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The Rise of 
the Flexible 
Workforce 

Exploring big ideas in the 
world of contingent talent

Talent Leadership in Action (TLIA) brings together a community of leaders in HR, Procurement, Operations, Finance and General Management  
to discuss hot topics related to talent management. This content is derived from our TLIA session on the New World of the Worker.
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Let’s Talk 
about  
Contingent  
Workers
What can talent’s brightest minds tell us about 
the modern contingent workforce?

Let’s Talk about Contingent Workers

We talk about the new flexible workforce all the 

time. Contingent talent, the gig economy,  

freelancers, these are all buzz words that we throw 

around with abandon, sprinkling them into our 

conversations, presentations, and emails without 

a second thought. We see them mentioned time 

and time again in industry articles and  

whitepapers, the rise of the contingent worker 

cited as one of the most seismic shifts the talent 

world we will ever see. 

But how often do we step back and think about 

the people behind the talent story? The people 

that, for a variety of reasons, have left behind the  

9 to 5 for something truly flexible.  

 

That stand in the sometimes precarious new 

ground that our shifting working lives have created. 

What do they want from their working life?  

What attracts them to your business?
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How can you 
ensure that 
you are able 
to reach the 
very best  
contingent 
talent? 

Let’s Talk about Contingent Workers
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Who better to  
shine some light  
on the big questions we 
are all asking about  
contingent talent? 
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These are big questions that no one person or 

organisation can answer. In a new era of talent, 

we are all finding our way together, exploring new 

ideas and adding to the melting pot of what  

constitutes best practice in the face of a rapidly  

expanding contingent workforce. That’s why at 

KellyOCG’s most recent Talent Leaders in 

Action (TLIA) event, we saw an opportunity to put 

our collective hive mind to use. In that room, we 

had some of the most influential talent experts 

from some of the biggest organisations around 

the world. They brought with them a wide  

experience of working alongside freelancers, 

contingent workers, and consultants. In fact, 

many had experience of being part of the flexible 

workforce themselves. Who better to shine some 

light on the big questions we are all asking about 

contingent talent? 

That’s how we conceived the great KellyOCG 

Hackathon. 6 tables. 10 minutes. 3 questions. A 

chance for attendees to share their thoughts on 

attracting, retaining, and inspiring the best of the 

contingent workforce. And boy, did that talented 

room deliver. Each group, and in many ways, each 

individual, delivered a unique perspective on the 

growing flexible workforce and how organisations 

can raise their game to interact with contingent 

talent in a meaningful way. In this publication, we 

will explore some of the key themes that came 

out of that event and in doing so, shine a light on 

some of the ways organisations can successfully 

engage and retain the best contingent talent. 

We’d like to offer a huge thank you to all of our 

amazing attendees who made this possible. 

Your input was invaluable and very gratefully  

received. Now, let’s dive into the hottest topics 

in contingent talent! 

Who better to  
shine some light  
on the big questions we 
are all asking about  
contingent talent? 
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The Employee Value Proposition is not a new or 

ground-breaking idea. It’s something most  

organisations have in place to outline and quantify 

the value they can offer current or potential  

employees. It’s closely linked to employer branding, 

and when the two concepts are leveraged  

correctly they can ensure that an organisation’s  

culture, values, and rewards attract the attention  

of the top talent in the marketplace. 

Organisations spend lots of time refining this 

approach, thinking about the types of talent they 

want to attract and how to showcase their brand 

in the best light. Of course, for some high-profile 

The  
Employee 
Brand 

Factor
Does your EVP have what it takes to  
attract contingent workers?  
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But what many of our groups found was that 

organisations are directing their EVP and 

branding efforts firmly at permanent workers. 

Leaving contingent talent almost entirely out of 

the picture.
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“Being unknown these days is  
simply not an option.” 

Simon Rutter  

(Group Internal Communications Director 

(Interim), Sage)

“It’s about leveraging the 
brand directly to candidates, 
not just on the perm side,  
but on the contingent too.” 

Alex Mukabaa 

(Global Category Manager, GSK)

brands, this is easier than others. The first step 

to attracting top talent, contingent or  

permanent is to be a recognisable and valued 

destination with a positive culture. To be  

somewhere that talent wants to be.    

Let’s Talk about Contingent Workers
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So, what’s the answer? With contingent workers 

becoming an increasingly important section of the 

talent community, how can you make sure your 

organisation is somewhere they want to be?  

For some of our contributors, the first step was tak-

ing a closer look at the contingent talent you want 

to attract, categorising different types of worker 

and understanding their needs. The term contin-

gent worker embraces a huge group of  

people with varied skills and wants.  

From consultants under a statement of work to 

freelancers on a gig platform and agency temps. 

