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PROJECT TAD: Social Networks for Talent

Acquisition and Development

How to deploy the power of collaboration in talent management

Price: $10,000* Kickoff Teleconference: March 27, 2008
Midpoint Teleconference: May 9, 2008

Re.sults® Teleconference: June 17, 2008

Completion Date: June 30, 2008

* Project TAD participation is included in HR Concours programs. All members are invited to
participate actively. For non-members, the fee for participation is $10,000. For more information,
please contact us at 281-359-3464 or info@ngenera.com.

Register for the kickoff teleconference:


mailto:info@ngenera.com
http://www.bsgconcours.com/registrationForm.aspx?id=1402

Project TAD Overview

Attracting, developing, and retaining talent are higher priorities than ever for many companies as
workforce demographics continue to shift, employees continue to reevaluate the role of work in
their lives, and companies continue to leverage talent to respond to new competitive challenges.
Individuals have always relied on networks inside and outside the company to learn, grow,
advance, and discover new challenges, but it is only recently, due in part to technologies that
make networking easier and more immediate, that the importance and value of networks has
really hit the company radar.

| t° s mu cumdergtamcshoweappropriate, balanced connectivity contributes to the success
of high performers than it is to describe, in concrete terms, how networks confer that advantage.

As one senior leader told Dr. Rob Cross, “ We Kk n o w hhbengfti from thair hetworkse r s

but we chalk up all the good things that happen to them to luck or good fortune. Like the

travelers to Oz, we don’'st groeian g yo nh abveeh ian dg otohde

High performers are more attuned to the network around them. Strategically leveraging
relationships enables rising stars to see the big picture better, generate innovative solutions by
integrating the expertise of those with unique backgrounds, position their efforts well, bypass
bureaucratic gridlock, and obtain necessary resources and support. Replicating such networks
more rapidly and thoroughly throughout an organization is undeniably worth the investment of
time and effort, butr equi res a cl ear wunderstanding
programs and human resource investments in network building.

Human resources needs to adopt new ways of considering talent that account for the increasingly
vital role that networks play in indiuvi
so requires a clear understanding of networks to guide talent programs and human resource
investments in network building. Re.sults® Project TAD will address issues such as:

e In what ways is social networking already impacting our talent processes?

e What practices can we employ to better onboard both junior and experienced hires?

e How can we moe naturally replicate the networks of high performers through a
range of talent programs?

¢ How can we ensure leverage from our efforts at promoting diversity?

¢ How can we use social networks to make sure we optimize use of the talent we
already have?

e How can we ensure that our top talent lists are accurate?

¢ How can we measure the effectiveness of using social networks for recruiting and
development activities?

e How can our retention programs leverage networked relationships, and how can we

better understandthe impact when key people leave?

e What is |1 Tés role in helping HR | everage

employee development?
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Social Networks: The Power of their Potential

When people talk about social networking today, it is almost always in the context of technology
—applications, sites, activity. Clearly, technology has made it possible for millions of people to
connect with friends, co-workers around the world, previous acquaintances, and even people
they will never meet. Membership in the more well known online social networks is impressive:
LinkedIn has some 19 million registered users, acquires 23 new professionals every minute, and
has 3.2 million visitors each month; Facebook boasts 60 million active members worldwide; and
MySpace reportedly has 300 million members and adds 230,000 new members daily. The sheer
popularity of these sites among younger people—many i n t he “ Gen Y” cohor:
future workforce — makes them impossible for business to ignore.

Questions remain, however, about the viability and utility of social networking sites as places to
recruit new t a?20@ Sdurce offEmpiogment sueeylfouhdehat the top five
sources of employment among more than 11,500 respondents were quite traditional: answering
ads and posting a resumé on job boards, calls from a headhunter or staffing firm, tips from a
friend or family member, networking at work or at a business event, and career fairs. The top

five sources accounted for almost six out of ten of the positions that people took during their last

j ob search. Wedd]I alinssocial eesverles arecamongstie Hvevisast t h a t
effective means of finding work, in a class with activities such as networking at a social event

and sending a resumé directly to an employer.

At the same time, however, a Mercer/SHRM survey shows that close to 70% of HR
professionals say an employee referral program is one of the most cost-effective means of
recruiting talent —and employee referral is essentially a form of social networking. Starbucks
reports that its internal social networking site, mypartnercareer.com, is the source of 10% of its
hires.

