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Agility: Today’s strategic imperative

Enterprise hiring is no longer based on a predictable annual cycle. Economic indicators shifts happen fast
and with little warning, labor market dynamics can change in months, and new sector-specific policies
can quickly alter demand for key roles. In this environment of constant ups and downs, agility is not just a
workforce capability, it's the foundation of enterprise resilience.

Though HR leaders can approach workforce planning with a proactive, strategic and future-focused
mindset, hiring success is now tied to broader economic forces that are beyond their control. Data from
the Hiring Lab shows a clear link between labor and economic trends and hiring performance. For
example, the average time-to-hire dropped dramatically after the pandemic, reflecting a rapid market
recovery. Since then, timelines have lengthened again, mirroring economic factors like quit rates and
labor force participation.

For large organizations, especially those managing
over 50 active roles or 1,000+ employees, this ‘
means building hiring systems that can adjust in o
real time while protecting quality and fairness. By [-—
combining diverse talent pipelines with scenario-
based workforce planning, HR leaders can create a
system that withstands changes and challenges,
and at the same time, enables the organization to
seize new opportunities.

The market forces shaping hiring agility

Enterprise HR leaders are currently dealing with three interconnected forces that make agility crucial:

Macroeconomic variables

Interest rate shifts, energy costs, and industry-specific growth spurts are altering
talent supply and demand patterns. Time-to-hire now reflects economic health,
not just recruitment efficiency.

Less geographic mobility

In many parts of the world, fewer people are moving geographically or switching
roles due to factors like housing costs, wage stability, and a desire for security. This
limits the available external talent pool, especially for roles tied to specific locations.
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New laws can significantly impact hiring needs in certain industries or regions.

‘ Policy and regulatory shocks
@

Without built-in flexibility, companies risk either overcommitting resources or not

having enough staff.

These forces are deeply interconnected — policy changes can amplify economic shifts, while limited

mobility can worsen local skill shortages. The takeaway is clear: agile hiring depends on understanding

and responding to the market’s evolving signals as a whole.

Building pipelines that withstand volatility

When market conditions are unpredictable, relying on just one source for talent can make organizations

vulnerable. Successful companies build portfolio pipelines — diversified systems for finding talent that can

be scaled up or down as conditions change.

A strong portfolio usually includes three main channels for sourcing talent:

Internal mobility and redeployment

Making internal skills visible and enabling movement
into priority roles reduces reliance on external hires
when the market is tight. This often involves internal
job boards, skills databases, and manager-driven
redeployment processes.

Fast external acquisition

Streamlining assessments, scheduling, and decision-
making for specific roles allows the organization to hire
faster without lowering quality when demand surges.

Contingent and project-based talent

Building relationships with contractors, consultants,
and project specialists provides a quick way to add
capacity for urgent needs.

The benefit of this diversified approach is its flexibility. When geographic mobility is low, internal

redeployment and contingent hiring can meet demand. When external markets ease, recruitment can

shift outwards again. This balance ensures continuity without overextending in any single direction.
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Scenario-based workforce planning

Adiverse talent pipeline is only effective if the organization knows when to use each channel. Scenario-
based workforce planning provides this structure by linking hiring activity to specific market or business
triggers. Plan for these three main scenarios:

a Upside scenario

Market conditions are good and capacity needs to expand to capture growth.
External hiring increases, while internal moves focus on filling specialist gaps.

Q Base scenario

Conditions are stable, and hiring proceeds as planned, balancing internal
and external sourcing based on normal turnover and strategic goals.

e Downside scenario
Economic or sector conditions are contracting. Internal redeployment becomes the
primary way to meet needs and external hiring slows down to only essential roles.

Defining these scenarios in advance and assigning clear triggers (like revenue thresholds, interest rate
ranges, or changes in vacancy-to-unemployment ratios) allows HR leaders to respond quickly without

drawn-out decision-making.
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