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Worldwide, 4 out of 5 mid-to-large organizations 
rely on outplacement services to support em-
ployees who are separated due to financial pres-
sures, restructuring or mergers. Outplacement 
services not only help to mitigate financial risks, 
but also act as an important safety net that sup-
ports separated employees and their families, 
proves the company’s commitment to remaining 
employees and the surrounding community, and 
help protect the value of its brand. Employers of-
fer outplacement services as part of their overall 
severance package because they know it is the 
right thing to do, and it aligns with their corpo-
rate values.

When it comes to choosing an outplacement pro-
vider, simply checking the box is not enough. A 
successful outcome requires the right programs, 
technology and coaching resources available 
to support a wide range of age groups, employ-
ment levels and industry or role specializations, 
and have a proven track record of consistently 
helping separated employees land their next role 
quickly and successfully.

Introduction
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Right Management’s Intelligent Outplacement Services 
deliver industry leading outcomes by focusing on what 
matters most:

Advanced, global delivery 
We provide both virtual and office-based options to meet 
clients and employees where they are. With 3,000 global  
locations, we support more than 5,000 clients worldwide. 

Insightful coaching & guidance
Transitioning employees are matched with a credentialed,  
experienced coach who understands their industry and role 
and will help them develop an effective job search strategy.

Intelligent job matching technology
Our technology uses proprietary artificial intelligence and  
semantic matching to connect employees quickly and easily 
with the job opportunities aligned with their career goals.

Dynamic talent network
Through our connections to ManpowerGroup and other  
talent partners, we link employees to more recruiters and 
more of the best job opportunities.

This eBook contains a carefully curated selection of content 
that will help your organization better understand how it can 
optimize the positive impact of outplacement by selecting  
the right provider for employees during their transition. 

Ready to learn more? Talk with a Right Management expert 
today about how we can help your organization implement 
the best experience for separated and remaining employees. 

intelligentoutplacement@right.com

Introduction
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There is no denying that redundancy is an unpleasant reality to face. Learn how  
responsible organizations can approach the matter ethically, and in a way that helps  
individuals and the business.

Today’s businesses operate in a more challenging, competitive and fast-paced environment  
than ever before. In an increasingly global and digital marketplace, rivals can come from  
anywhere and emerge before incumbents have had time to respond.

At a World Economic Forum panel in Dalian, China in June, business leaders further  
highlighted that digital transformation has forced every company, regardless of sector, to  
reconsider their existing business model. From Blockbuster’s demise, the rise of Netflix  
and Transferwise changing the nature of the financial sector, the ability for businesses  
to evolve has never been more important.

Restructuring, Reputation and Redundancy   
Navigating the Outplacement  
Journey (UK) 

A R T I C L E
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Despite all of the technological change going on around us, the key to business 
growth still lies in a company’s people – and specifically, the ability to be agile, up-
skill and change its workforce to meet new and more diverse business dynamics.   

Strategic leadership recognizes that building the right team based on strengths 
and skills is crucial if businesses are to enhance productivity. But, this often relies 
on the need to restructure, prioritize skills and, consequently introduce redundancies 
that will create competitive differentiation.

However, restructuring is not just about redundancies. It is about keeping the right 
people in the right place and upskilling the workforce to support the business road 
map. It’s a complex and delicate process that if not handled correctly, can do irrep-
arable damage not only to a company’s culture, but also its brand and reputation.

But, how do businesses adapt their workforce using redundancy and restructures, 
while also balancing the impact of brand reputation and employee relationships? 
And, critically how do they ensure that they retain the knowledge and skills that can 
provide competitive differentiation?

Outplacement – restructuring your business
At the peak of the financial crisis, restructuring saw thousands of financial services  
employees made redundant, in some cases so spontaneously that they were left 
with no additional skills support and no job prospects. Consequently, the reputation 
of the financial services sector took a serious hit and banks were left with a work-
force where morale, productivity and loyalty were at an all-time low.

Restructuring, Reputation and Redundancy   
Navigating the outplacement journey (UK)
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Furthermore, once the crisis had passed and businesses started to rehire, the percep-
tion of instability and threat of lay-off weighed heavy on the minds of future employ-
ees and impeded the recruitment of top talent.

