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Marie Lingblom: Good morning, good afternoon, or good evening, depending on where you are in the world, I’m Marie Lingblom and I’ll be your moderator for today’s IBM web event, “Attract, Empower, and Motivate Employees to Build a Smarter Workforce.”

Today’s workforce is smarter in every way. It’s also changing every day. Gone are the days of businesses working from the top down. Businesses must now leverage the collective intelligence of all its people, share and exchange that knowledge in the new social world we live in. One of the biggest challenges lies in ensuring you have the right talent to get the job down right. Ventana Research observes market competition is especially strong for two key categories: management positions left vacant by the departure of experienced staff and new positions created as business grows. 
All organizations want to hire the best people for key positions, but notes Ventana, many fall short because they’re not able to define precisely either the jobs or the competencies necessary to do them well. The rise of the independent worker, social networking, big data and analytics, and mobile technologies have delivered a much clearer understanding about what makes people good at what they do. These technologies allow us to better predict behavior, identify talent, and successfully match capabilities with business and market needs. And that allows both employees and companies to predict career paths instead of just reacting and creates a new transparency by enabling dialogue across an organization. 
Social networks match workers with the work that needs to be done. And once the right employees match with the right job, businesses move beyond simply using social technology for basic communication to apply social tools, collaboration, and analytics to unleash innovation within the workforce, enabling a culture of ongoing knowledge relationships, where information flows across the enterprise, and when employees have the information they need, they make more informed decisions, save time, and are more productive. 

We have just a few announcements before we begin. This webcast is designed to be interactive. At the bottom of your console you’ll see a number of widgets that will allow you to have greater control over the way you view today’s webcast. You can download today’s slides or review additional materials by clicking on the Resource widget. Join our Twitter discussion by clicking on the Twitter widget. And if you’d like to submit questions, just type your question into the Q&A box and click submit. We will answer as many questions as we can during the Q&A session at the end of the webcast and any questions we aren’t able to get to we’ll respond to shortly after this webcast. 
At this time we recommend that you disable your computer’s popup blockers. This will allow the slides to advance automatically throughout the event. And if you are experiencing any technical difficulties please visit our webcast help guide by clicking on the Help button to the side of the slides. In addition you can contact our technical support helpline which is located on the webcast help guide. 
Now let’s move onto our webcast, “Attract, Empower, and Motivate Employees to build a Smarter Workforce.” Joining us for today’s discussion are Scott Smith, Business Unit Executive - World Wide Social Business Agenda, IBM Collaboration Solutions; Mary Ann Johnson, World Wide Business Value Executive Consultant - Recruiting and Onboarding, IBM Collaboration Solutions; Zahir Ladhani President - Workforce Sciences, Kenexa, an IBM company; and Stephan Millard, VP & Research Director - Human Capital Management for Ventana Research. 
So, why don’t we start the panel discussion today with a question for our panelists? Stephan, we’ll start with you with this larger idea about how work is changing, so maybe you could address that and we’ll move our discussion forward. 

Stephan Millard: Great. Thanks Marie. I think work is changing in a number of different ways. One is a lot of the new technologies that have come into play, when you think of attracting and retaining the people that are out there today, mobile technologies and social technologies have really introduced a lot of new ways in which people are coming at their jobs. For one thing mobile has introduced pervasive – an entirely new pervasive way for people to get access to all of the information that they have in their jobs today. And that means they have access to information kind of anytime, anywhere. 
And then we start to think about all the collaboration technologies that are out there. You start to realize that from the moment they start looking for a job with LinkedIn and Facebook they have entirely new network technologies to get access to all of the information about jobs that are out there. And when they start getting access to information inside their jobs, they have entirely new collaborative capabilities within their environment to access information, to create networks of people, to become more effective in terms of their access to become productive quickly and to ultimately measure their accomplishments through a lot of the analytics that can measure the effectiveness of how they do this today.

So, I think there are a lot of new ways that work has changed today. 

Marie Lingblom: Scott or Mary Ann, any other panelists want to jump in here?
Scott Smith: This is Scott and I’ll add to that. I think it’s a great point about how social is connecting everything. I’d also say that work has always been about people and about connecting people, so it’s been very local, which I agree with the point that everything is expanding now with how you can connect. So, it’s really that we’re almost like making the world smaller and think of it this way – if you’re able to connect with someone, it used to be you would have to see them. Now, you can reach out to people that will be in different parts of the world and really you don’t know them. You may have never met them. But you know that they’re in this area and they have certain skills and capabilities that you want. 
The last part I would say how work is changing is that focusing on people is really the untapped area. We’ve spent a lot of time on process innovation, process reengineering, yet when it comes down to it you get into the people and the people-making decisions and how you connect people and leverage that is where business and work is getting the greatest benefit. 
Mary Ann Johnson: And, Scott, I’ll add to that. Those are some good examples. And I’ve always thought of work as getting things done. And so when I think about my ability to get things done nowadays because of the way that technology can steam line my work, then that’s just such a refreshing thought to me. To think about that nowadays I have tools where I can find experts and I can find the knowledge that I need. And I don’t have to really go out of my way to find that. So, I love that work has changed in that direction. 

