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AGENDA

Moderated by Michael Germershausen Chairman of the AEE Recruitment sub-
committee, GD Antal Russia

Attracting the best talent in the Digital Age
Speakers: Rebecca Lundie, Head of Digital and Creative Services Hays and
Mariam Gerasimova, HR manager, Genzyme Rus LLC

How to manage on-line opinion effectively and not damage your employer
brand
Speaker: Marina Lebedeva, Engagement and Resourcing Manager, JTI
Marketing and Sales, Russia

Decentralized recruiting - a case study
Speaker: Alyona Konstantinova, HR Director, Campbell Russia
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Current labour market trends "0

Russia

Qo, | |
— "' Anta| Executive Recruitment
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e Change in market sentiment - people are hiring again
e Candidates are less interested in making moves [
e Base salaries will rise moderately again this year

* Bonuses will be earned - companies are moving back into profit

= Big drive towards efficiency at all levels including recruitment

Almaty

0 . Amsterdam

e Changing expats to local staff continues Brisbane
Canberra

O . . . . . Chicago

» The market in general is demanding new skills which are not always readily Dubai
found in Russia ik
agneva

Hong Kong

e Regulations are being reconsidered - new law on work permit - highly qualified .
Iabour Melbourne
Moscow

Paris

» Candidates from the regions continue to move to Moscow Philadelphia
Sao Paulo

R . . L. L Seattle

= More projects in the regions, but fewer qualified people willing relocate Singapore
Sydney

A member of the

s FiveTen Group
Ao v.._fm 3roup
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hiring trends at managerial level in Russia

according to Antal Russia

%0

Almaty
Amsterdam
January 2009 May 2009  September 2009 January 2010 June 2010 S”Ssa”e
Chicago
B currently hiring at managerial/professional level Dubai
B expect to hire at managerial/professional level over the coming quarter Dublin
Ge
B currently letting people go at managerial/professional level Hongc:z:;
m expect to let people go at managerial/professional level over the coming quarter Leeds
London
Melbourne
According to the survey conducted by Antal Russia in September 2010 “"°3P°°W
- - - ars
(not published officially yet) Philadelphia
Sao Paulo
Seattle
16% of companies are hiring at managerial / professional level i
Sydney

About 80% of companies are expecting to hire at managerial / professional level

A member of the 05 F.il\{(_-}.T_E—)ﬂ Group
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Are managers ready for a career move? "'

6 Anta| Executive Recruitment .

Russia

i 0
Are you planning to move to a new 45% of survey respondents were

company? currently looking for a job. 13% will
m Currently looking fora  be ready for a move within 3 months,

job . , . .
J while 14% don’t envisage moving.
m Will be ready for a 7% will be ready to change the job in
move within 3 months  haf 3 year’s time and 11% were
= Will be ready for a planning a new career move in over a
move in 4 to 6 months  year’s time. Rinay
Amsterdam
Will be ready for a Brisbane
move in 6 to 12 months G;;_tjff‘m
m Will be ready for a Sp
move over a years Sonova
time Hong Kong
M Don't envisage moving Leeds
London
Melbourne
Moscow
Paris
Philadelphia
Sao Paulo
Seattle
Singapore
Sydney

A member of the

Qp# FiveTen Group
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Are you in the know of the latest trends? "0
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Russia
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TOP10 hard-to-get professions :
According to Antal Russia

R Pt i 1RoeEccies 8 POCTM eDemand Planning Specialist
POTHOSHPOBAHMIO CTIPOCA eInvestor Relationship Manager (IR)
e — eDerivative Lawyer
Conaam C wHBECTOPAWY eInternal Communications Manager Almaty
—_— - - - - - Amsterdam
L e = eBanking strategic planning specialist ool
T T | otmconin mcrmmenan S— =Mobile advertisement platforms manager e
e = .m  =Compensation and Benefits Manager (C&B) D
<Business Development Manager in Mining Sector cenew
Hong Kong
«SAP (PP) Consultant o
eBudget Specialist in Production e
Moscow
Paris
Philadelphia
Sao Paulo
Seattle
Singapore
Sydney

