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Store Managers Speak Out
on Hourly Recruiting

Cadient Talent surveyed 1,127 local managers responsible for hourly hiring.  
Our purpose in conducting this survey was to gain a perspective on the 
hourly employee recruiting process from the hiring decision source.  Survey 
respondents provided meaningful insights on a wide variety of subjects. 
Topics included the priority of employee recruiting, candidate sourcing, hiring 
decision strategy, new employee training, thoughts on recruiting software, and 
relationships with corporate HR.

Store managers invited to participate in the study came from industries with 
high concentrations of hourly workers and store locations distributed across 
wide geographical areas.  The participating local managers have many 
responsibilities with significant expertise in operational matters.  They often 
have less training and experience when it comes to making hiring decisions.
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Taming the Hourly  
Turnover Monster

Key findings of 
the survey show: 

A whopping 71% of hiring managers are 
not confident in their hiring decisions.  
One in five believe that the new hire’s 
success is a coin-flip, but they needed a 
warm body right away.

Hourly Hiring Manager
Survey 2020

71%
The vast majority of hiring managers (80%) 
feel their candidate flow is sufficient.  
But, almost half of new applications are 
not reviewed upon receipt unless there is an 
active search underway.

80%

65% of hiring managers responded that 
when hourly employees quit their job, they 
give one weeks’ notice or even less.

65%
The hiring manager’s use of the recruiting 
system is infrequent.  87% of respondents 
use a system once or twice a week or less.

87%

42% of hiring managers believe applicants 
interested enough to go to the company 
career site, or walk in the store to 
apply, stand the best chance of 
becoming a great employee.  31% of 
hiring managers believe that they source 
the best candidates through public job 
boards.  Surprisingly, despite research 
evidence to the contrary, only 23% believe 
that their best employees come from 
employee referrals.

42%
89% of respondents said they train a 
new employee more than one day.  46% 
said they train for more than two days, 
but only 19% train for 40 hours or more.  
Almost half (47%) are concerned that 
the new employee will not be successful 
without adequate training.

89%
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Bad hires are bad business.

Hourly Hiring Manager
Survey 2020

It’s clear that employers with distributed operations who have local managers 
with hiring responsibilities face unique and difficult challenges.  Managers are 
under pressure from daily operational needs to fill open positions very quickly.  
Employee turnover is prevalent and often occurs with very short notice periods.  
Managers must fill open positions quickly to maintain customer satisfaction, 
avoid bad social media reviews, and avoid costly overtime filling open shifts.  
They just need to get the work done.  It isn’t easy to hire people who share your 
company’s values in this type of environment. 

Managers hire candidates hoping they will somehow work out.  It often 
doesn’t.  The employee quits, and the hiring process begins again.  Operations 
and Human Resources tend to accept high employee turnover as a given 
for the industry.  It’s considered a cost of doing business.  But bad hires are 
bad business. It’s expensive to hire, train, and equip a replacement employee 
resulting from turnover.  Inexperienced employees make mistakes more often.  
These mistakes go directly to your business’ bottom line.

Our report provides an in-depth discussion of these matters. We offer 
suggestions for improving the hourly employee recruiting process.
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STORE MANAGER
JOB RESPONSIBILITIES

Hourly Hiring Manager
Survey 2020

The store manager is the person ultimately responsible for day-to-day 
operations. In a general sense, all employees working in the store report up 
to the store manager. The store manager usually reports to a district/area 
or general manager.

The responsibilities of a store manager are varied and numerous.  
Recruiting, the subject of this survey, is only one of the many responsibilities 
charged to this position.  In addition to recruiting, the store manager 
oversees:

• Overall care of staff and their well-being including performance 
management, team development, personnel training, and employee 
learning;

• Work shift scheduling;

• Presentation of store and advertising displays;

• Product management, including ordering, receiving, taking inventory, 
price changes, handling damaged products and returns;

• Providing a great customer experience and handling customer questions 
and issues;

• Understanding store computer applications such as point of sale, time 
and attendance, inventory and financial systems. 

