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If you are a hiring leader who is struggling to fill your supply chain
job openings, then chances are you aren’t achieving your
business objectives and your team is overworked. You are in
reactive mode with a fire-hose not in strategy mode which is
frustrating. 
 
Of course, you are an excellent people leader. You teach, train,
mentor your team who adds tremendous value to the company,
delivering on the company’s strategic objectives. The problem is,
you need qualified candidates to interview but you aren’t seeing
any in a timely manner. And you don’t have time and energy to
recruit people yourself.  
 
The pressure, whether you realize it or not, is because America’s
labor shortage is approaching epidemic proportions; there are
more job openings than there are eligible workers to fill them.
People are gainfully employed and are not applying to your job
openings. So the “post and pray” method, posting a job and
praying people apply doesn’t work! 
 
Leaders have always wanted to know how to recruit gainfully
employed individuals to their company, after all these are the
people everyone wants to hire. These are the people who are
getting promoted, adding tremendous value to their organizations,
who are not out looking for a new employment opportunity.  
 
Most hiring leaders do not know how to find this “invisible talent”
and effectively differentiate their company’s employment brand
from their competitors today. Let alone know how to identify, reach
out and entice one of these top employees and lure them away
from their current employer.   
 
The challenge?
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The old way of posting jobs and having people apply just isn’t
getting it done anymore-not at all! Your supply chain jobs are open
for longer periods of time. These vacancies are putting stress on
you and your team which is trickling down impacting the
organization as a whole. 
 
Sifting through unqualified applicants resumes is a complete
waste of time. You have a team to lead and business objectives to
deliver on, so your time is incredibly valuable. 
 
If you continue to recruit this way, you will likely not be able to
deliver on your company objectives. Your team will continue to be
overworked which eventually means they will quit to join a
company with work/life balance. You will continue to be in reactive
mode with your fire hose putting out fires. You will be constantly
shuffling job responsibilities from employee to employee which
isn’t efficient and can create chaos.  
 
Not having clearly defined roles and responsibilities due to open
positions causes frustration from the bottom up. You and your
team won’t have any time to work on special projects or additional
strategic initiatives and you will not meet your objectives. Better
yet, you had another employee resign because they were
overworked from picking up the slack from the existing vacancy.  
 
What’s even worse is….if you take the bull by the horns and try to
recruit yourself how long would that take you? There are recruiters
who do this as a full time job. How much more time can you find in
your week to find your future employees...do you even know
where to start? Do you have the expertise of how to entice a
gainfully employed individual to come work for you? How do you
even reach out to them? What are the latest and greatest
recruiting tactics at this time?  
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At the end of the day, the question is this, “Are you being the most
productive you can be to deliver on your company’s strategic
objectives if you have vacancies on your team, and if not, are you
open to a better way to fill this gap?” 
 
It’s time to make a change. 
 
So here is the important question. How do we recruit gainfully
employed candidates who become future employees without
posting jobs and sifting through hundreds of unqualified resumes? 
 
Now here is the answer. 
 
THERE ARE 5 STRATEGIES NECESSARY TO FILL YOUR
SUPPLY CHAIN JOB OPENINGS WITH THE BEST TALENT TO
MAKE YOUR TEAM THRIVE.  
 
     1.     Create A Recruiting Strategy For Each Open Position 
     2.     Uncover Invisible Talent In The Marketplace 
     3.     Leverage The Behavioral Interview Differentiator 
     4.     Promote Your Employment Brand 
     5.     Hire With Urgency 
 
Let’s dig into these a little more… 
 
 
Create A Recruiting Strategy For Each Open Position 
 
When I speak with hiring leaders I always hear, “I don’t have time
to look for and recruit people successfully. I gave my human
resources person the job description, why can't they find anyone?” 
 
It's just hard. 



TalentQ

To effectively recruit you need much more than a job description.
You need a recruiting strategy for your job opening. You may be
thinking, why would I need a recruiting strategy? Truth is a
recruiting strategy aligns all parties together on what the focus and
priorities of the open position is. It forces you to think critically
about exactly what you need in a qualified individual. It allows you
to document research it takes to find qualified candidates, makes
recruiting easier because all you do is execute on the strategy.
Lastly, it creates work efficiencies and reduces back-and-forth
communication.  
 
Everyone is tuned into a frequency of “what’s in it for me”. This
means that unless you know exactly who you are going after it will
likely be a waste of time! 
 
But here is the magic and opportunity! Today’s digital world allows
us to connect and uncover invisible candidates in ways that are
targeted and specific leading to incredible results. 
 
