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WILL BIG OUTPLACEMENT FIRMS BECOME HARVARD CASE STUDIES?

The outplacement industry has changed significantly
in the 20-plus years since it began i incredible grawth
in the early 1980s. It's now an industry characterized
by wery lirge er small companies. Ve wonder whether
the large firms are causing their own decline.

Ik boils down to shrinking profits and quality of
service. Bmaller firms, such as First Transitions, aren't
inchudied in this because they gypically have distinguished
themselves by providing high-quality services at
reasonable prices.We remain true to outplacement’s
fundamen] and worthy premise: a commitmeant oo
helping individuals rebuild their careers and lives,

At First Transitions. for insmance, candidates
remain untl they find new posidons. Ve charge ane

fee for che duraton, simply asking work with job hunters by phone
our clients 1o be fair in providing or email from remote locatons.
appropriate service for cheir This allows them to say counselors
employes(s). We don't ask our The time is ripe for priddlenien are abways avaitable, Some classes
clients to pay us more so candidates in job-search technigues and cther
can sty longer, or tell candidates  offeriug the same prodfuces fo group sessions also are held for job

themaelves that cheir tme 5 up.
Larger outplacement firms

provide tiered service levels and elephones).

limit candidates’ tirme. Senbar bevel market share frome Lirge Large firms have high
candidates are the exception. Large overhead costs These service
firms charge about 15% of a top outplacentent companies cuts have been necessary for them
exac’s former salary for customized o keep generating accepable profic
arvention until the person has a margins as the industry matures.
new |ob. (However, in many cases, But observers believe the move to

services are limited to 12 months.)

And their marketing premise has changed. Inspead
of saying they help canddates find new jobs, the large
firms now say they teach displaced employees the
skills necessary o find new posithens. This is a more
provable outcome, and it allows the companies to
cut back on service and personal astenticn,

The ratio of candidates to counselors has
increased at large finma. It's typical for counselors 1o
be seeing more than 100 candidates at ane time (at

FIRST | TRANSITIONS

nnelerens enrvent prrices and serze  technology (computers and

First Transitions, the ratio is 23:1). Some former
outplzcement candidates have complained that they
rarely saw their personal eounselor,

Surveys of outplacemant participants indicate that
ane-on one-time with a counselor/career coach s
the most valuable component of their career-transiton
process, though at the large firms, they will be hard
pressed o ger more than an cccastonal meeting At
two of the large firms, a three-month career-transition
program entithes an individual to four and six hours
af one-on-one tme! We spend an average of 22
personal-meeting howrs to prepare each Individual
for his'her search.

Marry large firms now use “viriual™ counselors, who

hunters using remote-access

computerized and remote-aoCess Services may put
the large companies out of business since these are
cookie-cutter products that are easily replicated,

Cartainly, the time Is ripe for middlemen offering
the same produects to underout current prices and
seize market share.And certainly, the level of personal
service that created and distinguished our industry
has declined. As large firms continually cut costs to
satisfy investors and owners, they may actually bring
about their own demise,
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RANKS OF FEMALE
EXPATRIATES ARE GROWING

Companies were more likely to send women on expatriace
assignments in 2006 than in 2001, reports Mercer Human
Resource Consulting. Unlike men sent overseas, though, women
are less likely 1o be accompanied by a partner in a foreign
location, They also are mare likely to be single at the start of
the sssgnment

Mercer's findings come from a survey of 100 multinational
companies with nearty 17,000 male and female internaconal
assignees. Companies in the Asia-Pacific region reported laving
|6 times more females on assignment in 2006 than in 2001 w
supportAsian companies’ increasing globalization. North American-
based employers reported sending four times as many women
oversexs while European companies asked twice as many fernales
to work abroad.

While 57% af campanies sald the majority of thelr male
assignees go overseas with a partner, only 16% of employers
said cheir female expars had parmers with themn. Az nearly three-
fourths of companies, most of the male expats had partners
prior o going overseas, but only one-fourth of companies sakd
fermale expais had partners befors lesving, About | 1% of companies
reported that some female expats in 2006 were dingle parents.

QUIT RATES HIGHER FOR STAFF
ON BOARD LESSTHAN 2YEARS

To retain employees, companies should pay special attention
o workers who haven't reached their cwo-year anniversaries.
Once employees pass this mark, they are less likely to quit,
according to a survey by Siroa Survey Intelligence, a Purchase,
MUY, research firm.

The study of nearly 47,000 workers indicates that about 20%
of emplopees with less than owo years of service volunrily
leave each year, compared to | 0% of workers who have more
experience. And, of all employees who quit valunarily in any
given year, almost 60% have less than two years' tenure,

Managers can improve retentdon rates by recognizing that
merale drops significantly after the employees’ first six months
an the job when work may not meature up 00 EXpRCEALONS, Sy
Sirota researchers, Making work more challenging, being clear
about caresr paths and development, creating an atrmosphere
of respect toward workers, and helping managers be consistent
are among teps employers can make 1o improve retention, the
firm reports,

ARE YOUR MIDDLE MANAGERS
QUALIFIED FOR PROMOTIONS?

