
A L E X  C H A U S O V S K Y  P R E S E N T S

B uilding an 
E ffective Talent 

Strategy
Proven tactics to attract, hire and retain 

your most-valuable asset



O u r  T a lk  
T o d a y

• Labor Market Update
• Attracting Top Talent
• Hiring Strategies
• Talent Retention
• Best Practices

T o p ic s  W e 'll  C o v e r



National L abor Market Performanc e

Source: BLS, LaborIQ



S ec tors  with Most J obs Added - Dec  2022

Source: BLS

Education and health services 78K

Leisure and hospitality 67K

Construction 28K

Durable Goods Manufacturing 24K

Wholesale Trade (Distribution) 12K

Retail Trade 9K

Transportation & Warehousing 5K



2.0M Professional & Business

1.9M Healthcare

1.5M Leisure & Hospitality

887K Retail Trade

779K Manufacturing

388K Construction

261K Wholesale Trade

20
0

7

20
0

8

20
0

9

20
10

20
11

20
12

20
13

20
14

20
15

20
16

20
17

20
18

20
19

20
20

20
21

20
22

20
23

P rom in e n t S e c tors

Source: BLS

J ob Openings at Near- R ec ord L evels
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Number of Unemployed per Opening

Source: BLS

0.5
Number of Unemployed 

individuals per job opening



L A B O R  
S U P P L Y

C O V ID -19  
S U R G E S  & 
V A C C IN E S

H Y B R ID  & 
R E M O T E  

W O R K

W A G E S  & 
IN F L A T IO N

T a le nt S up p ly  &  De m a nd  Dis rup tors

Source: LaborIQ



No, we're fine without one.

Do you have 
a T a le n t  

S tra te g y ?

T h is  is  a  c le a r  c a ll  t o  a c t io n  
fo r  m a n y  b u s in e s s e s !

Y e s , a b s o lu t e ly ! W h o  d o e s n 't ?

N o , b u t  w e 're  w o rk in g  o n  o n e !

9 %

6 4 %

2 7%



Attracting the 
Top  Ta le n t
WHAT CAN YOUR 
ORGANIZATION DO TO STAND 
APART?



Factors of Consideration

• Your Leadership
• Your Strategy
• Your Culture
• Your Comp & Benefits
• Your Management Team

• Your Vision
• Your Mission
• Your Values
• Your Market
• Your Product



MARKET
Markets are not monolithic.

PRODUCT
Explain why your offering is positioned 
to take advantage of growth?

TEAM
Who are the Key Players and what 
have they accomplished?

FOUR 
P ILLA R S

MISSION
What is the company trying to 
accomplish beyond making 
money?

Attracting Talent as a 
Marketing Function



C H A L L E N G E

The work itself, technology, market, ect.

L O C A T I O N

Geography, ability to live & Work where you want.

A D V A N C E M E N T

Career growth, increasing responsibility. CLAMPS

Source: Miller Resource Group, MRINetwork

A vital part of the conversation 
with candidates

M O N E Y

Overall Compensation

P E O P L E

Your manager and coworkers

S E C U R I T Y

Likelihood of long-term employment



H ir in g  B e s t  
P r a c t ic e s
IMPROVING EFFICIENCY AND 
EFFECTIVENESS OF YOUR 
ORGANIZATION'S  HIRING PRACTICES



1000+ PLACEMENTS

7 , 0 0 0 + I N T E R V I E W S
F A C I L I T A T E D

15 , 0 0 0 + C A N D I D A T E S  
P R E S E N T E D

R E A L  W O R L D  
E X P E R IE N C E  

S P E A K S

7 0 , 0 0 0 + C A N D I D A T E  
C O N V E R S A T I O N S

M i l l e r  R e s o u r c e  G r o u p  s i n c e  2 0 15



H R  D U T I E S

Recruitment & Hiring

Training & Development

Employer-Employee Relations

Maintain Company Culture

Manage Employee Benefits

Create a Safe Work Environment

Handle Disciplinary Actions



How to get the word out

Job Boards
Employee 
Referrals

Temp 
Agencies

Career Fairs Recruiters Social Media



V S

P a s s iv e  
C a n d id a t e s
• Employed
• Not searching but open
• Casually browsing
• Wouldn't apply unless 

personally engaged

A c t iv e  
C a n d id a t e s
• Unemployed
• Proactively searching
• Set up job alerts
• Actively applying (Shotgun 

approach)



• It takes ~11 interviews to fill a 
role with active candidates

• I t  t a k e s  ~4  in t e r v ie w s  t o  f i l l  a  
r o le  w it h  p a s s iv e  c a n d id a t e s

T h e  T y p e  o f  
C a n d id a t e s  
Y o u  
In t e r v ie w  
is  C r i t ic a l
Continuous Improvement is 
the goal



6+ Interviews 2 %

1-2  In t e rvie w s 8 3%

3-5 In t e rvie w s 14 %

O t h e r  1%

H ow  M a n y  
In te rvie w s  
S h ou ld  it  

T a k e ?

