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1.0 Executive summary

1.1 The Recruitment & Employment Confederation (REC) is the professional body for the UK's

recruitment industry, representing over 3,000 employment agencies and employment businesses.

1.2 Jobs transform lives. Every day our members are placing people into both permanent and

temporary jobs. On any given day, there are1.2 miltion agency workers on an assignment and since

the recession, UK recruitment businesses have hetped over 4 miltion people find a new permanent

job1. The UK's dynamic recruitment industry is a major reason why our labour market has

outperformed the vast majority of our international competitors over the last few years.

1.3 The UK currently has a record number of peopte in work and a fatting unemployment ratez.

However, we believe that quality is important as quantity, which is why we ensure a[[ our membêrs

abide by our Code of Professional Practice (see Appendix 2) and operate a strict comptiance

operation3. lt is also why we started the Good Recruitment Campaign which encourages good

recruitment practice amongst emptoyers, and now has over 220 signatories, who have signed the
Cood Recruitment Charter (Appendix 3) including brands such as Santander, Keltogs, and

Morrisonsa.

1.4 We welcome this review and believe it to be long overdue. The world of work is changing and the
law needs to keep pace. lt is criticaI that any recommendations ensure the continuation of the
UK's much envied flexible labour market, allowing people to work in the ways that suits them,
white atso ensuring they are protected, supported and empowered. This can be achieved through
a greater awareness of the rights that workers already have through education and

communication, ensuring that current regulations are fit for purpose, providing more support for
the self-employed, and through better training and reskilting opportunities for temporary workers.

We make the following recommendations to the review on those themes.

1.5 Key recommendations:

Rights and entitlements

1. The government should run a bespoke awareness raising campaign on employment rights
for a[[ non-permanent workers. We would welcome our factsheet to be used as part of an

agency worker campaign, and as a potential model for other categories of worker.

Z. The government should consider providing more support to the setf-emptoyed and gig

workers especia[[y in retation to maternity/paternity support, pensions and mortgages.

3. Jobcentres shoutd be considered as a venue to get free tax and mortgage advice for those
working on an¡rthing other than a futl-time permanent job.

Compliance and enforcement

4. There should be a fu[[ funding review of the Emptoyment Agencies Standards lnspectorate
to ensure it is sufficiently resourced for the modern labour market.

I Recruitment & Employment Confederation (REC). Recruitment Industrv Trends Survev 2014/15
2 Office for National Statistics (ONS). Statistical Bulletin: UK Labour Market: April 2017
3 See https://www.rec.uk.com/membershin/compliance
a See https://www.rec.uk.com/good-recruitment-campaien
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5. The government should recognise the vatue of self-regulation and work more closely with
professionaI bodies to tackle non-compliance.

6. The Conduct of Emptoyment Agencies and Employment Businesses Regulations 2003
should be updated to cover umbrella companies and relevant digitat work platforms.

7. Joint guidance from HMRC and BEIS should be issued on umbretla companies to explain
what is expected of them Ín terms of compliance and enforcement, as we[[ as clarifying
who is the employer in different scenarios

8. HMRC should increase their enforcement activity around new umbrella models which are
found to be non-comptiant.

9. The review shoutd hightight examples of best practice by emptoyers who effectively
manage their labour suppty chain. The REC can support this through examples from out
Good Recru¡tment Campaign.

10. End-ctients should have greater oversight of the whole supply chain by reporting on how
they have ensured good practice similar to the Modern Day Slavery Act reporting
requirements.

Skills and progression

11. The concept of work experience while still in educatíon should be re-examined to ensure it
is suitabte for today's [abour market and the needs of businesses.

'12. Careers advice should be afforded a guaranteed slot in the school curricutum along with
resources to deliver this effectivety. 

.

13. The government should create clear progression routes to hetp workers know how best to
progress in their career.

14. The government shoutd recognise the positive role employment agencies and businesses
provide in career progression and work co[[aboratively with the sector to ensure a greater
level of progression and removal of barriers to progression for agency workers.

i5. Apprenticeship Levy payments made by employment businesses should be used to create a

specific fund to support the training of agency workers.

16. The regulation restricting the use of exclusivity clauses for agency workers in the Conduct
of Employment Agencies and Employment Businesses Regulation 2003 shoutd be reviewed.
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2 lntroduction: the structure of the labour market - what are modern employment
practices?

2.1 The vast majority of the UK working population are in fu[[-time permanent jobs. The percentage

of permanent employees was 79 per cent in 2016, which is atmost exactly the same proportion

as ten years previously in 1996s.

2.2 However, more and more peopte are choosing to work flexibty. REC research6 has found that
more than one in three peopte (36 per cent) in Creat Britain have worked on a temporary basis at
some point in their working tife and 28 per cent of people have used an agency to get work as a

temporary agency worker, contractor or freetancer. The notion of a 'job for life' and a '9-5'
workday are starting to be challenged and flexible work is gaining ground.

2.3 Rise in setf-employment

2.3.1 The greatest rise in non-traditional forms of work over the last 20 years has been in self-

emptoyment. According to the Resotution FoundationT self-employment has accounted for
45 per cent of all employment growth since 2008.

2.4 Growth in the Gig Economy

2.4.1 ln our resear ch The Gig Economy: the uberisatíon of work (2016)s we demonstrated how

digitat platforms are accelerating this trend towards flexible, project-based employment and

this is set to continue. We found that white just 6 per cent of British businesses curiently
recruit using digital work platforms, 29 per cent say it is tikety that digitalwork platforms wi[[
become more important to their businesses in the next five years. The RSA betieve there to
be 1.1 mittion peopte working in Britain's gig economyt. This is almost equivalent to the
current number of agency workers in the UK, which we estimate at 1.2 mitlionlo.

2.5 Temporary agency workers

2.5.1 Whereas the number of setf-emptoyed and gig workers has increased exponentiatly, the
number of agency workers has remained mostly static only with a slight reduction in the
recession (see figure 1).

5 CIPD. To Gig or Not to Gie Stories from the Modern Economy. 2017
6 REC. Flex Appeal. 2014
7 Resolution Foundation. A toush eie? The Nature of self-employment in the 2l't Century Britain ând poli.cy

implication. 2017
8 REC. The Gie Economy: the uberisation of work. 2016
e RSA. Good Gigs: A faiier future for the UK's gig economy. 2017
r0 REC. Recruitment Industry Trends Survey 2014/15
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Figure 1 -The Average Daìly Volume of Agency Workers from 2005i06 - 2014/1511

2.6 Why do businesses use âgency workers?

2.6.1 The positive benefits of temporary agency work to ïhe hbour market, and to U K ptc, are

clear and widety acknowledged. They include:

a

a

a

a

a

a

a

2.6.2

managing fluctuations in demand;

covering leave or absences;

responding to growth;

attowing employers to trial a candidate;

reducing the cost of a hire;

managing uncertainty;

and increasingty, to ptug skitts and [abour shortages.

The REC & ComRes' monthly survey of employers, Jobs Outlook, asks what importance
temporary agency workers play in their organisation (figure 2)

5

HC Deb. 14 April2016. cW
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Figure 2- the relat¡ve importance of agency workers to businesses for different reasonstz

2.6.3 ln Aprit 2017:

. two thirds (68 per cent) of employers stated agency workers help them to meet peaks in

demand
¡ six in ten (59 per cent) stated agency workers are used for covering staff leave and absences
o just under. half (+8 per cent) said agency workers provide short-term access to key strategic

ski lls13.

2.6.4 When this is compared with the closest comparable data a year previously in June 2016,
more employers used agency staff to manage peaks in demand (71 per cent), more (67 per
cent) used staff to cover leave and absences and more (53 per cent) used agency staff to
provide short term access to key strategic skitts. Furthermore, whereas last year 52 per cent
of emptoyers reported using agency staff to reduce costs, this has now reduced to 46 per
cent, and previously, 46 per cent had used agency staff to respond to growth, but 54 per
cent are now doing sola.

2.7 Why people work on a temporary basis

2.7.1 The positive and empowering reasons that individua[s choose to work in this way are often
overlooked. Our research FIex Appeal (2014)ts found that the reasons why peopte choose to
work on a temporary basis are varied. ln a survey of over 4,000 British adults, we found the
most common reasens are: to look after children / other famity responsibilities, to pursue
other ¡nterests, to find work and earn money as quickty as possible, to gain experience in a
new area of work, to scale-back work obtigations when approaching ret¡rement, and to

12 Taken from REC/ComRes JobsOutlook. April 2017
13 REC/ComRes. Jobs Outlook. April 2017
14 REC/ComRes. Jobs O
15 REC. Flex Appeal. 2014
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supptement regular income. Temporary work also a[[ows those who cannot find permanent
work to stillwork, and to gain valuable work experience as a pathway to permanent
employment.