In 2017, redundancy is still common, but outplacement and career transition man-
agement is rightly understood as being more than ethical responsibility – it is a criti-
cal factor in protecting a company’s brand, performance and profitability. In fact, four 
out of five companies worldwide rely on outplacement services during restructuring, 
merger, or leadership change.

There is no denying that redundancy is an unpleasant reality to face. However, used in 
a structured and strategic manner, outplacement services can do much to soften the 
blow – not only helping those impacted reorientate themselves for the next role, but 
helping the business and its remaining people adjust to a new working environment. 

Crucially, it is an opportunity for a company to take responsibility for its employees and 
provide development, advice and career opportunities for those individuals and retain 
the knowledge, network and skills that has been invested. In doing so, it can ensure 
that both businesses and employees come out stronger from the restructure process.

Tailoring outplacement to suit business needs
Outplacement is a complex process and can be adapted to suit a business’ needs 
and the workforce dynamic. Starting with assessments to determine interests and 
skills, companies can then create a program to introduce sessions such as career 

Restructuring, Reputation and Redundancy   
Navigating the outplacement journey (UK)
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coaching, professional resources, and structured guidance to speed the employee’s 
transition to new career opportunities.

Furthermore, by truly understanding the skills of the outgoing individual, it can lead  
to opportunities in other departments and the retention of expertise that has been 
invested in by the business.

Supplementing this, services such as pre-decision counselling can help affected em-
ployees make an informed decision about remaining with the organization or accepting a 
voluntary separation package. In turn, business can then provide further career support 
and make a difficult process more positive for the employee and workforce alike.

Indeed, research by Right Management revealed that employees in career transition 
value one-on-one coaching more than targeted job leads.

Critically, by implementing a strategic outplacement program, an organization sends 
a message to its customers and employees that it cares about and is invested in what 
happens to its people. In turn, this makes it easier to recruit good talent and main-
tains a strong company reputation.

Restructuring, Reputation and Redundancy   
Navigating the outplacement journey (UK)
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Restructuring, redundancy and reputation
As digitization takes hold and businesses are faced with more pressure to adapt their 
workforce, outplacement is a powerful indicator of an organization that believes in 
looking after its employees in the present as well as those from the past and future.

As well as positively impacting employer brand, use of outplacement also aligns with 
the far more transparent, collaborative and cooperative environment in which modern 
businesses are expected to operate.

By prioritizing outplacement and providing career conversations and support, com-
panies can seamlessly transition employees to new roles and avoid the loss of pro-
ductivity, engagement, and loyalty that can have a real impact on the remaining 
workforce. Avoiding these pitfalls and learning from past failure, we can ensure that 
businesses continue to remain competitive, drive innovation and retain staff that will 
build a profitable future. 
 
 
Author: Nicola Deas, Practice Leader, Right Management UK & Ireland
September 12, 2017

Restructuring, Reputation and Redundancy   
Navigating the outplacement journey (UK)
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The first 48 hours after an employee is let go is the make-or-break time for any out-
placement program and often directly ties back to the success of that individual’s 
subsequent job search efforts.

During those early days, exiting employees make a crucial decision. They can either 
choose to engage with outplacement and look forward to the next phase of their ca-
reers or look backwards at their former employer with frustration and often anger. 
That choice can have has serious repercussions for the organization, for while you 
can cut professional ties with an employee, you can’t sever their personal relation-
ships with others in the workforce. How the separated employee perceives the termi-
nation can have a ripple effect across the organization, affecting morale, engagement, 
performance, recruitment and retention. In short, your employment brand.

Ensuring that “the first 48” are as positive as possible is significantly influenced by how 
you choose to exit the individual, the available notification support and manager coach-
ing provided by your outplacement partner, and the quality and scope of outplacement 

A R T I C L E

The First 48 Hours:  
Is Your Outplacement Program 
Up to the Challenge? 
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services you provide. Right Management recently conducted a global research study to 
understand Why Organizations Rely on Outplacement. With input from more than 1,700 
business leaders and HR professionals in 10 countries, the report reveals how organiza-
tions structure their outplacement programs and the services they utilize most.

One finding that speaks directly to this issue is the high value placed on personalized 
coaching for exiting employees. According to the study, 87% of buyers of outplace-
ment services rank individual one-on-one coaching as the most important service 
they offer for workforce transition.  Previous Right Management studies have consis-
tently shown that the individuals also value one-to-one coaching more than any other 
aspect of services delivered, with an average ranking of 4.00 on a scale of 1 to 5.

