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Introduction

Finding and retaining well-trained, committed employees who are

suitable for the company and creating an appreciative work culture

has never been more important for the retail sector. Only with

motivated employees and modern, agile management models can

companies with direct customer contact react quickly to changing

customer requirements and continuously optimize the customer

experience. At the same time, however, it has rarely been so difficult

to find suitable employees due to the increasing shortage of skilled

workers, increased fluctuation and changed framework conditions

due to digitization. 

 
Employees are the company's most important asset. This makes it

all the more important to future-proof the personnel process in order

to remain competitive. By introducing talent management into the

company and aligning the HR strategy with the wishes of candidates

and employees, the costs of hiring, time spent on vacant positions

and the fluctuation rate can be significantly reduced. Find out in this

whitepaper how you introduce a modern and holistic talent

management and how we can support you.



Talent Management // www.rpc-partners.com 4

Current challenges

Many companies have long since recognized that the core issues of

talent management, namely recruiting and promoting employees,

are currently among the most important HR topics (see figure 1). 

Employers face the following challenges:
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Where and through which channels can you find suitable

candidates for open positions? 

How can one win promising applicants for the company? 

And how can the recruiting process be made as simple, fast and

effective as possible? 

According to a recent study, more than half of the companies in

Europe already have a concrete talent management strategy. This

enables them to identify suitable talents, make the best possible use

of them and ultimately retain satisfied employees. Nevertheless,

companies must be able to answer the question of what needs and

requirements talents and target groups have to be able to align a

transparent strategy with them that is comprehensible to

employees. New tools have often been introduced which are not yet

noticed by the employees or which do not optimally support and

simplify the Candidate Journey. 
Fig. 1: Survey on the currently most important HR topics

Source: Hays / Statista, 2019 (shortened)
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In the war for talent, the Candidate Experience is an important

factor in determining whether a potential employee will choose a

company. Applicants' expectations of potential employers are high:

the most important thing for applicants is a fast and effective

process. Almost two thirds of applicants in Germany want to

complete their online application within 10 to 20 minutes and expect

a high response rate – ideally an interview within two weeks after

receiving feedback on their application (Haufe, 2016). They also

expect the entire recruitment process to be finished after a

maximum of one month. In addition, appreciation and transparency

throughout the entire recruiting process are crucial for applicants in

their search for a new employer. 

 
Until a few years ago, only 28 percent of companies were able to

complete their recruiting process within one month. And just under

half of the applicants received feedback on their application within

two weeks. Surprisingly, hardly half of the companies also had an

online application form (Haufe, 2016) and only one third had

programmed a mobile-optimized career website (StepStone, 2017).

 
Reach the right candidates 

 
For Generation Z and the Millennials, online and smartphone

communication have become indispensable. Companies must offer

simple application structures and direct communication channels

tailored to the target group in order to address and convince these

target groups. The "Recruiting Wheel" makes it possible not only to

generate potentially suitable talents for future positions, but also to

retain them. Thus, valuable and promising candidates who have not

been hired for a certain position are not lost as in the classic funnel,

but are stored in talent pools (see figure 2).
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Fig. 2: From Recruiting Funnel to Recruiting Wheel

From Recruiting Funnel ... 

... to Recruiting Wheel 
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The Recruiting Wheel aims to establish a relationship with suitable

candidates and generate leads. These contacts will be addressed

again in the case of suitable future vacancies, thus significantly

simplifying the hiring process. Despite this, only just under 30

percent of companies collect suitable talent in a candidate pool and

often miss out on the valuable potential of highly qualified talents

(StepStone, 2017).

 
Successful and sustainable talent management involves a certain

amount of effort for companies: They must develop a clear

employer branding strategy, identify the relevant social media

channels and maintain them based on a marketing plan, place job

advertisements, examine applications, conduct job interviews and

train employees. In order to reduce the time and effort of companies

in these tasks, rpc has developed a holistic talent management

approach and delivers all HR-relevant topics from a single source.

We can take over the entire process or individual relevant sub-steps

for our customers. This ensures a smooth, standardized and

consistent process. 

55%
of companies

have a concretely formulated talent 
management strategy*.

86%
of qualified talents

 
do not actively search for a new job**

*Source: Kienbaum, 2018
**Source: Talentry
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Five steps to a 
perfect HR 
process 

Of course, each candidate should have the necessary experience

and knowledge to succeed in their new job. However, it is at least

as important that he or she has the right attitude to work, a high

level of service, passion and identification with the potential

employer.

