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Helping your organisation navigate a course through the downturn

Having a clear understanding
of the talents, skills, behaviours
and competencies of every
employee could be the
difference between your
organisation successfully
emerging at the end of the
current downturn, or it failing.

It is important to recognise that

the skills needed in today’s tough
business climate are sometimes
different from those that will help an
organisation prosper during good
times.

One way to identify which
employees have the skills
necessary to help navigate your
business through the downturn,
and indeed whether you need to
bring in external people to plug any
crucial skills gaps that may exist, is
to introduce talent mapping.

What is Talent Mapping?

Talent mapping charts every
individual in a company according
to their skills, competencies and
capabilities, and displays where
they sit in terms of their talent within
the company on a ‘map’. It analyses
their talent and potential — where
they can add value now and where
they could deliver value in the
future.

Another advantage of having a
current talent map is that it can help
identify those individuals whose
skills are not so useful during tough
times. For example, it may be more
important to improve financial
management and credit control
rather than invest in new product
development.

Identifying the talent within
What does talent really look like
within your organisation and what
skills and behaviours are needed
to successfully pursue the current
business plan? What skills are
needed in difficult times?

In this uncertain economy, when
employee cuts might be needed,
companies who are certain about
the people they want to be part
of their future will have a greater
chance of success.

Individuals should be assessed

in terms of their capabilities,
motivations, technical expertise and
experience, so that managers can
accurately determine their ‘value
add’ now and in the future. This
process also makes it easier to see

which skills are missing and need to
be brought in to help the business
in difficult times.

Many companies bring in external
providers to help them set up talent
management programmes. These
experts bring an objective view
point and can guide companies
through the entire process,
teaching them how to spot talent,
create profiles for individuals and
set up talent maps showing how
individuals can be developed in a
formal and structured way.

Talent is not static

Individual’s talents do not remain
static. They need to be nurtured
and developed, so that individuals
remain motivated and committed to
doing the best job they can.

A talent map helps companies
focus on short term goals without
losing sight of the bigger picture.

It helps them plan a long term
strategy and determine what talent
will be needed to ensure future
business success.

Line managers need to be coached
on how to spot, nurture and
develop talent and they should

be incentivised and given the

time needed to invest in staff so
that their team realise that career
development is a major business
priority.

Talent mapping positions every
employee in terms of their skKills,
attributes and capabilities, and
clearly charts how they should >
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progress. At a glance, managers
can see when employee
development is needed so

that development and career
progression opportunities can be
provided in a timely manner.

Central to maximising the value

of talent maps is line managers’
willingness to allow their people to
progress within the organisation.
They need to think about the
business strategy as a whole and

Top tips for successful talent management

Understand what talent you
require

What skills, knowledge,
technical expertise do

you require to make the
organisation a success

Know where your talent lies
Work with experienced talent
management consultants who
can help you identify talent

Know where your organisation
wants to get to

Be clear about its current and
strategy and objectives and
what is required of your talent
to get you there

Maintain flexibility -
circumstances change both
internal and external to the
organisation.

Be ready to alter your talent
strategy to meet those needs

Utilise your talent appropriately
Be prepared to move your
talent around the organisation
in response to the challenges
facing the organisation both
internally and externally

Remember that talent is not
static; it must be developed
Map every individual in terms
of their talent and skills and
how they can move and
develop within the organisation

Embrace the programme from
top down

Make it an integral part of the
business strategy

Support and coach line
managers delivering the
programme

Make it a key part of their job
description

how much more valuable these
people will be to the business after

their talent has been developed by
working within other departments

and having moved out of their
comfort zone.

Reward and recognise your
talent

There should be clear
alignment between
performance and reward and
recognition

Keep your Talent Map up to
date

Maintaining an accurate
picture of what talent exists
and where within your
organisation will enable you to
quickly and effectively adapt
to changes in the business
environment

Communicate, communicate,
communicate

Everyone should know about
the programme and where
their talent lies within the
organisation - this will improve
employee retention and boost
morale.




Helping businesses and people move in a positive direction

2008 was a year of massive
change with 2009 bringing
even greater challenges. Every
day organisations are faced
with news of projects being
placed on hold, businesses
being restructured and
announcements of merger and
acquisition activity.

All changes create a need for the
HR community to integrate and
harmonise often disparate and
international workforces. Very often,
a major change like a merger or
acquisition can effectively reset the
team ‘clock’ within an organisation
by impairing business performance.

