














merely a set of credentials that they lay claim to. Because while
credentials can be an important indicator of compliance with
minimum standards, companies understandably want excellence
rather than a guarantee of a basic minimum when they are making
decisions as important as who to employ.

This offers an important lesson for those interested in improving
the overall quality and reputation of the recruitment industry.

We recommend that leading players in the industry should find a
way of creating an eBay-style site to help provide information and
feedback to future clients of the industry. This web tool could
incorporate much of the work that has already been done to provide
clear information – bringing together feedback and reviews from
customers with accreditation and other evidence of strong future
credentials such as ethical pledges. Taking eBay as its model, this
approach would seek to combine the dynamism of an open market
with the information, feedback loops and sense of the future required
to make that work.

Helping organisations to diversify their workforces
It has become commonplace to argue that there is a generic business
case for diversity in organisations. In a comprehensive study
published in 2004, the Institute for Public Policy Research identified
the following benefits to building an ethnically diverse workforce:

� a broader recruitment pool (talent)
� meeting customer needs
� the creative mix
� access to government business
� public reputation
� building a modern brand
� access to a growing small and medium enterprise (SME)

marketplace.79

Such benefits looks persuasive, particularly when set alongside
demographic trends which show that 8 per cent of the workforce will
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be from a minority ethnic group by 2030. Beyond ethnicity, there is
also good evidence to suggest that open and inclusive organisations
will be best placed to attract and retain staff with a range of personal
backgrounds. The campaigning group Stonewall, for example, has
found that 36 per cent of gay employees will change careers if
discrimination is continued.80 The numbers of men and women at
work are almost equal in the UK, highlighting the importance of
workplaces that are welcoming of both men and women.

As a 2006 Recruitment and Employment Confederation (REC)
report on the recruitment industry – undertaken in association with
Ernst and Young – suggested, ‘with changing demographics in the
UK, recruiters’ very business success will increasingly depend on their
ability to reach out to the widest possible candidate market’.81 In this
sense, one thing is clear: there certainly appear to be few downsides to
employing a diverse range of employees.

Highlighting the ‘business case’ that appears to stem from these
benefits is a comfortable position for politicians to adopt (it absolves
them of responsibility for diversity beyond providing businesses with
information and stamping out clear cases of racism and
discrimination); it is a fortuitous position for businesses and business
lobby groups to take up (it absolves them from more legislation to
comply with and is, in fairness, true in some cases); and it is a natural
position for campaigning groups seeking to promote social inclusion
(it fits with their own values and worldview).

However a crucial question is whether, given the painfully slow
progress towards workplaces actually becoming more diverse, such a
business case exists in practice and for all businesses. Because while
employing a more diverse workforce may be beneficial to businesses,
achieving that in practice can involve considerable time, effort – and
money.

A glimpse at best practice in recruiting to promote diversity
indicates this. An organisation seeking to diversify its workforce
might decide to advertise in a range of places – not just on its own
website but in the minority ethnic press, or the Pink Paper for
example. This can be an important way of sending an unambiguous
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message that people from all backgrounds are welcome and wanted. It
might also train its employees to conduct interviews and put together
advertising that supports this message. And it might spend time
running work experience schemes, or organising events in the
community to illustrate its inclusive culture.

All of this costs money – often more money than is available to
SMEs acting alone. Many SMEs simply do not have the same
economies of scale available to investment banks or large retailers,
who are able to spend relatively large amounts of money – yet devote
relatively small proportions of their overall turnover – on these
activities.

Given this discrepancy, perhaps it should not be surprising that
ippr’s taskforce found that ‘many SMEs do not see a business case for
race equality and diversity in their workforce: 60 per cent of our
respondents did not have formal race equality or equal opportunities
strategies in place’.82

The interpretation of this finding by the (business-led) taskforce
was that more information was needed to illustrate the benefits of
diversity. Businesses would see sense with just a little more education.
However, the harsh reality that emerged from our own interviews –
and which is clearly shown in the statistical employment penalties
shown in chapter 3 – is that for many businesses the costs of
recruiting for diversity can outweigh the undoubted business benefits
of actually achieving it.