What resources does your 
company have in place to 
ensure that departing em-
ployees receive individualized 
support as they cope with 
the stress and uncertainty of 
transition, especially in the 
critical early days? Is this 
support coupled with job 
search tools to help individ-
uals gain traction in the job 
market and get back on their 
feet emotionally? And how are those services communicated to the rest of the work-
force in order to maintain productivity and protect your valuable employer brand?

To learn how other companies are addressing these and other challenges, I encour-
age you to download our global report on outplacement trends. Right-sizing is a 
fact of life these days and whether that involves one or one hundred employees, pru-
dent leaders recognize that doing it right is a smart business decision not to mention 
a social and fiduciary responsibility. 

Author: Bram Lowsky, Group Executive Vice President - Americas, Right Management
March 19, 2014

“ According to the study, 

87% of buyers of out-

placement services  

rank individual one- 

on-one coaching as  

the most important  

service they offer for 

workforce transition.”

The First 48 Hours: Is Your Outplacement  
Program Up to the Challenge?
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Locally-Sensitive Transition 
Programs with Centralized  
Management are a Win-Win  
for Global IT Company

THE SITUATION
After many large mergers and acquisitions, this global informa-
tion services company was left to assimilate 60,000+ employees 
across diverse cultures over a broad geographic distribution.   
Following a merger that led to redundancies at the executive  
level, the client identified a group of leaders to be transitioned out 
of the business. Right Management was chosen as the strategic 
partner for executive outplacement based on its’ ability to imple-
ment a globally standard program that was still able to take local 
nuances into account.

CLIENT INDUSTRY 

Information  
Services

CASE STUDY
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THE WORKFORCE SOLUTION
Right Management outplacement services were tailored to the needs 
of each country. This approach gave the HR community the flexibility 
to select programs as required on a country-by-country basis, de-
pending on local regulations, cultural nuances, and social planning 
processes. Because 95% of Right Management’s services are deliv-
ered through wholly-owned offices, standardized processes, method-
ologies, and technology was available to meet the client needs. 

To ensure global consistency across multiple client locations world-
wide, Right Management assigned a centralized point of contact. This 
Global Client Manager had responsibility for streamlining processes, 
monitoring all service requests, providing customized global report-
ing, and acted as a single point of contact for all billing and financial 
communications.

THE RESULTS
Creating a single point of contact has helped to create a solid rela-
tionship between the client and Right Management. By delivering 
on expectations via a simplified process has contributed to their 
satisfaction, helped the program exceed the client-established con-
tractual metric goals. In an internal survey audit, the client reported 
100% overall HR Global Satisfaction with Right Management, and 
specifically cited responsiveness, flexibility, and ability to provide 
professional support key factors: 

Candidate  
satisfaction with 
the value of the  
career transition  
services –  

4.2  
out of 
5.0

95%  
of candidates  
said Right  
Management  
met or exceeded 
their expectations

Candidate  
ratings of  
preparedness 
to conduct a 
job search – 

4.1 
out of 

5.0

CASE STUDY
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CASE STUDY

Driving Successful  
Transitions While Maintaining 
Dignity and Respect

THE SITUATION
The dynamic business environment at Procter & Gamble (P&G) 
means the organization is constantly evolving to adapt to ongoing 
change. The company policy has always been to support transi-
tioning employees with outplacement to ensure that departing em-
ployees are treated with dignity and respect as they transition out 
of the business.

CLIENT INDUSTRY 

Consumer Products:
Procter & Gamble

video
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   THE WORKFORCE SOLUTION
   Right Management provides three services for P&G employees  
affected by organizational change:

•  Pre-decision counseling to help affected employees make an  
informed decision about remaining with the organization or accepting a 
voluntary separation package

•  Outplacement services including: assessments to determine interests and 
skills, career coaching, professional resources, and tools and guidance to 
speed the employee’s transition to new career opportunities

•  Administration of the educational retraining allowance provided by P&G 
designed to enable employees to develop or enhance skill sets  
to increase their employability inside or outside of P&G

  THE RESULTS
   The value of the 30+ year partnership between P&G and Right  

Management is gauged by the mutually created success criteria and 
results show that P&G continues to meet their strategic objectives.  

