H Executive Quality

Long hours and dedication to the com-
pany were previously essential for promotion
and career plans. Today, these factors are
essential for simply keeping stationary.

Working hours have increased as has
the pressure for efyciency in order to achieve
short-term results.

The dividing line between private and
professional life has become blurred. Pri-
vacy is lost due to modern communications
— emails, mobile phones, Blackberries - con-
stant trips, time differences, demands and
expectations of immediate action.

Work is not only a part of one’s life. It is
becoming the reason for living, leaving aside
more social and family aspects.

Commercial strategy is planned on a
short-term basis, and there is a lack of loy-
alty to suppliers. Customers basically value
immediate price/proytability. The idea of part-
nership is to drive down margins which re-
sults in lower levels of service.

Managing teams are being reduced, in
a constant “reengineering” process. Fewer
managers are required, although they can be
better paid.

With advanced and detailed monitoring
systems, there is more pressure on proyta-
bility criteria, whilst ignoring human or long-
term aspects of the business.

The improvement of quality-of-life is
becoming a difycult dream to be achieved
by executives. Early retirement becomes the
objective.

The most important point now is “to
create shareholder value” with a consequent
short-term vision. Much less attention is paid
to parameters that cannot be quantiyed y-
nancially.

The number of prematurely retired
executives who have substantial skills and
expertise and could still contribute to a
company has increased signiycantly; but
they are fatigued by excessive work pres-
sures or strategic changes, in which they
no longer wish participate. These valu-
able people become lost to the job mar-
ket and exacerbate the skills shortage.
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Headhunters forced to go global —
James Douglas, EMA Partners UK

london@ema-partners.com

It is a great pleasure to write a few words for
our latest edition of EMA Novo.

We recently held our annual meeting of Part-
ners in Barcelona and the event was marked
by a presentation to some 200 local busi-
nessmen, given by members of a Catalan
team that had scaled K2, rated as one of the
worldis most difycult peaks to climb. Paral-
lels were drawn between what was needed
to succeed in such a venture and the simila-
rities with business. For me there were some
striking comparisons:
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The need to have a target or goal (the
summit) with intermediate goals along the
way, various camps, altitudes etc

How easy and tempting it is to give
up before reaching the goal.

The need for regeneration; that is
when a strategy or tactic is not working,
be prepared to change.

Teamwork incorporating trust, openness
and mutual conydence is essential.

Co-inspiration not Conspiration
(conspiracy).

There will be successes and failures
along the way. Celebrate the successes
and learn from failure.

In all, this was a most inspirational talk and
whatever business we are in, the above
points are all relevant. This is especially true
about Executive Search.

Our meeting was also marked by several sig-
niycant events, including voting in new part-
ners in the Czech & Slovak Republics, Nor-
way, Malaysia and, not least of all, Iceland. In
future editions of Novo, we will feature these
Partners.

However, | would just like to add a few words
about Iceland. Why Iceland? The population
is just about 360 000. However, it has one
of the highest GDPs per capita in the world
and Icelandic companies and investors have
been busy over the last couple of decades
expanding their reach substantially, espe-
cially in Europe and North America. Hence
the need for our Icelandic Partners to have a
Global presence. Details of all our Partners,
including our new Partners are contained on
our web site.

A major step forward in ensuring that we
maintain the highest possible standards in
Executive Search was the creation of a Pro-
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fessional Standards Committee, responsible
for both deyning common standards and en-
suring that they are maintained. This gives
our clients the assurance that we are serious
about “world-class” performance. Further, in
the unlikely event of client dissatisfaction
with any of our Partner companies, our cli-
ents now have a formal mechanism by which
such instances can be investigated.

We have also put in place a different ma-
nagement structure. This was to repect the
changing nature of our client base which has
become rather more global in the last deca-
de, as you will see from some of the articles
in this newsletter.

Although these activities can be viewed as
internal issues, | should like to emphasise
that the overall aim of our Conference was to
put in place systems and structures to ensu-
re that we keep improving and taking note of
what our clients wish — a totally professional
global executive search service.

