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WORK SHIFT 
Engaging an evolving workforce amid radical disruption isn't easy-but it 
can be done. A discussion. ev JENNIFER PELLET

TALENT WAS A TOP CONCERN FOR 

CEOs long before Covid-19, and the pan

demic only exacerbated the myriad work

force challenges that companies face. Op

erating under heightened restrictions and 

safety measures, millions of U.S. businesses 

had to rethink their people processes. For 

many, proven strategies for finding, hiring 

and retaining employees were-and, in 

some cases, remain-upended by the sud

den shifts brought about by the pandemic. 

What's more, despite rising unem

ployment numbers and a brief turnover 

hiatus as employees hunkered down 

during Covid-19, skilled workers remain 

in short supply, agreed CEOs gathered for 

a roundtable discussion sponsored by the 

"A lot of state resources go 

untapped when it comes to 

talent attraction and retention." 

-J. Brock Herr, IEDC

Indiana Economic Development 

Corporation. "We're trying to fill 

seats, and it's nearly impossible," 

said Grenee Celuch, CEO of Mesa, 

Arizona-based Concord General 

Contracting. "The good talent out 

there already have jobs and they're 

not moving, right now especially. It's a huge 

pain point for us." 

Finding and retaining trade workers also 

looms large for Merritt Trailers, a manu

facturer of agricultural trailers based in 

Denver, Colorado. "They're in short supply 

and everybody's fighting for them," said 

CEO Jim McMaster, who sees talent as the 

company's biggest growth hurdle. "We have 

a huge amount of turnover because of it, 

and Covid certainly didn't help." 

"I hear that concern from a lot of com

panies coming into our state," saidJ. Brock 

Herr, vice president of the IEDC. "We try to 

facilitate getting those folks plugged in to 

where those candidates are, and we're also 
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working from a state standpoint on build

ing that talent pipeline that will service 

these technical trades." 

Recruiting Review 

The talent gap led some businesses to 

embrace changes geared toward making 

them more attractive to potential employees. 

"We're constantly reevaluating what we 

offer our employees," said Saluch, who sees 

compensation, health benefits and promot

ing from within as the three top concerns 

for most employees. "Our health insurance 

benefits were crap a year ago, so we went out 

and revised them." 

Talent strategies that worked well for 

decades are also falling flat with younger 

workers whose priorities are different from 

those of previous generations. When choos

ing employers, Millennial and Gen Z work

ers look beyond compensation and benefits 

at things like an organization's mission, the 

opportunities for growth it offers to employ

ees and how well its culture aligns with their 

values. "The usual stuff-compensation and 

benefits-are just table stakes; they want to 

work for a company where they share the 

values of the organization," says Jim Scar

fone, CHRO of private equity firm MidOcean 

Partners. "And when they find out that isn't 

the case, they vote with their feet." 

But value alignment can also work to 

a company's advantage, with employees 

who identify strongly with their employer's 

mission and values being less likely to jump 

ship. Merritt Aluminum Products, for exam

ple, successfully boosted retention by hiring 

for cultural fit. The company created a list 

of core work values against which it would 

assess job candidates, opting to walk away 






