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Upcoming Event
Logistics Executive is an official 
partner of the Asia Manufacturing 
St ra teg ies Summit 2012. Th is 
exclusive event will take place in the 
Ritz-Carlton Hotel, Millenia, Singapore 
on 15th  –  16th October 2012 and will 
provide the opportunity to discover the 
latest news and the best practices for 
optimizing your manufacturing and 
supply chain operations. The event is 
packed full  of real life case studies, 
allowing you to benchmark your 
business against ‘best in class’ and 
ensure that you have the tools you 
need to form a coherent and logical 
strategy. To register please visit 
www.asiamanufacturingsummit.com/
register. 

Logistics Executive 
Global News
Swati Sriram joins Logistics 
Executive Singapore
Logistics Executive Singapore is 
pleased to  welcome to its Singapore 
team, Swati Sriram. With more than 6 
years in  Executive Search and 
Recruitment, Swati brings diverse 
regional  experience to our South East 
Asia team. 
Heading up commercial  activities with 
a focus on the Industrial, Chemical, 
Shipping & Marine, Oil  & Gas and 
Financial  Services sectors, Swati has 
a reputation for build  sustainable 
ta len t a t t rac t ion  programs for 
multinational  companies seeking to 
overcome tightening labour markets or 
expand into new locations.
S w a t i ’ s e m a i l a d d r e s s i s ; 
swatis@logisticsexecutive.com

There’s a lot of talk within the global community about the need 
to attract more talent to an increasingly dynamic Supply Chain & 
Logistics sector.  Demand for talented professionals continues to 
increase yet the sector is still not the most attractive of professions 
particularly, amongst undergraduates, despite an evolving discussion 
within the sector on ways to bring in new blood.  

By referring to company and employer branding there are some 
simple lessons that can be learnt by the sector to attract new talent 
and address these skill shortages. 

To attract talented professionals, companies strategically 
integrate their Company Values and reputation within their 
Employer Brands.  The perception of a company’s success, values, 
image, including their reputation in areas such as management style 
and work environment, is incredibly important.  Candidates heavily 
weight these factors when considering their employment decisions.  
If supply chain is to stand out it needs to increase its image 
awareness around these factors.

Fo!owing the marketing, the Supply Chain and Logistics 
Sector “brand” needs to be clearly articulated consistently 
reinforced through experience, in order to attract new 
talent writes Brian Cartwright, Managing Director for 
Logistics Executive Middle East.
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Once these factors, commonly 
referred to as the “company 
brand” are put in place, the 
internal factors, which fall under 
the banner of “Employer Brand”, 
can be addressed. This involves 
al l aspects of the employee 
o"ering from the recruitment 
process to t ra in ing , 
remunerat ion , cu l ture etc .  
Finally it’s about aligning the 
Company and Employer Brand 
and establishing how best to 
e"ectively communicate these 
messages.  

So how can these principles be 
applied to the Supply Chain and 
Logistics Sector?

Firstly, it is important to 
unders tand the exter na l 
“Company” brand.  It has already 
been established that historically 
the Supply Chain and Logistics 
sector has not had the best talent 
attraction image.  However this 
is changing as the number of 
Supply Chain and Logistics 
professionals are increasing in 
representation at the executive 
and board level.  Whilst we have 
always had a reputation for being 
the doers , today we a re 
increasingly being perceived as 
strategic, dynamic and analytical 
leaders.  The challenge therefore 
is how we communicate this 
image change.

The culture within the Supply 
Chain and Logistics sector has 
de ve loped f rom be ing a 
rudimentary industry networking 
breakfast held once a year to 
today’s highly defined, collegiate 
environment aligned around 
addressing common challenges in 
today’s increasingly volatile 
market p l ace .  These 
developments are happening 
organically and are segmented 
into very sophisticated forums, 
which are enhanced with online 
platforms and global events.

So how is it that these changes 
have not yet filtered down to the 
talent market?  If we refer back 
to our Company and Employer 
Brand model, the key to the 
success of both working is in how 

they are firstly aligned and 
secondly communicated.

