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FROM THE EDITOR

PREFACE

W
elcome to 
the May / 
June edition 
of the Onrec 
Magazine

At the recent Onrec Trade 
Conference we heard about responsive 
websites from James Wragg, one of 
the senior developers at Madgex. As 
designers and providers of job board 
platform software for many online 
recruitment sites around the world they 
lead the way in website design. If your 
site has  responsive design it will fit any 
device its viewed through resizing to fit 
any sized screen. Very clever and helpful 
for the jobseeker.

I have mentioned candidate care 
in the past and this editions employer 
branding article continues the discussion.  
As the UK economy continues to improve 
recruiting the right person for a job will 
become harder.
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Looking after candidates through 
their job seeking experience should 
become a priority if it isn’t already, 
because if you are not careful you 
might lose an applicable candidate 
just because of your technology and 
recruitment process.

What’s the easiest way to check 
your candidate experience?  You 
apply for a job with your company, 
see if you can find it from a 
Google search and go through the 
application process.

Did you find it easily, could you 
quickly apply, did the experiance 
make you feel wanted and 
respected?  I do hope so.

David Hurst, CEO, Onrec
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STEPSTONE ACQUIRES JOBSITE

NEWS
MORSON REVENUES INCREASE

Morson revenues 
increase
Morson Group (Morson) has announced 
positive growth, including adjusted pre-tax 
profits of £13.4 million – a 38% rise on its 
2012 figures – in its annual financial report

StepStone acquires Jobsite as DMGT 
exits digital recruitment market
DMG Media has agreed the disposal of its job board business, Jobsite, to 
StepStone, an Axel Springer business. 

StepStone continues its growth strategy 
by acquiring Jobsite, which operates 
in the UK. The purchase price is 
approximately EUR €110 million (£90 
million).

Based in Havant, Hampshire, the 
company runs the job board jobsite.co.uk 
along with brands including CityJobs.com 
and eMedCareers.com. Jobsite launched 
in 1995 and has 164 employees.

Mike Wall, CEO of Jobsite, said: “I am 
extremely excited by this move. Working 
with StepStone under the umbrella of 
Axel Springer Digital Classifieds is the 
perfect strategic fit. I firmly believe this will 
provide opportunities to accelerate our 
market growth, whilst providing substantial 
benefits for our customers, jobseekers 
and employees. I am looking forward 
to benefiting from the scale, focus and 
expertise that StepStone will provide."

The acquisition of Jobsite is in line 
with StepStone Group’s global strategy to 
advance in the job board business on a 
large scale.

Ralf Baumann, CEO of StepStone 
Group commented: “The acquisition 

of Jobsite is a valuable addition to our 
portfolio of leading job boards and 
another step on our growth path. In a very 
competitive market, it is good to have 
largely complementary job boards in our 
portfolio. Our market-leading technology 
and know-how combined with Jobsite's 
local expertise will provide additional 
growth potential for the entire group, and 
will help us create even more value for 
customers and candidates alike.”

Dr Andreas Wiele, President of 
Marketing and Classified Ad Models 
at Axel Springer SE said: “With this 
acquisition, Axel Springer Digital 
Classifieds extends its scope in the 
European classifieds market. With Jobsite 
we welcome another powerful partner in 
our classifieds team.”

Along with StepStone, Totaljobs, 
Saongroup and YOURCAREERGROUP, 
Jobsite will be a new unit in the StepStone 
group.

The completion of the transaction 
is conditional on clearance by the UK 
Competition and Markets Authority.

The global technical recruiter and 
engineering company also reported 
news of its American and Middle East 
expansion. The addition of Vital Human 
Resources, a recruitment and engineering 
company that became part of Morson 
Group following an acquisition in 
November 2013, is also reported.

Financial highlights for the Group are 
as follows:

Group revenues up by 17.7% to 653.5 
million (2012: £555.1 million)

Group net fee income (gross profit) 
up 18.0% to £49.3 million (2012: £41.8 
million)

Adjusted profit before tax up 37.7% to 
£13.4 million (2012: £9.7 million)

Profit before tax up 45.3% to £13.2 
million (2012: £9.1 million)

Morson’s Group Finance Director, 
Paul Gilmour, said: “The figures reported 
demonstrate how Morson has built 
significantly on the gains achieved 
towards the latter part of 2012, and are a 
pleasing set of results for the Group in a 
challenging market.”

Morson’s CEO, Ged Mason, stated: 
“I am delighted with the 2013 results, this 
reflects the hard work delivered by all my 
colleagues at Morson and the initiatives 
put in place for growth.  We look forward 
to continuing this trend.”

The Queen Elizabeth Class 
aircraft carrier programme is a key 
project featured in Morson’s report. 
The company has an onsite office at 
the Rosyth dockyard, having supplied 
engineers for many stages of the design 
and construction. On Friday 5th July 
the Queen visited the site for the official 
naming ceremony of HMS Queen 
Elizabeth.

For more information about Morson 
Group, please visit www.morson.com
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JOBSEEKERS STAND OUT

NEWS

In a survey of over 8,000 jobseekers, 
nearly four in five (79 per cent) think 
training courses are important to finding a 
job and would consider taking a course to 
improve their chances of securing a new 
role. Of these, 71 per cent think employers 
expect them to be more qualified than 
ever, while 68 per cent believe competition 
for job roles has intensified.

Furthermore, two-thirds (67 per cent) 
of those surveyed believe undertaking 
training courses is more important to 
career prospects now compared to five 
years ago.

Mike Fetters, graduate and public 
sector director at totaljobs.com, said: 
“Clearly, there is a huge appetite for further 
training amongst today’s jobseekers. Our 
research shows jobseekers are eager 
to stand out from the crowd in order to 
secure a job or progress further in their 
current role.

