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The COVID-19 pandemic has permanently disrupted work, but the good news 

is, the shifts the pandemic required can also transform organizations for the 

better and improve employee engagement in the future.

In the U.S., employee engagement has long been lackluster. Gallup defines 

employee engagement as workers who are enthusiastic about and involved in their 

work and workplace. While engagement levels have increased from 26% in 2000 to 

36% as of July 2021, the numbers mean there are still about two-thirds of workers 

who aren’t engaged at their jobs. And in July 2021, 15% of U.S. workers were 

actively disengaged.

Couple this with the “Great Resignation,” which saw record numbers of workers in 

America quit their jobs, whether or not they had something new lined up. Deloitte’s 

2021 Global Human Capital Trends: Special report from July 2021 found 40% of 

the global workforce considered leaving their employer this year. That’s while 7 out 

of 10 employers globally say they’re struggling to find workers with the right mix of 

technical skills and human capabilities.

In November 2021, MarketWatch reported a record 4.4 

million workers quit their jobs in September as the U.S. 

saw the worst labor shortage since at least the 1990s. 

That’s around 3% of the labor force, which is the highest 

level since the federal government started tracking quit 

rates in 2000. 

The vast majority of people quitting are finding other 

jobs, as companies hired 6.5 million people in September 

2021. The Congressional Research Service reports in 

April 2020, the unemployment rate was 14.8%, while in 

July 2021, it dropped to 5.4%.

As companies face labor shortages and workers are 

more likely than ever before to leave a job they’re not 

happy with, we’re entering a period in 2022 that might 

aptly be titled the “Great Reassessment.” Companies 

are reevaluating their policies and practices to see how 

they can evolve them to retain more workers. Employees 

are more closely analyzing what they want from the 

workplace. Often, they’re quitting altogether if it’s not a fit.

As we look to the New Year, this whitepaper examines 

how companies are adapting to workers’ demands  

and how professionals are reassessing their roles in  

the workforce. 

For organizational leadership, it’s important to 

understand how competitors are evolving and steps you 

can take to successfully attract, hire and retain top talent.

Introduction

employee 
engagement 

has long been 
lackluster

7 out of 10 employers globally say they’re 
struggling to find workers
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The Great Reassessment:

COMPANY SIDE

Labor shortages are heating up competition as organizations struggle to find talent with the right 

skills and enthusiasm to be productive at work. Employees are showing their disengagement by 

 job-hunting on the job or up and leaving with nothing lined up.

Reassessing and adapting to candidate demands is typically also good for business. Research  

from Harvard Business Review shows employers where “good jobs” are prevalent (jobs with higher 

wages, better hours and more predictable schedules) reap financial gains that put them ahead of 

competitors with less “good” jobs.

An analysis of studies and surveys of top organizations and executives in the U.S. over the  

past couple years reveals trends for how companies are reassessing and adapting.

1

The following are key areas where businesses 
are evolving to meet candidate demands.
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Culture & Values

The pandemic signaled a cultural shift in priorities in the workplace, as well as in society at large.  

Black Lives Matter protests swept the country in 2020, while national and local elections focused  

on societal issues like climate change, healthcare, immigration and gun violence.

Millennials and younger generations, especially, value companies with missions 

and values they can relate to and that give back to communities. For example, the 

2020 Consumer Culture Report by 5W Public Relations found 71% of Millennials 

would pay more for a product if some of the proceeds went back to charity.

Companies today are defining or redefining what they stand for and the strategies they use to promote their values 

to current and prospective employees. More candidates are looking at company mission statements during the 

pre-application process. Mission-based companies that promote their values in their workforce, in marketing and in 

their business operations may attract like-minded candidates, which can improve employee engagement.

Culture and values are at the forefront of professionals’ minds,  
as the 2019 Glassdoor Mission & Culture Survey found:

of adults would consider a company’s mission  
and purpose before applying for a job.

of adults would consider a company’s  
culture before applying for a job.

Employees also want to  
work for companies that  
give back in some way. 
As a result, companies are reassessing what  

their values are and how they align with  

employees, consumers and the greater good. 

79%
77%
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There’s a constant stream of new information providing clarity into role definitions, job demand, salary 

expectations and relevant compensation. Sites like the U.S. Bureau of Labor Statistics’ Occupational 

Outlook Handbook provide updated information on:

• Median Pay

• Average Salary in Various Occupations, Industries and Fields

• Average Salary Based on Geographic Location

• Typical Entry-level Education Required

• Typical Work Experience Required

• Number of Jobs

• Job Outlook Growth

• Employment Change

• Skills Needed

• Required Licenses and Certifications

Compensation Packages

When you lose out on top talent to competitors because you 
didn’t offer a fair wage, that also sets an organization back.

There are also sites like O*NET that contains hundreds 

of detailed occupations along with similar information. 

