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│Four Key Questions

What do we mean by values, voice, and vision? 

Is higher ed facing an existential 
moment in terms of talent?

1

2

3c

Where is everyone going? 

4 What can we do?
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Values
Voice
Vision of Change

3
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Power, Politics & Influence

Are you struggling to find talent?

• Yes

• No

• Not sure

Poll

4

Poll

4

Are you struggling to find talent?
• Yes
• No
• Not sure
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Are certain kinds of roles 
harder for you to fill than 
others? Why?
What is your theory about 
why it is hard to find talent?

Conversation
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10.4 million job 
openings.
Why?
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30 million 
Baby Boomers 
left the job market 
during the end 
of 2020
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What Is Prompting Turnover?

Pelta, Rachel. Many Workers Have Quit or Plan to After Employers Revoke Remote Work. 
https://www.flexjobs.com/blog/post/workers-quit-employers-revoke-remote-work/

58% 

Micromanagement

79%  

Low salaries

55% 

Not allowing 
remote work

50% 

Lack of flexible 
work schedules
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Great Resignation
or
Great 
Reassessment?
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66% 
of Americans 
have considered a 
different occupation
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People’s valuation of their own time has changed: 
Americans are less eager to do low-paid, often dead-end 
service and hospitality work, deciding instead that more 
time on family, education and leisure makes for a higher 
standard of living, even if it means less consumption.

David Autor
MIT, Professor of Economics 

Good News: There’s a Labor Shortage. 
New York Times, September 4, 2021
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New Notions of Work Life Balance

Juggling family obligations, childcare, 
and work taught us something

19

• 27% of parents expected 
to leave the workforce

• Tensions and stress with 
Return to Work are rising

Sources: “In April, 6% of parents expected to quit their jobs because of COVID-19. Now that’s up to 27%.” Fortune.com, July 14, 2020.
fortune.com/2020/07/14/childcare-working-parents-coronavirus-survey-cleo/; “Parents Got More Time Off. Then the Backlash Started” The New York Times, September 5, 2020.
nytimes.com/2020/09/05/technology/parents-time-off-backlash.html
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The Meaning of Work Life Balance shifted.

Balancing family, childcare, 
and work taught us something

20

• 27% of parents expected 
to leave the workforce

• Tensions and stress with 
return to work are rising

Sources: “In April, 6% of parents expected to quit their jobs because of COVID-19. Now that’s up to 27%.” Fortune.com, July 14, 2020.
fortune.com/2020/07/14/childcare-working-parents-coronavirus-survey-cleo/; “Parents Got More Time Off. Then the Backlash Started” The New York Times, September 5, 2020.
nytimes.com/2020/09/05/technology/parents-time-off-backlash.html

1

Poll

15

Are you considering a career move?
• Oh, yes.
• No
• I am contemplating my options
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I don’t get paid 
enough
vs
I don’t get paid 
enough for this

22
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Have you reevaluated what 
matters most to you during 
the last 20 months?

Conversation

23
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How We Sell Higher Ed Roles

Mission

PerksWork-Life 
Balance

Culture

Job 
Security

Come Join 
Us!
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Is the higher education 
“value proposition” 
still meaningful or 
even accurate?

Conversation
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Important mission

Other employers are 

doing good

Current Challenges
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What is a “Socially 
Responsible” Company”?

Socially responsible companies use their position and 
resources for something more than pleasing their 
shareholders and increasing their bottom line. They 
operate on a business model that focuses on social change, 
sharing its success with their local and global communities

This isn’t to say that socially responsible companies are 
unconcerned with profit.

They are just embracing their responsibility to have a 
positive impact on the well-being of the communities 
they benefit from and weaving that obligation into the fibers 
of their business.

28
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Good health insurance

Often lower salaries

Current Challenges
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Hard to pay off 

student loans

Current Challenges

Easy to save for 

retirement 



31Source: usnews.com/payingforcollege

Student Debt
Average Total Debt of Graduates Who Took Out Loans

At Ranked Colleges



32

Perceptions of regular 

layoffs for staff

Current Challenges

“Jobs for life” for faculty
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Layoffs in the Private Sector and in Public 
Education, 2001-2020
In 2020, layoffs nearly doubled in the private sector from the previous 
year. In public education, there were actually fewer layoffs.

Sources: Brookings
Bureau of Labor Statistics, Job Openings and Labor Turnover Survey: bls.gov/jlt/.
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No room to move up

Current Challenges

Traditionally low turnover
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Current Challenges

Many jobs can be 

done remotely
“The students need 

us on campus”
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Answer:
60%

36

Question:
What percentage 
of employees 
want a fully 
remote job?

