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10 Ways to Attract Real Talent to your Organization

While it is true that there are a lot of talented people who have found
themselves unemployed recently, the majority of the top talent you want to
attract is still employed. So why should they leave their current organization
for yours? Below is a guide to help you put your best foot forward.

. Be ready to sell your organization vs. your competitor’s

Be prepared to answer the following questions: Why is your company
more stable than your competitor's or a candidate's current organization?
Why is your culture better? Why is your compensation/benefits package
better? Even if the person you’re interviewing doesn’t directly ask them, these
questions are top of mind for anyone considering a career change right now.

You should also be prepared to discuss any recent successes or key
business wins your company has had, and be able to detail how they will
affect the new hire when he or she comes on board.

. Manage your brand in the marketplace

You can’t control all the information that will appear online about your
company, but there are some things you can do to manage your brand on the
web:

* Make sure your website is current. Outdated information looks
sloppy and suggests you're understaffed or not organized
enough
to regularly maintain your site.

+ Complete a search of your company online to see what
prospective hires will find when they do the same. If there are
any issues that need to be addressed, you'll know it before you
interview and can bring it up then.

+ Be discreet when you're looking to hire. Minimize your exposure
by keeping your company name off the job boards. You or your
executive search consultant should be networked enough to
be able to identify top talent without splashing your company’s
name around town. This will keep the flood of phone calls and
resumes from unqualified candidates from overwhelming you
and your staff.

. Tighten the interview process

A long, drawn out interview process is a common frustration our
candidates and clients have voiced. True talent will only be available for a
short time before another organization brings them onboard. It is in your

company’s best interest to commit to a timeline that allows you to be thorough,

but not drag the process out too long. Be respectful of the candidate’s time
and also that of your team who is involved in the interview and hiring process.
Coordinate schedules so interviewees meet with multiple people each visit to
ensure more of the team gets the chance to meet them, but doesn’t require
numerous returns to your office.
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The number of professional and
managerial individuals outplaced each
month has significantly declined since
March 2009.

Recent Completed Searches:

- Accounting Firm Principal,
St. Louis, MO

- SVP Metro Regional Manager,
Milwaukee, WI

- VP, Commercial Loan Officer,
Dallas, TX

- Bank Vice President,
Kansas City, KS

- Bank Vice President,
Chicago, IL

- Vice President, Director of ORE,
Memphis, TN

- Director of Accounting,
St. Louis, MO

- SAP Bl Programmer,
West Michigan

- Investment Analyst,
Grand Rapids, MI

- Vice President, Private Banking,
Dallas, TX

With over 30 years of combined
experience in the Banking, Finance
& Accounting, and IT sectors - we
thrive on partnering exceptional talent
with equally exceptional companies.



THE

JUDSON

— GROUP

Newsletter | Volume 1 | Issue 2 | Second Quarter 2009

4. Maintain your network, manage expectations
Recently some clients have stated that their companies are in a hiring

Current Searches:

- Audit Principal / Partner,

freeze and because of that they are hesitant to meet with new talent. Their
concerns range from fear of disappointing the candidate because there is no
position to wanting to avoid the frustration of meeting someone they want but
can’t bring on right away. Always take the opportunity to meet with true talent,
but manage expectations when there isn’t an open position. This strengthens
your network and keeps you tuned in to what is happening in the market.

You may decide that this person is so good that you can create a position for
them. And, you never know when someone on your team may leave; if you're
well-connected, you can fill that vacancy quickly.

. Be realistic about your expectations
When evaluating the position and setting the budget, make sure your
expectations align with what the current market demands. Truly top talent
comes at a price. Investigate the marketplace yourself, or discuss it with
your search consultant to make sure that you know what level of talent and
experience to expect given your salary range.

. Include senior management in the interview process

Wow potential hires by showing how much you want them to join your
team. Recently we were working with a candidate who was being pursued
by a number of banks. Two of the opportunities were very similar and she
had narrowed her focus to those two positions. During her third round
of interviews with one of the banks, she met with a peer, the manager, a
senior manager and the CEO. Following the interview, she commented
that everyone she met with shared a common vision. She was also highly
impressed by the CEQ’s approachable style and his knowledge of her and the
people she’d met with. Not only did he take the time to meet with her, he was
prepared in advance to have a real conversation, not just a meet and greet.

