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Supply Chain Management is one of the most expansive 
and diverse disciplines within the business world.

From the global pandemic to trade wars, supply chain disruptions have wreaked 
havoc on many business lately, forcing companies to make dramatic changes to 

their supply chains.

The demand for supply chain talent is spiking towards unprecedented levels, 
especially for leaders that can redefine strategy and lead organizations through 

major change supply chain transformations.

According to DHL’s report, jobs in logistics and supply chain are expected to grow 
by 26 percent in the next 5 years with the demand for supply chain professionals 

to exceed qualified talent by a ratio of 6:1, possibly even reaching 9:1.

Supply Chain Careers and SCM Talent Group have collaborated to 
create a guide full of tips, tactics, and strategies you can implement to 

help attract and land the talent needed to keep your supply chain 
operating efficiently. 
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Having specialized in end-to-end supply chain recruitment for the last two 
decades, I know all too well that if you can’t hire and retain the right talent for your 

supply chain, you are putting your company at great risk.

http://www.dhl.com/en/press/releases/releases_2017/all/logistics/a_global_talent_shortage_crisis.html
https://www.scmtalent.com/
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Conducting a routine workforce 
planning study is important for 
optimizing your organization’s ability 
to hire and retain supply chain talent.

In a way, it’s similar to supply chain planning, 
but instead of planning for raw materials and 
finished goods, workforce planning involves 
developing a forecast for talent needs over a 
time period and ensuring that your 
organization is aligned with the right 
strategies and resources to satisfy talent 
demands.

Here are the key steps needed to get 
started with developing a workforce plan: 

Gain a Deep Understanding of your 
Company’s Talent Landscape
From a high level, you’ll want to gain a 
comprehensive understanding of your 
company’s short-term and long-term 
business goals, hiring patterns, attrition 
rates, recruiting metrics, succession planning 
efforts, strategic business plans such as 
mergers or acquisitions, and future hiring 
initiatives. Breakdown where you are today 
and where you are looking to go in the future 
in order to discover any gaps from a talent 
perspective.

Put the Right People in the Right Place
Gather business leaders, talent acquisition 
and HR partners from your organization to 
participate. You’ll want to collectively review 
the gathered data of your organization and 
develop a workforce plan that the business 
can utilize to determine the resources needed 
to ensure your company pro-actively stays out 
front of the talent needs. 

Conduct a S.W.O.T. Analysis

Administer a S.W.O.T. Analysis to better 
understand your strengths, weaknesses, 
opportunities and threats across each 
business unit, department and operation. 
Some important questions to ask:

- What is our growth trajectory?
- What are our attrition rates and why are 
people leaving?
- What mergers, acquisitions or divestitures 
are on the horizon that could impact our 
workforce and hiring plans?
- Are there any strategic hiring initiatives 
planned?
- Are we planning to open, close, consolidate 
or outsource any of our operations e.g. 
factories or DCs?
- How many retirees we’ll have within the next 
few years?
- Are there any gaps in our Succession Plan? 
- Who are our High Potential employees and 
what are we doing to retain and develop them?
- How diverse is our workforce? What can we 
do to make improvements?

1. Forecast Talent Needs Through 
a Workforce Planning Study

What are your company’s larger business goals and how will 
supply chain contribute to those goals?
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https://www.mindtools.com/pages/article/newTMC_05.htm
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1. Forecast Talent Needs Through 
a Workforce Planning Study

Develop and Continuously Optimize The 
Workforce Plan

Once you understand your company’s 
talent needs and gaps, you can develop 
the right corrective actions plans to close 
any gaps and align the proper resources 
needed to continuously improve talent 
acquisition, retention & development. This 
could include:

• Expanding or contracting your internal 
recruiting team

• Optimizing the interviewing process

• Conducting a compensation study to 
ensure it’s competitive for your 
industry and geographic markets

• Etc.

Re-evaluate your workforce plan at least 
once a quarter to track how your 
organization as a whole is performing 
against the plan. Also put key 
performance indicators (KPIs) in place for 
your talent acquisition & talent 
development functions. 

By putting in a robust workforce planning 
routine, you’ll position your supply chain 
organization to deliver desired results and 
minimize risks associated with executing 
on the company’s business strategy.
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2. Turn Your Supply Chain 
Organization into Talent Scouts

Before the Event

Sponsor Key Employees for  
Supply Chain Association 
Memberships and Conferences
You should consider paying supply 
chain association membership dues for 
your employees and encourage them to 
participate in local chapter meetings as 
well as national and global conferences. 
The education benefits alone are worth 
the investment, but if they can produce 
referrals for your supply chain openings, 
you’ll generate a much stronger return 
on your investment.

Create an Incentive Program

A great way to ensure involvement is 
through incentives for participating. 
Perhaps create an incentive that offers 
an award for the most referrals 
generated, such as an extra day off or 
cash award. 

Develop Talent Scout Training 
Curriculum
When it comes to sending a team to 
association events, it’s critical that you 
train them on how to proactively network 
and seek potential candidates to 
consider for current and future openings 
in your supply chain organization. 
Develop a Talent Scout training 
curriculum that includes the following: 

• Networking Best Practices – tips on 
how to “work a room”, best places to 
network, establish a rapport, etc. 

• Conversation Starters – list of 
icebreakers to help initiate conversations

• Elevator Speech Preparation – tips for 
developing a 30-second elevator pitch

• Communication Scripts – ensures all 
associates are using consistent 
messaging when it comes to explaining 
the company, open jobs, supply chain 
organization, career advancement & 
development opportunities, company 
culture, etc.