The negative impact of change
So how can you minimise the
negative impact of change on an
organisation? Well firstly it is
important to establish shared goals

as early in the process as possible
and then create the space and
impetus for change to happen.
However, in many organisations,
this is consistently and repeatedly
undermined by a failure to manage
communication and to control the
‘fallout’ from structural changes
and redundancy.

“25% of high achievers will leave
a company within 90 days of a
major change being announced”

Studies have shown that up to
25% of high achievers, the drivers
of intangible assets bought in an
acquisition, will leave a company
within 90 days of a major change
being announced. Typically such
individuals are not shown the
opportunity inherent in the new
organisation and do not like

the way in which the process is

Survey: Providing outplacement for staff you no longer
need increases your ability to retain those that you do
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managed. Watching their peers
being ushered out the door and
listening to whispered uncertainties
by the water cooler is a far stronger
communication than the press
release announcing the merger,
and any information on the
company intranet. Thorough
transition planning can help to avoid
these risks by improving the quality
of immediate communication and
enabling line management to offer
a more detailed and consistent

set of reasons to support the
change programme. In addition, the
provision of outplacement support
for individuals leaving the business
has repeatedly been shown to
reduce the undercurrents of
dissent within the business. >

A recent survey by Reed
Consulting showed that 78% of
HR Directors felt the provision
of outplacement could improve
the organisation’s reputation
while 55% agreed and 10%
strongly agreed that providing
outplacement support for staff
you no longer need helps to
retain those that you do.




Essential tips for managing change

A company’s greatest asset is also its greatest threat. The way people are supported, managed and directed
before, during and after change can seriously affect your employees’ future career — and the future of your
business. Here are some essential tips on how to fulfil your legal and moral obligations while improving staff

morale, motivation and productivity.

Create a high level

transition plan

A high level project plan

which will minimise any
unnecessary upheaval and
disruption pre, during and
post implementation. This will
detail the who, what, when,
and how of the entire transition
process and is designed to
support the affected individuals
whilst achieving organisational
objectives.

Design selection criteria and
redundancy package plans
Check compliance with all
relevant legal and regulatory
requirements. Ensure selection
criteria will stand up to scrutiny.

Consider redeployment
opportunities

The law requires companies to
‘mitigate the impact of
redundancies’. One obvious
way of doing this is through
redeployment - which in turn
will require a job design,
redeployment, and assessment,
development process.

Create a communication plan
A comprehensive plan that
describes what needs to be
communicated, to whom, by
whom, how and when ensures

a minimum of confusion and
misunderstanding. Err on the
side of more communication
and ensure that the
management team are always
willingly available to answer any
concerns and queries.

Organise separation interview
training for line managers

Not all line managers find the
‘giving of the news’ an easy
thing to do. When it goes

wrong there can be serious
repercussions. Those who

have to deliver the bad news
and manage and support their
people through a difficult period,
require support themselves.

In some cases they may even
find themselves in the same
predicament. You may also wish
to consider security measures,
and ‘pick-up’ support on the
so-called “Tell Day’. Look to your
provider for this support.

Provide ‘managing change’
support for those not leaving
Maintaining morale and
motivation is crucial during
times of major change. Staff
may need help in exploring the
risks and opportunities
presented by the change. Guide
them in discovering their
personal strengths and

challenges in

their response, and provide
them with the knowledge,
tools and motivation to take
control, refocus and move
forward towards personal
and organisational success
and productivity.

Ensure highest quality

of outplacement support

is provided to departing
individuals

Today’s departing employee
may be tomorrow’s customer.
New research shows that
business leaders believe that
the quality of outplacement
support provided to exiting
employees has a strong
bearing on the reputation of the
employer, and their ability to
retain key staff.

Stuart Lindenfield is Head

of the Transitions Practice

at Reed Consulting, he is

widely recognised as one of

the leading experts on career
management with a strong track
record in helping individuals

and organisations successfully
manage transitions.

stuart.lindenfield@reedglobal.

diQel=]n



Viewpoint: RPO

Is RPO the secret to acquiring talent in a downturn?

Graham Snuggs, Director

of RPO, at Reed Consulting
explains how Recruitment
Process Outsourcing is an
ideal solution for organisations
looking to reduce the overall
cost of their recruitment

and time-per-hire, without
compromising on the quality
of talent they bring in.

Recruiting the right staff, with the
right skills, in the right role has
always been an important factor
in an organisation’s success. In
the current economic downturn,
making the right recruitment
decision is nothing less than
crucial. However, for many
organisations, the whole process
of recruitment — the money spent
on advertising, the hours spent
sifting through CVs, the time
spent interviewing and screening
candidates and resources needed
to run the assessment process - is
an administrative headache that
removes HR resources from other
strategic projects.

