
New year brings hybrid hiring 
to the digital transformation

2021 has arrived, and with it will come a 
further acceleration in what has already 
been quite a seismic shift in talent 
acquisition fuelled by Covid-19. 

While some organisations may take a 
step back from the digital push when 
circumstances allow, there is general 
consensus that hiring solutions such as 
digital assessments, video interviewing and 
online reference checking will endure 
beyond the passing of the health crisis. This 
is laying the groundwork for further 
advances that are already in the works. 

Set up in 2018, Glasgow-based Willo saw 
usage of its videoconferencing platform 
grow by at least 80 per cent per month in 
the wake of the first lockdown last spring. 
The product allows users to pose questions 
to which candidates provide a recorded 
video response, with those responses 
stored on a dashboard for easy reviewing 
and sharing. 

Euan Cameron, Willo’s founder and 
chief executive, says the platform generates 
up to a 40% saving on the time normally 
required to schedule and conduct 
interviews when compared to traditional 
face-to-face meetings. This, he claims, can 
knock nine days off the UK average of 28 
days usually required to fill a post. 

It also allows recruiters to hone their 
questions down to the most pertinent 
subjects and limit the length of recorded 
responses, making them easier to review 
later. For the candidates, there is the 
convenience of submitting their responses 
at a time and place that suits them. 

“Our busiest time is between 5pm and 
9pm, which is really interesting, because 
how many interviews traditionally happen 
between those hours? Rather than having 
to invent excuses to get away from their 
current employer during the working day, 
they can wait until they are in a 
comfortable and private place,” he says. 

With demand for video hiring solutions 
surging across the board, Mr Cameron says 
the next step will be to create a seamless 
process for remotely onboarding new 
recruits, providing access to payroll, 
employment documents, video orientation 
and similar information usually dealt with 

during the first few days in the office.  
“There is not a single system you would 

go through to find candidates, interview 
them and then onboard them,” he said. 
“That is a really exciting area for me, and 
one we will be working on to create a space 
where you can do all of that in a single 
ecosystem.” 

Though Willo has experimented with 
the use of artificial intelligence (AI), Mr 
Cameron said the firm is now focused on 
how technology can enhance the human 
aspects of the hiring process.  

While some fear that the use of AI for 
screening will make their company seem 
impersonal, others argue that used 
effectively, AI can eliminate repetitive, 
process-driven tasks and allow recruiters to 
focus on the human aspects of hiring. 

Steve Perry spent 25 years in various 

executive positions with Visa Europe until 
five years ago, when he became a full-time 
adviser and investor focused primarily on 
the FinTech sector. He holds non-executive 
positions within several start-up companies 
including Willo, where he is chairman and 
a minority investor. 

Recounting the thousands of hours he 
spent reviewing applications while running 
large teams at Visa, he sees a place for AI in 
the screening process through further 
evolution of “sentiment analytics” to 
ensure a social and cultural fit between 
organisation and candidate. 

“I am not talking about a complete shift 
to where machine learning has a 100% say 
on who the next appointment will be,” 
he said. 

“It is more about ensuring that the 
recruitment is correct, and that we are 

hiring the right people. In that way, it is 
about the time saved by not having to 
re-recruit.” 

It’s a concept sometimes known as 
“hybrid hiring”, a combination of virtual 
and in-person recruitment methods. The 
key is to marry the best of both worlds, 
according to Denise Kirkham of Midlands-
based Distinctive People, which specialises 
in executive recruitment in the not-for-
profit sector across the UK. 

“When you use the technology, you still 
find that there are a lot of touchpoints in 
the process where there are two people on 
either end of that technology who are 
building a relationship,” she said. “The 
important thing is to ensure those 
touchpoints are in there. 

“There is a place for both, and that 
human element is really important.” 
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Euan Cameron of Glasgow-based Willo believes remote onboarding will be the next step in video recruitment
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ACROSS the Taranata Group, we saw the 
start of 2021 as a return to some sort of 
normality and yet here we are straight into 
another full-scale lockdown. Hearing 
about the new strain of the virus in late 
December, most will have expected 
tougher restrictions, but for parents of 
school-aged children I know many had 
fingers tightly crossed it wouldn’t extend 
as far as the beginning of February – and 
possibly beyond – introducing what is now 
a pretty chunky period of home schooling.

