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HDA Case Study 1 (Career Transition Support – Engin eering Sector) 
 
 
 
Background 
 
The UK arm of a US headquartered Engineering Company was transferring skills and functionality to the 
USA, impacting 27 staff in total. HDA worked closely with the European HR Manager to design a career 
transition programme that would assist with the smooth shutdown process by enabling the staff to 
successfully make the optimum career transition, whilst at the same time maintaining goodwill and seamless 
product handover to the parent company. The majority of staff were asked to participate in a shutdown 
process phased over eight months. 
 
The work team was highly skilled in state of the art software development, operating at the forefront of the 
profession. The average length of service was in excess of 14 years and as such staff had difficulty 
benchmarking themselves. They were exceptionally skilled but needed help in accepting this and in 
transmitting this to prospective employers. 
 
 
Design and Delivery of the Career Transition Progra mme 
 
Historically, staff from the company had been supported via the ‘Versatile Support Programme’ (VSP) and 
allocated 10 units to select options (at a unit cost) from a programme menu.  
 
The agreed programme for the site shutdown incorporated both structured components via a group  
approach and the flexibility to cope with the individual needs of the staff, resulting in support equivalent to the 
10 unit VSP.  HDA delivery was at the company’s site, with the co-ordination of events managed jointly by an 
appointed on site HR representative and a nominated HDA staff member.    
 
Components of the programme:  

1. HDA Overview to promote the career transition support provided by the company  
2. 1:1 Career coaching meetings  
3. HDA workshops  

a. Job Search Workshop 
b. Interview Preparation 
c. Financial Planning and State Benefits 

4. Further support available selected by the employees according to their individual needs, from 
the HDA Versatile Support Programme Menu.  

5. Website access for six months 
6. Telephone/email support from the Online Consultants for the six month period. 

 
 
Communication  
 
Details of timings and content were circulated for each group activity, and proactive calls were made to 
individuals around their projected programme start times. The on-site HR representative contacted each 
person and timetabled each event. 
 
 
 

Illustrative HDA Career Transition Case Studies  
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Results   
 
 
All staff took up the programme and feedback has been very positive. They have found the workshops very 
useful, in particular the interview skills and gaining an idea of what questions to expect in an interview.  
 
“The advice from all of the HDA consultants has been invaluable. The consultants have always been 
available - I've always got advice in a timely manner when I've needed it (by phone and by email).  The 
independence of the advice and its 'general' nature (i.e. not bogged down in the specifics of our particular 
industry) enabled me to focus on what I needed to” 
 
“Workshops were very professionally run, and highly interactive so it kept one interested throughout.  
Provided me with information that really helped, which surprised me as I thought that I knew a lot about 
recruiting.”   
 
The 1:1 career coaching sessions have played a major role in focusing the activities and boosting the 
personal ability perception of staff. A number of staff chose to take advantage of the HDA Assessment Tool 
‘Strengthscope’ as a way of understanding their significant strengths and thus ensuring that any future 
position allows them to utilise these. 
 
Planned phasing of staff leaving has worked well and they settled into new positions that will continue to 
challenge their skill level, many at enhanced terms and conditions. 
 
HDA enjoyed an extremely positive working relationship with the HR team, working closely together to 
ensure the needs and best interests of each employee were met. The company was committed to HDA and 
the support provided to the affected staff.  
 
 
 
"The ultimate measure of whether outplacement has worked or not is if people get jobs in a timely manner.  
This has certainly been the case with the closure of the UK office and I attribute a lot of this success to the 
way outplacement was managed.  The program we devised with HDA was flexible enough to cope with 
individual needs and timely so that people got thinking about their future quickly enabling them to make clear 
decisions.  The team at HDA have always been responsive, flexible and professional; it has been a pleasure 
working with them in this difficult time."    
European HR Manager, June 2008 
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HDA Case Study 2 (Organisational Restructuring and Career Transition 
Support – IT within Financial Services) 
 
 
 
Background 
 
A world leader in Investment Management transferred a number of both project management and technical 
functions within their IT department to India in 2007.  As a result of this restructure a number of roles within 
the UK became redundant.  Initially impacting approximately 100 roles, through redeployment and natural 
attrition the actual number of impacted employees reduced to circa. 30 staff with levels ranging from Director 
to Graduate Trainee.  
 
