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| talk to hiring leaders in ed tech and publishing every single day. Not about trends in the
abstract. About the real stuff: the roles they can’t close, the candidates they keep losing, and the
process gaps that are quietly costing more than anyone wants to admit.

When you have enough of those conversations, patterns surface. This snapshot captures what
my team and | are seeing right now and what the best hiring teams are doing differently.
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*2025 Hiring Benchmark Report, Employ Inc. | **2026 LinkedIn Talent Report

1. The speed gap is costing more than you think

The average professional hire takes over two months from posting to accepted offer. In our
industry, where roles require specialized skill sets and multiple stakeholders, that timeline could
stretch even further.

An open seat isn’t neutral. It means delayed product timelines, missed revenue momentum, and
teams stretched past the point of sustainability. The organizations treating hiring as a core
business function, not something HR handles on the side, are the ones building momentum as
we kickoff Q2.

What’s actually working:

Teams that pre-block interview windows when a role launches, rather than scrambling for
availability after each round, are compressing timelines by weeks. It sounds simple but you
would be surprised that many companies still don’t do it.

2. Compensation misalignment is the silent deal-killer

This one keeps coming up. The title, comp, and responsibilities on a role are speaking three
different languages. The Job description asks for VP-level strategy, but the title and comp signal
a mid-level executor.

When there’s a $5K-10K gap between a strong candidate’s expectations and the budgeted
base, the instinct is to wait for someone cheaper. In practice, that gap costs far more in vacancy
time, redistributed workload, and retention risk on the existing team.
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The move:

Treat the bridge as go-to-market insurance. Sign-on bonuses or six-month comp reviews can
close the gap without permanently adjusting the salary band. The cost of waiting almost always
exceeds the cost of bridging.

3. Volume isn’t quality and your ATS could be missing real
talent

In the easy apply era, 400+ applicants on a posting feels productive but it usually isn’t. More
volume hasn’t always aligned with more quality. It's meant more time sifting through keyword-
stuffed resumes instead of talking to real talent.

Meanwhile, rigid ATS keyword matching is auto-rejecting candidates who have the right
background but haven’t mapped their skills to the exact language in your job description. The
pivoters who are still translating their experience into new tech frameworks are getting filtered
out before a human ever sees them.

A simple fix:

Ask your team for a “second look” list. Ten minutes screening a few near-miss candidates who
have the right industry DNA but missed a keyword. Your next great hire is often one human
review away.

4. Recent relevance is more front and center

Across nearly every function in our industry — editorial, product, design, marketing, sales — the
core skillset isn’t lasting five years anymore. It's refreshing every six months. That’s forcing a
fundamental rethink about what “qualified” actually means.

The strongest hires we’re placing right now for example are candidates who've spent the last 24
months navigating the shift from print to digital-first ecosystems, not candidates with 15 years of
legacy experience who haven’t adapted. Learning agility is outpacing proven expertise as the
top predictor of success in role.

What to look for:

Stop hiring for the role as it existed two years ago. Whether it's a sales leader who still relies on
a legacy territory model, a marketing director who hasn't touched a digital-first go-to-market
strategy, an editorial lead who hasn't worked in a platform environment, or a finance hire who's
never had to model recurring revenue, the gap can show up fast. The best hires right now, in
every function, are the ones who've already been in the middle of the shift and can bring that
playbook with them on day one

5. Candidate experience is your brand

In a market as tight-knit as ours, every candidate interaction reflects your company’s brand.
Ghosting, delayed feedback, and drawn-out processes don'’t just lose one candidate, they ripple
through a network where everyone knows everyone.

The number one thing we hear from candidates: it's not the rejection that stings. It's the silence.
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A quick “not this time” goes further than most companies realize. The companies winning talent
right now are the ones communicating quickly, respecting people’s time, and treating the
interview process as a two-way evaluation.

The Bottom Line

The bottleneck in 2026 isn’t the talent pool. It's the process.

The companies that shorten their cycle, align their comp to market reality, and treat hiring as a
strategic function are building something you can see: teams that move faster, think bigger, and
are excited to be there.

That’'s what’s on the other side of a strong hiring process.

Whether you're planning a Q2 hire or just keeping a pulse on the market, I'm always happy to
compare notes.

No pitch, just perspective from someone who lives in this space every day.

Nicole Jamal Owner, US Publishing Jobs

Book a Strategy Call or stay connected on Linkedin

This snapshot reflects trends observed in our direct work with hiring teams across the Ed Tech, Educational Publishing, and
Publishing sectors.
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