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ENEX’s London Conference and Annual Meeting — June 2011
By Ignacio Macaya, Macaya Consulting Spain

On June the 3™ we had our annual ENEX meeting in London at the Naval & Military Club, very close to Piccadilly
Circus. The day before our ENEX meeting we hosted a conference at the club entitled: “Cross Border Recruitment and
Global Coaching”. We had two speakers, Katherine Tulpa, CEO and Founder of the Association for Coaching, and
Clive Steeper, Founder of AVASST Ltd.

In relation to our meeting, we were honoured by the presence of four new potential partners that collectively represent
an opportunity for ENEX to cover a wider geography; Jam Recruitment from Australia, HR-CC from Belgium, Head-
Seekers from Mexico and Enshrine Placements from South Africa. The existing ENEX partners were suitably im-
pressed by all of them and as a consequence they were formally invited to join our network as partners representing
their respective countries.

Beside the fact that these four new partners will allow ENEX to cover high growth executive search markets such as
Australia, Mexico and South Africa, it is also worth mentioning the experience some of these new partners will bring to
the group, servicing as they do industries such as Oil & Gas (Jam Recruitment), Mining & Engineering (Enshrine
Placements) and Media & Communications (HeadSeekers). Our new Belgian partner, HR-CC, is a well established
company which has conducted many searches for clients operating in consumer goods and general industry.

The growth of ENEX toward consolidating itself as a truly global network is one of our priorities and this intention was
strongly reaffirmed at our London meeting. In this respect, we have set the objective to recruit new partners for the
United States, Brazil and India. We will in due course be taking the necessary steps to identify partners for these coun-
tries and invite them to attend our next meeting, to be held in Barcelona in February 2012.

m ENEX

Editor : Lanon Prigge
Layout : Sonny Yuen

Australia is about to go ‘BOOM’

by Joel Carpenter of Jam Recruitment, Australia

Australia has regularly been cited
as one of the most protected coun-
tries during the GFC and we cer-
tainly seemed to have escaped the
economic pain of other regions.
We’ve always had a strong re-
source sector, but with countries
such as China and India becoming
‘super-consumers’, demand for
our resources has continued to
grow even throughout the recent
financial woes. Our dollar is cur-
rently one of the strongest curren-
cies in the world.

At JAM Recruitment our core
business is oil and gas mining.
Whilst the activity in our niche can
vary wildly according to oil price,
the broader resource sector seems
more stable; with Australia hosting
some of the more rare minerals.
Moving into these associated sec-
tors 1s part of our future strategy.

Australia also has a largely un-
tapped resource of methane,
trapped amongst many coal seams
that are generally beyond the
scope of coal mining. Coal Bed
Methane (or Coal Seam Gas) rep-
resents a boom sector at present
and is expected to hire 18,000 peo-
ple over the coming years. This is
a niche that JAM Recruitment has
several years of experience in, and
we consider ourselves a market
leader when it comes to CBM re-
cruitment.

The broader resource sector here
contributes 1.6% of the employed
population, 39% of all exports and
8% of GDP, so you can see that
it’s a very important part of the
economy. In general, one resource
job leads to three non-resource
jobs. For example, the growth in
mining employment is expected to
be 4.9% per annum for the next
five years, resulting in 61,500 jobs
by 2015. In turn we should see
construction jobs peak in around
2012-2013 at around 45,000 jobs.
Construction is only one industry
that’s positively affected by min-
ing, many other associated indus-
tries such as catering, real estate,
environmental, safety, transporta-
tion and of course recruitment,
will profit positively on the back
of mining sector growth.

According to the Australian Gov-
ernment’s National Resources Sec-
tor Employment Taskforce report
from mid 2010 (where these fig-
ures come from), the major short-
falls in the resources sector will be
in trades (35,800 jobs), mining en-
gineering (1700 jobs) and geology
(3000 jobs); international recruit-
ment will be essential to filling
these roles. Coupled with an addi-
tional 120,000 jobs to complement
these, JAM, and by extension all
ENEX partners, have a great op-
portunity to tap into this market in
the coming years.

About ENEX

ENEX is an estab-
lished independent,
owner managed, In-
ternational group op-
erating in the field of
Executive Search, Re-
cruitment and Human
Resource Consulting.

