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Welcome to the Spring NewsletterContents 

Hello and welcome to our sixth issue of Unique People Magazine. 
It’s been six months since our last publication, and what a six 
month’s it’s been! 

Brexit is now due to go ahead on 

and unemployment is the lowest it has 
ever been. The economy continues to 

despite the uncertain landscape many 

 

their recruitment processes. This could 

to recognise a hot commodity when you 

We have also seen an increase in the 

organisations developing a social media 

social media can also leave you incredibly 

themselves to paint a ‘not-so-pretty 

and culture have a strong presence and 
are well communicated across these 

 

 

 

have on the publication. 

Nigel Brewster, Partner, 
Brewster McBride Leadership  
& Management Search

nbrewster@brewsterpartners.co.uk

07758 112 002

LinkIn with Nigel Brewster

 

not be reproduced without permission. 

Nigel Brewster, Partner, 
Brewster McBride Leadership  
& Management Search
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The economy continues to hold steady, and the feedback we’ve had from 
our clients is that they are pushing forward with growth and hiring plans, 
despite the uncertain landscape many businesses are currently facing.Leaders in the workplace - 

Authentic and inclusive please! 
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Current talent trends

Despite suggestions that 

put thousands of people out 
of work, the latest reports 
show that it will actually 

Digitalisation
Speeding up your 
decision making 

Demand for the best professionals 
with the most relevant skills  
will continue to grow in the year  
ahead – and acting more quickly 
to secure chosen candidates is  
an absolute must. 

The importance of 
employer branding 

Finding candidates is the  

competition for talent. 

But engaging a top candidate enough  

help prospective candidates to do their 

14%
 

expect Brexit to have a 
positive impact on business 
growth and revenue.

19%
  

 
no impact.

32%  
 

impact Brexit will have  
on their business.

34%  
business and revenue 
growth harder.

55%
  

 
 

 

23%  
 

77 % 60% 

the talent shortage.
45%

42%

Bullhorn provides cloud-based CRM and operations solutions for the 
recruitment industry. Its automated data capture and customer insight 
technology helps companies engage candidates and win customers. 

2% 
 

Working with  
the gig economy

The ‘gig economy’ is well 
underway, with over 15% of 
the UK workforce now classed 
as self-employed. 

Organisations are beginning to rely more 

and we have increasingly seen candidates 

 
a decision and get in touch. 
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Focus on retention
Once you have attracted and 
secured the right people, the 
next challenge is to keep them. 

respected by their line manager. 

paths also need to be established to 

Research by Bullhorn UK has found some of the hot topics for 2019

The Brexit Paradox:GDPR – Much ado about nothing?

But 
just 

It predicted that around seven 

could be displaced by AI between 

adapting to automation and 

will continue to grow in line with the 

and automation.
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 ARRESTED  
DEVELOPMENT 
It might sound strange, but one of a manager’s primary jobs is to hire and train their 
replacement. Managers shouldn’t be threatened by this, because it’s not something that 
happens right away – developing talent takes time. But it’s important to have a team 
behind you that you would genuinely trust to perform your duties in your absence. 

7 

For example, let’s say the CEO comes  
 

“I want to put together a team to work on 
our next big product. It’s a secret project, 
but I want our best performers. Give me 

glance, you’re thinking, ‘No problem, 
we have plenty of great performers.’ 

But then reality sets in. If your managers 
haven’t been out there developing their 
talent, then they don’t have anyone  
to delegate to. Which means that if they 
are assigned to an important project, 

 
a win for the manager, the department,
or the company as a 
whole. However, it’s 
easy to understand 
the manager’s point 
of view too. The 
company tells them 
that they need to 
start focussing on 
developing their 
employees, which 
then becomes just 
another plate you are trying to keep 
spinning. Developing employees often 
becomes the item that keeps sliding 
down the priority list. 

Organisations and managers can shift 
the focus back to employee development 
by making it part of the manager’s 

potentially take it one step further, and 
make it form part of the learning and 

Learning and development teams should 

employees who receive training versus 
development, and understanding training 
as learning related to the job you have, 
and development as learning towards  
a future role. It should be easy to track 
– when an employee attends a learning 
event, is it training or development? That 
will tell the organisation how much talent 
development is taking place.

