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Abstract

The free agency strategy is a trend in the conteanpdabour markets that has emerged to changentr&et
dynamics and increase the autonomy of the emplayeeaking choices, and this is more so in the Kenya
market. The strategy is more effective and efficiefative to traditional employment that has nuowsrflaws.
With the advent of technological advances in theola market, workers have been rendered capable of
connecting and working together from anywhere. Tbisn of flexibility is synonymous with the Free égcy
Strategy (FSA), likely to dominate the Kenyan labmarket in the near future. With adoption of thigategy,
the business trend is shifting towards flexibiliggth project-based workforces picking a considezaphce.
There are numerous benefits of adopting this giyafer employers and employees. Companies in Kerga
realising that through the adoption of the freenagestrategy, it is extremely easy to scale up dmdn major
operations. The new Kenyan workers who possess lkdge and skills are finding it easy to access work
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1.0 Introduction

1.1 Background

The labour market in the contemporary Kenya socleg undergone numerous changes in its course of
expansion that has rendered it difficult and paxadd to characterise. In this market, growth digchas been
impressive with unemployment levels becoming lowgoff (2005) reiterates that the labour market yoa
ridden with uncertainty and changes that make iirsurmountable task to define the needs of theeaur
workforce. As a part of effective and efficientemat strategy, major companies have embarked ownparfg
trends related to employment and labour dynamiadf(@005). This has accelerated the growth ofeg fagent
workforce. The strategy of free agency compriseteofporary employees, small business owners, imute
contractors, and a broad spectrum of non-traditiaakers. The aforementioned parties offer the nadesired
flexibility in the labour market that has becomergmsingly unpredictable. Companies have been faitbdhe
need to leverage the fast-growing and flexible ues® in free agents. This new strategy in the lalmarket
possesses the experience, which makes instantetti€fes in the labour market. It has entrenchedatiorship

in the workplace that when harnessed correctlyl, evéate optimal returns to the employer and theleyee
(Goodwin-White, 2009). Free agents have continmethake a clear indication that they want what ist lber
them and are engaging with companies providingeailfle schedule. Through contingent work, the FSA
provides a better balance between life and worknwdwenpared to the traditional employment strat&ggrking

for a number of employers helps in the developmehtskills and experience that leads to increased
employability. In the review of literature, a corepensive account of free agency strategy in theulamarket

in Kenya will be present.

2.0) Literature Review

2.1) Trend in the Labour Market

In the contemporary Kenyan society, careers haedvest in a manner that they are no more built @anltimg-
term commitments to a single employer. The normaadd in the labour market has changed as newebeiter
options emerge. With an increase in the numberreéldncers, entrepreneurs, temporary employees, and
contractors, employers are making contingent warkerbecome a vital part of their workforce strgteghe
economic realities that have emerged in the pastdecades alongside increasing desire by the werker
engaging and flexible work have been the principalirce of a shift from the convectional employment
relationship (Predelli, 2011). Consequently, woskare now more interested in the options of fremayg, such
as micro-work, entrepreneurship, project and temgowork, and independent contracting.

A study on free agency strategy on the Kenyanualarket is incomplete without knowledge of whegé
agents are, what they offer in the labour marked, lfow they differ from the traditional employebtoreover,

it is of utmost importance to know why many workars making a voluntary choice of this work styilarough
research done by Goff (2005), it is apparent tlahganies are using an avalanche of means to tapthet
flexible workforce provided by the FSA. Cornelil®02) also reveals that more companies are levegabe
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flexibility offered by free agency strategy with rultancy firms offering advice on how to develgpent
strategies comprising free agents. In the wakentdrging trends in the labour market, strategiesvorkforce
are centred on the capacity to access the best taleen the need arises. Similar to other markbesKenyan
labour market is also prone to uncertainties thatler companies with relatively stronger workforeebe able
to adapt to the changing trends.

