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On Friday, January 12, 2001, shares in Korn/Ferry International fell in value
by 21% and Heidrick and Struggles shares lost around 9%. However, any
sighs of relative relief from the latter firm may not be heard until April,

when the lock up on the vast majority of the stock held by its employees expires
(some 54%).  The impact of the freedom to trade on share price and indeed, partner
retention remains to be seen.

Of course, partner retention is a key issue. When a private firm invites public
investment, its partners are effectively giving away a proportion of future earnings;
where a private firm distributes profits amongst its partners, a public firm is
expected to pay a dividend. Merrill Lynch have calculated that a partner at a public
search firm is likely to receive around (US)$200 thousand less in cash compensa-
tion than they would in a private business. Obviously, there will be positive
outcomes if stock performs well and partners hold onto their equity but this is not
always guaranteed.

The 'public/private' debate is just one of a number of topics we will cover over
the coming months. We will compare the ways in which international search
services are provided; is an integrated business model better than a network
model? We will also discuss the pros and cons of outsourcing the research process;
examine the demand for search in different markets and the impact of the venture
capitalists on search and more. 

The next two issues will carry exclusive interviews with Steve Potter, CEO, TMP
Worldwide Executive Search; Jeff Christian, Chairman & CEO, Christian and
Timbers; Gerard Clery-Melin, CEO, Whitehead Mann Group; Dr. Gernot Muller,
Managing Partner, Ray & Berndtson, Germany and Chris Clarke, President, Boyden
International. We hope to bring you analysis and international coverage of the
search industry at a depth you will not find elsewhere.

The magazine works in harmony with our www.search-consult.com website. It
is just one of a number of new products designed to promote and serve the world-
wide retained search community.

The website is designed to act as an industry portal where search professionals
can find anything from books to new career opportunities. It also aims to provide
a comprehensive worldwide listing of search firms for use by corporate and profes-
sional recruiters. If your firm is not listed or any of the details incorrect, please let
us know and we will update them straightaway.

Hopefully, you will be able to attend one of the 'search 2001' debates we are
hosting in major cities around the world. Attendance is free so come along, say
'hello' and listen to the views and opinions of your peers. You will find details
inside the magazine. We look forward to meeting you.

Our editorial team will be delighted to hear feedback on the magazine itself or
any of the issues covered. Please tell us your news and opinions or simply let us
know what subjects you would like to address in future issues.

NewBeginnings
Welcome to the first issue of search-consult

COMING UP IN THE NEXT ISSUE:

Exclusive Interview with Steve Potter,
CEO, TMP Worldwide Executive Search

The Pros and Cons of Outsourcing
Research

USA Executive Search Conference Review
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Executive Search
Where will the Future Take Us?
You will have an opinion, so why not come along and share it with your peers at one of
the FREE TO ATTEND debates addressing the future of the Search industry. Led by
senior members of the profession in New York, London, Frankfurt, Paris, Amsterdam
and Brussels, the debates will be lively, proactive and informative.

Speaking in New York on February 28th

(WEBCAST available from March 5th on www.search-consult.com)
● Peter Felix - The Association of  Executive Search Consultants
● Chris Clarke - Boyden Inc.
● Brad Dewey - Christian & Timbers
● William Guy - Cornerstone International Group
● Brian Sullivan - Heidrick & Struggles

Speaking in London on March 29th

● Ken Brotherston - Futurestep
● Andrew Garner - Garner International
● Guy Beresford - The Miles Partnership
● Richard Boggis-Rolfe - Odgers Ray & Berndtson
● Michael Byrne - The Rose Partnership

Speaking in Frankfurt on April 5th

● Peter Nowack - Boyden International
● Reinhold Thiele - Heidrick & Struggles
● Werner Schwab - Ray & Berndtson 
● Dr. Christoph Rummel - TMP Baumgartner
● Heinz Bischof - TRANSEARCH

Debates sponsored by:

To attend please register at www.search-consult.com or send an e-mail to debates2001@search-consult.com
For more information about the debates, please visit the website.

search-consult.com



ACCORDING TO THIRD
quarter (Q3) 2000 statis-
tics on searches
reported by member
firms of the Association
of Executive Search
Consultants (AESC), total
figures for executive
search worldwide has

increased overall, with
total reported searches
up 41.5% since Q3 1999.

In the US, the number
of searches to fill CEO
and President-level
positions has risen
93.3% and searches for
COOs and EVPs rose to

95.7% over the same
quarter. The AESC also
reports that the rise in
the number of high-
level executive searches
in the US corresponds
with an increase in the
aggregate number of
searches reported for

positions with a salary
over $1 million. Million-
dollar appointments
were up 78.1% over Q3
1999, and rose 21.3%
from Q2 to Q3 2000. The
total number of reported
searches in the US was

up 21.6% in Q3 2000
from Q1 2000.

In Europe as a whole, 
retained executive
searches are up 52.4% 
over the past four
quarters, and 7.7% from
CONTINUED>
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SPENCER STUART,
executive search firm,
has launched Spencer
Stuart Talent Network
(SSTN), which is
targeted at mid-and-
senior-level executives.
SSTN expands Spencer
Stuart's career manage-
ment and recruitment
efforts into the $100,00
to $250,000 annual
salary range.

In addition to recruit-
ment services, the new
wholly owned business
has an Internet compo-
nent to attract emerging

executive talent and
provides a number of
career building and
leadership development
resources. Based on a
profile developed during
an eight-minute regis-
tration process,
individual members see
information and oppor-
tunities that are relevant
to them. SSTN's job
opportunities span
industries and profes-
sions such as finance,
general management,
life sciences, sales &
marketing and

technology. Like
Spencer Stuart, SSTN
will provide clients with
full service searches,
from developing job
descriptions to candi-
date assessment, to
ensure that companies
interview only the best
candidates.

Steve Zales, President
and CEO of SSTN
comments: "Spencer
Stuart Talent Network
represents the latest
evolution of the
recruiting industry. Our
combination of a rich

online environment,
sophisticated database
marketing techniques
and personal assess-
ment and account
management practices
create a new breed of
human capital solution
for companies, and
personalized career
management services
for emerging executive
talent. Since Spencer
Stuart is the sole owner
of SSTN, clients and
candidates benefit from
the close relationship
with the world's premier

executive search firm."
Spencer Stuart is the

first major executive
recruitment firm to
launch an online
business carrying its
own brand name, but
the new product enters
a market already
covered by Korn/Ferry
through FutureStep and
Heidrick and Struggles
via LeadersOnline.

HEIDRICK & 
Struggles International,
Inc. has acquired
AMROP Finland, one of
the largest executive
search firms in Finland
with headquarters in
Helsinki. The financial
details of the deal have
remained undisclosed.

Piers Marmion, Chief
Operating Officer and
President of the
International segment of
Heidrick & Struggles
Executive Search
commented: "The acqui-
sition of AMROP Finland

is a good move for us
both in terms of
business development
and cultural fit and we
are pleased to welcome
them to the Heidrick &
Struggles family. Uniting
our organizations clearly
establishes ourselves as
the number one search
firm in Finland and
strengthens our opera-
tions in some important
emerging markets."

Juha-Pekka Ahtikari,
from AMROP Finland
who will be the Office
Managing Partner of the

Helsinki office said, "For
more than a decade, we
have had tremendous
respect for Heidrick &
Struggles as a
competitor. It is clear
that we share a commit-
ment to high quality
executive search work
for our clients. This is a
good match that will
strengthen both organi-
zations."

VOTED TOP
headhunter of the 20th
Century, Gerry Roche,
Chairman of Heidricks &
Struggles International
has yet to slowdown as
we enter the 'real new
millennium.' When Jack
Welch, Chairman of
General Electric
announced that his
successor would be
Jeffrey Immelt, US
search firms were eager
to take on the losing
candidates, James
McNearney and Robert
Nardelli for their clients.

However, Mr. Roche
came out on top, placing
Mr. McNearney at
Minnesota Mining &
Manufacturing (3M) and
Mr. Nardelli at Home
Depot, within a week of
the GE succession
announcement.

Spencer Stuart Launches Mid-
Level Executive Recruiting and
Career Management Business

Heidrick & Struggles International
Acquires AMROP Finland

Strategic Placements
for Gerry Roche

KORN/ FERRY
International has formed
a search committee to
begin succession
planning for a new CEO
to succeed Windle B.
Priem, Korn/Ferry's
current President and
CEO since December
1998. The committee
will include Richard
Ferry, Chairman, and all

six of the board's outside
directors. After Mr.
Priem's successor is
named, he will serve as
Chairman for a year to
provide guidance and
support to his replace-
ment.

Korn/Ferry International
Appoints Committee to
Find CEO Successor

Whitehead Mann Group to raise 
£4 million for Expansion

Record Turnover Reported
for Top Executive Positions
in US and Europe

ODGERS RAY &
Berndtson have
confirmed that they are
in talks to purchase the
Berwick Group, a
specialist London-city
boutique made up of 15
consultants. Talks are
likely to be completed in
February. The combined

teams of over 25
consultants will be
based in a new London
office. This new team
represents a major
recruitment force and is
intended both to
complement the signifi-
cant Ray & Berndtson
Financial Services

network in Germany
and the USA and is
intended to raise the
profile and impact of
Odgers Ray & Berndtson
in global financial
markets.

WHITEHEAD MANN
Group is raising £4
million in proposed
plans to expand the
business internationally.
The expansion will
focus on developing a
greater presence in the
US and the firm is also
rumored to be in discus-
sions regarding a small
acquisition in the UK.

It is raising the funds

through a placing of
990,000 new ordinary
shares, priced at 401p
(the placing) each.
Dealings commenced in
January 2001.

The new shares being
issued represent
approximately 4.6 per
cent of Whitehead
Mann's current issued
share capital. The
placing represents the

first occasion on which
the company has raised
cash by the issue of new
equity capital. The
group purchased GKR,
and Pendleton James in
2000.

Odgers Ray & Berndtson in Talks
to Purchase the Berwick Group

Investor AB Starts
New Consulting
Company

INVESTOR AB, BASED
in Stockholm, has estab-
lished a new wholly
owned subsidiary called
Novare Human Capital
AB that will focus on
providing professional
services and counseling
in the human resources
area.

Novare is initially
offering its services to
portfolio companies
within Investor Growth
Capital and b-business
partners. The company's

staff possesses both
general and specialist
competence, allowing
Novare to provide
consulting services
covering the entire
spectrum of human
resources services.
Executive search and
recruitment will be a
priority area.



SHARES OF
Korn/Ferry International
sank 21% on Friday
January 21, 2001 after
UBS Warburg analyst
Kelly Flynn revealed her
opinion that previous
earnings estimates for
Korn/Ferry were "too
aggressive" and failed to
reflect the economic
slowdown. The analyst
now predicts that
Korn/Ferry will earn 15
cents a share on
revenue of
$166.9million, down
from her previous 27
cents estimate on $175.1

million. On the same
day, Heidrick and
Struggles International
fell 9% after Flynn
downgraded stock from
"Strong Buy" to "Buy."

