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It’s abundantly clear as hiring leaders begin to re-build or expand 
their teams in this post-pandemic world, that the talent market is 
dramatically different than the way it looked 12-18 months ago.  
Though the pandemic led to the worst recession in U.S. history, 
and millions of people are still out of jobs, employers are now 
facing acute labor shortages. 

To date, the U.S. has replaced only about two-thirds of those 
lost jobs. And while total nonfarm payroll employment rose by 
235,000 in August, and the unemployment rate declined by 0.2 
percentage point to 5.2 percent, the drop occurred partly because 
people found jobs, but also because tens of thousands of people 
dropped out of the workforce.

We know that at least some portion of the workforce 
drop out is due to conditions that could begin to look 
better in the near future.  Health concerns, child-care 
constraints, and generous unemployment benefits are all 
contributing factors to the talent shortage, particularly 
workforce drop out.  Some experts, like Neel Kashkari, 

Companies of all sizes, across all industries, are feeling the 
impacts of the current talent market as they struggle for 

months to fill critical roles. 

The War for Talent.  The Great Resignation.  
The Turnover Tsunami. Workforce Dropout. 

Globally, nearly
 1 in 3 people 

(or just over 1 billion 
adults who had a 
job at the time of 

the pandemic) say 
they lost their job or 
business because of 

COVID. 

are predicting that as we head into fall, vaccinated populations rise and the virus continues to decline, schools 
reopen, and unemployment benefits begin to expire, “we’ll see a lot more labor supply, people come off the 
sidelines.”  As we examine how the current talent market trends are impacting the various sectors of the 
workforce, this talent shortage is much more complex than just a wait-and-see situation — especially for 
women. 

How did we get here, and how do we address the challenges of this 
talent market environment now?
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Nearly 3 million American women have left the labor force over the past year in a 
coronavirus-induced exodus that reflects persistent pay inequality, undervalued work, 
and antiquated notions of caregiving. According to a recent article by NPR, women are 
leaving the workforce at four times the rate as men. The burden of parenting and running 
a household, while also working a full-time job during the pandemic, has created an 
unsustainable environment in many families, and many women are still bearing the brunt 
of it.  While all women have been impacted, according to a McKinsey article about COVID-
19’s impact on women’s employment, three major groups have experienced some of the 
largest challenges: working mothers, women in senior management positions, and Black 
women. This disparity is particularly stark with parents of kids under ten: the rate at which 
women in this group were considering leaving was ten percentage points higher than for 
men. 

Why are women so significantly impacted and 
how does that impact the overall economy?
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“The pandemic has exacerbated and shed light on a longstanding 
problem, which is lack of policies that enable folks to balance 
caregiving responsibilities and work responsibilities,” said Jocelyn 
Frye, a senior fellow at the Center for American Progress who 
focuses on work-family balance and pay equity.  Pre-COVID-19, 
women on average already did almost twice as much unpaid care 
compared to men. The COVID-19 crisis has added a very uneven 
addition onto an already unequal baseline. According to the 2020 
Women in the Workplace study, co-authored by McKinsey and 
LeanIn.org, 40% of mothers (compared to 27% of fathers) have 
added 3 or more additional hours of caregiving a day to their 
schedule. That is 15 or more hours a week, the equivalent of a part-
time job. For many women in senior roles, this caregiving at home 
could be exacerbated by additional stress at work, with women 
reporting that they feel an increase in pressure to be “always on.” 
It’s now 18 months later and something has to give, and in many 
cases, it has been their job and career. 

Women may 
not recover to 
pre-pandemic 

levels until 
2024 

 Two full 
years after a 
recovery for 

men

!

Recent projections based on economic scenarios modeled by McKinsey and Oxford Economics 
estimate that employment for women may not recover to pre-pandemic levels until 2024—
two full years after a recovery for men. There is also a risk that the slower return of women 
to the workforce may further widen the underrepresentation of women in managerial and 
corporate leadership ranks for years to come. By stepping off the corporate ladder now, women 
may not be able to climb as high. Even pre-COVID, only 1 in 5 direct reports to a CEO in 
corporations was a woman, and only 1 in 30 was a woman of color, according to the Women 
in the Workplace study.  This isn’t just about exacerbating existing inequalities and reversing 
decades of progress toward an inclusive economy for women and people of color, it has major 
consequences on our global economy.  