And then also since I’m creating documents and blogging and creating presentations, then I’ve also got tools to make it easy for people to find my work. 
Zahir Ladhani: And so, Marie, if I were to add to what my colleagues are talking about in terms of technology, the two key areas in addition to technology is the insight on human behavior that we have now is greater than we’ve ever had. We’ve reached a point where we now know what makes people good at what they do. And individually and as a group, so we understand the dynamics of talent and the science of human behavior like never before. 
If you take this knowledge on human behavior and the amount of data we’re getting from the technology and the way people are working, it’s providing or developing mounds of big data around both human behavior and the tendencies to analyze and predict behavior, identify talent like never before. And that is, I think, how work is changing now than never before. 
Marie Lingblom: Thanks Zahir. I think that automatically flows into our next question. What about the worker? How is the worker changing? Scott, do you want to lead off that?
Scott Smith: Sure. Thanks Marie. I’ll start with something that Mary Ann said which is the worker is all about getting things done. And that’s what their comfort level and in doing things in new ways. And we talk about that the networks that were previously very local are now able to scale across the organization, but people are more comfortable doing that and I want to point out it’s not just the younger workers, the Millennials. 
Think about these trends that everyone has a smart phone, or not everyone, but most people have smartphones, or smartphones and toothbrushes in the world now. They also have tablets. And they’re used to connecting now with other people. It’s coming into work. And so their ability for the worker to engage in these new ways that we’ll describe as we go through this conversation, they’re much more ready to do it. And, again, they’re finding it’s not just the newer workers; it is across the distribution. 

Mary Ann Johnson: And, Scott, I’ve also noticed that the expectations of the workers are changing. I can remember when people used to expect to read manuals. Nowadays people just want to start using the tools that are in front of them; nobody reads manuals anymore. And everyone expects to have information right at their fingertips. So, I think that’s another way that the workers have changed today. 
Zahir Ladhani: And, Mary Ann, if I were to add to that expectation part, it’s quite neat to watch as workers individually in the past it used to be all about the need to survive and provide for the basic needs of the family, right? And now it’s moved from that basic need to realization that work also provides our dignity and status. And I think where we’re moving towards is in the future in addition to giving our realization of dignity and status, I think work will define who people are. And that’s what’s changing about the worker and what they’re looking for in the work. 
Stephan Millard: And this is Stephan. I think to what Zahir and Scott were saying, I think that when the worker has changed in that what they bring of who they are is partly the networks that they bring and the ability of those networks to help bring not just knowledge but connection and the power of those connections to what their experiences are to the jobs that they have. And that helps kind of bring the speed and velocity of information that they share within companies and ultimately their ability therefore to take that knowledge, not just of what they have but their ability to understand how to collaborate much more efficiently and much more effectively because they know all of these tools externally to bring that same capability internally and use those collaborative capabilities with all of the systems and tools that are now inside many of these companies and therefore to increase the speed of productivity that they can bring internal to the organization. 
And that makes companies a lot more efficient and effective in terms of being better sort of second generation knowledge workers than what we’ve seen in the past. 
Marie Lingblom: Great. Thanks Stephan. So, logically moving our conversation forward, Mary Ann I’ll ask you to start this. What is a Smarter Workforce?
Mary Ann Johnson: That’s a great question. And being from IBM I love that question because when I think about what IBM has been doing for years and years, over 100 years now, then I think about the way that we have been making the workforce smarter over those hundred years. And I think about the way that people have used our tools and technologies to find information and to distribute the information. 
And then I kind of progress and I think about the way that we became the leader in social business. And that we’re really helping people to connect, to make people smarter by connecting with other people. And then to add to that, I think about our acquisition of Kenexa and the way that that really equipped us to bring the whole portfolio together with our traditional capabilities, our social capabilities, and the Kenexa capabilities. I feel like it was a marriage made in heaven for creating the Smarter Workforce.
Zahir Ladhani: Marie, if I could add, having been from Kenexa, if you take – and if I were to change the question of what is to what makes a Smarter Workforce, I think what makes a Smarter Workforce is it takes guess work out of hiring and retention of your employees by using the science, the data, and precision in your hiring and retention of employees. So, with Kenexa and IBM’s now full portfolio of talent acquisition, talent development and engagement, talent reward and recognition, and talent analytics, it helps organizations really move towards this precision data and science driven retention and attraction. 
Marie Lingblom: Thank you, Zahir. So, we talked a lot about social, so we’ll drill down a little bit more. Maybe Scott you could take the lead, sort of a two part question, so I’ll read it. What are social capabilities and why are they required to build a Smarter Workforce? And then to follow up on that, how does IBM define social business and in what ways are organizations transforming business processes and becoming social businesses? 
Scott Smith: Thanks. I’m going to combine those and start off with that social business is creating a business and embedding it in all of your processes, a business that is transparent, that’s nimble, and that’s engaging – and engaging internal to the organization and external to your business partners, your customers, and all those different connecting points.
The other part I come back to is that there are some critical social capabilities. And Mary Ann has talked about the ability to automatically find an expert. I mean, at IBM we’re 450,000 of her best friends that came from a management consulting firm, and about 30,000 was large. But there is someone who has that answer everywhere. And you may not know them but you can connect into them and then take it that next step. And you build it into the process, because a social business – it isn’t – social isn’t something you do elsewhere. Social is a foundation into how you work and how you engage with everyone. And let me give a quick example. 

