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By Jeni Hengels

Recruiter, headhunter, talent acquisi-
tion specialist, talent scout, match-
maker. No matter her title, a person

theme of the October 16, 2008 meet-
ing of t he HR
Workforce Planning in Times of Uncer-
tainty, o wa s
Jason Boltax and Program Manager
Leslie Smutz , to bring together Hu-
man Resource professionals to com-
pare their strategies for success in
tackling this timely issue.

Moderating the discussion was Marc

PRESS REVIEAEcTERrESSLIPPINGS

ANALYZINGHERECRUITINKANDSCAPEOLLOWING

gan , Director of Human Resources at
the Manhattan non - profit agency Robin
Hood Foundation, and Linda Paul

membership of HR Alliance itself). 25

Al | i a nother, menib&e @articipated, nvgicing

ideas from various industries, such as

d es i gn e decruliing agénciesahiRi corsultancies,

insurance and benefits providers, non
profit management, and higher educa-
tion.

Attracting the Best Talent In Diffi-
cult Times

THEBANKFALLOUDOF 2008.

Compiled by: Jeni Hengels

analytical, predictive, and, at times,
frightening reporting has been turned
on. The following excerpts are high-
lights from various news sources,
covering the impact of the banking
fallout and resulting stock market
crashes on the foreseeable future of
the employment and talent acquisi-

HR Marketplace 12
In the wake of the glaringly obvious tion climate.
Job Posting 14 recent economic  crises |n.th.e u.S.
and abroad, a firehose of insightful, B-Schools Wary on Lehman,

Merrill Impact

by Alison Damast

Thursday, September 18, 2008, pro-

vided by Business Week

http://finance.yahoo.com/college -

education/article/105779/B -Schools -

Wary -on-Lehman, -Merrill -Impact
(Continued on page 7)

October employed in hiring new employees in Director of Team Development at
08 Newsletter. todayoés economic envi rMeetupeomf anwitdrnet cbnarwirgty -
ead about our some interesting new challenges. The building website (and web host to the

Schweitzer , Executive Director of the Ms. Morgan anﬂd Ms. P_aul began the
INSIDE Manhattan -based and HR -focused re- eveningos di scu ssion
THISISSUE \ cruitment firm, Maximum Manage- general question of how they will fill

ment. Mr. Schweitzer led the discus- positions in their respective organiza-
Recruiting 1 sion with pointed questions directed, at tions in the near future, given the re-

first, to two seasoned HR professionals cent stock market crashes and im-
Press Review 1 and discussion leaders: Penny Mor- (Coninued on page 2
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HR Alliance member Jamie
Klein shares her thoughts.
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pending budget cuts in many companies
across all industries. Each gave an answer
tailored to their particular company. Ms.
Morgan, coming from a charitable organiza-
tion, explained that Robin Hood Foundation

has always recruited with a mission -driven
perspective.  Positions at her agency are
filled with great deference to its mission, and

all candidates selected must be driven toward

the same mission. Ms. Morgan believes that

this goal will continue to be her focus
throughout the economic instability ahead.
However, she notes, there are difficulties at

this time, due to the uncertainty of funding.

In particular, in recruiting executive -level
employees, candidates can become frus-
trated and lose interest when the organiza-

tion cannot guarantee that the employee will

have an executive -level budget and voice if
they are hired.

Cn'the other hand, Ms. Paul, of Meetup.com,
stated that her
are somewhat insulated from the current
banking turmoil and the talent issues that
other companies will face. Because she
searches primarily for technological human
capital, her issue is that of a shortage of tal-

ent for the positions to be filled. With that in
mind, Ms. Paul focuses more on the commit-
ment of each job candidate. Meetup.com
began after September 11, 2001, she elabo-
rated, for the purpose of giving people with
similar interests an opportunity to meet as a
community. As such, it is still a young com-
pany, and is categorized as a late -stage start
-up. The overarching focus for Meetup.com

in acquiring new talent is the commitment
level of the candidate. Ms. Paul is careful to

hire only those who are willing to work with a
company that, while itself is very stable, sits

in an industry that some consider unstable,

as capital investors nationwide have been
pulling out of internet start -up companies in
large numbers.

HR Alliance member, Jamie Klein, added
that, recruitment largely involves selling the
company to the candidate. In a time of eco-
nomic instability, Ms. Klein remarked, com-

pany managers must ensure that their cur-
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company?®6

rent employees are staying positive about the
companybés future.
visible to prospective hires, as negative feel-
ings can manifest themselves in employee
body language, tone of voice, and the overall
energy level of the workplace.