“There are many excellent courses 
available and training providers are 
increasingly offering evening classes and 
online courses so people can fit learning 
around their busy lives. Business and 
vocational courses are good options, 
but I’d encourage jobseekers to look into 
a range of courses. Even doing a class 
for leisure – creative arts classes and 
languages, for example – can help people 
learn new skills, build new networks and 
improve their confidence.”

According to the report, business skills 
are the most desirable, with half (49 per 
cent) of those surveyed stating they would 
be interested in taking a course to improve 
their expertise in areas such as IT, finance, 
HR or project management. This is closely 
followed by vocational skills, with a third 
(34 per cent) saying they would like to 
learn a trade. 

[1] Totaljobs.com, completed the 
survey of 8,276 jobseekers in March 2014

Jobseekers want extra 
training to stand out
In today’s difficult economic climate, 
jobseekers are keen to improve their 
employment prospects through further 
training, new research from totaljobs.com 
reveals

MONSTER ANNOUNCES NEW PRODUCTS

Monster announces commercial 
availability of new social recruiting 
and communications products
Monster today announced the launch of two new social recruiting 
services, TalentBin® by Monster and Monster® Twitter Cards, as well as a 
new communications platform called Monster Talent CRM

To mark the first major milestone 
in delivering on its new strategy 
first shared with investors on May 
14, Monster also revealed a newly 
refreshed brand identity, reflecting 
a renewed mission of connecting 
people and jobs everywhere.

Monster’s new strategy 
focuses on adding massive scale 
to its business, expanding its total 
addressable market, and significantly 
increasing and enhancing the value 
it provides to customers through a 
variety of new products, technologies 
and business models to successfully 
connect more people with more jobs.

“Monster fundamentally altered 
the way jobs and candidates connect, 
and today we are launching several 
new products that will give recruiters 
new ways to connect with the talent 
they are looking for now,” said Sal 
Iannuzzi, chairman, president and 
chief executive officer of Monster 
Worldwide. “These new products 
challenge the conventional notions 
of social recruiting—in particular 
how to find and reach that elusive 
demographic of truly passive 
candidates.”

TalentBin by Monster
By harnessing the vast amount of 
professionally relevant information 
people share across the social 
web, TalentBin by Monster surfaces 
potential job candidates by 
assembling profiles using current 
professional activities from relevant 
sites. By making sense of candidate 
social activity, and compiling those 
details into a rich professional profile, 
complete with contact information, 
recruiters now can find many 

previously undiscoverable candidates 
– including those not actively seeking 
a new job.

Already, TalentBin by Monster 
provides recruiters access to more 
than 100 million candidate profiles 
aggregated from social sources 
across the Web, in addition to 
Monster’s own proprietary database of 
25 million searchable resumes.

Monster Twitter Cards
Monster Twitter Cards moves beyond 
the limitations of a standard Tweet to 
boost an employer’s integrated social 
recruiting strategy by automatically 
tweeting jobs throughout the day 
to a company’s or recruiter’s Twitter 
feed. Monster Twitter Cards provides 
recruiters with a simple, turnkey way 
to more effectively message job 
openings, drive additional reach, 
engagement and interaction with 
individuals on the Twitter platform.

A Twitter Card is a branded 
extension of a Tweet that goes 
beyond 140 characters, featuring 
enhanced branding and expanded 
messaging. For jobs, this may include 
a media element and information 
such as employer name, job title, 
salary, location, job description and 
hashtags...

Read the full story here: 
http://www.onrec.com/news/
news-archive/monster-announces-
commercial-availability-of-new-
social-recruiting-and-communicati
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Indeed agrees to acquire MoBolt
One in Every Two Job Searches are Now on a Mobile Device

Pro Serve 
Recruitment have 
selected Microdec
Pro Serve Recruitment have selected 
Microdec Plc., a leading global supplier of 
comprehensive software and their flagship 
product Profile RPM to facilitate business 
development

Indeed, the world’s leading job site, 
today announced that it has agreed 
to acquire the business and assets of 
MoBolt, a leading provider of mobile 
job application technology.  In June 
2014 Indeed’s job search data showed 
that nearly 50% of all job seekers are 
looking for and applying to jobs through 
a mobile device. With this acquisition, 
Indeed will enable employers worldwide 
to take advantage of this shift and 
to accept job applications through a 
mobile device, without any infrastructure 
upgrades or IT integration.

“Mobile job search is not a thing 
of the future, it is a reality today. A 
majority of job seekers around the 
world find jobs on a mobile device, 
but only a fraction of employers allow 
them to apply right there and then. The 
best talent will not wait to apply later 
-- they will simply move on to another 
opportunity. MoBolt enables any 
employer to leap frog this road block 
and access every candidate,” said Chris 
Hyams, Senior Vice President, Product 
and International at Indeed.

MoBolt’s technology provides job 
seekers with a seamless apply process 
from any smartphone, tablet, or desktop 
browser. For employers, the solution 

requires no change to their current HR 
and applicant tracking systems and no 
IT involvement. MoBolt offers employers 
detailed visibility into their recruiting 
effectiveness, and ultimately reduces 
their cost per hire. Indeed’s pay for 
performance business model will be 
extended to the MoBolt solution, offering 
Indeed paid traffic for every dollar spent 
on mobile apply.

“Only 10% of Fortune 500 
companies have a mobile friendly 
application process. For those who 
do,  30% of candidates who intend to 
apply leave at the first step – user login.  
The end result is millions of wasted 
marketing dollars, unfilled jobs, and a 
poor job seeker experience. It is critical 
that companies  mobilize and simplify 
their existing job application process 
to gain a competitive advantage in 
the talent war,” said Kshitij “KJ” Jain, 
Founder and CEO of MoBolt.

The Indeed/MoBolt offering is 
available in over 50 countries globally.  
The completion of the acquisition is 
subject to customary conditions and 
is expected to close early July.  For 
more information, visit blog.indeed.
com/2014/06/24/mobolt.

Pro Serve Recruitment have selected 
Microdec Plc., a leading global supplier of 
comprehensive software and their flagship 
product Profile RPM to facilitate business 
development.

