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workplace trends guide

People are the key factor linking innovation, competitiveness
and growth for companies today. But securing skilled workers,
particularly in IT, is getting more complex and challenging, with
IT decision-makers citing it as the largest internal threat to meeting
their business performance targets.
The 2016 Randstad Workplace Trends Report offers a close-up view
of specific talent challenges, their impact on the bottom line and
what organizations can do to address the issues while capitalizing
on areas of opportunity.
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Backbone of the digital economy
The digital revolution and the Internet of Things (IoT) is transforming businesses
around the globe. In fact, Gartner predicts that in 2016, spending on new IoT
hardware will exceed $2.5 million a minute. And, by 2021, one million IoT devices will
be purchased and installed every single hour.1 That level of deployment and use will
present dramatic challenges to enterprises and IT organizations that need to manage
and track IoT activities.
Even beyond IoT, digital technologies — mobile, social, big data and cloud — are
disrupting businesses everywhere by revolutionizing the role technology plays in
our lives.
At the helm of this revolution are the technology professionals tasked with leveraging
and implementing emerging technologies at lightning speed. Their output will
determine whether companies can effectively capitalize on the digital revolution.
Perhaps that is why the recruitment and retention of IT talent are among the greatest
challenges to organizations’ abilities to meet revenue or business performance targets.
The need for quality talent remains high, and organizations across the globe now
recognize the need to fight for the best candidates. While IT hiring managers cope
with increased competitive pressures and economic uncertainty, they cite a scarcity
of talent and their abilities to source and successfully recruit that talent as threats to
business performance.

The growing influence of talent
IT hiring managers weigh in on the biggest threats to meeting
revenue or business performance targets in 2016:
Top external factors

67%
increased competitive pressures

44
62%
uncertainty around or the tepid performance of the U.S. economy

42%
inadequate supply of qualified labor/talent

Top internal factors

55%
finding the skilled talent needed

55%
reducing operating expenses

50%
retention of qualified talent

Harnessing the speed of change
Historically, the pace of technological adoption has quickened by leaps and bounds with
each new introduction of innovative technology. Just 15 years ago, only 12 percent of
people owned a mobile phone; now, 68 percent do. In that time, the value
of online retailer Amazon.com surpassed WalMart.3 Iconic companies such as Atari,
Blockbuster and Eastman Kodak have all but disappeared because they failed to stay
ahead of market changes.
What sets successful businesses apart from others is very different today than 20 years ago.
Organizations that have built digital business models will rise to the top, and having the
right talent in place at the right time is critical.
Highly skilled IT talent, however, is in short supply. Unemployment in the tech industry
hovered at 2.6 percent in December 2015, compared to a national unemployment rate of
5 percent. While hiring rates are increasing, more IT workers feel confident in exploring
new offers or employers, making the retention of IT professionals equally as critical as
recruiting them.
As companies rely more on IT talent to drive their businesses, many of the long-standing
challenges continue to threaten their success, including:
•

recruitment effectiveness and hiring accuracy

•

high turnover

•

workforce outlook and the next generation of talent

Although the need for IT talent is widespread, the introduction of emerging technologies
and innovations means the demand for technology workers with specialized skills is even
greater. Skill gaps in areas like big data, analytics, security and software development are
widening. At the same time, the process of recruiting and hiring tech talent is lengthening,
due in part to struggles to find the right-fit talent.

recruitment
effectiveness
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Skills and talent shortage
For many IT decision-makers, finding the best-fit talent both in culture and skill set can be
downright excruciating. The majority reported that their organizations struggle to find
talent with the necessary skills for their open positions.

When positions
become available at
my organization, we
struggle to find people
whose skills match the
job requirements.

Areas IT job candidates tend to
be most lacking:
46% relevant on-the-job experience
41% technology skills
31% soft skills/communication
26% right culture fit for the
company/department

89%
We struggle to find
people who are a good
cultural fit.

79% of leaders surveyed report
it is more difficult to find and hire
quality IT talent now than it was
one year ago.

83%
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Job vacancies — how long is too long?
Perhaps the greatest challenge on the horizon for companies is filling vacant positions and
decreasing time-to-fill for those positions. On average, IT hiring decision-makers report
they are currently understaffed by 14 percent. It takes an average of 90 days to recruit and
hire non-executive positions.