To that point, questions were raised regard-
ing how HR professionals can work with fi-
nancial managers to ensure that the current
employees remain positive about their posi-
tions, so as not to poison the environment
and make recruiting difficult. One interesting
approach was presented by member Charles
Jones , who cited an example from a previ-
ous employer that had to make budget cuts.
At that company, said Mr. Jones, the man-
agement laid off the poor performers imme-
diately, leaving only the best employees in-
tact. The company was thus able to continue
giving those top performers their full pay and
bonuses, which kept their morale high, de-

spirteerawondergn se fafboorutts t he

This approach can arguably be viewed as
brutal for those low -performing employees.
However, recruiters around the HR Alliance
table agreed that the best recruits are those
who are currently employed, for just that
reason. When budget cuts are made, the
best of the best remain in their positions.
Therefore, a smart headhunter will generally
prefer candidates who are currently em-
ployed over those who are not.

HR6s Rol e I n

Moderator Marc Schweitzer also introduced
another important theme to the conversa-
tion: What is workforce planning, what data
should be utilized in workforce planning, and
who is invited to the meetings when work-
force planning is taking place within a com-
pany? Obviously, HR professionals would
agree that they belong in every meeting re-
garding planning the staffing needs of a com-
pany. However, in a downturn economy,
when budgets are being restructured, the
compensation -cutting decisions are more
commonly made in a boardroom, with only
the financial managers present. HR profes-

(Continued on page 4)
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MEMBEROS CORNER

In  keeping with this

Airecruitingo,
ance presents member
Alice Levy , an experi-
enced Human Resource
professional who spe-
cializes in talent acquisi-
tion in the advertising
and interactive market-
ing industry. Ms. Levy possesses a wealth of
knowledge about the advertising and marketing
sector, citing it as a leading indicator of market
conditions. In her experience, corporate adver-
tising and marketing budgets ebb and flow in a
telling direction long before financial losses and
gains are posted. Ms. Levy uses that knowl-
edge, and her interpersonal gauge, to propel

her in sourcing candidates to fill all manner of
advertising and marketing positions for firms.

How did Alice become such an expert in her
field? Budding recruiters might want to learn

this time -tested secret: years of industry ex-
perience! I n Ms. icellegiaté s
professional career she worked in -house for
several major advertising agencies, in the TV/
Radio Production arena. After an initial stint as
Associate Producer, she spent eight years serv-

ing corporate clients as a Business Manager
with Saatchi and Saatchi, and then moved on

to work with Wells, Rich, Green as their Associ-

ate Director for Production.

It was in this line of work that Alice developed
her unique talent at liaising between the crea-
tive thinkers and the financial leaders at a com-
pany. While humbly admitting that she does
not consider herself an artist, Ms. Levy has cul-

cost and timeline that would be acceptable to

mont hos t he mall of

The HR Al li -
During the economic boom of the late 1990s,

Ms. Levy was invited to work with a recruitment
agency that specialized in the advertising and
publishing businesses. Reasoning that she was

ready to try a new tack - one that would allow

her to work directly with and assist individuals

in their careers - she decided to try it. This was
the position that launched her career in human
resources. Ms. Levy began working with the
firm, and shortly thereafter started her own
desk, presenting qualified candidates to compa-

nies in her specialty industry - marketing and

advertising.

Like many new employees in almost every in-

dustry, Ms. Levy describes her on -boarding

wi t h her first recruiti

ng| company

S Wi mo. With a few introductions,

and countless cold calls, Ms. Levy became very
successful. Having moved on from that com-
pany several years ago, Alice now deals more

siegificallyyin placgrgents in interactive market-
ing - a field that she enjoys thoroughly.

Interactive marketing is a field that has, over
the last several years, become the new wave in
the industry. Through the development of our
many new ways to communicate, such as
Ipods, Iphones, YouTube, and Facebook, a new
advertising and marketing stream has
emerged. And Generations X and Y are poised
to capitalize on it.

When asked what she looks for in placing can-
didates in this field, Alice states with certainty
that, the most important thing for a young can-

tivated the ability to co nd\ip%t%/todgynared]r)ppoéle[g%cgegrq?r(eate.g.vig

vision into something that is financially viable
and shootable on film. This skill translates well

to her current career in recruiting, as she fre-
quently has to present non -linear thinkers to
business managers - two types that often suffer
communication gaps.