In today’s uncertain and highly
competitive business climate,
organisations simply cannot afford
to make poor recruitment decisions.
It is little wonder then, that many
are now seeing Recruitment
Process Outsourcing (RPO) as a
solution to reduce their recruitment
costs, alleviate their administrative
headaches and ensure they recruit
and develop top quality talent.

So what took so long? In the past,
some organisations were hesitant,

initially, about handing over their
recruitment process to an outside
agent because they knew how easy
it is to lose a good candidate if any
part of the recruitment process
fails. They were also naturally

wary following their experience

of the working practices of some
recruitment industry consultants.

‘Just imagine how risky it would
be if 1,000 potential employees
all suffered a poor recruitment
experience”

Problems can range from a
candidate query not being
answered quickly, a job application
getting lost mid-process or
interview feedback not being
delivered in a timely manner.
Simple mistakes maybe, but

they will be enough to put off

the candidate. Worse still, the
candidates will probably talk about
their bad experience to other
people who could be potential
recruits or customers, which

could damage the organisation’s
brand image. Just imagine how
risky it would be if 1,000 potential
employees all suffered a poor
recruitment experience.

Reed Consulting recently
researched the candidate
experience and found that 29

per cent of people would hang

up — and not bother calling again

— if they rang a recruitment hotline
that wasn’t answered within 30
seconds. Nearly all (93 per cent) of
candidates would tell their friends
and family if they had a poor

recruitment experience, and of
those, 34 per cent would change
their purchasing decision.

RPO delivers more than just cost
cutting

RPO does save organisations
money, but it can also add value

in other important ways. A true
RPO provider will be responsible for
the entire end-to-end recruitment
process, it will constantly move
your recruitment process forward

in response to market drivers, and
ensure that the people who are
hired will make a positive impact

on business performance.

If an organisation is purely
interested in driving out cost by way
of improved transactional efficiency,
it would be advised that procuring
purely that type of service may
achieve this end, but it would be
unreasonable to expect it to add
value by way of talent acquisition;
Caveat Emptor! >
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Is RPO the secret to acquiring talent in a downturn?

Relationships are key to success
So what should an organisation
look for in an RPO supplier? Well
firstly they should understand that it
iS a premium management service.
A good relationship with an RPO
supplier means a long-term trusted
partnership, which should be a
minimum of three years in order to
deliver optimal commercial value.
The relationship should be integral
to the organisation’s resourcing
and HR strategy. The onus is on
the client to be open and inclusive
with its RPO partner, sharing

not just the corporate vision, but
also the business challenges and
recruitment difficulties — the ‘warts-
and-all’ picture.

“Organisations should
understand transformation will
not happen overnight”

The partner will need to understand
everything about the organisation’s

business — its value proposition, its
strategy and drivers, its culture, its
management structure, its training
and development practices and
the ideal employee fit for every role.
Only then, can it take on the full
responsibility for the recruitment
processes and focus effectively

on acquiring, evaluating and
developing talent that will impact
business performance positively.

Organisations who approach an
RPO partnership in this way will
find that it will deliver overall cost
savings, improve efficiencies and
attract a higher calibre of employee
than previously recruited. However,
they should understand that
transformation will not happen
overnight and that it takes a
partnership ethos to deliver it.

What makes an ideal RPO
provider?

A good RPO partner will be
experienced in the sector in which
you operate. They will be then be
able to get ‘under-the-skin’ of your
operations quickly and understand
the people challenges you face.

The RPO team should integrate
into your organisation and will
probably work out of your offices to
achieve this end; the importance of
a supplier’s cultural sensitivity is a
critical factor here. They will be able
to provide you with access to better
technology solutions or advice on
the same that will enhance your
recruitment processes, and they
will know where and how to attract
the best talent on the market.

They will be responsible for all

your recruitment needs, assisting
with manpower planning and job
design, liaising with hiring managers
to determine what candidates are
required and which are the best
routes to attracting them, screening
and assessing candidates, setting-
up and facilitating interviews and
ensuring the best candidate is hired.
They will also deliver a candidate
experience that enhances your
brand and encourages the best to
‘stay-in-play’ until offer and raise the
chances of success with regard

to appointment.

In addition, the best providers offer
a range of additional expertise
including such interventions as
assessment design and delivery,
transition management, pre-
employment screening and project
management/ consultancy.