In other words there is a market failure for diversity: many
businesses that would, in an ideal world, like to diversify their
workforces, cannot find the time or resources to do so. Instead they
settle for hiring those who can be recruited easily and at low cost,
through networks or conventional channels.

This rarely spoken of reality can create a negative feedback loop, in
which inaction leads to very slow progress . . . leading to further
inaction.

Yet while the market cannot be relied on to provide the nation with
diverse workplaces, we know that diversity in the workplace is of
increasing social importance. At a time where social cohesion and
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social inclusion are major concerns, the workplace – where many
people spend five out of seven days every week – is a crucial site for
everyday interaction and integration.

Any debate about a role for government in this area requires an
injection of realism and some conceptual clarity about the reasons to
aspire towards a more diverse workforce at a national level.83 In social
terms, it is possible to identify four key reasons to aspire towards
diverse workforces:

� business benefits: solving collective action problems,
helping businesses of all shapes and sizes access talent,
forge strong links with supply chains, avoid homogeneity
and create strong reputations with their customer base
and communities

� social justice: recognising that diverse workforces are a
reflection of a meritocratic society, where opportunities
are not dependent on personal and social status

� representation: taking action to make public institutions
more genuinely representative to provide role models,
legitimacy and reassurance to all communities in the UK

� social cohesion: understanding workplaces as a sight for
social integration and interaction.

Each of these reasons has their own logic, but the difficulty is that the
reasons – even within the categories assigned above – are not
perfectly overlapping. An organisation can be meritocratic without
being representative, or visa versa. An organisation can avoid
homogeneity without being genuinely diverse. Organisations might
access all the talent available but end up becoming very homogenous,
contributing little to integration, and so on.

Any policy measures or other interventions designed to tackle the
market failure for diversity should be clear about their own rationale
for promoting diversity – and of how they plan to affect behaviour.

We recommend that businesses should be given support in
diversifying their workforces – because SMEs all around the country
need help in this area and because the country as a whole would
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benefit in becoming a fairer, more socially integrated society.
As the Prime Minister’s Strategy Unit has written:

The task of promoting the economic integration of ethnic
minority groups through labour market inclusion is intimately
linked with the long-term aim of promoting social, cultural, civil
and political integration. . . . The limited economic
integration of some ethnic minority groups can be linked with,
and lead to, greater signs of isolation and alienation from the
norms of society as a whole.84

The trend over the last century has been towards more legislation –
and there is a legitimate debate around whether the private sector
should be exempt from duties placed on the public sector. However,
as the interim report of the Equalities Commission found, legal
measures have had some positive effects but have not been sufficient
in tackling the problem alone.85 Similarly, while appeals to
companies’ sense of ‘social responsibility’ will do no harm, the rate of
progress to date suggests a more systematic approach based on
reducing the costs of promoting diversity should be adopted.

Given this finding – and the difficulty in pinning down a definition
of diversity – the goal of government should therefore be to help
businesses become as open and inclusive as possible.

One clear way in which to take this forward would be through the
nationwide network of sector skills councils (SSCs). These
organisations – which cover 85 per cent of the British workforce86 –
are in a position to take an overview of their own sectors and to
support employers in reaching and attracting people from a much
greater range of backgrounds.

As things stand, sector skills councils are set four key goals:

� to reduce skills gaps and shortages
� to improve productivity, business and public performance
� to increase opportunities to boost the skills and

productivity of everyone in the sector’s workforce
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� to improve learning supply including apprenticeships,
higher education and National Occupational Standards
(NOS).87

We recommend that a fifth core goal should be added:

� to attract the widest possible pool of talent into the industry
– involving new and different people from all backgrounds
to work and prosper in the sector.

In this way, SSCs could not only perform a useful business function
for smaller companies in particular, but would be responsible for
helping to deliver an important set of wider social goals. This is not to
suggest a course of positive discrimination, but rather a concerted
programme of positive action from sector to sector (an important
distinction, which is described in box 3).

