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Survey Methodology
Talent Board and Hourly by AMS surveyed recruiters and talent acquisition professionals about the unique 

challenges of hiring hourly workers. A total of 271 anonymous survey responses were collected online from August 1 

to September 30, 2021, representing companies worldwide of all sizes and across a wide range of industries.

https://www.thetalentboard.org
https://www.weareams.com/digital/hourly/
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Introduction
Recruiters and talent acquisition (TA) professionals are now working in a truly unique era.

Even with job growth and the economy picking up, it’s never been harder to fill low-wage and hourly positions 

than it is today. Americans are voluntarily quitting their jobs in record numbers and many companies are seeing 

fewer applications for jobs they continuously hire for. At the time of this writing, there are still over 10 million job 

vacancies and the labor shortage continues, even with wages increasing more this year than in the previous decade.

These are the hard realities of post-COVID-19 talent acquisition that continue throughout 2021. The current labor 

market—in which the number of open jobs exceeds active candidates—is unlike any we’ve witnessed in recent 

memory, making for a truly unprecedented period in recruiting. 

Of course, the pandemic isn’t the only issue driving 

the challenge of hiring hourly workers. Extended 

unemployment benefits, individuals aging out of the 

workforce, the demand for workplace and work schedule 

flexibility, and the growing need for people to provide child 

and elder care to family members are just some of the 

other factors fueling the shortage of hourly workers. While 

pundits debate the exact reasons for it all, recruiters and 

hiring managers are left with the very real and persistent 

need to fill empty positions.

Hourly by AMS and Talent Board wanted to know exactly 

what recruiting and hiring professionals are experiencing 

in this new recruiting and hiring era. One that seasoned 

talent acquisition professionals have never seen in their 

careers to date, and why Hourly by AMS and Talent 

Board wanted to explore this topic further. What are their 

biggest challenges? Has their hourly applicant volume 

fallen? Are fewer diverse candidates flowing into their 

pipelines? Are recruiters utilizing the burgeoning 

technologies available to help them improve their 

processes and results?

We surveyed recruiters and TA professionals at 

companies worldwide to learn the answers to these  

and other questions.

These are the hard realities 

of post-COVID-19 talent 

acquisition that continue 

throughout 2021. The 

current labor market—

in which the number of 

open jobs exceeds active 

candidates—is unlike any 

we’ve witnessed in recent 

memory, making for a truly 

unprecedented period in 

recruiting.

https://www.thetalentboard.org
https://www.weareams.com/digital/hourly/
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Survey Highlights
 

Following are a few key highlights from our survey findings:

 Overall Satisfaction with Hourly Recruiting/Hiring 

— Roughly half of all respondents rated their 

hourly recruiting and hiring results “very good” 

to “excellent,” while less than 20% rated them 

as “poor.” However, when focusing only on the 

“excellent” ratings, a significant perception gap 

arises between recruiters and the C-suite: 51% 

of executives rated their companies’ results as 

excellent compared to just 5% of recruiters.

Top Challenges in Attracting Qualified Candidates:  

Respondents identified their top challenges in 

attracting qualified candidates to their hourly roles:

1. Wages (66%)

2. COVID-19-related safety (46%)

3.  Government benefits (such as unemployment) 

tied with medical benefits (each at 37%)

Top Challenges in Hiring Hourly Workers — 

Respondents also identified their greatest 

challenges in hiring hourly workers. Their top 

three responses were:

1. A lack of qualified candidates (49%)

2. Candidates’ COVID-19 safety concerns (39%)

3. Candidate ghosting (37%)

Time To Fill Hourly Positions — The time 

needed to fill hourly roles has risen sharply for most 

recruiters when compared to pre-COVID days:

1.  41% said it’s now taking 2 to 4 more weeks  

on average

2.  20% said it’s taking more than 1 month  

on average

3.  18% said it takes up to 1 week more  

on average

Applicant Volume — For nearly half of 

respondents (47%), the volume of applicants for 

hourly roles has decreased in comparison to pre-

COVID days. However, for 33% of respondents, 

the volume is increasing. And for just under 

20%, the volume has remained steady.

Applicant Diversity — Over the past year, 

the volume of diverse applicants has risen in 

the areas of people of color (31%), female 

applicants (30%), and younger applicants 

(30%). On the other hand, the volume of diverse 

applicants for hourly roles has dropped most 

notably among older applicants (41%), male 

applicants (38%), and younger applicants (36%).

Recruiting Technologies — More than half 

(57%) of respondents’ organizations are 

considering implementing technologies in the 

next 6 to 12 months to streamline their hiring 

processes. The top 5 technologies they’re 

considering are:

1. ATS

2. Video interviewing 

3. Interview scheduling system

4. CRM

5. Candidate sourcing system

https://www.thetalentboard.org
https://www.weareams.com/digital/hourly/
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Complete Findings

1. Overall Satisfaction with Hourly Recruiting/Hiring
Half of the survey’s respondents rated their recruiting/hiring results as “very good” 

or “excellent” (specifically, 21% said “excellent” and 29% said “very good”). Thirty 

percent rated their results as “okay,” and 20% rated their results as “poor.”

