
HRINSIGHT

invested in HR caReeRs 

WWW.MDHR.CO.UK ISSUE 04 | Q4 2017

GAMIFICATION
Gimmick or game-
changer? 

GENERAl DATA 
pROTECTION REGUlATIONS
Key action points for
employers

CANDIDATE 
INTERvIEW GUIDE
Parts 5&6



We are currently compiling our 2018 comprehensive salary & careers guide for HR.

If you work within HR and can spare a few minutes to take part in our online salary survey, it will help us to build 
the clearest understanding of the professional HR landscape. All registered participants will be entered into a 
draw to win £100 pounds worth of Amazon vouchers.

Participants will also receive a preview copy of the
report and all information will be held in the 
strictest confidence.
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T
he last 12 months have been a busy and 
interesting time for HR with many complex 
regulatory changes coming into force and 
employee  satisfaction & gender pay gap 
reporting taking centre stage. 

For our final issue for quarter 4 2017, we look towards the 
next 12 months and explore some of the upcoming trends 
and future predictions for HR in the workplace.

The HR function continues to evolve and staying up to 
date with the latest trends and demands of a growing 
millennial workforce is not without its challenges. We were 
thrilled to have Robert Newry from Arctic Shores present 
a fantastic event with us in December, in partnership 
with Octopus Investments, on the use of gamification in 
recruitment. It was a very lively and engaging session and 
we are pleased to be able to share our insight from the 
event on pages 8 & 9.

We have hosted a number of well-attended events this 
year on a broad range of topics, including a series of 
round table discussions on the upcoming GDPR changes, 

coming into force on 25th May 2018.

This will continue to be a top priority for our clients, with many 
factors for HR to consider and implement. On pages 4 & 5  
Chris Tutton, Partner at Constantine Law, shares his insight 
on the key action points for employers when navigating these 
imminent changes.

We are conducting an HR salary survey for 2018, taking a 
look at what HR professionals earn as well as career priorities 
and preferences. The more of our readers who take part, the 
best possible data we will have to produce a detailed analysis 
of HR salaries in the UK today. So if you can spare a few 
minutes to take part in the confidential online survey, please 
follow the link below. 

We hope you enjoy our quarter 4 issue and on behalf of all 
of us here at Macmillan Davies we wish you a very successful 
2018.  

daRRen Hayman & anGela FRanKs

WE WANT TO HEAR FROM YOU... 

MACMIllAN 
DAvIES 
SAlARY GUIDE

TAKE pART IN THE SURvEY HERE

https://www.surveymonkey.co.uk/r/HBWV67C
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GlOBAl MARKET TRENDS 

As we enter 2018 many of the key hiring trends of 2017 look 
set to continue well into the new year. Demand for specialists 
continues across all sectors due to the complex regulatory 
changes set to take effect this year. Demand for policy and 
GDPR specialists is on the rise while requests for professionals 
experienced in gender pay gap reporting remains in demand. 
Reward and L&D roles have significantly increased across 
London, Manchester and Birmingham.

Within financial services, candidates with knowledge of the 
Senior Managers and Certification Regime, that will apply to 
all financial services firms in 2018, has been a significant skill 
requirement for 2017. The senior end of the market remains 
highly competitive with no shortage of experienced candidates, 
but with a drop in senior level roles as businesses are managing 
their succession planning and often choosing to promote 
internally.

UK 
Consequently we are seeing an exodus of talent moving from
financial services into related and non-related sectors where 
specialist skill set and culture fit is trumping specific sector 
experience. The north-west has experienced an increase in roles 
in professional services, which has been mirrored in the midlands 
where we have also seen the bigger companies moving to 
Birmingham and experiencing a shortage of high calibre talent, 
as well as increased hiring in the charity sector.

18 months on, the uncertainty of Brexit and the prolonged 
negotiations is still impacting hiring. Businesses are 
understandably remaining cautious, particularly towards the 
senior end of the market. This has boosted the number of interim 
and fixed-term-contracts and we have also seen a steady stream 
of junior and mid-level HR generalist roles and an increase in 
low level admin/assistant roles, across both permanent and 
interim / FTC.

The last quarter of 2017 was surprisingly busy. Not only did we 
not see a slow down, we actively took on several new mandates in 
the last few weeks of December. In particular, demand has been 
roles within Financial services, specifically smaller investment 
houses, Chinese firms looking to increase their offshore offering 
and Insurance companies that are continuing to expand in the 
region.
 
