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According to the Bureau of Labour Statistics, the job market is tightening for
employers. The number of total separations (people leaving) is edging closer and
closer to the number of hires.

There are many challenges in attracting and hiring good people, especially today, in a
candidate’s market. With the increasing number of employees leaving for better
opportunities, it is difficult for companies to function properly.
This means that people are just barely filling the positions left vacant by people leaving
and are struggling to fill new positions needed for growth. All of this has resulted in a
raging war for talent in the job market.
However, if one truly wants to understand the intensity of the war for talent, it is important to
pay heed to some very useful HR statistics as below.

Statistic #1: 73% Candidates are passive job seekers!
Passive job seekers are people who are not actively looking for a job, but would be willing
to accept a better offer. A better offer does not necessarily mean more money. Often, it
includes opportunities to learn and grow, flexibility and the ability to innovate. If a company
is not being able to offer more money, doesn’t mean it cannot employ some of the best
talents.

Statistic #2: Top Candidates leave within 10 days!
According to statistics, top candidates stay available on the market for 10 days only. This
has led to the emergence of candidate experience and candidate engagement as
innovative talent attraction strategies.

Statistics #3: There are 10+ touchpoints with candidates before
they apply!
A touchpoint refers to any kind of interaction between the candidate and the organization.
Touchpoints can be direct person-to-person interactions like emails, phone screenings,
and interviews, or indirect interactions such as visiting a company's website, career site,
social media profiles or filling out application forms.

Many HR professionals are not aware
of the importance of consistency when
communicating the employer brand
and EVP throughout all the touchpoints
and channels. Not having a clear
strategy hurts your company’s
reputation and credibility. As a
consequence, you are unlikely to hire
top quality candidates.

The above statistics give a clear idea of
the gravity of the need to align talent
hiring strategies. Let’s uncover various
aspects related to talent hiring brewing
everywhere.
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Understanding The Reasons Behind The War For Talent!

Let’s take a look at the causes of this large-scale war for talent…

1. Skills Gap and Talent Shortage:
A Mckinsey Quarterly article stated that by 2020, the world could have 40 million too few
college-educated workers, and developing economies could have a shortage of 45 million
workers with secondary school educations and vocational training. In more advanced
countries, as many as 95 million workers could lack the skills needed for employment.

The ManpowerGroup
Talent Shortage Survey
found that 38% of the
employers are having
difficulty filling jobs.

The reason for the skills gap amongst the talent is
that by the time most people graduate from college,
the skills they have learned are mostly rendered
obsolete. This means organizations are looking to
hire employees for jobs that don’t yet exist.
What’s fascinating is that organisations that focus on
creating employee experiences aren’t feeling this
skills gap as much as those who don't. It appears
that in the coming years, organizations are going to
want to hire people, and there just won’t be enough
high-skilled labour to meet the requirements.

2. Changing Demographics:
There has been a dramatic change in the workforce demographics recently. By 2020,
millennials are expected to comprise 50% of the workforce and 75% by 2050. We also
see Gen Z (the generation after the millennials) slowly making their way into the workplace.
This changing mix of demographics brings new values, attitudes, expectations, and ways of
working. Companies have been constantly adapting to the needs of the changing
workforce, but recently, more aggressive steps are needed to fill in these demographic
gaps.
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Understanding The Reasons Behind The War For Talent!

3. Psychology:
Employee experience is at the core of the HR function. Also, it is very much a psychological
and sociological pursuit. Organizations want to create environments where people want to
show up to work. This is no longer just a challenge that an organization can overcome with
perks, higher pay or such other gimmicks.
Instead, there is a shift towards hiring social scientists who help organizations understand
what makes people tick, giving birth to industrial-organizational psychology as one of the
fastest growing professions. They influence hiring and recruitment strategies, help design
office spaces, lead, manage, and even build and run HR departments.
This development aims at long-term organizational design, instead of implementing
shorter-term engagement programs.

4. The Changing Face Of Talent Competition:
In the past, organizations competed on the basis of skills, seniority, location, and direct
rivals. This means, if you lived in San Francisco, you would compete against other people in
the area, or that if you were Coca-Cola, you would compete against Pepsi, Ford versus
Toyota, and Boeing versus Airbus.

Today, everyone is competing with everyone. Coca-Cola is competing with Toyota,
and McDonald’s is competing with Airbus.

This competition also extends to the gig economy, where smart and talented individuals
might decide to drive for Uber. or join an online freelance marketplace instead of working
for you.

