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Technology



Technology

Today there are an estimated 
17 billion connected devices 

on the planet



Technology

Within 10 years, there will be 
an estimated 500 billion 

connected devices



Technology

• Every aspect of the employment relationship you 
have with your employees will be transformed by 
technology

• Recruiting, Onboarding, Performance Management, 
Training, Communication, etc.

• Faculty and staff expect / want more HR 
technology 

• Mobile, on-demand, self-service, customized

• Chatbots or HR bots are already transforming HR 
services in corporate America



Technology

• Technology will become a 
competitive differentiator –
particularly among Millennial and 
Generation Z candidates
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The Aging Workforce



• 10,000 Baby Boomers turn 65 in 
the U.S. every day!

• That rate will continue every day 
until 2030

Aging Workforce



• Limited workforce planning, 
succession planning, 
professional development

Aging Workforce

• Baby boomers occupy critical 
positions within most colleges

• Managerial and supervisors
• Budget and finance
• IT leadership
• Academic leadership
• Skilled trades

• Most colleges have not adequately 
prepared for the loss of those with 
intimate knowledge of critical 
components of the college



• Projections of a healthier aging 
population could result in faculty and 
staff working longer

• To date, no demonstrable difference in 
traditional retirement ages

• 67 for faculty
• 65-66 for professional staff
• 63-65 for non-professional staff

Aging Workforce
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New Generations of Workers



Millennials: Born mid 1980s – late 1990s
• 1/3 of the US workforce in 2018

Generation Z: Born mid-1990s to 2010
• 25% of the U.S. population, a larger cohort than Baby Boomers/Gen X, 

and outnumber Millennials by 1M

New Generation of Workers

By 2025, 75% of US workforce will be 
Millennial and Generation Z
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Millennials
• Committed to their professional and personal development (71% report 

being unhappy with what their organizations currently offers)

• Socially conscious and civic minded makes them good corporate citizens 
(67% report this is an important value)

• Thrive in a collaborative vs. a competitive environment, and work well in 
a team-based structure

• Want a workplace that is social and fun (90% of Millennials identify this 
as an important aspect of work)

• Don’t like hierarchy and believe they should have a voice and vote early 
in their employment

• Considered less loyal to an employer than other generations (30% have 
had three or more jobs in the last five years)

• Projected to be the first generation in American history to earn less than 
their parents



• Millennials – Born 1984 – Mid 2000 

Millennials

Characteristic Implication
Today's 

Approach
Future 

Approach

One third of today’s
workforce
75% by 2025

• Workforce demands and 
practices will need to change to 
attract and retain the best and 
brightest from this generation

• Conform millennials to 
traditional approaches, 
structures and rules

• Innovative new ways to recruit, 
engage, and retain workforce of 
the future

Technologically 
advanced

• Will embrace innovation and 
look for technology to address 
issues

• Will foster acceleration 
of technology in the workplace

• Legacy systems and processes
• Large enterprise wide systems
• Back office support team

• Customized apps
• Just-in-time, do-it-yourself 

technology

Want immediate and 
constant feedback: 
Instagram generation, 
immediate feedback to 
what interests them

• Traditional forms of 
performance feedback are 
inadequate

• Want immediate feedback

• Annual performance reviews • Frequent performance check-
ins



• Millennials – Born 1984 – Mid 2000 

Millennials

Characteristic Implication
Today's 

Approach
Future 

Approach

Want just-in-time/on-
demand learning: YouTube 
generation, learn anything in 
5 minutes 

• Traditional approaches to training 
are inadequate

• Compliance focus, 
classroom based, instructor 
lead

• Do-it-yourself, just-in-time, bite-sized 
learning modules

Social media 
communication 
approaches: 
280 characters

• Traditional email/memo based 
communication approaches are 
inadequate

• Lengthy emails
• Newsletters
• Print

• Social media standards, norms and 
vehicles

• Few words, to the point, just-in-time 

Embrace innovation • Barriers to innovation 
will be rejected

• Need to create opportunities to 
innovate

• Innovation left to a few
• Many barriers to innovation
• Risk/failure not tolerated

• Create opportunities for employees at 
all levels to be innovative

• Remove barriers to innovation
• Tolerate failure

Want purpose in their jobs 
and organizations 

• Will gravitate to organizations and 
roles that provide meaning and 
purpose

• Commodity approach to 
employee/employer 
relationship

• Connect roles to meaningful purpose
• Define mission, values, culture
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Millennials

Characteristic Implication
Today's 

Approach
Future 

Approach

Embrace experiences not 
hierarchy

• Want multiple and varied work 
experiences

• Traditional organizational 
hierarchies and promotion 
timelines are inadequate