The shift towards the free agency strategy in Kemgs been accelerated by waning of long-term comerits
to employers. Moreover, careers built on flexipilitave emerged and are gaining ground in the labwurket.
According to a research by Bamberger and Mesho(@®®0), almost a half of all the workers in labouarkets
across the world are classifying themselves as dgants, and in the Kenyan context, this transhatesbout
75% increase in the past three years from a me¥e #@orded in 2008. Such a mercurial growth reveals
number of developments in the labour market. Amtrey developments include increased accessibility an
attractiveness of workers and increase for the vaweilable to free agents in the Kenyan context.

Numerous factors have contributed to the increaghd adoption of the free agency strategy, ndtijuKenya
but globally, with the most significant among thering an aging workforce, changing attitudes, aswhemic
downturns. With regard to the aging workforce, matworkers are increasing their pursuit for grefesdibility
and freedom (Bamberger & Meshoulam, 2000). MoreoWese workers are more likely to become free sgen
compared to their younger counterparts. Second) véagard to changing attitudes, the recent surgthen
adoption of the free agency strategy is a reflectb a shift in the attitudes of the workers. Therkers are
becoming increasingly drawn to the advantages gmgbrbunities offered by the lifestyle of free aggnc
Concisely, this lifestyle is characterised by imsed control and independence, entrepreneurial werpent,
and freedom to make a choice between rewardingraacesting work (Bamberger & Meshoulam, 2000). Wit
regard to the economic downturn, the ramificatiohshe economic conditions have compelled emplogeis
workers to make a consideration of making bettelrfeexible arrangements.

Compared to surveys carried out in Kenya complet@din the last decade, layoffs and terminatiormnfr
previous employment coupled with the inability &xgre work elsewhere were cited as the princigedaes for
choosing free agency strategy over convectionalleyngent (Predelli, 2011). As the Kenyan labour nedrk
makes a recovery and many other countries retumdee stable employment conditions, the numbered f
agents in the working population of many nationsldglummet. Nevertheless, the trend towards figenay
strategy is still very strong and increasing actbssworld.

Cornelius (2002) reiterates that significant digpes in the manner in which various employers make
engagements with the free agents exist. Some o tihe it quite often whereas others fail to do itadlt
Notwithstanding the aforementioned findings, orgations incorporating free agency strategy are wadow
for about half of the workers employed in varioesigtries in the world (Cornelius, 2002). Bearing tin mind,

it is vivid that flexible workplace practices aretrthe anomalies that they were once deemed. \WWaltaed
Kenyan entrepreneurs have emerged to change themdgs of the labour market. Despite the dispariies
attitudes, expectations, and work ethics, all gatiens of workers possess an increased interéiseintrategy of
free agency. Since 2008, there has been a drarnssim all forms of free agency in Kenya. The musticeable
are micropreneurs that have emerged in the formdipendent contractors, entrepreneurs, and freslanThe
aforementioned parties presently represent almdisiré of the global workforce. This represents @th@ 70%
increase from the surveys conducted in the lasadi¢Cornelius, 2002).

Kaupins (2012) provides a breakdown of the germmatipresent in the labour market as; Silent Geioarat
Baby Boomers, Generation X, and Generation Y. Nbstéanding disparities in work ethics, opinions,
expectations, and attitudes of the aforementioretkitions, all are showing an increased intereité work
style of free agency. This is a new challenge & ldbour market as organisations seek to managergage
these generations simultaneously. The Silent G&nareonstitutes of workers born in the period besw 1935
and 1945. Two thirds of all workers emanating friis generation, work as free agents presentlyupifes
(2012) explains that the strategy of free agency mamerous advantages for individuals looking teremto
retirement with a level of autonomy in their op&ras. The baby boomers represent a generatiorcdnstitutes
individuals born between 1946 and 1964. Nearly bélthe workers perform their working operationsfiaese
agents. As this generation moves close towardsenegint, it is apparent that the generation willeris
concomitantly with the Silent Generation for simil@asons. Generation X is a classification in Idt@our
market that comprises of individuals born in theigebetween 1965 and 1979.