Creating clear definitions around your contingent 

workforce is an important part of the process. Once 

those definitions are in place, organisations are 

able to develop a subset of their EVP and branding 

offering that targets clear segments of the  

contingent community. This process could include 

everything from marketing materials to the talent 

channels you choose. 

A Contingent Value Proposition 
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Some organisations are already taking steps in  

developing contingent focused EVPs and  

employer branding. Martin Thomas from Phillips 

shared their journey in creating an AVP or  

Assignment Value Proposition:  

“We recognise our contingent workforce have 

different drivers, they have different values, and 

need different things. Our AVP encompasses 

these unique needs and wants. It was developed 

out from our EVP to remain aligned with our 

overall approach. We also understand that the 

workforce is becoming increasingly flexible and 

agile in general. Someone may start here as an 

employee and come back later as a contractor. 

The approaches have to be complementary while 

recognising the differences in talent groups.”

“We recognise our contingent  
workforce have different drivers, 
they have different values, and  
need different things.”
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In every aspect of life and business, data is  

powerful. Data and analytics help us to understand 

how our organisations are performing, where we 

can focus improvements and refine our approach. 

They help us to make smarter, more-informed  

decisions. But when it comes to contingent  

workers, organisations are often wary of tapping 

into this important information. This wariness is not  

The 
Power 
of Data
Are you measuring the 
contingent worker  
experience? 

unfounded, the risks of co-employment 

are real and the laws surrounding it can 

be complex depending on the territory. 

But as the numbers of contingent  

workers around the globe grow,  

failing to tap into their input and  

experiences is a mistake.
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Some of our attendees discussed the value 

of measurement. Of measuring not only the 

amount of work done by a single worker or 

group of contingent workers but measuring the 

worker experience itself and proactively feeding 

these findings back into the process. 

Organisations should be obtaining feedback 

from every contingent worker.  

 

The Value of  
Measurement 

We have to ask what does talent want?  
Especially in the contingent space.

Tim Pröhm  

(VP Digital Product Developer, KellyOCG)
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What was their impression of your organisation?  

Did they feel supported? Or have everything they  

needed to do their job? What could have been  

better? In other words, what do they really want from 

this way of working? By understanding some of these 

key metrics, organisations can refine and hone their 

approach. Improving their chances of attracting the 

best contingent talent, time and time again. A quality 

which becomes increasingly important as contingent 

worker numbers rise.

Let’s Talk about Contingent Workers
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Contingent  
Worker  
or Commodity? 
Strategy 

03

Traditionally contingent workers have been treated in a very 

different way than permanent workers. Both due to a  

traditional perm-focused perspective and concerns over  

legal issues that may arise in bringing contingent workers 

into the fold. And although there are some distinct and  

important legal and functional differences between the 

groups, it’s important to remember that contingent workers 

are still people. Not simply a service to plug a gap or assist 

on an important project, but people who are looking to find 

more than financial value in their working experience. 

Is it time to bring contingent 
workers in from the cold?
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Contingent  
Worker  
or Commodity? 
Strategy We are moving towards a time when contingent 

workers are making up an ever-larger part of the 

workforce. When their choice to choose your 

organisation could have a real and lasting impact 

on your business. A time when organisations are 

finding the contingent workforce vital to their day 

to day operations. So, isn’t it time that we stopped 

treating them like a commodity and instead  

provided them with a valuable and holistic  

working experience? 
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Flexibility Matters

A recurring theme in discussions between our groups was 

flexibility and the high value placed on it by large parts of 

the contingent workforce. 

If you offer flexibility as part of contingent roles it is likely to 

dramatically increase the pool of talented flexible workers 

open to it. Work-life balance is not just a concern for  

permanent employees and, in fact, it may well be a  

significant factor in why people enter the contingent  

workforce in the first place. 

“People are looking for optionality; the power to 
choose where and how they work and live.”
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A Consumer Experience 
Another mindset shift that our attendees discussed was 

the move towards a consumer-based approach to  

working. The best contingent workers are in high-demand 

and if you provide a poor experience when they take on a 

project with your organisation then they are unlikely to be 

back in a hurry. 

“People are coming to test drive your 
organisation like they test drive a car. 
How you leave them feeling matters.” 

Organisations need to consider every aspect of the con-

tingent candidate and worker experience across their 

business and implement a consistent approach.  

Because bad reviews could leave you firmly at the bottom 

of the list when it comes to being an attractive working 

opportunity.
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Lauren Clovis 

(Marketing Director EMEA, KellyOCG)
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Don’t let contingent  
talent be an after 
thought. 

Strategic workforce planning is a key part of your 

business strategy. And your contingent workforce 

should be an integral part of that planning process. 

