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Welcome

I am 
delighted to 
welcome you 
to the first 
issue of AED 
(Acquire, 
Evaluate, 
Develop). 
AED has 
been created 

to help organisations like 
yours explore every aspect of 
resourcing and to survive and 
thrive through the challenges that 
the global economic downturn 
brings.

Many organisations are now looking 
to navigate a course through 
financial cutbacks and volatile 
operating conditions by considering 
restructuring and redundancies. In 
his article Managing Change (page 
5), Stuart Lindenfield gives invaluable 
advice on how effective transition 
planning can play a vital role in 
keeping morale high and business 

requirements on track during large-
scale organisational change.

Now, more than ever, organisations 
should be exploring ways to ensure 
that they’re getting the very best 
performance from their staff. One 
important step is to identify each 
individual’s skills, competencies 
and capabilities across the whole 
organisation - a process called Talent 
Mapping. In our Practice Guide (page 
3), we explore what Talent Mapping 
is and how it can be used to ensure 
future success.

In his Viewpoint article on Recruitment 
Process Outsourcing (page 7), 
Graham Snuggs discusses how 
outsourcing the resourcing function 
could present an ideal solution for 
organisations looking to reduce the 
overall cost of their recruitment. As 
Graham says, it may seem counter-
intuitive, but now is the ideal time to 
consider bringing in an RPO provider 
to help improve the efficiency and 

effectiveness of your recruitment, 
while also reducing the overall costs 
to the business.

Finally, we are delighted to announce 
the launch of a dedicated Reed 
website for Hungary, www.reedglobal.
hu. Take a look at our story on page 
11 to discover the exciting features 
and services now available.

I hope you find this issue of AED 
engaging and informative. If you 
would like to discuss any of the topics 
raised or have suggestions for what 
you’d like to see in future issues 
please do get in touch with me or a 
member of the team.

James Brennan
Country Manager 
james.brennan@reedglobal.com
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Practice Guide: Talent Mapping

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 skills, 
attributes and capabilities, and 
clearly charts how they should  
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Practice Guide: Talent Mapping
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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

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.

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 

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.

Top tips for successful talent management



Practice Guide: Managing Change

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 

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.
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 �Survey: Providing outplacement for staff you no longer  
need increases your ability to retain those that you do
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As part of our commitment 
to providing a highly-tailored 
service for our clients and 
candidates in Hungary, we 
are delighted to announce 
the launch of Reed Specialist 
Recruitment’s dedicated 
Hungary website, reedglobal.hu. 

Re�ecting 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 reedglobal.hu 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 �nding the 
information you need quick and 
easy.

Resource Centre
reedglobal.hu also gives you access 
to a range tools and resources to 
help your organisation acquire, 
evaluate and develop its talent, 
including brie�ng papers, salary 
surveys and case studies, with more 
content being added all the time. 

You will also �nd a wealth of other 
information about Reed on the site, 
including latest news stories, details 
of our consulting and outsourcing 
services, environmental and charity 
projects and links to other areas of 

the Reed business, including the 11 
other websites launched alongside 
reedglobal.hu to support the our 
clients across the globe. 

To discover this new world of 
opportunity click here to visit 
reedglobal.hu. 

Welcome to a new world of opportunity

reedglobal.hu 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.

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.


