
Yurii Lazaruk: [00:00:00] Welcome to the Independent Workforce, the 

podcast where we explore the now and the future of work through the lens of 

temporary employment such as freelancers, contractors, fractional experts, you 

name it. Here we'll speak with CEOs, recruiters, founders, and industry leaders 

about how they work with independent talent, the wins, the challenges, and the 

lessons learned. 

My name is y. I'm growing the freelance market at Freelancer Map and 

International Platforms, has been connecting top independent professionals with 

companies for over 20 years. And my guest is Wiki Dawe, a group commercial 

director at three Novo Group who leads commercial strategy across the uk, 

Ireland, and Dark region, helping organizations combine contract consultancy 

and embedded hiring to stay competitive. 

In an increasingly complex and regulated talent landscape and of course shapes 

how companies build modern workforces. So welcome Wiki.  

Viki Dowthwaite: Thank you. Thank you for having me, URI. [00:01:00] Mm,  

Yurii Lazaruk: super happy to talk to you. It's been some time, but here we are 

and I can't wait to ask you all those questions because why, like we need to 

move this industry forward. 

Independent talents are so amazing and you are in the middle, like in the eye of 

the storm, and you are working with this. People, amazing humans. So tell me a 

little about your company and what's your involvement with freelancers.  

Viki Dowthwaite: Yeah, of course. So Renovo Group is um, what I'd refer to as 

a multi-brand kind of talent and workforce solutions business. 

And we operate across technology, advanced technology and regulation. So in 

terms of kind of what those workforce solutions are, uh, we support clients 

across kind of permanent hiring. Executive search contract and freelance 

delivery, full project and statement of work delivery, and then kind of employer 

of record and payroll solutions, kinda particularly when companies are hiring 

internationally. 

And we deliver all of those solutions via kind of a variety of different brands. 

We have [00:02:00] three kind of core recruitment brands. Uh, trust in soda, uh, 

which is our kind of tech and engineering arm. Deep rec, which is our advanced 

tech arm. So that's all things kind of artificial intelligence. And then Broadgate, 



which is focused more across kind of the regulatory world, so governance, risk 

and compliance. 

And then alongside those three recruitment brands, we have built out Renovo 

Consulting, which is where a lot of our kind of milestone and outcome-based 

project work sits. So. We deliver all of those solutions via those four different 

brands. And, and as you mentioned, uh, we operate across the uk, Ireland, the 

DAC region, uh, but also America. 

Um, and one of the things, uh, that's I think quite important in our world, 

particularly when it comes to freelance, is that compliance element. So we're 

able to operate through kind of our own secco license entity in Switzerland, um, 

a UG licensed entity in Germany. Um, but freelancers are a really big part of, of 

how we deliver, whether that is individual specialists [00:03:00] for project 

teams or more structured kind of co-sourcing models. 

And, and under my role as commercial director, I've got, I am lucky enough to 

have an overarching view of all of our reoccurring solutions, which includes 

kind of our day rate contracts and projects. Mm,  

Yurii Lazaruk: why freelancers are a big part of what you're working on. I'm 

asking because many companies are using freelancers and independent and like 

a small part in addition to permanent or executive search. 

So I'm curious, why do you also pay attention to freelancers?  

Viki Dowthwaite: I think freelancers are incredibly important because they 

enable a company to be a lot more agile. Um. In the world that we work and 

that we live in now, information flows so much more freely. Um, and it's 

important that a company is utilizing that information and is you enables to kind 

of pivot, uh, and like I say, work in a much more agile fashion. 

So to me that's what freelancers enable you to do. Um,  

Yurii Lazaruk: yeah, I feel like that's exactly what many businesses are 

missing. And talking about [00:04:00] the other side, so what kind of clients do 

you typically work with?  

Viki Dowthwaite: So it's quite a broad mix, but there are definitely kind of a 

few key segments. So if you think at kind of one end where we work with 

startups, so to me this is where freelancers are often critical 'cause they move 



really quickly, um, but they're not able to sometimes commit to that permanent 

headcount too early. 

Mm. Um, after kind of startup, I'd then say you've kind of got scale up world, 

which is probably where we are seeing the highest demand. 'cause companies 

are growing really quickly, but their priorities are consistently shifting and 

freelancers give them this flexibility. To scale up and scale down without 

slowing the business down. 

And then at the other end of the scale, you've got kind of your enterprise 

customers. So I think particularly in regulated environments like financial 

services where we see freelancers use much more strategically. So to us that's 

things like supporting large transformation programs, regulatory change, or 

bringing in new skill sets where they don't exist internally.[00:05:00]  

And then I say finally what the, the last area for us, which is a newer area, I say 

over the last kind of few years is across kind of private equity and venture 

capital backed businesses. And, and to me in that space, it is all about speed and 

value creation. So, so we support kind of portfolio companies post-investment, 

helping them kind of build out teams quickly, deliver on these transformation 

brands and hit those growth milestones that they promised their investors. 

So I think freelancers play a huge role there because again, the allowed this 

system move fast, access that specific expertise and avoid over hiring kind of. 

