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DDeeaarr  sseeaarrcchh--ccoonnssuulltt

I received a complimentary copy of your search-consult magazine. I

suggest you seriously consider two important issues affecting the

search community, which have the same importance and relevance

today, as they did when Bill Butler started the National Association of

Corporate & Professional Recruiters in the early 80s: a meaningful

code of ethics and certification for the individual search consultant.

For example, I noticed that Heidrick & Struggles offers a one-year off-

limits guarantee to its clients. After one year, it's okay to recruit out of

a client company, I suppose, including the executive placed by the

firm. Doesn't that bother anyone else but myself?

The other point is the need in the search industry for some kind of

benchmarking certification requirements or standards of excellence

for individual recruiters to achieve beyond the amount of individual

billings. No organization or publication I am familiar with in my over

30 years of executive recruiting, has done a consistently adequate job

of keeping these issues at the forefront of the search industry's

consciousness. Our industry has the talent to tackle a meaningful code

of ethics and establish a standard of excellence to certify search

consultants. All that is lacking are the leadership and the collective

will. Does your magazine have any interest in promoting these issues

in a substantial way?

Cordially,

JJiimm  GGiillrreeaatthh

www.gilreathsearch.com

Send your letters to: editorial@search-consult.com

As we go to press, many of the 'great and the good' of the search industry
converge on Aventura, Florida for this years Association of Executive Search
Consultants (AESC) annual conference. The 12 months that have passed

since the previous event have been amongst the most successful the industry has
ever seen. Today, however, the outlook is less certain. The 55% growth rate
achieved by Christian and Timbers last year, who we feature in this issue, is
unlikely to be matched by many firms in 2001. 

Many firms continue to report successes. Our editorial fax machine continues to
churn out stories of successful searches, of new recruits to firms and new offices.
We regularly read of successful placements and confirmations of new assignments.

Search-consult is again sponsoring the AESC conference and we will give you a
flavor of the discussions over the champagne in the next issue.

Enjoy search-consult. 
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The second of the Executive Search
International Debates 2001 was
held in London on March 29, 2001.

The panelists were Guy Beresford,
Partner, The Miles Partnership; Ken
Brotherston, President, Futurestep;
Michael Byrne, Director, The Rose
Partnership; Brad Dewey, Managing
Director, European Operations, Christian
& Timbers; Andrew Garner, Chairman,
Garner International; and Ian Odgers,
Odgers Ray & Berndtson. Each speaker
gave a 10-minute presentation on the
future of executive search. A question and
answer session followed. Questions were
asked from the attending delegates.
Jason Starr, Managing Director, Dillistone
Systems Ltd. and search-consult.com
moderated at the event.

Andrew Garner was the first to present
his views on the future of search: "For 50
years search firms have been about
remuneration. Attracting the finest
candidates and serving the investment
community is the challenge. The added
value that executive search provides is
not just in the information that we have
but more in the way that we use it." He
believes that 'the new generation' of
search consultants will be more focused
on information technology: "Who you

know will be completely redundant". Mr.
Garner also thinks that global affiliations
are "a complete waste of time" and that
mid-sized companies are in trouble
because they are mid-sized, as they are
not large enough to be "a brand" and are
too large to deal with "people matters
effectively". "I believe smaller firms are
going to be born and be run by managers
and not consultants…if people are our
most important asset, the management
that looks after this is crucial."

Michael Byrne discussed the general
issues facing executive search from the
COO's perspective working from an
investment banking securities practice,
focusing on four key areas: capital,
people, information resources and market
reputation/brand name. In terms of
capital, he believes publicly owned
companies are more complicated to
manage, "The accountability to third
party shareholders is difficult to
bear…there will be a reversion to private
firms in the future which will give the
opportunity for the firm to be driven by
client needs." Mr. Byrne considers market
reputation/brand name to be the most
important area from the perspective of a
niche consultancy: "We at The Rose
Partnership, have a zero-based marketing

budget. We have never engaged in an
advertising campaign. Those who need to
know about you will know about you."
His future outlook, in view of the mid-
level firm: " The mid-level firm will be
maintained and consistent. Off-limits can
be managed confidentially and firms will
only manage a small team of clients at a
time. I believe this will be discovered in
the next five years where we will see
'TMP-ism' reversed." He concluded, "My
boldest prediction is that no 'serious'
search firm or selection firm will transfer
its research onto websites. The Financial
Times has highlighted the difficulties
faced by Korn/Ferry and Heidricks &
Struggles. We need to remember the

search process is a personal business."
Brad Dewey then presented his views

on the 'Global Borderless Search' and its
impact on executive search in regards to
Christian & Timbers. He began by
describing how economies were
changing across the world: "We're seeing
more companies who have globalized
such as Wal-Mart, GE and Mitsubishi to
take advantage of these economies.
We're seeing companies we may not
even have heard of emerging into this
area. The recruiting process is getting
more complex and clients are requiring
firms to tap into their global candidate
pool."

He continues: "We've seen firms going
through mergers and acquisitions in an
attempt to become global. IPO's have also
been used to reach this and there has
been a continuing popularity of
franchises and associations for smaller
firms to meet international assignments.
When we started 18 months ago we had
nine offices in the US and none outside it.
However, in 2000, we opened offices in
London, Geneva and Toronto.

He pointed out Christian & Timbers' five
basic principles: to manage as one firm
and report performance regionally; to
grow organically; to manage assignments
on a global basis; to centralize all
knowledge based research and create a
career path within research; and to have
a borderless execution of searches

recruiting the most qualified candidates
regardless of location.

Guy Beresford predicted that "the new
breed of headhunter" will be judged not
on their past employment history but on
the search work that they have done. He
also believes that more researchers will
work their way up to being consultants.
Mr. Beresford talked briefly about The
Miles Partnership and said, "My criticism
of the boutiques is that they tend to have
all their investments tied into one
person." In reference to off-limits he said,
"In the US, clients are asking search firms
to provide a list of their off-limits
companies. I think we should get to the
stage where we do this in the UK." He
added: "Retained firms will go through a
time of upheaval and conflict but the
small firms will survive due to the quality
of their people."

Ken Brotherston began by saying that
the search industry only completes 67
percent of assignments and asked the
question: "What other industry can get
away with that?" He considers search
consultants to be more like personal
trainers; telling you to do things you
know you should do. He predicts that the
demographic "time bomb" will last for the
next 10 to 15 years: "As well as
demographic changes, you also have
changes in culture - how people think

about the workplace. Companies don't
show loyalty and neither do the people.
Some consultants have the same
candidates who they stick with through
the years, but this is unsustainable. For
the next 10 years finding business won't
be difficult but filling it will be - it's all
about the delivery."

Mr. Brotherston believes the Internet is
here to stay however, he believes that a
combination of the Internet and
traditional methods of search is the ideal.
"When you buy a book from Amazon and
you don't like the book, you don't blame
Amazon for that - that's the level we
should all aspire to get to. The proposed
recession that we are getting into will
determine how successful we are going
to be."

Ian Odgers summarized most of the
previous prediction made by his fellow
speakers but also added: "Two or three
years ago, I thought the Internet was
going to devastate the middle market. At
Odgers Ray & Berndtson it has had no
impact. However, this may change over
the next couple of years."

Mr. Odgers also pointed out that search
was making lateral moves instead of
moving vertically, for example, search
firms are moving into consultancy. He
believes executive search will remain in
the foreseeable future due to the added

Executive Search International
Debates 2001:

By Jan Iverson-Pearson, search-consult

London
By Jan Iverson-Pearson, search-consult
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Andrew Garner
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value an executive brings to an
organization. He also believes that firms
should aim for critical mass to provide an
infrastructure to build a brand backed by
the latest technology and a strong
research capability. "People are looking
for global searches. You need to ask
yourselves where you are internationally
in terms of clients. I think the next 24
months will be interesting. The financial
markets are putting pressure on the IPO
firms to perform. When the 'golden
handcuffs' are off, everything will go into
play."
Key questions and answers from the
debate:

Q. In Brad Dewey's presentation he
touched on the issue of networks and
affiliations and meeting the needs of
client and being 'big' doesn't necessarily
mean being the best. Please comment.