Our International net-
work consists of vari-
ous outstanding estab-
lished Executive
Search, Recruitment
and Human Resource
Consulting organisa-
tions. We are highly

respected in our own
countries and our
combined global part-
nerships represent a
powerful international
network of expertise.

Originally known for
Executive Search &
Selection the ENEX
partnership has ex-
panded significantly
and now offers a
range of services to
help you manage, de-
velop and grow your
human resource. EN-
EX was formed in
1980 and today we
now have recruitment
teams in over 34 coun-
tries over 5 continents
i.e. Africa, Asia, Aus-
tralia, Europe and
South America




Introducing ENEX’s New ‘Recruits’

by Lanon Prigge, Enshrine Placements, South Africa

“It’s the challenge of finding a candidate that ‘blows the
socks off” my client, and having a network of people that are the very best at what they do, that really turns
me on about recruitment. I am a person who revels in getting to know other people well and finding out what
makes them tick. Getting inside the head of the client or candidate and truly understanding them is the basis of
what recruitment is all about. Fortunately I have a genuine interest in other people's professional wellbeing
and career which assists in facilitating this process.

When we launched JAM Recruitment my partner and I decided to differentiate ourselves from our previous
employers by actively seeking out strategic alliances within recruitment for the sharing of clients and candi-
dates. Sharing work with other agents was an alien concept in our previous lives. Clive Steeper introduced
me to the concept of ENEX and I immediately saw parity with what we were trying to achieve at JAM. At
JAM we have some very ‘out of the box’ theories about recruiting. We’re unrestrained by tradition, having
been ‘brought up’ in a very sheltered and niche recruitment sector in Australia. Coupled with our strong focus
on new technologies and media I believe we have a unique perspective to offer.

I have already been able tg share a role with another ENEX partner-where their involvement could solve the
client’s need a whole lot quicker than if we attempted the role single-handedly. This impresses our client, re-
sulting in the potential for generating greater revenue and value for both us and our ENEX partners. Entering
into an already established network of recruiters from disparate industries and locations, broadens your hori-
zons and makes you open to potential opportunities that you may have previously been closed to.”

“] take pride in my work, and show a personal commitment to quali-
ty. In my business we are always eager to learn about the business of our clients. We value good partnerships
with our clients and the growth of people's talents. We value openness in communication and take time for
round-trip feedback in the entire selection process. We work in close relationship with clients and take the
time necessary to understand their needs, so that we can search and attract the right talent.

Bringing together cultures, methods and people from all jover the world creates a fascinating and powerful
shared asset. Working closely together makes it even more 'joyful'! Doing business with other members of
the ENEX group holds the potential to inspire opportunities which we otherwise would not have been aware
of. I can now offer my existing clients and candidates a broader perspective and unmatched opportunities,
and I can offer them contact with reliable partners throughout the world. The possibility of being yourself
within an international executive search network, without the feeling of being amongst competitors, is super.
For me ENEX is an outstanding place where we can interact and share information in an atmosphere which is
conducive to positive growth.

HR-CC is a high quality search and selection company which has been operational for more than 20
years. We offer added value by helping organisations to outsource their HR matters to us so they can focus
on their core business. We are focused on competence, experience and talent. Our core focus is on middle
executives to senior level management positions in multiple industries, both in people management and in
technical management”.

E
Global Executive

Search '
and HR Consultancy

“The world of recruitment is exciting; every day I have the chance to meet, or maintain contact
with, interesting individuals from all walks of life, learn something new about companies, markets and geographies, expand my profession-
al and cultural network, and take on varied and unexpected challenges. I am absolutely thrilled when “true magic” happens: finding that
exact candidate whose career and life path will be enriched by joining the client’s company, which in turn will be rewarded by having that
particular professional on board. It’s wonderful to know that I was invited by Mr. Destiny to be a matchmaker in that process.

ENEX appealed to me firstly, because I have deep respect for-Ignacio Macaya, who_offered me the possibility of becoming a member; and
secondly, because ENEX is an established and growing network comprised of reputable professionals and firms in different countries. In
today’s competitive world, it is tremendously important to align efforts to offer and provide quick and effective results to clients at an in-
ternational level. Also, it is great to know that you are not alone and can reach out to fellow members who are willing to work as a flexible
team when needed. The ENEX members and existing candidates and clients can rest assured that I will put forth my best efforts and en-
thusiasm to help boost the network’s reputation and growth.