Many organizations undervalue the 
importance of joining Supply Chain 
Associations

They can be a goldmine for finding 
supply chain talent, building brand 
awareness, and serving as a 
continuous educational source for your 
employees.
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2. Turn Your Supply Chain 
Organization into Talent Scouts

Before the Event:

Establish Goals
Be sure to enter any event with a goal 
for what you would like to achieve. This 
could be building your brand, generating 
a certain amount of new contacts, etc. In 
addition, be sure to have a strong 
understanding of current or potential 
openings within the organization so you 
have a better idea of the types of people 
to connect with at the event.

Reach Out to Candidates
If possible, put together a list of 
individuals you are interested in having 
your team connect with. Be sure to have 
reviewed the event agenda, see who’s 
signed up, or review social media/ 
networking platforms to see who has 
mentioned they are attending the event.

During the Event:

Focus on Meeting New 
Acquaintances
It can be easy to talk to and socialize 
with the people you know but try to 
encourage employees to put themselves 
out there. This includes getting out from 
behind the booth, as typically you’ll have 
better luck connecting with people in the 
isles in between sessions.

Post Event:
Conduct a Debrief
Have all employees connect to review 
business cards and LinkedIn profiles of 
each prospect they met. Be sure to invite 
the supply chain recruiter and key hiring 
managers to help develop follow up action 
plans to ensure the right person reaches 
out to discuss employment opportunities.

Immediately Follow Up
Have your employees be sure to connect 
and follow up with anyone they met with 
who may be a fit within your organization. 
When you add someone to your network, 
send a brief personalized note. Even if you 
don’t have any job openings to consider 
these prospects for today, it’s a good idea 
to invite them out for coffee, lunch or 
dinner for relationship building purposes. 

Keep in Touch With The Most 
Promising Prospects
The best talent is not 
always available 
immediately. Keeping in 
touch with them can 
offer them the 
opportunity to consider 
moving to your 
organization when the 
timing is better.
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3. Create a Supply Chain Leadership 
Development Program (LDP)

According to DHL’s recent report, 58% of companies have a hard time finding employees 
with both operational experience and soft skills. It’s imperative for organizations to take steps 
to create more robust talent pipelines, as today’s supply chain leaders need to be able to 
think multidimensional. One way to do so is through creating a Supply Chain Leadership 
Development Program (LDP).

Why a Leadership Development 
Program?

Define What You’re Looking For in a 
Leader & Establish Program Goals

• Helps to market your supply chain 
organization as an industry leader that 
provides its employees with the ability 
to accelerate learning, skill 
development and leadership acumen.

• Enables employees to enhance their 
thought leadership and critical thinking 
abilities so they begin to think and act 
like supply chain general managers.

• Participants can hit the ground running 
in different areas of your supply chain 
after completing the program.

• Attract top graduates from your 
targeted universities while enhancing 
employee loyalty and retention rates.

• Allows for more promotions from within 
instead of looking outside your 
organization for qualified supply chain 
talent.

To get started, its important to understand 
what defines a strong leader within your 
supply chain organization. This includes the 
top skills and qualities individuals should be 
competent in such as strategic planning, 
operational excellence, business leadership 
and talent development.

One way is to assess current leaders within 
your organization. This exercise can also help 
with determining where you have skills gaps 
within your organization so you can leverage 
the Leadership Development Program to help 
close them.

Consider what you want this program to look 
like. What does your organization value? 
What do we want our future leaders to 
accomplish? 
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3. Create a Supply Chain Leadership 
Development Program (LDP)

Benchmark Leading Organizations
From here you should benchmark leading 
organizations that have mature LDP 
programs in place to help build a robust 
framework for your program. A few great 
examples:

• Amazon

• BCG

• GlaxoSmithKline

• Caterpillar
Keep in mind that these are just frameworks 
to go off. Each organization’s individual 
program should be tailored to close gaps that 
were identified through assessing internal 
talent within the supply chain organization.

Develop a Cross-Functional Team
Develop a cross-functional team from your 
supply chain organization to generate ideas 
for the program and it’s resource needs e.g. 
identifying the functional areas that should 
host work rotations, training needs, etc.

You may want to consider enrolling mid-level 
directors and managers in a certification 
course  where they can learn best practices 
for implementing a LDP program within your 
organization, especially if you have no prior 
LDP program experience.

Establish LDP Framework

With creating the skeleton of a supply chain 
leadership development program, your 
framework should include:

• Length of Rotations: Do you want 
participants to rotate through various 
areas of your supply chain 
(procurement, planning, logistics, etc.) 
or expand into other departments such 
as finance and IT? 

• Projects & Training: Are there ongoing 
needs within specific areas of your 
supply chain that could use assistance? 
Go back to the skills and qualities you 
look for in a leader and establish where 
in your organization an individual can 
obtain or further those specifically.

• Communication Templates: Establish 
program agendas, action plans, 
progress reports, and an exit plan for 
when a rotation wraps up. Having these 
touch points and a strong process can 
help ensure program success.

Assign a Supply Chain Mentor
Assign each participant a supply chain 
mentor within your organization. As 
participants rotate throughout different areas, 
they will have steady guidance from their 
mentor who can also enhance their 
leadership skills. Have some of your best 
senior level mentors as part of the leadership 
group - developing and sponsoring the 
programs.