A. Brad Dewey (BD): Looking back on the
last year, the biggest impact that has been
made is that we operate the firm as one big
firm. By implementing a strong corporate
strategy, as one firm, globalization works
much more naturally and we make sure we
don't have to make purchases.

Andrew Garner (AG): Most searches that are
done are domestic. Whether you're an
affiliation or a private firm a global search
creates a remuneration issue. A domestically
located firm with no brands or a network
can access information just as effectively.
My firm recently beat two of 'the majors' for

a search in Hungary. We brought candidates
from Canada and various other places and
the only challenge was languages, but in
the end, this turned out not to be a problem.

Ken Brotherston (KB): Only 1.5 percent of
Europeans work outside their country and
75 percent of them are expats -
globalization is exaggerated. It's an issue of
competence: Corporate Account
Management. We're good at 'Relationship
Management' but both cultural
understanding and competence must be a
part of it. Globalization creates a
remuneration challenge - it's possible but
difficult. We have to change our
compensation strategy. We're making
progress but it's ultimately about how you
manage clients.

Q. You touched on off-limits. In each
sector, the number of clients you work for
as the years go by gets smaller. Do you
have any thoughts and views on the
potential challenges you will face?

BD: There are three things that we do at
Christian & Timbers: we are upfront with

clients before mandates about what our off-
limits are; we fully disclose relevant client
off-limit's list; and deal with every issue
with integrity.

Guy Beresford (GB): We hear stories about
only certain people being off-limits in firms.
It is essential to be upfront. In a recession,
things change. In September 1994, we had
to chase business.

AG: There's a much better understanding of
what off-limits are to our clients. We will
see some very unhappy people in these
large firms due to off-limits. For example, in
the US, a company hired two search firms to
get what they wanted. Organizations such
as the AESC, should have taken this
opportunity to ban such a practice.

Q. Ken, how do you beat off-limits in your
business?

A. KB: From our prospective, it is less of an
issue. One of the advantages of Futurestep
or E-Korn/Ferry, is you can allow
candidates to access what's on offer by their
own efforts. If those candidates decide to
put themselves into an organization, then
'fair enough'. It may be a way of looking at
off-limits in the future.

Q. You mentioned completion rates being
67 percent, which is quite high and the
fact that companies will hire two search
firms. For example, a bank hired two
search firms and Russell Reynolds was
picked as the second firm, because they
have 33 offices. Is the completion rate
different from sector to sector? Will the
current economy affect it? What about the

clients? What is the individual completion
rate within each of your firms?

GB: Our completion rate in banking is low
compared to our general search process. For
example, if an internal candidate gets a job
in a company, some people call that a
completion. We're all self employed - so, if I
don't complete an assignment, it comes
straight out of my pocket. Completion is key.
The rate is different from each sector.

BD: We work the same way. We do report
our completion rate and we decipher if it is
an internal hire or if someone else was
referred to the client. These reports are
disclosed internally and revealed to clients.

KB: We measure speed of completion, the
completion rate and just as important, the
level of repeat business. You can do a search
quickly but with the wrong person. The
client gets a questionnaire on every
assignment that we close, which comes
straight from the MD and not the consultant.

AG: I wonder where this phenomenon of
completion values comes in. I think we all
need to move towards the attitude of
candidate care and completion. I really have
a problem with 100 percent commission. It's
not focused on quality. I think there's
something wrong basing remuneration on
success. A successful assignment can also
mean not taking on a search.

IO: I think a 67 percent completion rate is
correct. We want to do better than the
industry rate. We measure completion rate
on our consultant sorting an assignment

successfully. If you'd ask what percentage of
searches weren't completed and it was our
fault, the successful percentage would be up
into the 90's. For example, in the 80's, at a
lunch, I reminded a client about an
assignment we'd done for them in the past
and they commented that it was their most
successful placement ever. It's about value-
added. We will check 12 months, 24 months
and 36 months later on how successful that
candidate has been.

AG: Of course, it's about post value-added as
well. What's the collateral value-added
cost? It's not about putting 'a bottom' on a
seat. There is lots of value added that has
nothing to do with the search process at all.
For instance, there is contamination of
search in financial markets.

BD: We took a poll on how our clients
viewed us and price wasn't mentioned. We
also asked both the client and the candidate
if they had a successful experience. The
balance on this was 50/50. The general
consensus of a successful candidate is
somebody who meets the specification and
after a year, the individual is not only
meeting the specification, but also
exceeding it. To us, a successful candidate is
someone who has also had a 'successful
experience'.

Further Information

Subsequent debates will be held in Paris,

Amsterdam and Brussels. Please visit

our website for full details:

Web: www.search-consult.comNigel Lilley

A delegate

Guy Beresford

Delegates The debate

Delegates

“Only 1.5 percent of
Europeans work outside
their country and 75
percent of them are expats
- globalization is
exaggerated” 
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New MD at Christian & Timbers
Christopher Cole has joined Christian &
Timbers as managing director. Most recently,
he served as managing director with Warren
International where he helped to build the
global asset management team and pioneer its
lift-out business. He also led the development of
the firm's technology platform. Prior to his
career in search, Mr. Cole was responsible for
Aetna's Luxembourg-based mutual fund
complex and worked for Merrill Lynch in Hong
Kong as a senior consultant.

New VP at Christian & Timbers
Jon Robbins has been promoted to consultant
and vice president at Christian & Timbers. He
joined the firm six years ago as an associate and
was instrumental in growing the firm's
electronics, semiconductor and manufacturing
practices.
Prior to joining Christian & Timbers, Mr. Robbins
was with General Electric and ABB Automation.
Before entering search, Mr. Robbins spent 15
years as an engineer designing semiconductors,
high-intensity halogen lamps and control
systems for chemical and petrochemical plants.

Kelly to Lead TMP's Global Healthcare
Sector
Michael. T. Kelly has been hired as Partner
and Global Healthcare Sector Head at TMP
Worldwide Executive Search. Mr. Kelly, who
was previously President of Global Healthcare
at Korn/Ferry, will be based in Minneapolis.

Boyden, Hong Kong Strategic Hires
John Ngai and Michael Payne have joined
Boyden's Hong Kong office as Directors. 
Mr. Ngai was previously Vice President for
Marketing and Operations for Jardine
Machinery Taiwan Limited. Born and educated
in Hong Kong, he worked in sales, marketing
and general management roles at Caterpillar,
Tamrock, Thermo King and Jardines.
Mr. Payne previously worked in Boyden's
Philippine office. He has worked in senior
executive search and interim management in
Sydney, Manila and Hong Kong. Prior to
entering search, Mr. Payne operated his own
advertising and marketing consultancy in
Sydney for 15 years.

TMP Worldwide Executive Search Italy
TMP Worldwide Executive Search has
appointed Leonardo Zaccheo as Managing
Director Italy and he will be based in Milan
along with Maurizia Iachino, who has taken
on a newly formed European leadership role:
Chairman of European Quality and
Professional Policies Committee.
Mr. Zaccheo will be responsible for the
consolidation of the Energy and
Telecommunications Practices in Italy.
Previously, he worked with
PricewaterhouseCoopers, where he was
Director of the Energy Practice. He has also
worked for A.T. Kearney, GTE
Telecommunications and Dalmine, a steel firm
in Italy.
Ms. Iachino will be responsible for the Milan
office and will oversee quality, client
satisfaction and the identification of potential

candidate's needs. She joins the firm from
Spencer Stuart where she was Vice President
Italy and a Senior Partner. Earlier in her
executive search career, she was a Founding
Partner with Athena, a recruiting and training
consultancy firm in Italy.

