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Now nearly two years out from the 
initial pandemic-driven shutdowns,
the longer-term workplace eff ects of 
a global COVID-19 crisis are emerging. 
In hiring, “the new normal” has 
become almost a cliché – and yet the 
term remains undeniably relevant as 
organizations embrace and normalize 
constant change and adaptation as 
keys to survival and success.
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INTRODUCTION

Skills shortages predicted for the future have become  
today’s challenge as the Great Resignation accelerates.

1. https://apnews.com/article/coronavirus-pandemic-business-prices-economic-growth-inflation-cb4d26f7deb30eeefa65e339f66a9dc1
2. https://www.businessinsider.com/why-everyone-is-quitting-great-resignation-psychologist-pandemic-rethink-life-2021-10
3. https://www.theatlantic.com/ideas/archive/2021/10/great-resignation-accelerating/620382/
4. www.forbes.com/sites/carolinecastrillon/2021/05/16/why-millions-of-employees-plan-to-switch-jobs-post-covid/?sh=768b90e611e7
5. https://modernhire.com/turnover-crisis-how-to-hire-for-retention/

The ongoing pandemic remains a driver of the most 
influential hiring trends for 2022. After a rapid jump 
into double digits following the pandemic’s onset, 
the U.S. unemployment rate was less than 5% by 
the end of 2021, near pre-pandemic levels. Still, for 
many organizations, massive concerns over the labor 
shortage remain, especially as companies prepare for 
strong growth in the coming year.1

The experiences of the last two years have caused 
many workers to reconsider what is important in 
life and whether work is contributing to personal 
happiness. This massive shift in mindset has become 
tangible as The Great Resignation continues, a term 
coined by industrial-organizational psychologist 
Anthony Klotz in reference to record numbers of 
Americans quitting their jobs.2

Our analysis of 2022’s  
most significant hiring trends 
integrates Modern Hire 
research, industry data, and 
our experiences with more 
than 700 global and large 
enterprise clients.

At the entry of 2022, The Great Resignation is 
showing no sign of slowing.3 More than a quarter 
(26%) of workers say they are looking to change jobs 
now or in the near future.4 That’s cause for concern as 
hiring teams struggle not only to hire for growth but 
to keep up with rising turnover rates.5 With candidate 
shortages so acute in many industries, talent 
acquisition professionals everywhere must adapt their 
strategies to address candidate expectations around 
flexibility and transparency while offering career 
growth opportunities that encourage retention. 

The Modern Hire 2022 Hiring Trends Report 
offers our best insight into what’s ahead for hiring 
practitioners in the coming months, and the “next 
normal” that is change itself. 
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The one certainty in the current hiring environment 
is that closing the deal with today’s candidates 
won’t necessarily win tomorrow. Amidst the digital 
transformation, HR teams need to set up for long-
term agility with technology that is modern, efficient, 
effective, and fair. The foundation of best-in-class 
hiring doesn’t change, but hiring teams will need the 
capacity to modify their process to suit the needs of 
the moment.

As you select HR technology, keep in mind these 
must-have attributes for long-term hiring agility:

 ■ Ability to efficiently assess candidate pools of any 
size to source and hire top-tier talent 

 ■ Increased speed through automation – if you can’t 
compete on speed to hire or wages, then you’re not 
a contender

 ■ New efficiencies to respond effectively to both 
candidate scarcity and candidate abundance

 ■ Seamless, end-to-end processes that improve hiring 
experiences for candidates and hiring teams, alike 

Predictive analytics can improve agility, as well. 
AI’s broadening adoption in hiring has become a 
competitive mandate, particularly for large companies 

TREND 1: SET UP FOR LONG-TERM AGILITY IN HIRING
Modern Hire Contributor: Carter Gibson, Ph.D.

seeking to reap the benefits of quantifiable 
efficiencies and improved retention metrics. 

Hiring agility is also gained by avoiding unintended 
bias in hiring. Here, too, predictive analytics – and 
your HR interview technology selection – are both 
critical. Look for companies with a depth of data 
and tools that ensure candidates are evaluated 
consistently, using objective standards. Many 
companies admit to needing work in this area: though 
two out of every three companies have a strategy 
for diversity hiring, many recognize there’s room for 
improvement.6

Recruiting teams will continue 
to need efficient, agile, 
responsive recruitment and 
hiring technology to deliver 
hiring performance today and 
in the future.