• Honeywell 

• Microsoft

• Siemens

9

https://www.amazon.com/
https://www.bcg.com/en-us/
https://www.gsk.com/en-gb/home/
https://www.caterpillar.com/en/careers/career-areas/college/professional-development-programs/leadership-technical-development.html
https://pe.gatech.edu/certificates/supply-chain-leader-development-program
https://www.scmtalent.com/tips-establishing-supply-chain-mentorship-program/
http://www.scmtalent.com/
https://www.honeywell.com/us/en
https://www.microsoft.com/
https://www.siemens.com/


3. Create a Supply Chain Leadership 
Development Program (LDP)

Routinely Evaluate Program
Be sure to conduct regular evaluations with all 
participants involved with the program to check up 
on their progress, growth and advancement. Be 
sure to discover:

• Are there any areas to improve upon?

• Are the participants developing the right 
skills? 

• How well are past graduates of the program 
doing from a performance review 
perspective? 

In some ways, LDPs are like long-term staffing 
strategies, and you want to be careful to not lose 
these valuable team members. A Leadership 
Development Program provides a pipeline of 
leadership talent within your organization while 
improving retention rates and developing 
organizational leaders. 

There are dozens of organizations who have 
developed SCLDPs, so taking notes from them on 
the process can expedite your own program’s 
implementation and success.
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4. Develop Employer Branding Strategy
To keep up with hiring demands in a tightening labor market, it’s important to deploy 
creative marketing and employer branding strategies to help attract the right talent. Here 
is our top tips for developing or optimizing a supply chain employer branding strategy.

Unify the Brand of Your 
Organization
You’ll want to create career branding materials 
that accurately highlight your organization, 
culture, history, career paths and especially 
the benefits of working for your company and 
its supply chain organization. Many 
organizations neglect how important it is to 
have a consistent brand image across the 
entire organization.

If you don’t know where to get started, a great 
place to begin is with your company values. 
These are the things that are important to the 
company culture and will help shape a strong 
brand image. Then partner with your 
marketing department to brainstorm ideas on 
how to execute, or consider outsourcing this 
work to an agency with strong employer 
branding experience.

Key information to include:

• Highlight your company’s vision, 
values, mission statement, culture 
and unique value proposition

• Emphasize your tagline and 
positioning statement. Ask yourself 
“How are we different from our 
competition?” 

• Incorporate a few employee 
testimonials, ideally using video as 
this format resonates better

• Demonstrate why your company is 
a great place to work and provide 
an overview of the career 
opportunities that exist within your 
supply chain organization

• Breakdown your supply chain 
department. What makes this 
department unique and what does 
your supply chain footprint look like? 

Create or Upgrade 
Your Career Website

When you’ve established a strong 
organization brand, you’ll want to 
create or optimize your careers web 
pages, making it easier for candidates 
to find your company, learn more 
about the benefits of working for your 
firm, and apply to open opportunities.
A few things to consider:

Easy to Find
Your career page should be easy to find on your 
website, not buried in navigation or worse, listed 
at the very bottom of your website. Ideally, your 
main career webpage should be listed at the top 
of your website within the primary navigation 
menu.

“Why Should I Work For You?”
According to recent LinkedIn research , 62% of 
professionals ranked this as the deciding factor 
when applying for a job.
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4. Develop Employer Branding Strategy
Create or Upgrade 
Your Career Website

Focus on the Audience
It may be beneficial to develop a persona of 
who your target audience (applicants) are-
and put together the copy like you’re 
speaking to one person. For example, if you 
are looking to attract logistics professionals, 
you’ll want to speak their language, 
incorporating keywords like transportation, 
warehousing, etc.

Collaborate with Marketing & 
Web Design
Collaborate with your marketing and web 
design team to apply a compelling theme that 
attracts candidates and motivates them to 
engage and apply with your organization.

Testimonials from Top Performers
One great way to promote your organization 
is through embedding videos and testimonials 
of top supply chain associates within your 
career pages. Have them talk about what 
they do, how they’ve been able to grow their 
careers at your organization and speak to 
some of the key projects that have driven 
value for the supply chain organization. 

Create a Strong Call to Action
We encourage you to set up a call to action on 
multiple pages of your website with the goal of 
making it easy to access your job listings or upload 
their resume to your database. For example, we 
have “Upload Your Resume” displayed in the 
sidebar content of our website which has 
significantly increased applicant flow to both our 
general resume database.

Optimize Job 
Descriptions

Job descriptions are moving away from 
listing out arbitrary skills and 
qualifications that some compensation 
person came up with through internet 
research. If you want to attract the right 
talent, your job descriptions should be 
focused on storytelling, describing the 
key objectives of the role, and how the 
position can benefit the candidate’s 
career.

Consider supporting your job 
advertisements with images, 
infographics or a video. The goal is to 
articulate how the candidate would 
benefit in the job and within your 
company.

We’ve also put together a more in-depth 
blog post dedicated to the top ways you 
can optimize job descriptions in order to 
attract top supply chain talent.
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5. Expand Sourcing & Recruiting Channels
If you are posting a role towards active jobseekers, you are basically fishing from a 
freshwater pond (active candidates) versus the ocean (passive candidates). This is 

why it’s critical to expand your sourcing tactics beyond job postings in order to 
discover and land the most qualified individuals. 

Here are a few candidate sourcing channels to 
utilize in order to improve your ability to attract 
and recruit top supply chain talent:

Tap into Supply Chain Associations
Supply Chain associations such as APICS, CSCMP, ISM, 
WERC and the like can be a goldmine for recruiting supply 
chain talent. Networking with supply chain association 
members can help build awareness of your company while 
providing excellent learning opportunities.