TMP Worldwide Executive Search Italy
TMP Worldwide Executive Search has
appointed Leonardo Zaccheo as Managing
Director Italy and he will be based in Milan
along with Maurizia Iachino, who has taken
on a newly formed European leadership role:
Chairman of European Quality and
Professional Policies Committee.
Mr. Zaccheo will be responsible for the
consolidation of the Energy and
Telecommunications Practices in Italy.
Previously, he worked with
PricewaterhouseCoopers, where he was
Director of the Energy Practice. He has also
worked for A.T. Kearney, GTE
Telecommunications and Dalmine, a steel firm
in Italy.
Ms. Iachino will be responsible for the Milan
office and will oversee quality, client
satisfaction and the identification of potential
candidate's needs. She joins the firm from
Spencer Stuart where she was Vice President
Italy and a Senior Partner. Earlier in her
executive search career, she was a Founding
Partner with Athena, a recruiting and training
consultancy firm in Italy.

New Appointments at Jackson Deville
Associates
Jackson Deville Associates based in
Cambridge, England have named Jay Wood
as Head of Operations. Mr. Wood previously
worked in a Business Development capacity
within the firm.
Sarah Franklin has joined the company as a
Research Associate. She previously worked for
Anondesign.

EMA Elects Chairperson
EMA Partners International (EMA) has
elected Cristina Mejias of CM Sociologia de
Empresa in Buenos Aires, Argentina, as
chairperson at the group's annual meeting in
Newport Beach, California. She succeeds
Herman Smith of Herman Smith search in
Toronto.
Ms. Mejias has led her own firm for more that
25 years, offering executive search and other
human resource services. Her practice includes
general management and senior level positions
in finance, sales and marketing in a variety of
industries.
Other new officers include: Vice Chairman
Wolfgang Gloderer of Gloderer, Hanle and
Partners in Bayreuth, Germany; and Treasurer
James Douglas of EMA Partners UK Limited in
London.
EMA has offices in 20 countries throughout
Asia, Europe, Latin America and North America,
providing management consulting and
executive search services.

Venable Joins Eric Salmon Associates
William Venable, a former Thorndike Deland
Partner, has joined Eric Salmon Associates in
New York. He will conduct searches in financial
services and marketing.

New Principal at Heidrick & Struggles in
Greenwich
Theodore Dysart has joined Heidrick &
Struggles in the firm's Greenwich office. A
member of the board of director's practice, he
will focus on board recruiting, corporate
governance consulting and senior level
executive search assignments. Prior to joining
the firm, Mr. Dysart was a vice president of The
Directorship Search Group.

New Hires at NMC-Nijsse International
(Netherlands)
Edwin Reijntjes recently joined NMC
Amsterdam as managing consultant and
director of Arco Monde, the recruitment
division of NMC, specializing in media-based
recruitment. Mr. Reijntes previously worked
with Ranstad as area director. NMC also
appointed Marc Albert, previously managing
consultant of InterActor, interim management,
and Peter Wiersinga a senior consultant, as
directors. NMC Amsterdam now has six
directors including Berry Nijsse (CEO), Hans
Plesman and Frederick van der Zeeuw.

Sammons Group Hires
The Sammons Group, based in London,
specializing in the financial markets, has
announced record results for the year ended
October 2000, with a 72% increase in pre-tax
profits on a 52.3% increase in turnover of
over £11.2 million. Staff numbers have also
increased by 19%.
New recruiters include: Mireilli Capponi, who
worked in financial services; Gillie York, whose
focus is in finance, corporate finance and equity
research; Simon Harding, who will focus on
corporate finance; and George Still, who
specializes in equities and corporate broking.

TMP Promotes Seven to Partner
TMP Worldwide Executive Search has
promoted seven principles to partner. They
include: Sara Kenderine-Hair, in Singapore, in
the global investment banking, consumer
banking and FA&O practices; Denise Tobin-
McCarthy, in Toronto, recruiting in the high,
financial and professional services; Evelyne
Thalmann, in the banking, consumer banking,
investment management and private banking
practices in Zurich; financial services recruiters,
Janice Albert and Jill Niemczyk, in New York;
Anne Bingham, in the retail and luxury goods
practice and Jean-Francois Monteil, a financial
services recruiter, both in Paris.

New Consultant at Torres & Partners
Australian recruitment consultant, Cathryn
Jones, has joined UK-based Torres &
Partners, a specialist HR consultancy in
Manchester. Ms. Jones will work on a retained
basis with both niche and full service
consultancies.

To notify us of any new members to your organization email: editorial@search-consult.com
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In the US Search industry in 2000,
stories of spectacular growth were
not unusual.  Many search firms in

sectors associated with the new
technologies found themselves in a
position to pick and choose assignments
as start-ups and established businesses
battled for limited executive talent.

However, few firms were able to match
the phenomenal growth achieved by
Cleveland-based firm Christian &
Timbers.  In 2000, the business increased
US Revenues by 55% to $64 million; a
figure all the more impressive when it
was revealed that the growth was purely
organic.

Jason Starr talks to Jeff Christian,
Founder, CEO and Chairman of Christian
& Timbers, about how his business has
developed into a top 10 search firm and
his plans for the future.

Jeff Christian is perhaps one of the
most high profile practitioners in search
today.  He is seen as a natural successor
to the likes of Tom Neff and Gerry Roche
- an opinion apparently confirmed when
he was chosen ahead of both of these
legendary recruiters to fill the position of
CEO at Hewlett Packard.  

He began his career in search,
however, at a much lower level - in a
smoke filled room at retained and

contingency recruiter R.T. Timbers and
Co.

Mr Christian recounts: "At the age of
23, I was working for a company that had
just been sold, so I thought I might be out
of a job. My father, Eugene Christian, was
in the search industry at the time, so my
first inclination was to work for him. I told
him we would open a thousand offices

and 'do things right'. He said I should
work for a competitor! So, I went to work
for Dick Timbers. I had a little desk, a pad,
and a phone and I sat with another
recruiter, Max Shunk, in a small, smoky
room."

"I found the recruiters in our office

working on retained searches, and I
spent a lot of time with them. At about
this time, I also became interested in the
robotics and CAD/CAM markets. Robotics
had the potential to develop into the
Internet of 20 years ago - a ‘world
changing industry’.  I took the time to
learn about it.  I identified the
manufacturers, investigated the users and
put together a brochure.  In a short space
of time, we picked up GE, Westinghouse
and IBM as our three biggest clients."

Mr Christian believes this focus on
research was fundamental to the early
success of the business and even today,
he believes that one of the key
differentiators for his business has been
research.

"We started from scratch in Cleveland
and, working in emerging industries; we
didn't have a big rolodex of contacts to
rely on. This made us very research
focused from the beginning. We always
had a core research group, which is a bit
different to some other search firms
because our researchers only do
organizational breakdowns - they don't
recruit."   

Christian believes this Researcher -
Recruiter - Consultant model gave his
business a competitive advantage and, as
new technologies emerged, Christian &
Timbers developed new practice groups

to serve them, always replicating this
structure.

"We began with robotics and CAD/CAM
and progressed to semiconductors,
microelectronics and computing. From
there, we entered into software and
moved into networking, multimedia and
eventually the Internet, telecoms and e-
commerce. We finally entered into
infrastructure and then into broadband.
Whatever the fast growing markets were,
we would assign a team, understand the
market place and start to grow our
market share."

It's worked. Today, Christian & Timbers
is a top 10 search business in the US and
last year expanded into Europe through
new offices in London and Geneva.  

