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and build a talent pipeline for future needs. Individuals in these networks are people you already know something about. They include employee referrals, where a current employee is recommending the individual and providing you with relevant contact information and career history; former employees or alumni, where you have insight into their capabilities and who understand the organization; and “silver medallists,” individuals previously interviewed and found to be qualified, but who were not selected for the current opening.


The challenge for any organization is in executing a strategy to leverage these warm leads and turn them into actual hires. Below are three programs that will help in any recruiting process.


Employee Referral Program


While most organizations have some sort of employee referral program, many are underutilizing them or are overly passive in their attempt to generate qualified candidates. Although current employees certainly appreciate referral fees associated with a hired referral, often this is not the main motivating factor. Employee Referral Programs will thrive when organizations enable the workforce to be more effective at attracting talent by enhancing awareness about the organization’s talent needs and providing employees with recruiting tools to maximize the effectiveness of their networking activities. To leverage a workforce of recruiters and increase your employee referral candidate flow, consider the following:


Enhance Awareness — Many current employees are not aware of the range of opportunities available at their organization. Recruiting updates at weekly team meetings throughout the organization will highlight current 
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A pivotal talent pool than the iconic Disney characters that roam the park. Mickey is important, but a sweeper helping a young family find the nearest restroom, providing a “just in time” bottle of water on a hot day, or directing them to where they can buy a disposable camera creates significant value. The variability in performance between the worst sweeper and the best is wider than in the highly engineered “Mickey” role. Therefore, disproportionate development resources are best invested in the sweeper role to reduce variability, raise performance, and further solidify the superb Disney customer service. This “differential spend” on pivotal talent segments is also more cost efficient than the traditional approach of “a little for everybody, equally.” The authors point out that Disney is more competitive with better sweepers.  Sweepers are “customer ambassadors with brooms in their hands.” The market has changed as a result. It is now business critical to identify, attract, reward, develop, and retain customer-focused sweepers at Disney, and their competitors agree.  


Real talent management, therefore, can create real competitive advantage and even improve shareholder return. So, is your business ready? Great!  Where does your strategy require differentiation? What are your pivot points and pivotal talent segments? What is your organization doing to enable their discretionary efforts for success?  


Want to Fill Your Openings Faster? Leverage “Warm” Leads.


By Greg Arendt, Director, Global Talent Acquisition, Kelly Services, Inc.


Many organizations underestimate the value of using warm leads to fill current openings
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CONTACT US:


Kelly Supplier Diversity Department


999 West Big Beaver


Troy, MI 48084


Email: SPLRDiversity@kellyservices.com





Lisa Wilson, Editor, Manager, Kelly Services Supplier Diversity Development





This e-newsletter is intended to provide general information, and is not intended to provide legal or tax advice.  Please contact your attorney for more information or specific questions or concerns you may have about the issues covered in this newsletter.
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Defining Your Talent  


“Pivotal talent pool:” A talent segment that gives the business a competitive advantage, creates value, or fills a critical, time-limited gap. Use an airline as an example.  When asked who the pivotal talent is for an airline most people respond “the pilots.” Not necessarily. Skilled pilots are necessary and important but incremental improvements in their major contribution (i.e., competent take-offs and landings) is negligible in terms of business metrics. Conversely, competent plane cleaning crews improve turn-around times in the gate, and for global airlines, lawyers who can negotiate financially favorable landing rights and gate fees in Asia represent true pivotal talent. Both create value and competitive advantage in their own way.


“Pivotal role:” A specific position whereby success in that role has a measurable impact on the business. It could be anything from COO to large account manager, to customer service representative. As long as it meets the criteria of creating value, competitive advantage, or fills a critical gap, it is by definition a pivotal role.  





A Message From: 


Michael Lechner, Ph.D.  


Vice President, Global Talent Management and Leadership Development, Kelly Services, Inc.


Pivotal Talent Pools: The Real Competitive Advantage of Employees That Drive Your Business


In terms of your workforce, which are your pivotal roles?  What’s the difference between an important talent pool and a pivotal one? Why is this important to your business?