   According to P&G, the company values Right Management because 
of the shared purpose and values, quality people who are proactive 
and professional. By approaching the relationship with creativity, and 
leveraging innovation to turn insights into action, the team has devel-
oped a results-focused culture with a measurement process to ensure 
P&G can be confident they are receiving the services they need.

  September 17, 2015

CASE STUDY

Annual employee  
engagement scores show  

year over year  
improvement 

Employees reported that their 
job readiness grew from 

2.9 to 3.9 
    ( S C A L E  O F  5 ) 

Employee satisfaction with Right 
Management services averages

4.5 out of 5.5
on average, after participating in a Right 
Management outplacement program
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Why Organizations  
Rely on Outplacement 

   How you prepare for growth is directly impacted by how you treat departing  
employees. This is where outplacement strategy comes in. 

   In an uncertain environment, businesses need to continually right-size to adjust to 
changing economic and market conditions. Prudent leadership recognizes the need 
to do it right – to enhance productivity, accelerate profitability and rebuild brand repu-
tation after restructuring. How you prepare for growth is directly impacted by how you 
treat departing employees. This is where outplacement comes in.

 
  Download this research to:

•  Make the business case for providing outplacement services
•  Identify the metrics to measure before, during, and after a restructuring
•  Develop a global outplacement strategy with localized data

A R T I C L E
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Making the Business  
Case for Outplacement Support 

In France they do it to be more competitive.
In the UK they do it to relieve stress.
In Singapore they do it to enhance their image.  
And in the US, they do it to improve relationships.

What are they doing? Not what you might think. The answer is using 
outplacement services. Outplacement support used to be considered 
a generous thing to offer departing employees, done mostly from a 
sense of corporate obligation. Today, career transition management 
is rightly understood as being more than ethical responsibility – it is 
a critical factor in protecting a company’s brand, performance, and 
profitability.

A R T I C L E
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     Right Management recently conducted a global research study to 
understand Why Organizations Rely on Outplacement. With input 
from more than 1,700 business leaders and HR professionals in 10 
countries, the resulting report reveals why organizations use out-
placement services, the benefits they realize, and the developments 
in career transition management.

   Did you realize that:

•    Four out of five companies worldwide rely on outplacement  
services during restructuring, merger, or leadership change?

•    Employees in career transition value one-on-one coaching more 
than targeted job leads?

•    Middle managers are more likely than senior executives to  
receive outplacement services?

•    U.S. companies providing outplacement services have fewer law-
suits from separated employees?

    In the report, Right Management experts discuss the sound business 
benefits of outplacement services, backed by metrics that underscore 
– in hard numbers — the value in stemming unwanted turnover, re-
ducing recruiting costs, avoiding litigation, and increasing morale.

    So … what does this mean for you? No organization today is immune 
from right-sizing and realignment and it’s important to have a plan 
in place to protect continuity and operational performance. Perhaps 
you’ve considered purchasing outplacement services but were un-
certain of the business case to be made. View the infographic, get 
the facts, and see what you think.

      Author: Monika Morrow, SVP Career Management Services -  
Americas, Right Management

       February 26, 2014

“ With input from 
more than 1,700 
business lead-
ers and HR pro-
fessionals in 10 
countries, the 
resulting report 
reveals why  
organizations use 
outplacement 
services, the  
benefits they 
realize, and the 
developments in 
career transition 
management.”

Making the Business  
Case for Outplacement Support

16



Inside Outplacement

Today, nine in 10 workers grow disengaged when companies 
don’t do the right thing and handle change well. Given the  
constant need to navigate rapid change, it is imperative that  
organizations introduce systems to help their entire workforce  
to participate in and adapt to change. Learn best practices for 
executing an effective change management strategy in your  
organization.

A R T I C L E

A D A P T I N G  T O  C H A N G E
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Career Coaching for  
Outplacement and Beyond 

Whether outplacing candidates or developing  
internal talent, career coaching can drive significant 
benefits for the organization. 
 
