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The economic crisis of 2008/09 has affected every industry and business all over the world. The changing economic conditions forced all organisations to take drastic steps like layoff, terminations, reduction in benefits and many more. Continuous reduction in ROR and ROI necessitate the HR leader to rethink about human resource planning and change the traditional ways of hiring and firing. These fluctuations had changed the entire organisational structures and designs according to the needs. Now all experts from different fields are curious to know - 

"What type of business and business practises will be successful once the recession phase is over?” 

This economic tsunami has affected all departments of the organisations including human resource across the world.  HR leaders need to do thorough analysis of the responses to the recession and recovery plans adopted by different companies for successful survival. The following are the major HR issues that should be consider by HR executives -

· Effects of recession on HR planning, hiring and employee evaluation

· Organisations specific steps taken to cope up with  the recession

· Post -Recession Recovery Plans of different organisations 

· Role of temporary staff in new era

· De novo Plan of Staffing 

Recessionary Policies Adopted  


It was found that the most common response to this recession was reduction in the workforce. Statistics showed that nearly sixty-two percent of companies had laid off their employees as a direct response to the current economic fluctuation. All the companies irrespective of their size and location had removed their staff, freezed hiring processes and also holded back salaries of their employees to recover from this chronic situation. 

Now top level managers are looking inward to re-evaluate every process, structure and each head of expense to reduce the cost. They are reshaping the terms and condition of different contracts and agreements to improve cost/ benefit ratio. All these responses indicate cost-conscious behaviour of the companies.

U-Turn of the Economy 

Now the good news is that the recession phase is almost over. The “green shoots” of economic recovery are beginning to grow a little taller. There are positive signs in the stock market too. The prosperity is already on its way to certain economies such as BRIC (Brazil, Russia, India and China) ‏. One of the stimulating factors of this shift is drastically altered hiring pattern which has resulted from pervasive terminations.

New Recovery Plan

As an economy started taking U-Turn, all organisational heads are spending their time in developing Recovery Plan that will support their organisation for fast recovery. It is to be noted that organisations will not be reverting back to their old business practises, but will try to invent something new. These possible changes have created a lot of new opportunities for the human resource in different part of the World. All HR heads are grasping the opportunity of the favourable labour market to reshape and restructure their workforce and to initiate the recovery process of their company for post-crisis success.

Low-performing staff is actively replaced with high-performing new staff in nearly 63% of companies. In this slake time, 42% of organisations are developing new human resource plans in anticipation of recovery. The main focus of every business is on a cost control, workforce minimization, and maximizing the value obtained per employee. 

Post-Recession Changes in the Spending Pattern

There will be more demand for skilled professionals in all departments of the organisations in near future probably after April 2010. Companies are required to motivate their teams to take advantage of future opportunities. Employers should also invest in their existing workforce to reduce the chance of losing talented and hard working employees. Top leaders need to motivate those team members who shouldered the burden during tough times by rewarding their efforts. 

Post-Recession De novo Staffing Pattern

It is very important for HR executives to re-examine their workforce planning.  Rather than instituting short, reactionary changes, they should develop recovery plan that will benefit the business for the long-term. All the companies would not go back to their old ways but will try to develop new ways for doing a business. Companies while retaining the values of cost conscious introspection will adopt process re-engineering for refitting them for the good times. They will try to retain the benefits of the recessionary pattern like lower cost, effective cost /benefit ratio, running lean, at the same time strengthening capacity and flexibility. This crisis has created a new hiring pattern and has changed the entire scenario of staffing. 

Post Recession Job Movement

Alarming figures reveals that more than 1/3rd of employees are planning to change their careers once the economy recovers. This necessitates employers to invest in their staff if they want to retain talented employees after the recession. Once job opportunities increases in the market, dissatisfied employee will leave his present organisation. Hence it is important for employers not to take the loyalty of their employees for granted. Organisations are required to focus on building employee engagement by providing clarity around career paths. Managers are required to give priority to communication as a cost-effective way to reduce dissatisfaction among the employees, wanting to leave the organisation. 

After the recession, there will be increase in the mobility of workers. Nearly 1/3rd of workers planned to change their careers. 34% will switch jobs within the next year- in an ideal world. 41% from Banking & Insurance Industry and 40% Construction Industry will change their jobs. If we see the sect oral Changes nearly 25% from Private sector, 19 % from Public Sector, 17 % from the Voluntary Sector employees are planning to shift their jobs. 28 % looking for work in community, social and personal services, 20% wanted to move into Education while 17% were looking for Health & Social Work Opportunities.
This clearly indicates high job movement & high turnover rate in near future. But important thing to note that higher preference will be given for the “Public Sector Jobs” because of the job security.

The Role of Temporary Workforce


As recession phase is almost over, there are rays of hope in an economy. In anticipation of this recovery, organisations had already started developing recovery plans. This time they will employ temporary staff but in more targeted and specialised way. They will employ temporary staff to complete certain projects or to fill specific demands as required and not in the same manner as they used before. Nearly 25% of the organisations anticipate an increase in the size of their IT and Professional contingent staff in near future.


To fill current as well as future workforce demand and supply gaps, nearly 45% companies are planning to use temporary staff instead of hiring full time permanent staff. This is because of the benefits perceived  by the contingent workforce like  flexibility, costs effectiveness, possibility putting the right people in the right place at the right time, the ability to 'try before you buy', capacity to handle fluctuations. All these benefits are in accordance with the key demands of the new economy.

New Deal for New Challenges

To meet new challenges of dynamic situation, organisations staffing model are also changing. As companies are keener to reduce cost and improve their profit ratio, they demand more specialized temporary staff.  New partners are required to implement these new models of structures. The present working pattern with numerous Temporary Staff Supply Agencies will be discontinued in the coming two years. New model of contracting with one specialised service provider will emerged as a need of a day.

This external staffing provider with on-site presence will conducts all HR functions like of sourcing, screening, hiring, on-boarding, and managing temporary staff. They are cost effective and useful in preparing for recovery. Some of the characteristics of these service providers are consistent terms and costs, specific knowledge and expertise, higher-value candidates at lower risks.

Post- Recession HR Challenges

· Highest Employee Turnover Rate

· High Preference for Secured Jobs

· “War for Talent” will virtually disappear because of available of surplus talent  

· All companies are going to hire in the near future mostly after First  half of 2010 

· Till the Turnaround takes place, more application will be received for fewer positions 

· Unskilled and unqualified candidates will also apply

· Lot of screening and assessment of applications need to done to hunt for good talent 

· HR department have work very hard for retaining the present staff as well as to find right person for the right job.
· Once the recovery takes place and growth rates looks northwards, there will be talent war.

· Migration from the employers market to employees market

Revival HR Strategies

To cope up with these environmental changes we can implement the following strategies.
1. Create and communicate a de novo plan for post-recovery workforce.

2. Scrutinize and improve hiring and staffing 
processes.

3. Development of new evaluation techniques and parameters for selections.

4. Reassess staffing partners in light of 
new goals.

5. Look at how to use contingent workers most effectively.

6. Investigate effective ways to manage new workforce.

7. Fair evaluation of performance 

8. Compensation to maintain a Decent Lifestyle

To conclude I would like to mention that Indian economy had not faced recession problem severely may be because of 6 th pay commission declared by the govt at right time and election expenses. If our organisations follows mentioned strategies we will definitely come out of this recession very fast.
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