Thinking of contingent workers as an ad hoc measure 

to plug gaps where and when they arise is failing to 

capitalise on their and your potential. The right  

talent, in the right place, is essential to not only  

getting the job done but getting it done well. This 

starts with smart workforce planning.  

A Contingent  
Workforce 
Strategy 

“Talent is at the  
centre of what you do.” 

Teresa Carroll (EVP; President, Global  

Talent Solutions; and GM, Sales/Marketing/

HR, KellyOCG)
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What About the Work? 

One point of discussion amongst our groups was the 

importance of looking not only at people in terms 

of strategic workforce planning but also at the work 

that needs to be done. By understanding the type 

and scope of work needed within an organisation,  

businesses can more easily assess the types of  

workers they need.  

 

 

 

Some work will lend itself to permanent  

employees, perhaps because of business sensitivity or  

the need for a deep organisational knowledge. Other 

work might be more efficiently done by a short-term, 

project-based, contingent worker. By starting from 

the perspective of the work itself, you add a sense of 

purpose and drive to your talent strategy.

Understanding your 
current Talent Profile 

To successfully plan for the future, organisations 

have to understand where they are today, and 

nowhere is this more true than when it comes 

to workforce planning. Our contributors told us 

that mapping the current workforce was the first 

step to a talent strategy that adds value. Under-

standing your pain points, internal skillsets, and 

areas where available talent needs augmenting 

can help to create a contingent talent strategy 

that is aligned with wider business goals. It also 

reduces the likelihood of organisations being hit 

by unexpected and expensive talent shortages. 

“Focus on the work. The work that 
needs to be done. Then come back 
in and look at the type of workers 
who will do that work. You can figure 
out everything else from there.”

Teresa Carroll (EVP; President, Global Talent Solutions; 

and GM, Sales/Marketing/HR, KellyOCG)
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05
Unlocking hidden 
potential through a 
growing contingent 
workforce 

Hidden  
Talent

What do you think of when you imagine the  

contingent workforce? Is it a headache of  

legislation and complicated working  

arrangements or the possibility of connecting 

with an untapped group of talented individuals? 

For some of our contributors, it was definitely the 

latter, with many highlighting the opportunities 

that the increasingly flexible and agile workforce 

provides. From accelerating and supporting 

non-traditional ways of working to opening up the 

workforce to marginalised but talented groups. 
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With a rise in  
contingent  

workers and  
flexible working 

comes the availability 
and normalisation of 

offsite working.
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With a rise in contingent workers and flexible working 

comes the availability and normalisation of offsite 

working. And our contributors saw this as one of the 

greatest opportunities of the contingent workforce. 

Not only can organisations access valuable financial 

savings by utilising the global contingent workforce, 

they can also obtain a diverse range of skills that may  

be unavailable in their local geography.  

 

 

 

Even looking outside the major city hubs like London 

and Paris to less expensive regional locations can 

provide significant savings. Organisations need to 

think carefully about contingent roles and whether an 

onsite presence is truly necessary. By broadening their 

talent net across new regions and even new territo-

ries, they could access valuable skills efficiently.

Let’s Talk about Contingent Workers

A Truly Global Workforce
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Parent Potential 

“There are many skilled people who 
want to work part-time, especially  
parents, but they may not be actively 
looking because the majority of jobs 
advertised are full-time. Not all  
companies want to commit to flexible 
working at the job advertisement stage 
so we are missing out on this talent. We 
need to ask; how do we reach them?” 

Deb Aspinall  

(Contingent Workforce HR Partner, The Walt Disney Company)
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The playground offers a wealth of potential talent that 

has failed to be properly understood or leveraged. The 

rise of the contingent and flexible workforce offers 

opportunities for highly skilled men and women, many 

of whom have put their career on hold to support their 

family, to access part-time work on their terms. Allowing 

them to share their skills with organisations without the 

restrictions of a permanent position. Although some are 

finding their way into the contingent workforce,  

organisations can do more to tap into this diverse and 

highly skilled pool. Many parents who have left the  

workforce don’t know how best to access it in a very  

flexible way. Harnessing this contingent talent pool could 

be a very lucrative move in a talent-short market.

Let’s Talk about Contingent Workers
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Harnessing 
this contingent  
talent pool 
could be a very  
lucrative move 
in a talent-short 
market.
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The Rise of the Flexible Workforce
Exploring big ideas in the world of contingent talent

KellyOCG is the leading global advisor of talent supply chain strategies and workforce solutions. 
We align talent strategy to business goals to define what’s next for the future of work, enabling 
our clients to ditch the script on the old way of thinking. Through our vertical expertise and 
trusted advisor status with our clients, we make meaningful connections between talent and 
organizations, advancing careers and business goals.