There was and will be an increased need for excellent and senior 
HR Business Partners with proven financial services experience 
and strong business acumen. In addition, we saw a marked 

interest in Talent Managers, strong HR Operations as well as 
seasoned C&B professionals with experience in HR Analytics 
(and HRIS).

2018 promises to be a buoyant year with additional headcounts 
already in the pipeline. That said, with a shortage of high-
calibre candidates with specialist skills in the region, clients will 
be forced to look abroad (even outside of Asia Pacific) to fulfill 
their requirements.

ASIA  

AUSTRAlIA  
The final quarter for 2017, was predictably softer in the Australian 
HR market than the previous two quarters. This softness occurs 
every year in the lead up to the Christmas holiday, which also 
includes the start of the school summer holiday. The only state to 
record a rise in advertised opportunities was Queensland, which 
grew by 3.1%, with the other eastern states (NSW down 6.5% 
and Victoria down 4.7%) showing an expected seasonal decline. 
These figures though mask outstanding growth over the whole 
2017 for these states (NSW up 16.1% and Victoria up 13.7%) 
where activity has been strong and consistent. Queensland 
recorded the highest growth over the full year with a figure of 
18.2%, on the back on improved activity in the mining sector 
supporting activity in other key industry sectors such as education 
and the public sector.

Within the occupational groups, whilst generalist HR

professionals continue to show strong demand, the largest
growth has been seen in the Occupational Health 7 Safety 
market with 27.6% growth over the year. This was though 
coming from a low base, but now stands at its highest level for 
3 years. The only real disappointment for the market was with 
senior appointments where advertised opportunities actually fell 
in 2017 by 0.2%.  This figures might not be a true representation 
of market activity, with many senior roles being sourced via 
search, but as a year on year comparison, is a fair indicator of 
overall activity.

As we enter 2018 we remain confident that the market will 
continue to provide excellent opportunities for quality candidates. 
Whilst some macro-economic data gives some reason to be 
cautious, the Australian jobs market remains robust.

Darren Hayman & Angela Franks - Macmillan Davies

amanda clarke - Profile Search & Selection 

John Baker - The Next Step 

http://www.profileasia.com
https://www.thenextstep.com.au


withdrawn. These changes are likely to require a review of existing 
employment terms and conditions to be carried out. 

The GDPR requires mandatory breach reporting.  Where a 
business suffers a data breach it will need to notify the relevant 
data protection regulator within 72 hours of it becoming aware of 
the breach. Where the breach relates to HR data (for example, 
an employee’s personal data is sent to the wrong person), the 
employer will need to notify the affected employee(s) without 
undue delay if the breach is likely to result in a high risk to his/her 
rights and freedoms.  

Whilst the GDPR contains some exceptions to these requirements 
(for example, if the data was encrypted), a swift assessment of the 
likely risk(s) involved will need to take place whenever a breach is 
discovered. Businesses should ensure they have robust procedures 
in place to respond to breaches and employees should be properly 
trained on them.

Under current legislation, employers are required to provide job 
applicants and employees with a privacy notice, setting out the 
purposes for which data is processed and the information needed 
to ensure the processing is fair. This information is often contained 
in a data protection policy. 
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THE GENERAl 
DATA pROTECTION 
REGUlATION
KEY ACTION pOINTS FOR EMplOYERS

The General Data Protection Regulation (the GDPR) is due to come into force on 25 May 2018 and will have a significant 
impact on how businesses manage the personal data of their employees.  

The GDPR is the most important change in data protection legislation in the last 20 years, replacing each 
different EU Member States’ laws with a single, unifying data protection law, and it is difficult to overstate its importance. 
All businesses that use personal data will have to comply with the GDPR or face potential fines of up to €20 million or 4% 
of total annual worldwide turnover, whichever is greater.  

The GDPR is complex and broad ranging in scope. Ensuring your business is GDPR compliant by next May is likely to be 
a challenging task and may require a significant investment of time and resources. We set out below the key considerations 
from a HR perspective and the action points you should consider taking without delay.  