 
HDA Project 
 
1.  Support to HR for delivery of the ‘At-Risk’ ind ividual meetings with staff. 
HDA partnered with the responsible HR Director to both facilitate and provide consultation within a mini 
workshop for the HR managers.  This HR team support workshop covered the optimal approach by HR to 
individual discussions with each employee, including how to handle emotional reactions and difficult 
questions.  
 
2.  Design and Delivery of the Career Transition Pr ogramme 
HDA and the HR team worked together to ensure the most appropriate programme was provided to each 
individual.  Initial thoughts around two options for an employee to select from i.e. retraining/acquiring new 
skills or career transition support were brought together under the umbrella of the Tailored Career Transition 
Programme.  This gave all staff a combined approach by being giving access to the Career Transition 
Support relevant to their level within the organisation whilst also having the opportunity to utilise some of the 
programme for training purposes.  Administration was also simplified as the responsibility was removed from 
the client and managed entirely by HDA. 
 
Components of the programme were delivered as follows:- 
 
HDA Overview  – an HDA Career Coach presented an overview of the support being provided to the 
employees split across two sites, partnering with a specialist in IT Recruitment. 
 
Introductory 1:1 meetings  – all impacted staff were invited to an individual meeting prior to the start of their 
programme.  As the leaving dates were staggered, this presented an ideal opportunity to cover the 
following:- 
 
 

• the support programme and what it meant to them personally  
• how they were feeling about their situation  
• external factors to consider  
• initial thoughts for the future  
• appropriate timing for the start of their programmes 
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The programmes  – for the majority of the staff, the programmes were based on 3,4 or 6 career coaching 
meetings which could be exchanged for attendance at HDA workshops or a Psychometric Assessment.  At 
the first meeting, the decision was made as to whether the individual would progress further with the career 
transition programme or seek re-training opportunities.  If the latter, the HDA Online Consultants would assist 
them in researching the most appropriate course and make the necessary arrangements.  With both options, 
they still had access to the resources contained within the HDA client website for 6 months and 
telephone/email support from the Online Consultants for 3 months post their final 1:1 meeting.   
 
Senior Managers were supported via the 3 month Flexible Access Programme giving unlimited access to all 
of the HDA resources for the duration of their programme. 
 
3. Communication  
HDA enjoyed an extremely positive working relationship with the HR team, working closely together to 
ensure the needs and best interests of each employee were met.  Flyers were circulated for each activity, 
and proactive calls were made to individuals around their projected programme start times.  This re-
emphasised the commitment the Company had for the support provided by HDA to the individual through 
their career transition.  Regular status reports of take-up were also provided to HR. 
 
 
Outcomes 
 
Of the 30 staff, only 2 have decided not to take up the programme with 1 of these having transferred to India 
and 4 have utilised some of their programme for acquiring new or enhancing existing skills.  Respondents to 
an interim ‘mini’ survey indicated favourably that the service offered by HDA had been of great use to them 
and that HDA were able to adapt to their own personal needs.  
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HDA Case Study 3 (Career Transition – Manufacturing  Industry) 
 
 
 
 
Background 
 
A global manufacturer of household products, with an aggressive growth strategy, acquired a leading 
organisation in the adhesives industry as part of their continued expansion into target markets. 
 
A direct outcome of this acquisition was the decision to reorganise activities at various sites across the UK; 
this involved an amalgamation of the newly acquired organisation’s departments and functions with the 
existing organisational functions. 
 
HDA was commissioned to support those directly affected by the restructuring, via the provision of 
outplacement, career consultancy and retirement support. 
 