• Traditional hierarchical 
structures

• Defined promotion path
• Career paths

• Multiple experiences
• Rotational development 

approaches
• Rewards linked to gained 

experiences not to time in role

Wellness • Will expect robust wellness 
programs that go beyond 
physical well being

• Physical health oriented 
wellness programs

• Programs that stimulate and 
improve mind, body and 
purpose

Immediate not long-term 
rewards and benefits

• Traditional long-term vested 
benefits are inadequate

• Traditional forms of reward and 
recognition are inadequate 

• Tenure based/ hierarchical 
based rewards systems

• Vested benefits—rewarding 
longevity

• Innovative rewards programs 
that recognize innovation, 
experiences and other 
contributions not linked to time 
in role 

• Millennials – Born 1984 – Mid 2000 
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Emerging Generations in the Workplace

Generation Z



Generation Z

• Have grown up in the post 9-11 / post-
Columbine world, mass shootings, and school 
violence

• Value stability and security
• They will likely be more loyal employees and 

less likely to job hop than Millennials
• Described as compassionate and thoughtful 

given their heavy exposure to tragedies and 
misfortune

• Have grown up in a global world and with the 
most diverse environments of any generation

• Will expect and demand diversity, inclusion, 
social justice and equality
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• Late 1990’s to 2010 



• Socially conscious like Millennials, but Gen Z is emerging as stronger vocal 
leaders/activists and driving social change at a young age (Parkland, etc.)

• Despite growing up in a digital world where online communication is dominant, 
they value face to face contact with others

• More competitive than Millennials 
• Motivated by relationships (70% are motivated by not wanting to let others 

down), collaboration, and achieving meaningful milestones 
• Less driven by money (only 28% indicate they would stay at a job for financial 

gain compared to 42% of millennials)
• Gen Z is a more sedentary and unhealthy generation

• Obesity rates for this generation are rising at an alarming rate
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Generation Z
• Late 1990’s to 2010 



• Gen Z is the first generation to be born in a technological 
driven atmosphere, and don’t know a time before smart 
phones, social media and Google

• 100% report being connected or online at least 1 hour a day 
(many up to 10 hours per day)

• Want to be in the know 24/7, and use YouTube and Instagram 
as a major source of information, news, and entertainment

• Communication preferences are via text and 
instant messaging, using short text and few words 

• Recent trends show Gen Z gravitating away from social media                                 
(34% recently reported quitting social media, and 64% report 
taking a break, citing negativity, privacy concerns, and too 
much pressure to get attention) 

Generation Z



Strategies for Recruitment and Retention

Flexible work
and 

telecommuting

Limited 
bureaucracy
and barriers
to innovation

Modern 
technology and 
communication 

methods
(on demand
self-service, 
social media, 
texting, etc.)

Variety of 
bite-sized 

learning and 
development 
opportunities

Continuous 
performance 
feedback and 

check ins

Attractive and 
diverse 

compensation 
packages

Work/Life and 
Wellness 
(physical, 

emotional and 
financial) 

strategies and 
programs



Strategies for Recruitment and Retention

Portable benefits 
and retirement 

that don’t link to 
long tenure at one 

employer

Highly diverse 
and inclusive 

work 
environments 

Reduced 
hierarchical 

structures and 
more team-based 

structures

Variety in work 
assignments 

and 
experiences

Robust 
recognition 
strategies

Social 
consciousness 

and civic 
engagement as 

an organizational 
value

Benefits like 
paid days off to 
volunteer and 
sabbaticals
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Increased Competition for Talent



Increased Competition for Talent

• Strong labor market
• There are currently 6.2 million job 

openings in America that are unfilled, 
which is up from 5.6 million during the 
same time in 2016

• Organizations can't find the right 
workers, that have the right skills, at the 
right time



3.7%
September 2018

Sept 
2018

Sept 
2016

Sept 
2014

Sept 
2012

Sept 
2010

Sept 
2008

Sept 
2006

Sept 
2004

Sept 
2002

Sept 
2000

Sept 
1998

Lowest Unemployment Rate in the last 
49 years (since 1969)

Bureau of Labor Statistics

Increased Competition for Talent



Increased Competition for Talent

• Build greater recruiting 
capabilities

• Expand professional 
development offerings

• Strengthen retention programs
• Develop better succession 

planning programs

Colleges and universities are looking to their HR organizations to:
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Financial and Mental Wellness 



• 78% of Americans living 
paycheck to paycheck and 
student loan debt at over $1.4 
trillion

