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INSIGHTS FROM 1,300+ EMPLOYERS AND JOB SEEKERS ON
HIRING, COST PRESSURE, AND WORKFORCE RISK



A WORKFORCE REALITY CHECK

The talent shortage hasn’t disappeared, but it is no longer

the only force shaping hiring today.

PrideStaff Financial surveyed more than 1,300 employers
and job seekers to better understand today’s workforce
dynamics. The results reveal a growing misalignment
between how organizations plan their workforce and how
job seekers evaluate opportunity, stability, and risk.

Employers are cautiously optimistic. Many anticipate
stable or modest growth, yet remain highly sensitive to
labor costs, inflation, and economic uncertainty. Hiring
continues, but with tighter controls and increased scrutiny.

Job seekers, meanwhile, report that finding a job feels
harder than it did a year ago. Many searches now extend
beyond three to six months, and rising living costs are
significantly influencing career decisions. Candidates are
active, but selective and risk-aware.

This creates what we call the Workforce Strategy Gap:

« Employers prioritize cost control and operational continuity.

EXECUTIVE SUMMARY

Hiring cycles are lengthening
while candidate expectations
tighten.

Cost pressure is reshaping
workforce decisions on both
sides of the market.

The gap between workforce
strategy and workforce reality
is widening.

« Job seekers prioritize pay, stability, predictability, and experience.

« Hiring slows as approvals tighten and expectations diverge.

« Strong candidates exit prolonged processes.

« Burnout and productivity strain build before vacancies feel urgent.

The challenge is no longer supply alone. Itis alignment in speed, flexibility,

communication, and workforce planning.

This report breaks down where the strategy gap appears and how employers

can close it.




THE MODERN WORKFORCE LANDSCAPE
Employers are hiring (carefully)

Decision-makers are not retreating, but they are
proceeding carefully.

6 00/0 report feeling cautiously optimistic
about overall business conditions

480/0 expect revenue growth, while most others

anticipate stability rather than decline EMPLOYER

CONFIDENCE IN
CURRENT BUSINESS

550/0 expect hiring demand to stay the same,
CONDITIONS

and nearly 31% expect it to increase

Growth expectations remain intact.

However, optimism is tempered by cost pressure and
risk awareness.

640/0 cite wages and benefits as their
highest rising cost

[ Cautiously optimistic
6 0/p identify economic uncertainty or inflation Very confident
as a primary external concern

Uncertain

3 0/p say talent quality and productivity are @ Pessimistic
their biggest workforce challenge

Employers are participating in the labor market, but
with tighter approvals, increased scrutiny, and lower

tolerance for hiring missteps.

Hiring is happening.

But with tighter controls, slower approvals,
and lower tolerance for error.




THE JOB SEEKER REALITY
Active, but cautious and selective

While employers describe cautious optimism, surveyed job seekers describe a
more difficult environment.

690/0 say itis harder to find a 6 % believe it will be even
job than it was last year harder as time goes on

The search is taking longer, and feeling riskier.

Cost of living is a major driver of candidate behavior:
HOW JOB SEEKERS

VIEW THE CURRENT
630/0 say rising housing, transportation, and JOB MARKET:
living costs are significantly influencing their
career decisions

; I Pay and benefits rank as the most
— important factors in evaluating new roles

Financial pressure and uncertainty are shaping
how candidates evaluate opportunities, and
many are taking more time to assess stability,
compensation, and long-term fit before
accepting a role.

Within this survey group, a large share of
respondents report actively exploring
opportunities or remaining open to new
ones when the right role appears.

@ Harderthan last year

This signals an important shift: candidates are @ About the same

participating in the labor market, but they are .
doing so more cautiously and selectively than Easier than last year
in previous hiring cycles.




THE TALENT SHORTAGE HASN’T DISAPPEARED. IT’S EVOLVED.

At first glance, the data appears contradictory:
Employers report ongoing difficulty filling key roles.
Job seekers report extended job searches and a tougher hiring environment.

The truth? Both are accurate.