Consider sponsoring your local chapter meetings, paying 
membership dues for your supply chain employees, and 
sending them to chapter meetings as well as national or 
global conferences to scout talent. Most associations have 
online membership directories to help facilitate networking 
amongst members, providing another channel you can 
explore to find supply chain talent. 

Develop an Employee Referral Program

Candidate referrals are typically the top source for hires in most 
companies. A proven way to improve the quality and quantity of 
your applicant flow is to create an employee referral program.

To ensure participation across your supply chain organization, 
the referral program should be driven by your supply chain 
recruiter and HR partner, and sponsored by your most senior 
supply chain executive. While you can get by with a manual 
process to run your employee referral program, it’s best to 
implement an automated system to drive better results and 
track the source of referrals and hires, such as JobVite or 
Jobcast. Providing incentives such as cash or a vacation 
package can help drive better results as well.
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5. Elevate Direct Sourcing Ability

Create Partnerships with the Right 
Supply Chain Universities
Partner with universities that have the type of 
supply chain degree program that align best 
with your entry-level job requirements, 
company values and culture. Establish 
rapport with potential new hires by having 
members of your team attend university job 
fairs. Be sure to post your jobs with each 
university and outline the benefits of working 
for your organization. 

Once you start hiring entry-level candidates 
from your targeted universities, have these 
employees go back to their alma mater to 
help recruit supply chain students. Nurture 
these relationships so when students start 
thinking about employers to target, your 
company is at or towards the top of their list.

Mine Your Internal Database
When we post our supply chain job openings 
, not every applicant is the right fit for that 
opening at the time. However, it’s very 
common that we recruit and place candidates 
that aren’t a fit for the role they initially apply 
to with future searches that we work on.

A best practice is to have your supply chain 
recruiter proactively data mine your resume 
database and segment candidates into a list 
or perhaps tag them by keyword, assuming 
your applicant tracking system (ATS) has 
these types of features.

Use Paid Recruiting Tools
Consider paying for additional tools, like 
LinkedIn Recruiter, to help expand your 
network for sourcing supply chain talent. 
This tool isn’t cheap, but it provides access 
to all LinkedIn members, comes with a ton 
of candidate search filters that enable you 
to quickly identify candidates that align with 
your job criteria, and allows for direct 
messaging via InMail to help connect with 
the passive candidate market. Consider 
using other tools with rich databases of 
contacts such as Zoominfo.com and 
Data.com, for example.
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5. Elevate Direct Sourcing Ability
Considering Hiring Outside Your 
Preferences
If you work in operations, including logistics, manufacturing, etc., consider connecting with 
returning military, as they typically have the skills but may be overlooked due to the 
military/civilian sector gap. It's also important to consider candidates who are outside of your 
"ideal" candidate, who may be older, have employment gaps, etc. Typically, these can be due to 
circumstances like an illness or caring for a family member, and these people are commonly 
turned down, so they can be hungrier for an opportunity.

Post on Specialized, Niche Job 
Boards vs. Generalist Job Boards
Job boards typically rank low on most 
companies list of sources for attracting and 
hiring supply chain talent. With that said, we still 
encourage you to post your positions as 
sometimes you can get lucky, plus you’re 
building your resume database with candidates 
that you may be able to hire in the future.

We recommend that you post on niche job 
boards that cater to supply chain professionals 
such as www.supplychaincareers.com versus 
the generalist job boards where your job listing 
can drown in an ocean of job listings. Job 
boards that focus within the supply chain 
discipline drive more relevant applicants who 
have experience or interest in your specific 
focus areas.

Engage with a Supply Chain 
Recruiting Firm
If you’re a small or mid sized company that 
doesn’t have the hiring volume to support 
hiring a full-time supply chain recruiter, or if 
you’re struggling to fill a key position and it’s 
causing pain in your business, you should 
consider engaging a supply chain recruiting 
firm.

Be sure to conduct research, both through 
your network and online, to  as not all 
recruiters are equal. Many specialize by 
industry, function, job level and geography 
area while some firms, like ours, recruit in 
almost every industry..
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6. Implement a Mentorship Program
Establishing a supply chain mentorship program is a proven way to attract, develop 
and retain talent. While setting up program is simple and cost-effective, there is no 

such thing as a “one size fits all” model. We’ve compiled a simple step-by-step 
outline to develop and implement a program:

Establish Program Objectives and 
Guidelines
It’s important to establish the main goals of 
your mentorship program so you can 
structure the program around the 
organization’s most important objectives. 
For example, a program focused on 
employee retention will look different that 
one centered around leadership training. 
Ask yourself the following questions: What 
are our most significant challenges from a 
talent perspective? What is the desired 
outcome? Who will participate? How long 
should the mentorships last?

Designate a Mentorship Program 
Coordinator & Steering Committee
An effective mentorship program has one dedicated individual who will oversee the 
implementation and management of the program. You should consider creating a cross-
functional steering committee as well to assist this individual with the program. The 
steering members should consist of members from your supply chain leadership team, 
Human Resources and leaders from your operations e.g. manufacturing plants or 
distribution centers. 

This structure is conducive for cross training your workforce and improving collaboration 
between corporate supply chain employees and operations/field staff.

In addition, involvement from the top down can help ensure the success of the mentorship 
program so it’s recommended that the senior-most leader e.g. Chief Supply Chain Officer 
serve as the program sponsor. This helps to emphasize the importance of mentorship to 
the supply chain organization and can help drive participation throughout the workforce, 
from corporate to each manufacturing or distribution facility across your supply chain 
footprint.
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6. Implement a Mentorship Program

Pair Mentor/Mentee

Manage Expectations
It’s important to communicate what the mentee 
and mentor should expect from the program as 
well as what not to expect, such as special 
treatment for promotions, for example. Both 
should have a clear understanding of the time 
commitment and program guidelines as well.