6. https://www.thetalentboard.org/benchmark-research/cande-research-reports
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All hire types have had lower turnover post-COVID, but the effect is strongest for external hires

Post-Pandemic Turnover is Lower with Internal Candidates

50%

70%

60%

80%

90%

100%

0 30 60 90 120 150 180

Days in Role

%
 S

til
l i

n 
Ro

le

88% - Post-COVID, Internal

63% - Post-COVID, External

92% - Pre-COVID, Internal

76% - Pre-COVID, External

TREND 1: SET UP FOR LONG-TERM AGILITY IN HIRING (CONT'D)

7. https://modernhire.com/turnover-crisis-how-to-hire-for-retention/

Internal Recruitment Ramps Up 

Given current labor market conditions, 
companies will do well to concentrate on 
internal talent pools. Hiring teams can close job 
openings more quickly since there are fewer 
factors to consider. And Modern Hire research 
indicates that the turnover eff ect created by the 
pandemic is not as strong on internal candidates 
as it is on external candidates.7 In other words, 
promoting from within may earn higher ROI 
now than before the pandemic since these 
candidates are more likely to stay.
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TREND 2: HIRE FOR POTENTIAL OVER CURRENT SKILL
Modern Hire Contributor: Chantale Antonik, Ph.D.

8. https://www.kornferry.com/content/dam/kornferry/docs/pdfs/KF-Talent-Shift-Country-Report-Germany-Digital.pdf

The current workforce shortage has become so 
severe that many organizations have resorted to 
hiring “warm bodies” (individuals who lack apparent 
job fit but are available). Of course, this short-term 
strategy might fill seats but does so at the cost of 
high performing and lasting talent. Related to, and 
compounding this shortage, is a skills deficit that is 
forecast to grow over the next ten years. “By 2030, 
we can expect a talent deficit of 85.2 million workers 
across the economies analyzed—greater than the 
current population of Germany.”8 

While skilled workers will always be valuable, the 
reality is that it will continue to be difficult to hire 
sufficiently skilled workers for the foreseeable future. 
Part of the reason is that technology today advances 
faster than ever before, and as a result existing 
skillsets become outdated much quicker than in 
decades past.

The solution is to focus more on potential than 
current skill. New hire potential is easily measured 
with modern assessment tools such as the Virtual 
Job Tryout®, including competencies such as 
Digital Readiness, Learning Agility, and Reliability. 
Candidates who demonstrate proficiency in these 
types of competencies will be able to learn and adapt 
to meet the challenges of your organizational future.

As the competition for high-
quality candidates tightens, 
recruiters must do everything 
in their power to find the right 
candidates, assess them 
thoroughly, and make them 
want to accept a job offer.
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TREND 2: HIRE FOR POTENTIAL OVER CURRENT SKILL (CONT'D)

9. https://www.bls.gov/news.release/pdf/jolts.pdf
10. https://www.businessnewsdaily.com/6038-skills-gaps-cost-companies-thousands.html
11. https://www2.deloitte.com/us/en/pages/about-deloitte/articles/press-releases/deloitte-manufacturing-skills-gap.html 
12. https://www.gartner.com/en/newsroom/press-releases/2021-02-03-gartner-hr-research-finds-fifty-eight-percent-of-the-workforce-will-need-new-skill-sets-to-do-their-jobs-

successfully
13. https://hrforecast.com/a-guide-to-future-oriented-skills-skills-in-demand-to-watch-in-the-next-five-years/

RETURN TO CANDIDATE SCARCITY

Voluntary quit rates exceeded twenty-year highs 
in August of 2021 as employees reassessed life 
priorities in the face of a global pandemic.9 This nearly 
unprecedented turnover is just one of the causes of a 
workforce shortage that has reached crisis levels for 
many organizations. A survey by CareerBuilder found 
that about 60% of employers in the U.S. have job 
openings that are left vacant for 12 weeks or longer.10 

As the labor shortage impacts growth for Modern 
Hire clients and other organizations, we’ve seen a 
shift in priorities; organizations are hiring for retention. 
Companies have long relied on an assumed endless 
supply of young people to churn through in entry-
level roles. Now, they’re finding it is easier and more 
cost-effective to keep existing employees and select 
for retention rather than sourcing new candidates. 

