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As the world faces unprecedented demographic, economic and competitive 

challenges, recruitment and retention remains a top concern. Recognizing 

the critical role talent acquisition plays, leading organizations are maintain-

ing focus on attracting and retaining talented people. To assist forward 

thinking employers in how best to overcome these recruiting challenges 

and capitalize on current opportunities, the Talent Acquisition Challenge 

Report was developed by three industry thought leaders: Pinstripe, a lead-

ing provider of talent acquisition and retention services; the Human Re-

sources Outsourcing Association (HROA), the definitive independent mem-

bership organization for HR outsourcing; and TPI, one of the preeminent 

sourcing and advisory firms.  

The result is newly released data compiled from multiple sources over a 

year-long period that captures the pulse of the talent acquisition market in 

2008 and identifies trends and opportunities for 2009. 

I N T RO D U C T I O N 

The Talent Acquisition Challenge Report leverages data from: 

} The HROA/Pinstripe/TPI global survey conducted in the Fall 2008 

} Pinstripe HR Leader Polls conducted across 2008 from predominantly 

mid-sized organizations 

} TPI Prevalence DatabaseTM ongoing data collected from Fortune 1000 

companies 

} The RPO Summit, in Washington, DC, in December 2008 

A summary of the insights from those efforts, as well as the collective 

ƪƴƻǿƭŜŘƎŜ ƻŦ ǘƘǊŜŜ ƻŦ ǘƘŜ ǎŜŎǘƻǊΩǎ ƭŜŀŘƛƴƎ ƻǊƎŀƴƛȊŀǘƛƻƴǎΣ ŦƻƭƭƻǿǎΦ  
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T H E  C H A L L E N GE 

Talent Paradox 

Today, demographics and the global economic slowdown are significantly 

impacting hiring and talent management ς in both negative and positive 

ways ς producing a talent paradox. This talent paradox is created when 

organizations face skill shortages in some geographies and business units, 

at the same time that they experience reduction in force and an over-

whelming surplus of applicants in other areas due to high unemployment.  

Leading HR practitioners interviewed at the 2008 HROA RPO Summit in De-

cember, expressed uncertainty regarding the current economic climate and 

its impact on recruiting. There was a shared belief that in difficult economic 

times, while many unemployed candidates may be available, currently em-

ployed individuals are reluctant to risk changing employers.  

IƛǎǘƻǊƛŎŀƭƭȅΣ άŎǳǊǊŜƴǘƭȅ ŜƳǇƭƻȅŜŘ ƛƴŘƛǾƛŘǳŀƭǎέ ƘŀǾŜ ǘŀƪŜƴ ŀ ŎƻƴǎŜǊǾŀǘƛǾŜ 

wait-and-see approach. Housing market uncertainty inhibits relocation de-

cisions; financial stability of the new organization and looming severance 

packages all create hesitancy among talented employed candidates to start 

a new endeavor.  

With unemployment approaching the highest rates in decades, recruiters 

face new challenges that require an overhaul of: 

} Recruitment marketing strategies (Why advertise at the same rate with 

reduced requisitions and more candidates available?); and  

} Selection and hiring processes (With an overwhelming number of appli-

cants for some positions, deploying tighter selection criteria during a 

variety of steps in the hiring process is recommended). 
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Internal recruiting practices 2 

SOLUTION % ENGAGING 

Utilized sourcing from the web and social networks 80% 

Utilized job boards 68% 

Added additional internal recruiting staff 45% 

Added or enhanced technology 42% 

Utilized resume banks 41% 

Added contract recruiters or recruiting assistance 35% 

None 5% 

Use of technology solutions 3 

T H E  C H A L L E N GE 

wŜŎǊǳƛǘƛƴƎ ŀǎ ŀ άaŀǊƪŜǘƛƴƎ !ŎǘƛǾƛǘȅέ 

Many organizations have neither an active recruitment process in place nor 

ǊŜŎǊǳƛǘƛƴƎ ǇǊƻŦŜǎǎƛƻƴŀƭǎ ǿƘƻ ǎŜŜ ǊŜŎǊǳƛǘƛƴƎ ŀǎ ŀ άƳŀǊƪŜǘƛƴƎ ŀŎǘƛǾƛǘȅΦέ Lƴ ŦŀŎǘΣ 

many organizations lack even the most basic recruiting strategy, relying 

ƛƴǎǘŜŀŘ ƻƴ ŀ ǇǊŀŎǘƛŎŜ ƻŦ άǇƻǎǘ ŀƴŘ ǇǊŀȅΦέ  

For those who have embraced proactive talent acquisition strategies, the 

most commonly used are web solutions (including social networks and job 

boards), advanced technology, and resume banks. 
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T H E  C H A L L E N GE 

The Holy Grail: Metrics 

In every C-suite across the nation, there has been a growing call for one 

thing: RESULTS. Across all functional areas, C-suite executives are looking 

for ways to measure challenges, opportunity, and success. Human re-

sources and recruiting are no different. Talent acquisition and talent man-

agement are presented with the challenge of delivering compelling business 

cases to gain support for investment, if not to defend their very existence. 

Key questions HR leaders need to be able to answer include: 

} What is the cost associated with each new hire?  

} What is the cost of recruiting, hiring and on-boarding a candidate?  

} How do traditional response methods (i.e. job ads) compare with the 

latest proactive techniques (i.e. social media)? 

} Which current manual processes are best replaced with automated and 

self-service options? 

} How can recruitment and HR managers effectively answer these pressing 

questions?   

} Are we strategically prepared to meet our short- and long-term goals? 

} Do we have, and if not how do we find, the talent to face our future? 
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