Box 3 Positive action

Positive action seeks to increase the number of candidates for
positions – and is an approach already adopted by organisations
across the public and private sector. It does not seek to judge
candidates on their background, but rather to encourage potential
candidates from all backgrounds to put themselves forward with
confidence. In this sense, it is often used to address the image of an
organisation or industry, or to build the confidence of an individual
or community.

Positive discrimination, however, deliberately takes an
individual’s background into consideration in selection
procedures, as a means to address past discrimination or on the
basis that the challenge of diversifying a workforce is so intractable
that it requires a change to the rules.

While positive discrimination is unlawful in the UK, positive
action is lawful and has much wider public support.
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The value of setting a broad outcome goal for SSCs of attracting 
the widest possible pool of talent into a sector’s workforce would 
be to encourage innovation within and between sectors:
diversifying workforces in banking is likely to be a different
proposition from achieving the same goal in a small, highly
networked sectors.

In broad terms, however, SSCs would be expected to focus their
efforts on supporting SMEs, through measures like advertising
campaigns, staging recruitment fairs and events in disadvantaged
areas and potentially match-funding diversity training or schemes
designed to provide work experience placements.

Under these new arrangements, sector skills councils could be held
to account by government against progress made, while providing an
institutional focus for collaboration between charities, campaigning
groups and business organisations.

Addressing privacy in the information age
Ten years ago making an application for a job was a discreet process.
An application would be sent and received. A professional interview
would take place. References with previous employers would be taken
up and a job would either be offered – or not – based on that set of
professional interactions.

In 2007, however, we are all becoming searchable. Typing
someone’s name into Google can be at least as informative as the
information that an individual provides in a CV or covering letter.
What are they really like, we wonder. Just as companies lose control of
their brands in the information age, the terms of a conversation with
a future employer are no longer restricted to what we choose to talk
about in an interview.

And what is more, Google sees no distinction between personal
and private lives. Searching for someone on the internet is just as
likely to find the photographs of last year’s office party as our
professional achievements. Add to this the fact that other people may
have posted up those photos without us even knowing – and that
once content is up on the internet it can be impossible to remove it
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altogether – and suddenly applying for a job looks a far more
complicated prospect.

The evidence is beginning to mount to suggest that this is already
affecting recruitment decisions. According to research from the
United States, three out of four recruiters undertake internet research
on candidates and one in four has dropped candidates based on what
the searches found.88

Meanwhile, job applicants themselves are beginning to identify
their internet trails as potential obstacles to employment. Forty-seven
per cent of college grad job seekers who use social networking sites
such as MySpace and Facebook have either already changed or plan to
change the content of their pages as a result of their job search.89

The likelihood is that in the medium to long term we will simply
adjust to this level of transparency accepting that employees can have
personal lives which have little or no effect on their ability to work
effectively.

However, the generation entering the labour market in the next
five years may be in for a rocky ride as society makes the transition.
Today’s teenagers – the ‘digital natives’ – are those who have embraced
the openness and self-expression of the internet, growing up with it as
a normal part of their lives. Entering the working world – or at least
trying to – where this level of openness is not yet the norm may be a
culture shock.

We recommend that the careers advisers in schools and universities
alert young people to the potential dangers to their career that could be
caused by this culture clash between high levels of openness and often
relatively closed organisational cultures.

The internet by its nature cannot be regulated but people can
certainly regulate their own behaviour when they are made aware of
the possible consequences of their actions in the future.
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When asked what she thought she had changed during her time as
prime minister, Margaret Thatcher gave a reply that has since become
famous: ‘everything’.90 This of course ignored questions as to whether
‘Thatcherism’ was the symptom or the cause of huge social change 
in that period. Nevertheless, what is clear is that as the twentieth
century drew to an end, Adam Smith’s ‘invisible hand’ had never 
been more visible. The West, including Thatcher’s Britain, had
decided that it could not live without the market. With that choice
settled, however, individuals, businesses and nations all around the
world are faced with an equally important concern of how to live with
the market.