1
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Hourly Hiring Manager
Survey 2020

The store manager is also responsible for meeting store sales and 
profitability goals. To meet such goals, they may be required to manage 
sales promotions and find ways to increase productivity. At times, they are 
forced to reduce payroll expenditures by decreasing employees’ hours, or 
otherwise reducing operating costs.  

Given this varied set of many responsibilities, it can be challenging for 
store managers to prioritize their activities.  42% of hiring managers said 
managing and developing their employees are considered by their boss as 
their highest priority.  This expectation undoubtedly causes some anxiety 
because issues with customers and suppliers likely become higher priorities.  
These issues usually cannot wait and require immediate attention.

1 Store Manager Job Responsibilities 
Continued

Managing my employees 
and helping them progress 
in their career.

Dealing with customers 
and making sure they are 
satisfied.

Making sure the operation 
is running smoothing and 
efficiently.

42%

25%
33%

My boss would say the most important part of my job is:
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Hourly Hiring Manager
Survey 2020

The priority placed on managing and developing the workforce supports 
the belief that a company’s employees are its most important assets.  
But given the high turnover and often short tenure of hourly employees, 
companies often fall short of meeting this objective.

Managing customer experience is the most important factor for one-third 
of respondents.  Of course, the customer experience is highly dependent on 
the workforce in place.  Customer experience is optimized when a manager 
hires employees and trains them to embrace the principles and practices 
to delight customers.  If a dissatisfied customer situation escalates to a 
meeting with a manager, consider the damage done.  

Only 25% said that making sure their operation runs smoothly and 
efficiently was the top expectation from them as managers.  This low 
number could be the product of well-established operational policies and 
procedures in areas such as product pricing and relationships with suppliers 
are managed at a corporate level.  The local manager is responsible for 
adhering to the policies and procedures and may have less ability to 
impact, either good or bad, the business in this area.

1 Store Manager Job Responsibilities 
Continued
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CANDIDATE SOURCING

Hourly Hiring Manager
Survey 2020

Most talent acquisition systems place a major emphasis on attracting 
more candidates.  A common perception is that simply attracting more 
candidates will solve many of the hiring problems.  Many corporate HR 
managers responsible for recruiting would say that store managers 
complain about not having enough candidates.

The results of this survey provide a somewhat surprising insight.  The vast 
majority of hiring managers (80%) feel the candidate flow is sufficient.  We 
surveyed the hiring managers from August 17, 2020, through September 7, 
2020, so it is possible COVID-19 affected the results.

2
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Hourly Hiring Manager
Survey 2020

The “right number of candidates” is subject to interpretation. Still, an 
educated guess is that it’s probably more than the number necessary.  
Survey responses may indicate that many companies spend too much of 
their recruiting budget on candidate sourcing and not enough on candidate 
evaluation.

2 Candidate Sourcing Continued

60%

20% 20%

When I have to fill a job and look at candidate applications, I find that:

I usually don’t have enough 
qualified candidates.

I have way more candidates 
than I can possibly review.

I have about the right 
number of candidates.
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Hourly Hiring Manager
Survey 2020

Given the emphasis on the number of candidates, it’s also surprising 
that nearly half (46%) of new applications are not reviewed upon receipt 
unless there is an active search underway.  A small minority (9%) of hiring 
managers act immediately on a good candidate that could improve their 
overall workforce.  Interestingly, nearly half the hiring managers (44%) would 
like to share good applicants, but most talent acquisition systems don’t 
automate applicant pooling capability.

2 Candidate Sourcing Continued

29%44%

17%

When someone applies for a job at my location and I don’t currently 
have a job opening:

I don’t look at the application 
until I need to fill a position.

I’ll hire a really good candidate 
right away and find some way to 
work them into the shift rotation.

I study the applications 
and if I see a good 
candidate, I’ll pass it 
to other nearby stores 
owned by our company 
to make them aware 
that this person might 
make a good employee 
if they have a need.

9%

I wouldn’t even know 
that we received the 
application.