Let’s say that you’re an industrial machine company and you have a very large product range that it could be a $100,000 product to millions. And that now, you’re newer in your job or you have a new territory. And you’re going into your customer relationship management system and you’re looking into this new client and then within that as you’re doing it, automatically it comes up with here are five people who know about that. I may not know them personally. Here are a set of assets of documents of some of those manuals that they may read. 
Now, the proposal, product descriptions, and it’s right there for you. And so part of it is that you’re finding things, but it’s also you’re building it into that process and you have that type of experience capability to build it in. And it’s not going anywhere else to be social. But, it’s part of your business and you’re able to find and leverage those people and those assets immediately.
Stephan Millard: And, Scott, this is Stephan. I would add to part of what you’re saying. I think that the example you’re giving of being social as a sort of native part of what you’re talking about in terms of how it works within your company, if you extend that some and you think about some of the capabilities relative to where you start that workflow and think about how social sort of starts its life inside of a company, you can think about that same thing and say when you start thinking about social relative to the recruiting side of things or attracting people, it makes its way through the beginning side of it, where people start saying it’s native in terms of when you look for a job or when you look for candidates, it’s now native to everything you do from LinkedIn to Facebook to Twitter to the way you source candidates, the way you create relationships. And that’s shown up in our research where we’ve looked at and asked many companies, “How important is social networking for recruiting?” And well over half of them said it’s either important or very important. 
And this ties into things like the ability with technologies that Facebook has just introduced like Graph Search in terms of helping you find people that have similar capabilities or relationships to what you’re looking for, or LinkedIn’s standard search or active search. And then, of course, when you get into the more layer cycles of talent management and your capability to start to do some of things you’re talking about in line with your job where you’re wanting to find content and experts. And our research points to similar sorts of things where social collaboration really ties into talent management because the top three things our research points to is that talent management and collaboration tie together in that the top three areas were knowledge sharing, collaborating, and learning, or what collaboration brought to talent management. 
And so I think that there are a lot of sort of natural fits that the capabilities of social capabilities tie together with a Smarter Workforce. And then closing the loop, a lot of companies are trying to measure this capability in terms of saying if you put all of this together how can you measure it? And there’s a lot of structured and unstructured data. And so you can use classic analytics or nowadays with practices of big data you can start measuring the results of some of these capabilities with some of the big data practices that are out there so that you can start taking a look and see are you able to help people become more engaged early on, help them become more productive early on. Are you able to help people, you know, in terms of retention, which is some of the most important capabilities that these, or outcomes that these technologies can bring to your organization in terms of workforce effectiveness and ultimately holding onto the right people.
Marie Lingblom: Thanks Stephan. Moving the conversation forward a little bit in terms of best practices, we’ll start with talent acquisition and mergers and acquisitions. Zahir, we’ll start with you, and Mary Ann, you can jump in. What are some of the common trends in terms of how workers are entering the workforce today and can you elaborate on organic growth? Zahir, that’s for you. 
Zahir Ladhani: Yes, thank you. As we were speaking before around what the worker and what the worker is looking for from just what work can provide for them from a dignity and status towards going to their identity. And my colleagues just talked about the rise of social and the rise of mobility. There are two key areas that are also happening is the rise of big data analytics and then we’re starting to see a very large segment starting to come up which is the rise of the independent worker. 
And so more people are striking out on their own and as human capital becomes the leading source of economic values employers are looking to ways to engage these independent workers. So, to date 30% of workers consider themselves as a [“no caller work.”] And so these are the rise of the types of common trends that we’re starting to see of people entering the workforce. Marie?
Mary Ann Johnson: And, Zahir, this is Mary Ann. I’ll jump in and add to what you’ve said. I love the things that you talked about, the big data and the rise of the independent worker. And then I also think about the way that this all ties together. So, I think about the organic growth and the way that the workers can find more information and therefore they become more productive and they can increase their output, companies can sell more, it’s like a continuing cycle. And I just love that, that we’re making people more productive nowadays. 
And then I also think about the trend toward a flow. So, I think about the things that you said to us about recruiting and finding the right talent and the tools that people use to make sure that that happens. And then I think about the way that we can kind of seamlessly flow that recruit into becoming a productive employee within the company by making them able to find the information that they need and to become productive quickly. So, I love the trends that we’re seeing. 
Marie, back over to you. 

