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Before	  you	  jump	  into	  the	  deep	  end…	  

Check	  with	  your	  Legal	  
Department	  for	  your	  

company’s	  CompeMMve	  
Intelligence	  (CI)	  Policy!	  



DemysMfying	  CompeMMve	  Intelligence	  (CI)	  -‐-‐-‐
what	  it	  is	  NOT	  
Not	  spying	  
	  
Not	  a	  crystal	  ball	  
	  
Not	  stealing	  informaMon	  
	  
Not	  a	  simple	  Google	  search	  
	  
Not	  one-‐size-‐fits-‐all-‐or-‐most	  
	  
Not	  useful	  if	  it	  isn’t	  consumed	  
	  
Not	  a	  fad	  

Two	  PerspecMves:	  	  CI	  should	  be	  
“everybody’s	  job”	  vs.	  “CI	  is	  a	  job”.	  La[er	  
perspecMve	  is	  correct.	  
	  
Problems	  with	  “CI	  is	  everybody’s	  job”:	  

O\en	  “everybody”	  means	  nobody.	  
At	  best,	  creates	  fragmented,	  deep	  
specialists.	  
Difficult	  to	  verify	  in	  a	  scalable	  way.	  
Nobody	  is	  watching	  compeMtors	  end	  
to	  end.	  
Nobody	  builds	  up	  a	  historical	  view.	  



3	  high	  value	  outcomes	  when	  using	  CI	  
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Aggregators 
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College  
Recruiting 
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Referral Program 

H  I  G  H     V  O  L  U  M  E    R  E  C  R  U  I  T  I  N  G     /     E  M  P  L  O  Y  M  E  N  T    B  R  A  N  D  &  M  A  R  K  E  T  I  N  G      /      C  R  M 
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Support 
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Programs 

Job Fairs/Events, 
Reddit, GitHub, 
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Rethinking	  the	  Impact	  of	  Talent	  Sourcing	  
Challenging	  Status	  Quo:	  RecruiMng	  organizaMons	  are	  failing	  to	  effecMvely	  match	  talent	  demand	  to	  the	  business	  
need(s)	  with	  candidate	  supply	  due	  to	  increasing	  labor	  market	  challenges.	  	  Research	  indicates	  recruiMng	  budgets	  
allocate	  near	  40%	  to	  candidate	  sourcing	  efforts	  while	  hiring	  the	  right	  talent	  only	  7%	  of	  the	  Mme.	  (CLC	  Research)	  
	  
In	  a	  2015	  RecruiMng	  Trends	  Report	  from	  LinkedIn,	  46%	  of	  US	  companies	  surveyed	  said	  social	  professional	  
networks	  were	  one	  of	  the	  most	  important	  sources	  for	  quality	  hires.	  	  
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TARGETED SOURCING APPROACH (20% harder to find & fill) 



CompeMMve	  Intelligence	  Methodology	  



PAID	  
	  
	  
	  
	  
	  
	  
	  
	  
	  
	  
	  
	  
	  

Targeted	  leads	  

Target	  compeMtors	  

Rapid	  market	  info	  

FREE	  
	  
	  
	  
	  
	  
	  
	  
	  
	  
	  
	  
	  
	  
	  
	  
	  
	  

Company Websites 

HR business partners 

Internal M&A team 

RECRUITERS!!! 

Corporate Alumni 
Org charts 

Sales teams 

Hiring Managers 

SEC filings (10K, annual) 

ATS & CRM 

CompeMMve	  Intelligence	  Sources	  CompeMMve	  Intelligence	  Sources	  



Case	  Study:	  NASA	  Jet	  Propulsion	  
Laboratory	  (JPL)’s	  RoboBcs	  

Engineer	  



Diving	  deeper	  with	  JPL’s	  Hiring	  Manager	  	  
(should	  already	  have	  req	  approved)	  

§ Reviewed	  patents	  &	  pubs	  
§ Determine	  level	  of	  
academic	  contribuMon	  
§ Cadence	  of	  publishing	  
§ Level	  of	  involvement	  in	  
DoD	  work	  

§ Technical	  ability	  
§ Research	  and	  publishing	  
ability	  
§ So\	  skills	  needs	  or	  skill	  gap	  
§ Culture	  
§ Cadence	  of	  shipping/
delivering	  

§ New	  players:	  Oculus	  Ri\	  
(FB),	  HoloLens	  (MSFT)	  
§ Startups	  with	  similar	  open	  
roles,	  validate	  current	  
employees	  (Tesla,	  SpaceX)	  

§ Top	  defense	  contractors	  
funding	  
§ Loss	  of	  contracts	  
§ DivesMture	  in	  areas	  
§ Funding	  enough	  for	  only	  3	  
Stars/DH’s?	  



Who	  Is	  Your	  Target	  Candidate?	  

Understanding	  the	  Anatomy	  of	  a	  
High	  Performer	  (HiPo)	  is	  criMcal	  to	  
the	  success	  of	  your	  Targeted	  
Sourcing	  Approach!	  	  	  
	  