Korn/Ferry declined to
comment on the
downgrade, but some
analysts felt that the
stock plunge had gone
to far - Korn/Ferry work
at a senior level and as
such tend to be less
effected by any
economic slowdown.

Four analysts
surveyed by First
C a l l / T h o m p s o n

Financial expect
Korn/Ferry to earn 26
cents a share in the
third quarter. A
K o r n / F e r r y
spokesperson says the
company expects to
release fiscal third-
quarter earnings before
March 15, 2001. See the
leader column for
further comment.

Korn/Ferry Shares
Downgraded by UBS
Warburg Analyst
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Record Turnover
Reported for Top
Executive Positions 
in US and Europe

search-consult.com and
Dillistone Systems Sponsor
Executive Search Events

FROM PAGE 5>
Q2 to Q3 2000. The
number of searches to
fill President and COO-
level positions in Europe
has risen 144.4% in Q3
2000 from Q3 1999.
Searches for CIOs had
the sharpest rise of
260% at the end of
2000.

Firms operating in the
UK reported a 65.3%
and 7.8% rise (year-to-
year, and quarter-to
quarter, respectively)
opposed to Germany's
38.8% and 10.3% and
Frances's steady growth
rates of 7.2% and 8.3%.

Meanwhile, the UK
Recruitment Confidence
Index (from the Daily
Telegraph, Cranfield
School of Management
and TMP Worldwide)
also gave bullish results;
50% of respondents
expected to see an
increase in new jobs
whilst, 81% of respon-
dents admitted that

recruiting at manage-
ment / professional level
was particularly diffi-
cult.

Stuart Blake, Head of
UK Search and Selection
at TMP Worldwide, says:
"Companies are still
concerned by skill
shortages and the latest
findings show that this
is now becoming a real
issue for manufacturing.
We are finding that
organizations are
expressing concerns
about their inability to
recruit the right people
at the right time
especially at executive
level. Recruitment diffi-
culties include senior
level appointments
where we've seen confi-
dence increase with the
number of opportunities
in management rise
significantly."

SEARCH-CONSULT.COM
and parent company
Dillistone Systems Ltd.
are official sponsors of the
Association of Executive
Search Consultants
Conferences taking place

in Florida and Amsterdam
and will also be
sponsoring the German
BDU conference in Bonn.
If you are attending any
of these events, please
visit us at our stand.

THE ECONOMY MAY
be slowing down but
Heidrick & Struggles
International Inc. sees
an increase in demand
for its services as
companies set out to
replace its executives
and board members
under the strain of a
weakening economy.
The company revealed
to Wall Street analysts
that it was comfortable
with fourth-quarter
earnings estimates of 37
cents a share. For the

third quarter ended
September 30, 2000,
Heidrick & Struggles
beat analysts' expecta-
tions by 2 cents with
earnings per share of 51
cents, excluding items.
The firm also revealed
that it expects 2001
earnings of at least $2 a
share. It had sales of
$435.8 million in 1999
and is on track to bring
in more than $580
million in 2000.

In an interview with
Dow Jones Newswires,

Heidrick & Struggles
Chief Executive, Patrick
Pittard said the key
factor for the company's
success is the scarcity of
top-level executives and
that this shortage
creates "great futures"
especially for industries
or organizations "that
control the scarcity."

Heidrick & Struggles Expect
Profits in Economic Slowdown

I NTE RVE NT ION I ST
investors behind the UK
Active fund, Julian
Treger and Brian
Myerson, are to become
joint non-executive
chairmen at BNB
Resources. The appoint-
ment of the duo forms
part of a boardroom
shake-up that will also
see Tory MP John
Redwood become a

non-executive director.
Rory MacLeod, a former
director and shareholder
of Select Appointments,
a large recruitment
agency, will become a
non-executive director,
while the four current
n o n - e x e c u t i v e s ,
including John
Heywood, will stand
down. Alan Schofield,
finance director, will

step down and be
replaced by Paul Turner,
currently in a similar
post at Betterware.

BNB revealed last
year that it was unlikely
to achieve profit targets
due to tough conditions
in the technology sector,
and it is understood that
the restructuring is a
direct result of this.
Profit before the costs

incurred in developing
MyOyster, its internet-
based business, were
£1.9m. The UK Active
Value funds advised by
Mr. Treger and Mr.
Myerson hold a 28.25
per cent stake in BNB,
which owns the Norman
Broadbent executive
recruitment firm. Mr.
Treger and Mr. Myerson
plan to conduct a full

strategic review. Mr.
Tedger said that he
thought BNB was a very
undervalued business
and was not performing
to expectations. He
added that the new
board members would
make it work harder.

BNB Resources Shake Up

CHRISTIAN & 
Timbers based in
Cleveland, Ohio, has
reported average
revenue growth of 42
percent for each of the
past three years. In its
calendar year 2000, the
firm has had a 55
percent increase in
revenues, which were
£60.7 million. This has
been attributed to a 38
percent increase in
search assignments,
which rose 63 percent
and 46 percent, respec-
tively. In the US, the firm
has expanded into
Southern California to
better service venture-
backed, early-stage
technology companies.
In the Silicon Valley
region, search activity
increased 70 percent,
while searches in the

financial sector of New
York and Silicon Alley
grew by 49 percent. To
manage this growth,
Christian & Timbers
expanded its infrastruc-
ture in 2000 and total
staff numbers grew by
49 percent with an
addition of 92 new
employees. The firm
also expanded its
services abroad,
opening new offices in
London and Geneva,
under the management
of Brad Dewey. 

search-consult will
carry an exclusive inter-
view with Jeff Christian,
CEO, Christian and
Timbers in issue three.

Christian & Timbers
Reports 55 Percent
US Revenue Gain

TMP Worldwide Executive
Resourcing Acquires ADEPT Inc.

Hogarth Davies Lloyd To Open Office in Tokyo

TMP WORLDWIDE
Inc. has acquired ADEPT
Inc., a recognized
innovator of human
capital management in
the Northeast region of
the US, specializing in
information technology,
e-business and
engineering disciplines.

"Our acquisition of
ADEPT adds to our
forces one of the largest
and well-known IT
staffing firms in the
Northeast corridor
market," said Andrew
Banks, Global CEO of

TMP e-Resourcing.
"ADEPT is popular
among the decision-
makers in the banking,
investment, insurance,
telecommunications and
pharmaceuticals indus-
tries as a reliable
provider of talent to
support their global
operations and critical
projects. With their
client base…and
Internet based model,
we can further enhance
our temporary
contracting service
capabilities in informa-

tion technology,
telecommunications and
network engineering."

Tomasz Schellenberg,
CEO and President of
ADEPT Inc., added,
"ADEPT is prepared to
immediately integrate
our systems, services
and methodologies with
TMP, to deliver the most
comprehensive e-
resourcing services
available."

HOGARTH DAVIES
Lloyd Executive Search,
headquartered in
London, is opening its
first overseas office in
Tokyo in April 2001.
Former senior invest-
ment banker, Masaaki
Fujimoto, will head the

new office and by the
end of the first quarter
staff numbers are
expected to be around
six including consult-
ants, researchers and
support staff. The Tokyo
office will offer a full
recruitment service

across the entire finan-
cial services spectrum
along with accounting
and law.
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Making the ConnectionMaking the Connection
w w w . h e y w o o d a s s o c i a t e s . c o m

If you have a successful track record in Executive
Search and are ready to move on to your next challenge, you need the right support to 
help you identify opportunities that will not only make the best use of your talents, but will
bring you the rewards you deserve.

At Heywood Associates, we have unrivalled experience in providing Executive Search to
Executive Search services to help fill the most influential positions in some of the best and
highly-rated consultancies in the world. Through a combination of professionalism, contacts
and bespoke service, Heywood Associates will help you to find and secure the post that will
enable you to achieve your full potential.

Our approach has won us some of the most important executive assignments in the industry,
as the following selection of our current opportunities illustrates:

Principals - Technology, E & Media - London, Paris & Vienna - Salary £300,000 + bonus - OTE
£1,100,000 stg. or local currency equivalent
Great principals, currently engaged in the leadership and direction of successful business
groups in Technology, E &Media disciplines, are sought by a unique and exceptional firm
at the very top of its profession. Will be working solely on FTSE 100 board-related work.

Leader - TMT (Technology, Media, Telecoms) - Paris - Salary 3,000,000 FF - OTE  Strictly upon
application
A firm with an exceptional reputation seeks an individual with the ability to lead its TMT
business within this key European market. A proven leader with a tactical, logical and strategic
view and good linguistic abilities, is the key to success here.

Principal - Debt Capital Markets - London - Salary £250,000 + bonus - OTE £1,500,000
This quality-driven institution that combines the gentility of traditional Executive Search
with twenty-first century ethos, seeks to capitalise on its recent high profile and fiscally
successful engagements within the Financial Services arena.

Consultants - Debt Equity, Capital Markets & FTSE 250 Board - Tokyo - Salary £180,000 - £300,000
+ bonus - OTE £800,000 - £3,500,000 paid in Yen - Schedule D from London
Due to the increasing demand for and the popularity of Western head-hunters in Japan,
one of Asia's finest Executive Search organisations is actively seeking three experienced,
quality-driven consultants.

If you believe that any of the above positions would be right for you or if you would 
simply like to have a confidential discussion about career options, please call: Matthew
St. John Richardson on: 0207 404 4884 or email: msjr@heywoodassociates.com

Heywood Associates Limited 22 Theobalds Road, London WC1X 8PF
Tel: 020 7404 4884 Fax: 020 7404 4885 Email: info@heywoodassociates.com

Pammy Brooks Joins Ray & Berndtson as
Partner in New York
Pammy Brooks has joined Ray & Berndtson as a Partner
in the firm's business and professional services practice.
She will be based in New York and will concentrate on
growing the firm's publishing/ new media practice while
continuing to focus on the e-business sector.
Prior to joining Ray & Berndtson, Ms. Brooks as with
Nordeman & Grimm, a New York retained search firm where
she specialized in both traditional and new media entities.
There she was actively involved with management level
searches with major publishing companies and Internet
start-ups.

David H. Charlson Appointed Senior Managing
Director of Cornerstone International Group
Cornerstone International Group, the human capital
consortium, have appointed David H. Charlson as Senior
Managing Director of Executive Search who will be based
at their world headquarters in Los Angeles. Mr. Charlson
most recently served as Managing Director for Foster
Partners, an alliance firm of the 'Big 5' CPA and consulting
organization, KPMG-Peat Marwick Mitchell. He is also the
founder of Chestnut Hill International and a former Managing
Director of Korn/Ferry International. Before founding
Chestnut Hill, he was one of the founding partners of
Richard's Consultants, the first US executive search firm to be
acquired by a publicly traded UK conglomerate.

