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Widening the Talent Pool

SEISMIC SHIFT
INTHE GIG
ECONOMY

The gig economy continues to leave ifs
mark on businesses across the globe,
forcing a seismic shift in attitudes about
worker attraction and retention in every
industry — and the talent marketplace is
no exception. The worldwide evolution

of the contingent workforce over recent
years means that talent is now the single
most important competitive differentiator
for organizations of all sizes, according

to University of Oxford’s Platform Sourc-
ing report!. For professionals in charge of
resourcing talent, the message is loud and
clear: adapt to this "new normal” or miss
out as desirable workers offer their fime
and skills to competitors.

As the fraditional way of doing business
recedes intfo memory, talent and resource
acquisition professionals the world over
are pivoting to meet the new demands
with creative solutions. Sfill, for many the
questions remain: how do global organi-
zations use emergering channels to best
meet their needs in this new landscape? In
short — what is the best way to do business
today? And what does the future hold?

1 Source: https://www.oii.ox.ac.uk/publications/platform-sourcing.
pdf
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TACKLING
EMERGING
CHANNELS

An awareness of differences among
emerging channels is the first step fo-
ward being able to successfully leverage
them for talent acquisition. According to
Sarah Koshiol, VP of consulting services at
Brightfield Strategies, “There’s a difference
between finding an answer that will help
practically solve the business challenge
and one that looks good on the product
website. Finding a balance for the whole
organization is key.”

Different channels supply a variety of
talent based on need. You have public
online staffing platforms (Upwork, Work-
Market), specialty talent clouds (HIRED,
Shiftgig, and Toptal), and crowdsourcing
options (Gigwalk). These emerging falent
channels have noticed a marked increase
in demand for talent from Fortune 500
companies in recent years — up 26% in the
2016-2017 year alone?.

The exciting developments on the emerg-
ing channel front gives those looking to
source contingent talent worldwide an op-
portunity to fill positions with a geographi-
cally agnostic filter. This opens up opportu-

2 Source: https://www.oii.ox.ac.uk/publications/platform-sourcing.
pdf
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nities to ethically hire workers from across
the globe, affording skilled individuals the
chance to advance their careers while
benefiting organizations through potential
cost savings.

In order to use these channels well, it is
crucial for talent acquisition professionals
to have a solid grasp of the type of worker
they're looking for. “People sourcing con-
tingent workers are often only looking at a
sliver of the picture. Getting them informa-
fion to help them make critical decisions

is the missing piece of the puzzle,” says Jill
Parrino, VP, solutions and innovation at
Geometric Results, inc. Companies with a
well-defined understanding of the nature
of the work — and the necessary skill sets
of workers they're sourcing — are then
able to leverage emerging channels with
the most success.

CRAFTING A
TALENT
ECOSYSTEM

One of the most common challenges fac-
ing companies during this shift away from
fraditional hiring is the conflict between
the need for full-time employees and

the pressure to quickly fill open roles with
confingent workers. Without an efficient
talent system in place — made up of

PEOPLE
SOURCING
CONTINGENT
WORKERS ARE
OFTENONLY
LOOKING AT A
SLIVER OF THE
PICTURE.

GETTING THEM
INFORMATION
TOHELP THEM
MAKE CRITICAL
DECISIONSIS
THEMISSING
PIECE OF THE
PUZLLE.

Jill Parrino

VP, Solutions and
Innovation

Geometric Results, Inc.
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reliable vendors, well-matched talent, and
established processes — hiring managers
are performing friage under pressure to
drive savings, making snap decisions that
may not be well-informed.

How do organizations that rely on contin-
gent talent manage this ever-increasing
pressure? Leaders who have already
made this transition provide excellent
examples of how to move from legacy
systems and strategies to multi-touch,
single-function specialized ecosystems that
accomplish complex and critical fasks by
working flawlessly together.

From Firm to Flexible

This shift away from legacy source systems
to collections of systems is similar to a shift
that corporate marketing functions en-
countered fen years ago. During the early
technology transitions, large investments
were made to ensure that best-in-class,
monolithic tools tackled all of the challeng-
es a deparfment would face. Today, those
monoliths aren’t nimble enough to respond
to changing technology and quick shifts

in organizational strategy or to serve the

CONTINGENT TALENT
SOURCING THEN
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needs of the organization’s end users in the
way they've become accustomed (e.g.
Facebook-level ease of use). Marketers
responded by demanding that companies
that provide tools or systems that special-
ize in doing one or two functions perfectly
and that they interface seamlessly with the
other tools in an organization’s suite.

As tools, platforms, and vendors became
more sophisticated, marketers were able
to focus on insight rather than tasks. More
data and analytics armed leaders with
insights, shifting the way they staffed. Proof
that the investment was a good one came
when marketing-driven business insights
started to offer real value to the executive
offices.

