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Current labour market trends

• Change in market sentiment – people are hiring again

• Candidates are less interested in making moves

• 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

• Changing expats to local staff continues

• The market in general is demanding new skills which are not always readily 
found in Russia

• Regulations are being reconsidered – new law on work permit – highly qualified 
labour

• Candidates from the regions continue to move to Moscow

• More projects in the regions, but fewer qualified people willing relocate



Are your competitors hiring?

According to the survey conducted by Antal Russia in September 2010 
(not published officially yet) 

76% of companies are hiring at managerial / professional level

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



45% of survey respondents were
currently looking for a job. 13% will
be ready for a move within 3 months, 

while 14% don’t envisage moving. 
7% will be ready to change the job in
half a year’s time and 11% were
planning a new career move in over a 
year’s time. 

Are managers ready for a career move?



Are you in the know of the latest trends?

TOP10 hard-to-get professions : 
According to Antal Russia

•Demand Planning Specialist
•Investor Relationship Manager (IR) 
•Derivative Lawyer
•Internal Communications Manager
•Banking strategic planning specialist
•Mobile advertisement platforms manager
•Compensation and Benefits Manager (C&B) 
•Business Development Manager in Mining Sector
•SAP (PP) Consultant
•Budget Specialist in Production



ATTRACTING THE BEST 
TALENT IN THE DIGITAL AGE

By Rebecca Lundie





THE DIGITAL LANDSCAPE



• 2010

OVER 58% OF THE POPULATION

352% GROWTH SINCE 2000
• 2000

JUNE 2010
475 MILLION INTERNET USERS
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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



2010

58%

42%

ONLINE

OFFLINE

2015

25%

75%

ONLINE

OFFLINE



14.7 BILLION € ACROSS EUROPE

2009
ONLINE ADVERTISING SPEND

4.5% GROWTH SINCE 2008



HOW DOES THIS EFFECT 
THE EMPLOYMENT MARKET?
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TRENDS

• Rise of online job boards

• Social media

• Reduction in press-based advertising 

• Digital strategy



RUSSIA

UK
FRANCE

GERMANY



WHAT DIGITAL 
TECHNIQUES CAN I USE 
AS AN EMPLOYER?
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Company career site

Video

Job board advertising

Mobile advertising

Higher visibility adverts

Email marketing

Social MediaBlogs

Virtual Tour Photography

Pay Per Click advertising

Personality and skills testing

Onboarding site

Applicant tracking and management

DIGITAL RECRUITING PRODUCTS & SERVICES



HOW CAN DIGITAL 
TECHNIQUES OFFER 
MORE VALUE TO YOUR 
RECRUITMENT PROCESS?
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BUILD BRAND AWARENESS 
AND REPUTATION
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OPENING NEW DOORS TO 
FIND MORE CANDIDATES



PROMOTE 
MESSAGES 
& OVERCOME 
PERCEPTIONS
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RAISE YOUR STATUS AMONGST 
THE COMPETITION
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INNOVATE AND EMBRACE CHANGE



MARIAM GERASIMOVA
HR MANAGER



• Create an online recruitment strategy

• Utilise the latest recruitment technologies

• Improve your digital profile

• Advertise in the right places

IN CONCLUSION



WHAT WOULD A 
JOBSEEKER THINK 
OF YOUR COMPANY 
IF THEY SEARCHED 
FOR YOU ONLINE?





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

Employer Brand

Marina Lebedeva
JTI Marketing & Sales

Sep-28 2010
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WHAT IS ‘JTI’?

• 3 of the top 5 worldwide cigarette brands
• Winston – the 2nd brand in the world and the fastest 

growing
• Camel – the originator of American Blend
• Mild Seven – the global leading charcoal filter cigarette
• Benson & Hedges and Silk Cut, two leading Virginia 

brands
• Sobranie – Prestige from London
• Glamour – the fast growing super slim cigarette
• LD – the international value brand



EMPLOYER BRANDING FOCUSEMPLOYER BRANDING FOCUS



EXTERNAL CHANNELS: RESOURCING (2 years back)

Internal
33%

External 
Events

 0% Press
5% Internet

 7%
Referral 

Programme 
20%

Recruitment 
Agencies

35%

* JTI Marketing & Sales recruitment statistics, mid year 2008



EMPLOYER BRANDING

FOCUSFOCUS



EMPLOYER BRANDING: TARGETED POSITIONING

TARGET AUDIENCETARGET AUDIENCE

??