HeadSeekers takes recruitment very seriously. Its mission is to develop longstanding, honest and ethical relationships with a select group
of clients who can trust that we are focused on the long-term outcome of placing a top-notch professional and not only on the short-term
process of “filling a vacant spot” as quickly as possible. We are conscious of the fact that often one individual can make or break a whole
organization or culture, and thus have either a positive or negative butterfly effect which impacts many other individuals and their families.
HeadSeekers is committed to contributing to a positive butterfly effect, and the rewards for all will come naturally”.

“Placing a candidate in his or her ideal, dream position - which is in line with his
natural flow and talents - inspires me most in terms of what [.do. I thrive when someong¢ says that his or her ideal job is ‘one in a million’,
and that he or she is afraid to wake up ‘in case it’s a dream’. In a nut shell the recruitment business changes people's lives, assists with
their career progression, their vision and purpose, and ultimately provides resources for their families. This business assists companies to
reach towards their potentials with the right skills, team dynamics and chemistry on board. On the reverse side, I am always aware that
this business can also damage lives if your motivations as a recruitment consultant are not sincere and you have ulterior motives.

I am passionate about marketing, branding and sales — this is one of Enshrine’s strong points and areas of expertise. I am at my best when
I have the flexibility to be creative and try new innovations and experiments in the-marketing space and building models of multiplication
through effective processes, systems and social media. I love to increase the business’s value add to a larger audience of high calibre can-
didates and clients; meeting, and ideally exceeding, expectations.

I believe my value-add to ENEX and its members will lie in assisting with the attraction of future partners and clients. I believe Enshrine
is strong on offering new ideas, generating a database of exceptional candidates which can become a shared resource, and our aim to assist
partner clients to open and staff new offices in SA will hopefully assist ENEX to expand its reach into Africa, especially in the engineering
sector. What excites me in particular about being affiliated with a credible international network of this nature is that it opens up channels
through which to market our candidates and generate more opportunities for them to gain international exposure — thus simultaneously
building my own brand in concert with the ENEX brand. Being able to tap into the riches of knowledge and wisdom, competency and
wealth of experience our ENEX partnership represents, gives me the unique opportunity to bench mark my local business against high
standards in the global industry.”
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Influencing Corporate
Strategy: Global Executive
Recruitment and the
‘Millennial Generation’

by Leonello Castagnetti,
Studio Base, Italy

The physiognomy of the work-
force over the next few years
will undergo a profound trans-
formation now that the baby
boomers of the 'S0s are gradually
exiting the labour market, gener-
ation X takes up a position of
responsibility in many compa-
nies, and generation Y has re-
cently joined the workforce.

The ‘Millennial Generation’ is
now joining the equation; the
generation born in the period
between 1977 and 1997 and
which now represents about fifty
percent of employees around the
world. This new generation dif-
fers vastly from its predecessors
(X and Y). Born as it is under
the influence of the digital tech-
nology and communications
boom, this generation sees in
work the opportunity to meet
new friends, to learn new skills,
and to get in contact with other
social groups in the world.

'While this generation still con-
sider work as a part of life, they
try to strike a balance between
social life and professional activ-

1ty.

It is imperative that Executive
Recruitment Specialists, as well
as the recruitment and HR indus-
tries in general, pay attention to
the desires of the ‘Millennial
Generation’ and investigate the
underlying motivations of its
people; delineate and map their
strengths and weaknesses, and
consider how job descriptions
and roles can be designed to en-
hance involvement and motiva-
tion for individual leadership and
professional growth within the
workplace.

The Hong Kong ‘Flagship Store’ approach to

entering the Chinese

Market

by Toby Chan, Brentwood,

Hong Kong

The global economy has been
under a broad recovery since
last year and Mainland China
is among the top several re-
gions that enjoyed a signifi-
cant GDP growth (9.5 percent
in the second quarter 2011).
This rapid growth, in conjunc-
tion with the massively devel-
oping retail market, remains a
major attraction to foreign
enterprises who foresee the
potential for business opportu-
nities in Mainland China. Ac-
tivity sees more and more
global retail groups changing
focus from the western market
to the Chinese Domestic mar-
ket. Several have made it a
success already.

Recently, a NYSE listed
American apparel retailer -
American  Eagle Outfitters
(AEO) adopted the increasing-
ly popular ‘Flagship Store”
approach to launch their brand
to the Mainland Chinese mar-
ket.