31% of hiring managers believe public job boards are the source of the best 
candidates.  Our experience with clients at Cadient Talent indicates that, 
although public job boards may provide a large number of candidates, 
they are often some of the least successful sourcing areas for quality hires.  
The hiring manager’s misperception of this fact may fuel more company 
spending on job board advertising than is necessary.
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Hourly Hiring Manager
Survey 2020

42% of hiring managers believe applicants interested enough to go to the 
company career site or walk in the store to apply stand the best chance 
of becoming a great employee.  Logic would support this belief that if a 
candidate cares enough about your company to find your career site or 
walk into your location, the interest level and engagement are already high.

Despite overwhelming evidence that employees hired through employee 
referrals consistently outperform new hires from other applicant sources, 
hiring managers do not widely recognize this fact.  Only 23% of respondents 
believe that their best employees come through employee referrals.  
Numerous studies have shown that employee referrals are hired up to 50% 
faster and remain employed up to twice as long.  Even a simple employee 
referral program can be an effective way to recruit and retain employees. 

2 Candidate Sourcing Continued

31%

42%

23%

Our best candidates, the ones who become great employees, most 
often come to us through:

A public job board such 
as Indeed, CareerBuilder, 
Snag-a-Job, etc.

Not really sure how they 
come to us.

Employee referrals.
4%

Our corporate website or someone 
who walks into our store to apply.
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HIRING DECISIONS

Hourly Hiring Manager
Survey 2020

A whopping 71% of hiring managers admit they are not confident in their 
hiring decisions.  Of those, almost half (47%) are concerned that the new 
employee will not be successful without adequate training.  One in five 
believe that the new hire’s success is a coin-flip, but they needed a warm 
body right away.

These results are strong evidence of the difference between distributed 
hourly hiring and salaried hiring.  The vetting process for salaried hires is 
much more extensive and usually takes more time.  Management rarely 
hires salaried candidates with a perceived 50/50 chance of success.

3

29%

47%

19%

Immediately after I make a hiring decision, I:

Am confident in my choice. 
This person will become a 
great employee.

Am not that concerned. I can hire 
another person if it doesn’t work.

Feel that their success is 
a 50/50 proposition, but 
I needed to hire someone 
quickly.

5%

Have concerns about whether they will 
succeed, but I believe we can train them.
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Hourly Hiring Manager
Survey 2020

70% of hiring managers consider perceived job skills and past work 
experience as the primary factors in hiring decisions.  They feel more 
comfortable if the candidate has previously done the job.  However, the 
evaluation of job skills is mostly subjective.  Many companies do not subject 
candidates to skills testing for hourly positions.

15% make decisions based on the fact that the candidate can start 
immediately.  The candidate’s availability becomes their best ability.

For most companies, upper management is rightly concerned about having 
a workforce aligned with their company values.  This objective doesn’t 
appear to filter down to local hiring managers as only 15% said they hire 
based on fit with company culture.

3 Hiring Decisions Continued

27%

43%

15%

I usually hire people because they:

Have relevant work 
experience.

Have a good attitude and fit 
with our company culture.

Seem good and can 
start right awway.

15%

Have good job skills.
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NEW HIRE TRAINING

Hourly Hiring Manager
Survey 2020

Employees who interact with customers are critical to the success of any 
business.  A study by Bain & Company revealed that companies providing a 
great customer experience grow revenues at a rate of 4% to 8% higher than 
their peers.1 

Poor customer experience leads to many problems, not the least of which is 
negative reviews on social media sites.  Research shows that 91% of people 
regularly or occasionally read online reviews, and 84% trust online reviews 
as much as a personal recommendation.  68% form an opinion after 
reading between one and six online reviews.2   

Training a new employee is a significant, but important, investment in time 
and money.  The trainee is paid and not fully productive.  The trainer is less 
productive than expected due to time spent training.  89% of respondents 
said they train a new employee for more than one day.  46% said that they 
provide training for more than two days but only 19% train 40 hours  
or more.