5. Business Turbulence:
The competition businesses face today may not necessarily come from big companies. It
can very well emerge from a college dropout (Facebook), a former customer (Netflix), or
someone who just raises a ton of money (Uber).
In a world which is getting smaller and smaller, your competition can come from anywhere,
and you will never see it until it is in your face. In this environment, organizations are
struggling to hire the best talent that will help them see potential threats and uncover new
opportunities.

By focusing on employee experience, many companies are hoping to reverse that
trend.

http://beacon.by/magazine/pdf/springzo/street-bubble-master-1?type=print

6/23

13/11/2018

Springzo | The War for Talent: What Causes It And What Organisations Can Do to Win it!

- CHAPTER 2 -

Talent Acquisition And
The War For Talent

http://beacon.by/magazine/pdf/springzo/street-bubble-master-1?type=print

7/23

13/11/2018

Springzo | The War for Talent: What Causes It And What Organisations Can Do to Win it!

Talent Acquisition And The War For Talent

Talent acquisition is the process of finding and acquiring skilled human labour for
organizational needs and meeting any manpower requirements.

Many people think that the terms 'Recruitment' and 'Talent Acquisition' are
synonymous. But companies who keep an eye on the big picture, know that
there’s an important difference between the two.

The difference between the two is comparable to that between short-term action and longterm planning. Both approaches are used depending on the circumstances, but while
recruitment tends to be tactical, talent acquisition is more strategic.
It is an overall business and HR strategy that factors in an organization’s long-term goals,
and acknowledges that people can play a huge role in a company’s future success. Unlike
simply filling seats, talent acquisition is an ongoing process that tends to identify and vet
appropriate candidates for executive-level positions, leadership roles, and jobs that
require specialized training.

Why Talent Acquisition Plays A Major Role In The War
For Talent?
Talent Acquisition is an all-encompassing
talent strategy for the employee lifecycle, and
recruitment is only the first stage. As the most
important factor in competition shifted from
scarce capital and product to the talent of
workers, the major question that arises is ...

“How can an employer
attract and retain talent for
his or her organization?”

Well, here are 3 ways to do just that...
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Talent Acquisition And The War For Talent

1. Changed Dynamics:
Today, there is friction between the demand and supply of well-educated and talented personnel.
There is a huge change in the profile of employees. The younger generations Y and Z, from 20-30
years old, have become more inward-directed. They express their emotions more and feel better
working in teams.

The younger, high potential employees’ focus is short-term, and they have a greater
confidence in their own abilities. Their preferences have shifted from the task-oriented
“guided-missile” to the “person-oriented incubator” work environment, which the start-ups
have managed to provide.

2. Attitude Shift:
Well-established organizations of the old economy find it very difficult to find good candidates.
They have to undertake enormous efforts to catch up with the attractiveness of younger businesses.
There is a tension between the image of these companies and the ideals that young talented
people have in their heads. There is a considerable attitude shift in the way people look at jobs.
Employment is no longer a matter of job security, but more about being part of an autonomous
work culture where innovative thinking is valued.

3. People Matter:
Working individuals have a full set of needs, internal and external to the organization. In contrast to
traditional management, where structures and systems are derived from a predefined strategy, the
new workplace is seeking to balance what matters for the company (its strategy) and what matters
for the people (their life strategies).
This is revealed dramatically in the continuous war for talent. Leading organizations know that
people matter the most, whereas organizations that have failed to subscribe to this fact, have had to
face serious consequences.

For the talent acquisition team, all of the above means that companies need to pay
more attention to the image of the organisation, if they want to attract top talent. The
values with which organisations entice human resources are completely different now.
For attracting the younger generation into your company, one needs to realise that
their rationale for career security is based on maintaining a set of personal and
transferable competencies. It is their ‘employability rating’ based on their current profile
that drives them, not the old notion of corporate security from an employer or
protection by their trade unions.
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The Need To Hire Talent ‘Strategically’!

The best workers are engaged, productive, valued by their managers and peers, and in
general, happy where they are. Also known as passive candidates, they are elusive
when it comes to recruitment, but also talent that you should really be after!

As a company vying for the top talent in a highly competitive market, how do we
attract such unicorn candidates?

Organisations need to move away from vanilla recruiting to acquiring talent
strategically. Let’s find out how…

1. Forge Relationships:
The truest employees who stay with you for long, do so because of the great
relationship they enjoy with the company. It is possible to build lasting relationships by
simply attending events, or hosting one, and engaging in meaningful conversations that
will go a long way in building a talent network.
Let’s understand with the help of an example…
You meet Jay at an event and exchange cards. As follow up, you send him
information about you and your company, nothing formal.
You interact with him at a few more events throughout the year. If you find his
knowledge and industry experience interesting, you talk about how to solve a
business problem related to his experience, over coffee. He agrees to engage, and
the discussion goes well.
Now, a few months down the line, there is an opening – this is the first time you talk to
him about a job.
Even though you have never tried to recruit him directly until now, he is pretty much
sold, because he knows quite a lot about the company owing to the ongoing
conversations with you. For him, the process would be quicker.
Imagine the story Jay will share with his network on why he joined your company:
the process was quick, lean and rational - everything to do with a great candidate
experience.
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The Need To Hire Talent ‘Strategically’!