A member of the

Qp# FiveTen Group



H AYS Experts in
Digital & Creative Services

ATTRACTING THE BEST

TALENT IN THE DIGITAL AGE

By Rebecca Lundie
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THE DIGITAL LANDSCAPE



475 MILLION INTERNET USERS

2000 2010

352% GROWTH SINCE 2000



H AY Experts in
Digital & Creative Services

Germany

Russia

UK

France

Turkey

Italy

I‘ﬂ

Spain

Poland

Ukraine

Netherlands

0 5 10 15 20 25 30 35 40 45 50 55 60 65

Millions of users



H AY Experts in
Digital & Creative Services

mm RUSSIA - A HIGH GROWTH DIGITAL MARKET

» Over 59 million online users
— 42.8% of the Russian population
— 14% of all European internet users
» Users spend 1.7 hours online every day on average

* Internet use in Russia is outpacing even that in China

 Firefox users in Russia grew by 20% - higher than anywhere else in
the world

* 6.6 hours spent on social networking sites on average per month

13



HAYS gfg E;Ts&i Izlreative Services

2010 2015




C")NNLINE ADVERTISING SPEND

4.5% GROWTH SINCE 2008



HOW DOES THIS EFFECT
THE EMPLOYMENT MARKET?



H AY Experts in
Digital & Creative Services

TRENDS

Rise of online job boards
Social media
Reduction in press-based advertising

Digital strategy

17
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GERMANY
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WHAT DIGITAL
TECHNIQUES CAN | USE
AS AN EMPLOYER?



HAYS E)l(gligtls&l nCreative Services

DIGITAL RECRUITING PRODUCTS & SERVICES

& Social Media

(.« Pay Per Click advertising

Lﬁj Company career site @ Onboarding site

w441 Job board advertising er Personality and skills testing
U Email marketing ﬁ Video

Q Mobile advertising @‘ Virtual Tour Photography

u Applicant tracking and management

20



HOW CAN DIGITAL
TECHNIQUES OFFER
MORE VALUE TO YOUR
RECRUITMENT PROCESS?



H AY Experts in
Digital & Creative Services

BUILD BRAND AWARENESS
AND REPUTATION

P

22



HAYS 5
Digital & Creative Services

OPENING NEW DOORS TO
FIND MORE CANDIDATES

i
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HAYS

Experts in
Digital & Creative Services

i

-
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N

PROMOTE
MESSAGES

& OVERCOME
PERCEPTIONS

24



HAYS Efg ;;Ts&i IElreative Services

RAISE YOUR STATUS AMONGST
THE COMPETITION




HAYS 5
Digital & Creative Services

INNOVATE AND EMBRACE CHANGE

26



Experts in

MARIAM GERASIMOVA
HR MANAGER



Create an online recruitment strategy
Utilise the latest recruitment technologies
Improve your digital profile

Advertise in the right places



WHAT WOULD A
JOBSEEKER THINK
OF YOUR COMPANY
IF THEY SEARCHED
FOR YOU ONLINE?
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h r human
resources

| i growing together

How To Manage On-Line Opinion
Effectively and Not Damage Your
Employer Brand

Marina Lebedeva
JTI Marketing & Sales

Sep-28 2010 ' l '
—_—

SYNERGY

COMMITMENT

INNOVATION EXECUT'ON
ALY EXCELLENCE
E - 4 2010
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- Employer Branding Focus

+ Managing On-line Presence
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WHAT IS “JTI"? n
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s ExXCELLEMNCE

2010

N G)
ﬂ MILD SEVEN éjm
3 of the top 5 worldwide cigarette brands
Winston - the 2nd brand in the world and the fastes1

growing
Camel - the originator of American Blend

Mild Seven - the global leading charcoal filter cigarett (S:%?
Benson & Hedges and Silk Cut, two leading Virginia

brands ﬁ
Sobranie - Prestige from London SOBRANIE

Glamour - the fast growing super slim cigarette
LD - the international value brand




