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EXECUTIVE SEARCH—WHY
SO EXCLUSIVE?

Stein Holmsen

EMA Partners Norway
oslo@ema-partners.com

In this edition of EMA Nowvo,
we are delighted to include
an article from our new
South African Partners.

I hope you enjoy this and all
the other articles.

Just recently being elected as
the regional coordinator for
the EMEA region in EMA Part-
ners International, it gives me
an opportunity first of all to
introduce myself.

Coming from a legal back-
ground, and working for a fexw
wyears within that profession, I
soon found out I would rather
be working with the human
resources of a company than
with the legal problems. I there-
fore started a career that
brought me to various com-
panies, in various businesses,
as a HR manager and director.
After 15 years, I decided to join
a well established executive
search company, Hartmark
Consulting in Oslo, 6 years
ago. Three years ago, we were
invited into EMA Partners In-
ternational, a partnership we
have found both challenging
and very rewarding.

en you are a
part of the ex-
ecutive search

business, you will see
that the business is ma-
turing. The total market
is increasing; more com-
panies buy recruitment
services than ever be-
fore. This, of course, in
its turn is encouraging
more actors to join the
market. Many of these
new actors run their
businesses as traditional
search and/or selection
companies, but today
we see a new trend.

Companies that

originally based
their activities on tem-
porary employment
and staffing, such as
Manpower and Adec-
co, are now more and
more into selection,
and even search assign-
ments. They have been
doing this partly by up-
grading their own or-
ganisations, but also
via buying search and
selection companies to
broaden their range of
services. We have even
seen that a global com-
pany within services
like cleaning, facility
service, etc, ISS, is
buying a company that
has been providing
temporary employees
and selection services.

These are all com-

panies that are
well reputed and re-
spected. They are all glob-
al and they possess
huge resources, both fi-
nancially and compe-
tence-wise. They also
have a great range of cus-
tomers, and massive sa-
les forces. We must of
course take their chal-
lenge seriously!

Why, then, should

our clients think
carefully before turn-
ing to these companies
when they need assis-
tance in finding a new
person to fill a man-
agement  position?
What should make an
executive search com-
pany, for instance with-
in the EMA Partners
International, better
able to do the job?

e First of all, we feel that
business understanding is
a crucial point in that re-
spect. In EMA we only have
consultants with extensive
management experience.
This, of course, makes it
easter to understand the
client and easier to discuss
and test the client’s views.
When drawing a profile for
the position this is essential.
In an executive search
consultancy you will find
no mass production. The
client is unique, and gets
the full and undivided
attention.

The big companies may
talk about their big data-
bases, and that they have

a massive amount of po-
tential candidates. In my
view, the best candidates,
especially for the higher
position, never put them-
selves into database. So
the value is limited. What

a serious executive search

company would do is to

conduct a thorough re-
search, mostly done by
professional researchers,
whose only job is to be up-
dated on where the best
people are, and to sell

in the challenges of the

jobs in question to them.

The networks of both the

consultants and the re-

searchers are also very
important.

* A good executive search
consultant is well capable
of conducting a process
with the necessary confi-
dentiality, which is ex-
tremely important to most
candidates.

¢ And last, but not least, a
serious executive search
company will maintain
great quality in the process
of assessing the candidates,
by using both experience
and the right tools to
strengthen the assessment.

I am not saying

that the above
mentioned companies
are not able to do this,
but I think careful con-
sideration of their core
business and expertise
should be given. Best
luck the next time you
need a partner to find
a new employee!

'y -

Stein Holmsen
Regional Coordinator EMEA
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EVALUATING THE

WE HOPE THAT THIS ARTICLE WILL GIVE OVERVIEW AND GUIDANCE
TION AND TO THOSE WHO WHISH TO DEVELOP THEIR METHODS

Peter Sponbergs

Chief Executing Officer of the
consulting company Board
Dynamics which specialises
in board evaluation and train-
ing of boards.

ps@board-dynamics.com.