Shifting Tides

Professionals who source contingent talent
can draw clear lessons from the marketing
example. As they move from monolithic
systems to flexible ecosystems, deeper in-
sights emerge, presenting leaders with the
question: how important are the right tools
to an organization? Incorporating the con-
fingent workforce into a company'’s talent

CONTINGENT TALENT
SOURCING NOW
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and business strategy means starting with a
deep understanding of the internal needs
of the business. The technology framework
that will serve those specific needs could
mean the department difference between
being seen by the business as a strategic
partner or just simply a cost center.

ENDTOONE-
STOP SHOP
MENTALITY

Data and analytics play a significant role in
ensuring that contingent workforce man-
agement becomes a strategic business
force — a proactive effort rather than a
reactive one — and should be considered
an important part of a healthy ecosystem.

As companies experiment with alterna-
five hiring channels, including direct or
self-sourcing and talent clouds, it is impera-
five that they capture and evaluate data
about their hires to make sound business
decisions. Jennifer Barker, the vice presi-
dent of procurement operations, Enterprise
procurement at Ameriprise Financial,

says that her group’s ability to evaluate
data meant they could make intentional
changes that served everyone. "When we
were able to efficiently collect feedback
from both managers and candidates, we
were able to respond. This allowed us to
provide the best experience and get the
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best talent.”

An effective vendor management system
(VMS) will not only provide the full procure-
fo-pay process for non-employee labor,
but also provide the data and analytics
business leaders need to make sure they're
meeting business goals.

This will vary from organization to organiza-
fion. A company that is most concerned
with hiring in high volume will require bulk/
mass requisitions, approvals, screening,
and assessments. If the organization is hir-
ing for specialized skills, they will rely more
on building talent pools and re-engaging
former workers, along with re-evaluating
silver medalists, and using referral-based
hiring.

Much in the same way that no single
system will serve every one of an organiza-
fion’s requirements, no single supplier can
be relied on to meet every talent acquisi-
fion need — particularly at the enterprise
level. Management service providers
(MSPs) work with a variety of managed
suppliers to design the best solutions for
their clients based on their needs.

When looking to partner with an MSP,
companies should go in with their eyes
wide open and be ready to take some ed-
ucational risks. MSPs work with their clients
fo identify problems, determine short-and
long-term needs, and establish solutions
(which can include VMS technology, new
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WHEN WE WERE
ABLETO
EFFICIENTLY
COLLECT
FEEDBACK FROM
BOTHMANAGERS
ANDCANDIDATES,
WE WERE ABLE
TORESPOND.

THISALLOWED
USTOPROVIDE
THEBEST
EXPERIENCE AND
GETTHEBEST
TALENT.

Jennifer Barker, SSMBB
Vice president-
procurement operations
Enterprise procurement
Ameriprise Financial
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talent channels, and supplier networks).
Building a strategic, customized contingent
labor ecosystem allows a company to
meet a wider range of needs.

Beyond technology, best practices dictate

LOOKING
AREAD

The “big picture” goal for companies is

to begin looking at talent holistically and
identifying the correct mix of full-time
employees and contingent workers for
their organization’s needs. Certain critical
elements must be in place to support and
work foward that goal:

* A clear understanding of the company’s
needs, based on the current state

* One or more leaders to spearhead the
testing and adoption of new methods and
technologies

Remodista
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standardizing day-to-day operations as
much as possible when it comes to talent
acquisition and vendor management.
Providing foundational stability in the realm
of operations and process will allow flexi-
bility and room for iterative learning when
testing new methodologies.

* Clear measurement for business benefits,
and a system to rigorously measure and
analyze the changes in those metrics

* Program stakeholders who can commu-
nicate the benefits of the chosen method-
ology to demonstrate value and generate
demand

Looking ahead, businesses are already
fransforming the way they approach
talent engagement. With the gig economy
expected to be 43% of the workforce by
the year 2020, businesses of every size will
benefit from preparing scalable, contin-
gent workforce-friendly solutions — if they
aren’t already prepared.

1 http://www.nasdag.com/article/the-gig-economy-2020-freelance-
workforce-predicted-to-rise-to-43-cm803297
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Remodista is a social think tank examining
disruption in global business. Our mission is
to provide insight, education and innova-
fion to global brands through collabora-

five research and analysis.

Learn more about Remodista here:
www.remodista.com
Learn more about the Women2Watch
program here:
www.remodistawomen2watch.com
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GEOMETRIC RESULTS, INC.

www.geometricresultsinc.com

GRlis the world's largest independent extend-
ed workforce solutions provider, with $4 billion

in non-employee labor spend. Maintaining an
independent staffing supplier and VMS technolo-
gy position allows us meet the multi-faceted pro-
gram needs of some of the world's largest and
most complex companies. Our industry-leading
solutions include MSP programs, enhanced SOW
management, talent clouds, and advanced
analytics.
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Enterprise Solutions Inc is a technology intensive
services company. Our capabilities include:
technical staff augmentation and direct place-
ment services, to fullmanagement of IT projects
and workforce management solutions. Enterprise
Solutions offers implementation Services in Enter-
prise Resource Planning , Customer Relationship
Management, Enterprise Application Integration
Big Data/ Business Intelligence, Data warehous-
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