TMP Worldwide Appoints Two Senior Legal
Recruiters as Partners
TMP Worldwide Inc. has appointed Kristin Herbert and
Latham Williams as Partners in the Executive Search
Division. Ms. Herbert joins as a member of the Legal Search
and Professional Services Practice Groups and will be based
in San Francisco. She will focus on the recruitment of senior
level attorneys and executives for client throughout
California and the West Coast and will represent large
national law firms, prominent small firms and traditional and
emerging companies in fulfilling their legal and executive
recruitment needs. Mr. Williams, based in the Chicago office,
joins as a member of the Legal Search Practice Group, Global
Health Care Sector and the Global Insurance Practice Group.
He will focus on recruiting senior executives for corporations
and law firms.
Previously, Ms. Herbert owned Kristin Herbert Associates, a
San Francisco-based legal search-consulting firm, which she
founded in 1993. Before establishing her own firm, Ms.
Herbert was associated with Los Angeles-based legal
recruiting firm for four years as a search consultant in both
its San Francisco and Los Angeles offices.
Prior to joining TMP Worldwide, Mr. Williams was an equity
partner for seven years with the international law firm
Sidley & Austin specializing in health care mergers and
acquisitions and managed care and other arrangements.
Before joining Sidley, he was an associate, and later, equity
partner in Chicago-based law firm of Gardner, Carton &
Douglas.

TMP Worldwide Appoints Two Senior Legal
Recruiters as Partners
TMP Worldwide Inc. has appointed Kristin Herbert and
Latham Williams as Partners in the Executive Search
Division. Ms. Herbert joins as a member of the Legal Search
and Professional Services Practice Groups and will be based
in San Francisco. She will focus on the recruitment of senior
level attorneys and executives for client throughout
California and the West Coast and will represent large
national law firms, prominent small firms and traditional and
emerging companies in fulfilling their legal and executive
recruitment needs. Mr. Williams, based in the Chicago office,
joins as a member of the Legal Search Practice Group, Global
Health Care Sector and the Global Insurance Practice Group.
He will focus on recruiting senior executives for corporations
and law firms.
Previously, Ms. Herbert owned Kristin Herbert Associates, a
San Francisco-based legal search-consulting firm, which she
founded in 1993. Before establishing her own firm, Ms.
Herbert was associated with Los Angeles-based legal
recruiting firm for four years as a search consultant in both
its San Francisco and Los Angeles offices.
Prior to joining TMP Worldwide, Mr. Williams was an equity
partner for seven years with the international law firm
Sidley & Austin specializing in health care mergers and
acquisitions and managed care and other arrangements.
Before joining Sidley, he was an associate, and later, equity
partner in Chicago-based law firm of Gardner, Carton &
Douglas.

Timothy R. Wujcik Joins Ray & Berndtson as
Partner in Chicago
Timothy R. Wujcik has joined Ray & Berndtson, Inc., the
international executive search and management-
consulting firm as a Partner in the firm's business &
professional services practice. He is also leading the firm's
e-Business team. He is based in Chicago.
Prior to joining Ray & Berndtson, Mr. Wujcik was senior vice
president of divine interVentures, Inc., an Internet operating
company actively engaged in B-to-B commerce through a
network of partner companies. Prior to his tenure with divine
interVentures, Inc., he was vice president and managing
director of professional services for A.T. Kearney in Chicago.
Mr. Wujcik began his career as a management consultant
with William M. Mercer.

New Head of Structured Finance and Asset
Securitization Practice at OPSIS
OPSIS Executive Search, a London-based investment
banking search firm has named Mike Thomas as head of
its structured finance and asset securitization practice.
Mr. Thomas was a former Hong Kong origination chief at
Nomura International PLC.

Icon Appoints David Simpson to Manage New
Executive Search & Selection Business
Icon, an international IT careers and contacts company
based in Victoria, Australia, have appointed David
Simpson as a Manager for their new Icon Executive
Search & Selection business. Mr. Simpson will be respon-
sible for the development and growth of Icon Executive
followed by a national expansion program. Currently based
in Melbourne, Mr. Simpson's career spans seven years with
Drake International and more recently at Hallis.

Russell Reynolds Associates' Strategic Hires in
Dallas
Steve Watson and Mike McCurdy, formerly Senior Partner
and Partner, respectively, of Heidrick & Struggles have
joined the Dallas office of Russell Reynolds Associates.
Mr. Watson joins the firm as Managing Director and Mr.
McCurdy as an Executive Director.
Mr. Watson entered the executive recruiting business in 1995
with Ray & Berndtson as a member of their Technology
Practice, and was later named to its Board of Directors. Two
years ago, Mr. Watson moved to Heidrick & Struggles where
he has specialized in serving technology clients with a
concentration in telecommunications.
Previously, Mr. McCurdy spent a year with Heidrick &
Struggles. Before beginning his search career, he was the
Chief Operating Officer of Routech Inc., a developer of design
software for printed circuit boards and integrated circuits. He
has also served as President and Chief Operating Officer of
Compuroute Inc. and General Manager of North Texas Circuit
Board Company.

Bennett Associates Hire Simon Chiu from Tao
Consultants
Bennett Associates, the largest independent search firm
in Hong Kong, have recruited Simon Chiu from Tao
Consultants. Mr. Chiu has been in the executive search
business since 1995, when he was the Managing Director of
the Hong Kong office of T.A.O. International. His search
experience covers a diverse range of industries such as
FMCG; Information Technology; Power & Energy;
Petrochemicals; Pharmaceuticals and Financial Services.
Previously, Mr. Chiu worked with Asian Business Groups
such as Essar, C.P. Pokphand and Inchcape Pacific. He has
experience in joint venture negotiations, industrial mergers
and acquisitions as well as manufacturing management
experience in China.
Bennett Associates has also recruited Evelyn Foo as an
Associate. Evelyn joins the firm from Korn/Ferry
International.

Directorship Search Group announces appoint-
ments
Directorship Search Group, the firm created by the
merger of Russell S. Reynolds JR Directorship Inc. and
Michael Kelly Associates in March 1999 has promoted
Richard D. Savior to Managing Director.
Mr. Savior conducts searches for CEOs, CIOs/CTOs and e-
business executives for clients ranging from global compa-
nies to venture-backed start-ups. He will continue to head
the firm's Global Technology Practice out of its New York City

office.
"Rick Savior has made a tremendous contribution to our
firm," said Mr. Reynolds, Directorship Search Group
Chairman. "We congratulate Rick on his new appointment.
His outstanding work is critical to the continuing rapid
growth of Directorship."
The firm has also announced that Bruno H. de Cintre is a
new VP in the Paris office. Mr. de Cintre joins the firm from
his role of Director, Corporate Communications and Public
Affairs for Bombardier Transportation. Meanwhile, J. Michael
Cook, retired Chairman and CEO of Deloitte & Touche LLP has
accepted an invitation to join the Advisory Board of the firm.
"Mike Cook brings extraordinary credentials to our Advisory
Board which helps guide the development of our firm and
lends expertise to its work in executive search and corporate
governance," said Mr. Reynolds. The Directorship Advisory
Board includes directors and current and former CEOs and
COOs of Estée Lauder Companies, Ford, IBM, Northwestern
Steel & Wire, Texaco, Universal Health Services and The
Washington Post Company.

Odgers Ray & Berndtson Announce New Hires
Odgers Ray & Berndtson has hired a number of new
consultants in order to maintain growth in key sector
teams. Joining the Financial Services Practice are David
Barone, formerly of Marshall Warburton, specializing in
Equities and Debt Markets, Jonathan Astbury from Astbury
Marsden (where he was a founder member) specialising in
Asset Management and mid-to-back office, and Ingrid
Gottschalk from Boyden specialising in investment banking
with an emphasis on the Swiss and German markets.
Also joining Odgers & Berndtson in the Technology Team are
Justin Gilbert from PSD and Nicola Whiteman, formerly of
Robert Walters. Sue Shipley has joined the Consumer Retail
Industries' Team (CRI) from commerce, having worked
latterly with e-business start-ups and blue chip Plc's such as
Boots and Kingfisher.

Rohde & Partner Name two New Recruits
Rohde and Partner, the group with offices in Germany,
France and Luxemburg has recruited two new partners.
Werner Lexa joins the Munich team while Dr Wolfgang Gohl
will be based in Bad Homburg, on the outskirts of Frankfurt.
The firm now boasts around 20 staff and completes around
150 search and selection assignments per annum.

Sirca Executive Search Appoints Two New
Partners
Sirca Executive Search, the French member of the IMD
network, has announced two new partners: Pascal Bohu
and Philippe Duveau. Mr. Bohu has been in Search for 10
years and also has experience in management assessment
and building executive teams for IT start-ups. Mr. Duveau has
experience in the consumer, services and communication
sectors and works particularly within the Sales and
Marketing Function. Sirca now have seven partners and 25
members of staff.

Dr. Anthony Pfannkuche joins TMP from
Spencer Stuart
Dr. Anthony Pfannkuche has joined TMP as a partner in
its Los Angeles office. Mr. Pfannkuche joins TMP from
Spencer Stuart where he was a senior director.

TMP Recruit Chase as Paris Principle
TMP Worldwide have appointed Jennifer Chase as
Principal of the Paris office. Ms. Chase joins the firm from
Korn/Ferry in New York.

Three New Consultants at Tokyo Executive
Search
Tokyo Executive Search Co, the Japanese member firm of
the ITP network, has named three new consultants who
have joined the firm: Tetsuya Oiwa, Taro Hori and Motoko
Kawakami. They bring the number of consultants at the firm
to nine.

www.search-consult.com
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Dr. Jürgen Mülder, Chairman of
Heidrick & Struggles Executive
Search has had a 33-year career

in executive search. He gained promi-
nence as the head of Germany's most
successful executive search firm which
later became Heidrick & Struggles Mülder
& Partner. He is part of Heidrick &
Struggle's "four-man band," which
includes John Thompson, John Viney and
Gerry Roche, concentrating on President,
CEO, COO and Board of Directors' assign-
ments for the firm worldwide.

Born in 1937 in Celle, Northern
Germany, Dr. Mülder worked
as a miner prior to and
during his studies at the
University of Clausthal in
Northern Germany. On
completion of his Masters in
Mining Engineering, he opted to emigrate
to the United States. "I started out in
Minneapolis as a research assistant in
iron ore processing, then moved to
Berkley, California to work on projects for
the civil application of the nuclear bomb,"
he says.

He later acquired a PhD in Comparitive
Law and joined Euratom, the European
Atomic Energy Commission based in
Brussels. After some time at the
Commission, he then went on to receive
an MBA from Insead at Fontainebleau.