How would you rate your current recruiting and hiring results for hourly workers?
21% We have excellent hourly recruiting and hiring results  

29% We have very good hourly recruiting and hiring results

30% We have okay hourly recruiting and hiring results

20% We have poor hourly recruiting and hiring results

In general, recruiters at small 

organizations (those with fewer than 500 employees), along 

with those with 500 to 25,000 employees hiring more than 

500 people per year, are all less satisfied regarding their 

hourly recruiting/hiring results than those at large companies 

(those with 25,000 to 100,000 employees). Smaller 

organizations don’t have the same resources available to 

source, recruit, and hire hourly workers. They may also not 

have the ability to increase wages and monetary incentives 

like larger companies have done this year. Wages for the 

lowest wage earners have increased more this year than in the 

past 10 years.

The number of recruiters at large companies who rated 

their results “excellent” or “very good” was nearly double 

the number that did so at small companies. This very likely 

relates to the widespread struggle of smaller businesses 

having fewer incentives and resources to leverage in recruiting and hiring hourly talent, as noted above. Although 

our data shows that respondents at larger organizations have a higher satisfaction level than those at smaller 

organizations, it doesn’t mean they don’t have their own struggles. The majority of midsized to larger enterprises 

in the Talent Board CandE community have 10%, 20% and even 30%+ fewer job applications. Plus, regional 

scarcity of job applicants is causing companies to revise their holiday seasonal hiring.

Breaking out recruiters’ highest satisfaction levels by industry, Finance & Insurance had the highest level of 

“excellent” and “very good” ratings, followed by Healthcare and then Retail.

22+22+2929++3030++1919+H+H
• 21%  Excellent

• 29% Very Good

•  30% Okay

•  20% Poor

The three most utilized 

incentives—wages, medical 

benefits, and flexible work 

schedules—have been 

consistent staples among 

employers who do offer 

incentives to hourly workers, 

and our data showed that 

they were the top three 

incentives regardless of 

company size or industry.

https://www.thetalentboard.org
https://www.weareams.com/digital/hourly/
https://www.pewresearch.org/fact-tank/2021/09/07/despite-the-pandemic-wage-growth-held-firm-for-most-u-s-workers-with-little-effect-on-inequality/
https://apnews.com/article/business-c8c57d1c1acc531f93182838135e9540
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Perhaps recruiters at companies where this disparity exists should consider briefing the C-suite on the matter, as 

it would ultimately serve their own and their companies’ needs. In short, telling executives why their satisfaction 

levels differ—and, crucially, how this disparity can be remedied—may well help recruiters hire qualified hourly 

workers more effectively.

2. Top Challenges in Attracting Qualified Candidates
Asked to identify their top three challenges in attracting qualified candidates to their hourly jobs, respondents 

answered as follows*:

What are your current challenges with hiring hourly workers?  c+c+66+66+4646++3737++3737++3434++3232++3232+24++24+44Wages 

COVID-19-related safety 

Medical benefits

Government benefits (e.g., unemployment, etc.)

Lack of necessary experience 

Skill gaps

New competitors in my market

Work schedules that are too heavy or too light 

Other

 

             66% 

                         46%

                    37%

                    37%

                     34%

              32%

              32%

                   24%

    4%

It’s no shock that wages and benefits are at/near the top of this list. Nor is it shocking that candidates’ safety 

concerns regarding COVID-19 are the second greatest challenge for recruiters. However, it might be surprising that 

gaps in necessary experience and skills garnered just 34% and 32% of the responses, respectively.

This surprise is justifiable in light of the many articles and industry reports over the past several years painting a 

fairly dire picture around these gaps. (Recent examples include a PBS News Hour report on employers training 

their talent pools, a CNBC article about employers turning to immigrant talent to fill their qualified labor shortfalls, 

https://www.thetalentboard.org
https://www.weareams.com/digital/hourly/
https://www.pbs.org/newshour/education/facing-skilled-worker-shortage-u-s-companies-try-to-train-their-own-new-labor-pools
https://www.cnbc.com/2021/06/10/study-employers-seek-immigrants-amid-shortage-of-high-skilled-workers.html
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and a New York Times article about skilled labor shortages in construction.) However, there may be another factor 

in play here: gaps in candidates’ experience and skills may be less concerning to recruiters in the attraction stage 

of the recruiting process than they are at the hire stage, where the rubber truly meets the road (see the next 

question).

*Percentages reflect the fact that each respondent chose three items.

3. Incentives to Attract Hourly Candidates
In order to address the challenges above, we asked recruiters to identify the incentives their organizations have 

offered to attract hourly candidates*:

What incentives has your company already offered to attract hourly candidates?c+c+54+54+4949++4848++4545++3636++3636++3232+30++30+44++22Highly competitive wages 

Medical benefits 

Flexible work schedules 

Bonuses or other monetary incentives – 45%

Job security 

Strong safety protocols 

Fringe benefits/perks (childcare, tuition reimbursement, etc.)