In my work as a consultant and career coach with Right Management, I often hear 
outplacement candidates say, “I wish I could have had this coaching conversation 
when I was in my last role, rather than as I am leaving.” Having taken the time to 
think about what they want from their career and what they can offer to an employer, 
the individual makes the connection and sees the value of coaching as part of on-
going career conversations between manager and employee. Executive candidates, 
in particular, find this experience so valuable. For many, it has changed how they go 
on to lead future teams, with a new focus on developing their organization’s biggest 
asset: its people.

A R T I C L E
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When I have asked individuals in an outplacement program which ingredient has been 
most beneficial, it is not surprising to hear that “the one-to-one coaching meetings 
with my consultant” is number one. After all, the coaching meeting is the opportunity 
for the candidate to share in confidence—probably for the very first time—their con-
cerns and career aspirations, and to explore in a non-judgmental way the career op-
tions they are considering. 

Imagine telling a relative or close friend: “I’m thinking of not taking another full-time role 
with the same level of responsibility I’ve had for at least six months.” You may be greeted 
with shock and horror. Tell a career coach, on the other hand, you will get help in analyz-
ing whether this is a realistic and viable option. Working with a coach, an individual can 
determine the right course of action and then rehearse how to position the decision with 
those who are likely to think it is a crazy idea, and change their resistance into support.

The expectations and assumptions of others, particularly around how quick and easy 
it will be to secure another role at a similar level in a similar industry, are natural. Why 
wouldn’t they be concerned? Their intentions are genuine; they have the individual’s 
best interests at heart and often can’t see beyond the next mortgage payment or uni-
versity fees. However, those close to the individual may not think to ask the important 
questions around career goals, skills and experience—and how these align to today’s 
world of work. This is where the discussion with an experienced career coach during 
an outplacement program of support can add such value and make such a difference. 

Career Coaching for  
Outplacement and Beyond

1 Reflection  
Career coaching conversations provide the opportunity to reflect on your career. When 
was the last time you took the time to sit down and think about your career? To identify 
what “chapters” you enjoyed the most and those you didn’t, and ask yourself why?  Was 
it the role? Was it the culture of the organization? Was it the career conversations I had 
with my boss that helped me develop? What is the likelihood of a career conversation 
taking place in my current organization?

 Six benefits of career coaching
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3

4

5

Career Coaching for  
Outplacement and Beyond

Expertise 
Trust between the career coach and the candidate is often built on the credibility  
and sound advice they can offer. A career coach is in touch with the most up to date 
thinking, world of work trends and recruitment methods—as well as business expe-
rience—enabling the candidate to decipher the mountain of advice they receive from 
other well-meaning advisors. 

Feedback 
Receiving feedback on what we are doing in relation to any new skill enables us to  
develop that skill. Job searching skills are new to some people, while others have 
outdated skills. Career coaching meetings during an outplacement program give  
the candidate the opportunity to receive feedback, develop these skills, and make 
progress.

Support and challenge  
Coaching sessions are an opportunity for the outplacement candidate to receive the ap-
propriate balance of support and challenge to help them move forward. Friends and family 
can be great at offering support but a career coach is different. None of us particularly enjoy 
being taken into “unknown territory”; however, when you think back, the leaders, coaches 
and mentors that had the greatest impact were those who challenged and stretched us.

Transferable skill identification
Knowing how to identify and articulate your skills to someone who doesn’t know you 
and hasn’t worked with you is a critical outcome of the coaching meeting. Ensuring 
the skills are aligned to the competencies of the role are a deal breaker for hiring  
managers when they are reviewing applications and CVs.

20



Author: Sarah Hernon, Principal Consultant, 
Right Management UK
March 08, 2017

Career Coaching for  
Outplacement and Beyond

Career coaching should not just be reserved  
for those exiting an organization. 
When was the last time you had the opportunity to focus on you; to have the “me” 
time we often view as a luxury? Most of us do not take time out to focus on our ca-
reers; and as leaders we also don’t take time to focus on the careers of our direct 
reports. When was the last time you had a career conversation with one of your team 
members? Was it tagged onto the end of a performance review discussion? 

I encourage every manager to integrate coaching conversations into their inter-
actions with team members. Sometime the greatest support you can provide 
as a manager is listening to your employees, asking questions, providing feed-
back, challenging assumptions, and giving them the opportunity to reflect and 
grow as professionals.

