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ABOUT VACO’S 

U.S. QUARTERLY 
MARKET REPORT 
Created to serve as a roundup of the relevant news, 
trends and information to make informed hiring 
decisions in the quarter ahead, Vaco’s Quarterly 
Market Report includes curated content from major 
news outlets and publications. These sourced 
articles and data points are then combined with 
commentary and observations from Vaco’s 
leadership team to provide context and direction for 
the quarter ahead.

Have a question or looking for 
more information?

Reach out to Vaco Senior Marketing 
Director, Brittney Kowalski at 
bkowalski@vaco.com.

mailto:bkowalski@vaco.com
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Market correction efforts have taken hold. The 
slowing of job adds and increasing labor 
participation rate are both indicators of such. 
Hiring remains strong, however, especially in 
the direct hire category for Vaco clients across 
the country. Ultimately, the labor market is still 
very tight. The clients that continue to have 
success in hiring are moving quickly on 
qualified candidates and are offering 
flexibility in the workplace. We anticipate the 
same level of demand for talent continuing, at 
the very least, throughout Q4.

SEAN REICHARD 
MANAGING PARTNER
VACO, JACKSONVILLE

THE EMPLOYMENT SITUATION

The U.S. added 263,000 jobs in September, 
and the unemployment rate edged down 
to 3.5%.

September’s gain was the smallest 
increase in total jobs since April 2021.

The U.S. has regained all the jobs lost in 
the immediate aftermath of the pandemic. 
In February 2020, the high-water mark 
before the emergence of the coronavirus, 
there were 152.5 million people working. 
In August, the first month to pass the 
February 2020 level, there were 152.8 
million employed. In September, the figure 
topped 153 million for the first time on record. 3.5%

https://www2.staffingindustry.com/Editorial/Daily-News/US-gains-27-200-temp-jobs-total-employment-rises-by-263-000-63239
https://www.washingtonpost.com/politics/2022/10/07/jobs-racial-groups-gender-biden/
https://www.bls.gov/news.release/empsit.toc.htm
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STAFFING INDUSTRY INDICATOR

At the end of September, professional staffing 
hours were up 3% year-over-year, the 
slowest growth rate recorded since November 
2020. Year-over-year growth rate values for 
professional staffing hours have slowed every 
week since the recent high of 15% recorded 
in mid-August. 

Demand, however, is expected to ramp up in 
Q4. As reported in SIA’s “US Staffing Industry 
Forecast: September 2022 Update,” U.S. 
staffing revenue is projected to grow 14% 
this year to reach a record $212.8 billion. 

Employers should expect to see 
continued challenges in obtaining 
skilled talent through the end of the 
year. Even with all the talk of a possible 
recession, or at least a softening market, 
this is great news for people still looking 
to make a move or looking for interim 
work and additional income. As of 
September, economic and employment 
professionals reported numbers of at 
least two open jobs for every one 
candidate and the demand for skilled 
workers has not dampened. This is 
partly due to employers attempting to 
backfill significant vacancies created by 
the pandemic, increased wage 
opportunities, and the continued need 
for healthcare workers at every level. 
Combine this with the ever-recurring 
Q4 peak hiring frenzy driven primarily 
by retail and e-commerce employment 
openings, end of year projects, 
increasing investments into automation 
and tech efficiencies, and it’s easy to see 
why the demand for hiring will continue 
to build over the next several months. 
Fortunately, organizations can look to 
companies like Vaco, who provide talent 
solutions, including temporary and 
project-based solutions, to get them 
through these uncertain times.

LANELL FLINT
SENIOR VICE PRESIDENT
BVOH, A VACO COMPANY

https://www.bullhorn.com/resources/staffing-industry-indicator/
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ARE WE HEADING FOR A RECESSION, OR NOT?

RECESSION TRACKER

Forbes Advisor devised a recession tracker 
to monitor 15 key indicators of a recession. 
By the end of September, the 15 data points 
had been graded as follows: Good (4), Neutral 
(2) , Bad (9). Their conclusion was that the 
economy may not be officially in recession, 
but things are not looking good. Despite 
low unemployment and many unfilled jobs, 
the labor market is still the strongest part of 
the economy.