Founded at the start of 2014, but with 
over 10 years’ industry experience, Pro 
Serve Recruitment are a Rec2Rec specialist 
who match the industry’s most successful 
recruiters to the best roles out there.

Chosen by Pro Serve for their expertise, 
Microdec have been helping smaller, start-up 
and larger business alike for over 30 years 
from initial implementation to the continued 
support via a team of Technical Account 
Managers and HelpDesk.

James Hall, Director at Pro Serve said, 
“As a new start-up, we wanted to ensure 
we had the right system in place before we 
launched. We looked at a lot of systems, but 
felt Profile RPM was the best on the market. 
Profile gives far more freedom and flexibility, 
as well as being extremely user-friendly.”

To read the full Case Study please go 
to http://www.microdec-profile.com/clients-
case-studies/
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FUTURE TECHNOLOGY TERENDS IN ONLINE

[ BIG DEBATE QUESTION ]
Future technology trends in online

 Richard Nott,  
 CWJobs.co.uk 

“Digital technology has revolutionized 
the way jobseekers search for jobs, 
with mobile platforms and tablets 
at the forefront of industry, enabling 
commuters to search and apply online 
with great ease. . Online interview tools 
such as, Skype and Google hang-
outs are also becoming increasingly 
popular ways for recruiters to interview 
potential candidates because of their 
time efficient and cost effective ben-
efits. These interview techniques have 
also provided opportunities to recruit 
from a wider pool of talent and even 
greater opportunity for those candi-
dates who may be willing to relocate 
from overseas.”

 Richard George, 
 LinkedIn

"Mobile is the future of online recruitment, but it remains an 
untapped channel for many recruiters. With smartphone pen-
etration set to reach 75 percent of the UK population this year, 
professionals are increasingly turning to mobile for everything, 
including their careers. In today's fast-paced, always con-
nected world, using mobile to be the first to contact candi-
dates and stay in touch with clients can give recruiters a real 
competitive advantage. Mobile recruiting means going beyond 
optimising the careers page; it means a more responsive in-
teraction with candidates, identifying the best candidates first, 
and a better candidate experience."

 Jason Berkowitz,  
 Seven Step RPO

“We are seeing more predictive 
intelligence tools built into the 
recruitment process.  Rather 
than just tracking what has hap-
pened in the past (how many 
candidates have applied, how 
many have been screened, how 
many are interviewing with the 
manager), we are seeing tools 
which predict what is likely to 
happen in the future, based 
on data within the ATS.  For 
example, today, we can predict 
with a high degree of accuracy 
which jobs are likely to close 
within 30 days as early as five 
days into the hiring process.”

 Lee Biggins,  
 cv-library.co.uk

“Mobile phone and smart de-
vice use will continue to grow 
exponentially, and companies 
who don’t make their websites 
mobile-friendly will lose traction 
in the long run. Another chal-
lenge is keeping things simple 
whilst delivering a compre-
hensive experience that allows 
mobile users to access the 
features available to desktop 
users whilst on the move – 
CV editing, saved jobs and 
previous applications. Finally, 
it is important that recruiters 
respect privacy and user habits 
when trying to harness the lat-
est mobile technologies.”

 Liliya Apostolova,  
 Lumesse

Social will continue to be important 
in talent management initiatives 
but the focus will shift slightly to 
place more emphasis on social 
recruitment.  HR departments and 
recruiters will have already dabbled 
in engaging with potential candi-
dates via platforms such as Twitter 
and Facebook. However, this will 
become much more sophisticated. 
By working more closely with 
marketing departments and using 
data analysis, HR departments will 
get savvier at understanding their 
target recruitment demographics, 
which platforms to use for engage-
ment purposes and the best way 
to convert leads into candidates. 
Those who don’t will fall behind in 
attracting the right talent.  
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Niche jobs boards can be extremely successful in finding high-quality 
candidates with the specific skill set that employers are looking for as 

well as a wealth of experience in the field, explains Adam Butwilowski, 
Managing Director of Bubble Jobs . In Butwilowski’s opinion, niche jobs 
boards only ever advertise jobs from one particular industry so they will 
only attract relevant candidates, rather than the hoards of unsuitable 
CVs you might receive when advertising on a general board. He says 
that with niche job boards, it’s always a case of quality over quantity 
– you may get fewer applications, but they should be higher in quality 
and much more relevant than ones you’d receive through a generic 
board – which should save employers time, energy and money in the 
long run. 

“In terms of traffic, in general, niche boards tend to attract a lot less 
traffic than general boards – however, the traffic is much more relevant in 

terms of what employers are looking for in a niche industry” , comments 
Butwilowski. That said, Bubble had more than one million visitors to the site 

last year – and advertised more than 50,000 vacancies – which demonstrates 
niche sites like this still attract an impressive amount of traffic. 

Butwilowski believes that with niche job boards, you tend to get a lot more 
for your money than you would when using generic sites. “In general, niche 
boards will promote your job a lot more than generic sites which will, more 
often than not, simply leave your advert on their site until it expires. Niche sites 

also tend to be much more committed to making your job advert perform to 
the best of its ability – often offering advice on the title of your vacancy and the 

content of your advert – before you even post it.”
Niche job boards are also more likely to offer the option of social media 

promotion and sending your advert to various aggregators such as Indeed, 
according to Butwilowski - which means your advert will get much more 
visibility and promotion across the wider web. “Social media is a great tool 
for niche jobs boards to use as they can dedicate their strategy to targeting 

passive and active candidates in their industry, and ensure their clients’ 
adverts are put in front of the right people, rather than just putting the 

advert on their site and hoping for the best.”
Butwilowski declares that niche jobs boards are not only 

beneficial for the employer, but for the candidate as well. He 
says instead of sifting through hundreds, or even thousands, 

of irrelevant vacancies, they can go onto a niche board 
and access a list of vacancies suitable to them almost 
immediately. This kind of niche site also tends to include 
advice sections about job seeking in that particular industry so 
the candidate can take some advice from that before applying 
for roles.

