The Talent Fix

GREG SAVAGE

AUTHOR

THE SAVAGE TRUTH

Greg Savage, Author 'The Savage Truth'
Barry Prost, Director Rent a Recruiter



Intreduction to the Talent Fix Podcast with Greg Savage

Welcome to this episode of The Talent Fix and I'm delighted to be joined by Greg Savage,
who is recruitment since 1080, founder of 200 million dolar recruitrment businesses, s on 16
recruitrnent boards and author of The Sovoge Truth So hopefully I've done you justice
there with that introduction. Greg, but | pass it over to you now

Greg Savage

Thank you very much Yes Always frightening when somebody says. started in recruitrment
in 1980, but | am still going. so we should be happy about that.

Barry Prost

Good stuff, Greg, Youre cur third guest from Australia. We've had Sicbhane Savoge on
from Reejig and Meil Dundon, owner of Crypto Recruit. Don't think Siobhan is any relative
Greg Savage

Mo, f've meat her and hod o few conversations. The name Savage is octudlly | don't know if
you know, but there's an Irish ink there samewhers. Savages in Ireland

Barry Prost
Yes. Siobhan came over from Ireland | bebeve. Very good

What challenges faced by the recruitment industry today?

We're going to dive right into it. Greg. | would love to get your thoughts in terms of the
chdlenges that we're are focing recrutment businesses. And | know, your expertise is from
the recrustment agency perspective, 50 if you could give us your couple of minutes on what
challenges you think recruitment businesses are facing today?

Greg Savage

Sure. Well that's a big topic and Il reel off a few things and then when you get bored, stop
me But a lot of the problemns, in the recrnustment agency space is the saome as those foced
by talent ocqusition, because, ofter all everyone's heading in the some direction, And of
course, the overriding issue that's not new fo onyone else is talent shortages and how we
deal with talent acquisition And of course, that's key for recrutment agencies because
that's all they've got to sell Buf it's also very critical cord ocquisition, who in some coses are
slow. have been slow to realise that they've got to change their modus operandi the speed
at which they move, setting their employer brand. efc. So. talent ocquisition is obwviously key
That's not new for both parties and by that. | mean ogencies and talent aoquisitions.
Finding good recruiters i a critical issue and continues to be so. But there is alooming or
lurking might be a better word Barry. threat. And I'm seeing it emerging already. and that is
we find ourselves and we should debate this and discuss this in o most unusual time, where
we have all the signs of an impending downturn and by that, | mean high inflation. rising
inferest rates is true of the UK, | cont speak for Ineland, but true of the UK, frue of Australia



We have this | can't think of the right adjective, Nl just say unfortunate war, which is not helping
And we have global tensions and it's very likely that there will be some sort of downturn and when
that happens. you normally see job flow slowing down. That has not happened So, we've got high
demand ond yet we've also got the threat of recession. What we ore seeing in some coses. ond
this is a trend that if youre not seeing those listening to this, if you're not seeing it yet, you might
wanf to keep your air close to the ground becouse I've heard it in Australia and | just got back from
the LK last week and | heard it there too, Thare are candidates whao have moved from being
super confident bacouse they've had a year of being seduced and bribed and job offers and
opportunities to suddenly becoming tentative and pulling out of the process mid process,

So that means somebody's on a first second interview six. eight months ogo. they'd be super
Gung-ho and confident and they would feel that the boot was on their foot, so to speak. And now
we're having reports of them pulling out of the process and the feedback is they're nervous about
the future:

| better stay where | am every time | switch on the TV And there's a talk of a recession in both
your counfry, not your country. but in the UK. And in this country, we've hod a change of
government in the UK in the last couple of days. but in this country in the last few months, a lot of
uncertainty, interest rates rising, people can't pay their mortgages and so you've got this weird
situation of chents or employers, | should say desperate to hire and candidates perhaps on the

cusp of pulling back
Have you seen that in your part of the world at all. Barry®

Barry Prost

Well of course we're seeing it and | think were bracing ourselves for potential economic shock and
rising costs, efc. And the costs of doing business s increasing So luckily the job market. particulorty
in Iredand, has been guite resilent