"After Insead, I had the intention of
pursuing a career in the atomic energy
industry. But then I met the people from

Spencer Stuart," he recalls. It was at this
time that Dr. Mülder found his calling in
the field of executive search and he joined
Spencer Stuart's Zurich office on
September 1, 1968 and subsequently
became its Managing Director.

"My professional life has been centered
around executive search…I became and
still am an entrepreneur in the field," he
says candidly. However, in 1970, Dr.
Mülder experienced a minor setback:
"One of our competitors somehow
managed to have my work permit taken
away from me," he recounts.

He was then transferred to Brussels to
launch Spencer Stuart's Benelux opera-
tions. Afterwards he was sent to rescue
the firm's Frankfurt office where he also
served as Managing Director and in turn
oversaw the operations in other German-
speaking countries ironically including
Switzerland. Dr. Mülder summarizes his
career at the firm: "In the ten years that I
spent at Spencer Stuart, I became a
Principal, then Partner and part of the
team who purchased shares from Spencer
Stuart himself."

At the end of 1977, he decided to break
away. Together with four of his
colleagues, he founded Mülder & Partner,

and launched the business on January 1,
1978, eventually setting up six offices
across Germany. The firm rapidly became
the number one executive search firm in
Germany. Mülder & Partner joined the
Amrop network in 1978 and was "instru-
mental in developing it into becoming
number five worldwide." Dr. Mülder was
himself Chairman of Amrop on two
occasions "spearheading its globaliza-
tion."

By 1996, Dr. Mülder was convinced that
Amrop needed to be integrated more
closely to remain competitive. However,

senior colleagues in the Group
were averse to these changes,
as Amrop had originally planned
to merge with Heidrick &
Struggles. "We had very private
discussions with them back in

1996. The idea was to form a holding
company with Heidrick & Struggles and
Amrop, then list on the stock exchange.
Thereafter the holding company would
purchase each individual Amrop office."

"Unfortunately some Amrop colleagues
did not want to follow this entrepre-
neurial and strategic design. We were
hoping to discuss alternatives and also
had conversations with Spencer Stuart
and Korn / Ferry," he adds.

However, persuading a large number of
independent firms to merge with a major
competitor was not easy: "It was already
very difficult to reach a consensus
amongst 13 equal partners in Germany.

Chairman of 

ExecutiveSearch

Heidrick & Struggles

Dr. Jürgen Mülder Profiled By Barbara Kwateng and Jan Iverson-Pearson, search-consult

“My professional life has been centered
around executive search…I became
and still am an entrepreneur in the field”
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We even lost one partner along the way.
Since then, however, some former Amrop
partner firms have joined us, for example,
our former colleagues Johann
Redelinghuys & Partners in South Africa.
We also have letters of intent from our ex-
Finnish and Turkish colleagues," says Dr.
Mülder.

In 1997, Mülder & Partner merged with
Heidrick & Struggles, and Jürgen Mülder

became President of Heidrick & Struggles
International. When Heidrick & Struggles
International, Europe experienced
problems with its American counterpart in
the mid-1980's, the solution was to divide
them into two business units with the US
owning a third of the European opera-
tions. On the departure of Gerard Clery-
Melin, the two units were merged again
and the firm was taken to the stock
exchange. Dr. Mülder was made President
of EMEA region, a role he filled until
August 2000, succeeded by Piers
Marmion.

As Chairman of Heidrick & Struggles
Executive Search, Dr. Mülder takes on an
almost non-executive role and handles
the most senior searches. In relation to
search assignments, he comments: "Here
lies a slight divergence between us in
Europe and our colleagues in the US. We
don't talk about our searches. We feel that
our clients and candidates deserve full
privacy despite the fact that an assign-

ment is finished". However, he does admit
to placing a Frenchman at the helm of
German tobacco giant Reemtsma. He
continues: "The search methodology
however is almost identical [when
comparing US and European Heidrick &
Struggles assignments]. We serve more or
less the same clients on a global basis. If
you want to do this effectively, you have
to be sure that you're offering the same
quality of service worldwide."

From his experience, it is much easier to
recruit talent from overseas, for example,
bringing back German nationals from the
US and Eastern Asia: "Fifty percent of all
searches involve looking for German
speakers overseas; the benefits of an
integrated firm speak for themselves. We
look throughout Europe for candidates for
almost any senior position in Germany. In
exceptional cases we search for candi-
dates in Hong Kong, Tokyo or New York.
Fifteen to twenty percent of our place-
ments will result in someone coming from
outside of Germany."

Throughout his career in executive
search, he notes that one of the prevalent
changes has been the development of
practices, moving away from the 'old
generalist approach'. The fee structure
has also transformed, "we
take one third of the initial
annual salary as well as a
third of the stock which
the new CEO, for example,
receives. We have
successfully built up
equity and hold over 800
warrants."

Today, Dr. Mülder
believes the 'war for
talent' has attributed to a change in
standards. Heidrick & Struggles engage in
'parallel processing': "Today's talent
decides where it wants to go. A search
firm would be foolish not to use parallel
processing. If you play it very openly, it
can be very healthy, speeding up the
search which is ultimately in the client's
interests," he says. "Over the next five to
ten years, things are going to get even
wilder."

In addition to their executive search

practice, Dr. Mülder reveals that Heidrick
& Struggles "will become Human Capital
Consultants helping to refine retention
strategies for CEOs, providing advice and
performing recruitment projects." He
adds, "We currently do ad hoc compensa-
tion reviews, benchmarking studies and
management audits. Approximately five
percent of our total business is non-
search related. This will increase to, say,
20 to 30 percent over the next few years."
He also relays that "we are currently
looking at acquisitions of non-traditional
search companies, for example, consul-
tancies. This is in order to add value to
our current executive search business."

Outside of work, Dr. Mülder is involved
in a number of humanitarian projects. He
finances a school comprising of 200
pupils in Northern Thailand on the
Burmese border and is also involved in an
AIDS center for young people there. He is
also a board member of a business initia-
tive to help the starving in Africa and Asia
(Stiftung Wirtschaft hilft Hungernden), he
founded the Board of Directors for the
young German Philharmonic Orchestra
(Junge Deutsche Philharmonie) and is a
Board Member of the Council of Christian
Entrepreneurs (Wirtschaftsrat der C.D.U.).

He served as Chairman of VDESB
(Association of German Executive Search
Consultants) until 1997. Since 1998, he
has been the Chairman of the European
Advisors to the AESC. "I feel it's a
personal obligation. I believe that if you're
lucky enough to get to this position in life,
you should give something back to the
community.”

“Dr. Mülder reveals that Heidrick &
Struggles “will become Human
Capital Consultants helping to
refine retention strategies for CEOs,
providing advice and performing
recruitment projects.””

Dr. Jürgen Mülder
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What a great year for executive
search! Probably one of the
most buoyant periods for our

business has occurred at a time when
many were predicting the demise of this
"old fashioned" service at the hands of
the Internet.

Like all predictions, this one was made
without the benefit of foresight and
probably without a careful analysis of the
forces at work in the world economy.
Apart from the trite and obvious forces
such as globalization, increased competi-
tiveness and the generic 'War for Talent,'
other, less obvious, factors are having a
profound effect on executive mobility and
the criteria for the selection of talent.

We all recognize that old corporate
loyalty traditions are a thing of the past
and that many executives can expect to
make multiple changes throughout their
careers. Add to the boiling pot: diversity
issues, women in the workforce, the
desire for entrepreneurial opportunity,
the breakdown of barriers between
industries and even professions; and for
some professionals, the disenchantment
of 'corporate life' and early retirement;
and you create a number of catalysts.
These drivers increase mobility, allow
greater integration of potentially
competing cultures and more choice
among employees and employers,
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Riding the Wave
By Peter Felix, President, AESC

resulting in great social and economic
change.

However, these changes are advanta-
geous for the executive search business.
As more choices are available to the
executive search market as a whole,
consulting services will become more
imperative. Comparative experience from
consultants whose strengths are in
analysis and synthesis is invaluable and
makes high-quality executive search one
of the most powerful consulting tools
available to modern management.

We are now in 'a knowledge society'.
'Brainpower' is the key resource for most
businesses. The corporate winners will
be those who select the best 'brainpower'
and apply that talent in the most creative
ways. How to recruit and select such
talent are crucial strategic issues and are
becoming the primary objectives of CEOs.

Retained executive search is not the only
way to recruit, but at senior levels it
makes sense to give this intricate, critical
process your 'best shot'. Any method that
will increase the corporation's odds of
making the right decision for crucial
appointments has to be in everyone's
interest - the consequences are just too
great.

Nevertheless, executive search is not
an exact science and regrettably, many
executive search consultants are less
than professional in their approach to this
stressful but impactful business. It is too
easy to cut corners. It is too easy to dismiss
responsibility and to abdicate ownership
of the recruiting process to the client.

This is why the Association of
Executive Search Consultants (AESC) is
adamant in its mission to help set

standards for retained executive search
and to train and develop professionals in
the business. The AESC has served the
retained executive search profession for
more than 40 years. We are now rapidly
expanding our services worldwide.
Currently, our professional development
programs operate in both the United
States and Europe.

We provide regular forums for search
professionals to meet and learn about the
development of the profession from
clients, industry observers and from each
other. Our professional journal, Executive
Talent, provides in-depth coverage of
leading issues in senior human capital
management. Our latest internet-based
service, BlueSteps, is a free research tool
which offers clients an opportunity to
identify quality search firms while our
candidate profile bank provides senior
executives access to each other and our
member firms.

The AESC's membership criteria are
stringent and these are rigorously
applied. We believe it will not be long
before clients, as they begin to under-
stand our criteria for admission, will
themselves demand that executive search
firms with whom they deal with should
belong to the AESC.

www.search-consult.com
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A re you familiar with the terms,
'MAV', 'e-maHc', 'ICCJ'? These
acronyms and initialisms are

becoming part of the universal language
in the world of executive search. Search
firms are evolving into what some are
describing as 'human capital
consultancies.' As the 'war for talent'
rages on, companies are starting to look
inwards and are seeking independent,
professional, accredited tools to access
their organization's assets: financial,
tangible and now, human. In a fickle
climate of economic fluctuation and
competitive innovation, the most
important asset to differentiate a
company from the rest, is its leadership
capital and understanding how that
leadership capital is linked to the
strategic objectives of the company.
Organizations are increasingly turning to
executive search firms to achieve this.

Yet, consulting or 'management
assessment' is not a new concept among
search firms. Last year Korn/Ferry
International expanded its "Management
Assessment" service, available in Europe
for almost a decade, to North and South
America, and to the Asia / Pacific region.
Whitehead Mann Pendleton James now
offers a "Management Asset Valuation"

service in the US; its parent firm,
Whitehead Mann GKR, has long provided
the service in Europe. Egon Zehnder
International has a "Management
Appraisal Group" and claims to have
pioneered the service while Russell
Reynolds is a newcomer to the foray,
having launched its "Management
Assessment Practice" in October 2000. In
the same month, Heidrick & Struggles
expanded its "Management Appraisal
Service" globally, also known as
"Heidrick & Struggles Strategic
Leadership Review".

