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Every business these days has to contend with economic uncertainty. Nowhere is this more apparent than in the area of talent management. It is critical that organizations seize the opportunity to prepare themselves for the future shortage of qualified talent.
Although many organizations have been able to maintain their workforce in the present economy, others have been forced to release even some of their most qualified employees. 
Unfortunately, many downsized companies will discover that when the next wave of hiring takes place, it won’t be to any degree the same recovery numbers that we’ve seen in the past. They will also be faced with a shrinking talent pool filled with frustrated candidates that been conditioned into a “career survival mentality” forcing many of them to leave their industries entirely.

The fact is that if your organization employs highly qualified talent, you must give consideration that in this new economy, they will not only in demand, but highly recruited by competitors and other companies in need of top talent.
According to a longitudinal survey released on September 10th, 2010 from the Bureau of Labor Statistics of the U.S. Department of Labor, individuals born from 1957 to 1964 held an average of 11 jobs from age 18 to age 44. These baby boomers held an average of 4.4 jobs while ages 18 to 22. The average number of jobs fell to 3.2 while ages 23 to 27 and to 2.6 while ages 28 to 32. These individuals held an average of 2.4 jobs while ages 33 to 38 and 2.0 jobs while ages 39 to 44.  
These statistics are staggering when you further discover that on average, these individuals are used to changing their jobs every two years, their companies every three years and their industries every four years.

So what can be done to reduce the growing impact on the utilization of your corporate resources?
Proactive Recruiting and Alternative Staffing Options 

Many top management and HR leaders are quite aware of the impending talent predicament, but have yet to act. Sophisticated, proactive and creative executives will be one of the greatest assets in avoiding a talent crisis. Those executives who understand and speak the language of business, are cross-culturally competent and capable of influencing top decision makers will force their companies to allow the necessary lead time to enable them to win the next battle in the war for talent.

Let’s consider two options and not be naïve enough to believe that even though a portion of displaced talent may be still be available, that they are willing and even able to meet your current challenges - particularly if your organization has a questionable retention rate.
Option #1 
Retained Search Recruiting – Think about it, if you’re a highly experienced candidate, more than likely you’re already employed and very busy.  You don’t have time to respond to job ads, research opportunities on corporate websites or even field calls from various acquaintances or industry sources. 

Highly qualified candidates prefer to be approached confidentially by an individual who not only has a thorough understanding of the position being offered but an objective insight into the culture and management style of the organization doing the recruiting.

Especially for critical positions, a retained search can not only increase the quality of the hire, decrease the compensation costs necessary to secure the proper talent but improve the speed of the entire selection process.
Option #2
Temp to Hire or Temporary Support Staffing – Todd Kennedy, President of Accurate Staffing in Northeast Ohio, sites that the cost of employee turnover alone is extremely expensive. Then add in the cost of lost productivity, projects halted, lapses in safety resulting in additional accidents, increased overtime, shipments missed or delayed, skyrocketing workers compensation payments, increased benefits costs and the inability to build a sustainable organization through accurate long term planning and the aspect of considering alternative staffing becomes clear.

Temp to Hire – This service takes the best of temporary staffing and the best of direct hire staffing and blends them together. If you are unsure whether your organization will need someone long term or short term, or if you simply like to try out a new employee before making a commitment, temp-to-hire staffing may be right for you.

Temporary Support Staffing – This service can be customized to allow employers to utilize an employee on a temporary basis for a defined period of time.  This allows the client to have flexibility in determining how often or for what length of time their needs would constitute the use of temporary support.  

Finally, the need for talent will only grow in the coming years as much of the industry’s workforce approaches retirement. In the U.S., according to report by McKinsey & Co., the number of workers between the ages of 55 and 64 is slated to increase by 25% in the next six years. 

Hiring professionals need to continue to draw attention to the value it delivers though their people. Today’s leaders must be capable of dealing with ambiguity, business-minded and capable of handling strategic problems through their proactive talent management.
