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Transforming new obstacles 
into new opportunities

For the past couple of decades, “disruptors” in business have created 
radical shifts across industries, life-changing innovations, and unique, 
more convenient, and more affordable solutions to old and new 
problems. And, while many disruptors are welcomed and appreciated 
for bringing about lasting change, the COVID-19 pandemic has created 
unprecedented levels of adversity and complication.
 
However, despite all the challenges of the past two-plus years we,  
as a society, have shown just how adaptable and resilient we can be in the 
face of this most significant disruptor. In fact, according to BLS data,  
in December of 2021, the U.S. unemployment rate stood at 3.9 percent, 
a mere 0.4 percent more than the 3.5 percent rate in February 2020, and the 
labor force participation rate was 61.9 percent, only 1.5 percent lower than 
the February 2020 rate.
 
While these indicators show that the difficult climb back to normalcy is still 
underway, our Compensation & Workforce Trends Report suggests even 
more reasons for optimism in 2022. We polled over 1,400 hiring decision 
makers nationwide on how they are adjusting their hiring, workforce size, 
and compensation plans for 2022. In the following report, we’ll take a closer 
look at our findings, including:

•	 69% of survey takers say their company will offer bonuses this year, up 
from 60.9% in 2020.

•	 37% of decision makers anticipate salaries will be higher post-pandemic 
as compared to someone who was hired pre-pandemic for the same 
position and with the same qualifications.

• More than half of respondents from larger (500+	employees) 
organizations say their company is making diversity, equity and 
inclusion a priority (53%).

• More than half of respondents (54%) say they are upskilling current 
employees within their organization.

•	 59% of survey takers say their organization has shortened its interview 
and offer process to meet the current demand and competition for 
skilled workers.

 
Although employment numbers may soon return to a pre-pandemic 
level, we can be sure our way of working will not. However, amid the 
disruption of the pandemic, our Compensation & Workforce Trends 
Report shows that employers are making significant adjustments to 
embrace new ways of attracting, retaining and managing a more resilient, 
well-rounded workforce.
 

Survey	Methodology

LHH Recruitment Solutions in partnership with Allison+Partners 
surveyed 1,405 hiring decision makers in the U.S. The survey was hosted 
in Qualtrics and panel was sourced from Lucid and Currant Fielding 
Solutions. Fielding was conducted in late 2021.

Source: https://www.bls.gov/news.release/pdf/empsit.pdf

https://www.bls.gov/news.release/pdf/empsit.pdf
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Expanding the meaning of “essential”

At the height of the pandemic, there was a lot of talk about “essential” workers (i.e., those who are necessary to carry on 
critical infrastructure operations, according to the Department of Homeland Security). However, as businesses continue 
to move to, if not an entirely in-person model, at least a hybrid working model, the employees they consider “essential” 
to future success—and how they attract, retain and upskill these employees—is changing.
 
According to our respondents, IT/technology workers are most essential to the health of an organization (19%), followed 
by customer service (17%) and marketing (17%). Additionally, the function most hiring decision makers expect to expand 
in the coming year is the IT/technology department (53%), followed by marketing (39%) and customer service (38%). While 
the need for IT/technology talent may suggest a demand for companies to build and maintain the infrastructure necessary 
to support a growing remote or hybrid workforce, it is also reflective of the digital transformation taking place across 
industries even prior to the pandemic.

19%

IT/Technology

14%

Accounting/ 
Finance

17%

Customer
Service

17%

Marketing Sales

10%

12%

Human 
Resources

6%

Law/Legal

What	workers	do	you	consider	essential	to	the	health	of	your	organization?
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In the Deloitte 2021 Digital Transformation Executive Survey, respondents cited the need to “innovate faster” and “to become more resilient” 
as two of their top reasons to invest in digital transformation. Additionally, the same survey found that 69% of leaders surveyed planned to 
increase investment in digital transformation in response to the pandemic.
 
