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2014 International Conference on Human Resource Development in

the Public Sector —Prospective Training & Leadership Trends - Taiwan
Nicholas David Beartield

2014 International Conference on Human Resource Development in the

Public Sector—-Prospective Training & Leadership Trends - Taiwan
David Bearfield, EPSO Director

"We rise
by 1ifting
others."”

=Robert Ingersocll

Pace of change

+ 5 the jobs you employ people for today
will not even exist in next 20 years!

hetp:/fwww.youtube.com/watch?v=SBwT 09box
E
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Public Sector - Context

« Changing dynamics of a world in transition - economic, political, technological
and demographic — against this backdrop we face stiff competition for top talent;

= Public sector organisations face highly challenging period in attracting and
identifying the right talent to shape, drive and develap their work;

= For some, this decade sees the retirement of an entire generation of civil
servants = real need to address succession planning;

« Traditional attraction package of the public seclor being questioned by the
political level and also by new generation of job seekers,

= All these forces are making ?Inbal public sector to rethink and redefine itself.
MNeed for different mindaset of people: question = how does the sector remodel
and what exactly is the profile of those we need fo take the it forward?

eu

COreers

The Economisl, 241th Movember 2012
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Public Sector Challenges
« Traditionally seen as the (’\

— Security

— Reasonable $$3

— Steady career progression
— Interesting work

— Prestige

— Public service ethic/making a difference
— Excellent retirement package

Key trends affecting the public service

ic
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Key trend 1: Changing terms and
conditions
Renewed focus on efficiency and
effectiveness, in part through:
Downsizing;
*Pay cuts and pay freezes;
*Recruitment and promotion blocks;

Public service sometimes blamed for financial
Crisis;

*Evolving of final salary pension schemes;
*Increase in retirement age.

Key trend 2: Towards a new public
performance model

ie
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NEEDS

ORGANISATION

OUTCOMES
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{ Goals P Hesnur::esk Activities { Outputs b
| | |

Socio-Economic Issue

Less Cost + More Value

| . v
VALUE
CCiST x
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More value
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Doing Right Things Right

|~. * Fotus on Outputs and Outcomes
A = Strong Priorities
/ * Courageous Resource allocation

- nizati I
« Lowest possible Cverhead
I - Appropriate Organisation Design

« |ndividual

- » Presence at work
' - Productivity at work
* High level of engagement
* Low Bumn-Out/ Low Rusting-Away
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Closing the talent gap

@ HR STRATEGY

HAVE =

Mechanical E\lﬂl}

Key trend 3: Generational shift

ie
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Generation

Independent;

Not into corporate world nor bureaucracy, want to
make a difference to the world;

Flexibility, work/life balance most important thing —
not job for life!

Want to learn and professionally develop;
React to direct communication;

Salary/retirement /pension less of an issue.

Characteristics of
Generation Y and
Millennials

Seen as entitled, requiring praise and handholding. They have
NOT been trained for the work world.

Sarents brought them up to have high self-esteem—and they
Q

Believe they can afford to be picky, no problem job-hopping if
not given meaningful work

‘Helicopter Parents’ hover AND offer fallback position of
moving back home

Very confident and want their input to be taken seriously

Require subtle communication, sometimes minutely step-by-
step instructions and ample feedback/praise

140
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Key trend 4: Economic shifts

Job market in Taiwan

+ Latest ManpowerGroup survey shows 75% of 1000
Taiwanese employers polled consider hiring new people
(20% do naot);

- +/- ¥z of those polled are having problems filling jobs —
means talent shortages become acute for certain jobs;

« Not difficult for first time jobseekers to get an offer this
vear, & also shows that 35,5% of newly hired in Taiwan
quit their jobs within 3 months with most resigning within
a month!

= The number of unemployed who quit their position due to
dissatisfaction with job and account for 35% of all

unemployed.

COn=iwg
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Key trend 5: Demographics

ic

u]

Demography - Taiwan

* During the 20th century the population of Tawan rose more than
sevenfold:

= Fertility rates decreased thereafter — in 1984 reached replacement
level (2.1 children per women, which is needed to replace the
existing population);

«  Fertility rates continued to decline - in 2010 Taiwan had a
population growth of less than 0.2%, the lowest rate ever recorded
in Taiwan;

* The population of Taiwan projected to reach a maximum of 23.4
million between 2020 and 2025, and will decrease thereafter....