Pelta, Rachel. Many Workers Have Quit or Plan to After Employers Revoke Remote Work. 
https://www.flexjobs.com/blog/post/workers-quit-employers-revoke-remote-work/
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There can be a 

culture of mean

Current Challenges

There is a commitment 

to self expression
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We don’t educate 

ourselves

Current Challenges

We educate others
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Hiring takes forever

Current Challenges

Thoughtful hiring 

process
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Not all voices matter

Current Challenges

There is shared 

governance
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It can be hard to do it

Current Challenges

There is a lot to do
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What We Have What We Want
Set work hours Work anytime

9-5 service 24/7 access

Work on campus Work anywhere

Status matters Results matter

Focused on activity Focused on outcomes

Information in people’s heads Information easily accessible

Certain voices matter All voices matter



45

Align Values

Give Voice

Promote Vision of Change

Institutionalize HR Policies and Practices to Support the 
Changes That are Needed

│WHAT TO DO?
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Which 
values 
matter 
most?

Which values
matter most?

46
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Are Your Organizational Values Aligned with 
Your Employees’ Expectations?

Do you offer work flexibility that 
supports employees to lead full lives?

1

2

3

4

Are you advancing social, 
environmental, and economic justice?

Do you provide equitable and 
customized benefit options?
Are your policies and practice 
equitable and inclusive?

5 Are leaders held accountable for 
cultivating inclusive organizational 
cultures?
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Which 
values 
matter 
most?

What does it mean
to have a voice?

48
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Do Your Employees Feel Heard?

Do employees play a role in 
organizational decision making?

1

2

3

4

Are there safe options for reporting 
concerns?

Do your employees’ opinions 
matter?
Do you regularly take the pulse of 
your workforce?

5 Do you solicit input before taking 
action?
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Ask People about Their Experiences

One-on-one 
discussions

SurveysFocus groups

Listen for needs and gaps—and fix them 
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Why is 
velocity 

important?

Why is 
a vision of change 
important?

51



52

Flexible and Remote Work is Here to Stay
The pandemic exposed everyone to new options and opportunities for flexible work

Telecommuting and remote 
work (full or part-time)

Staggered shifts

Compressed work week

Flex Schedules

Job sharing

Reduced/part-time schedule

There is no “one size fits all” 
program.



53

“Because of COVID-19, companies learned to work 
remotely and connect with customers virtually.
We essentially crammed a decade’s worth of tech 
adoption and digital transformation into a single 
whirlwind year.”

—Forbes Magazine, June 2021 
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Promote a Vision of Change: 
Everything Has to Move Faster!

Are your policies and systems easy to 
navigate?

1

2

3

4

Are decisions made promptly?

Is feedback offered on a frequent 
basis?

How long does it take to fill a job?

5 How long does it take to get a 
promotion?  
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• Clearly defined employee value proposition and employer branding strategies
• Continued direct focus on family
• Institutionalized guidelines, policies, and processes to support remote and 

flexible work and schedule options
• Robust wellness, mental health and work-life support and resources
• Targeted strategies and approaches for ensuring employee engagement
• Updated training programs and resources for managers and employees
• High trust management culture that focuses on results and outcomes vs. activity
• Modern performance development and recognition practices 
• Commitment to provisioning employees with technology and infrastructure

Promote a Vision of Change

55Source: “The Big Reset Playbook,” joshbersin.com, August 26, 2020. joshbersin.com/2020/08/the-big-reset-playbook-whats-working-now/
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General Telecommuting and Remote Work Policy
• Clarify which roles are eligible for remote work
• Establish guidelines and protocols for each employee group 
• Be clear about equipment, tools, and supplies that will be provided or reimbursed 
• Describe physical work environment requirements (IT security, home safety standards)
• Outline offsite security and confidentiality expectations
• Explain potential for limitations on remote workspaces based on roles or tasks (such as coffee shops or 

areas where data may be clearly visible)
Time Reporting and Overtime Policy
• Establish guidance about hours of operation and what constitutes hours worked
• Detail the mechanism for non-exempt employees to report daily hours worked in order to meet FLSA

obligations
• Establish policy that overtime requires advance approval
Americans with Disabilities Act Policy
• Ensure telecommuting and remote work options are referenced in the organization’s existing Americans 

with Disabilities Act Policy and State regulations
Workplace Safety Policy
• Outline workers’ compensation coverage and accident/injury reporting requirements for remote 

employees

Updating Policies  



58



59

Given today’s 
conversation, what 
is next for you?

Conversation
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Let’s Continue the 
Conversation

60

Catherine Lilly
248-606-0718
clilly@segalco.com
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Strategic employers have recognized the urgent need to attend to growing employee 
expectations for vision, voice and values. Employees want a say in organizational 
decision-making, they want work aligned with their personal values, and they want a 
hassle-free experience that lets them get things done quickly. This session will help 
you assess your ability to withstand "The Great Resignation" and offer strategies for 
attracting and retaining top talent in a distributed/hybrid environment. 
Learning Objectives
At the conclusion of this session, participants will be able to:
• Describe evolving employee expectations
• Understand the key HR policies with particular applicability in the hybrid workforce
• Design strategies to make their organization more competitive in both attracting and 

retaining quality talent

Values, Voice and Vision: The New Rules of Employee 
Engagement in a Distributed/Hybrid Workforce


