
In recent months, barely a week seems 
to pass without news of yet another 
high profile, high cost claim involving 
workplace discrimination, harassment or 
victimisation.

Almost exclusively, cases in the news 
concern senior female executives.  There 
is mounting evidence of a backlash 
amongst employers, with some admitting 
privately that they now think twice 
before hiring a woman over a comparably 
qualified man because “they are so much 
hassle”.   Enhanced maternity rights only 
serve to compound this view.

But employers would be wrong to fear 
discrimination legislation or shy away 
from employing women. .  .  It is worth 
noting that a number of recent cases, 
which are often less publicised,  have 
been brought by men. These  relate  to 
employers’ failure to adopted transparent 
pay structures, the perverse exercise of 
discretion in awarding employee bonuses 
and claims for unfair and wrongful 
dismissal after sustained subjection to 
an employer’s threatening and abusive 
language or behaviour.  

However, despite the passage of three 
decades since the introduction of sex 
discrimination and equal pay legislation, 
women undoubtedly continue to be 
underpaid and under-represented in 
employment.  

Furthermore employers continue to run 
scared of discrimination legislation and, 
even those with good equal opportunities 
policies, too often either unwittingly 
perpetuate subtle forms of discrimination 
in the workforce or, in their anxiety 
to avoid claims, react prematurely to 
unsubstantiated allegations. I have 

seen for example some trigger happy 
HR professionals take draconian action 
against some men who have perhaps 
made an unfortunate and unwitting 
remark, in order to be seen to be taking 
action against discrimination.  Often 
depending on the nature of the language 
used, the appropriate action should be 
a warning, or perhaps a final written 
warning, but the men concerned have 
lost their jobs. 

 I have also seen men falsely accused of 
harassment where HR professionals have 
gone into overdrive and conducted witch 
hunts, again  no doubt with the best 
intentions of eliminating discrimination 
in mind, but in doing so have completely 
overlooked the fact that those accused of 
harassment have the right to be treated 
fairly too...The knock on effect of all this 
is that, very regrettably, it tends to bring 
discrimination legislation into disrepute. 
The result is a paranoid workforce 
operating in an environment of fear. 

However, employers too often overlook 
the business advantages of moulding 
an equal opportunities culture and of 
embracing a flexible approach to working.  
Research published in the last 12 months 
by Cranfield Business School suggests 
that organisations still leave untapped a 
wealth of female potential.  It provides 
unquestionable evidence that companies 
with a higher representation of women 
in senior management positions 
financially outperform companies with 
proportionately fewer women at the top.  
The report concludes that investment 
in a wider and more diverse talent pool 
enhances corporate performance.  

Businesses which reward men and 
women equally attract and retain the best 

staff, improve morale, motivation and 
productivity, avoid costly Tribunal claims 
and enhance their public image.

Increasingly employers are getting the 
message.  Recent high profile cases, have 
proved sufficient to alert even the most 
cavalier of employers of the pitfalls of 
failing to adhere to their responsibilities. 
But employers still need to adopt greater 
efforts not only to ward off claims but to 
establish healthy working environments.  

So, the answer to the question “Why 
employ a woman?” is simple…..because it 
is good for business!”.
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Whitehill Pelham has been established 
in Cambridge for 2 years now, and has 
achieved a reputation for high quality 
recruitment services through the 
region.  To maintain our market leading 
position we recognize the importance of 
continually reviewing our performance.  
We can only do so by asking Clients 
and Candidates for their views.  One of 
the most important of our performance 
measures is asking all our clients and 
candidates their views on our service.  
This way we can check and amend the 
service and improve our performance to 
ensure we match expectations.

 Whitehill Pelham launched its Customer 
Satisfaction Programme at the beginning 
of 2004 and we are delighted to share 
some of the feedback with you.

What do our Clients 
think of us?

Over 90% of our Clients have used us 
more than once

 

What did our Candidates 
think of us?

Over 30% of our candidates were 
recommended to register with us.
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In 2004 we published some research into 
how organisations in the Eastern Region 
recruit staff.

The research was undertaken in order 
better to understand how businesses 
in the Eastern Region undertake the 
identification and recruitment of their 
staff.  It was prompted by a perception 
from senior business people in the region 
that recruiting and retaining key staff 
could be more difficult than in other parts 
of the UK.

The research covered 24 respondents in 
a wide range of industries from Hi-tech, 
Pharma, Biotech, FMCG, Distribution, 
Food Processing and Manufacturing.

The total sample represented an 
employment base of 10,622 jobs in the 

region and a recruitment level of just over 
10%.

Highlights of Research 
Findings

Recruitment Methods

• Local newspaper – in some instances 
the quality of response was disappointing 
and highly varied and some respondents 
found the subsequent administration 
onerous and time consuming to deal with.

• Word of mouth- This method was 
used extensively and very successfully 
for blue collar workers, bounty schemes 
also proved to be a great motivator and as 
a result a high volume of candidates were 
introduced.

• Company website – respondents 
appeared to be disappointed in the 
response however on reflection they 
appreciated that it was easier for potential 
candidates to search job boards rather 
than target specific company websites.

• Recruitment Consultancy–Typically 
quick and efficient, targeted CV’s 
however some respondents thought cost 
could be an issue.

Time Taken to Recruit

• On average it takes 1 month to   
fill a vacancy

• It takes a minimum of 2 months   
to fill a specialist technical role.

• The longest reported was 6   
months

What did our clients and candidates say about us in 2004?

The Secrets of Recruiting In The Eastern Region