So if you want to stop “posting and praying”, it is absolutely
imperative that you know who you want to hire before you start
going after them and trying to recruit them. This is even more
important because it will save you time. 
 
When you have a strategy and know exactly the type of person
you are going to recruit, whether it be industry experience, level of
education, or personality characteristics needed, a lot of things will
fall into place. 
 
By reaching out to a specific group of people you’ll find it is much
easier to communicate with your market and find the right people. 
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Now this may seem like common sense, but you want to create a
target of specific requirements to find people with the skills you
need. And by doing so you will reach a talented pool of
individuals. This will make it easier to start conversations with
them around the things that fire up their “what’s in it for me” radar. 
 
Your candidates will see you in a different light. When they know
you reached out to them for the specific skills they have, they will
want to interact with you. 
 
This is what makes creating a recruiting strategy so powerful. It
gives you traction, saves you time and makes you far more
efficient so you can continue to run the business. 
 
You really need to reach out to people with the skills you need so
their brain lights up and says this is a job I want. 
 
So create your recruiting strategy and start becoming more
efficient now. 
 
 
Uncover Invisible Talent In The Marketplace 
 
How do you find the people who are gainfully employed who
everyone wants to hire? 
 
In this digital age it is easier than ever to find people thanks to the
internet. A lot of people think LinkedIn is the ticket to uncover
invisible talent, however, there are numerous resources to find
people who are gainfully employed; some of which who may not
even be on LinkedIn. 
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Have you ever thought to go back to a candidate you wanted to
hire but they declined your offer? This is very effective because
they were a fit for your company culture. You wanted to hire them.
They may have stayed at their current company and it wasn’t the
right time for them to make a career change. They may have
accepted another position elsewhere but how is it going for them?
Go find out! Reconnect with them. They will be delighted! 
 
Another way to uncover invisible talent is on job boards. Not
searching for them on job boards-those candidates aren’t
invisible-but digging deeper, seeing who candidates list as their
references. Did you know candidates often list their references
below their resume on job boards like Indeed, CareerBuilder,
Monster, etc.? References listed most likely show name, title,
company they work for, and their personal contact information.
Bingo! 
 
Have you had someone resign from your company who you
adored, who added incredible value to the company, who you
were crushed when they left? Have you stayed in touch with
them? How is their new job going? If you reach out, you may be
surprised that they may want to return. We call them boomerangs-
people who quit and end up back at the same employer in the
future. 
 
As a hiring leader, do you open up your calendar for prospective
candidates to speak with you for purely an exploratory
conversation? Making time for a brief conversation with someone
whose interest is piqued about your open position is invaluable.
Often times candidates want to hear more detailed information,
specific information about the company-what it is like to work
there, the team they would work on, the team’s strategic
initiatives, what is the manager’s personality and style.  
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Talking directly to the hiring leader is powerful. They have heard
about the job from the horse’s mouth. After speaking with you, the
majority of these “prospective candidates”, will throw their resume
in the hat and move forward to interview for the position. 
 
How often have you asked your existing team who they may know
for a job opening? They probably responded, “no one”. It’s hard to
think on the spot. How about conducting a jogging session with
them? A jogging session is where you would review your
employee’s LinkedIn connections and write down the ones who
may be qualified for your job opening and then ask your employee
their perspective on them. Have your employee reach out to them
and if they get them interested in the position allow them to submit
the candidate as an employee referral. Win-Win! 
 
 
Leverage The Behavioral Interview Differentiator 
 
Did you know that behavioral based interview questions are the
most effective to uncover how people handle various work
situations. Their responses reveal their skills, abilities and more
importantly specific personality characteristics. The logic behind
behavioral interview questions is that your behavior in the
previous situations will predict how you will behave in the future.
Personality characteristics are the most tricky to uncover and is
probably the most important when hiring a new employee.
Someone’s personality can make or break a team, one bad egg
can destroy a company culture and threaten the company’s
productivity.  
 
Personality is made up of our experiences, our beliefs, the
development of organized pattern of behaviors and attitudes that
makes us unique. Personality characteristics are almost
impossible for us to change.  
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How do we leverage behavioral interview questions to differentiate
one candidate from the next? First you need to feel comfortable
interviewing in this format. This takes practice when you are not
interviewing every day and remember you can always follow a
script.  
 
At the beginning of the interview you need to provide an overview
of what’s to follow. Tell them  you will be asking behavioral
interview questions and you are looking for the following items in
their response, describe a specific situation, share what the
situation was, what you specifically did and what was the
outcome.  
 
