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Unit 1

Help Your People Look for a
New Job—Are You Ready”

The economic crisis since 2008 has made life changed for many people. There are
advices from the financial experts about reducing expenses and reserving 6 months living cost
as emergency cost. Finding a part time job on top of current full time job is also one of the
solutions. However the crisis has deprived many employees the full time job itself. Therefore
not only the financial advices are needed, the solution on searching for a new job is
sometimes helpful especially for those people who never think of leaving the employers which
have to take layoff' as the only remedy to get through the economic crisis.

At the end of 2009, there was a Hollywood movie Up in the Air in which George
Clooney acted as an HR professional whose main job was to fire people. In the real world, to
fire people is indeed one of the responsibilities of an HR manager. However, if you want to
be more professional, you should not only fire people, but also help your people look for a
new job.

Anny, a software engineer in a mid-sized tectnology company, just experienced that a
few months ago. At that time she has been working in a famous IT company for 9 years. She
joined the company when she graduated as a B.S.” in a first-class university. She loved the
culture of the company and the job itself. She got promotions as expected. The company was
just her second home.

She felt her heart broken when the layoff was announced. Anger and doubt made her cry
into tears. She couldn’t believe that in the first days. The IT company organized training
courses to guide the leaving employees on how to control their emotion and their career
transition. Anny benefited from those courses and stepped out of the frustration gradually till
she found her current job. When talking about her first employer, she still appreciates the
working experience she gained during the 9 years and the career assistance before layoff.

Helping the leaving colleagues in time to look for a new job is as important as

calculating accurately the compensation package’ to them. The company as a corporate
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citizen, must take the responsibility of minimize the negative impact from layoff for both
employees and the society. There are many more to do for HR professionals than just a sheet
of notice.

Box 1-1

Unemployment Compensation

In many US states, workers who are laid off can file an unemployment claim
and receive compensation. Depending on local or state laws, workers who leave
voluntarily are generally ineligible to collect unemployment benefits, as are those
who are fired for gross misconduct. Also, lay-offs due to a firm’s moving
production overseas may entitle one to increased re-training benefits.

Certain countries (e. g. France and Germany), distinguish between leaving
the company of one’s own free will, in which case the person isn’t entitled to
unemployment benefits and leaving a company voluntarily as part of a reduction
in labor force size, in which case the person is entitled to them. An RIF
(reduction in force) reduces the number of positions, rather than laying off
specific people, and is usually accompanied by internal redeployment. A person
might leave even if their job isn’t reduced, unless the employer has strong
objections. In this situation, it’s more beneficial for the state to facilitate the
departure of the more professionally active people, since they are less likely to
remain jobless. Often they find new jobs while still being paid by their old
companies, costing nothing to the social security system in the end.

There are two sides to be taken care of at the same time. One is the mental side, and the
other is the process side.

Laycff is a dramatic organizational change in a company, while losing job is even more
serious in the personal life of erhployees. During this period, employees have different
emotions through different stages.

First reaction upon the layoff announcement is generally shock and denial. “ Are you
kidding?” “I can’t believe it.” Then after they start to accept the news, many people are
angry and frustrated by the hit. They will challenge the company why there is the decision,
and how about their future. They feel the betrayal and regard themselves not part of the
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organization but the opposite side of the company. With the implementation of the layoff,
some people are very depressed because they find nothing good in this process. They haven't
secured any new job. The old colleagues leave one by one. They think they become some
useless people.

In this difficult time, from the company side, or as a leader, what is most helpful to
those employees, is to provide sufficient information. The reasons behind the decision, the
arrangement of the layoff, the compensation to the staff, and extra support from the company
are to be explained and clarified repetitively in order to be really sufficient. The managers
should be real good listeners to allow staff express their anger and concerns, and should give
immediate feedback to them. Sometimes managers have to say they don’t know about some
very trivial items or something not decided yet. Just say that honestly, but make sure you will
come back to staff with the answers soon. Don’t be afraid of the challenging questions,
because they are part of the understanding.

Generally when there is mutual understanding, the positive dialogue begins and
employees would be willing to work with the company for the following procedures. Now the
necessary trainings can start to help the employees to know more and deeper what the
company can do for them and what they should change for themselves as well. When the
confidence is restored, not necessarily with a new job in hand, many employees finally
accept the reality. Time needed to achieve this final stage varies among different people.
Give some time for them to deal with it. And the target of this process is the same anyway.
When employees have to leave the company, they should leave with the good connection and
appreciation. That’s the end stage.

Bearing this mental side in our mind, the process side is then easier to be designed to
match the mental stages.

Before the big announcement, a briefing meeting to the managers is proved to be a
common and useful approach. If it’s possible, do that one or two days earlier than the town
hall meeting®. Managers then have longer time digest the message and prepare for answers to
possible questions.

During the town hall meeting, a clear presentation helps employees to understand why
and how. Managers should be prepared to be interrupted from time to time, but the time
should be controlled within one or two hours. Don’t abuse the presentation time to be an
endless Q&A’ time. Bringing the basic and standard information officially to all is the purpose
of this step. Questions regarding specific cases could be collected and answered later after the
town hall meeting.
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The information including the standard presentation and the accumulating Q&A should be
published by either bulletin board or company web site or both. Since it always relates to the
legal issues, the same standards must be applied and answers must be consistent for same
cases in order to be in line with the laws and regulations.

