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WHAT'SNEVWAT
“XECUTIVE ACTION

Mostly good people "stuff"
this time. Will, Linda, Jane
and Tom are all part of our
renewed team of expert
people, committed to
delivering outstanding client
services.

Will Wesson, late of Telos
Management Consultants
and Whitehall and Industry
Group, and Linda Woolston,
former HR Director of RAC
and an experienced
consultant and coach, have
both joined us to strengthen
our consultancy services.
They will bring new ideas,
new markets and will improve
our executive coaching
service by a mile at the very
least.

Jane Ridgway and Tom
Heywood form a revitalised
team of intellectually curious
researchers. They are
dedicated to finding out
about anything and
everything to provide a
valuable research service for
clients who are seeking new
challenges in all directions. It
is a tough job market and we
need to be sharper than

most. Many of you may
remember Jane from a few
years back. She has been
living and working in Paris
and Sydney, and has now
returned to the UK and to us.

Our website will be re-
launched shortly. It will have a
new look and, more
importantly, will offer new
online services for alumni and
other selected users. You
can discover much more
about these and about our
plans to enhance services for
clients past and present on
page six.

Other articles in this issue
include: an interview with
consultant Elizabeth Reddish
on how to make work as
engaging as play; a
fascinating new approach to
training developed by our
alumnus Dai Williams; and
some tips on creating your
own effective website. | hope
that you will find them
valuable and insightful, and
that you all have a great
summer.

Anne Isaacs
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PLAYING
WIN

"The world of work for adults
should be the equivalent of
the world of play for
children," says Elizabeth
Reddish, a psychoanalytic
psychotherapist whose main
focus is the central role

that work occupies in
modern life.

"The idea that work and play
are two separate things can
lead to people only bringing
one dimension of their
personalities to their jobs,
which inevitably leads to lack
of fulfilment. My aim is to
help people find a way to
bring their whole person to
work in a role that energises
and excites them and where
their full potential can be
realised. Work should be

something they engage with

creatively in exactly the same
way they engaged in play as
a child.”

In Elizabeth's work as a
career consultant at
Executive Action, this might
mean helping people find
greater fulfilment in their
existing role through
coaching or self
development, or it may
involve supporting a career
transition to a new job
through outplacement.
Whichever service she is
providing, Elizabeth’s
approach is go deep
beneath the surface to make
sure that any solution suits
both the client’s personal
and professional lives, which
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are not as distinct as you
might think.

Elizabeth explained: "When
a person is in the first
phases of their career,

their motivation is often
around security and material
gain but over time this
gradually shifts.

"Once they have attained
those material things, often
around the age of 40, they
have to find a different
motivation. A new meaning
has to be attached to work
in order for it to be satisfying
and this will mean re-
evaluating the whole function
of work in their life and the
extent to which these new
needs are being met.

"| believe that professional
and personal growth are
ideally one and the same and
that they need to be brought
into line with each other if a
person is going to find both
inspiration and contentment
through their work.

“This approach is particularly
effective in the case of
outplacement, helping
individuals to deal positively
with a change that is, at least
initially, not of their choosing.

“While a client might initially
feel that the change has
been inflicted upon them,
when we have talked in
depth, it usually emerges that
a part of them actually
welcomes the change.
Working together, we turn a
negative situation into an
opportunity to explore new
possibilities."

Elizabeth Reddish

The emphasis of Elizabeth’s
work is not just to help a
client to find a new job, but
to find the right job, which is
not always the obvious next
step up an established
career ladder. Having herself
developed from a fim
industry executive to a
psychotherapist to a career
consultant, this is an area in
which Elizabeth has first-
hand experience.

"On the face of it, those jobs
might seem very different,
but for me they are
inextricably linked," she said.
"For instance, in the film
industry | was interested in
helping a director or writer to
externalise a vision and now |
try to help people realise and
express themselves through
their work, whatever field that
might be in. It's easy to see
jobs as labels, but in fact
they mean something
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different to each individual.
This approach can help
clients to understand what
they uniquely bring to a job
and how they can use that
knowledge to make the right
career choice."

Elizabeth’s method also helps
clients to take a child’s
approach to handling anxiety.

She said: "For children, that
feeling of butterflies when
faced with something
unknown or unpredictable is
experienced as excitement
whereas when we grow up,
we are much more inclined
to experience it as anxiety. If
someone can stop fearing
that feeling and instead see it
as positive energy; a sign
that change is on the horizon
— they open themselves up
to let something happen that
they may secretly have been
wanting for years."