 
Companies are looking for people who want to achieve results in a

team, who are willing to take on responsibility and who would like to

learn and develop their professional skills as well as play an active

role in shaping the future of the company. However, the search for

such talents costs many organizations a lot of time and resources

because they use a variety of disjointed products and tools. With

the tools specially developed by rpc, the offer can be flexibly

adapted to the wishes and needs of the customers. We supply all

HR process steps from a single source and maintain close contact

with our customers to ensure maximum transparency of all activities

and process steps. 

 

The approach is based on the recruiting wheel and covers the

entire candidate journey including employer branding, recruiting,

assessments, onboarding, training, annual performance reviews

and development centers (see figure 3). This ensures a

standardized, automated and consistent HR process. In addition,

customers can reduce the time and effort required to find, hire, train

and retain new employees. 

 
Identification of suitable candidate profiles 

Time and resource optimization 

Excellent Candidate Experience 

Data collection and analytics of the entire process 

Thinking in terms of digital transformation and change 

Reduction of unprofitable workload 

How we implement talent management for you

Fig. 3: The talent management approach of rpc
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#1
Employer branding

In the search for well-trained and motivated employees, modern

companies have to position themselves as attractive brands on the

job market. The process of employer branding paves the way for a

consistent employer brand with a strong appearance and

unmistakable slogan.

 
Based on the relevant target group and its specifications and

characteristics, a targeted employer branding strategy is developed

for the customer, consisting of selected online and offline activities.

For example, we support you in the entire preparation and

implementation of suitable job fairs as well as in the follow-up,

success measurement and distribution of photos, success stories,

etc. via social media. We also develop a strong social media

strategy and create engaging, interactive content. This enables

companies to strengthen their brand image, attract new talent,

retain existing talent and get them excited about the brand.

 
Relevant KPIs such as website traffic, click rates or the proportion

of interaction make it easy to measure the success of an online

presence and increase it even further through targeted actions. In

addition, a talent pool is created in which promising talents and

candidates with target profiles who have been won through the

various employer branding activities can be stored and targeted for

new, suitable vacancies. 
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#2
Recruiting processes

Two years ago we developed the ATS (Applicant Tracking System)

for our customers – an online applicant management system. It can

be flexibly adapted to the specific requirements, prerequisites and

processes of customers and can be linked to the company's own

career page. In this tool, our recruiters can place and manage job

advertisements, manage applications and the talent pool, assign

and evaluate assessments and create reports on recruitings and

KPIs. Applicants have the opportunity to create their CVs, save job

ads, sign up for job alerts and apply for vacancies with a single

click.  

 
In addition, they can view their current application status there and

upload application videos after successful pre-selection for a job or

take certain required tests online. In addition to access for our

recruiters and applicants, the ATS also offers a separate database

for those responsible on the customer side, where they can request

new services at any time and obtain an overview of vacancies, job

posts, applications received and the status of applications. 

 
We closely coordinate the results of the pre-selection with the

contact persons on the customer side. The successfully selected

potential candidates then undergo the standardized online

assessment. The tests are simply assigned to you in your ATS

account. The assessment includes a personality test, a knowledge

test on customer-specific specialist knowledge and a situational

judgement test specially developed for the customer with realistic,

everyday working situations. 

 

All candidates are assessed on the basis of the same tests and

must complete the process within a set timeframe. This ensures

objectivity and the best possible comparability of the applicants. The

results of the tests are taken up by our recruiters in the subsequent

telephone interview and serve to assess the suitability for the

company and the corresponding position. For example, the

personality test provides information about personal suitability, the

technical test provides information about existing knowledge and

the situation test can be used to assess time and self-management.

The purpose of the telephone interview is to select the most suitable

candidates for a subsequent in-person interview. 

 

The automation through the digital tool reduces the workload of

unprofitable activities to a minimum and shortens the time of vacant

positions. With our modern approach it is possible to complete

the entire application process, from placing the job

advertisement to signing the contract, in just one week instead

of one month on average, thus saving valuable time and

money. For applicants, the digitalized recruiting process means

both an increased perceived fairness and transparency of the

processes and results as well as an enormous saving of time, effort

and costs. Despite automated processes, the candidates also have

a dedicated contact person to offer a holistic Candidate Journey,

because personal contact in the HR world is especially important.  