Under current data protection legislation, employers are permitted 
to collect and use data relating to employees where there is a 
legal basis for doing so, including where employee consent has 
been provided. For this reason, many employers choose to have a 
fairly standard, short clause included within employment contracts 
in which employees give their “consent” to the employer to store 
and process their personal data. This way of obtaining consent 
has been increasingly criticised over recent years on the basis that 
there is an inherent imbalance of power between employer and 
employee which can mean that consent is not legitimately given.  

The GDPR sets out more detailed and strict conditions for the 
use of consent and provides that it must be freely given, specific, 
informed and unambiguous. Consequently, obtaining employee 
consent within the employment contract in this way is likely to be 
ineffective under the GDPR. Employers will therefore need to 
assess the legal ground(s) on which they process personal data. 
Where employee consent is relied on, they must ensure that the 
requirements of the GDPR are met. Alternatively, they may prefer 
to rely on another legal ground for processing personal data 
where one exists (for example, because it is necessary to perform 
the employment contract, to comply with a legal obligation or 
because it is necessary for the employer’s legitimate interests). 
Employers should also consider what steps they will need to take 
in circumstances where employee consent is subsequently 

  CONSENT AS A lEGAl BASIS FOR  
pROCESSING EMplOYEE DATA01.

02. RESpONDING TO DATA BREACHES 

03. INFORMATION pROvIDED TO 
EMplOYEES 
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Under the GDPR, employers will need to provide significantly 
more information (including, for example, how long data will be 
stored for, if it will be transferred to other countries, information 
on the right to make a subject access request and information 
on the right to have personal data deleted or rectified in certain 
circumstances (see below)). This information will need to be 
provided in plain language and be concise, transparent and easily 
accessible. 

Employers should review and update current policies, contractual 
provisions and privacy notices to ensure they comply with these 
detailed requirements.

Under the GDPR, the 40 day deadline in which a business must 
comply with a request is to be replaced by an obligation to comply 
“without undue delay and within one month”. Where the request is 
particularly complex, an employer can extend the timeframe for 
responding by up to 2 additional months. 

The £10 fee for processing a request will also be removed and 
replaced by an ability for employers to request a reasonable 
fee (taking into account the administrative costs of providing 
the information) where the request is “manifestly unfounded or 
excessive”, or to refuse to carry out the request altogether.  

Employers will need to review and update policies relating to 
subject access requests, and provide training to those members of 
staff dealing with them. 

Under the GDPR, employees will have increased rights to object 
to certain processing, to have data corrected or to restrict how 
data is used, and to be forgotten (i.e. to have their personal data 
deleted).  

Under the new “right to be forgotten”, employees will be entitled 
to require their employer to erase personal data about them 
in certain circumstances. This may be the case where data is 
no longer necessary for the purpose for which it was originally 
collected, or where the employee has withdrawn his/her consent.

Employers should ensure they understand when such requests 
can be made by employees and have arrangements in place for 
dealing with them.

Employers often outsource certain HR/payroll functions to third 
party suppliers, for example, to payroll companies or providers 
of cloud services. Under data protection legislation, these third 
parties are known as ‘data processors’. 

The rules surrounding the use of data processors will become 
more stringent under the GDPR.  For example, data processors 
will have a duty to comply with the requirements of the GDPR, 
with potential liability if they fail to do so.  This is a marked change 
from the current regime under which they have very limited liability 
for data compliance. There will also be an onus on employers to 
ensure they work with compliant suppliers.  

Businesses must therefore ensure they fully understand the new 
requirements relating to the use of data processors and should 
review the current contractual arrangements in place to ensure 
they are suitable and compliant.

Employees have the right not to be subjected to automated 
decision making. This may apply in relation to, for example, 
the shortlisting of staff, performance management thresholds 
or triggers for sickness absence and/or attendance bonuses.   
Employers should review their use of any automated decision 
making processes and, where necessary, consider alternative ways 
for making such decisions.

Public authorities and private companies involved in regular 
monitoring or the large scale processing of sensitive personal data 
will be required to appoint somebody independent as a Data 
Protection Officer.  

Under the GDPR, the onus will be on employers to prove 
compliance. For this reason, it will be crucial for businesses to be 
“audit ready”, by ensuring that records of processing activities are 
well organised and easily accessible, and by having well drafted 
policies with clear lines of responsibility in place. 

As you will note, there are many urgent action points for 
employers to consider. Those employers who previously regarded 
non-compliance with data protection legislation as a low-risk issue 
will be quickly forced to re-evaluate their position and to ensure 
compliance going forward or face potentially hefty fines.