. Ask great interview questions

The best predictor of future performance is past performance under
similar conditions or situations. Think about the responsibilities and goals for
the person who will assume this position and ask questions that reveal how
the candidate has handled similar responsibilities in the past.

Take some time to ensure that each person that participates in the
interview process is prepared to ask questions that gain genuine insight
into potential hires. Also, having questions prepared in advance will put
interviewers at ease and give them some consistent interview content with
which to evaluate and compare multiple candidates.

Salina, KS

Senior Trust Officer,
Kansas City, MO

Commercial Relationship
Manager, Fort Worth, TX

Workout / Special Assets Officer,
Cleveland, OH

Cognos BI Developer,
Minneapolis, MN

Financial Reporting Analyst,
St. Louis, MO

Commercial Loan Officer,
Clearwater, FL

Commercial Banking Team
Leader, Kansas City, MO

Business Intelligence Analyst,
Houston, TX

Chief Financial Officer,
Minneapolis, MN

Manager, Financial Planning &
Analysis, St. Louis, MO

- Commercial Loan Officer,

Dallas, TX

- VP Commercial Loan Officer,

Kansas City, MO

- Middle Market Commercial

Lender, St. Louis, MO

- WebSphere Commerce

Developer, Chicago, IL

For a current list of all our
searches, please visit
www.judson-group.com

The Judson Group pairs focused
industry expertise with a precise

8. Be passionate about your company and this person’s opportunity process that produces results.

Truly great organizations have a clear vision that is shared by every
employee. Meet with your team to review the goals of this new hire and what
you hope each candidate will take away about your organization following the
interview.
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Make sure that anyone involved in the interview process is a positive
representation of your company culture and values. Following several
extremely positive interviews with one of our client companies, a candidate The Judson Group, West
was asked to return for one last meeting with someone who had been on Michigan’s most respected
vacation the last time she had interviewed. She arrived for the final interview executive search firm, has
prepared to confirm the decision she’d already made, that this was the continued to grow and thrive
company she wanted to join. During that meeting, the interviewer commented -- even in the face of today’s
that he was interviewing elsewhere and described a very different environment economic struggles. We've done
than what her previous meetings revealed. Soured by that meeting, the so by working in high-growth
candidate ultimately decided to decline the company’s offer. industries and by forging quality

relationships with our clients.
9. Be candid about the issues
No job is perfect. While it may seem like you want to paint a rosy picture
to make your company more attractive to potential hires, a real portrayal of
your organization will be far more appealing. Honestly discuss any issues E-Mail your resume to:
your company or a person in this position will face. This will give potential cjudson@judson-group.com
hires the opportunity to pass if the challenges seem too great. It will also for immediate consideration.
reveal how they might handle these situations if you open a dialogue during
the interview. You may find that this person is not ready to take them on.

Ready to take the next step in
your career?

WEST

10. Communicate your on-boarding and training process MICHIGAN'S
You might think that you can plan for your new hire, once you know who
it will be. However, a clearly communicated on-boarding process and training
plan will set your organization apart from others pursuing a candidate. Map
out the first day, week, month, quarter, year and describe what you expect the
new hire to have achieved at each point. Again, this opens the dialogue with
the candidate to ensure that your expectations and theirs align. And, once an AND
offer is extended, the plan is already set and ready to be put into action.

COMPANIES

TO WORK FOR

A PROGRAM OF
MICHIGAN BUSINESS AND
PROFESSIONAL ASSOCIATION

Recruiters Achieve Top Network Designation

Jeremy Anderson and Sean Green, recruiters at The Not unlike other professional exams, it is difficult to
Judson Group, recently achieved the designation of Certified successfully pass the exam on the first try, both recruiters
Senior Account Manager (CSAM), the highest rank awarded to succeeded on their first attempt.
recruiters at MRINetwork®, one of the world’s largest search and “These individuals are representative of the caliber of people
recruitment organizations. in our organization,” said Hunter Judson, President of The

The CSAM program, which was established in 1985, Judson Group. “They are highly regarded by both their clients
allows executive recruiters to accelerate their personal and and candidates for their professionalism and ethical approach to
professional development and to differentiate themselves from the business.”
the competition. Currently two thirds of The Judson Group team have

In order to receive the CSAM designation, recruiters must achieved senior certification. CSAMs within the MRINetwork
pursue a comprehensive course of study and pass a rigorous organization are recognized leaders who are consistently top-
examination. They must also be recommended by their ranked performers and exhibit a very low rate of turnover.

managers in order to participate in the program.




