2018 Hiring Guide
Catch Your
Breath & Leap

It’s hard to imagine, but the pace of change
is only going to speed up. This continues to
make talent management an urgent issue
for organizations of every size in 2018
and well beyond. Technology is upending
everything we thought we knew about
how business gets done. And Millennials,
who now make up half the workforce, are
demanding purpose, flexibility, and rapid
career growth as they redefine the structure
and meaning of work.
Robots can’t offer purpose, and jobs are not
going away. People still rule. Skilled talent,
especially in leadership positions, is in high
demand and often short supply. Solving
the people puzzle must be a strategic piece
of every business plan and today’s, not
tomorrow’s, priority. In this 2018 Hiring
Guide, TalenTrust shares interesting trends
and proven solutions that will help you leap
into the future without breaking your stride.

www.TalenTrust.com

“Leaders are not putting the appropriate focus on people.”

Introduction

Korn Ferry found in a recent in-depth study of 800 global
companies that 67% of CEOs believe technology will create more
value than human capital will over the next few years. And 44%
of leaders in the study believe that people will become “largely
irrelevant” in the future of work. In an upcoming 2nd release of
this study’s findings, Korn Ferry will show that human capital
actually has more than two times the value of tangible assets,
a potential value of $1,215 trillion.
How can so many business leaders get it so wrong?

Watch These Trends and Statistics
As technology becomes increasingly entrenched in the workplace, replacing people with robots and automating
the unimaginable, we’re still going to have labor and leader shortages long into the future. We will always need
human skills, empathy, and creativity. However, we will be working together in entirely different ways.
Here’s a picture: Teams are replacing hierarchy. Flexibility is replacing structure. Speed is increasingly
important. People work more from home and take home to work. Organizations are empowering rather than
controlling people. And everyone at every level learns continuously. Most of these changes are being driven
by Millennials who make up half the workforce now (with their Gen Z younger siblings close behind). Baby
boomers, moving into their 70s, are beginning to retire in force and take with them everything we’ve known for
generations as the “traditional” workforce.

Organizations are beginning to
recognize that a whole person comes to
work, not just an “employee.” Figuring
out how to retain these whole people
is the path to long-term sustainability.
Keep the following statistics and
predictions in mind to successfully
navigate through 2018.
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Research from Bersin by
Deloitte found that:

Forecasts from other workplace
experts are equally compelling:

• 90% of companies believe their
industries will be totally disrupted by
digital trends.

Human Resources Today
• Leadership development will be on or near the top of
corporate agendas.

• Employees are overwhelmed and
stressed by complexity; 49% of them
work 50 hours a week and 20% work
60+ hours, and yet productivity is
suffering.

• There will be an increased focus on infrastructures that
support building strong relationships and collaboration.

• Since 2000, we’ve lost one week of
vacation, leaving 268 million vacation
days unused in 2016.
• Organizational design will be
challenged.
• Culture and engagement will remain top
priorities.
• Real-time feedback and analytics will
explode.
• Inclusion, unconscious bias, and
diversity will go mainstream.
• The future of work will push HR into a
strategic role.

• The structure of work will become more adaptive and informal.
HR Guru John Sullivan
• The recruiting function is shifting strategically from the
transactional to a “talent advisor” model.
• AI and machine learning technologies are gradually taking
over all recruiting process elements and most sourcing and
candidate assessments.
HR Trend Institute
• The focus will switch to interventions that have an effect today
rather than the future.
• “Performance consulting” will promote improvement through
regular, granular feedback based on real performance.
• A greater focus on teams will strengthen them, and talent
teams will get more attention.
• Employee experience will increase in importance because it
will certainly be shared on social media.

It’s crystal clear that younger generations will not put up very long with “command and control” workplace
management focused on “knowing” rather than learning. They are looking for leaders who inspire and empower
them to make a difference at work and in the community.

In 2018, support this young workforce with investments in technology, structure, and culture
that will help you find and retain the very best talent—and secure a strong competitive edge
over those who don’t value people first.