We've just opened in Australia as well, that's been thriving snce January and we set up operations
in the US as well. And | think there's 10 milion vocances at the moment in the US. So. again. | think
it's like you said today, everything, what we're seeing on the ground s kind of very strong demand
from employers for talent. But | think it's maybe what's around the corners that we're probably a
litthe bit unsure.



What do you think it takes to be a successful recruiter?

In terms of how you see the skills, if you ke, or the skills of being a successhul recruiter because
you've seen it the industry go through multiple iterations.

What do you think it takes today to be a successhul recruiter? And do you think the skills that are
needed today ore the same as thay wera in 10807

Greg Savage

Wow, that's a beautiful question because it plays right into my sweet spot. | hope this podcast is
preparing for a couple of hours I'm kidding But the truth of the matter is. Barry, that recruitment
is a marriage of art and science. And you've got on the one hand a lot of old dinosours who think
it's all art and we don't need to worry about technology and they will beat the drum of just get
on the phone and ofl the rest of it. On the other hand, you've got HR and rec tech people telling
us that they can automate recruitment complately and disruptive. Both sides of that argument
are fallocious It is a blend of art and science.

A great recruiter will, to answer your question, be expert af the technology. And by that, | mean
being able to source using technology, building an online brand, being able to use the ATS
effectively and good recruitment companies and corporate hiring will outomate the parts of the
jeb that should be outomated. And what are the parts of the job that should be automated?
Any part that does it more efficiently than a human being without harming customer
experience. By customer | mainly mean candidate. So chotbots can be very useful. algorithrs
con be very useful and good recruters are going 1o embrace the technology. But, the
technology and the automation is not that much Al and agency recruitment even people talk
about it all the time.

There will be more but there's not that much But rmostly it's ust automation The technology and
the automation of the drudgery of the job has one major cutcome that people need to
understand. It frees up a good recruiter to be excellent at that part of the job that only human
beings can do and that's the influencing skills And so that's why | coined the phraseit'sa
marrioge can be an art of science because you have to be very good at technology. You have
to be very gocd at what a good recruiter you smd a good recruiter had, In 980 | was an my
desk today. | started a recruitment telephone plugged into the wall There wos o yellow poges
Barry because that was our marketing database and there waos an ashiray because everyone
spoked in 1780, not me, but everyone else did. And of course if in that environment you weren't
intenviewing sormeone or out af a clent or on the phone, what on earth were you daing?



There was no keyboard So those recruiters were excellent of engogement skills. excelient ot
influencing skills. excellent o seling candidates cver the phone. excellent ot understanding the
motivation of candidates and all those sorts of things need to make a comebaoack because
recruitment got so fransactiond there ore plenty of recruiters who mode places without ever
speaking fo a chent or a condidate

| mean that was all done behind o keyboard and that can be completely outomated and is
already. A good recruter will have great tech skills, great influencing skills, increasingly a good
network. They will build a strong online brand to build their credibdity and business
development, We should talk about this.

Many recruiters have completely lost their business development muscle completely because
jobs have been pouring in the door for two years. | know recruiters bulding 500000 a rmilicn
who have never done a cold cdllin their ives and never had a sales meeting in their lives And
that's great. Theyre very good at the transacting and it's more than fransacting, to be far.
because they're vary good at the candidate side when the wheel turns. they will not have the
engagernent skills. the credibility skills that will be needed

So, if | could kst it for you, | look for recruters who have network, who have influencing skills or
the potential to develop them, who are great listeners good questioners, Who also can
ermbrace the technology, can build an online brand and have when | use the word influencing
skills. to my mind that is covers things like consulting, advising. persuading, creating outcomes
for the greoater good. The word influence, the skill of influence can be used for horm: That's
obviously not what I'm talking about. No, I talking about for the greater good

So that's what a recruiter should be looking like. embrocing those human skills that perhaps in
1080 were the only skills we needed and combining them with the tech savvy skills.

