTech Sector.
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The FinTech sector is volatile at the moment,
any recruiter working for the sector knows it.
But with the industry being more candidate-
driven than ever, it’s also promising.

We spoke with our FinTech team about the
current market climate and many spoke of
redundancies due to the market being valued
a lot less than in recent years. This, coupled
with the rise in EdTech, and changes within
the industry and the UK market as a whole,
mean that good talent is even harder to
come by. That’s great news for the recruiter.

“We’re experiencing a candidate-driven
market where salary is no longer at the
forefront of decision making when selecting
a new role. Candidates value strong EVPS,
work life balance promise, benefits and
flexible working opportunities more than
anything else,” said our Head of FinTech,
Karl Ramsaran, about current trends within
the space.

Employers adapt

Within the sector, where skillset is
particularly niche, even within this brief
hiring freeze, we are noticing more
employers are bending to this and adapting
to make themselves more attractive to talent
as they approach the final quarter of 2022.

This period of redundancies and hiring
freezes has been amplified by media
scaremongering around the cost of living
crisis and heightened by unexpected falls
from FinTech giants like Klarna and Bank
Leumi who were leading the market for
years. Investors have lost faith and are being
more cautious with their money due to living
in such a volatile market, despite the
investments soaring to over $118 billion
globally this time last year.

Candidate and client experience

As well as adapting to the candidate
experience, FinTech companies are adapting
to the client experience, and our recruiters
have had a lot of success pitching new talent

have had a lot of success pitching new talent
with this fact in mind. Simple, personalised
experiences are essential within the sector,
and it's the reason we continue to see the
increased adoption of FinTech applications
like Monzo and Starling, which offer that
simplicity over traditional banks. For that
reason, we've seen an influx of marketing
and product professionals within the sector
as they work to continue developing that
new market base.

We’re experiencing a candidate-
driven market where salary is no
longer at the forefront of decision
making when selecting a new role.
Candidates value strong EVPS,
work life balance promise,
benefits and flexible working
opportunities more than anything
else.

Karl Ramsaran, Head of FinTech
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Cryptocurrencies are also declining overall,
which, while bringing negative repercussions
for those who’ve invested in recent months,
we know that every drop in crypto assets
inadvertently becomes a catalyst for the next
spike as investors rush to buy assets while
costs are low. A recent announcement by our
new Prime Minister regarding the UK
welcoming digital assets once she enters
office will likely cause a ripple effect within
the industry. For these reasons, our teams are
discussing talent pooling and mapping with
their clients to prepare for the inevitable surge
in talent demand in the first half of 2023.

On the blocks

Blockchain technology is the most
prominent topic our recruiters have found to
discuss among clients and candidates
within the crypto world. Blockchain
developers and integration engineers are
the industry's most sought-after
professionals, and 2022 has been our two
most recruited roles. The rise in popularity is
primarily accredited to the increase of NFTs
and the Metaverse development. We at

and the Metaverse development. We at
Forsyth Barnes have been utilising the latter
as an alternative to Zoom meetings, which
has received a great response.

Specialists within data and sales teams are
what we, as a business, have seen the most
significant demand for. More than any other
year, our team has focussed on building data
teams due to the rise in cross-border

teams due to the rise in cross-border
payments, estimated to be valued at over
$250 trillion by 2027. This echoes the earlier
sentiment that while hiring freezes are being
adopted by some industries, the turbulence
within the sector is nothing new and will
continue to move quickly to keep up with
consumer expectations and demands.
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A perfect storm has gripped the tech
recruitment sector which has been brewing
up and simmering under since Brexit. I’m not
talking about the talent shortage or even the
so-called Great Resignation or ‘quiet quitting’,
both trends which have received enormous
chatter in 2022. I am talking about the rise
and rise of ‘counter offer culture’ which has
been created by our post Brexit talent
shortage, fanned by the flames of that
much-vaunted candidate-centric market and
driven by inflationary concerns and the cost
of living crisis.

It might seem a contradictory set of
circumstances to give rise to candidates
chancing their arm for a pay hike but, in the
last few weeks, I have seen or heard about
counter offers in the tech industry in the
thousands and up to as much as £40k for one
candidate! Employers are increasingly coming
in with wild counter offers to hold onto staff.