A career assistance program is also popular in many companies that have to start layoff.
Generally an external consulting company can take that role to help employees realize their
emotion change, to support them in the process of finding a new job.

Many companies have the rehire policy saying that when there are new vacancies, they
will consider first the employees who are laid off due to organizational change. And we all
know these true stories in reality. So don’t just lose interest in those leaving employees. This
is just a small world.

Box 1-2

Rehiring Former Employees: The Case for Rehiring

Anne Berkowitch, CEO of SelectMinds—an HR consulting company, says
there are several crucial reasons why businesses should consider rehiring. The
first is that the cost-per-hire is typically decreased. You already know the
candidate, so you don’t have to worry about hiring a third party recruiter.

“It’s a much more informed decision on both parts,” she says. “ The
alumnus knows the company. The company knows the alumnus, so the hiring
decision is made with a lot more information than what is captured on a resume. ”

Because the returning recruit already knows what she or he is signing up for,
Berkowitch says the retention rate is also significantly higher. Former employees
who have left the company and want to come back have likely seen that the grass
isn’t always greener on the other side. Even if their departure from the company
wasn’t voluntary, they’re already familiar with both the corporate culture and the
job description. In fact they are less likely to leave once they’ve been brought
back.

Another key factor in considering bringing back a former employee is that the
on-boarding process is much quicker. In fact, Berkowitch says her clients have
reported that“time to contribution” for rehires is half of that of external recruits.

5
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“They hit productivity a lot faster,” she says, meaning the company itself

will save time and money that would have gone into training.

On average, Berkowitch reports that companies can save around MYM15, 000 to

MYM20, 000 per rehire. “What that captures is lower cost-per-hire, faster productivity

and retention rate,” she says.

Not only can it save money, but it may also help you with business

development, as former employees who have spent time away from your

company have typically acquired new skill sets and contacts over that time. Dr.

John Sullivan, a professor of management at San Francisco State University, says:

“Having worked for a competitor can be worth a lot. ”
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K Notes
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«Exercises

Please answer the following questions according to the text.

1. What did the financial expert advise people to do during the economic crisis?

2. Is firing people one of the responsibilities of an HR manager?

3. TIs helping the leaving people look for a new job one of the responsibilities of an HR
professional ?

4. What is the first reaction of employees upon the layoff announcement?

5. What is most helpful to those employees being laid off?

Please explain the following terms and phrases in English.

part time job full time job training course
career transition working experience career assistance
compensation package corporate citizen layoff announcement

Please read the following statements carefully and give your choice: True or False.

1. The financial crisis since 2008 has made life changed for many people.
2. The financial expert advised people to reserve 5 months living cost as emergency cost.
3. At the end of 2008, there was a Hollywood movie named Up in the Air.
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Anny couldn’t accept that she was laid off by her first employer until she found a
new job.
There are many more to do for HR professionals than just a sheet of notice when

announcing layoff.

6. Layoff will change a company little.

oo

Some people are very depressed because they find nothing good in the process of layoff.

. A career assistance program is also popular in many companies.

Please translate the following paragraphs into Chinese.

1.

Layoff, also called redundancy in the UK, is the temporary suspension or permanent
termination of employment of an employee or ( more commonly ) a group of
employees for business reasons, such as when certain positions are no longer
necessary or when a business slow-down occurs.

Originally the term layoff referred exclusively to a temporary interruption in work,
as when factory work cyclically falls off. The term however nowadays usually
means the permanent elimination of a position, requiring the addition of“temporary”
to specify the original meaning.

When a company is struggling financially its employees could face a layoff.
Preparing for a layoff may shorten the period of time you will be unemployed. Here
are steps you can take to help keep a layoff from hitting you too hard.

Employers took 1, 651 mass layoff actions in October that resulted in the separation
of 148, 059 workers, seasonally adjusted, as measured by new filings for unemployment
insurance benefits during the month, the US Bureau of Labor Statistics reported on
Nov. 23, 2010.

It’s no secret that the past few years have been rampant with cutbacks and layoffs.
As businesses are slowly beginning to rebound, however, it might be time to
consider re-staffing. There’s no recruitment method more cost-efficient or time-

efficient than rehiring reliable former employees.

Please do the following oral exercises with your partner.

1.
2.

Discuss your views on the title of text.

Play the parts of an HR manager and a leaving employer when the former announced
the layoff to the latter.
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New Way to Spot the Candidates

It’s always time consuming and somehow frustrating for someone to find a new job. And
actually it is almost the same for a recruiter to find a suitable candidate.

Most companies post their job advertisements on the newspapers and Internet and expect
the potential candidates may find the advertisements and send their resumes to the appointed
address. Then after the screening and interviews, the recruitment job is done, and hiring
managers get their fingers crossed' to hope they really find someone they want.

Besides the most common ways, companies will turn to head hunters’ to search for
people to fill some senior positions or positions with very limited talent supply. Those head
hunters are regarded as more professional in searching and selecting. Generally those job
agencies’ possess huge talent data base which the in house HR* can not afford to create and
maintain.

Box 2-1

Head Hunting in HR

Originally, head hunting is the cruel practice of taking a person’s head after
killing them. It was practiced in historic times in many parts of the world.

For head hunting in HR, there is a more formal term“executive search™.
Correspondingly, a head hunter refers to an executive search firm which is
essentially an employment agent for upper management.

An executive search firm is a type of employment agency that specializes in
recruiting executive personnel for companies in various industries. Executive
search agents/professionals typically have a wide range of personal contacts in