6
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Outplacement Strategies  
for China Businesses

A R T I C L E

In China, employee reductions are a pervasive and sometimes 
unavoidable challenge facing local businesses. These strate-
gies help ensure a positive outcome for the business and the 
individuals affected.

In today’s world of work, rapid technological transformation is putting pressure on 
many organizations to change. When faced with a workforce reduction, may Chinese 
organizations struggle to know how to best proceed. Right Management China has 
helped 100+ businesses navigate an employee layoff with a measured approach and 
these proven strategies. 
 
From the 1980s to the early 2000’s, rapid economic development in China pro-
vided HR and line managers with significant experience selecting, utilizing, devel-
oping and engaging employees. However, the 2008 financial crisis changed the 
outlook putting pressure on many companies to downsize. What you may 
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not know, is that in China, employees cannot be unilaterally “laid off.” instead, 
companies must achieve a mutual separation agreement (MSA) with employees 
they wish to terminate.

An unfortunate reality, employee layoffs are the very difficult result of any num-
ber of factors; however, if handled improperly, they can have farther-reaching 
consequences for the organization. In China, for example, employee refusal to 
enter into an MSA may result in prolonged negotiation or an arbitration process 
that could last months or even years.

The famous U.S. economist Robert Reich observed that “how to execute lay-
offs is far more difficult than making a layoff decision.” In China, most compa-
nies lack the experienced mindset, skillset and toolset to achieve win-win sep-
aration with their impacted employees. Since 2008, Right Management China 
has helped 100+ companies navigate tough layoff cases and achieve positive 
outcomes. In our experience, this three-phase approach results in the best out-
come for the organization and the employees. 
 

Pre-notification planning and enablement
From a company’s standpoint, layoffs are the result of a rational business de-
cision. For employees, both those impacted and those remaining, emotions 
understandably run high. Many layoff cases fail due to strong resistance, and 
companies often underestimate the potential damage to the workplace culture. 
In China, we help clients develop a robust communication process to facilitate 
employee readiness for the upcoming change, along with a step-by-step noti-
fication process, emotional stage analysis, and manager enablement programs 
on communication, notification and change leadership.

In addition, we often provide best-practice guidance on severance packages, 
notification talking points, FAQs, logistics flow design and executive coach-
ing to ensure all managers, HR and related parties are well prepared for the 
change.
 

Outplacement Strategies  
For China Businesses
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 Post notification – outplacement and rebuilding
   The final phase focuses on supporting the departing employees and rebuilding  
the morale of those who remain. For departing employees, our outplacement  
services are designed to:

•  Motivate them to move forward to the next career stage

•  Help them see the company as a caring employer

•  Protect the company’s employment branding

•  Project a positive company image to Chinese officials and the local community  
to minimize social conflicts due to negative consequences of job losses

 During the notification day
   We help HR staff and manager prevent conflicts and negative impact to  
all parties during the notification process through best practices that include:

•  Being mindful of the employee’s emotional stage and not pushing  
for immediate signing of the MSA if the employee is resistant or in denial

•   Accurately conveying the business decision and the impact  
on the employees

•  Ensuring each employee receives the message in an accurate manner

•  Emphasizing available support (severance package and career  
transition service) to help the employee move forward

   The HR or the notifying manager must guide the employee to meet with Right Man-
agement consultants onsite. This can help ease the notification burden for HR and 
managers while giving employees the opportunity to vent. Also the consultant will 
reinforce the important point that exiting employees are not alone, and that they will 
receive professional career transition support. At the end, the employees may be 
willing to sign off the MSA after becoming less emotional and more forward looking.

Outplacement Strategies  
For China Businesses
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For remaining employees, robust communications and change programs 
can assist in rebuilding employee morale and engagement to resume busi-
ness as usual.

To achieve win-win for both employee and employer throughout the layoff 
process, a comprehensive and robust separation process must take place, 
guided by workforce transition professionals. Providing outplacement sup-
port to departing employees is rapidly becoming a best business practice to 
foster healthy career movements for impacted employees and eliminate the 
tensions created by job losses in the whole society of China.
 