In business and in the labour market, organisations and
individuals are coming to terms with a new set of sweeping changes
across society, from mass migration and global competition to the
rise of new technology. These changes are altering the demands that
are made on organisations, the opportunities open to people and the
nature of the workforce itself.

And politically, both the left and the right in Britain are adjusting
to a new era in which a market economy has become part of the
mainstream, but the answer to what kind of market economy remains
both contested and uncertain. Huge questions remain as to how to
ensure that markets are fair and efficient, that people are best



equipped to thrive within them and that as a society we are able to
identify social challenges that will never be addressed through the
market alone – however well it functions.

This pamphlet has aimed to contribute to answering those
questions by doing three things:

� first, offering a guide to those operating in the market for
recruitment, from employers and recruitment companies
to job seekers themselves, to the important trends shaping
society – and their likely implications

� second, suggesting ways of improving the efficiency and
fairness of the market for recruitment companies by
giving that market a clearer sense of the future

� third, identifying a key set of social challenges which we
believe will not be met through the market – and making
recommendations designed to help address those
challenges.

Our argument
We have argued that the traditional divide between extremely
personalised recruitment for highly skilled jobs and relatively
standardised recruitment processes for low-skilled jobs looks set to
close in the coming years. A combination of new expectations and
new opportunities, we suggest, will drive a more personalised
approach across the spectrum.

Our recommendations
Beyond the traditional model

We make a series of recommendations to support this process.
Employers should:

1 ensure that commissioning processes – whether through
HR or procurement – focus on value rather than cost

2 align HR, PR and marketing and be clear about core
organisational values.
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Recruitment professionals should:

1 track retention to demonstrate impact
2 demand accountable advertising online to demonstrate

impact
3 help organisations learn about themselves by overcoming

the insider/outsider problem
4 align the recruitment experience with client ethos
5 find ways to connect with the passive job seeker
6 broker and utilise peer-to-peer relationships
7 use Web 2.0 to build personalised relationships 

online
8 tap into the long tail.

Markets and social policy

The theme running throughout this pamphlet is both the ingenuity
and shortcomings of markets. We argue that many of the likely
changes in the market for recruitment will have positive conse-
quences. However, for all their uses, markets often produce imperfect
results. They can produce disparities in power which undermine
people’s ability to shape their own lives. Their outcomes can overlap
with social goals, such as more inclusive workplaces, without ever
fully achieving them. And markets can be very poor forums for
collective decisions about the kind of society that we want to live in;
the sum of our individual choices often produces outcomes that none
of us are comfortable with.

We have identified three social challenges that we consider beyond
the market, and keeping our focus on recruitment we make
recommendations for:

� making markets work for people: through an eBay-style
system of self-regulation and peer-to-peer feedback

� helping organisations diversify their workforces: through
adding a fifth core goal to sector skills councils’ remit – ‘to
attract the widest possible pool of talent into the industry
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– involving new and different people from all
backgrounds to work and prosper in the sector’

� addressing privacy in the information age: through advising
young people about potential dangers to their career that
could be caused by this culture clash between high levels
of openness on websites like YouTube.com and the
relatively closed organisational cultures of the corporate
world.

A word on the future
A core principle behind scenario planning is that it is impossible to
predict an inherently unpredictable future. That same uncertainty,
however, should be empowering. The uncertainty surrounding the
future highlights the possibility of many different future scenarios –
and signals our own ability as individuals, organisations and whole
societies to shape change as we would prefer it.

We hope that the research, analysis and recommendations con-
tained in this pamphlet go some way to helping all those with a stake
in the recruitment process and help create a future that is brighter,
happier and more productive.

Conclusion
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Over the past 50 years scenarios have become an increasingly
important tool for helping decision-makers to formulate well-
informed, long-term strategies.

The purpose of the scenario is absolutely not to predict the future
– and none of the four scenarios here should be interpreted as such.
Rather, scenarios are used to explore the implications of present
trends and future possibilities, in order to prepare for any number of
potential futures.