EMPLOYER BRANDING FOCUS
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EXTERNAL CHANNELS: RESOURCING (2 years back) JI
............................................................................................................................................................................................................................. . - / SE?SLLE”':E
Internal Recruitment
33% Agencies

35%

Externa
Events
0%

Press
59, Internet Referral
7% Programme
20%

* JTI Marketing & Sales recruitment statistics, mid year 2008




EMPLOYER BRANDING JT'
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EMPLOYER BRANDING: TARGETED POSITIONING m




EMPLOYER BRANDING: ‘PESTLE ANALYSIS™ EXAMPLE _ I..E

S EXCELLENCE
R 2010
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18-24 is the largest age group
2019 nowadays, however in mid-term
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EMPLOYER BRANDING: ‘PESTLE ANALYSIS™ EXAMPLE

.......................................................................... ° ecvanon M EXECUTION
A ExXCELLEMNCE

‘None of the countries has

SO many universities as Russia.
We have almost 1’000 higher
education institutions and
2’000 of their branches’

(Medvedev, RIA ‘Novosti’, 2008)

1 LL

=" 2010

“Today we have 687 state
and 665 private universities
operating in Russia. Only
150-200 of them offer
guality education.’

(Fursenko, ‘Science and Technology’, 2009)




MANAGING ON-LINE PRESENCE




MANAGING ON-LINE PRESENCE .. JII
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EXTERNAL CHANNELS: OVERVIEW J.I!

CommETIAENT
..................................................................................................................................................................................................................................... sk EXECUTION
QQQQ N EXCELLEMNCE
A

COMMUNICATION CHANNELS

@»NT LINE } ﬁl:HERAL }

managed monitored
+ Corporate site +  Community forums
s Mini-sites + Narrow audience sites
+ Company pages +  Communication and
- Key people blogs file exchange

platforms




ON-LINE OPINION PLATFORMS | mw
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ON-LINE OPINION PLATFORMS . m
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ON-LINE OPINION PLATFORMS: LEARNINGS J“

msmmeelesm

RESPOND

+ Agree on limitations
+  Anticipate risks

- Be ready for
provocations

IGNORE

Check regularly

Make sure you know your
risk groups

Agree on when to
RESPOND




ON-LINE OPINION PLATFORMS: LEARNINGS

FROM THI COANTHOR OF THE WATIOWAL BESTEELLER
FIRST, BREAK ALL THE RULES comss...

DISCOVER

YOUR STRENGTHS

[° 1 Actinner srnrniiet wow wrore odlE

ehlgue Ealeais snd sirengthe f

ta devalop pou
—uhill thass af (A8 peopls jou masage. Baied 1)

an the Gallup oiady &1 weer ea miGR pebple -

MARCUS BUCKINGHAM &
DONALD 0. CLIFTON, P P

NOW, ...

1 LL
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MANAGING ON-LINE PRESENCE: LEARNINGS m
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=" 2010

make sure they see YOU on KEY PLATFORMS

Address F@ hiktp: e, jobinrussia, info)

KapTa pbiHKa Tpyaa

WUckaTe paboTy crnoxHo? lMpoile He 6biBaeT!

Iapx

rmagHan CANT B 3aKNanKu obpaTHan cBA3b Bxon anA pabotopatenei /=

CozfaHve pestome Octanock Beero 96 ceofogHbix mecT! 0 xapTe

PEMNCTPALINS EPOHVNPOBAHVE ¥

108 NYJLLWMX PABOTOAATENEA POCCKW 3OECH!

fDMErAmoH

Byayee 3asucuT or Tefia




MANAGING ON-LINE PRESENCE: LEARNINGS J_T'

............................................................................................................................................................................................................................. ) l‘_‘, ;I.-.-- EXECUTIQN
LT ExXCELLEMNCE
-~ 2010




MANAGING ON-LINE PRESENCE: LEARNINGS I."
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TOP INTERNET PLATFORM

FutureToday.ru
a leader in on-line graduate recruitment

JTI . . . ]_h»n‘u. o, rufcomparyf] EI>ERE
mini-site
FUT U RE . TODAY BakaHeum [CIGECTIE Cobbitus  CoseTsl
. . % .
In Russian '
Bre BAKAHCHU BNA MONOAET
L]
.
. J10T OaHHep BMAAT
A 10 000 xanomoaToB B AeHb
. Wlapone 3afbnu?
L]
3 MeHa [T BodTtu X
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FUT,BRE. s, TODAY — JT International i
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MANAGING ON-LINE PRESENCE: LEARNINGS I."