2.7.2 The REC recently worked with the National lnstitute of Economic and SociaI Research
(NIESR) on the motivat¡ons of agency workers in the public sector (specificatty suppty
teachers and agency nurses). The research found that none of the workers they interviewed
said they lacked the option of permanent employment and many decided to work this way in
a desire for ftexibility and a greater work-life balancet6. Even if offered the opportunity to
work in a full-time capacity, the public sector workers interviewed by NIESR said they would
not be interested in taking the job.

2.7.3 While some commentators have said that agency workers take a pay penatty, our data
shows that only 14 per cent of UK employers say that their temporary agency workers earn
less than they woutd if they were permanent whereas six in ten UK employers (61 per cent)
say that their temporary agency workers earn the same pay rates they would do if they were
permanent and one in five (19 per cent) say they actually earn more than they woutd if they
were permanent. This is even higher in London and the public sector, where 34 per cent of
employers say that agency workers earn more by working through an agencytt.
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Figure 3 - pie chart showing data from employers on pay of agency workers compared with
permanent workers'8

2-7.4 The government should not limit people's ability to work in different ways, but ensure they
are making an informed choice. This review shoutd find a way to ensure that temporary
workers are supported, motivated and wel[ trained, which wit[ benefit not only the
individuals but also employers and the wider economy through greater productivity levels.
We make recommendations in this report which aim to hetp achieve this.

16 NIESR. Use of Agency rüy'orkers in the Public Sector. Report to the Office of Mannower Economics (OME).
2017
17 REC/ComRes. Jobs O
18 REC/ComRes. Jobs Outlook. April 2017
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3 Rights and entitlements - what exists now and what needs to change?

3.1 Protections afforded to agency workers

3.1.1 Agency workers do not have a specific employment status. The term "agency worker"
references an individual who is supplied to work under the supervision and direction of
another party. Often agency workers are erroneousty referred to as having minimal rights
and entitlements, however, the reverse ¡s true.

3.1.2 The rights of an agency worker are determined by their employment status, which in turn is

dependent upon the contract in which they are engaged. An agency worker engaged under a

'worker' contract (most commonly a contract of services) will have a[[the same rights as

other workers. Additionally, regardless of their contract (e.g. a contract of employment or a

contract of services), and by virtue of the fact that they are supplied to work through an

intermediary, they are protected by certain legislation and therefore have additionaI rights
and entitlements. On top of the entittement they have through their employment status,
agency workers are also protected by the fotlowing legistation:

a) Employment Agencies Act 1973 and the Conduct of Employment Agencies and
Employment Businesses Regulations 2003 (the Conduct Regulations)

These regulations ensure that agency workers are entitled to:

¡ a written document setting out the terms and conditions before services are provided

. confirmation of their employment status

o freedom to work elsewhere

the right to be paid without deduction

¡ the right not to be charged fees to find work, or anything that can construed as a work-finding
fee (We provide more detaiton what this means in practice in the REC/HMRC Living Wage

Cuidele).

b) Agency Workers Regutations 2010

The Agency Workers Regulations 2010 guarantee agency workers:

From Day 1

o The same access to facilities such as staff canteens, childcare facilities and transport services, as

comparable to permanent employees

. The right to be informed of any job vacancies available.

After a 12 week quatifying period:

¡ EquE[ pay as a permanent employee doing the same job.

. Equal treatment as permanent employees with regards to rest breaks, hotiday entitlement and

working time.

I

t9 https://www.rec.uk.com/ data/assets/pdlfile/0009/356742lNational-Livine-Waee-Guide.pdf



. Time off for ante-natal appointments.

ç) The Gangmasters (Licensing) Act 2004 $or agencies operating in the agriculture,
horticutture, and shetlfish sectors)

The Gangmasters (Licensing) Act 2004 estabtished the Cangmasters Licensing Authority (GLA)
which was set up to operate a licensing scheme for labour providers and employment businesses
operating in the agriculture, horticulture and shellfish sectors. lt requires a[[who suppty [abour to
these sectors to possess a license. lt is an offence to act as an unticensed gangmaster or for a
business to use an unticensed gangmaster. The CLA operate stringent licensing standards. These
cover areas such as terms and conditions, health and safety, working hours, training, national
minimum wage rates, transport, accommodation, and the sub-contracting and use of other labour
providers.

3.1.3 Tax status of agency workers

3.1.3.1 Agency workers atso have a specific tax status as 'employed earners'which means that for
the purposes of certain statutory payments they are treated as employees, even if they do
not work under a contract of employment. This tax status ensures that agency workers are
entitted to the foltowing:

o statutou sick Pay

o Statutory Maternity/Paternity/Adoption Pay

¡ Statutory Shared Parental Leave.

3.1.3.2 Any ca[[s for a change to tax status categories should be carefully considered so that they do
not lead to a lessening of the rights already afforded to some workers. lnstead, the focus
should be on better communications of the rights already available.

3.2 Agency workers need to be better informed of their rights

3.2.1 Civen the regulations listed above, it is ctear that agency workers are welt protected under
current legislation in comparison to workers who do not work through an intermediary. They
are especially we[[ protected in comparison to the growing number of self-employed and gig
workers, who have very few entitlements. Agency work altows for individuals to work ftexibty
while also entitling them to certain benefits, such as written terms and conditions, hotiday
pay and maternity pay. lt is therefore unfair to group agency work in the same category as

the wider gig economy.

3.2.2 Whilst agency workers have many rights and entitlements, this is often not appreciated by
the general pubtic, journatists, job centre officials, employers, and even amongst agency
workers themselves. We believe this is partly due to the fact that there are a number of
different pieces of legislation that determine agency worker rights and it can be a complex
area to navigate. lt could also be because agency workers do not have their own emptoyment
status.

Furthermore, when an agency worker feels they have been mistreated they may not always
know where to turn - often not knowing about ACAS or the Employment Agencies Standards
lnspectorate (EAS). ln order to provide a practicalsolutíon to this probtem, the REC have
recently produce a factsheet entitled 'Agency Workers: Know Your Rþhts' (Appendix 1).

9
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3-2.4 This brings together altthe relevant legislation and, in plain Engtish, explains the rights of
agency workers. This atso inctudes information on who to contact if the worker believes they
are not receiving their entittements, directing workers to the REC (for complaints against our
members), ACAS and EAS hetptines. We hope this factsheet willgo some way in increasing

awareness of agency worker rights and we have invited a[[ our members (representing over
80 per cent of the recruitment industry by value) to promote this factsheet to the¡r workers.

3.2.5 But our reach only extends so far. The government should also update their guidance on

agency workers to ensure ìt is as clear and understandable as possibte. This should also be

more widely publicised, atong with the contact number for the EAS.

3.2.6 Recommendation 1: The government should run a bespoke awareness raising campaign
on employment rights for a[] non-permanent workers. We would welcome our
factshee! to be used as part of an agency worker campaign, and as a potential model
for other categories of worker.

3.3 More support needed for the self-employed

3.3.1 There are almost 5 mi[[ion self-emptoyed individuals who have littte to no employment
protections, unlike agency workers, whose rights are listed in the factsheet in Appendix 1.

Therefore, we very much agree with the sentiment of the Dean Review (2016) that
'\Government should consider extending support to the self-employed in areas where there is

discrepancy between support for the self-employed and support for employees"'o .

3.3.2 We looked into how more support can be provided for the self-employed and those working
in the Cig Economy in our reports Flex Appeal:.Why Freelancers, Contractors and agency

workers choose to workthis way (2014) and Recruitment and Employment Confederation and

The Gig Economy: the uberisation of work (2016) and urge the r:eview to consider the
recommendations of these reports.

3.3.3 Recommendation 2: The government should consider providing more support to the
self-employed and gig workers especia[[y in relation to matern¡ty/paternity support,
pensions and mortgages.

3.3.4 Recommendation 3: Jobcentres should be considered as a venue to get free tax and
mortgage advice for those working on anything other than a futl-time permanent job

20 Self-Emoloyment Review. An independerit report by Julie Dean OBE. February 2016
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4 Compliance and enforcement - where should we focus?