For They're ready. Mm-hmm.  

Yurii Lazaruk: I feel like it would be amazing if every business wanted to be 

fast and bring more value to their investors because you know, from startups, 

scale ups and private equity, I kind of understand this, you want to think, create 

things fast, and sometimes you don't have all the money in the world to pay all 

the money in the world to your full-time experts. 

That's why you hire freelancers. But if we're talking about [00:06:00] 

enterprises. Why do you think they are not that agile?  

Viki Dowthwaite: I think they probably think they're being agile. Um, but there 

is just a lot more kind of red tape and loopholes, um, unfortunately that you 

have to jump through in those type of environments. 

When we work with startups, scale up kind of portfolio companies, were often 

able to kind of be onboarded within their kind of procurement teams within a, a 

very short space of time, kind of a week, two weeks in some instances. Whereas 



I'm working with them, an enterprise customer at the moment where we began 

onboarding at the end of September. 

Okay. So if you think we're now coming into our six month worth of 

onboarding, whereas the companies we were helping in that scale up world 

would've completed the project by now. We haven't even kicked it off yet. So 

it's just the red tape and the loopholes, but I appreciate that with, with larger 

companies. 

They're a lot more cautious should we say.  

Yurii Lazaruk: I still don't get it why companies do not want to hire fast and 

get results, but Okay. It's, [00:07:00] it's totally another conversation and we can 

talk about it forever. And let's, let's turn a little bit more into the market, so into 

the independent workforce market. So I'm curious, you are here a lot of time 

and you know how it works. 

You are in the middle of this, of this, uh, let's say, call it future of work and 

talent revolution. So I'm curious. From your perspective, how has the 

independent workforce market evolved in the past New Years and maybe what 

will happen in near future?  

Viki Dowthwaite: It shifted a lot. I think I've been working within kind of 

freelancing and contract recruitment now for maybe 16 years, which makes me 

feel really old. 

Um, but to me it shifted from being kind of more reactive into being kind of 

genuinely strategic. So I think it used to have been previously that it freelance 

freelancers typically brought in just to plug a gap. Someone's left a project, 

needs an extra pair of hands, and you just bring someone in short term. 

Do that for them. But I think businesses are now becoming a lot more deliberate 

about how they structure their workforce. [00:08:00] So they, they're blending 

kind of your permanent employees, your freelancers, your, your projects and 

your consultancy teams. But crucially, I think every single area is being kind of 

used for a different outcome. 

So for me anyway, I think that those permanent highs are still really important 

because they're there about building that, that long-term capability. They're 

building culture, they're building ownership and internally, and then the 

freelancers are coming in like say for that speed, the niche expertise and 

delivery on maybe on a. 



Specific outcome. But then you also can't just rely on permanence and 

freelancers. You're gonna need those project teams where there's a need for end-

to-end delivery or transformation at scale. And, and as I mentioned, I think that 

this shift for me has really been driven largely by the, the. The pace of change in 

technology. 

I think businesses can't afford to wait three to six months, um, to, to hire 

permanently when priorities are moving so quickly. By the time they, they've 

gone to market, they've scoped a role, they've [00:09:00] interviewed, they've 

onboarded the requirement, and the tech has sometime changed. So use 

freelancers to, to get started immediately to build and test that capability, to 

deliver those key milestones. 

And then you can decide. This needs to be built internally longer term, and then 

this is where we can see kind of more formalized kind of contractor strategies 

and, and the greater adoption of co-sourcing models. But so to me, the 

independent workforce isn't just growing, but it's becoming quite an important 

part of how businesses stop it. 

But more importantly, how, how they stay competitive. Um,  

Yurii Lazaruk: no. It's interesting because at Freelance Map we have the 

things that we allow people to test how it works to like post a project and see, 

and recently I just had an answer from a potential client that, Hey, we don't have 

a budget till June. Let's continue the conversation in June. 

I'm like, I'm not even asking you about a budget, like let's start right now. You 

have XML feed. Just put it out there. Like it'll be super easy. By June, you will 

have already results. Why do you wait? But you know, to your point, it feels 

like companies are ready to wait. I don't know [00:10:00] why. But who knows? 

And I, I really loved how you phrased it, that, um, coming from this reactive 

approach, like fill the gap into more of the strategic. 

And I feel like that's exactly what is missing. And also coming back a little bit, 

um, one of the previous guests reached Wilson, he told about this, uh, 40, 40, 20 

approach, like 40% full-time, 40% independent talent, and 20% ai. And I'm 

curious from your perspective, from your experience, why should company. 

Except for being fast. Why should company move to this blended workforce?  

Viki Dowthwaite: It's, it's about staying competitive, right? If, if all of the, the 

other companies in your market are adopting AI or adopting freelancers and are 



accelerating the rate of change in their organization quicker, and you don't do 

that. 

You will very, very quickly fall behind. There's, there's so many good 

examples. I was actually researching these the other day 'cause I'm doing, um, a 

talk for the base business school shortly, um, at their London Symposium. 