2. Turn Employees Into Brand Ambassadors:
Only 55% candidates consider a company’s marketing materials to be a trusted source
of information when making a decision.

This means - word of mouth is still of great value, even in the digital age.
To this end, you need to leverage your most effective tool to market your talent brand your existing employees’ word of mouth!
Here are a few ways to ensure the prospects are positively engaging with your talent
brand:
Reward existing employees that provide good leads for a hire, and prioritize referrals
in the application review process.
Encourage employees to share the brand story through blogging and social media.
Encourage your employees to volunteer for a charity of their choice. As a show of
goodwill, pick up the travel tab for such endeavours. While this ups the
organisation's 'corporate social responsibility' quotient, it doubles up as an
opportunity for employees to build lasting friendships over shared goals and
interests… all leading to a loyal and highly engaged workforce.
In order to build and grow a talent pool, both recruiters and hiring managers need to
partner in hosting events and telling the brand story. It is key to send the right message to
the right audience at the right time.
Authentic employee stories are the quickest way to differentiate yourself from your
competitors. What is your talent brand story? Make it personal and target segments so
you can customize the messaging.
Create clear, internal guides for your employees on how best to tell that story and what
makes your company unique. Promote it on your career site, social networks, and at
industry events. These are all opportunities to engage with and educate candidates, as
well as gather their contact information either through a QR code or an opt-in page.
Once you get to this point and have your talent pool established, it's entirely upon you to
continue nurturing these relationships. You have engaged with potential candidates and
gathered their contact information. Now, it’s important to track and manage them in a
meaningful way. As you foster these relationships through hosting and attending events,
phone and email communications, coffee meetings, and check-ins, your talent pool efforts
will come to fruition in time, with quality hires that are a great fit for your organization.
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Exploring Talent Acquisition Techniques In ‘The Digital Age’!

Technology is changing as we breathe, and that also includes how we do business. The
talent acquisition team should acknowledge these advances and invest in smarter hiring.
Here are some modern talent acquisition techniques every team should follow for building
a great talent pipeline.

1. Social Media:
Social media platforms such as Facebook, Twitter have become increasingly popular for
hiring managers and recruitment agencies, as that is where the majority of the people
spend their time – making it much easier to find ideal candidates. Social media sites such
as LinkedIn are the perfect example as they are essentially dedicated to profiling careers
and skills, making it an ideal platform for talent acquisition.
Users join groups relevant to their field of expertise, offering you the opportunity to
advertise the vacancy directly to a small pool of professionals, which are highly relevant.
Not using social media recruiting can lead to a great loss of potential hiring volume, as
79% of job seekers are likely to use it for their job search.
And they use it not just to look for positions, but also to learn more about the company.

2. Diverse Workplace:
The increasing number of millennials in the workforce is one of the biggest shifts in
workplace diversity, and they are expected to make up most of the working population by
2025.

Almost 80% millennials consider how
they fit into the company culture before
saying yes to a job.

According to Glassdoor, 67% of job
seekers said that a diverse workforce is an
important factor for them when
considering companies and job offers.

In such a case, it is worthwhile to think about how you can showcase your commitment to
diversity, to your candidates. The talent acquisition team should chalk out effective
strategies to build a diverse workplace in terms of race, religion, caste, gender etc.
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Exploring Talent Acquisition Techniques In ‘The Digital Age’!

3. Involve Industry Influencers:
Industry Influencers are people who exhibit a certain level of influence over potential
customers - in our case, a talent network. Targeting HR industry influencers to assist with
your talent acquisition efforts is likely to bring in great results. Influencer marketing
campaigns have gained immense popularity lately.
For talent acquisition teams to market their organisations to potential talent, influencers
can come in handy. This can be as simple as asking a blogger to collaborate on a piece of
content or composing press releases to distribute to relevant news networks.

4. Omnipresence Through Content:
Consistent delivery of interesting content is what engaged candidates want. Both active
and passive candidates will engage with, respond to, and ultimately share content if it’s
appealing and accessible – which means your recruiting content must be relevant and also
mobile-ready.