Talent Management // www.rpc-partners.com 10

#3
Onboarding

A well-done onboarding process with extensive knowledge

transfer, early access to in-house tools and IT platforms and

comprehensive support for questions enables new hires to enter

the new job directly and quickly become enthusiastic and

productive employees. Companies should use this important phase

at the beginning of an employment to retain new employees from

the very beginning. A uniform onboarding process provides new

employees with relevant and helpful information about the

company as soon as they sign a contract, thus making it easier for

them to start their new job.  

 

We create a custom onboarding solution that includes a

personalized welcome e-mail and video for new employees with

concrete information about their future employer. HR managers

receive a specific checklist for onboarding in order to standardize

and facilitate the process. In addition, we also develop role-specific

online training courses as required, which can be completed before

joining the company and thus enable new employees to get off to a

successful start from day one. Onboarding can be implemented by

the company's own Learning Management System, but of course it

is also possible via a specially developed app. Thus we offer

assistance and orientation for new hires in the form of a consistent

onboarding process for all new employees. Companies not only

receive motivated employees with increased performance and

productivity from day one, they also retain employees at an early

stage and can make better use of investments in new employees. 
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#4
Employee evaluation

In times of war for talent it is no longer sufficient for companies to

hire suitable employees; these must then be retained in the

company for the long term. Rapid change and growing challenges

require employees to undergo consistent skills training. In order to

identify performance levels, development opportunities and training

needs, we develop and conduct individually tailored Development

Centers – both as individual and group assessments to enable

employees to perform at their best. 

 

The basis for the assessment of competencies is the company-

specific competency model, which we develop together with the

customer if required. Building on this, we develop a targeted

methodology and suitable exercises such as role plays, case

studies, scenarios, competence interviews and self-assessment,

adapted to each individual job position. Depending on individual

requirements, we conduct the assessments on site or online with

our ATS tool. Through the online implementation the costs as well

as the effort and time for the customer can be kept low. The

handling for the employees is facilitated. 

 
 
 
 
 

 

The Development Centers can be used flexibly: For promotions,

internal job changes or to assess the potential of employees. After

successful implementation there will be delivered detailed, individual

feedback and result reports for each participant with specific

recommendations for further development and training. Motivated

and qualified employees, who commit themselves to the company

according to their strengths and competencies, can reduce the

fluctuation rate as well as the costs of new hires. 
 

"The primary objective of our 
Development Centers is to assess 

competencies and create an individual 
development plan for each employee."

Christoph Kunz, Partner at rpc
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#5
Appraisal processes

In order to conduct the annual employee appraisal interviews in a

standardized, comparable and simple manner, we have developed

an online tool that supports supervisors and employees in this

demanding task. Thus, a binding, regular dialogue is established

in order to coordinate individual training needs or potential next

career steps and to set transparent goals. 

 
The tool can be tailored to customer-specific processes and

requirements by storing all internal discussion templates,

guidelines, documents, etc. in the tool. In addition, the tool

provides various reports for the analysis of competence and

performance results for training and further development

purposes. Through this standardization of the sensitive

assessment process for each employee, fairness, clarity,

acceptance and a higher motivation of the employees can be

guaranteed.

 

New processes can be easily created by the manager in the tool

and the progress of the individual processes is always clearly

displayed and verifiable. Through the transparent expectation

management for the employees, an increased performance and

employee loyalty can be achieved. 
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Digitalization and VUCA

  

Digitalization is opening up more and more opportunities and

potentials in HR through a variety of helpful and effective tools that

can be used to simplify and individualize processes and facilitate the

lives of employees. Companies should use these to work on the

weak points mentioned at the beginning. Through the use of

appropriate tools and new technologies, processes are automated

and enable rapid and continuous change as well as easier

adaptation to new challenges. Increased standardization also frees

employees from routine tasks and increases capacity for more

profitable work. In this way, companies can take advantage of the

opportunities offered by digitization and develop further in order to

be future-proof and successful in the war for talents. 

 
Companies must realize that digitization is becoming more and more

relevant in HR and that digital tools are increasingly being introduced

in HR departments to support the processes there. It is essential to

integrate them in a way that supports applicants, employees and

recruiters and simplifies processes. The tools we have developed

are geared to the latest trends, enable a holistic, digitalized

implementation of personnel processes and guarantee a highly

esteeming Candidate Journey. We are convinced that this is the way

of the future for HR to respond flexibly, quickly and competently to

the wishes and requirements of the Millennials and Generation Z.