So, while it’s clear that companies value the importance of investing in their IT/technology function because of and despite the pandemic, 
finding the right talent is easier said than done. Our survey shows that IT/technology roles are the most difficult to recruit for (39%) and 40% 
of respondents say that technical skills have been increasingly difficult to find in potential candidates since the pandemic began. As the 
competition for workers with these skill sets heats up, we expect that it will only become more difficult to fill these roles. The best options 
for companies to close this gap are to make their opportunities more attractive to top talent and to identify talent currently within their 
organizations that can be trained and upskilled to meet the need for these essential competencies.

Which	departments	within	your	organization	have	expanded,	or	are	expected	to	expand,	
in	the	next	year?

53%

IT/ 
Technology

34%

Accounting/ 
Finance

38%

Customer
Service

39%

Marketing Sales

34%

32%

Human 
Resources

17%

Law/Legal

23%

Procurement/ 
Supply Chain

30%

Data/
Business

Intelligence

1%

Other

5%

None of 
the above

Source: https://www2.deloitte.com/us/en/insights/topics/digital-transformation/digital-acceleration-in-a-changing-world.html

https://www2.deloitte.com/us/en/insights/topics/digital-transformation/digital-acceleration-in-a-cha
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Which	types	of	roles	has	your	organization	had	the	most	difficulty	recruiting	for	recently?

What	skill	sets	has	your	organization	found	increasingly	difficult	to	find	in	potential	
candidates	post-pandemic?

40%

Technical 
Skills

31%

Client 
Services

35%

Financial
Management

37%

Adaptability/
Creativity

31%

Crisis
Management

33%

Project 
Management/

Planning

37%

Leadership 
Skills

35%

In-depth
knowledge
of industry

36%

Critical 
thinking/ 
problem 
solving

1%

Other

5%

None of 
the above

39%

IT/ 
Technology

27%

Accounting/ 
Finance

23%

Customer
Service

24%

Marketing Sales

20%

27%

Human 
Resources

19%

Law/Legal

19%

Procurement/ 
Supply Chain

27%

Data/
Business

Intelligence

2%

Other

6%

None of 
the above
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Identify transferable skills and 
invest in reskilling and upskilling 
to meet future talent needs. 
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How are companies 
differentiating themselves in 
the struggle for talent?
Despite the clear gap between the talent companies’ needs and the ease of finding that talent, 79% of respondents are 
confident in their organization’s ability to attract new talent and retain current talent over the next year. What makes 
them so sure? According to hiring decision makers, their strategies for bringing in new talent and holding onto the talent 
they have include increasing salaries and bonuses, as well as investing in upskilling employees and building a more 
positive workplace culture.
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Significantly 
less

Significantly 
more

6%

7%

How	do	you	anticipate	post-pandemic	
salaries	will	compare	to	someone	
who	was	hired	pre-pandemic	for	the	
same	position	and	with	the	same	
qualifications?

Can	Money	Make	a	Difference?

More than two thirds of the hiring decision makers we surveyed are banking on the power of the almighty dollar to 
retain their top talent. 69% of our survey takers say their company will offer bonuses this year, up from 60.9% in 2020.
In addition, of those who say the company will offer bonuses, 76% also say they believe the bonuses will be higher than 
in 2020.

As far as paying up to attract new hires, 37% of decision makers anticipate salaries will be greater post-pandemic as 
compared to the salaries of employees hired pre-pandemic for the same position and with the same qualifications. Plus, 
40% of respondents say their organization has increased sign-on bonuses since the pandemic, (up from only 24.8% of 
respondents in 2020), while 34% say PTO (including sick leave) has increased.

Definitely yes

Definitely 
not

Probably yes

Probably not Might or  
might not

38%

30%

15%
11%

5%

Do	you	believe	that	your	organization	
will	offer	bonuses	this	year?

Much higher

15%

Moderately higher

26%

Moderately lower

2%

Slightly higher

25%

About the same

23%

Slightly lower

9%

Much lower

0%

Do	you	believe	bonuses	will	be	higher,	lower	or	the	same	as	the	previous	year?

Slightly less

Slightly more

The same or 
very similar

22%

29%

35%
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Will	increases	in	compensation	pay	off?  
 
Well, while offering higher salaries and bonuses can’t 
hurt, today’s talent is seeking more. In fact, in our 
study, Resetting Normal: Defining the New Era of Work, 
published in September 2021, we found that, to many 
workers, being part of a company that values flexibility, 
work-life balance, and employee well-being is critical 
to determining whether they stay with or leave 
an organization.