Almost half of the workers in this category areefragents presently and this represents an incirefisst less
than five years. Generation Y is a generation ofkers born during the 1980-1992 epoch. A quartethisf
group is comprised of free agents. A modest iner@disvorkers in this category shows that the siyatef free
agency is mostly preferred by the older workers endn easier route to pursue as the level of épes
increases (Predelli, 2011). As Kenyan workers énl#ibour market progress in their careers, theam igicrease
in their propensity to adopt the free agency sgat&Vith almost 67% of the Kenyan population ofefragents
comprising of workers from the Silent Generationl &ne Baby Boomers, free agency strategy is aveder
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the well-educated and highly skilled individualsabting of decades of working experience (Pred20il1).
More of half of this population possess a mastera bigher degree. Compared with convectional eygas,
more free agents possess professional or tectskitlsl. As more employers seek to fill highly ccdi positions,
which require experience and specialised skillsnynigenyan employers will require and need to frgerey
workers (Predelli, 2011).

3.0) Mativations behind the Free Agency Strategy in the Kenyan Labour Market

According to Bamberger and Meshoulam (2000), fléitybis not the only reason that Kenyan workerg ar
choosing the work style of free agency. Notwithdiag that some of the increases in the free agstreyegy
are attributed to the recent economic turmoil, &% of all the free agents are making a volyntaoice of
this strategy. This evokes numerous questions degathe factors that make the free agency stratéayreat
appeal to a growing number of individuals acrodstted age groups. Increased freedom, opportunities,
flexibility, which the free agency offers are theingipal reason that workers have come to chooswevér
convectional employment (Bamberger & Meshoulam,@0@Ithough the balance between work and life is
another major motivation towards this type of &gyt research also reveals that empowerment limkétdone
being his/her own boss is a reason that compels$ ofiagorkers in the labour market to pursue the fagency
strategy (Bamberger & Meshoulam, 2000). Statidtiom surveys on the strategy in the labour marketal
that almost 75% of individuals voluntarily choosketwork style of free agency because they value
entrepreneurial benefits, freedom, and flexibility.

Motives for choosing the strategy of free agenay eross the generations. For Generation Y, tabvaue of
this strategy is in the numerous additional opputies that the work style of free agency providBsing
capable of developing skills and building a poidobf challenging and varied work early in the @arés
oftentimes what new entrants in the labour marlesird (Osterman, 2000). However, they struggleebity
under convectional employment. Alternatively, then@ration X workers are making a choice of the &gency
strategy to benefit from work-life balance and ggieater flexibility. Oftentimes, they have gairmdbstantial
experience albeit balancing multiple prioritiegheir lives that include family commitments (Ostarm2000).
The Silent Generation and Baby Boomers seek oustitagegy of free agency because they find of utmos
importance the freedom the strategy provides inldtter stages of career. As they dwell on retinetméee
agency gives them the opportunity their workloaderd fit. Workers in generation Y are the individuaiost
likely to have embarked on the free agency strateggause of the prevailing economic conditions haf t
previous decade (Goodwin-White, 2009). This dodasnmean they have done this reluctantly or they ek
out convectional roles when the roles become easidmore accessible as options. In fact, reseaxdals that
about 40% of these agents believe that economidittons have actually enhanced their opportunitigs
strengthening the demand of their expertise (Goodihite, 2009). Although most of the individuals time
Kenyan labour market are pushed into free agenmstof the individual will choose it voluntarily y&
Goodwin-White (2009). While the motivation for magia choice of this working strategy may differ dd®n
age, free agency does provide a significant upfidevery worker generation. Whether the individigajust
starting out in the workforce or is looking to leathe workforce, the strategy of free agency offires
employees the autonomy, opportunity, and flexipilinsurpassed by convectional employment (Goodwin-
White, 2009).

According to Goodwin-White in 2009, satisfactiondés under the free agency strategy have beconehan
most counts when compared to conventional emplogadsmoreover, these rates are increasing. Evargltho
the agents in this strategy have undergone the sii@aeconomic times as any other individual over past
years, their levels of satisfaction have actuaitypiioved since the genesis of the economic dowritu2008
(Goodwin-White, 2009). Compared with the convedloworkers, the free agents report being relativetre
satisfied with numerous aspects of their careerstvotably, the free agents are highly satisfietth wie ability
to manage their career development and path, aoriymity to expand in life, annual salary, the bak
between work and life, and the level of stress eatiag from work (Goodwin-White, 2009). Notwithstand
the numerous positive attributes connected to the agency strategy, most workers in Kenya deemesom
aspects of convectional employment better comptretie conditions in free agency. These realmshasdth
care options and job security. Nevertheless, whenaforementioned factors are weighted againshgeraf
employment options, the benefits of the strategfred agency consistently fulfils more of the elatsein the
lifestyle checklist, desired by high-performing \ers.

