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Hansar explained
Hansar is a principal supplier of international executive search services to select, multi-national organisations and small-

er, entrepreneurial businesses expanding into international markets. Our strategy is to work with one or at the most two 
companies in each industry segment. In this way we are able to maintain a close working relationship with our clients, sharing 
in their success and guaranteeing a high level of enthusiasm and pride in the partnership.

Our clients come from selected but diverse sectors in terms of products, services and geography. We are able to transfer our 
sector knowledge and apply it where there is synergy, giving new blood and creative thinking where appropriate. We focus on 
senior executive positions within corporate structures.

We have built up a clientele of some of the world’s best-known and most prestigious corporations on both sides of the 
Atlantic, and we have won some of their most important assignments ever awarded. 

Hansar has always been involved in transnational executive search assignments. Our strategy has been driven by the 
obvious need to maintain direct control of all searches, regardless of linguistic and cultural borders. Consequently, we have 
put together a highly talented core staff  who can operate comfortably in any country in the world and deliver a consistenly 
high-quality search service.

A member of AESC, Hansar abides by that organisation’s ethical standards and practice guidelines.

Th e company is headquartered in Brussels. Hansar is a member of the Penrhyn Group with offi  ces on fi ve continents, and 
is additionally supported by a network of research facilities covering the major business centres of the world.

Talent acquisition 
in a surfeit

One of the equally unfortunate consequences of the 
downturn is that there are a lot of very capable people now 
looking for a job: there’s no lack of talent in general any 
longer. But is this surfeit a bonanza, and does it make it 
easier to acquire the talent you need? Will the prism aff orded 
by the crisis lead to changes in perception?

A corporation needs new talent for two main reasons. 
Firstly, there is a natural attrition in people moving away of 
their own free will or retiring. Secondly, a change in strategy 
and goal-setting can lead to the need for a new skills set, this 
being the key to corporate success in times of rapid change.

A successful organisation pays close attention to talent 
development and talent acquisition. Th e fi rst port-of-call 
is ideally to develop the talent already on your payroll by 
moving people around, in order to use their skills better as 
well as hone their skills. Th e other way is to bring in “new 
blood”.

Th e starting point for talent management is the 
priorities set by corporate strategy. Th ese must be met with 
a high degree of precision to give the corporation a chance 

of achieving its goals. It is not the 70 % or 80 % fi t we need, 
but the 90+% that will make it happen.

So, has it become easier to acquire new talent in these 
days of surfeit? Probably not!

Th e normal attrition rate has gone down drastically. 
People hang on to what they’ve got, making it more diffi  cult 
for the organisation to phase out ‘old’ skills and bring in 
‘new’ ones. In addition, the need for 90+% performers 
has increased because of the rapid change in economic 
environmental factors, such as funding, technological 
development and consumption patterns. Th e eye of the 
needle has actually got narrower!

According to a new survey of more than 850 C-suite 
executives conducted by Accenture and released at Davos, 
the one issue that has increased in importance is that of 
talent. Th e  conclusion is that “leading organizations must 
build capabilities to understand and source talent more 
strategically, based on clear defi nitions of skills gaps and 
needs for the future.”

However, the downturn is a big challenge to such 
ambitions. Corporations are tempted and often forced to 
reduce headcount. Cost-cutting is essential but there are 
risks, fi rst of losing valuable contributors and damaging 
company morale and, secondly, of not investing enough in 
people. Th ere is also what Th e Economist calls the “fear that 

D I Z Z Y  B L O N D E

“Ever notice that ‘what 
the hell’ is always the right 
decision ?”

Marilyn Monroe

S O  T H E R E …

“Security is mostly a 
superstition.
It does not exist in nature…
Avoiding danger is no safer 
in the long run than outright 
exposure. Life is either a daring  
adventure or it is nothing.”

Helen Keller

I N  A  N U T S H E L L

“Change is really the only 
tradition worth preserving.”

Jacob Wallenberg

T H E  L A S T  W O R D

“Start every day with a smile 
and get it over with.”

W C Fields
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R the company will look bad if it hires at the same time that 
it’s laying off workers.”

In step with an increased focus on cost-cutting comes 
the rising influence of Purchasing and Procurement. These 
actors are often disconnected from the corporate strategy 
goal-setting process and can also show problems in knowing 
how to identify quality and precision in relation to investment 
in people. This hegemony often leads corporations into the 
70 % domain !

But there is another way. By emphasising talent in their 
cost-cutting efforts, employers can strengthen the value 
proposition they offer current and potential employees, 
positioning themselves strongly for growth when economic 
conditions improve. In the December issue of The McKinsey 
Quarterly Review, Matthew Guthridge, John R. McPherson, 
and William J. Wolf argue that downturns place companies’ 
talent strategies at risk, but can also give smart companies a 
chance to upgrade their talent.

More than ever, it is essential that finding and retaining 
top talent remain a major priority for the CEO. Corporations 
should use this economic downturn to hire good people.

One thing is certain: the situation facing corporate 
management will never now be quite the same as before. We 
are moving into an era of constant change and uncertainty. 
The effective managers of the future will have to be paragons. 
And the hunt for talent has become global. 

The difficult times of late will also impact on the 
executive search market itself: only the fittest will survive. 
For the discerning client, quality of service will go up and, as 
in many other walks of life, it is the long-term relationships 
that will really bear fruit.    

Market conditions of the last few months are the worst 
that many of us can remember. As AESC* President Peter 
Felix says, “the tipping point towards improved sentiment 
and capital availability is not yet here but inevitably it will 
come – and when it does the strong underlying forces feeding 
the talent shortage of the recent past will re-emerge.”

What goes around, comes around.

 

* Association of Executive Search Consultants   

For a reference list of further reading  
on topics in this issue, please  

send an email to:
marylevy@hansar.com

For suggestions and discussion, please call :
Anders Borg

Hansar International
andersborg@hansar.com

Tel : 02/231 06 35
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