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get ahead of the rising
expectations of talent.
human forward.

how to demystify what drives today’s talent
and build a competitive advantage.
How can you compete with the likes of Amazon,
Apple and Google in a talent acquisition market where
candidates have an overabundance of options?
This question weighs heavily on many human
capital executives. Our 2019 Talent Trends research
uncovers that 76% of employers say talent scarcity
is a top concern as they wrestle with how best to
attract great talent. In a global market where only a
handful of high-profile brands truly stand out, the
challenge for most talent leaders is to ensure their
employee value proposition (EVP) closely aligns
with the views and desires of the talent they hope to
attract and retain. But it’s not an easy job.
Why? The rapid digitalization of businesses, the
redefinition of work and the outsized impact of
technology are reshaping the outlook of employers
and talent alike. What they want from each other,
how the workplace experience will change and
what defines the perfect employer are all evolving.
In many aspects, expectations have not shifted
much from traditional drivers, but in other areas,
there is clearly a departure from convention. It’s
now more critical than ever to understand the
impact of these changes to ensure your business
stays ahead of the competition and wins the
resources needed to drive growth.

To help you understand the alignment and
disconnect between employers and talent, for
the first time, this year our Talent Trends research
includes the outlook of working professionals. The
results include responses from both permanent
and contingent talent, as well as C-suite and
human capital leaders.
We surveyed 1,700 working professionals and
more than 800 talent leaders in 17 countries on
their experiences and views about workplace
trends, such as the impact of AI and automation on
workplace productivity and job security, creating a
nurturing talent experience, diversity and inclusion
practices, and more. What we found are some truly
surprising results that indicate like-minded views
between workers and employers, as well as some
glaring disparities.
Are you among the human capital leaders who truly
understand what builds employee engagement,
satisfaction and values that resonate with today’s
talent? Or could you use more guidance from the
voices of working professionals around the world?
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expectations are rising on both sides
of the equation.
The world of work is rapidly evolving – and more
quickly than ever before. The convergence of
technological innovation, the embrace of flexible
working and growing competition for skills have led
employers and workers to rethink what a work day, a
job and even a career entails. And because the rise
of digitalization is advancing so quickly, it is creating
tremendous challenges even for companies on the
cutting edge of innovation, as one talent leader at
technology giant Cisco recently commented.
At the same time, with millennials now accounting
for the largest segment of the workforce in many
industrialized markets, how they interact and
communicate, and what they expect of companies,
has shifted as well. As a result, you can no longer
continue delivering the status quo.
As a talent leader, you’re likely facing increasing
pressure from both hiring managers and workers alike.
An overwhelming majority (83%) of human capital
and C-suite leaders say employers’ expectations of
talent are continually increasing. This sentiment has
been trending upward since 2016, when just 68%
said the same. Nearly as many (82%) say employees’
expectations are increasing, up from 71% in 2016.
Although working professionals don’t agree to the
same extent, a majority still say expectations are rising
among employers (67%) and talent (61%).
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for talent leaders.
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Your organization expects you to deliver highly
skilled individuals, and quickly. But you also need to
understand what attracts talent — and position your
company accordingly — to be able to fulfill that
expectation. So, let’s take a look at what this means
for your talent strategy and outline the steps you
can take to deliver a competitive advantage.
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6 steps to understand and
get ahead of talent expectations.
step 1:
create your employer brand with the
real motivators of talent in mind

step 3:
engage job seekers with
the right combination of
tech and human touch
step 2:
avoid the pitfalls of a poor
talent experience

step 4:
reskill your workforce to
get fit for the future
step 6:
manage the risks of
AI and automation to
create opportunities

step 5:
harness diverse
perspectives to provide an
inclusive workplace
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step 1:

create your employer brand with
the real motivators of talent in mind.

While it can make an impact, offering great pay alone won’t make your
company an employer of choice. Our Talent Trends research shows that
there are a number of factors that aren’t related to compensation that can
support talent attraction. These include an organization that is financially
healthy, provides good job security and offers a good work-life balance.
These three factors are ranked equally important by working professionals
(35%), just behind the top factor: attractive salary and benefits (40%).
Surprisingly, when we asked talent leaders what they believe are most
appealing to workers, just 19% say salary and benefits are important,
trailing behind 13 other factors. Instead, 50% believe job seekers care
about career opportunities the most, a figure higher than job security
(48%) or good on-the-job training (42%). Although workers did rank career
opportunities as a top consideration in an employer, there is a clear
disconnect. This may explain why, according to Gallup, 87% of workers
today are disengaged.