Professional development 

None 

Other 

                       54% 

                    49%

                           48%

                             45%

            36%

            36%

            32%

       30%

     5%

2%

In general, the percentages show that there are still many employers who have yet to try any type of incentive to 

attract hourly candidates. The incentive with the highest percentage, “highly competitive wages,” barely cracked 

the 50% threshold and it was the only one to do so. 

c+c+66+46+37+37+34+32+32+24+4
66+46+37+37+34+32+32+24+4

https://www.thetalentboard.org
https://www.weareams.com/digital/hourly/
https://www.nytimes.com/2021/09/25/business/dealbook/labor-shortage-diversity.html
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The three most utilized incentives—wages, medical benefits, and flexible work schedules—have been consistent 

staples among employers who do offer incentives to hourly workers, and our data showed that they were the top 

three incentives regardless of company size or industry. 

The newest incentive on this list, “strong safety protocols,” is an obvious response to the COVID-19 pandemic and 

the health concerns of employees, especially those in the Services industry. With only a little more than one-third 

of employers using it, we’re a bit surprised that more employers haven’t yet implemented this incentive.

We also asked participants what incentives their companies are considering offering in the next 12 months to 

attract hourly candidates*:

What incentives, if any, is your company considering offering in the next 12 months to attract hourly candidates?  c+c+47+47+4343++3939++3333++2929++2828++2424+23++23+2121++1010++33Bonuses or other monetary incentives

Highly competitive wages

Flexible work schedules

Medical benefits

Professional development

Fringe benefits or perks (childcare, tuition reimbursement, etc.)

Non-monetary incentives (cell phones, computers, etc.) 

Job security 

Stronger safety protocols

None

Other 

                  47% 

         43%

         39%

               33%

               29%

             28%

             24%

           23%

      21%

         10%

  3%

The three most utilized 

incentives—wages, medical 

benefits, and flexible work 

schedules—have been 

consistent staples among 

employers who do offer 

incentives to hourly workers, 

and our data showed that 

they were the top three 

incentives regardless of 

company size or industry.

https://www.thetalentboard.org
https://www.weareams.com/digital/hourly/
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There have been a number of attention-grabbing articles over the past year about the growing number of employers 

who are implementing various incentives to win and retain hourly and lower-wage employees. For instance, 

Walmart is giving warehouse workers special bonuses and pay raises; McDonald’s owners have raised wages and 

are offering tuition subsidies and child care to workers; 

CVS has boosted pay and cut education requirements for 

new hires; and JBS USA, the country’s largest meatpacker, 

is paying college tuition for workers and their children. The 

list goes on.

Our data, however, seem to indicate that most employers 

of hourly workers aren’t yet willing to make these kinds 

of investments to lure and retain qualified talent. Clearly, 

smaller companies simply don’t have the resources to pour 

into incentives that large companies do, putting them at a 

disadvantage.

Again, it’s not 

surprising that the 

three incentives 

under greatest 

consideration 

by employers, 

regardless of company size or industry, are bonuses and monetary 

incentives (47%), highly competitive wages (43%), and flexible work 

schedules (39%).

With more employees quitting their jobs than ever and more jobs hitting 

the market, the use of incentives as an hourly recruitment tool is expected 

to expand going forward. It will be interesting to track just how great or 

small that expansion becomes.

*Respondents were allowed to choose multiple answers.

Again, it’s not 

surprising that the 

three incentives 

under greatest 

consideration 

by employers, 

regardless of 

company size 

or industry, 

are bonuses 

and monetary 

incentives (47%), 

highly competitive 

wages (43%), 

and flexible work 

schedules (39%).

https://www.thetalentboard.org
https://www.weareams.com/digital/hourly/
https://www.wsj.com/articles/walmart-gives-weekly-bonuses-to-keep-warehouse-workers-11628251212
https://www.wsj.com/articles/mcdonalds-owners-offer-tuition-childcare-to-lure-burger-flippers-11626122728
https://www.cnbc.com/2021/08/04/cvs-health-raises-wages-cuts-education-requirements-amid-labor-shortage.html
https://www.startribune.com/employers-use-incentives-to-attract-keep-workers/600068935/
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4. Top Challenges in Hiring Hourly Workers
Asked to identify their top challenges in actually hiring hourly workers, respondents answered as follows*:

What are your current challenges with hiring hourly workers? c+c+49+49+3939++3737++3636++3232++2626++2626+3+3Not enough qualified candidates 

Candidates’ COVID-19 safety concerns 

Candidate ghosting 

New hires quit in the first few weeks

New hires don’t show up on Day 1

Too many declined offers

Too much applicant volume

Other 

                         49% 

               39%

          37%

                  36%

        32%

              26%

              26%

        3%

When it comes to the challenges of actually hiring 

hourly workers, a lack of qualified candidates clearly 

and decisively tops recruiters’ list. COVID-related safety 

concerns land in the number two spot on recruiters’ 

list of hiring challenges, as these concerns did on the 

previously mentioned list of challenges to attracting 

hourly candidates.