Butwilowski predicts that these sort of niche sites are only 
going to grow – “ The digital generation have very little patience 
and will not spend hours trawling generalist jobs sites, so are 
more likely to opt for a niche jobs board every time. If niche 
sites can continue to offer a valuable service to employers and 
continue to create a community around their particular niche 

NICHE JOB BOARDS



that attracts both active and passive 
job seekers, I think they could overtake 
generic boards in terms of popularity in the 
not too distant future.”

Specialist Knowledge
For Rob Searle, the advantage of niche 
sites is all about the specialist knowledge 
they have about their subject. “Niche job 
boards have a unique understanding 
of their audience, meaning recruiters 
know high calibre candidates will view 
their vacancies, and consequentially, 
jobseekers trust the site to display 
the very best vacancies.” Searle is 
Commercial Director at CareerStructure.
com, a construction, engineering and built 
environment job board. Rob believes their 
specialist expertise and highly targeted 
impactful marketing campaigns genuinely 
engage candidates, with 250,000 unique 
users visiting the site in January alone. 
Employers recognise the value of this 
level of engagement, which is reflected 
by the 5,300 jobs currently live on 
CareerStructure.com.

Searle comments that their specialist 
position means both jobseekers and 
recruiters are assured that the site offers 
the best candidates and vacancies. They 
also have a specialist marketing team 
to target those jobseekers looking for 
work in the construction, engineering and 
built environment. Searle believes that 
this means matching the candidate to a 
job role within their field of experience is 
therefore a much more efficient and cost 
effective process for recruiters. 

The biggest development in recent 
years is the popularity of mobile, 
declares Searle. “For both recruiters 
and jobseekers, mobile provides a 
flexible platform that commuters are 
able to access on-the-go.” For example, 
CareerStructure’s mobile site now sees 
8,760 applications every month, and make 
up 10% of overall apps; monthly mobile 
traffic brings in 115,000 visits to the site.

Time saved with niche sites
At a niche site recruiting doctors, saving 

Niche job boards have a unique 
understanding of their audience, 
meaning recruiters know high 
calibre candidates will view their 
vacancies, and consequentially, 
jobseekers trust the site to display 
the very best vacancies. 
Rob Seale, CareerStructure.com

time is essential. Andrea Thornton, Head of Recruitment for Doctors.net.uk, an online 
network of doctors, said: “Niche and professional online recruitment services enable 
time pressed recruiters to engage directly with their target audience, saving them time 
and money. They enable ROI to be measured effectively by giving recruiters visibility 
of the size of the active target audience within their doctor profile, an understanding of 
who engaged with their advertisement and, ultimately, who applied.”

Furthermore, Thornton says from the doctor perspective, niche sites have made 
it easier for them to keep abreast of job vacancies within the NHS - and much further 
beyond - at the touch of a button.  For example, her site’s online jobs service sees 
thousands of doctors viewing opportunities that range from traditional NHS posts 
to becoming a medic with the MoD to opportunities in the pharmaceutical industry 
and with private healthcare providers.  Thornton continues: “We are in the process 
of making it even easier for recruiters and doctors to connect by building a new CV 
database, which will identify the types of roles that doctors are looking for and enable 
recruiters to source suitable candidates quickly. By encouraging doctors to keep their 
CVs updated we will be able to keep abreast of their career plans.” Thornton believes 
that if they are to continue to thrive, niche recruitment sites must maintain very strong 
relationships with their target audience. She feels it is also important for them to add 
value by offering additional career support services, such as help with writing CVs, 
interview techniques and training resources.

NICHE 
JOB BOARDS
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 If you suspect your software isn’t as effective as it could be, 
here are some reasons to justify upgrading or investing in 

new software. The benefits could be more wide ranging 
than you imagine…

We’ve already seen HR software evolve 
considerably in recent years, from a managed 
service to a cloud-based application explains 
Jonathan Richards, CEO and co-founder of online 
HR software provider breatheHR. Richards says 
that one of the main responsibilities of the HR 
department is to manage the vast mountains of 
paperwork and process generated though tasks 
like staff absence and personal development.  

However, Richards comments that because 
HR software now automates many HR 
admin tasks and employees can ‘self-
serve’ and access their own files and 
data,  the role of HR is changing, in the 
employee’s favour.  “At the moment, HR is 
in the middle representing the employer. 
But HR software gives employees 
much more control, making HR more 
transparent and less about process 
and more about people.  Liberated 
from admin and paper trails, HR should 
have greater freedom to work with 
employees on personal development and 
engagement tasks, which can only be 
good for business.” Richards also points 
out that the whole decision of whether 
to upgrade to the latest software or not 
is something that doesn’t exist with 

Software as a Service (SaaS) products, 
which reside in the Cloud and are continually 

modified and improved without the customer need 
to increase their investment.
 A key shift that we are seeing is a focus towards analytics 

and big data says Julie Windsor, Managing Director at Talentia 
Software UK . “Companies now have such vast quantities of data 
at their fingertips that it can be a struggle to extract meaningful 
information to inform business decisions.”  To assist with this 
issue, Talentia has developed an interactive dashboard that 
enables key information to be viewed with ease, allowing data 
to be uncovered in real-time on a global scale. They say they 
are seeing a greater need than ever before for departments to 
collaborate to achieve corporate goals and big data tools assist 
with this by breaking down departmental silos, in turn speeding 
up decision-making in order to enable firms to gain and maintain 
competitive advantage.

Julie Windsor cites key benefits of investing in new software 
as including process improvement, achieving increased 
efficiencies through automation, recruitment cost reductions and 

the ability to filter out applications at the outset using automation 
tools. She adds that technology continues to advance and 
improve and they are now also seeing the integration of ‘new’ 
mediums such as professional social networking sites into 
systems.”This is invaluable not only in terms of reducing data 
entry costs but also as these mediums enhance the scope for 
sourcing recruitment candidates.”

