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The future of work is now 

4 opportunities 
to reinvent your 
recruiting strategy 



I t’s time for recruiting professionals to 

transition from survive to thrive mode. 

Over the last year, recruiters have been 

reacting to a wave of new changes: learning 

how to operate virtually, grappling with 

business uncertainty, and finding new ways 

to engage candidates. At the same time, the 

past year has ushered in new opportunities, the 

biggest of which is the rise of an expanded, 

flexible workforce not limited by geography.

Employee expectations are also changing. 

Workers are categorically re-evaluating what 

they want from work and life: more flexibility, 

an increased commitment to safety, better 

career mobility and more purpose-driven work.1 

In fact, nearly half of employees are reconsid-

ering the kind of work they do,2 and 89% expect 

to be able to work from home at least some of 

the time after the pandemic ends.3 

As recruiters look to the future, there is a big 

opportunity to update long-term talent strategies, 

embrace new ways to source and foster talent, 

and ensure their organizations are attractive to 

employees. Those who adapt best and fastest 

will have a first-movers advantage over the 

competition, supporting productivity, improving 

business outcomes and raising awareness 

among an increasingly selective workforce.

Adapting recruiting strategy is critical, and 

the question is not “whether” but “how.” From 

shifting the approach to evaluating work to be 

done across an organization, to building an 

infrastructure to enable the flexibility workers 

expect, to fully leveraging internal talent pools, 

to making it known what an organization 

stands for, recruiters have an opportunity to 

implement specific strategies to help their 

organizations thrive. 

Below are four central recruiting tactics 

every organization should consider imple-

menting for 2021 and beyond.

4 Key Recruiting Tactics for 2021 and Beyond
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company values

—they are now a 
make-or-break factor
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Evaluate the work to be done 
 —not just the roles to be filled 

Despite fluctuations in the job market, there 

were 6.9 million unfilled jobs in the U.S. at the 

end of January 2021, and 40% of small busi-

nesses surveyed in February 2020 reported 

they were having trouble filling jobs.4

At the same time, the workforce is adopting 

new paradigms for work—and it’s accelerating. 

Many workers have now seen the benefits 

of permanently joining the “collaborative 

economy,”5 offering their services for multiple 

projects in a variety of sectors, and utilizing 

multiple skill sets. Beyond gig work, this 

approach is catching on for complex knowl-

edge work, as well.6 This entrepreneurial 

approach enables workers to make a living 

doing projects they are interested in and giving 

them the control to determine the work they 

do—as well as when and how. This can provide 

savvy recruiters with more flexible ways to 

bring in the right people at the right time.

To ensure work gets done effectively against 

this backdrop, employers should move beyond 

simply filling job postings and go back to 

fundamentals:

 ● Evaluate the work to be done in the 

organization, not the roles to be filled.

 ● From there, evaluate the skills required 

to do this work effectively.

This approach empowers employers to 

be more creative in sourcing skills from 

the global marketplace of talent available 

to them. This may mean sourcing people 

on special projects or initiatives, securing 

outside help from per-project workers or 

calling upon gig workers to provide critical 

front-line support. 

“Your biggest prize coming out of it is that you 

have the people that you think are a great fit 

coming into your organization. And maybe 

they’re on a six-month assignment, or maybe 

they’re there on a whole series of short-term 

projects, but you have the right people to 

deliver the work, which has a huge impact on 

productivity and profitability,” says Pamela 

Stroko, Vice President, HCM Transformation 

and Thought Leadership at Oracle.
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Build the infrastructure for 
flexibility—it’s here to stay

COVID-19 accelerated the need for flexibility 

in the workplace. Now, providing flexible 

arrangements is critical to employee 

satisfaction and retention as well as successful 

recruiting. In fact, recent research suggests 

that workers are more willing to leave their 

jobs if those roles lack the flexibility they need.7 

This may take the form of remote working, 

flexible hours or fewer days in the office. 

Companies that want to recruit—and retain 

—top talent will need to accommodate individ-

uals’ need for flexibility. This means building 

the right infrastructure to support flexible work:

 ● Adopt clear, flexible scheduling options 

for employees with family caregiving 

responsibilities.