Author: Lucia Zhang, Marketing Associate, China
Author: Sandy Wong, Vice President Consulting,  
Greater China, Right Management
September 08, 2017

Outplacement Strategies  
For China Businesses
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CLIENT INDUSTRY 

Telecommunications  
Industry

CASE STUDY

THE SITUATION
In today’s rapidly evolving marketplace, this global telecommunications cor-
poration needed to revamp its business to remain competitive. To do so, the 
company restructured its organization, which resulted in thousands of lost 
jobs. Having worked with other outplacement providers on smaller-scale 
layoffs in the past, the company wanted a new partner who could support it 
on a much larger scale. The company required services to be provided to its 
departing employees immediately after notification until they landed a new 
opportunity. It was also looking for a partner who could provide flexible ser-
vices, global scalability, and strong project management. This time the com-
pany chose Right Management. 

Supporting Former  
Employees until they Land  
their Next Opportunity
Global Outplacement in the Telecommunications Industry

26



My coach was very helpful and enthusiastic. We had a great rapport from 
the start, and she was very interested in my work in health and wellness. 
She has already provided two introductions to network contacts.

THE WORKFORCE SOLUTION
Right Management provided services to over 2,000 of the company’s em-
ployees in 16 different countries, and set up 3 full Career Centers in locations 
largely affected by the layoffs. Right Management provided the former employ-
ees with its dedicated support team and innovative tools from notification day 
until the former employees landed a new opportunity. 

Having already partnered with our sister company, Manpower, for staffing po-
sitions since 2000, this client knew our deep connection to the market and our 
ability to leverage our sister companies, Manpower and Experis, to help con-
nect its former employees with companies with similar jobs openings. Our Job 
Market Experts also provided their expertise in finding clients with similar jobs 
within the job market. 

THE RESULTS
Right Management’s dedicated support team guided this company and its 
employees through the transition, and helped plan, communicate, and im-
plement the transition globally, while providing proven coaching, skills devel-
opment, and until landing services to the company’s departing employees.

CASE STUDY

My coach was extremely helpful and very knowledgeable. She helped me 
with my resume, not just content, but also format, and gave excellent, useful 
suggestions. She also gave me her insight into LinkedIn. She stayed late, and 
was willing to take whatever time it took to go through the important issues.

My coach communicates beautifully. He knows his business. I had questions 
about retirement rather than getting a job, and he insightfully helped me 
realize what my path into retirement will be, using my best experience and 
best skills. All done in about 15 minutes. Magic!
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Managing the Impact  
of a Layoff 
Change & Career Management in the Manufacturing Industry

THE SITUATION
When a global beauty manufacturer made the decision to shut down two of its 
facilities in order to cut costs and streamline its supply chain, the organization 
knew it could result in a disruption in business. Over 200 of the company’s em-
ployees, across all functions and levels, were given nearly a year’s notice of the 
shut down and were to continue working until their facility closed. It was critical 
for this company to find a partner who could help maintain morale and produc-
tivity by preparing its employees and accelerating their transition into new op-
portunities as they departed. 

THE WORKFORCE SOLUTION
Right Management has partnered with this client over the past 5 years, deliver-
ing career management services and transitioning hundreds of its employees 
with an overall satisfaction rate of 94%. This client chose Right Management 
again for this layoff as it trusted Right’s capabilities to help navigate and man-
age the change and knew its employees would be in the right hands. Right 

CLIENT INDUSTRY 

Manufacturing
Industry

CASE STUDY
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“ Scary how uprepared I was, but  
a revelation on how much I need  
to do to learn and be successful.” 

“ Great refresher after being off the job  
market for 4+ years and so much has 
changed! Really awesome to know new 
techniques and how to prepare my  
resume. Thank you.”

Management was on site on the day of announcement to provide consulting 
support to leadership teams in managing the change. Change Management 
Workshops were conducted by Right Management consultants in the days 
following to help individuals navigate through the personal and professional 
changes they were facing. Right Management also prepared employees for 
their career transition through individual coaching, training sessions, and work-
shops. They received practical guidance on job search, networking, resume 
development, interviewing skills, and assessment of their future career goals. 
The capstone was a virtual career fair to help them move more quickly into their 
next role.  Services were also provided in both Spanish and Vietnamese to fully 
support the employees’ needs. 

OUR RESULTS SPEAK VOLUMES 
Right Management, in partnership with the client, delivered a clear vision of 
change to help the employees acknowledge, accept, and move forward. The 
client’s employees had a positive experience and felt more prepared for their 
career transition, which helped maintain morale and productivity.