But here we are.
From a work perspective, 2021 was to be 

the beginning of rebuilding our businesses, 
increasing our productivity, and getting 
some sense of “business as usual” back 
into our daily working lives. We’re now 
used to working from home, navigating 
our way around the tiered restrictions, and 
how to manage (and motivate) people 
remotely. However, many again find 
themselves having to factor in a Monday 
to Friday of being a business professional, 
full-time parent and a teacher, available 
and equipped to deliver a decent level of 
education to our children.

The good news? We’re definitely more 
prepared this time, both as parents and as 
employers, but what learnings can we take 
from 2020 to best support our working 
parent this time around? 

Flexibility has got to be at the heart of it 
all – for employers, parents and for our 
children. However, at the same time there 
is the need for routine. Now there’s a 
juxtaposition if ever I saw one! 

Add in the need to get our businesses off 
to a good start and we’re really setting 
ourselves a New Year’s challenge.

Many organisations may be able to offer 
parents full or part-time furlough to 
manage this period, but where businesses 
need staff firing on all cylinders, the 
minimum we can do is give people the 
flexibility to work around a new routine 
that includes home schooling.

So let’s avoid the 9am team meeting, 
encourage people to take a full hour for 
lunch and to squeeze in a daily walk with 
their kids, allow time to set up the 
afternoon’s schooling activities and be 
there to help our people prioritise the most 
important work tasks. As leaders we can 
help by being clear up-front that we 
understand the challenge, and that we’re 
totally fine with children being part of 
working life.  Flexibility might also mean 
that work will be done early in the 
morning or in the evening.

On the flip side, we need to caveat that 
people shouldn’t feel the need to be online 
24/7 to compensate. Above all, let our 
people know that we are there to genuinely 
help and support wherever we can.

Let’s rip up the inflexible 9-5 rulebook 
and instead be clear on what work 
“outcomes” are required, allowing our 
working parents to manage their own time 
to get the job done in a way that works for 
everyone – kids included.

Simone Lockhart is group commercial 
director of the Taranata Group.

Analysis
By s1jobs

THE UK headlines have been 
rife so far this new year with the 
names of “shamed” businesses 
large and small that, according 
to the Government, failed to 
pay their workers the minimum 
wage. National concerns such 
as Tesco and Pizza Hut down to 
local Scottish businesses 
including Rainbow Room 
beauty salons, the Cairngorm 
Hotel and St Johnstone Football 
Club appeared in the latest 
rogue’s gallery of those in what 

the Department for Business, 
Energy & Industrial Strategy 
(BEIS) described as “flagrant 
breach of employment law”. 

The investigation undertaken 
by HMRC covered the period 
between 2016 and 2018 and 
identified 139 UK businesses 
that failed to pay £6.7 million to 
more than 95,000 workers, 
including nearly £900,000 to 
more than 11,000 people in 
Scotland. The case against Pizza 
Hut, which short-changed nearly 
11,000 UK employees to the tune 
of £846,000, started with an 
investigation into an Edinburgh 
branch of the chain. 

The publication of the list at 
the end of December followed a 
two-year pause in the name-and-
shame scheme, which was 
suspended while reforms were 
carried out to ensure only the 
“worst offenders” are targeted. 
All the companies named have 
reimbursed their workers, and 
have been forced to pay financial 
penalties. 

Compensation for these 
people was in many cases long 
overdue, but at least eventually 
forthcoming. Not so for untold 
more working for employers who 
failed to meet the “worst 
offender” cut-off criteria. 

In many cases, employers are 
not intentionally underpaying 
their staff. There is a lot of 
confusion over what pay counts 
towards the National Minimum 
Wage, particularly when it 
comes to overtime. Errors can 
also arise when dealing with 
voluntary reductions, or when a 
birthday moves an employee up 
the ranks of the four minimum 
wage bands that apply to 
different age groups. 

Smaller firms with limited 
payroll resources could be 
forgiven for such mistakes. With 
more guidance and support from 
HMRC, some of these errors 

could be avoided.  But the most 
common cause of minimum 
wage breaches in this latest 
investigation by HMRC 
stemmed from low-paid 
employees being made to cover 
work costs such as paying for a 
uniform, training or parking 
fees, eating into their pay packet 
and pushing compensation 
below the legal minimum. 

As a matter of common sense, 
it ought to be obvious to any 
employer that staff should not 
foot the bill for things that are 
necessary to perform their job. 
Asking such is not only unfair, 
but also against the law. 

Working 
parents in 
renewed 
juggling act

No excuse to fall foul of the obvious on minimum pay
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