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Why Do Leaders Matter?

workers say their 

leader can’t lead a 

team!

people who leave 

their jobs leave their 

leaders, not their 

employers!

IN

of people dread 

dealing with their 

leaders daily

of  CEOs say talent is 

their number one 

concern
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Leading in the Present, Leading to the Future

4 functions of a leader – visioning, communications, equipping, removing barriers

Leading in the 

present…

…Leading 

to the future
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Which is the Best Leader?
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Hersey-Blanchard
Situational Leadership Model

Leadership Theories Know There’s No “Best” Leader

• Natural leadership
characteristics

• Situational

favorableness
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Leadership Today – a Constellation of Challenges
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Lingering Effects of COVID-19
Job openings are skyrocketing, as labor force participation remains low
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Lingering Effects of COVID-19

More than 2 in 3
(68%) agree that they have considered making a career change since the start 

of the COVID-19 pandemic

Nearly 2 in 3
(64%) agree that they have different expectations now for what they want from 

their job compared to before the COVID-19 pandemic

Almost half
(45%) agree they’ve stayed at their current job longer than they’ve wanted to 

because of the COVID-19 pandemic

Nearly 1 in 3
(32%) agree they’ve stayed at their current job longer than they’ve wanted to 

in order to use vacation time or PTO that they’ve accrued during the COVID-19 

pandemic

Of U.S. workers who are actively searching for a new job or planning to… 
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Over 2 in 5
U.S. workers (41%) are 
actively searching for a 
new job right now, or 

plan to over the next few 
months.

Almost half of U.S. executives 
(49%) indicate that in the past 6 

months, their organization has 
seen higher or much higher 
turnover than usual.

Over 2 in 5 HR professionals 

(43%) said their organization has 
seen higher or much higher 
turnover in the past 6 months.

SOURCE: The Resignation Tsunam i – SHRM 9/10/21

Looming Talent War
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26%

26%

26%

28%

28%

Being uncomfortable in the

workplace

For better compensation

To relocate somewhere with a

lower cost of living

For better benefits

For better career advancement

opportunities

The most common reasons 
U.S. executives believe their employees 

have left include…

33%

33%

36%

42%

53%

They want a career change

For better career

advancement opportunities

For better benefits

For better work/life balance

For better compensation

The most common reasons 
U.S. workers are searching for jobs 

include...

Looming Talent War
Why are they leaving?
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Culture?

Fully Remote?

In Person?

Hybrid?

What is the Workplace?
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Source: SHRM Culture Survey, June 2021

62%

94%

74%

HR Professionals state that it has been difficult to

maintain workplace culture during the pandemic

People Manager state that a positive workplace

culture creates a resilient team of employees

Working Americans state that their organizational

values helped guide them through the pandemic

What is the Workplace?
Culture is king!
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What percentage of the American workforce is working remotely?
As of early September 2021, most U.S. workers are working in-person. 

• Female workers (63%) are more likely to work in-person as compared to male workers (56%). 

• Gen X (63%) are more likely to work in-person as compared to Older Millennials (55%). 

• White/Caucasian workers (63%) are more likely to work in-person as compared to Black/African American workers (53%). 

• Workers in serv ice-type industries (73%) are more likely to work in-person as compared to worker in physical-type industries (60%) and 
knowledge-type industries (40%). 

• Workers at small organizations (71%) are more likely to work in person as compared to workers at medium (54%) and large (54%) organizations. 

• Workers at privately owned for-profit organizations (62%), nonprofit/not-for-profit organizations (58%) and the government (68%) are more likely 

to work in-person as compared to workers at publicly traded for-profit organizations (44%). 

• Workers without caregiving responsibilities (66%) are more likely to work in-person as compared to workers with caregiv ing responsibilities (55%). 

60%

60% of U.S. 
workers 
report 
working in-

person

15%

15% of U.S. 
workers 
report 
working a 

hybrid of 
remote and 
in-person. 

25%

25% of U.S. 
workers 
report 
working 

remotely 

• Workers in knowledge-type industries are more likely (39%) to work remotely as compared to workers in physical -type industries (24%) and 
serv ice-type industries (17%). 

• Workers at medium (27%) and large (30%) organizations are more likely to work remotely as compared to workers at small organi zations (18%). 

• Workers at publicly traded for-profit organizations (38%) are more likely to work remotely as compared to workers in privately owned for-profit 

organizations (23%), nonprofit/not-for-profit organizations (26%) and the government (18%). 

• Male workers (18%) are more likely to work a hybrid of remote and in-person as compared to female workers (13%). 