SUBjECT ACCESS REQUESTS 04.

05.  INCREASED EMplOYEE RIGHTS

06.    STRICTER REQUIREMENTS ON 
THE USE OF DATA pROCESSORS

07. AUTOMATED DECISION MAKING

08. DATA pROTECTION OFFICERS

ACCOUNTABIlITY09.

CHRIS TUTTON - CONSTANTINE lAW
chris is a partner of constantine law, a specialist 
employment and business immigration firm. He has been 
working closely with his clients to help get them GdPR-
ready for 25 may 2018.

e: christopher.tutton@constantinelaw.co.uk

t: + 44 (0) 203 696 8233

W: www.constantinelaw.co.uk

mailto:Christopher.Tutton%40constantinelaw.co.uk?subject=
www.constantinelaw.co.uk
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HR MOvERS & SHAKERS

Congratulations and best wishes to all those embarking on new opportunities. 

• Matthew Clarke joins Deloitte as HRD Audit & Risk

• Richard Larkin joins Inmarsat as Recruitment Director

• Sarah Dingwell joins IHS Markit  as Director of Talent Acquisition, EMEA 

• Elaine Arden joins HSBC as Group Human Resources Director 

• Cathy O’Driscoll, joins Mid and South Essex Hospitals as Group HR Director 

Resourcing & Strategic Planning

• Nicola Perrin joins AmTrust International as International HR Director 

• Bertie Tonks at Collinson Group promoted to Director of People & Culture 

• Sharon Frost joins Adare International as HRD

• Scott Donaldson joins Tesco UK & Ireland as Head of Reward & Benefits

• Sara Bakare-Mendez joins DNv Gl as Group Leader-Compensation, Benefits and 

Global Mobility 

• Neil Cox joins Wesleyan as Head of Employee Value Proposition

• Tim Wilson joins Delphi Technologies as Global Head of Talent Acquisition

• Sasha Worthington joins Sky as Head of Recruitment

• Graeme Yell joins NATS as Head of People and Organisation 

• Will Price joins DHL Express as Head of Reward

• Lorraine Taylor joins Euromoney as Head of Learning
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HR TRENDS TO 
WATCH FOR IN 2018

THE DRIvE TOWARDS DIGITAl

FlEXIBlE WORKING

•	 technological advances are changing the way 
we work while technology has become more 
affordable and accessible

•	 65% of executives plan on investing in digital 
tools in 2018

•	 the rise of workforce analytics to measure, 
characterise and organise workforce data 
& determine an employee’s potential of      
success

      Source: Datis 2017 State of Workforce Management

Agile	and	flexible	workforce	models	will	expand									
as 61% of workers expect to choose agile work opportunities 
by 2019. this is also led by the rise of the gig-economy 
and the majority of full-time employees (77%) in the UK 
stating they would consider working on a contingent or 
contract basis.
Source: Mercer’s 2017 Global Talent Trends Study

GAMIFICATION

•	 measuring an average of 3000 data points                         
in a 25 minute session and matching data to                     
a	‘fit	profile’	to	achieve	50%+	quality	of	hire

•	 increasing social and gender diversity with a              
120% increase in target group applications

      Source: Arctic Shores 2017
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GAMIFICATION IN RECRUITMENT...
GIMMICK OR GAME-CHANGER?

If the universal                           success of Pokémon GO is 

anything to go by (claiming a staggering 22 million users in 

its first two weeks of launch in the US alone), the future of 

workplace interaction looks to be very much game-based. 

What is gamification? 

Gamification is the use of game-like mechanics (e.g. points, 

badges, leaderboards) and technology in non-game 

scenarios.

A useful tool in recruitment?

At Macmillan Davies we were thrilled to host an event 

exploring the potential for gamification in recruitment, 

featuring a brilliant session from Robert Newry, CEO & 

founder of Arctic Shores. Arctic Shores pioneered the use of 

game technology in psychometrics to help companies identify 

the best talent fit and also to help people identify the best 

career fit.

In the age of Glassdoor and Facebook reviews, a positive 

candidate experience has never been more vital and a poor 

experience can have significant consequences for a brand. 

When looking into using games for processes such as job 

applications, Arctic Shores found many candidates were 

frustrated with existing processes with some put off from 

applying for roles altogether. 

