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THE FUTURE FOR TALENT: INSIGHTS INTO AN EVOLVED MARKET & HOW TO BE SUCCESSFUL

Strategically Navigating  
a Global Headwind

A Modern Struggle With a Creative Solution
Global employment across all industries—healthcare, finance, 
entertainment, retail, transportation, etc.—during the COVID-19 
pandemic is undergoing significant transformation as employees 
adapt to new technologies, new pressures and new work locations 
and explore new opportunities. The pharmaceutical industry has not 
been immune to these transformations and the high rate of 
employee shifts to new jobs and companies. Pharmaceutical and 
biotechnology companies, manufacturers and other key segments 
have experienced turnover as high as 30% across key roles over a 
compressed period.1,2

In this white paper, we discuss the impact of 
the pandemic on recruiting and retention and 
share proactive steps to navigate these new 
challenges and ensure business continuity 
through strategic outsourcing.

Pharmaceutical and 
biotechnology companies, 
manufacturers and other 
key segments have 
experienced turnover  
as high as 30% across  
key roles 
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Unique Challenges in a Universally Challenging Time
Often cited in financial and business journals  
as the “Great Resignation,” the last 18 months have 
witnessed near unprecedented volumes of people 
changing jobs and careers for various reasons. Reasons 
include greater wage expectations, re-prioritization of 
work-life balance (amid COVID-19/vaccine and childcare 
concerns), and greater workplace flexibility expectations. 
The next generation of talent is also demanding more 
than just pay and greater flexibility; they want to do work 
that matters. Additionally, the impending wave of the 
workforce entering retirement (within the next 5-10 
years), and other demographic groups leaving the 
workplace entirely, are exacerbating the problem. These 
factors collectively lead to fewer applicants, more passive 
recruiting, higher salaries and a less diverse workforce, 
and are accelerating the need to prepare the next wave 
of clinical professionals. 

The limited pool of applicants is only one part of  
the problem. The problem is further compounded  
by a surge in clinical development that has nearly tripled 
the demand for roles needed to execute clinical trials 
and resulted in disruption for customers and our 
competitors’ employees. Another emerging challenge 
with the potential to shape the focus for product 
development talent is the chronic high turnover in 
healthcare professions, particularly in Western markets 
that have been devastated by people leaving the 
profession permanently. This creates an opportunity for 
them to enter product development. However, it may 
also mean clinical research will require an even heavier 

use of data science (e.g., real-world evidence, 
decentralized clinical trial solutions) and a concerted 
strategy for a geographical shift from the US and larger 
European countries, instead concentrating the need for 
more clinical professionals in focused locations.

Product development volume has grown by over 30% in 
the last 24 months (with record levels of funding within 
the biotech sector), with intense focus on recovering 
and accelerating trials that were postponed or delayed 
due to the pandemic. As a result, biopharmaceutical 
companies are re-evaluating their approaches to 
developing new products, diagnostics and digital 
therapeutics, and require a modern workforce to meet 
those demands. And, in turn, they are carefully 
evaluating their outsourcing strategies, ranging from full 
product development to traditional service outsourcing 
to functional service provider (FSP)/output-based 
models. Thus, demand has increased for a partner with a 
robust, scalable strategy to attract and engage talent 
with a compelling culture and retain them through a 
combination of growth opportunities, a positive work 
environment and competitive compensation. According 
to Jefferies Pharma Services in October 2021, outsourcing 
by small- and mid-cap (SMID) biotech companies and 
large pharmaceutical companies is expected to increase 
in 2022 by 4% to 56% and 2% to 51%, respectively. 
Subsequently, in 2023 and beyond, these figures are 
expected to increase by up to 7% for SMID biotech 
companies, to a peak of 63%, and by 7% for large 
pharmaceutical companies, to a peak of 58%. 

...biopharmaceutical companies are 
re-evaluating their approaches to 
developing new product…and are 
carefully evaluating their outsourcing 
strategies, ranging from full product 
development to traditional service 
outsourcing to functional service 
provider (FSP)/output-based models.
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Transforming Talent Recruitment & Development  
in a Post-Pandemic Market 

Although already a common challenge and focus area, the COVID-19 pandemic has further heightened chronic 
workforce turnover in organizations, requiring employers to think and act differently about bridging the gap. The notion 
of being smarter or faster than the competition to recruit and retain talent is a fallacy, because all it does is essentially 
exchange resources. 

To best be positioned to attract and retain top product development talent, leaders must reimagine how to recruit and 
engage from existing talent pools; how to expand the talent base by looking at adjacent industries for resources with 
transferable knowledge, skill sets and capabilities; and how to integrate cross-functional and skill set training and 
development across systems and processes.

Approaches that should be top of mind include:

Sustain a dedicated global talent acquisition team and agility in resourcing options

Demonstrate ability to provide right quality, scalability and flexibility to address the 
pharmaceutical industry’s rapidly expanding demand for functional services and consistent, 
reliable quality from all regions, by pulling all levers:

• Talent database/networks 
of life science candidates, with qualifications, experience and performance history

• Alumni recruiting

• Candidate engagement  
for example, direct sourcing, targeted headhunting, industry associations, industry lists, 
LinkedIn Life, network outreach, talent mapping

• Employee referrals 
are an important component of building a strong company culture and creating  
staying power for current and new employees—our associates are less likely to leave  
if they are able to play a part in bringing in talent, and they’ll feel more connected  
to the organization. 