Who would have thought a year ago—when the 

talent market was in shambles and unemployment 

was skyrocketing—that candidate ghosting, quitting 

in the first few weeks of a new job, not showing up 

for work on Day 1, or declining job offers outright 

would be major concerns among employers of hourly 

Who would have thought a year 

ago—when the talent market was 

in shambles and unemployment 

was skyrocketing—that candidate 

ghosting, quitting in the first few 

weeks of a new job, not showing 

up for work on Day 1, or declining 

job offers outright would be major 

concerns among employers of 

hourly workers? But now that 

employers are hiring again, 

these are all troubling trends. 

In fact, many talent acquisition 

professionals with 15-20+ years 

of experience have never seen a 

recruiting and hiring world like 

today.

https://www.thetalentboard.org
https://www.weareams.com/digital/hourly/
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workers? But now that employers are hiring again, these are all troubling trends. In fact, many talent acquisition 

professionals with 15-20+ years of experience have never seen a recruiting and hiring world like today.

A recent Forbes article noted that candidate ghosting (job seekers disappearing from the recruiting process without 

a word) in particular “has become an all-too-common practice … According to a February 2021 report by Indeed, 

28% of job applicants had ghosted a prospective employer over the past year,” up from 18% in 2019.

If ghosting is a problem at your organization, there are various strategies to help you combat it including tracking 

offenders to ensure they’re eliminated from consideration for future jobs; letting candidates know where they stand 

throughout the recruiting process; and discussing pay, benefits, and perks earlier in the recruiting process than usual 

(to peak candidate engagement and interest levels). 

Many of today’s recruiting technologies also help 

recruiters keep candidates better engaged throughout 

the various stages of the recruiting process, 

which directly aids in minimizing ghosting. These 

technologies (including ATSs, CRMs, chatbots, and 

comprehensive recruiting platforms) make it effortless 

to nudge candidates, send them timely reminders, 

and follow up with them at as many touch points 

as possible (e.g., after completion of applications, 

following assessments and testing, before and after 

interviews, etc.). All of these tools and strategies 

strongly demonstrate that employers respect 

candidates and value their time. If you’d like to dive 

deeper into the issue of candidate ghosting, William 

Tincup recently interviewed AMS’s Managing Director 

of Product Innovation, Jerry Collier, about it on The 

RecruitingDaily Podcast. They discussed the underlying 

causes of ghosting and what recruiters can do to 

remedy the situation.

*Respondents were allowed to choose multiple answers.

If ghosting is a problem at your 

organization, there are various 

strategies to help you combat it 

including tracking offenders to 

ensure they’re eliminated from 

consideration for future jobs; letting 

candidates know where they stand 

throughout the recruiting process; 

and discussing pay, benefits, and 

perks earlier in the recruiting 

process than usual (to peak 

candidate engagement and interest 

levels).

https://www.thetalentboard.org
https://www.weareams.com/digital/hourly/
https://www.forbes.com/sites/forbesbusinesscouncil/2021/03/29/the-ghosting-trend-are-job-candidates-just-not-that-into-you/?sh=7c6c23f3132e
https://recruitingdaily.com/podcast-episode/ams-ghosting-in-hourly-hiring-with-jerry-collier/
https://recruitingdaily.com/podcast-episode/ams-ghosting-in-hourly-hiring-with-jerry-collier/
https://recruitingdaily.com/podcast-episode/ams-ghosting-in-hourly-hiring-with-jerry-collier/
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5. Time to Fill Hourly Positions
We asked recruiters how much time it takes on average to fill their hourly 

roles in comparison to pre-COVID-19 times:

Compared to pre-COVID, roughly how much time does it take today to fill your 
hourly positions on average? 
41% – It’s now taking 2 to 4 more weeks on average to fill hourly roles

20% – It’s taking more than 1 month on average

18% – It takes up to 1 week more on average

11% – It takes about the same time to fill roles as it used to

4% – It takes fewer days/weeks on average

5% – Not sure

1% – Other

COVID-19 has definitely created a domino effect of negative repercussions 

for employers and TA professionals, including increasing the time required 

to fill hourly positions for many employers. It’s taking 2 to 4 more weeks on average for the lion’s share of our 

respondents to fill hourly jobs in the post-COVID era, putting their companies at a competitive disadvantage.  

For a mere 15% of respondents, time to fill has improved or stayed the same.

Obviously, an increase in time to fill isn’t solely a result of the pandemic. 

Many organizations that recruit hourly workers have experienced an 

increase for several years prior to the pandemic. For others, this metric 

continually fluctuates, rising at times and falling at others. The current 

spike in time to fill is very likely due to a combination of factors that 

include the dearth of qualified candidates, the increase in job openings 

across industries, and candidates getting choosier about their jobs and 

employers.

Among respondents who said they require an average of 2 to 4 more 

weeks to fill hourly positions, the industries they represent include 

Travel and Hospitality, Manufacturing, Finance & Insurance, Education, 

Healthcare, Services, Retail and Construction. 