The news changes its tune daily about 
what to expect; but the truth is, a lot 
of the major economic indicators are 
still strong. Employment growth, for 
one, remains positive. The Bureau of 
Labor Statistics recently reported that 
the number of job openings fell by a 
million in August, but there is still 
almost two open positions for every 
person looking for a job. All hiring 
indicators continue to point to a 
strong market and the demand for 
talent has not let up. We anticipate 
this continuing through the end of 
the year.

KYLE FLOYD
MANAGING DIRECTOR 
VACO COLUMBUS

Here are some of the latest headlines:  

▪ Expedia CEO: We aren't seeing a consumer 
recession right now (Source: Yahoo! Finance) 

▪ Senior investment strategist at Edward Jones: 
Doesn't see deep recession in the U.S. 
(Source: Bloomberg) 

▪ JPMorgan executive: Sees roughly 50% 
chance of 'mild' recession (Source: MarketWatch) 

https://www.forbes.com/advisor/investing/are-we-in-a-recession/
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JOBLESS CLAIMS HIT 
FIVE-MONTH LOW

▪ The number of first-time claims for 
unemployment benefits dropped 
considerably at the end of September, 
underscoring how employers are 
holding on tightly to workers as the 
labor market remains full of 
opportunities for job hunters. 

▪ Initial claims for unemployment 
insurance were 193,000 for the week 
ended September 24, down 16,000 
from a downwardly revised total of 
209,000 claims from the prior week. 

▪ The last time weekly claims fell below 
200,000 was in early May.

Open job requisitions are still more than triple 
that of pre-pandemic levels, and interview and 
hiring processes are taking longer from initial 
interview to day one on the job. We are 
encouraging our clients to move quickly 
through the interview process, and to extend 
offers, even if only one candidate has 
interviewed. The labor market remains 
extremely tight, and, depending on the level of 
the position, it can be unlikely to find multiple 
qualified candidates. Employers know their top 
performers are being solicited daily by 
recruiters and therefore have to do whatever it 
takes to hold on to their top talent. The number 
one job driver continues to be flexibility. The 
organizations requiring five days a week onsite, 
or who offer very little flexibility, not only risk 
losing their current workforce but severely limit 
their ability to attract new talent to their job 
openings.

JOSH VANNAMEE
SENIOR DIRECTOR 
VACO RALEIGH

https://www.cnn.com/2022/09/29/economy/jobless-claims-september-29/index.html
https://www.dol.gov/ui/data.pdf
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WHAT IT MEANS TO ‘ACT YOUR WAGE’

Workers are quiet quitting and acting their wage 
by doing their jobs as written — and nothing more. 
Read more about this phenomenon in this article 
by Business Insider.

THE ECONOMICS BEHIND ‘QUIET QUITTING’

The quiet quitters have always been 
there, particularly within larger 
organizations with matrixed org charts. 
Fueled by the flexibility and hybrid work 
options post-pandemic, virtual workers 
have become more susceptible to these 
‘quiet quitter’ behaviors and tendencies. 
Remote work makes it easier to 
disengage. As a result, another layer of 
the workforce is being pulled into the 
malaise; those who wouldn’t have 
otherwise been so disengaged are doing 
less because they feel disconnected from 
the work they’re doing and who they’re 
doing it for. Productivity metrics are not 
new. In fact, it’s important and reasonable 
to expect this level of oversight, but the 
change in behavior will come in a 
manager’s ability to inspire and lead in the 
new normal. To reverse the quiet quitting 
trend, managers must step up as leaders 
and make deliberate attempts to not only 
connect with their employees but to 
empower them so that they want 
to engage on their own.

MIKE DOUD
MANAGING PARTNER 
VACO NYC

Quiet quitting is a philosophy for doing the 
bare minimum at your job. Gallup recently 
did a survey about quiet quitting, counting 
workers who report being neither engaged 
nor "actively disengaged" at work. They found 
that quiet quitters make up at least half of 
the U.S. workforce. With the mass adoption 
of remote work, many managers seem to be 
struggling with how to effectively monitor 
and motivate their employees. But companies 
are trying. 