3 0% of employers cite talent | Accounting, finance, and
quality and productivity HJ|  credentialed professional
as their biggest JA] roles remain among the most

workforce challenge. in-demand positions.
At the same time:

690/0 of job seekers say Almost half (48%) of candidates
finding a job is harder have been searching for more

than last year. than six months.

Thisis not a simple supply problem. It’s an alignment problem.

Employers are searching for productivity, adaptability, and
immediate impact, often under tighter financial controls.

Job seekers are prioritizing stability, compensation,
schedule predictability, and long-term security.

When expectations diverge, timelines stretch.

4@ When approvals slow, candidates disengage.
' \ @ When communication falters, confidence drops.

The shortage has not disappeared, particularly in accounting, finance, and senior-level
credentialed roles.

But today’s hiring breakdown is less about the number of available workers and more about speed,
clarity, and market alignment. Strategy breakdowns now coexist alongside talent shortages.

And where they intersect, hiring friction accelerates.




WHERE HIRING STARTS TO BREAK DOWN

The breakdown in hiring rarely begins with a lack of applicants. It begins in the process.

Employers cite talent quality and productivity as the top workforce challenges they face today. In
response, many organizations are tightening screening standards and adding approval layers.

Meanwhile, candidates are evaluating

o WHERE HIRING
opportunities carefully:

FRICTION BUILDS:

4 % have turned down a job due to insufficient
pay or benefits

460/0 say schedule flexibility is extremely important
to job satisfaction

48°/o say company culture is critical in evaluating
an employer

This creates tension at critical moments, particularly during the
interview, offer, and negotiation stages.

Longer hiring cycles, unclear timelines, and delayed feedback
increase perceived risk for candidates who are already sensitive
to financial stability. In competitive markets, strong candidates
disengage when communication slows or expectations

shift mid-process.

The hiring pipeline may be active. But friction emerges between
interview, approval, and offer—where speed, clarity, and alignment
matter most.




COST PRESSURE IS CHANGING WORKFORCE BEHAVIOR

Cost pressure is no longer a background factor in hiring decisions. It’s central to them.

On the employer side:

64" 63

identify wages and benefits as their cite economic uncertainty or inflation
leading rising cost as a primary external concern

Talentis both a growth driver and a growing expense. As a result, hiring decisions are
scrutinized more closely, approvals move more cautiously, and in finance and accounting, the
cost of a vacancy or misaligned hire compounds quickly. A gap in the accounting team delays
closes. An understaffed payroll function creates compliance exposure.
On the job seeker side, the pressure is personal:
6 0/p say rising housing, transportation, and living costs are

significantly influencing their career decisions

@ Purchasing power and benefits rank as the most important
factors when evaluating new opportunities

Employers view talent through the lens of cost control and margin protection.
Job seekers view employment through the lens of financial security and predictability.

When workforce planning becomes reactive, cost pressure magnifies misalignment. Employers
delay to reduce risk. Candidates hesitate to accept offers that feel uncertain.

Both sides are trying to protect stability. Without alignment, that caution slows hiring and
quietly increases operational strain.




FLEXIBILITY MEANS DIFFERENT THINGS TO
EMPLOYERS AND JOB SEEKERS

“Flexibility” has become one of the most frequently used terms in workforce strategy,
and one of the most misunderstood.

For employers, flexibility often means:

Variable staffing levels
Cost control

Contingent or contract labor

The ability to scale up or down with demand

Yet only a small percentage of employers (13.3%) describe contingent labor as “critical” to their
workforce strategy, and most report that less than 10% of their workforce is contingent.

For job seekers, flexibility means something different:

46 76 ~50°%

Nearly half would
consider lower pay
in exchange for
greater flexibility

say schedule would consider a
flexibility is extremely temporary or contract
important to job role if it clearly led to a
satisfaction permanent opportunity

Candidates are not rejecting non-traditional work models. They are rejecting unpredictability.

When expectations are clearly defined (duration, path to permanence, schedule stability),
flexibility increases acceptance. When definitions are vague, it increases hesitation.

Flexibility can close the strategy gap. But only when definitions align.