[00:11:00] And there's some brilliant examples where, for instance, Kodak. And 

they had a team of engineers that actually developed the digital camera years 

before it came to market. 

But Kodak shut it down because they wanted to keep the margins of film really 

high. So they shut down that innovation focused on what was already working 

rather than changing. And when we, we saw what happened with film cameras 

is the same with Nokia. Nokia actually developed the, the touch screen years 

before iPhone. 

But buried it didn't shut, didn't bring it to market. And then we've seen what's 

happened with Nokia's telecoms. So unless you, you wanna be a Kodak or a 

Nokia in that instance, you have to adapt. Mm.  

Yurii Lazaruk: It's amazing example, you know, like, I will definitely quote 

you and when I will talk to clients, I will tell, do you want to be a, like Kodak or 

Nokia or do you want to be like an Apple or, or something like that. 

And  

Viki Dowthwaite: that's basically like Nokia and Kodak aren't doing too badly 

still, but what they could be doing, like I say, that's probably the, the kicker.  

Yurii Lazaruk: Yeah. Yeah. And [00:12:00] I, I also hear a lot about this 

shortage, talent shortage on the market. Mm-hmm. And um. I hear that 

experienced professionals are moving from full-time jobs to being like 

independent talent, to being independent experts, consultants, et cetera. 

Is it something that is really happening? Do you also see this talent shortage?  

Viki Dowthwaite: It is easy just to look at the unemployment stats and assume, 

so I think the UK we're around kind of 5% Germany, similar. Um, it is easy to 

assume there's a lot of available talent, but in our markets that we focus on like. 

Tech, AI data, cybersecurity. 



It's just not the reality, and I think the shortage is the reality, particularly at the 

experienced end of the market. Now, for me, there's a few reasons for that. The 

first one again, is that pace of technological change. New skill sets are emerging 

faster than people can realistically train into them, and that in turn leads to kind 

of a lack of new entrant. 

Um, I [00:13:00] don't want to to be negative, but you've seen like the rising 

cost of education I think in the UK now to kind of get your degree, you're 

probably looking at around kind of 60 to 90,000 pounds to go through kind of a 

three, four year course. So people looking at kind of alternative career pattern, 

there's this barrier to entry in some fields, which means we're just not seeing 

enough people to come through. 

So I think when you combine that this pace of technological change, this lack of 

new entrant. And then if you look at all this experience just takes time. You 

can't fast track someone into being a really strong AI deployment engineer or 

transformation lead overnight. So what you end up with is this really 

competitive market for that top tier of talent. 

But to me, that's where these freelancers sit because they've built that 

experience across multiple environments. And that links again to how 

businesses higher the priorities inside business needs to constantly shift and 

what they need today will look different to what they need in three years time. 

And, and that's where that traditional [00:14:00] hiring model, again, starts to 

struggle. Mm.  

Yurii Lazaruk: It's interesting because, for example, when you buy some piece 

of um, um, technique, for example, when you buy a phone or a microwave or 

whatever, you don't actually read an instruction. You always click, click, click, 

click, click and see how it works. 

And for some reason, before trying to work with independent talent, with 

freelancers, with contractors, people need an instruction. It's so weird. I have no 

idea how it works. And also, especially, you know, coming to to the education 

part, I feel like that currently you can educate yourself. Okay, Chad Gpt is very 

flattering and don't trust everything it says to you still. 

If you are smart enough, you can analyze information, you can go ask like 

people to help you. People love to be mentors. You just have to reach out and 

ask them about it. And then once again, coming back to ai, it's like everywhere 

It's. Developing, you know, like it's three, five years ago. Okay, no five years. 



Why am I kidding? Two years ago I wouldn't imagine doing the things I'm 

doing [00:15:00] right now with AI and now it's like, I, I dunno what'll be 

tomorrow. And I'm curious from your perspective, how gen AI impacting hiring 

side. Are there any changes coming in the workforce because of gen ai?  

Viki Dowthwaite: So many, so many. I think even internally, kind of at Renovo 

Group, we've actually ended up hiring our own kind of AI and automation lead 

internally, and this guy to me is an absolute wizard. 

He has made my life 10 times easier than I could imagine it being, but to me it's 

having a really big impact. But it's not that AI is replacing everybody in the way 

that kind of gets spoken about. To me, it's much more around kind of like the 

evolution than the replacement. So if we take kinda software engineers, for 

example, engineers now need to not just be really good at coding. 

They need to work with kind of AI tools effectively think more in terms of kind 

of systems and outcomes. And in a lot of cases, to me, they're moving almost 

closer to kind of the product way of [00:16:00] thinking. So it's less about like 

just writing the code and more about designing solutions, like orchestrating 

these different tools and models and understanding. 

What they've actually built, how that delivers value to the business. And so the 

bar's just shifting. So at the same time, AI is automating parts of the role. That's 

where companies rethink the structure of their teams. So link it again back to 

kind of this independent workforce, because businesses don't know exactly what 

they need long term. 