A recent investigation by the New York Times 
finds "eight of the 10 largest private U.S. 
employers track the productivity metrics of 
individual workers, many in real time." 
And they document a surge in companies 
investing in "digital productivity monitoring" 
to oversee their white-collar employees. 
"Many employees, whether working remotely 
or in person, are subject to trackers, scores, 
'idle' buttons, or just quiet, constantly 
accumulating records. Pauses can lead to 
penalties, from lost pay to lost jobs."

https://www.npr.org/sections/money/2022/09/13/1122059402/the-economics-behind-quiet-quitting-and-what-we-should-call-it-instead
https://www.businessinsider.com/how-act-your-wage-quiet-quit-work-less-get-paid-2022-9
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COVERAGE OF THE 4-DAY WORKWEEK TRIAL

WEIGH IN ON THE 4-DAY WORKWEEK

From SHRM to WeWork, a variety of 
organizations are looking to capture insights 
about the 4-day workweek. Tell us what 
you think on our LinkedIn poll about the 
4-day workweek here.

About the 4-day workweek experiment:

▪ The biggest ever four-day workweek trial 
has been running in the U.K. for the 
past three months. It is being run by the 
4-Day Week Global campaign, which 
has also started a trial in New Zealand 
and Australia and will be launching more 
in the U.S., Canada and Europe later this 
year and in early 2023.

▪ The premise is simple. Workers get 
100% of their pay for 80% of their 
working hours while trying to keep 
their output and productivity at the 
same level as before.

How it’s going: 

▪ More than 70 companies in Britain 
are undergoing a six-month 
experiment in which their employees 
get a paid day off each week. So far, 
most companies say it’s going well.  

▪ Nearly halfway into the six-month trial, in which employees at 73 companies get a paid day 
off weekly, 35 of the 41 companies that responded to a survey said they were “likely” or 
“extremely likely” to consider continuing the four-day workweek beyond the end of the trial 
in late November. All but two of the 41 companies said productivity was either the same 
or had improved. Remarkably, six companies said productivity had significantly improved. 

Fundamentally, the way people work has 
changed forever. Some organizations are 
still signing leases, but, even when they do, 
it is for smaller office space. The company-
wide, five-day work week from an office is 
now by far the exception, not the norm. 
The organizations that are lagging on what 
they offer in terms of how, when and where 
people can get their work done are missing 
out on the best talent and losing their star 
players who are being lured by the 
opportunity of more freedom and flexibility. 
Whether it’s a four-day work week or 
another form of flexible scheduling, people 
are generally safeguarding their time more. 
If they travel into an office, they want it to be 
meaningful, coordinated and worth their 
investment.

BEA SONNENDECKER 
MANAGING DIRECTOR, FOUNDER 
VACO DENVER

https://www.linkedin.com/posts/shrm_employee-productivity-activity-6978689792209215489-NqRI/?utm_source=share&utm_medium=member_ios
https://www.linkedin.com/posts/wework_the-4-day-workweek-is-nudging-its-way-into-activity-6978383385480019969-Aqjj/?utm_source=share&utm_medium=member_ios
https://www.linkedin.com/feed/update/urn:li:activity:6989238953778233344/
https://www.cnbc.com/2022/09/01/how-four-day-workweeks-work-according-to-the-companies-trialing-them.html
https://www.nytimes.com/2022/09/22/business/four-day-work-week-uk.html
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CEOS TURN A SHARP EYE TO 
WORKFORCE ISSUES 
& SUSTAINABILITY IN 2022-’23

A Gartner survey issued earlier this year polled more than 400 senior business leaders 
about their 2022-23 priorities. Findings included:  

▪ The priority of workforce issues, such as talent retention, hiring and diversity, equity and 
inclusion (DEI), rose substantially for the second year in a row, putting it in a close third 
place (31%) and significantly ahead of financial issues, such as profitability, cash flow and 
capital funding, and the corporate initiatives, such as M&A, strategy change and restructuring. 
Attracting and retaining talent is the main consideration within the workforce sphere 15% of 
senior executives, up from 8% last year, cited it as one of their top-three concerns.