Christian does not believe in standing
still, however. "We are a restless
company - we are never happy with
where we are.  We have hired people
from the likes of Heidrick and Korn / Ferry
who will come in and be taken aback by
the self critical nature of our culture -
they see a firm with good operations and
good marketing and wonder why we are
looking to change everything!  We are
proud of what we do, but we are always
looking to improve."

The most recent example of this drive
for continuous improvement is the
Leadership University, launched in
March.  The university is an e-learning
center offering a wide range of distance
learning and e-learning programs to the
firm's employees.  Courses cover skills
like project management, effective
communications and understanding
financial data before moving into topics
such as interviewing skills.

Mr Christian takes every opportunity to
laud his staff, but there is no doubt that
much of the Christian & Timbers story is
the Jeff Christian story.  He was recently
named in the 'Forbes Midas List' as one of
the 50 top deal makers in the IT sector.
He is not one to hide his strengths, or
those of his business and he is keenly
developing a distinct brand for Christian
& Timbers.

"We conducted research a year ago and
discovered that there are no brands in
the Search business.  In my opinion, a
brand has to mean something to the
client - there has to be a customer

promise.  Consider the motor industry.  If
you buy a Volvo, you expect safety; with
Mercedez Benz you anticipate luxury.
There are no customer promises in
Search.  If someone says 'Heidrick' what
do you think?  Big?  Global?  These are
not customer promises."

"We found that when you reach the top
tier, the firms are all perceived the same.
Once you make it into this leading group,
there is nothing that people can
differentiate you by - you can be bigger,
you can have more offices, but there is no
customer promise there.  We couldn't find
an industry as large as this that does not
have a branded firm."

Christian wants his business to be seen
as the ‘McKinsey of Search’. 

"We want to be known for doing the
best work, all the time.  We want to be
THE ‘go to’ firm that will get the best job
done and the best candidate placed."

In aiming to achieve this, the firm has
implemented a compensation structure,
which is designed to align the interests of
the employee with the interests of the
client.

"We asked ourselves, why do we have
a business model that rewards people for
doing more and more work, no matter
how good a job they do? So, we pay on
quality, and each year, the bar is raised.
Every year, quality becomes a bigger part
of our year-end bonus and it is measured
at every level. To be promoted, you need
to have performed to certain quality
levels. You need to have been
collaborative and a team member. We
record things like ‘assists’ - how many
times did a consultant help somebody
else on another project? We are trying to
reward the behaviors that are important
to our clients."

Christian & Timbers' success over
recent years has been phenomenal and
the combination of aggressive marketing
and creative business thinking suggests a
promising future.  It will be interesting,
however, to see how the business copes
with the slow down in the technology
sector and with the challenge of
international expansion.

Jeff Christian
talks to Jason Starr

Christian & Timbers - 

search-consult

Jeff Christian

“we want to be known for
doing the best work all the
time. We want to be
THE ‘GO TO’ firm” 

www.search-consult.com

For more information on Christian &

Timbers, visit:

Web: www.somewhere.com
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BOYDEN HAS OPENED A 
new office in the City of
London to handle the firm's
banking and financial services
business. Audrey Coates heads
the seven-person team as
Managing Director. She was
most recently a consultant at
Stephens, a recruiting firm.
Emily Palmer joins the new
office as head of research along

with researchers Catherine
Sospedra and James Day. Other
team members include: Camilla
Partridge, who covers
corporate finance and equities,
and Charles Bennie, an asset
management specialist.
Shammi Ladha has been
appointed office manager.

Boyden Opens
London City Office

www.search-consult.com NEWS

HANS GIESKES, WHO JOINED
TMP Worldwide's Interactive
division as president in June
2000, has resigned. Mr. Gieskes
was the former president and
CEO of Lexis-Nexis Group.

According to Monster.com
spokesperson, Kellie Buckley, the
company has no plans to name a
direct successor to Mr. Gieskes at
this time.

Monster President Resigns
www.search-consult.com NEWS

Christian & Timbers
Directors Survey

ACCORDING TO A SURVEY
conducted recently by
Christian & Timbers, as many
as 74 percent of board seats
are filled by individuals with
previous association to the
corporation. The firm asked
229 corporate board members,
"How did you get your first

board seat?" and found that 28
percent had been executives of
the company; 24 percent had
a contact in a position to
facilitate the appointment; 16
percent were recruited; 15
percent were founders; and
seven percent were investors
of the company. Five percent of
respondents checked "other".

www.search-consult.com NEWS

ODGERS RAY & BERNDTSON,
based in London, has sponsored a
report on setting chief executive
remuneration in the voluntary
sector.

The report, produced by the
National Council for Voluntary
Organizations (NCVO), explores
the difficult balance charities are
expected to maintain between
attracting the highest standards
of management with the equally
strong public demand for low
administration costs.

The Rt. Hon. Virginia
Bottomley, who heads Odgers

Ray & Berndtson's not-for-profit
practice, says: "The appointment
for a CEO in a not-for-profit
organization is frequently even
more complex and sensitive than
in the commercial sector. The
challenge is to find talented
individuals who are committed to
the cause, with the essential
management and leadership
skills. Remuneration is a critical
issue; the NCVO remuneration
report provides excellent
guidance to those responsible for
setting executive pay."

Odgers Backs Voluntary
Sector Remuneration Report

www.search-consult.com NEWS

T R A N S E A R C H
International, the 12th largest
search firm in the world, has
decided to implement a global
database system.

"Our integration process is
designed to ensure that we
meet the needs of our clients
around the world. A
standardized IT solution is a

vital part of that process,"
explained Alain Tanugi,
Chairman and CEO,
TRANSEARCH International
PLC.

The firm considered vendors
from the US, Canada and
across Europe before selecting

FILEFINDER Executive 2000
from Dillistone Systems (the
parent company of search-
consult).

"We are delighted that
TRANSEARCH International
has selected FILEFINDER
Executive 2000 and we are
very much looking forward to
working with them. The firm

carried out a very in-depth
analysis of the market and we
see it as a massive compliment
to our product and our
implementation and support
teams that we came out on
top," explained Jason Starr,
Managing Director, Dillistone
Systems.

TRANSEARCH International Invest in Infrastructure
www.search-consult.com NEWS



EXECNET BASED IN TOKYO
has joined Penrhyn
International as a new member
firm. ExecNet specializes in
senior executive positions in IT,
Financial and professional

industries in Japan, providing
retained professional services
for international corporations,
established multinationals and
early stage venture-funded
companies in the Japanese
market.
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ExecNet Joins Penrhyn
International

ACCORDING TO THE
Malaysian Business Times, the
softening of the US economy is
expected to relax the shortage
of IT experts in the country
and cap the wage growth in
the sector.

Vice President, Suresh Thiru
of JobStreet.com, one of Asia's
pioneer online recruitment
agencies told Business Times,
"We believe that wage growth
will slow down because
typically, the US multinationals

which set up shop here are the
main trend setters for wages."
Mr. Thiru could not, however,
give an estimate on the fall in
wages in the local IT sector.

Due to the labor shortage, he
said IT staff in the country are
enjoying high salaries as they
are being sought after by
employers from the US, Europe
and Asia Pacific.

"However, because of the
supply and demand factor,
they are not necessarily
overpaid," he noted.

Weak US economy eases
labor shortage in IT in
Malaysia

www.search-consult.com NEWS

A RECENT SURVEY BY 
Excel Human Resources Inc.,
an Ottawa recruiting firm,
revealed that 81% of 107 high-
tech respondents in the city
still planned to hire during the
spring and summer of 2001.
Only 7% planned to lay off
staff over the next six months.