All of these are excellent talent management questions for a business of any size. Knowing the answers will not only shape your people strategy now and into the future, but there is solid research  (Hewitt, PricewaterhouseCoopers, Fortune, etc.) indicating that the related improvements in your overall talent management approach can positively impact revenue and shareholder return for both the short and long-term. This is the real HR value proposition.  However, getting answers to the above can be challenging. Start by understanding the concept of “Pivotal Talent.”  








Alumni Recruiting Program


Too often, organizations regard departing employees as highly suspect. For many organizations, though, that point of view has changed considerably. Alumni hiring proves attractive for recruiting and onboarding purposes. To start, organizations already maintain considerable, reliable knowledge of alumni candidates. With the benefit of prior performance data, recruiters and hiring managers are able to make quick, appropriate hiring decisions. Furthermore, alumni have the advantage of prior organizational experience. Thus, they onboard more quickly and reach productivity faster than typical external hires.


Encourage departing employees to become part of the alumni network immediately upon their departure. This invitation is extended as early as the exit interview, and could continue through various exit “touchpoints” that need to be managed gracefully and appropriately. A professional exit process sets the stage for a positive relationship, laying the groundwork for alumni involvement from the outset.


To keep your network engaged, develop an alumni specific Web site and update frequently with company and industry news. Consider a quarterly newsletter to maintain contact and a simple email blast campaign that targets regional alumni for hiring needs.


Silver Medallist Program


Many candidate slates include multiple candidates who meet the requirements of the position but are declined due to short-term scarcity of open positions. These individuals - qualified, but not 















































 receiving an offer - can be considered “Silver Medallists.” By maintaining contact and keeping track of highly qualified declined candidates, your recruiting department will be able to quickly identify qualified, pre-screened candidates that will help speed the time needed to fill openings.


Before beginning each new search from scratch, evaluate the sourcing channels that will provide the highest qualified candidates in the shortest amount of time. By leveraging warm leads and continuously building talent pipelines, your organization can ensure it will always have a head start for its next round of hires.


Suppliers Recognized 


Kelly Services awarded four top performing suppliers with its annual Kelly Supplier Diversity Development BRIDGE Award, Building Relationships through an Investment in Diversity with the Goal of Excellence.


Kelly’s Supplier Diversity Development team established the BRIDGE Award to acknowledge Kelly’s diverse suppliers for their outstanding and unparalleled excellence in service delivery and to recognize the important contributions of minority, women, and disabled veteran business enterprises. To qualify for the award, Kelly suppliers must be a certified minority, women, or disabled veteran business enterprise, provide staffing support and/or procurement services to Kelly and its customers, and meet established criteria in three





talent needs, provide insights into how to sell the organization’s employment value proposition, and help direct employees on where to find great talent. To maximize visibility of the program, dedicate a section on the main page of your corporate intranet and send a company-wide email on a set schedule that lists the five most recent openings with a link to view all openings on the intranet. 


Be Proactive — In addition to the weekly company-wide email for the five most recent openings, consider being proactive with an email push to targeted employees for individual jobs. For a financial analyst opening in Atlanta, send an email with an attached job description to all employees in the geographic region, plus all financial analysts and finance managers in the organization. When current employees understand they are being targeted because of their functional expertise, or close proximity to the geographic location of the opening, they are much more likely to engage in assisting the search process.


Provide Recruiting Tools — Supply your employees with candidate referral materials, such as networking cards and Employee Referral Program newsletters, to maximize referrals from employees’ social and professional interactions with potential candidates. Share recruiting and networking best practices on finding, approaching, and generating interest from potential candidates through support materials. Keep current employees informed of all interactions with referred candidates and provide continued feedback throughout the interview process.
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Identifying Pivotal Talent


To locate pivotal talent in your organization start by asking where does your strategy require you to be differentiated from the competition? Those areas of differentiation are pivot points that demand specific talent. Do you have developed talent deployed against this need at the right time, right place, and in sufficient numbers? Are they adequately supported by other important, but non-pivotal talent? What will it take in terms of development resources to improve performance in a pivotal talent segment in order to be better prepared to implement your strategy?  Answering these questions in an organized, analytic manner can identify pivotal talent segments, locate and anticipate critical gaps, and suggest an efficient deployment of resources against the problem. 