Because of the rate of this AI change, freelancers should be brought in to bring 

in this really specific AI expertise to, to build on initial products or capabilities, 

test what works. And to me, gen AI is actually accelerating the use of flexible 

talent because like I say, it deals with that uncertainty. 

And freelancers can help businesses kind of move through that uncertainty 

faster. Mm.  

Yurii Lazaruk: I speak to different people. Some people are full-time experts, 

some people are freelancers, and mm-hmm. What I [00:17:00] see from my 

personal experience, I won't talk about everyone, but what I see that people who 

are hired full-time, they do not have time to play with ai. 

They are so busy with  



Viki Dowthwaite: their work workload that's so dangerous. Such a dangerous 

mindset though, that I'm too busy to, to learn ai. I, I just don't think it's 

something that's optional anymore. I really don't. Mm.  

Yurii Lazaruk: This episode of The Independent Workforce is brought to you 

by Freelancer Map the Home of Freelancing. 

Whether you are looking to hire top freelance talent fast, or a freelancer ready to 

find your next big. Project Freelance Map connects the right people with the 

right work. No endless job boards, no guesswork. Just direct access to verified 

experts and opportunities across the globe. Visit freelancer map.com and start 

building your next success story today. 

But it still happens no matter. I I totally get it. And, and to the point that 

freelancers. No matter how busy they are, they're [00:18:00] still playing with 

AI because they understand that it's happening. No matter how hard you try to 

avoid it, it's here. So you either win it or lose like it's your choice. And I feel 

like freelancers, they're on the edge of technology. 

They're always testing new tools, they're always trying new things. And that's 

exactly the benefit of like hiring them. And once again, you'll never replace full-

time expert with a freelancer, with a contractor, but you can take them to fast 

things up to, to make it. Yeah, to make it better. And you know, coming back to 

like freelance stuff, like working with freelancers, hiring freelancers, I'm 

curious if you have a client who come to you and say, Hey, we need someone to 

deal with these projects. 

How do you usually find and select freelancers for this client? So  

Viki Dowthwaite: it's probably a little bit of a mix and I think it, it has to be, 

'cause unfortunately for us as recruiters, the best freelancers aren't all sitting on 

one platform. It would be a lot easier, um, if you guys were, if [00:19:00] 

everybody was just on freelancer map or, or LinkedIn. 

And of course platforms like that are a really big part of it, but. I think if that's 

all that you rely on, you're really accessing just a visible part of the market. So, 

so at Turnover Grove, we try to go a bit deeper. So we use platforms like 

GitHub to, to see what people are actually building. Uh, we use Google Scholar, 

particularly with an AI to find people working right at the cutting edge. 

But I think for us, the biggest differentiator is our communities. We've spent the 

last kind of. 10 years or so, investing really heavily in building these global 



networks. Uh, we have things like women in DevOps, uh, the leadership labs, 

ex-military careers, pride in tech, ethnicity speaks. And for us, these aren't just 

kind of marketing initiatives. 

They're real network kind of engaged professionals where we host regular 

events, both kind of virtual and in person. And it is enabled us to build 

relationships with thousands of people over the last decade. So. [00:20:00] 

When a client comes to us, we don't have to start from scratch. So we're tapping 

into that community that, that we know, that we trust, that we've worked with 

before, and it's a really big advantage for us. 

Yurii Lazaruk: You know, it's interesting that you mentioned like women in 

tech, military, it sounds like rather niche communities. Is it your focus to create 

like a niche communities for alpha experts?  

Viki Dowthwaite: Um, I think that in order for a community to be successful, it 

can't be for everybody. Um, so we've tried to look at it through a number of 

different lenses. 

So obviously ex-military careers is focused on getting kind of ex um, kind of 

armed forces personnel, bringing them back into civilian life and helping 

companies see those transferable skills. Uh, women in DevOps is obviously 

focused around gender. Ethnicity speaks is focused around race. Pride in tech is 

focused around the LGBTQIA plus community, and so it's about looking at a 

certain segment of the market, typically one that's very underrepresented, and 

bringing that [00:21:00] talent to the forefront. 

Hmm. You  

Yurii Lazaruk: know, to a point that freelancers are not sitting on one, one 

platform. It's so funny. Mm-hmm. Because when I talk to com kind of 

competitors to other platforms, and I, Hey, hey, let's collaborate. Let's build this 

world. They're like, oh, we are competitors. I'm like, are you kidding me? Do 

you think that freelancers will sit on your platform or on our platform? 

They will be everywhere. They don't really care where they will get projects. 

They need projects That's like their number one goal. Why should we compete? 

If we can collaborate and create more projects for freelancers and they will be 

happy and everyone will be happy. And also, um, you know, talking about like 

selecting freelancers because when you have a community, it's amazing. 



You get to know people, you connect with them. And still what I see that a lot 

on platforms you have. Too many freelancers, especially now before it was a 

little bit different, uh, when there were freelancers, recruiters were reaching out 

to them and freelancers were happy to reject or like, oh no, I don't want to work 

on this project, or I will work on this project. 