142
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Population growth since 1978

B 00 v
Population pyramid for Taiwan in November
2012, showing number of male and female
inhabitants per year of age
109 LLLE
Al B
0 -
204 =
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So What Does This All Mean?

Consequences for Taiwan: public sector

« The number of applicants for civil service exams can be
seen as an indicalor of the state of the economy:

— |n 2008 the number of applicants for the public
service increased hugely because of global financial
crisis,

— These figures are currently dropping off as the crisis
eases and the private sector starts recruiting once
more;

= The current average age of employees at most state-
owned companies is around 50.

ie
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Applications to Civil Service Examinations, Taiwan

Pl g i bi e 1 e
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Consequences for everyone

Job for life increasingly unattractive — growth of
portfolio careers;

* Poor career prospects;

+ Retention issues — people increasingly voting with
their feet!

* Public service will need to look at different sources
of talent, different ways of attracting and retaining
talent;

* We need to be better connected, in every sense.

ie
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The War for Talent

Trendence Top 20 in Europe — Business
Edition 2014
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Rank employer trend 2013 - Universum

1 Google

2 EY (Emst & Young)

4 PwC (PricewatarnouseCoopars)
4 RFMG

5 Dedoitie

@ Mizrosof

7 Procter & Gamble (PG

8 Goldman Sachs

8 Apple

10 J.F. Morgan

11 MecRinsey & Company

12 L'Créal Group

13 The Boston Consulling Group (BCG)

15 Morgan Stanley

18 Sony
17 Bank of Amarca Merrill Lynch

18 Ceutsche Bank

19 LVIMH
20 Nestlé
# Unilsvar
Pyt r

23 Johnaon 4 Johnsen
2 The Coca-Cala Company
25 Bain & Company
2B Cits
27 gdidas group
28 Acceniure
29 HSEC
30 [KEA
31 PepsiCo
Crads Susssa
RNGE
4 Valksweagen Group
35 Basclavs
38 Heineken
37 Daimiarbianc sdes-Bans
38 Inted
39 Shel
40 LSS

ic
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41 Exxonbchi

42 Del

43 A8 InBav

44 Ford Mator Company
45 30

46 Slemeans

47 Toyola

48 HP

49 Cracle

&0 Cisco Systems

War for talent is
m\é EVERYWHERE
+ Public sector in competition with the
private sector;

+ Global economy = global leadership
development programmes.
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Challenges

Attraction and recruitment will need to be
part of a joined-up talent management
strategy;

Need to present a modern shop window
for the public service;

Speed;
Efficieny and cost effective selection
procedures;

COn-oey

How to make public sector recruitment cool!

"It may seem counterintuitive to be talking about
managing  talent  when  public  sector
organisations are downsizing. But at times like
this, it's crucial to focus on the fundamentals of
attracting, retaining and engaging high-calibre

people".

DSTHERLACK, Wha's the bow way o atenct snd roin poblic soctor talost? 206,200 7 S<ol Hardey, Grast Thorsion,

‘c
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How can the public service respond?

1. Changing recruitment strategy

« To look at a person's potential
competence rather than what they can
actually already 'do’
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Developing graduate talent — buy or
build?
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Ferformrancs as an

empkryee
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There are trade-offs between
supply and return
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Buy & Buitd More Effective

Our model shows organisations are

playing in 4 strategic spaces

Build Miore Effective
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2. Changing recruitment methodology

CEB $HL Talra Lsagursman
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Trends in selection and recruitment

Current and past shifts

UUse of technology: from paper to CBT,;
‘From knowledge to competency;
Future trends

*From CBT to IBT;

From competency to strengths and values-based
testing;

‘More attention on gender balance and social
diversity;

*Test for attitude, train for skills.

Competencies
Personality testing
Psycometric testing

Telephone screening

In-house First intervdiews

Assessmient centres

BREAKFAST
NEWS
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After explaining to a student through
various lessons and examples that:

um 1 _ o
x=>8 x-8

I tried to check if she really understood
that, so I gave her a different example.

After explaining to a student through
various lessons and examples that:

um 1 = 00
x—>8 x-s

I tried to check if she really understood
that, so I gave her a different example.

This was the result:

1

LIM = In

x> 5 X-5
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3. Find x.

3cm

4 cm

El Ltewee Wheeeler, Plymowth Unseer siky, 2003

]

k=
ey

Deular Trauma - by Wade Clarke £ 2005

3. Find x.

3cm

El Chtewee Wheeeler, Plymowth Unseer siky, 200 3

u I
Ocular Trauma - by Wade Clarke ©2005""
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Evolution of testing conditions.....