4.1 Licensíng - a failed experiment?

4.1.'l When Lord Henley, the then Minister for Employment, presented the Deregutation and
Contracting Out Act (1994) to the House of Lords, commenting on the licensing mechanism
for emptoyment agencies and businesses at the time he said that:

"a licensing system which does not itself protect agency users can no longer be justified"zl

4.1.2 The licensing system introduced in the Employment Agències Act 1973 was found to not be

serving its original purpose but was instead creating an unnecessary burden and cost on the
"vast majority of wonhy, reputable and honest agencies'Àz. Lord Henley then went on to
hightight this through the previous year's statistics: in 1993, there were 4,513 licence
applications, with 301 representations made against these and out of these, not a single
representation resulted in a refusa[z3. The government acknowledged at the time that the
majority of serious breaches of [aw, which were relatively few and far between, were
committed by licensed agencies and that licensing itsetf did not guarantee future good
behaviour2a. Thus, licensing added a cost to government without generating a return on
investment.

4.2 The current regulatory environment

4.2.1 Since the abolition of licensing, the regulation of recruitment agencies has been undertaken
by the Employment Agencies Standard lnspectorate (EAS) which enforces the Employment
Agencies Act 1973 and the Conduct Regulations 2003. We futty support the work of the EAS

and believe the current compliance mechanism works we[[. However, we have been
concerned for a number of years that there has been insufficient resource avaitabte to the
inspectorate and that this must be reviewed if the regutations are expanded in the way we,
and others, recommend. There are increasing numbers of peopte working through diffeient
types of employment intermediaries, such as digita[ apps and umbrellas, and in large part,
these organisations are often working in just the same way as a traditional employment
business - it is simpty their approach (using online rather than face to face) which differs and
as technology continues to advance and we a[[ become digitat natives, this is set to increase
further. This would require further resource and investment. However, a recent
parliamentary question has hightighted that the budget for the EAS in 2016-17 was just
f500,0002s and tabte 1 shows a trend of dectining funding over the last I years.

2r HL Deb 04 July 1991 vol 556 cc1085
22 HL Deb 04 July 1991 vol 556 ccl085
23 HL Deb 04 July 1994 vol 556 cc1087
24 HL Deb 04 July 1994 vol 556 ccl084
25 HC Deb. 24 April2017. cw
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Year Spend26

2009-2010 81,072,608
2010-2011 f 932,000
2011-2012 t697,631x
2012-2013 8551,461
2013-2014 r.ß2,023
2014-2015 N/A
2015-2016 f500,000
2016-2017 És00,000

Table 1:The spend of EAS from 2009-2017
+rhe Pay and work Rights hetprine took *.|" *.lli:l:ilolä::Í 

lr*i.Li!:nd 
therefore reduced the need for the same staffing

4.2.2 The government should [ook to providing more resource to EAS, and these resources shoutd

be focused on ¡ncreasing their enforcement activity on a[[ employment intermediaries, and

improving the public's awareness of the role of the lnspectorate and how to make a

complaint. There is already a very experienced and effective team ready to ¡nvestigate

comptaints made, and therefore we seq no reason not to promote the lnspectorate more

widely, which we believe the lnspectorate themselves woutd welcome.

4.2.3 We have welcomed the creation of the Director of Labour Market Enforcement and have fed
into his initiaI intetligence report which is soon to be published. We also welcome the
extension of the Cangmasters Licensing Authority to become the Gangmasters and Labour

Abuse Authority (CLAA) and have worked closely with them to promote awareness of their
transition to our members. For instance in Apri[, we hosted a webinar where our CEO, Kevin

Creen, interviewed Pau[ Broadbent, CEO of the CLA - around 130 tuned into the live

broadcast and we have since disseminated the recording to a wider audience. We were
pleased to hear that f2 million of additional funding has now been awarded to the CLAAZT

and hope these funds witt be atlocated effectivety to tackte labour exploitation through high
quality intel[igence, plus a greater number of co-ord,inated investigations and enforcement
activity.

4.2.4 Recommendation 4: There should be a ful[ funding review of the Employment Agencies
Standards lnspectorate to ensure it is sufficiently resourced for the modern labour
market.

4.3 The positive role of self-regulation

4.3.1 Since the end of [icensing in the recruitment sector, the REC has grown to represent 82 per

cent of the industry by turnover and acts effectively as a self-regulatory body for the
industry through the REC's compliance regime. The REC has a stringent Code of Professional

Conduct (Appendix 2)which goes above and beyond the tegat requirements put in place by
government. Every member also has to pass a compliance test which tests their knowledge

HC Debr 26 January 2016. cW
http://www.sla.eov.uVmedia/2868/gla-52-10-ceo-ieport-januarv-20l7.pdf27
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of employment and tax legislation upon joining the REC and then retake an updated test
every two years. lf a member fails to pass this test, they are removed from membership. Last

year we removed 78 members who failed the test. Further to this, any individual can make a

complaint against an REC member. lf it is found that a member has contravened our code, a

complaint can be escalated to our Professional Standards Committee, on which
representatives of both the CBI and TUC sit (to represent the business and worker voice
respectively), and the committee can decide to expelthe member. We have expelled two
members in the last year. Being expelled from the REC is very serious, as it can lead to a
damaged reputation and therefore a loss in business. Upon receipt of any complaint, we also

advise the indivídual that they can make their own representations to EAS and we pass on
retevant complaints to EAS where appropriate.

4.3.2 As more sophisticated suppty chains develop and the use of ontine apps becomes the norm,
we are currently reviewing our compliance standards to ensure that they are fit for the
modern labour market. We can provide the review team with more information on this, and

are keen to support the next government as they take forward the recommendations from
the Taytor Review.

4.3-3 Recommendation 5: The government should recognise the value of self-regulation and
work more closely with professional bodies to tackte non-compliance.

4.4 Compliance structures should reflect modern working practices

4.4.1 Current regulation of the labour market needs to be looked at as a whote. A[[ providers of
labour, whether umbrella companies or digital platforms, should be regulated in the.same
way as any other service supptying workers.

4.4.2 There is no statutory definition of an umbrella company. lt is often used to describe a variety
of different business models. lt is commohly understood to be a limited company which síts

as an intermediary in a labour suppty chain and pays the worker but does not source any
work.

4.4.3 The REC accepts the economic case for umbre[[a companies, as a payrotl mechanism for
flexibte workers, however, we have frequently raised concerns about a number of practices

often associated with such structures - for instance, we first raised concerns about travel and

subsistence schemes in 2011 and it took until 2016 for the government to act.28 Despite
piecemeal regulation and advice on different structures in the suppty chain, there are now a

number of alternative schemes being promoted and marketed to recruitment agencies which
we believe are inappropriate, although tegat. We believe that these schemes are being driven
by tax changes by HMRC and each time HMRC changes legislation in this area new
innovatíve schemes are created. There are now a plethora of different modets which a worker
can be engaged and a lack of obvious enforcement or clear guidance of these models by
HMRC.

4-4.4 To ensure absotute clarity and protect workers (as well as the businesses using such

intermediaries), we believe BElS shoutd regulate these organisations by including them in the
scope of the Conduct Regutations (2003) and through much greater enforcement of

28 ln2013, we submitted a full response to the government's review of the Conduct Regulations which clearly
outlined our key concerns and recommendations. It may be worth reviewing that response again to provide
greater context to these comments.
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legitimate tax structures for different types of workers by HMRC.

4.4.5 Digitat platforms offer many opportunities for individuals to find work but they also pose a
potential risk. This is especiatly true for apps that operate in sectors where the individuals
witt be working w¡th children and vulnerable adults, such as in the education sector. ln our
research on the gig economy, just over a fifth (21 per cent) of employers surveyed said they
woutd be encouraged to use these platforms if government set clear minimum standards for
them, inctuding a pledge to ensure workers are paid at [east the National Living Wage. A
further 19 per cent said they would be encouraged to use digitat work ptatforms if
government deatt firmty with al[ instances where they platforms are being used to avoid
compliance with estabtished tax and regulatory requirementsze. When we discussed

regulation with a number of digital platforms, they informed us that they are not adverse to
the idea of government regulation so as long as it facilitates the use of their platforms.

4.4.6 We believe that a number of digitalwork platforms are actually employment businesses.

Ihis is something that academics such as Professor Ursula Huws and others are looking into
on a global and European [evel3o. From a UK perspective we believe that it would be a

sensible policy decision to include digital platforms in the Conduct Regulations 2003. lf this
is not possibte as a single step, the regulations should be amended following a consultation
review to bring them into scope. lndeed we have members who operate in the 'gig economy'
but futty compty with the Conduct Regulations - such as the work finding app 'Coopte'31. We
do not see any reason why similar apps should not also follow the same regulations.

4.4.7 Recommendation 6: The Conduct of Employment Agencies and Employment Business
Regulation 2003 should be updated to cover umbrella companies and relevant digitat
work platforms.