But now I feel like [00:22:00] table turned and now, um, freelancers are 

reaching out for projects and recruiters get too many applications and they do 

not, do not know what to do with them. So I'm curious. Do you wet somehow 

freelancers that you are working them with?  

Viki Dowthwaite: Yeah, of course. I think the, that quality for me is really non-

negotiable. 

Um, so, so towards our process is pretty layered, so it starts with quite an in-

depth qualification call with one of our resources. So this isn't just kind of 

running through the cb, but really trying to understand what you've delivered. 

The environment you've delivered it in and the type of problems that you've 

solved is so important to remember that as a freelancer, a company is buying 

your experience. 

So once we've kind of established those three points, we'll then run kind of an 

internal peer review. So this is pressure testing, whether they're genuinely the 

right fit and not just good on paper. Mm. And then after that, our account 

manager will have more of a commercial conversation. So having a look at kind 

[00:23:00] of how this profile would land with that specific client, IE, do the 

industry types match up? 

Do the personality types match up? And whether they've operated in similar 

cultures or similar kind of levels of pace. And to be honest with you, 

realistically, just how quick they're gonna add value. Because as a freelancer 

you do not get a long runway. Um, you have to hit the ground running. So we 

go through those kind of three steps first, and I think more importantly, if it's 

someone that we have not worked with before, we'll also want to bring in kind 

of references or that kind of third party validation. 

And to me, that's a really important step because we're not just introducing a 

skillset. Like I say, we're putting someone forward to deliver in a live. Often 

quite pressurized and business critical environment. So we need to look at kind 

of like their preview though, so their, their track record of, of reliability, of 

communication, their delivery track record 'cause. 



I want to know that if I'm presenting this person to my client, the client trusts 

me explicitly that they have been [00:24:00] properly vetted, not just, yeah, they 

look okay sourced and set.  

Yurii Lazaruk: When you are in the end of the matching process when you 

chose a freelancer, companies ready, they are almost there. What can be a 

blocker before starting to work together? 

Viki Dowthwaite: Um, it could be the speed of response from the candidate. I 

don't think sometimes people appreciate the, the kind of time critical 

environment that we work in. So before we'll ever submit a candidate to our 

customers, we'll always ask something called like a right to represent, uh, to 

ensure that they have the right to work. 

We've got the most up-to-date profile. We have their references. We've got their 

holiday coming up, and sometimes if a candidate takes a day, two, three days to 

reply to that. Unfortunately, we've already then presented a different shortlist to 

the customer. So speed on your, your guys' end is really important. 

Mm-hmm.  

Yurii Lazaruk: And on the company side, what can block,  

Viki Dowthwaite: I have lost count of the amount of times that I have took a, a 

job or a project brief off a customer and they've gone, it's urgent. It's so 

important. [00:25:00] We'll start them as soon as possible. And then we send 

them three profiles saying, Hey, these three guys can start on Monday. 

Then you don't hear back from them for six days. And it is, it is a difficult one 

to manage because you've obviously already briefed the contractor on this really 

urgent role, this really urgent project that needs to kick off. You've set their 

expectations on that, and then the client kind of goes very quiet for a number of 

days. 

So to me, it is the communication. Speed from the client's end. I think I know 

that things can change that. That's really normal, like business priorities and 

recruitment isn't these guys' day-to-day job. They've got a lot of other stuff that 

they're trying to deliver into, but communicate that to us and let us know, and 

that way we can manage the expectations on our end. 

Mm,  



Yurii Lazaruk: it's easy when you have this, um, slow response from 

freelancer side because it'll be always some other freelancer. But when you have 

a slow response from company side, do you encourage them? Do you somehow 

fasten them to, or like answer faster?  

Viki Dowthwaite: We do [00:26:00] try. Obviously, it's part of our job, I think, 

as salespeople in recruitment to try and create that sense of urgency. 

But I think we, we do also have to be respectful. As I said, recruitment is not 

these guys' day-to-day job. Nine times out of 10, yes, we work with kind of 

recruitment and HR teams, but particularly when we're talking around kind of 

SOW outcome-based project, like Freelance Solutions, we tend to be working 

with kind of C-suite director level who were also managing projects and 

managing a lot of other deadlines internally. 

So we will update them kind of on the freelancer situation. IE this person is also 

speaking to this company about this project. Um, we'll ask them timeline or 

days, but I'm not gonna hound them for it. That would make me a very, very 

unpopular recruiter with my client.  

Yurii Lazaruk: And I'm curious, like if, if you ask a question, why, so if a 

company come to you and say like, Hey, it's super urgent, we need to free 

answer yesterday, and then they're out for a week. 

Is it not that urgent? Like what's going on? Why they [00:27:00] come and say 

that it's urgent and they're not responding? Like what's the why behind?  

Viki Dowthwaite: Well, that's why we always do, like I said, that that kind of 

project qualification or job qualification with them, if they say they need 

someone to start immediately, we'll ask why. 

