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LEADERSHIP INSIGHTTalent Management Insight 

In a world reeling from the very 

personal impact of recession, 

instability across the world’s largest 

and formidable organisations, high 

volume redundancies at all levels, 

and black holes in pension fund balance 

sheets; this sense is strengthened. People 

have a growing sense that they need to 

own their futures, and, by definition, the 

direction of their careers. For a dwindling 

group this is alarming, and for a growing 

group, this is reality. 

According to Clayton Glen, Director at HDA 

Associates: “The implications of this breakdown 

from an employer’s perspective is that employers 

need to work harder at maintaining relationships 

with key talent, work harder at enhancing levels 

of morale, engagement and hence performance, 

and work harder at maintaining their corporate 

reputation; in particular the employer brand, 

which impacts the quality of key talent attracted 

to and retained within the organisation. All of 

these are long-term strategic business continuity 

imperatives for organisations with long-term 

survival and/or growth aspirations; in particular 

given the impact of globalisation.” 

Notwithstanding increasing budget 

limitations, the growing challenges of 

ensuring engagement, morale, performance 

and corporate reputation are now leading 

organisations to approach HDA for advice on 

diverting a component of their outplacement 

spend towards increased spending on internal 

career development support for those who 

are likely to remain in the organisation, and/

or those whose roles are at potential risk of 

redundancy, but who will benefit from having 

the organisation shift its focus to leveraging their 

careers whilst they remain with the organisation. 

This rising class of internal career leverage 

initiative includes: 

Redeployment empowerment initiatives – 1.	

internal interview/assessment preparedness 

coaching, together, in cases with the 

provision of vocational training support 

aimed at increasing the competitiveness of 

internal candidates for internal roles and 

hence reducing external recruitment and 

onboarding costs. 

In-house career centres which recognise 2.	

that much is to be gained from engaging all 

staff in honest confidential personal career 

leverage conversations, including one-to-

one career coaching, group networking 

and facilitated career development events, 

assessment and 360 degree feedback 

tools, and a range of online personal career 

development resources. The logic here is 

that the more prepared people are now to 

manage their careers, the less support they 

may need in the future, in the event that 

their roles no longer fit. This adds efficiency 

when any redundancies are announced in 

the future, removes the stigma of job loss, 

and improves employer reputation and the 

employer branding. 

Survivor support initiatives, supporting 3.	

those who have been indirectly impacted 

by change and the redundancies of peers, 

to deal with their experience of the change 

that has occurred around them, and to 

re-focus them onto their post-change 

career development needs, and any 

new opportunities available within the 

organisation.  

Any internal career advisory service should be 

underpinned by the realistic expectation that 

there will not always be a direct match between 

the organisation’s need for talent, and the 

current availability of that talent. Redundancy 

is not a new thing, it affects an increasing 

number of people at some point, and it is often 

a valuable career development step. 

For this reason, an open-cards approach, 

which recognises career development as a 

continuum, is the most mature and honest 

approach for any organisation to take. 

Simply put, says Glen; “Organisations which 

improve the marketability and career prospects 

of their staff are likely to hold onto them longer, 

and when they release them, they do so with 

their reputation enhanced. Everybody wins.” 

 

For more information on HDA, please contact 

Sweta Patel, Campaign Manager-HDA, at  

sxp@hda.co.uk / +44 (0) 207 484 5065
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HDA’s services are delivered with emphasis on enhancing the employer’s 1.	

reputation as a diligent employer; seeking strong service delivery for impacted 

staff, and clear sponsor ROI, 

HDA takes a strong HR-partnership approach in delivering projects and 2.	

programmes of all sizes; managing the communication of the process via a 

range of innovative communication media, 

HDA’s programme formats, (regardless of size), place emphasis on the 3.	

individual aspirations and needs of transitioning managers and staff that we  

support at all levels – one size does not fit all,

HDA works intelligently with a range of key strategic partners to meet complex 4.	

individual transition needs, and we are a market innovator and leader in the 

area of linking outplacement support to vocational training. Via an exclusive 

strategic relationship with Hemsley Fraser, we provide our outplacement 

clients with access to circa 250 separate vocational training programmes and 

qualifications in 11 vocational development areas, to complement their core 

career transition activity.  

Supporting redundant and displaced managers and staff 
at all levels into re-employment, self-employment/portfolio 
careers, early retirement or career change/re-training
HDA has worked as a career transition and outplacement provider for 30 years, with significant success supporting 
organisations to manage both large-scale (multi-site/multi-country), and individual redundancy situations at all 
levels, from senior and Board-level executives, to supervisory and administration staff, to operatives. 

We work across all sectors, developing long-term relationships with a broad range of world-class organisations. 

Build a solid business case for outplacement  
with HDA Outplacement Services

The benefits of working with HDA

Enhancing corporate reputation  
and engagement via career self-ownership
It seems naïve these days to even mention a special closeness 
of bond or psychological contract between employers and 
their employees. 
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For more information, please contact: 

Clayton Glen, Director  

cxg@hda.co.uk / +44 (0)20 7484 5065
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