2.9 months
Time-to-fill non-executive positions
across all industries

Lengthy and abundant job vacancies can spell big trouble for
companies and demonstrate why businesses leaders report talent
shortages have a significant impact on their productivity.
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Expanding the candidate pool
So what strategies are IT decision-makers deploying in order to shorten the time it takes
to find talent and improve their recruitment efforts? While employers are focused on
expanding their range of recruitment channels as a way to improve efforts, most named
“staffing/recruiting companies” as the top method for recruiting talent.
In addition, when asked to identify their most effective recruiting method, staffing/
recruitment companies ranked the highest. In addition to working with a staffing partner,
the increasing availability and capabilities of digital tools for talent management also
give companies an opportunity to improve recruiting, screening and other aspects of the
employment life cycle.

Measures companies have taken to improve IT recruitment:
using a wider range
of recruitment
channels (i.e., social
media, etc.)

45%

offering
higher salaries

37%

developing
relationships at
local colleges and
universities

29%

offering better
benefits

23%

Which recruiting methods do you think are most effective?
52% staffing/recruiting company
37% LinkedIn
37% traditional job boards
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Tips for a better hiring process
Ensure your hiring process is aggressive.
Professionals today are more informed about the market. Experienced candidates know
their skill sets are in high demand, and many receive multiple job offers. Slow decisions
can mean losing out on top talent. Taking shortcuts isn’t the answer, but dragging out
the hiring process isn’t either. Research the role and local market conditions or utilize a
recruiter, who can recommend an appropriate timeline to target for the hiring process.

Set expectations and be transparent about your timeline.
Communication is key. Don’t leave a candidate in the dark — by doing so, you’re opening
the door for other options and offers with which your company may ultimately have to
compete. Remember that your interest in the candidate may become more solidified after
multiple interviews, but candidates can become less excited and less interested as more
time elapses if you aren’t communicating with him/her regularly.

Reflect on your ideal candidate profile.
Think back on previous hires that failed within your organization — what was it about
the person or situation that didn’t work? Reflect on your employees who flourish — what
makes them successful? Make a checklist to reference as you review potential candidates.
This list will be somewhat unique to every department and company, depending on the
culture and work environment, and it can help you identify whether the candidate will be
a good match.

Have a clear vision for the job description and criteria.
Writing job descriptions isn’t exciting, but it is a critical piece of the hiring process that
many companies don’t get right. When there is a disconnect for candidates between what
they believe the job entails and what it actually requires, it can lead to disappointment
and resentment on both sides. Take a fresh look at your needs and the skills you’d like to
add to your team, and communicate them clearly.

Ask candidates what they know about your company and why they
want to work there.
Listen carefully to what the candidates say. Develop a thorough understanding of their
needs and wants, and focus on how they will benefit from working with you. If what
they share doesn’t fall in line with your company’s culture or the available opportunity,
be honest. You want to give a promising candidate plenty of reasons to join your
organization, but overselling the position greatly increases the likelihood of turnover.
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Hiring accuracy
The 2016 Randstad Workplace Trends
survey revealed two key aspects
of recruiting that are particularly
troublesome for IT hiring decisionmakers: finding the right cultural fit and
the perceived lack of skills required for
evolving roles.

83% of IT leaders that
use skills assessments say
the tools are critical to the
hiring process.

HR teams increasingly leverage data
and analytics to bring greater accuracy,
efficiency and predictability to the
hiring process. As employers continue to
struggle with turnover, open positions
and costly vacancies, they simply cannot
afford to take an uneducated guess on
whether a job candidate will ultimately
meet expectations.
While skills assessments are a proven
method of gauging whether a candidate
is a match — from technical and
communication skills to work ethic and
cultural fit — roughly three in ten IT
hiring decision-makers reported they are
not currently using skills assessments.
Meanwhile, the overwhelming majority
of companies currently using skills
assessments say they are critical to
their hiring processes. Hiring the rightfit candidate the first time not only
prevents turnover, it typically ensures the
new hire will contribute and add value
immediately.
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Finding the perfect match
Ninety percent of IT hiring decision-makers say it is important to hire candidates who
have experience in their company’s industry. When it comes to screening both full-time
and temporary candidates, IT decision-makers find many of the same attributes important
regardless of the type of worker arrangement. Interestingly, however, is the apparent
emphasis on references and background checks for contract employees in particular. Cultural
fit was deemed almost equally important for contractors as full-time employees.

