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Staffing and 
Recruiting 

Firms



The war for 
talent is back.  
And with a 
vengeance. 



By 2020, employers in the world’s richest nations will be 
short as many as 18 million college-educated workers. 

The skills gap is already having an impact. And as the 
economy recovers, the talent that organizations need to 
excel in a highly competitive marketplace is getting harder 
to find. 

CEOs are worried. Three quarters of 1,300 CEOs interviewed 
in a 2015 survey by PricewaterhouseCoopers (PwC) rank 
skills shortage as the biggest threat to their business.  That’s 
a 10% jump from just a year ago.1 

To grow, organizations need to find not just any talent, but 
the right talent—employees who can help organizations 
move quickly and differentiate themselves in the 
marketplace. 

1 http://www.business-standard.com/article/companies/skills-gap-forcing-ceos-to-change-hiring-strategy-pwc-115060900034_1.html

http://www.business-standard.com/article/companies/skills-gap-forcing-ceos-to-change-hiring-strategy


And the war for talent looks different 
than it did twenty years ago.

More than 80% of CEOs surveyed by PwC are looking for 
employees with a much broader skillset than a decade 
ago. Digital skills aren’t just needed in the IT department, 
but across multiple business functions. As work becomes 
more complex, organizations will need employees who can 
function across disciplines. In our global economy, cultural 
competencies are increasingly in demand. And more and 
more, employers are seeking people with the creative 
ability—and desire—to always be learning.  



Finding and keeping talent  
is trickier than ever. 



Even when organizations find the 
talent they need, keeping that talent 
is harder than ever before. And it’s 
not just about economic booms and 
busts. 

In 2015, Millennials replaced Baby 
Boomers as the majority workforce 
in the U.S. 

Their average tenure of employment 
is just two years. 

And they don’t want the 
same things their parents 
wanted. 



Characteristics of today’s majority labor force2

92% 
believe that 

business  
success should 
be measured  
by more than 

profit

80% 
prefer  

on-the-spot 
recognition  
over formal 

reviews

61% 
feel personally 

responsible 
to make a 

difference in  
the world

50% 
want to start 

their own 
business, or  
have already 

done so

2 Source: 11 Things You Should Know About Generation Y, Inc.com (http://www.inc.com/peter-economy/11-things-you-really-should-know-about-generation-y.html)
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What does 
this mean  
for talent 
acquisition?

? 



If their work-life balance is out of whack, 
they will adjust it.  

And Generation Z, the little brothers and sisters of 
today’s Millennials, are just entering the workforce—
and they’re bringing a whole new set of expectations. 

If they are frustrated by a lack of recognition, 
they will find it elsewhere.

If they find their jobs meaningless, 
they will move on. 



Talent management: 
today’s perfect storm.



To cope with these pressures, the best companies are 
reassessing how to manage their human capital investments. 

They’re looking for cost-effective, and time sensitive ways 
to manage hiring. And they’re thinking about how to source 
talent in a global marketplace, especially as organizations 
work across international borders more frequently.

Contingent labor, which provides organizations greater 
flexibility and lower risk, is on the rise. And new 
technologies, networks, and data sources have expanded 
options for sourcing that talent more successfully. 

That’s good news for the staffing and recruiting industry, 
which is experiencing unprecedented growth. 

In the first quarter of 2015, temporary and contract staffing 
sales totaled $28 billion, 5.4% higher than in the same 
period last year3.

The RPO market, one of the fastest growing sectors of HR 
outscourcing, is estimated to reach $4.4 billion by 20174. 

Opportunity abounds.

$

3 Citation: Cynthia Poole and Steven P. Berchem, CSP. The Climb Continues: Staffing and recruiting industry growth outpaces economic 
growth and labor market improvements. © American Staffing Association. 

4 http://www.manpowergroup.com/wps/wcm/connect/manpowergroup-en/home/newsroom/news-releases/manpowergroup+solu-
tions+ranked+worlds+largest+recruitment+process+outsourcing+provider#.VaaK12DtayM

http://www.manpowergroup.com/wps/wcm/connect/manpowergroup-en/home/newsroom/news-releases/manpowergroup+solutions+ranked+worlds+largest+recruitment+process+outsourcing+provider#.VaaK12DtayM
http://www.manpowergroup.com/wps/wcm/connect/manpowergroup-en/home/newsroom/news-releases/manpowergroup+solutions+ranked+worlds+largest+recruitment+process+outsourcing+provider#.VaaK12DtayM


Opportunity is knocking.   
But it’s bringing fierce 
competition right to your 
doorstep. 