Retaining Pivotal Talent


Pivotal talent pools are made up of individuals whose discretionary contribution is disproportionate in enabling the success of the business. It is critically important to understand what motivates these employees and to engage them in meaningful ways that enhance their career development and organizational commitment.  Beyond compensation and generational differences, retention issues often focus on the quality of manager-employee relations and a by-product, the organizations investment in individual career development. The pivotal talent approach demands a differential investment in training and development resources for pivotal talent that coincidently promotes retention. As Boudreau and Ramstad (2007) point out in their book “Beyond HR: The New Science of Human Capital”, at Disney theme parks for example, street sweepers are much more of 
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What’s New at Kelly 


Kelly Broadens Operations in EMEA and APAC


Kelly has taken significant steps to broaden its EMEA and APAC operations by opening new offices in Finland, Ukraine, and South Korea. The addition of Finland expands Kelly’s presence to all four Scandinavian countries. The new operation in Ukraine allows us to better serve our clients whose businesses are expanding into this region, and South Korea is a significant market in the rapidly growing APAC region. Kelly now operates in a total of 37 countries and territories.


Kelly Forms Government Solutions Unit


Just like the private sector, the federal government is facing a looming talent shortage, with an estimated 60% of the federal workforce eligible to retire within the next decade. To address the evolving needs of all branches of the government, Kelly recently formed a new business unit dedicated to providing a full spectrum of talent management solutions, including contract labor, workforce management, temporary staffing, outsourcing, consulting, and contract compliance services. 


Kelly Partners with National Academy Foundation 


Kelly is partnering with the National Academy Foundation (NAF) to help high school students in urban and low-income areas around the country. Through this partnership, Kelly Engineering Resources will support NAF’s 13 Academies of Engineering.





Famous Quote


�


“It is time for parents to teach young people early on that in diversity there is beauty and there is strength.”


(Maya Angelou (1928- ) �An important figure in the American Civil Rights Movement, also author, actress and playwright.�


Supplier Diversity Calendar 


October 2008 


26th — 29th	National Minority Supplier Development Council�Conference and Business Opportunity Fair�Location: Las Vegas Convention Center, Las Vegas, NV








objective categories, which include service, responsiveness, and professionalism.  


Four suppliers were selected to receive a BRIDGE Award from more than 600 of Kelly’s diverse teaming partners. This year’s honorees are:


The Broadview Group, LLC (Broadview Staffing Services) – Headquartered in Philadelphia and certified by the National Minority Supplier Development Council, The Broadview Group, LLC is a full-service workforce solutions provider offering temporary, temp to perm, and direct hire placements. 


ICONMA, LLC – Certified by the Women’s Business Enterprise National Council and the National Women Business Owners Corporation, 


ICONMA, LLC is a consulting firm headquartered in Troy, Michigan providing professional staffing and project-based services and solutions to a variety of industries nationwide.


Interior Systems Contract Group (ISCG), Inc. – Based in Royal Oak, Michigan, ISCG is a workplace design and furnishings company certified by the National Women Business Owners Corporation and Women’s Business Enterprise National Council. 


Relevante, Inc. – A Horsham, Pennsylvania-based consulting and staffing solutions company, Relevante specializes in providing accounting and technology consultants and is certified by the National Minority Supplier Development Council.
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“Supplier diversity makes good business sense and leads to positive results for all involved. Kelly’s long-standing goal is to foster growth among Minority, Women and Disabled Veteran Business Enterprises. This enables our company to access a broader pool of talent, which in turn serves the strategic needs of our customers.”





Carl Camden�President and Chief Executive Officer, �Kelly Services, Inc.
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