WORKFORCE RISK BUILDS
BEFORE HIRING FEELS URGENT

Workforce risk rarely begins with a resignation. It builds
quietly in delayed approvals, extended vacancies,
overtime hours, and stretched team:s.

Employers report that talent quality and productivity are
their top workforce concerns. At the same time, economic
uncertainty and labor costs are driving more cautious
hiring decisions.

The result is delay.

« Open roles remain unfilled longer.
« Managers redistribute workloads.
« Overtime increases.

« Burnout accelerates.

On the candidate side, stability and predictable workloads
are rising priorities. More than half of job seekers express
concern about job security or potential layoffs in their
industry. When work environments feel unstable or
overloaded, voluntary turnover follows.

By the time hiring feels urgent, performance impact has
often already occurred:

« Productivity slows.
- Engagementdrops.
« Retention risk increases.

« Replacement costs rise.

Workforce risk compounds long before a job
order is placed.

Organizations that wait for urgency to act often
incur avoidable costs.

Those who plan ahead reduce the operational strain
before it becomes visible on a financial report.




HOW JOB SEEKERS ARE EVALUATING EMPLOYERS TODAY

Job seekers are not evaluating opportunities the same way they did even two years ago.

Their priorities are clear and consistent.

Pay and benefits rank as the most important factor when considering a new role.

Stability and long-term security closely follow.
Work-life balance and schedule predictability remain high-impact drivers.

Nearly half say company culture is extremely important in their decision-making.

Financial security leads.
Experience reinforces.

Flexibility matters. Clarity matters more.

7 60/0 of job seekers say they would consider a temporary or

contract role if it clearly led to a permanent opportunity.

At the same time, candidates are becoming more informed. A growing share are using Al tools

to research roles, prepare for interviews, and evaluate employer credibility. Transparency and

communication influence perception
long before an offer is made.

Employers often assume
compensation alone determines
acceptance.

The data suggests something more
nuanced: candidates are balancing
income, predictability, growth,

and workplace environment—
especially in a cost-sensitive
economy.

Acceptance isn’t driven by salary
alone. It’s driven by perceived
stability and alignment.




THE WORKFORCE STRATEGY GAP, DEFINED

The Workforce Strategy Gap is not a single issue.

It is the accumulation of small misalignments that compound over time.

The survey data reveals clear contrasts:

Employer Priorities vs.

Job Seeker Priorities

Speed vs. Caution

Cost Control vs.
Income Stability

Role-Centric vs.
Experience-Centric
Thinking

EMPLOYER PERSPECTIVE

Employers prioritize productivity,
operational continuity, and
cost management.

JOB SEEKER PERSPECTIVE

Job seekers prioritize pay, stability,
predictability, and overall work
experience.

Hiring decisions move cautiously,
often with additional approval layers
and longer evaluation cycles.

Candidates expect clear timelines,
timely communication, and
faster decisions.

Employers focus on managing
rising labor costs, including wages,
benefits, and total workforce spend.

Job seekers prioritize financial
security and income stability amid
rising living costs.

Employers focus on filling roles
that deliver measurable output and
operational value.

Candidates evaluate the full
employment experience—culture,
flexibility, growth opportunities,
and stability.

Individually, these differences may appear manageable. Collectively, they create friction.

The Workforce Strategy Gap is systemic, not situational. It emerges when workforce planning is
reactive, when communication lacks clarity, and when expectations are not aligned early in the

hiring process.

Closing the gap requires aligning strategy with market reality before
misalignment becomes a measurable cost.

0%




WHAT EMPLOYERS WHO ARE CLOSING THE GAP
DO DIFFERENTLY

Preparedness beats prediction. Organizations that are successfully navigating today’s
environment are not waiting for certainty.

They are planning earlier.

Instead of reacting to vacancies, they are forecasting workforce needs alongside operational
goals. Hiring conversations happen before urgency builds. Workforce planning is integrated into
budgeting and production forecasting, not treated as an isolated HR function.

They also use contingent labor intentionally.