Top attributes considered
when screening full-time
candidates:

Top attributes considered
when screening temporary/
contract candidates:

97% knowledge/skills

99% knowledge/skills

78% cultural fit

88% qualifications

77% qualifications

81% education

77% education

80% background

67% background

(i.e., employment verification, 		
criminal history, drug screen, etc.)

(i.e., employment verification, 		
criminal history, drug screen, etc.)

49% references
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75% cultural fit
68% references
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turnover &
retention
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Hold on tight

39

%

of technology professionals
say it is likely they will look
for a new job in the next 12
months.4

Nearly two in five IT workers are likely
to seek out new opportunities this year.
Beyond finding qualified IT staff, retaining
workers continues to be a challenge for
most companies. Nearly half of decisionmakers in the IT sector report that their
companies experienced an increase in
turnover in 2015, and the vast majority are
more concerned about expected turnover
in 2016.

IT decision-makers surveyed that somewhat or strongly agreed:

“Our turnover
rate increased
last year.”

69%

45

%

71

%

“We are more concerned
about turnover this year
than last year.”

“My company has
incentives in place to
retain employees, but still
struggles with turnover.”
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Get ready for the wage wars
As the economy continues to rebound, employers will rely on their talent to maintain a
competitive advantage. This need to maintain staffing levels comes at a time when the labor
market is tightening. This not only makes it more difficult to compete for talent, but also
makes retention a priority.
While poor relationships with managers and colleagues are a common cause for
resignations, our survey results indicate the primary culprit in higher turnover rates of IT staff
is losing talent to “better offers.”
Companies recognize that their employees are being recruited by competitors, and prudent
business leaders realize that proactively addressing compensation may be their best chance
at reducing turnover and retaining their best people.

Top reasons for companies’
increasing turnover rates:

Top reasons for IT employees’
decisions to leave:

#1 talent being recruited by
competitors

#1 received a better offer
elsewhere (better pay, benefits)

#2 poor company culture

#2 pursue a different career path
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Money talks, but are we listening?
57%

37%

6%

salaries are the
same as they were
12 months ago

salaries are higher
than they were
12 months ago

salaries are lower
than they were
12 months ago

Even with the low U.S. unemployment rate and more robust new job creation, wages among
the companies surveyed have remained largely stagnant over the past few years. But trends
indicate that employers will soon need to address compensation levels for qualified talent.
Widespread research suggests that U.S. companies are likely to increase base pay, regardless
of function or level, by an average of three percent in 2016. For IT workers, the average total
compensation (salary plus bonus) increased 3.6 percent in 2015, compared to an average of two
percent in the three preceding years.5 The increasing turnover rates and recruiting difficulties of
top tech talent can be directly attributed to the absence of wage growth.

Of the companies that reported salaries are higher than they were
one year ago:

37%

32%

rewarded employees for
exceeding revenue goals

provide regular salary
increases to keep up with
cost of living increases

6%
feel their previous
compensation levels were not
in line with market trends
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The bottom line: sample business case
Company A
Profile
•
•
•
•

Number of employees: 1,000
Average salary: $95,000
Current turnover rate: 15%
Number of open positions: 79

Cost of annual turnover:
$2.4 million

Cost of vacancies:
$2.9 million

• 150 x $16,000 (average cost
to replace employee)

• Average number of open
positions x the average
cost of one unfilled
position for 2.5 months*

Company A raises salaries of existing and open positions by
10 percent. Total investment: $1.4 million

Company A: after salary increases
Profile
• Number of employees: 1,039
• Average salary: $104,500
• Current turnover rate: 10%
(reduced turnover rate by 5%)
• Number of open positions: 39
(filled half of vacant positions)

Cost of annual turnover:
$1.6 million

Cost of vacancies:
$1.5 million

• 104 x $16,000 (average cost
to replace employee)

• Average number of open
positions x the average
cost of one unfilled
position for 2.5 months*

Company A

$800,000 in cost savings
plus increased employee satisfaction, engagement and retention
*based on average cost of unfilled position per day: $500 6
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Company B
Profile
•
•
•
•

Number of employees: 1,000
Average salary: $95,000
Current turnover rate: 15%
Number of open positions: 79

Cost of annual turnover:
$2.4 million

Cost of vacancies:
$2.9 million

• 150 x $16,000 (average cost
to replace employee)

• Average number of open
positions x the average
cost of one unfilled
position for 2.5 months*

Company B keeps salaries at the same level and has no
increase in salary costs.