TRANSFORMATION STALLS WITHOUT  
DIGITAL SKILLS

The current skills deficit in the U.S. is expected to 
increase by 2030, and new projections suggest 
vacant positions could cost the U.S. economy $1 
trillion.11 More than half of the U.S. workforce needs 
new skills – often digital skills – to do their jobs 
effectively, so it’s not surprising that HR leaders are 
finding it increasingly difficult to source candidates 
with these skills.12 Topping the list of the most in-
demand skills in the coming years is digital literacy, 
followed by critical thinking, self-management, and 
interpersonal skills.13

We’re seeing several potential solutions already in 
play at large enterprise organizations:

Rise in project-based hiring. With new levels of 
acceptance and use of remote working, companies 
can hire skilled contractors from anywhere in the 
world. With so many working from home, talented 
individuals can work on a short-term basis on projects 
that interest them. Recruiting platforms like UpWork, 
Fiverr, and others offer access to a range of freelance 
talent with in-demand skills. 

Finding the right candidates through technology. 
Modern assessment and screening technology can 
cast a very wide net, helping you to find the proverbial 
needle in a haystack. Best fit candidates are not 
always the ones with the most experience or outgoing 
personality, and job relevant competency-based 
assessment can help you narrow your pool extremely 
quickly to only those candidates who are likely to 
perform well AND last in your company.

Hiring for potential. It will become important 
for companies to assess for basic skillsets that 
employees can develop, through training, into a 
stronger skillset the company needs. This model will 
have the advantage of helping fill skills gaps while 
also presenting salient career growth opportunities 
for new hires. By providing career advancement 
potential, it is likely to increase retention as well. 
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TREND 2: HIRE FOR POTENTIAL OVER CURRENT SKILL (CONT'D)

Identifying Upskill Potential 

Modern Hire predictive assessments can help 
identify both external and internal candidates with 
upskill potential. In addition to predicting future 
success in specific roles, Modern Hire’s Virtual 
Job Tryout assesses competencies like adapts to 
change and problem solving – competencies that 
can be developed and used for new roles.

Modern Hire’s Find My Fit™ is an innovative 
new online tool designed to help candidates 
understand more about themselves, and their fit 
with different types of jobs. Job seekers receive 
personalized feedback and recruiters get more 
targeted recruiting of candidates that may be 
better suited for different roles. Recruiting teams 
can invite external and internal candidates to 
complete a Find My Fit assessment at scale using 
the Modern Hire intelligent hiring platform. 

Find My Fit recommends jobs to candidates with 
a high degree of accuracy and in an equitable 
manner that can help equalize  
the protected class makeup of various jobs.

For example, in one recent analysis, greater 
than half the applicants who took Find My Fit 
for a Field Service Technician role were female, 
compared to only around 30% for those not 
using Find My Fit. This indicates that Find My Fit 
is leading females to a traditionally male role, 
helping to equalize the workforce.

>50%Women using  
Find My Fit make up

of Field Service  
Tech applicants

This indicates that Find My Fit is leading females to a traditionally male role, helping to equalize the workforce.
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14. https://financesonline.com/candidate-experience-statistics/ 
15. https://www.thetalentboard.org/benchmark-research/cande-research-reports/

Ensuring a positive candidate experience is table 
stakes, especially with fewer candidates in the 
candidate pool. But winning employers will be 
expected to tell a story arc that starts with a great 
hiring process and continues throughout the 
candidate’s future employment experience, setting 
the stage for the company’s commitment to their 
success during their full tenure. Establishing company 
and candidate expectations early can greatly 
influence future engagement of that prospective 
employee, and the right assessment tools can be a 
predictor of their success.

By combining the right technology and the human 
touch, recruiters can create personalized hiring 
experiences that effectively represent their 
organization.

HOW TO RENEW YOUR CANDIDATE  
EXPERIENCE FOCUS

Here are recommendations for improving your 
candidate story in 2022.

Give candidates a chance to perform. Helping 
candidates feel like they’ve presented their best 
selves is essential to positive hiring experiences.15 

To this end, provide job-relevant information. Avoid 
games that don’t clearly connect to the job and 
personality tests that aren’t predictive of on-the-job 
success. Help candidates understand your company’s 
commitment to mitigating hiring bias by adopting tools 
that establish interview consistency and standards for 
rating.