The survey also revealed
that certain skills, such as

those possessed by Java
developers, application-
specific integrated circuit
(ASIC) design engineers and
optical network engineers,
remain in short supply. It also
reports that many start-ups
received financing while the
market was booming and they
remain obligated to develop a
product or service and must
still hire to fulfill their
mandate.

Slowdown has not
stopped hiring in Canada

www.search-consult.com NEWS

www.search-consult.com NEWS

A THIRD OF AUSTRALIAN
technology executives are
returning to their old economy
jobs in early 2001 according to a
survey conducted by AT
Kearney. They are calling the
move the technology
"boomerang effect". At the time

of the technology boom, AT
Kearney, offered senior staff
sabbatical leave or leave of
absence to try their hand with
Internet start-ups without
having to resign from their old
economy job or terminating an
employment contract. In this
way, executives could move
back into their old jobs.

The Boomerang Effect
Hits Australia

www.search-consult.com NEWS

ACCORDING TO REUTERS,
the US national unemployment
rate has reached its highest
level since mid-1999 in March,
rising to 4.3 percent in February
to 4.3 percent last month. The
US Labor department statistics

show that a total of 86,000
were lost in March and was
reported to be the sharpest
reduction since November 1991,
when 94,000 jobs were cut.

US Unemployment Rate
Rises to 4.3 Percent in March

www.search-consult.com NEWS
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Global Demand
Accelerates in 2000

DEMAND FOR THE SENIOR
executives in the year 2000 increased 23
percent compared to 1999, according to
the Executive Demand Index compiled by
Korn/Ferry International. This growth
was propelled by a 32 percent share of
demand in North America, as well as a 30
percent surge in senior level hiring in
Asia/Pacific. Both Latin America and
Europe also generated stronger year-end
executive demand in 2000, reporting 15
percent 12 percent increases,
respectively.

"Demand for senior executives was
substantial in 2000, particularly due to a
phenomenal jump in North America," says
Windle B. Priem, President and CEO of
Korn/Ferry International. "Even with the
global economic slowing in the fourth
quarter, top-flight professionals still have
ample options as companies fight for
position in this fast-changing
environment. Organizations are
continuing to focus on quality leadership
that is imperative to gain an advantage in
today's ultra competitive marketplace."

At year-end 2000 the Index shows
several significant shifts in demand for
functional positions compared to year-
end 1999. General managers continue to
be a hot commodity, capturing a 30
percent share of total hiring in Asia—up
from 25 percent at year-end 1999.
Marketing & sales/advertising & public
relations executives who continue a
healthy charge at 21 percent in 2000
from 26 percent in 1999 follow this.
Finance and control executives have
remained at a healthy pace since year-
end 1999, at 16 percent, followed by
human resource executives and
executives filling information systems
related positions at nine percent and
eight percent, respectively.

Share of Total Hirings By Industry 

  Europe Latin America Asia North 
America 

Industry % 
Year 
End 
2000 

% 
Year 
End 
1999 

% 
4th  
Qtr. 

2000 

% 
Year 
End 
2000

% 
Year 
End 
1999

% 
4th  
Qtr. 

2000 

% 
Year 
End 
2000

% 
Year 
End 
1999

% 
4th  
Qtr. 

2000 

% 
Year 
End 
2000 

% 
Year 
End 
1999 

% 
4th  
Qtr. 

2000 

Agriculture/Mining/ Natural 
Resources 

1 2 1 3 5 2 2 2 4 1 1 * 

Energy/ 
Utilities 

2 2 1 2 2 7 3 3 2 2 4 3 

Advanced Technology 
(Electronics, Computers, 
Software, Comm., 
Telecommunications) 

19 12 17 25 15 15 29 21 31 29 20 31 

Industrial (Mfg, 
Manufactured Products, 
Chemicals) 

16 18 17 19 26 18 15 16 19 11 12 12 

Consumer 
Products 

10 11 9 17 18 21 9 12 12 4 5 3 

Aerospace/ 
Defense 

1 1 1 * * 1 1 1 1 1 2 1 

Fashion/Retail & 
Wholesale Distribution 

6 7 4 5 5 6 6 8 5 6 6 4 

Financial Services 
(Banking, Brokerage, 
Insurance) 

24 22 28 8 7 8 12 15 10 17 14 18 

Real Estate, Building, 
Construction 

1 1 1 2 3 * 1 1 * 1 1 * 

Healthcare and 
Pharmaceuticals 

7 9 6 5 5 6 8 7 7 13 14 14 

Not-for-Profit, Gov’t., 
Associations, Education 

1 2 2 4 3 9 2 4 3 5 6 6 

Entertainment/ 
Hospitality/Leisure 

3 2 2 4 5 4 5 3 2 4 6 4 

Professional 
Services 

9 11 11 6 6 3 7 7 4 6 9 4 

Total 100 100 100 100 100 100 100 100 100 100 100 100 

 Less than 1% reproduction permitted with attribution to  
Korn/Ferry International, the world’s leading executive search firm 

Share of Total Hirings By Function 

  Europe Latin 
America 

Asia North 
America 

Function % 
Year 
End 
2000 

% 
Year 
End 
1999 

% 
4th  
Qtr. 

2000 

% 
Year 
End 
2000

% 
Year 
End 
1999

% 
4th  
Qtr. 

2000 

% 
Year 
End 
2000

% 
Year 
End 
1999

% 
4th  
Qtr. 

2000 

% 
Year 
End 
2000 

% 
Year 
End 
1999 

% 
4th  
Qtr. 

2000 

Board 
Level 

2 1 2 1 1 * 3 3 2 2 2 2 

Chief Executive 
Officer 

5 4 7 5 4 5 8 6 7 13 14 12 

General 
Management 

30 27 31 23 16 29 30 25 30 25 26 27 

Finance & 
Control 

19 17 20 15 20 14 16 16 15 17 15 18 

Human Resources & 
Administration 

8 10 7 9 11 8 9 10 10 6 6 5 

Information 
Systems 

7 5 7 7 6 4 8 6 8 9 9 7 

Manufacturing, 
Engineering, R&D, 
Technology 

6 8 5 10 12 12 5 8 5 6 7 7 

Marketing & Sales/ 
Advertising & Public 
Relations 

23 28 21 30 31 28 21 26 23 22 21 22 

Total 100 100 100 100 100 100 100 100 100 100 100 100 

* Less than 1% reproduction permitted with attribution to  
Korn/Ferry International, the world’s leading executive search firm  
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StratfordGroup Opens
in London

STRATFORDGROUP, THE
North American retained
search subsidiary of Spherion
Corporation, has opened its
first European office in London

in conjunction with
Friedlander-Sachs, which was
acquired by Spherion in 1999.
Friedlander-Sachs will operate
as a StratfordGroup company
providing executive search
and human capital solutions.

Heywood Associates
Open in New York

HEYWOOD ASSOCIATES, A
UK-based recruitment-to-
recruitment company has
recently launched its
international operations with a
new office in New York. Paul
Baltazar heads up our New
York operation and
consultants, Jason Salz and
Richard Gee, join him. The US
office has the capacity to grow
to eight consultants during the
next quarter.

Simon Gee, Managing
Director said: " We are on the

cusp of becoming a truly global
company looking to open
branches in the Far East in
Hong Kong and Tokyo, as well
as Sydney. Closer to home, we
are opening an office in Dublin
toward the end of this
year…and as our new market
in the Us develops, we will
open offices in San Francisco,
Boston and Washington. We
are delighted with our
progress and excited about
building a world class team
over the next year or so."

www.search-consult.com NEWS www.search-consult.com NEWS

 

 

 

    

The news headlines for the
automotive industry within the last
couple of months combined with

recent economic events has revealed a
very fickle market: Delphi Auto to idle
4,000 workers as car sales slow; Ford
cutting 43 jobs at Italian design studio to
reduce costs; VW stands firm against
swaying economy; Slowdown in US cars
puts brake on revenue; Nissan likely to
hit debt target; and the list goes on.
However, this swaying market does not
seem to be effecting the automotive
specialization within executive search in
Europe in a big way, although in recent
times, the automotive industry itself has
taken a few knocks. 