Companies like Starbucks have set up their own internal social networking sites hoping they will
lead to broad collaborative sharing of information, best practices, new practices, and expertise
across an organization but there is little in the way of solid information yet about their success.
Like any other technology, simply making social networking available does not guarantee its
effective use for business results.

Networking technology, however, is not the heart of the matter. If anything, a focus on
technology disguises the heart of the matter. At their essence, social networks are about people
who choose to connect with other people with similar interests, values, goals, needs, issues, or
friends. People in a corporate social network may well have some of these same reasons for
connecting, but also some very different ones revolving around, for example, collaboration or
information, projects, technical expertise, or professional interests. What each person brings to a
network varies, depending on what they have to offer and what the network values or needs.

Because the internal workings and structures of social networks are often very complex,

decoding them can require both network analysis tools and cooperation and honesty from the
network participants. But being able to visualize social networks helps make them extremely
useful to those inside and outside a company. Studies conducted by Dr. Rob Cross and others



suggest that as much as 90% of the information employees take action on comes from people in
their network.

It is no surprise then that companies are intrigued by the possibilities social networks offer for

finding new talent and developing people. More than 85 companies and government agencies

have joined Cross’s Network Roundtable at the
(www. networkroundtable. org), an organization
capability to conduct their own network analyses and leverage network analysis results for

business impact.

Cross and others have studied high-performing employees (those in the top 20% of their

organi zation’s HR ratings) acrolss”“ metwwvarek r ang
measurements” and“me ani ngf ul p eare dvalable Aheicwerk rdvaals ianfortant

facts about high performers and their networks:

e Structure: High performers have a greater tendency to position themselves at key points in a
network, and they leverage the network around them better when implementing their plans.

« Relation: High performers tend to invest in relationships that extend their expertise and help
them avoid learning biases and career traps.

o Behavior: High performers value networks and engage in behaviors that lead to high-quality
relationships — not just big networks.

“Peopl e who do wel | —stracturtlhelatioral, abdtbehawieral -dale me nsi on s
much more likely to be successful than those who pay littleornoheedt o t hei r net wor k,
Cross.

There are many unknowns about social networks in business, but talent acquisition and
development logically seem to be the leading potential uses of social networks. People in
LinkedIn, for example, join specifically to connect with other professionals, and LinkedIn has
been used for some time as a recruiting channel. What remains unknown about LinkedIn,
MySpace, Facebook, Jobvite, and other sites is how best to use them, where they fit into an
overall talent acquisition strategy, where they are most and least effective, and why and how
employees use them now.

Talent development using social networking is an area that also seems to hold great potential.

Social networking sites can be viewed as (sometimes massive) centers of knowledge and

expertise. How can companies unlock the expertise and share the knowledge that resides inside

their organizations to expand their capabilities? Many companies have a social network resource

that they don’t yet know how to tap into effe

Objectives

Our objective for Project TAD is to help member organizations: 1) understand in what ways
social networking, formal and informal, is impacting talent processes; 2) develop strategies for
leveraging existing social networks and/or deciding whether and how to create networks that



could facilitate talent processes; 3) understand in what ways technology might enable and
facilitate effective networking.

Outcomes

e A perspective on why and how organizations can and should leverage social networks in
their talent processes to create and deliver against important business outcomes.

o Best practice examples for using social networks in the areas of sourcing, developing,
deploying, and leveraging talent.

e Recommendations for ways in which technology can enable and facilitate social networking.

o Select case studies of organizations that are excelling at using social networks as part of their
talent processes.

e A confidential cooperative network of member companies for sharing experiences and views
during the project and thereafter.

Project Team

Project TAD features the participation of some of n G e n anosaekpsrienced consultants and
researchers, including Dr. Margaret Schweer, Vice President, nGenera, an authority on talent
development and human resources, and will feature the participation of Dr. Rob Cross an
expert on how to analyze and improve relationships and social networks in organizations, author
of The Hidden Power of Social Networks: Understanding How Work Really Gets Done in
Organizations, and Professor of Management at the University of Virginia and Research
Director of the Network Roundtable; Dr. Keri Pearlson, Vice President, nGenera, an expert in
leadership development; Katie Tierney, Corporate Recruiter, nGenera, an expert in social
networking technology; and Marilyn Davison, Engagement Director, nGenera.

Approach

Member companies shape the focus and the outcomes of Re.sults® projects through active
participation in workshops and field research, plus other interactions. This fast-cycle project
begins with a Kickoff Teleconference to shape the scope of the project, establish areas of
emphasis, and formulate expected outcomes. The kickoff process includes opportunities for
members to share their issues and experiences.