Read more about evaluation
of boards on
www.board-dynamics.com

his is an extract
of a paper pre-
sented at the Sth

International Confe-
rence on Corporate
Governance and Board
Leadership at Henley
College on 12 October
2005. The title was
«Evaluating the boards
of the city of Stock-
holm».

The role of the

board s instrumen-
tal in good corporate
governance. The task is
characterized by the
pressure of responsibi-
lity, limited time and
distance to the reality
which the board is set
to direct and control.
Board evaluation can
help the board to tune
its contribution to the
sustained success of
the company. Board ap-
praisals are prescribed
by the Combined Code
and other codes of gov-
ernance, but many
boards are still uneasy
when facing assess-
ment. [t may in part be
due to the absence of
established practice.
The literature de-
scribes methods based on
questionnaires and in

terviews. Question-
naires usually have a sim-
plistic design and there-
fore have limitations.
Interviews require a
thorough understand-
ing of the conditions of
board work and not all
boards are prepared for
them.

IT IS ABOUT
PERFORMANCE

The role of the
board is crucial in
every corporate gover-

nance system. The
board is the bridge be-
tween shareholders

and management. If the
company gets into
trouble — the question
is raised: Why didn’t
the board ...? The qual-
ity of the work of the
board has great impor-
tance for the perfor-
mance and prosperity
of the company. Should
it not be watched close-
ly? This has not been
the case in the past.
The good news is that,
at last, board evalua-
tions are happening.

Why have boards
not been evalua-
ted previously? The

D

opinion that it should
be done was brought
forth in the sixties. A
guide for board apprais-
als was published in
the late seventies. As a
result of growing inter-
est in corporate gov-
ernance, boards in the
US began to undertake
assessments of their
work. In the mid-nine-
ties, already one quar-
ter of the boards of
Fortune 1000 compa-
nies were reported to
have made board eval-
uations. In 2001, the
NACD, the National
Association of Corpo-
rate Directors, Wash-
ington, published a re-
port about board as-
sessment — focusing on
the «right» things the
board should do and
observe. Codes of best
practice recommend
board evaluation in the
UK and in Sweden. Rec-
ommendations of an-
nual performance eval-
uation have been in-
cluded in the listing re-
quirements of the
stock exchanges in
New York, in London
through the Combined
Code and in Stock-
holm.

Over fifty per

cent of the listed
companies in the US
undertake a formal
board evaluation and
half of them include in-
dividual appraisal of
each director. In Swe-
den, board evaluation
received scant interest
in a survey in 2001.
Since then, it has been
accepted among the
large listed companies.
In the UK, the FTSE
100 companies have
by and large adopted
the formal require-
ments of the Com-
bined Code and inform
about board assess-
ments in their annual
reports of 2005. Of
these, 25% were han-
dled by external advi-
sors and 55% reported
that appraisals led to
some sort of action.

Smaller  listed

companies in
Sweden have been gi-
ven a few years of
grace. There are still no
reports of compliance
to the Combined Code
among listed compa-
nies up to and beyond
the FTSE 350 and the
AIM companies are ex-
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BOARD

BOTH TO THE BOARDS WHO INTEND TO DO THEIR FIRST EVALUA-
TO MAKE EVALUATION MORE PRODUCTIVE.

empted. There is anec-
dotal information that
larger US non-profit or-
ganisations follow the
example of the listed
companies and per-
form board assess-
ments. No reports of
evaluation of boards in
companies owned by
municipalities have
been found.

It is difficult to

find rational rea-
sons why boards
should not be evalua-
ted like any other func-
tion of the company.
The hesitation is pro-
bably due to psycholo-
gical factors. Many di-
rectors may not be
used to having their
performance put under
the magnifying glass.
Some might feel a cer-
tain uneasiness due to
lack of experience of
the process. The aim,
as well as the methods,
should therefore be
clarified. Is the goal to
improve the quality of
board work? Are the
results meant to give
input to the nomina-
tion committee? The
Swedish code of cor-
porate governance

states that the results
shall be submitted to
the nomination com-
mittee, which apart
from the chair, consists
of representatives of
the shareholders.