In terms of Company brand 
communication, other industries 
such as accounting and law 
act ive l y canvass univers i ty 
undergraduates.  If you look at 
the accounting profession, their 
se r v ice pro v ider s , i . e . 
accountancy firms, have a well#
developed system and strong 
reputation for attracting and 
then taking on the ro le of 
providing the initial career 
opportunities or internships to 
graduates who then move on to 
corporate side once they have 
honed their skills.  A logical 
approach would be for Third 
Party Providers to take on a 
coordinated, act ive ro le in 
providing this vital stepping#
stone for graduates to advance 
from within the industry.$, to 
take on a coordinated active role 
in providing this vital stepping#
stone for graduates to advance 
from within the industry.  Supply 
Chain functional employers from 
across various industries could 
a l so implement g raduate 
programs to attract ski l led 
younger workers to the industry 
across a range of disciplines.

Aligning attraction e"orts and 
ta rget ing un iver s i t i e s can 
underpin this.  Industry bodies 
can he lp fos ter a common 

unders tand ing amongst 
employers and job seekers of the 
experience needed in di"erent 
pos i t ions by de ve lop ing 
occupat ion prof i l e s which 
highlight the experience and 
skills needed in di"erent jobs.   
Industr y approved training 
courses should be developed to 
ensure new workers are provided 
with the basic skills needed to 
help them to quickly become 
productive.

However, no matter how good 
the big picture gets, we are still 
r e l y ing on own ind iv idua l 
abi l it ies at a basic level to 
provide the personal touch point 
that makes all the di"erence to 
the process.  Once we have 
attracted the talent, there is a 
question of how we manage them 
at va r ious touch po ints 
throughout their contact with 
the industry and this comes 
down to individuals. 

Fol low through is vital in 
ma inta in ing the pos i t i ve 
reputation of the company and 
will di"erentiate your business 
and supply chain and logistics as 
a profession in the marketplace.  
For example , the speed of 
response, how company values 
are expressed, how the real work 
environment compares to the 
company reputat ion and 
perception.  Attention and 

Graphic 1: Employer of Brand Framework
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planning are therefore essential to 
ensure that the attraction strategy 
correlates with the actual o"ering.  
Employers need to c lea r l y 
communicate their expectations 
regarding skills and experience 
when advertising vacancies.

In an ideal world there is a clear 
and seamless recruitment process 
starting from candidate attraction 
and evaluation through to on 
boarding.  This is culminated in a 
promise between the successful 
candidate and their employer, 
which consists of employment 
tenure in exchange for a career 
inc lus i ve o f recogn i t ion 
opportunit ies such as sa lar y 
increments , t r a in ing and 
succession plan etc. 

If the promised o"ering does 
match the physical day#to#day 
reality then all of this is a waste of 
time.  This applies to everything 
we do regardless of whether it is 
related to recruitment or another 
aspect of the Supply Chain.  A 
failure to comply with what was 
promised during the attraction 
process is detrimental to the 
future employment relationship.

On a micro level therefore, a 
long hard look at the recruitment 
process is a great starting point. If 
we want to attract and retain top 
talent in the sector then we must 
get them engaged and keep them 
engaged from day one.  Once the 
recruitment process is finalised, a 
company still needs to live up to 
its overall employment branding in 

day # to #day operat ions for 
retention purposes.  Similarly the 
Supp l y Cha in and Log i s t i c s 
Industry as a whole needs to 
constantly find new ways to visibly 
engage with its members.

According to the Supply Chain 
& Logistics 2011#1212 Employment 
Market Sur vey, which wa s 
compiled by Logistics Executive, 
employers indicated that the main 
reason that candidates choose to 
join their employers were for 
career advancement, with 26.89% 
of respondents citing this as the 
major contributing factor.  Yes, pay 
is up there too as a close second 
with 20.86%, and for sure both of 
these factors go hand in hand.  
However, if an organisation is 
serious about hiring the most 
talented candidates and knows the 
market and their competition well 
enough then the package they are 
o"ering for a particular role will 
already be equal to, or even above 
the market average.  

So what do we need to focus on 
in attraction and retention e"orts 
at an industry level? 

The answer is consistency and 
alignment in execution.  These two 
aspects are required to attract and 
retain our future and current 
talent workforce.  The Supply 
Chain and Logistics Sector needs a 
clear vision, culture and values, 
which are the responsibility of all 
its members to exemplify and 
communicate in order to increase 
its profile and enhance our Brand.
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Brian Cartwright is an experienced executive headhunter and 
business leader based from our Dubai office where he is 
responsible for managing the Logistics Executive business across 
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