Marie Lingblom: Thank you, Mary Ann. So, Scott, I’m going to turn to you with a question, so what about mergers and acquisitions? 
Scott Smith: Thanks Marie. And I’m going to go back to, you know, Mary Ann you were talking about the flows. As we talk about those and building in the process, we call those patterns, social business patterns, and recruiting and onboarding being one that we were just talking about. As we get into another one we have, and these link from the process down to all the way how you measure the ROI as you were saying, Zahir, which is so important. 
From the M&A standpoint, another great way that you’re bringing talent into the organization, as you do that, though, over 50% of M&As fail. And there are many research studies around this and none are lower than 50%. Now, failure means that we didn’t achieve the financial and other benefits that we set out in the business case. And the other part is we look at why, the why reasons are about people, you know, misreading culture, not communicating clearly, losing focus on the customer and sales and focusing on internal type of things. 
As we look at this pattern around merger and acquisition, how do we start to address that? And the first part is looking at building a common culture. A part of the M&A pattern is how do you engage a conversation on culture. And the ability for senior executives to do that and reach out to an organization and not just put information out, but to do video blogs and have conversations and encourage questions and then make sure it’s not just one way that you’re answering those questions, and using those type of activities to create that common culture. 
The other parts are that as you look and some of the great assessment tools we have which connect to it so that you can start to look at that cultural match and be able to know where there are issues, be able to address those and zero right in. 
The last part is that the ability to connect – get those connected experts. There are certain people in the organization who you just go to. They know the answer to things. They’re what we call tipping points, boundary spanners, and part of our capability around our finding expertise or tools, it automatically will put out a social network. And you can look at that graph and you can identify who are those key people and who are those key people within the core areas of the merger acquisition you’re doing. And if you can engage them and help facilitate that conversation then, again, you’re starting to hit those challenges of communicating clearly, focusing on the value and the culture benefits can really make that flow through that much better. 
And I’ll end it with go back to the sales example. Now, make this in a merger and acquisition and this has happened many times with us, that you’re not new but you’re just coming in and you have untapped resources. Again, that ability to fit into that core process to bring up automatically here are five people. Again, you’re not going somewhere else to do it. It’s there. Here are five people. And you can connect immediately to them in a merger and acquisition situation that’s invaluable. 
Marie Lingblom: Thank you, Scott. The perfect time now to move our focus to Kenexa. Kenexa supports more than 8,900 customers across a variety of industries, including more than half of the Fortune 500. Scott, we’ll start this with you. Can you discuss the strategy behind IBM’s acquisition of Kenexa and how it has been successful for both organizations?
Scott Smith: Absolutely. And I think that hearing others talked about some of it before, but if our whole focus is around social business and people and they bring such incredible assets in doing that, it’s about – we’ve talked a little bit about the recruiting, onboarding, and finding those right people, finding people that are the right fit. But it’s even more than that. 
Being successful in any business, in social business, it’s all about leadership. And an unparalleled set of leadership solutions, performance management, that you’re able to really understand and be able to – they talk about people are our most important asset – we’ve found that working with Kenexa we’re able to make that so much more tangible helping our clients. 
Zahir Ladhani: And if I were to answer and add to it, Scott, I would be remiss if I didn’t say anything on this question, but if we look at the 2012 CEO study that we as IBM did, 71% of CEOs surveyed cited that human capital was their greatest source of sustained economic value. 
And if you look at that and take the amazing aspect of social that IBM brings to the table, and then the human behavior and human sciences that Kenexa brings to it, it adds very much to a Smarter Workforce and IBM’s strategy of a Smarter Planet, moving to a Smarter Workforce becoming a key component of this and making us better human beings such that we can be better parents, better spouses, and better human beings for the planet. 
Marie Lingblom: Thanks Zahir. So, we’ll stay with you to continue our conversation. Prior to being acquired by IBM, Kenexa itself has acquired many companies. There’s an excellent Fortune Magazine article where Zahir talks about Kenexa’s acquisition of Salary.com for instance. Hoping, Zahir, you’ll share with our audience some of the details about that acquisition and how some of these ideas apply to that experience and any lessons learned or thoughts you want to share. 
Zahir Ladhani: Sure, Marie. That was an acquisition that Kenexa did in 2010, a company called Salary.com, which I was part of the integration team and then moved on to lead that business for Kenexa. And an interview was done of the CEO of Kenexa, Rudy Karsan, by George Bradt of Fortune Magazine and it’s up there online.
But Rudy talks about four key areas of how we did the integration and made that integration successful and was great that when we were reviewing the areas which missed doing an integration, three of them actually came up. And the first one Rudy talks about is building trust with the employees. Second one is about recognizing people and making them feel appreciated. Third one is acknowledging you’re not perfect. 