Being accountable

An organisation should expect
that effective adoption of an RPO
strategy makes its recruitment
partner more accountable for

the performance of employees
recruited. A long-term recruitment
partner will be able to respond to
business drivers, such as success
of individuals and improve retention
rates. It will also continually evolve
the model in operation to effect a
positive change — if it does not, it
will have a mechanism by which to
question its capability.

Clear benchmarks and
measurement processes need to
be established at the outset so >
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Viewpoint: RPO

Is RPO the secret to acquiring talent in a downturn?

the provider’s performance and
its success can be evaluated. The
sort of RPO provider who can
add value to your organisation

is one who can design Service
Level Agreements and Customer
Satisfaction Programmes that
involve all stakeholders in the
end-to-end resourcing process
and which don’t simply turn into
meaningless weekly or monthly
reports that nobody uses. Your
RPO provider will be responsible
for the recruitment outcomes and
will be able to tell you how it has

added value and saved you money.

Responding to change through
innovation

At Reed Consulting we are
continually responding to change.
We have invested in an Innovation
Board which means we are
consistently coming up with new
ideas and sharing best practice
with the goal of helping our clients
not only with their recruitment,
but with their employee retention
programmes. An example of this
could be to turn conventional
wisdom on its head and posit

the idea that clients may want

a ‘retention service’ rather than
purely allowing a supplier to
capitalise on the turnover of
employees that every organisation
experiences. We then set about
designing a solution that achieves
this outcome, rather than just
focusing on efficiently servicing
employee ‘churn’.

In the end we offer client choice;
we can cater for organisations

interested solely in efficient process
and supplier management if that

is what a client needs or wants.
However, we have developed a
series of offerings that can be
delivered on a modular basis or can
be built into an RPO solution that
truly add value to the organisation
engaging us.

“It is not just about saving
money, RPO will ensure that the
best talent is recruited, retained
and developed”

The most important thing to
remember is that the latter type of
RPO solution is about improving
the entire recruitment process for
the company and the experience
for candidates; it is not just

about saving money (important
though that is). It will enhance

an employer’s brand and most
importantly, it will ensure that

the best talent on the market is
recruited, retained and developed.
When these candidates come

on board, they will be totally
committed to the long term
business success of their new
employer and fully capable of
delivering it.

[t may seem counter-intuitive at
first in the current trading climate,
but could there be a better time to
consider which RPO provider could
actually deliver in this area and
underpin your chances of business
success for the future?

graham.snuggs@reedglobal.com

Reduced cost - streamlined
processes, access to
best-in-class technologies,
reduced reliance on high-
cost channels of recruitment
and a more flexible cost-
base deliver rapid and
significant reductions in cost

Higher quality talent -

job role analysis, labour
market research, innovative
attraction strategies

and robust assessment
processes enable the best
talent to be identified and
acquired for competitive
advantage

Removed operational
burden - by outsourcing all
operational activities, clients
are free to focus resources
on other value-add and
mission critical projects

Best-in-class services

- clear benchmarks and
continuous measurement
ensure consistent best-in-
class levels of performance
and deliver improvements to
resourcing process

Minimised risk - access

to flexible, scalable
resourcing solutions enables
organisations to react to
changing market drivers
and ensures regulatory and
legislative compliance.
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An ensemble performance at the Royal Opera House, London

How do you bring out the talent
in plateaued managers?

What support structures do
high achievers need over and
above those for employees in
general? How static should

the core talent pool be?

These were some of the questions
posed by Keynote Speaker
Professor David Clutterbuck to
delegates at Creating a Talented
Workplace, a recent event
presented by Reed Consulting. In
doing so Professor Clutterbuck,
one of Europe’s most prolific and
well-known management writers
and thinkers, highlighted the
complexities of managing

talent within the workplace and
the plethora of different
considerations that organisations
face to achieve success.

Set in the unique surroundings of
the Royal Opera House, London,

Creating a Talented Workplace
brought together over 40 Senior
HR professionals with a passion for
attracting, developing and retaining
talent within their organisations.

Attendees were able to discuss key
issues and network with peers as
they listened to fresh and thought-
provoking comments from influential
speakers. Linda Holbeche, Director
of Policy & Research at CIPD
provided a ‘helicopter-view’ of
careers, particularly looking at the
convergence (and divergence)

of employee and employer
expectations.

lan Muir, Global HRD, Charter Plc
and Geraldine Haley, Group Head
of Leadership Effectiveness &
Succession, Standard Chartered
Bank looked at Reward and
Recognition and Strengths Based
Management respectively; both able
to draw on personal experiences
from within their own distinguished
careers with leading organisations.