Employer review sites like Glassdoor increase 

transparency about the fairness of compensation 

plans, so candidates can research a company’s 

potential before they even apply.

With more access to compensation information than 

ever before, candidates know what their education, 

experience and skill set makes them worth. A May 

2021 survey of 500 U.S. professionals found 39% of 

 job seekers are looking for a new role because they 

want better compensation or benefits.

Companies that want to retain their current 

employees must offer raises or career growth 

opportunities, or workers will look elsewhere.  

When candidates are considering a position and  

they have multiple options, compensation may play  

a major role in their employer decision.

Companies are taking note and must reassess 

compensation plans to ensure they’re competitive  

for the location of the job and the industry. The cost 

of losing talent and having to replace workers is often 

greater than paying employees what they deserve  

and keeping them in your workforce.
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Benefits & Incentives

Offering benefits and incentives is another way companies can differentiate their value 

proposition to candidates and retain their employees. 

According to a January 2021 survey of 1,500 U.S. workers, the top non-health insurance 

benefits that employees want, and the percentage of employees who cited them, were:

Benefits that support 
employee well-being,  
like paid time off and 

paid family leave,  
are expected to 

 increase in demand. 

PAID TIME OFF

FLEX/REMOTE WORK

PAID FAMILY LEAVE

HEALTH/FITNESS BENEFITS
FINANCIAL PLANNING

PROFESSIONAL DEVELOPMENT

35%

27%

19%
8%

9%

24%

Companies can survey their current employees to understand what their talent values and 

then adjust their benefits offering accordingly. As we cover next, employee well-being is 

taking precedence among organizations and employees. 
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Employee Well-Being

As personal and work worlds blended during COVID-19, many organizations are building well-being 

into work, rather than making employees settle on trying to achieve a work-life balance. According 

to Deloitte’s 2021 Global Human Capital Trends survey, well-being was the top-ranked trend for 

importance, with 80% of 9,000 survey respondents saying it was important or very important to their 

organization’s success. Candidates need organizations to support their well-being more than ever. 

A February 2021 global Harvard Business Review study found:

Organizations can enact policies, mandates and actions that integrate well-being in the workforce. 

These include strategies like the following. 

Like with benefits and incentives offerings, organizations can survey their current workforce to see how 

they can better support well-being. Then, they can promote those programs and policies to candidates 

during the hiring process to keep talent engaged.

• Build well-being into the work culture.

• Foster well-being in relationships among colleagues.

• Feature well-being in management programs, processes and policies.

• Design physical workspaces to facilitate well-being.

• Create virtual workspaces and introduce new technologies that support well-being.

said their 
job demands 

had increased.

56%85%
said their  

well-being 
declined.

said their  
work life was  

getting worse.

89%
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Prioritizing Technology

Technology was a necessary tool to enable remote work in industries like accounting, finance, marketing, 

creative, corporate support, human resources and other knowledge worker industries. Collaboration tools 

like video conferencing and workflow platforms enabled companies to continue operations. In many 

cases, they also helped improve productivity and employee satisfaction on the job.

The KPMG 2020 CEO Outlook: COVID-19 Special Edition found

77% of CEOs surveyed plan to increase  
their use of communication and collaboration tools,  
while 67% are more likely to invest in technology.
An increased use of technology can enable digital-first work and also meet employee desires.

A 2019 survey by The Workforce Institute at Kronos Incorporated found 

48% of employees want their workplace technology  
to perform just like personal technology. 

Yet, only 22% of U.S. employees feel like the  
technology they use at work is more user-friendly  
than their personal technology.

As more companies support hybrid or fully 

remote workforces, they’ll also research 

technology that supports their teams and 

operations. Organizations can expect candidates 

to inquire about the technology and tools a 

business uses during the hiring process as they 

consider the employer, as well.
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Team Focus

Teamwork has typically always been important in diverse workforces, but the pandemic illuminated 

how essential collaboration is and revealed pitfalls that make work suffer when teams aren’t strong. 

We expect more organizations to reassess their culture’s emphasis on teamwork and implement 

practices to develop stronger teams.

According to Deloitte’s 2021 Global Human Capital Trends survey, 3,630 executives cited the top 

factors that contribute to successful “superteams.” Superteams are defined as combining technology 

and people to produce better outcomes, more quickly, at a greater scale than would otherwise be 

possible. These factors, and the percentage of executives who cited them, are:

To support the growth of superteams, 
and of the business, executives can set 
visionary goals and involve the whole 
organization in playing a part in achieving 
them. They can also implement technology 
that supports productivity while also 
improving employee engagement.

Implementing new technologies: 35%

Building workforce capability through  
mobility, reskilling and upskilling: 41%

Creating a culture that celebrates  
adaptability, resilience and growth: 45%

Establishing new work policies,  
practices and incentives 31%
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Work Environment

Perhaps the most notable area companies are reassessing is the work environment. Particularly 

in knowledge worker industries that can accommodate remote and hybrid work, organizations are 

evaluating how they can support employees who demand the ability to work remotely.