• Additional attraction partnerships  
for example, job boards, DEI/ERG, contingent resources, agency partnerships, source and 
screen partnerships, talent ambassadors, Hiretual, industry newsletter

• Social strategies  
for example, LinkedIn, Facebook, WeChat, webinars, video testimonials, SEO/SEM, 
programmatic advertising, blogs, sponsored jobs, social tiles
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RETAINING THE RIGHT PEOPLE
•   Identify flight risk through 

assessments
•  Increase workplace and  

work schedule flexibility
•  Foster a strong connection to 

company values and a strong 
sense of purpose in their jobs

RECRUITING THE RIGHT PEOPLE
•  Sustain dedicated global talent acquisition team 

and agility in multichannel resourcing options
•  Integrate DE&I practices to recruit talent that  

is representative of the diverse population
•  Expand talent base through formal partnerships 

with educational institutions and active  
recruitment in adjacent industries

REWARDS AND 
RECOGNITION
•  Performance-based 

rewards system
•  Financial and  

non-financial
•  Spotlight employee 

recognition

Employee Recruitment 
& Retention Ecosystem 

Integrated DE&I  
Principles and Processes

COMPENSATION 
•  Revise compensation 

model—increase starting 
salary and base pay, offer 
sign-on bonuses, and 
off-cycle promotion or 
salary increases for 
aggressive market

•  Revise benefits and  
perks, including health  
and well-being programs 
and tuition reimbursement

CONTINUOUS EMPLOYEE 
ENGAGEMENT
•  Outings, annual days, 

flexible COVID-19 offers, 
regular remote townhall 
meetings, and social events 

SKILL AND CAREER DEVELOPMENT
•  Career growth and mobility (e.g.,  

applied learning and development),  
and opportunity to do work that matters

•  Focused training programs and 
mentorship for each phase of career 
development

Be prepared to act  in the following areas:
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Partnership Model:  
An Integrative  
Approach to  
Talent Acquisition

Syneos Health is taking progressive 
and dramatic measures to proactively 
address the ever-evolving ecosystem 
of increased clinical development  
and strategic outsourcing activities 
amid significant contraction in the 
labor workforce. 

From aggressive resource mobilization and geographic 
shift to pre-emptive execution and more, we relentlessly 
identify areas of opportunity to treat our customers’ 
goals and expected outcomes as our own to optimize  
our customers’ experience.

Our resourcing approach for many customers accounts 
for a flex/hybrid FSO-FSP model. In these trending 
instances, we endeavor to drive internal and external 
recruiting activities performed in tandem to maximize 
initial ramp-up headcount. It is important to note that 
Syneos Health is committed to hiring and retaining 
diverse talent, and Diversity, Equity, and Inclusion (DE&I) 
principles and processes are built into our recruiting 
and retention strategies. We believe employee DE&I 
enriches our company and improves how we perform, 
and as a result, we accelerated our DE&I strategy across 
systems, processes, and capabilities to recruit, hire, and 
develop talent that are reflective and representative of 
the diverse population. In doing so, we offer potential 
candidates career growth, mobility, and purpose (areas 
valued by the current talent market) while ensuring 
resource consistency and continuity to mitigate 
potential delivery risks. Thus, we drive value for 
customers and talent alike.

What is Motivating Talent Now?
 
According to a recent report from McKinsey, there  
is also a significant disconnect between why 
employers thought people were resigning and what 
employees cited as reasons. Top reasons, reflecting 
what is important to employees, include:3

With demand outweighing supply and attrition rates 
expected to worsen, organizations must think about 
hiring differently to creatively attract and retain 
talent. This unique moment represents new 
opportunities for creating and enhancing recruiting 
solutions that speak to what the current talent 
market values, such as focus on sustainability, 
authentic self, social identity and engagement.

Looking for a better job

Inadequate compensation and  
work-life balance

Feeling valued by the organization

Potential for advancement

Having caring and trusting teammates

Opportunity for a flexible  
work schedule

Otherwise satisfied employees may 
also be tempted to quit to find 
opportunities that foster a strong 
connection to company values and a 
strong sense of purpose in their jobs.



In Summary
Demand for clinical development roles will continue to outpace supply for the foreseeable 
future. The pandemic is a major factor but not the only one to point to. The shift to data-driven 
research (e.g., AI adoption, advanced data collection, digitization, real-world data integration, 
etc.) and expansion of risk-based monitoring and decentralized clinical trials are transforming 
clinical development to improve access to healthcare and medicines. 

To move clinical research forward, organizations will need to further enhance traditional 
outsourcing, recruiting and retention models to speak to what the current talent market 
values—in other words, money won’t solve the problem. This paradigm shift is also requiring 
new roles with highly specialized skill sets.

This new era we’ve entered has underscored the need for collaborative, creative and trusted 
partnerships to develop the clinical researchers of tomorrow.



Diana Cucos
Executive Vice President,
Global Clinical Operations
diana.cucos@syneoshealth.com
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FOR ANY QUESTIONS OR ADDITIONAL 
DETAILS, PLEASE CONTACT:

About the Syneos Health Insights Hub
The Syneos Health Insights Hub generates future-focused, actionable insights to help biopharmaceutical companies better execute and succeed in a 
constantly evolving environment. Driven by dynamic research, our perspectives are informed by our insights-driven product development model 
and focused on real answers to customer challenges to help guide decision making and investment. 

About Syneos Health
Syneos Health® (Nasdaq:SYNH) is the only fully integrated biopharmaceutical solutions organization purpose-built to accelerate customer 
success. We lead with a product development mindset, strategically blending clinical development, medical affairs and commercial capabilities  
to address modern market realities.

Together we share insights, use the latest technologies and apply advanced business practices to speed our customers’ delivery of important 
therapies to patients. We support a diverse, equitable and inclusive culture.

To learn more about how we are Shortening the distance from lab to life®, visit syneoshealth.com or subscribe to our podcast.

Contact us
Syneos Health
1003 Sync Street
Morrisville, NC 27560

Phone: +1 919 876 9300
Fax: +1 919 876 9360
Toll Free: +1 866 462 7373
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