Flexible staffing models allow organizations to respond quickly to demand shifts, maintain
productivity during hiring gaps, and evaluate talent before making long-term commitments.
When used strategically, contingent staffing reduces operational risk while preserving
workforce agility.

They adjust expectations based on market behavior.

Rather than assuming past hiring timelines still apply, they align compensation, communication
speed, and role design to current labor realities.

Most importantly, they view workforce strategy as risk
management—not just recruitment.

Preparedness does not eliminate uncertainty. But it prevents uncertainty from becoming
operational strain.




WHY WORKFORCE STRATEGY REQUIRES
A PARTNER, NOT AVENDOR

In uncertain environments, employers do not evaluate staffing partners on volume.
They evaluate them on risk reduction.

When asked what matters most in selecting a staffing or recruiting partner, surveyed employers
overwhelmingly prioritized the quality of candidates. Speed, service, industry expertise, and
communication followed closely behind.

This signals something important:
Staffing decisions are no longer transactional. They are strategic.

In a cost-sensitive environment, a misaligned hire is more than an inconvenience. It’s a financial
liability. Delays impact productivity. Poor fit affects retention. Slow communication costs viable
candidates.

Organizations that close the
Workforce Strategy Gap work
with partners who provide:

« Local labor market
intelligence

« Real-time compensation
insight

« Clear expectation-setting
with candidates

« Faster alignment
between hiring managers
and market realities

In volatile labor markets,
execution speed and market
clarity matter more than
resume volume.

Strategy closes gaps faster than
sourcing alone.




HOW PRIDESTAFF FINANCIAL HELPS CLOSE THE
WORKFORCE STRATEGY GAP

Closing the Workforce Strategy Gap requires more than awareness alone. It requires
coordinated action.

PrideStaff Financial supports employers by aligning workforce planning with real-time
market conditions.

« Workforce planning integration. \We work with employers before urgency builds, aligning
hiring forecasts with operational and financial goals to reduce reactive decisions.

+ Local labor market intelligence. Compensation expectations, candidate availability, and
hiring timelines vary in finance and accounting. Our local market insight ensures strategy
reflects current realities, not outdated assumptions.

+ Flexible staffing models. From temporary and contract roles to direct hire solutions, we
design workforce structures that balance cost control with talent continuity.

« Speed and accountability. Clear communication, defined timelines, and proactive candidate
engagement reduce friction in the hiring process.

« Technology-enabled precision. \We integrate data, automation, and human expertise to
increase match quality and shorten decision cycles, without sacrificing candidate experience.

« Finance and accounting domain expertise. Our recruiters specialize exclusively in finance
and accounting roles, from staff accountants and payroll specialists to controllers and CFOs.

The goal is not simply to fill roles. It’s to reduce uncertainty, align expectations early,
and prevent workforce risk from compounding.

When workforce strategy is proactive, hiring becomes predictable, even in
unpredictable markets.




CLOSE THE GAP WITH PRIDESTAFF FINANCIAL

The talent shortage remains. But today, the greater differentiator is alignment.

Employers are cautious. Job seekers are selective. Cost pressure affects both sides. When
workforce planning is reactive, hiring slows, productivity strains, and risk builds quietly.

The Workforce Strategy Gap is not inevitable. Organizations that plan earlier, align expectations
with market realities, and integrate workforce strategy into operational forecasting reduce
friction before it compounds.

Waiting increases cost.

Preparation reduces it.

Now is the time to evaluate where misalignment may be affecting your
hiring strategy, and address it before urgency drives the decision.

Connect with your local PrideStaff Financial office for:

« A workforce strategy discussion
« Alocal labor market snapshot

« Aproactive finance and accounting workforce planning session




READY TO CLOSE THE WORKFORCE STRATEGY GAP?

PrideStaff Financial helps finance and accounting teams reduce hiring friction, secure
credentialed talent, and build workforce strategies that move with clarity in uncertain markets.

PRIDESTAFF
FINANCIAL

pridestafffinancial.com

Our Mission: Consistently provide client experiences focused on what they value most.