Gamification encourages a candidate to more effectively 

engage with a business while providing recruiters with a rich 

data set which spans a candidate’s aptitude, personality traits 

and problem solving capabilities.

How does it work? 

Measuring cognitive processes such as resilience and problem-   

    solving, the game collects data on how job candidates

instinctively respond to given situations, thereby helping 

employers gain a better understanding of how they perform 

compared to people who are successful in the role.

Assessing how people are playing a game can reveal a lot 

about their personality and how they approach problems. 

Through its games, Arctic Shores collect 5,000 data points in 

a 25 - 35 minute session which are developed into a ‘fit score’ 

and can be used to assess how a candidate tackles tasks and 

what kind of role would be a good fit for them. 

The responses from every candidate are compared to an 

equivalent peer group to give a result that shows the individual 

against the broader group. The process of candidate selection 

is much faster as the results are created instantaneously and 

augment the general application data for a more holistic and 

data-driven decision.

Increasingly, companies are opting for gamified psychometric 

skills assessments not only to revolutionise hiring but as well as 

to reinforce an understanding of the underlying attitude and 

untapped skills within existing talent pools. 

arctic shores is a global provider of Game-Based assessments 
that deliver meaningful, job relevant insights for recruitment 
and development.

e: info@arcticshores.com
t: +44 (0)844 848 0424
W: www.arcticshores.com

ARCTIC SHORES 

mailto:info%40arcticshores.com?subject=
www.arcticshores.com


9

tHe BeneFits 

Rich & Predictive data
Matching the data to a ‘Fit’ Profile 
achieves 50%+ in quality of hire 

Equality & Fairness 
Increasing social and gender diversity 
120% increase in target group 
applications

Engagement 
Raising the employer brand 
400% improvement in ratings 

Cost Reduction 
26% reduction in overall costs

tHe FUtURe OF assessment

Can we make it free from bias? 

Creating a diverse workforce.

Research has shown that women score lower than men on 

ability tests because of factors such as test anxiety or opting out 

of applying for certain roles because of the language used in 

job or the application process.

Since women account for over half of the games-playing 

market, gamification has the potential to better engage young, 

female candidates and reduce application drop outs. 

Interviews are full of unconscious bias. The point of using data 

is that it knows nothing as it is entirely blind. Before someone 

walks into a room the recruiter has another data point that 

tells them the person is really good for the role before they 

apply their own personal filter. Using game-based assessments 

can help to improve diversity in organisations because less 

emphasis is placed on the interview process and the person 

making hiring decisions has an objective dataset they can use 

to make decisions.

GIMMICK OR GAME-CHANGER?

81% said that they enjoyed completing the game-based assessment as part of the selection process  (compared to only 20% for 
traditional tests)

75% said that they felt less anxious completing the game-based assessment in comparison to traditional tests

85% said that they had a better perception of the employer brand after completing the GBAs

Minimal 
barrier

 questions
(2 minutes)

Scenario 
based 
video 

interview

Immersive
AC 

with VR
 

GBA with 
situational 

content 
included

 



10

 CANDIDATE
 INTERvIEW 

GUIDE 

tHe cOmPlete

5Cv WRITING

Parts 5 & 6

Writing a good CV can be one of the toughest challenges of job hunting but is vital to finding a new job or embarking on a 
new career. Employers spend on average just 30 seconds scanning a CV to make a judgement on whether you are what they 
are looking for, so first impressions really do count.  And no matter how many CVs you’ve reviewed throughout your HR career, 
looking at your own career objectively and highlighting what makes you distinctive from other candidates and suitably qualified 
for a role is not without its difficulties. 

Length
Your CV should be ideally 2 pages of A4, no more than three. 
Keep it simple, punchy and to the point, in an easy-to-read 
font.  Remember: you don’t need to include everything, stick 
to what is relevant. 

Tailor it
It’s easy to send out the same CV for multiple jobs, but taking 
the time to tailor your CV for each role is hugely beneficial. Use 
the job specification to work out the specific skills required for 
the job and try to satisfy these requirements in your CV.

What should I include?
• Contact details: Positioned at the top of the page, your 

contact details should include: your name, physical 
address, e-mail address, and phone number. You may 
also wish to include your LinkedIn URL, too. It’s not 
necessary to include personal details such as your date of 
birth, marital status, or religion.