EXCELLEMNCE

2010

TOP INTERNET PLATFORM

cutive

The leading on- -line professmnal community in Russia

Corporate Videos

HR Interviews



http://old.e-xecutive.ru/

MANAGING ON-LINE PRESENCE: LEARNINGS | m
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TOP JOB SEARCH PORTAL

hh @ _..,....,JT' Mini-Site

HeadHunter

‘HR Brand’

Ann Ual Award @ BaK.aHCHH KOMﬂamﬁ'-.-JTI'-

JapanTabaces International- JTI

T - Rp & Pogeu

H3WHM ECEWpHD MIBECTHEIE SpeHoer Winsten, Camel, MildSeven, LD, Scbranie, GIamour, 3 T3oxe NOMYANPHSIE PICCHACKME BPEHAET PyeckHR
CTHn, Metp |

“
. e i :
o - cAMey S . 3 —— -
Winston A" Y MILD SEVEN Glamoner| | Crin
NPEMMA L3,

HR-BPEHA 2010

HOMWHAHT NPEMWX
“"HR-BPEH[ 2010"

JTIE Paccus — RMAEP PeIHKI:

=

apka Winston Nz 1
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BIHKD 3T 15"
@@ 60 OWCOE DD BCEA CTPAHE



TRACK POSITIVE TRENDS: EXAMPLES | mw
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hh @ Xouy y Bac pabort

atb! :
HeadHunter 8t in target group

HSE TOP 21st

PeiiTuHar paboroaarenei no sepcuH cryaeHTos ['Y-BILD




IT IS IMPORTANT... m

EXECUTION
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..TO SHOW THE REAL PERSPECTIVE

L

§ ExXECUTION
i ExXCELLENCE



hLL

B raiied e ‘

iremsEnaTHIN EXECUTION

Ly EXCELLEMNCE
2010




* ¥ %
* *
* *
* *

* 4k

| AEB

ASSOCIATION OF EUROPEAN BUSINESSES
IN THE RUSSIAN FEDERATION

Recruiter’'s Day

*|atest tendencies on the HR market ”

September 28, 2010
Marriott [verskava Hotel, Moscow



Recruitment Process — the
“Campbell Way”

AEB Breakfast, Moscow
September 28, 2010

Alyona Konstantinova
HR Director - Russia and
Developing Markets

57



“Decentralized” Recruitment

Can it really be decentralized?

58



How it worked before

« HR owns and manages recruitment process

e Hiring managers act as internal customers: send Job
profile => interview candidates => feedback to HR,
etc

* Long decision making process: involving interviewers
Into selection process ‘as we go’

* No standard approach/tools in selection process

59




Global approach to strengthen the Campbell Talent
Culture — started in 2008

Business Units and Functions have shared ownership of
talent and talent decisions. We build a strong talent culture
where:

— Recruiting is a priority...we are always recruiting

— Managers take an active role in driving recruitment

— Stakeholders have clear roles, responsibilities & accountability
—The best tools and processes are utilized

—We take a candidate-centric view

60



Changing Managers’ mindset and approach to
Recruitment

Hiring Manager ownership and

accountability for hiring process and Consistent use of Behavioral

decision Interviewing
/‘/O/‘/'I‘I'Z/,7
/‘ec s
Ut
ays r, .. Q ry
€Cruit Waq
Ing Gew \ %

el

o for e
a‘,\o‘-\ { 0‘ e\ eﬂ“
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Campbell Talent Acquisition Process

A

Workforce Formulate Strategy
= Hiring Manager, HRG & Recruiter — Partner on
Pla nnin g what the open position is, how to go about filling it
and mutually agree on process expectations
Onboarding