A strong mentor-mentee relationship can help 
new employees learn the ropes from a veteran 
employee and find a source for supply chain 
management career advice, while also helping 
the more seasoned worker see solutions and 
approaches to company initiatives or challenges 
from a fresh perspective.

Mentoring can exist in a group setting, but the 
most common model is one-to-one. There are 
many software systems you can evaluate that 
use algorithms to help pair mentors and 
mentees, track meetings, establish goals, 
measure results, and much more. If you’re a 
smaller organization, you can get by with a 
manual process using Microsoft Office 
applications to create basic forms that collect 
pertinent information for the mentor and 
mentee to aid with pairing.

Be sure to conduct research to determine the 
best model for your organization and consider 
running a few mentorship pilots before 
expanding the program across the workforce. 
Allow for some judgement “fit” between 
mentor and mentee. Remember that these 
people and the relationship should work.
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6. Implement a Mentorship Program

Develop Framework

Measure Results

Mentor pairs may structure their time and meeting agendas differently depending on the 
goals and objectives of each mentorship. However, it’s very important to put a solid 
framework in place that enables success throughout the lifespan of the mentorship.

The framework should include basic communication templates, meeting agendas, action 
plans and progress reports. You’ll also want to establish an exit plan that successfully ends 
the mentorship and collects feedback on what went well, what didn’t go so well, etc. This is 
valuable information that can be used for coaching and developing both mentors and 
mentees so they can make improvements for the next mentorship that they enter into.

While it’s critical to ensure that your supply chain mentorship program is helping both the 
mentors and mentees reach their goals, it’s equally important to measure the overall 
success of the program to ensure it’s driving the right results based on the program’s goals 
and objectives.

If your main goal is to improve retention, track your attrition rate to ensure you’re seeing 
steady improvements. If your goal is to improve employee engagement, you should be 
conducting pulse surveys, one-on-ones and exit interviews to ensure that employee 
engagement is improving throughout your supply chain organization
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7. Develop An Employee Referral Program

Referral programs can vary from company to company based on company culture, supply 
chain organizational structure, and the overall goals of the program. 

We’ve identified six common characteristics that you’ll find in most successful employee 
referral programs.

A proven way to improve the quality and quantity of your applicant flow is to create an 
employee referral program for your supply chain organization. 

According to Dr. John Sullivan , an international HR thought leader, 88% of employers claim 
that referrals are the #1 source for hiring above-average candidates. A recent report by ERE 
found that after one year, retention of referred employees is 46% compared to 33% from 
career sites and 22% from job boards. On average, it only takes 5 referrals to make a hire, as 
with a job board it can take hundreds of applicants.

Establish Referral Program Goals

It’s important to put together a clear vision of 
what you are looking to gain. While the 
ultimate goal is to land more referral 
candidates, ask yourself the following: “What 
are our top hiring challenges? What are the 
talent gaps that exist within our organization 
and where is our highest turnover?

As you put together goals, remember to get 
specific. Creating hard numbers allow you to 
focus on building awareness within your 
company so associates are aware of the goal 
and can work together towards achieving.

Consider Implementing a Referral 
Tracking System
If you’re a smaller organization with only a 
few openings each year, it can be possible to 
manually track referrals. However, the larger 
your organization, the more complex it can 
become to stay on top of employee referrals.

Your program should stick to the K.I.S.S. (Keep It 
Simple, Stupid) philosophy. The less steps that 
employees have to take to make a referral, the 
better. A referral tracking system or applicant 
tracking system (ATS) is a great way for the 
talent acquisition team to track employee 
referrals internally.

Some referral tools to consider:

• GetAmbassador.com – One of the most 
popular and well-reviewed tools for referral 
programs online and trusted by world’s most 
recognized brands.

• Referral Rock - Provides everything you 
need to build a robust referral program which 
you can easily integrate with your system 
while automating the management process. 

• Extole.com – Easy, simple, and intuitive—
the exact kind of program you want if your 
focus is to make the process as navigable 
for your employees as possible.

• JobVite - A comprehensive recruiting 
platform that accelerates recruiting through 
an easy to use ATS, social recruiting 
capabilities, advanced analytics and more.
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7. Develop An Employee Referral Program
Train Your Supply Chain Workforce
Another good practice is to spend time 
training your employees on how to generate 
referrals and utilize the system you have in 
place for submitting and tracking referrals.

The curriculum should include:

• What qualifications are you looking for in 
a referred candidate? Specific supply 
chain skills or other traits? What 
leadership values are most important? 

• High-level overview of how to use the 
referral system and how to refer 
candidates

• A “fact sheet” that highlights key 
company statistics, the supply chain 
footprint, and related organization 
details, and other information that 
employees can leverage to help 
generate interest from potential referrals.

• What can employees expect to occur 
after referring a candidate? Will they be 
notified and how? Is there an incentive 
provided and if so, when will employees 
receive it?

Provide Timely Feedback
If someone on your team takes the time to 
refer a candidate, providing recognition and 
updates is critical. This doesn’t mean wait until 
a hire is made to provide the first update. At a 
minimum, thank the employee upon receipt of 
each referral via an automated email 
response, when a decision is made on 
whether or not to invite in for an interview, and 
when a final hiring decision is made. The more 
transparent you are with your employees 
throughout the referral process, the more

likely they will be willing to generate referrals in 
the future.  