For the staffing and recruiting industry, efficiency has 
always been king. Today, with an average time-to-hire of 45 
days, speed is still critical. But more and more, organizations 
are looking for partners to help them understand and 
implement broader solutions. Today employers are asking 
big questions: What is the impact of economic indicators 
on our talent pipeline? How can we predict talent gaps 
before they happen? What do we need to know to manage 
risk?  How can we find those increasingly elusive, high-value 
employees that will be critical to our performance? 



The drive to innovate is already blurring the lines between 
traditional staffing, RPO and MSP as each moves 
aggressively to retool how they attract, source, and manage 
talent for their clients.
 
At the same time, the trend toward “total talent 
management,” which Barry Asin, president at Staffing 
Industry Analysts, identifies as still “in its infancy,” is 
breaking down silos as more providers attempt to integrate 
a broad range of talent solutions, along with workforce 
planning and management in their suite of client services.5

5 CWS 3.0: JUNE 17, 2015, SHAREPRINT, INTEGRATING THE WORKFORCE: WHY YOU NEED TOTAL TALENT MANAGEMENT 
http://www.staffingindustry.com/Research-Publications/Publications/CWS-3.0/June-17-2015/Integrating-the-workforce-Why-you-need-to-
tal-talent-management#sthash.5DBnJiV1.dpuf

http://www.staffingindustry.com/Research-Publications/Publications/CWS-3.0/June-17-2015/Integrating-the-workforce-Why-you-need-total-talent-management#sthash.5DBnJiV1.dpuf
http://www.staffingindustry.com/Research-Publications/Publications/CWS-3.0/June-17-2015/Integrating-the-workforce-Why-you-need-total-talent-management#sthash.5DBnJiV1.dpuf
http://www.staffingindustry.com/Research-Publications/Publications/CWS-3.0/June-17-2015/Integrating-the-workforce-Why-you-need-total-talent-management#sthash.5DBnJiV1.dpuf


“RPOs used to be all about 
the time and cost of filling 
positions, but they are moving 
up the value chain.”
__ 
Stacey Cadigan 
Principal Consultant, Information Services Group



Responsive firms 
are bringing more 
to the table.
Differentiating yourself from the crowd, will 
take more than speed and efficiency. Savvy 
providers are being more agile, more creative, 
and more strategic about how they work 
with their clients to align their total workforce 
needs.



Smart recruiting

“The staffing and recruiting industry is a crowded 
space,” says Randy DeHaan, head of staffing 
and recruiting at InsightSquared. “Firms that are 
going to gain a competitive advantage in 2015 are 
the ones that add science to the art of sales and 
recruiting.” 

Clients understand that new recruiting 
technologies, social media, mobile and video 
provide a way to expand their reach and attract 
those high-quality “passive” candidates worth 
fighting for. Staffing and recruiting companies who 
invest in sourcing technologies, pre-hire assessment 
tools, applicant tracking systems, and analytics will 
deliver the kinds of results their clients expect. 



End-to-end solutions

Organizations  are seeking out more sustainable 
hiring practices and responsive recruiting and staffing 
companies are stepping up their efforts to manage 
every step in the hiring journey—from nurturing talent, 
to engaging with passive and active candidates, to 
building stronger, more valuable talent pipelines, and 
strengthening employer brands.
 
A recent ERE survey showed that 46% of hiring 
managers cite “lack of time” as their primary reason 
for not building a talent pipeline6. With a variety of 
options to address this, including traditional end-to-end 
RPO, recruiter on-demand and project-based solutions, 
staffing and recruiting providers know that flexibility 
and scalability are key to expanding their scope and 
reach, as they expand their suite of client services.