Hiring Manager — Engage before start and execute
Onboarding plan

HR Generalist — Assist Hiring Manager with
Onboarding plan

Recruiting

Process

Identify Talent (Sourcing)

talent first, external network and referrals second
Recruiter — Develop candidate slates and make
recommendations to hiring manager

Hiring Manager & HR Generalist — Leverage ORP*

Negotiate & Close Offer (Candidate Conversion)
Hiring Manager — Communicate hiring decision & extend verbal offer
to candidate

HR Generalist — Help develop offer details

Recruiter — Conducts pre-close and manages post offer follow-up
Candidate Care — Distribute offer letter and Welcome packet

Assess Talent

Hiring Manager — Conduct interviews & facilitate debrief
meetings

Recruiter & HR Generalist — Conduct interviews and
make recommendations

Candidate Care — Facilitate candidate schedules and
reinforce interview guidelines

* ORP — Organization Resource Planning process

62




Talent Acquisition Process: Roles & Responsibilities

Hiring
Manager
(Key)

HRG
(Lead)

Interviewer

Internal
Recruiter

Candidate
Care

paziubooay paspN Buninioay

Prepare detailed job
description

Drive, agree and follow
strategy and guidelines
(including Matrix HM)

Select interview team and
hold alignment meeting

Consults on job description,
strategy and interview team

Submits requisition request

Partners with Internal
Recruiter, HM and
Secondary HRG

wafel Anuap]

Leverage ORP,
network, referrals

Provide timely
feedback

Prioritize and commit
to interviews

Works ORP with
HM, networks and
encourages referrals

Networks with HR
colleagues

Ju9[e] SSaSsY

Conduct Behavioral
Interviews

Facilitate debrief meetings

Conducts Behavioral
Interviews

Provides timely feedback

Notifies Internal Recruiter if

position goes on hold

19JJ0 8s0|D 73 arenobsN

Communicate hiring
decision to HRG/ Internal
Recruiter

Extend Verbal Offer

Assist in preparing offers
and submits offer request

Coaches HM to present
offer

Buipreoquo

Confirm start date

Create on-boarding plan

Ensure HM has and
executes on-boarding plan

Welcome new hire

Responsible for
communication process
(including Campbell Today)

Coordinate efforts and provides ongoing counsel to Hiring Manager and Recruiter

Participates in alignment
meeting

Identifies interview
questions

Leads strategy meeting

Sets expectations

Prioritize and commit
to interviews

Executes strategy

Screen and
recommend
candidates

HRG (Lead) =Closest to the HM

Conduct Behavioral
Interviews

Participate in debrief
meeting and provide
evidence from interview

Conducts Behavioral
Interviews

Manages candidate
expectations through the
process

Facilitates interview
scheduling and debrief
meeting scheduling

Distribute interview
documents

Conducts pre-close

Manages post offer follow-
up and close

Prepare & distribute offer
and new hire packet

HRG (Secondary) = closest to the Matrix HM

Engage candidate through
start

Reengage after start for
referrals

Manage contingency
process

Conduct orientation

Manage survey process

63



Selection Tool: Behavioral Interviewing

“Past Behavior Is the Most Reliable Predictor
of Future Performance”

Behavioral Interviewing utilizes these concepts:

» Focus on job-related behavior * Apply effective interviewing skills and

: : . techniques
» Use past behavior to predict future behavior q

* Required use of debrief meetings to make

» Assess both job fit and organization fit the best hiring decision

« Organize selection process in a consistent

* Make a positive impression on applicants:
manner

sell them on the organization

Full —day training for all Managers at Campbell’'s and those who might
be involved into Selection process
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Interviewers get guidelines and tools to use at each
step of Behavioral Interviewing process

Upfront Prep

Post-Interview

H
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First Steps for the Hiring Manager

Upfront Prep

Hiring Manager identifies and
defines need and partners
with HRG to start the process

Recruiter facilitates strategy
meeting with Hiring Manager
and HRG

Hiring Manager
conducts Interview
Team Alignment Meeting
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. . Upfront Pre
Interview Team Selection

 \Who should be on an interview team?