▪ Environmental issues emerged in ninth place; 9% of respondents cited it as a top-three 
priority. Business leaders are now under pressure from customers, investors, regulators and 
employees to do more on environmental sustainability, and sustainable business is seen as an 
opportunity to drive business efficiency and revenue growth.

Advancing and integrating DEI within 
an organization positively impacts the 
employee life cycle, from attracting 
and onboarding talent to developing 
and promoting team members. 
Customers, clients, partners and 
investors are increasingly interested in 
a company’s ability to demonstrate an 
inclusive culture that promotes 
diversity of gender, race, ability, 
thought, lived experiences, education, 
rank and position. As a business, it is 
our responsibility to ensure hiring 
processes work against exclusion and 
discrimination. Developing a company 
culture centered around DEI improves 
talent attraction, retention, leadership 
skills and a company’s credibility as 
a business leader and employer 
of choice.

INA DWYER
GLOBAL MANAGING DIRECTOR
VACO PURSUIT ENABLEMENT CENTER

https://www.gartner.com/en/articles/ceos-turn-a-sharp-eye-to-workforce-issues-and-sustainability-in-2022-23
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PAY DISCOLUSURE LAWS

▪ Pay equity measures are aimed at combating 
the gender pay gap and other forms of 
pay discrimination. Women workers in the 
U.S. are estimated to receive 80 cents for 
every dollar that men of similar educational 
levels get paid. 

▪ Publicizing the pay ranges for new positions 
will let a company’s current employees see 
how their salaries compare—possibly leading 
some to conclude they’re being underpaid, 
perhaps confronting their bosses or 
ultimately pursuing legal action. 

▪ Employment attorneys urge businesses to 
prepare by evaluating pay scales, adjusting 
where needed, and identifying the legitimate 
business reasons for differing pay amounts. 
Microsoft, Amazon, Tesla and Alphabet have 
all lost more than 20% of their value this year. 

In broad terms, these sorts of statutes are 
likely to continue proliferating, both in 
terms of adoption and in the priority 
placed on them. To get out in front of 
these new regulations, organizations 
should plan for disclosing pay rates 
across multiple states, not just those with 
statutes. Now is also a good time to build 
out robust job descriptions with a 
specialized talent partner that may allow 
for clear salary parameters. As pay 
disclosure laws become more widely 
adopted, businesses should be prepared 
to manage likely employee responses. 
This will include transparent 
communication about compensation 
philosophies, pay rates and bands 
including regional differences, and the 
process to earn additional base pay 
through pay-for-performance practices.

TRACEY POWER
CHIEF PEOPLE OFFICER
VACO

https://news.bloomberglaw.com/daily-labor-report/spread-of-pay-disclosure-laws-exposes-employers-to-bias-suits
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LIST OF STATES & LOCALITIES THAT REQUIRE EMPLOYERS 
TO DISCLOSE PAY OR PAY RANGES

Upcoming pay disclosure updates include:   

▪ Effective November 1, 2022, employers in 
New York City must disclose the minimum and 
maximum salary or hourly wage for each job, 
promotion or transfer opportunity. 

▪ California’s previous law governing pay range 
disclosures has been amended to require 
employers to disclose the pay range for a 
given position to job applicants upon 
request — with no requirement that the 
candidate first complete an initial interview, 
as the previous law stipulated. This goes into 
effect January 1, 2023.

For more, check out HR Dive’s real-time list 
of employee pay disclosure laws by state 
and localities here.

POTENTIAL OUTCOMES OF PAY DISCLOSURE LAW ADOPTION (GOOD & BAD)

▪ New pay disclosure laws may lead to internal fighting and hurt feelings. 

▪ Employees will be naturally curious and check out job descriptions to gauge what other 
companies are paying.

▪ People at other companies will know what their rivals are being paid.

▪ Some companies may try to circumvent the laws by offering a wide range of compensation.

▪ Setting pay levels based upon disclosed criteria, like length of service and productivity, 
will streamline salary negotiations.