In this sense, scenarios are designed to prepare us for inherently
unpredictable events – and to provide us with the information we
need to shape the future through our own decisions. Box 4 outlines
how this methodology has been successfully employed across the
globe.

Box 4 Uses of scenario planning around the world

Under the guidance of the futures expert Peter Schwartz,
Shell famously used scenario planning to identify the possibility of
an oil crisis in the early 1970s. When the crisis actually happened,
Shell was able to weather the storm much better than its
competitors. Shell negotiated the various obstacles of the 1970s



and 1980s to become one of the top oil-producing companies in
the world.

Scenarios soon became a topic of great interest to businesses
and governments around the world. Recently the British
government undertook a major health review using scenario
planning to study the long-term trends affecting the UK health
service. The review prompted a shift within health policy towards
public health and preventative approaches (such as tackling
smoking, obesity and excessive salt consumption). The Depart-
ment for Trade and Industry (DTI) and the Prime Minister’s Strategy
Unit are leading on the use of scenarios in government in the UK.

The four scenarios used in this report were developed through a
process designed by Demos and used regularly in our work. The
process drew on knowledge from across the recruitment industry –
advertisers, agencies, academics and employers. A workshop at
Demos mid-way through the research process invited expert opinions
to contribute to our research. The process for designing the scenarios
involved four stages:

1 identifying key trends affecting the recruitment 
industry:
� over the last ten years
� over the next ten years

2 identifying important and uncertain factors
3 developing sketch scenarios
4 finalising scenarios.

Figure 14 shows the starting point for developing the scenarios. We
identified changes in technology and the economic climate as two key
critical uncertainties, and these were used as the basis for our
scenarios. The four scenarios have been included to provide
background to the report and the research process, and as a stimulus
for discussion over the coming years.
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Figure 14 Scenarios

Uncertain

Certain

Unimportant

The curious
scenario

Critical
uncertainties

scenario

The forgettable
scenario

The context
scenario

Important

Choice utopia (disruptive technological progress and an
employee-driven market)
Google enters recruitment, sending shockwaves through the
corporate world, recruitment companies and sites online.
Recruitment companies and advertisers were worried when the
government set up its own free-to-use site in 2010, but soon realised
that the real dynamism and competition would come from the Web
2.0 businesses as companies voted with their feet.

Now that everyone’s CV is online, the searchability provided by
Google means that employers can find employees more easily than



ever before. More than this though, they can also find out about each
other. In this brave new world of technology everything seems to be
available online: job seekers’ personal lives, employees’ experiences of
work, and every detail imaginable about companies themselves.

All this puts powerful graduates in the driving seat, allowing them
to decide who they work for based on brands, ethics and generous
working conditions as well as their basic salary. The backlash against
immigration has also helped force wages up in the burgeoning service
sector, gradually helping to close the gap between ‘lovely’ and ‘lousy’
jobs.

Recruiters laugh that it is employees with all the power – not them
or even their clients. They adapt to the challenge of new technology
by trading on personal relationships, tacit judgement and ‘the human
touch’ in the recruitment process. Some firms re-brand themselves as
‘HR solutions’ providers, taking over all the HR operations of their
clients.

If you find it its yours (incremental technological
progress and an employee-driven market)
After 20 years of unprecedented growth there are plenty of jobs to go
around. Many felt that the government’s ‘open door’ immigration
policy would see job opportunities drying up, but Britain is reaping
the benefits of globalisation and its economy is booming.

Generation Y. They confounded the expectations that they would
grow out of their attitudes to work later in life. They look for
‘experiences’ in work – and are willing to go somewhere else if their
employer stops providing them. For many, the idea of a career has
become an anachronism.

Meanwhile, the older generation dips in and out of the job market,
topping up their pensions with part-time work and one-off jobs.
‘Grey recruitment’ is a lucrative – and important – business.