41
+

41
+2020++1818++11+11+44++55++11+H+H

•  41% Taking 2 or more weeks

• 20%  More than 1 month on avg

•  18%  Up to 1 week more on avg

•  11%   About the same time to fill roles

• 4%     Takes fewer days/weeks on avg

•  5%    Not Sure

•  1%    Other

Obviously, an 

increase in time 

to fill isn’t solely 

a result of the 

pandemic. Many 

organizations that 

recruit hourly 

workers have 

experienced an 

increase for several 

years prior to the 

pandemic. 

https://www.thetalentboard.org
https://www.weareams.com/digital/hourly/
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6. Applicant Volume
Compared to pre-COVID times, we asked recruiters, has the volume of your hourly 

job applications changed? Here’s how they responded:

How has your current volume of hourly job applications changed compared  
to pre-COVID?
47% – Volume is decreasing

33% – Volume is increasing

18% – Volume has remained the same

2% – Other

Employers have been telling Talent Board and Hourly by AMS that application 

volume has been on the decline across hourly job types, which is confirmed by 

the results of our survey. Applications for hourly roles are down for nearly half of the respondents’ companies as 

compared to pre-COVID times.

On the other hand, hourly applicants have increased for one-third of respondents’ companies, as you might expect 

in light of the economy and the jobs market rebounding from the aftermath of COVID-19. And for just under 20% 

of respondents, the application volume has not changed.

These are the five industries experiencing the greatest decline in application volume:c+c+75+75+6161++5050++4545++4242Services – 75% of respondents’ companies

 

Education – 61% of respondents’ companies

Healthcare – 50% of respondents’ companies

Retail – 45% of respondents’ companies

Construction – 42% of respondents’ companies

                                              75% 

                                                       61%

                                              50%

                                          45%

           42%

47+47+3333++1818++22+H+H
• 47%  Volume is decreasing

• 33% Volume is increasing

•  18% Volume has remained the same

•  2% Others

https://www.thetalentboard.org
https://www.weareams.com/digital/hourly/
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7. Applicant Diversity
We asked recruiters whether they have seen any change in volume to the diversity of their hourly applicants over 

the past 12 months*:

GREATER VOLUME LESS VOLUME

Women 30% 34%

Men 24% 38%

Non-binary 16% 32%

People of color 31% 29%

Younger 30% 36%

Older 26% 41%

LGBTQ 20% 24%

People with disabilities 17% 35%

Veterans 22% 30%

It’s clear that the volume of diverse hourly applicants has decreased most in these groups: older applicants, men, 

younger applicants, and people with disabilities. Conversely, the volume of diverse hourly applicants has increased 

most in these groups: people of color, women, and younger and applicants.

McKinsey & Company and a number of other trusted 

authorities have made a strong business case for diverse 

recruiting and hiring practices and the positive impacts 

they bring to a business. As Talent Board shared in a recent 

report on DE&I (diversity, equity, and inclusion), it “can 

improve a company’s innovation, decision-making, and 

overall performance. It also improves a company’s ability to 

compete for and win top talent, especially among younger 

generations of workers.”

Although respondents’ companies are clearly experiencing 

some declines in the volume of diverse applicants for their 

https://www.thetalentboard.org
https://www.weareams.com/digital/hourly/
https://www.nbcnews.com/news/us-news/summer-digital-protest-how-2020-became-summer-activism-both-online-n1241001
http://a recent report on DE&I
http://a recent report on DE&I
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hourly jobs, there is one small note of encouragement to be found in the data: the percentages corresponding to 

volume decreases don’t wildly surpass those of volume increases in general. A small blessing, to be sure, but one 

that’s not without value in our current, volatile talent marketplace.

*Respondents were allowed to select all items that apply to their companies.

8. Impacts of COVID-19 on Recruiting/Hiring Processes
Without question, COVID-19 has changed or impacted the recruiting and hiring processes of many employers.  

We asked respondents to identify those changes and impacts at their organizations*:

How have your recruiting and hiring processes changed or been impacted by COVID-19?   c+c+60+60+3838++3838++3535++3232++2828++2121+10++10+22We’ve increased virtual interviews

Interviews are easier to schedule

We’ve implemented new safety protocols for new hires and onsite employees 

Our application process has improved (shorter application form, easier to apply, mobile functionality, etc.)

We now require fewer background checks and/or drug tests

We now fast-track hiring pre-qualified candidates 

We’ve implemented assessments and/or tests 

None of our process have changed or been impacted

Other

               60% 

             38%

             38%

               35%

         32%

        28%

           21%

     10%

      2%

COVID-19 has impacted the recruiting and hiring processes for 90% of our respondents’ organizations, especially 

those related to filling hourly positions. The top impacts relate specifically to the interviewing process (more of the 

virtual variety, and greater scheduling ease), new safety protocols (apart from virtual interviews), and an improved 

application process (streamlined forms, mobile functionality, etc.).
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It appears as though the COVID-19 pandemic is having a positive effect in one way: 

it has forced employers to reconsider and reconstruct some of the less efficient 

aspects of their talent processes, especially for high-volume hourly hiring. As you’ll 

see in the Recruitment & Hiring Technologies section below, companies are relying 

more and more on their recruiting technologies, and many are looking to invest in the 

next 6 to 12 months.

Among respondents whose recruiting/hiring processes did change due to COVID-19:
61% said their processes became more streamlined or efficient

22% said their processes didn’t become more streamlined or efficient

15% weren’t sure of the impact

2% said “other”

The takeaway here is that 61% of respondents said their 

hiring/recruiting processes are now more streamlined and 

efficient in the wake of COVID-19, a statement that holds 

true across all company sizes and industries.

