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Hiring freeze memorandum

An employment freeze is a great way for companies to rethink their long-term financial stability while eliminating rising labor costs in the present. Many companies put in place a hiring freeze when faced with financial difficulties. This can be the result of budget cuts, disruptions in manufacturing or even economic decline. An employment freeze is a temporary
stop in all employment activity in an organization for a certain period of time. It is intended to reduce any future labor costs, and is usually the first step a company takes when it is in economic decline. If an employment freeze fails, many organizations will take the next steps to actually begin eliminating labor costs through either a voluntary or involuntary
reduction event. There are many different things to consider when thinking about implementing an employment freeze. But before we dig deep with the details, be sure to download our trial hiring freeze announcement template: Okay, now let's dig in. Hiring Freeze: Things to consider There are more opinions about whether hiring freezes are actually a good
tool for companies experiencing economic downturn. In an article for Talent Economy, CHRO Joni Duncan talks about some of the negative consequences: In general, I think that hiring a freezer can act as a short-term solution, Duncan said, but you end up either hiring the same people or sometimes hiring more because the needs are created during the time
it freezes. While good in its intent, hiring freezes can actually cause more problems than they solve. If a company is in economic decline, creating more long-term problems with an employment freeze may not be the solution. Here's a little more insight from Duncan on the results of an employment freeze she implemented in her health organization: As a result,
managers pushed back and said they were not staffed properly to care for patients, which led to the hospital offering flex or premium pay for existing workers to cover multiple shifts. In addition, some employees felt overworked, which damaged morale. Just as with Duncan's real example, an employment freeze can actually create more cost for an
organization than what it's worth. Take, for example, a technology company experiencing economic downturn. That company may have an R&amp;D team working fervently to release a new product that will dramatically increase revenue. If an employment freeze is implemented, that team may be delayed in launching to the market for 7 new product, which
could actually cause the organization to lose money. In situations like this, it is important for the management team to have an understanding of the entire organization. In this way, they can create exemptions from the hiring freeze for important income-driving personnel. Like terminations, also create a negative environment that leads to less which then results
in less revenue for your organization. Deniz Caglar, principal at PWC, has experience with this: Another such unintended consequence of freezing is the negative message the move can send to employees. For example, if employees recently celebrated a corporate success, followed by an hiring freeze, they could easily be confused with the true position of
the organization. When it does not cause written confusion from your employees, it is important to announce the hiring freeze with some context. Of course, this does not mean that you should lie about the reality of your organization's financial situation. However, if you implement an employment freeze for only one area of your organization because you want
to phase out a product, or to cause a structural change in a department that has high revenue, you should communicate it to your employees in a way that doesn't ring an alarm bell. Without providing this context, employees will automatically think the worst. Not only can an employment freeze create a negative environment that reduces morale, it can also
lead to higher turnover rates of your top talent. Since it is quite common knowledge that an employment freeze can mean problems in paradise, many of your best practitioners could see this as a notice and start looking to leave your organization. While this can reduce wages, it can also reduce the revenue that comes into your organization if your best artists
leave. Because of all these considerations, many organizations considering having a hiring freeze due to economic decline will opt out of having one to instead have a voluntary termination. This will allow people who want to leave the organization the opportunity to do so, which can actually improve morale and thus revenue. While there are many negative
aspects of an employment freeze to consider, there are still some very positive. Overall, an employment freeze is received much better by employees and the public than a layoff event. Also, if done correctly it can save the company enough money to start recovering from an economic downturn. Finally, it can also lead to employees becoming more
knowledgeable in their jobs, and compiling tasks that would normally have resulted in an increase in the number of employees. How to announce an employment freeze so, you have reviewed all considerations and have decided that you want to go ahead with an employment freeze. How do you announce it to your organization? The most common way is to
send out an internal memo to employees explaining what an employment freeze is and why it happens in your organization. To download our trial employment freeze announcement, just click the button below. But remember, we're not lawyers. Be sure to review an employment freeze announcement with your legal team before making your public statement
internally to ensure that you comply with all local, and state laws. Here are the things you need to include in the hiring freeze announcement: A simple greeting, for example Dear [insert information] employee A date Background on the organization's financial situation, and measures taken to assess and rectify any issues before this employment freezes An
announcement about the hiring freeze, including why this choice was taken Information on how exceptions from the hiring freeze will be handled Information about how long the hiring freeze will be (if this is known) A review of the high level above how the organization plans to monitor the effectiveness of the hiring freeze Gratitude for the employees continued
hard work and commitment to the organization A simple signature from the top management In today's information-driven age there is almost a guarantee that this note will be leaked to the press. Because of this, make sure that the language in the note matches your brand and does not paint your organization in a bad light. A leaked negative note is an easy
way to scare investors and plummet the organization's shares. And talking about the press ..... As with any event that can shine a negative light on an organization, it is important to get out in front of it to control the narrative. The best way to do this is to make a press release to go out the same day as the internal note. This press release should explain that
your organization has an employment freeze to ensure that there is long-term financial success. Since there is a direct link between employer brand, retention and recruitment, special attention should be paid to make this press release. You should get your communications and PR team to work on it, with the advice of your legal advisor to ensure compliance.