6 http://www.intraworlds.com/talent-blog/2015/02/talent-pipeline/

http://www.intraworlds.com/talent-blog/2015/02/talent-pipeline/


Strategic partnering

As more providers move from a supplier model to a 
partnership model, expectations for service are increasing. 
Providers today are continuously identifying how to improve 
performance. They are problem solvers with a savvy 
understanding of their clients’ businesses and they look for 
ways to add value at every point in the hiring journey—from 
sourcing to interviewing to onboarding. 



But without  
quality talent,  
those strategies  
will fail.



Study after study cites quality of hire as the single most 
valuable metric when it comes to recruiting and talent 
management. More than 44% of talent leaders globally7 put 
it at the top of their list. And that makes sense. A recent 
study by KellyOCG found that quality of hire issues stalled 
the hiring process for 68% of companies interviewed8. 

“Quality of hire remains the most elusive talent metric for 
many organizations,” said Manuel Marquez, chairman and 
CEO of Hudson Global Inc. “Yet it is also the most important 
metric for driving sustained business success9.” 

Traditional recruiting metrics focus on quantity and speed 
of hire. But without a concentrated focus on quality, 
organizations flounder. And their partnerships with staffing 
and recruiting firms suffer.

 7 2015 Global Recruiting Trends. LinkedIn Talent Solutions. 
 8 Global Trends in RPO & Talent Recruitment. Pam Berklich. Kelly OCG. 
 9 http://www.staffingindustry.com/Research-Publications/Daily-News/Study-69-not-measuring-quality-of-hire-26096#sthash.2EPpbLKs.dpuf

http://www.staffingindustry.com/Research-Publications/Daily-News/Study-69-not-measuring-quality-of-hire-26096#sthash.2EPpbLKs.dpuf


But how can you 
balance a focus on 
quality with the 
need for efficiency 
and speed? 

? 



Make every resource count.



Discovering high-value employees doesn’t have to be a 
matter of guesswork. 

Today, we’re discovering that understanding—and 
measuring—a candidate’s soft skills is highly predictive of 
job success. And the truth is, when it comes to soft skills, 
traditional hiring procedures simply don’t work.

The tools and processes available today come up short 
when it comes to delivering real insight into the soft skills 
that are such an important indicator of success.

And companies who are using new technologies to 
understand behavioral competencies are making better, 
more predictive hiring decisions. 



A new path to 
quality hires



“Nothing in the science of 
prediction and selection beats 
observing actual performance 
in an equivalent role.”
__ 
Dr. Peter Cappelli 
Ph.D., Director, Center for Human Resources 
The Wharton School



SkillSurvey’s Pre-Hire 360 is a scientifically validated 
process for gathering feedback about a candidate’s past 
performance from managers, colleagues, and direct reports. 

That information helps you understand—and measure—
skills like professionalism, problem solving and adaptability, 
empathy and commitment, an ability to manage or lead 
others—the behaviors and competencies that determine 
how well a person will perform, how long she will stay, and 
what kind of impact he’ll have on your organization.



It’s valuable insight that 
helps you find the high-value 
candidates that will set your 

organization apart. 



And the data you collect from Pre-Hire 360 can help you 
deliver better services to your clients. 

— By automating reference checking, you can increase the 
number and quality of the references you receive and get 
the information you need—often in less than 2 business 
days. 

— Reference feedback reports are a rich resource for 
creating tools and services that hiring managers can use 
to interview, evaluate, onboard, and engage new talent. 

— References, who provide contact information that is 
captured in your database, will become a part of your 
ongoing talent pool, helping you build the kind of talent 
pipelines that keep clients coming back. 

— In a recruiting environment where talent analytics 
are quickly gaining traction, tools that can yield more 
valuable, predictive  insights improve your reputation for 
excellence.



Quality. It’s driving the war 
for talent. And it’s how 
organizations—including 
yours—will distinguish 
themselves as the workforce 
continues to transform. 

By turning reference 
checking into a strategic 
asset, you can help your 
clients move the needle on 
quality—and realize better 
outcomes. In the staffing 
and recruiting industry, that’s 
really the bottom line. 

If you’d like to learn more about how you can better 
assess soft skills, the key predictors of successful hires, 
check out our eBook, Soft Skills, Hard Benefits. 

www.skillsurvey.com

http://www.skillsurvey.com