Luca Temellini, an automotive
consultant with Neumann International in
Milan says that the current economic
climate is not having a profound effect on
the automotive section within search but
agrees that here has been a general
slowdown across all industries. He says:
"The biggest impact to the automotive
industry in Italy has been the merger of

Fiat with General Motors. Mergers of this
kind 'shorten' the market; meaning there
are now four or five big companies who
take up the majority. For example, a part
of Valeo, a French supplier of components
for the automotive industry is about to be
sold. Delphi, the US-based auto-parts
supplier is also in trouble."

He continues: "The situation for other
companies such as these will not be clear
until the end of the year." Commenting on
how the firm planned to deal with this
instability, he said, "The best way for us
to deal with it is to maintain good
relationships with our clients, particularly
those who are suppliers to the industry,
as it is always difficult in Italy to maintain
a client who is very big. For example, if
we said Fiat was a client of ours, it would
be difficult to say that they will always be
the case. It would only be a matter of
personal relationships to maintain such a
large client or purely by chance, being
there at the right time."

Mr. Temellini handles general
automotive searches: "Whatever has

wheels, we class as automotive,
including construction and industrial,
taking on board both producers and
suppliers." He adds: "From the last
quarter to the present time, the
executives who are in high demand are
those within supply chain management,
finance and control, and sales and
marketing."

Peter Werner, an automotive consultant
at Ludwig House in Germany, also
believes that there will not be a great
knock-on effect on automotive executive
searches in the current economic climate:
"I think the concentration within this
sector will continue to be strong. The
mergers and acquisitions of recent years
have seen the demand for executives
increase. In the last year, 47 percent of
our business with our clients have
stemmed from mergers and acquisitions
mainly in the areas of interim
management and within production."

He adds: "I think the pressure on car
makers to lower their prices will be
greater in the next couple of years. At the

The European 
Auto Review

By Jan Iverson-Pearson, search-consult

PLEASE SEND US YOUR NEWS
AND ADD US TO YOUR PRESS
RELEASE LISTS. 
editorial@search-consult.com
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moment, the pressure is very high on the
suppliers to lower their prices and to
maintain quality. I believe that the
suppliers have no choice but to comply
so, they are now moving into places such
as Eastern Europe, Africa and Asia, where
the costs are lower. This is another
reason why I think that the market will
continue to grow. The car makers know
what they want and the suppliers have
no choice but to give it to them. It is a
price market."

Francois Maechler, Managing Partner at
Neumann's Strasbourg office tells a
similar story: "From the last three to five
years, many customer business units,
which include equipment firms have
reorganized and changed their structure
from a 'national' into a 'matrix' company.
Executives were required to work, not
only on a local scale but to also be
capable of being in charge of customers
worldwide and this included sales people
as well. This created a lot of demand for
new jobs. The car makers policies also
changed and they asked their suppliers to
set up 'just-in-time' sites: to deliver parts
at the right time on the assembly line in
full co-ordination of the production time.
This also created a lot of jobs."

He continues: "I do not think that the
present economy will effect automotive
searches. Taking into account the 'War for
Talent' concept, everybody needs the
best managers. Even if there is a
slowdown, I believe, companies will still
grow. Traditionally, in the automotive
sector, internal promotions were 'the
norm'. However, your internal workers
may not have all the skills and you
cannot spare on human resources,
therefore if it is necessary to look
elsewhere, I believe they will do so. You
cannot continue to promote 'average
skills people."

Mr. Maechler revealed that the firm is
currently working at preferred supplier
level within the automotive sector. He
adds that there is now a prominent
demand for CEOs; a permanent need for
senior executives working in logistics
also exists, mainly due to 'just-in-time'
organizations; as well as the demand for

plant managers and marketing
executives.

"The automotive sector in the last three
years was a booming period with the sale
of new cars increasing," he says, "I
believe this was due to the increase in
consumer's disposable income. However,
I do not know how 2001 will turn out.
Perhaps, the growth will be slower by 20
percent with a recession."

He adds: "I think in the future, we will
find more specialist consultants within
the automotive industry. The market
itself, could be more segmented, wherein
it would not be impossible to find a
consultant who specializes in first year
suppliers, for instance, and then after-
market sales. Clients want speed and for
consultants to know what they are
talking about. Off-limits is also an area I
think we will have to be very careful
about."

Heinrich Von Prittnitz, an automotive
consultant at Horton International in
Germany is also of the opinion the

automotive specialization within search
will not be heavily affected by the current
economic climate. He says: "The
automotive industry on a local level is not
very stable at the moment. The German
car sales figures are currently down
seven to eight percent on last year.
However, exports are going well and I
believe that they will continue to do so,
so the demand is always there."

Although, there is a positive outlook for
search firms about the future of the
automotive sector within search, it does
appear that a slowdown may be
inevitable. Search firms will be bracing
themselves for what the next six months
will bring. 
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F rench search firms have been
caught up in the worldwide
evolution of recent years. Sector

specialization has continued to exist
among search consultants. This particular
evolution, while not 'a must' at the very
top, is now irreversible. The trend
towards integration of international
search practices, replacing the
correspondent networks of the past and
permitting a public quotation of their
stock is also prevalent. The evolution has
also seen the diversification of search
firms into management assessment,
coaching and other areas of human
capital consultancy, thus reinforcing the
consulting nature of the search process.
Several newcomers have taken a large
share of the French markets, such as

Whitehead Mann and their merger with
Beigbeder and Partners and TMP,
following their merger with TASA.

The French search market has been
slow to expand into Non-Executive
Director Search - an evolution of the last
few years. The trend towards an
"objective" search for key positions has
resulted in nominating committees of
Boards of public companies to entrust the
selection of truly "Independent" Non-
Executive Directors to an "outside" search
firm. This is the result of increasing
pressure from the Anglo-Saxon Board
model promoted by some shareholders'
groups, large pension funds, financial
analysts and even by some stock rating
companies. A similar pressure occurs
when a CEO of a publicly quoted

company is appointed from the outside.
Major French search consultancies, often
trained in an international, Anglo-Saxon

environment, have responded fully to this
challenge.

It remains to be seen how the industry
will be structured in the future between
large search groups, lose affiliations to
international brands, and local boutiques.
There remains a huge ambiguity between
high-level professional search firms and
middle management recruiting brokers.
The former tend to operate under a strict
code of ethics, respecting off-limits
obligations, quality standards, and
quality control programs, while the latter
prosper in a quasi-contingent mode (a
token retainer plus a commission) with a
pure placement orientation- usually at a
lower level of management. The merger
between the two industry associations
APROCERD and SYNTEC -
RECRUITMENT- while the former retains
its identity- reinforces this ambiguity.

The search industry in France has been
able to retain a consultancy mode,
though, exemplified by its current
diversification into management
assessment and high level individual
coaching.

Further Information

For further information on Whitehead

Mann, go to:

Web: www.whiteheadmann.com
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Jean-Michel Beigbeder
Board Practice/ Financial Services

Jean-Michel Beigbeder was Founder of Beigbeder & Partners in

1986. A law graduate from Paris Law School, a graduate from

Institut d'Etudes Politiques (Paris) and Harvard (MBA), he

previously spent 20 years at Spencer Stuart (1964-1983) initially

as Founder of the Paris office, then Managing Director Europe and

then Group Chairman & CEO.

From 1983 to 1986, he was

President of the International

Executive Committee at Korn

Ferry, with particular

responsibility for Europe. Mr.