Field research for this project will include telephone interviews and/or site visits with member
companies and other progressive organizations, plus online surveys as needed, and consultation
with leading authorities. In a Midpoint Teleconference, members will have the opportunity to
discuss preliminary findings, working hypotheses, and recommendations. Final findings and
recommendations are first shared at the Re.sults® Teleconference near the end of the project. A
preliminary report is published on the Web site a few weeks after the workshop, and a printed
report is produced after a period of feedback and discussion.

During the course of the 90-day project, members have online access through the nGenera Web
site to project updates and other documentation, plus the opportunity to contact other members
and the project team.



Timeline and Fees

Project TAD begins with a Kickoff Teleconference on March 27, 2008, and concludes on
June 30, 2008. It is possible to join the project in progress. The Midpoint teleconference is
scheduled for May 9, 2008, and the Re.sults® Teleconference for June 17, 2008. Project
members are encouraged to participate personally in the member teleconferences.

Project participation is included in the membership subscriptions to HR Concours programs. For
non-members, the fee for participation is $10,000.

Information about follow-on consulting services may be obtained by contacting Dr. Margaret
Schweer at 630-653-1547. For further information on Project TAD or nGenera research, contact
us at:

nGenera

800 Rockmead Drive
Kingwood, Texas 77339
Telephone: (281) 359-3464
Fax: (281) 359-3443
Email: info@ngenera.com
WWW.Ngenera.com



mailto:info@ngenera.com
http://www.ngenera.com/

About Re.sults® Projects

A Re.sults® Project is a unique form of consulting cooperative that delivers fast-cycle answers to
critical business and technology management issues. Re.sults® Projects are fresh alternatives
both to lengthy and expensive consulting engagements and to lengthy and theoretical research
programs. Each project:

U Delivers fast-cycle answers to specific management and technology problems that
progressive corporations are facing for the first time.

U s a cooperative formed by 10-30 member corporations with common interests
who help shape the project, share their experience, and reap the benefits?

U Brings together senior consultants, leading experts, member companies and the
proven process that led to business reengineering and other breakthroughs in
management.

U Produces a combination of emerging best practices, pragmatic action plans, and
innovative management techniques.

U Delivers insightful and useable results in 90 days.

Current Re.sults Projects: e Tools and Techniques for Business

e Reaching “Level 3" | T Ca p @&tpérimdntatign

e Building a Platform for Business Growth Life After Outsourcing

Building Collaborative Work Environments
What Every CIO Should Know about China
Enhancing Performance through Learning
Data Management for the Integrated Enterprise
Driving Business Integration

s Happened, aned |Metagitg Market Intelligence Processes

Recently Completed Re.sults Projects:

e Employee Experience and Business Results

e Business Implications of Service Oriented
Architecture

e eBusiness—Wh a t

Happens Next? . Excelling at Employee Engagement
e Tomorrow's Essential |IT C%M@derﬁnﬁﬁ'les
e Engaging Today's Young Eomﬁ?élrﬂ’/e)’lti%gecérporate Learning Systems
e Sustaining Enterprise Architecture Optimizing IT Staff Deployment
*  Talent Readiness Strategies e  Effective Models for IT Governance
e Office of the CIO e Aligning Corporate Learning with Business
e  Capability on Demand Strategy
e Customization versus Standardization e New Business Models for HR
e Contemporary IT Value Realization Strategies e Contemporary Challenges in Security and
e Contemporary IT Funding Strategies Privacy
e  Accelerating Executive Development e Driving Organic Business Growth
e  Fresh Approaches to Benchmarking IT e Building an Innovative Organization

For more information, please contact nGenera at (281) 359-3464.

Copyright © 2008. nGenera, All Rights Reserved. Re.sults and Re.sults Project are registered trademarks of nGenera. All other
marks are trademarks or service marks of their respective organizations.



Registration Form
Re.sults® Project TAD

Name:

Kickoff Teleconference
March 27, 2008
11:00am - 12:30pm Eastern

Title:

Company Name:

Address:

Phone:

Fax:

Email:

Assistant's Name:

Assistant's Phone:

Assistant's Email:

What issues would you like to discuss with other participants?

D Yes | plan to participate in the TAD Teleconference.

D No, I am unavailable to participate in the Teleconference, but am interested in Project TAD

and would like a follow-up phone call.

Ms. Anne Bishko

Please email this form to:

175 Cabot St., Suite 300, Lowell, MA 01854
Phone: 978-322-2103 Fax 978-322-2102

abishko@ngenera.com