We are convinced that this is the way forward for HR. Only in this

way can the challenges of the VUCA world be met and talents be

retained and promoted in the company in the long term. 
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Social Media

In employer branding and recruiting, social media and mobile

recruiting in particular are important to utilize. It is essential to

target new talents wherever they are: in the digital world. Figure 4

shows that so far only 15 percent of companies in Germany have

recruited via social media, and almost half use social media for

their employer branding. There is still plenty of room for

improvement here, as Generation Z and Millennials see social

media channels and smartphone apps as the central

communication medium (Vesterling, 2018). 

 

Artificial Intelligence 
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The use of Artificial Intelligence (AI) will make recruiting more

flexible, faster and more effective. We are convinced that AI will

also become indispensable in HR in the future and are therefore

already offering the use of Face Recognition in recruiting. This

enables faster, potential-based attitudes and objective, data-driven

decisions, optimizing the person job fit, i.e. the fit between the

candidate, his or her desires and skills and the position in

question. 

 

The continuous transformation requires that employees train and

develop themselves regularly and acquire new qualifications.

Blended learning, microlearning, learning apps and web-based

training are becoming increasingly important, so that employees

can learn flexibly, at short notice and in line with their needs at all

times. Virtual reality and artificial intelligence will also play an

increasingly important role in further education in the future and will

open up new opportunities here. For example, dialogue-oriented

learning is currently on the rise: Chatbots and robots can use

speech recognition and processing software to recognize speech

and generate responses, thus entering into a dialogue with the

learner. This is particularly useful for technical training, where it

saves costs and resources compared to traditional classroom

training, which sometimes requires a lot of material. The collection

of data during a (increasingly virtual) learning process enables so-

called "adaptive learning", i.e. the individual design and adaptation

of a learning path to the needs and abilities of the learner (wb-web,

2019). The trends are manifold and it is obvious that many of them

will become relevant for companies in the future to be fit for the

digital future. 

Fig. 4: Usage of social media in HR processes

Source: Haufe-Lexware / Statista, 2018
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Check list 

What makes a modern and sustainable talent
management?

A concrete talent management strategy enables companies 

to identify suitable talents, make the best use of them and 

ultimately retain satisfied employees

 

Especially in order to reach younger applicants, the online 

presence in the social media should be strengthened and 

online application possibilities offered

In the war for talents it becomes indispensable to store 

suitable candidates in talent pools in order to maintain 

contact and build a relationship with the talents

A holistic talent management approach is based on the 

recruiting wheel and supports every HR process step

State-of-the-art digital tools save time and resources and 

give candidates an excellent candidate experience

 



How we support you

We offer human resources solutions that go far beyond simply

identifying and training the right people for our clients. With

our holistic, innovative talent management approach, we

accompany our retail customers through all personnel

processes from employer branding to further training and are

the contact for applicants, employees and the retail sector.

We help our customers optimize all employee-related

processes, develop a strong sales and after-sales team, and

maximize performance. Our approach focuses on the

customer. At the same time it is our concern to determine the

wishes of the applicants exactly in order to enable the

candidates a smooth and appreciative Candidate Journey. 

 

We firmly believe that by combining cutting-edge technology

with personalized services, we create value for our customers.

With our help, employee engagement and retention are not

only accelerated, optimized and automated. Our clients also

find their right candidates by our support of the entire

recruiting process. In order to complete the circle, we also

offer individual training and coaching to train employees in a

targeted and effective manner. The successes are

immediately visible: Customer-specific evaluations and

analyses of the effects and successes of the measures and

processes can be called up by our customers at any time. 
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Contact 
 

 

rpc – The Retail Performance Company is a specialized

management consultancy for customer-oriented transformation,

which supports companies in sales-related issues. Founded in 2013

as a joint venture of the BMW Group and h&z Management

Consulting, our focus is on creating inspiring customer experiences

for a sustainable and value-creating relationship between brands

and end customers.

 
With the service areas Consulting, Customer Experience Design,

Training, Coaching, Talent Management and Data Analytics we

accompany our clients from strategy to implementation and control.

We offer holistic solutions with the goal of sustainably increasing the

performance of sales and retail.

 
Our employees are represented internationally in Germany,

Belgium, China, England, France, Italy, the Netherlands, Portugal,

Spain and the USA at ten locations with functional focal points and

local expertise.

Your contact persons

Christoph Kunz, Partner

email: christoph.kunz@rpc-partners.com

 
 
 
 
Sophia Weber, Consultant

email: sophia.weber@rpc-partners.com
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