And then they'll say, because I have this deadline to hit, or I've got this external 

third party or client waiting on before it. So. We ask why, but, but again, to a 

certain extent that some things are just outside of our, our control and our 

influence. We have to work to company's timelines  

Yurii Lazaruk: when Freelancer is on the project. 

Yeah. Are you still. Helping them to communicate with client or do you leave 

this communication to themselves?  



Viki Dowthwaite: No, no, I think that would be, um, pretty poor service for us. 

Um, to me the, the placement is like the start of the value that kind of we add 

not the end of it. So when that contractor starts, that's where our process at 

really kick in. 

So I think it's a good area where we differentiate, 'cause we've built a really 

structured post-placement process. [00:28:00] I think anyone that's worked with 

me will tell you that structure and process is, is kind of what gets me up in the 

morning. But we have a number of different steps that we follow to make sure 

both the client and the freelancer are set up for success. 

So normally, uh, that's kind of like a day one check-in. So end of the day, make 

sure everything's set up properly. So that's more around systems access, 

expectations, any early issues. Mm. We then do an end of week one check-in 

that's more focused across kind of cultural fit, any early feedback, and 

essentially is this project landing as expected? 

After we've done that check-in, we then move to biweekly, so we check in 

probably every couple of weeks for the next few weeks, just. Staying close to 

both sides, addressing any blockers, keeping that delivery on track. And then 

once we're comfortable, we'll then move to kind of formal, kind of monthly 

project reviews. 

So that's where we'll look at performance outcomes and overall satisfaction. 

And they continue for the, for the duration of the assignments. And then once 

we're kind of coming up to the end date, and we've then kind of got two routes 

that we go [00:29:00] down, uh, we can either go down the kind of the 

extension management route. 

So this is where ideally one kind of, kind of. Plan ahead, get aligned on scope, 

negotiate on terms. I cannot stress, do not leave this until the last minute. The, 

the amounts of customers we've had saying, yeah, actually two days before, 

we're gonna extend this for another six months. And we're like. These guys are 

busy. 

They've already been approached by somebody else to go and work on their 

projects. So either extension management is one angle or the other angle will be 

kind of that offboarding. So offboarding towards isn't just a case of call, see you 

later. It's gather that feedback, get testimonials, get references, and then 

redeploy that freelancer in that project team onto the next engagement. 



But to me, this whole process. Hmm is the key thing is like, don't be reactive. 

We can't just wait for something to go wrong. You need to manage that 

engagement throughout. 'cause in, in these high pressure, time sensitive 

environment, small issues do not say small for long. So if something isn't 

working, whether that's performance, [00:30:00] communication, scope, you've 

got to step in early and fix it. 

Like we're not just checking in, I think. It's important we remember we are 

accountable for the outcome. And to me that's the difference between just 

getting someone a job and actually delivering value. Mm.  

Yurii Lazaruk: And it feels like you are also holding this kind of like project 

management communication 'cause you're told that, uh, you are responsible for 

delivering value. 

And I think that it's exactly what sometimes. Um, blocks companies from 

working with freelancers. They think that they won't get what they want, but it's 

all about communication. I feel like that you are solving this question for them. 

And how do you measure the success of freelance engagement? Hmm.  

Viki Dowthwaite: Um, I think one, the is, one is like the NPS, so our net 

promoter score is quite a big part of that. 

I think across the, the market NPS typically sits somewhere around kind of 30 

to 40. Now Renova group is consistently running [00:31:00] around 70, which 

is quite a big difference. And, and again, that doesn't happen by. It comes from 

what we've just spoken around and how we manage our engagements, and it 

comes from, from kind of capturing that feedback early, not just at the end. 

So we're identifying risks, improving the experience in real time and and 

beyond kind of NPS. We look at our extension rates. So if a client extends a 

freelancer, it's the clearest signal that, that we're delivering real value and we're 

doing a good job. Um, we look for endorsements. Would that client work with 

us again? 

Mm. Um, and we look at freelancer experience as well. It's not just, is the client 

happy, it's would that individual or would that project team go back to that 

client environment? Because if both sides are having a good experience, that's 

where you get that kind of real long-term value. So. For us, the success isn't 

just, yeah, we filled it. 



It's delivering the outcome, making sure there's been a good experience on both 

sides and, and just building those relationships that last beyond that one 

engagement and [00:32:00] just trying not to be transactional. Um, I always use 

the stacks. It's my favorite one, but there are 58,000 recruitment companies in 

the uk. 

Like you have to differentiate, you have to provide a good service, otherwise 

you are just gonna blend in and become white noise. Mm.  

Yurii Lazaruk: That's how it works. I feel like, not just for a company, but also 

for professionals. Right. Like thousands and millions of professionals. And you 

are not, yeah, especially a freelancer. 

You are not different who, who will ever care about you, especially if you are 

not present on some social media like LinkedIn or whatever, who will even 

know that you exist. So it's always like a two, two coin, uh, two side coin. If we 

are talking about speed, like you were talking a lot about how fast freelancers 

are and how it's important to, for companies to be agile and all the things, and 

can you share some examples where freelancers helped companies to deliver 

faster? 

