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In our current environment, hiring is up and so are recruiting challenges.
We’re essentially at full employment across the country. In many areas,
the demand for skilled workers exceeds availability.
For the first time, there are six generations together in the workplace,
each with its own needs and demands. Technology is changing jobs,
too, along with the way we work. Never has attracting, retaining and
engaging the right people been more necessary—and never have
traditional solutions been so inadequate. In this 2017 Hiring Guide,
TalenTrust shares some of its proven solutions to the people puzzle.
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Introduction

In exiting “the great recession,” we’ve entered an era where
everything about the way we work is changing. We face neverimagined challenges, all of which are, in some way, related to
people. Only in recent years have companies begun realizing the
strategic importance of finding and keeping the right people and
the costs of not doing so.

These powerful statistics tell the story:
Of full time workers, 76% are either actively looking
for a job or are open to new opportunities. Due
to the skills gap and high attrition rates, 48% of
employers can’t fill vacancies. Despite the intensity of
competition for talent in the current market, 90% of
employers expect the level of competition to increase
in coming years. (Forbes)
Recruiters can easily find the 3 in 4 full-time
employees who are looking for or open to new
opportunities and attempt to lure them. Thus, while
you recruit for open and hard-to-fill positions, you
risk losing a significant portion of your current
workforce. (ziprecruiter.com)
It costs employers the equivalent of 6-9 months of
an employee’s salary to find and train a replacement,
meaning the cost to replace an employee earning
$60,000 is $30,000 to $45,000. (SHRM)
Other research shows:
• Higher costs for losing an employee – anywhere
from 16% of wages for hourlies, to 213% for highly
trained positions. Thus, the cost of losing an
executive earning $120,000 annually could reach
$255,600. (Center for America Progress)

The result of poor cultural fit due to turnover can
cost an organization between 50-60% of the person’s
annual salary. (SHRM)
In a study of 20,000 new hires, 46% failed within
18 months. Only 11% of unsuccessful hires were
attributed to insufficient skill, while 89% resulted
from lack of coachability and irreconcilable
temperament. (Leadership IQ)
In regards to executive-level positions, failure rates
averaged 46%, but reached as high as 60% and
occurred within 18 months of hiring (John Sullivan).
What’s more, within the first 45 days of hiring, failure
rates were as high as 20%. (Forbes)
A staggering 87% of employees worldwide are not
engaged at work. This, despite the fact that companies
with highly engaged workforces outperform peers by
147% in earnings per share. Additionally, companies with
highly engaged workers experience 41% fewer quality
defects; 48% fewer safety incidents; 25-to-65% less
turnover; and 37% less absenteeism. (ziprecruiter.com)

• The costs of hiring and onboarding can amount to
1/2 - 2/3 of a senior employee’s salary. (Bersin)
The organizational costs of employee turnover
can run as high as 100% to 300% of the replaced
employee’s salary. (Ceridian)
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It’s no surprise then, that the biggest
challenges facing American CEOs
relate to hiring the right people and
that unfilled positions seriously limit
growth. Among CEOs queried in a
national Vistage survey:
• 35% cited locating, hiring, training and
retaining staff as their most important
issues, with others describing these as
“important.”
• More than half reported unfilled
positions.
• 46% had trouble finding qualified people.
• 24% had trouble finding candidates with
good cultural fit.

Clearly, companies need new recruiting
strategies and tools to compete and succeed
in today's job market and into the future.
TalenTrust is pleased to share some of our
thoughts and proven processes through this
2017 Hiring Guide.
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Seven
Before posting your next job, we
suggest evaluating where you stand in
terms of these seven issues:
•
•
•
•
•
•
•

Things to Consider
before You Hire

Culture
Benefits
Engagement
Recruiting Imperatives
Employment Brand
Technology
Millennials and Gen Z

These issues can have a major impact
on your ability to attract top talent
and on how much it will cost over the
long term.
This list is comprised of some of the
most common issues that impact
recruiting success. We provide
insight into them based on years of
experience.
Please keep in mind that there
are many more than these seven
to consider—and none exists
in isolation. Follow these seven
guidelines, and you’ll know you can
compete with the best companies
anywhere.
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1. Culture:
Make it Your
“Everything”
According to Forbes, culture is everything. Employees agree. If
your workplace culture is mechanical, with a “people-as-cogs”
ethic, you need to shift to a more human model. Such a model
demonstrates to your employees that they are key to your success
and stand as your highest priority.