In general terms, management
assessment enables senior corporate
leadership to evaluate the individual and
collective performances of their
management teams, particularly, in times
of transition, such as:

■ Change in company strategy
■ Merger or acquisition
■ Privatization
■ Changes in subsidiary and 

headquarter relationships
■ Internal restructuring
■ Succession planning
■ Establishing a new subsidiary or

business unit
■ Starting a new venture going public

we can build on that trust by providing
guidance in the evaluation of the
potential of their management teams."
Gerard Clery-Melin, Chief Executive
Officer at Whitehead Mann GKR,
comments, "What it really means is
serving clients at the highest level…we
don't believe that recruiting is the only
solution they should have."

Windle B. Priem, Korn/Ferry's President
and Chief Executive Officer, explains,
"This service is in direct response to our
clients, who are asking us to help them
fulfil their human capital needs at all
levels within the organization." Peter
Drucker of Krakower Group Inc., a
management consultancy and executive
resource firm based in California put it
simply, "There can be no communication
if it is conceived as going from the 'I' to
the 'thou'. Communication works only
from one member of us to another." 

Another advantage of offering
management-evaluation services is that,
sold at senior levels, it can be a valuable
marketing tool. David Kidd, Global
Practice Head of Management
Assessment at Egon Zehnder, explains, "It
has become a major part of what we do
worldwide. Basically, we started it and
pioneered it. We had to undertake a huge
transformation, a massive marketing and
PR effort. We talked to many people,
some embarked, some didn't…and now it
is recognised as a viable business. Within
the last four years, we have conducted
more than 300 projects and appraised
more than 10,000 people - there aren't
many others who could say that."

The management assessment process
is in constant development, having
begun its journey over a decade ago.
Managers are assessed under a number
of criteria, including their fit with the firm
and how they compare with what is
available in the marketplace. Data is
measured in various ways with some
search firms adopting a 'three
dimensional' perspective. This involves
data being measured against outside
licensed databases and other frameworks
such as psychometric testing and on-site
psychologists.

executive is under a great deal of
pressure to perform in the first few weeks
of tenure."

"We can help the client company
assess the effectiveness of its team in
implementing strategic objectives or the
team's ability to perform in a changing
environment. We can design the program
for the organization's unique goals,
values and strategic objectives. We can
even explore the potential of a 'virtual'
team encompassing executives in
different locations and divisions. Our
client can, therefore, not only assess the
current leadership capital, but can also
explore the impact and dynamics of
different teams that have not yet worked
together."

Founded in 1998, Virtual CEO Inc., in
San Juan Capistrano, California, has
taken this concept one step further. The
privately held company provides web-
based performance management
software. Stephen McDaniel, Virtual
CEO's Executive Vice President, explains
the process, "Management and /or
employees at a company, using a CD-
Rom or by logging onto our website ,
engage in an interactive exercise with
the Virtual CEO application. The data is
then aggregated and detailed graphical
and statistical reports on the company's
performance are produced."

The program enables performance to
be measured over 189 best practice data
points tied to 41 key business disciplines.
Mr. McDaniel adds, "It’s truly an
assessment using reliable, statistical and
analytical models." Virtual CEO claims the
system dramatically reduces the time to
identify needs, develop solutions and
create and implement action plans:
"Executives can assess the performance
of their entire organization in just a few
hours." With action planning sessions
reduced "to as little as one day."

Mr. McDaniel was quick to point out
that, "Virtual CEO can work in any
company within any industry and doesn't
necessarily have to be linked with
strategic planning. The key component is
that any number of people can

"This service is in direct
response to our clients,
who are asking us to help
them fulfil their human
capital needs at all 
levels within the 
organization."

heaven
A marriage made in 

Search & Management Appraisal

Marc Swaels

Stephen McDaniel

Korn/Ferry has long offered an 'ICCJ
Global Profile,' which refers to key
competencies in research. According to
Marc Swaels, Managing Vice President
and Head of Korn/Ferry's Management
Assessment Practice in Europe, "These
are applicable across different cultures
worldwide…it is registered and patented
and is supported by a complete IT system
which is internet activated." The 'I' stands
for all competencies that are related to
initiative and drive. The first letter 'C'
represents organisational competencies
and the latter signifies compatibility,
referring to emotional intelligence with 'J'
for judgement, assessing business
understanding and common sense. 

However, this is only one piece of the
pie. He continues, "With our management
assessment offering, the chief executive
of a newly structured organization can
assess the strengths of the global
leadership team in a matter of days. The
demand for rapid transformation,
competitive advantage and short-term
shareholder value means that a chief

continued>

But why are companies turning to
search firms to provide this service?
Trevor Foster Black, a Partner at TMP
Worldwide's London office, once
explained that: "Consultancy's popularity
is due to clients’ awareness that search
consultants have valuable insights. We
can provide a clear view of the
competitive landscape." Thomas J. Friel,
President of Heidrick & Struggles
Ventures, says, "These executives trust
our counsel on their career decisions and

By Jan Iverson-Pearson, search-consult
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participate," as the service is accessible
24 hours a day and from any location
providing there is a computer with
Internet access. 

"One of our largest client's major
endeavour is in search and they use the
program in the consultancy aspect of
their business. Virtual CEO is already in
use in Sweden, France and Canada and
we also have a client in the UK."

Ron Malone, a Consultant at Primaxx, a
consulting firm based in Texas, comments
on the concept behind Virtual CEO,
"….with respect to Top Tier and the Big
Five firms, clients are growing tired of the
endless assessments on a journey to
nowhere. When you think that a niche
practice can now bring the same quality
diagnostic to a client over the course of a
couple of weeks with just two
hours of the executive's time -
that's powerful."

At TMP Worldwide, Mr.
Black, helped devise, 'e-
maHc': European mapping
and acquisition of Human
Capital. He says, "No one else
is doing this at the moment," and details
of the scheme remain confidential. At
Cifuentes & Partners, a member of the
Accord Group, based in Madrid and
Barcelona, they have designed two
methodologies to coincide with its
management assessments.

Fernando Chávarri, a Partner based in
the Madrid office and a Professor at the
Polytechnical University of Madrid,
explains: "Our management assessment
is different as it is based on our own
model and our own factors and processes
that we have developed; the model is a
synthesis of many models that we've
constructed ourselves. The process is
more comprehensive and complete. It's
not just interviews and questionnaires.
We look at the results of case studies and
use formal presentations and group
dynamics. We also have two different
models: one is used to evaluate the
directive capacities of senior teams…and
the other is used for assessing the
potential of junior executives for future
leadership."

The global launch of Heidrick &
Struggles Strategic Leadership Review
follows the success of the business in
Europe, where a Heidrick & Struggles
team developed and refined the
methodology and the process of
management appraisal. A hallmark of the
service is "the structured interview"
which is conducted by a Heidrick &
Struggles management appraisal
specialist working in tandem with a
search consultant who has direct
experience with the client's industry and
geographic region.

"The interview is part of one process.
In the teams, search consultants have
expertise in the functions involved within
industry on a senior level. It's basically a
benchmark approach; a lot of data is

created and is compared against the
marketplace and the experience of the
consultants, linked to a competency
model," says Dr. Thomas Kell, Head of
Management Assessment in Europe at
Heidrick & Struggles based in Munich.

He continues: "A lot of research and
statistics are behind the competency
model and with each project you're
always adding new data. But findings are
not only about people. It's also about
general impressions, structure of specific
teams…and other areas that are of
interest to the CEO."

Dr. Kell also explained that the
management appraisal specialists are
search consultants who have had "on the
job" training as well as further in-house
training and specialise in interviewing
techniques. They are certified by Heidrick
& Struggles once their training is
successfully completed. "Executive search
consultants are unique as they can offer
their in-depth knowledge of the whole
spectrum of a marketplace. The
specialists are analytical in their mindsets

compared to trained psychologists who
may not have the opportunity to create a
benchmark view."

Commenting on the global launch of
the service, Dr. Kell added, "Many of the
databases you can buy are focused on
regional data and are cultural specific.
Our strength is that we are integrating
the cultures in a global way. If it's a global
project, for example, we bring in a team
of partners from the States and Europe
and other regions, so it's 'inter-cultural' in
the view of the observers, so this
approach is very valuable in that
respect." 

The assessment is presented in a
number of different report styles. He
stressed that this is done "very quickly"
once the information has been analysed.

In reference to applying
assessments on-line, he
believed that it's "not really
about the Internet, it's about
reporting and explaining the
findings." This takes place as a
result of a series of meetings.
Other aspects of the

Management Appraisal service are
coaching and career advice.

It appears that management
assessment is growing in importance. In
the opinion of some search firms,
globalisation, privatisation and talent
scarcity seem to be the reasons for the
latest 'boom' in the rise and expansion of
management assessment services. As
consultancies grow and become
increasingly independent, search firms
may ultimately become what Mr. Clery-
Melin describes as "a human capital
consultancy where search is only a
component." Only time will tell.

“A lot of research and statistics are
behind the competency model and with
each project, you're always adding new
data.”

www.search-consult.com

E-mail your comments to:

Email: jan@search-consult.com
jason@search-consult.com
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Churchill Management Centre, The Guildhall, 
Lichfield Road, Sutton Coldfield, West Midlands, B74 2NJ. 

Tel:0121 321 1001. Fax:0121 321 2271. Email:recruit@churchillss.demon.co.uk

CHURCHILL
Search & Selection

SEARCH MANAGER - £High Basic
Director Designate, Equity Options

100% Bonus + Car + Private Medical + Gym/Leisure/Golf Membership/Premier Box at Aston Villa

You will be responsible for working as either a Senior Consultant or Manager now looking to make the next step in your
career.  As a Manager you will be totally responsible for building and directing a team of Consultants. You will have an excel-

lent track record of achievement within recruitment consultancy, ideally from one of the above markets.  You will possess
excellent sales, negotiation skills and also be a strong team player.

If you are an experienced Recruitment Consultant and would like to take the next step up,  we will train you in all aspects of
Search & Selection /Headhunting Techniques and Man-Management.

Experienced Managers/Consultants only may telephone on either 01562 752828, 01543 450752 or  0121 352 1347 
weekdays between 7.00 pm – 9.30 pm.  Weekends – anytime before 7.00 pm.             Ref:  SM/D

RECRUITMENT/SEARCH CONSULTANTS - £30-50k basic
IT/TELECOMS/FMCG

Excellent Bonus + Car  Allowance + Private Medical + Gym/Leisure/Golf Membership

Premier Box at Aston Villa

You will have an excellent track record of achievement.  This success will have been gained through delivery of
recruitment services in any of the aforementioned sectors.  Prospects: Management within 1/2 years. 