One way to increase employee engagement is 
to have the referring employee participate in the 
interview process with his or her referred 
candidate. The employee could welcome the 
candidate upon arrival to an interview, take the 
person to breakfast or lunch, or lead the 
individual through a tour of your facility. 

Keep Employees Up to Date on 
Supply Chain Job Openings

If your employees aren’t generating referrals, it’s 
typically due to a lack of awareness of current 
job openings or not understanding how to make 
a referral. If you have invested in the right 
employee referral program software or ATS, 
your employees will have the ability to refer job 
openings to individuals via email as well as their 
social media channels such as LinkedIn, 
Facebook and the like. If you don’t have the 
right software don’t fret, weekly email reminders 
to your staff containing a list of your job 
vacancies is another way to enable visibility and 
sharing of your job postings.
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7. Develop An Employee Referral Program
Keep Employees Up to Date on 
Supply Chain Job Openings
Another way to improve engagement is to pay referral bonuses for each referral hired. However, 
cash bonuses aren’t always necessary, and even if you do provide them, there are other ways 
to engage employees throughout the process:

• The supply chain executive can acknowledge employees who referred new hires during 
through an email announcement or town hall meeting

• A thank you note or email from the talent acquisition team for each referral submitted

• Provide immediate small rewards, like a $50 gift card for each referral

• Create a “point” system and track activities like 5 points for tweeting a job opening, 15 
points for each referral, 500 for a hire, etc. Employees can then  “cash in” their points for 
rewards like a day off of work, gift card, etc.

Measuring the Program Results
Measuring efforts and results is critical for understanding the success of the program as well 
areas to improve upon. While metrics can vary depending on the goals you’ve set for the 
program, here are some good metrics to track:

• The percent of hires that came from referrals - If this isn’t as high as you want, you may 
want to simplify how employees submit referrals or improve how you promote the 
employee referral program within your organization.

• The number of referrals that receive a response from the company - While the goal is 
100%, this really depends on how you set up your program. Are you only reaching out to 
qualified candidates? If this number is too low, you can adjust your expectations or refocus 
on how you reach out to referred candidates.

• The percentage of "qualified" referrals - This is the number of referrals who are qualified 
enough for an initial resume review or first-round interview. If this number is low, your 
employees are referring the wrong people and need more training to better understand the 
job qualifications.

• The participation rate - Many times a small percentage of the workforce is responsible for 
a majority of the referrals. If this is the case, you’ll need to improve how you promote your 
program to your workforce, provide better incentives for making referrals, etc.

• The quality of hires - This is a fantastic way to understand how well candidates referred 
from employees are performing within the organization compared to candidates hired via 
other sources. If you’re getting great results from hires generated from employee referrals, 
you may be in a position to reduce you spend on other sources and invest into continuously 
improving your employee referral program to drive stronger results.
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8. Streamline Hiring Process

Use S.W.O.T. Analysis to Breakdown 
The Current Process

Is your supply chain organization suffering because your hiring process moves at the speed 
of molasses? Are your candidates dropping like flies because you’re requiring them to go 

through too many rounds of onsite interviews?

To stay on top of your hiring demands, it’s 
imperative that you focus on doing whatever 
it takes to remove bottlenecks that delay 
your ability to make quick hiring decisions 
and lead to a poor candidate experience. 
Here are a few ways you can streamline 
your supply chain hiring process: 

A great place to get started is by breaking 
down every aspect of your current hiring 
process.  Administer a S.W.O.T. Analysis to 
better understand the Strengths, 
Weaknesses, Opportunities and Threats 
within your hiring process. You’ll want to 
develop a cross-functional team for this 
effort consisting of recruiters, key hiring 
managers, and HR business partners. 

Here are some questions that you’ll want to 
review together:

• Who does what, when and how within 
our organization as it relates to the end-
to-end hiring process?

• Where do we have bottlenecks in the 
process that create a negative candidate 
experience and increases our time to fill 
metric?

• How do we kickoff a new search 
opening? What information is captured 
regarding the opening and are we giving 
our recruiters all pertinent details needed 
to effectively source the right 
candidates?

• How is the organization performing 
against its hiring objectives and KPIs 
e.g. quality of hire, time to fill, offer to 
acceptance ratio, etc.?

• Is our interviewing process sufficient for 
quickly vetting candidates and 
maintaining a positive candidate 
experience?

• Is our approval process causing delays 
as it relates to approving new 
requisitions and job offers?

• Is our recruiting team alerted the 
moment we have a backfill or new 
requisition approved or the last in the 
organization to find out?
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8. Streamline Hiring Process

Identify Bottlenecks
Through our experience in both corporate 
recruiting and agency recruiting, we have 
observed two areas where many employers 
tend to have bottlenecks. The first is with 
their requisition approval process. For some 
organizations, it can take several days or 
even weeks to approve a new position due 
to requiring too many approval signatures 
from leadership. By the time the requisition 
is approved, there’s added pressure on the 
recruiter to get it filled quickly and the 
company suffers while the position is left 
vacant longer than necessary.

The second is making hiring decisions and 
approving job offers. Delays in extending job 
offers can lead to losing out on top 
candidates, as most candidates will have 
multiple interviews going on when they’re in 
job search mode. Maintaining a strong 
sense of urgency when it comes to hiring is 
critical for success.

Determine Opportunities for 
Improvement
Once you’ve broken down the end-to-end 
hiring process, determine where you have 
opportunities for improvement and develop 
corrective action plans to close any 
performance gaps. It may be beneficial to 
bring in a talent acquisition consultant or 
Lean expert that can help map out and 
optimize your hiring process. You should 
also benchmark leading companies that are 
known for having great hiring practices such 
as Google for example, and apply similar 
tactics to your hiring process.