In the 2010s technology continued to improve, becoming more
reliable, with new software providing a reassuring level of privacy for
job seekers. But in many ways companies are using it to do the same
old things quicker and more efficiently.
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With a strong economy, a tight labour market, and only
incremental improvements in technology, it seems that everyone is
relying on recruitment companies. Margins have risen back to the
levels of the early 2000s, as companies have little trouble trading on
their knowledge, networks and expertise.

Take what you can get (incremental technological
progress and an employer-driven market)
The economy has taken a downturn and there are fewer jobs to go
around, but immigration has continued apace. There is high
competition for all jobs, and the market is flooded with graduates
who have high expectations but few opportunities to use their skills.

The flexible nature of the labour market means that retention is
more a concern for employees than employers, and once in work
people are battling to keep their jobs. The autonomy of employees
that was familiar in the early 2000s is all but a distant memory. Now,
investing in skills is a low priority for employers. They can choose
what to spend their money on, while still reeling in the best people,
who remain on the outside, desperate for work.

The initial excitement about Web 2.0 and complicated database
management tools has subsided. Filtering people through the internet
was a short-lived phenomenon. Employers reported more failure
than success from this approach, and have almost without exception
shifted away from it, citing the human touch as the most important
element in recruitment.

But despite the technology threat waning, recruitment agencies
continue to face uncertainty. The downturn in the economy means
more companies are developing tighter business strategies, and
investing in in-house recruitment is an important result of this trend.
Those companies that continue to use agencies are operating in a
cash-strapped environment, and have succeeding in driving down
agency costs significantly.

Now, recruitment agency margins are lower than ever and they are
forced to rely on repeat business for survival. The client is king in this
market, and relationships with candidates – once considered
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important to nurture – are now two-a-penny. Determined to remain
competitive despite a difficult economic situation, business is
demanding more and more accountability from recruitment agencies
forcing them to prove their value over time. Those that can
demonstrate this value survive. The others, those that offer short-
term, quick-fix and often inappropriate solutions, disappear without
a trace.

Don’t call us, we’ll call you (disruptive technological
progress and an employer-driven market)
The economy may not be booming but technology entrepreneurs
certainly aren’t worried. The low-cost nature of their business means
that they remain relatively unaffected by the change.

Web 2.0 was just the beginning. Now, technology in recruitment is
so developed that HR numbers have fallen dramatically. Some believe
that within a decade the HR industry will have disappeared. Powerful
search engines and the shift in people’s lives online allow employers to
vet personalities before considering people for a job. Work, life,
relationships – all of it has moved online, giving employers far more
than a CV to judge their candidates on. Now, people laugh that their
biggest privacy concern was once the doomed government ID cards
scheme.

Rateyouremployee.com is feared by all. This site, developed in
2008, sorts the winners from the losers and has the power to make or
break careers. Employers snigger at the thought that Vault was once
an influential information source. It’s still there, somewhere in the
depths of the internet, but few employees bother to rate their
employer – gratitude for having work and fear of being caught are
adequate disincentives.

Employees and trade unions have tried to fight back, still banging
the drum about employee rights, but employers reign all powerful,
and really don’t need to listen to anyone else. Some say the days of
trade unions are numbered, already their influence has waned
considerably and younger employees, so accustomed to the ‘way
things are’, struggle to understand what they were once for.
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Recruitment companies were initially slow to react to new
technologies. The ones that survived embraced it and employed
internet entrepreneurs to help them integrate technology into their
business model. Now, IT graduates dominate in recruitment, as
finding new ways to use the web and advising business about online
recruitment have become core recruitment practices. Traditional
recruiters work more closely with business, performing a whole new
set of functions including HR consultancy and employee
management.
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Copyright

DEMOS – Licence to Publish

THE WORK (AS DEFINED BELOW) IS PROVIDED UNDER THE TERMS OF THIS LICENCE (“LICENCE”).THE
WORK IS PROTECTED BY COPYRIGHT AND/OR OTHER APPLICABLE LAW. ANY USE OF THE WORK OTHER
THAN AS AUTHORIZED UNDER THIS LICENCE IS PROHIBITED. BY EXERCISING ANY RIGHTS TO THE WORK
PROVIDED HERE,YOU ACCEPT AND AGREE TO BE BOUND BY THE TERMS OF THIS LICENCE. DEMOS
GRANTS YOU THE RIGHTS CONTAINED HERE IN CONSIDERATION OF YOUR ACCEPTANCE OF SUCH TERMS
AND CONDITIONS.