Having a penchant for working with numbers
and financial information as well, Ms. Levy ex-
cels at lacing together many parties to an
agreement. In her production positions, she
frequently negotiated between the ad agency,
production companies, directors, editing facili-
ties, and such corporate clients as Proctor &
Gamble, Tylenol, and McNeil Labs, to attain a

Marketing, Advertising, Communications, or
Business), 2) relevant internship experience in
an agency, media company, or similar environ-
ment, and 3) passion. Ms. Levy claims that she

has not placed a single entry -level candidate in

the last few years that did not have a pertinent

internship or hands -on experience with web-

sites, blogs, podcasts, mobile phones, video
advertising, or other interactive media. Al-

though, Ms . Levy notes
world, more and more young candidates have

been creating websites and other interactive
communications since childhood, and many of
them have entrepreneurial experience that can

make up for a lack of internship experience.

i mportantly,

(Continued on page 5)
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Penny Morgan shares her
experience.

From L to R: Marc Schweitzer, Alice
Levy, Clara Rodriguez, Penny Morgan

2
Wanda Edwards (L) and Linda
Paul (R) during the HR Alliance
meeting.

THE
HR ALLIANCE

sionals are then left to implement a direc-
tive in which they had little or no input.

However, many companies do involve HR
in restructuring decisions. Even if HR is
not invited to the table, the HR depart-
ment must still conduct itself in a manner
that shows forward -thinking, constructive
planning with the new available budget.
The HR Alliance roundtable defined work-
force planning as headcount management,
budgeting, and business development.
Contributors opined that, in deciding a
companybés staffing
als must consider a number of factors,
such as product development schedules,
outsourcing plans, benchmarking, and
automation of tasks.

After weighing those factors and deciding
which positions and employees will re-
main, and which positions must be created
and filled, the recruiting team must then
review the staff at hand. Said Mr.
Schweitzer, companies are well -advised to
look again at who remains in the pool.
Often there are employees who are not
being utilized to their potential, and good
managers will give those employees the
first opportunity, rather than spending
resources on an external search.

The Role of Benefits in Recruiting

Stanley Back , an independent HR con-
sultant and member of the HR Alliance,
pointed out during this October meeting,

that #fAsalaryo is an
in the search for talent, companies should
onl vy refer t o an
ficompensat iVictoro Herrera , an

agency recruiter, and Michael Korn , a
benefits provider specialist, agreed. Mr.
Herrera added that job seekers today are
looking at the total package of compensa-

tion that the prospective employer is of-
fering. Benefits play a large role in their
decision.

Linda Paul continued, explaining also
that different age generations perceive the
value of benefits offerings distinctly. In

obs

RECRUITINGAN ORKFORCPLANNINGIN TIMESOF UNCERTAINTY

her efforts, she has noticed that Genera-
tion X candidates are very interested in
healthcare and non -monetary compensa-
tion. In contrast, those of Generation Y
hardly ever inquire about benefits. In-
stead, they typically ask about the level of
freedom and creativity that they will have
in their jobs. They desire an environment
where they will learn and grow for a few
years, and will then likely move on to
other opportunities. Marc Schweitzer
echoed that observation, and noted that
Generation Y gives employers an opportu-

needgsy toHRRcoRe" Befte? SénAsBrs, as

those employees are very concerned
about who their managers will be, and
how they will be treated.

Member Kelly Colyer -Brown , who has
staffing responsibilities at New York Uni-
versity, leverages what she perceives to
be one of her strongest negotiating cards

in bringing new employees on board: free
tuition for employees and their depend-
ents. This can add up to about $40,000
per year (per student) to the compensa-
tion package. In a negative economy, this
certainly makes up for lower monetary
compensation for many people. NYU also
offers some non -standard benefits that
have helped seal the deal for certain of
her hires, such as voluntary pet insurance.
Similarly, Donna Ricci chimed in, other
companies offer programs such as health
and wellness incentives on insurance con-
tributions, health savings accounts, and a
leenedits goncierger tenmake theip GOrAPeN- |
sation packages more attractive.

empl oyeeos
Discussion panelist Penny Morgan also

added that, in general, non - profit organi-
zations offer rich benefits plans to level

out a monetary offering that is lower than

the for -profit market would provide for a
comparable position. For example, her
employer, Robin Hood Foundation pays for
the employeeds
contribution required of the employee.
(Upon hearing her comment, HR Alliance

(Continued on page 6)
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MEMBER NEWS

Welcome
New Members!

Joseph F. Tremiti

Joseph Wert

Angela Williams

Lina Galindo

Joshua Cacopardo
Kimberly
Polina
Tina

Amy

(Continued from page 3) ALICE LEVY

Looking back on her career, Alice credits her in-
terest in psychology and interpersonal relation-
ships as her guidepost. She believes that her
success has come from not solely being focused
on the bottom line. Rather, Ms. Levy believes
that if she creates a win  -win situation for both
candidate and client, she will retain a good repu-
tation with both parties, and invite repeat busi-
ness.