Optimize Key Hiring Forms / 
Documents
While it requires more work on the front-end, 
make sure you have a detailed “intake” 
process form that captures the right information 
needed regarding the opening. You’ll want to 
capture more than just the job requirements, 
but key deliverables, department culture, 
supply chain objectives and challenges, etc.

You’ll want to develop strong job descriptions 
that go beyond listing out your ideal job 
requirements and job responsibilities. Ensure 
that your job descriptions provides a solid 
overview of your company, pertinent details 
about the organization/operation that the 
position leads or reports into, details the main 
objectives of the role, explains how the 
candidate would benefit from joining your 
organization, and provides other key 
information that helps to attract top candidates.
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8. Streamline Hiring Process

Improve the Interview Process
When it comes to the interviews themselves, many companies rely on HR to develop interview 
guides with questions that aren’t always applicable to every role in your organization. Take a 
collaborative approach to help put together the right set of interview questions that enable you 
to properly vet candidates based on past performance against the most critical functional, 
technical, leadership and cultural fit criteria.

Strive to put the right balance of interviews in place that properly assesses candidates and 
enables quick hiring decisions. 

We recently worked with a large 3PL that required candidates to go through up to EIGHT round 
of interviews. We ended up firing this client as every candidate that we put through the process 
became frustrated and ended up opting out of consideration or accepting other job offers.

Train Your Employees to Master the 
Art of Interviewing

Due to the supply chain talent gap and a tightening labor market, it’s imperative that your hiring 
managers and interviewers are well equipped to “sell” candidates on joining your organization in 
addition to assessing them. 

Consider putting together a training session for interviewers and new hires that join your 
organization so everyone communicates using the same message when it comes to how to sell 
your company to candidates exploring opportunities with your organization.
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9. Right Size Recruiting Team

What Makes Hiring in Supply Chain Difficult?

The most successful employers understand how to right-size their talent acquisition 
departments to allow for a proactive recruiting function versus a reactive, “the squeaky wheel 

gets the grease” function.

They also view their recruiting departments as a strategic, value-added function and invest 
ample resources into optimizing their recruiting teams, processes, and systems in efforts to 
attract, source and hire top supply chain talent.

On the other hand, inefficient employers view their recruiting departments as a transactional, 
paper-pushing organization where the top source of candidates is typically yielded from job 
postings, mostly active candidates, versus direct sourcing passive candidates.

Hiring in supply chain is much different and typically more complex than other corporate 
functions. This is due to the diversity of functions, departments, job titles, jobs levels and job 
locations that commonly exist across within corporate offices and operations, such as factories, 
distribution centers, and other operations.

Other factors that have increased the level of difficulty and complexity in recent years can be 
attributed to rapid advancements in supply chain technologies, globalization, and a major 
supply chain talent shortage. 

The Importance of a Strong Talent Acquisition Department

I’ve seen many employers make the mistake of under-staffing and under-resourcing their talent 
acquisition departments, especially on the supply chain side. This “do more with less” 
approach that many corporations deploy is a driver of poor performance that leads to negative 
candidate experiences, and ultimately forces the business to suffer when they can’t fill their job 
vacancies in a timely manner. You just can’t afford to take this kind of risk in today’s ever-
changing business world, especially with the tightening labor market in supply chain and low 
unemployment rates that exist in most industries.
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9. Right Size Recruiting Team
Aligning the Right Tasks with the Right People

Always Have Contingency Recruitment Resources in Place
It’s imperative to not only have the right recruitment resources in place internally but also to 
have ample contingency resources to handle spikes in hiring or turnover within your recruiting 
department. This can vary from having access to independent or hourly recruiters to 
supplement your full-time team or a list of pre-approved supply chain recruiting agencies in 
place to help with your most difficult and critical hiring needs.

If you need to outsource recruiting efforts to a search firm, look for sourcers and recruiters with 
deep supply chain recruiting experience as they’ll understand the complexities, will know how 
to property assess candidates, and can leverage their supply chain contacts and relationships 
to expedite hiring for your organization.

When it comes to right-sizing your recruiting team, it’s critical to align the right tasks with the 
right people to enable success. For example, a very common mistake employers make is 
having their recruiters handle administrative tasks such as interview scheduling, escorting 
candidates to interviews, offer letter development, and background check administration.

The more administrative work that you assign to your recruiters, the less time they have to 
spend on sourcing and making contact with top supply chain candidates. Don’t you want your 
recruiters spending most of their time on finding the very best talent for your organization 
instead of performing administrative tasks?

Allocating these administrative tasks to an administrative assistant or staffing coordinator will 
free up time for your recruiters to focus on more value-added work, such as direct sourcing and 
pipeline development. Focusing on direct sourcing talent instead of relying on a “post & pray” 
recruitment strategy is critical for success, especially in a tightening labor market and with 
major shortages of talent within the supply chain discipline.
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10. Upgrade Recruitment Tools

Expand Candidate Sourcing 
Channels

Do your supply chain recruiters have the tools and resources in place to fill your hiring needs 
in a timely manner? Are your recruiters leveraging multiple sourcing channels to identify, 

attract and engage both active and especially passive supply chain candidates?

It’s important to note that a successful 
recruiting program goes beyond relying on 
an applicant tracking system (ATS) that 
this tool primarily processes inbound job 
applicants generated from job 
advertisements.