4.4.8 Recommendation 7: Joint guidance from HMRC and BEIS should be issued on umbrella
companies to explain what is expected of them in terms of compliance and
enforcement, as well as clarifying who is the employer in different scenarios.

4-4.9 Recommendation 8: HMRC should increase their enforcement activity around new
umbrella models which are found to be non-compliant.

4.5 Managing contingent [abour we[[

4.5.1 Ultimately, ensuring a good working environment for alltypes of workers rests with the end

client in a suppty chain. However a recent EY surveyu of gig workers found that 58 per cent
of contingent workers fett that fu[-time permanent employees were treated better than
they were, a further 40 per cent fett like an outsider compared to the organisation's
permanent emptoyees, and 26 per cent fe[t disconnected from their employer's business

objectives. This review should look into how employers can best manage and integrate their
contingent workers, and provide examples of what good practice looks like. We have made a

start on this ourselves through the Cood Recruitment Campaign - where over 220
businesses have signed up to a charter of nine key principles for good recruitment practice.
The campaign enables a[[ signatories to come together as a network to share best practice

2e Recruitment & Emplovment Confederation (REC). The Gis Economy: the uberisation of work.20l6
30 Huws U. Spencer N. and Joyce S. Crowd Work in Europe. FEPS Studies. 2016.
3 I https://www.coople.com/uk/en/
32 http://www2.cipd.co.uk/nm/peoplemanagement/b/weblog/archive/2016/l 1/15/two-fifths-of-companies-
expect-to-employ-more- gi g-economv-workers-in-next-fi ve-years. aspx
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and learn from each other. Our annua['Talent, Recruitment & Employment Conference' on
21 June wit[ provide a forum for over 300 delegates to continue this learning33.

4.5.2 The success of the Modern Day Slavery reporting model demonstrates the importance of
emptoyers understanding their labour suppty chain and ensuring it is compliant. Based on
this experience, we also recommend a shift of liabitity to the top of the supply chain to
ensure that al[ emptoyers are takihg full responsibitity for their contingent labour.

4.5.3 Recommendation 9: The review should hightight examples of best practice by
employers who effectively manage their labour supply chain. The REC can support this
through examples from out Good Recruitment Campaign.

4.5.4 Recommendation 10: End-clients should have greater oversight of the whole suppty
chain by report¡ng on how they have ensured good practice similar to the Modern Day
Slavery Act reporting requirements.

33 httos ://www.rec. uk.com/sood-recruitment-camp ai sn
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5 Skitts and progression - the future of the labour market is in our own hands

5.1 Finding people to fi[[ skilts and labour shortages within the jobs market remains the biggest
concern for our members'o and this concern has intensified in anticipation of the end of free
movement of labour as the UK leaves the EU. Our monthly survey of employers, Jobs Outlook3s,

found that in Aprit 2017, one fifth of hirers plan to increase their permanent headcount in both
the short and medium term and over a thírd of UK hirers (34 per cent) said that they had

absolutely no more capacity to take on more work within their organisation. Ihis demonstrates
the real difficutties UK employers are facing finding the peopte they need for their businesses.

This review shoutd consider ways of ensuring that the UK workforce has the skitts and experience
necessary for the demands of the modern economy.

5.2 Part of this lies in ensuring that the education system meets the needs of business through
providing high quatity technical education, soft skills, and adult retraining, and by ensuring
education providers are in touch with the business community.

5.3 The role of work experience and careers advice services

5.3.1 Employabitity and work experience need to be at the core of the school curriculum. We
betieve the decision to end compulsory work experience for under 16s was a mistake and

encourage the government to bring it back into the schooI curriculum.

s.3.2 At the same time, the concept of work experience must also be reviewed to ensure it is

suitable for today's.labour market and businesses. We would be happy to bring together
government officials, education experts, recruiters and employers to explore this further and

we have had much success in this approach when we have developed careers guidance

support materials in the past.

s.3.3 We believe that adequate funding and space in the school curriculum for careers advice must
be restored. Careers advice should be afforded a guaranteed stot in the school curriculum
atong with the resources to deliver this effectivety. This needs to be urgentty addressed so

that careers advice is mainstreamed and properly detivered in schools.

5.3.4 Recommendation 11: The concept of work experience white stitt in education should be
re-examined to ensure it is suitable for today's labour market and the needs of
businesses.

5.3.5 Recommendation 12: Careers advice shoutd be afforded a guaranteed slot in the school
curriculum along with resources to deliver this effectively.

3a The top concem for recruiters working in permanent recruitment in 2015/16 were a' lack of relevant skills and
experience amongst candidates (21 per cent), Brexit (19 per cent) and a shortage ofcandidates (15 per cent)
according to REC. Recruitment Industry Trends Survey. 2015/16
35 REC. Jobs Outlook. April 2017
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5.4 Facilitating progression for people already in the labour market

5.4-1 Ctéar progression routes are critical

IN YOURVIÊW,WHAT

IS THE SINTLE MOST

IMPORTANT FACTOR

CONTR¡BUTINT

IO POOR CARETR

PROCRESSION

FOR LOW.SKILLED

WORKERS? [sËLECï ONË

RESPONSE ONLYI

Figure 4: Factors contributing to poor career progression for low skilled workers according
to employers36

5.4.1.1 The review should also look into how workers can progress. We researched this topic in our
report Cetting On37 where we asked employers what they believed the single most important
factor contributing to poor career progression for low skitted workers was (Figure 4). The
joint highest reason listed af 21 per cent was that there are too few progression routes
availabte from low skitted roles to míddte and high skitted roles. We believe this is an area the
government can help, by creating ctear progression routes. Peopte shoutd be abte to switch
from the technical to academic routes, and back again, at any point in their life and as their
career and the labour market demands. lt should be possible, for example, to go from
apprentice to PhD, should an individual wish to take this route, and should there be the
evidence that such skilts are required by the jobs market.

5.4.1.2 Recommendation 13: The government should create clear progression routes to help
workers know how best to progress in their career.

5.4.2 Recruitment agencies are career enablers

5.4.2.1 Our members support progression opportunities both as recruiters who support people to
change jobs, and by providing work coaching services. For many, agency work can provide
them with a stepping stone from unemployment or a different type of work into permanent
employment (see figure 5). Temporary work contracts can provide individuals with on-the-
job experience and ski[ts development opportunities that they have not been abte to gain

etsewhere. For others who have been for away from the labour market for some time, it may

a[tow them to buitd up their confidence and experience levels - and add to their CV, which is

sti[[ used as the main mechanism for employers to sift potentiaI candidates. ln our research

report, 'Getting On'38 it became clear that in some sectors, such as hospitàtity, there can be

36 Taken from REC. Gettine On. what prosression looks like for low paid workers todav. 2015
3't

38

REC. Getting On. what progression looks like for low paid workers today. 2015
REC. Gettins On. what prosression looks like for iow paid workers today. 2015
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no better training than 'getting out there' and immersing oneself in work. One worker who
gave evidence to the research said:

"Being thrown in atthe deep end isthe only way you can learn in this industry [hospitatity]. You

can't be pushed to the edge in school or college environment. You have to get out there and try
the job for yourself'3e (Marco, Apprentice, London - taken from REC, Getting On,2015)

5.4-2.2 Agency work has been proven to provide indivíduals with such experience. ln a recent study
OECD survey data for 24 industrialised countries on the intensity of on the-job informal
learning, it found that workers in temporary jobs are /nore engaged in informaI learning than
permanent workersao.

TÊMPORÂRY TO PERI.IAN E NT
What percentage of the temporary workers
you use go on to become permanen: members
of staff each year?

4 tudh. 2¡3 ¿l r$Fúdt ãñsd
ôn1 bcd e rh¡r qrEbn

d,É¡êffitr rrFrÏ ÈùE{n-r3À¡

Figure 5 -the percentage of temporary workers who go on to become permanent
members of staff each year according to employerso'

5-4-2.3 Agency work is also a common way for those previousty unemployed to enter the labour
market ìn a temporary rote and then to progress to a permanent role. White there has been

much noise of late that agency workers are not moving to permanent positions, our data
says differentty. The Aprit 2017 Jobs Outlook surveyot found that 23 per cent of employers
reported that over half their temporary workers go on to become permanent workers each

year (Figure 5)

5.4-2.4 Recommendation 14: The government should recognise the positive role employment
agencies and businesses provide in career progression and work coltaboratively with
the sector to ensure a greater [eve[ of progression and to remove barriers to
progression for agency workers.