Barry Prost
Okay, excellent.

What Categories of Training are in Demand Today?

And then just segue that into the Savage Recrutment Academy, whichiis your eLeaming
platforrm. What categories of training are in demand today?

Grey Savage

Right, that's a good queshion | think the categories of training that are in dermand see, the thing
obout our industry, and f've beenin it for 42 years, so | feel os much os | love it, | have the right
to criticise it

We are an industry of short-term thinkers. We don't think to the future enough. And so people
want rockie fraining. They want how to opproach candidotes online: send better in mails, head,
hunt people. And those are dll very important things: don't get me wrong, but | am trying to
encourage them to get their recruiters to flex their BD muscle. We need to teach recruiters on
how for example. | went into several recruitment companies in the UK and | asked this question
I soed. if you could put a st of your top 25 clients on the wall how many of those have you met
in the last year? And the officer was universally zero



| scdd, is there any reason you can't see them? Are they in the office? Yes Where's their
office? Down the rood Why don't we see them? Ckay, let's put that one up. Let's take every
client we made a plocerment with in the last five years,

Have you spoken to them all in the last 100 days? And they just burst out laughing? Of
course, they haven't Why hoven't we don't need clients, Greg We need condidates, And
that's exactly my point. | know that today we need candidates, but tomorrow, | promise
you, youre going fo need chents. And if you leave it till the doy you need them, they won't
take your call because they won't know you

So, in answer to your guestion, its very candidate focused on people and its very leadership
focused The ages. | think there's a lot of leadership fraining. but there's also a lot of training
on the Savoage Recruitment Academy. on how to as | said, it's not just Business
Development, but it's nurturing clents.

A lot of recruiters are making a lof of money, but just dealing with the top tier of five or six
clients who are doing a lot of hiring What hoppens if the market turns and three of those
five go dormant? Quite likely, quite possibly. In a downturn What about your second-tier
group? They're not just waiting for your call That will be long gone. And remember what
critics forget, because we hod a 10-12 year boom since the 2009 downturn, other than
covid. a lot of recruiters have never lived through a downturn

They have no idea what it's going to be like when there's a shortage of jobs. They will be
praying for the return of o candidate type market when they've got a shortage of jobs.
because every recruiter is hunting every client and the clients are not occepting the calls.

Barry Prost
Yeah, absolutely

What is the future of recruitment?

So, kind of leading on from that. And when we lock at the future. what does the future hold
for businesses when it comes to recrutment, outside of a potential downturm and a
potential switch to a mare client or employer led market? What will you or the businesses
you own or the businesses you coach be doing differently in the future. bigger picture wise,
maybe just looking beyond the potential downturn?

Greg Savage
Yeah, well | think a potential downturn will only be another twist of the cycle. and ofter the
downturn there will b2 an upturn. And that's another story

I think the smart companies are focusing on buiding a sustainable business, and I'm talking
about recruitrment agencies now. And by that, | mean one that drives in a geod time and is
very resilient in the downturn, And that would mean having a good mix of permanent
placement revenue and annuity revenue, which would be temparary or controct or RPO.




| think thot would be a huge focus paoint, | think. having New Age recruiters who hove the
sorts of skills that | touched on earlier, Barry, and growing your own. becouse | don't know if
you realise this, F'rn sure it was maybe somewhere in Irelond, but it certainly was in Australio
that in April, May and June 2020 cost your mind back, April May, June 2020 was when we
suddenly realised that this thing was serious It wos huge But despite government support,
a6% of agency recruiters in Australia got fired Cne in three. Now, most of those hod less
than one year experience and they've never come back to the industry. And now you know
that you and every other recruiter owner in the world is frying to hire people with three
Years expenance.