“There is a simple truth in the world of business: Who you surround yourself with matters.”
—Leo Bottary, Vistage Worldwide
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Six

Things Great Talent
Wants from You
With virtually everything around us
changing at breakneck speed, there are
certain aspects of work that have always
been true, and still are. Think ethics, respect,
fairness, honesty, and other human values.
When you slow down long enough to
ensure that basic values are built into every
business function and relationship, you will
more easily attract and retain top talent.
Although there are many factors that
influence candidates in deciding whether
or not to accept a job offer, including
values, these six factors will be particularly
important to address in 2018:

•
•
•
•
•
•

Organization Structure
Culture
Technology
Recruiting Imperatives
Role of HR
Millennials (Gen Y) and Gen Z

Although we’ve seen some of these topics in previous years, the surrounding issues are, of course,
changing. TalenTrust is pleased to again offer you guidelines that will help you find and keep great talent.
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1. Organization Structure:
Throw formality out the window
Communication, reporting lines, and
infrastructure are moving toward building
connection, strong relationships, and
collaboration across the organization.
Teams will be more diverse and adaptive and
will be solution focused rather than organized
around job descriptions. This will make them
intrinsically less hierarchical. Egos will have
no place on the teams of the future. Social
networks and wikis will become standard
tools for team communication.

According to Bersin by Deloitte, organizations
will design themselves around a network of
teams who:
•

Share values and culture

•

Have transparent goals and projects

•

Ensure the free flow of information
and feedback

•

Are rewarded based on skills and
abilities, not position

We’ll see novel work relationships and more
virtual teams who may work effectively
without ever meeting one another in
person. Teams will communicate through
videoconferencing, email, texting, and new
communication tools yet to be invented. And
phone calls? Increasingly rare.

Harvard Business Review and many other sources
have found for years that diverse teams perform
better, are more innovative, and more engaged.
With diversity embedded in every aspect of
today’s teams, the possibilities for achievement
are unlimited.
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2. Culture:
Get close to
employees
and know
what they
want
Culture is still one of the most important things people look at carefully when choosing an employer. Although
workplace cultures have changed over the decades, few could have predicted how much they would evolve, and we
can only guess what they’ll be like a decade from today. In more traditional times, employees accepted, or at least
tolerated, workplace cultures that were highly structured, inflexible, and unaccommodating to individual needs.
The younger generations today are much more likely to leave under those kinds of circumstances—and many
companies are paying that price.
Workplace cultures, like everything else, need to keep up with changing expectations and practices. And the only
way you’ll know what your people want is to ask. As you evaluate and update your culture, be aware of how closely
culture and values are intertwined. Take compensation for example, something that has always been important
to employees. If the pay package you offer is fair or generous, it says something about your values. If your offer
is stingy, it says something entirely different about them. Successful companies make sure that their values and
culture are aligned.

Today, employees’
expectations around
culture go wide and deep.
These are some of the
things they care about:

•
•
•
•
•
•

Purpose
Who your senior leaders are
Opportunities they’ll have to grow
Feedback
Work-life balance
Wellness and wellbeing

Let’s take a closer look at
the future of each
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Purpose:

Employees don’t just want a paycheck, they
look for purpose in their work. They want to
contribute to a better world, and they want their
organization to contribute value and meaning as
well. Organizational cultures will be expected to
support employees in creating good in the world.

Professional Growth:

Learning and development, as well as coaching,
will move toward online and on-the-job venues,
which are more in line with how people learn
today. Opportunities for professional and
personal growth will be more important than
promotions. As employees learn new skills they
are likely to increase innovation and promote
organizational growth.

Work-life Balance:

Millennials value their personal lives and will
not subordinate family, friends and interests to
work nights and weekends on a regular basis.
They want better leave benefits, the flexibility
to work other than 9 to 5, and the ability to
work from home, coffee shops or anywhere,
wherever they are when not needed at the office
for a specific purpose.

Leadership:

Inclusivity will become the norm; leaders will be
part of the team and no longer isolated in ivory
towers. According to Bersin by Deloitte, inclusive
leaders have six signature traits: curiosity (different
ideas and experiences), cultural intelligence (diverse
perspectives), collaboration (diverse thinking),
commitment (staying the course), courage (personal
risk-taking/vulnerability), and cognizance (selfawareness). Companies that practice inclusivity are
more likely to be in the top quartile of performance.
Finding leaders with these qualities will be a challenge,
but essential in retaining young talent.

