we

—
JUL - SEP 2010 . www.gsiconsultants.com g G S I
E Published quarterly by ﬁ

News Bulletinv

TOPCIVIL SERVANTS' SALARIES
PUBLISHED

U.K. - In a bid to increase Whitehall transparency,
the government has published salaries of 172 civil
servants paid more than £150,000, as well as their
names, job titles, grades and salary brackets. Cabinet Officer minister
Francis Maude said that by being open and accountable, the government
hopes to win back people's trust. He also cited transparency as key
to the government's efficiency drive, helping to provide better value
for money in public spending. Maude now chairs a new public sector
transparency board that was set up to promote the policy.

EX-EMPLOYEES, IT STAFF SNOOP ON
BUSINESSES: SURVEY

GLOBAL - Snooping is on the rise in companies by IT staff and ex-
employees, according to Cyber-Ark's ‘Trust, Security and Passwords' (PDF)
survey. The survey, which polled more than 400 IT professionals across
the U.S. and the U.K. said that 67% of people confessed to accessing
confidential company information that had nothing to do with their jobs. IT
staff were singled out at the most likely staff to snoop due to their power
and responsibility in maintaining multiple computer systems throughout
their organisations. However, among the IT administrators asked, 11%
picked HR as the department at the top of the snooping list.

JOBLESS RATE FALLS TO 9.5%

U.S - The unemployment rate in the U.S fell to 9.5% in June this year.
According to the Labor Department, the economy had lost jobs for the
first timein December, with125,000 jobs disappearing
in that month. President Obama's administration
had warned that unemployment would remain high
for the rest of the year. The unemployment numbers
had been expected at 15 million by analysts. However,
those who are unemployed plummeted to 14.6 milion
instead, with 21,000 people taking up temporary
positions.

FALLING UNEMPLOYMENT RATES EXPECTED

AUSTRALIA - Despite worrying impact of the US job market and
potential economic collapse in Hungary on Australia’s share market,
economists expect Australia's jobless rate to fall. According to ANZ job

ads series, job advertisements rose 4.3% in May, with a 5% increase
in internet ads while newspaper ads fell by 6.5%. Katie Dean, ANZ
senior economist, said the figures suggested that employers remained
positive about Australia’s long-term prospects in spite of tightened
monetary policy in the first half of the year as well as renewed concerns
about the global environment.
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so long we all avoided saying the ‘R" word. It was almost as

if we were hoping that if we ignored it, it would go away. Yet

don't we all feel better now that we've moved out of denial? You

can now talk about the recession without others gasping in horror or
moving away from you.

Now, for many people, one ‘R' word begets another. And for CEOs
and HR managers this word is ‘redundancy’. It seems like a logical
solution: staff are underutilised or, even, idle; and it's easy to see
them as an underperforming resource which still demands the same
wages and management time as they did in the boom times. So, why
shouldn't you treat this resource the same as any other which is fail-
ing to produce a satisfactory return on investment?

Dr Sean Sands, research fellow from the Australian Centre for Retail
Studies suggests that this is wrong. “While redundancies may seem
like a good way to cut costs in the short-term, the direct and indirect
costs of downsizing can paralyse you company's long-term revenue
generating streams,” he said recently.

Are all redundancies bad? Of course not. The one discipline that
tough times give us is focus. And sometimes this focus allows us
to see those who are underperforming and not making any effort to
improve, or those who are just the ‘wrong fit'; whereas in busier times
we might have missed them. Should these be let go? Probably. And, if
handled correctly, it will have the impact of increasing the confidence
in your management; because, while you may have missed those
people in the past, their workmates certainly haven't. Who knows
how long they have resented these individuals who have produced
less for similar remuneration - benefiting from their efforts. >>
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But, no matter how much they deserve to go, the way it is done is ex-
tremely important because of the effect it has on those who remain.
To go back to Dr Sands: ‘If redundancies are required, leaders must
become transparent, accept responsibility, over-communicate and ex-
press compassion and empathy.”

However, before any redundancy, | urge you to consider these two ques-
tions:
1. Is there anything you (or others in the organisation) have done that
could have resulted in this poor attitude and/or underperformance?
And, if so, is there anything you could do to change that?

2. Are you considering redundancy purely because of lack of work in
their area - and there is nothing wrong with their attitude or effort?