Beigbeder has handled

numerous CEO and Board

level assignments in France

and across Europe. He joined

Whitehead Mann in May

2000.

Jean-Michel Beigbeder will be

one of the speakers at Dillistone Systems, search-consult debate to

be held at The Regis, 72 Rue de Faubourg St. Honoré on May 31,

2001.

The

French
Perspective
of the International Search Industry

by Jean-Michel Beigbeder, Whitehead Mann, Paris

“There remains a huge
ambiguity between high-
level professional search
firms and middle
management
recruiting brokers” 

The

French
Perspective
of the International Search Industry
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aDeveloping 
Whitehead Mann: 

In the early part of last year, Korn/
Ferry International acquired
JobDirect, an online college

recruitment company and in the previous
year it expanded its Internet-based
recruitment service, Futurestep to Europe.
TMP Worldwide Inc. with its flagship
recruitment products, Monster.com and
JOBTRAK, aims to provide 'cradle to
grave' recruitment solutions. Heidrick &
Struggles has its own subsidiary online
recruitment business, with LeadersOnline
focusing on mid-level management.
These executive search firms are
investing in online solutions, capitalizing
on an 'intern to CEO' approach to
recruiting. 

One public search firm, however, is
moving in a very different direction.
Gerard Clery-Melin, CEO of Whitehead
Mann Group, which now includes
Whitehead Mann, GKR and Pendleton
James, with offices in New York, Boston,
Los Angeles, Paris, Hong Kong and across
the UK, explains how he intends to
develop a "high level, global, human
capital consultancy."

Mr. Clery-Melin's opinions about the
search industry are fervent. He believes
that the firms that provide the highest

In essence, he is trying to build a
business as an integrated group of global
"boutique-like" operations:
● Financial Services - split in-turn into

Global Banking and Global
Investment and Finance

● Consumer - Encompassing retail
brands, leisure and media

● Industry
● Technology
● Healthcare
● The Board Practice

The standing of the group at board
level is unsurpassed in the UK and
probably Europe. The firm has been
retained by 71 of Europe's top 200 firms,
appointing over 200 chairmen, chief
executives, chief financial officers and
independent directors in these firms.
Penetration of the FTSE 100 is even
better. Whitehead Mann has worked for
over half of the FTSE 100 at senior levels.
It is at this level that the firm aims to
operate, dealing with the leaders of
companies.

Selection is currently a small part of the
business and is probably worth around
10 percent of revenues. However, as
selection is integrated within the
business units, there is no single

'selection division' to refer to.
Mr. Clery-Melin is already trying to

'raise the bar'; fees are slowly increasing
for selection services. He is also taking
steps to modernize the service through
an online response handling system. This
combined strategy should act to: raise the
prestige-level of assignments, move
advertising away from print media,
reduce cost and raise revenue. Despite
this, it is clear that even the new online
selection business is not a major part of
the company vision.

"Are we going to invest a lot of money
into our selection e-recruiting business?
No - it depends, of course, on what you
call 'big money' but if it's to invest the
$25 million that some of the big firms
have invested, the answer is, no. That's
not for us."

He adds: "Whitehead Mann is gradually
becoming a high-level, global, human
capital consultancy where search is a
core product but not the only one. What it
really means is serving clients at the
highest level; it's really about the Board,

with an approach, which is larger than
just providing a senior executive from
time to time. It is looking at assessing
their team, helping them retain the best
elements and developing those best
elements from within because we don't
believe that recruiting a new executive is
the only solution they should have."

Whitehead Mann are developing and
expanding the portfolio of consultancy
services they provide. These now include
assessment centers and soon-to-be-
launched services such as executive
coaching and mentoring.

At the moment, its key product is
"MAV": Management Asset Valuation.
This service is used after a merger or an
acquisition or some other major change in
an organization. It is used by a Chief
Executive who wishes to evaluate the
strength of his top team against the
objectives of the business.

The process is part qualitative, part
quantitative. Managers are interviewed
by experienced consultants, and undergo
a series of psychometric tests. The results

are then compared against a large
database of industry specific research
and further analyzed by Whitehead Mann
using data licensed from companies such
as Saville and Holdsworth. The objective
is to compare the strengths of the
individuals against drivers relevant to the
business and agreed by the Chief
Executive. In practice, these can develop
into huge projects, often involving large
numbers of staff and lasting for months.

Management Assessment is becoming
an increasingly competitive area, with a
number of major search firms launching
competitive products. However, Mr.
Clery-Melin is not impressed: "It's
'gimmicky' when you are doing $550
million worth of business. Talking about a
major venture in human capital
consultancy with a few million dollars in
that respect doesn't convince me. I think
also that the approach has to be different
to just offering what I call diversification.
In my book it's a totally different
approach. It's an approach, which is
deliberately the consultancy approach at
the board level. You have to be equipped
to do that. If you're not operating at board
level then it's very difficult."

He continues: "And I think there's a big
problem in terms of the search firm doing
this and at the same time going to
'commoditize' their business; moving
down market. I think there will be a
backlash and we feel it."

Beeson Gregory, the corporate advisers
and stockbrokers, list the firm as a 'buy'
and speak very highly of the business: "It
is refreshing to witness the pace of
implementation and the rate at which
returns are flowing". The company has a
clear strategy and a focused leader. With
a strategy so different to that of many
other public companies, it will be
interesting to follow its performance.
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Gerard Clery-Melin began his career in executive search as a

consultant with a leading executive search firm in Paris. In 1978,

he joined Heidrick & Struggles as

a Partner and Founder of the

Paris office. He then went on to

become President and Chief

Executive Officer of Heidrick &

Struggles International and was a

member of the firm's Board of

Directors.

In June 1999, he joined

Whitehead Mann as Managing

Director, International. In

January 2000, he officially

became Chief Executive Officer,

based in the London office. Prior to entering the search profession

he worked in the banking and industry sectors as a Division

Manager of a large US chemical group.

www.search-consult.com

For more information on Whitehead

Mann, visit:

Web: www.whiteheadmann.com

Human Capital
Consultancy

By Jason Starr, search-consult

quality of search service may increasingly
be the boutiques, he says: "There's a lot
more going right now…for the boutique
firms. I mean the people really
dominating the top level recruitment
scene are not Heidrick and Korn/Ferry.
They are increasingly the smaller firms."

This is from a man who spent eighteen
years building Heidrick and Struggles
International into a major organization
and who now sits at the top of a what is,
by far, the largest top level search firm in
the UK. Nevertheless, he is attempting to
structure a business that reflects his
beliefs in an attempt to mirror the quality
of service and the focus that boutiques
can offer.

While many search firms are built
around industry practices, the new
Whitehead Mann takes this concept one
stage further. Practice areas have
developed into business units each with
its own consultants, dedicated
researchers and support and each with
its own profit and loss account. These
business units sit across five geographical
platforms: the UK, USA, Asia, France and
soon, Germany. The business area is key;
Mr. Clery-Melin does not focus on
geographic profit and loss accounts.
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The German office of Ray &
Berndtson, in Frankfurt, is the
largest European member of the

global firm's international network of
independent executive search firms. At
first glance, the managers of the German
business appear paradoxical in their
approach. On the one hand, they believe
that decentralized decision-making, in
terms of international operations, is
fundamental to their success. Yet, on the
other hand, have all their business
operations centralized to one office on
the outskirts of the city housing all of
their 164 employees. The office turned
around DM87 million (US$40m) in 2000.
Werner Schwab, and Dr. Gernot Müller,
Managing Partner in the Frankfurt office
and Co-Managing Partner of the global
firm talk about the international structure
of Ray & Berndtson and how they have
made the Frankfurt bureau one of
Germany's leading executive search
firms. 