The study found that nearly two in five employees 
are already changing or considering new careers and 
41% are considering moving to jobs with more flexible 
working options. The increased demands on workers 
and process inefficiencies are partly to blame. In the U.S., 
two-thirds of respondents (66%) reported logging more 
than 40 hours a week over the past year, yet just under 
half (49%) believe that such hours are necessary to get 
the job done. 
 
How do these employees feel about the prospects for 
improvement in their workplaces? Not too optimistic. 
Only 48% of workers say their managers meet or exceed 
expectations for encouraging a good working culture, 
while a mere 37% of non-managers say their company 
is effectively investing in developing their skills. It’s clear 
that organizations have some work to do in the coming 
year to attract and retain top talent—beyond simply 
offering higher salaries and bonuses. However, are they 
aware of the improvements that need to be made and 
are they willing to make them?

As	a	result	of	the	pandemic,	which	of	the	following	changes	has	your	organization	
made	in	regards	to	new	hire	total	compensation	and	offerings?	

Sign-on-bonus 401K matching Stock options PTO (including 
sick leave)

40%
27% 24%

34%

35% 56%

36%

51%

12%

11% 11%

9%

10% 6% 3%

30%4%
1% 1%

2%

Increased DecreasedStayed the same No longer offer Does not apply
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Which	of	the	following	has	your	company	increased	its	investment	in,	or	plan	to	increase	its	
investment	in,	to	better	attract	and/or	retain	talent?	

49% 49% 46% 45%

38% 37% 37%

30%

42%

Good 
workplace

culture

Upskilling/
trainning

opportunities

Flexible/
remote 
working 
options

Generous 
paid time

off

Brand 
reputation

Office 
location

Strong 
leadership 

team

Hiring/
retention 
bonuses

Socially 
responsible

1%

Other

1%

None of 
the above

These investments in employee development and company culture underscore the need for employers to think outside the paycheck and 
deliver to employees what they’re really looking for—the skills needed to succeed, as well as an acceptance of the need for greater flexibility in 
a post-pandemic workplace.

How	has	your	organization	been	filling	the	increased	need	for	specific	workplace	skills?	

42%

Reskilling 
current 

employees to 
be redeveloped

31%

Bringing in 
consultants

34%

Bringing in 
contingent 

workers through 
a third-party 

staffing provider

35%

Hiring new, 
part-time 

employees

49%

Hiring new, 
full-time 

employees

54%

Upskilling 
current 

employees

1%

Other

3%

We have 
not done 
anything 

yet

2%

We have not seen an 
increased need for 
specific workplace 

skills

Commitment	Beyond	Compensation

It seems that the hiring decision makers we surveyed are aware of their employees’ concerns and willing to make the necessary investments 
to build employee skills, as well as company culture.
 
To attract or retain talent, 49.5% of respondents say they have increased, or plan to increase, their investment in a good workplace 
culture, 49.2% will increase upskilling/training opportunities, and 46% will expand flexible/remote working options.
 
In addition, companies are using a mix of new and existing talent to fill the need for specific workplace skills—54% say they are upskilling 
current employees and 49% are hiring new, full-time employees to close their skills gaps.



Well-being in the workplace has become a tipping 
point in employee satisfaction. Workers are not 
opposed to hard work or coming back to the office, 
but they want to do so on their own terms—with 
more flexibility and recognition both for their work 
contributions and their mental and physical health.
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Becoming more flexible  
and more diverse

It’s abundantly clear that employers need to embrace 
flexibility to attract and retain the talent they need. 
That said, how do they really feel about it? Well, we’re 
happy to report that we’re not only seeing a shift to 
a greater acceptance of flexible and remote working 
arrangements—employers are even starting to use it as a 
competitive advantage.
 
In terms of attitudes towards flexible/remote work, 41% 
of survey takers say their organization promoted flexible/
remote work prior to the pandemic and still promote 
it today. Furthermore, 35% say their organization was 
opposed to flexible/remote work pre-pandemic, but 
now are actively promoting it. This is clearly a case of the 

pandemic acting as “The Great Disruptor,” compelling 
companies to adapt to changing employee expectations.
 
