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STARTING POINT 
MOL

➢ Centralised TA

➢ 6 building blocks
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https://prezi.com/rirqoyg5t1il/25-questions-to-ask-before-embarking-on-a-sourcing-journey/

STARTING POINT 
EDLINGTON



Project overview
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PROJECT OVERVIEW
➢ Need analysis

▪ Identifying current recruiting capabilities per each and every Business Unit – with an extra attention on Hiring
Manager satisfaction, hiring cycle time, hiring volume and source-of-hire data analysis

▪ Looking for areas where the future sourcing function can bring in value

▪ Definition of how good looks like

➢ Scoping the sourcing services

▪ Review of every sourcing service type and decision whether to put in- or out-of-scope

▪ Sourcing productivity expectations and estimations

➢ Data privacy review

➢ Creation of the Sourcing Service Catalogue documents

▪ Goal definition and setting

▪ Service descriptions

▪ Process overview

▪ Workload planning

▪ KPI/SLA setting

▪ Technology

➢ Project timing, duration

7 in-person meetings held between 21. March – 28. April 

➢ Participants

Balazs Fertig - Group Recruitment Manager, MOL

Balazs Paroczay – Sourcing Strategist, Edlington Consulting Kft.
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NEED ANALYSIS 1.
➢ First analysis made on hiring volume vs. sourcing difficulty to better

understand where to use which sourcing solutions (e.g. direct
sourcing vs. marketing campaigns vs. talent pipelining etc.)
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NEED ANALYSIS 1.
➢ First analysis made on hiring volume vs. sourcing difficulty to better 

understand where to use which sourcing solutions (e.g. direct 
sourcing vs. marketing campaigns vs. talent pipelining etc.)

➢ Second analysis completed by the recruiting team members to better 
understand the potential sourcing need of each Business Unit

There are three drivers why companies usually look for building a sourcing 
function:

1. business-driven: a new or changing hiring need and expectation that 
the current recruiting delivery mode cannot any longer fulfill,

2. resourcing capability-driven: when major recruiting KPIs are getting too 
hard-to-meet, and

3. candidate-driven: a certain state (or change) of the external talent 
market.

These drivers can be easily explained with the illustration on the right. 

If any two subcategories of the talent/market driver and/or the “sourcing 
capability” are underperforming, that most probably refers to a serious 
sourcing need in the Business Unit. 
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NEED ANALYSIS 2.

Based on a recruiter self-evaluation we have understood 
which Business Units have the biggest need for sourcing 
support. 

From this dataset we have built various spider charts to even 
more precisely assess the current resourcing state. 
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NEED ANALYSIS 2.
SAMPLE 1



11

NEED ANALYSIS 2.
SAMPLE 2
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SCOPING THE SOURCING SERVICES
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CREATION OF THE SOURCING 

SERVICE CATALOGUES

➢ The Service Catalogue shall describe every
aspect of the in-scope sourcing service primarily
referring to the below aspects:

▪ Goal definition and setting

▪ Service descriptions

▪ Process overview

▪ Workload planning

▪ KPI/SLA setting

▪ Technology

➢ A new Sourcing Service Catalogue should be
created for every Business Unit that is selected
to get sourcing support in the future
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CREATION OF THE SOURCING 

SERVICE CATALOGUES
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CREATION OF THE SOURCING 

SERVICE CATALOGUES
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Results
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THE OUTCOME OF THE ANALYSIS VS THE REALITY
We have identified the below needs:

➢ 2 areas for Just-In-Time sourcing

▪ Time-to-Fill is very long

▪ Hiring volume is high

▪ Demand for this skill-set on the external market 
is high while the talent supply is relatively low

▪ MOL offer is not so competitive

➢ In case of a business segment we will start with 
Market Intelligence and Talent Mapping support as 
this function is facing a relatively big growth and 
hiring in the upcoming time. 

➢ We will kick off the Executive Search service type with 
two units to reach significant financial saving. 

➢ We put some business units not into the first, start-
up scenario but to a potentially phase two case. 

What has happened in the reality:

➢ 1 of the 2 areas has been completly left out due 
to reorganization

➢ The other is in a very strong focus from the 
sourcing 

➢ We were waiting for the annoucement of the 
business segment which has just happened so 
this was in sleeping mode as of yet

➢ To gain trust is a significant challenge use as 
instead of an executive search agency, but some 
roles already in pipe 

➢ These business units remained untouched

➢ A few areas came into the picture which scored 
around potential due to hiring manager 
sensitivity
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•31 positions in total

•11 positions are
filled (externally or 
internally)

•4 searches are
cancelled or on hold

•2 completed market 
mapping projects

36%

13%6%
6%

39%

filled cancelled market mapping offer stage ongoing search

SOURCING STATUS (5 MONTHS OVERVIEW)

Hiring Manager satisfaction
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SOURCING STATUS (5 MONTHS OVERVIEW)
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EXEC SEARCH REALITY 



What’s ahead?
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DATA PRIVACY ---> GDPR May 2018
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FUTURE PLANS



Questions?