Nicola Greenway, European

HR Senior Manager at KPMG
concluded by looking at Diversity
in the Workplace and how it

can, and should, be integrated
successfully through the ways in
which an organisation identifies,
manages and rewards talent. The
day concluded with an interactive
exercise that allowed all attendees
to put what they had learnt during
the morning discussions into
practice and network with peers in a
truly unigue and enjoyable way - to
great success!
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In today’s economic climate,
attracting and retaining talent is
imperative for organisations to
survive. And, managing the

talent pipeline effectively is key.
For an organisation to be effective
it needs to establish a coherent
talent management system.

This not only ensures that talent is
developed, promoted and retained,
but that it is used in the right
parts of the organisation to deliver
SucCcess.

Is your organisation ready for the
challenge”?

For more information

on talent management

or to request a copy of
the Creating a Talented
Workplace briefing paper
accompanying the event,
please click here.
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reedjobs.bg

Welcome to a new world of opportunity

As part of our commitment

to providing a highly-tailored
service for our clients and
candidates in Bulgaria, we
are delighted to announce

the launch of Reed Specialist
Recruitment’s dedicated
Bulgaria website, reedjobs.bg.

Reflecting the expertise, advice and
tailored recruitment solutions we
have been delivering to clients for
nearly 50 years, the website brings
together information and resources
for employers and candidates in a
single, easy-to-use environment.

Customise the Reed experience
The reedjobs.bg website can be
customised depending on whether
you’re an employer looking to
recruit, or a job seeker looking for
your next role. By clicking on the
Employer/ Job Seeker position
switch the content available

is tailored to make finding the
information you need quick and
easy.

Resource Centre

reedjobs.bg also gives you access
to a range tools and resources to
help your organisation acquire,
evaluate and develop its talent,
including briefing papers, salary
surveys and case studies, with
more content being added all the
time.

You will also find a wealth of other
information about Reed on the site,
including latest news stories, details
of our consulting and outsourcing
services, environmental and charity

2] Bugria Jobs, Vincanch

v and Rrenatment ktion | Heed Specialist Recmstment - Sicrosnft inkernet Drsloner grovided by e
File ESt Vaw Favirger  Tosks ke ¥F

Qua - - ¥ & G| JJsws | - -3

ddvess @] ez wvew rnadubs ghor phe

rvortes 40

Earspus | Globel Btew T Buigeris

49 0 0 23:14

Contect s

SPECIALI Talent withgut buundanes

REC] PLIT'\\.['\T

Our Expertise Browwe Jobs

Sadact atea uf ouperiine Can't ind what yor' T
- e o'l ba I ot | |
[ o0}
Bulgaria Jobs and Recruitmant Solutions for Bulg;arua -
[ Home | = Start Job
Yobs Sawket o searching now!
Employes [ -+ ] VAL

Woak for Lis

Intelligent solutions for
recruitment

B B bl

= f:)_g.z N

B

reedjobs.bg provides a wealth of features for employers and job
seekers alike, including a wide-range of tools and information for
recruiters and a powerful job search function for candidates.

projects and links to other areas of
the Reed business, including the 11
other websites launched alongside
reedjobs.bg to support the our
clients across the globe.

If you have any comments
about the website, or
suggestions for content
you’d like to see added,

please contact our
webmaster here or speak to
your Reed contact.

To discover this new world of
opportunity click here to visit
reedjobs.bg.
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Trusted Experts

Reed Specialist Recruitment has experts that operate at all

levels and across a wide range of specialisms including:

Accountancy
Actuarial

Banking
Community Care
Contact Centres
Customer Service
Doctor

Education

Energy
Engineering
Finance

Financial Services
Graduates

Health

Hospitality
Human Resources

Industrial

Insurance

Legal

Marketing & Creative
Mortgages

Nurse

Office Support

PA & Secretarial
Property & Construction
Public Sector
Purchasing

Sales

Scientific

Social Care
Technology

Training Professionals

In addition, we have industry leading capabilities in:

Recruitment Process Outsourcing
Managed Services

Graduate Recruitment

Strategic Research

Employment Screening
Assessment, Development & Talent
HR Consulting

Transitions & Outplacement

8 Adriana Budevska Street

Floor 1, Suite 1
1463 Sofia

Bulgaria

+359 2 954 9980
www.reedjobs.bg
info.bulgaria@reedglobal.com