Talent management during an employment freeze Keeping employees motivated and productive during an employment freeze is essential to your organization's long-term health. It's a common pitfall for organizations to announce an employment freeze and then actually see worse overall company performance due to low morale and productivity. There are
several ways to combat this if your managers get the right training. Make sure that these strategies are communicated well throughout your organization before, and several times during, your hiring freeze to ensure that the freeze can be as successful as possible. Take steps to keep the team calm. It's a common reaction for team members to be stressed out
about the announcement of an employment freeze. They will wonder if their job is secure in the long run and they will worry about how their team will split up the work again undone due to open positions on their team. Leaders should listen to all these fears and take measures to calm their nerves. This doesn't mean lying to your team, and you shouldn't make
promises that you can't keep. But only to them and communicate about short-term and long-term plans will help ease this nervousness. Management and HR should communicate the company's vision and mission throughout this time. If employees have something bigger than themselves to buy into, than they will be able to dig deep down to find the level of
productivity that will really turn the organization around. HR should put in place recognition programs to ensure that employees feel valued throughout the hiring freeze. This will increase productivity, and will also deter nervousness if employees are able to see that the organization and individuals in the organization achieve goals to improve the bottom line.
Finally, at the organizational level, there must be communication about the hiring freeze. (Not just at team level from their managers.) Employees need to know how the organization is doing toward its goals, how long the hiring freeze will be, and whether there are any changes to the organization's long-term plans. This openness will also calm nerves and help
employees to be more productive, as they feel they have a stake in the organization's current growth trajectories. How to evaluate your hiring freeze There is a lot of content online about how you can announce an employment freeze, but very little information about how to evaluate the success of one. To ensure that the hiring freeze is successful, your
organization should continuously monitor not only your financial performance, but also other metrics related to your company's growth. Knowing which calculations to monitor depends on the reason for the hiring freeze. If your organization uses an employment freeze as a financial patch while preparing for a reduction event, it might not make sense to spend a
ton of effort monitoring the following metrics. But if you want to use an employment freeze as a solution to your financial and talent issues, then it's important to take into account the following metrics: Employee Productivity Employee Moral Employee Moral Employee Turnover Online Employer Brand Percent increase in profit cash flow The easiest way to
measure employee productivity and morale is to send out an employee engagement survey before announcing the hiring freeze. This is quite easy to do with a tool likely SurveyMonkey. They have several different survey templates for this purpose. After getting the first answer, send out the survey again in a specific cadence to find out if your overall
productivity and morale has improved or gotten worse through the hiring freeze. You can also use a survey to measure your employer brand in the communities where you work. Tools like SurveyMonkey have audience features that let you purchase responses based on certain demographics. So, if you have an employment freeze that is implemented in your
three locations: Kansas City, Pittsburgh, you can buy answers from people in these places at a fairly reasonable price. Send out the employer branding the survey before the hiring freeze, and then in a cadence through the freeze and afterwards to see the damage it has done to your employer brand in the community. Employee turnover should be monitored
very closely to determine whether the hiring freeze causes employees to leave the organization faster than usual. Then compare this with your survey responses, and also the increase or decrease in profits to see if there is any causation or correlation. Finally, research your online employer brand. Create Google notifications for your organization to see what's
being said about it online. Use a tool like Review to see when your organization is being talked about on a social media platform. And monitor your Glassdoor profile for any new reviews or changes to your score. What comes after an employment freeze? As mentioned earlier, many times an employment freeze is used as a patch for an organization in
economic decline. Executives announce an employment freeze as a way to stop bleeding money as they prepare for major reduction events. In this case, after an employment freeze the organization should have a 12-month plan to further reduce labor costs. This can be done through a voluntary layoff event or through a permanent reduction. If permanently
losing large amounts of human capital scares you, your organization can also try a leave or unpaid sabbatical. These will allow employees to leave your organization for a predetermined period of time, saving you short-term labor costs to get out of an economic downturn. If you decided to go this route, make sure your organization can fully recover from a
leave or paid sabbatical. For example, if your industry has been completely disrupted and you need to change strategies to stay relevant, many of your employees will not have the skills necessary for this shift. In this case, it may make more logical sense to permanently eliminate their positions in the hope of getting different skilled workers who can add more
value in the long term, as opposed to the short-term gains of lower labor costs. Now, if the organization instituted an employment freeze as a means to an end, steps forward will be significantly different. First, you will want to introduce an employment plan that assumes a normal growth rate for the number of employees. It is normal for managers to start hiring
like crazy after an employment freeze ends, for fear that soon another hiring freeze will be implemented and that they will again not be able to hire the talent needed. This hiring frenzy can lead to recruiters and hiring managers talent decisions out of haste, as well as ignoring the synergies that may have been produced while the hiring freeze was active. For
example, if Todd, an employment employment by a merchandising team at Jayhawk Retail is rapidly hiring 6 new workers after the freeze. This can cause major consequences. First, if Todd did this for fear of future hiring freezes, he probably didn't hire the best talent out on the market. This can actually reduce productivity and organizational incomes (the
opposite of what your hiring freeze was trying to achieve). And secondly, Todd can act so fast that he doesn't go through the own flow of work in his team. The hiring freeze obviously made his team rethink their duties and work more efficiently, so they may not need 6 more team members with this new flow of work. They may be able to make it through with
just three new team members. But if your management team doesn't properly coach Todd on the pitfalls of hiring after a freeze, he could fall victim to this and cause more harm than good for your organization. Your managers should also take precautions to ensure that they an employment freeze does not happen in the future. A full assessment should be
made as the reasons for the economic downturn, in this way they can be avoided in the future. Unfortunately, this can mean that certain departments, or beloved product lines, must be eliminated. It may also mean that your organization needs to find a way to redistribute its resources (human, infrastructure or capital) in a different way to increase overall
profits. Managers must take ownership of this process or another economic downturn will happen, and probably an even worse than before. Continued hiring freezes, or reduction events, have terrible effects on employee morale and productivity. Because of this, special significance must be given to these concerns after an employment freeze. Freeze.
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