At about a third of employers, mid-level managers aren't ready
o be given more responsibilicg. This i because they lack eritieal
skills needed to move u reports a Boston-area executive-
coaching firm.

ClearRock surveyed about 100 organizations and found only
owo-thirds believe their middle managers are qualified for bigger
jobs. But among thase employers, only 6% rated their mid-tior
supervisors a8 very qualified for more responsibility.

Surveyed companics say that to move 1o a higher level,
mid-managers need these skills: strategic thinking, leadership,
commumication. and motivational and staff development abilities,
the firm reports.




CEOs, PRESIDENTS DON'T LIKE CRITICISM;
INSURAMNCE EMPLOYEES ARE THE FRIENDLIEST

Top sxecutives can give it out, but they can’t ke it
Of all types of employees, C-level executives are the least
tough-minded, or least able to accept critical remarks, one
study has found. Whew ft commen to sociad wkill,
PsyMax Solutions, a Cleveland human-capital assessment
firer, anakyzed the profiles of 2,000 employees in |2 industrics.
It found that middle managers are the most resilient or able
to take criticism, while CEOQs, presidents and COOs are the warkers in B et
least resilient.
Middie managers may be the maost resifient because they're
in the center of arganizations and receive feadback from all
directions. The middie-manager group indudes district, regional, imedusery Fured the fighess marks,
department and unit managers and supervisors and foreman,
whe ranked very high or high on the resiliency scala.
CEDs, CO0s and presidents may be sensitive, but they
have a work style that tends to be more creativa than other
expcutives, secording to PsyMax Solutions. The firm analyzed
the behavioral profiles of 240 presidenes, CECs and COOs
within its larger employes database. Creativity includes
innorvativeness and risk-taking, and CEOs score well above
average In their ability to advocate and sell ideas. However, noarders seared looess
they are less organized than other executives, which implies
that they need support from their teams to execute: their ideas.

Resiliency Rating by Functional Title

wilnle researvly aned cieniific

Disrictragonal manager B4 Very high
Department/unit manager TRE High
Supervisarfforeman 73 High
Executive 718 Average
Profeasional and vechnical b Average
Administrative and clerical 726 Awerage
Prosidng CEQVCO0 £5.4 Low
Source: Papiiar Sohunions, Ceveiond

‘When it comes to social skills, workers in the insurance industry had the highest marks, while
research and scientific workers scored lowest. Sociability means the ability to relate to others ina
highty engaging, expressive, extroverted and lively style. Insurance employees had a score of TB.8,
or a “very high” ranking.

Othar employees who ranked high on the sociability scale include thode in human rescurces.
training/education, health carefmedical services, and utifivies, all with a median score of 65.5.

Industries with ermployees who were “average” in sociability inchede: retailing/wholesale, general
manufacturing, financial services, communications fielecommunications, and computer/ofiice aquipment.
They had a median score of 57.9.

Theose with low sociability rankings include employees in pharmaceuticalimedscal products (38.2)
and researchfscientific fialds (18.4).
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IN OUTPLACEMENT, IT HELPS
TO BE OLD-FASHIONED

Deear Friends and Colleagues:

if you're a baby boamer (ke me, you may sometmes feel noszalgic
for the 19505 and | 9605 We were kids then, and things seemed
simpler. We knew our neighbors, and it was usually safe for us wo play
outside together wntil after dark.

W had far less than kids do today, but it seemed like more. TV
sers weren't wrned on all the dme, and no one wore headphanes all
day lang. i it was a sunny day and a couple of friends were around,
there was always plenty to do outside. Trees were for climbing, grass
was for walking on, and having a few coins in your pocket meant your
lifie would be enriched by a pack of gum, a comic book or basaball
cards.

Change came a hot slower during those decades. Mow things seem
o happen so fast that we've come 1o expect everything immediately
— fram instant messaging to instant catmeal and even ns@nt solutions
o problems.

Im business these days, the message seems to be that if you aren ¢
changing. then something must be wrong. But what if your original
business model was correct? Should it be changed to squeeze out
mare profics — or maybe for the sake of change!

Call us old fashioned, but ar First Transitions, we don'e think ic
should. This is cur 20th year in cur headguarters location in Oak
Brook, lIL, and we lke to think that we're still here because we got
it right the first time.

COwur mission has always been to help people succeed. We break
this into smaller components, such as helping them o remember
their dreams and o then take steps to realize them,
through our support and guidance — governs our diy-to-day decisions,
from the staff we hing to our counselor-candidate ratio wo the tme
wie spend with candidares (virtually endless). The organizations we
wiark for kinow that the quality of service we provide is the best
available in this business and that we don't cut corners to make an
extra buck.

Funny thing, that sounds like the way it was in an earlier, simpler teme.
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