The table below reveals what makes free agentemy&, a case study conducted in Nairobi Countyeatirat
their style of working offers more control over itheareer and it opens doors to a broader spectstim
opportunities for skill building.
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Table 1: A table showing the level of satisfaction of free agents vs. conventional employees

Who is more satisfied Free Agents Convectional Brygs
General employment situation v

Balance between work and life v

Work-related Stress v

Opportunities for expansion of v

skills

Opportunities for career v

advancement

Job security v
Annual salary v

Available options in healthcare v

Further, Vettori (2010) reveals that free agentstamcoming more satisfied with their situation ofpdboyment
than they were in the previous decade. The streoigthe satisfaction of the free agents providdsaexsight
into what has rendered traditional approaches tsveataining workers over the long run very diffiqiettori,
2010). Choice and flexibility do not foretell wellith the traditional strategies of a workforce thatgely
dominate the Kenyan labour market.

An organisation that is based in Kenya that wamtsep benefits of inclusion of free agents insowbrkforce
needs to know that there exists the need to keepthkers interested. Research carried out by Gvouvhite

in 2009 reminds that most free agents are notested in monetary returns of a project. From thevab
mentioned positive attributed of the free agencgtsyy, it is apparent that the most appealing aspiethis
strategy is the capacity to move from one projedhe other, increased autonomy to make decisianstoch
assignments to accept and the one to reject. Howivie of importance to decipher how the freerageind
their work and how they make a choice over whicigasnents to accept (Goodwin-White, 2009).

The topmost method of securing work for most frgends is through referrals from friends, formerleajues
and employees, and family members. Most Kenyan dgamnts interviewed revealed that they find thgegute
they work on by relying on established networks prafessional contracts. Moreover, these players @dly on
the popularity of online community and market pkt¢kat has grown rapidly because of change in basin
operations. Popular sites have emerged to helpafgeats access assignments or telecommuting ctantrest
demand a specific set of skills. Other sites hawerged to post project offerings in the form of test whereby
contracts are awarded to the best applicants. Mioiese sites help business organisations to ammlork
virtually. This is achieved by contracting with theglividual free agents or by assembling the pitojeams in
diverse locations, Nairobi County being one of thajor areas. The advantages of Kenyan companiés tha
mostly depend on free agents, such as validatergening and assessing the worker is the compapigsal
more to most of free agents. For the younger watkérs proportion is much higher with 50% of therkers in
generation Y using staffing firms for new assigntsgBamberger & Meshoulam, 2000).

The proportion of workers supported by staffingn has made a substantial increase from 2008 @/osk
2005). This realisation is important for the compariooking to access a valuable pool of talenth@@oning
which projects are accepted or avoided in the digancy strategy, three major factors are consideydate free
agents. These factors include interest, potenfiabwenue, and the clients’ reputation. Regardimtgrest, free
agents look for work that makes them interestece Type of work and the assignment or project’s igual
becomes of increased importance as the free aggaté/osko, 2005).

Under the revenue potential, assignments’ profitgbis the secondary consideration for the freerdg in
Kenya that weigh multiple assignments. Last, tHentk reputation is also given important consitiera
because free agents want to work with the cligmty admire, identify with, and trust. Factors iefiicing how
free agents make selections of their assignmeffer dicross generations. The workers in generatigulace a
premium on the ease of finding work projects ansiggsnents (Shalla & Clement, 2007). Compared t@roth
generations, the generation X and Baby Boomers tendiew the company’s reputation as of utmost
importance. Workers in Generation X also place tgreemphasis on the potential of revenue that skyament
has, compared to other generations (Shalla & Clen2€07).