The best places to
work pay attention
to how they treat
people, creating
cultures wherein
employees thrive
and stay

If you doubt the importance of culture, please note: The Fortune
“100 Best Companies” surveys clearly show that thoughtfully
developed, constructive culture provides a competitive
advantage. The best places to work pay attention to how they
treat people, creating cultures wherein employees thrive and
stay. Since 1998, these companies have outperformed the S&P
500 index by a ratio of nearly 2-to-1.
A strong, employee-positive culture delivers numerous
benefits, translating into cost savings through reduced turnover
and higher productivity—among other advantages. These
benefits include: higher trust and cooperation levels; fewer
disagreements; more efficient decision-making; more open
communication; and shared understanding.
Although your company’s mission and values may remain
constant over time, nearly every other element of your culture
should be dynamic. Today’s most successful workplace cultures
include appreciation, feedback, work/life balance, benefits and
choice in communication. Such cultures include flexibility in how
and where jobs are performed, focusing on wellness, happiness
and even fun.
Cultural fit is a key factor in recruiting; cultural misfit is one of
the main reasons employees leave. Make sure you define and
articulate your company’s culture to candidates, weaving it into
your recruiting process. Measure the cultural fit of candidates,
and abide by the results.
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2. Benefits:
Add a Human
Touch
Despite long-held beliefs, people rarely accept or leave jobs
based solely on salary level—and that’s increasingly true.
As long as you pay a reasonable amount, other benefits are
equally or more important to most candidates.
Things like choice and flexibility, time off, freedom to
wear casual attire, opportunities for professional growth
and even whether employees can bring dogs to work
matter. The benefits you offer, including whether you pay
at, above or below market averages, strongly reflect your
cultural values and serve as clues regarding what it’s like
to work for you.
In terms of actual pay, Forbes suggests that companies
allow managers to decide how to invest budgeted salary
dollars, as opposed to being constrained by salary
ranges. Managers should be free to add a human touch to
negotiations by going beyond a candidate’s education and
experience levels to estimate a person’s true value.
Both hiring managers and candidates can use the internet
as a starting point in negotiating salaries. For example,
glassdoor.com provides salary ranges for both companies
and candidates. With its paid survey searches, salary.com
is geared toward companies, while careerbliss.com/salary
offers candidate-based salary data.
It costs much more to replace an employee than to pay
slightly more up front. Be fair in salary and creative in the
other benefits. Base those benefits on business needs, on
culture and on what candidates want.
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3. Engagement:

Drive it from First impressions to Retirement
The 2014 Global Human Capital Trends report predicted that retention and engagement would
remain the top issues worldwide. This forecast proved correct. At TalenTrust, we believe that the
strength of your company’s recruiting efforts, of your onboarding practices and culture determine
engagement and retention levels.
From the first impression you make on a candidate to the impressions of a retiree, every stage in
the employment process is critical. If you fail at any point, you may find your company described in
a negative light on Glassdoor or on some other website, scaring off future candidates and opening
valuable current employees to other opportunities.
Some companies focus intensely on impressing desired candidates, only to drop the ball with
poor onboarding practices. A Wynhurst Group study found that newly hired employees were 58%
more likely to be employed at the same company three years later if they completed a structured
onboarding process. Additionally, the Corporate Leadership Council found that effective onboarding
programs increase employee performance up to 11% and increase discretionary effort more than 20%.
Things like clear guidelines about responsibilities and expectations, effective training, or a friendly
smile from a coworker can make a big difference in engaging new employees. When new employees
become engaged, companies avoid productivity losses, diminished learning curves (two of the
highest ranked hiring challenges) and decreased productivity in training managers.
When this same respect and treatment is maintained throughout an employee’s tenure and is
incorporated into your culture, your company will benefit from high engagement and retention long
into the future.
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4. Recruiting Imperatives:
Be Quick and Be Careful
Among executives, talent acquisition is expected to become increasingly
important in the future. In 2017, expect recruiting to include stronger emphasis
on diversity and soft skills assessment, along with better interviewing tools and
skills.
Additionally, consider the finding of Bersin by Deloitte that, when you reduce
the time to fill open positions, it helps your organization maintain optimum
productivity. Bersin also notes that high-quality hires are critical to success. So
how do you incorporate these factors into the recruiting process?
For suggestions on making the hiring process faster and more effective, please
download the full 2017 Hiring Guide Here. The full guide features more insight
on the following areas:
#4 - Recruiting Imperatives
#5 - Employment Brand
#6 - Technology
#7 - Millennials and Gen Z
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