Besides talent acquisition, Ms. Levy also takes an
interest in coaching and counseling others, em-
ployee retention, and process management. In
the past three years she has been working in
house as a member of the HR team of corporate
mar keting/ communications
terest in expanding her knowledge in HR areas
outside of recruiting is one of the reasons that
she attends HR Alliance meetings regularly. Alice
has been a valuable contributor to the roundtable
discussions of the group, and plans to continue
being active with it.

alilevy@earthlink.net

Ms. Levy can be reached at
with questions or opportunities.

r

m
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GET INVOLVED AND
GET NOTICED

The HR Alliance continues to grow in mem-
bership, and in recognition within the New
York City HR community. Our monthly
meetings will be ever -more professional
and informative. The networking opportu-
nities abound.

Now is a great time to get involved with
the Group newsletter and monthly events.
We are searching for volunteers for the fol-
lowing writing and presentation opportuni-
ties:

¢ Author an article for the newsletter

s Be 1 nterviewed for

ner of the newsletter

1 Research and keep track of other HR
Blogs, news publications, and network-
Ing group activities to help us improve
our offerings

1 Scout talented speakers for meetings

1 Recruit colleagues to the Group that
would enhance our member experience

To learn more about volunteer opportuni-

ties with The HR Alliance, please contact
Program Manager, Leslie Smutz at
Mdeslielsenuty @shehiralliance.net

t

h e
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RECRUITINGANorkforce Planning in Times of Uncertainty

(Continued from page 4)

members were ready to line up to work
with Penny).

Benefits are obviously a necessary com-
ponent to recruiting the best talent that
an organization desires. However, Mi-
chael Korn , who works with companies
to negotiate their benefits plans, has
already started to see cuts in benefits
spending among his clients. He stated
that some of his client companies have
decided not to renew their medical poli-
cies, or are downsizing to less expen-
sive plans. Going into the next months
and years, employers are going to have
to weigh the costs of their compensa-
tion packages against the costs of an
dwindling pipeline of human capital in
their organizations.

Matchmaker, Matchmaker

HR Alliance Organizer, Jason Boltax
always looking for solutions, wrapped
up the conversation by asking the group
how they plan to match up the thou-
sands of talented unemployed in the
next year(s) with the right employers
and positions. Those present at the
roundtable had already outlined that
planning the
viding valuable non -monetary compen-
sation, creating a positive work environ-
ment during times of uncertainty, and
careful review of t
tives and qualifications are priorities.
However, sourcing candidates is a prerequi-
site to all of the above.

Now is not the time to place a job post-
ing on the internet and wait for the re-
sumes to pile in, said member Oliver
Senft . Now is the time to be extremely
active, and target only the best. At a
minimum, recruiters should ensure that
the companies that they work with have

a working website that allows candi-
dates to find them, said Stanley Back
They should also be using LinkedIn and
other online sites to find the ideal can-

companybs

he

didates. Networking is another impor-

tant tool in meeting job seekers and
obtaining referrals, said Penny Mor-
gan , who regularly attends professional
and social gatherings in the non - profit
industry. Further, Linda Paul expects
the various department managers of
her organization to help source their
own candidates. As they know their
respective fields best, they should be
just as active as she is in attending in-
dustry events and obtaining referrals to
keep the pipeline full.

Donna Ricci added that recruiters
might consider keeping the names of
candi datesd career
future recruiting purposes. For exam-
ple, if a recruiter calls to verify a super-
visory reference for an interviewee, and
that supervisor happens to be an inter-
esting or strong individual for a certain
type of position, the recruiter should try

to leave a positive impression on the
supervisor, and keep
proverbial sleeve. Ms. Ricci also noted
that companies should make their em-
ployee referral bonuses lucrative
enough to entice employees to bring
their colleagues aboard.

Collaboration vs. Competition
wor kforce, pro-

Summari zing the
moderator Marc Schweitzer concluded
that, in considering strategies for work-
forae glarshingdaad talentdacquisdion in
uncertain economic times, the HR pro-
fessional has to make a choice:
whether to engage in competitive tac-

tics and siloed job functions, or to col-
laborate with fellow company leaders,
agency recruiters, and industry col-
leagues. From the roundtable conver-
sation of the October HR Alliance meet-
ing, the majority of those present ap-
peared to be in favor of a collaborative
approach, yielding not only the desired
staffing picture, but also valuable part-
nerships.

© 2008 The HR Alliance, All Rights Reserved
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AAs the financi al
busy reaching out to nervous students whose job
prospects are suddenly far from certain.