• Older Millennials (19%) are more likely to work a hybrid of remote and in-person as compared to Gen X (13%) and Baby Boomers & 
Traditionalists (8%). 

• Workers in knowledge-type industries (21%) and physical-type industries (16%) are more likely to work a hybrid of remote an in-person as 

compared to workers in serv ice-type industries (10%).

• Workers at medium (19%) and large (16%) organizations are more likely to work a hybrid of remote and in-person as compared to workers at 
small organizations (11%). 

• Workers with caregiving responsibilities (18%) are more likely to work a hybrid of remote and in-person as compared to workers without 

caregiv ing responsibilities (12%). 

What is the Workplace?
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Nearly 80% of HR 
professionals (79%) say 
their employees have 
either part ially (42%) 
or fully (37%) returned 

to the worksite. 

80% 9% 12%

9% say all of their 

employees 

continue to work 

remotely

12% say that all of their employees 

have worked in-person since the 

beginning of the pandemic

• Orgs in Construction / Utilities / Ag & 

Mining (48%), Government & Education 

(50%), and Accommodation & Food 

Serv ices / Arts, Entertainment, and 

Recreation (49%; n=63) are most likely to 

say they’ve fully returned to the worksite. 

• Small (40%) and medium (43%) orgs are 

more likely to say they’ve fully returned to 

the worksite than large (29%) orgs, while 

large orgs (55%) are more likely to say 

they’ve partially returned to the worksite 

than small (33%) and medium (38%) orgs. 

• Orgs in Professional, Scientific, and 

Technical Serv ices (23%) are most 

likely to say their employees 

continue to work remotely, followed 

by Administrative Support & Other 

Serv ices (19%). 

For organizations who have yet to bring back their full workforce, 

nearly 40% say they do not ever plan to bring all employees back 

to the worksite (37%). 
• Small orgs (45%) are more likely to say they do not ever plan on 

bringing all employees back to the worksite than medium (34%) 

and large (33%) orgs. 

• 24% are unsure when they’ll bring all of their employees back to 

the worksite.

• 16% say they will bring back their employees when COVID-19 

case counts are low

• 15% say they already have a set date for employees to return to 

the worksite

• 9% say they’ll bring employees back when they have more 

information about the impact of the Delta variant

• Less than 1% say they’ll bring employees back when the 

booster shot becomes available

What percentage of American businesses are operating under fully remote, hybrid, or back in the workplace models? What 

characterizes the organizations in each group?

What is the Workplace?



15

feel emotionally drained 

from their work, down 

only 2% since May 2020.

feel burned out from 

their work, the same as 

in May 2020.

feel depleted at the end 

of the workday, up 

3% since May 2020.

41% 48% 41%

Source: Supporting Workplace Mental Health During a Pandemic: Opportunities and Challenges from SHRM , SHRM 9/10/21

Two years into the COVID-19 pandemic, U.S. workers say burnout persists

Mental Health and Wellness
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30%
dread going to 

work

59%
leave work 

feeling exhausted

26%
do not feel 

emotionally safe at 

work

30%
say their workplace 

culture makes 

them irritable at 

home

Source: Supporting Workplace Mental Health During a Pandemic: Opportunities and Challenges from SHRM , SHRM 9/10/21

Workplace culture can make or break an employee’s experiences

at work and at home

Mental Health and Wellness
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PUBLIC POLICY 

ENVIRONMENT

Mandates,

CSR/Social 

Activism

Company 

Leadership

OUTDATED 

WORKPLACE LAWS

Technology,

Global

Workplace

FRACTURING OF 

FEDERALISM

Global, Federal, 

State

LEGISLATIVE 

GRIDLOCK

Expansion 

of Executive 

Powers

Four key factors affecting the workplace

Workplace Compact and Social Activism
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• For the first time since records began, the size of 

the working-age population shrank in 2020

– The working-age population comprises those 
aged 20-64

• Older workers have left the labor force early

– The proportion of those aged 55-64 who 

participate in the labor force fell from 40.3% to 
38.3% from Feb. 2020 to Feb. 2021, a loss of 
1.45 million workers

• The overall labor force participation rate has 
fallen since the pandemic began, though many 

are expected to return to the workforce, 
especially as schools reopen and health 
concerns subside

The workforce is shrinking

6/16/21

• Workers want more compensation

– According to a survey by the NY Fed, the 
mean reservation wage—the minimum salary 
that a job seeker would be willing to accept—

rose nearly $10,000 between Mar. 2020 and 
Mar. 2021

• Quality of life in terms of work flexibility has 
become a bigger consideration

– This goes for both hours and location

• Many workers are seeking new pastures

– According to a March 2021 survey released 

by Prudential, 26% of workers say they will seek 
a new job when the pandemic subsides

Workers are increasing their demands

Source: Federal Reserve Bank of New York, National Bureau of Economic Research, New York Times, USA Today, Prudential, Wall Street Journal, BLS.

