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It’s what we do at Hudson. And it’s the 

promise we make to the people who work 

here. Our commitment is to bring out 

the best in you. In return, we ask for your 

commitment to bring out the best in those 

around you.

Our Values Drive Us

Developing Great People

Across our organisation, we embrace 
one global vision and set of values. Our 
vision is to be the world’s best at helping 
employers achieve success through 
people. Our values guide everything we 
do:

Integrity: We embrace and uphold the 
highest standards of personal and 
professional ethics, honesty and trust.

Respect
We treat everyone with uncompromising 
respect, civility and fairness. 

Collaboration
We work as a team and share knowledge 
for continuous improvement, learning and 
innovation.

Empowerment
We are empowered to deliver operational 
excellence through innovation and 
leadership at all levels.

Responsibility: 
We are responsible to fulfill our 
commitments to colleagues and clients 
with a clear understanding of the 
urgency and accountability inherent in 
those commitments.

Driving Great Performance

Being in the people business, we know 
how talented, motivated employees can 
accomplish amazing things. Our goal is 
to help you take your talent to the next 
level. As we live our values and strive to 
realise our vision, we commit to provide 
you:

• Growth and opportunity

• A sense of belonging

• The environment and tools to succeed 

• Recognition and rewards

• A values-based culture

Join us. Let’s transform the way the 
employee/company relationship works.

Across our organisation, we embrace one global vision and set of values. Our 

vision is to be the world’s best at helping employers achieve success through 

people. Our values guide everything we do:

Hudson
Asia Pacific | Europe | North America
www.hudson.com

�

Who We Are 

At Hudson we help our clients achieve greater organizational performance by 

assessing, recruiting and developing the best and brightest people for their businesses. 

Approximately 3,600 employees in more than 20 countries are dedicated to providing 

unparalleled service and value to our clients.  

Hudson is publicly listed on NASDAQ (HHGP).

Office Locations

Hudson Highland is a global organisation with offices located in more than 20 countries 
around the world. Our head office is located in the United States.

In Asia, we have offices in Beijing, Guangzhou, Hong Kong, Shanghai, Singapore and Tokyo, 
supported by the global resources of Hudson. 

Communication

Within Hudson we encourage open communication and have several formal and informal 
communications practices in place both internally and externally.

Internally

Weekly company briefings in all offices

Annual employee survey

News and company information on our company intranet, InSite







Regular team meetings

Appraisals and probation reviews

Various newsletters and company updates

At all times employees are encouraged to speak to their manager about any issues 
or queries they have, or alternatively to Internal HR.

Externally

Quarterly earnings calls to shareholders and the press

Publicity on the company

Annual Report













Getting the best from talented people takes a targetted recruiting strategy to attract 
individuals with the capacity for success. It also takes proper assessment and 
selection methodologies. And it requires effective solutions to engage, develop and 
retain people, bolstered by a commitment to diversity. Hudson helps clients in all 
these endeavours, through specialised professional staffing and outsourcing as well 
as human resources consulting and inclusion solutions.

1�

Bonus Scheme

Most employees in Hudson are eligible to participate in a discretionary bonus scheme. 
These are generally performance-related schemes. Details of your eligibility will be provided 
to you in your employment contract.

Health Insurancee

You will receive insurance cover immediately on joining the company. This insurance 
provides all employees with financial support if they become totally or partially disabled or 
unable to work in any capacity (as defined by the insurance company).

Life Assurance

You will receive life assurance cover immediately on joining the company, subject to policy 
terms.

Contractual Benefits

Developing Great People
Employee Welcome Pack

Marc Timmerman & Charlotte Sabbe

Marc Timmerman is a clinical psychologist (RUG 1988) and has been working 
at Hudson/De Witte & Morel since 1994 and currently manages the Hudson 
Talent Management division in Europe. His professional specialties are focussed 
primarily on assessment and development centres, competency, performance and 
hipo management, and coaching. 

Charlotte Sabbe is a Consultant with Hudson Talent Management in Belgium. 
After her studies in Business Psychology at the Gent University (RUG 2003) 
Charlotte Sabbe obtained an additional Masters Degree in General Management 
at the Vlerick Leuven Gent Management School. She specialises in development 
centres as a technique to chart the potential of employees and to formulate advice 
with regard to talent management.