4
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Hourly Hiring Manager
Survey 2020

Given the high stakes of new employees interacting with customers, 
this commitment to new employee training seems light.  Under-trained 
employees harm customer experience due to a lack of product knowledge, 
company procedures, and other factors.  New employees make mistakes 
resulting in pricing errors, inordinate amounts of waste, and 
lower productivity.

4 New Hire Training Continued

11%

43%27%

When I hire a new employee who will interact with customers, the 
required training for the new person is:

Less than one day.
40 or more hours.

More than two days but 
less than 40 hours.

19%

A day or two.

Most companies with distributed locations are not likely to send new hourly 
employees to a corporate training facility.  They probably won’t bring in 
corporate trainers either, unless it’s for a new store opening or the like.
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Hourly Hiring Manager
Survey 2020

Only 8% of respondents said that the employee acting as a trainer would 
significantly reduce productivity. It’s not likely that businesses track this 
metric, so it’s possible that this effect is understated, or the trainee may not 
receive the proper training in either quantity or quality.

4 New Hire Training Continued

8%

53%

31%

When a new employee is being trained, the productivity of the  
employee performing the training:

Decreases by a significant 
amount.

Not impacted at all.

Decreases by very little.

8%

Decreases by a moderate 
amount.
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RECRUITING SYSTEM
USAGE

Hourly Hiring Manager
Survey 2020

The hiring manager’s use of the recruiting system is infrequent.  87% 
of respondents use a recruiting system once or twice a week or less.  
Accordingly, local hiring managers’ usage is vastly different from full-time 
recruiters for whom an applicant tracking system or recruiting system is 
utilized daily, maybe for several hours each day.

Given the local hiring manager’s infrequent use, the recruiting system 
must be intuitive and easy to use. It’s not likely that the local manager will 
become an expert user.  Managers need a system designed specifically for 
their needs.  Features such as evergreen job postings and applicant pooling 
must be explicit functionality and not require a workaround for managers to 
complete their tasks.

5
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Hourly Hiring Manager
Survey 2020

Talent management suites that include performance management, 
learning management, coaching and succession planning, and recruiting 
modules may be too complicated for local hiring managers’ infrequent use.  
While this functionality can provide value, it’s not meaningful if employees 
only stay on the job for a few weeks or months.  Upper management may 
view this human capital management suite functionality as a potential 
strategic asset.  But it’s not relevant within the hourly workforce until local 
managers can significantly improve the employee turnover experience. 

5 Recruiting System Usage Continued

Once or twice a week.

Almost every day.

A few times a month.

47%

29%

13%

My company’s recruiting software system is used by me or someone
that reports to me:

We don’t have a computerized 
recruiting system.

Once a month or less 
frequently.

7%
3%
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Hourly Hiring Manager
Survey 2020

More than half the respondents (52%) spend more than an hour each 
day on employee recruiting.  This statistic is not surprising given that 
hourly positions tend to attract a higher volume of candidate flow.  The 
higher volume leads to a significant amount of time spent on reveiwing 
applications, scheduling and conducting interviews, and managing the job 
offer process.  But then again, 46% of the applications are not reviewed.

In addition, the employee turnover or quit rate for hourly employees is 
significantly higher than that of salaried employees.  A high turnover rate 
means more frequent hiring for the same position, even if the workforce is 
not growing.

Given the varied and numerous responsibilities facing local hiring managers, 
it’s difficult for them to devote time to recruiting. It’s also not unreasonable 
to think that they might spend less than the optimal time necessary for a 
strong recruiting practice.

5 Recruiting System Usage Continued

An hour or less 
each day.

More than one hour eah day.

52%

20%
28%

The amount of my time spent on employee recruiting activities is:

Not sure - I don’t track it.
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EMPLOYEE TERMINATIONS

Hourly Hiring Manager
Survey 2020

65% of hiring managers responded that when hourly employees quit their 
job, they give one weeks’ notice or even less.  The short notice period makes 
it critical that hiring managers can replace the terminated employee quickly.