( McKinsey, 2020)
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The predicted stats can be jarring, but employers can act now to limit the 
duration and severity of the economic damage and provide a clear path back 
for women returning to the workforce.  We will examine how successful hiring 
leaders are going beyond flexible work schedule and work from home options 
– developing long term workforce strategies that create value for both the 
company and their employees well into the future.  These strategies can have a 
profound impact on women and the speed at which that sector of the workforce 
recovers. 

At Blend360 we have had a front row seat to the impacts of the pandemic on 
the demand and supply of Digital Marketing and Product talent specifically. We 
have witnessed incredible innovation emerge as business leaders accelerated 
their digital projects across all functions – particularly marketing, product 
development, customer service and sales. 

On a global level, the loss of women 
from the workplace has major negative 

implications. The McKinsey Global institute 
has estimated that global GDP growth could 
be $1 trillion lower in 2030 than 

it would be if women’s unemployment simply 
tracked that out of men in each sector.

( McKinsey, 2020)
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CMOs had to quickly reprioritize, shift budgets, reorganize teams, and leverage 
agile methodologies across the business to deliver quickly or risk finding 
themselves in dire circumstances.  From the smallest family-owned restaurant 
to the most complex global multi-national corporation, nearly every company 
in every industry had gaps in digital transformation that had to be addressed 
swiftly, and they found a way to get it done.  

As the dust settles, it is apparent that speed and agility were prioritized over 
sustainability.  The innovative and accelerated strategies and teams were built 
to be short term – “borrowing” the best and brightest from other organizations 
and deprioritizing other important work to get projects over the finish line.  How 
many organizations created sustainable strategies and teams that will enable 
them to not only survive in the short-term, but thrive in 2022 and beyond? 

We know that digital transformation and the impacts of the Fourth Industrial 
Revolution aren’t new challenges, but we’ve watched as the speed of change 
over the last 18 months has put significant pressure on many organizations that 
are already stretched too thin, particularly in marketing, product, and technical 
talent.  

What is the impact to CMOs 
and their organizations?
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Is this a talent shortage or a skills gap issue? The 
reality is that it’s both, the proverbial double-whammy. 

A big driver of the talent shortage is the acceleration 
of digital transformation in all sectors, and the skills 
gap in the workforce that quickly got wider than it 
already was when the pandemic began. 

Countless companies were already struggling to fill 
specialized positions and upskill their workforce to 
capitalize on evolving and disruptive technologies, 
but this incredible pace of innovation has driven 
even greater need for specialized skills across 
marketing, supply chain, customer service and product 
development.  

 In 2017, the McKinsey Global Institute 
estimated that as many as 375 million 
workers—or 14 percent of the global 
workforce—would have to switch 
occupations or acquire new skills by 
2030 because of automation and artificial 
intelligence. 

Fast forward to four years later and that timeline has 
accelerated at a startling rate.  As examined in our 
first article https://www.blend360.com/downloadable-
assets/the-fourth-industrial-revolution, at Blend360 
we also see an increased focus on merging technical 
aptitude and strategic thinking regardless of industry.  
Analytical and technical skills are no longer reserved 
for the IT or Operations department—they are a critical 
expectation in every department and in every function 
of the firm:  the lines between strategy, technology 
and execution roles are blurring.  

( “State of the Global Workplace 
Report,” Gallup, 2021)

https://www.blend360.com/downloadable-assets/the-fourth-industrial-revolution
https://www.blend360.com/downloadable-assets/the-fourth-industrial-revolution
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Cue the elusive purple squirrel and his mythical friend the unicorn, aka the needle in a haystack 
candidate:  those candidates with precisely the right education, set of experiences, and range of 
qualifications that perfectly fits a job’s requirements that every company desires, but are oh so hard 
to find.