3e REC. Gettine On. what oroqression looks like for low paid workers today. 2015
a0 Sequeda M F. de Grip A. van der Velden. Does Informal Learnine At Work Differ between Temporarv and
Permanent Workers? Evidence from 20 OECD Countries. IZA DP No. 9322. September. 2015.
4r REC. Jobs Outlook. April 2017
42 REC. Jobs Outlook. April 2017
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5.4.3 Formal training of agency workers

5.4.3-"1 lt is ctear, however, that informal on-the-job training is not always sufficient on its own and

more formaI training is needed. 'Cetting On'found that 15 per cent of workers identified
'[imited training and skitl development opportunities' as the single biggest factor in limiting
career development for low skitted workers. This is true in sectors such as logistics which has

high barriers to entry and immediate labour and skills shortagesa3, as a driver must have a

driving licence and pass the mandatory CPC training. But if an agency worker in a warehouse
wanted to transition to become a HCV driver, they woutd have to fund this training
themsetves and potentiatty tose working days and the subsequent loss in potential satary.

5.4.3.2 A further 15 per cent of low skilted workers identified a lack of confidence as the most
important reason for poor career development44. Th¡s is an area that agency work can also
hetp with progression. Recent academic research has found training temporary workers helps

to increase their employabitity. This then reduces their levels of uncertainty about the future,
and therefore improves their we[[being and forms positive workplace attitudesas. One workei
we spoke toin'Getting On'said this:

"lthink it's importantto undertake training - especially to stop you from feeling Iike a fish out of
water when working with new brands. But because this means it stops me getting paid for a day's

work, l'm often reluctantto undertake if" (Lois, Agency Sales Assistant - taken from REC,

Cetting On,2015)

5.4.3.3 As we[[ as supporting progression, the training of agency workers also helps increase

productivity. For example, a study of agency catl centre workers in the Nethertands in 201246

found that those agency workers who undertook a one week training course in conversation
techniques performed 1O per cent better than the agency workers who didn't receive the
training.

5.4.3.4 Despite the clear commercial and individua[ benefits of tráining agency workers, in reality it
is very difficutt for agencies to train agency workers and reap the rewards of doing soot. The

recent Apprenticeship Levy would have been an ideaI opportunity to tackle this probtem,

indeed it was established to correct market failure amongst the train¡ng of employees, but
has failed to account for the training of temporary workers.

5.4.3.5 The way the levy has been designed may actuatly exacerbate the problem, through eroding
agency margins and reducing the finance available for training for contingent labour. The 0.5

per cent tevy is paid on any payroll over f3 million per annum and as this is based on PAYE

payments, it therefore inctudes payments on PAYE temporary workers. Many more agencies

wi[[ have to pay the levy than equivalent sized employers, due to the [arge size of an agency's
payrolt. Whereas most employers witl onl¡r pay this levy on their direct staff, agencies pay

the levy on a[[ of their agency workers for all their different ctients. However, the majority of

a3 See REC / Markit Report on Jobs
a REC. Gettine On. what progression looks like for low naid workers today. 2015
a5 Chambel and Castanheira. Training of temporary workers and the social exchange process, Joumal of
Manaeerial Psycholoev. Vol 27. No.2. 2012 & Ehlert. C.. Kluve. J.. Schaffner. S. Temporary Work as an Active
Labor Market Polic:r: Evaluating an Innovative Activation Proeram for Disadvantaqed Youths IZA Discussion
Paper.6670.2012
a6 De Grip. 4.. Sauermann. J. "The effects of trainins on own and co-worker productivity: Evidence from a field
experiment" The Economic Journal 122:560 Q0l2): 376199. DOL l0.1ll1lj.l468-0297.2012.02500
a7 Snermann. A. How can temporary work agenciês orovide more trainine? IZA World of Labor 2016: 251 doi:
10.15185/izawol.251
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agency workers won't be able to undertake a year-long apprenticeship (the minimum
duration for an approved apprenticeship) as fewer than five per cent of agency workers are
on a single assignment for more than a year. To get their return on investment and meet the
required apprenticeship standards, most recruiters wit[ have no choice but to focus the
spending of their levy pot on their permanent, direct employees. Therefore the
Apprenticeship Levy is unlikety to impact or support the 1,2 mitlion agency workers in the UK.

5.4.3.6 We first raised this issue with the government in 2015 when they in¡tiatty proposed the [evy.
Many commentators havè since identified the rigidity of the levy as problematic and are now
calling for the levy to be broadened to become a more flexibte skil[s levy in the longer termas,

We believe that some form of agency work training fund should be established using the
funds paid by agencies into the Apprenticeship Levy. These cou[d be drawn on either by the
agency themsetves thróugh their own vouchers and the digitat apprenticeship service or by
creating a mechanism whereby they woutd be abte to pass their vouchers to the employer to
train agency workers while also passing on the cost. There are already established agency
training funds in many other European countries, including Spain, Portugal, ltaly,
Luxembourg, Cermany, Belgium, Switzerland and France, which the Review may want to
investigate.

5.4.3.7 One way of encouraging more agencies to train their agency workers is to look at creating
some form of exclusivity to work for one ctient. Dr Alexander Spermann, of the University of
Freiburg, recentty suggested in a paper that more effective contractualarrangements could
be created that would reduce the financial risk of providing training to agency staff4e. A

simitar idea that the review team may want to consider for the UK, ís how the restriction of
exclusivity clauses in the Conduct Regutations 2003 could be amended to a[[ow agencies to
guarantee an agency worker to one particular ctient for a particular tength of time, to a[[ow
them to undertake an accredited apprenticeship or training programme. This needs careful
consideration to ensure there are no unintended consequences to the worker or to
businesses.

5.4.3.8 Recommendation 15: Apprenticeship Levy payments made by employment businesses
shoutd be used to create a specific fund to support the training of agency workers.

5.4.3.9 Recommendation 16: The regulation restricting the use of exctusivity clauses for
agency workers in the Conduct Regutation 2003 shoutd be reviewed.

6 Conclusion

6.1 As the world of work changes it is important that policy keeps pace. The majority of people still
work in fu[[-time permanent jobs but a growing number of people are choosing to work in more
flexibte ways. There are now almost as many people working in the gig economy as there are

agency workers, but agency workers have significantty more protections and entittements. We

believe that by extending and updating certain regulations, providing more support to the self-
employed and gig workers, promoting awareness of their rights and entittements amongst a[[

non-permanent workers, creating clear progression route ways and creating a skilts framework

a8 For example http://www.cbi.org.uk/news/cbi-responds-to-launch-of-the-apgenticeship-levv-time-to-focus-
on-quality/, http://www2.cipd.co.uk/pm/peoplemanaeement/b/weblogy'archive/2017103/31/apprenticeship-levy-
is-inherently-contradictory-sav-mps.aspx , http://www.ippr.ors/files/publications/pdf/skills-
2030 Feb20lT.pdflnoredirect:1
ae Spermann. A. How can temporary work aeencies provide moie training?. IZA World of Labôr 2016: 251 doi:
10.15185/izawol.25l

20



that works for all, not just permanent employees. These steps woutd go a long way to ensuring

that no matter what way an individuat decides to work, they are protected, supported and

empowered.

6.2 We would be happy to provide any further evidence to the review or expand on any of the
recommendations made above.

6.3 The review team should contact:

Phitip Campbett
Senior Poticy Advisor
Recruitment & Emptoyment Confederation
phili p.cam pbelttarec. uk.com

0207 009 2179
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Appendix 1 - REC Agency Workei Rights Factsheet

ATENCY WORKERS

Thcn r¡¿ thræ mdn cnplrymmt
ttd.u!ã lø lrnplolrn nt righf::

Know Your Rights

i{f{
Jol,t r,r;ri¡rfi: lll**

tli

ilr-

WHÅT IIGHTI DTESÅþ¡ AcEHCY
WORKER HAVE?

Thir ûeprds r ynrr rnpL!finËñt !trhr5, but äl¡

qÍËncry rmdtÊrr üË ariücd tro the loåowir4:grr
"*:;r' \-;/ 'l--i

1r"{t'}l.trl"1
'Âi:!þ'¡f Y WfJfrl{ËR'

151ü{}1åN
¡¡-ipLÕYþtLr{ I

1?"Å1Li1.