 
HDA Project 
 
During times of organisational change, redundancies are often inevitable and this particular reorganisation 
was no exception; 67 of 87 acquired employees were retained and 20 lost, including staff in customer 
services, purchasing, and logistics.  HDA were brought in to provide career transition support and guidance 
to the 20 affected employees.  
 
The organisation chose to offer these employees the Versatile Support Programme; which is an extremely 
flexible menu-based programme.  The support included elements such as 1:1 consultancy with a dedicated 
career consultant, practice interviews, retirement advice and guidance, psychometric assessment, and 
access to HDA Online. HDA also facilitated a number of workshop sessions on topics such as: Networking; 
Self Employment; Job Search; Interview Preparation and Retirement. 
 
The organisation was keen to maintain a positive, motivating culture and to support both those directly and 
indirectly affected by the redundancy – retaining key talent where possible.  HDA played a considerable role 
in facilitating this.  A Resourcing and Development manager at the organisation maintained that HDA’s 
support services, eased employees transition from leaving the company to getting a new job.  HDA also had 
a powerful effect on the employees that remained with the organisation "The survivors feel their previous 
colleagues are being looked after".  
 
 
Outcomes 
 
HDA’s involvement in the process enhanced the ease with which the restructuring took place.  One 
employee said “the ability to use the HDA outplacement service smoothed this process and while 
undoubtedly an emotional time…the takeover was one of the least frightening experienced”. 
 
In addition, HDA’s flexible approach to meeting both organisational and individual client needs was a vital 
component in their ability to add value during the process.   
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HDA Case Study 4 (Merger and Career Transition Supp ort – Financial 
Services) 
 
 
 
Background 
 
During 2006, an acquisitive financial services organisation with multi-billion pound turnover acquired another 
financial services organisation. A direct outcome of this acquisition was the decision to close the Head Office 
of the acquired business.  HDA was commissioned to support those directly affected by the restructuring, via 
the provision of outplacement, career consultancy and retirement support.  Approximately 70 staff at all 
levels were affected. 
 
 
HDA Project 
 
The key measures of success for the Head Office closure were: 
 

• to maintain productivity and retain those staff members critical to the success of the merger  
• while also providing suitable support to those leaving the organisation.  

 
HDA’s support was focused on individuals’ specific needs within the limits of their support programme, (i.e. 
focused on re-employment, self-employment and start-up assistance, retirement, or career change) and 
included elements such as 1:1 consultancy with a dedicated career consultant; an online resource centre, 
practice interviews, psychometric assessment, access to HDA Online and also group events, including a Job 
Search Workshop.  
 
In addition, an Onsite Career Transition Resource Centre was set up, to provide staff members with 
guidance and support on a daily basis.  
 
HDA added value to the entire process by developing a flexible approach to ensuring each individual’s needs 
would be met as effectively as possible. The HDA project managers also liaised closely with the acquired 
organisation’s training team to ensure a seamless approach to the support. 
 
HDA Career Consultants were paired with individual staff members to ensure that the best possible match, in 
terms of providing effective support, was achieved.  This was recognised and valued by the organisation. 
 
 
Outcomes 
 
HDA’s involvement in the process enhanced the ease with which the restructuring took place.   
 
Employees were successfully supported through the transition process and into the next phase in their 
careers.   
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HDA Case Study 5 (Organisational Restructuring and Career Transition 
Support – Housing Association)  
 
 
 
Background 
 
In 2006 one of the largest providers of housing support in the UK merged with a non-charitable umbrella 
organisation for a number of housing associations and associated companies.  As a result of the merger, the 
organisation experienced a major restructuring; affecting approximately 300 people nationwide.  HDA was 
given the opportunity to provide outplacement support to the organisation through this period of change. 
 
 
HDA Project 
 
Staff Communication and Expectation Setting 
The project was designed to support staff at all levels.  HDA’s experience in managing change, ensured the 
team was well-equipped to assist staff, both with the practicalities of securing a new job and also providing 
objective, experienced support during the career transition process.   
 
