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peek under the hood

What Not To Do When Seeking Highly
Skilled Contingents
And that means trying to have it all

By Tom Kosnik

hen it comes to finding highly skilled contin-
gent labor, knowing what not to do can be

just as important as knowing what to do. We
know that the traditional methods of acquiring contingent

labor in a tight labor market are sometimes ineffective.

We also know that something new, something innovative,
has to be added to the traditional methods in order for us

to accomplish the acquisition strategy.

At rimes, companies
proceed with a totally new
and innovative approach to
acquiring highly skilled con-
tingent lahor. As good as
many of these may appear,
they also have wealknesses
that can hinder success. So,
knowing what not to do can
make all the difference
between failure and success.

Avoid the Black Box
Suppliers call an account a
“black box™ when huyers of
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dor management system m
place thar allows for no con-
tact between hiring managers
and staffing suppliers. This
system, in irs most rigid
form, is ineffective when it
comes to recruiting highly
skill contingent emplovees.
One reason held to
implement a black-box sce-
naria is to increase the hiring
managet’s focus time,
Limiting their contact with
staffing supplicrs supposedly
allows hiring managers to
CONCENTIATE 0N reviewing
resumes. However, such con-
straints actually can decrease

managers’ focus and cause
them to spend more dme in
the interviewing and hiring
process, When it comes o
highly skilled contingent
labor, most requirements
carry with them
nuances thar can only
be discovered through a
direct conversation
with the hiring manag-
er. Additionally, the cul-
tural environment into
which someone will be
hired is rarely or poorly
communicated.
Furthermore, hiring
managers in today’s cor-
porare world always
have numerous other
responsibilities, often as
hands-on coneriburors.
To improve the system,
simply allow for limired
contact berween staffing sup-
pliers and hiring managers.
When it comes to acquiring
highly skilled contingent
workers, limired contact is
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Another reason cited o
implement a black hox sce-
naria is to give all suppliers
an equal shot at fulfilling

requirements. Yer not all ven-
dors are equally qualified, All
stafting vendors have specific
skill sets in which they are
best at recruiting, A brief
analysis will disclose the
kinds and quality of people
each can deliver.

Allocaring all require-
ments to all staffing suppliers
that are fulfilling orders for
highly skilled contingent
workers docs not work, A
more effective method is to
allocate certain requirements
to suppliers in their area of
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cote competencies. For
example, only those holding
3 COmpetency in recruiting,
PeopleSoft contingent work-
ers will get the PeopleSoft
job orders. As a result, the
staffing suppliers will have
an increased success rate in
recruiting for your company.
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HR Roadblocks

Staffing suppliers can at times
run into roadblocks within
the human resources depart-
ment. It is common for inter-
nal corporate recriieers to
view external staffing suppli-
ers as a threat to their jobs.
It is also common for FIR
people to distrust staffing
suppliers. We have all experi-
enced receuiters as well as
staffing suppliers with ques-
tionable ethics. However, it
benefits no one o antomati-
cally assume the worst.

To improve work-
ing relationships with
staffing suppliers, HE
departments must
make an effore to
establish trust with
staffing suppliers. One
approach invalves visit-
ing top staffing suppli-
ers, The goals of such
VISITS are NUImeroLs,
HR people will want
to learn the fulfillment
capabilitics of the
vendors. They will also
want to malke subse-
‘quent visits o solve
problems as well as
grnerate creative responses
to fulfillment challenges.
Ulamately, the goal is to
establish a long-lasting and
respectful working relarion-
ship, somerhing that cannot
happen without a concerted
effort.

Another helpful approach
toestablishing and maintain-




ing healthy relationships is to
have a “vendor liaison™ on
staff who is tasked with
developing and mairitaining
communications wich the
staffing suppliers.

This person is not a
COrporate recruiter or an
auditor from the purchasing
department, bur an employee
who helps untangle specific
fulfillment challenges. This
may require work o insure
that all hiring managers
fully know the capabiliries
of each staffing supplier.

It may require assistance
and follow-up on specific
requirements that are staying
open lor an unreasonable
amount of time. & vendor
liaison can improve supplier
relationships greatly.

Metrics
Statfing suppliers are accus-
tomed to myriad performance
mewrics. They typically kiow it
takes 10 interviews to get three
qualified candidates to a hiring
manager. The better vendars
will know how many phone
calls and emails it will take o
obtain those 10 interviews,
Buyers of skilled contin-
gent labor ar times creare
their own merrics that are not
aligned with fulfillment
processes and henchmarks
standard in the staffing indus-
try. Some companies, for
example, require that all IT
staffing suppliers submir
resumes on all IT job require-
ments in order to stay on the
vendors list, The goal of such
a requirement is prevenr ver-

dors from cherry-picking
certain job requirements. Byt
the result is staffing suppliers
submitting unqualified
resumes just to hit the metric,
We know it does not wark,
To improve a bench-
marks-driven program, the
metrics must be based on
what an organization needs
to accomplish as well as
staffing industry standards.
An either-or approach is a
serious roadblock to success
and will create inefficiency.
Include staffing suppliers
in setting such performance
metrics, especially when they
offer highly skilled contingent
labor. Suppliers know what is
realistic, Metrics are critical to
success, Evervone on both
sides of the fence can agree ro

this concept. The art of devel-
oping and choosing the right
metrics is the notion that can
improve success quire a bir.
Many of the newer
approaches to finding skilled
contingent labor are quite
good and are moving in the
right direction. Bur they are
dynamic and in flux, Vendar
management systems, estah-
lishing trusting relationships
and agreed-on metrics are
here to stay. Knowing how
and where to twealk these
elements can make all the
ditference in the world. @
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