Feedback:

Continual, real-time feedback is replacing oncea-year reviews, which create anxiety and worry in
younger employees, and can affect performance
levels. Feedback will include annual and pulse
surveys, feedback apps, frequent check-ins and
appraisals, coaching, and exit interviews.

Wellness & Wellbeing:

Wellness will become central to workplace cultures,
bringing additional health benefits and incorporating
things like fitness, stress management, and sleep.
The concept of wellbeing will extend outside the
workplace to family and spiritual health. According
to Gallop research, small shifts in employee wellbeing
for better or worse, has an outsized impact on
performance. Organizations will need to develop
strategies to show employees that they care.
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Employee expectations are not
the only concern companies must
address in updating their cultures.
There are some overarching issues.
For example:

Companies with various locations need to balance the need
for a unified global culture with local cultural differences, says
Human Resources Today. This is true whether you have locations
in multiple countries or multiple offices in a single city. Through
communication and example, companies need to make certain that
all employees understand and practice the same core values, and
that there is also room for differences in local custom and strategy.
Human Resources Today also predicts that the corporate social
responsibility movement will grow stronger and that work will
become a crucible for social change and values. Issues such as
fairness, pay differentials, and ethics will cross the line between
work and society. These are issues that younger generations care
about and don’t separate into “work” and “personal” categories.
Every company will need to incorporate organizational agility
into its culture. You need to make it easy for employees to adjust
and adapt to constant change in both your company and industry.
Make sure that outdated policies and practices don’t create barriers
to change. If you’re not afraid of change at the cultural level,
individual employees will be encouraged to take risks as well.

A note on
engagement

From senior leaders to managers and supervisors, companies need
to take a team approach to leadership. Rather than control, leaders
should focus on mentoring, advocating, and collaborating. The
result will be greater trust, which is the right foundation for better
performance.

Culture and engagement are inseparable. As Bersin by Deloitte puts it, “If culture is defined as ‘the way things
work around here,’ then engagement is ‘the way people feel about the way things work around here.’”
Engaged employees are looking for values and purpose that match their own; transparent communication;
health and wellness; a good working environment; defined roles; good relationships with colleagues;
recognition and incentives; and opportunity for growth and development. If you had all of that, wouldn’t you
feel good about going to work? And wouldn’t you stick around?
That’s the goal. Work on your culture first. It’s the foundation for hiring and retaining the right people to
ensure your future success.
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3. Technology:
Digital DNA reinvents
HR and drives out bias
Digital DNA connects people and processes throughout all of your systems, from strategy to operations
to marketing to customer service, and especially to human resources. Data driven decisions and solutions
minimize the bias in recruitment and selection, promotions and leadership, and compensation and rewards.
And data helps align culture with values.
HR’s focus has always been on the people, arguably making it the least predictable and controllable aspect of
business. Technology is taming the beast, enabling: granular insight on issues; tracking of virtually everything
people related; streamlining of processes; and increases in efficiency.
With technology, HR can see how candidates discover your company and how your employee brand rates in the
market. They can understand what makes employees stay with the company or what makes them leave. And,
with new platforms and AI technologies, they can evaluate the employee experience from end to end, candidate
to retirement. New apps are available to use for feedback and engagement, performance measurement, learning
and development, recognition and reward, wellbeing, and work/project management.
The HR Trend Institute sees the move from a standard to an individual approach as the most important trend in HR.
Talent analytics is seen as the foundation to track key talent and individual capabilities, and match available talent
with urgent opportunity. Technology will allow you to “know your employees better than they do themselves.”
HR technology has created a hot market—
and as pointed out by Bersin by Deloitte, for
good reason. Becoming digital enables you to:
•
•
•
•
•
•

Create real-time, team-centric goals
Help everyone perform at a high level
Develop and coach low performers
Differentiate pay for performance
Provide continuous learning
Give frequent developmental feedback