(Training in Search & Selection provided for outstanding Recruitment Consultants). 
Apply 0121 321 1001 (8.30am - 5.30pm)                  Ref: RSC/D

Churchill Search & Selection is a young and fiercely competitive recruitment company, underpinned with integrity and
confidence.  We know that to demand the best of the best, we must offer people two crucial attractions. 
1. The ability to make a huge, direct impact on the business from day one. 2. The rewards they deserve.

As an established Executive Search Consultancy with an unprecedented demand for our services, our client base includes
FMCG companies such as Kelloggs, McVities, Bass PLC, Nestle, KPMG and leading edge IT Companies such as Cap

Gemini.  To support further expansion and our continued success we are looking for self-motivated individuals within IT,
Telecoms,. FMCG and Supply Chain.

We
demand
the best from the best
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Behind the
The Story

Merger
The Amrop Hever Group

Profile

A
nt

ho
ny

 S
ax

to
n 

Anthony Saxton began his career in marketing, working in the

toiletries and consumer durables industries. He then moved into

advertising and was involved in the turn-around of three agencies.

He was responsible for the London office of John Stork and

Partners and helped build up the business to become the fourth

largest search firm in the UK.

He founded Saxton Bampfylde

in 1986 with Stephen

Bampfylde. His clients include

Kingfisher, Guinness, Asda and

PepsiCo and placements

include Marjorie Scardino at

Pearson PLC. Mr. Saxton is

Co-Chairman of The Hever

Amrop Group, and European

Chair of the Association of

Executive Search Consultants.

He plans to retire in the

summer.

T he year 2000 will be remembered
for the number of acquisitions 
within the executive search

industry. TMP, Heidrick and Struggles and
Korn/Ferry International, all made signif-
icant purchases which made the front
pages of the financial and business press.
While the media was caught up in
merger-mayhem, a number of changes
were taking place within the search
networks.

International search is made up of both
the integrated firm and the 'networks';
independent firms which operate under a
single banner with greater or lesser
degrees of integration. Perhaps the most
significant change within the search
networks was the alliance between
Amrop International and the Hever
Group. Anthony Saxton, Co-Chair of The
Amrop Hever Group talks about the
circumstances behind the merger and the
outlook for the newly enlarged group.

The merger of the two groups took
place over a period of six months, from
February to June 2000. To understand the
underlying reasons behind the alliance, it

By Jason Starr and Jan Iverson-Pearson, search-consult
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is essential to take a brief look at the
history of the two networks.

In 1987, Saxton Bampfylde a UK-based
search firm and Delta Management
Consultants, a consultancy in Germany,
founded the Hever Group. The introduc-
tion of the two companies came about
through extraordinary circumstance. In
an interview with an English candidate,
a consultant from Delta mentioned that
they were seeking a partner-company in
the UK. In the week
prior, the candidate
had been inter-
viewed by what was
then a still embryonic
Saxton Bampfylde
and on hearing this
news, he recom-
mended that the two
firms get together.

The partnership
became a network
and continued to
grow. It was always
on the lookout for
firms with similar
values, so much so
that, by the time of
the merger, the Hever
Group boasted
twelve member firms
p r e d o m i n a t e l y
located in the more
developed search
countries.

At this stage, Amrop made its first
approach to Hever. However, this was
rebutted due to blocking issues in a
number of countries where the two firms
were competitive: Delta and Mülder in
Germany, Saxton Bampfylde and
Whitehead Mann in the UK and so on.
Nevertheless, the integrated firms began
to embark on IPOs and these blocks
suddenly began to disappear. Amrop
Australia joined Korn/Ferry; TMC Amrop in
Milan and Lamalie in the US were taken
over by TMP; Mülder in Germany were
consumed by Heidrick & Struggles and
Whitehead Mann also went the IPO route.

There was a sound logic behind the
merger. Whilst the majority of Hever's

main offices were located in major search
cities, Amrop had extra offices in more
diverse parts of the world. In the wake of
the IPOs, countries left without Amrop
representation were primarily in areas
where Hever already had a strong
presence. It was against this backdrop
that the Hever Group, having rejected
earlier advances, decided to begin talks.

Anthony Saxton explains: "There were
three reasons why we were attracted.

Firstly, shared values; shared values
about ethics, shared values about the
client coming first, crucially, shared
values about the importance of good
research and above all, the belief that
having a group of independent yet inter-
dependent entrepreneurial firms, in our
view, gives the client a better deal."

"Secondly, our members in industrial
countries such as Germany and the U.S.A.
were increasingly being asked to help in
the so-called 'developing' countries. For

example, our German member, Delta, is
huge in automotives, so is Compass
Group, our members in Detroit; both these
firms’ clients wanted help in, for
instance, Brazil, Thailand and South Korea.
If you are client driven, you have to
respond to that."

"The third reason is that the world is
changing very fast and the whole
concept of developed and undeveloped
economies is disappearing. Who would

have thought that India
would be so successful? It
is becoming a world
headquarters for software
development. Technology,
hygiene and air-condi-
tioning are making the
world much more of a
level playing field and I
think it is very unwise for
any professional services
firm to limit itself to just
the so-called 'developed'
countries."

As negotiations
between Hever and
Amrop continued through
the spring, Mr. Saxton
personally visited 20
different countries over
the course of four months.
He recounts the mood at
that time: "We discovered
that we had a lot in

common…we shared an awful lot of
fundamental values..." This was particu-
larly true in the case of Seeliger y Conde,
the biggest search firm in Spain. Both
Anthony Saxton and Stephen Bampfylde
have strong religious beliefs and found
that Louis Conde, who is now Co-Chair of
the combined business, was an equally
committed Christian.

Whilst the IPO rage removed a number
of blockage issues, there were still
conflicts of interest in some countries.
Spain, for instance had Seeliger y Conde
under the Amrop team on the one hand
and Referral Partners, long standing
members of Hever, on the other.
Fortunately, in this case, the two firms

"We discovered that 
we had a lot in common…
we shared an awful lot of 

fundamental values…"  
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were happy to work alongside each
other. "The two firms are friends; mates
and they are happy to live in happy
symbiosis," declares Mr. Saxton.

Sadly, in other areas, it was felt that
this would not be possible. Hever
members were lost in both the
Netherlands and Hong Kong, although a
good relationship still exists. "They are
both smashing firms," says Mr. Saxton.

"Everywhere else, people have been
able to work something out. When you
think we are talking of 50-odd countries,
it’s quite remarkable," he adds.

As spring drew to a close, five repre-
sentatives were nominated from each
group to attend meetings in Barcelona
and Petersham. Tremendous progress
was made and an accord was reached. In
June, a UK meeting representing all
members of both parties effectively
ratified the union unanimously.

Today, the integration of the two
businesses continues. A new, integrated
website is being developed under the
direction of Sam Wan in Amrop's Hong
Kong office and the new group logo is
being finalized by a design team in
Denmark. In November 2000, a manage-
ment meeting in Berlin saw a number of
tentative agreements reached on succes-
sion, in light of Mr. Saxton's planned
retirement in the summer.

With the integration now complete,
how would the new group operate? Mr.
Saxton reveals some of their working
practices.

A claim often made by integrated firms
is that it is impossible for 'loosely
networked groups' to offer the same level
of service as a 'wholly owned firm' on
any international assignments. Mr.
Saxton disputes this forcefully. He shares
a complaint made by a client, who, after
using the services of a high-profile global
search firm, reports: "Typically, 70
percent of the candidates are from the

same country as the consultant running
the assignment". He compares this with a
recent assignment at Saxton Bampfylde
for a major investment bank where,
working in conjunction with overseas
partners, the shortlist of candidates
included nationals from Germany,
Australia, China, UK, USA, Ireland 
and Japan.

He believes that the independence
within Amrop Hever on international
searches offers a flexibility that the
'wholly owned' firms cannot match.
There are no fixed rules for 'fee-splits'
between offices and it is not uncommon
for research to be done by one office for
another for no fee at all. Mr. Saxton also
claims that integrated firms, often with
profit centers and quarterly earnings
targets, cannot offer these types 
of 'favors'.

"Every international assignment is a
handcrafted piece of work and the
emphasis on global searches vary and the
countries covered vary in their complexity
and importance and cost. Very often, we
will split the work between the compa-
nies involved or just do favors … it's very
difficult to do that if you have to account
every penny to a New York headquar-

ters," explains Mr. Saxton.
Mr. Saxton speaks passionately about

how employees, consultants and
researchers in his firm and The Amrop
Hever Group are rewarded for quality of
performance rather than selling. "It is
very easy to sell an executive search
service. It is far harder to do the work.
Therefore, we think it is silly to reward
people more for the easiest part of 

what we do."
To emphasize this point further, he

quotes the Chairman of Goldman Sachs;
"Long-term greed!" His interpretation:
helping a partner today may cost today,
but will reap dividends in the long term.
"Altruism pays like nothing else I know!"
Mr. Saxton exclaims.

The rewards, he adds, have not all
been financial. "One of the things that
has been rewarding for us is that we
have a whole series of new mates! I
know that's not the purpose but while we
are doing so much cross-border business
with each other, we are also getting very
well rewarded in what the Americans call
'psychic wages'!"

Today, The Hever Amrop Group is truly
international with a strong position in
numerous markets. Within a space of six
months, two separate groups of
independent businesses have been
successfully merged into one brand.
Whilst the finer details of the move are
still being determined, the benefits are
already apparent. On the day of this
interview, Saxton had just received the
go-ahead for an international general
management Asia-Pacific assignment
which would require the local knowledge
and help of his new Thai partner in
Bangkok - a bona fide example of inter-
national executive search.

Visit the subscribers area on 
the search-consult.com website 
for further information on The Hever
Amrop Group.

“Very often, we will split
the work between the 
companies involved or
just do favors … it's very
difficult to do that if you
have to account every
penny to a New York 
headquarters...” 

www.search-consult.com

Visit the subscribers area on the 

search-consult.com website for further

information on The Hever Amrop Group.

Email: jan@search-consult.com
jason@search-consult.com

www.search-consult.com/talent
www.search-consult.com/talent is not just another jobs website,

we provide a very personalised service for both people working

in the Search industry and Executive Recruitment consultancies. 

Working in conjunction with search-consult magazine the

Talent service is dedicated to promoting the values of Retained

Executive Search and matching people with Research,

Recruiter, Consultancy and IT administration skills to exciting

and progressive opportunities within the Search industry. 

For people looking to progress their career, we guarantee that

everyone who registers will receive a return phone call to

personally and confidentially discuss their future within the

Search industry. 