1. Definitions 
a “Collective Work” means a work, such as a periodical issue, anthology or encyclopedia, in which

the Work in its entirety in unmodified form, along with a number of other contributions,
constituting separate and independent works in themselves, are assembled into a collective
whole. A work that constitutes a Collective Work will not be considered a Derivative Work (as
defined below) for the purposes of this Licence.

b “Derivative Work” means a work based upon the Work or upon the Work and other pre-existing
works, such as a musical arrangement, dramatization, fictionalization, motion picture version,
sound recording, art reproduction, abridgment, condensation, or any other form in which the
Work may be recast, transformed, or adapted, except that a work that constitutes a Collective
Work or a translation from English into another language will not be considered a Derivative
Work for the purpose of this Licence.

c “Licensor” means the individual or entity that offers the Work under the terms of this Licence.
d “Original Author” means the individual or entity who created the Work.
e “Work” means the copyrightable work of authorship offered under the terms of this Licence.
f “You” means an individual or entity exercising rights under this Licence who has not previously

violated the terms of this Licence with respect to the Work, or who has received express permission
from DEMOS to exercise rights under this Licence despite a previous violation.

2. Fair Use Rights. Nothing in this licence is intended to reduce, limit, or restrict any rights arising from
fair use, first sale or other limitations on the exclusive rights of the copyright owner under copyright
law or other applicable laws.

3. Licence Grant. Subject to the terms and conditions of this Licence, Licensor hereby grants You a
worldwide, royalty-free, non-exclusive, perpetual (for the duration of the applicable copyright) licence
to exercise the rights in the Work as stated below:
a to reproduce the Work, to incorporate the Work into one or more Collective Works, and to

reproduce the Work as incorporated in the Collective Works;
b to distribute copies or phonorecords of, display publicly, perform publicly, and perform publicly

by means of a digital audio transmission the Work including as incorporated in Collective Works;
The above rights may be exercised in all media and formats whether now known or hereafter
devised.The above rights include the right to make such modifications as are technically necessary to
exercise the rights in other media and formats. All rights not expressly granted by Licensor are hereby
reserved.

4. Restrictions. The licence granted in Section 3 above is expressly made subject to and limited by the
following restrictions:
a You may distribute, publicly display, publicly perform, or publicly digitally perform the Work only

under the terms of this Licence, and You must include a copy of, or the Uniform Resource
Identifier for, this Licence with every copy or phonorecord of the Work You distribute, publicly
display, publicly perform, or publicly digitally perform.You may not offer or impose any terms on
the Work that alter or restrict the terms of this Licence or the recipients’ exercise of the rights
granted hereunder.You may not sublicence the Work.You must keep intact all notices that refer
to this Licence and to the disclaimer of warranties.You may not distribute, publicly display,
publicly perform, or publicly digitally perform the Work with any technological measures that
control access or use of the Work in a manner inconsistent with the terms of this Licence
Agreement.The above applies to the Work as incorporated in a Collective Work, but this does not
require the Collective Work apart from the Work itself to be made subject to the terms of this
Licence. If You create a Collective Work, upon notice from any Licencor You must, to the extent
practicable, remove from the Collective Work any reference to such Licensor or the Original
Author, as requested.

b You may not exercise any of the rights granted to You in Section 3 above in any manner that is
primarily intended for or directed toward commercial advantage or private monetary
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compensation.The exchange of the Work for other copyrighted works by means of digital file-
sharing or otherwise shall not be considered to be intended for or directed toward commercial
advantage or private monetary compensation, provided there is no payment of any monetary
compensation in connection with the exchange of copyrighted works.

c If you distribute, publicly display, publicly perform, or publicly digitally perform the Work or any
Collective Works,You must keep intact all copyright notices for the Work and give the Original
Author credit reasonable to the medium or means You are utilizing by conveying the name (or
pseudonym if applicable) of the Original Author if supplied; the title of the Work if supplied. Such
credit may be implemented in any reasonable manner; provided, however, that in the case of a
Collective Work, at a minimum such credit will appear where any other comparable authorship
credit appears and in a manner at least as prominent as such other comparable authorship credit.