▪ Transparency will inherently build trust in the company and workers will respect 
the candor and openness.

https://www.hrdive.com/news/pay-transparency-law-tracker-states-that-require-employers-to-post-pay-range-or-wage-range/622542/
https://www.forbes.com/advisor/investing/are-we-in-a-recession/
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OVEREMPLOYMENT: 
HOW SHOULD EMPLOYERS 
RESPOND? 

As inflation erases real wage gains and full-time, 
remote jobs flourish, many employees are 
pursuing a risky, yet financially rewarding, 
path: overemployment. 

▪ Thousands of workers are taking advantage 
of the hot job market, skyrocketing demand 
for their skills, and abundant remote jobs 
by simultaneously taking on multiple 
full-time roles. 

Companies can respond by updating their 
policies on employee moonlighting and use 
of intellectual property. Moonlighting laws 
differ by state, so companies should consult 
with their legal teams before updating their 
own policies on how and when employees can 
accept additional employment. 

▪ It is crucial for organizations to be 
consistent in how they apply, communicate 
and document their policies on employee 
moonlighting. Overlooking one employee’s 
transgressions while issuing disciplinary 
action against another could lead to a 
legitimate legal claim.  

While updated policies and data protection are 
important tactics for quelling risks posed by 
overemployed team members, it is equally 
important for companies to focus on building 
a connected and engaged workplace culture
—one that meets the unique needs of remote 
teams and managers.

https://www.vaco.com/blog/whats-the-difference-between-contingency-and-retained-executive-search/
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POST-PANDEMIC MANAGEMENT STYLE REFRESH

As organizations bring teams back into the office—either full-time or in a hybrid model—managers 
need to refresh their approach to engaging, motivating and connecting with their teams. 
Today’s candidate-favoring market further fuels the need to optimize management styles and 
employee engagement strategies.

TIPS:

▪ Adapt management style of the individuals on the team

− Get to know each team member on a personal basis by scheduling recurring 
one-on-one meetings

− Pay attention to each employee’s unique communication style and the types 
of projects in which they excel and/or display strong interest or passion

− Establish psychologically safe spaces for each team member to speak candidly 
and be vulnerable about their struggles, concerns, fears and goals

− Build trust

▪ Give outstanding team members the chance to level up

▪ Prioritize face-to-face interaction

▪ Create a culture of inclusivity, empathy and equity

https://www.vaco.com/blog/updated-management-style-post-pandemic-world/
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WHAT YOU NEED TO KNOW ABOUT IT MANAGED SERVICES

From system and network maintenance to cryptography, cybersecurity, privacy, and 
troubleshooting outages, many IT teams today are overloaded and understaffed. Outsourced 
IT services can play a vital role in helping companies scale their IT efforts while maintaining their 
critical systems and processes.

An overview of key benefits include:

▪ Reduce and control operational costs

▪ Free up leaders and top performers to focus on core business processes

▪ Gain access to world-class capabilities

▪ Free internal staff members to focus on more relevant tasks

▪ Gain access to cutting-edge resources and methodologies not available internally

▪ Decrease risk while gaining competitive advantage

▪ Transform the day-to-day jobs of internal teams

▪ Expand and gain access to new market areas

Learn more about Vaco’s managed IT services, which include fully staffed and managed help 
desks, call centers, legacy system management and support, and regulatory reporting, here: 
www.vaco.com/for-businesses/technology/technology-managed-services.

http://www.vaco.com/for-businesses/technology/technology-managed-services
https://www.vaco.com/news/why-should-you-outsource-your-it-managed-services/
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Vaco Holdings encompasses 

a unique family of brands
that provides end-to-end 

enterprise solutions.

CONSULTING, TALENT SOLUTIONS & MANAGED SERVICES

RETAINED SEARCH

HEALTHCARE ITSTRATEGIC STAFFING GLOBAL BUSINESS CONSULTING

PRODUCT + PLATFORM DEVELOPMENT

BVOH joined Vaco’s family of brands in October 2022, 
to bring clients expanded solutions and services across functional areas and geographies. 


