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statistics and research data.” Or it could 
say something more like this: “Want to 
make an impact on your community 
by helping to fund services that will 
benefit your neighbors and friends?” 
Or, “Bring your skills to bear in innova-
tive ways to enhance the quality of life 
for residents in your community.”

A second example is for a treatment 
plant operator position: “Conduct 
regularly scheduled tests of water qual-
ity to ensure compliance” (boring) or 
“Provide safe quality water for people 
to bathe their little ones” (exciting!).
Innovative local governments, includ-
ing Sedgwick County, Kansas, and 
Decatur, Georgia, have created effec-
tive job announcements and adver-
tisements by moving away from the 
traditional “legal ad” format to appeal 
to those with an adventurous spirit 
who don’t just want a job, but who 
want to make a difference.

In addition to better appealing to a 
candidates’ sense of wanting to serve, 
local governments must also recognize 
that timeliness is important when re-
cruiting. While public sector agencies 
may have a series of written exams and 
performance tests that are required as 
part of their hiring process, accelerat-
ing the speed in administering these 
processes is important in maintaining 
the interest of talented candidates.

Showing genuine interest in the can-
didate and being willing to modify the 
interview process to make it stimulating 
and interesting will set you apart as an 
employer of choice. This point was con-
firmed by LGWS respondents in Figure 
6, citing the need to reform hiring pro-
cesses as one aspect of the workplace 
that they feel needs to be changed.

Finally, remember that a candidate 
who is a proper fit with your organiza-
tional culture is the best way to ensure 

the new employee—and the organiza-
tion--will succeed. One county human 
services department in California 
modified its interview process to allow 
multiple staff at all levels to participate 
in the questioning of candidates.

It went further by allowing staff and the 
candidate to interact during a two-hour 
session observing the work of the job for 

which the candidate had applied. The 
result was a much better educated candi-
date on what the organizational mission 
is and a highly participatory workforce 
that helped to select the candidate who 
would best complement the team.

A big benefit of this approach is that 
it ultimately reduced turnover and in-
fluenced higher employee morale.

Figure 1. Demographic Shifts and Evolution of the Workplace.

 According to the Pew Research Center (http://www.pewresearch.
org/fact-tank/2015/01/16/this-year-millennials-will-overtake-
baby-boomers), for the first time, millennials now outnumber
baby boomers in the workplace, 76 million to 75 million. As baby
boomers continue to retire and millennials continue to enter the
workforce, this gap will widen.

 The millennial generation may have different work motivations
and expectations for greater work/life balance.

 The workforce will be more culturally and ethnically diverse and
include more highly educated women, military veterans, and
people with disabilities.

 Expectations are likely to increase for customized benefits, mo-
bility of benefits, and flexible work options.

 According to the State and Local Government Workforce 2014
Trends research conducted by the Center for State and Local
Government Excellence of members of the International Public
Management Association for Human Resources and the National
Association of State Personnel Executives, the  local government
workforce shows:

o In 2014, 19 percent of the government workforce reached
age 61, the current average retirement age. By 2018, this fig-
ure rises to 28 percent of those currently working.

o There is a surge in public-sector retirements, referred to as
the “silver tsunami”: 49 percent of local governments report-
ed higher levels of retirement in 2013 compared with 2012.

 The historical, long-term arrangement between employer and
employee—sometimes referred to as “life-time employment”
where the employer provides steady employment, attractive ben-
efits, and wages in exchange for an employee’s long-term effort
and tenure-—is changing to one more akin to the private sector.

 The service economy is shifting to the knowledge economy, em-
phasizing the changing nature of work toward more scarce and
highly skilled jobs rather than lower-skilled, transactional work.

 The digital workplace and the rise in mobile technology is rede-
fining the nature of work and the means of collaboration, and it
is facilitating work in and from almost any location.