This format should be very interactive. You should let them know
you may be interrupting them at times to make sure you are
getting the specific information you need. Also, the questions can
be lengthy so reassure them if they need you to repeat the
question you would be happy to. Ask them if they have any
questions before you begin. 
 
When you ask behavioral interview questions you need to be a
phenomenal listener so you can probe. Probing means asking
more specific questions to uncover the behaviors you need to
identify. Take detailed notes so you can calibrate with the other
interviewers.  
 
When uncovering specific personality characteristics needed for
the open position, your team and company you will need to ask
the questions that will uncover those characteristics. For example,
if you need a leader who can foster a high performing team you
may want to ask, “Tell me about a time when you were able to
remove a serious roadblock/barrier preventing your team from
making progress? How were you able to remove the barrier?
What was the outcome?”  
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If you need to hire someone who is humble you may ask, “Tell me
about someone that you hired that you thought was better than
you in numerous areas. How did you add value to that person?” 
 
Selecting the right questions is critical to uncover the personality
and behaviors you need to add to your team to continue your
team and company’s growth. 
 
 
Promote Your Employment Brand 
 
Have you ever been interviewed by an  
individual who didn’t seem happy to be  
there, who appeared disgruntled? This  
happens more often than you think.  
Being stoic is one thing, speaking negatively about your employer
or exhibiting non-verbal communication that shows lack of interest
can destroy your chances on hiring new people. 
 
When a candidate agrees to interview for a job opening, they are
excited and also probably nervous. Indeed they have prepared for
the interview for days in advance. Running through mock
questions, writing down their strengths, recalling their greatest
accomplishments, figuring out what they will wear, how to get
there, how long it takes to get there, etc. 
 
If they are paired with disgruntled interviewer the candidate will be
deflated. They will not want to work for your company. What this
means is you must choose your interview team wisely. The
interview team should be made up of leaders who are great
assessors of talent, feel at ease interviewing, comfortable
interrupting candidates and can promote why your company is a
great place to work. 
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Having the interview team share their personal story about why
they went to work for the company is powerful. It gives the
candidate the truth behind the job description, your company’s
website, and ratings on Glassdoor. But don’t stop there, the
interview team should share the company’s mission, vision,
values, to unveil what it is really like to work there. 
 
Another way to promote your employment brand is if time permits
have the candidate meet with a peer on the team they would be
working on. Have them meet for a quick 15-30 minute coffee chat
or if there is more time have them chat over lunch. Select an
employee who will positively promote your organization.  
 
When you arrange a peer  
meet-and-greet set it up as an  
informal meeting so the  
candidate can ask any question 
they have about going to work  
for the organization. Emphasize  
it is not an interview. Merely an 
informal discussion so they can  
get all of their questions answered. 
 
This is strategic for a plethora of reasons, the candidate’s guard
will be down because they aren’t in a formal interview setting. The
candidate will feel comfortable and truly let their guard down
showing their true personality. It’s a superior brand employment
experience for the candidate because they can ask any question
of the person they are meeting with. They will ask questions they
wouldn’t normally ask the interview team. The more questions
they have answered the more chances they have a clear picture
of what it is like to work there and hopefully want to join your team. 
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Hire With Urgency  
 
Time is of the essence. 
In this competitive employment  
market where there is a complete 
labor shortage, there are more job  
openings than there are eligible  
workers to fill them. Companies are moving faster than ever to
secure their future employees. Some companies conduct one
round of on-site interviews and present candidates with a job
offers on the spot. 
 
This is what is going on in the employment market so you need to
move faster than ever to keep your competitive edge and secure
your future employees! 
 
The traditional methods of waiting to have a full-slate of
candidates before beginning on-site interviews are a thing of the
past. Having candidates interview in multiple rounds meeting the
entire leadership team isn’t feasible. Not making a hiring decision
quickly and dragging out the process is a total show stopper. 
 
This is a candidate driven market, where candidates are in the
driver’s seat because they are in extreme demand. Candidates
are receiving multiple job offers because there is a shortage of
qualified workers. Every company wants to hire them. 
 
Since the candidates you are interviewing are invisible, they
weren’t actively seeking a new opportunity when they decided to
interview for your opening. Once they threw their name into the
hat and wanted to interview for the job opening, they immediately
became an active candidate. 
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An active candidate starts looking everywhere, talking to their
mentors, friends and family to see if they know of any great
opportunities. They will listen to anyone who reaches out with a
new opportunity. They will see what other jobs are out there just
like you want to interview multiple candidates, they want to vett
out that the opportunity they select is the best one for them. 
 
You now have competition. Companies you have to go up against.
This decreases the chances of securing your future employee. 
 