Then

Cheating: 2000 years evolution but human nature
remains the same - and this part of the world WAY
ahead of the West

157



RBANERBRERMANE

2014 %z deoid A

The challenge of public sector recruitment

"Only with the right mix of leadership and skills,
and a concerted effort to attract and retain the
best and brightest, will the public sector emerge
in better shape to tackle new challenges."

INTHEBLACE, Whal's the best way (0 abtract and retain public sectortalent” 10.6.2003 Scolt Hartlsy, Grani
Thorrdoes

COre-oy

The EPSO Development Programme
Why change?

- Recruitment process out-dated (1950's)

- Significant staff turnover in next decade

- Length of process (candidates & Institutions)

- ‘War for talent’

- Create a positive employer brand

EPSO Development Programme based on 3

pillars:

eu
COmeers
_
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1. Planning and Needs

-Introduced strategic HR planning;
-Annual competition cycles;

- Speed (5 to 9/10 months).

Selection and Recruitment Timeline

Kot Kedh onth
112

159



RBANERBRERMANE

2014 %z deoid A

Lelection Procedura
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EPSO Performance on Meeting Laureate
Targets

2008-2009 2010 2011

Feprr il

: SOrTsll 0%
o —

s

ﬂ--l----l_..lII
.

Target- 120% of identified needs

2. Testing and Professionalism

A shift from knowledge to competency-
based testing

- Extensive job analysis undertaken;

- Introduction of Assessment Centres;

- Competency based preselection in 24
languages;

‘ COreeTrs
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EPSO Competency Framework

Identifies the critical facks in complex Issues and develops ereative and
pracbealsoluthng

Communicales clearlyand prec ety bath ol and In writing

Takes personal responsibility and inftlative for delivering work to a high
standard of guallty withinsel proceduwes

Develops and improves personal skills and knowledge ofthe onganisation
and e snvironment

Prioritlses the most importanttes ks, works flexibly and organis es own
workload efficiently

Remalng affecthe under a heavyworkload, handles erganks athomal
frustrations positivelyendadapis o a changing work environment

Works co=-operativaly with alhers in teams and across arganisational
boundaries ond respects diferances babwvesn paople

Maneages, develops and motivates people lo achieve reswlts

3. Attractiveness and Diversity

« EU Careers — A new brand!

= Compeling successfully in the war for talent;

* Improve employer image of the EU,

» Making the EU more relevant to today's job seekers;

» More efforts to achieve better diversity.
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Interesting and - o - e
challenging work The opportunity to work
that makes a real eU and travel abroad

difference for Europe careers | - o
; __,-"'"- .
h T q_h::_T Emnlﬂyer ;.’il:"’# Encouraged to
s learn new skills
Value Proposition . and languages

is at the

- g N 2 )
A lifetime of -~ ——— An artroctive
different | ] benefits package

jobs of all EU Careers
communication

Inereasing fAftracting
UHNDERSTANDING BALAMNCED group
ol what of applicants:
an EU Caresr - AE
MEAMSE - NATIOMALITY
and what § can OFFER - GEMDER

Challenges of employer branding
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Throughout a range of countries:

= = . THE EUROPEAN UNION |~
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20,500+
follower
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215,000+
views

follower
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3. Collaborating with others

- Creating and strengthening dialogue on public service provision via
EPSCO's Netwark of Experts in the Field of Personnel Selection in
the Member States

- Membership and active participation in Professional Bodies and
Umbrella Organisations (CIPD, AHRMIO, ... ) benchmarking
efficiency metrics and financial gains;

- Sharing leaming and findings with Scientific Community
(Psychometric Society, European Association of Test Publishers)

- Cooperation and exchange of best practice with other International
Crganisations (UN, African Union) and HR Selection Bodies
(EU-based, Canada, ...)

Special Interest Group for the international public sector (with
Association of Test Publishers !

Conclusion - challenges for the
public sector

= Unprecedented challenges in unprecedented times.

= BUT technological progress and new generation on
the job market also present the public sector with a
real window of opportunity;

= To respond effectively, the public sector needs a high
quality, modern, effective and demonstrably fair
recruitment process to help close the talent gap...

= ... and needs to get ahead of the curve

ic
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WL B U -CAreers. eu

Facebook: EU Careers
Twitter: EU Careers

Follow David Bearfield on Twitter: @DavidBeartield eu
COreers
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