Company B: no salary increases
Profile
• Number of employees: 962
(38 employees took higher
paying jobs with Company A)
• Average salary: $95,000
• Current turnover rate: 17%
(turnover rate increased 2%)
• Number of open positions: 114

Cost of annual turnover:
$2.6 million

Cost of vacancies:
$4.4 million

• 163 x $16,000 (average cost
to replace employee)

• Average number of open
positions x the average
cost of one unfilled
position for 2.5 months*

Company B

$1.7 million increase in costs
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Keeping employees engaged
Although research continues to show that employee confidence is much higher now than
in recent years, it’s fair to say that many employees are still feeling the pain of a lackluster
economic recovery marked by little to no wage growth and climbing healthcare costs. Only
22 percent of Americans say they have enough savings to pay for at least six months of
expenses.7
Randstad’s recent engagement data reveals that 63 percent of employees, across industries
and sectors, feel they are overdue for a raise. Since 2004, workers’ average contributions to
family medical coverage increased by 81 percent. As a result, 44 percent of workers say they
would use a credit card or borrow from a 401(k) to pay off expenses from an accident or
unexpected serious illness.8
More financial stress on U.S. workers means that employers who discover ways to reward
employees will find themselves at a distinct advantage over competitors. Not only will
this help to bring in sought-after talent, it will also drive down turnover costs for existing
employees who feel valued, rewarded and engaged.

Provide clear development
paths to help workers grow
their careers. If you don’t
proactively show an employee
how he or she can succeed
within your company, another
organization will.

Consider that employees cite
a promotion as the thing
most likely to boost their
happiness at work, followed
by workplace flexibility.

Show workers they
matter, and that you value
their feedback and ideas.

Hiring the right people from the start is one of the most effective ways to
reduce turnover, but ensuring they remain engaged and satisfied on the
job is equally critical.
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workforce
outlook
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Tap into next generation talent
It’s hardly news that the Millennials (also referred to as Gen Y) are taking over the
workforce, bringing with them joined-at-the-hip technology and new attitudes about
careers and employment. That’s a massive shift in the labor market, and IT departments are
preparing for it by investing in Millennial-friendly technologies.
These technologies are what Millennials use to get their jobs done, and they will enable
other changes in the labor market as well. Technology will accommodate retiring Baby
Boomers who want to stay active, perhaps through part-time employment, and will
embrace emerging independent and contract workers who collaborate on projects rather
than sign on to traditional full-time jobs with one company.
While many IT departments say they’re preparing for the Millennial shift, when asked
specifically about their strategies to address the IT needs of a changing workforce, their
answers revealed major gaps.

How companies are coping with the Millennial shift:

40%
believe they are
above average at
communication skills

37%

37%

believe they are above average
at providing access to corporate
data anytime, anywhere

believe they are above
average at providing access
to the latest technology

IDG Research Services & Randstad US, “Preparing for the Millennial Shift” Report 9
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Adapt to a Millennial workplace
Most business leaders would agree that the influx of Millennials has contributed to changes in
what we now consider a typical work environment. And while it’s more important to understand
the individual rather than the generation, managers that are aware of the common generational
differences and embrace those qualities are much more likely to enjoy an engaged team.

What do Millennials want?

Millennials expect
to work for four
to five companies
in their lifetime.

More money and
more opportunity for
advancement are their
top incentives to work
harder and stay longer.

68% of Millennials
say corporate social
responsibility is
important to them.

Honesty is the most
important quality in a
good leader, followed by
exhibiting a solid vision.*
*data from global survey

Randstad US & Millennial Branding: Gen Y vs. Gen Z Workplace Expectations Study 10

65

%

of IT decision-makers say their organizations make an
effort to tailor retention programs to the specific needs
and preferences of different generations of workers.
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A holistic approach to talent
By 2017, contingent workers — including independent contractors, statement-of-workbased labor and freelancers — will account for nearly 45 percent of the world’s total
workforce.11 It is also estimated that more than 40 percent of the U.S. workforce will be
contingent by the year 2020.12
What does this mean for employers? The contingent workforce segment is growing in
importance and size. Many companies are focusing on bringing together people, processes
and technologies in a holistic approach to accelerate the growth of their talent capabilities.
A holistic perspective does not view talent as either permanent or contingent. Instead,
it approaches all work arrangements as having potential for fulfilling a particular need
without the limitations of drawing from only one worker type.
However, significant internal change is often required to adopt this approach. Driving
that change requires consensus among all stakeholders, including HR, procurement, the
hiring community and business leaders. Structural barriers must be eliminated, and greater
sharing of data and insights must occur to enable a free flow of talent.