However, the perks of flexible/remote work arrangements 
go far beyond being able to wear sweatpants and keep up 
with the laundry. Many workers actually feel equally, 
if not more able to get their work done. In fact, in our 
study, Resetting Normal: Defining the New Era of Work, 
we found that many workers report being more 
productive since companies implemented work-from-
home policies in response to the pandemic—40% say they 
have been more productive working from home than they 
were in an office and 42% say they are just as productive 
at home as they were in an office. 
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Going	Remote	is	Getting	Closer	to	the	Norm

Employers are taking notice of the benefits of a remote or a hybrid workforce. According to those who are making hiring 
decisions for their organization, the most important benefits of hiring a remote workforce include more satisfied employees 
(20% ranked most important), a more productive workforce (18% ranked most important), and less germ sharing/spreading 
(16% ranked most important). However, there is another benefit to embracing remote working arrangements that employers 
are increasingly capitalizing in-expanding the diversity of their candidate pools.

In	your	opinion,	what	are	the	benefits	of	hiring	a	remote	workforce?	

16%Less germ sharing / spreading

7%Can pay employees less

14%No geographic limits 
to hire pool

13%Less overhead expenses 
(e.g. office rent, supplies, etc.)

12%Better distribution  
of working hours

18%More proactive workforce

20%More satisfied employees
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In our survey, we found that many hiring decision makers see the value in a more diverse workforce—47% say they 
are making diversity, equity and inclusion (DEI) a priority. That number increases to 53% in larger (500+ employees) 
organizations. Additionally, 48% of survey takers say their company is allowing more remote hires to diversify their candidate 
pool in the upcoming year. By recognizing not only the benefits of a more diverse workforce, but the inherent connection 
between going remote and building a more diverse team, forward-thinking organizations are exponentially bolstering their 
ability to compete for top talent.

Source: https://www.mckinsey.com/featured-insights/diversity-and-inclusion/diversity-still-matters

What	measures	is	your	organization	taking	to	diversify	the	candidate	pool	in	the	
upcoming	year?	

7%
My organization is not 

taking steps to diversify our 
candidate pool

1%Other

26%
Eliminating the requirement 

for a college degree  
for open roles

33%Reducing experience-based 
requirements for open roles

43%
Offering referral bonuses to 

current employees who refer 
new candidates

35%Prioritizing hiring minorities

48%Allowing more remote hires

30%Prioritizing hiring Veterans

47%Making diversity, equity and 
inclusion (DEI) a priority

Diversity:	A	Decisive	Difference-Maker

In a study conducted by McKinsey & Company prior to (and amended during) the pandemic, they found that not only 
are more diverse organizations more likely to out-earn their industry peers, but “when companies invest in diversity 
and inclusion, they are in a better position to create more adaptive, effective teams.” The McKinsey study highlights the 
connection between building a more diverse workforce and offering more flexible working arrangements in that it enables 
organizations to access a wider array of talent than ever before, including “working parents, dual-career couples, and single 
parents.”
 
The study concluded that organizations can realize the following five opportunities by building a more diverse workforce:
• Winning the war for talent.
• Improving the quality of decision making. 
• Increasing customer insight and innovation.
• Driving employee motivation and satisfaction.
• Improving a company’s global image and license to operate.

https://www.mckinsey.com/featured-insights/diversity-and-inclusion/diversity-still-matters
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Hire. Faster. Better. Stronger.
In addition to disrupting the ways in which we work, the 
pandemic has caused employers to make changes to 
the entire hiring process. Even prior to the pandemic, 
the pressure to recruit and secure the best talent was 
forcing hiring managers to take a good, hard look at 
their time-to-hire metrics and find places to streamline 
their methods.
 
Yes, remote working arrangements have broadened 
the candidate pool, but they have also made it so 
companies are competing for hard-to-find talent 

everywhere. We’re finding that, even with this expanded 
pool of candidates, employers are committed to 
shortening their hiring processes. In fact, while 50% say 
the rigor of the hiring process has not changed, 59% of 
our survey takers say their organization has shortened 
its post-pandemic interview and offer process to 
meet the current demand and competition for skilled 
workers. How are they doing this? Our survey found 
that the use of virtual screenings and interviews has 
increased post-pandemic (56%).