HDA worked closely with the organisation to ensure that staff knew at the outset what they should expect 
from their programme of support.  All employees affected by the restructuring were introduced to HDA by a 
HDA ‘Online Consultant’.  
 
Career Transition Support 
A significant element of the restructuring process involved the closure of the organisation’s Head Office, 
based in the Midlands.  In order to effectively support the staff affected at this site an onsite resource centre 
was set up and operated by HDA career consultants.  This provided a ‘drop-in’ centre where staff could go to 
receive career counselling, as well as use P.C. and internet based resources.  HDA adopted a highly flexible 
approach to supporting staff and the standard support programme was adapted to suit individual 
requirements where necessary. 
 
Each staff member received access to the HDA candidate website and also the contact details for the online 
consultants; who were available to offer career guidance and support during normal working hours.  
 
Many of the participants also attended an HDA career transition workshop, either locally or in the HDA 
London office. Workshop topics included job search, self employment, career change, networking, or 
interview preparation.  
 
Psychometric analysis was also undertaken by some of the affected staff members.  
 
After care 
Staff continued to receive proactive online support for up to 3 months after their face to face support ended.  
Feedback has indicated that this has been particularly beneficial.  
 
 
Outcomes 
 
The feedback from the organisation and the participants has been very positive. Faced with an unknown 
situation people have commented on how comforting and supportive they have found having HDA there to 
consult with.  
 
It has also allowed them to leave the organisation with a positive experience which will stay with them forever 
and which positions their former employer as a caring employer.  
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HDA Case Study 6 (Multi-site / Multi Geography Outp lacement Provision 
– Travel Operator/Airline)  
 
 
 
Background 
 
The client is one of the world’s largest travel companies, employing over 80,000 employees worldwide. 
During 2004 plans were finalised for a series of major restructurings across the organisation, directly 
affecting operations and teams in the UK, across the Mediterranean and in Florida. 
 
Restructuring elements included the rationalisation of brands, a UK Head Office relocation, the rationalisation 
of call centre facilities, the rationalisation of central services, and so on. 
 
Businesses affected by the organisation’s restructuring included central services, IT infrastructure, specific 
holiday brands, holiday resorts in the Mediterranean (Greece, Italy, Spain) and Florida, and a holiday airline. 
 
HDA successfully passed a stringent tender process with value-for-money, problem-solving and employer 
brand focus, and was commissioned by the client to support the career transition needs of up to 1200 
employees based at approximately 20 sites over the course of 2005/6.  
 
 
HDA Project 
 
1. Staff Communication and Expectation Setting 
HDA partnered with the client’s HR team to provide employee representatives and staff across the 
organisation with an overview of the support process, and a set of answers to likely ‘’Frequently Asked 
Questions’’ (FAQ’s) about the restructuring process, (timing, implications, etc), and the support that affected 
employees could expect. 
 
HDA set up an online project planning and progress tool to provide the client’s HR team (20+ contacts) with 
a day-by-day update of project progress. 
 
Information about HDA’s service was included on the client’s intranet site, with specific areas for employees 
and managers. 
 
HDA met employee reps at all sites, set expectations with them about the service, and developed additional 
FAQ’s for specific groups likely to experience specific issues. 
 
Finally, HDA ran a series of employee overview sessions at all UK sites, with all employees being 
encouraged to attend. Attendance was confirmed via an online booking process managed by HDA. On a 
number of occasions, homogenous groupings, such as the IT/Web Development team were addressed by 
industry specialists (commissioned by HDA) on the state of their industry, and career opportunities and 
constraints within it. 
 