An October 2021 report by Gallup found 45% of full-time employees were working partly (20%) or 

fully (25%) remotely in September 2021. Deloitte’s 2021 Global Human Capital Trends survey found 

the top factors in making remote work sustainable were related to work design. When  

3,630 executives were asked how they supported remote work, responses and the percentage  

of professionals who cited them were:

According to a 2021 report by Harvard Business Review, 88% of knowledge workers  

say when they’re looking for a new position, they consider flexible hours and location.

Companies that fail to adapt greatly risk losing out on top 
candidates and risk their current employees leaving for 

flexible work environments.

Investing in  
Team Leader 

Training
Home Access to 

the Internet 
& Needed 

Technologies

Introducing 
Digital Collaboration 

Platforms

Input in 
Determining How 
Work Gets Done

Establishing New 
 Scheduling & 

Meeting Norms

39%

36% 24%

31% 23%



ACCRUEPARTNERS – THE GREAT REASSESSMENT

12

Reskilling and Upskilling

Reskilling and upskilling help companies stay competitive in rapidly evolving industries. Deloitte’s 

2021 Global Human Capital Trends: Special report states by 2030, around 100 million global low-

wage workers will need to find a different occupation.

Deloitte’s 2021 Global Human Capital Trends survey found the top-ranked item executives cited to 

navigate future disruptions was “the ability of their people to adapt, reskill and assume new roles.” 

Nearly three-quarters (72%) cited it as the most important or second-most important factor.

Employers can create a career development plan with each employee and new hire to identify 

employee strengths, train to fill in weaknesses and gaps, and give workers agency in their career 

growth with an organization. Many employees want support from their employer to grow their  

career but find it lacking. 

A July 2021 poll by Monster found 49% of employees say their employer should play a part  

in career growth, but 80% of workers don’t think there are opportunities.

The survey also found 41% of executives said building workforce 
capability through reskilling, mobility and upskilling is one of the  
most important actions they’re taking to transform work.

When you continually reskill and upskill your workforce, you can  
increase retention while accounting for skills gaps and weaknesses  
in your workforce. You also gain a clearer view of what skills to hire  

for when you’re searching for candidates.

But only 17% of their workers are very ready  
to reskill, adapt and take on new roles.
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The Great Reassessment:

Candidate SIDE

Many of the changes organizations are making during the Great Reassessment are directly driven 

by employees and candidates. In addition to what employees want from an employer once they’re 

working for them, we’ve seen candidate demands evolve during the recruiting and hiring processes, 

as well.

The following data illustrates what candidates want from their jobs today and how companies 

can improve the talent experience beginning with recruitment and hiring. First, we’ll reiterate what 

employees want from a job, then look at how candidates are finding jobs and what they need from 

a hiring process to stay engaged.

2

The  following data illustrates what candidates 
want from their jobs today and how companies 

can improve the talent experience.
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What Candidates Want at Work

As we covered, employee engagement could be a lot better these days. Gallup’s State of the Global 

Workplace 2021 Report reveals:

of remote workers say their 
employer will allow people  
to work remotely going  
forward, at least partially.

of remote workers say they 
believe they’ll be working 
hybrid for the next year and 
in the future.

of remote workers 
say they expect to 
be fully remote.

It’s likely employee mental health will get worse.

In 2020, 57% of employees in the U.S. and Canada reported high stress, which is far above 

the global average. Today’s labor shortage means employees may be able to afford leaving an 

unsatisfying job even when they don’t have something lined up yet. What’s causing employees 

to leave? One significant issue is when a company that enabled remote work previously forces 

employees back into the office. An October 2021 report by Gallup found:

Negative emotions among employees reached record levels in 2020.  
(ex: anger, stress, sadness, worry)

Roughly 7 in 10 employees are suffering or struggling,  
rather than thriving, in their overall lives.

80% aren’t engaged or are actively disengaged at work.

The biggest reasons for preferring remote work are not having to commute, needing flexibility 

to balance work and personal obligations, and improved well-being.

76% 61% 27%

91%
of remote workers want to keep 
their remote work arrangement in 
some way, while the same amount 
envisions keeping remote hours for 
the rest of the year and beyond.

employees who are working 
remotely say they’re extremely 
likely to seek another job  
if their company eliminates 
remote work.

3 in 10
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In addition to a demand for remote or hybrid work capabilities, our research and report have also 

highlighted candidates’ desires for:

• Strong compensation

• Benefits

• Meaningful company mission and values

• Effective technology

• Work-life balance support 

• Learning and career development opportunities

Candidates are looking for value-adds like these when they’re researching jobs, as well as when 

they’re considering whether or not to stay in their current ones. Zippia reports the national average 

annual turnover rate was 57.3% in 2020. Turnover rates can be even higher in certain industries.