Ray & Berndtson is a network
organization where each office is
independently owned and managed.
There are no cross-shareholdings
between local businesses with the
exception of two service-orientated
companies, which have been created to
provide marketing and administrative
backup to the individual practices. These

are located in the US and Amsterdam and
are owned by the member firms.

"Although we are a network, we act
like a partnership. This integration has all
been implemented over the last years. It
was not easy because it has been a very
difficult time in the industry. Having
witnessed multiple mergers, we have
seen what can happen to networks,"
explains Dr. Müller.

Though Ray and Berndtson managed to
survive the IPO onslaught of the last two
years, they did lose the Swiss office to
Korn/Ferry International. Dr. Müller
recounts the reaction at the time, "The
Swiss office was developed by the
Frankfurt operation. We then sold the
operation to the local partner. Then, three
years ago, we got the information that he
had sold to Korn/Ferry. It was quite a
shock and the question came up; who
would be the next?"

"It was quite a shock but at the same
time it provided us with an important
warning. It made us wake up to the fact
that we were all in danger. It made us
work harder to integrate the operations.
We had to work to persuade the smaller
members that we would keep the group
together," adds Mr. Schwab.

The integration process involved
implementing new information systems
on a global scale. A new IT network was

employed to allow assignment
information to be accessible to every
partner worldwide and detailed
management reporting systems were also
introduced. Referring to earlier 'teething'
problems in the US, an area that has now
stabilized, Dr. Müller says: "You can never
see into the future but we feel now the
group is stronger than ever."

Mr. Schwab explains that they have
tried to amalgamate the businesses
without relinquishing the entrepreneurial
'spirit' of each director. "This is a strength
of our organization; that we are all
partners running our businesses, but we

Ray & Berndtson, Germany: 

By Jason Starr, search-consult

Dr Gernot Muller
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those accounts or grow those accounts."
Mr. Schwab explains further, "The

leaders define the target clients and the
strategies and offer to the other countries
the chance to join the group. No office
would join the group unless the end
result would be a profit for the local
organization. The practice group leader
has to develop revenue for the good of all
- but they are not profit centers."

"We can serve key accounts globally,
with our systems, our IT, but we are part
of a country, knowing the particular
needs of the country. This is something
some of the American firms have
problems understanding. Europe is not
the US. An assignment in Sicily has to be
handled in another way to an assignment
in Stockholm. It can't be done in the same
way, by the same person."

Dr. Müller agrees and adds, "Some of
the firms are dominated in the US. The
German divisions will hand over an
account to the US, but will never get
anything back. We are very balanced."

"The key to our business is that the
quality of our services depends on the
quality of the people that we have. The
key question in search is which company
can get the best consultants? Is it easier
for Korn/Ferry or is it easier for a network
like us? Even if we can't say our people
are better, or their people are better; the
people are different. So, which type of
people can develop the best services?
The next question is how should you be
organized to develop a 'seamless service'
all over the world?"

Ray & Berndtson, Germany is an
example of a scientifically managed and
fast growing executive search business.
The structure they have developed may
not be appropriate for every search
business but it has enabled the firm to
increase revenues by around 22 percent
over the last 12 months.
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Ray & Berndtson, Germany
Organizational Chart

Ray & Berndtson, Germany is made up of
five competence centers: Top
Management, Technology; Financial
Services; Healthcare and Middle
Management. Each is a legal entity run
by at least two managing partners with
dedicated associates and secretaries.
Providing backup are the Research, IT,
HR and Administration departments, and
a system of cross charging to manage
costs.

▼ ▼ ▼ ▼

▼ ▼▼▼
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For more information on Ray & 

Berndtson, Germany:

E-mail: info@ray-berndtson.de
Web: www.rayberndtson.com

are not obliged to subsidize companies
that are not performing in other parts of
the world."

They believe the structure of the
network is preferential to the structure of
the integrated firm. They reveal that a
number of integrated companies have
approached them to 'buy-in' and state
that if they "wanted an integrated
business, they could have it."

"If we wanted," says Dr. Müller, "we
could merge the whole business, yet we
strongly believe that all of our partners
are entrepreneurs. We would hate to take
over someone who has been running a
firm for perhaps ten or 15 years…to make
them work as a subsidiary would not
work as well. It is better to leave it as it
is, otherwise, we could lose our identity.
We work very well together and in close
collaboration but we all have an eye on
our own business."

He continues, "We have no
headquarters. All our managing partners
have their own budgets. They are out in
the market, knowing the needs of the
market and don't have to put effort into
administration and control. Think of all
the controlling infrastructure and cost we
can avoid."

Mr. Schwab points out that as an
integrated firm expands, its cost-base
increases. "Think of, say, Korn/Ferry
setting up in Greece. They would start
with an expensive office space and put in
a managing partner who earns a lot of
money. It puts pressure on the profits." At
Ray & Berndtson, although there is no
cross-subsidization, businesses are free
to take risks and expand if they desire. In
other words, the Ray and Berndtson
structure combines entrepreneurial
people with integrated systems.

Commenting on the way an
international assignment is implemented,
Dr. Müller, explains that it is, "exactly the
same way as the integrated firms," and
adds: "We have known each other for 10
to 15 years. We deal very easily with
each other. When we get a search in
another country, we choose an
appropriate partner who will run the
assignment in a professional manner. We

choose the level of help required. We ask
ourselves how much research assistance
will be required and whether we should
make the first approach or whether our
partner should do this."

This is supported by a formal fee
structure. "Otherwise we would have to
have discussions all the time," says Mr.
Schwab. While The Amrop/ Hever Group
believes that a formal billing system is
unfavorable, Ray and Berndtson are
divergent: "The problem with 'the old
Amrop' was there was no management
reporting…there was no information.
That makes it difficult to co-operate with
partners. If you want to have a network

that functions, the first thing to decide is
how to handle fee splits, that's for sure,"
adds Dr. Müller.

He admits that his German partners'
focus is primarily on domestic business
development assignments involving
international co-operation. "Our
consultants look primarily to their own
country. It makes them more stable."

He adds, "However, we have
international practice groups, each with
two practice leaders and in most cases,
one in the USA, one in Germany. They
look after the key accounts, the global
accounts. They are given targets to win

Werner Schwab

Susan Shultz is principal of SSA
Executive Search and a recognized
speaker on corporate governance.

The Board Book is designed as a practical
guide to recruiting and managing
corporate boards. It certainly achieves its
objective; packed with case studies -
Motorola, Pepsi Bottling, Pinnacle West,
Compaq and many other major US
businesses are quoted and the author
also makes good use of wisdom imparted
by other search firms - research from
firms such as Korn/Ferry and Spencer
Stuart are quoted at appropriate
moments.

A fascinating book throughout, the
section on 'Strategic Recruiting' is of
particular relevance to search consultants
and clients. It describes methods on how
clients should define their requirement by
focusing on the structure of the board and
the profile for each position. A matrix is
provided to help analyze the skill set of
prospective board members and sample
candidate specifications are provided.

Review by Jason Starr, 
search-consult

www.search-consult.com

The Board Book is available from the

search-consult website at

Web: www.search-consult.com

Research by Korn/Ferry suggests that
outside directors spend an average of 157
hours on board related matters every
year. This equates to around one month
per non-executive position. This, of
course, means that even the best
directors are limited in the number of
positions that may be taken and so the
book goes on to discuss how to sell a
position to an executive.

The Board Book provides an excellent
guide to the process of creating and
managing a board. While much of the
content will not surprise an executive
recruiter already providing board search
services, the value it provides to the
client and potential candidates makes it a
very valuable publication.

TO RECEIVE SEARCH-CONSULT ON A REGULAR BASIS SUBSCRIBE AT www.search-consult.com



  

 

 

  

          

  

 

 

 

  

   

   

  

    

  

  

 

 