 ● Evaluate compensation and benefits 

packages to match new employee needs 

and expectations.

 ● Invest in manager training to ensure 

all management levels can effectively 

support and foster remote talent.

 ● Offer an “on ramp” for women who have 

been disproportionately affected by the 

pandemic.8

An important area of focus for employers must 

be supporting women. With at least 2.2 million 

women having left the U.S. labor market since 

the beginning of the pandemic, companies are 

adopting “returnship” programs that provide 

an opportunity for individuals to re-enter the 

workforce after time away.9 Other companies 

are offering clear support for working parents. 

One example is consulting firm Accenture, 

which reserves certain high-level consulting 

jobs for working mothers and provides child 

care and scheduling flexibility to ensure they 

are set up for success.10 

Thirty-five percent of 
people who are out in the 
job market today will not 
work for a company that 
has no flexibility or that 
has no plan for hybrid work 
or workplace flexibility.” 

Pamela Stroko, Vice President, 
HCM Transformation and Thought 
Leadership, Oracle
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When you talk about the 
internal talent marketplace, 
what you’re setting up is 
a way for people to vote 
with their feet. They vote 
for different work. They 
might vote for working 
with a different manager 
on a different team with 
different colleagues. I 
would say to senior leaders, 
how could you create a 
situation where employees 
could continually 
rotate through internal 
opportunities? Quite 
frankly, that will determine 
retention in the future.” 

Pamela Stroko, Oracle

Democratize  
internal mobility

While recruiting is often focused externally, 

organizations challenged with finding the right 

skills for key jobs can often look under their 

own roof. In fact, employee turnover due to 

lack of internal mobility costs an average-sized 

organization $49 million per year.11

More and more workers are also evaluating 

employers based on the skills they can 

gain and the projects they can participate 

in, demanding more flexibility in this arena. 

Employees are increasingly voting with their 

feet—opting to leave their positions if they 

don’t feel challenged and supported. 

To use an internal workforce to its fullest capacity, 

employers should make internal mobility more 

democratic by creating clear pathways: 

 ● Broadcast opportunities in the organiza-

tion in public forums and across teams.

 ● Consider not only new roles, but special 

projects and other to-dos, giving workers 

an opportunity to expand their skills, work 

with new people and change up their 

day-to-day responsibilities.

 ● Ensure managers focus on recognizing 

high-potential individuals and invest in 

training programs.

Fully tapping the skills of an internal workforce 

can lead to greater job satisfaction and better 

retention efforts. Today, “people are looking 

for multiple career experiences with the same 

company,” Stroko says. “Employers need to 

think about how they can provide that.”
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Emphasize company values — 
they are now a make-or-break factor

Most companies have a set of core values. 

How well a business instills these values into 

their ordinary operations is now a make-or-

break component of employee satisfaction 

and turnover. Workers want to see that their 

employer can walk the talk by living up to 

promises they’ve made to their employees.

Most employees are also looking for more 

purpose in their work and personal lives and 

better work-life balance.12 Companies that can 

fulfill this need by recognizing these desires 

and integrating them into their core values will 

be more successful in retaining and attracting 

top talent. 

To make sure their business is living up to its 

values, companies must ensure:

 ● Values are clear, public and instilled in 

employee training across all levels and 

departments.

 ● HR representatives discuss values as a 

standard part of employee onboarding.

 ● Values are emphasized at all key points 

in the employee experience, such as 

performance reviews.

These values should underpin companywide 

town halls and smaller departmental meetings 

to help employees connect more meaningfully 

to their work. 

Employees expect their jobs to bring a significant sense of purpose to their lives. Employers 
need to help meet this need, or be prepared to lose talent to companies that will.”

McKinsey, “Help Your Employees Find Purpose or Watch Them Leave”
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Conclusion

While the last year served up new challenges 

for recruiting professionals, it also accelerated 

opportunities to build strong talent strategies 

that meet the needs of a changing and 

increasingly global workforce.

Employers who are agile will have an easier 

time getting crucial work done. Even more 

important, those who act fast stand to reap the 

biggest rewards: they’ll win the race for talent, 

draw from a broader pool of candidates, have 

a more engaged workforce and drive better 

business outcomes for their organization.
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