
Workforce 2023 trends
What to watch. What to know. What to do.
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We illuminate talent, wherever it’s found
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113 Countries

215 Clients

227,000 Hires

39 Languages

4k Employees

18 Offices

Global 
scale

Industries

Services

Advanced 
Manufacturing

Consumer
Brands

Financial & 
Professional 

Services

Healthcare Life Sciences Technology & 
Media

Recruitment
Process Outsourcing

Executive Search ConsultingContingent 
Workforce
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What to watch



Today’s market reality in headlines…
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The demographic drought is coming

COVID accelerated what was already a problem … Not enough workers to replace baby boomers

U.S. population growth is slowing and 
is projected to begin shrinking by 2062.

Baby boomers 

retired in 2020

Prime-age male 

workforce plunged (ages 

25-54)

Millennials cannot make up for loss

• Not enough to replace

• Poised to inherit wealth 

• Prefer flexible work

Women left the 

workforce in 

2020

3M 2.4M

S A N S D E M I C

94%
1980 2019

89%

The fertility rate in America has been 
below the replacement level of 2.1 births 
per woman since 1971.

WITHOUT PEOPLE



Addressing today’s talent dynamics with a new mindset

Open jobs are 
up substantially 
from 9.3 million 
open jobs in 
April 2021.

Open jobs and quit rates remain high – it’s time to think about how we define “talent” and “jobs”

11.3M
OPEN JOBS

MAY 2022

25%
HIGHER

QUIT RATE

40%
PLANNING

TO QUIT

The voluntary quit 
rate is 25% higher 
than pre-pandemic 
levels.

Talent planning to 
leave their 
jobs remains 
unchanged 
from 2021.

7

Traditionalists
Competition is fierce for a 
limited number of career-
oriented people recruited by 
traditional means

Do it yourself 
Self-employed and part-time 
workers, they value workplace 
flexibility, meaningful work, 
and compensation

Caregivers
At home but wanting more, 
they need more flexibility and 
support because they’re caring 
for children or others

Idealists
Students and part-timers that are 
unencumbered by dependents, 
they value meaningful work and 
a reliable, supportive community

Relaxers
Retirees who have completed 
their careers but may 
consider returning for 
financial or other incentives

Consider what different segments of talent want and how best to engage them with work vs. career vs. a job vs. a project
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What to know



Employer & employee – who has the control right now? 

Employer brand and technology 9

Learnings from the great resignation

23% 22% 21%

5%

8%

20%

28%

12%

18% 18%

0%

5%

10%

15%

20%

25%

30%

Worsening work-
life balance

Pay freeze Toxic culture Being furloughed Reductions in
benefits

Employees HR Leaders



Employer & employee – who has the control right now? 
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Employee needs & expectations are shifting 

Stated importance 
What people think matters

33%

16%

8%

7%

6%

6%

6%

5%

4%

4%

4%

Salary

Flexibility

Inclusion

Achieving

Appreciation

Belonging

Support

Trust

Learning

Manager Support

Energized

Revealed importance 
What actually matters

18%

16%

10%

10%

8%

8%

7%

7%

6%

6%

5%

Energized

Belonging

Achievment

Trust

Salary

Inclusion

Support

Manager Support

Flexibility

Appreciation

Learning

*Indeed Work Happiness report



Transforming total rewards
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A move from standardized to personalized for an increasingly diverse workforce

40% 
say their total rewards system is “not differentiating 
relative to competitors,” and “not personalized to 
individual employee needs.”

Pay

• Base salary
• Position description
• Job evaluation

Compensation

• Base salary
• Variable pay
• Incentives
• Executive equity

Total Rewards

• Compensation
• Benefits
• Work-life
• Performance and 

recognition
• Development and 

career opportunities

Total Compensation

• Base and variable pay
• Equity
• Incentives
• Benefits

40%+
of both talent acquisition professionals as well as 
compensation and benefits professionals say modifying their 
total rewards strategy is very important.

*SHRM 2022 Employee Benefits Report Highlights



Reskilling vs. upskilling
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What’s the difference? Why are people talking about this? 

54% 
of employees will require 
upskilling to meet the 
changing demands of their 
jobs. 

94% 
of employees would stay 
longer if their company 
invested in more learning. 

Benefits of both
• Increase 

employee 
retention and 
morale

• Fill talent gaps
• Improve HR 

budgets
• Make a societal 

impact (ESG)

Strategic benefits of 
reskilling
• Combat scarcity of 

digital and technical 
skills

• Reduce recruitment 
cost by building 
talent within

• Increase frontline 
talent attraction

Strategic benefits of 
upskilling

• Promote employees 
within their 

departments
• Hedge against half-

life 
of skills

• Create rare skillsets



Employer brand and technology 13

Authentic story telling EVP
Leadership interviews 

Case studies
Video job adverts

Thought leadership 

Social advocacy 
Referral programs

Internal communities
Indeed/Fishbowl/Glassdoor

Alignment with PR team
Influencer outreach

Earned media
Partnerships

Awards 

What you 
say 

What your 
employees 

say

What other 
people say

Your reputation and how you influence it  
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What to do



4 recommendations to evolve your approach to talent
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Your brand is 
your bread 
and butter

Experience is 
everything

Total rewards 
for humans 

not resources

Learning is 
your lifeline

1 2 3 4
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Thank you!

Molly Thiel, CHRO

Molly.Thiel@cielotalent.com