An r,CÈrsï *ffts ir nm¿o¡¡
'*tn i: trgr¿cd þ !h ¡dÉriÈ1r

ad *ppli*d ro xo¡l ur¡dcc råe

rrrycrvi:im ørd dkËÊtiÈn of
dldthÊ. b{Éhcra AEËrEy

w¡*rr: e¡r¡citlrcl h*vc ¡n
qnpfofc s ,*qrltr ¡i¡tur

*mplÈ¡rr rra.hËr :*lf -+rph¡ ed
ffi rutiorot Hirinm Waç or tûriild
lJ UYínltYqfË

ffi frorcctm tom ur*rwftldÊú¡cùn¡u lrúrnru¿l*

S *o,r,*rr,o*o

¡ff stotrt*¡ t*lrrrnity rnd Patcrdty Fay,

- Itor.¡ FûËrr¡lPry Ër¡dtd$tíen pËy

¡3f Stotrtr.y ttotitdt cilitlËfiËrt - 5.6 rrlr}rH F¡idholid¡y¡ltr¡g
fll g-ir- *ahir¡ rirnc - il8 avrrl6c
H hnrl¡wÊrlç orli¡u ÊËnoptilrt dlrh¡r

itlÈl chüún

¡¡f, to b. 
",ro*"tkall¡ 

crrollod orto r prruion
u itp., ñêEt thè mil¡lcd nit$i!

ffi rmroct* toß uilftrft, d¡rsin¡rratim
H u¡rdtr thc EqrdiÌyA€t ¡0lO

ff o**u**xtrir{rHontng

pf n n,r, onl¡ÊnrrypûûrËû¡rÉ

ffi m¡lr not ro bÊ Éfur$ddirÊËt orl¡dir¡rt

- le* {tr fndiq¡ t foö

6f f.rot*t frúfl bchÍ rErrrict€d fÍ¡m

- *'orhingrhwtr*c

t t t | fr xlruî,,î,i;î,î",,""
I I O t I hæwrkldarrtunporr¡

tttlt trrä:i,ii:'**
'jry{ r.,,r{ ir tr,,,. ..r.r. !¡nrrr ¡. ¿..,,a*i:.,i iril
¡l¡'. ¡ r,".'! r.r, <¡!r,r';. J i ¡.rri :i1i, b,: :,ri l {l

.41 an rgrrry rro*lx 1Ou rhoul/ m¡kr n inla¡mtd
thqic.- T'ís $oarld wei¡h up not trcirg å pc{mm{
*rploytc 'øiÈh onc csrF¡ny ¡Êüinût th¡ rcwsd¡ of

trmçorary work ruch al Írr:rtei fh*iHity rd droicr.

tFr H
Ð

WI.IÀT I5 t'4lANT BY'AC;ËHf,Y WÜRK[N'T

22



f ROF1 DAT 'I TF ÀH ÅSSITNT4TNÏ
YTU Aft[ TNÏITLÉD IO:

ltr¡¡ÉrrlnütrrËÉárÉlbrdr*F¡¡¡titl!&tr+lryråsWÍr.r¡et{*f.€ld:Fütcr-r*ltûdy lÈrlf;Ë{rl¡mffË¡.dl¡¡rl brlrr¡5.lttû!
ùd¡É ire¡rãffür&LlÛt'tlra!û¡¡ffünf*d¡qirdrfirahqü*a¡f, ¡ËFå l|lîry:âl¿r¡ firafrù.rrlrrisr¡raÎù¿å¡¡bTnrr{*,ûf
htLdûtrS lrék¡ åd iñ ¡rì**te ¿ûâ?¡lfìl¡.Éa¡r*¡!û:¡ aút¡ìffrtr rdË*! llt. r4.ûÌúr CËda,lttc¡ã rflðf&{{ù rtra!¡rrtilÌ¡Î3 ¡
ñË*- af rt!¡ tlÊC aí¿.f€r¡ l¡r ¡ tfr¡f¡¿¡r+.t*aí Èftr lt ¡tre¡üit¡e¡! .a ràt,ßrr.drôötr$lte+lìÊ¡rleryô¡r¡u
1þ Ë¡.ffür Lit¡rE| ¡ ÊtJ¿¡.d,bt ttx 6.tþ,rrñ- ¡grrar *ldrdr Þ#:qr. $åtl ettft.h pu. d rlll o+trnü d Brr¡s4 Eâ.q' sú
tt!¿¡{drltù¡arårl?[tÍt Jy*U¡rÈå.isatirö.]ÉñShtn¡ú.*l¡herFrrlrñdÉdaarffi¡rtür¡derñtü-rlBlrdrñ¡rllñãlf É
r ¿úsrr' rûl*, ¡l¡¡* rl4lrlÐltEÂg h¡plhe lxllÐ ¡¡t tlÐ'
Dr i{drrrÉrbûÉd¡üliäåf úx¡rskÊrl&düt¡*¿ b¡af$iü¡rd¡à{Èffi¡gr¡i{¡¡rù¡ltñúr !r!¿å -hdúra.r.

åFTIR 12 tlrEElß O1Ál *H Â$SlGtì¡ÞlSIt¡T
YÖi.JÀRT EHTITLEãTO:

rlr

I

il
0 å¡cr¡¡ to =lmr ladliticr al an urçlo¡ræ

ãÊh üt rt¡rf aàr{.ocn:, løod õld drink¡
nrrchioc:, toilets, riroluÊr¡, driklcar:,
'aorkflacr cråcfe" *e prkin6
tr trål8F{f{ rcrvicËt

To bc Snlo¡n¡cd ¡bant anyilü rix¡ndc:,
dthough ¡'ou raay rct alru3rr àc ali6i!{r
!-o ¡FlT for thxn

tq'.:u 1 pry æ l pcrøtüËn! ÉñSlûrËc dshß
thc zameþb

f qu¡ I tråJlñenr, E:¡lh prrn!trrlnl Ëirçlolce:
in rtgrrd to ruzt krnkr hofid¡l rnti¡t¡¡nc¡¡,t,
utdnvkingtinc

P¡id lrrn slf br ¡n 6sL-o!t!l lppöinlnrnt

l¡tlh:n llou si8n rüp Hith ¡n õggncy or
btfo¡r thcy st*rt ùo find ycu ¡ iob,
yru !hoü[d bc totd åbouti

ttt'
Type *t r0r-rtrõËt
i! ¡i r Êûnlrúcl, Êl tntrSø¡'n*nt.
or rHr,Ër¡ti!.rhiÞ. ar lor ¡crric¿¡l

f.
Ftedg* of FðymÊß[
ir¡Êrþæú'rç üf ,,rhcth* tk agrnqr h*
bÊÊn S¡¡d bf tfiËi dhr{-fi

É;,in!l íãL' liw.l;w'qr V,it,lrr Èr7.it\s.r l!3li|,

Type oÍ wørk y'ru ,øil[ b* dc,ing
¡nd trü¡rt ¡r iftahËd ¡fi ÈhË iaö

* fniolic* peric,d
¡.Ëñgrh øf notibÈ ¡gÈflÊy h¡l Lo gíyÉ lÈr¡
iliú riÉÊ vwrÉ

lit/hen ðn ü¡¡Bnmånt h¡¡ bren offcrud,
yau rhould bc told:

-
a Start date

tl Length crT asr,ignrnent

I
**t

ll ¡ou hrrc cn'rrnpls¡ac' st¡tu3 ÏEq.l ìfül{ rhÉ bË Êntirl,cd {s futl
errçto¡nxnL rilh:. lt should b* dc¡r fruør yorx"rrittln tÈrra!

,rr¡d Èordiúrflr ¡l J'nu æ ¡ 'uar!.cr' o¡ 'anpfol¡rc'-

kmc rgrncy worh¿r¡ ¡ål bÊ *r wh!! ir Lnorrn u a prry

brt*ctn arrigrxnc¡lt cðrtlrlat {u13Þ }nom ¡¿ ¡ Sncdi*
Ferug*irn contröcl¡ nhich dlawl {ar agrøcy rrarhrrt Lo bc

plid rárcn mt on an ulçrynfnt- fu thir is ! EmtrdÊt of
:rry|¡rl¡ru L you will be ¡n rnrglcryrc, witS fr* inployr*rrnt
ri¡þ&. Horvrc,rrcr, thþÊã nha ì¡¿ark utuúËr thir Eorìlrlct *rË nd{
efltitlcd [ô Ëqud F j-

Thr riiht Ir r¡¡¡ivc writlr¡ tl¡ru g¡d conr$tion¡ ùrcf{rr

ñ q3.ffy hcþ ytu fnd r þb år Eurln¿ÊËd þ Tlrc Cor*tLrrf

of [n.gloyrr*nt å gaech and frnpþrnrnt å eirri,rcsr c
ñcpr,rll!ton: ptriJ-

L*r¡tia.n ol as :ígnment

l-i*urr ycr.* are enpecEe,C

tç rv,r¡rk

f) Åny heaith nnd s*fety ririer
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¡nl rgrct- ?ixr r¡l.6L lh?n þÊ lþ$r ü nÉil dqcllnr.t|t '¡ith
fuil drtr¡ih sil ttlc ÊhündGr ñd thÊ dãrra rhry chaq¡ad-

ç
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Appendix 2 - REC Code of Professional Practice

REC Code of
Professional Practice

The RtC Code of Professional Practice creates a clear
framework of values and principtes that support and
underpin the meaning of REC Membership.