So why should customers invest in new software? 
Razor Suleman, Achievers Founder & Chief Evangelist cites 
several reasons to invest in Employee Referral software:

Cheaper: Traditional recruitment methods can cost upwards of 
$18,000 (advertising, translation costs, agency and search fees, 
possible travel, and screening time). Employee referrals usually 
cost less than $1,000.

Faster: Referred applicants are placed within 29 days. 
Applicants from job boards take 39 days, while applicants from 
career sites take 45. 

Reduced Turnover: Eighty percent of employees hired from job 
boards will be gone in two years.

But because employee referred candidates join your company 
with more realistic expectations and a built-in sponsor, they 
leave at much lower rates—an average of 45% retention after 
two years

Higher Quality Referrals: Referred employees are roughly 25% 
more profitable than their peers and have a 350% reduced 
chance of being fired

Recognizing employees through the referral process is what 
creates a larger pipeline of referrals. 

Razor Suleman agrees the future is about employees being 
able to use HR software, saying: “The talk continues to focus on 
mobile first, but really it’s about employees first.  HR software 
that truly has the employee in mind needs to be employee 
centric. Ensuring that your software is social, mobile, and 
accessible, offers ubiquitous access and is enjoyable to use 
is the priority. “Suleman also comments that HR software and 
systems capture more terabytes of data about employees than 
any other system in place at a company. “ Organizations need to 
learn how to first understand the basic data they have collected, 
then use that data to predict trends in the workplace and among 
employees.  For example, if you can track that employee X has 
referred 10 candidates and 8 have been selected and joined the 
company, employee X’s referrals should be taken into serious 
consideration when they come across HRs desk.”

New software can help with specific requirements, 

HR SOFTWARE
REASONS TO INVEST IN NEW
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Ensuring that your software is 
social, mobile, and accessible, 
offers ubiquitous access and is 
enjoyable to use is the priority. 
Razor Suleman, Achievers Founder & Chief Evangelist

for example Entelo Diversity uses a 
proprietary algorithm to find candidates 
whose social profiles indicate a high 
probability of meeting a specific gender 
or ethnicity as well as candidates who 
may have previous military experience. 
Currently, customers are able to filter 
based on the following groups, in 
the event one of them is currently 
underrepresented in a given candidate 
pool:

•	 Female
•	 African-American
•	 Asian-American
•	 Hispanic-American
•	 Military	Veteran

Entelo Diversity allows companies of 
all sizes to reap the benefits of building 
strong, diverse teams. They say numerous 
studies have shown that a more diverse 
workforce is more productive, more 
innovative, and contributes to increased 
market share, profitability, and lower 
employee turnover. It can help companies 
to find candidates from underrepresented 
groups in a fraction of the time and cost 
of more traditional diversity recruiting 
activities. 

Regarding the future, Entelo says 
within social data  there are strong 
indicators of when a top performer is 
about to “come to market,” or pursue 
their next career opportunity. They predict 
that with the amount of social data 
continuing to scale rapidly, it’ll be the job 
of tomorrow’s recruiter to figure out how to 
leverage big data and predictive analytics 
to find the right candidates when they 
aren’t yet actively looking.

10 Questions to Ask HCM Vendors 
Before Switching 

There has never been so much focus 
on Human Capital Management (HCM) 
solutions and in the past six months 
we’ve seen unprecedented demand from 
SME’s and larger global brands alike. 
As companies recognise the need to 
have robust, scalable, integrated HCM 
systems that reduce manual processing, 
reconciliation, rework and risk, many 
are considering switching from their old 
legacy systems in order to ensure HR 
stays up to date with the business growth 
model. 

But don’t rush in. Making changes to 
your HCM infrastructure requires careful 
planning and preparation. Here are 10 
questions to consider as you assess HCM 
solutions:

1. Is it time to move to the cloud? The cloud revolution has certainly come to 
HCM and many companies are seeing the benefits of moving from a traditional hosted, 
on-premise model to a cloud-based infrastructure. Do you need infrastructure that can 
scale to accommodate new users as you grow?

2. How secure is your provider’s cloud? Is it an enterprise-class cloud 
computing platform? How many subscribers use it daily?  Does it have the right security 
accreditations? 

3. Is it a fully integrated suite, built from the ground up? Does the suite include 
functionality for recruitment, performance management, self-service, benefits and 
analytics?  

4. Does the solution link to each of your payroll systems? Can it simultaneously 
extract and pass back information to each country specific payroll to help with HR 
processes such as salary planning and pension contribution? 

5. Does it feature tools for performance management? Performance management 
is vital to a business and helps you to gain an overall better understanding of your 
organisation’s collective talent by identifying crucial roles and key contributors.  

6. Will you have real-time visibility of your HR data? Does the system feature 
configurable dashboards to display analytics for a broad range of HR data? From 
sickness and leave patterns, objectives progression and completion, under and over 
achievers, and attrition rates. Can you access the data from a mobile device and from 
desktops outside your office? 

7. Is it a truly global solution? Does is feature local compliance sets, multiple 
currencies and languages? Are you able to pay people to different frequencies? Can it 
track historical currencies to enable you to compare year on year? 

8. Is it efficient? Will your new system completely remove the nuisance of 
rekeying, dual entry and reconciliation? Can you completely move away from using 
spreadsheets to store and pass data? 

9. Does it enable your team? Can employees update their own personal details 
as well as log holiday requests and sick leave? Can the system track training and 
development needs?  

10. How long will it take to implement and is it robust? Does you vendor have 
a proven record of time effective implementations? Do they undertake a business 
discovery exercise to understand your current HR processes and procedures whilst 
recommending best practice methods? 

If you can tick all the boxes you’re well on your way to implementing a performance-
driven, results oriented HCM system that will support your business as it grows. 





It’s not enough to have a great website if 
no-one knows about it. That’s where a whole 
new science of search engine marketing 
come in- with the right tactics anyone will 
find your website when searching for relevant 
words.