Hiring managers are scrambling to launch recruitment marketing strategies to attract a pool of 
candidates who have many, many suitors.  The battle for talent is real – we’ve watched as hiring 
leaders offer signing bonuses, increasingly higher salaries, big incentive bonuses, stock options, 
flexible work hours, relocation packages, referral bonuses, perks and other recruitment strategies 
to attract the best and brightest.  Candidates can be the winners in this market as they evaluate 
multiple lucrative offers, and often counter-offers, and choose the company and role that matches 
their personal and professional goals best.  While more money may initially be the lure, smart 
candidates are evaluating the bigger picture – the company vision, culture, growth opportunities, 
training, and leadership – before choosing their next career move. 

So just when you think you have an effective 
path to bringing in great NEW talent, your 

EXISTING team quits. 

Of course, the solution for many hiring leaders is to hire the specialized talent needed to build the 
dream team of the future.  That talent was already in high demand before the pandemic due to 
digital transformation and the Fourth Industrial Revolution. More than a year later, hiring leaders 
now find themselves competing fiercely to fill every role as those skills are in higher demand and 
shorter supply than ever before.

Companies are now finding themselves in an environment where supply of specialized talent was 
already limited and demand is significantly higher than it was a year ago – creating incredible (and 
yes, that dreaded overused word unprecedented) challenges for hiring leaders, but on the flip side, 
it has created remarkable opportunities for employees with those high-demand, specialized skills.
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If you lead a team, you have likely faced resignations of some of your best and 
most talented people this year.  The Wall Street Journal reported that more U.S. 
workers are quitting their jobs now than at any time in the last 20 years.  Anthony 
Klotz, a Texas A&M University associate management professor, coined the 
phrase “great resignation” during an interview with Bloomberg Businessweek. He 
predicted that people who decided not to resign from their jobs because of the 
uncertainty of the pandemic are getting ready to quit their jobs – and at this point 
many have already resigned, with or without a job lined up. 

Some of the turnover is just pent-up demand.  It would have happened for all 
the normal reasons – better pay, career growth opportunities, relocations, etc., 
but was delayed because employees didn’t want to take the risk when so many 
people were losing their jobs.  Many may have had a spouse who lost their job 
during the pandemic and couldn’t afford another risky career move, so changing 
jobs had to wait.

Beyond just waiting for the job market and the economy to stabilize, what is 
motivating employees to resign now?

For many people, staying with their current employer simply because it’s a decent 
commute is no longer compelling, since so many companies now allow employees 
to work from home.  A migration occurred because in a remote environment, 
where you live and paying a premium to stay in an expensive metropolitan area is 
unnecessary. Living where you want to live at a more affordable cost versus near 
where you work is now an option.  And finding an employer to accommodate that 
desire is easier than ever before.

The Great Resignation, 
or Turnover Tsunami is 
upon us.

What is the “Great Resignation” 
and why are employees resigning at 
alarming rates?  
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Your team may also be rethinking what work means to them overall, how they 
are valued, and how they spend their time. After a year of being isolated at home, 
possibly facing tragedy, strained finances, and other serious life challenges, many 
people are taking a moment to step back and take stock of their lives overall. 
As pandemic life recedes in the U.S., people are leaving their jobs in search of 
more money, more flexibility and, overall, more happiness as they re-evaluate their 
priorities.  All of this is leading to a dramatic increase in resignations — in July, 3.98 
million workers quit their jobs, an increase from 3.87 million in June. That came in 
slightly below April’s record-breaking 3.99 million resignations, the highest level 
since the bureau began tracking the data in 2000. - Bureau Of Labor Statistics 

The biggest topic of every meeting is what can leaders do about it?

As many leaders continue to task their HR and internal Talent Acquisition team with 
finding or retaining top talent in Digital Marketing and Product Development, some 
are taking a breath after an intense 18 months to decide their strategic next steps 
in building and transforming their team for the long term.  It’s time to rethink your 
talent strategy.

