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Don't getyour wires crossed h/en
onboarding contingent workers
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Change how you hire. Everywhere. In every way.
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Introduction

When a new permanent employee joins your organisation, there is usually a structureo
onboarding journey waiting for them: induction sessions, compliance training, system access,

introductions to key stakeholders, cultural immersion, and clear objectives for the first 50,
00 and 90 days.

But what about your contingent workforce?

Contractors, freelancers, consultants and temporary workers now make up a significant
and growing proportion of the modern workforce. In many organisations, they are critical
to delivering transformation programmes, filling specialist skills gaps, and providing agility
N uncertain markets. Yet too often, they are thrown “in at the deep end” - expected to
perform at full capacity from day one with minimal context, limited support and

unclear expectations. The result? Slower productivity, avoidable risk, frustrated hiring
managers and disengaged talent.

If your contingent workforce is essential to your success, it’s time to ask:
how well are you really onboarding them?
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The Myth of the “Plug and Play” Contractor > Manager Frustration

Hiring managers who expect instant impact may quickly become frustrated if contractors struggle to

There is a persistent assumption that contingent workers require little to no onboarding. After all navigate internal processes. This can damage working relationships and undermine project momenturm,

they're hired for their expertise. They've “done this before” Theyre only here for a short time.

But expertise alone doesnt guarantee impact. 4. Talent Brand Damage

The contingent workforce talks. A chaotic onboarding experience spreads quickly across contractor networks
Even the most experienced contractor still needs to understand: and agencies. In a competitive skills market, this can directly affect your ability to attract top talent in the future

» Your organisation’s structure and decision-making processes
» The specific goals and constraints of the project
» Internal systems and tools

When contingent hiring is frequent and strategic, onboarding quality becomes a business performance issue
- not an administrative detail.

» Key stakeholders and reporting lines
» Cultural norms and ways of working

Without this context, even highly skilled professionals will spend their first weeks navigating
uncertainty rather than delivering value.

Onboarding is not about teaching contractors how to do their job. It's about equipping
them to do it effectively in your environment.

The Cost of Getting it Wrong

Poor onboarding of contingent workers can create hidden costs across the organisation.

1. Delayed Productivity

If system access takes two weeks, if documentation is unclear, or if objectives are poorly defined
you are effectively paying for ramp-up time that could have been minimised.

2. Increased Risk

Contingent workers often operate across sensitive systems and data. Inadequate compliance briefings,
unclear policies or inconsistent vetting can expose organisations to legal and reputational risk.
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Onboarding as a Strategic Advantage Five Questions to Assess Your Current Approach

Forward-thinking organisations treat contingent onboarding as a structured, repeatable process f you want to evaluate how well you are onboarding your contingent workforce, start with
- not an afterthought. these five questions:
They recognise three key aspects: 1. Is ownership clearly defined?

Who is responsible for the onboarding journey — procurement, HR, the hiring manager, IT,
Contingent workers often operate in high-impact roles.

or your MSP/RPO partner? In many organisations, responsibility is fragmented, which leads
to gaps and duplication.

2, Time-to-productivity directly affects project ROI.

2. Is there a documented process?
3, A consistent experience reduces operational and compliance risk.

s onboarding handled ad hoc for each hire, or is there a clear checklist covering compliance,
access, stakeholder introductions and objective-setting?

This doesn't mean replicating permanent employee onboarding in full. It means designing

a right-sized, purpose-built approach 3. How quickly can new contingent workers become productive?

Measure the time between start date and full operational capability. If it regularly takes weeks,
This is where the right MSP can be a vital partner. you likely have friction points in your process.

4. Are managers equipped to support contingent talent?

Hiring managers often receive little guidance on how to engage contractors effectively
Clear briefing, objective alignment and structured check-ins can dramatically improve outcomes.

5. Is your process for bringing contingent talent into the organisation transparent?

A strong contingent strategy should be transparent: standardised contracts, harmonised invoicing
and effective compliance management.

f you cannot confidently answer these questions, your onboarding approach may be undermining
the value of your contingent workforce,




talent works ‘ Strategic Talent Solutions

The Role of Technology and Workforce Partners

For organisations with significant contingent hiring volurmes, manual processes are rarely sustainable.

Vendor Management Systems (VMS), integrated HR platforms and workforce partners can bring structure,

visibility and consistency to onboarding,

When aligned correctly, they enable:

»

»

»

»

»

Standardised compliance workflows
Automated access and approval processes
Clear audit trails

Performance and tenure tracking
Real-time workforce visibility

More importantly, they create a repeatable experience that protects both speed and governance.
A Managed Service Provider (MSP) can also act as an extension of your internal team
- ensuring contractors are prepared, briefed and aligned before they even step through the door.
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A Competitive Advantage in
a Skills-Constrained Market

The competition for specialist contingent talent is intense. Digital transformation,
regulatory change and evolving technologies have created sustained demand
for niche expertise.

In this environment, the quality of your onboarding experience becomes
a differentiator. Contractors who feel valued, informed and set up for success
are more likely to:

» Extend assignments

» Prioritise future opportunities with your organisation
» Recommend you to peers

» Deliver discretionary effort

Conversely, a poor first experience can close the door to future collaboration.
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From Transactional to Strategic

Growing organisations no longer view contingent hiring as purely transactional.
They see contingent workers as a vital subset in an extended workforce.

The contingent workforce can be leveraged to drive growth and productivity
at critical moments - but that workforce also needs to be engaged, ready and
in compliance with legislation. The talent supply chain needs to be visible
cost-effective and carefully curated

Onboarding is the first moment where a more proactive strategy, guided by
a Managed Service Provider, becomes tangible. It signals whether contingent
workers are viewed as disposable resources or as trusted experts brought in
to deliver impact. In today's workforce landscape, agility is not just about
hiring quickly. It's about enabling performance from day one
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To find out more about our offering, or to

dISCUSS how we can support your business,
please get in touch.

Website: talent-works.com
Email: stuart.white@talent-works.com
« Calendar link: lp.talent-works.com/meetings/stuart-white

Change how you hire. Everywhere. In every way.
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