• Education details: you don’t need to include all of your 
qualifications. State your most recent and relevant, and 
briefly cover older, less relevant ones.

• Work experience: the most recent first and go backwards.
• Key skills/areas of expertise: include specific HR 

technical skills and avoid generalist words such as ‘good 
communicator’. Include any language skills. 

• Extra-curricular activities: only if relevant to job you’re 
applying for.

Include a personal statement
Your personal statement is one of the most important aspects 
of your CV. It’s your chance to provide an overview of who 
you are and inject a touch of personality. You should tailor it 
to every job you apply for, highlighting specific qualities that 
match you to the role. Aim to keep your personal statement 
short and sweet, no longer than a few sentences.

To make the most of this section, you should try to address the 
following:

1. Who am I? 
2. What is my experience? 
3. What makes me a good hire for the role? 
 
Avoid clichéd phrases such as, ‘works well in a team or alone’, 
and unquantifiable skills, such as ‘good time management 
skills’ as these are seen in 90% of CVs and will only reduce your 
chances of selection. Your personal statement should be used to 
demonstrate what makes you different from other candidates.

Writing style
Clean, clear, concise writing is the hallmark of a powerful 
and modern CV. Readers simply don’t have the time to wade 
through irrelevant experiences, filler adjectives and unnecessary 
details that weigh down so many CVs. Keep all text black and 
use bold headings with your responsibilities in bullet points. 



6 lINKEDIN 
pROFIlE

MEET THE FUTURexec TEAM 

Ellie Blair
+44 (0)203 587 7065

eblair@mdhr.co.uk

Gaynor Bramall
+44 (0) 161 416 6295

gbramall@mdhr.co.uk

Michael Boer
+44 (0)203 587 7069

mboer@mdhr.co.uk

Sonia Chopra
+44 (0) 121 651 1504

schopra@mdhr.co.uk

LinkedIn is a fantastic tool to leverage in your job search. It is common for recruiters and prospective employers to search your 
profile, so use it as a way to promote your brand, your skills, your knowledge & your personality. A well-structured and authentic 
LinkedIn profile can be used effectively in conjunction with your CV, with many applicants now opting to add their LinkedIn url 
to job applications and their CV. 

see in your profile. It follows your name in search hit lists. It’s
your brand and your opportunity to share the difference and 
impact you strive to make as a professional.

Write an engaging Summary
You’ve got 5-10 seconds to capture the reader’s attention, make 
it meaningful, relevant and authentic. Use it as an opportunity 
to talk about what you do and why you do it well. Regardless of 
your employment status, you need to have a summary because 
they’re the ultimate way to show your passion and market 
yourself. The main aim of the summary, as you’d expect, is to 
summarise your experience, goals and personality. 

Don’t just cut and paste your CV
Instead use your profile to describe your experience and 
abilities, your skills and market knowledge. And make sure 
you write for digital, short blocks of copy with visual or textual 
signposts.

Highlight your skills
You might also choose to highlight your relevant experience 
and skills through the other sections available on LinkedIn. 
Some of these sections include languages, volunteering, 
honours and awards, courses and publications. These sections 
are a great way to show off any additional skills you have.
Think of the specialities field as your personal search 
engine optimiser, a way to refine the ways people find and 
remember you. This searchable section is where that list of 
industry buzzwords from your CV belongs.
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Keywords
You should be including keywords in your LinkedIn profile. 
These keywords should be relevant to the industry you 
associate yourself with regardless of whether you’ve found 
a job in it or not. When a recruiter is searching LinkedIn for 
candidates, they’re going to put in relevant keywords that 
match a job spec in order to find what they’re looking for.

The best way to make sure you’re including the right keywords 
is to look at the job secs and job descriptions you’re interested 
in for inspiration, and detail key skills mentioned through your 
summary, experience and skills sections.

Profile picture
It is important to include a profile picture on your LinkedIn 
page. If you don’t, recruiters are less likely to view your profile 
or connect with you. (LinkedIn reports that users with a photo 
receive 21 times more profile views). Not only is it vital that 
you have a profile picture, but it needs to be an appropriate 
headshot that is: 
• A recent photo of you
• You are the only person in the photo
• It should be of your head and shoulders
• With a non-distracting background
• A professional and polished appearance
• Avoid selfies

Write a professional tagline
That line of text under your name? It’s the first thing people
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