At least 3.6 million workers have quit their jobs 
each month for one-third of the year. It’s a quitting 
trend unlike anything seen in at least the past two 
decades.  (The Wall Street Journal, 2021)
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Of course, there isn’t one easy answer.  Any successful talent strategy addresses 
both attracting and retaining talent across functions, levels, and organizations.  
But there are some emerging marketing and product organizational trends that 
and most of the successful firms we work with have incorporated into their 2022 
plans. 

While in-housing isn’t a new trend, today, more than two-thirds of marketing 
organizations have an in-house agency, according to a benchmark study of 
650 senior marketers by Deloitte and The CMO Club.  For most, it’s not an 
all or nothing strategy, but a hybrid model of an in-house team and external 
agency partners that enable them the best of both worlds and leverages their 
most precious asset – their people.  In this post-pandemic, highly-digital world, 
leveraging internal talent enables marketers to act more quickly on customer 
insights—a capability that becomes more critical as customer touchpoints 
proliferate across social platforms and media channels.  

What are successful companies doing to transform 
their marketing and product organizations now?

In-housing
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But if leaders can’t find the talent they 
need right now, how can they build an in-

house team?

Leveraging the gig economy 

Source: Deloitte Global Marketing Trencs Consumer Pulse Survey, 2021) 

As marketing teams gravitate toward insourcing required skill sets, they will likely need to 
bifurcate their talent strategy, according to Deloitte’s “2021 Global Marketing Trends” report, 
which surveyed more than 400 C-Suite executives.  The gig economy is an excellent resource 
for marketers to tap into for specific skill sets as and when the need arises. Besides, in an 
increasingly volatile economic environment, the gig economy enables organizations to better 
manage uncertainty without getting locked into long-term financial commitments or deal with 
HR and severance situations if changes need to be made later.  Leveraging the gig economy 
isn’t just about access to diverse skills and experience but can also help hiring leaders tap into 
a wider talent pool overall as employees choose consulting or freelance as a career choice.  The 
gig economy is good for companies, but it is also good for employees.  According to Deloitte, 
employees are highly satisfied with this new work environment.  

In highly-competitive industries, an in-house agency could help brands create a more unique 
strategy than an external vendor, who may be inclined to rely on similar themes or ways 
of working from one client to another.  Additionally, an in-house agency can complement 
your external agencies, with roles that best reflect the organization’s competitive advantage 
such as data insights, dynamic content creation, and owned and earned media. Building a 
strong in-house team can ensure that firms are structured to continue this accelerated digital 
transformation journey, without overreliance on external vendors or continuing to reallocate 
resources from one team to another as they battle over priorities.  



13

TODAY’S TALENT TRENDS

In their global consumer survey of 2,447 individuals, 
where they asked how work environments have changed 

since COVID-19, Deloitte found 14% have entered the gig 
economy for the first time. 

The gig economy offers leaders a flexible workforce in an uncertain economy, 
diverse and specialized skills, a bigger pool of talent to leverage, and possibly a 
more contented team. 

Freelancers are projected to 
make up more than 50% of 

workers by 2027 

 (Caprino, 2021)

 (Deloitte, 2021) 
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Over the course of this year, Blend360 has seen a significant increase in the 
demand for digital marketing, product owner and product manager roles 
to augment or complement an in-house team to support their most critical 
initiatives and objectives.  Hiring leaders are generally looking to fill specific 
skills and experience gaps, or they may need more people to do the work to 
achieve critical objectives. In most cases, it’s both.  In 2021, many of our clients 
are leveraging consult-to-hire models that allow both the hiring leader and the 
candidate to evaluate the position, and their longer term needs and goals before 
making a “permanent” decision. When consultants are hired in-place after 6, 12 
or 18 months, both the hiring leader and the employee benefit from lower risk of 
attrition too – as both sides have had sufficient time to decide if the role meets 
their expectations and needs. 