EMPLOYER BRANDING: ‘PESTLE ANALYSIS’ EXAMPLE
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Birth rate drop

year of birth

18-24 is the largest age group
nowadays, however in mid-term
prospective it will be shorten dramatically



EMPLOYER BRANDING: ‘PESTLE ANALYSIS’ EXAMPLE

‘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)

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

(Fursenko, ‘Science and Technology’, 2009)



MANAGING ONMANAGING ON--LINE PRESENCELINE PRESENCE



MANAGING ON-LINE PRESENCE

WHO IS RESPONSIBLE FOR ITWHO IS RESPONSIBLE FOR IT

?



EXTERNAL CHANNELS: OVERVIEW

COMMUNICATION CHANNELSCOMMUNICATION CHANNELS

FRONT LINEFRONT LINE
managedmanaged

PERIPHERALPERIPHERAL
monitoredmonitored

Corporate siteCorporate site
MiniMini--sitessites
Company pagesCompany pages
Key people blogsKey people blogs

Community forumsCommunity forums
Narrow audience sitesNarrow audience sites
Communication and Communication and 
file exchange file exchange 
platformsplatforms



ON-LINE OPINION PLATFORMS



ON-LINE OPINION PLATFORMS

2 FUTURE SCENARIOS2 FUTURE SCENARIOS



ON-LINE OPINION PLATFORMS: LEARNINGS

STRATEGIESSTRATEGIES
RESPONDRESPOND IGNOREIGNORE

Check regularlyCheck regularly
Make sure you know your Make sure you know your 
risk groupsrisk groups
Agree on when to Agree on when to 
RESPONDRESPOND

Agree on limitationsAgree on limitations
Anticipate risksAnticipate risks
Be ready for Be ready for 
provocationsprovocations



ON-LINE OPINION PLATFORMS: LEARNINGS



MANAGING ON-LINE PRESENCE: LEARNINGS

make sure they see YOU on KEY PLATFORMSmake sure they see YOU on KEY PLATFORMS



MANAGING ON-LINE PRESENCE: LEARNINGS

FOCUSFOCUS



MANAGING ON-LINE PRESENCE: LEARNINGS

TOP INTERNET PLATFORMTOP INTERNET PLATFORM
FutureToday.ruFutureToday.ru

a leader in ona leader in on--line graduate recruitmentline graduate recruitment
JTI miniJTI mini--site site 
(in Russian)(in Russian)



MANAGING ON-LINE PRESENCE: LEARNINGS

•

TOP INTERNET PLATFORMTOP INTERNET PLATFORM

The leading onThe leading on--line professional community in Russialine professional community in Russia

HR InterviewsHR Interviews

Corporate VideosCorporate Videos

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


MANAGING ON-LINE PRESENCE: LEARNINGS

•

TOP JOB SEARCH PORTALTOP JOB SEARCH PORTAL

JTI MiniJTI Mini--SiteSite

‘‘HR BrandHR Brand’’
Annual AwardAnnual Award



TRACK POSITIVE TRENDS: EXAMPLES

Хочу у Вас работать! 88thth in target groupin target group

21st21st



IT IS IMPORTANT…



…TO SHOW THE REAL PERSPECTIVE



THANK 
YOU!
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Recruitment Process – the 
“Campbell Way”

AEB Breakfast, Moscow
September 28, 2010

Alyona Konstantinova
HR Director - Russia and 

Developing Markets
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“Decentralized” Recruitment

Can it really be decentralized?
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• HR owns and manages recruitment process 

• 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

How it worked before
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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
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Changing Managers’ mindset and approach to 
Recruitment

Hiring Manager ownership and 
accountability for hiring process and 

decision

Everyone – always recruiting

Consistent use of Behavioral 
Interviewing

Prioritizing recruitment in every way

Preparation for interviews in 

advance of event

Launching Employee Referral Program

Line Managers – primary contacts for 

Recruitment agenciesTreating our candidates like we treat our 
employees
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Campbell Talent Acquisition Process

Recruiting
Process

Formulate Strategy
Hiring Manager, HRG & Recruiter – Partner on 
what the open position is, how to go about filling it 
and mutually agree on process expectations

Identify Talent (Sourcing)
Hiring Manager & HR Generalist – Leverage ORP* 
talent first, external network and referrals second
Recruiter – Develop candidate slates and make 
recommendations to hiring manager