*Respondents were allowed to select multiple items.

61+61+2222++1515++22+H+H
•  61%  Processes became more 

streamlined or efficient

• 22%  Processes didn’t become more 
streamlined or efficient

•  15%  Not sure of impact

•  2%     Other

It appears as though the 

COVID-19 pandemic is having 

a positive effect in one way: 

it has forced employers to 

reconsider and reconstruct 

some of the less efficient 

aspects of their talent 

processes, especially for high-

volume hourly hiring. 
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9. Ability to Recruit Hourly Workers Going Forward
We also wanted to know how recruiters feel about the future, so we asked them how their ability to recruit hourly 

workers will be impacted if the business world returns to a more normal state of operations in the months ahead. 

They responded:

As we return to a more normal state of business operations in the coming months, how do you think it will impact your 
ability to recruit hourly workers?c+c+34+34+2828++1616++1010++44++77++11Expect it will make recruiting a little easier 

Expect it will make recruiting a lot easier

Expect it will make little to no difference in recruiting 

Expect it will make recruiting a little harder

Expect it will make recruiting a lot harder

Not sure 

Other 

              34% 

                28%

           16%

        10%

       4%

                  7%

   1%

If the past year or so has taught us anything, it’s 

that all predictions are premature in the world 

we’re now living and working in, because it’s 

changing daily. However, if we do return to a more 

normal state of business operations in the coming 

months, 62% of respondents believe it will make 

their work a little to a lot easier. Interestingly, 

14% believe it will make their work a little to a lot 

harder, presumably reflecting their belief that the 

trends of candidate ghosting and new hires not 

bothering to show up on Day 1 or quickly jumping 

ship will all get worse.

If we do return to a more 

normal state of business 

operations in the coming 

months, 62% of respondents 

believe it will make their work 

a little to a lot easier.
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10. Recruitment & Hiring Technologies
A wide array of technologies and automation tools has made recruiting and hiring 

less time-consuming and labor-intensive. We asked respondents whether their 

companies are considering implementing technologies in the next 6 to 12 months 

that streamlines processes for their recruiters and hiring managers:

Yes – 57%
No – 23%
Not sure – 20%

Among those who answered “yes,” we asked which technologies they’re considering*:c+c+31+31+3131++2828++2626++2525++2121++2121+19++19+88++77++66++11Applicant Tracking System (ATS) 

Video Interviewing System

Interview Scheduling System 

Candidate Relationship Management System (CRM) 

Candidate Sourcing System

Mobile Texting

Assessments and/or Tests

Chatbot 

Programmatic Advertising 

Job Distribution System 

Onboarding System 

Other – 1%

                31% 

                           31%

                28%

                             26%

                         25%

                     21%

                     21%

                                18%

                       8%

          7%

                  6%

   1%

Employers can now 

leverage technologies 

and solutions that help 

eliminate the heavy lifting 

from every phase of the 

recruiting and hiring 

process.

57+57+2323++2020+H+H
•  57%  Yes

• 23%  No

• 20%  Not sure
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Among those who said their organizations were not considering implementing new 

technologies in the next 6 to 12 months, we asked if they were considering new 

technologies beyond that timeframe:

No – 61%
Yes – 39%

Hiring hourly workers at any sizable volume and scale practically demands that 

today’s employers invest in recruiting technologies at some level. It’s encouraging to 

see that 57% of our respondents are considering implementing such technologies in 

the next 6 to 12 months. It’s no surprise that the top technologies they’re considering include ATSs (31%), video 

interviewing solutions (31%), interview scheduling systems (28%), and CRMs (26%)—all of which reduce several 

of the more labor-intensive aspects of talent attraction.

It’s also not surprising that 75% of smaller companies (those with fewer than 500 employees) don’t plan to 

implement new recruiting tech anytime soon, but 60% of larger companies do.

We also asked respondents whether their hiring managers still struggle with manual 

administrative tasks:

Yes – 54%
No – 28%
Not sure – 17%
Other – 1%

Despite the proliferation of recruiting technologies and solutions, more than half of 

respondents said their hiring managers continue to struggle with manual administrative 

tasks. This holds true across industries and these struggles actually increase among 

larger companies due to the sheer volume of resumes and applications submitted, the 

challenges of high-volume hiring, and the need to scale quickly for certain jobs—all 

while maintaining acceptable levels of quality and efficiency.

Employers can now leverage technologies and solutions that help eliminate the heavy lifting from every phase of 

the recruiting and hiring process. The good news for smaller organizations is that these technologies and solutions 

continue to get cheaper and the barriers to entry are falling. And with a whole new generation of AI-powered 

and machine learning-based solutions being created, the manual aspects of recruiting and hiring are rapidly 

diminishing.