How	has	your	interview	and	hiring	process	changed	post-pandemic?	

Number of postings 
for open positions

Rigor of hiring 
criteria and process

Increased DecreasedIt has not changed Does not apply

Number of 
available 

candidates

Reliance on 
talent acquisition 

platforms

Virtual screenings 
and interviews

46%
36% 42%

44%
56%

35% 43%
50%

35%

36%

17% 12% 21% 9% 6%

2% 2% 1% 4% 4%
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As well as meeting the demand for top candidates, 
shortening the hiring process by going virtual also helps 
you meet your candidates’ expectations. According to 
research by PwC, 67% of candidates say that dragging 
out the recruiting process longer than a month 
constitutes a “poor recruiting practice.” However, 
organizations that are making their hiring processed 
more virtual would be wise to also keep it personal. 
PwC found that, while 44% of candidates said they’re 
“open to using automation and technology options for 
routine touchpoints and to get information during the 
recruiting process,” they also prefer in-person phone 
calls or video meetings to automated technologies 
like AI or chatbots, especially when “negotiating job 
packages or accepting formal offers.”
 
In this current hiring landscape, successful employers 
must pull off an incredible balancing act by expanding 
their candidate pools and the diversity of their 
applicants, streamlining their processes, and improving 
the candidate experience. Using technology to shorten 
your time to hire while ensuring frequent, personal 
communications throughout the experience not only 
makes for a more effective recruiting strategy, but it also 
allows you and your hiring managers the opportunity 
to be the faces of your company culture that is so 
important to today’s top talent.

Has	your	organization	
shortened	its	interview
and	offer	process	in	order
to	meet	the	current	demand	
and	competition	for	skilled	
workers?

Probably yes
35%

Probably not
15%

Might or
might not

19%

Definitely yes
24%

Definitely not
7%

Source: https://www.pwc.com/us/en/services/
consulting/workforce-of-the-future/library/hr-
recruiting.html

https://www.pwc.com/us/en/services/consulting/workforce-of-the-future/library/hr-recruiting.html
https://www.pwc.com/us/en/services/consulting/workforce-of-the-future/library/hr-recruiting.html
https://www.pwc.com/us/en/services/consulting/workforce-of-the-future/library/hr-recruiting.html


Conclusion
Prepare	for	What’s	Next—Whatever	That	May	Be

If the disruption of the pandemic taught us anything it’s that, instead of trying to predict the future, organizations would be 
better served to build a diverse and flexible workforce and invest in constant employee development, aiming their sights on 
short-term, yet consistent gains.
 
Change, of course, is inevitable, but our respondents seem ready to embrace it—they’re prepared and excited to make the 
necessary adjustments to hire faster, diversify their teams, secure superior talent, and upskill their high-potential employees. 
They’re turning obstacles into opportunities, but always mindful that the next “Great Disruption” could be right around the 
corner. Or, as Maya Angelou once eloquently put it, “Hoping for the best, prepared for the worst, and unsurprised by anything 
in between.”



About	LHH

At LHH, we exist to help people, teams and organizations find and prepare for what’s next. 
Our end-to-end HR solutions future-proof organizations and careers all over the world. 
Through Advisory, Career Transition & Mobility, Insights, Learning & Development and 
Recruitment Solutions, we enable transformation, and our job is never done because there’s 
always another tomorrow to prepare for.
 
We make a difference to everyone we work with, and we do it with local expertise, backed 
by a global infrastructure and industry-leading technology. LHH’s over 8,000 colleagues 
and coaches span 66 countries worldwide, working with more than 15,000 organizations, 
a majority of Fortune Global 500, and nearly 500,000 candidates each year. Together we 
address needs across the entire talent journey, helping organizations build their capabilities 
and individuals build brighter futures. There is a world of opportunity out there. Let’s get to 
work.
 
LHH is a part of the Adecco Group, the world’s leading talent advisory and solutions 
company, headquartered in Zurich, Switzerland.

Use our findings and our experience to accelerate the 
transformation of your workforce. Contact us today.
 
lhh.com