In any acquisition, initially you are bound to make mistakes. And what Rudy and I have done is we were very open with the mass and the employee base that we were working with in Salary.com to admit our mistakes and say, “Look, we made a mistake three weeks ago around this decision. I think we need to reverse this decision.”
And I think that was well felt by the organization because they saw that we were willing to learn and admit the mistakes. And then the number four part is growing and learning for the employees and the employee base. AS you do this, one of the key areas is looking at the culture of the two organizations and seeing how the two organization cultures will match or not match. And if I can give you an example, when the initial acquisition of Kenexa was done by IBM we did a study of the Kenexa culture and the IBM Software Group’s culture. And our study found, and we came up with the following depiction: one culture was a Superman culture, and one culture was an Indiana Jones culture.

In the interest of time I won’t reveal which one was which, but I will leave the audience to try and decide which one is a Superman culture – is it IBM or Kenexa – and which one is an Indiana Jones culture between IBM and Kenexa. 
Marie Lingblom: Thank you, Zahir. That gives all of us something to think about. Once a company identifies and hires talent, whether it’s through M&A or a new hire, the next challenge is getting that new employee acclimated and productive. So, we’ll move this to Stephan. The question is what is onboarding and why is it important?
Stephan Millard: Well, onboarding is the sort of classic process of bringing people from the stage of new hire to becoming a new employee. And classically speaking, onboarding has been sort of a transaction or a process-driven thing where you bring employees in and you step through a set of transactions or simple processes that involve things like bringing people into payroll or provisioning a set of new equipment to them, giving them an office, and these are all still necessary and important parts of onboarding. People still do them today. They’re still very important parts. 
But what makes onboarding important today is that it’s also about getting people to be productive and engaged today. And so that’s where onboarding has evolved or is changing some. So, where onboarding still uses the same classic steps of really talking about bringing people through the process of bringing them into the organization and doing the classic steps, you also need to bring today – think about onboarding being evolved to help people have the capabilities and tools that they need to become successful quickly. 
And when you think about that you need to think about the content they need to know as well as helping them to create the relationships they need to be successful at their job. And so when you think about that, that’s where the kinds of classic capabilities end and where the new social capabilities tend to kick in and where things like social content management systems come into play, where abilities to create communities of expertise come into play, where tying into some of the newer kinds of social performance management, social learning, these sorts of capabilities can really help your organization become a lot more effective in terms of making onboarding a more effective and ultimately productive process. 
Mary Ann Johnson: And Stephan, this is Mary Ann. Those are some great points. And when I think about the thing that you said of the evolving nature of the way that onboarding is progressing. I think about the new employee, that new hire, who really wants to make a difference. And I think about these are people whose resumes are still posted, they still have their contacts on LinkedIn. And so the thing that kind of hangs in the balance is whether that hiring company is going to get the benefit from that new employee by onboarding them quickly, making them feel like they are making a difference, or if they’re going to lose the return on investment because that new hire decides to keep looking for another job. 
So, that’s what’s on my mind. 

Zahir Ladhani: Mary Ann, if I were to add to that, and be a little philosophical, I see onboarding also as a company saying hello to that new employee. And, you know, in life there are three times in a person’s life when we have to be very intentional and specific of how we do that. And that is when we say I love you, when we say goodbye, and when we say hello. And an onboard is a hello between the company and the individual. And it has to be done in a very intentional manner and that’s why it’s a very key aspect of getting it as right as possible. 
Marie Lingblom: Thank you, Zahir. So, we’ll move on, Stephan we’ll start with you this time. What are some of the common recruitment and onboarding business challenges faced by organizations that could benefit from social business solutions?
Stephan Millard: Well, I think as Zahir was just talking about, one of the really important business challenges that can be faced with social, and as Mary Ann was just saying, is reducing the turnover because if you don’t say hello correctly, if you don’t really introduce people correctly to the organization, you increase that risk dramatically, that the return on investment you get out of the person will go down. 
And so reducing turnover among new employees, which is a very expensive problem, can be reduced by using social technology correctly and social business solutions. And when we look at some of the research that we’ve got, one of the key workforce metrics that we’ve seen in our studies has been that employee satisfaction and employee engagement is the most important metric that your businesses measure when it comes to talent management metrics. And is followed very closely by retention rates. And when you look at what social business solutions can do in terms of helping them to create a sense – helping them build a sense of community, helping them find the content, helping them have the tools to be successful as soon as possible and create that sense of engagement. I think that is where these kinds of more socially driven onboarding solutions can help you to do that a little bit more effectively than a sort of standard process-driven onboarding solution might be effective at doing.
Another one is being able to help you improve speed to productivity because, again, if you are able to find the people and the content that are able to make you be successful quickly and find what it is you need to do more effectively, you’re ultimately going to be able to be productive a little bit more fast, or a little faster rather. And that ultimately is going to make you productive more quickly. 
I think those are two problems that social business solutions can help you solve from a recruiting and onboarding side. 