Moving at warp speed is the name of the game. If you have a
qualified candidate, you must put them through your interview
process rapidly. There is no waiting. It is critical for the interview
team to make interviewing an absolute priority. When they receive
a calendar invite to interview they need to clear their schedule. 
 
The interview team must meet to discuss the candidates they
interviewed immediately, this must be a priority to secure your
future employees. The interviewers need to be able to put a stake
in the ground if they recommend the candidate to be hired or not.  
 
At this point, you know the path. You just need to put it all together
in real life. When you have defined a clear recruiting strategy, the
capability to uncover invisible talent in the marketplace, specific
behavioral interview questions to uncover personality traits, ability
to promote your employment brand, and hire with urgency...then
you will easily be securing your future employees.  
 
So go execute. 
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This guide is a high-level overview that is intended to help you
identify your problem areas, from a recruiting standpoint, and to
help you create your solution to attack your problem areas in
supply chain recruiting, as in life, no challenge is ever the same.
However, you need to have a baseline approach that can
accommodate minor tweaks to solve your problem, and this guide
is no different. 
 
If you have critical supply chain roles you need to fill, and you are
feeling the pressure those empty seats are creating, then I invite
you to sign up for a free strategy session. In this session, we will
figure out if our unique method is a good fit to implement and help
you fill those critical requisitions. 
 
Look forward to strategizing with you!  
 
- Renee 
 
 
 
 
 
 
 

We Get Talent.™ 

CLICK HERE TO LEARN MORE
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WHAT OUR CLIENTS ARE SAYING

"We've never hired people of this caliber so quickly.
With the help of TalentQ we have hired six

distribution leaders within two months. The talent
TalentQ has uncovered and secured for us will help

take our company to the next level.   
 

-Erik Lopez 
Senior Director, Supply Chain Operations 

ULTA Beauty

"During my 20+ year career, the TalentQ team has
been the most effective team of executive recruiters I
have worked with. TalentQ delivered results for my

organization by filling even the most difficult positions. 
The TalentQ team encompasses all the traits

necessary to succeed in bringing in high quality talent:
authentic, professional, persistent, proactive,

organized, smart, driven. I recommend TalentQ to any
organization looking for a high performing executive

recruiter." 
 

- Scott Phinney 
Senior Director 

Target
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WHAT OUR CLIENTS ARE SAYING

"TalentQ works as an extension of your company.
 The team works diligently and tenaciously to find
both technical expertise as well as culture fit. They

go the extra mile to ensure any candidate presented
is fully vetted and clearly understands the position,

the hiring manager and the organization as a whole." 
 

- Doug Dekker 
Senior Manager 

Post Consumer Brands 

“The TalentQ team excels at listening to what
qualities we need for the position then writing that

job description and screening the candidates so they
only send us the highest level of talent to evaluate.

 This has personally saved me time that I didn’t have
and allowed us to fill our seats faster!”  

 
- Beret Anderson 

Executive Vice President of Operations  
Ideacom Mid-America
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WHAT OUR CLIENTS ARE SAYING

“The TalentQ team is extremely flexible and able to
adapt quickly to new processes. Another strength of
TalentQ lies in strategic sourcing. The team really

thrives on incorporating their sourcing strategies and
acts as a vital business partner. Finally, the TalentQ
team is very effective at candidate conversion; they

were able to speak with executive candidates
confidently."  

 
- Jessica Smith 

Talent Acquisition Leader, Research & Talent Analytics 
Amazon 

"The TalentQ team is prompt with responses,
thorough in their assessment and always

professional. TalentQ saves me a tremendous
amount of time and money. The TalentQ team

serves as a collaborative partner and as an
extension of our own team during the recruiting

process." 
 

- Corrie Sprinkel 
Director of HR & Operations 

Corporate Image Group
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WHAT OUR CLIENTS ARE SAYING

"TalentQ is a strategic thought partner that is adept at
quickly learning your business and understanding how

your open positions fit into the bigger picture.  Their
tenacity, strategic mindset and partnership coupled
with their passion for finding the right people for the
right role sets TalentQ apart from their peers.  In my
time working with TalentQ the team quickly built a

talented pipeline of candidates to successfully fill over
10 technical positions in a very short period of time.
 TalentQ filled these positions quickly after several
others struggled to fill even a single position over a

much longer period of time.   
 

-Brian Miller 
Vice President 

Target
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WHAT OUR CLIENTS ARE SAYING

If you have enjoyed this guide and got a
nugget or two from it, then I would appreciate
it if you would share it with someone in your

network. 