So what’s going on, how did this happen and
what are we doing about it? Let’s go back
before Brexit into the mists of time – the tech
industry in general – and certainly our
specialist sector of network engineering –

specialist sector of network engineering –
was always keen to attract and retain the
best talent. Any talent shortage in our sector
is not merely just a numbers game but also
because of the sheer specialities required as
tech develops at such a fast space.

Nevertheless, the shortage of UK talent was
countered pre-Brexit by several floods of EU
talent. When the Greek economy crashed,
for example, many tech workers came to the
UK – and not only were they good, but they
were willing to do the job for up to 25% less.
Workers from Portugal and Spain also came

Share on TwitterShare on LinkedIn

In the last 18 months to two years,
we have therefore seen the
industry relying heavily on
workers already here, so demand is
high and salaries have risen and
risen.

George Barnes, Co-founder, Hamilton Barnes
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Workers from Portugal and Spain also came
to the UK. Although tech salaries were still
high compared to many industries, this
regular influx of workers certainly had a
chilling effect by boosting competition. But,
post Brexit, we simply have not seen that
migration and, of course, that was
compounded by the lack of movement
during Covid-19.

In the last 18 months to two years, we have
therefore seen the industry relying heavily on
workers already here, so demand is high and
salaries have risen and risen.

Market at boiling point

People in our sector are on average being
paid 25k or more for the same job compared
to two years ago. In the last ten years, an
average salary for a CCI systems network
engineer (a typical job we might deal with)
has gone up from 54k to 100k. This year, we
haven’t placed one on less than 100K. The
market is literally at boiling point.

So I’m a recruiter and that’s obviously good
for me and good for other recruiters in similar
sectors. Yes, of course, but there’s a sting in
the tail – we are increasingly seeing a huge
jump in people going to market just to get a
pay rise and not via a new job but via their

pay rise and not via a new job but via their
current employer. Rapidly surging inflation
and fears about the cost of living may have
sent the great resignation into retreat but in
tech it certainly hasn’t meant that people are
counting their blessings and sitting tight in a
well-paid job.

Yes, job hunting has been driven by a genuine
concern about how bad the cost of living
crisis will get but it’s also definitely been
driven by an awareness of skills being in short
supply. There’s no two ways about it, we are
definitely seeing a surge in counter offers as
employers, desperate to keep talent, are
offering employees what it takes to do that.



As a recruiter, we obviously only want the
candidates that actually really want to leave.
You could do all the work in finding a highly
skilled candidate a new job and in the end
they get counter offered anyway. We need to
find out if they’ve come to market just
because their employer has turned them
down for a pay rise and they want to force
their hand to think again.

It’s a no brainer if we think that’s the case.
We have a chat, give them some advice and
send them back to their current employer. If
we smooth things over for them, we get a
certain amount of respect and then we
hopefully get them next time when they are
genuinely looking.

The counter offer is prevalent in tech in part
because tech is idiosyncratic in that people
have no problems going back to an employer.
I have seen people leave one employer, often
on quite bad terms, but then go back a few
years later without a problem.

By that token, candidates have no problem
looking for that counter offer and employers
won’t necessarily be offended being asked
for one!

The journey forward

This has to stop somewhere because it can
only be counter productive to the normal ebb
and flow of the recruitment cycle, triggering
other candidates to do the same and the
eventual ability of employers to pay these
vast amounts. Neither is it a good look when
millions of others are struggling. Of course,
we want genuine candidates looking for their
next role but we are not interested in people
who are moving solely because of a knee-
jerk reaction.

My advice to candidates who are only
moving because the current market
conditions have triggered them into wanting
a pay rise is that they should not need to
look externally but if they are worried about
pay, speak to their current employer.

Employers in tech want to hold on to their
talent and are open to conversations.

We need to all work together to calm this
down. We are in a privileged position in this
industry which is booming compared to
many other sectors and some of those funds
used on counter offers could instead be
used to nurture and bring much-needed new
talent into our sector and other tech sectors
and that would benefit us all.

Have you had to deal with counter
offers?

Post answer

Yes

No
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