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Go back, to the future
Career breaks Schemes
to hire people after
career breaks are
proving popular and
transformational, writes
Maxine Boersma

The fixers

Leaders brought in to clean
up corporate messes decide
whether their institutions
will be worth working for,
writes Sharmila Devi

G

oldman Sachs first coined
the phrase “returnship” in
2008 to describe its 10week paid programme to
reintegrate people — usually mothers — after extended career
breaks. Other banks followed and the
initiative is spreading.
The schemes have proved so popular
that in the past two years places on them
have been contested more fiercely than
acceptance to some Russell Group and
Ivy League universities. The RBS
“ComeBack” programme attracted
more than 100 applicants for fewer than
10 places even though the bank’s only
marketing was on social media.
Banks are responding by expanding
programmes. Lloyds Banking Group
last week decided to double the size of
its returners programme for 2016.
Overall the number of programmes in
the UK tripled this year, increasing from
three in 2014 (all in banking) to nine in
2015 (with five in banking), research by
Women Returners, a consultancy,
shows.
Support is coming from the very top,
with speakers on the RBS programme,
including leaders such as Michael Morley, chief executive of Coutts, and Penny
Hughes, independent director at RBS.
That is because banks can no longer
afford to overlook people who have
taken time off, says recruiter Luke
Davis, vice-president at Robert Half
Financial Services.
“The financial services sector is facing
a war for talent. Our latest research
results found 98 per cent of finance
leaders challenged in finding skilled
candidates. A possible solution would
be attracting people who are interested
in returning to work as this will go a long
way to expanding the talent pool in the
future.”

Post-crisis managers define the
new cultures of their companies

Going back: long gaps in a CV make candidates more risky to hire — Bloomberg
The schemes allow banks to overcome the higher risk of hiring people
who have missed changes to regulations, policies and processes while away,
usually caring for their children or
elderly parents.
Anne Elkington is a director at Credit
Suisse, having gained the position after
participating in the bank’s returners’
scheme.
She says: “A lot of headhunters told
me I had simply been out too long and
they would not put me forward for roles.
I was either out too long for equivalent
roles or too senior for junior roles to
start again at the bottom.”
Both the employer and people moving
back into the workforce benefit, says
Julianne Miles, co-founder of Women
Returners. People coming back into the
workforce can rebuild their professional
confidence, update their CV and gain a
network of peers, while banks can save
on long-term training costs.

Julia Dawson took a four-year career
break to care for her children and then
completed the Credit Suisse scheme.
“There were some brilliant training
sessions as part of the programme, particularly about confidence,” she says.
“They were profound lessons at a personal level and I wish I had learnt these
lessons far earlier in my career. I might
well have made different choices.”
She is now a managing director in the
bank’s investment banking arm.
Credit Suisse and Morgan Stanley
have offered permanent positions to
more than half their programmes’ participants. At Lloyd’s Banking Group it
has been more than 80 per cent.
Those who have found permanent
jobs have subsequently sparked discussions with their employers about more
flexible forms of working. This has
prompted banks to think about their
returners before they have even left - a
bonus also for those who stay put.

Companies are in need of firefighters as
never before as they face the consequences of the financial crisis, technological disruption and sometimes the
crimes and incompetence of past management, say headhunters.
Shareholders expect these fixers to
rescue their investments, while employees look to them to build a new company culture.
But what makes a successful leader of
change?
Neil Owen, a director at Robert Half,
the recruitment company, says: “They
are people who love the challenge of
going into a company, assessing it, looking at its strategic strengths and weaknesses.” He adds that they are also able
to create a tactical framework.
In the past months, a number of big
banks have seen new leadership

installed as they attempt to navigate a
much tougher regulatory and trading
environment.
Credit Suisse picked Tidjane Thiam,
an insurance executive with no background in banking but who has emphasised his broad record in global financial
services.
At first sight the French-Ivorian
insurance executive seemed an unusual
pick to enter the conservative Zurich
banking community.
However, one person who has worked
with him said he was voicing a widely
held sentiment when he described Mr
Thiam as “one of these relatively rare
people who combine substance and charisma”.
The best people often want to “give
something back” and see the challenge
as partly vocational, says Iraj Ispahani, a
talent management expert.
“These are people who are already
successful, have lots of money, and also
preserved their reputations so they are
seen as credible leaders of organisations
in challenging times,” he says. “They
have thought about how they can make
a difference and not get shot down in
flames.”
The main risk for them is the reputational fallout from failure or from

appearing to act with too little urgency
— at least in the eyes of investors hungry
for better returns.
Antony Jenkins, for example, lost his
post as chief executive of Barclays in
July. In a statement, the bank said Mr
Jenkins had to go because he no longer
had the right “set of skills”. John McFarlane, executive chairman, told the FT
that the bank was looking for “charisma” and “strategic vision” among
other skills.
Anyone who takes a firefighter role
will have thought about and nailed
down how to define success, says Jeff
Sanders, vice-chairman of the chief
executives and board practice at Heidrick & Struggles, an executive search
firm. “They will have a sense of what
excellence looks like, what the targets
look like, how to retain and recruit top
talent,” he says, adding that they should
also provide a sense of engagement.
He gave Mark Fields, chief executive
of carmaker Ford, and Shantanu
Narayen, who leads software company
Adobe, as examples, noting they are
“leaders who can take something and
truly build”.
“A crisis,” Mr Sanders, says, “can be
the best time to mobilise people to
where you want them to be”.

Happy employees mean better stock market performance
Companies with satisfied employees tend to outperform the
stock market, making it an area that boards should take
seriously, writes Andrew Chamberlain, Glassdoor’s chief
economist. (pictured)
Our analysis found that if investors had bought
shares in Glassdoor’s 50 “Best Places to Work” in
2009 and held them until the end of 2014, they
would have outperformed the S&P 500 by 115.6
per cent.
The results suggest a meaningful economic
link between employee satisfaction and stock
market performance. To be fair, being named on
the Glassdoor (or any other) “Best of” list is no
guarantee of future stock performance. But the
research shows that companies recognised for
excellent culture and high employee satisfaction

outperform the stock market over time — while companies
that rank poorly have significantly underperformed. Before
the launch of Glassdoor in 2008, measuring company culture
was a monumentally difficult task — particularly for outside
investors. But a growing database of company reviews
from employees has allowed a clear link between
company culture and broader financial
performance to emerge. The message to today’s
executives is clear: workplace transparency is
here to stay. Those who ignore the importance of
corporate culture may be doing so at the
expense of their companies’ financial detriment.
For the methodology of the “Best Places to Work
in Finance and Consulting in the UK” ranking go to
www.ft.com/recruit