Managers should be held accountable 
for giving their employees development 
opportunities, and should be able to set 
a goal of scheduling every employee for 

a certain number 
of development 
sessions each year. 
A large number 
of employers are 

to complete a 
minimum number 
of training hours 
each year, but it 
could be worth 

extending that to include a minimum 
number of development hours to help 
shape your team for the future. 

Another important aspect of employee 
development is creating an open 
communication channel, either at 
performance reviews, or by having a 
trusted and genuine ‘open door’ policy. 
Talk to your team and ask them about 
areas of development they would like  
to explore. It could be that your team 
have aspirations and ambitions that  
you knew nothing about. 

The quality of conversation is important; 
identify goals, and work with your team 
to create individual development plans. 
Not only does this help the organisation 
develop future talent, but it can 

achieve promotion or improvement, and 
encourage those who might otherwise 
have stayed in the background and not 
thought to take a step up. 

Many organisations don’t want  
to create formal replacement or 
succession plans. It’s understandable. 
That doesn’t mean they shouldn’t have 
any plans when it comes to future 

moving in a positive direction, even 
when formal plans aren’t being made. 

In today’s job market, it’s possible that 
the candidates being hired need training 
and development, and organisations 
should always set aside resources to 

management and development will keep 

organisations to consistently grow  
and keep moving forward. 

Another important aspect 
of employee development is 
creating an open communication 
channel, either at performance 
reviews, or by having a trusted 
and genuine ‘open door’ policy.

Nigel Brewster, 
Partner, Brewster 
McBride
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John joined Henry Boot PLC in 2006 as Group Finance Director, and was appointed Chief 

operating subsidiaries – Henry Boot Construction Limited, Hallam Land Management Limited, 
Henry Boot Developments Limited and Banner Plant Limited. We asked him for some insight 
into his career to date and the challenges of leading in a PLC.

8 9 

Unique People  |  Spring 2019  |  Brewster McBride Leadership & Management Search Unique People  |  Spring 2019  |  Brewster McBride Leadership & Management Search

Please talk us through the early 
part of your career. 

When I left school, with reasonably 
decent A Levels, I went to work  
in a bank, but I absolutely hated it.  
Of course the perception was that it 
was a solid job, a job for life, a career 
in the making. But one of my friends 
came home from university one 
Christmas, and told me all about life 
on campus and I just thought ‘I’ve 
made a mistake here’. I then applied 

a year late, which I think in many 
regards was a really good way of 
doing it. I got to see what life outside 
of the academic world was like, and I 
worked really hard – although I always 
say I got a Sportsman’s degree!

the then ‘big ten’ in the accounting 
professions, and at the time London 

There were 3000+ jobs for graduates 
leaving university with an Economic 
degree, and I managed to land roles 
in a couple of places and chose, what 
was at the time, Touche Ross and Co. 
in London. I trained there and had  
a fantastic time, working on jobs with 
companies like Trafalgar House, who 
owned The Ritz and the QE2. 

came to London after she completed 

job in Harlow in Essex. We got married 
and wanted to be closer to both 
sets of parents so moved back up to 
Leeds, and shortly after relocating 
with Touche Ross, I decided it was 
time to leave. There were six other 
guys at my level at that stage, and it 
was clear that progression was only 
accessible at quite a big personal cost 

so I decided it would be better for me 
to move on and get a job outside of 
the profession.

I started working for a jewellery 
business called Abbeycrest at the 
age of 26, and by the age of 29  
I became Finance Director. Between 
the years of 1986 and 1989, we 
grew the business from £7million to 
£60million, all on the back of Gerald 
Ratner and the Ratner Group. Things 
were going well until the famous 
Gerald Ratner comment about a  
set of earrings being “cheaper than 
a prawn sandwich”… well, that was 

they were less expensive than a 
prawn sandwich, but they were 

Gold was incredibly expensive,  
so when we lightened the product 
through precise engineering, it 

and that’s what Abbeycrest was all 
about. It was a fantastic business, 
really great people, and a great team. 
But after that comment from Gerald 
Ratner, we lost half of our business. 
Had he said “This is a fantastically 
engineered product, and we are 
using the latest technology to create 
low weight products to make them 
accessible to a wider audience”, 
people would have loved him, but 
he implied that they were poorer 
in quality which had an incredibly 
negative impact. For me, the 
lesson learnt was, you’ve got to be 
incredibly careful about holding all 
your eggs in one basket in business, 
because you just don’t know when 
something like that is going to 
happen which could have such grave 
consequences. Ratner Group were 
£36m of our £60m annual turnover 
in that year, and the following year 

our turnover from one customer in 
that year. 