ITISNOT A
BEAUTY
CONTEST

Board evaluation

is not about grad-
ing a board in rela-
tion to others. The rat-
ings that business
magazines perform
may cause misunder-
standing. The titles
«The best ... » and «The
worst board» have
little to do with reality.
These ratings depend
on public data about
the composition and
size of the board, on
committees, the num-
ber of meetings, etc.
Although these input
data are important,
they have little bearing
on the quality of the
output. Enron had a
good board rating — for-
mal requirements were
met — but we still wit-
nessed one of the grea-
test failures of board
work.

We will never see

the perfect board
because its mission is
overwhelming.  The
board shall, with limi-
ted investment of time
and removed from the
reality (for non-execu-
tive directors), take all
the major decisions and
control the company.
The quality of board
work depends on the in-
terplay between direc-
tors and the respect
they show each other.
The dynamics of the
boardroom depend on
trust and candour,
openness, willingness to
challenge each other,
time for reflection and
much more. The chair
is the single most im-
portant person to set
the right conditions for
productive board work.
Board leadership is vital
for the quality of the
operations of the board.

Board evaluation

should be part of
a continuous process to
improve and adjust the
work. The scene changes
and the board aims at
a moving target. The
business environment
and competition alters,

D

CEOs come and go, or-
ganisations are con-
tracted or expanded
and the composition of
the board is changed.
Problems occur where
they are not expected.
Does the board have
the right information,
is it on top of what is
happening, does it
challenge the strategies
and discuss alterna-
tives and does it under-
stand the values that
drive the organisation?
Board evaluation is
about the road and not
about the goal.

ALLOW TIME
FOR
REFLECTION

The benefit of

board assessment
lies in the follow-up. It
is important that the
board is attentive to the
signals that evaluation
gives. The board should
set aside generous
amounts of time to dis-
cuss the evaluation, give
space to listen to opini-
ons and take decisions.
The quality of the sig-
nals the board receives
from the evaluation does
not lack importance.

Boardroom prac-

tice does not have
the same characteris-
tics in all countries.
Fundaments of good
board practice do how-
ever have similari-
ties, even if there are
differences. In Sweden,
the boards consist of
non-executives. In 58%
of the listed compa-
nies, the CEO is also a
board member. In the
US, the role of CEO
and the chair are
usually not separated.
The influence of insti-
tutional investors and
of the codes tend to
make board work more
and more similar.

Corporate gover-

nance is defined
as the system by which
companies are direc-
ted and controlled.
It can be applied to
companies irrespec-
tive of geographical
origin or ownership
structure. The art of
board evaluation is
still an emerging field
and experience is
accumulated within
consulting firms rather
than in the public
arena.
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CXO COMPENSATION IN INDIA —
CURRENT TRENDS

Krishnan Sudarshan

EMA Partners International
mumbai@ema-partners. com

MRIIIEE 11

XO compensa-
C tion levels in India
are headed north,

but are still significant-
ly lower than their
counterparts in inter-
national markets. The
recent increase in com-
pensation we are wit-
nessing now is largely
due to the demand/sup-
ply scenario and is
more accentuated in
certain sectors like fi-
nancial services, retail,
technology enabled
services, aviation and
life sciences. The bur-
geoning demand across
sectors for seasoned
business leaders is push-
ing compensation to
stratospheric levels in
the Indian context. In-
dian corporations are
increasingly looking at
an extended global pool
of candidates for lea-
dership roles.

However, at a lar-

ger level, India is
still not a first stop
destination for top
notch global executive
talent and is still some
distance from being an
active participant in the
global cross border in-
terplay of talent in most
sectors. Due to the un-
precedented and sus-
tained growth there is
an acute need to attract
culturally competent
business leaders to In-
dia from other parts of
the world. But the big-
gest impediment today

is the current size and
scale of Indian busi
nesses. Most Indian corpo-
rations are still in the
process of globalizing
their businesses and
building size and scale.
Though we are moving
in that direction it
would be unrealistic to
expect Indian CXO
compensation to be at
par with global bench-
marks at this point.