Engage candidates as decision-makers. By providing 
candidates with a realistic preview of the job, you 
invite candidates to be informed and engaged in your 
process. 

Unlock your candidate funnel. Eliminate traditional 
educational attainment-related requirements 
wherever possible to bring a higher volume of 
candidates into your hiring process and position your 
company as more inclusive. 

Flex your muscles, flex your policies. Many 
companies are tailoring their employment experience 
to changing employee expectations. If you now offer 
flexible work, unlimited PTO, tuition reimbursement, 
or other employee-friendly policies, it’s essential that 
you share them with candidates, especially given 
workforce shortages. Modern Hire’s Preview Builder™ 
is a great way to show and share your employment 
experience with candidates.

82%
of job seekers would share a 

positive candidate experience

69%
of job seekers would share a 
negative candidate experience14

TREND 3: FOCUS ON EMPLOYMENT EXPERIENCE  
IN THE CANDIDATE EXPERIENCE
Modern Hire Contributor: Jensen Mecca, Ph.D.
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Organizations can’t expect this 
labor shortage to solve itself. 
Staffing needs to change to 
adapt to the market, not the 
other way around.

TREND 3: FOCUS ON EMPLOYMENT EXPERIENCE IN THE CANDIDATE EXPERIENCE (CONT'D)

16. https://www.roberthalf.com/blog/evaluating-job-candidates/company-cultures-role-in-hiring
17. https://www.forbes.com/sites/bryanrobinson/2021/08/27/4-must-know-recruitment-and-hiring-trends-for-the-rest-of-2021/?sh=5c331f0f6ff4
18. https://explorance.com/wp-content/uploads/explorance-resource/employee-feedback-survey-report-explorance.pdf
19. https://www.weforum.org/agenda/2021/04/work-survey-pwc-automation-jobs/
20. https://www.cnbc.com/2021/11/02/businesses-without-flexible-work-miss-up-to-70percent-of-job-candidates-hr-experts-say.html

Quitting Has Never Looked Better

It’s a known fact that candidate behavior shifts in a workforce shortage. The most visible indicator is the record-high 
voluntary quit rate. That, coupled with post-pandemic life, means people don’t just want “jobs” anymore; they want 
careers, more money, an overall more supportive experience with their employer, and more flexibility.

What are candidates looking for in today’s workplace?

 ■ Culture fit: 35% of candidates would decline an offer if the company culture doesn’t fit theirs16

 ■ Connection: Trust, communication, and concern for wellbeing have become very important17

 ■ To be heard and have a voice: Nearly half of employees don’t believe their feedback leads to meaningful change, 
and of those, 33% are looking for a new employer18

 ■ Development opportunities: Organizations need to show genuine interest in helping employees grow their long-
term careers. Seventy-seven percent of workers say they are ready to learn a new skill; 40% have improved their 
digital skills during the pandemic.19

 ■ Flexibility: Employers that don’t offer flexible or remote work could be off the table for up to 70% of candidates.20

Candidates have options. Organizations need to paint an honest picture of their employment experience during 
hiring to lock down candidates who will stay.
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AI enables data-driven hiring decisions and the 
tracking and measurement of outcomes necessary 
for continuously improving hiring. AI-powered tools 
are already being used to anticipate hiring needs, 
identify internal opportunities, reduce hiring costs 
and turnover, and measure the progress of DEI 
initiatives. More recruiting teams will find AI-equipped 
hiring solutions are essential in 2022. Simply put, 
organizations that do not adopt AI solutions will find  
it increasingly difficult to compete. 

In 2022, look for these types of AI-related 
technologies to significantly improve hiring outcomes:

 ■ Predictive analytics. Validated assessment tools 
utilize analytics to predict job performance and 
fit, giving hiring teams the insights they need to 
boost new-hire performance, reduce turnover, and 
increase efficiency. 

 ■ Automated interview scoring. Auto-scoring 
candidate responses to open-ended assessment 
and interview questions drastically reduces bias 
across a more significant portion of the hiring 
process. It also allows candidates to answer in 
their own words, creating more personal hiring 
experiences.

 ■ Natural Language Processing. The use of AI 
to understand human language is bringing 
improvements to candidate screening and 
assessment. 