Mary Ann Johnson: Absolutely, Stephan, this is Mary Ann. And I agree completely. And the thing that’s on my mind is I’m thinking about all the times when I’ve been part of training our new employees. And I think about the things that I had to do traditionally to help them find the right experts or to find the right information. And then I think about the new hire initiatives that I can be part of today where I’m just simply teaching those new hires how to use the social tools that we have and that’s going to be the thing that empowers them to find the experts that they need and to find the information that they need. 
Zahir Ladhani: And I think Mary Ann and Stephan, what you’re talking about, finding the right employee and making them productive as soon as possible, we in Kenexa talk about what makes a great candidate. And it’s the three Cs: the capacity an individual has; the capability an individual has, and the culture fit. Capacities are learned. The capabilities are innate and we’re born with. And the culture fit. And I think the social solutions help people identify the right candidates who have the three Cs that are optimal for a normal organization or for a potential position and find the optimal position. Therefore if we find the right candidate with the three Cs they’re more productive as fast as possible. 
Marie Lingblom: Thanks Zahir. So, let’s move to some real life examples. And, Scott, we’ll start with you. Can you share some examples of social businesses that are helping employees better collaborate and share collective knowledge? 
Scott Smith: Sure, Marie. Let me start with a company in my area up here in the New England area, Staples, and many of us know them. They’re a global supplier of office products, furniture, computers, other supplies. And they grew due to an acquisition and they needed an easy way to communicate with their front line associates so that they could give more value, speak with confidence to their customers. 
Now, Mary Ann, I remember you said earlier that people don’t read manuals and things like that. And so if we look at their award-winning social intranet, they provided employees with easy access to videos, podcasts, online interactive town hall meetings, along with news and updates from executives. So, their front line associates, they became more knowledgeable about their products, they could speak with confidence and add more value to those customers.
Now, the results, they had a six-fold increase in frequency of communication across the organization. They had a 65% increase in the usage of their intranet. And they were able to achieve 360 degree feedback across. 
Mary Ann Johnson: That’s a really cool example, Scott. And, you know, one of my favorites is our customer Omron. And if people aren’t familiar with Omron, they make the robots that equip most of our manufacturing organizations today. So, even if you haven’t seen their name, you’ve probably touched something that was made by an Omron robot. 
And so when they looked at their needs and the ways that collaboration could help within their organization, they really wanted to focus on productivity and sales effectiveness and global communications with disparate employees. And they wanted to enhance customer service as well by making sure that their employees were engaged and getting the right information out to the customers as quickly as possible. And that’s another great story. And we’ve got links to your Staples example and the Omron example on the Resource widget today, so if people will click that when the presentation finishes then they’ll be able to get even more information about those examples. 
Marie Lingblom: Thank you, Mary Ann. In terms of benefits, and Zahir we’ll start with you here, what types of recruitment and onboarding business benefits have been observed by businesses that are using social business solutions?
Zahir Ladhani: You know every one of us have our favorites. I have Apollo Group is a leading provider of higher education and that’s one of my favorite accounts I like talking about because they used predictive hiring models to reduce their costs and recruit students. What they do is they used a competency based job assessment to significantly reduce the potential hiring pool. Thereby what happened is their recruiters saved significant time and money. And they attracted the right people through a branded website that appealed to the right candidates. And the reporting is millions of dollars in savings and recruiting costs. 
Mary Ann Johnson: Zahir, thank you for bringing up Apollo. I love that example as well. And when I think about the way that the websites were very important, I think about the external facing site that a candidate looks at and how a cool website is going to be great for enhancing that candidate’s opinion of the company and the way that Apollo took advantage of that. And then I think about the importance of a social intranet when that employee is onboarded. So, I really love that full circle idea that you’ve got a chance to make an impression initially and then you get another chance to make an impression when that candidate is onboarded. 
Scott Smith: And if I can just add one last one, looking at TD Bank. And, again, go to the widget, there’s a lot around this. They needed to find a way connecting their geographically dispersed employees, but improve that communication efficiency and also that focus. They’re so focused on what they call their wow moments and engaging customers. And that they ended up, they transformed their ways in which the teams interacted with each other, using the social capabilities to make dispersed teams come together. Also the onboarding process for employees was too manual and paper-based. So, they created a single entry point for onboarding support. 
They ended up reducing their onboarding time by up to two days. They reduced email by up to 25% and really achieved some great benefits. 

One of the things in the videos, the Vice President of Social Media and Digital Communications said, “TD Bank is committed to weaving social networking into everything we do and how we do it,” so building it into process. 

Marie Lingblom: Okay, great. So, how do companies get started? I guess Stephan we’ll start with you. What are some of the considerations a company would need to keep in mind?
Stephan Millard: Well, I think when companies look at where they are today, I think one of the things they really need to think about is where are their processes, especially when they think about the front end of it. They can look at the nature of their recruiting and their onboarding. We spent a lot of time talking about that, so I think they should look at their recruiting and onboarding processes and technologies today because I think that’s a really natural place to take a look at and see how effective they are in terms of the nature of how social they are. Because if they are pretty old school today you can look at a lot of the collaboration technologies that are in existence today, the systems and processes that exist today that can come in and help you be a lot more effective in terms of letting you share information across your organization, especially let’s take the onboarding example. 
If you have an organization, a part of your organization that’s either geographically dispersed or shares – information changes really rapidly very often, you can introduce collaboration technologies inside that part of the organization either through just sort of standard collaboration or application specific be it for learning, or performance, or another form of application specific collaboration technologies that can help you in order to connect people that are either highly dispersed or help people that have information that changes in a highly rapid way to be much more reactive to the changing environment in which they find themselves. 
And recruiting is also a really natural place on the attract side of things because it helps people to really connect to a lot of the existing technologies that are out there today and that can help you engage a whole new set of workforce, especially those Millennials for whom it’s sort of a digital native technology out there. 