3.1) The Future of Free Agency in the Kenyan Labour Markets

Bamberger and Meshoulam (2000), mention that botipl@yers and employees facilitate growth in the
population of free agents. Presently, free agespsesent more than 34% of the workforce in the Ualmoarket.
Nevertheless, numerous factors will acceleraterthhéu growth in this type of work style in the cogn From
the perspective of the employees, economic unogytes among the factors that will influence théftstowards
the free agency strategy in the labour market (Bagdr and Meshoulam, 2000). The economic statgs/én
utmost consideration and is etched in the mindthefworkforce in the Kenyan labour market. Howe\as,
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workers realise that a guarantee in job securityuisdated, uncertainty is leading to new interesthe work
style of the free agents (Bamberger and Meshol2800).

More than half of the convectional Kenyan employag®e that the present conditions of the econcamg fed
them to make considerations of the free agencyesiyaas a platform for gaining greater control antbnomy
over their income stream and own career paths. idévement and health options are other factorsglyinder
the perspective of the employee, which will acaterthe shift towards the free agency strategyhénlabour
market (Bamberger and Meshoulam, 2000). Historiggpendence of workers in the labour force on their
employer for benefits, such as retirement savimgshealth care looks to undergo a change in thengpyears.
The rise of affordable and more flexible healthcai compel traditional Kenyan employees to comsithe
work style of the free agent. Another factor is $®hold make up. The present situation of two-incéenglies
offers greater flexibility for exploration of theeke agency strategy (Bamberger & Meshoulam, 2000).

As one of the spouses maintains the security ottimwectional employment, the other is able to @xpmore
flexible work opportunities. New technologies atdsoafuelling the growth of the free agency worklsty
Through instant messaging, cloud computing, videwaferencing and social networking, free agents émy&a
are being connected effortlessly with the tools #ral networks they need to access projects frorovat the
globe. The changing attitude of workers is als@etdr that has accelerated the shift towards the &gency
strategy (Goff, 2005). Younger workers in the coumtave a less likelihood of committing to a singlaployer
for the rest of their lifetime. Moreover, they kekgoking for the best opportunities through whidtey can
differentiate and expand the portfolio of their wo¥Workers in their mid-life have competing pride# in life
and therefore look for the best ways through whiay can get greater flexibility (Goff, 2005). Angbusly,
older workers are in pursuit of flexible ways toteninto retirement and maximise the value of esitemn
experience. Business pressures, downsizing, famdlyonsibilities and competing loads of work armpelling
many workers to look for more balance and flexibiln their lives. Demographic shifts are among thetors
that are increasing the pace for full adoptionheffree agency strategy in the labour market (@2@5).

In Kenya, through a study conducted in Nairobi Ggureveals that mature workers are more likelypeégome
free agents than the younger counterparts arei disproportionately. As the workforce ages, thdtsowards
the free agent strategy because of flexibility surgs to increase. As the older workforce delayr thdl
retirement, the flexibility and freedom of the aptiof free agency is becoming a highly attractipéan. These
workers are highly educated and skilled, experign@nd have developed a broad network of profeakion
contacts via their working years. These individuatfer an array of skills to employers looking fhighly
qualified talent translating to instant value (@stan, 2000).

4.0) The Per spective of the Kenyan Employer

Among the employers looking to engage with emplsyieea free agency strategy, numerous factors lealve
an increase in the adoption of the free agencyestyan the country. Skill and talent gaps are agnibve factors.
As the employers expend efforts to fill vacanciedhe technical and professional areas, acceskmgream
talent is paramount. Strategic utilisation of theef agents enables the employers to widen théd ¥idilst
seeking optimal talent. This gives them access vargety of resources in the form of entrepreneatshome
workers, and retirees. This is an important tagentrce as employees are seeking to close the gapxists in
the current labour market and build a talent pooftiture prospects (Osterman, 2000).

Competitive pressure has also caused the shifhenkenyan market towards the free agency stratAgy.
companies try to maintain competitiveness, theyhagkly encouraged to adopt a scalable and agifdament
model. The goal of building flexible employment natgl as a response to the changing business dyn&nics
becoming an important strategy for competition. Eyers are looking for ways through which they catain
knowledge and key skills for optimal performancetioéir companies. Workers in the contemporary labou
market are in need of schedules that are morebfiexvaluable arrangements of work, and teleconmguths
companies make the realisation, they are seekingt&in talented individuals who possess key skitld retain
the company'’s intelligence. This can only be achiethrough the incorporation of free agents int gtrategy
of their workforce (Goodwin-White, 2009).