Research shows that 68% of 18 to 25 year olds search for job openings from a
mobile device.
Share company performance information, a press release or news coverage, recent
additions to the team or an exciting customer or product story as they happen. This
approach allows you to engage customers in real time, which will build a relationship that
keeps them interested in you, and reinforces a brand with influence.

5. Conduct A/B Testing:
The talent acquisition strategy should include proper tests and gather intelligence to
optimize their process and communication. You need to know the answers to the more
relevant scenarios influencing your talent acquisition...
Do fewer candidates drop off during the application process if you reduce the number
of screening questions?
Is a candidate more likely to join your talent network if you include an employee video
on your site?
Do candidates respond faster if you email or text them?
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Exploring Talent Acquisition Techniques In ‘The Digital Age’!

6. Pay Attention To Reviews:
Improving candidate experience starts much prior to the actual interview process when
a job seeker comes in contact with various touch points for your brand. They could be
social media, your website, or a job board mentioning openings with you. Negative
reviews are extremely harmful to your brand as they discourage potential applicants.

55% job seekers reported having abandoned a job application for a
company after reading a negative employer review.
What’s alarming is that the majority of the employers neither monitor nor address
negative comments on social media and review sites, even though managing their
employer brand and reputation is critical to attracting top talent.
Maintain a clean image on all digital
company handles by ensuring no
negative reviews reach there. Even
if they do, look into the issues and
handle them tactfully. Communicate
the changes incorporated or steps
taken to handle a particular issue
and improved results acquired
thereon.
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Talent Acquisition Vs. Talent Management

The terms Talent Acquisition and Talent Management are often used
interchangeably, despite being different functions.
Talent management is the ongoing process of developing and retaining employees
throughout a company. Talent management professionals:

Coach high-potential employees.
Deliver employee-training programmes.
Build hiring and succession plans.
Mentor, reward and promote employees.

On the other hand, talent acquisition is the process of attracting and hiring skilled
employees to fulfill a company’s business needs. Talent acquisition professionals:
Build a strong employer brand to attract the right candidates.
Proactively build applicant pipelines to meet current and future business needs.
Maintain relationships with past candidates for future opportunities.
Strategically source potential hires from diverse backgrounds.

First comes talent acquisition, then comes talent management. Talent acquisition is
about hiring candidates with the right skills and potential to evolve at your company.
Talent management is what follows after a candidate is hired. It involves training and
developing current employees, keeping them satisfied and engaged and preparing
them to take on more challenging responsibilities.
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Talent Acquisition Vs. Talent Management

Why Is Talent Management Important?
Talent management helps companies engage employees and prevent turnover. With
successful talent management strategies, companies:
Identify internal candidates to fill key positions.
Increase retention rates through employee career-pathing.
Boost morale to keep employees motivated.
Coach and develop employees to help them achieve their full potential.
Everyone is in charge of talent management at a company. While HR roles are
responsible for designing career paths and organizing training programs, a talent
management strategy requires company-wide participation.
Team leaders should identify high-potential employees and address their training
needs. Also, the upper management should promote a learning culture throughout the
company. Then it’s the talent management team’s job (consisting of HR generalists and
training coordinators) to develop employees.
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Building An Effective Talent Management Strategy!

In order to create a talent management strategy, you need to answer the following
questions:

1. What are the aspirations of the organization and what are the
goals that enable us to measure success?
When we talk about specific and measurable goals, we are talking about talent
management metrics. These metrics enable us to keep track of what we are doing. A good
example is unwanted turnover. If we can’t retain our star employees, we will most likely not
achieve our aspiration.

2. What do we want to focus on?
There are multiple areas in talent management that you can focus on. You can become a
desirable employer. Being a top employer or being nominated as a Great Place To Work
requires substantial investment. This can be effective especially when you want to attract
people belonging to various backgrounds, and possessing varying skillsets.

3. How will we win the competition?
Unfortunately, you are not the only one who’s looking for talent. Your competition is, as well.
How can you outperform your competition and become more attractive? This can be
achieved through better branding, better retention, better selection etc.

4. What capabilities do you need to build to continue to win?
Talent management requires specific skills that are not always common within HR. Think
about marketing to become a more attractive employer. Another example is HR data
analytics expertise to make sure you get the most out of your existing options. Depending
on your focus points, you need to develop different capabilities.
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In Conclusion...

To win the war for talent, you need a focused
talent strategy and need to leverage specific
tools. Winning the war for talent is a lot more
than frenzied recruiting tactics. It’s about the
timeless principles of attracting, developing
and retaining highly talented managers,
applied in bold new ways. Creating a talent
strategy isn’t easy – but when done right, it
can be immensely rewarding.
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That Was...
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