To enter the Mainland Chinese
market in the past, retailers
had to get assistance from dis-
tribution agents, whereas in
recent years many principles
have taken a step forward;
opening their own offices and
self-owned retail stores direct-
ly in Mainland China and
Hong Kong China. Since the
execution of the Individual

from Mainland China are now
allowed to visit Hong Kong
China on an individual basis,
where prior to this scheme,
they could only visit Hong
Kong China on business visas

or with group tours.

This scheme not only helps the
transfer of a large amount of
money from Mainland China
to Hong Kong China, it is also
a significant channel for main-
land visitors to be exposed and
introduced top new luxury
brands when visiting flag ship
stores in the major shopping
malls in Hong Kong China.
They are then more likely to
consider these brands as
‘world class’ or ‘real’ brands
amidst those who merely
claim to be established on the
Mainland.

American Eagle Outfitters is
operated in Hong Kong China
by Dickson Concepts (listed
on the Stock Exchange of HK
and well-experienced in brand
management, carrying the
likes of Harvey Nichols, Tom-
my Hilfiger etc.). AEO has a
flagship store of 8000sq.ft in
the Harbour City (The biggest
shopping mall in Hong Kong
China comprising over 200
million sq ft and boasting mil-
lions of Mainland Chinese

shoppers per

They have an office in Shanghai
and are expanding with an anticipat-
ed 2-3 stores in Hong Kong China
by 2012. In the long term the vision
is to extend the brand into the Chi-
nese domestic market.

While the “Flagship Store” ap-
proach is effective and in general,
more acceptable to the Mainland
Chinese, money wise it could prove
challenging to those brands that
don’t have strong financial back-up;
rental in Hong Kong China is at a
premium — rated among the top
most expensive in the world. Apart
from finance issues, the structure,
brand image, quality, management
style, and synergy with the Chinese
culture, also play a key role in deter-
mining success.

Opening a flag ship store, like
American Eagle Outfitters have
done in Hong Kong China to raise
brand awareness with the public, is
ultimately proving an effective first
step toward entering the open Chi-
nese Domestic Market, and we at
Brentwood are very proud to partici-
pate in their project by helping on
the recruitment side.

Throughout the World, we see
fascinating changes in the way
the populations of countries

and continents are configured.

It is interesting to see that peo-
ple in the wealthier, more de-
veloped countries and parts of
the world are rapidly aging,
this in stark contrast to popu-
lation groups in the so-called
developing markets. For ex-
ample, Japan is in the forefront
of aging. Some 30% of the
population are at retirement
age and within the next two
two decades more than half
(56%) of the population will

be at the retirement age.

Currently in the United States
some 21% of the population is
at retirement age and the re-
tirement segment will increase
to 48% over the next two dec-

ades.

g

In Europe the situation is rap-
idly tending toward the
'Japanese' situation.
In Italy, 30% of the population
is already at retirement age
and in two decades 60% of the
population will be retired. The
other European countries show

comparable trends.

In Asia we see that in the situ-
ation in China is a bit differ-
ent: 14% of population are in
retirement, but in the next 20
years this segment will grow

to 42% of population.

In India, just 8% of the popu-
lation is above 60 years of age,
while 57% are below the age
of 30.

Countries show comparable

Several other Asian
figures. In South America
countries like Brazil and Mex-
ico are constituted in ways that
mirror Asian trends, while
most African countries show
even younger populations than
evidenced in Asia and South

America.

Global D‘emographic Trends will impact labour markets

By Cees Vis, Vis Recruitment , The Netherlands

Global Demographic changes
will undoubtedly affect labour
markets, labour relations,
economies and impact eco-
nomic growth in coming dec-
ades. The more developed
countries (e.g. in Europe and
North America) will be con-
fronted with a shrinking work-
force, while the rapidly devel-
oping countries will show a
strong growth of the working
population in the next 40
years. The ‘richer’, more de-
veloped countries will find it
hard to realise economic
growth and will be confronted
with serious changes and new
challenges; for instance in
their pension systems. The
economies in the rapidly de-
veloping countries will grow
faster, and at the same time
salary levels may predictably
rise.

Globally we will see that the
need for talent will grow, since
less talent will be available in
developed countries in gen-
eral, and the need for talent in
other areas of the world will
simultaneously — grow  fast.
This will put pressure on the
Human Resources manage-
ment of organisations and will
make a global approach to
talent management programs
inevitable.
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