Continues overleaf



So, in that decline from £60m to 
£30m overnight, what happened? 

We still made money in the year and 
we deleveraged. The good thing 

 

 
 

really stepped up to the plate and 

retailers in the country was struggling 

 

 
We had daily reports that showed 

and how much gold that 

 

So, you stayed there until 2000, 
and went to work for Town Centre 
Securities. What prompted that move? 

genuinely about what I was doing  
 

I remember sitting down on that New 

learn about the property industry  

environment. The business  
has a really healthy 

ensuring that the 
business was never 

not over-committed 

the CEO would always 

about the regional capitals around 

important in property and you have 

alive to property and had seen the 
brilliant returns that had been made 

that stage were very receptive to any 
 

got hurt. I remember one conversation 
I had with a guy who had built up 

 
he was sat telling me he was 

 
he absolutely should sell  

way he might be alright. 
But he was adamant 

that he would be alright 

 

sometimes it can go the other way.  

property values are cyclical in the 

in the wrong place at the wrong time.  

So, you came to Henry Boot PLC as 
the FD in 2006 just before the world 
collapse. How did you navigate this? 

But we actually started to generate 

 
 

Talk us through that a bit more –  
so the business was cash-generative 
even when you’re not really doing 
anything?

generative we could be as a business 

selling as much land through the 

lose the people because they are the 
most important asset. The intellectual 

dividends we paid out in line with 

principally within the contracting 
business and principally because we 

the guys on the tools were the people 

elsewhere in the businesses and 
within construction we moved to a 
management contracting model. 

You’ve worked in public companies 
for quite a number of years. What 
are your observations about that 
environment?

company since I was 29. 

 

that clearly came out over that 2007 
to 2009 period. I guess the lesson 

do not have too many property 
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“The intellectual 
property at Henry 
Boot PLC is between 
people’s ears.”

“A lot of my job is really 
quite simple – it’s just 
about facilitating the 
stars of the show to 
make the money.” 

Continues overleaf
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it was within contracting that we had  

who have invested in the business 

had are more about what business 

discuss the investment propositions 

many businesses who achieve that 

and the 50 or so development 
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from CFO to CEO? 

 

 

being on me was the biggest 

 
 

Which of the skills you have 
developed as CEO and CFO would  
you say is most important? 

which is helped by being a chartered 

helped by having an encyclopaedic 

past experiences. The strategy that 
the company is adopting and how it is 
communicated is crucially important. 

 

thought that the scheme would sell 

a better return than we anticipated 

across to investors is that we are a 
 
 

as an analogy with the Fat Controller. 
But the point when you read those 

 

communicates and reports that 

 
 

As you look back at your career,  
what are the things you’re most 
proud of, and what are the key 
lessons you have learned? 

that no one has the monopoly on good 

managed that was good experience. 

 

they were developed by the team. 

and everyone contributes to the 
results we achieve every year. The 

teams in our business today to do all 

endeavour to support the guys to  
win every good opportunity.

Henry Boot PLC is one of the 
UK’s leading and long-standing 
property investment and 
development, land promotion 
and construction companies

Our successful group 
operations encompass: 

 Land Promotion

 Property Investment  
& Development

 Construction

For more information on  
Henry Boot, please contact:

 
E: plc@henryboot.co.uk 
W: www.henryboot.co.uk
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DIGITAL   TRANSFORMATION 
HOW TO MAKE IT WORK

15 

 
use of digital technology to solve traditional problems’. Sounds 
exciting… no? For some, it’s quite the opposite. A recent survey  
has revealed that digital transformation is one of the biggest 
worries of 2019 for CEO’s and Directors.

Huge amounts of money has been spent 
on digital transformation projects, lots  
of which has gone to waste. The reality 
is, these projects can provide possibilities 

the right mind-set, and if current 

digital transformation will simply magnify 

can help to lead organisations through 
transformations that will succeed:

1. Establish a solid long term 
business strategy 
To spend a large amount of money  
on a digital transformation project only 

a less than ideal situation. There are a 
large number of tools available, and their 
suitability depends on the needs of the 
individual business; what works for one 
may not necessarily work for another.  
It is essential that you establish your long 
term business strategy before you do 
anything else. Establishing goals for your 
business will mean that you can match 
the project to your business.