ACTION:	  team	  background	  profiles	  
using	  a	  combinaMon	  of	  LinkedIn	  
and	  internet	  research	  reveal	  
several	  talent	  pools	  where	  you	  can	  
start	  to	  build	  a	  targeted	  approach	  
or	  deep	  dive	  into	  compeMMve	  
intelligence.	  

BQs	  
Deep	  Computer	  Science	  
fundamental	  background	  
	  
Systems	  Engineering	  	  
	  
Top	  CS	  schools	  

Domain	  
ExperBse	  
Spacecra\	  program	  
	  
TesMng,	  experimentaMon,	  
coordinaMon	  
	  
Federal	  contractor,	  
aerospace	  and	  defense	  

SoK	  	  
Skills	  	  
Comfortable	  w/
unstructured	  problem	  
solving	  
	  
Strong	  verbal	  skills,	  
translaMng	  complex	  info	  
to	  broader	  audience	  
	  
	  
Cultural	  Fit	  
Core	  values	  
	  
Career	  potenMal	  
	  
Influence	  
	  
Entrepreneurial	  
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Where	  will	  you	  find	  this	  target	  candidate?	  

Sourcing	  Strategy	  

CompeMtors	   Boeing	   Lockheed	  
MarMn	   BAE	  Systems	   Raytheon	   General	  

Dynamics	  

Raw	  Talent	   Google	   Apple	   Facebook	   AMD	  

Startups	   Tesla	   SpaceX	   Airware	   NanoRacks	   RobotBase	  

Academia	   UT	  AusMn	   CMU	   MIT	   Stanford	  

Labs	   Google	  Labs	   Intel	  Labs	  
U.S.	  Army	  
Research	  

Lab	  

Facebook	  
ConnecMvity	  

Lab	  

OrganizaMons	  
&	  

Conferences	  
IEEE	  -‐	  RAS	   ICRA	   AUVSI	   ASME	  

Social	   News	  on	  SM	   Linked	  In	  
Groups	   Quora	   Reddit	  



Know	  Your	  CompeMtors	  

Criteria	  o\en	  idenMfied	  by	  CI	  methodology:	  
q How	  much	  talent	  are	  you	  losing	  to	  
compeMtors?	  

q Why	  We	  Win	  vs	  Why	  We	  Lose?	  
q What	  ma[ers	  most	  to	  RoboMcs	  engineers?	  
q Target	  right	  levels	  
q Target	  specific	  teams	  and	  locaMons	  
q What’s	  your	  compeMtor’s	  Mme	  to	  offer	  
process?	  When	  do	  they	  pay	  bonuses?	  	  
What’s	  their	  perf	  review	  process	  like?	  Do	  
they	  always	  give	  sign-‐on	  bonuses?	  

q Hiring	  trends	  of	  RoboMcs	  engineers	  by	  
compeMtor	  



CI	  sources	  for	  CompeMtor	  HR	  People	  Cycle	  



CI	  sources	  for	  Talent	  Mapping	  



CI	  sources	  for	  Talent	  Mapping	  cont’d	  



The	  secret	  sauce	  of	  CI:	  authenMcaMon	  

CompeBtors	  

Workforce	  

Comp	  	  
&	  Ben	  

New	  	  
Technologies	  

Culture	  

“CI	  is	  a	  living	  and	  breathing	  thing.	  Once	  
you	  have	  a	  solid	  start	  to	  a	  search	  you’re	  
not	  done.	  	  If	  your	  client	  will	  have	  a	  long	  
term	  need	  for	  this	  type	  of	  talent	  it’s	  up	  to	  
you	  to	  maintain	  the	  CI	  on	  this	  as	  it	  will	  
prove	  valuable	  as	  you	  source/hire	  long	  
term	  for	  this	  profile.	  	  As	  you	  start	  to	  
source	  and	  talk	  to	  potenMal	  candidates,	  
it’s	  your	  chance	  to	  not	  only	  screen	  them,	  
but	  validate	  their	  current	  employers	  pay,	  
culture,	  projects,	  long	  range	  planning.	  
ValidaMon	  and	  confirmaMon	  of	  
informaMon	  o\en	  leads	  to	  informaMon	  on	  
layoffs,	  reorganizaMon	  or	  dismantling	  of	  a	  
team,	  investment	  in	  a	  certain	  direcMon	  or	  
technology.”	  
	  



Q&A	  
	  
What	  will	  you	  do	  differently	  a\er	  this	  session?	  
	  
What	  other	  help	  do	  you	  need	  to	  get	  started?	  
	  
How	  do	  you	  see	  this	  being	  useful?	  
	  
	  
Interested	  in	  learning	  more?	  	  Email	  us	  at: 	  Annie	  Chae,	  achae@talentci.com	  

	   	   	   	   	   	   	   	   	  Eugenia	  Sawa,	  esawa@amazon.com	  	  
	  
	  



The	  End	  
	  



Appendix:	  

Source:	  Aqute	  CI	  	  

CompeBBve	  Intelligence	  Industry	  Landscape	  