LEARNING
CHANGE

"Training is usually more to
do with timing and availability
than with real learning. You
know the scenario: there is X
amount of the training budget
to use up and Y number of
days when people can
conveniently be released.
This is all too often the reality
of training and development
and it's completely
understandable. For small
and medium-sized
businesses, training is simply
not a high added value
exercise."

So says Dai Wiliams, co-
founder of Positive Charge, a
new kind of training and
development company that
brings lasting results by

creating skilled learners.

Dai identified the demand for
a new approach after being
asked by the Teesside
Innovation Centre to define
the training needs of the local
process industry in the face
of a declining economy.

He knew one thing for
certain: what was definitely
not needed was more of

the same.

"There were plenty of
courses available, far too
many of them in fact, but |
soon realised that it simply
wasn't productive or
financially feasible for
businesses to keep sending
their staff off on training
exercises," said Dai. "|
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Dai Williams

decided there had to be
another way."

Casting his mind back to his
earlier career in ICl, Dai
recalled how the work of a
university professor had
helped him to transform the
culture and environment of a
large chemical plant.
Applying Professor Sylvia
Downs’ techniques of skilled
learning, he had been able to
cover a wide range of training
issues, from safety to multi-
skilling, with one powerful
approach.

"We trained people to learn,"
said Dai. "Working with mixed
groups of people from the
shopfloor to the top

management, we engaged
them in every step of the
learning process. Whether
the course was on business
strategy or new technology,
they gained a fundamental
understanding of how to
learn which they could apply
in the workplace over and
over again.”

Remembering the success
with which he repeatedly
applied these principles in
ICl, Dai decided that skilled
learning was exactly what
Teesside — and the rest of
the business world —
needed. Through Professor
Downs, he linked up with
Sue von Hirschfeld whose
South African consultancy
was already using skilled
learning to assist companies
such as Shell and
Volkswagen, and together
they set up Positive Charge
to spread the word across
the UK.

Said Sue: "What Positive
Charge offers is the ability for
businesses to manage
change through
understanding. By turning the
workforce into a community
of skilled learners, the
company not only gets
greater benefits from
coaching and on-the-job
training, but it is also able

to achieve change without
the usual resistance and
handholding because the
people understand how

to embrace new ways of
doing things.

"One of the most
extraordinary effects of skilled
learning is the way it can
change people’s view of
themselves, replacing
cynicism, low self-esteem
and apathy with involvement,
confidence and proactivity."

"With this kind of
interdependent learning
culture, there is nothing that

a business cannot achieve,"
Dai added. "At the same time
as slashing their training
budgets, the companies we
work with see the real added
value that can come from
training and development that
is not just about timing and
availability, but about real,
lasting change."

As well as running
workshops and redesigning
training courses for
companies, one of the key
aims of Positive Charge is to
set up an international
network of accredited
associates and skilled
learning facilitators (SLF).

Dai explained: "Many
businesses realise that skilled
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learning is the way forward,
but they need help to make it
happen. As the leading
commercial trainer for SLFs,
we want to meet that need
by creating a register of
experts through a proper
system of assessment,
accreditation and
professional development.”

An SLF can expect to charge
fees equivalent to that of a
consultant or professional
advisor, but Dai and Sue
both passionately believe that
the main pay-off is making a
difference.

Said Sue: "As a former HR
manager, | know how
frustrating it can be to
keeping using new theories
and models that never seem
to deliver. But skilled learning
makes a genuine impact,
without the need for complex
methodologies or major
expense.

"It sounds basic, but all too
often we lose sight of the
basics, and the basics
always work."

To find out more about
Positive Charge or how to
become an SLF,
call Dai Wiliams on:

01642 701245

or e-mail:
info@positive-charge.co.uk
website:
www.positive-charge.co.uk
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The new Executive Action
website may have fresh
content and design, but
those are only the most
obvious changes. The main
change is a section called
Network which, when
complete, will be an
exclusive area for our alumni.
This innovation is the first
step along the road towards
a stronger, more mutually
fruitful relationship with clients
past, present and future.

In last Autumn’s issue of
Executive Eye, Anne Isaacs
wrote of her appetite for
change and appealed to
readers to share their
thoughts on how Executive
Action could keep evolving to
meet the needs of its clients.
A series of brainstorming
sessions ‘with good coffee’
was proposed. "l wanted to
see whether our ideas of the
kind of services our clients
might want coincided with
their ideas," Anne explained.

"Having the alumni’s input
was crucial," added
Marketing Director Laura
Renoldi. "This was about
starting with a blank sheet of
paper and asking what else
we could offer.”