As we are always striving to improve our ser-
vice offering to our clients and indeed our ful-
ylment, do feel free to contact me or any of
the EMA Partner companies within your area
and let us know what we can do better.

Meanwhile, within this newsletter, | trust that
you will ynd articles that might be of interest
to you. If you have any comments at all about
any of the articles, please feel free to contact
me or the authors directly.

Best Wishes,

A S8y b C\J\-A6QL/)

James Douglas
Regional Chairman, EMEA
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This was a recent headline in a UK newspa-
per. James Douglas, MD of EMA Partners UK,
discusses the reality of Global Recruitment.

We are constantly hearing about difyculties
in executive recruitment, “the talent shorta-
ge”, “the war for talent”, “the global market-
place”. How real are these issues or are they
just excuses by head-hunters to justify their
fees?

Well, from our perspective within EMA Part-
ners International, these are very real issues
that we and our clients face today. The rea-
sons for talent shortages are varied and |
should like to highlight a few and illustrate
these with some recent examples from our
recruitment activity.

As internal markets can no longer provide
the growth required by investors, companies
have had to expand their operations over-
seas. This has been the case for many years
in established multi-nationals such as BP,
Siemens, GE etc, but what we have seen
now is much smaller concerns developing
their international operations with a conse-
qguent demand for staff who have an interna-
tional dimension. Industry and commerce
have seen remarkable rationalisation in their
structures no matter what the sector, from
aerospace to banking. Mergers and acquisi-
tions lead to cost savings and increased mar-
ket share. The corollary is that there are less
experienced staff in the “pool” as companies
“rationalise” their staff. Training and develop-
ment opportunities are fewer.

To illustrate this point, when EMA Partners
International was founded in 1988, in the UK
there were 4 major UK Defence Electronic
companies; GEC, Ferranti, Plessey, Thorn -
EMI. Now there is one — BAe Systems.
Emerging markets are generating their own
demand for experienced executives. For in-
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stance, Indian companies are no longer sa-
tisyed with their own national market and are
actively expanding on a global basis. This
drive to become multinational creates further
demand for experienced executives.

There are, of course, many other factors in-
volved such as demographics, lack of invest-
ment in training, the re-shaping and loss
even of traditional industries but they all lead
to a dearth of talented people who can make
a difference to a company’s performance. Af-
ter all, technology and physical resources
are readily available to most; the differentia-
tors are the people who make a company
and that's where we become involved. To il-
lustrate these points, | would like to highlight
3 recent projects that we have undertaken.

The yrst was to ynd a Global Supply Chain
Director for a UK multinational manufacturing
company. Regrettably, the UK’s manufactu-
ring base has reduced substantially over the
last 20 years or so, and the number of poten-
tial sources of suitably experienced individu-
als was small. Eventually the person we lo-
cated, and who was successful, was based
in Geneva.

The second was to ynd an Engineering Pro-
ject Director for a major infrastructure project
in South Africa. Local recruitment had not
produced any results simply because the re-
levant experience base does not exist in the
country. Two EMA Partners were involved in
the search, the UK & French ofyces, and
candidates were sourced as far apart as the
UK, France, Hong Kong, Taiwan, and Vene-
zuela. Eventually, the candidate from Taiwan
— a Frenchman — was recruited.

The third project concerned a major food and
beverage manufacturer that was relocating
its beverage manufacturing head ofyce from
the USAto Ireland. The client needed to staff
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its ofyce with senior managers covering a
wide variety of specialisations, who would
have global responsibilities. Clearly, the Irish
market has limited numbers of such qualiyed
staff with the multi-cultural background being
sought by the client. We handled a number
of positions for the client, searching for sui-
table candidates in Belgium, France, India,
Ireland, Romania, South Africa, Spain and
the UK.

These examples show just how far we have
to go to meet our client requirements. Fin-
ding such candidates does demand consi-
derable effort as well as having an effective
global structure in place, staffed with consul-
tants who know their market.

However, | should also sound a note of cau-
tion. There are many people who simply can-
not or will not move country for work. The
concept of the global executive is still in its
infancy.
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