For Search firms we offer a complete range of recruitment 

services to find the people you need. From a free"Opportunity"

website listing, to a full international Retained Search service,

the Talent package from www.search-consult.com can provide

a solution to all your recruitment problems. search-consult.com

“A unique new recruitment

service wholly focused 

on the Retained Executive

Search industry.”

For further information or

worldwide contact details

simply visit our website!  
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November 2000
Stockholm, Sweden

HEADLIGHT INTERNATIONAL launches in
Stockholm. Founded by Peter Gullström,
Managing Partner, Headlight International is
a generalist retained executive search
boutique and will focus on assignments
within the Scandinavian region. In this
edition he reveals his reasons for starting the
business and the objectives of the company.
Throughout the year we will bring you
periodic reports on how the company is
progressing.

I decided to launch my own executive
search business for several reasons. As a
consultant, although you are working for a
large firm, clients associate you, the
individual, with an assignment and often
times a long-lasting relationship develops.
Consultants invest in their 'own' name; build
up a reputable portfolio of assignments. This
is why I feel that you will always have an
option to start your own business. Of course,
when you step away from these large firms,
you need to know that there is a market
there for you. 

I surveyed other search consultants,
candidates and past clients to discover what
they expected from each relationship and
their views on current working practices.
Taking on board my own personal experi-
ences from my ten years in executive search
and through my investigations, I found that
there was a strong market for another
executive search boutique in Scandinavia,
but one that would 'go against the grain.

The Company Philosophy
My ambition is to establish a firm that

delivers the same kind of service as the
'established players,’ but in doing so, I will
try to avoid the 'internal frustration' that is so
common among search staff. I strongly
believe that 'harmony' within the workplace
will quickly translate into better quality of

A Year in the Life of Headlight International

An Executive 
Search 'Start-Up'

work and higher profitability in the long run.
Executive search firms, no matter how

successful they are in management
consulting, are often less successful in imple-
menting these principles into their own
working environments causing disharmony
'amongst the ranks'. There is a divide
between search consultants and
researchers, with the researcher turnover
rate over the last decade at an all time high.
Historically, few firms have dealt with this
'brain-drain' effectively. The current industry
trend however, where large search firms are
continuously expanding 'vertically' and into
new fields, has created an opportunity to
create a better career path for their
researchers and junior consultants. 

I feel that the attraction to the profession
is diminishing as search consultants are
under constant pressure to increase 'billing'
and that the role itself is being undermined.
As a consultant within the search process,
you can no longer afford to spend a great
deal of time on 'quality control' and need to
delegate your tasks in order to get a balance
in your workload. If reaching a financial
target is your primary focus, corners may
start to be cut. This practice may suit many
consultants, but there are others like myself,
who have other priorities. I consider this
way of working almost 'self-destructive' with
"the sense of craftsmanship slowly disap-
pearing."

In view of these current market conditions,
I have adopted a working ethos that I feel
will reap high returns, not just financially but
also in terms of employee job satisfaction
and developing a solid reputation
throughout the search world. I will employ a
small team and will continue to keep
employee levels low.

The consultants will handle all candidate
calls, taking control over the projects from
the start in a similar vein to the way in
which Russell Reynolds Associates and Egon
Zehnder International operate. To ensure a
fast, efficient high-quality service, consult-
ants will work with only two 'parallel-active'
assignments at any one time. This may
allow them to be more focused, perform
better and have a balanced working life.
The researchers will only work with "desk"
research. They will be mature professionals
in contrast to 'career-driven' graduates that
leave too soon.

My objective is not to 'roll out' an interna-
tional organization within twelve months,
but to develop an informal 'network' with
other search consultants to whom we can
refer our clients. They can be independent
or with established local or international
firms, in various countries, as long as they
share the same values and have established
a reputable name for themselves within
their industry of expertise. I will discuss this
further in 'Part Two.'

Year 2001
• Will we manage to hire the best search

consultants?
• Will the clients receive this venture or will

"big still be beautiful?"
• Will we share the same basic problems of

other executive search 'start-ups'?
• Will candidates and clients really see a

difference?
• Will we have as much fun as we hope to

have?
• Will we be able to take out a salary?

In 1971, H. Neumann International laid
its foundations in Vienna, Austria, and
now covers the globe through its

strategic alliances of 80 offices throughout
Western, Central and Eastern Europe, Latin
America and Asia Far East. The firm is
described as a 'hybrid organization.' All of its
Continental European offices are H.
Neumann International owned subsidiaries.
Its network encompasses 460 professionals
that include 270 executive search consult-
ants. Once listed on the Vienna Stock
Exchange, the firm is now a private
company with the majority of the firm
owned by the company's partners. Based in
Paris, Daniel Grenon, President of the
Neumann Group, talks about the firm's plans
to enter the UK search market and to expand
their ventures in the US, as well as his
outlook on their current European opera-
tions.

"Today, we are the last independent,
large executive search firm left in Europe.
At the moment our main European
emphasis is on Western Europe: Austria,
Benelux, Germany, Italy, Spain,
Switzerland and France and our intention
is to also be present in the UK," says Mr.
Grenon. The expansion into the UK is a
high priority for the firm, and according to
professional statistics, the UK has the
largest share of the Western European
market, with a 24 percent market share.

He adds: "The UK and Germany are the
two main markets in Europe. Germany is
now in close competition with the UK,
with a 23 percent market share, France
follows with 17 percent, Spain has eight
percent and Italy seven percent."

"Over the years we have had various
partners in the UK and now we want our
own firm. We have two choices: either
we start a business 'from scratch' or we

go through a merger/ acquisition process.
As there are still a good number of
independent private executive search
firms in the UK, I think the latter is
probably what will happen. We are
currently in active talks with a UK consul-
tancy, details of which are confidential at
this time but we hope a new venture will
materialize in the near future."

H. Neumann International began its
move into the US in 1999, when it took

on DHR as its partner, an executive
search firm based in Chicago. He
describes their relationship: "DHR are
ranked sixth in the US search market and
are a very strong partner for us within
that market. In the future, we look to have
a shared name but for the time being, we
have common clients and 'cross-partici-
pation' within each of our practices." The
US links to the UK, particularly in "the
financial services sector," are also a key
factor to Neumann's interest for growth in
these countries.

Part of the firm's prime objective in its
growth strategy is to recruit local
nationals. "If you are not in the country,
you don't know what's happening," says
Mr. Grenon. "In some countries, at a
certain level, everybody knows every-
body and if you're not a part of that
community, you will lose out. This inter-
cultural understanding is vital - it would
be too expensive otherwise. Of course,
there will always be some exceptions."

H. Neumann International was once
linked with GKR, now Whitehead Mann
GKR, but relations were "terminated" four
years ago: "We had a good partnership
but at the time of the split we were
following different strategies and were
no longer compatible. We still think they
are a fantastic firm. The profession is like
a village and we still communicate with
each other."

Mr. Grenon stressed that the company's
aim was "not to be the biggest" but to
ascertain a "highly quality, reputable,
stable organization." "People stay in the
Neumann organization a long time," he
says and is quick to point out that this is
a true reflection on the firm's commitment
to quality. The company reports that as a
whole they have more than 3,300
assignments annually worldwide with
three quarters of its executive searches
being repeat business. He reports: "We
have a worldwide revenue of (US)$140
million," and "the potential for growth is
still huge."

By Peter Gullström, Founder & Managing Partner, Headlight International

Peter Gullström

Daniel Grenon

H.Neumann
International

By Jan Iverson-Pearson, search-consult
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match the position to be filled.
4. The data controller is required to

implement appropriate technical and
organizational measures to protect
personal data against accidental destruc-
tion, or alteration, and all forms of
unlawful processing including unautho-
rised disclosure or access, especially
where the data processing involves the
transmission of data via a network.

Applied to the executive search
industry, there is a requirement to take
measures to secure the storage of data
using passwords, for instance.

4.Directive 95/46 states that personal
data should be kept in a form which
permits identification of individuals for no
longer than necessary in view of the
purposes of the processing.

It is common for executives to be
presented to different clients over a
period of time before being successful.
This naturally implies that executive
search businesses update their database
on a regular basis and that they delete
data which is no longer accurate.

The EU Directive also grants a range of
rights to data subjects [executives]:

1. Personal data can, in principle, only
be processed if the executive has given
unambiguous consent for his/her data to
be processed specifically for recruitment
purposes, implying that data may be
transferred to other offices within the
executive search firm. This also means
that personal data will only be disclosed
to clients with the executive's prior
consent.

2.Executive search firms must grant to
the executive a right of access to his/her
personal data file as well as a right to
amend his/her data if incomplete or
outdated.

3.Executive search firms must respect
the executive's wish to no longer  be
contacted if he/she requires it.

4.The Directive foresees that sensitive
data, related to ethnic origin, political
beliefs, health or sexual life, can in
principle only be processed with the
explicit consent of the data subject.

The EU Directive on data protection
also encourages trade associations to

draft and submit their European industry
Codes of Conduct to the relevant EU
authority for approval. This is to ensure
that they conform to EU standards.

In the executive search industry, the
AESC Europe, the European branch of the
worldwide Association of Executive
Search Consultants, has been very active
over the last two years in developing a
self-regulating 'Draft Code of Conduct' to
allow its European members to comply
with the EU Directive on a consistent
basis throughout the EU, while taking
into account the specifics of the executive
search profession. The AESC Europe
'Draft Code of Conduct' was formally
submitted to the EU Commission in early
2000 and is currently under review by

the EU.
The Directive's provisions on personal

data flow to non-EU countries also affect
the executive search profession.
Executives are increasingly moving from
one continent to another, as most execu-
tive search firms operate internationally
with offices in different parts of the
world.

According to EU legislation, personal
data should only be transferred to non-
EU countries which ensure an adequate
level of protection. However, there will
always be exceptions. For instance, data
can be transferred to a third-party, which

may be a country where there are no
satisfactory guarantees on data protec-
tion, if the data subject [the executive]
has given consent for his personal data to
be "exported" outside the EU to that
specific country.

In the summer of 1999, the EU and the
US reached an agreement; the 'Safe
Harbour Privacy Agreement.' Prior to the
agreement, there was a 'grey' area where
the EU were unsure whether the US met
the European protection safeguards. The
'Safe Harbour Privacy Agreement' was
designed to ensure adequate protection
of personal data transferred from the EU
to the US in order to comply with the
requirements of the European Directive. It
provides for a 'Safe Harbour' whereby US
users of European data agree on a volun-
tary basis to register with the US
Department of Commerce that they will
adhere to the European legislation on
data protection. In other words, US
companies importing EU data agree to
apply the following principles: notice,
choice, security, data integrity, access to
records and enforcement guarantees.