Plenty of people were ready
to start filling in that blank
sheet with brilliant ideas so
the coffee pot was topped
up and three brainstorming
sessions were held this
Spring.

The first improvement to
result from those sessions is
the revamped Executive
Action website which will
launch this summer. Although
it benefits from a brand new
design, the site is not a
finished product whose sole
purpose is to sell our
services. Instead, in
accordance with the ideas
expressed in the
brainstorming sessions, it is a
work-in-progress which will
grow to include new facilities
for our alumni.

Said Laura: "In addition to the
core site, which includes all
the usual details of our
company and services, we
are also creating a special
section called ‘Network'.
When it is up-and-running,
this part of the site will be
password-protected so that
our alumni and other
selected users will be able to
gain access. Once inside,
they will see profiles of our
current clients and can use
those details to network."
John Charlton, an alumnus
who is currently Finance
Director with Octel, came up
with this suggestion of an
online CV showcase for
current clients.

"Like many clients who move
into a new executive role,
there are times when | might
need to fill a particular post
and | could ring up Anne to
see if she is aware of anyone

07

who fits the bill. It struck me
that it would be so much
better to put clients’ CVs
online, albeit with a level of
anonymity, so that if any
member of the alumni had a
specific need, they could see
if a current client could meet
it," said John.

"When people begin their
outplacement programme,
they can sometimes feel
reluctant to let the world-at-
large know about their
situation so they only want to
put their names about in a
reasonably discreet way.
Having a section of the
website exclusively for the

alumni would achieve this, as
we have all been through the
same process and can
empathise completely.”

Work is already underway to
make John’s idea a reality.
The client profiles will include
an anonymous summary of
each person’s key skills
along with a reference
number. The reader will be
able to use the number to
contact the client through
Executive Action.

"The client showcase is just
the first function of the



‘Alumni Reunited’

EXECUTIVE

Network area," said Laura.
"As it develops, we hope to
include other exclusive
services for our alumni
through the website."

Richard Miller, an alumnus
who now runs the intranet
consultancy Vigorat,
attended one of the
brainstorming sessions and
advised on the networking
possibilities offered by
e-communications.

"A new website shouldn't just
be about choosing a new
design, posting the site up
and leaving it alone," said
Richard. "It must be an open-
ended project which
continues the relationship

[CONT]

between Executive Action
and its clients. Working with
Executive Action as a client is
a great, enriching experience
and it shouldn't stop just
because you have
completed your programme.
The online environment is a
natural place to develop
networks and share
interesting ideas and
information."

Laura is keen to pursue
opportunities to work more
closely with the alumni both
on and offline.

"The website is just the
beginning," she said.
"Developing our work with
the alumni is an absolute
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The new look

launches this summer, with
the Network section to follow
shortly.

must. We want to provide
more services, create more
networking opportunities and
continue to build a stronger
relationship with them."

The brainstorming sessions
have already impressed Anne
with the strength of that
relationship. She said: "l was
astounded by the
tremendous amount of good
will there was: that people
wanted to stay in touch with
us just as much as we
wanted to stay in touch with
them, and that they were
willing to work with us and
share their creativity to make
that happen.”

The aging population has
been high on the agenda of
many HR directors in the
private sector for several
years, but until recently it
was a very different story for
the NHS, the world’s
biggest employer after the
Chinese and Russian armies
with 1.1m staff.

TOEE
REY

It was when she became a
Visiting Research Fellow at
the King’s Fund that
Saxonbury consultant
Sandra Meadows first
realised how ill-prepared the
Health Service was for the
shrinking number of young
recruits.
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Said Sandra: "From my
earlier roles as a HR director
in the health sector, | was
aware that although many
NHS employees would be
due for retirement in the
near future, it wasn’t really
registering on the managers
radars. It wasn’t until | did
some proper research that
the extent of the problem
really struck me."



The figures she unearthed
were shocking: one in seven
workers in the NHS — about
150,000 people — are aged
50 years or older. With
nurses eligible for early
retrement at 55 and the
number of staff taking early
retrement rocketing in recent
years, the message was
clear: something had to be
done.

To set the ball rolling, Sandra
developed her research into
an in-depth report on how
the NHS could recruit and
retain older staff at all levels
of the organisation.

Talking to focus groups of
older nurses, GPs,
consultants, managers and
other NHS staff, she
discovered that many of the
reasons for the upsurge in
early retirements were
specific to the NHS, such as
significant changes in the
professional roles that meant
older workers felt left behind
by new technologies.
Another key factor was the
perpetual NHS-bashing by

politicians and the press that
ground staff down after
decades of subjection.