If this is the case, I'd ask you two further questions:
1. How much have you invested in this person in the time they have
worked for you?
2. When the recovery happens, how would you like them to be work-
ing for your competitor (with all this knowledge, experience and will-
ingness to apply it?)

If these are relevant questions, have you considered the alternatives of
unpaid leave (perhaps to up-skill), reduced pay or hours, less benefits
or job-sharing? In fact, anything to save you losing that person in whom
you have invested so much of your time, money, knowledge, expertise,
wisdom and encouragement.

Examples of this are all around us. Here are two examples from the ac-
countancy industry:

Example 1: CEO of PriceWaterhouseCoopers CEO, Mark Johnson is ask-
ing all staff to consider 10-15 days of unpaid leave before the end of
January, 2010. This is voluntary for full-time staff - with no penalty
if they don't - and part-time staff.

Example 2: KPMG accountants are increasing flexibility with some
staff moving to four-day weeks. In these tough times, trust is one
of the most highly valued attributes. Demonstrating trustworthy

behaviour is one of the surest ways to build loyalty and staff retention.
‘Overcommunicate is a relatively new term - but such an important
strategy in times like these. Don't just tell them once what the organi-
sation’s goals are and what role they play in reaching these - tell them
every week - every day, put it up on the wall, have it as a diary note
for the start of every day. This way they feel informed and involved.

They contribute more effectively and are less likely to leave. And why
not try demonstrating trust by offering your underutilised staff lower
pay or fewer hours during this downturn with a guarantee that they will
return to their current rate or better when the recovery happens. They
might just surprise you with their willingness to cooperate because you
have taken them into your confidence; and they will have the incentive
to make the recovery happen sooner in your organisation.

Your decision making - especially when making tough decisions - has to
be transparent to build trust. This takes extra effort, but you will reap
the benefits. Some final words from Dr Sands: “A climate of trust works
both ways - employees appreciate and respond to empowerment and
opportunities to learn and contribute, particularly in hard times."”

These are just a few hints about how you can be best prepared to ben-

efit when we come to the final ‘R'word that we're all looking forward to...
the Recovery!

While redundancies may seem like a
good way to cut costs in the short-
term, the direct and indirect costs
of downsizing can paralyse you
company's long-term revenue
generating streams.

Article contributed by Kevin Ryan,
an international speaker, workshop
leader and author with Training Edge
International.

He is a business communication
expert specialising in the areas of
employee and client engagement,
sales, humour intelligence and
presentation skills.

EXECUTIVE APPOINTMENTS

If you have insatiable aspirations that inspire you to be great at what you do, then take the leap with GSI Executive Search and
discover how high your destiny can take you. Log on to www.gsiconsultants.com for more great openings.

DIRECTOR/ VICE PRESIDENT - SEA (Singapore)

Mature high calibre candidates | AUM US$150 million - US$ 200 million
| Keen to manage portfolio of High Net Worth clients | Mentor a team of
experienced private bankers

Send your resume to barry.lawrence@gsiconsultants.com

DIRECTOR/ ASSOCIATE PRIVATE BANKER (Singapore)
Degree holder with Module 1 completed | Excellent interpersonal and market-
ing skills | Extensive knowledge of Private Banking investment products
Send your resume to barry.lawrence@gsiconsultants.com

OPERATIONS CONTROL MANAGER (Singapore)

Degree in Business/ Banking & Finance | 3-5 years' relevant banking
experience | Hands-on experience in Operation Control, Credit Admin &
management of deceased account

Send your resume to regina.tio@gsiconsultants.com

SENIOR HR MANAGER (Hong Kong)

Bachelor's Degree in HR, Business or related field | Min. 10 years' relevant work
experience | Well-versed in China Labor Law and market practices required
Send your resume to resume@gsiconsultants.com.hk

IT DIRECTOR (Hong Kong)

Bachelor ‘s Degree in IT, Computer Science or relevant discipline | Min. 12 years' experi-
ence as IT leader or operational consultant | Experienced in implementing large and
complex infrastructures

Send your resume to annieyeung@gsiconsultants.com.hk

MARKETING DIRECTOR (Hong Kong)

Degree in Marketing or related discipline | Min. 10 years’ experience in siz-
able fashion retail company | Prior exposure to PRC market and China fashion
trends | Solid experience in retail and VM design

Send your resume to resume@gsiconsultants.com.hk