Often, if a business seeks transformation 

a team of external consultants in, who 

Referring to our previous point, this may 
not be successful as the transformation 
they choose may not be right for the 
business. 

as they will know the business inside out 
and be able to recognise what will work 
and what won’t. 

 

This is perhaps the most poignant point 
of all. Naturally, when people expect that 
a transformation project will make their 
job redundant, they become somewhat 
resilient to the change altogether. At these 
times, it is critical for leaders to recognise 
these fears and try to change the mind-
set of employees. Encouraging employees 
that the transformation is, in fact, an 
opportunity to upskill themselves further 
to suit the marketplace of the future.

To help with this, many managers  
have adopted a strategy, initially 
implemented by Benham Tabrizi, 
Consulting Professor at Stanford 
University, known as the ‘inside-out 
process’. This teaches employees to 
recognise their unique contributions to 
their organisation, then connect those 
strengths to components of the digital 
transformation process — which they  
will then take charge of, if at all possible.

In conclusion, digital transformation  
can be a success if managers go back 
to the fundamentals and manage the 
process correctly, by not rushing into 
anything too soon. By focusing on 
changing the mind-set of employees, 
they can be instrumental in deciding 
what digital tools are to be used. 

Natalie Poskitt
Client Director, 
Brewster Partners
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LEADERS IN THE  

 WORKPLACE
Authentic and inclusive please!

16 

 
isn’t within your business

 
that the employee will eventually leave. This could be because 
they want to pursue another career or that they wish to grow  

demonstrating that they are committed to doing the right thing  

 

Don’t allow people to think outside the box  
then punish them if it goes wrong

business. Creating an environment that means people can learn 

Listen to criticism and take it on board

 

 

Don’t fake it, until you make it 

#1 #3

#2

#4

17 

100% Authentic

Work that  

culture
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who are authentic and inclusive 

when something goes wrong.

be catastrophic to the business involved. 

Evidence shows that employees who 

leaders do to help them become more 

principles that they can adhere to which 

Sarah Milton, 
Research Associate 
Brewster McBride
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Pontefract Academies Trust and National Coal Mining Museum for England. RLO provide 

with David Wilkin

19 

I always had a passion to work in 
engineering and on leaving school, 
joined PO Telecoms. The organisation 
was going through great changes, 
both from a cultural and business 
operations perspective, as the 
business activities were moved into 
the newly created British Telecom 

Exposure to such change at an early 
stage in my career gave me some 
valuable experiences and learning 
points. It taught me that change is 
essential to move organisations and 
people within them forward. 

A key driver and motivator for me 
has always been a ‘dread’ of being 
restricted to one sector and job role. 
My engineering training instilled in me 
a methodology of solving problems, 

identifying opportunities and taking 
up challenge, things which have 
proved invaluable in the successful 
roles I have had in the SME and 

Director with Melett, a supplier to the 
automotive aftermarket, we had to 
face up to the challenges from low 
cost Far Eastern competition. Growth 
had to come through increased 
volume sales, the pricing strategy 
needed to change and we had to 
maintain margins. Through adopting 
a more proactive approach, setting 
up our own distribution centres in 
the USA and Poland and establishing 
a manufacturing plant in China, we 
increased our market share and were 
able to maintain margins. Turnover 
increased from £18m to £25m in a 
three year period and we were able 
to retain and bring on board new 
customers.

I strongly believe personal 
development is important. My 
success in obtaining the IOD 
Diploma in Company Direction, has 
proved invaluable in my Board roles. 

Non-Executive Chair of RLO, the 
organisation has gone from strength 
to strength and we now support 
around 1,200 individuals and employ 

UK, which is enormous credit to 
everyone in our organisation. 

Just over three years ago I joined 
the Board of a local Multi Academy 
Trust and more recently have been 
appointed Vice Chair. Within the last 
few months, I have also joined the 
Board of the National Coal Mining 
Museum. 
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Real Life Options supports 
people with learning disabilities 
or autism to make choices and 
live their lives the way they 
want to.