Global corpora-

tions establishing
captive centers in In-
dia are also setting new
benchmarks on local
compensation. Though
these benchmarks are
significantly  higher
than local levels still it
offers them significant
arbitrage operating out
of India.

Total compensa-

tion including base
pay and variable per-
formance pay is large-
ly a function of value
delivered by the CXO
to the business when
measured on various
parameters including
relative growth vis-a-
vis competition. His-
torically variable com-
pensation in India has
remained a small per-
centage of fixed or base
pay with no significant
upside. In certain mar-
kets variable pay by de-
finition is non linear
and in some cases it is
even 20-25 times base

D

pay and payable on
achievement of laid
down business and pro-
fitability —objectives.
Going forward we need
to take a closer look on
the overall design and
structure of CXO com-
pensation in India and
incorporate measur-
able performance me-
trics and suitably
reward hi-performance
on a non linear basis.
This will go a long way
in fostering a business
promoter mindset for
CXOs as opposed to a
key employee mindset.

The other signifi-

cant aspect of
CXO compensation in
India is the huge dispa-
rity which exists bet-
ween promoter/owner
CXOs and professional
CXOs. In the case of
multinationals opera-
ting in India there is a
significant gap in com-
pensation between ex-
patriates serving in In-
dia and local managers.
The occasional spikes
we see in CXO com-
pensation is largely on
account of this factor.

With the market

dynamics and the
economy undergoing
rapid change there will
be a shift in employer
— employee relation-
ships which will alter
the compensation phi-
losophy of many orga-
nisations. Today most

Indian organisations
have moved the defini-
tion of compensation
beyond cash and are
building a more holis-
tic package which in-
cludes stock plans, per-
formance pay, deferred
pay and a slew of exit
barriers and of course
long term wealth crea-
tion opportunities for
their key executives.
Already stock plans
have added significant
wealth to senior mana-
gers in the past few
years and today are
real exit barriers for
many of them.

Moving forward,

as India Inc glo-
balizes and the busi-
ness leadership be-
comes more diverse and
multicultural, Indian
corporations will have
to compete on a global
basis for talent. Then
we would see a system-
ic shift and perhaps
we could imagine a si-
tuation where com-
pensation levels in In-
dia would be at par
with respective global
industry benchmarks.

Well, rather than

broadly address-
ing CXO compensa-
tion on US$ terms the
scenario will perhaps
look different when the
figures are adjusted for
purchasing power par-
ity and relative size of
organisations.
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MANAGING DIVERSITY — A SOUTH
AFRICAN GLOBAL ADVANTAGE

David Aikins
EMA Partners South Africa
Jjohannesburg@ema-partners.com

ngoing studies
at major Busi-
ness Schools into

effective  leadership
qualities are increas-
ingly focusing on the
ability to manage Di-
versity as a key differ-
entiator between ex-
pected management
skills and exceptional
leadership talent.

This focus on Di-

versity Manage-
ment as a key execu-
tive competency is
creating a global aware-
ness and apprecia-
tion for the qualities of
senior management
emanating from an un-
usual part of the world,
South Africa.

The ability to ma-

nage Diversity
goes far beyond the ob-
vious aspects of differ-
ent racial and cultural
groupings, and reflects
on an ability to provide
effective leadership in
the context of extreme
uncertainty and change
on many fronts.

One only has to

look at the econo-
mic and political land-
scape impacting on
South Africa over the
last 15 years to realize
that what has emerged
today is a cadre of man-
agement competence
that has had to perform
and provide effective
leadership throughout
a period of unprece-
dented challenges in
many areas.

To emphasise this

point, let us high-
light 10 such areas of
challenge existing over
the last 15 years in the
South African econo-
mic landscape:

1. A highly volatile and
militant trade union
environment where the
workplace has had to
endure political agen-
das quite separate from
normal employer/em-
ployee issues.