Or maybe even enter new markets.  

Viki Dowthwaite: Yes. Let me [00:33:00] think. There's actually one, um, that 

we've just delivered quite recently, um, for a global pharmaceutical business. 

Um, we are under NDA, so I don't think I can say that name. Sorry. Um, but, 

but they came to us with quite a, a complex challenge. It was an interesting one 

around the mixture of artificial intelligence, human rise, and regulatory 

compliance. 

In light of like the new legislation coming up, like the EU AI Act. So what they 

needed our support on was that, that right to health due diligence and 

stakeholder mapping, um, integrating human rights into their AI risk 

management framework and advancing what they call the, their kind of like 

integrated assurance, but essentially breaking down silos across different risk 

areas like labor rights and anti-bribery. 

The challenge for this customer, it wasn't just capacity, like what we've just 

spoken about is really niche and really specialist kind of expertise and they're 

not roles that they were able to hire for permanently. [00:34:00] So what we did 

is we delivered kind of the entire project for them through a statement of work 

model. 



We pulled together a really specialized project team, um, and this project team 

were global. We had people across the UK. Ireland America and Switzerland, 

and that's again what that kind of global network will do for you and this global 

team, were focused on really specific deliverables like conducting detailed 

research, producing recommendations on right to health obligations, assessing 

and strengthening the ai. 

Frameworks designing like the integrated approach and it worked so well in the 

end. I think the key thing for us was that it was all delivered kind of on time, 

under budget, um, as well, which I was quite happy with. Um, but which is 

always really important in these environments. But I think more importantly, it 

gave this customer immediate access to expertise that they just didn't have 

internally. 

And allowed them to move really quickly in response to this change. So I think 

that's a really good example of where [00:35:00] kind of freelancers can add 

value. It's not just about. Filling a role. It they, we brought the expertise, we 

delivered the outcome on time, and we allowed them to move faster than they 

otherwise would've done. 

Mm-hmm.  

Yurii Lazaruk: And it also sounds like you created this freelance team. Yes. 

Which is like, even, even, even harder than hiring just one freelancer. Because 

one freelancer just take them. You just add them and then you have to manage 

the whole team of independent talent. I feel like it's much harder, and I'm 

curious. 

When you are working on such a skill, what is the hardest part of creating the 

team of freelancers?  

Viki Dowthwaite: Finding the freelancers for us. I don't want to sound too 

cocky here, but finding the freelancers for us sometimes isn't the biggest a 

challenge because we've been around for. 15 years as a group working within 

the same markets for those 15 years, we've got a really strong pool of candidates 

that we've able to tap into to communities. 

So it's not finding the people, it's finding the people that will work well 

together. Mm. We, we know that [00:36:00] people are, are very individualists. 

Sometimes is one way to put it. So finding that blend of personalities from 

different countries and very different cultures, finding those people that will 

work well together and harmonize and deliver an outcome. 



That's, that's the, that's the tricky bit. So I think that's where companies should 

be engaging kind of specialist expertise such as ourselves. Mm.  

Yurii Lazaruk: We've been saying a lot of praise for freelancers and 

independent talent, and it's kind of like True. Yeah, sorry, but it's true. And. 

What are companies missing if they don't adapt their processes on working, uh, 

with flexible talent? 

Viki Dowthwaite: I think, I just think quite simply, they're just gonna fall 

behind. Like I keep banking on about this, like this pace of change means that 

businesses are now competing on like the speed of execution, not just the actual 

strategy. Um, and if your only way of bringing talent in is through kind of 

traditional permanent home, you're just [00:37:00] gonna be too slow. 

And it shows up in very real ways around kind of projects being missed, 

opportunities being missed. Competitors get in there first, which. Like I said, it's 

probably the most frustrating bit. I think the second risk is probably around that 

kind of access to talent. Um, we, you've mentioned earlier, the best freelancers 

are selective and they don't engage with companies that have really poor 

onboarding, that have slow processes, or more importantly, an unclear scope. 

So the business risk there is that you're not just slowing things down, but you're 

losing access to that talent down. Talent, kind of pull it all together. And I think 

that that gap will just compound and compound over time. Mm. So if you're not 

augmenting your teams properly with that flexible talent as well, that pressure's 

gonna get absorbed internally. 

And that to me is like that, that big third risk if you are absorbing all of that 

pressure on your internal teams is. Gonna end up in, in [00:38:00] burnout, in, 

in reduced quality of work and, and ultimately attrition, which is far more 

expensive than just bringing in the right kind of external expertise in the first 

place. 

And that, that's probably the last bit is, is probably that cost point, which to me 

is, is the most. Stud. Um, a lot of businesses go, whoa, contractors, freelancers, 

it's too expensive for me. But what they don't think of is that, that, that the 

delays cost more, that that poor delivery costs more. And realistically as well, 

hiring that wrong permanent person costs more. 

Um, so the savings that you're seeing on paper. Just the permanent hire versus 

that day rate of that contractor. It's just being pushed into different parts of the 

business.  