However, as high value as AI can be, we’re hearing 
about AI fatigue from more practitioners. They’re tired 
of internal pressure to bring AI into the hiring process 
and being deluged by messages about AI hiring 
technology that promise results without proof. These 
are the insights we share with Modern Hire clients 
concerning AI hiring technologies: 

Science is the differentiator. There is a clear line 
between science-based AI solutions and all other 
AI hiring tools. Far beyond simply plugging in a 
standard AI module, science-driven organizations 
seek to research and test their products to ensure 
positive outcomes. A science-based platform will be 
more predictive, fair, and efficient. It will be legally 
defensible. It will be proven to deliver ROI and worthy 
of your investment. AI hiring tools that are not 
science-based cannot deliver the same fundamental 
advantages.

Embedded AI is the future. The AI marketplace will 
slowly mature, from companies offering AI-based tools 
that may or may not work to solutions that embed AI 
in larger processes. Purchase decisions will become 
less about AI technology and more about how well 
a solution performs. Modern Hire helps clients hire 
better, regardless of whether a solution uses AI or not. 

TREND 4: CONTINUED ADOPTION OF AI TECH
Modern Hire Contributor: Eric Sydell, Ph.D.
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TREND 4: CONTINUED ADOPTION OF AI TECH (CONT'D)

21. https://modernhire.com/predictive-analytics/
22. https://modernhire.com/redefining-success-talent-analytics-for-the-future/

Breaking Speed Barriers with Modern Hire

A Modern Hire client, an American travel and 
leisure timeshare company, staffed more than 
90% of open roles for a new vacation facility 
in a single day. These HR teams are achieving 
remarkable speed to hire with AI, speed which 
isn’t possible without it. They’re also surpassing 
competitors that are just cutting steps to speed 
their process along. Modern Hire clients are 
reducing time to hire without sacrificing due 
diligence.

Value of Talent Analytics

We’ve noted before that in this era of big data, 
most data available is not meaningful in solving 
complex hiring challenges.21 Talent analytics 
changes that by giving practitioners visibility 
into many facets of hiring, from candidate fit to 
process optimization to the bottom-line value of 
TA performance to an organization. Increasingly, 
companies are using talent analytics to make 
workforce and hiring decisions based on data 
rather than assumptions. In companies that 
have changed the way decisions are made, 66% 
say they’ve seen improved quality of hire, while 
46% have seen improvement in DEI initiatives.22
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TREND 4: CONTINUED ADOPTION OF AI TECH (CONT'D)

Pre-Hire Predictor Data Quality

Modern Hire’s scientists have analyzed the 
predictive utility of all types of candidate 
data both in our own lab and in the research 
literature, and found that there are vast 
diff erences in how useful diff erent types 
of data can be in the hiring process. Data 
that is most useful falls into the Intentional 
Response category – scientifi cally-developed 
assessments and interview responses that can 
now be analyzed with artifi cial intelligence. Less 
useful is social media profi le data and facial 
recognition, which have not been demonstrated 
to be predictive of new hire success and are 
also likely to contain substantial bias.

Incidental

Examples
Facebook, Twitter

Facial features
Sound of voice (prosody)

Characteristics
Not job related

Unproven
Likely low predictive value

Invasive

Trace

Examples
Button clicks

Mouse movements
Replay counts

Characteristics
Unintentional

Primarily descriptive value
Aggregate for predictive 

value

Narrative

Examples
LinkedIn profiles

Resumes
Cover letters

Characteristics
Job related

Unstructured, unstandardized
Di�cult to analyze

Low predictive value

Intentional Response

Examples
Multiple-choice responses

Open-ended text responses
Spoken responses

Characteristics
Proven predictive value

Structured and unstructured

Pre-Hire Predictor Data Quality

Job Relatedness, Ease of Interpretation, and Predictive Density
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A note of caution 

While DEI is crucial in hiring, solutions that are 
narrowly focused on this area won’t necessarily 
improve overall hiring performance. Companies 
will benefit most from a process that reduces 
bias while also maximizing efficiency, candidate 
engagement and the use of predictive analytics. 
This combination of capabilities is the key to 
meeting the challenges ahead.