2. The un-banning and
eventual inclusion in
democratic elections of
the ANC and other po-

litical forces leading to
the first all-inclusive
democratic elections in
the country’s history.

3. The transfer of poli-
tical power to a new
majority government
determined to address
and redress the gene-
rations of marginalized
opportunities for the
vast majority of the
country’s population.

4. The massive exchange
rate fluctuations that
saw the halving in value
of the nation’s currency
against the US dollar,
UK Sterling and Euro in
a dramatically short
space of time. The im-
pact of these currency
swings causing equal
measures of joy and
hardship depending on
whether one was an ex-
port or import-sensitive
business.

5. The introduction of
a new and dramatical-
ly liberal Constitution
which in itself spawned
a complete suite of far
reaching legislation af-
fecting employment
practices in the coun-
try. This ranged from
new Labour Relations
and Employment Equi-
ty Acts, to revised ac-
cess to employee griev-
ance mechanisms, hea-
vily weighted in favour
of easy access and
speedy resolution of
transgressions in the
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arena of employer/em-
ployee relations.

6. The removal of in-
ternational sanctions
and the immediate
opening up of the
South African eco-
nomy to international
competition exposed
several large, previous-
ly protected monopo-
ly-type entities to the
reality of global com-
petition for the first
time. The survival im-
perative of becoming
globally competitive re-
quired dramatic trans-
formation leadership
abilities.

7. The relatively small
and racially-restricted
skills pool in the coun-
try has required accel-
erated development ex-
posure and fast-tracked
management develop-
ment at a pace not
achievable for young
managers in more esta-
blished economies.
This has necessitated
the inclusion of men-
toring programmes at
all levels of manage-
ment accountability.

8. The introduction of
legislation, intent on in-
creasing the economic
participation of black
owned business in the
mainstream of the eco-
nomy has further chal-
lenged the way in which
business is managed
and structured.

9. The legacy of under-
investment in basic
services for the major-
ity of the country’s po-
pulation has impacted
heavily on the national
fiscus, depleting funds
which would otherwise
has been available to
support economic ac-
tivity.

10. With fewer than
50% of the population

formally employed,
and a high incidence of
HIV/Aids  infection

throughout the work-
force, exceptional cir-
cumstances and ex-
ceptional times has led
to exceptional de-
mands on manage-
ment abilities.

Taking any one of

these 10 scenari-
os would be demand-
ing enough for any se-
nior executive, but
putting them all to-
gether in a condensed
period of time, has led
to the development of
exceptional Diversity
Management  skills
throughout a broad
cross-section of man-
agement talent in
South Africa.

It is therefore no

surprise to us to
find a growing accep-
tance and appreciation
globally of the exis-
tence of this important
quality among South
African leaders.
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WHAT INFORMATION
INAN INTERVIEW?

Mikael Aminoff

EMA Partners Finland
helsinki@ema-partners.com

any managers
are not sure
about how much

information they real-
ly can get about a
candidate in a short in-
terview. A personal
meeting naturally helps
to evaluate the can-
didate’s appearance,
communication capa-
bilities and exterior
features. In most cases
the candidate is «on gu-
ard», diligently dressed
and his/her behav-
iour at its best. How
much information can
you get about the per-
sonality and manage-
ment style from just
discussing with the
candidate?

A successful in-

terviewer can
perceive the candi-
date’s characteristics
and basic factors of the
emotional life and de-
fine the candidate’s
feasibility not only for
the job in question but
also working for the
specific company. Of
course, an absolute ne-
cessity is that the in-
terviewer appreciates
the requirements of

the position and the
knowledge of the com-
pany’s «personality» —
its customs, traditions
and style. A successful
interview requires that
you know what and
who you are seeking.

However do not

reveal to the can-
didate the required pro-
fessional background
or the characteristics
demanded by the job:
otherwise the candida-
te will give you answers
that he/she believes
you want to hear. Do
not subconsciously give
clues by making notes
of answers that you
consider to be impor-
tant. It is better to wait,
until the candidate
is answering another
question and not till
then make a note of the
specific detail.