CASE STUDY

“ I’m more confident in going out and 
seeking a new career and possibly 
finding what I’m really interested  
in and working for.”

“ I was very pleased with this workshop. I 
learned a lot of new things about how to 
present myself and write a resume cor-
rectly. I also now know how to conduct 
myself in interviews and networking.” “ Really appreciate the  

insight, wisdom, and  
practice application.”
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Services that are Worth 
their Weight in Gold  
Outplacement in the Telecommunications Industry

THE SITUATION
For a telecom company, staying relevant and competitive in the ever- 
evolving telecommunications industry is critical. The organization was 
losing both market share and money, and was in desperate need of 
restructure. As part of its turnaround efforts, the company needed to 
downsize its corporate structure -  particularly its IT team. The client 
was seeking a partner who could develop a solution that would sup-
port its restructuring process while maintaining both productivity and 
employer brand.

THE WORKFORCE SOLUTION 
As a partner to this organization since 2000, Right Management has 
worked with over 5,700 of the client’s departing employees. For this 
mass layoff, Right Management was the chosen partner based on 
our historic performance as well as our forward- looking approach to 

CLIENT INDUSTRY 

Telecommunications
Industry

CASE STUDY
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helping the client manage through the change. Right Management was on site 
during notification day to support the client and employees and had dedicat-
ed consultants ready to connect the employees to companies and recruiters 
to give them an advantage in navigating their job search. Since the majority of 
the layoffs were being held in one location, the client was much attuned to the 
fact that this would create a large impact on the community. In order to alleviate 
the impact, Right Management held Virtual Career Fairs through its local Job 
Market Experts, who leveraged the vast resources of companies they work with 
and marketed these IT employees to help them land the perfect position faster.

THE RESULTS
In using Right Management’s services, the client’s former employees experi-
enced a positive career transition and were able to land a career faster through 
Right Management’s Job Market Experts and Virtual Careers Fairs, which in 
return protected this client’s brand and reputation as employer.

CASE STUDY
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Outplacement  
Services Help Maintain  
Employer’s Brand
Outplacement in the Marketing and Advertising Industry

THE SITUATION
As a privately- held company in the business of providing customer engage-
ment and loyalty programs, caring for and maintaining relationships with cus-
tomers and employees is the cornerstone of this client’s values and mission. 
When faced with the difficult task of workforce reductions in order to cut 
costs, the leaders keenly felt a responsibility to support their departing em-
ployees during transition and sought a partner who could prepare and assist 
the departing employees in bridging to their next opportunity.

CLIENT INDUSTRY 

Advertising
Industry

CASE STUDY
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THE WORKFORCE SOLUTION
Right Management has been providing outplacement services for this client 
since 2010. Right Management continues to be the client’s sole provider for out-
placement services because of its high levels of satisfaction with our customer 
service and caliber of our consulting team. Candidates received support in sev-
eral areas, including: career assessment, defining career direction, developing 
and implementing a personal marketing plan, resume preparation, enhancing 
interview skills, and negotiating job offers and compensation packages.

THE RESULTS
The client is confident that its former employees are in good hands. 76% of 
candidates say they feel more prepared for a job search (compared to 21% 
prior to Right Management’s services) and indicate a high level of satisfac-
tion. Critically, the client has indicated to Right Management that the partner-
ship has helped them maintain a strong employment brand, even through sig-
nificant change, because the partnership showcases the client’s commitment 
to caring for employees – current and former.

CASE STUDY

PRIOR TO  
Right Management’s 

services

Recommend  
Right Management’s  

Services

AFTER  
Right Management’s 

services

Are satisfied with  
Right Management’s  

Services

Prepared for Job Search Candidate Satisfaction
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Making A Successful  
Career Move
Organizational change is a constant in today’s uncertain market 
dynamics. Mergers, acquisitions or even shifts in business strategy 
can sometimes eliminate the positions of talented employees.

As global career experts with 35+ years of industry experience, 
we’ve developed and transitioned more than 3 million people into 
new roles, careers or opportunities.

Two former Right Management candidates share their personal  
career success stories - made possible by the coaching and sup-
port they received through Right Management. 

videoTESTIMONIAL
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https://www.youtube.com/watch?v=iawqCJusvbE
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