what does talent care about most when
considering their ideal employer (top 5)?
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The Society for Human Resource Management (SHRM) agrees that these rising
expectations contribute to low employee engagement. Greater scrutiny on
worker satisfaction, an accelerated pace of change in the workplace and other
factors also contribute to burnout in the workforce. Nearly half (44%) of the
talent we surveyed report that they have trouble keeping up with technological
changes in the workplace, while 46% worry they don’t have the skills needed for
the future workplace.
Concerns about job security may be one reason why the gig economy is growing
globally. Reports have shown that some corporate workers, fearing downsizing,
are going out on their own to control their destinies. The rise of freelancer
management systems (FMS) and the human cloud are enabling many skilled
individuals to connect with companies for project-based work more easily.
Still, many working professionals value an employer that can help them keep their
skills current through training and upskilling. About two-thirds (64%) expect their
employers will provide training over the next 12 months. Forty-seven percent (47%)
believe the courses will be focused specifically for their roles, and 44% anticipate
technical development, including data analysis, coding and programming skills
training. To remain competitive, your organization will need to ensure it offers
the same. You’ll also need to communicate these opportunities to both current
workers and the talent you seek to attract.
Career opportunities are an area of concern for both talent leaders and the people
they manage. While companies make opportunities for advancement available,
employees see potential barriers for moving forward. Nearly two-thirds (60%) say
if they had broader digital and tech skills, they would have more roles to choose
from. At the same time, nearly as many professionals (59%) say they wished for
more transparency about the opportunities at their company.
What else do workers seek in an ideal employer? While one-fifth (21%) say they
look for an organization with strong management, only 11% of talent leaders say
this is important to their talent attraction strategy.
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want to better understand what
your employees want? just ask.
In recent years, employers have tried a variety of methods to better recognize
and reward their talent. Offers of unlimited vacation time, naps at the office,
adoption reimbursement and more have led to growing expectations and
frustration among employees. While many of these offerings are meant to
differentiate the company’s talent experience, they don’t always hit the mark.
In fact, companies may want to consider getting back to basics when building
their employee value propositions.
If you want to understand what motivates your talent, start by asking them.
Platforms such as Peakon (which Randstad uses) allow you to regularly survey
your employees on what’s working and what’s not. You can give your talent
a voice and better steer employee relations. Whether you survey monthly
or quarterly, establishing an ongoing dialogue should be the first step to
meeting the expectations of employees.
“Our Randstad In Touch survey, powered by Peakon, most definitely provides
insights on key drivers that impact engagement, by employee population
or segment. The beauty of the insights derived is that team, business and
organizational leaders are able to quickly determine both strength drivers,
as well as drivers to focus on for future improvement,” says Cindy Keaveney,
Randstad Sourceright chief people officer.
“The interactive nature of Peakon allows leaders to respond to individual
employee comments, link to materials that assist with driver reinforcement
or improvement, and develop action plans. And finally, the data informs
our HR strategy, which has proven to be a major benefit when setting our
people priorities.”

Cindy Keaveney
chief people officer
Randstad Sourceright
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step 2:

avoid the pitfalls
of a poor talent experience.
A critical part of any organizational culture is its employer brand and
the talent experience it creates. Some companies, however, may not
fully recognize that the talent experience affects the perception of both
job applicants and employees.
While a majority of talent leaders (77%) rate their company’s talent
experience as either excellent or very good, an even larger percentage
of working professionals (84%) say they had a bad candidate experience
while searching for a job. Fifty-two percent (52%) claim to have had
more than one unpleasant episode.
So, how can you be sure you’re prioritizing the right channels to meet
candidate expectations? In our Talent Trends research, both employers
and talent are aligned on the most critical tool. Sixty-three percent
(63%) of talent leaders and 48% of working professionals say that
corporate career portals are the most important source of information
during the job search.
There is less alignment, however, on the influence of other channels.
While working professionals rate LinkedIn as the second most used
source (41%), talent leaders prioritize Facebook (53%) over the
professional networking site. In fact, Facebook ranks fifth according
to working professionals, behind career sites, LinkedIn, job boards
and current employees.
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top 5 sources talent rely on and
trust most during the job search:

top 5 channels employers prioritize
when communicating employer brand:

1.
2.
3.
4.
5.

1.
2.
3.
4.
5.

company website
LinkedIn
job boards
talking with current employees
Facebook

company website
Facebook
LinkedIn
advertising
job boards

Although you may be investing significantly in employer branding — and 54% of
companies say they are spending more this year — you may not be targeting the
right audience if you’re not considering the channels workers use to learn more
about prospective employers.
One factor affecting the employer brands of many organizations is the adoption
of technology at work. Professionals expect their employers to provide effective
tools to accomplish their work. In fact, 1 in 5 say their ideal employer uses the
latest technology in the workplace. Yet, only 15% of employers believe this
matters to talent. Is your organization providing the tools that workers need to
get work done effectively? How are you communicating that to the talent you
want to attract?
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step 3:

engage job seekers with
the right combination
of tech and human touch.

