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Why Outrageous has a hiring, promotion and reward policy?

● We believe that all people are equal. We know that systems in life and work are
often not equal. We know that personal preference, bias and other systemic
inequalities can cloud the decisions we all make, as colleagues, recruiters,
managers and as people.

● Hiring, Promotion and Reward are some of the ways these inequalities often
come to the surface.

● A failure to address these inequalities means that Outrageous team-mates will
become or remain under-paid, unequally paid, unequally promoted and rightly
disgruntled.

● A failure to address these inequalities also means that Outrageous doesn’t hire,
promote and reward the diverse team-mates we need to be truly representative
of society and so best serve our clients and the causes we exist to solve.

● Outrageous works with internal staff and consultants. Both sets of team-mates
are critical to Outrageous’ future. While consultants attract greater day rates, they
do so at the trade-off of predictable, regular income offered to internal staff.

● All internal staff should be paid equitably, have clear pathways to progress their
career, not be impacted by real terms’ pay-cuts (due to cost-of-living
increases/inflation) and should be able to share in the financial prosperity (when it
happens) of the business.

● Consultants are a key part of Outrageous. To reward them, we will have two
day-rates based on experience, pay promptly and look wherever possible to
engage regularly on projects.

a) What do the different terms mean in this policy?

1. Hiring is the act of finding people for a role. This involves an application process,
an interview and an offer. Promotion means when a team-mate moves from one
job to another; or when a team-mate gets an extended job role (with extra
responsibility and extra reward).

2. Reward means the salary and profit sharing that may be paid to team-mates, in
post, who are eligible to access it.
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3. For the avoidance of doubt, and to develop and retain team-mates, we will
always attempt to hire and promote internally first.

b) Our hiring policy

1. For Outrageous to achieve its mission ‘to change the world faster through
explosive insight research’, we need to find the best people for the job.

2. This is not about hiring people based purely on their pre-existing knowledge or
experience or education, it is about finding, hiring, recruiting, rewarding and
retaining people who champion (or could champion) Outrageous’ values, which
are:

▪ Outrageous - we challenge injustice

▪ Insurgent - we use unconventional methods to make change happen

▪ Generous - we share our privilege, people, power and networks with others

▪ Spirited - we give it all we’ve got

▪ In our day-to-day work we ask all at Outrageous to be ‘good-eggs’ – working
to solve problems and build constructively. This is not about toxic positivity,
instead about a ‘can-do’ and learning attitude, even in failure.

3. When we hire, we are looking to find people who want to change the world, are
resilient and are curious.

4. For each new job, including promotion opportunities, we will produce a job
description in line with the standard Outrageous template.

5. Each job will have no essential criteria or experience, unless a criteria is truly
essential and agreed by both the hiring team-mate and CEO.

6. Outrageous is a 4-day a week business (Monday to Thursday).

c) The menu of tasty treats (reasonable adjustments)

1. Because we know the world is not equal, we know that candidates and staff may
need support to compete for roles on an equal footing.

2. Within Outrageous, we have a culture of reasonable adjustments, that we call the
‘menu of tasty treats’ – because it emphasises the positive benefit of inclusion,
and how non-negotiable this is for the culture we are building and want to have.
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3. When any person is applying (for a new role or promotion) we will ask upfront, ‘Is
there anything you need, in terms of reasonable adjustments, to ensure you can
make your best possible performance in this process?’

4. We will do all we can to meet these adjustments.

d) The application process

To avoid bias in our recruitment process, ours is a blind recruitment process:

1. Send in CV – we won’t look at this till after any job offer is made.

2. We will ask you “Is there anything you need, in terms of reasonable adjustments,
to ensure you can make your best possible performance in this process?’

3. All applicants will be asked to fill in a short set of 4 written questions, on email,
about your values and what motivates you.

▪ When you get to the end of your life, how will you know that have made a
difference?

▪ What are you most curious about and why?
▪ Tell us about a time when you have had to overcome a difficulty (in any

part of your life) and how you did it?
▪ If you could solve any social injustice what would it be? How would you do

it?

4. All questions will be anonymised – to remove bias - and answers will be judged
blind by two people.

5. At this point, you will either be invited to a (30 minute) Zoom interview or given
detailed feedback on why you’ve not been invited.

6. There will then be an interview with Outrageous and we will aim to make a hiring
decision within 1 week of the interviews (though this can take longer).

7. Outrageous’ hiring team-mate will not look at a person’s CV till after the job offer
is made.

8. Any job offer will be contingent on a) proof of right to work in the UK (this should
be via a Passport scan) and b) subject to references.

9. Anybody unsuccessful in the interview will be given a £50 payment for their time,
as well as detailed written feedback.
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e) For the avoidance of doubt, we will always first look to recruit and promote
internally

● All jobs will be advertised, initially internally for a period of 4 weeks. All
team-mates will be encouraged and supported to apply for these roles.

● Any team on leave for any of the reasons in the Outrageous job contract,
(pregnancy, menopause, gender reassignment, support when considering a
pregnancy termination or experiencing pregnancy complication, caring, jury
service, etc) must be informed of the job in writing and offered the chance to
apply for the role.

● Any team-mate interested in the role will be interviewed and either offered the job
or given detailed, verbal feedback on why they will not be offered the job.