Yurii Lazaruk: Yeah. I feel like sometimes companies are just don't want to 

calculate, and as you've said, they see just this rate and this rate and they 

compare it and ah, okay, whatever. 

It's too expensive. But then as you've said. There are so many extra moments 

they need to count in, but it's up to [00:39:00] them, it's their own problem. And 

you know, I, we  

Viki Dowthwaite: can only advise.  

Yurii Lazaruk: Yeah, we, we can tell like, Hey, this happening. Like, if you 

don't want to fall behind, just check it out. If not, whatever we told you, and 

we'll be able you change your mind. 

Yeah. I wish to have the sky's limit. I have so many companies, uh, so many 

questions to ask you more, but time is the limit, so. What advice would you give 

to companies just starting to freelancers and to freelancers entering the market  

Viki Dowthwaite: for companies? I would say don't just treat the contractors, 

what we spoke about at the beginning around that kind of old school reactive 

way, or almost like a bit of a shortcut. 

Like, yes, they can fill a gap, but if you use them really well, they can be a 

competitive advantage. But let's face it, that is gonna require a little bit of 

thought. So you need to be really clear on the outcome, not just of the role, but 

what kind of success looks like and what you actually need delivered.[00:40:00]  

Because not just freelancers, people work best when they're aligned to a clear 

objective. Um, secondly, get that process right. Um, things like that. Fast, 

efficient hiring process. Nobody needs a three, four stage interview process to 

hire a freelancer. Um, a clear onboarding. 'cause again, these, these freelancers 

will not wait around and they won't engage in something that's messy. 

And, and then I say once they're actually in, treat them well. Like, include them, 

communicate with them, give them context. And the best freelancers will add 

far more value if they understand the bigger picture. And not just the task in 

front of them. So, so get those things right. Move faster, get better outcomes, 

and you're gonna build this network of people that you can rely on long term. 

So that's what I would say for contractors. I think for a freelancer entering the 

market. Try positioning yourself, not just on your skillset, but on the outcomes 

that you can [00:41:00] actually deliver. There's a lot of people in the market 



who could, who say, on their cv, they can do similar things. So you need to 

separate yourself into, these are the problems I've solved and this is the impact 

I've delivered. 

So be really clear on that value and. Aside from kind of demonstrating those 

outcomes, I'd build your, your reputation as well. I think a lot of freelance work 

comes through offline networks and referrals, so I think this matters just as 

much as kind of the, I said that technical ability is, is delivering consistently, 

communicating well, leaving a strong impression, attending conferences, 

attending meetups, and building kind of that personal brand. 

Hmm.  

Yurii Lazaruk: By the way, to the conference, we're hosting flu unlocked 

conference in Berlin in June 11, 12. So flu answer is go, go, go.  

Viki Dowthwaite: Nice segue for you there.  

Yurii Lazaruk: Exactly, exactly. And to keep the conversation going. Mm-

hmm. Name two people I should reach out to to talk about the [00:42:00] 

independent workforce.  

Viki Dowthwaite: Ooh, good question. 

I would recommend two people, probably two people that I've worked with 

previously. One is a gentleman called Mike Lee. Mm. Uh, Mike Lee was my 

director at a previous business I worked with, and he was a gentleman that I 

learned so much from in not just kind of how to work, but in how to work with 

people. 

Mm. So I'd say Mike would be a very, very good first one. Mm. And secondly. 

It's actually a gentleman that I worked with probably about 15 years ago. A guy 

called Nathan, uh, Nathan Laidlaw. Um, when I was, um, a trainee or an intern 

working in my very first recruitment company, this was a guy that I saw do 

contract really well. 

So if you're looking for a role, if you're looking for a little bit of advice. Speak 

to Nathan as well.  

Yurii Lazaruk: Last but not least, what is one question that I [00:43:00] should 

have asked you about the Fluence market but didn't?  



Viki Dowthwaite: I don't know. You put me on the spot there. 

Yurii Lazaruk: Just, just in case, you know, just in case you're like, oh my 

God, you already didn't ask me this question. How could he? So, um, we'll 

definitely, we'll definitely continue the conversation. You already shared so 

many nuggets of wisdom and I really love how you advocate for independent 

talent because if you go outside in the market, there are not that many people, 

even some of the people who are working with this independent talent, they're 

still advocating. 

Just for full time and thinking about freelancers, just an add on, something that 

like, oh, okay. Whatever you want. Contract. Yeah, we have some, but I clearly 

see that you are passionate about it and thank you so, so much, first of all, for all 

this great experience, all those examples that you share with me today and also 

for just moving this market forward. 

Thank you. Thank you. Thank you very much, Wiki. No worries. Thank you. 

And, uh, yeah, see you on the freelance market. And for listeners, thank you for 

joining us on this episode of The [00:44:00] Independent Workforce. I hope 

you've taken one step closer to working smarter with freelance talent. If you 

enjoy this conversation, subscribe to, learn even more, and share it with your 

colleague. 

And remember, the future of work is now. 