The extended time periods to fill jobs causes many problems, including 
potential overtime pay to cover open shifts and reduced employee morale.  
Managers performing operational work in addition to their supervisory 
responsibilities, and understaffed shifts often lead to less than optimal 
customer experience.

6
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Hourly Hiring Manager
Survey 2020

Time is of the essence in filling open positions.  Hiring managers must have 
a steady pipeline of qualified candidates from which to choose.

6 Employee Terminations Continued

35%

52%

13%

if an employee terminates their employment with us,
they normally give:

Two weeks’ notice or 
more.

No notice.

One weeks’ notice 
or even less.

Only 31% of hiring managers 
surveyed believe that their employee 
turnover is below the industry 
average.  Most hiring managers 
surveyed work in industries with 
historically high employee turnover.  
According to the U.S. Bureau of Labor 
Statistics, the surveyed industries 
have some of the highest annual 
turnover rates among businesses in 
the United States.

Industry
Annual 

Turnover Rate

Restaurants 78.6%

Retail 58.2%

Hospitality 63.3%

Healthcare 34.0%
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Hourly Hiring Manager
Survey 2020

Employee turnover is costly.  A study by SHRM indicated that the direct cost 
of replacing one hourly worker is $1,500.3   

Other studies indicate that when you include indirect costs, such as lost 
productivity, reduction in quality, reduced employee morale, and potential 
impairment of customer satisfaction, the cost of replacing one hourly 
worker is three times the direct cost, or around 16% of the annual salary for 
an hourly worker making $30,000 per year.4 That adds up to $4,800 
per hire.

6 Employee Terminations Continued

31%

50%

14%

The employee turnover (quit rate) for my location is:

Below industry average.
We don’t really track it.

Pretty high - probably 
higher than average for 
our industry.

4%

About average for our 
industry.

Survey results indicate that not many store managers have a specific 
objective to reduce employee turnover.  Only 16% said management would 
increase their bonus or regular pay if they reduced employee turnover.  
21% said they might get promoted.  More than half (56%) said that their 
company would give them recognition, but not compensation, for achieving 
a reduction in turnover.
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Hourly Hiring Manager
Survey 2020

Why isn’t this managed more rigorously?  We believe there are a few 
possible reasons.  High turnover is sometimes just accepted as a cost of 
doing business in these industries.  It may not be analyzed and reported 
regularly.  Unlike other KPI’s, such as shrinkage, waste, inventory turnover, 
average transaction value, and others, employee turnover doesn’t appear 
to be a key metric. It’s out of sight, out of mind.  There is no line item on a 
standard P&L for employee turnover.  Monthly or quarterly financial reviews 
don’t focus on the unfavorable (or favorable) variance caused by turnover.

Employee turnover has proven to be a difficult metric to quantify and 
manage.  Many organizations don’t know the real number or the true cost 
of turnover.

6 Employee Terminations Continued

16%

56%

21%

If I was able to reduce employee turnover (quit rate) at my location:

My bonus or regular pay would 
be increased because of it.

No one would notice because we 
don’t track and report it.

I might get promoted.

6%

I wouldn’t get more money, but my 
company would recognize me for it.
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RELATIONSHIP WITH
CORPORATE HR

Hourly Hiring Manager
Survey 2020

Survey results regarding interactions between field hiring managers and 
corporate HR were somewhat mixed.  64% of hiring managers say that 
corporate HR interacts with them a lot.  56% receive help when requested.  
44% say they don’t get much help from corporate HR.

The symbiotic relationship between corporate HR and field managers can 
be difficult for both sides to manage.  Several factors may contribute to 
the delicate nature of this relationship.  For large distributed organizations, 
local managers hire many people.  Employee turnover is unrelenting, and 
store managers must make quick hiring decisions. It’s not feasible for store 
managers to involve corporate HR in many of these decisions.

Corporate HR provides store locations with a talent acquisition program 
that complies with rules and regulations and hires people who align 
with company values.  This objective sometimes conflicts with the local 
manager, who needs to get that open position filled quickly or face the 
operational consequences.