*Respondents were allowed to select multiple items.

c+c+37+37+3636++3434++3333++2929++2929++2727+27++27+2626++2626++2121++77++22 41+41+2020++1818++11+11+44++55++11+H+H
•  54% Yes

• 25%  No

•  17%  Not Sure

•  1%     Other

61+61+3939+H+H
•  61%  Yes

• 39%  No
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11. Other Resources & Solutions
Respondents were asked what other resources and/or solutions they use to recruit and hire hourly workers*:c+c+37+37+3636++3434++3333++2929++2929++2727+27++27+2626++2626++2121++77++22Staffing firms

Temp firms

Recruiting admins

Social media marketing services 

Background verification services 

Employer brand specialists 

Recruiting marketing specialists 

Reference checking services

Candidate experience specialists

Recruitment Processing Outsourcing (RPO)

Apprenticeships and/or internships

Not sure

Other

          37% 

                  36%

             34%

                                   33%

                              29%

                               29%

                                  27%

                                           27%

                                        26%

                26%

            21%

        7%

      2%

In a downturn, recruiting is the first to go, and when things turn around, it’s the first thing to be invested in. 

Recruiters are in demand today, and with increased high-volume hourly hiring comes the need for further third-

party services, like staffing and temp firms and RPO’s. Not only that, recruiting teams add specialization roles 

like employer brand, recruitment marketing and candidate experience specialists. These services and staffing are 

critical to be competitive in a very difficult hiring environment.

*Respondents were allowed to select multiple items.

Recruiters are in 

demand today, and 

with increased high-

volume hourly hiring 

comes the need for 

further third-party 

services, like staffing 

and temp firms and 

RPO’s.
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Conclusion
The perennial challenge of hiring hourly workers is even more difficult these days due to a highly competitive labor 

market and a shortage of qualified talent as we emerge from a global pandemic. Recruiters and TA professionals 

are also facing new complications such as candidate ghosting and unprecedented job-hopping by employees, 

along with all of their longstanding challenges like engaging applicants quickly enough and filling roles with the 

effectiveness that hiring managers desire, as highlighted by a study conducted earlier in the year by AMS.

Conducting business as usual simply isn’t an option under these conditions. Old approaches won’t win new 

talent—a fact that employers of hourly workers have clearly taken to heart. Many have made headlines by raising 

hourly wages, offering bonuses, providing medical benefits, and subsidizing college tuition. However, forward-

thinking employers will differentiate their candidate experiences by looking beyond these tactics for long-term 

improved hiring outcomes. Instead, they’ll empower recruiters and hiring managers with tools, solutions, and 

practices that enable them to engage more effectively with candidates and each other.

In response to the real challenges we’ve uncovered in this study, here are five key actions talent acquisition 

professionals are taking to navigate high-volume hiring amidst an increasingly competitive market for hourly 

workers:

1. Making the application and hiring process easier and more accessible 

The first thing candidates want from their journey with a potential employer is an easy application process. 

A laborious, repetitive, or disjointed application process causes applicants to drop out almost immediately.  

We’re seeing companies recognize the power of a mobile-enabled or even a mobile-first hiring process. Last 

year, nearly 40% of North American candidates applied to jobs via mobile devices. After shifting to a mobile-

first conversational process, one Hourly by AMS client saw a jump to 86% of their applicants engaging in 

the hiring process via mobile. Talent Board also found that in 2019 only 35% of North American applicants 

said they could apply to a job in under 15 minutes, and this jumped to 58% in 2020. While that’s a definite 

improvement in the right direction, there’s still plenty of progress to be made in simplifying the apply process 

for hourly workers. 

As a TA pro, you’re likely spending more than ever to attract people to your jobs. Next you need to make it 

easier for them to stay and progress. 

2. Utilizing AI-powered technologies to free recruiters and hiring managers from administrative tasks 
Too many recruiters and hiring managers are still bogged down by repetitive, labor-intensive tasks that are now 

easily and cost-effectively automated. Intelligent automation is available across almost every step of hiring, 

from sourcing, assessment, and screening to interviewing and candidate management.  As these technologies 

mature,  they are increasingly critical to effective talent attraction and recruitment, especially for employers who 
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are hiring in volume or targeting qualified hourly candidates. We know most recruiting teams took a big hit in 

the past 12-18 months, but an Hourly client was able to engage up to 40% more candidates in a shorter time, 

despite a 50% reduction in their recruiting resources.

Free overwhelmed hiring teams from time-consuming administrative tasks that slow hiring—such as 

rescheduling interviews or sending out reminders – with intelligent and personalized automation that 

doesn’t detract from the candidate experience. 

3. Creating support for the interview process 
So much hinges on the quality and success of candidate interviews, and yet so many companies leave the 

process unsupported and open to chance, relying on recruiters and hiring managers (who are already stretched 

too thin) to attend to the innumerable details that go into setting up and conducting interviews. First, consider 

putting the candidate in the driver’s seat when it comes to scheduling by empowering them to self-schedule, 

re-schedule or ask questions. Given how widespread candidate ghosting has become, it’s also essential that 

candidates receive well-timed reminders and nudges (a task that’s perfect for an AI-based tool). Finally, 

recruiters can improve the quality and success of interviews by helping candidates and hiring managers prepare 

for their discussions in advance. This may include providing interviewees with personalized tips or sharing 

information about the job or team; this goes a long way when competing for the attention of a limited pool of job 

seekers. Recruiters can also support busy hiring managers in creating structured interviews so that consistency 

and fairness are maintained, and they’re prepared when stepping from filling in on a register to interviewing a 

candidate.  