These are usually the days when business school
students are settling into their class routine and
awaiting the arrival of recruiters on campus. But
with the downfall of two of Wall Street's invest-
ment houses and fears that other major compa-
nies are on the brink, it's a nervous time at B
schools.

How bad will it be? Most business schools con-
tacted this week say it's too early to tell, but Alan
Johnson, CEO of Johnson Associates, a compen-
sation consultancy. predicts hiring will be down by
as much as 50% this fall, with students entering
what will be one of the most fiercely competitive
job markets in recent years.

"While most banks will not admit it, we expect to
see few people hired in the fall and banks waiting
to see how the environment evolves," Johnson
said on Sept. 16.

About That Job Offeré
Since the collapse of Lehman Brothers and the
rushed sale of Merrill Lynch over the weekend,
school career services officers have been busy
reassuring students, reaching out to those who
had job offers lined up with the firms and orga-
nizing campus -wide events to discuss the overall
impact of the events on job prospects.

One thing is certain: Career services officers at
business schools are bracing for rough waters
ahead, said Kip Harrell, board president of the
MBA Career Services Council, the umbrella group
of school career placement officers in a Sept. 15
interview.

Students who interned at Merrill Lynch over the
summer and received a job offer are among the
more fortunate ones -- so far. Their jobs appear
to be surviving Merrill's sale to Bank of America.
"We are standing by all of our offers,” said a
spokesperson at Merrill Lynch on Sept. 16.

The outlook at other firms is not so clear. A
spokesperson at Lehman Brothers declined to
comment. A call to insurance giant American In-
ternational Group, which faced failure until a gov-
ernment rescue plan was reached Tuesday night,
was not returnedéo

With reporting by Louis Lavelle

Economic fallout hurts recruiting prospects

© 2008 The HR Alliance, All Rights Reserved

October 2008 Newsletter

By: Nandanie Khilall
Friday, September 19, 2008

|-schodls area p én Thee Daily ResnsylvaBian

http://media.www.dailypennsylvanian.com/

media/storage/paper882/news/2008/09/19/

News/Economic.Fallout.Hurts.Recruiting.Prospects

-3440797.shtml

AThis week's chaos and
has hit home for many Penn students, who are
feeling the backlash in an increasingly competi-
tive and unstable job search.

On-campus recruiting, Penn's main job hunting
mechanism, is bearing the brunt of the financial
industry's woes, according to Career Services
counselors.

The financial sector is usually the most sought

after by Penn students, said Barbara Hewitt, as-
sociate director at Career Services, but this year,

many have broadened their search to increase
the likelihood of getting hired.

The shift in student opinion is a likely response to
the decline in recruiting.

"Many of the organizations and firms that are still
coming have either reduced their schedules or are
uncertain about how many positions they can of-
fer our students," Hewitt said.

And some well -known companies that have al-
ways made visits to campus aren't coming at all.
Lehman Brothers - - which was sold in part to in-
ternational financial -services firm Barclays earlier
this week - cancelled a planned session, accord-
ing to Career Serviceseé

The big firms are encouraging people to apply
because "their doors are still open and they're
still recruiting,” said Dunn, who received inter-
view slots with both Goldman Sachs and Citi-

group.

"Yes, firms are going to be more careful in con-
sidering new hires because of the economy, but |
still think there are opportunities out there so I'm

not too worried about finding a job," he added.

And sometimes a solution can be found in looking
outside of the traditional avenues.

"It's not just about OCR. You have to do your own
independent research too

upheaval

on

," Marrero

(Continued on page 8)
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The Human Cost of WaMu's (and Wall Street's)
Failure

By: Jason Pankow

Tuesday, October 07, 2008
http://www.fistfuloftalent.com/jason_pankow/

AiApparentl!l vy, we' re in
sis. My wife does the bills, so I'm just catching up.

One of the big headlines, currently, is the govern-
ment seizure and sale of Washington Mutual...the
largest bank failure in history. Here in Seattle, we
are still wondering what the fallout from WaMu's
failure will be. Of course, this has a huge affect on
the US economy and Wall Street. But, | wanted to
take a moment to talk about what this could mean

to the people of Washington Mutual and the people

of Seattle.

| spent 2 years in the Recruiting department at
WaMu. In fact, it's where | took my first steps into
corporate recruiting. Despite the bad (terrible, pa-
thetic, often unethical) decisions made by some of

the brass at WaMu (can you say bad appraisals and
Golden Parachutes?), the company, on the ground,

is made up of some great people, 4,800 of whom
work in downtown Seattle, itself. Add to that an-
other 1,800 in Washington State, and suddenly, we
don't care so much about how awful the Mariners

are (okay...I still care...stupid Mariners).
For the city of Seattle, this is a huge blow. And the
potential loss of jobs isn't the only reason.