Local managers are busy with many responsibilities.  They may not have 
time to communicate their needs and issues with corporate HR.  Corporate 
HR deals with many regulatory, compliance, and business issues and may 
not have time to understand fully the day-to-day issues store 
managers face.

7
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Hourly Hiring Manager
Survey 2020

Some corporate HR departments may believe that, in addition to 
compliance, their primary objective is to attract candidates for the store 
managers.  This survey indicates that they have been successful in that 
endeavor, and yet high turnover continues unabated.  Neither party 
may have the tools to perform proper analytics on the talent acquisition 
program.

7 Relationship with Corporate HR 
Continued

24%

40%

32%

My company’s corporate HR department:

Interacts with me a 
lot and provides help 
whenever needed.

Does not interact with me much 
and doesn’t provide much help.

Does not interact with me 
much but provides help 
whenever requested.

4%

Interacts with me a lot but 
doesn’t provide much help.

Only 39% of hiring managers would object if management took hiring 
responsibilities from them.  61% were indifferent or would be relieved to not 
have the responsibility.  This attitude may not be surprising, given that 71% 
of these same hiring managers were not confident in their hiring decisions.
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Hourly Hiring Manager
Survey 2020

More than one in three (35%) don’t like doing the recruiting.  This dislike 
could stem from reasons such as: (1) they are not trained in recruiting; (2) 
they don’t believe they have time for it; and (3) they’re not confident in their 
decision-making skills in hiring.

7 Relationship with Corporate HR 
Continued

35%

39%

26%

If corporate HR told me that they will take care of my store 
personnel hiring from now on, I would:

Say thank you, I 
didn’t like doing the 
recruiting anyway.

Not worry about it. It 
doesn’t really matter 
to me.

Not like it.



1010 SYNC STREET, SUITE 150                          MORRISVILLE, NC 27560                         866.332.1771                         WWW.CADIENT.NET

Hourly Hiring Manager
Survey 2020

70% of hiring managers would prefer not to change from their current 
recruiting system.  Reasons for this reluctance may include: (1) familiarity of 
the current system; (2) on average, they only use the system once or twice a 
week and may not want to invest the time to learn a new solution; and (3) 
they really like the current system or are at least ok with it.

It’s somewhat surprising that only 15% of hiring managers state they would 
like to have input on the selection of a new system.

7 Relationship with Corporate HR 
Continued

10%

53%

17%

If corporate HR informed me that they are rolling out a new 
recruiting system, I would:

Be very happy because 
our current system doesn’t 
work well.

Not care, it makes no 
difference to me.

Wonder why we’re 
making a change. 
The current system 
seems alright.

15%
5%

Have liked to have had 
input but I will support 
the decision.

Be very upset. 
I really like our 
current system.
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CONCLUSIONS AND TAKE-AWAYS 

According to United States Labor Department data, nearly 59 percent of 
the U.S. workforce is paid hourly. Given that most of the U.S. workforce 
is hourly, coupled with the fact that the hourly workforce experiences a 
significantly higher employee turnover rate, hourly hiring is a difficult task.  
Some businesses with numerous hourly workers in the retail, hospitality, 
healthcare, or other industries experience annual employee turnover in the 
high double digits, some even triple digits.  

Why is it so challenging?  Local managers have many responsibilities.  
They have significant expertise in operational matters but less experience 
and training in making hiring decisions.  Managers are under pressure 
from daily operational needs to quickly fill open positions to maintain 
customer satisfaction and avoid bad social media reviews.  They also need 
to get open positions filled to avoid paying overtime, which is costly and 
could jeopardize their bonus.  They just need to get the work done.

Corporations want to hire people who will exemplify company values and 
improve the overall culture of the workforce.  Hiring people in accordance 
with these ideals is very difficult in this environment.

71% of hiring managers admit they are not confident in their hiring 
decisions. Nearly half of the new applications are not reviewed upon 
receipt unless there is an active search underway.  The hourly talent 
supply chain isn’t working, and the cycle of replacement hiring goes on 
unrelenting.