Technology and communication channels also play a critical role
in your employer brand and employee value proposition. When we
asked working professionals about how they search and apply for job
opportunities, two channels stand out: mobile apps and LinkedIn. While
job boards remain important, job seekers are finding it easier to apply
using their social profiles and their smartphones. Nearly one-quarter
(24%) say they are using LinkedIn as part of their search strategy and
nearly as many do so through their mobile devices.
Over the past several years, more employers are optimizing their
recruitment process to expedite the application process, which includes
using channels that seem to produce more candidate interest. Recruiters
using AI-powered chatbots are able to leverage SMS technology to
improve engagement with candidates.
In fact, mobile recruiting offers a host of benefits for employers who are
investing more in candidate relationship management (CRM) platforms
and applicant tracking systems (ATS) that optimize mobile. Going
forward, talent is likely to turn to their mobile devices more often to
search and apply for job opportunities and to share with their networks.
A majority of talent leaders we surveyed say they are focused on a variety
of technologies to enhance recruitment outcomes, with 60% investing
in CRMs at moderate to significant levels. Nearly as many are buying
recruitment marketing platforms (59%) and social engagement platforms
(56%). Still, the HR technology most cited as having the greatest positive
impact on recruitment and the talent experience is HR and talent analytics.
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HR tech employers say makes the
biggest positive impact on recruitment
and talent experience:

top 5 factors that working professionals
say contribute to a positive experience:

35% HR and talent analytics tools

19% transparency about the role

15% training and development platforms

18% feedback on why I was/wasn’t selected

11% talent networks and social search

16% a quick process

11% recruitment marketing platforms

15% communication about my progress

10% applicant tracking systems

13% the ability to address questions

While technology is an increasingly important tool in the attraction, sourcing and
management of candidates, companies shouldn’t lose sight of the fact that, when
it comes to gaining the trust and loyalty of applicants, the human touch is still an
important factor for conveying a positive experience. According to our research,
36% of working professionals say a constructive in-person interview helps to
create a positive candidate experience, more than any tool employers deploy.
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step 4:

reskill your workforce
to get fit for the future.
As you invest in competing in the open marketplace for talent, you
need to pay as much attention to capturing, engaging and winning
the hearts and minds of your people. As the competition for talent
intensifies, mobilizing and reskilling your current teams will become
even more critical to securing business success.
In line with the ongoing digitalization of many industries, companies
now believe workers must possess a basic set of digital and technical
competencies. In fact, our 2019 Talent Trends study finds that 18% of
talent leaders wish they could invest more to reskill their workforces in
emerging businesses.
This wish list item comes after only spending more on a total
talent management model (25%) and technology to improve the
talent experience (19%). Training is viewed as more important than
investments in AI and machine learning, leadership development or
technology in the workplace.
Working professionals, too, are aware of the importance of staying
current with their skills. Sixty-five percent (65%) say they will seek
training on their own to advance or maintain their careers this year. At
the same time, 65% also say the training provided by their employers
closely adheres to what they want personally.
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What kind of skills development is most in demand? Almost half (43%) of working
professionals will pursue technical skills development — such as data analysis,
coding, writing and computer programming — on their own this year. Nearly as
many (41%) are seeking to improve soft skills, such as communication, presentation,
problem-solving, conflict resolution, leadership and time management.

43% of working professionals will pursue
technical skills development — such as
data analysis, coding, writing and computer
programming — on their own this year.

41% are seeking to improve soft skills,
such as communication, presentation,
problem-solving, conflict resolution,
leadership and time management.

Of those individuals who will not pursue training on their own this year, 22% cite
a lack of money and 36% cite a lack of time as obstacles. By offering training
programs, employers have an opportunity to attract talent who value development,
but don’t have the resources to pursue it on their own.
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step 5:

harness diverse perspectives to
provide an inclusive workplace.
Diversity continues to be a critical topic for many businesses, especially
those that have struggled to achieve balanced leadership teams.
Multiple studies have shown the importance of a diverse workforce
on company performance, including those by McKinsey. Harvard
researchers recently revealed that a 10% increase in gender diversity
related to about a 7% increase in an organization’s market value.
According to our Talent Trends research, business leaders and talent
alike see the value as well. Eighty-six percent (86%) of talent leaders
say a robust diversity and inclusion strategy is either extremely or very
important to their workforce. The majority of working professionals
(72%) also say this is critical to their workplace experience.
Where employers and workers differ is in their perception of how a
diverse and inclusive workforce is personally beneficial. More than half
(58%) of company leaders say the biggest gain is giving the organization
a broader and more inclusive perspective on topics and projects – in
other words, accelerating work as a result of different voices.
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For working professionals, 44% say a diverse workplace makes them feel like the
business is focused on people, and 42% say having such a policy in place puts
them at ease. The same percentage (42%) say that a diversity and inclusion strategy
positions the organization for growth.