They provide a wide range of 
support to people with learning 
disabilities and elderly people 
in care homes and private 
homes across the UK, including 
everything from a few hours help 
each week up to 24-hour support.

David’s responsibilities include 
managing board agendas, 
appraisal/assessment of 
Executive and Non-Executive 
Directors, co chairing an advisory 
board made up of the people we 
support, ensuring and developing 
good governance throughout the 
whole organisation.

The National Coal Mining Museum 
for England keeps the stories 
of coal mining alive by creating 
enjoyable and inspiring ways 
to learn for people of all ages, 
backgrounds and abilities and 
by collecting and preserving the 
industry’s rich heritage.

As a member of the Finance and 
Audit Committee, David is working 
with the Executive Management 
Team and Chair of the Committee 

organisational risk register.

with David Wilkin

What has been your biggest 
/most valuable lesson as a  
Non-Executive Chair?

organisation and develop relations 

 

processes are in place which deliver 

right enables the Board to hold 

What has been your biggest 
challenge (or achievement)  
as a Non-Executive Chair?

structure throughout the organisation. 

Having in place the necessary and 
appropriate controls and processes to 
deliver good governance is critical to 

behaviours and values within the 
organisation. A regular revisit and 

achievement in ensuring the Board 

strategic goals.

What would you say are the main 
priorities for an organisation in the 
current climate?

obvious challenges around recruiting 

organisation at all levels is critical. 

I would also apply this philosophy 

retaining them is crucial to the 

communications are second to none. 

ensure this becomes embedded. 

How do you think your career, either 
Executive or Non-Executive, will 
develop over the next few years?

organisational improvements and 

20 21 
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What do you think are the biggest 
challenges working within the 

 
 

 
a sustainable business in ever 
changing external environments.  

customer and leadership. 

Whether you are a commercial or 

your customer is critical. Who are your 

 
in enabling a culture which is adaptive  
to change. Establishing and 
developing a values base culture  

 

 
 

 
 

 

enablement throughout the whole 
 

and one on which we are now well  
on the way.

What originally attracted you to  
the roles you have undertaken?

once said to me early on in my 
career; “There are no challenges 

as opportunities has enabled me 

people within it. A desire and drive  

values are my drivers.

What would be your advice to  
those taking on a similar role in 
today’s market?

roles which present the opportunities 
to improve the organisation and 

has served me well throughout my 

your Non-Executive career to date, 
and how you became involved with 
your current organisations?

 
 

with learning disabilities. It was  
 

and approach. The environment 
was changing and I was invited to 

commercial experience. There was a 
need to develop a robust succession 
plan and position the organisation 

in attaining charitable status in 

two others business and increased 

 
 

I wanted to understand more about 
how the education system could deliver 
improved outcomes and opportunities 

protecting and preserving our industrial 

leadership, in my mind this drives proactive decision making which 
attracts the right people who can and want to create a climate and 
culture for change, where two way communications are second to none. 

We recognise that people 
are individuals with very 
different ideas about how 
they want to live their life.



How can employers help reduce stress in the workplace? 
 

health promotion experts across the country came together  
to help increase public awareness about both the causes  

actions to help reduce these stress rates. 
Reducing stress levels will result in a 

 

 

1. Promoting Exercise 

body through exercise is a guaranteed 

we are seeing more and more employers 

productive when they return. 

2. Taking a break 

3. Giving back control 
Employees can become very anxious and 

to alleviate their stresses and anxieties.

4. Conduct a survey 
 
 

you may not notice when your team 

 
open up and air any concerns they have 

send them on a lavish retreat or give  
 

help to reduce stress rates within the 

seriously. Implementing coping strategies 

Pete Shillito, 
Client Director, 
Brewster McBride

The ‘S’ word
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www.brewsterpartners.co.uk

Finding 
Unique 
People

WENTWORTH WOODHOUSE

Brewster McBride are specialists  
 

of Senior Managers, Directors, CEO’s, 
Non-Executives and Trustees.

Working collaboratively with our clients, we 
take the time to understand their culture, their 
values, and exactly what they are looking for 

our extensive network of senior executives, 
online resources and bespoke approach 
enables us to provide our clients with the 
highest quality service available. 
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Some of the clients we have worked with