High Potentials — The Competitive Edge Within Your Company
The combination of an increasing demand for competent leaders and an increasingly structured 
demographic lacking in talent forms the arena in which organisations will labour together in their 
fight to strive for talent. Within this context, organisations will be forced to step down from an ad 
hoc approach and should evolve to a more systematic method in order to guarantee a satisfactory  
long-term leadership potential.

“High potential management” seems to be able to offer a conclusive answer to this new “war for talent”. 
Until now many assumptions have been made about hipos and controversy has prevailed but the facts 
often tell a different story. This book offers an overview of a number of important conclusions and ‘best 
practices’ on the identification, development and the retention of hipos.
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of HRM is to align an organisation’s strategy with its employees in order to achieve 
the best possible operating profi t. 

Together with management or senior management, HRM goes in search 
of the appropriate methods and techniques to bring employees and 
the organisation’s strategy into harmony with one another. Th ey do this by 
properly expressing the needs and objectives of the organisation into a strategy 
for attracting, selecting, remunerating, developing and deploying employees (see 
Figure 1.2). We do not propose to go into the question of what HR professionals in 
Belgium, the Netherlands and the rest of Europe themselves currently understand 
by strategic partner, nor whether they are successful in giving substance to this 
role. But what is clear is that in both multinationals and in small- and medium-
sized enterprises (SMEs) the philosophy of long-term strategic thinking has come 
to stay in the world of HRM2. Alvares (1997) phrases it as follows: “Th e bottom-
line business of human resources must be the delivery and/or development of human 
capital that enables the enterprise to become more competitive, to operate for maximum 
eff ectiveness, and to execute its business strategies successfully”. 

On this point, the well-known Ulrich model (1997) can clarify the various 
roles HRM assumes in an organisation (see Figure 1.3). Th e two axes in the model 

2  More detailed information in Delmotte & Sels (2005)
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Figure 1.2 Hudson Model for Talent Management (2006) 

Chapter I

Hipo Management 
in Context: 
Shift in the HRM Function 

1. FROM ‘ADMINISTRATIVE SERVICE PROVIDER’ 
TO ‘STRATEGIC PARTNER’ 

“Th e problem of our times is that the future no longer is what it once was.” 
Paul Valery (French writer) 

Th e general interest in Human Resources Management (HRM) as a discipline 
is very wide – not to say growing strongly. Experienced managers accordingly see 
HRM increasingly as a vital part of their policymaking and policy processes. On 
the one hand, this is a result of labour market conditions becoming tighter, and 
on the other of the increasing awareness of the direct impact that consistently 
developed policies to attract, select, develop and retain human capital (or intellectual 
capital) have on an organisation’s long-term success and survival. Th e numerous 
research and consultancy fi rms that have mushroomed in recent years testify to 
the growing need for HRM support when tackling talent management issues. 
Th ese consultancy fi rms provide organisations with the necessary advice, assistance, 
training and facilitating workshops in such fi elds as competency management, 
talent management, succession management and retention management. Hipo 
management was recently added to this list. 

HRM has continuously provided organisations with signifi cant added value, 
yet it is clear that the manner in which the added value is provided has changed 
drastically over the years. While HRM is a relatively young discipline, it has gone 
through various ‘growth spurts’, with each occasion refl ecting a noticeable shift 
in the function and role which HRM claims for itself in an organisation. It is 
clear that the content, the core objectives and the general raison d’être of HRM 
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Th ese fi ndings lead us to the conclusion that the commitment at the top 
of the organisation is a crucial part – and even a must – to be able to formulate 
a successful hipo management policy. Th is commitment relates to two aspects. 
Firstly to freeing the necessary resources to be able to put in place the necessary 
in-house hipo management structures and processes. Secondly, it relates to the top 
of the organisation’s overall involvement in the hipo identifi cation process. HRM 
should therefore apply their minds as to the manner in which they can generate 
the Board of Management’s, the CEO’s and senior management’s commitment 
to a hipo management policy. A number of tips to achieve this are suggested in 
the next section. 

1.3 Formal identification of hipos: the early bird catches 
the worm 

Th e results of the Hewitt study show that the most successful organisations 
(successful in terms of results and leadership development), are serious about 
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CEO BOARD

Are the CEO and Board of 
Directors actively involved in 
developing leadership talent?
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80%

52%

Figure 4.1 Involvement of the Board Figure 4.2 Involvement of the Board 
of Management and CEO in hipo of Management and CEO in hipo 
management identifi cation 
(Source: Hewitt Europe study, 2005)  (Source: Hewitt Europe study, 2005). 
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the diff erent disadvantages and risks summed up above, it becomes clear that it is 
actually the perceived promotion pledge or guarantee of future success that brings 
employers into problems. 