● For internal candidates, seeking promotion we will use the following 3x questions,
which will be shared in advance of the interview:

1. What could you bring to this role?
2. Look ahead a year, how will the business know that you have succeeded in

this role?
3. What do you see as being the largest challenge to overcome in this role and

how would you overcome it?

Note that section d) ‘Menu of Tasty Treats’ (reasonable adjustments) – applies here.

● Any team-mate unsuccessful in their application, will not lose their existing role.

f) Outrageous’ ‘Exit with dignity’ commitment

● As Roxette said, ‘it must have been love, but it is over now.’ It is a fact that people
change, jobs that were once fun are no longer fun, and people crave new
challenges.

● This is a period in which shame, fear of failure, fear of being judged come to the
fore. At Outrageous, we think this is not healthy.

● We will offer any person looking to leave our ‘Exit with dignity’ commitment.

● This commitment may, at the CEO’s discretion, not apply to a person leaving the
business under Outrageous’ disciplinary process.

● In practical terms, anyone who says they want to leave, will, if they want, be a)
offered a discussion about other opportunities inside Outrageous, b) offered a
chat with the CEO, c) get £500 to support job hunting, d) be given 1 week off to
job hunt (without taking any holiday), e) be connected to others in the Outrageous
network.
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● Outrageous may also offer a discussion on a temporary lay-off (reduction in
hours), where appropriate.

● Leaving a job should be a cause for celebration, and we will ensure that there is
an as open and supportive a culture around exit as entry to the Outrageous.

H)  Reward policy (internal staff)

● Our mission is to change the world faster through explosive insight research. We
all have a role to play:

o Our leadership leads on sales, champions our brand, sets high standards
of behaviour and creates a safe and supportive culture.

o Our researchers work to deliver paid insight research and training projects
to clients and to help convert conversations (started by Marketing) into
sales.

o The role of Marketing is to listen to potential customers, create content
about their problems (and answer them) and develop relationships that
can be converted into sales (and goodwill).

o Converting and maintaining important, profitable and ethical Sales
opportunities is the responsibility of every team-mate.

o We must all ensure that everything we all do in Outrageous is to build
multi-decade, mutually beneficial client relationships that will support the
financial, ethical and activism we want to create in the business and the
world.

● By building a successful, profitable and activist business, more team-mates will
have jobs and get promoted, profit sharing is possible, we fund more through our
Activist Legal Fund and we can achieve the better world we want faster.

● Outrageous’ ultimate goal is to build a thriving business that is still here in 300
years’ time, long after we are all gone.

I) For internal staff, we have four tiers of salary:

● Assistant - (up to 1 years’ experience in Outrageous) - £12 per hour, 25 hours per
week + pension contributions at 8% paid by the company. Growing to £14.00 per
hour after successful month-1 probation completed.

● Executive - (1-2 years’ experience in Outrageous in total) - £20 per hour per
annum, 25 hours + pension contributions at 8% paid by the company. At the
companies’ discretion, this rate can be phased in before the anniversary.
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● Manager - (2 years + experience in total plus leading at least one person) - £25
per hour, 25 hours per week + 3% employer pension.

● We will review these salary rates annually, to ensure no real-term pay cuts
alongside our Profit sharing scheme (as a total compensation package).

j) Profit sharing

● Outrageous will set up a profit-sharing pool for all staff, excluding the CEO.

● The profit pool, if there are profits, will pay out once a year and allow staff
to share in the financial success (profit) of the business.

● When there are under 1-9 staff, each team-mate will have an ability to receive
at least 11% of the profit pool, assuming the business is in profit.

How we will calculate the profit pool

● Profit will be calculated by using Outrageous’ sales - costs (inc. tax, salaries,
debts, Activist Legal Fund contributions) = ‘Outrageous’ net profit’.

● 20% of Outrageous’ net profit (if any) will equal ‘profit pool’.

To note
● Each team-mate’s % is not transferable or saleable between team-mates.

● Each team-mate’s % does not constitute a guarantee nor contract that profits
will exist or be paid out to staff in any period.

● A team-mate’s % can only be accessed while a team-mate works for
Outrageous.

● The % ceases to be available on the day when a team-mate leaves
Outrageous and it will be at the discretion of the CEO to decide whether to
pay any departing team-mate a share of any existing profit pool.

● The profit pool does not mean an equity ownership of Outrageous and confers
no voting rights in terms of Outrageous Impact Ltd, other subsidiaries or future
businesses.

● The amount in the profit pool will be communicated to team-mates on a yearly
basis.

● If the CEO decides to pay out the profit pool, this will be through PAYE, and
be taxed in line with HMRC guidance.

● With 9+ staff (or earlier, if decided by the CEO), the profit pool may be
restructured to reduce the shares or to cope with a) changes in cash flow.
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● A profit pool payment, in any year, will be at the entire discretion of the CEO,
and must never be paid out if it threatens or limits the financial survival of the
business.

j) For consultants

Consultants are critical parts of the Outrageous team.

We know that consultant rates vary. We want to be a prompt and good rate paying
business. We will have two rates:

1) For consultant with 1-8 years’ direct relevant experience - £440 per day.

2) For consultant with 9+ years’ direct relevant experience - £660 per day.

We will review these rates annually, to ensure no real-term pay cuts and
competitiveness.

Our aim is to ensure that no wide discrepancies exist between team-mates –
whether consultants or internal staff.

******
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