The biggest buyers in the tech market are middle market companies, with
the goal of improving collaboration and workplace productivity, according
to Human Resources Today. On average, the middle market uses eight or more
tools for everything from performance management to welcoming new
hires. 80% of this business segment use payroll software and 60% use
HRIS. The biggest challenge in adopting new technologies is integrating the
different systems, so watch for more “all-in-one” solutions.
With all of the benefits that digital DNA offers, including better candidate
and employee journeys, it’s important that organizations retain a human
touch. Our best advice: don’t let automation, SMS, and IMS totally replace
email, phone calls, and walking down the hall. Remember the “human” in
human resources.
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4. Recruiting Imperatives:
Understand what candidates like and dislike
The competition for great talent is still on the rise. Everyone wants the best. You can’t afford to take focus off of
your employment brand or the equally important candidate experience you create. At the same time, Human
Resources Today predicts that decisions about recruiting and development will be tied closely to the bottom line
and ROI. They will increasingly be seen as part of an integrated workforce-supply optimization process that’s
virtual, global, and just-in-time.
Recruiters will be teaming up with robots to manage resumes and HR documents, depending on data science and new
collection techniques, and coming up with unique benefits that help their organizations stand out in the job market.
So how do you make recruiting personal and economical at the same time? First, it helps to understand what a
good candidate experience looks like. Research by Software Advice, cited in Human Resources Today, reveals what
candidates hate and want, with the top issue on both sides being communication.

•
•
•
•
•
•

+

What makes a bad
candidate experience:

Unclear application instructions
Extremely long application
Minimal job description
No confirmation email
No notice when the position is filled
Unable to contact a recruiter

+

What makes a good
candidate experience:
•

More communication

•

Timeline of hiring process

•
•
•

Notification if passed over

Human contact after application
Timeliness of replies

Companies of all sizes are responding to candidate expectations by building “experience platforms” that cover
everything from sourcing candidates to welcoming and training them as new employees. These platforms include
chatboxes that make it possible to interact with potential candidates checking out your website and providing
them with information. This is a great example of blending technology with personal communication, and it is
easy to include candidates’ stated likes and dislikes into the experience.
Video interviewing is another good example, with a caveat that you need to be careful about biases related to gender,
age, race or ethnicity creeping into the process. And though we’re undergoing a huge shift in resources from instructorled training (ILT) to online and on-the-job training, create a better experience by including some personal interaction,
(lunch out?) as you welcome and train new employees. Don’t leave new hires all alone in front of a screen all day.
Marketing savvy HR leaders have always known that the best recruiting strategy has been to create an engaging
place to work and then leverage your current happy employees to recruit future employees.
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5. Role of HR:
Companies now understand the
value of a strategic HR
After years of hearing author Jim Collins tell us that you have to “get the
right people on the bus,” companies are recognizing that HR strategies are
what attract and retain the right people. Historically, HR has been relegated
to the back room. Increasingly, HR leaders are assuming more strategic roles
at the side of CEOs and on boards—and it’s paying off.
As Thomas Ebeling, former CEO of Novartis states,
“It is almost impossible to achieve sustainable
success without an outstanding CHRO.”

Here are some of trends we’re seeing
in following the evolving role of HR:
•
•
•
•
•
•
•

More strategic and future-oriented
Focus on business results and
competitive advantage
Marketing expertise and
perspective on creating and
maintaining employee brand
Central focus on candidate
experience
Concentration on jobs and talent
with the biggest business impact
Use of data rather than intuition
for recruiting, learning, and
predicting performance
Talent advisors with business
acumen