No manager or person responsible for HR can gaze into a crystal ball to predict 
the future. Th e competencies being perceived as signifi cant to be labelled as hipo 
at a certain moment in time, become less so in a subsequent phase in which other 
competencies happen to be more important. 

A number of these shifts can be mapped because they are related to the changing 
demands that are inherent to the level at which the hipo operates. Other shifts are 
concerned with unexpected changes in the organisation: periods of mergers and 
changes for instances, need another kind of leader than organisations that pursue 
consolidation strategies. It is important for high potentials to become aware that 
their label is not a wild card or free ticket. It is no more than an acknowledgement 
of the belief in their potential at a certain moment in time. When an organisation 
awards the hipo label it assumes that the person in question has suffi  cient potential 
in due course to go up by a minimum of two levels. When growth potential has 
reached its limit, there is still suffi  cient time left for HR to adjust the person’s career 
expectations on the one hand, and their career planning on the other. 

To open up the hipo status for discussion creates the possibility of stimulating 
a frank debate between HR, direct manager, senior manager and hipo: ‘What do 
you want and where do you want to go?’ As against: ‘What do we want, and where 

Cons

HOW TO INFORM
HIPOS OF THEIR

 POTENTIAL?

ORGANISATIONAL CULTURE

� EMPTY PROMISES

� HAWTHORNE EFFECT

� PETER PRINCIPLE

� HIGH VS. LOW POTENTIALS

� LACK OF GROWTH   
   VACANCIES

� ABUSE OF “POTENTIALS” 
   LABEL

� SCRAP NAME OF LIST

Pros
� PERCEPTION OF FAIRNESS

� TRANSPARENCE

� PROFILED HIPO

� SHARED RESPONSIBILITY

� CLEAR IDENTIFICATION & 
   EVALUATION CRITERIA

� QUALITY GUARANTEE HIPO 
   POLICY

� PLACES DEVELOPMENT IN 
   A LARGER CONTEXT

Figure 5.10 Pros and cons of open communication about the hipo status. 
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predilection for building up a broad knowledge base across departments) and retain 
them (when organisations wait too long to develop their hipos in-house, they will 
soon be inclined to look for challenges at competing organisations). Before long, 
organisations will be forced to exchange their specifi c or culture-specifi c models 
for a ‘global and pro-active model’, requiring employees to be assessed early in 
terms of their career chances (by reference to a zero measurement on engagement). 
A tailor-made development track should then be determined. Interim follow-up 
measurements over the years show which employees learn faster than others and 
enable organisations to adjust their hipos’ development and career growth. 

To forecast someone’s potential beyond two function levels on the career ladder is 
not very realistic because a basic condition for continuing growth is the capacity for 
continuous learning. Hipos can only develop new competencies if they continuously 
question themselves, know their strengths and fi nd compensating techniques for 
their weaknesses. Provided suffi  cient interim measurements are made of a person’s 
potential, employees will not be promoted based on their past performances, but 
rather on the basis of their potential to acquire skills that would enable them in time 
to assume a position two levels above their current position. Hence the importance 
that should be attached to the gap analysis: a comparison between the current 
competency development level and the competency development and requirements 
demanded of the hipo over time. Bearing in mind these reservations, we propose 
the Hudson/DeWitte & Morel Model for hipo evaluation purposes (see Figure 
5.14). Th e model is explained in more detail below. 

Ideally, as from the start of someone’s career, organisations use the data available 
from the selection phase (such as personal data, assessment centre report and 

> 40 YEARS

END ASSESSMENT CENTRE 

INDIVIDUAL 1 INDIVIDUAL 2 INDIVIDUAL 3

MID CAREER
DEVELOPMENT CENTRE

POINT OF ORIGIN
DETERMINATION

1ST DEVELOPMENT
CENTRE

35 - 40 YEARS

30 - 35 YEARS

20 - 25 YEARS

Figure 5.14 Global proactive model (Hudson/DeWitte & Morel) 

   

   

Notre métier 

ideNtifier évaluer iNtégrer développer

ideNtifier, évaluer, iNtégrer et 
développer les meilleurs taleNts, 
acteurs de votre réussite

Notre MissioN
Être l’interlocuteur clé de 
nos clients, entreprises et 
Candidats, pour faire de la 
gestion des talents le plus 
court chemin vers leur succès.