Your people and money are working hard to get applicants and qualify and progress them. Don’t lose good 

candidates when you’ve come this far – a little support goes a long way to ensure they show up 

4. Making offers as quickly as possible after interviews 
This is essential in the competition for hourly talent these days. The faster recruiters and hiring mangers are 

able to communicate with each other and make hiring decisions after an interview, the better their chances 

of employing the best workers and not losing them to competitors. All too often, decision-making requires 

a manager or recruiter to carve out dedicated time in a back office, logging into multiple systems. Hiring 

challenges aren’t only tied to candidate experience, they’re about hiring team enablement, too. Recruiting 

technology with intelligent automation and mobile-first design puts real-time insight and decision-making ability 

in the palm of a hiring manager’s hands—they can disposition a candidate while they head over to get that 

second cup of coffee after the interview. Moving decisively has positive bottom-line impacts, as revealed by 

Talent Board research: last year, candidates’ willingness to increase their relationship (apply to other jobs, refer 

others, and purchase the company’s products and services) increased 67% among employers who made job 

offers within a week of final interviews. 

Don’t let your competition beat you to the candidate you worked so hard to earn the attention of. Build on their 

excitement for the job and make an informed hiring decision in minutes.

https://www.thetalentboard.org
https://www.weareams.com/digital/hourly/
https://www.thetalentboard.org/article/cande-research-takeaway-6-the-perceived-fairness-and-structure-of-your-candidate-interviews/


THE 2021 HIGH VOLUME HIRING STUDY: HOW TALENT ACQUISITION LEADERS ARE NAVIGATING CHALLENGES AND CHANGE

23

+

5. Communicating with candidates even when they don’t get the job 

Communicating with rejected candidates and treating them with respect is non-negotiable in today’s talent 

market—in fact, they might also be your customer. Candidates who aren’t a fit for the role they’ve applied to 

might well be the perfect fit for another open role, location, or future job. Talent Board research has found 

that employers who openly let candidates know where they stand throughout the recruiting process increase 

engagement with and trust in their employment brands. Candidates’ satisfaction levels regarding their experience 

rises even when employers let them know they’re no longer being considered for a job. Last year, North American 

candidates were 100% more likely to increase their relationship with employers when given feedback about their 

job-fit and candidacy status following interviews. On the other hand, silence from recruiters and hiring managers 

is often perceived as indifference or disdain, which causes talented people to drop out of the recruiting process, 

sever their relationships with employers (a double whammy for consumer brands), and review them negatively 

across professional networks, review sites, and social media. 

There’s power in honest and steady communication. Automation can play a powerful role in delivering 

constant touchpoints to candidates throughout the hiring process, delivered in a very human way.

The bottom-line impact of a company’s candidate experience is hard to overstate. Nearly one-third of the hourly 

candidates who participated in Talent Board’s 2021 research were customers of the participating employers, 

and 37% of them rated their candidate experience “very positive,” saying they’d be willing to continue making 

purchases from the employers and positively influencing the purchasing decisions of others. But, that also means a 

vast majority were unhappy.

Another 33% of all the hourly candidates in our 2021 research said they were “extremely likely” to refer friends 

and colleagues to apply for jobs with employers who provided a positive candidate experience – in a tight talent 

market, this channel is critical. What’s astonishing about this statistic is that only 13% of these candidates were 

hired for the jobs they applied to—meaning the goodwill generated by a positive candidate experience transcends 

actually getting hired, as noted above.

Today’s recruiting technologies help keep hourly job candidates engaged and moving through the hiring process, 

from pre-application to accepting an offer. When recruiting technologies help to fill communication and feedback 

gaps, they can dramatically boost positive reviews of a candidate experience and can accelerate the hiring journey. 

All of this makes candidates far more willing to apply to future jobs, refer others in their networks, and even make 

purchases. 

Bottom line, the challenges of recruiting and hiring qualified hourly talent show no signs of abating. Indeed, 

they’re likely to intensify as time goes on. Hourly by   AMS and Talent Board are committed to understanding, 

collaborating and empowering talent acquisition professionals as they adapt and respond to these challenges.
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Hourly by AMS
Hourly by AMS is a mobile-first conversational hiring experience that helps talent acquisition teams engage 

and progress hourly workers immediately, so they can fill hourly jobs faster. We’ve streamlined the entire hiring 

process into a single conversation on a mobile device—hourly job seekers can explore, apply, qualify and self-

schedule an interview in just minutes, and then prepare for their interview and accept an offer all in the same 

experience. Hourly by AMS is a part of AMS, a global provider of talent outsourcing and advisory services. For more 

information, please visit www.wearehourly.com.

About Talent Board
Founded in 2011, Talent Board and the Candidate Experience Awards is the first non-profit research organization 

focused on the elevation and promotion of a quality candidate experience. Talent Board delivers annual recruiting 

and hiring industry benchmark research that highlights accountability, fairness and the business impact of 

candidate experience. Learn more about Talent Board at https://www.thetalentboard.org.
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