Daniel Nolan, managing director of the 
Eword, describes search engine marketing 
as the process of optimising and promoting 
your web presence so that it appears 
more prominently in search results. “It is 
important because increasingly, people use 
search engines as a research tool. Google 
is the most popular search engine, with 
the recruitment sector being a particularly 
busy vertical.” There are up to three million 
searches every month for the keyword ‘jobs’, 
which just goes to show how crowded the 
online recruitment industry is – and therefore, 
how important it is to rank highly in the right 
searches. 

Nolan continues: “There are two main 
types of search marketing: search engine 
optimisation (SEO), in which you optimise 
your website and produce shareable content 
with the aim of attracting inbound links and 
increasing traffic levels naturally, and pay per 
click (PPC), where you bid a certain amount 
of money, through a platform such as 
AdWords, to bring visitors to your website.”

Today, search is a valuable channel 
in the marketing mix says Nolan, not least 
because the ease with which results can 
be tracked means it is easier to assess 
the impact of work than it is with channels 
such as radio or print advertising. “In the 
current economic climate, the decreased 
risk of only paying ad costs when someone 
visits your website makes a channel like 
PPC very attractive. For the recruitment 
industry, search is especially important. A 
quick Google search of job-related keywords 
like ‘marketing jobs’, ‘office jobs’ or even 
‘job interview advice’ reveals the wealth of 
recruitment businesses optimising their web 
presence to appear in these search results.” 
In such a noisy space, Nolan advises that 
the key to standing out is innovation and 
differentiation. “It’s vital to understand the 
interests of your target market and find a 
way of communicating with them that stands 
out. Spam tactics, such as buying links or 
over-using keywords, should be avoided. 
Visual content – such as infographics, 

animations, photos and videos – will become 
increasingly useful in both organic and paid 
search marketing, meaning it should be a 
key part of your strategic thinking.”

Over the past couple of years, SEO has 
changed dramatically thanks to numerous 
Google algorithm updates which have 
well and truly shaken things up, says Amy 
Edwards, SEO Manager at Bubble Jobs. 
“The two biggest recent updates have 
targeted ‘thin’, low quality content (Panda) 
and spammy link building tactics (Penguin) 
– and it’s fair to say that since they’ve come 
been implemented, it’s become harder and 
harder to rank well organically on Google. 
The days of pointing lots of random links to 
your site, filling your site with any old random 
content and achieving top 10 rankings on 
Google and Co are long behind us.”

Instead, Amy Edwards says the focus 
right now (as she believes it really should 
have always been) is on creating high quality 
content and sites that provide a real value 
to the end user – these days cutting corners 
just won’t work. In fact, Edwards says 
trying to cheat the system just isn’t worth it. 
“Commit too many SEO crimes and you run 
the risk of receiving a manual penalty from 
Google which your site might never recover 
from. That said; over the last six months 
here at Bubble we’ve seen a massive 
influx of major brands looking for talented 
copywriters and digital content editors who 
can create high quality, interesting and useful 
content for their websites, i.e. content that 
visitors actually want to consume and share. 
And while we still carry a large number of 
SEO and SEM roles, we’ve seen that the 
focus of many of these has even shifted 
across to content production too.”

Looking to the future, Edwards thinks 
that Google, the other search engines and 
their algorithms are only going to become 
more extreme when it comes to assessing 
sites and where they should rank organically. 
“I think gaming the system is going to 
become almost impossible – which can only 
be a good thing as it should sort the wheat 
from the chaff and weed out any companies 
who aren’t willing (or able) to produce a site 
that visitors can get real value from and that 
can be marketed using the correct channels. 
With that in mind; alongside PPC Managers 
(who can help brand to reach their target 

audience on the search engines for a set 
fee), I think demand for talented copywriters, 
content editors and overall digital editors 
will only increase as more and more brands 
come to the inclusion that great SEO and 
ranking well on Google is about much more 
than just backlinks and correct title tags.”

In such a competitive market, SEO and 
PPC strategies are essential for recruitment 
brands that are looking to stay ahead of their 
competition believes Aleyx Perks, Head of 
Digital at JobFruit. Perks says both strategies 
are very effective and Recruitment brands 
should be implementing these to maximise 
their exposure. “The key to both of these 
strategies is to be targeted and specialist. If 
your website is ranked for specific keywords 
in your industry, you can prove your value to 
clients, gain vacancies and attract unique 
candidates.”  For example, Perks explains 
that if you are a construction recruitment 
agency in York and appear at the top of 
Google for Construction Jobs York, you will 
attract unique candidates who are searching 
for construction jobs in York, but clients 
will also see your value and give you more 
business.

“I would say that the current 
economic climate has affected SEO and 
PPC strategies. With many industries 
experiencing growth and many more jobs 
coming to market, recruitment companies 
need to think outside the box to attract 
unique candidates. It’s all about finding the 
right talent before their competitors and 
ensuring their website appears for relevant 
search terms will help you to achieve this.”

Jobfruit’s best advice would be to 
have a clear cut plan. Start by having an 
overall SEM plan and then break this down 
into specific SEO and PPC goals for each 
specific sector you recruit in. For best 
results, keep every campaign targeted to a 
specialist area, don’t try to cover all bases 
in one campaign. Perks comments:  “Our 
future prediction is already happening, but 
we believe content will continue to be the 
main driver in SEO and PPC, after all no one 
wants to visit a website with poor content. 
Recruitment brands need to be creating 
quality content which their audience want to 
read, not what they think will help them rank 
in Google!”