2. Outplacement/Career Transition Support – UK 
Employees based at 12 client sites were comprehensively supported by HDA’s UK career coaching team, as 
were remote workers. In addition to providing one-to-one support, HDA contacted organisations and 
recruiters in the travel industry and generated large numbers of job leads at all levels; many of which led to 
successful placements elsewhere in the industry.  
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Despite per-person budget limitations given the size of the project, all employees supported by HDA’s career 
coaches were provided with unlimited e-mail and telephonic support for three months or more, in addition to 
their core support programme. 
 
3. Outplacement/Career Transition Support – Mediter ranean and Florida 
Employees based at sometimes remote holiday resort locations in the Mediterranean were provided with 
slightly enhanced support by local HDA career coaching experts. Again, one-to-one support was augmented 
by telephone coaching and by active e-mail contact and collaboration on CV-writing, interview preparation, 
and so on. In cases, clients were settled locally, and in other clients were repatriated to the UK or to 
Germany. 
 
Florida-based clients were given access to HDA’s large network of North American offices and resources. 
Again, telephone coaching proved a highly effective addition to face-to-face coaching. 
  
 
Outcomes 
 
HDA’s relationship with the client has been considered to be very successful, and is expected to continue for 
the foreseeable future. HDA’s ability to manage at scale and at high speed has given the client peace of 
mind about the handling of its leavers during a period of significant change and consolidation across its 
businesses. 
 
As a result of HDA’s success with the client, other travel companies have referred career consultancy work 
to HDA. 
 
Successful placements in the UK, across the Mediterranean, and in Florida have included: 
 

• Successful placements at all levels in the travel and leisure industry 
• Successful placements at all levels, elsewhere in commerce and the public sector 
• Successful settlement in self-employment and business start-ups 
• Successful career relocations and home-country repatriations 
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HDA Case Study 7 (International Multi-Geography Out placement 
Provision – Technology Multinational)  
 
 
 
 
Background 
 
The organisation had grown its international business significantly over recent years, and needed to 
consolidate its international operations across EMEA in a complex series of restructuring projects, 
commencing 2002. 
 
Given its solid international capability and its ability to seamlessly support the client’s international 
operations, (often at extremely short notice), HDA was commissioned by the client to support its restructuring 
plans across Europe and the Middle East, commencing 2002, and continuing to 2006. 
 
 
HDA Project 
 
HDA has supported the client on a range of redundancy-support projects in 2002, 2003, 2004 and 2005 
across Europe and in the Middle East, with further activity expected in 2006. 
 
During this time, HDA has provided comprehensive support comprising the following elements:  
 

• Provision of one-to-one career consultancy programmes across the region, with local provision 
benchmarked against the HDA modular programme for the UK.  

 
• Provision of all programme documentation, including country-specifics, translated for local language 

requirements. 
 

• Provision of a branded Online Resource Centre for the client, including a comprehensive overview 
of the service. (This overview is e-mailed by the client’s HR team to affected employees at the time 
that redundancies are announced).  

 
• Provision of employee representative support and overviews anywhere in the region, as needed. 

 
• Provision of aggregated monthly reporting, including a summary at any time of the Dollar value of 

programmes utilised to date. 
 
HDA manages all support elements for the client’s highly specialist technology, business development and 
support staff across the region, including communicating programme details to affected groups, managing all 
referrals, mobilising HDA’s consulting team across Europe and the Middle East, expediting monthly progress 
reports from across the region, and providing the client with a single monthly report, by country.  
 
During its relationship with the client, HDA has sought to add significant new value at level cost. 
 
The client’s approach to redundancy management requires that its international outplacement partner be 
highly responsive to a range of specific requirements at extremely short notice. At the same time, HDA 
provides strong pre-emptive support to the client on an ongoing basis in order to provide the best possible 
information provision and service quality, in spite of the client’s very short employee notification periods. 
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Outcomes 
 
HDA is viewed by the client as its international outplacement partner, and has provided outplacement 
support to and settled large numbers of the client’s employees to date, in the UK, Germany, Sweden, 
Austria, The Netherlands, France, Spain, Italy, and Israel.  
 