All of the aforementioned simultaneous workforcentits are propelling a steady increase in the nurober
working individuals seeking to make a transitioonfr their traditional careers to performing their riwo
independently as free agents. Workers in Nairobir®p are increasingly being drawn to this new fasfm
employment where the lifestyle considerations hawerged to influence decisions in employment. Iditaah,
under this new strategy, flexibility and freedomtweigh the convectional ideas of security and ¢etta
(Goodwin-White, 2009).

Notwithstanding the numerous benefits associated thie free agency strategy, Predelli (2011) ingisdhat
employers are very slow to adapt the strategy. fHpéd expansion of the free agency has not yetrbéga
influence widely the policies of human resource floe convectional employees in Kenya who contirue t
dominate the labour market. Although the trendiéady shifting towards free agency in all the gatiens in
the workforce, it is apparent that the employergehtn grasp fully what the ramifications of thegragency
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strategy are. Nearly a quarter of the workers iirdté County report that their present employersndb offer
working arrangements that are flexible enough tetnieeir competing needs. Among the important elgme
not embraced by these employers, include telecommand flexitime (Predelli, 2011).

This problem has not been addressed in the cosimicg the latter years of the last decade. Thisalsvthat
there is a growing gap between employers’ offerd Hre needs of the workers. It is clear that thera
mismatch between the traditional models of emplaytmie Kenya and what highly skilled and experienced
workers' desire is aiding in free agency growthrédwer, it is also apparent that the lack of oggtion the part
of the employers is compelling workers to find thmivn career paths, which necessitates the adoptitre free
agency strategy. To make most of what is beingreffdy free agency strategy in the Kenyan labouketa
organisations have to learn first the measuresat@pivotal in the integration of a flexible wastyle into their
processes of business and the present cultures afdimpany. This means that the employers haverégdothe
convectional employment perceptions (Osterman, R000

Work is no longer the long-term and fixed propasitthat it once assumed and workers in the Kenghaur
market are gaining more access to the flexibleearghging work that they desire. In response, osgdéions are
being faced with need to re-educate and overhaid tiperations with the aim of bridging the gapwaen what
the employers want and what the workers offer. @tls®, organisations that are adamant to adoptthisegy
are risking losing on a widely distributed talenbpthat is highly qualified (Kaupins, 2012).

5.0) Conclusions

The free agency strategy is a concept in the cqmeany Kenyan labour market that has overhauleihbas
undertakings. Because of increased experiencés skitl education, the free agents in the Kenyaoulaimarket
are able to change the labour market for the béftezse individuals are available, satisfied, amgaged. These
agents now account for almost half of the workerdabour markets and they are increasing every. year
respond to changes in the dynamic labour marketethployers are having to harness and tap intckiginge in
the employment market. By engaging with the freensg the companies enjoy an easier, cheaper,aatel f
scalability of the workforce. These numerous adwges come with adopting the free agency stratedyenV
employers in the Kenyan labour market decipher wiegtes the free agents to tick, they come to dtiat the
strategy is a source of talent that is neededey thre determined about getting and sustainingnapetitive
advantage.

The free agency strategy possesses the experiggicmakes an instant difference. This strategyelnasnched
a relationship in the workplace, which when haredssorrectly can create a win-win situation for émeployer
and the employee. Free agents in Kenya have malimaindication that they want the best for thdmeseand
they are out to get it from the right companieg thféer a flexible schedule. Contingent work nedeassd by
free agency strategy provides a better balanceeestwife and work. Moreover, working for a variety
employees helps in skill and experience developrtigit are synonymous with an increase of emploigbil
The agents are building a competitive edge con@mhivith the organisation that they work. The new ef
workforce flexibility has come with incredible pot#al. Nevertheless, it requires a modern appradi¢hinking
about the strategy of workforce, management, alahtt@cquisition. Companies in this era of chanigethe
labour market need to be extremely pro-active,etard about the work style of the free agents, aa#tem
changes to get all the benefits emanating fromrtais form of workforce. Companies also need to exxdithe
strategy of free agency as not only a trend bub alsvorkforce paradigm, causalto the future of ibess
undertakings.