44% say a diverse workplace
makes them feel like the
business is focused on people.

For an employer to develop an effective diversity and inclusion strategy, it should
emphasize to talent that attracting workers with various backgrounds and
experiences is both a socially desirable goal and beneficial to business performance.
Communicating the value helps your organization understand that your strategy is
not just cosmetic, but has a real purpose for everyone connected to the organization.
“Why do today’s workers expect employers to have a diversity and inclusion strategy
in the workplace? They understand that diversity of thought and ideas, a culture
of inclusion and equal opportunity for advancement benefit both their companies
as well as their own development and careers,” says Audra Jenkins, Randstad US
chief diversity and inclusion officer. “More importantly, they are encouraged and
motivated when they know their employer values everyone’s unique experiences
and backgrounds. This leads to higher satisfaction and engagement.”

Audra Jenkins
chief diversity and inclusion officer
Randstad US
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step 6:

manage the risks of AI and
automation to create opportunities.

As technology makes a greater impact on the lives of workers and
the workplace, it’s only natural that some will fear being replaced by
automation. In our 2019 Talent Trends study, a majority of working
professionals say they view AI and robotics as empowering tools for
their work, but many also worry about technology’s impact on their
future job search.
Most (61%) consider AI and robotics as enabling better productivity
and efficiency, while 57% say these technologies will create a more
positive work experience. An additional 55% say adoption will create
new opportunities for them personally, while 56% say searching for
jobs will become easier.
Despite these views, workers are not entirely optimistic about AI. Just
as many (56%) say the job search experience will be less personal, and
some (44%) are concerned that they may lose their job in the future.
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C-suite and human capital leaders are much more excited about the potential of AI
in the workplace. Most (81%) say AI and robotics will open up new opportunities for
talent, while 79% believe their organizations will experience more opportunities. The
same percentage believe they will be able to better source, attract and engage with
the right talent, while nearly as many (78%) are excited about the investments their
companies will make in this area.

81% say AI and robotics will open
up new opportunities for talent.

Comparatively, 64% are also concerned about technology’s impact on job loss
and impersonalization of the recruitment process (67%). Most (76%), however, are
planning to reskill their workforces in response to automation investments.
While automation and AI will inevitably lead to the displacement of some workers,
employers have an opportunity to redeploy those resources through continuous
training and development of their workforces. You’ll need to build a roadmap
that aligns skills to evolving business needs – especially digital competencies as
transformation accelerates – to help retain loyal workers who need support with
keeping up with technology.
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the expectations
will never stand still. will you?
The conflicting views of working professionals
and talent leaders are indicative of both increased
digitalization at work and the uncertainty it’s creating.
The global workforce can expect that there will be some
displacement, but as more employers invest in training
and development, we can’t yet predict just how many
will realistically be impacted.
Whether working professionals are concerned
about technology, the evolving workplace or career
advancement, one thing is clear: they want and expect
the support of employers in return for being loyal and
engaged with your organization. And with expectations
rising on both sides, the world of work — and your
role — will evolve during these dynamic times. As a
human capital leader, make sure you are taking the
right steps to understand and get ahead of the evolving
expectations of your business and talent.
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dive deeper
into Talent Trends.

Want to see what channels talent in your sector use
most or understand just how important diversity
and inclusion is in your country? Contact us for
deeper insights on what motivates, engages and
drives your targeted talent.

contact us
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Talent Trends methodology

about Randstad Sourceright

The 2019 Talent Trends research is a survey of
more than 800 C-suite and human capital leaders
and 1,700 working-age adults across 17 countries,
conducted by a third party on behalf of Randstad
Sourceright. It is designed to help our clients and
the broader business community understand the
top talent acquisition and workplace trends for the
year ahead.

Randstad Sourceright is a global talent
solutions leader, driving the talent acquisition
and human capital management strategies
for the world’s most successful employers.
We empower these companies by leveraging
a Human Forward strategy that balances the
use of innovative technology with expert
insights, supporting both organizations and
people in realizing their true potential.

Online surveys are conducted via external panels.
Interviews are self-administered and can be taken
across devices (including mobile phones, tablets,
desktops and laptops).
Survey samples include permanent and contingent
talent, as well as business leaders at international
and regional organizations in Australia, Belgium,
Brazil, Canada, China, France, Germany, Japan,
India, Italy, Mexico, the Netherlands, Poland,
Singapore, Sweden, the U.K. and the U.S.

As an operating company of Randstad N.V.
— the world’s leading global provider of HR
services — Randstad Sourceright continuously
builds and evolves talent solutions through
recruitment process outsourcing (RPO),
managed services programs (MSP) and total
talent strategies.
Read more at randstadourceright.com.

human forward.
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