To retain talent and improve employer  
offerings, organizations can survey employees on the  

things that would make their jobs better, then add those 
offerings and promote them during recruitment.
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Company website

Company review sites, like Glassdoor

Social media channels, like Facebook

News articles

Professional social networks, like LinkedIn

Job Search Trends

There’s a variety of methods candidates are using to find jobs these days. A 2020 report by The 

Balance found while most applicants apply for jobs on an employer career site or on a job board:

find job postings on social media.

hear about jobs from friends.

learn about jobs from professional networks.

Employers may also use a recruiting firm or rely on employee referrals. But as we’ve seen,  

even a recommendation from someone a candidate trusts may not be enough to attract  

talent to an organization.

That’s because, according to Zety:

of candidates research a company online after finding a job opening.

of candidates will move on to another job opening if they can’t find 
information on a company.

Think of all the places your organization is represented online. These include:

35%
50%
37%

64%
37%

It’s essential for companies to regularly manage their online reputation, in addition to 

making their organization a great place to work for their current employees. A single 

bad social media mention or negative news piece could be enough to turn your ideal 

candidates off from your company. As job candidates, especially Millennials and Gen Z, 

use online research to consider companies, it’s helpful to monitor online mentions and 

work to correct negative sentiment.
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We also covered how companies can transform a hiring process to hire top talent, including right from 

a candidate’s job search. We recommend to:

Create concise job descriptions: A SilkRoad study of 1,114 full-time 

employees found one in five employees will devote less than 10 minutes to 

a job application. A 2020 study of 500 million job postings found the best-

performing job descriptions fall between 300 and 660 words.

Prioritize skills over job titles: This can increase your organization’s 

likelihood of attracting more qualified applicants based on the job duties  

you need filled.

Feature your employee value proposition: Tell candidates about benefits, 

career growth opportunities, compensation, culture and work environment.  

A 2020 report by Harvard Business Review found 65% of people would 

rather take a pay cut, and 26% of people would rather forgo a higher title, 

than work in a negative workplace environment.

Also, make it easy for candidates to apply. You might enable candidates to apply with their LinkedIn 

profile, for example. By ensuring information about your company is readily available online, and by 

making the application process simple and easy, you may be able to widen your applicant pool. 

Make it 
easy for 

candidates 
to apply.



ACCRUEPARTNERS – THE GREAT REASSESSMENT

18

Evolving Hiring Process

Technology transformed work operations. It’s also an integral part of effective hiring processes today.

Organizations can use technology to:

Make Hiring Processes More Efficient

Keep Candidates Engaged

Boost Recruitment Efforts

In August 2021, we detailed how HR should transform the talent acquisition process to meet 

candidate demands. Some of the pain points candidates encounter include:

Too Many Interview Steps: According to Zety, 72% of job candidates go 

through 3 or more interviews before getting a job, while 31% go through 

4 or more. Some hirers will require 8 or more interviews. Long interview 

processes can disengage candidates or cause your organization to lose a 

candidate to a company with a more efficient hiring process.

Interview Delays: PwC research shows 67% of job seekers have 

experienced a recruiting process that lasted longer than a month. In the 

meantime, candidates may move on to a different employer.

Lack of Feedback: PwC also reports 67% of candidates want to receive 

feedback immediately after an interview. Plus, the SilkRoad study revealed 

55% of candidates will disengage from a hiring process if an employer 

hasn’t contacted them in 2 weeks.

Technology and more effective hiring processes can increase candidate engagement and help your 

organization hire talent more quickly. Some of the tools top organizations are using during hiring 

processes today include:

Video conferencing for virtual interviews

HR dashboards and automation

SMS, email and chat communication

As PwC research shows, 49% of U.S. job seekers have turned down an offer because the recruiting 

process was bad. The SilkRoad study found 31% of candidates expect custom messages from 

employers during the interview and hiring process. Your organization can work with a recruiting  

firm that uses technology and tools that engage today’s candidates.
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As we’ve seen, the Great Resignation has led to a Great 

Reassessment, for both candidates and organizations. 

Businesses must meet candidates where they are with 

their demands, in order to keep the talent they have 

and attract workers for open jobs. Organizations must 

continually check in on what their ideal candidate wants 

out of a job and adapt to deliver. Otherwise, it’s very 

likely the competition will.

At AccruePartners, we’re a talent acquisition firm 

that can help your organization adapt to changing 

worker demands and effectively convey your value 

proposition to talent. We specialize in skill sets including 

accounting, finance, HR, IT, corporate support, digital, 

marketing and creative.

Contact us for a free consultation on how we can help 

you navigate the Great Reassessment and attract and 

hire better candidates.

What Does The Great Reassessment:

mean for your business
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