Washington Mutual had one of the best Employee
Giving programs in the Northwest, possibly in the

US. Any contribution by an employee was matched

by the company, up to $10,000. On top of this,
WaMu paid their employees to volunteer, and then
turned around and donated money to the organiza-

tion the employee volunteered with.

In 2006, Washington Mutual donated almost $50
million to charitable organizations across the coun-

try. Due to falling profits, that number was down

from $94 million the year before. Washington State
charities received $8.3 million of that. Here at Mi-
crosoft, our Employee Giving Campaign leaders
have already heard from local non -profits asking us
to help out even more than we usually do because

of the money that will not be seen after Washington
Mutual's downfall.

© 2008 The HR Alliance, All Rights Reserved
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The people and politicians in the area are taking a
"wait and see" approach. JPMorgan hasn't yet said
what they will do with the former headquarters of
what was the nations largest savings and loan, in-
cluding the new WaMu Center, which still has that
New Skyscraper smell. Seattle economist, Dick
Conway, says "every WaMu job lost will likely result

in another 1.5 jobs lost in the area economy." This
insludestthe Stdrbucksiomthencormerq the locat res-
taurants and bars that regularly receive the patron-

age of WaMulians, downtown daycare providers,
and many others.

WaMulians are troopers..and smart ones,
too. They'll bounce back. In fact, last week, one of
my buddies who works over there, on Facebook,
listed her status as, "Sad about WaMu, but excited

to watch The Amazing Race!"

As for the rest of Seattle...we survived a fire, an
earthquake, and Kenny G. We can survive this.
But , | wi || mi ss the

Financial crisis could aid military recruitment

By: David Morgan

Friday, October 10, 2008
http://news.yahoo.com/s/nm/20081010/us_nm/

commer ci

us_financial_military recruitment

AWASHI NGTON ( R#&he financial risis could
yield a bumper crop of U.S. military recruits if the
recent plunge in stocks translates into job losses
and an even weaker economy, defense officials said

on Friday.

"We do benefit when things look less positive in civil
society," said David Chu, under secretary of de-
fense for personnel and readiness.
"That is a situation where more people are willing to
give us a chance. | think that's the big difference:
people are willing to listen to us."”
Chu was speaking to Pentagon reporters after an-
nouncing that all four branches of the U.S. armed
forces -- Army, Navy, Marines and Air Force
their respective recruiting goals for the federal fiscal
year that ended on September 30.
All told, 185,000 men and women entered active -
duty military service, the highest number since
2003, according to Pentagon statistics. Another
140,000 signed up for duty in the National Guard
and reserve.
With the wars in Iraq and Afghanistan, the Penta-
gon in recent years has been under pressure to ex-
pand recruitment to alleviate strains on the military

(Continued on page 9)
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(Continued from page 8)

structure and increase the size of the Army and Ma-
rines.

The military has come under fire from critics who
say it has met its more ambitious goals by relaxing
quality standards  -- a charge that officials deny.

Pentagon officials said there was no sign yet that
the current financial downturn would benefit re-
cruitment for the coming year.

Chu said there was no plan to alter the cash bo-
nuses and other financial incentives, such as help
with college tuition, used to entice prospective sol-
diers.

Incentives totaled $750 million in fiscal year 2008.

"I would expect we'd spend something similar to
that in 2009. But only time will tell,” Chu said.
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fiyoung 6206 and that he
job as Greenberg, who left AIG at age 80.

Three months later, AIG has been bailed out by the
government, Willumstad has been replaced, and the
United States is in the midst of the greatest finan-
cial crisis since the Great Depression. Among the
many things that are likely to change in this new
world order, | believe one will be a rewriting of cer-
tain rules of the management playbook. The con-
ventional wisdom trotted out by CEOs and popular-
ized by management thinkers that they have 90 or
100 days to lay out their visions, their restructur-
ings, and their reorgs
well in this environment. The world is simply mov-
ing far too fast.

Consider Willumstad. Like so many CEOs before
him, he used the announcement on June 16 to re-
peat what is now a well -wor n
months, and with a fresh eye, | will work with the
Board to conduct a thorough strategic and opera-

hoped

just

i ne. fil

t g
doesn
the ¢

tional review of Al G6s businesses
ance, 0 he tol d anal ysts on t he
AWhil e | have no preset ti metabl
complete the process in the next 60 to 90 days and
to hold an in -depth investor meeting shortly after

Active -duty recruitment for the year was up about 2
percent from a year earlier, when 181,000 new sol-
diers signed up.