23. https://www.gartner.com/en/documents/3999838/hr-budget-staffing-trends-2021
24. https://modernhire.com/redefining-success-talent-analytics-for-the-future/
25. https://phys.org/news/2021-01-small-amount-gender-bias-hiring.html
26. ibid

Advancing diversity, equity, and inclusion (DEI) will 
continue to be a significant priority for companies 
this coming year. About 45% of HR teams plan to 
spend more on diversity and inclusion, and 46% will 
maintain their previous budget, meaning less than 
10% will scale back on DEI spending.23 However, while 
nearly all companies are making the reduction of 
bias in recruiting a priority, about two-thirds are using 
training to reach that goal.24

Organizations counting on training to increase 
DEI and reduce bias are unlikely to achieve their 
objective. A recent study demonstrated this, with 
the researchers noting that regardless of the hiring 
context, “…even seemingly small amounts of bias 
in the assessment phase can have a profound 
negative impact on a wide range of hiring outcomes 
for individuals and organizations alike.”25 They 
further determine that “… results…suggest that even 
established diversity initiatives will struggle to realize 
their full potential in cases where systematic subgroup 
bias continues to influence the hiring process.26

There are practical steps organizations can take to 
reduce bias and improve DEI outcomes in 2022:

Expand candidate sourcing. A large percentage of 
the applicant pool sees this as a meaningful change. 
It is the ethical approach for companies that prioritize 
DEI, and it will also yield better applicant pools. Now 
is an opportune time, too. The workforce shortage 
is breaking down barriers to industries and roles 
traditionally more challenging to access. 

Define the clear goal. There’s a difference between 
hiring for inclusion (employing various minority 
groups) and hiring for diversity. Diversity comes 
from individual differences in gender, ethnicity, 
background, and more. However, the true value is 
diversity of thought which has been documented 
to help organizations innovate and elevate 
organizational performance. To hire for diversity 
effectively, utilize pre-hire assessments that contain 
content validated to mitigate group differences, and in 
some instances, even favor the minority group. 

Use data-driven selection. Data-driven hiring is 
essential in building a diverse workforce. A talent 
analytics approach that leverages technology will 
significantly reduce bias in hiring and help you avoid 
the unintended consequences of adverse impact. 

TREND 5: REDUCE BIAS IN HIRING
Modern Hire Contributor: Catalina Flores, Ph.D.
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DEI, Visibility & Glass-Box Science™

DEI and fairness are more visible than ever. 
The social climate continues to push for 
racial justice and meaningful organizational 
change. Companies want to improve culture 
and performance and better represent their 
customers through DEI. Make sure your solution 
visibly addresses fairness and bias – and be 
ready to explain how. Modern Hire’s Glass-Box 
Science approach provides visibility into how 
data is collected and used through the hiring 
process. 

 A critical trend in this area is acknowledging 
unconscious bias in interviewing. Companies 
are looking to ethical AI to help mitigate this 
bias and ensure objectivity and consistency in 
the interview process. Modern Hire developed 
Automated Interview Scoring to reduce bias 
in interviewing, a feature of on-demand 
interviewing that uses AI to evaluate candidate 
responses and provide recruiters and hiring 
managers with recommended scores. Our 
Automated Interview Scoring is proven to be 
71% better at reducing bias in interviewing than 
human reviewers. 

TREND 5: REDUCE BIAS IN HIRING (CONT'D)
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We will likely continue to see unprecedented recruitment and hiring challenges in the coming 
months which can only be met with a continued focus on an agile, streamlined hiring process. It is a 
candidate’s market; hiring teams must adapt or risk losing the daily fight for talent.

Hiring will increasingly be defined by virtual tools and data-driven techniques that create new 
paths to continuous process improvement. In the vast market of HR tech solutions, hiring teams will 
naturally select solutions that unify technology and the human touch as these will provide more 
personal, improved experiences for candidates and hiring teams.

In March 2022, Modern Hire will publish Decoding Talent: How AI and Big Data Can Solve Your 
Company’s People Puzzle, a new book authored by Executive Vice President of Innovation Eric 
Sydell, PhD, and Chief Science Officer, Mike Hudy, PhD. Decoding Talent presents a broad, future-
oriented vision of how HR and talent management can reap maximum benefits from big data, AI, 
and science. Look for this and other Modern Hire resources as our team of IO and big data scientists 
continue to share new research and analysis on the future of talent acquisition.

Conclusion

Hiring teams will not only 
need to keep up in 2022 
- but they’ll also set the 
pace and best practices for 
talent acquisition. There’s an 
opportunity to reinvent hiring 
in every industry to develop 
the workforce of the future.
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