So, if you’re in a business where you’re trying to get a hold of a new part of the work force, there is a really natural fit to that kind of technology that’s out there today. And those two together, the onboarding and recruiting go really well, because they sort of naturally fit one from the other. So, those would be the two places I would start and then from there you can sort of merge onto other parts of your organization as well. But those are two sort of natural quick hits that will work. 
Scott Smith: And Stephan I would go from there, you know, as I take a step back and as we’ve been working with clients over the years, really adding to it was starting with their business priorities. And if you look out, an example that if you are an oil and gas, or airlines, or rail, or heavy industry, one of those priorities is safety. And you say, okay, well what does that have to do with social, embedding it in the organization? 
Well, what are the key roles? What are the key roles that are around that and those key processes? And let’s go into if you’re in an airline and you’re looking at doing an inspection on an airplane and you’re able to look and see there is a question you have about the engine. And if you have with you social built into that process you have that smart device that has the manual and other things you’re using, but you could also connect into an expert, but also hit a button, take a picture of what you’re looking at, have it go right back into that community, have a conversation about it, be able to make decisions, give direction. 
Again, not tied to the people who are right there but tied to the people who are expert based on what you’re doing at that time and then bring it back to closure. Make the right repair. But also take that picture or the video and put it into those best practices. 

You’ve built it into a process. You’ve made it easy. And you’ve started from, again, the business priorities, pain points, what are their roles and the processes, and then bringing it all through. 

Mary Ann Johnson: And, Scott, to complement that, I always start with some of those key things in mind that you mentioned about keeping the business priorities in mind. And I always talk about finding the low hanging fruit. And by that I mean encourage people to look for the things that are going to have a high impact either to their bottom line or to their top line. And then to look for the projects that are going to make a big difference in those particular goals that they have in mind. 
So, look for those projects that are going to demonstrate value quickly. And then those are the kinds of projects that are going to ensure continued success. 
Zahir Ladhani: If I were to add to what Mary Ann, and Scott, and Stephan have said, I boil it down to asking five key questions. If I can list those five questions, I think, which all align to business questions. One would be how can I bring people into the organization so they’re productive from day one? Two, how do I gain continuous insight into what my employees thing of the organization? Three, how do I foster knowledge sharing and collaboration to drive more innovation. Four, how do I know if I’m recognizing and rewarding my employees optimally. And finally fifth which takes us into talent analytics is how do I find the real time hidden game-changing insights from the data available inside and outside my organization?

If a company sits back in the C-level or the HRO, C-HRO sits and answers these five questions they’ll be able to change their whole talent and just make it a Smarter Workforce if they come to the answers of these things. 
Marie Lingblom: Thanks Zahir. Before we get into our closing thoughts I want to remind our audience members that if you want to ask our panelists a question, just type your questions into the “Ask a Question” box and press submit. And if we don’t have an opportunity to answer all the questions during the session we’ll follow up with you individually after the webcast. 
So, back to our panelists, Stephan we’ll start with you. Where do we go from here and what will the workforce look like in five years?

Stephan Millard: Well, I think the default will become that we already started to see the mobile and social systems will become the default to what we have. We’ve already seen that we’ve moved away from the PC or the computer becoming the design point for the standard systems. And I think that is becoming more and more the case as we go forward. 
And so I think that as we go forward we’re going to continue to see these same sorts of things happening more and more rapidly where sort of the design point of things is going to become more sort of a mobile and social focused kind of application and technology world. And that’s going to be the way in which the sort of Millennials and the digital native people that are going to be moving into the workforce are going to be thinking about it because that’s the way they have grown up thinking about the way their day-to-day lives have been operating today. And so that’s what the enterprise applications that we use now are going to become more and more working like as we go forward. And so I would submit that that’s kind of the direction in which we’re going to be moving as we look to the future. 

And it’s going to become something that’s going to move away from a sort of standard process model that we’ve seen in the last 10 or 20 years towards something that’s going to look more like that. 