 No more than six interviewers per candidate

Example:
Marketing Manager - Russia
1 2 3 4 5 6
Hiring Manager Hiring Manager’s Functional VP Other Functional Other Functional HRG
Manager Representative Representative
Marketing Director General Manager VP Marketing, R&D Director Customer and HR Director
Greater Europe Consumer Insights
Director




The Campbell Way for Selection
Behavioral Interviewing Guide

Pre-Interview

=z
The Campbell Way for Selection

Behavioral Interviewing Guide

based on..
==

leadership
model

Preparing for the Interview

Review candidate infomrnation (resume) and the job description.

Decide what questions you will ask for your assigned areas

Think about how you will put context and your own persaonality around the planned questions.

Prepare your personal response to the question "Wy dkd vou join Campbed and why do vou stay?” (EVP Selling
Staternent)

AWy

Qutline for Opening the Interview

1. Greetthe candidate warmnly, giving your name and position.

2. Take time fo develop rapport with the candidate (do not ask personal guestions).

2. Describe the interview purpose and plan:

To learn more about the candidate's background and experience

To help the candidate understand the position and omanization

Explain to the candidate that you will be seeking specific examples to the questions you pose

Indicate that you will be taking notes because you take the interviewing process serously and want ensure that you
remernber the key elernents of their answers

Interviewer Roles

The following table defines each interiewsr's role in the interviewing process. The subsequent sections of this tool will guide
you in the role you play on the Interview Tearn.

Position:

Thriwer 1| Nerieenr g | Terdemr ¥ | Neriewr § [ Neriewmr 8 | nervewr |
Interview Area

Key Background
Technical Skills
Organization Fit/ Job Fit
Inspire Trust

Create Direction

Crrive Organization Alignment
Build Organization Vitality

CLM

Execute With Excellence
Froduce Extragrdinary Results
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Interview Question Assignment

Interviewer Roles Position: Director, Marketing
Tier el ver 1 Tiiarela ver 2 Tierelaver & ] TTmer e wer 4 Titar vla ver 3 Tiiarela ver o
Interview Area : ;
Tom Sally Mike Joe Chap e
Key Background A
Technical Skills o
Qrganization Fit [ ok Fit A A
Inspire Trust A A
Create Direction b4
E Drrive Qrganization Alignment A "
Q | Build Qrganization Vitality
Execute YWith Excellence
Froduce Extraordinary Results A A

e During the Interview Team Alignment meeting,
Interviewers get their assigned guestion areas

o



Managing The Interview

. Managing the time

Introductions, explanation of process 5 minutes
Competency-based questions 45 minutes
Applicant questions and wrap-up 10 minutes

. Collecting examples of Candiidate’s past behaviors: gathering full
STARSs from their answers

Situation or Task — What needed to be SITUATION
accomplished?

Action(s) — What did the candidate do? ACTION

RESULT

Results — What was the outcome and what
did the candidate learn?




Rating the Candidate and Debrief Meeting

I = = =
nterviewers determine ratin gsS Intorviow Rating Chart
[ [l L] ]
oooooooo Candidate_ Interviewer_
or tnelr assignea interview —
Enter your rating for each dimension that you assessed, and bring this chart to Candidate Calibration
meeting or provide this to your recruiiter or the hiring manager.
TRevTewer T Wierviever 7 Thioviever 3 TaterTewe
a r e aS Interview Area

e |nterviewers share their
feedback (evidence and
ratings) at the debrief meeting

Q Recommend Hiring

0 Recommend for another Campbell Position:

e Hiring Manager makes the hiring decision

 Interviewing team aligns on messaging to internal
candidates who did not get the job
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Key to Success

 Strong Management commitment

e Cascading process to all geographies and applying at all
levels

 Holistic full-day training for line managers and potential
Interviewers: process and interviewing skills practice

« Useful tools and clear practical guidelines

» Clear protocols on selection process and decision making

7




Thank You!
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