5. Representations, Warranties and Disclaimer
a By offering the Work for public release under this Licence, Licensor represents and warrants that,

to the best of Licensor’s knowledge after reasonable inquiry:
i Licensor has secured all rights in the Work necessary to grant the licence rights hereunder

and to permit the lawful exercise of the rights granted hereunder without You having any
obligation to pay any royalties, compulsory licence fees, residuals or any other payments;

ii The Work does not infringe the copyright, trademark, publicity rights, common law rights or
any other right of any third party or constitute defamation, invasion of privacy or other
tortious injury to any third party.

b EXCEPT AS EXPRESSLY STATED IN THIS LICENCE OR OTHERWISE AGREED IN WRITING OR
REQUIRED BY APPLICABLE LAW,THE WORK IS LICENCED ON AN “AS IS” BASIS, WITHOUT
WARRANTIES OF ANY KIND, EITHER EXPRESS OR IMPLIED INCLUDING, WITHOUT LIMITATION, ANY
WARRANTIES REGARDING THE CONTENTS OR ACCURACY OF THE WORK.

6. Limitation on Liability. EXCEPT TO THE EXTENT REQUIRED BY APPLICABLE LAW, AND EXCEPT FOR
DAMAGES ARISING FROM LIABILITY TO A THIRD PARTY RESULTING FROM BREACH OF THE
WARRANTIES IN SECTION 5, IN NO EVENT WILL LICENSOR BE LIABLE TO YOU ON ANY LEGAL THEORY
FOR ANY SPECIAL, INCIDENTAL, CONSEQUENTIAL, PUNITIVE OR EXEMPLARY DAMAGES ARISING OUT
OF THIS LICENCE OR THE USE OF THE WORK, EVEN IF LICENSOR HAS BEEN ADVISED OF THE
POSSIBILITY OF SUCH DAMAGES.

7. Termination 
a This Licence and the rights granted hereunder will terminate automatically upon any breach by

You of the terms of this Licence. Individuals or entities who have received Collective Works from
You under this Licence, however, will not have their licences terminated provided such individuals
or entities remain in full compliance with those licences. Sections 1, 2, 5, 6, 7, and 8 will survive any
termination of this Licence.

b Subject to the above terms and conditions, the licence granted here is perpetual (for the duration
of the applicable copyright in the Work). Notwithstanding the above, Licensor reserves the right
to release the Work under different licence terms or to stop distributing the Work at any time;
provided, however that any such election will not serve to withdraw this Licence (or any other
licence that has been, or is required to be, granted under the terms of this Licence), and this
Licence will continue in full force and effect unless terminated as stated above.

8. Miscellaneous
a Each time You distribute or publicly digitally perform the Work or a Collective Work, DEMOS offers

to the recipient a licence to the Work on the same terms and conditions as the licence granted to
You under this Licence.

b If any provision of this Licence is invalid or unenforceable under applicable law, it shall not affect
the validity or enforceability of the remainder of the terms of this Licence, and without further
action by the parties to this agreement, such provision shall be reformed to the minimum extent
necessary to make such provision valid and enforceable.

c No term or provision of this Licence shall be deemed waived and no breach consented to unless
such waiver or consent shall be in writing and signed by the party to be charged with such
waiver or consent.

d This Licence constitutes the entire agreement between the parties with respect to the Work
licensed here.There are no understandings, agreements or representations with respect to the
Work not specified here. Licensor shall not be bound by any additional provisions that may
appear in any communication from You.This Licence may not be modified without the mutual
written agreement of DEMOS and You.
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