Since the 1990s, the strongest recruiting year for Labor Day to lay it all out for yc«
U.S. active -duty service was 2000 -- before the
September 11 attacks in 2001 -- when about And indeed, Willumstad was planning an announce-

203,000 new soldiers joined up.
Annual totals then fell before hitting a trough of
163,000 new soldiers in 2005 when Iraq was
gripped by growing insurgent violence.
(Editing by John

ment about Al G6s restructuring on
100 days exactly from the start of his new gig. He
was scheduling press interviews.

O' Cal | aghanThe death of the 90 -day grace period first came up
in a conversation | was having with an executive

Financial Fallout: Can the 90
Survive?

Posted by: Jena McGregor on September 18,2008
http://www.businessweek.com/careers/

-Day Honeymoon

managementig/archives/2008/09/

recruiter who works in the financial sector. As we
both stared slack -jawed at the tumbling stock mar-
ket numbers on our computer screens, she made
an excellent point: AiThe
days, what do you do when you need to deliver

st

10

does_the_first.html

change immediately? None of the old rule books

works right now. This is all about crisis manage-
real | y, ménb Alllobtooke bhoksc ko hantdredd dneé humdeedst
three months and watch how fast AIG fell. and hundreds of books about what great leaders
When Al G6s board announced tdbdaroneioftthemvaestalkingeapdutavbat dogou do
Martin Sullivan with Chairman Bob Willumstad, in 72 hoursébo
nominating committee chair George Miles made the
following statement in a conference call on June
16th with analysts: ALet dne
repeat, not an interim appointment and Bob will be
devoting hisfull -t i me attention to AlIMséndayOAt132008e t i me,
Willumstad, who had once called being a CEO a http://us.ft.com/ftgateway/superpage.ft?
ilongti me personal goal , 0 told reporters he Wwa &ontnadonpage 10)

ilt i s astonishing,

Financial services: The upside of a banking
falwutc | ear . This is not
By: Liz Lightfoot
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iStudent tickets for t he
vices fair at the London School of Economics usually
run out by 11lam on the day of issue. This month
there were still some left at 5pm, such was the
slump in enthusiasm for the flagship event of the
university's milk round.

It is a small piece of evidence in a fluid and fast -

moving economic climate where some of the banks
do not seem to know how many jobs there will be
next week, let alone next year. Career advisers say
most banks are cutting back steeply on the number
of internships and contracts they offer. High -flying
students who passed the gruelling assessment for
summer internships are coming back for their final
year of study without the job offers which would
have followed in previous years.

But for the universities it is business as usual as
they launch a new round of autumn career fairs.
Only Lehman Brothers has cancelled attendance at
recruitment events with the rest anxious to main-
tain a campus profile, even if they have fewer jobs
in their back pockets.

Most of the 2009 places have been filled by interns
so there are few jobs in investment banking left,
says Fiona Sandford, the director of the careers ser-
vice at the LSE. "Some banks are saying their num-
bers are flat on last year but if you ask what parts
of the bank are recruiting you find front -of-house
sales and trading are well down as are the vacan-
cies for full -time analysts but there is an increase in
operations, such as risk management, financial
management and IT, which is how they can claim it
is flat," she says.

JP Morgan will be maintaining a full presence at uni-
versities across Europe. "It's very important to us
to keep the graduate pipeline open because they
are the bank's future," says Celia Connolly, head of
analyst and associate management. "lt's unlikely
we will be recruiting at the same level as the last
few years. The markets are moving daily and we
will continue to adjust our pipeline needs accord-
ingly. We've learned from the experience of the
early 1990s that closing the pipeline as a knee
reaction is a mistake as it leaves insufficient talent
coming up internally."

-jerk

But no amount of freebies and slick presentations
on campus are likely to bring the students back if
the internships with investment banks, once the
ultimate prize, are ring  -fenced with doubt and de-
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"The worry for the banks is that student interest in
them is on the wane and, even if they were to re-

b a rkceé thegnuneer of valcanaciea by20 el ceng they -

may find 40 per cent fewer candidates applying so
they will find themselves competing even more
among themselves in a restricted pool,” says
Gordon Chesterman, the director of careers at the
University of Cambridgeté

As banks lose their appeal - with or without the jobs
to offer - the big financial services companies have
decided to maintain their levels of recruitment and
expect to be interviewing some of the outstanding
candidates who in previous years would have
passed them by.

A sizeable number of students who would have con-
sidered banking will be looking instead to careers
where they can apply their degrees, says Mr Ches-
terton. "I'm sure the engineering and associated oil,
energy and manufacturing companies are going to
have a good year recruiting graduates."