Companies that understand the benefits of contingent workers
and how to manage them well, enjoy:

improved
operational
performance

lower labor
costs

informed
staffing
decisions

more
organizational
flexibility

stronger alignment
between HR strategies
and business objectives
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IT talent and the changing world of work
The IT employment landscape is requiring more enterprises to engage contingent and
contract talent. IT leaders are recognizing the value and necessity of collaborating with
staffing partners to deliver much-needed talent, when they need it. The speed of change
and rapid adoption of emerging technologies requires businesses to scale quickly and to
recruit a wider range of IT skills.
In addition, more and more workers are choosing non-traditional employment, particularly
Millennials. In 2014, 32 percent of the average company’s workforce was contingent or
contract-based and 92 percent of enterprises indicated that using non-traditional staffing
was a vital to moderate part of their overall corporate strategies.13 Staffing firms play a
vital role in connecting these “independent” workers with companies that benefit from
their flexibility and in-demand skills.

IT decision-makers plan to hire the following positions most heavily in
the next year:
60%
permanent

14
62%
contract

12%
contract-to-hire
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about the survey
Throughout this report, the figures represent the findings from a
Research Now survey conducted from November to December 2015.
For the survey, a sample of 2,004 hiring decision-makers working in a
variety of sectors was interviewed, including engineering, finance and
accounting, healthcare, human resources, information technology, legal,
manufacturing and logistics, office and administration, pharmaceutical,
and sales and marketing. All sample surveys and polls may be subject to
other sources of error including, but not limited to, coverage error and
measurement error.
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Participant profile

Sources

company size by number of employees:

1 http://www.gartner.com/newsroom/id/3165317

Less than 50 (11%)
50 to 99 (12%)
100 to 499 (12%)
500 to 999 (14%)
1,000 to 2,499 (26%)
2,500 to 4,999 (10%)
5,000+ (15%)

2 U.S. Bureau of Labor Statistics (BLS), December 2015 Report
http://www.bls.gov/news.release/archives/empsit_01082016.pdf
3 Forbes, July 25, 2015
http://www.forbes.com/sites/adamhartung/2015/07/25/
bigger-is-not-always-better-why-amazon-is-worth-more-thanwalmart/#40fee2bd63a0
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Randstad US is a wholly owned subsidiary of
Randstad Holding nv, a $24.5 billion global
provider of HR services. As one of the largest
staffing organizations in the United States,
Randstad provides temporary, temporary-to-hire
and permanent placement services each week
to over 100,000 people through its network of
more than 900 branches and client-dedicated
locations.
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Employing 5,300 recruiting experts, the company
is a top provider of outsourcing, staffing,
consulting and workforce solutions within the
areas of engineering, finance and accounting,
healthcare, human resources, IT, legal, life
sciences, manufacturing and logistics, office and
administration and sales and marketing. Learn
more at www.randstadusa.com and access
Randstad’s panoramic U.S. thought leadership
knowledge center through its Workforce360
site that offers valuable insight into the latest
economic indicators and HR trends shaping the
world of work.

6 Bottom line
http://www.insidehr.com.au/3-critical-steps-to-speeding-uptime-to-hire/
7 Bankrate’s Financial Security Index, 2015
8 Aflac Workforces Report, 2015
9 IDG Research Services & Randstad US, “Preparing for the
Millennial Shift” Report
10 Randstad US & Millennial Branding: Gen Y vs. Gen Z
Workplace Expectations Study
https://www.randstadusa.com/workforce360/workforceinsights/top-10-ways-millennials-are-transforming-itdepartments/270/
11 2015– 2016 State of Contingent Workforce Management
Report by Ardent Partnershttp
http://ardentpartners.com/
12 Intuit
http://www.huffingtonpost.com/steven-hill/howbig-is-the-gigeconom_b_8147740.html
13 2014 – 2015 State of Contingent Workforce Management
Report by Ardent Partners
http://ardentpartners.com/
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