• Workers are stressed out, burned 
out and it's affecting not only 
their productivity but their 
satisfaction on the job

Financial and Mental Wellness



• More than a quarter of 
millennials say financial stress 
affects their job performance 
and made them feel physically 
ill and depressed

• Nearly half of 
employees surveyed have 
financial concerns, causing 
them to lose an average of six 
productive work days annually

Financial and Mental Wellness



• Mental health, which has long been a stigma in 
the workplace, is now becoming something that is 
more common and accepted by leaders

• HR is taking on the role of mental health 
counselors, helping support employees who have 
all sorts of mental health issues like depression, 
anxiety, bipolar and ADHD

• While many of these disorders are hidden, 84% of 
employees have experienced physical, 
psychological or behavioral symptoms of poor 
mental health

Financial and Mental Wellness
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Diversity and Inclusion



Diversity and Inclusion
• Diversity and inclusion in the workplace 

promotes greater workforce innovation 
• Employees from diverse backgrounds contribute 

unique experiences and ideas 

• An inclusive and collaborative workplace 
fosters greater employee retention

• Organizations must adapt to ensure 
competitiveness in the economic market and a 
globalized world

• Younger generations entering the workforce 
seek diverse, equitable, and inclusive work 
environments and experiences 

Organizations rated 
highly for D&I

efforts report the 
following”



Diversity and Inclusion

• In a recent survey, 80 percent of more than 1,300 full-time 
employees in the U.S. said inclusion is an important factor 
when choosing an employer

• Nearly three-fourths of respondents said they would leave 
or consider leaving their employer for a more inclusive 
organization



Diversity and Inclusion

• Inclusion is about how people experience 
the organization on a day-to-day basis

• How do people treat each other?
• How do leaders demonstrate inclusion?
• How do practices and policies impact your 

employees?
• Do you have the right workplace culture to make 

people feel like they belong?

• Much of the duty will fall to HR and organization leadership to embrace 
diversity and inclusion and use it to drive growth, recruit, and retain 
employees
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Strategies for Addressing the Trends



Strategies for Addressing the Trends

Technology

1. Stay informed of technology advancements 
and needs
• CUPA, NACUBO, Educause
• Continuously ask your customers what 

they want
2. Create easy, accurate and timely access to 

HR information and Services
• Simplify HR transactions through process 

reengineering and leveraging technology
3. Look for opportunities to add just-in-time, 

on demand tools and applications (training, 
benefits, recruiting, on-boarding)



Strategies for Addressing the Trends

Aging 
Workforce

1. Engage in institutional wide Workforce 
Planning to identify your gaps and areas 
of risk

2. Invest in broader professional 
development efforts

3. Build innovative recruiting pipelines
4. Move longer term employees into 

expanded mentorship and development 
roles – leverage their skills, knowledge 
and experience



Strategies for Addressing the Trends

New 
Generation 
of Workers

1. Reimagine your performance management 
processes to allow for more frequent and 
timely feedback

2. Create do-it-yourself, just-in-time, bite-sized 
learning modules

3. Develop innovative rewards programs that 
recognize innovation, experiences and other 
contributions not linked to time in role 

4. Align recruiting strategies, branding and 
value propositions to new generation of 
workers



Strategies for Addressing the Trends

Increased 
Competition 

for Talent

1. Strengthen recruiting capabilities
• Develop new and innovative recruiting 

and hiring strategies
• Look to non-traditional sources to build 

broader more diverse candidate pools 

2. Focus on retaining your best and 
brightest through meaningful 
engagement and retention programs

3. Expand professional development 
offerings to develop new competencies 

4. Engage in meaningful succession 
planning



Strategies for Addressing the Trends

Financial and 
Mental 

Wellness

1. Add or expand employee access 
to financial planning

2. Partner with Student Affairs to 
expand access to mental and 
behavioral wellness services

3. Assess quality, effectiveness, 
awareness and use of your EAP

4. Invest in and expand employee 
wellness programs



Strategies for Addressing the Trends

Diversity 
and 

Inclusion

• Set the tone for diversity, inclusion, and 
access, by ensuring robust training and 
development for senior leaders and 
managers to serve as champions of 
diversity and inclusion

• Targeted outreach and recruitment 
programs to diverse populations 

• Events and activities that embrace and 
celebrate various cultures and belief 
systems, with strong leadership 
participation and support

• External marketing and customer outreach 
that incorporates diversity



Thank You

Scott Nostaja
snostaja@Sibson.com

Please complete the online evaluation form for this session. CUPA-HR 
will email session evaluations to you today.
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