The top 2018 prediction for the “strategic role of HR” is that
HR’s “decisions about talent and how it is organized will
increasingly be recognized as pivotal to sustainable strategic
success,” says a panel of experts cited in Human Resources
Today. And, further, “(HR) leaders will be held accountable
for the quality of those decisions.” Forecasters also anticipate
that leadership development will be critical in 2018 as
companies move further away from “command and control”
to a more collaborative approach to business leadership.
It’s worth noting that Millennials, who are quickly moving
into management, don’t feel they get enough leadership
development. Bersin by Deloitte found that 70% say they
are receiving no leadership development at all, nor getting
targeted programs that address their specific needs and goals.
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6. Millennials & Gen Z:
The table is turning
It’s difficult to say whether technologies or Millennials
deserve more of the credit, or blame, for the tsunami of
change that has reinvented the way we do business over
so few years. The fact is, our workplaces are much more
personal today than ever in the past. This is because
new technologies make individuation possible—and
because Millennials refused to abide traditional
workplace cultures.
So where are we now that Millennials make up half
of the workforce and Generation Z is taking over
entry level? Organizations had a hard time accepting
Millennials, criticizing them for laziness and lacking
a work ethic. Now it seems that the tables have turned
and Millennials criticize Gen Z for the same things.
According to a Google Consumer Survey of 1,000
workforce managers cited by CNBC, Millennial
managers are now wary of the cultural changes Gen Zs
are expected to bring with them. Managers anticipate
that Gen Z will present major communications and
training-related challenges, and that they’ll be difficult
to train. While Millennials are looking for purpose in
work, Gen Zs are much more interested in how much
they get paid. And while Millennials remember their
early days without smartphones and tablets, Gen Zs cut
their teeth on them.
The newest generation in the workplace expects
technology of one kind or another to be a part of every
moment and every facet of their lives. Will they be able
to communicate in person as well? And in what ways
and how fast will their dedication to technology further
change workplace culture and work itself? We don’t yet
know the answers, but companies need to prepare for
what could be a new revolution.

One thing is for sure, all
employees want to work
in a company where they
feel respected, heard,
appreciated, and valued.
They want to have the
opportunity to grow and
succeed. Organizations just
need to find new ways to
provide these basic human
needs.
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Conclusion

"I’ve seen the future—and it works."
—from Drive, by Daniel H. Pink

One thing we know about the future is that life, especially work life, will be
different than it is today. We’ve come to terms with change. We realize it has
become a constant. And we know that we can thrive in the midst of it when
we have the right people on board with us.
The people at TalenTrust hope our 2018 Hiring Guide provides a foundation
for recruiting, developing, and retaining the best talent, and especially
skilled leaders and potential leaders who can embrace and skillfully manage
change. We are available at any point in the process to support you in solving
your people puzzle and growing your business in 2018 and well beyond.
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#2

Suggested
Next Steps

Learn more about TalenTrust
and schedule a consultation
Solve the People Puzzle™
Find, keep and grow great people.

#1

Request your
free copy of
this book
Read this executive’s guide to finding, keeping, and
growing the best. With compelling research, specific
personal and client stories, and key perspectives
from top business leaders and experts—you’ll know
the best next steps to find and keep the best talent
for your growing business.

TalenTrust is a professional services firm that
partners with senior executives and strategic
human resource professionals to develop an
intentional culture with engaged people who
are aligned with their goals and excited to
contribute every day.
We collaborate closely with you to diagnose the
core–and often interrelated–issues behind your
company’s human capital challenges. Then we
bring you novel solutions, from an unbiased
perspective.

Our Solutions

TalenTrust assesses your unique needs and offers customized solutions. Our professional services approach helps
you create strategies to attract, retain, and engage talented employees. We drive results by collaborating and
aligning with client partners for a long-term relationship, not a transactional effort. We serve clients nationwide
across a variety of industries. Our services include:
•
•
•
•
•
•
•
•
•

People Puzzle Gap Analysis: Foundational work to understand
and address root causes of people and culture issues
Cultural Alignment & Engagement Strategies: Cultivate an
intentional culture to attract and retain top talent
Market Intelligence: Understand the impact of external forces.
Assessments for Fit & Performance: Use data to ensure the
right people are in the right roles.
Strategic Recruiting Solutions: Choose from the best
candidates with the right skills, experience, fit.
Compensation Analysis: Attract and retain the best talent in a
competitive labor market.
Candidate Selection Strategies: Train everyone to consistently
evaluate candidates and hire with confidence.
Effective Onboarding: Path to Productivity: Maximize your
investment in new hires.
Systems and Processes for Efficiency: Enhance your internal
process with operational and technological efficiencies.
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