The Big Four professional services firms - Deloitte,
Ernst & Young, KPMG and PwC - are active on cam-
pus and careers officers say their numbers appear

to have held up.

"The Financial Services Authority numbers are up.
The Bank of England is recruiting like mad. There
are jobs in finance with the major blue chips which
are reaping the benefits as many of the students
who would have gone into investment banking are
|l ooking to them instead,
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UPCOMING EVENTS

TOPIC: CONFLICT RESUOLUTION
WHEN: Wednesday, November 12, 2008
TIME: 6:00 -8:00PM

WHERE: 1211 Avenue of the Americas, 27th floor
(Wachovia)

RSVP: http://hr.meetup.com/36/calendar/8641011

SAVE THE DATE

HR ALLIANCE ANNUAL H OLIDAY PARTY
WHEN: Wednesday, December 17, 2008
TIME: 6:30 -8:30PM
WHERE: 16 W. 23rd Street, 4th Floor
RSVP: http://hr.meetup.com/36/calendar/8641047

All ARE WELCOME!!

Feel free to invite your colleagues, clients, and friends.

© 2008 The HR Alliance, All Rights Reserved
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E WACHOVIA SECURITIES
Lapinson Wealth Management Group, serves indi- For full details on how the Lapinson Wealth
viduals and businesses in all areas of investment Management Group can help you with your
planning, including: investment needs: Please contact:
f Retirement Planning Charles Lanzillotto, Financial Advisor
461 From Road
' TaxManagement Mack VI, Suite 101
1 Estate Planning Paramus, NJ 07652
§  Education Funding Direct: 201-599-0900
Toll-Free: 888-455-1553
1 Risk Management Fax: 201-599-5824
Email: charles.lanzillotto@wachoviasec.com
f Investments
1 Employee & Executive Benefits Our approach is personalized because your

JHB
HumMmAN CAPITAL MANAGEMENT

JHB Human Capital Management is a human resources strategy consulting firm, specializing
in HR management, organizational assessments and workforce development. We provide
practical advice and innovative solutions to help you address your everyday HR needs.

JHB Human Capital Management provides comprehensive human resource consulting ser-
vices designed to meet the needs of small, medium, and large organizations. These ser-
vices include:

V  Organizational Assessments

On Boarding Programs

HR Policies & Procedures Manual
Training & Development
Employee Handbooks

Recognition & Reward Programs
Employment Forms

Business & Career Coaching

< < < <

Talent Development

< < < <

If you would like to schedule a  FREE consultation, receive more information about our ser-
vices or have a question, contact us directly at:

(e) info@jhbhcm.com
(p) 212 -933 -4006

www.ijhbhcm.com
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As an employee moves up this chart, how is s/he de-
veloped to meet the changing shift in required people
skills?

1 How do you develop your super -worker into a
supervisor?

1 How do you get the managers to be more em-
powering?

1 How do you get the employees to show more
initiative?

1 How do you get customer service staff to leave
their personal problems at home?

9 How do you get the team t|lo 6pl
get her ?6

At Driving IR (Improved Results) we have 35 years experience in developing human potential. We feature
customized developmental and coaching programs, including personal leadership assessments and or-
ganizational alignment assessments. Focuses include executive coaching, sales team development, cus-
tomer loyalty as a business strategy, and developing contributors, supervisors, and managers to make
them ready for the next level.

FOR HR ALLIANCE MEMB ERS:
FREE exploratory conversations
FREE leadership assessment for you
FREE 1.25 hour seminar for your employees (lunch & learn) on:
How to Be an Effective Networker
Dancing with the Stars, Helping Your Customers Love You for a Lifetime
Goal Busters: Successful Achievement Every Time
,P 5XVKLQJ WR 0\ 7LPH 0DQDJHPH Qaf¢ AdRIIINVKR S

To learn more please contact
Jeri Quinn
212-923-5820
jeri@drivingimprovedresults.com

3 *UHDW RUJDQL]DWLRQ DQG VWUXFWXUH« D YDOXDEOH PL[ RI*UHY
Bischof

S.HUL 4XLQQYV EXVLQHVV FRDFKLQJ KDV HQDEOHG PH WR GRXEOH P
RQH RI P\ FOLHQWV ~ 7 0DUWLQ

S-HUL 4XLQQ UHFHQWO\ KHOG D VHULHV RI VHPLQDUV DW RXU FRPSI

ZDQW PRUH" HVSHFLDOO\ ZLWK UHJDUGV WR v%mbrﬁemoamwmlmwmmgv
ZLWK -HUL WR VHH KRZ ZH FDQ H[SDQG RQ WKH OXQFK PIp®ha®iddd VR) §
Human Resources, Member of The HR Alliance
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