Notre VisioN
Permettre à chacun de faire 
de son travail une expérience 
de vie motivante, valorisante et 
enrichissante.

Nos ClieNts
De la PMe régionale à 
l’entreprise multinationale, du 
site de production au siège 
européen.

Nos MoyeNs eN FraNCe
le savoir-faire et l’expérience 
de plus de 200 collaborateurs 
spécialisés, s’appuyant sur 
des solutions éprouvées et 
innovantes. 

Notre PréseNCe 
Notre présence régionale, 
notre couverture nationale 
et notre envergure mondiale 
nous permettent de soutenir 
l’ambition de vos projets. 

Paris
Lille
Lyon
Marseille
Nantes
Strasbourg
Toulouse

a la reNCoNtre Des 
taleNts 
Hudson est un leader mondial 
du Conseil en recrutement 
et en talent Management. 
Nous exerçons dans 27 
pays et comptons 3 500 
collaborateurs, dont 1 800 
en  europe.

Co-fondateur de l’association “a Compétence égale”. 
signataire de la Charte de la Diversité. 

www.fr.hudson.com | hudson.france@hudson.com
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talent management

identifieR évalueR intégReR développeR

Notre visioN du coNseil eN 
ressources HumaiNes
 
chez Hudson, notre force est de 
créer un réel partenariat avec nos 
clients sur l’ensemble de leurs 
problématiques rH, afin de les 
aider à répondre aux nouveaux 
enjeux de gestion des talents et de 
performance des processus rH.

ideNtificatioN & évaluatioN 
des compéteNces 
iNdividuelles
 
Nous garantissons l’objectivité et la 
pertinence de nos évaluations par 
l’expertise de nos consultants et la 
fiabilité de nos outils internes : tests,  
assessment centers, entretiens 
d’évaluation, etc.

coNseil eN stratégie et 
outillage des politiques rH
 
Nous intervenons sur la conception 
et la mise en œuvre des politiques 
rH, la conduite du changement et le 
développement de la performance 
collective.

modalités d’iNterveNtioN

la mise en place de prestations 
existantes ou développées 
sur mesure.

l’ingénierie et l’animation 
de formations.

la conception et la conduite de 
projets de conseil rH.

uNe préseNce moNdiale

toutes nos démarches et outils 
existent en 22 langues et suivent 
des process identiques quel que 
soit le pays.

uN ceNtre de r&d 
iNterNatioNal

il développe de nouveaux outils 
adaptés aux besoins du marché.

il forme et habilite les 
consultants à l’utilisation 
de ces outils.

il apporte un support r&d 
aux projets et clients qui 
le nécessitent.

la gestioN des carrières

Nous accompagnons les 
collaborateurs de manière 
personnalisée, à toutes les 
étapes de leur carrière, pour 
développer leurs compétences 
comportementales et managériales 
ainsi que leur performance.

www.fr.hudson.com | hudson.france@hudson.com

membre du syntec conseil en évolution professionnelle et coaching.
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Nos activités 
traNsverses 

Hudson Outsourcing Solutions

Dirigeants sous LBO

   

   

   

Conseil en ReCRutement

identifieR évalueR intégReR développeR

vous compreNdre

tous nos consultants et 
chargés de recherche 
développent et entretiennent 
une expertise permettant un 
haut niveau de compréhension 
de vos enjeux.

vous coNseiller

chez Hudson, notre mission 
est d’apporter à nos clients, 
entreprises et candidats, les 
meilleurs conseils pour faire 
d’un recrutement une réussite 
personnelle et professionnelle.

vous accompagNer  . . .

 … dans vos recrutements, du cadre débutant au cadre 
dirigeant, des talents les plus rares à la gestion de grands 
projets internationaux de recrutement.

 . . . dans l’évaluation des potentiels qui seront acteurs de votre 
développement et qui s’épanouiront dans votre entreprise.

 . . . dans l’intégration des professionnels que vous recrutez en 
faisant de cette étape un levier de votre performance. 

Nos spécialisatioNs 
foNctioNNelles 

Dirigeants

Finance – Comptabilité – Gestion

IT & Conseil

Juridique & Fiscal

Marketing & Commercial

Production – Achats – Logistique 

R&D – Ingénierie

Ressources Humaines

Nos spécialisatioNs 
sectorielles 

Banque – Finance – Assurance

Immobilier & Construction

Santé

www.fr.hudson.com | hudson.france@hudson.com

membre du syntec conseil en recrutement.
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