MOTIVATION

A fact, that you
presumably want
to clarify, is the moti-
vation of the candi-
date: for instance is
he/she looking for au-

D

thority, is the candi-
date ambitious or does
he/she primarily want
to be popular? Diffe-
rent motives are con-
venient for different
types of work tasks.

Helpful questions

aree.g.: «<Whatdo
you think are your
most important achieve-
ments?», «Which job
did you really like most
of all and why?»,
«What do you prefer to
do in your leisure
time?» and «What mo-
tivates you: money,
control and authority
or achievements?»

A candidate whose

answer to the last
question is money, can
involuntarily expose
something totally dif-
ferent if he/she at the
same time describes as
the most important
achievement a start-up
of a company’s sector
including considerable
risks and furthermore
making the operation
successful; describes
as the most pleasant
work a job that inclu-
des daily crises; as the

best free time hobby
the construction of
wooden cabinets. The-
se are all «achieve-
ment»-answers and in
conflict with the eval-
uation regarding the
candidate given by
him/herself.

MANAGEMENT
STYLE

Certain positions

in the company
demands a leader, who
is good at motivating
others, create a team,
other positions or com-
panies need the «Lone
Ranger»-type. How-
ever, in the interviews
we too often ask:
«What would you do
if...». Such a question is
too complex and de-
pendent on too many
different things. An in-
telligent candidate can
presumably shape the
correct answer based
on the situation.

Better would be
questions in free
format, questions that
relate to earlier work
performance, such as:
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CAN YOU GE

«In what way have you
controlled how your
subordinates perform?».

Some candidates

might list the
daily telephone calls,
the regular visits and
reports.  Somebody
would describe the
specifying of targets
and positioning of ob-
jectives and would leave
the attendance of
daily details to his/her
staff. In the earlier
case, we have a man-
ager, who wants to
interfere and to be in-
volved in everything;
whilst the latter case
is a manager, who pre-
fers to work at «elbow-
distance». Neither one
is right nor wrong -
they just fit or do not
fit in the specific job
situation.

VALUES

One most reveal-

ing question in
this case could be:
«What sort of manager
has your best and your
worst superior been?».
The description of the
worst manager can in-

voke an image of the
following manager of
the candidate —and this
way eliminates the
candidate from the list.

Whilst the answer

regarding the best
manager often indi-
cates whatkind of person
the candidate him/her-
self wants to be. The
candidate could answer
for instance, «My man-
ager demanded re-
sults, but he/she was
objective». The answer
defines the candidate’s
scale of values.

PERSONALITY

A useful method

here could be a
range of questions linked
together, but even
so questions asked se-
parately: «Were you
and your sister — or
your brother — alike
when you were chil-
dren?», «Are you and
your wife —or your hus-
band - alike or differ-
ent? In what way?»
What do you admire
most of all in your
spouse — or partner?».

ANSWERS:

1. «We are very differ-
ent. My brother is quite
and diligent.»

2. «We are very differ-
ent. My wife is much
more companionable
than [ am.»

3. «I admire my wife’s
ability to become fami-
liar with other people.»

The two first an-

swers seem to be
in conflict with each
other. They deseribe a
boisterous juvenile,
who has become intro-
vert in the mature age.
Because people do not
change so obviously,
we have to study this
more in detail. The
third answer tells us
something else: the
candidate, still being
companionable, is
afraid that his ability
in situations that de-
mands sociability (my
wife is different, she
can easily become
friends with other peo-
ple). A range of an-
swers like these,
though here presented
in a simple way, indi-
cates, that the candi-
date may have pro-
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blems if the human
contacts are important
regarding the position.