Successful placements in these countries have included: 
 

• Successful placements at all levels in the software development industry 
• Successful placements at all levels, elsewhere in commerce 
• Successful settlement in self-employment and business start-ups 
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HDA Case Study 8 (Organisational Restructuring and Career Transition 
Support - Tertiary Education)  
 
 
 
Background 
 
A London Medical School embarked on a financial recovery plan which included the rationalisation of 
academic, academic support and central services staff roles across the University. 
 
HDA was commissioned by the University to support the rationalisation process, including support for those 
directly affected by the restructuring project, (via the provision of outplacement, career consultancy and 
retirement support), and those indirectly affected by the changes, (via the provision of an employee helpline 
facility). 
 
Given the complexity of the project, (eg. consultation took place with four Trade unions, and each step of the 
restructuring process required ratification by a series of committees within a complex structure), HDA added 
value to the entire process by creating a R.A.C.I. project management matrix for the people-support element 
of the entire restructuring process; effectively establishing levels of accountability and information-sharing 
rules for the parties involved. This was viewed as highly beneficial by the organisation. See illustrative 
excerpt below. In this regard, HDA strongly partnered with the medical school by delivering beyond the 
scope of the original commission:  
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HDA Project 
 
Medical school managers, staff placed at risk and indirectly affected staff were comprehensively supported 
on the following basis:  
 
1. Manager Support 
HDA provided Breaking the News training to all of the organisation’s managers tasked with breaking the 
news of redundancies to the school’s academic, academic support and central support employees. The 
training used an 8-point plan and recognised a range of potentially difficult situations to focus on achieving 
the following broad objectives, both via group and one-to-one coaching: 
 

• Less Distress for the Individual 
• Less Guilt for the Manager 
• Positive ongoing Working Relationships 
• Smooth Transfer of Work 

 
For managers involved in breaking the news of redundancies, HDA’s workshops enabled them to deliver 
difficult news, whilst minimising disruption to the organisation during a difficult period. Overall, the school’s 
‘’employer brand’’ was strongly supported by this process. 
 
2. Staff Communication 
HDA partnered with the HR and Internal Communication teams to provide staff across the organisation with 
a set of answers to likely ‘’Frequently Asked Questions’’ (FAQ’s) about the restructuring process, (timing, 
implications, etc), and the support that directly and indirectly affected employees could expect. 
 
Information about HDA’s service was included on the organisation’s intranet, and was covered during regular 
‘’Principal’s Meetings’’ with staff. 
 
HDA also encouraged contact from employee reps from all unions involved in the process, including the 
AUT, the BMA, Amicus, and Unison, to cover specific constituencies, departmental concerns and so on. 
 
3. Employee Helpline 
A dedicated toll-free helpline was provided to all staff members who’s roles were at risk, and a separate toll-
free helpline was provided for staff who’s roles were not directly affected, but who might experience distress 
as a result of the restructuring process, and who would thus benefit from receiving support. 
 
In this way, eg. directly affected staff members could gain comfort that support was at hand during their 
notice periods, and indirectly affected staff members – often having spent many years working in close-knit 
research teams about to be affected by redundancies – could obtain clarification about the likely knock on 
effect of the restructuring on themselves and their teams. (Redundancy criteria included a calculation of 
research vs teaching time, and this was an important issue of clarification with both leavers and those 
remaining with the organisation). 
 
4. Outplacement/Career Transition Support 
Professional outplacement consultancy support was provided to affected staff members from the date that 
their roles were placed at risk. This support was provided by at all levels to help affected employees to 
secure re-employment, become self-employed, enter retirement, or re-skill themselves for a complete career 
change. 
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Importantly, many of the organisation’s academic and academic support staff HDA worked with were 
specialists in the strongest sense; many having spent many years researching quite specific areas of 
medicine and medical conditions. This being the case, albeit being well recognised in their specific fields, 
many members of staff were experts in very narrow areas of research, and this was an important factor in 
effectively supporting members of staff with their career transition process. Markets for their skills and 
knowledge were likely to be very narrow. 
 