The gig economy 
offers leaders a 

flexible workforce 
in an uncertain 

economy, diverse and 
specialized skills, 

a bigger pool of 
talent to leverage, 

and possibly a more 
contented team. 

Source: Deloitte Global Marketing Trencs C-suite Survey, 2021) 
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A critical component of any talent strategy is providing a structure to support 
all members of your organization in making meaningful advancements in their 
careers. A successful platform includes both new hire training and ongoing 
opportunities to develop essential and leading-edge skills.  As your team 
develops new skills, the more value they deliver to themselves, their colleagues 
and, ultimately, your clients.

How can leaders better leverage and 
support the team they already have?

Investing to upskill your current team is much like cross-selling to your current 
customers versus acquiring new ones.  While continuing to bring in external talent 
is important, when supply is scarce and expensive, the costs of talent upskilling 
vs. talent acquisition can be dramatically beneficial to leaders – and not just 
financially.  When employers invest in upskilling their employees, leaders get not 
only a team with stronger and more cutting-edge skills, but also a more engaged 
and loyal workforce.   To help their employees adapt as the role of marketing 
changes, many organizations are designing their own internal marketing and 
product development universities that focus on training those critical (and often 
digital) technical and analytical skills.

Upskilling through Marketing and 
Product Universities
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This not only demonstrates commitment to employee success in a current position, but also provides 
professional development for career progression as leaders build the team for the future.  In many cases, 
these programs combine online curricula from external vendors, with role-specific deep dives and in-person 
workshops taught by current staff. Some employers are building on-demand courses, specialized learning 
pathways, or micro-hackathons to capture the best ideas their workforce has to offer. The most effective 
programs are ongoing rather than one-off experiences and support specific company, as well as employee, 
goals for professional development and growth.  Overall, it’s a win-win for both the employer and employee 
with a very positive ROI.

As we look back on what has transpired in the talent market over the last 18 months, 
specialized digital marketing and product roles were already in high demand and limited supply. When 
accelerated digital transformation initiatives exacerbated the situation, the demand for talent in the digital 
space was driven even higher.  At the same time, employees, particularly women, are quitting their jobs in 
droves seeking better opportunities, better lifestyles, or simply dropping out of the workforce, driving the 
supply of talent even lower.  Suddenly the biggest talent shortage in recent decades is created.  

Every time a hiring leader takes a step forward landing a great hire, another great employee leaves, and 
marketing and product development departments are having a hard time escaping the viscous cycle.

Or can they?
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People are often a company’s greatest asset.  And according to a McKinsey survey 
last year, among the biggest differences between the most successful companies 
and all others is both talent, and the use of cutting-edge digital technologies 
(built and used by those very same people).  Many marketing organizations have 
had to adapt their approach to talent as AI, the rise of the gig economy, and new 
paradigms for on-the-job training shift traditional ways of working, according to a 
recent Wall Street Journal article Marketing Disrupted: 4 Talent Trends to Watch 
written by Deloitte.

How can hiring leaders capitalize on the current 
talent market instead of being victims of it? 

In Office AND Remote 
One Answer is Hybrid Models

For many companies, employees are working part of the work week in the office 
and the rest at home.  For others it may mean that a portion of their workforce is 
now back in the office while the rest of the team is now working remotely on a 
permanent basis.  Companies who are open to a remote workforce are not only 
saving on real estate and relocation expenses, hiring leaders are also tapping into a 
much wider talent pool than simply the candidates who can commute to their office 
location. A wider talent pool isn’t just about a bigger pool of candidates; it can 
bring in different industry expertise and skills because hiring leaders aren’t limited 
to the industries and skill sets in their immediate geography.  In a talent shortage, 
casting a wider net will inevitably get results faster, but could also bring in a more 
diverse set of experiences and skills, thus addressing the skills gap as well. 
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In-house AND External Resources 

Hiring AND Upskilling 

A hybrid model can also mean that a core set of critical, strategic or competitive 
advantage functions are performed by employees, and the specialized, 
temporary, or most evolving roles are performed by an external agency, 
freelancers, contractors or consultants who have niche skills to augment the 
team.  