How much can

we then build
upon the individual’s
own assessment of
him/herself? Most peo-
ple really are familiar
with their strong and
weak characters. They
have repeatedly heard
about them from their
bosses, their family
members and their
friends. However we
have to believe that the
candidate is consistent
in his/her answers. Re-
gardless of the capabi-
lity of the interviewer
there are some limita-
tions with the personal
meeting. The inter-
views cannot guarantee
that we can expose dis-
honesty — when we
meet people who have
this character defect.
It is also well known
that alcoholism can be
skilfully concealed. In
this matter it is useful
to pay attention to ex-
pressions and gestures.
Turning the look else-
where, putting the
hand in front of the

mouth, if the person’s
conversation suddenly
becomes too fast or too
hesitating, moving the
fingers nervously or
any abnormal behav-
iour maybe important
and can give informa-
tion, that should be ta-
ken into consideration.

There are many

things in the life
of the candidate that
can be opened other
ways than in the inter-
view. When evaluating
the previous work per-
formance, analytical
abilities and certain
details regarding intel-
ligence, it is important
that the carefully ful-
filled interview is fol-
lowed by a range of ob-
jective  tests and
extensive checking of
references. This infor-
mation, that we get out-
side the interview also
prevents the interview-
er stepping into the
trap of «falling in love»
with the candidate be-
cause of his/her perso-
nal characteristics. How-
ever glorious those
characteristics may be,
love is often blind!
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EMA PARTNERS — NATIONAL & INTERNATIONAL EXECUTIVE RECRUITMENT

* *
7 *, ' Argentina ¢ Belgium e Brazil ¢ Canada ® Colombia e Czech Republic
— ’ ‘ Denmark e Finland e France ® Germany ¢ Greece ® Hong Kong
N - Hungary ® India e Ireland e Italy ® Malaysia ® Mexico ¢ Netherlands

EMA — EXCELLENCE IN EXECUTIVE SEARCH ° New Zealand ¢ Norway ® Oman ® Peru ¢ Poland e Portugal

Romania ¢ Russia ® Singapore ¢ Slovakia ® South Africa ® Spain
Sweden ¢ Switzerland ¢ Turkey ¢ UAE e UK e USA e Venezuela

PRACTICE FOR
EXTERNAL RECRUITMENT

Y Take time to interview a candidate and carry out several interviews. He/she should also
be interviewed by other members of the company whenever possible.

Y Clearly explain any problems he/she will deal with and what you expect his/her contri-
bution to be in his/her assigned position.

¢ Talk about the company and its future projects. Encourage enthusiasm toward the pro-
ject without concealing or misrepresenting the actual circumstances.

e Be as transparent as possible. Create an atmosphere of trust.

Y Precisely state his/her salary and incentives. Be creative and flexible with respect to
rewards relating them to specific objectives.

Y Fully explain to whom he/she will report and what his/her job responsibilities will be. Also
describe the company’s organisational climate.

Y Ask the candidate if he/she is looking for employment at other companies and gauge the
interest he/she expresses in them.

Y Have him/her explain why they are interested in this position as it relates to his/her pre-
sent job or that which he/she aspires to.

e Ask him/her what he/she would do if his/her current employer would make them a coun-
teroffer with respect to his/her employment. Attempt to obtain an unambiguous answer
with respect to this issue.

Y Promptly carry out the interview plan. Do not let time pass by resulting in a loss of inter-
est and eagerness for the job offer.

Yo Specify how long it will take to make a decision about hiring and stick to this schedule.
The candidate is restless and needs to know what is the situation concerning this impor-
tant decision in his/her life.

Y If you have used a consultancy service to search for and select potential candidates, ask
them about the candidate’s reaction toward the company. Find out about potential
problems that may arise when inserting the candidate into the company.

&

REGIONAL COORDINATORS

EMA Partners International have «divided» the world into four regions. Every region has a
coordinator who is in regular contact with the other coordinators. For questions or further
information about a specific area please contact one of the below mentioned coordinators.

* EMEA #* Asia/Pacific

Stein Holmsen Bob Olivier

EMA Partners Norway EMA Partners Malaysia
oslo@ema-partners.com kualalumpur@ema-partners.com
#* Latin/South America * North America

Josefina Stoopen Ed Mruk

EMA Partners Mexico EMA Partner New York
mexicocity@ema-partners.com newyork@ema-partners.com
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