1 2

Workplace Compact and Social Activism
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Fifty-six percent of hiring managers have 

expressed a new direction for recruitment where 

pre-employment selection hurdles are being 

eliminated to fill talent shortages.

56

Forty-three percent of employers are leveraging 

boomerang employees to support organizational 

operations.
43

Fifty percent of employers are building their 
workforces in partnership with educational 

institutions rather than leveraging a broader 

applicant pool. 

50

Employees 
and 
prospects 
report 
keeping jobs 
is three times 
as difficult as 
getting them 
in certain 
sectors. 

SOURCE - SHRM Om nibus Survey 2019

Talent sourcing solutions

Increasing Trends in Employer Strategies
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Organizat ions are engaging in culture 
alignment assessment and spending .30 
out of every talent dollar on building 
inclusive workplaces.  This includes people 
management training and tailoring 

communication to the individual.

Culturing Compensating
67% of HR professionals are paying more 
than ever to recruit staff because they 
are dire need of workers who can start 
immediately.  Salaries across industries 
are roughly 11% higher than 2019.

Organizat ions are turning to targeted 
sourcing tools using skills-based hiring 
assessments and tools. Tools include the 
likes of Burning Glass and TalentPrime. 

Sourcing Developing
Organizat ions are using two strategies 
around development - enhanced 
learning budgets and exceeding tax 
limits for tuit ion reimbursement. Learning 
budgets are 41% higher than they were 

just five years ago. 

HR professionals are trying new strategies to fight the war for talent

Increasing Trends in Employer Strategies
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Source: CNBC, Wall Street Journal, New York Times, Axios

• Some firms, like Under Armour, 

McDonald’s, and Bank of America 
have raised their minimum wage

• Others, like Amazon, are offering 

signing bonuses or benefits 
enrichment

Increase 
wages

1

• Many companies disbanded their 

training infrastructure after tough 
periods in 2001 and 2008, but now 
realize the need for increased 

training programs

• This will enable companies to hire 

from a bigger pool of workers, as 
they will be able to train people on 
the job

Provide more 
training

3

• With the cost of labor rising, some 

companies may invest in 
automation instead

• Economist Joseph E. Stiglitz believes 

the Fed’s low interest rates will 
accelerate this trend

Automate 
jobs

4

• Employers are more willing to offer 

flexibility in working location and 
preferences

• The hospitality sector is increasingly 

catering to workers in terms of hours, 
rather than the other way around 

Offer more 
flexibility

2

Examples of Employer Strategies
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3

Consider expanding the mental health 

resources available to employees

Nearly 1 in 3 organizations have 

experienced an increase in requests 
for information about their EAPs

1

Encourage employees to take time 

off to care for their mental health

35% of workers haven’t taken any 

PTO or vacation time to rest and 
relax since the beginning of the 

pandemic

4

Encourage employees to engage in 

best wellness practices

This might include taking breaks from 

news and social media, taking care of 
one’s body, and connecting with their 

communities and trusted friends or 
family

2

Provide opportunities for community 

building

Over 1 in 5 workers don’t feel like there 

are people at work that they can turn 
to for adv ice

Examples of Employer Strategies
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Looking to the Future

4 functions of a leader – visioning, communications, equipping, removing barriers

The Four

Obligations of

Leadership

Visioning

Communicating

Equipping Smoothing
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Attributes of Effective Leaders for the Future

Commitment to Leadership

Vision and Passion

Communication Expertise

Motivation and Resilience

Flexibility and Agility
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Where Do You Find Leaders, Anyway?

Build Buy

Rent
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Where Do You Find Leaders, Anyway?

Build Buy

Rent
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Building Leaders
Formal
Training

Coaching Mentoring

Job 
Rotation

Replacement
Planning

Job
Enlargement

Job
Enrichment

Developmental
Assignments

Succession
Planning
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To Sum Up…
• The coming generations of leadership are critical for every business

• There’s no single “best” leader – leadership is situational

• Situational leadership requires leaders to understand and be effective

in their current environments, while preparing for the future

• The most effective leaders are able to fulfill the obligations of
leadership

• Leaders are not born – they can be made with time, care, coaching
and practice
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Nick.Schacht@shrm.org Nick Schacht, SHRM-SCP

Thank you!