6.0) Recommendations

In the dynamic labour market, there exists the rieethore companies in Kenya to capitalise on tee figency
strategy. Organisations have to take action as smsopossible to be in a better position for the fagent
population that is rising. It is of great importarno include free agents in the general workfotcateqgy in the
country. This entails designing an employment mdbat is flexible and that possesses a purposéduldbof
free agent and traditional talent. More companiesdnto consider maintaining only a staff that hasec
personnel responsible for standard workflow andydaperations. Moreover, there is the need to lager
external and internal supply to stay at par with tfends in the Kenyan market. When experienciagesal
demands for sets of specialist skills, an orgainisatan quickly bring free agents that possessetaired skills.
This ensures that there is a minimal downtime betwe company’s projects, the streamlined prosessel
the associated benefits of a fixed influx of exjgeraind new ideas (Shalla & Clement, 2007).

Companies in the country need to know how theypsesently using their free agents. To leveragetdhent
pool of free agents, it is of importance to deciph@w much the organisation spends on the talefreefagents.
There is a need to know how many free agents thgaay possesses, how they are being used, whatteeis
in the company, and the projects they are supmprfngood way to start such an assessment is te raak
comparison of the company’s facilities and InforimatTechnology assesses information with the phgata.
Oftentimes, the free agents have access to theammyrgnd it is vital to know who is working for thempany.
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Organisations need to evaluate positions, projecid,departments to see how they are going to ibdéroeth the
talent of the free agents. This can be achievepayyng particular attention to the areas in theanigation that
require skills that are highly specialised. Freerag are also useful in functional areas like meémgoand
employee training. Many organisations use seasmoders to mentor and train new employees (Vet&1,0).
Workers with knowledge about the mission, cultame] the goals of the business are the most veosealss the
knowledge to new employees. Many profitable compann the country have prioritised the needs of the
workforce in areas within the organisation thatytioster competitive differentiation. The goalts have an
agile pool with qualifications available in the aseof core competency. By concentrating on thecatit
positions and functions that support the key aré@s,sophisticated companies are sure to beneifih fihe
strategic advantage, if they leverage talent inntlost important areas, at the right time, and iriagrthe least
risk (Cornelius, 2002).

Companies need to understand the importance af bhand. Free agents evaluate the reputation ohgpany
as closely as the company evaluates them. Moreammiienefit from online access to the rating ofetmployer
and a wide array of recommendation site. Networlsitgs have enabled free agents to share informatiout
the best working options. It is important to comsitiow the workers perceive the company’s brandaatjdst
the impediments that may be present at the pres@aent. Review of the career site is among the ssecg
steps to take because it necessitates that thenisatjan is promoted through emphasis on flexigilit
opportunities for building skills, and interesti(@halla & Clement, 2007).

The numerous changes happening in the labour mar&etompelling more companies to develop moreoopti
for the present employees. In the light of thisnpanies that have convectional employees and spekore
flexibility should consider developing the paths fiee agents, so that they can be encouraged ittaimatheir
stay with the organisation. These companies coglol laverage the intellectual capacity of retiraad alumni
through implementation of programs for engagemeétit the talent pools. These programs make it easyhe
companies to manage uncertainty and future riskewng access to an experienced and qualified @ftallent.
Seasonal workers desiring flexibility and freedaan take advantage of such programs (Goodwin-Wh@e9).
According to Goff (2005), there exist significaigks that emanate from misclassification of agewoykers.
Companies should work closely with the workforcduson partner and the legal team to understand the
employment environment that is complex. An evabratof the solutions partners in the workforce o th
company is also necessary. The solutions partraridlpossess expertise in the population of freentsgand
should offer advice to the Kenyan companies onvative and insightful ways to optimise and accesseantire
free agent pool to meet the objectives of the lmssinThe companies should also possess the exgetehelp
guide the free agents in business undertakings.
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