Leveraging the strengths of both, while creating an environment of collaboration 
between them enables firms to capitalize on the strengths of their human 
capital, while leaning on other sources for less critical or highly-specialized 
skills.

As hiring leaders are faced with the challenge of bringing in new talent, many 
companies are investing in building a strong employee value proposition, HR 
strategy and programs, and internal talent acquisition teams first to ensure they 
are staffed to recruit and secure the top tier talent that is now on the market.  
Even with additional hiring, many internal HR and talent acquisition teams are 
still overwhelmed with a backlog of open and often difficult to fill roles, so 
leaning on partners, like Blend360, who can collaborate with an internal team to 
fill the highest priority roles first, can alleviate some of the pressure and speed 
up the process.  

Employees across industries must figure out how to adapt to rapidly changing 
conditions, and companies must learn how to match those workers to new roles. 
This dynamic is about more than remote working—or the role of automation and 
AI. It’s about how leaders can reskill and upskill their workforce to deliver new 
business models in the post-pandemic era. To meet this challenge, successful 
firms are developing a talent strategy that develops employees’ critical digital 
and cognitive capabilities, their social and emotional skills, and their adaptability 
and resilience. Now is the time for companies to double down on their learning 
budgets and commit to reskilling. 
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Business Hours AND Flex Time

Some jobs must be performed during ‘normal’ business hours to maximize 
the access to customers, clients and colleagues who are also working during 
business hours.  But what if more of those people weren’t working ‘normal’ 
hours?  

During the pandemic, many firms realized that as long as the work was getting 
done, it didn’t really matter when it was getting done.  This enabled working 
parents to help homeschool their children AND lead a high-performing 
organization, enabled caregivers to support older, homebound, or compromised 
family members AND deliver on critical projects, and students of all ages to 
continue their studies AND get the job done at work.  As more employees are 
seeking more flexible work environments, and healthier work/life integration, 
employers should consider how a flexible model would also support their goals 
to attract top talent.  

A recent McKinsey article indicates that as the economy re-emerges from the 
pandemic, women’s path to reentry and reengagement in the workforce could 
be made steeper by a need to reskill or find new career pathways.  As more 
women look to re-enter the workforce, flexible work arrangements could be 
the answer to supporting their transition back onto the corporate ladder, while 
enabling them to go back to school, pursue certifications, or take advantage of 
in-house training opportunities.  While there are many solutions to addressing 
gender inequality, enabling women to gain new and leading-edge skills might 
be the most impactful long term.
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Hiring For the Future of Work
In a broader sense, business leaders should reassess workplace 
norms to increase work-life flexibility for all employees. Many of the 
temporary policies that were implemented to accommodate a remote 
workforce during a global pandemic could be expanded to include 
women and men in more lines of work, from executives to low-wage 
workers.  These changes open up a bigger and more diverse talent 
pool for potential employers.  

Given marketing and product’s status within the C-suite, there may be 
no better time than the present to evolve talent models. Even before 
the pandemic emerged, the roles of marketing and product were 
evolving.  Over the past few years, the CMO role has transformed 
from a brand officer to an enterprise-wide strategic thinker and 
revenue driver.  Another C-level role, the Chief Product Officer (CPO) 
is quickly becoming a required executive position to facilitate business 
growth via products.  The CPO role is responsible for perfecting the 
digital experience for customers by creating cutting-edge products, 
while the CMO determines the best way to promote and sell them, in 
a consummate partnership.

The world of work is changing, the changes aren’t over yet, and never 
will be. Yes, eventually the overinflated salaries and signing bonuses 
will become urban legend, and the wave of musical chairs in the 
turnover tsunami will subside and settle down. 

But the need to attract, 
develop and retain leading 

edge talent and skills within 
marketing and product will 

remain. 
Innovative CMOs and CPOs know that developing this muscle now 
will also strengthen companies for future disruptions – both the 
predictable and unpredictable.
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