Adherence to the Code activety demonstrate! your comm¡tment to
grofessional and ethical recruitment. The Code focuses on outcomes
and the impact of agencies' conduct on others whilst conducting their
day-to-day act¡vities. For advice and support on how to continuatly
meet the standards expected from an RtC Member please refer to the
Guide to Compliance on the REC webs¡te at www.rec.uk.comlcode

ì{f{

Recruitment &
Employment

Confederation
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CeneraI Principtes

Members wit[ observe the highest principles of
ethics, equity, ¡ntegrity, professionat conduct and
fôir practice in dealing with others and will coûduct
their business in a manner designed to enhance the
operat¡on, image and reputation of the recruitment
industry and RtC Members. The REC will offer
guidance, legal advice and training to members t{)
help achieve these standards

Ë¡hícal conduct ;s not simply compliance with tegat

requírements but extends to honesty, respect for and
equitable treatment of others, integrity and sociaI
responsibility..lt is conduct that holds up to disclosure
and to public scrutiny. Members and their staff wilt
act towards other members and non-members,
candidates, clients and others at all times in good
faith. Members should actively seek to suþport and
uphold the mission and values of the REC.

The RtC has an ímportant role to play in
continuous[y improving standards within the
recruitment industry. Ihis Code is binding on all
Corporate Members of the REC and their subsidiary/
assoc¡ate companies. Where a Member operates in a
sector or sectors covered by one or more of the REC'r
industry sector codes of practice, the requirements
of the appticabte code or codes are atso binding.
Comptaints against REC Members from candidates,
clients orothers, can be investigated underthe REC

Complaints & Disciplinary Procedure.

Frincipte 1

Respect for laws

a, Members and their staff must compty with ôtl relevant
legislation, statutory and non-statutory requ¡rements
and official guidance and any future amendments to such

requirements during the course of provid¡ng the¡r serv¡ces

to others.

Principte Z

Respect forhonesty and transparency

a. Members will act honestly in a[ dealings with work seekers,

clients, members, non-members and others.

b. ln the cou¡se of represent¡ng a work seeker or ctient a'

member shall not knowingly rhâke â fätse or inaccurate
statement, fait to d¡sclose ã material fact, or make a
representation as to tuture matters without having
reasonable grounds for making it.

c. Members must adhere to prin€iples ol truth in adve.t¡sing and
wil[ only advertise pos¡tions. through any medium, for which
they have documented perm¡ssion to recru¡t.

d. Att fees, charges and services provided must be expticitty
and fulþ disctosed to clíents prior to the acceptance of an

assignment or prior to any work being undertaken for a ct¡ent.

e. Members should document alt key stages of the recruitment
process in line with relevant teg¡slat¡on and good practice
guidance.

Principle 3
Respect for work relatlonshlps

a. Members will not undertake åct¡ons that may unfairly or
unlawiutly jeopardise ã work seeker's employment.

b. Members wilt not undertake actions that may unfa¡rty or
unlawfulþ interfere in work relationships established by
others.

c. Members will not attempt unfairly or unlawfutly to prevent
a work seeker from seeking work from other sources.

d. Members wilt in the¡r dealings w¡th ôll other REC Members
and non-members treat them with respect ðnd aìrn to work
in a fair and open comp€titive ênviaonrtent.
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Principle 4
Respect for divers¡ty

a. Members should adhere to the Jp¡r¡t ôf âl[ appticabte human
rights, ernployment laws and regulations ðnd will treat work
seekers, c[íents and others without prejudice or unjuslified
discrimination. Members should ¡ot act on an instruction
from a cl¡ent that is d¡scrim¡natory and should, wherever
possible, provide gu¡dance to clients in respect of good

diversity practice.

b. Members and the¡r staff w¡ll treat ô[[ work seekers and
ctients with d¡gnity and respect and aim to provide equ¡ly
of employment opportunities based on objective business

related criteria.

c. Members should establish working pract¡ces that safeguard
against unlawtul or unethical discrim¡nation ¡n the operation
of their business,

Principte 5

Respect for'safety

a. Members witl act diligenAy in ãssessing risks to work seekers

and clients ¿nd wi[[ not knowingty put at risk candidates,
ct¡ents or others.

b. Members witl inform work seekers whenever they liave
reason to believe that an engagement may cause a risk
to heôlth and safety.

Principle 6
Respect for professional knowledge

a. Members wilt work diligentty to develop and maintain
a satisfactory level of relevant and current professional

knowledge.

b. Members witl ensure that their stalf are adequately
.t¡ained and skitled to undertake thei¡ responsibilities in

recru¡tment practicé.

Pr¡n.¡pte 7

Respect for certåinty of engagement

a. Members must supply work seekers with iull det¿¡ls of the
work, conditions of emptoyment, the nature of the work to
be unde¡taken, rates of pay, method and frequency of
payment and pay arrðngements ¡n ðccordãnce with
requ¡rements of current {egislât¡on.

b. Members will ensure that any variation to the engâgement
can only occur with prior notification and agreement of
the worker.

Pr¡nciple I
Respect for prompt and accurate pðyment

a. Members will pay promptly and accurâtety any wages and
benef¡ts due in accordance with any agreed terms and tegal
requ¡rements.

b. Members should not penalise temporary/contrad workers,
for example for hav¡ng been late or fa¡led to attend part or
all of an assignment or fo. poor pertormance, by making
deductions from pay due for time that they have actually
worked.

c. Members will not take on ¿ssignments that coutd result ¡n

their inabitily to pay temporarylcontract workers.

Principte 9
Respectfor ethicat lnternationðl rêcruitment

a. Members must supply all overseas work seekers with the
same tevel of information as set out and imptied in Princ¡ple
Z ln addition, ¡nformation provided should inctude detäils

ol the likely cost of living in the area the prospective hirer
is situated, the likely tength of the job in question and the
5täte of the employment market in the f¡eld they are beíng
recruited ¡nto. All information must be prov¡ded at no cost
to the work seeker.

b. Members must ensure that in retation to overseâs

recru¡tment, they abide by atl relevant tegistât¡on and

Home Office guidetines and provide alt retevant and
applicable information to work seek€rs, clients and others.

c. Members recruiting from outside the U( must not use

overseâs ågents who charge for theír serviCes, untess that
is the tegat and normal €ustom ônd practice sanctioned

by the government of the country ol or¡gin. ln addition,
members must make all reasonabte efforts to ascerta¡n such

information abôut any ågents used and should be able to
demonstrate that they have done so.

d. Members should obserue the h¡ghest principtes of social
respons¡bility, integrity, professionalism, equity and fair
prâct¡ce ¡n their dealings with atl overseas wo¡k seekers.

Principte 1Q

Respect for confidentiality and privacy

a. Members must observe the highest principles of integrity,
professionalism, equity and fa¡r practice io maintain
the confidentiality and privacy of cand;date and client
information and should respect the confidentialíty of records
in accordance with law and good business practice.

b. Members ånd the¡r staff must ensure that permission has

been obtained and documentèd before disctosin6, disptaying,

submitting or seeking confidential or personaI iniormation.

REC Compliance Team
info€ùrec.uk.com
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Making a complaint Diversity Charter

Fu[[ details on how to make a complaint about a REC Member
can be found at www,rec,uk.com/complaints

For further ínformation on the Code please contact the REC

on 020 7009 2100 or emaiI info@rec.uk.com

Comptiance test

SinceJuty 2012 all new members to the REC have been asked to
complete an online compliance test as part of their membership
process. During ¿013-2014 att existing members of the REC

are also required to undertake the test to prove to clients and
€andidates that they conform to the highest standards. The
cÕmpl¡ance test assesses a members knowledge of the REC!
Code of Professional Practice and legislation relevant to the
recruitment industry.

As recruiters you are uniQuely placed, as the conduit between
work seeker and cl¡ent, to promote diversity and challenge
discriminatory practice.

