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A downturn reveals personnel and other
weaknesses in organisations. So we have
seen many of our clients re-assessing their
executive teams and making changes,
says James Douglas

CREDIT CRISIS:
WHAT DO WE DO NOW?

That we are all experiencing strange times is
to just state the obvious. So much so that
| don’t believe there is one person, expert or
otherwise, who can answer the question
above. We have expanded our vocabularies
with expressions such as “trillion” and “quan-
titative easing”. Is it any surprise that there is
so much contradiction in the economic and
political landscape?

But we can offer some observations, based on
having experienced previous economic down-
turns in the early ‘90s and the beginning of
the New Millennium. We can also highlight
actions that can be taken to protect all our
businesses, and the people who have com-
mitted themselves to make the businesses
work.

In the UK, the Recession of the early ‘90s was
very tough and had wide-reaching effects.
However, although many other countries
suffered economic downturn, the levels of
such downturns varied greatly. Since then, the
world’s economies have become a lot more
interdependent. So when problems occur in
a major economy, the effects spread rapidly,
as has happened now.

Based on historic data and direct experience,
one prediction can be made with certainty:
just as day follows night, an economic upturn
will follow the current downturn. The ques-
tion is when?

Regrettably, we do not have a clear answer to
that question. But the current feeling amongst
our clients and colleagues is that perhaps we
have seen the worst of this downturn — most
of the bad news is probably now out in the
open.
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It is now time to take stock of our situation
and plan for the upturn. The crisis has led to
many talented professionals across the board
becoming available for employment. There is
a window of opportunity to strengthen man-
agement teams with strong performers who
otherwise might not consider career changes.

A downturn reveals personnel and other
weaknesses in organisations. As the

It is now time to take stock of our
situation and plan for the upturn.
There is a window of opportunity

to strengthen management teams
with strong performers.

American investor Warren Buffett remarked
in the early ‘90s, “Only when the tide goes
out, do we discover who has been swim-
ming naked.” So we have seen many of our
clients re-assessing their executive teams
and making changes, despite the uncertain
times.

However, a recent survey in the UK revealed
that less than 20% of the UK’s FTSE 100
companies had an effective talent manage-
ment strategy in place. It also seems that the
same situation applies in other countries. So
we are stressing to our clients that despite
the uncertainty around us and the pressures
to contain costs, now is the time review the
state of your talent management.

In the recession of the early ‘90s, we saw
that many companies downsized too quick-
ly and too deeply. As a result, they were
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greatly hampered when the subsequent
economic upturn came. The expression
“War for Talent” is heard less often now than
it was three or four years ago. But we will
inevitably be engaged again in such a
conflict.

In the meantime, we may also see how this
crisis highlights the talents of current man-
agement. As the Roman poet Horace wrote
“Adversity has the effect of eliciting talents,
which in prosperous circumstances would
have lain dormant.”

As always, finding and attracting the best
talent for our clients is crucial to the success
of their businesses. In fact, at the time of
writing, several of our offices are currently
engaged in searches that are global in
nature, and the pool of available candidates
is relatively small and highly sought after.

My colleagues and | hope that you and
yours will find this edition of Quest interest-
ing, and that some of the articles may
provide food for thought. For further
information about EMA Partners
International, please feel free to contact me
or any of the Regional VPs, whose details are
shown on page 8.

j.douglas@ema-partners.com
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Smooth
succession

A careful and considered succession
plan can minimize disruption

within an organisation when a leader
moves on, says Ed Mruk

How can you be ready to continue your
mission without interruption, after losing
a strong and effective leader in your
organisation?

Answers to these questions can guide you in
managing the transition. First, analyse what
has made the organisation successful.
Does that past success rely on skills or
knowledge of the leader that could leave?
Next, look at the future of the organisation.
Where is it going, and what skills will it
need? Is that talent currently in your
leadership team?

Other key factors include: current and
future markets, management structure, and
technology and other infrastructure.

Recent research shows that organisations
find more effective leaders by developing
from their internal talent. A careful and
considered plan of succession can minimize
the disruption to the organisation’s mission
and efficiency.

Succession planning plays a vital role when
a leader or other key employee is unwilling
to continue the same role, considering a
new role outside the organisation, or
looking at an internal transfer that could be
either long- or short-term.

Succession planning is a process of
determining critical roles within the
organisation, identifying and assessing
possible successors, and providing them
with appropriate skills and experience for
present and future opportunities.

It impacts three main areas:

M Recruitment and staffing — Recruiting
superior employees for current positions

M Training and development — Developing
employee  knowledge, skills  and
abilities

M Performance management - Preparing
employees for more challenging roles

An explicit part of the process is in identify-
ing gaps — roles or skills that are either not
being filled at present, or whose lack could
become an issue in the future.

Done well, it requires a focus by manage-
ment on employees as individuals, in
addressing developmental needs, reviewing
current and future career paths, assessing
progress against developmental goals, and
ensuring that they continue to be engaged
and retained.

Succession planning should be firmly
anchored to the objectives of the organisa-
tion by addressing long-term and
short-term goals, coverage of key roles,
time lines to hire or train, knowledge
retention and contingency planning.

There are three main models of succes-
sion planning: Short-term
Planning/Emergency Replacement,
Long-term Planning/Talent Management,
or combining both approaches.
Organisations should take a close look at
their goals and levels of commitment before
choosing a model.

Short-term/Emergency Replacement is the
most common model of succession plan-
ning and is a crucial time for all types of
organisations. It focuses on an urgent need
caused by a sudden development within the
organisation, such as a key management or
technical employee leaving the organisa-
tion, or a major change in activities or
functions.

Knowledge retention is especially critical if
the organisation is about to lose specialised
knowledge, or does not have a logical
successor with that knowledge.
Emergencies can also arise when significant
talent gaps are discovered.

Talent management focuses on the future
needs of the organisation. Working within the
strategic framework for the organisation’s
future goals, senior management identifies the
positions necessary for growth and the best
candidates to fill those roles. Some organisa-
tions invite all employees to take part in
an assessment process, while others have
managers identify leadership candidates.

If organisations wish to grow leaders from with-
in their existing talent pool and have the time
and resources to develop a useful program,
effective talent management will become a key
component of its long-term human capital
strategy.

Advantages of the Talent Management model
include:

M Identification of leadership and specialised
talent pools

M Definition and building of future skills
required for success of the organisation

H Motivation and retention of employees by
involvement in their career growth

Some disadvantages are that talent manage-
ment can be expensive and time-consuming.
Also, when the existing employee base does
not have the required skills and experience
for key positions, outside hiring can lead
to resentment, unless there is a proactive
communications plan.

Combining the long- and short-term approach-
es allows management to both plan for long-
term growth and to prepare for emergency
replacements. It can also address contingen-
cies, such as ensuring the business is not affect-
ed by knowledge loss when key employees
depart, in a more proactive manner.

Ed Mruk is Managing Director,
Mruk & Assocs./EMA Partners, New York
new york@ema-partners.com
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Employee Engagement

Far from being a luxury, Employee Engagement is a key tool for
navigating through the current economic turbulence, according to a white
paper commissioned in Australia by Slade Partners EMA Executive Search

“When everybody is singing from the
same hymn sheet...
they understand the company’s

strategies, purpose, vision...
and values.”
CEO of a publicly-held agribusiness

| eing a luxury, employee engage-
ment is seen as a key tool for navigating
through the current economic turbulence.

Slade Partners EMA Executive Search is the
Australian member firm of EMA Partners
International, with offices in Melbourne,
Sydney and Brisbane.

melbourne@ema-partners.com
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