MAKING THE MOST OF THE WEB
SEARCH ENGINE MARKETING

SEARCH ENGINE
MARKETING
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FORUM THREAD



LAUNCHES#

1> eArcu launch the 
World’s first Responsive 
Design Recruitment 
Solution

Following on from the huge success of 
their responsive design for candidates, 
eArcu today announce another global 
first: Resourcing Managers and Hiring 
Managers can now work on their laptop, 
tablet or phone, right across the whole 
recruitment process.  eArcu clients can 
already let their candidates browse 
jobs, apply, take tests, book interviews 
and assessments, receive offers and 
complete their on-boarding on mobile 
devices. Now the development team at 
eArcu have brought this same leading 
edge architecture to the features used 
by recruiters and hiring managers. 
Managers can now draft vacancies and 
send them for approval on their phones, 
senior stakeholders can give approval, 
and Resourcing Managers can run 
the whole recruitment process on any 
device they choose. The beauty of the 
eArcu solution is that the approach has 
been implemented throughout the whole 
product.

www.earcu.com

2> OPP announces 
unique online platform 
to support hiring 
decisions

Leader in workplace psychology, OPP, 
has today launched Sirius – a unique 
competency-based online platform that 
allows companies to streamline and 
dramatically improve their selection 
process. The product helps recruiting 
managers identify candidates who are the 
best possible fit for the job, and ensures 
a fair and objective recruitment decision 
is made.

www.opp.com

LAUNCHES 
NEW SITES
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4> Barclays joins forces 
with Benefex
Following last year’s successful launch of 
Barclays Beyond Benefits, Barclays has 
today announced the details of its work 
with Benefex to deliver a Flexible Benefits 
solution and its ‘Money Works’ portal to 
businesses and their employees. The 
Flexible Benefits solution, which sits within 
the innovative Barclays Beyond Benefits 
online portal, supports the broader 
strategic consulting service which Barclays 
provides its clients. It enables employers 
to offer a greater choice of benefits, 
streamline administration and ultimately 
engage and retain talented employees.

www.benefex.co.uk

3> Morson and Concorde 
join forces for G-cloud 
framework

Global recruitment company, Morson 
International, and Concorde IT Group – 
one of the UK’s leading IT support and 
managed service specialists  – have 
formed a unique partnership to serve 
customers of the government-funded 
initiative, the G-cloud IV framework. The 
combined service offering of Concorde’s 
converged infrastructure and delivery 
of efficient and robust national cloud 
solutions, and the significant recruitment 
capability of Morson ensures that a 
flexible, comprehensive and effective 
service is accessible to all G-cloud 
consumers.

www.morson.com

1

Online exclusive
Visit onrec.com for the 
latest information on online
recruitment 
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Launched a new   
e-recruitment site  
or product?
Please let us know by  
emailing editor@onrec.com

3

2

5> jobs.ac.uk’s first Google+ Hangout 
for PhDs is a huge success

On Wednesday 22nd January, jobs.ac.uk, the leading global jobs 
board for academic, research and science careers, successfully 
hosted its first Google Hangout on Air, a live online Q&A event on 
the subject of 'How to secure a job after your PhD'. Over 1,700 
people registered for the online event which featured a panel 
of experts, selected by jobs.ac.uk, to discuss career options 
available after a PhD. The panel included Dr Chris Humphrey, 
founder of Jobs on Toast, Clare Jones, senior careers advisor from 
Nottingham University,  Dr Ioanna Iordanou, PhD development co-
coordinator from Warwick Business School and Dr Nadine Muller, 
a Lecturer from Liverpool John Moores University. It was chaired 
by Aimee Bateman, founder of Careercake.com, recognised 
employment expert who has also appeared as a careers advisor 
for the BBC.

www.jobs.ac.uk

6> "Search, Work, Earn"- The New Way 
to search for Partime Work

One of the unique features that ParTime Student prides itself 
on is its location based job searching. We know that it is key 
to be able to find work located conveniently for students, and 
ParTime Student has been designed from the ground up to 
make this as simple and intuitive as possible. Map based 
searching, and the ability for a student to use their address or 
postcode to find nearby vacancies, is centre stage on the site 
and, combined with our great search filtering options, means 
that we help students find the opportunities that are relevant to 
them like never before. From searching, through to applying, 
ParTime Student wants to make sure that students can find the 
jobs they need, and also ensure that those who are offering 
work opportunities get the exposure, and in turn, the applicants 
they require, to recruit for every location and job they post.

www.partimestudent.com

6
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Assuming candidates have found your website (for more 
information  on how to do this, please refer to article on SEO 
elsewhere in this issue!), then the next task is to engage them and 
encourage applications. This is where a really well thought out 
website design comes in.

As Naveen Narayanan, Global Head of Talent Acquisition at HCL 
Technologies explains, this is a very important source of candidates. “While social 
media interactions and job board enabled recruitment keep growing as channels to 
interact, the career section is a must have sourcing channel for high volume hiring. 

Companies hire a large chunk through this channel and should not be 
ignored.” This part of the site may require more time and 

attention than in the past, but our correspondents believe it 
is worthwhile. Naveen Narayanan points out that career 
sections can help to paint a picture of the company’s 

personality, values and position as an industry leader.  
“Candidates today desire to be engaged right away in the 

digital sphere. So, your recruitment section must be captivating from 
the first click if you hope to employ the best. Make the careers section absorbing by 

including plenty of information on your company’s culture, videos filmed around the 
office, quality photographs and employee testimonials. RSS feeds are also the in thing.”

Naveen Narayanan suggests that good design can help to attract passive 
candidates – with the boom in number of sourcing channels available like LinkedIn, 

Glassdoor, job aggregators and job boards. “Engaging features, such as live 
chat links are an ideal way to communicate with otherwise passive 

job seekers who are curious to know more. Another option is 
to add some colour and fun by ensuring that the careers 
section is presented through video interviews of line 
managers describing their ideal candidate in a way that is 
more appealing and informative than HR-produced text.” 
Narayanan  reminds us that it’s worth remembering that a lot 

of perspective employees will belong to the Gen Y, which means 
that these features will only make the application process more attractive. 

“It also makes the company look innovative and gives the applicant a feel for what their 
prospective employers are like.”