What can you do to break the cycle?  A must-have is a candidate data 
model coupled with a machine learning and augmented intelligence 
system designed to help local managers improve hiring decisions.  A 
candidate data model identifies the specific qualities and characteristics 
that are existent and consistent in a company’s best performing 
employees.  It needs to be specific by job position because desired 
qualities and characteristics may vary by job family.
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CONCLUSIONS AND TAKE-AWAYS 
CONTINUED

Machine learning and augmented intelligence systems can be utilized to 
evaluate all applicants (not just the 54% currently being reviewed).  Then, 
it can recommend to the store manager the candidates who possess the 
desired qualities and characteristics.

But there is an important distinction to be made.  When a system 
is limited to only candidate data, it will only automate a company’s 
established recruiting process – the one that’s not working well.  These 
systems learn how to hire the way managers have previously hired.  This 
process then institutionalizes the practice of making bad hires and allows 
these mistakes to happen at an accelerated pace!  Machine learning 
systems can only provide value when trained to hire better.  Hiring better 
requires not only candidate data but post-hire data as well.  Which 
candidates actually turned out to be quality hires?  Candidates with 
similar characteristics and traits of quality hires are the ones the system 
must recommend.     

With a machine learning recommendation engine trained to identify 
potential quality hires, companies can pinpoint candidates who have 
a high probability of becoming great employees and hire people in an 
unbiased manner.  Quality hires will:

• Stay on the job longer and reduce turnover cost;

• Be more productive and decrease operating cost;

• Increase customer satisfaction and increase revenue;

• Embody the proper values and behaviors and build a workforce to 
realize corporate values.
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ABOUT CADIENT

HOURLY HIRING IS HARD

At Cadient, we know that HR managers want to be confident that 
their organization makes quality hires.  To be confident, you need a 
talent acquisition solution that helps your hiring managers avoid bad 
hiring decisions.  Hiring hourly workers is challenging.  You do not have 
control over the entire process, which can leave you feeling uncertain 
about your program’s effectiveness.

Hourly Hiring Manager
Survey 2020

We understand how hard it is to find and retain quality hourly employees.  Bad 
hires lead to high employee turnover, low productivity, and poor customer 
experience.  We believe paying for a talent acquisition system that doesn’t improve 
your business is wrong.  That’s why we have supported and provided value to large 
companies with distributed hourly workforces for over fifteen years, including the 
world’s 2nd largest retailer. 

Here’s how to make better hiring simple: 

1. Schedule a listening session so we can learn about your business.

2. We analyze your talent acquisition process compared to our client’s 
best practices. 

3. We deliver a plan to improve your current process. 

4. You hire better. 

You can stop being anxious about high turnover and bad customer experience.  
Your employees will be more engaged, stay longer, and be more productive. Get 
started today by scheduling a listening session. You’ll soon see increased profits 
and better business results from all the quality hires your improved process will 
produce. You’ll become the more confident HR professional you aspire to be. 
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SURVEY METHODOLGY
This survey was sponsored and conducted by Cadient.  We invited 
4,000 plus store managers in industries with high concentrations of 
hourly workers and distributed locations to participate.  There were 1,127 
respondents.  We collected the results during the period from August 17, 
2020, to September 7, 2020.  

Of the total respondents, 38% worked in retail, 28% in the hospitality 
industry, 19% in restaurants, 9% in healthcare, and 6% in other industries.  
50% of respondents held the title of General Manager, Store Manager, or 
Department Manager, and 19% had the title of Assistant Store Manager.  
17% of respondents were Area/District Managers, 13% were directors, and 
1% had a VP or Executive title. 

Respondents were affiliated with companies in the United States.  
We received responses from all 50 states, and no more than 8.7% of 
the responses were from a single state.  59% of respondents worked 
for companies with more than 1,000 employees, with 19% of those 
respondents working for companies with more than 5,000 employees.
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