If y our p roc e s s  inv olv e s  c ond uc ting  
m ore  tha n 2  inte rv ie w s  to f il l  a  job  

op e ning , y ou c ould  m is s  out on top  
ta le nt!



C o m p e n s a t ion  A n a ly s is

Source: LaborIQ



The Salary Gap by Industry 
H ow  d oes th is im p ac t sa lary offers ac ross in d ustries?

Note: Sa la ry recommenda tions ba sed on Ba chelor’s degree a nd 4-6 yea rs of experience.
Sources: La borIQ® ; Burea u of La bor Sta tistics

Financ e &  
Insuranc e

HR  Manager

Hospitals Construc tion National
R ec ommended

Food
Manufac turing

Non- Profit
C ivic  &  S oc ial  
Organizations

$ 119,787
$ 113,687

$ 108,911
$ 106,743

$ 98,644
$ 95,830



L E V E R S  TO  P U L L

A  C o m p r e h e n s iv e  O f f e r

Salary Bonus LTI's
Options, RSU's

Sign-on's WFX
arrangements

PTO Relocation 
Packages



H ir in g  
M e tr ic s  

to  
C o n s id e r

INTERVIEW TO OFFER

How many interviews it takes to find an offer-worthy candidate

A P P L I C A N T S  P E R  H I R E

The number of people who have applied to a role

T I M E  T O  F I L L

The amount of time it takes to find a new candidate

O F F E R  A C C E P T A N C E  R A T E

The percentage of extended offers accepted

C O S T  P E R  H I R E

Total monetary and time investment required to fill the role

P R O F I T A B I L I T Y  P E R  A D D I T I O N A L  E M P L O Y E E

H ow  m u c h  a d d it ion a l p rofit  th is  p os it ion  re p re s e n ts



R e t a in in g  Y o u r  
Im p a c t  P la y e r s
MOVING THE NEEDLE WHEN IT  COMES 
TO IMPROVING ENGAGEMENT AND 
RETENTION



• THE IMMEDIATE MANAGER

• POOR FIT TO THE JOB

• COWORKERS NOT COMMITTED TO 
QUALITY

• PAY AND BENEFITS

• CONNECTION TO THE 
ORGANIZATION/TOP MANAGEMENT

T o p  5  P r e d ic t o r s  
o f  T u r n o v e r

"People don't leave companies, they leave 
managers."

Source: Gallup Research



V S

F o c u s  o n  R e t e n t io n  is  C r i t ic a l  in  a  P o s t -P a n d e m ic  J o b  
M a r k e t

Old Approach N ew  A p p roa c h

Growth

Teamwork

Management 
Support

Basic Needs

How can 
we grow?

Do I belong?

What do I give?

What do I get?

G a llu p  Q 12
E n ga gem en t 

H iera rc h y

TM



I  KNOW WHAT 
IS  EXPECTED OF 

ME AT WORK.

POTENTIAL FOR 
A 23% 

REDUCTION IN 
TURNOVER

I  HAVE THE 
OPPORTUNITY 
TO DO WHAT I  
DO BEST EVER 

DAY.

POTENTIAL FOR 
A 30% 

REDUCTION IN 
TURNOVER

AT WORK,  MY 
OPINIONS SEEM 

TO COUNT.

POTENTIAL FOR 
A 21% 

REDUCTION IN 
TURNOVER

MY FELLOW 
EMPLOYEES 

ARE 
COMMITTED TO 
DOING QUALITY 

WORK.

POTENTIAL FOR 
A 31% 

REDUCTION IN 
TURNOVER

M o s t  Im p o r t a n t  R e t e n t io n  
G a u g e s :

Source: Q12 Survey



K e y  T a k e a w a y s
ACTIONABLE AND PRACTICAL ADVICE 
FOR CONTINUOUS TALENT STRATEGY 
IMPROVEMENT



• Allocate resources to developing and 
continuously improving a comprehensive 
talent strategy

• Be a data-driven decision-maker

• Find partners and allies

• Communicate why your company is 
attractive and understand candidate 
priorities

• Strive for efficiency and top-notch 
communication in the hiring process

• Ask for input, listen, and respond to keep 
your people

D e v e lo p in g  a n  
E f f e c t iv e  
T a le n t  S t r a t e g y  
R e q u ir e s  
C o m m it m e n t



P R E S E N T E D  B Y  A L E X  C H A U S O V S K Y Q & A
ALEXC@MILLERRESOURCE.COM

630.586.5355
WWW.MILLERRESOURCE.COM
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