The development of the AESC Europe
Code of Conduct was in line with the EU/
US 'Safe Harbour' meetings. Provided it is
accepted by the EU, the AESC Europe
Code of Conduct should remove all
ambiguity from any issues surrounding
the 'Safe Harbour Agreement' and provide
more stability for the executive search
profession since it allows data to be
transferred outside the EU with the
candidate's consent and ensures
adequate protection of the handling of
personal data.

For more information, visit the EU For
more information visit the website
http://www.Europe.eu.int/comm./interna
l_market/media/dataprot or contact Mrs.
Brigitte Briche at the AESC Europe:
aesc@eyam.be

long-term relationships with execu-
tives for recruitment purposes and it is
general practice that an executive's
identity and personal data will only be
communicated to a client with his/her
consent.

2.The personal data collected and
stored should be adequate, relevant
and not excessive in relation to the
purposes for which it is collected.

In other words, only information
useful to executive search activities
should be kept in records. For instance,
it may not be necessary to gather
detailed information on a 50-year-old
executive's first job.

3.The data controller [executive
search firm] must ensure that the
personal data gathered is accurate and
updated where necessary.

Respecting this obligation may
prevent executive search consultants
from approaching executives whose
qualifications and experience do not

inEurope
By Brigitte Briche, AESC

and
Data Protection

personal information including the collec-
tion, storage and disclosure of data. The
fact that most executive search firms keep
personal records in their databases, such
as marital status, educational information,
work experience, skills, remuneration
and previous contact's information, is
sufficient for the executive search
industry to fall into the scope of this
legislation.

However, reputable executive search
firms already operate under strict rules of
confidentiality and rely on ethical codes
and strict professional practices.
Nevertheless, the Directive places obliga-
tions on every EU based executive search
business when processing personal data.
These are as follows:

1. The data should be processed fairly
and lawfully and it should be collected
and processed for specified, explicit and
legitimate purposes determined at the
time of collection. 

Search consultants develop trustful

The security issues surrounding the
transfer of electronic data between
countries has always been a major

concern amongst executive search firms,
particularly electronic data transmitted
between the US and Europe. Five years
ago, the European Union (EU) issued
Directive 95/46 for the protection of
individuals with regard to the processing
of personal data and on the free
movement of such data. This EU legisla-
tion establishes a regulatory framework
to ensure a European wide high level of
protection for the individuals in all EU
Member States. It also sets rules to ensure
that personal data is only transferred to
countries outside the EU which ensure an
adequate level of data protection.

Although Directive 95/46 may not have
been adopted specifically for the execu-
tive search industry, it is nevertheless
applicable to this profession as it applies
to any operation which is performed by
automated means or otherwise upon

Executive
Search
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Further Information

For more information, visit:

http://www.Europe.eu.int/comm./internal
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rate boards realize that it is through the
application of a systematic and focused
approach to the recruitment process, a
service which executive search firms
provide, that their companies can have
access to the high quality management
which is so urgently needed.

Executive search however, is not a
totally new concept in India. It was first
introduced around 21 years ago. During a
stint in the US in 1976, Gulab
Mirchandani, who ran a small light
engineering company in India at the
time, studied the workings of a leading
retained executive search firm in Boston
and thought that retained executive
search would one day become a
valuable service industry for India. In
1979, his vision became reality and he
launched Tristar Consultants, a retained
executive search firm which had humble
beginnings with its first office based in
a bedroom in Mumbai. Tristar
Consultants later became the Indian
office of Boyden International, where
Gulab Mirchandani is now Chairman
and is considered by many to be the
pioneer of retained executive search in
India. Dinesh Mirchandi, President of
Boyden-India recounts the early years
when executive search was first intro-
duced and reflects on the state of
executive search industry in India today.

"In 1979, Tristar Consultants was the
only retained executive search firm in
India," says Mr. Mirchandani. "It wasn't
until two decades later that other
executive search firms entered the
market. During the early 80's the
Indian government forbade foreign
companies from entering the country.
This was partly because foreign
companies would be bringing money
into the economy yet their financial

Boyden-India
India's Pioneers in Retained Executive Search

By Jan Iverson-Pearson, search-consult

returns would be taken out and the
government did not like this."

Although there were no other competi-
tors during this time, Tristar Consultants
still faced tribulations: "The biggest
challenge was 'concept selling' to Indian
CEOs; convincing them that the approach
was value-added and in particular,
convincing them to part with a retainer.
The market could only sustain fees of one
to two months' compensation."

In 1986, Boyden International
approached Tristar Consultants and found
an excellent match: an Indian entrepre-
neur, who shared the same values. A
licensing agreement was signed in
February 1987, and over a period of two
years, Tristar Consultants became
Boyden-India. Mr. Mirchandani explains
the reasons for the union, "By joining
Boyden, it gave our firm access to a global
network. It also provided a good flow of
'referral' business from other Boyden
offices wishing to serve the critical needs
of their global clients in India. The
exposure to Boyden's practices and
processes also helped Tristar raise their
profile significantly in the Indian market."

However, as the arrangement was a
purely licensing one, requiring no equity
participation by Boyden, no government
approvals were required, which was a
"big deal in those pre-liberalization
days", and Boyden became the first
retained global search firm to enter India.
Boyden now had a distinct advantage in
the Indian executive search market as
Tristar Consultants had built a brand
equity that was nearly a decade old and
had become a well-known reputable
search firm. He relays the atmosphere at
the time, "Business was ripe because
people who had visited the firm as Tristar
Consultants, 20 years prior, who were

just starting in their careers, were now at
senior levels in organizations and were
re-visiting the 'new' firm as clients."

In 1991, political crisis in India forced
the government to 'open' the economy to
relieve the burden of four decades of the
"oppressively socialist License Raj".
"Once these gateways were opened
foreign companies such as Coca-Cola 
started to re-enter the market along with
service providers and the economy
started to grow. In the early 90's, other
executive search firms like Egon Zehnder
and Korn/ Ferry started to enter the maket."

For Boyden-India, this move by the
government was very positive. Mr.
Mirchandani reports that the firm's
billings doubled "year on year". He
believes this was due to the enhanced
collective "market development efforts" of
all the search firms and the growing
economy as a result of government
reforms. He also feels that the increased
numbers of players in the market raised
the credibility of executive search as a
whole and companies were less resistant
to paying high retainer fees.

"From being number one in a group of
one, we became number three to four in
a group of many. These developments
only helped us positively," he says.

He adds: "One of the problems that
these executive search firms would have
faced at the time was establishing
themselves, actually convincing local
Indian corporations to trust firms with
strange, outlandish names like Egon
Zehnder and Korn / Ferry. In actual fact,
many of them used Boyden as a reference
to explain their business proposition to
prospective clients. All of these firms
have established themselves very well at
this point."

In the last six or seven years, the
number of executive search firms have
doubled in India. "There are now a
number of both retained and contingency
firms and I believe they are here to stay,"
says Mr. Mirchandani. "The market is
highly fragmented but it is the same in
other countries too. Retained executive
search is fairly well established now in
India. A growing number of firms are

more comfortable now with paying
retainers as they recognize that there is a
'war for talent' in which they have no
choice but to participate. This was helped
in part by economic growth arising as a
result of greater Foreign Direct
Investment which happened due to liber-
alization."

Today, Boyden has four offices in India
located in Mumbai, Pune, and Bangalore
with ten to twelve consultants and
researchers. "Most of our assignments are
based in India but from time to time, they

can be for placements anywhere in the
world," he says. "About three years ago, I
did an assignment where a professional
moved from Mumbai to Buenos Aires.
There was also another professional who
we identified in Johannesburg who
moved to Atlanta. We don't restrict
ourselves geographically and our search
effort encompasses a region from the
Middle East to Singapore; where most of
the regional Indian diaspora resides."

On average, 100 to 120 retained
assignments are handled overall in a year
and around a quarter of these are
completed by the Mumbai office repre-
senting two-thirds by value. All assign-
ments undertaken are at senior levels.

Most executive search firms in India
tend to be based in Mumbai and New
Delhi. Mumbai is the commercial center of
India and New Delhi is the political
capital. About 30 to 40 percent of India's
gross domestic product is generated in
Mumbai and these two cities alone cover
60 percent of the executive search
market in India.

The 'new' economy has brought
dramatic change: "This year, our business
has made a discernible shift to the
Internet, Communications and
Entertainment sector, and I don't mean
Internet 'dot-coms' alone but media,
telecom, Internet Enabled Services areas.
There are a lot of good, young companies
in India now. There has also been a shift
in compensation. Executives are being
well paid because these types of skills
are rare; the salary levels are very
substantial. Stock options plans are also
gaining widespread acceptance with the
new economy companies."

Mr. Mirchandani also touches on the
current problems facing India today. One
of the key issues is that the market needs
further development. "There are too
many 'fly-by-nighters' that give this
profession a bad name. They are simply
not qualified or competent enough to
charge a retainer. People think all firms
are 'placement shops' due to the lack of
understanding of the business. India
lacks the legal framework to recover fees
efficiently from clients that do not honor
a contract."

He deems that specialty practices will
be the future of executive search in India
in the long term. "There are boutiques
whose main focus is the financial
industry and, say, media. But there really
isn't any one firm at the moment that you
would go to because they only conduct
searches in banking, for example. Of
course, this does not imply that consult-
ants are not highly experienced and
experts in certain fields - it’s just that this
market, in particular, is still to be further
developed in the Indian executive search
market."

Boyden Global Executive Search is now
a US$65 million business and is
described as a 'progressive business
model of entrepreneurs.' The Indian office
has proved to be a success story: "We
have been with Boyden for 13 years now.
I was recently elected to Boyden's Global
Board of Directors, representing the Asia-
Pacific region and that's quite an honor
for India."

T oday, India is transitioning from a
traditional economy, where capital
and labor are the two critical

factors for success, to a more sophisti-
cated market economy characterized by
constant change, innovation, high
manpower costs, necessitating cost
reduction programs and restructuring.
Companies are realizing that the quality of
its management will determine its
competitive edge. This quality cannot be
achieved by relying merely on personal
knowledge of the Board of Directors of a
corporation. Neither can it be met by
management succession by family
members. Executive search is becoming
increasingly important in India as corpo-

Dinesh Mirchandi



S E A R C H - H E A D I N G

28 search-consult March 2001

UK: +44 (0)20 7749 6100 Germany: +49 69 29724 159
USA: +1 (201) 795 1202 SE Asia: +61 2 4578 0366

All Other Countries: +44 (0)20 7749 6100
www.dillistone-sys.com

Specialist Software for

Retained Executive Search

To discover why FILEFINDER Executive 2000 continues to
be the only choice for Executive Search contact usTODAY!

sales@dillistone-sys.com

London ● Frankfur t ● New York  ● Dal las ● Sydney

● Fully Internet integrated.

● Used by Search Firms in 26 countries

● Supported from NewYork, Dallas,London,
Frankfurt and Sydney.

● Users range from independent researchers
to some of the biggest names in Retained
Executive Search.