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

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

Onboarding
Hiring Manager – Engage before start and execute 
Onboarding plan
HR Generalist – Assist Hiring Manager with 
Onboarding plan

Workforce 
Planning

* ORP – Organization Resource Planning process
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Talent Acquisition Process: Roles & Responsibilities
Hiring 
Manager 
(Key)

Prepare detailed job  
description

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

Select interview team and 
hold alignment meeting

Leverage ORP, 
network, referrals

Provide timely 
feedback

Prioritize and commit 
to interviews

Conduct Behavioral 
Interviews

Facilitate debrief meetings

Communicate hiring 
decision to HRG/ Internal 
Recruiter

Extend Verbal Offer

Confirm start date

Create on-boarding plan

Interviewer Participates in alignment 
meeting 

Identifies interview 
questions

Prioritize and commit 
to interviews

Conduct Behavioral 
Interviews

Participate in debrief 
meeting and provide 
evidence from interview

Ensure HM has and 
executes on-boarding plan

Welcome new hire

Responsible for 
communication process 
(including Campbell Today)

Engage candidate through 
start

Reengage after start for 
referrals

Manage contingency 
process

Conduct orientation

Manage survey process

Works ORP with 
HM, networks and 
encourages referrals

Networks with HR 
colleagues

Executes strategy

Screen and 
recommend 
candidates

R
ecruiting N

eed R
ecognized

HRG

(Lead)

Consults on job description, 
strategy and interview team

Submits requisition request

Partners with Internal 
Recruiter, HM and 
Secondary  HRG

A
ssess Talent

Assist in preparing offers 
and submits offer request 

Coaches HM to present 
offer 

Conducts Behavioral 
Interviews

Provides timely feedback

Notifies Internal Recruiter  if 
position goes on hold

Conducts Behavioral 
Interviews

Manages candidate 
expectations through the 
process

Identify Talent

Facilitates interview 
scheduling and debrief 
meeting scheduling

Distribute interview 
documents

Internal 
Recruiter

Leads strategy meeting

Sets expectations

Conducts pre-close

Manages post offer follow-
up and close

Candidate 
Care

Prepare & distribute offer 
and new hire packet

O
nboarding

N
egotiate &

 C
lose O

ffer

Coordinate efforts and provides ongoing counsel to Hiring Manager and Recruiter

HRG (Lead) =Closest to the HM       HRG (Secondary) = closest to the Matrix HM   
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Selection Tool: Behavioral Interviewing

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

• Focus on job-related behavior

• Use past behavior to predict future behavior

• Assess both job fit and organization fit

• Organize selection process in a consistent 
manner 

• Apply effective interviewing skills and 
techniques

• Required use of debrief meetings to make 
the best hiring decision

• Make a positive impression on applicants: 
sell them on the organization

Behavioral Interviewing utilizes these concepts:

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
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First Steps for the Hiring Manager

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

2. Recruiter facilitates strategy 
meeting with Hiring Manager 
and HRG

3. Hiring Manager 
conducts Interview 
Team Alignment Meeting

Upfront Prep
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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 
Manager

Functional VP Other Functional 
Representative

Other Functional 
Representative

HRG

Marketing Director General Manager VP Marketing, 
Greater Europe

R&D Director Customer and 
Consumer Insights 
Director

HR Director

Upfront Prep
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The Campbell Way for Selection 
Behavioral Interviewing Guide

Pre-Interview
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Interview Question Assignment

• During the Interview Team Alignment meeting, 
interviewers get their assigned question areas

Interviewer Roles                          Position: Director, Marketing

Pre-Interview
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Managing The Interview
• Managing the time

Introductions, explanation of process 5 minutes

Competency-based questions 45 minutes

Applicant questions and wrap-up 10 minutes

Interview

TASK

RESULTACTION

ST

A R

SITUATION

• Collecting examples of Candiidate’s past behaviors:  gathering full 
STARs from their answers 

Situation or Task – What needed to be 
accomplished?

Action(s) – What did the candidate do?  

Results – What was the outcome and what 
did the candidate learn? 
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Rating the Candidate and Debrief Meeting

• Hiring Manager makes the hiring decision

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

Post-Interview

• Interviewers determine ratings 
for their assigned interview 
areas

• Interviewers share their 
feedback (evidence and 
ratings) at the debrief meeting



72

Key to Success

• Strong Management commitment

• 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



73

Thank You!
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