Depending on individual needs, unlimited outplacement support was provided by the school for a period of 
between three and six months from the date on which individuals were advised that their roles were at risk. 
 
HDA’s support was hi-touch, and focused on the individuals’ specific needs within the limits of their specific 
programme, (ie. specifically focused on re-employment, self-employment and start-up assistance, retirement, 
or re-skilling for a career change).  
 
On this basis, customised programmes included the following potential elements:  
 

• One-to-one consultancy with a dedicated career consultant, including : 
 

� face-to-face,  
� telephonic,  
� e-mail and/or  
� online 

 
• Practice interviews 
• Psychometric assessment  
• Specialist financial and tax advice 
• Specialist self-employment advice 
• Specialist legal advice 
• HDA online resources and databases, including specifically calibrated database coverage to 

accommodate the medical school’s specific needs 
• Group events and workshops, including group Job-search Workshops and Networking 

Workshops  
• Specific training programmes 
• Networking coaching 
• Coaching for long-term effectiveness 
• Counselling related to specific personal and behavioural issues 

 
 
Outcomes 
 
HDA worked with and successfully settled a significant number of staff members and their spouses (where 
applicable), at all levels, including: 
 

• Successful retirements 
• Successful semi-retirements 
• Successful placements elsewhere in tertiary education and research 
• Successful placements in commerce 
• Successful re-deployment (following funding grants) elsewhere within the organisation 
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• Successful career transition for those not made redundant, but nevertheless electing to transition 
their careers as a direct result of the restructuring, and the break-up of their research teams, (this 
was an area where HDA’s helpline and strong partnership with the organisation proved highly 
beneficial) 

• Successful spousal career transition support 
 
HDA and the medical school continue to be strong partners, and HDA provides the medical school with 
ongoing support in a number of areas. 
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HDA Case Study 9 (Outplacement Provision- Media)  
 
 
 
The Background 
 
Following a number of acquisitions, a global leader within the music industry, commissioned HDA to support 
the career transition needs of up to 200 employees in the UK, Europe and the US.  
 
 
HDA Project 
 
UK:  
Staff Communication and Expectation Setting 
 
HDA ran a series of employee Overview Sessions at UK sites, with all employees being encouraged to 
attend.  Following the Overview Sessions, a HDA Career Consultant spent an additional day onsite, to 
provide Critical Time Counselling to those employees that needed further support. 
 
In addition HDA provided the following: 
 

• Welcome packs containing information on HDA and also individual programme components 
 

• An Online Resource Centre which provides useful information and advice to those experiencing a 
career transition 

 
• Research documents on the music industry, media industry, the job market and roles in the industry 

 
Outplacement/Career Transition Support  
 
Employees were comprehensively supported via the HDA Versatile Support Programme and in the latter 
stages, an HDA tailored programme, designed in conjunction with the HR Team in order to provide support 
specific to the needs of the employees within the organization being acquired.  
 
Overseas: 
HDA were the central co-ordination point for programmes to be delivered through our Career Net 
International (CNI) Partners.  This also allowed for a centralized reporting mechanism back to the corporate 
client 
 
Outplacement/Career Transition Support  
Europe 
HDA CNI partners in Germany, Sweden and Italy were instructed to deliver their local equivalent of the HDA 
Versatile Support Programme. 
 
USA  
The HDA CNI partner in the United States was instructed to deliver a programme more typical of the 
approach within the US market to accommodate supporting employees in New York. This focused on an 
initial group approach within workshops followed by 1:1 individual support. 
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Outcomes 
 

• Successfully managing a cross-border project from a central UK location. 
• Responding at high speed during a period of significant change 
• Providing various forms of support – online, hardcopy, one-to-one, group 
• Ensuring flexibility at all stages of the support programme 
• Staff morale maintained and positive employee relations fostered 
• Enhanced the ease with which changes were implemented and accepted 

 