That is exoctly replocing those that got fired So. the whole generation was wiped out. So,
as we know, when there's a downturn, recruitrment agencies really only have one lever to
pull which is salaries, becouse 75% of if | look at the PNL of your company. which | haven't
done, but if | did, | know what's onit 75% of every dollor a year you spend is on sdary. So if
your GP drops by S0%, that's the only lever to pull And then what happens is companies let
all the recruters go and they shrink down from 30 recruiters to ten and then the market
recovers twelve months later and it takes them five years to grow back, So the smart
people you ask the question what they're doing is they're building resillience so that they
won't have to do that. They may not make os much money in the downturn, but theyl
keep ther forces strong | mean, the upturn comes, theyll gain market share. The other
thing is that thay're looking ot what sectors they should be in

Looking at what sectors are growing

Very critical. So what are the growing sectors” What's ikely to be the dernand sector in
three to five years? Is it accounting? Is it tech? ks it medical? What is it and do | have the
ability to pivot if Im in the inverted commas wrong areas? So that's another thing theyre
locking of. Building o second fier of manogement is absolutely pivotal that we've got some
good recruiters, we've got the owners, three or four of them, and then we've got a wide
gulf in between And that means cur company will never grow beyond 15 or 16 people. and
that means it won't be sustainable.

Investing in technology

Implementing the right fech is what smart people are doing, investing in fechnology. And
what youve got to look for in technology is technology. Thot autormates the part | soid
before, the part of the job that should be autornated. And the main goal of that &, yes.
efficiency and cost savings. but mostly to give mare time to the recruiters to engage with
their candidates. So. you never implement technology. even if it soves you money, if it's
going to harm the candidate experience. When | say you never do that, that is my behef,
and we see It every day when we fry to falk to an airline or an insurance company

They've got all the technology. all the bots. you can't get anything done. Experiences is
hopeless. So smart recruitment companies will ot go that way. they will use technology.
And I've got a great example of one of cur companies, in fact, | founded it along with three
people harder working than me, and it's now furning over 120,000,000 It's called people to
people and | don't do any work in it, | just give advice, which they now ignore



They infroduced a chat bot and on the website and condidates were encouraged to go to
the chat bot or the recruter they could choose. More than half chose the chatbot, which is
foscinating, but they only wanted to ask three or four guestions. Is the job in Sydney? Does
it pay 100 grand? Do | need a degree” And then the chatbot asked them three guestions,
and then they spoke to sormebody. It saved the company. It's a big company with 100
recruiters. It saved 250 hours of time. And | asked the question, which frankly was the
smartest question of the day. what have we done with the firme? It's not about saving the
times. What we've dane with it

That 250 hours of consultant fime a week. Have we spent that engaging with candidates
now and getting better service to candidates? If the onswer to that is yes, then it was o
good piece of tech So that's the thinking that we're locking for.

Barry Prost

Excelient. And I've had to because I'm just conscious of the time we're coming fo the end of
our chat. And thanks again, Greg. But just on the technolegy piece, if | had to ask you, youTe
talking about the nght technology

What technology on the market are you seeing as having the most impact for
agencies?

Grey Savage

Well Il be frank with you We need to go nght back to ground zeros and get recruitrment
companies to use the ATS Pra. Right? But most recruitrment companies cancidate
database or their database of condidates is octually o candidate graveyard You know.
theat 30% or 40% in the UK. The same in Austrdiia of jobs filled by ogencies where the
candidaote come from a job board. In 40% of cases. those condidates were already on their
database.