However, other causes were
the same as those in other
sectors — too much pressure,
increased workload, long
hours and a general cultural
aspiration to leave the labour
market at the earliest
possible opportunity.

Sandra said: "The problem is
that currently recruitment is
focused on the young and
meanwhile older workers
aren't actively retained.
Instead the older staff are
simply faced with a cliff: they
can stay on the cliff's edge in
full time employment with all
the stresses and strains it
entails, or they can step off
the cliff with nothing.
Unfortunately for the NHS, it
seemed that most people
took their chances and
stepped off.

"What was needed was a
third option so that they
weren't forced into that
decision, but could somehow
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be helped to find a better
balance between work and
the rest of their life."

Sandra scoured other
sectors for best practice and
found a wealth of solutions
from targeted recruitment
and improved occupational
health to flexible retirement
and lifelong learning. The real
challenge, however, was
coming up with a workable
way to transplant them into
the unique world of the NHS.

"For instance, one of the
choices that some older
workers in the private sector
have made is to step down
from a managerial role," said
Sandra. "But in the NHS
there is a very hierarchical
structure where status is tied
up with your position.
Although people were very
receptive to the benefits that
downshifting might bring,
they raised serious concerns
about loss of status in
situations where a Head of
Nursing goes back to being
a nurse."

Great to be Grey.: How
can the NHS recruit and
retain more older staff? is
available from the King’s
Fund bookshop on 020
7307 2591.

Another issue is convincing
the NHS to fund training for
older recruits and for existing
older employees. Sandra
argues that the traditional
practice of targeting training
at the young must be
rethought.

"| believe that we can attract
older people into the NHS at
all levels if we can only make
a way in for them," she said.
"That means providing
training opportunities and
seeing it as a worthwhile
investment.

"Similarly, the cost of
enabling an employee to
update their skills through
training is far preferable to the
cost of losing that employee
from the service."

Driving these changes in
perception and practice will
not be easy in an
organisation as vast and
complex as the NHS, but
Sandra was thriled when she
got the chance to breathe life
into her report by testing
some of her solutions in
selected Trusts later this year.

"It's a wonderful opportunity
to make a real difference,
instead of just writing a report
and moving onto the next
project,” she said. "It is
absolutely crucial that we do
something now to address
the problems and make sure
it really is great to be grey."
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Sandra Meadows

Trailblazers

Some groundbreaking
employers of older people,
highlighted in Sandra’s report.

BT has developed a
whole menu of options for
flexible retirement from part-
time and job share to phased
sabbaticals and secondments.

Nationwide Building
Society saved £7m a year by
adapting its recruitment
policies to broaden the age
range of new employees.

Natwest Group used a
job reduction programme that
didn’t include age-related
criteria and reported that
it achieved its aims and
maintained motivation without
unnecessary loss of essential
skills and corporate memory.



websites:
The rules of attraction

Whether you’re overhauling your existing online
presence like Executive Action or working on a new
website for your start-up, here are a few hints and tips
to make sure your hit counter doesn’t stick at zero.

The Eight Second Rule
Which could refer to many
things in life, but in this case
means the amount of time
that a user will wait for a
page to load before getting
bored and going elsewhere.
So there’s no point having an
amazing animation that takes
ages to load because no one
will ever see it — make it
snappy or else!

The Two Clicks Rule
Once you've got someone
interested in your site, you
obviously want to keep them
there a while, but don't try to
do this by creating a labyrinth
of linked pages where they'll
get completely lost.
Wherever possible, make
sure that no page is more
than two clicks away from
the Homepage or they'll
simply take the shortcut
straight out of your site.

The K.I.S.S. Rule

As with so many things,
keeping it simple (stupid) is
the key. Many of the most
successful sites, like eBay
and Amazon, aren't exactly
cutting edge in the technical
department. For them,
functionality is far more
important than fancy Flash
animations so K.I.S.S. and
wake up your web stats.

The Field of Dreams Rule
“If you build it, they wil
come,” as some moppet
once said to Kevin Costner,
but sadly this ain’t the case
with websites. Building the
site is just the start:
marketing it is the only way
to make all your hard work
worthwhile. Make sure your

text is rich with keywords that

surfers will search for and
then submit your site to
dmoz.org for free to make

sure the main search engines
will pick you up. Swap links
with as many sites as you
can to boost your ranking.

The Neverending Rule
Plan your site for expansion
and keep developing it in
response to feedback. Users
might have an eight-second
attention span, but your
attention to enhancing your
site must be neverending.

‘Simple -
Why make it more
complicated?’