Narayanan comments that not having a common platform for jobs is the most 
common mistake that organisations make. If there is more than one route for 

candidates to apply for jobs it can confuse applicants. “A general rule of thumb 
is that if it takes more than one minute to apply, the application process 

is too long. While you should definitely have a system in place that 
swiftly processes all-important documents of the candidate, too many 
screening questions make the process arduous.” With personalisation 

in place via various identification methods such as social media, it’ll 
become easier to target passive job applicants using demandbase tools 

and social data, says Narayanan. This is going to be increasingly important 
due to a skills shortage. “According to PwC’s global CEO Study, 66% of CEOs say 

that the absence of necessary skills is their biggest talent challenge. 83% say they’re 
working to change their recruiting strategies to address that fact.”  Narayanan suggests 
that the recruitment process has now grown to a point in which it’s no longer about 
chasing candidates, but is instead about attracting the right talent. “With up to a third 
of candidate applications taking place on websites, it only makes sense to put some 
thought into how you design this platform.”

Invest in  sites optimised for mobiles
Many candidates are searching for jobs from a variety of devices comments Liliya 

Apostolova, Senior High-Tech Product Marketing Leader at Lumesse.  The typical 
candidate journey often starts when potential recruits search for jobs on their mobile 
devices, either in their spare time, or while travelling. In fact, Apostolova claims that 
according to a recent survey by Career Network, a recruitment website, 77% of job 
seekers are using mobile search apps, proving just how important the mobile platform 

has become as a component of the 
recruitment process. Therefore, recruiters 
and HR leaders need to ensure that their 
career website is optimised for the mobile 
platform to ensure maximum engagement. 
Apostolova recommends that this often 
this means fewer features rather than 
more, saying: “Clean and simple features 
that make it easy to search on mobile 
will ensure that people can find and read 
the job postings on their smart phones.” 
Additionally, candidates will often start the 
search and application process on their 
smart phone but complete it on a desktop. 
Therefore, features that enable this easily 
mean that they are more likely to return to 
the job opening to apply. 

Glassdoor Chief Technology Officer, 
Ryan Aylward believes that overall, 
employers are not investing enough in 
the careers section of their websites, 
and one of the biggest misstakes is that 
they are not offering a mobile optimized 
careers site. According to a recent 
Glassdoor mobile job search survey, 9 
in 10 (89%) job seekers plan to use their 
mobile devices as part of their job search 
process in the next 12 months, however, 
half (49%) of job seekers report that it is 
difficult to apply to jobs via their mobile 
device. Aylward believes this illustrates 
the disconnect between prospective 
candidates finding jobs and their ability 
to actually apply to them. “In essence, 
employers are missing out on top talent 
because they haven’t yet invested in a 
mobile optimized careers site. Employers 
who invest in this now will have the 
clear edge when it comes to winning 
the war for talent.” Aylward considers 
that a responsive careers site – one that 
provides a similar user experience across 
all platforms (desktop, mobile phone and 
tablet) is critical to attracting top talent 
these days.  In fact, he says that one in 
four (25%) job seekers report they would 
be deterred from applying to a job if the 
company’s careers site or job listings were 
not mobile-optimized. “This signifies to a 
job seeker that the company is behind the 
times, so it’s the employers’ responsibility 
to commit to providing a user-friendly 
mobile job search and apply experience.” 

Maybe it’s time you checked out  your 
company’s website from a candidate’s 
point of view-is it  behind the times?

HOW TO DESIGN YOUR
WEBSITE







Online only recruiters have a wealth of 
technology at their disposal, and can 
be secure in the knowledge that online 
recruitment is changing the way the whole 
recruitment industry works. It has the 
benefit of speed – every process is fast 
and efficient. Applicant tracking systems 
are essential for any recruitment company, 
providing high levels of automation and 
allowing recruiters to filter applications 
automatically based on given criteria 
(such as former employers, years of 
experience, skill levels, languages and 
more). Online recruitment systems can 
filter out the least desirable candidates, 
leaving the most suitable applicants 
without having to go through an 
unnecessary interview round.

Social media is being used to target 
a wider and more diverse talent pool, 
as well as to target specific candidates 
with very precise skill sets. It has been 
utilised by online recruiters, with 80 per 
cent of social media users preferring 

to connect with brands and companies 
through Facebook. What better place to 
start when looking for candidates than 
with ‘Facebook fans’ who are already 
potential advocates for their brand? This 
is why many see social media as the 
perfect place to advertise jobs and thus 
optimise recruitment.  Plus, organisations 
are now encouraging employees to serve 
as unofficial talent scouts by sharing the 
latest job offers through their own social 
networks. One in seven referrals via social 
media generates a potential candidate, 
compared to one in 100 general 
applicants.

Video interviewing is a new trend 
set to change the way online recruitment 
systems work. It’s a cost effective way of 
evaluating future talent, giving assessors 
a chance to review candidates’ interviews 
as and when they want, replay recordings, 
giving candidates the best opportunity to 
be heard.  

Recruiters need to move away from 

outdated tools like Excel in favour of new 
technology and social media. These new 
methods will help attract and identify 
top talent, allowing ‘key matches’ to be 
obtained during the screening process, 
leaving the most desirable candidates.

In this new era, heads of recruitment 
and hiring managers will have to focus on 
building relationships online with pools 
of talent, using both existing tools and 
social media to engage with potential 
talent. Companies wanting to get the most 
out of recruitment need to ‘think mobile’. 
Almost half of UK Internet users access 
the web from a mobile, according to the 
Office for National Statistics in 2013, with 
the most rapid growth among younger 
people, where 71% of Internet-connected 
16 to 24-year-olds used mobiles. The 
more mobile-optimised your recruitment 
process, the better placed you will be to 
access the best breadth of talent.

‘RECRUITERS ONLY ONLINE 
The new breed of online recruiters’ 
Charles Hipps is Chief Executive at WCN. He shares his views on online only recruiters and the way ahead:

ONLINE
RECRUITERS
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