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Current Trends – Generational Challenges 
and Inclusion Efforts
HR managers are evenly split in reporting generational 

challenges in their organizations, with 48.86% reporting that 

no challenges exist. Several HR managers report that the older 

generations are resistant to new technologies and industry and 

current trends, while “the younger generation has a hard time 

listening to instruction from the more experienced generation. 

The younger generation often have a lot of great ideas. 

However, many of those ideas have been tested before and 

there is a reason they have not gone through implementation.” 

In addition, organizations see that Millennials (ages 18 – 38) 

place a priority on personal life and leisure to a greater 

extent than did earlier generations. As this finding has been 

supported by other scientific literature, a fair conclusion is that 

organizations need to find ways to adapt both formal structures 

as well as informal practices to be able to attract and retain this 

recently trained and educated group of employees.  

The previously reported lack of focus on diversity and inclusion 

locally is continuing. Even though many Bay Area companies 

are vigorously making strides to increase diversity and create 

inclusive cultures, we are not seeing that same focus here in 

Sacramento. HR managers report that they themselves view 

these efforts as slightly higher priorities than do organizational 

top- and middle-management, who are not seen as placing 

priorities on either gender or racial diversity. 
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Human Capital Forecast and Talent 
Management Initiatives – Q3 and Q4  
No significant changes from the January 2018 report 

are expected for anticipated resignations, training or 

development efforts, compensation changes, or benefits/

perquisites. Slight movement was seen for headcount, where 

a marginally larger portion of respondents indicated that they 

are not actively recruiting and expect headcount to remain 

at current levels. Interestingly, the second area of miniscule 

movement was diversity and inclusion efforts where slightly 

more positive reports are noted – a somewhat larger portion 

of respondents anticipate increased efforts in the diversity 

and inclusion domain. This seems to conflict with the data 

reported above. A possible interpretation may be that while 

diversity and inclusion efforts are not be seen as a current 

organizational priority, organizations are still seeing the 

value of accepting everyone into the company culture, and as 

such, resources are devoted to those efforts. 

Continuing the trend from Q1 and Q2, we see a sustained 

focus on learning and development, perhaps to offset the 

skills gap reported in the local labor market. The largest 

differences from the January issue are reported in the 

creative and innovative space, where both “encouraging 

intrapreneurship without penalizing any failures” and 

“encourage and reward bottom up ideas” are taking off. 

Relatedly, allowing employee autonomy is also seeing a boost 

in efforts. Complementary benefits (pension and health care) 

are also in focus.
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Human Capital – Largest Pressures 
Cost reductions and challenging productivity and profit targets are the highest reported pressures on talent management. 

Second strongest pressures are the skills gap (where job candidates are available but don’t have the desired skills) and a talent 

shortage (where job candidates are simply not available). Divided third place goes to a needed change in company culture to 

ensure effectively meeting company goals, and expansions into new markets. Last on the list of pressures are increased market 

competition, market volatility and fear of a recession, organizational restructuring and downsizing.
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