Scott Smith: Stephan, that was a great ending for, I think, one of our key points: that we’re making this transition into how organizations work. And we really still are an industrial engineering model. And one of the reasons we created these business patterns is they’re about people. And people are how again the business works. And it is still about the business areas and business processes, but it’s how the people interact and how you need to connect them more dynamically. 
And with things that you mentioned like mobile and other, I think as we see the next five years the culture of work and people, being able to connect with other people and not just across countries but who also live in other parts of the world and have different cultures and where they live. The ability to make those connections, whether it be your customer, again, or your colleague – the ability to make those connections quickly, use the big data to identify people, but also feel comfortable on the organizational and culture side will be a big shift in the next five years. 
Mary Ann Johnson: Scott, I agree. And when I think about the kinds of devices that are going to be available five years from now, I just can’t even imagine what’s out there. Will we be using 3D holograms to communicate with each other? How will we do that connecting that you’re talking about in five years?
The thing that we can count on is I think that people are going to want to use any device for any kind of content at any time at any place. So, I think those are the things that we can expect to see in five years. 

Zahir Ladhani: If I were to just add to my colleagues around the multiple changes, the technology changes, with that we as human beings continue to evolve and change. And so in the future this evolution of individuals will make it even more important for us as organizations to take away guess work and really rely on the data, the science, and precision in who we engage in the work. 
And as we all know, work is what we call as jobs is only a few hundred years old as human beings. And that will also continue to evolve as we move forward. So, quite exciting times as we move forward into this precision part of the world. 

Marie, if I can take 30 more seconds, I’m getting a lot of messages coming to me saying I need to tell people which one is Superman and which one is Indiana Jones. Obviously IBM is the studious, very smart, mild-mannered IBM Superman, and when there is a customer he sort of swoops in like Superman and solves that issue. And Kenexa is the heroic yet not as refined but a very heroic Indiana Jones and can save the day all the time and every time, even if it’s at the last second. 
Marie Lingblom: Okay, so how many people guessed it right? Thank you. I was thinking that earlier. Thank you very much, Zahir. So, that concludes the main portion of our presentation. We do have some questions and we can squeeze in, we’ve got a little time to squeeze in some questions.  And, again, if we don’t have the opportunity to answer your question individually we’ll follow up with you after the webcast. 
So, Stephan, we’ve got a question for you. Can we use the collaboration technologies you discussed in our succession planning employee development efforts to help in these programs?
Stephan Millard: Yes, in fact you can. In fact, one of the research projects we did looked at this and said that social media and human capital management found that half of businesses identified up to a quarter of their employees for promotion by using social media technologies. So, this can be very successful if it’s used this way. 
Marie Lingblom: Great, thank you. We’ll direct the next question to Mary Ann and Scott. The solutions that you discussed sound great for large enterprises but I’m a small business. Which pieces would benefit my organization? 
Mary Ann Johnson: And Marie we didn’t get to share an example that we kind of thought about. We have a veterinary pharmaceutical lab that used our tools to grow their business really quickly. 
They started off as a small business and they’re beginning to add new locations. And so one of the things that was a huge benefit to their small organization was the ability to share information about the requirements for opening a new location and they said that as they began to use the tools for sharing that kind of information, they shaved the amount of time required to open a new location by about 20 days. That’s a big benefit. 

Scott Smith: And I think we’re good Mary Ann with just your answer if there are other questions out there that would be great. 
Marie Lingblom: Thank you. We do have another question. I think Stephan and Scott, we’ll direct this over your way. In social recruiting, what are some of the most valuable social media resources that companies are using today? 
Stephan Millard: Go ahead Scott. 
Scott Smith: Well, just quickly, I’d say two-fold. One is that most are using first of all their web experience to engage people. But the first one that most are going through is LinkedIn and it’s becoming more global. But the second part we see them doing is, you know, that’s a very public relationship. And then once you start to identify the right people how do you build a private collaborative space for those recruits and move them through? Zahir, you said earlier, “How do you say hello?” And it was one of those build that place where they’re special, engage with other people in the organization, and get them to hello and even closer to I love you though there. But it’s that private place where you can go through and take them through the recruiting and even the onboarding side. It makes onboarding easier. 

Stephan Millard: And our research definitely we’ve agreed that LinkedIn from what we’ve seen is the most visited site. And Facebook actually comes in second as the second most visited site. And management often finds LinkedIn to be extremely important as well. 
And oddly enough user forums, the company’s user forums are often very important as well, too. So, there are a couple of sites that come up in our research on recruiting as being some of the most valuable social media sources which companies are using. 

Marie Lingblom: Thanks so much. That really brings us just past the top of the hour and as we close out the time for this webcast another reminder that any questions will be followed up individually after the presentation. Thank you so much for attending today’s webcast, “Attract, Empower, and Motivate Employees to build a Smarter Workforce.” 
Thanks again to our panel experts, Scott Smith, Business Unit Executive, Worldwide Social Business Agenda, IBM Collaboration Solutions; Mary Ann Johnson, Worldwide Business Value Executive Consultant, Recruiting and Onboarding, IBM Collaboration Solutions; Zahir Ladhani, President, Workforce Sciences, Kenexa, an IBM Company; and Stephan Millard, VP and Research Director, Human Capital Management Practice, Ventana Research. 

That concludes today’s IBM webcast. I’m Marie Lingblom and on behalf of our speakers thank you for participating. Have a great day. 