Can you think of anything more dysfunctional than that, then paying moneay to a job board
and getting your recruiter, spending dll day siffing through irrelevant people to find one
candidate and plocing them, and that candidate was dready on your database. So. the
starting point is using the technology we've got, making sure that and then I've got some
smiart agencies that are actually buildng in chatbots and dgorithms that will search the
database for the recruiter. Say youre looking for a UX designer with certain criteria, it will
search the database and it will send a text to ten or twelve condidates and say, hey, we
haven't spoken to you for a while, but we've got a job to suit your profile

Would you bke a recruiter to call you? Simple os that. And they get o yes. the recruiter colls
Mow, that's the kind of technology. it's not that sophisticated, but the recruiter can do the
outreoch as well But imagine if while she or he is doing that. the chatbot is going and
finding all these candidates that are in the dotabase. We're also proud of our databases. If
you say we've got 100.000 condidates. we've been operating 20 years, it's absolute
nonsense in maost cases becouse we don't have any way of occessing those condidates,
But if we can and then the chatbot actually reaches out, ond then the candidate elects to
call in or to reguire a cdll request a call



They introduced a chat bot and on the website ond candidates were encouraged to go to
the chat bot or the recruter they could choose. More than half chose the chatbot, whichis
fascinating, but they only wanted to ask three or four questions. Is the job in Sydney? Does
it poy 100 grond? Do | need o degree? And then the chatbot asked them three questions,
and then they spoke to sormebody. It soved the company. It's a big company with 100
recruiters It soved 250 hours of fime. And | asked the question. which frankly waos the
smartest question of the day, what have we done with the time? It's not about saving the
times. What we've done with it

That 250 hours of consultant fime a week Have we spent that engoging with condidates
row and gething better service to candidates? If the answer to that is yes, then it was a
good piece of tech. So that's the thinking that we're looking for

Barry Prost
Excellent. And I've hod to becouse I'm just conscious of the time we're coming to the end of

our chat. And thanks again, Greg, But just on the technology piece, if | hod to ask you. youre
talking about the right fechnology.

What techneology on the market are you seeing as having the most impact for
agencies?

Grey Savage

Well 1l be frank with you We need to go right back to ground zeros ond get recrutment
companies to use the ATS Pro. Right? But most recruitment companies’ candidate
database or their database of candidates is octually o candidate graveyard You know.
that 30% or 405 in the UK. The same in Australia of jobs filed by agencies where the
candidate came from a job board. In 40% of cases. those candidates were already on their
database.

Can you think of anything more dysfunctional than thot, then paying money to a job board
and getting your recruiter. spending oll day sifting through irrelevant people to find one
candidate and placing them, and that candidate was aready on your databasa. So. the
starting point is using the technology we've got. making sure that and then l've got some
smart agencies that are octually building in chatibots and algorithms that will search the
dotabase for the recruiter. Say youre looking for a UX designer with certain criteria, it wil
search the datobase and it will send a text to ten or fwelve condidates and say, hey, we
haven't spoken to you for a while, but we've got a job to suit your profile

Would you ke a recruiter to call you? Simpie as that. And they get a yes the recruiter calls.
MNow. that's the kind of technology. it's not that sophisticated, buf the recruiter can do the
outreach as well But imagine if while she or he is doing that. the chatbot is going and
finding all these candidates that are in the dotobase We're also proud of our databases. If
you say we've got 100,000 candidates, we've been operating 20 years, it's absolute
nansense in most cases becouse we don't have any way of accessing those candidates.
But if we con and then the chatbot actually reoches out, and then the candidate elects to
call in or to reguire a call request o call



That's smart use of technology. So those are the sorts of things that I'm redlly enjoying seeing
because it is exactly what I'm describing. It's the marrioge of tech to the marmioge of art and
science The chatbot is the tech, but the human being stil talks to the person

Barry Prost
Brilficnt

Well, look. on that note. Greg, thank you so much for your time today. Great to cotch up. And
that's we're going to sign off today and cheque us out wherever you get your podcast

THANK YOU.

For more information on this podcast or to be featured please contact our
team. sales@rentarecruiter.com



