A shortage of talent, or a shortage of commitment to workers?
Types of staffing strategies among SMEs in Ontario.
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Purpose

0 The purpose of this presentation is to explore the prevalence of four
talent management strategies among SMEs (having 11-99 employees).

We created the four talent management strategies by looking at
whether or not employers provide employee training, and whether or
not employers find job applicants to be relatively high or low in
quality.

We are interested in SMEs because they are large enough to require
the strategic utilization of labour, but, relative to larger organizations,
have fewer resources but are large enough that sophisticated HRM
policies are beneficial.

We exclude zery small employers (with 10 or fewer employees) who
necessarily must defer strategic HRM policies for another day.

0 Our rationale is that, from a public policy viewpoint, economic and
employment vibrancy depends upon strong small business performance,
and small business performance depends upon the skills and
performance of their workforces.
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Selected literature review

Many modern organizations face intense international pressures to be
efficient and competitive, and staffing prowess 1s one approach to be able to
do so (e.g. Osterman, 2014).

Organization face a complex task to decide upon the skills and abilities that
their workforce needs (e.g. Wright and McMahan, 2011).

A key SHRM decision is whether to buy or to develop talent (e.g. Cappelli,
2008).

That decision is tied to another... Whether to compete on the basis of cost
(and hence an attempt to minimize labour costs and inputs) or on the basis of

quality or differentiation (and hence, needing a agile, skilled, adaptive
workforce) (see Porter, 1980; Verma and Chaykowski, 1999; Cooke et al.,
2008).
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Methodology

We utilize a survey of over 2,900 employers within Southwestern Ontario,
Canada.

The survey was collected annually during 2015-2019 by several Workforce
Planning Boards (WPBs), which are regional government agencies
interested in local labour market 1ssues.

This region has a diverse economy, and participating organizations are in
various industrial sectors including manufacturing, public admin,
transportation, construction, retail, agriculture & other primary industries,
health care and social services, etc.

For this presentation, our analyses will be based solely on descriptive
statistics, and we look for substantive significance, rather than possible
statistical significance.
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Model

Quality of available
applicants:

Poor or Fair

Good/Excellent

Employer supports employee training?

No

Yes

Reliants:

Quality of applicants needs
to improve, but does not

support training

Poachers:

Quality of applicants 1s
sufficient, and does not

support training

Developers:

Quality of applicants needs
to improve, and supports

training

Refiners:

Quality of applicants is
sutficient, and supports

training
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‘ Results (1 of 4): Two key variables (2018 data)

= Employers providing training within the next year:
a yes: 79%, no: 21%

= Quality of available workers during hiring:
a Poor or fair: 63%, good or excellent: 37%

= ‘Quality of applicants’ suggests a problem or mismatch between supply and
demand

m Trend based on 2015-2018°
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Results (2 of 4): Historical trends SM

(L]

2015 | 2017 2018

Reliants No training/lower 9.2% |9.2% 10.3%
quality

Developers Training/lower 48.9% (49.7% | 54.8%
quality

Poachers No training/higher 4.5% |4.9% 3.2%
quality

Refiners Training/higher 37.4% [ 36.3% | 31.7%
quality

| like this because the proportion of Refiners is dropping, and is only one third of all
small orgs. From an IR or public policy respective, one would love Refiners to be a
dominant category. That would imply that applicants have sought after skills, and yet

employers still invest is upskilling...

Two thirds of small employers are non-Refiners (most desireable), and that is worth
pondering, especially since this percentage is seemingly growing.
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Results (3 of 4): S

s Versus Large Organizations

Employer supports employee training?

No

Yes

Quality of available
applicants:

Poor or Fair

Good/Excellent

Reliants:

10%0 vs 3%

Poachers:

3% vs 0%

Developers:

55% vs 59%

Refiners:

32%0 vs 38%
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Results (4 of 4): Descriptive Statistics

Reliants Developers Poachers Refiners
Separations over past year 79% 84% 63% 75%
Plan to hire over the next year | 84% 86% 67% 70%
Use recruitment agency 19% 20% 13% 14%
Industry:
Accom/Food Service 23% 10% 14% 6%
Agriculture 7% 7% 0% 5%
Construction 10% 11% 6% 7%
Manufacturing 20% 20% 23% 10%
Retail trade 1% 10% 20% 9%
Finance & Insurance 0% 4% 0% 6%
Healthcare/social sciences 4% 7% 6% 14%
Professional/Technical 4% 6% 0% 8%
Other 21%  MacDonald@V02020 31% 35% 1
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Discussion

Admittedly, we are hesitant to draw any conclusions based on descriptive
statistics, but the results suggest that it would be worthwhile to better
understand the process by which small employers determine the talent that
they want, and then the process of acquiring or developing that talent..

There is a need to dig deeper into the data to determine the causes and
sources of the issues outlined here.

Clearly there is an opportunity for public policy and educational and trade
institutions to potentially address the causes behind the numbers to
optimize the match between graduates and the employers who seek to hire
them.

We identify a disparity between what organizations need and what they find
as they seek employees.

It is important to recognize rapidly evolving markets and that there is bound
to be a structural lag in recognizing and addressing the needs of employers.
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