It’s critical to focus your efforts on 
developing or improving your ability to 
“direct source” talent from your competitors 
and other companies that employ the type 
of supply chain talent that fits your unique 
company mold.

In short, these sourcing channels can and 
should include:

• Tap into the leading supply chain 
associations and turn your supply 
chain employees into talent scouts

• Develop an employee referral program

• Create partnerships with supply chain 
universities 

• Mine your internal resume database

• Post jobs on specialized, niche job 
boards using strong job descriptions 
that attract top supply chain talent

• Engage with a supply chain recruiting 
firm

Upgrade / Implement An Applicant 
Tracking System (ATS)

An ATS can help employers automate many 
of their recruiting and hiring processes, which 
leads to increased productivity, stronger 
employer branding, and a better candidate 
experience. If you’re using an older, legacy 
system that leads to a “work harder not 
smarter” user experience, such as having to 
click through too many screens or forcing 
candidates to fill out too many data fields, 
then it’s time to upgrade to a more advanced 
system.

There are dozens of applicant tracking 
systems to choose from these days, some 
great and some that really shouldn’t be in 
business, so take plenty of time to thoroughly 
evaluate your options to ensure you select 
the best package for your particular needs. In 
addition, we strongly encourage you to 
thoroughly check customer references once 
you narrow your ATS choices down to a few 
finalists, as many software providers are very 
good at putting on a strong demo but often 
times fail to address limitations or issues with 
their software.
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10. Upgrade Recruitment Tools

What Does a Strong Applicant Tracking System Look Like?

• Excellent communication and sourcing capabilities to identify and engage candidates 

quickly with as little effort as possible e.g. SMS texting and drip email campaigns

• Less clicks and data entry requirements

• Social media sharing & website integration for job postings

• Strong reporting capabilities to track and measure recruiter productivity and KPIs

• Omni-platform system: accessible via mobile phone, tablet, and computer

• EEOC & OFCCP compliant (critical if you are a government contractor)

• Robust online training & excellent customer support

• Integration / syncing with your email service provider and calendar

• Automates routine steps in the process (candidate scheduling & communications)

• Integration with free and paid job boards to reduce administrative burdens associated with 

manual job postings

• Integration with your ERP or HRIS system is a plus to improve data reporting while 

mitigating duplicate data entry tasks

Implement Additional Candidate Sourcing & Recruiting Tools
There are dozens of tools beyond an ATS system that can simplify your ability to identify supply 
chain talent and streamline your recruiting process. These tools range from add-ons for your 
ATS and CRM system to browser extensions that can aid with finding email addresses, to email 
add-ons that allow you to gain deeper insights into candidates and more.

We’ve included a link to some highly reputable resources that cover the top tools, systems and 
sourcing methodologies that your organization can explore for improving your ability to source 
and recruit supply chain talent.
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In Conclusion

If your company is struggling to attract, hire and retain talent 
for its supply chain organization, it’s imperative that you 
take action as the supply chain talent gap is predicted to get 
worse before it gets better. 

Through routine workforce planning exercises, you can 
identify performance gaps in your organization from a 
people, process and systems perspective and develop 
corrective action plans that close the gaps. 

Through implementing any of the 100+ tactics, strategies 
and tips described in the eBook, you can focus on 
continuously improving your ability to attract, hire and retain 
the talent needed to run and optimize your supply chain.

If you would like to discuss these initiatives or need help 
from a supply chain recruiting and hiring perspective, 
please contact us and we'll be happy to discuss how we 
may be of assistance.
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120 Coxe Ave Unit 1A | 
Asheville, NC 28801

877-236-0420

info@scmtalent.com
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About SCM Talent Group
To date, SCM Talent has filled 1,000+ supply chain and related positions ranging from 
executive-level in corporate headquarters settings to leadership and staff-level roles 
across large networks of manufacturing and distribution facilities throughout the 
United States. 

Searching for a new role can be stressful and frustrating, especially if you’re struggling 
to get through the online application black hole.

SCM Talent Group has a long history of connecting supply chain talent with diverse 
clients that include manufacturers, retailers, wholesale distributors & logistics service 
providers. 

While filling supply chain jobs for our clients is at the core, equal value is placed on 
providing expert-level advice that can help you accelerate your career in supply chain.

• Chief Supply Chain Officer
• President
• EVP of Global Supply Chain
• VP of Supply Chain
• Dir. of Supply Chain Management
• VP of Logistics
• VP of Distribution
• VP of Transportation
• Dir. of Global Warehousing
• Dir. of Transportation
• Dir. of Global QA

Partial list of Positions Filled

Chief Operating Officer
VP of Procurement
Dir. of Global Procurement
Dir. of Supplier Development
VP of Supply Management
VP of Inventory Management
Dir. of Supply Management
Dir. of Replenishment
VP of Operations
Materials Manager
Dir. of Operational Excellence
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Contact Us!
828-214-5050

info@supplychaincareers.com

www.supplychaincareers.com
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About Supply Chain Careers
Supply Chain Careers has recently just launched in 2021 and is working 
towards becoming the premiere career hub for the entire supply chain 
community, spanning all industries and functional areas that commonly 
exist under the supply chain umbrella.

Supply Chain Careers features an industry leading supply chain specialized 
job board that is updated daily with brand new opportunities from across 
the United States.

Alongside, Supply Chain Careers also features a podcast where today’s 
leading supply chain leaders are interviewed and give their advice.

Assisting as a career advisory partner to Students & Professionals in 
advancing their supply chain careers  while also providing Employer’s with 
the information necessary on how to hire and retain top supply chain talent 
is a core value of Supply Chain Careers. 
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