To help you do this, REC and Jobcentre plus have worked
together to çreate a Diversity Charter. lt covers the recru¡tment
industry, both pubtic and private, and sets out aspkât¡onal
stàndards for recruitment âgencies ând job centrss to achieve in
the delivery of recruitment services to clients as wetI as offering
an ontine díagnostic for agenc¡es to benchmark their diversity
practice. To find out more, register for the Diversity Ptedge and
commit today to developing best practice in diversity, go to
www.rec,uk.comlabost-recruítmentldiversity or call
020 7009 2100.

Call the REC today on 020 7009 2100
or ema¡l infogrec.uk.com

Recruitment & Employment
Confederation
Dorset House
First Floor
27-45 Stamford Street
London SE1 9NT

Teh 020 7009 2100
Fan 020 7935 4112
Emait: info@rec.uk.com
Twitter: RECpress .

www.rec.uk.com

' Recruitment's biggest lobbying voice
. The source of recruitment knorvledge

. Raising recruitrìent st¿nd¿rds

. Developing successful c¿reers in recruitment

. Êxceeding rnembers' expectations through business
supPort.

fhe Recruitment & tmployment Confederation
(REC) is the professional body for the recruitment
industry- fhe REC represents 3,506 corporate
members who have branches across all reg¡ons of the
UK. ln addition, the RËC represenls 4,144 indiv¡dual
membe¡s within the lnst¡tute of Recruitment
Professionals (lRP). Atl members must abide by a

ctrde of professional practice Above all, the R[C ls

comrnitted to räis¡ng st¿nd¿rds ånd hightight¡ng
excetlence throughout the recruitment industry

d*
itdÉ
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Appendix 3 - Good Recruitment Charter

i{ft
lobs transfarm lives

Good Recruitment Charter
This charter l¡as been devised and developed byTlie Good Recru¡tnrent Campaign Advisory
Panel. As the cerrtrepiece of Thd Gooc{ Recruitment Campaign, tlre chartet defines goocl

recruitment practíce through níne key prirlciples thðt tlìe orgarrisations who sign up to the
charter will aspire to.

Goocl recruitment helps organisations to acquire the talent they rreed in orcler to perform anel

gror,nr. lt provides.great candiclate experierrces and helps ensure that the UK workforce is used

lo its full potenti¿1.

will aspire to ensure Ilrat:
lName of êmployerlrepresentðt¡v€ body)

Principle 1: lVe .rre' iair, ìr:qal ¿n(l .'lh¡c¡l in clur resouri:e ¡farrninq arrci re{:ru¡lment prúceduret, ú.,itil s!ìecitrL

'eq¿ìial 
to .xtively lrronlotin.j ali,.,ersity .lnil ;n.lusió¡r lvithin lhe work¡rlace.

Principle 2: We excra:s,: ccoti ra:,(:n.ritrrìent 0r¿atice ân(i apply this etluaìly io leñlÞorary, io!rti¿lct, irìlerim.
hxcrl ier;rl,.ztro lrrllirs.lrìd fl.lrt tinre worke¡s.

Principle 3:',fur: <1cl¡r.a'¡ ¡ hii;h ttiì!rd.lríj of i-¿naiÌdalc experience, \ /¡th onqoinq comnìunic¿tiûrì dr.rriilq

the re.[r¡ln]errt procesr. rncludirrg tu¡c¡.w.¡y lee¡jback ,or åil tlìose ilrtef ,,'iewed.

Pr¡nciple 4: vve cfr€r lìeribie xorkinil aÍ¡lriJernents anci adaptive rrotkrnq pra, tile!, '1.'herever ¡rtrssibie.
,r j {ì r,1ry +f Lx)o-iLinç ir'lcir¡sion ¿n(i r11a¿{tino tiìlpnt.

Principle 5:\,Vr: ask lh.ìt tlrosr rÌì,rn,rrrir rLl ,Jn.1 !ì.li'.1,r{rìr.t.llrô rù(-ruilnrenl proce!5 iwhcti)er ¡iìtern¿l st,rlf

Òr'r:xlcír¿! f)rcvid{ll5l rvÔrk to r.:co<1nisc¡j st¿ildiirtir, r¡ndsrlake ¿rìy rarlov¿rrt traininci/cL;¿lillc.,ltion, ¡nrj
comnl¡t to aa)iltinuou! deveiopnìerìt.

Principle 6: We ¿tk llLìi ó!-ir.ì;(lêrn,JT r?i.ti¡itrìren1 pri)\,¡deIs ¿re iiçlncd up lo rndLislry curJcs,rr |r.rrticr: ancl

Cer¡onstrale .ì corì.ìn1it{n-ort tc çúJal recr,.jÌlrnerìl pf aclice.

PrinCiple 7: l)L;r SLjpplv clr,lir¡ r:' i'.,-,, l, ì.i i r('( , - lry crìl iìr,ril,i {, llìr(\1,ülì" ,1. r{r\ lL¡,lrrì.J wlrat,,, rirt'rt'nl
retourcinq rnocleis, such as recruitrrent proces.! or¡t5our(inal olrendor <lrrrlnalemenl5, <.ìfe tn;ll(lce.

Principle S: Vlie help to acltiress youtlì it¡ììplovrircrìl rirrouqlr ot;r rlrr rirtn irnr prû -, 1.rrr'>. ¡-¡ ,¡,,1, ¡1¡¡ls, ¡þr¡¡qii
tiie prt.lvlsion ola¡-rpreritireships anci tr¿ine*!hipi. and Lì,v,¡:orkiûc,¡¡iLh rer,r.rifrìr¿nl or{l.llÌs¿iic¡r; whi¡ l¡ave

siqnetl u¡> t<; tirt: REC's Youth Irlf )¡o),ma.nl LlÌ,ir1er.

Principle 9: lVe regulariv re'riew or,il r*-rr¡iltÌl,jnl prclr:,Jr.rriì: rrilir f,rr lh¿, I lr' 'r'ì t.rrrr l¡ti rl '\ \ll rJ\" ¿llilo¡rìlfti
¡:nLl r<lt ¿ppoír:tetj) ¿nrj kccí; irp-tr:-date rvitl.r frow r'i:aruilßlrlrli/rc:rtL¡rarn.Ì e¡oro,rtlre:

www.rec.uk.comlgoodrecruitment
#good rec ru it m ent
info@rec.uk.com

@
€)

@
6@

Ð

@
Ø

@
r;\w

Recruitment &
Employment

Confederation

28



ì{t{
Jobs fransloøn lives

Upon signing the Good Recruitment Charte¡: your business
willgain:

. Access to a self-assessment tool, which can be used io review
your recruitment approach against the Charter

. Online access to the Good Recruitment Hub, which articulates
each principle in more detail and signposts pract¡cal guidance

. The opportunity to benchmark against other organisations and
learn from a network of HR / lrr-house recruitment professionals

www.rec.u k.comlgoodrecruitment
#goodrecruitment
info@rec.uk.com

The Good RecrL¡¡tme nt Campaiqrr helps orç¡anisatiorrs L¡enchnl¿rk their
current recruitrnent n¡ethods Jnd reinviqordte lheìr slratetc¡ie: ilr order to
dttract the rrqht candidate'.

With dircct.ìccesl to ¿ l"rr{re nctwotk of H[ì / lrr house rr:ctllttrrìent
¡.rt'ofession.ri:, tho:e rnvolverl c.¿n b¡,tnefit frorn worktho¡-rl, ¡orrferq,rr(es.
pcer revre\¡rr, se,lf ¿srer:snrent tcr¡ls, ¿ncl key pier,r'r of d,¡t¡ llr.¡t wìll help
their L¡usines: re¿<h new hllqhts irr t,ìlÈlt.l((lt¡tâttr{)r¡.

Tht'¡nrti¿tivt,is lcd by ¿ roll¡l¡or¿tion of busine:;scs thrt ¿te ( ontinur){.trly
working low.rrds rrnprovinq llre perforrlancc clf thr-,ir ort.1;rrrisation,
The C,ood lìecruitrnenl Canrpaiqn welcc¡mt-:l .rll btrrrressr:s tlr¿t are
comnìrtte(l to resourcin(..1 the ric¡ht way.

Recruitment &
Emptoyment

Confederation
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o Recruitment's biggest tobbying voice
. The source of recruitment knowledge
. Raising recruitment standards
. Developing successfuI careers in recruitment
o Exceeding members' expectations through business support

Jobs transform lives, which is why we are buitding the best

recruitment industry in the world. As the professionaI body for
recruitment we're determined to make businesses more
successful by hetping them secure the people they need.

We are absolutety passionate and tota[ly committed in this
pursuit for recruiters, employers, and the people they hire.

Recruitrnent
& Emptryment
Confederation


