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2022 WORKPLACE
TRENDS REPORT

From Great Resignation to
Workplace Revolution




Many of us looked to 2021 to bring
something better than the previous
year — and in many ways, it did.

The economy rebounded more
quickly than expected, people found
jobs again, and many companies grew
by large margins.

Additionally, many businesses began
returning to the office — at least in part
— which brought feelings of normalcy.
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But 2021 brought its own tumultuous shock:

The Great Resignation.

In the U.S., workers have been leaving their
jobs Iin record numbers since April, most
citing the search for a better quality of life.

With this in mind, as we head into 2022,
company leaders are focused on creating
a compelling employee experience and
nurturing company culture — especially
in a hybrid work environment.

50%

OF WORKERS ARE WILLING
TO RESIGN BEFORE HAVING
ANOTHER JOB LINED UP.
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https://www.mckinsey.com/business-functions/people-and-organizational-performance/our-insights/great-attrition-or-great-attraction-the-choice-is-yours?cid=eml-web

Top workplace
challenges of 2022

In November 2021, Kazoo surveyed hundreds of HR leaders

across the globe to find out what changed over the last twelve
months and how they’re problem-solving for 2022.
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Looking
back

There are some clear

differences between this
year and last year when it
comes to what companies
are planning to focus on in
the year ahead.

Nearly 1/3 of respondents said
“productivity and alignment”
was a top challenge.

Sudden, widespread
shift to remote work.

Focus on mitigating
inevitable burnout.

AD GOING INTO 2022

50% fewer companies nhamed
“productivity & alignment” a top
challenge. Top 3 challenges focus
on how employees feel about
their workplace.

Up to 86% have begun a partial
return to the office; the future of

work is clearly hybrid.

Focus on preventing burnout
before it even starts.
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Looking forward

When thinking ahead to 2022, the following topped
the list of key initiatives among our survey respondents:

57% ’ 53% ’

Boosting Rebuilding company Improving

employee morale culture and connection quit/retention rate

The overarching trend? It’s all about employee well-being.
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47%

OF RESPONDENTS SAW
INCREASES IN REVENUE
AND/OR CUSTOMERS IN 2021

0/
Work has become busier 3 7 O

_ _ REPORTED THAT
As we gradually emerged from lockdown this year, consumers tried to make up BUSINESS WAS LEVEL
for lost time with phenomena like “revenge shopping” and “dine-in rebound”. COMPARED T0 2020

Paired with a healthy return to leisure travel, nearly half of our respondents saw
Increases to both their revenue and customer base.

16%

SAW A DECREASE IN
REVENUE OR CUSTOMERS

For many organizations, the boom in business meant an increased workload.
With significant numbers of employees now leaving their jobs, those who
remained felt the pressure from both ends. Jarring shifts in output and
expectations always have the potential to flatten employee morale. When
workers become disillusioned and burned out, resignations spiked even further.
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OF COMPANIES SURVEYED

SHIFTED TO REMOTE WORK
(BEFORE OR DURING THE
PANDEMIC)

Remote employees are returning to the office
(with some caveats) IN 2021,

During the pandemic, an overwhelming majority of organizations pivoted to 8 6 O/O

some level of remote work. Now they’re coming back — but gradually, and often OF BUSINESSES WHO

with plans for a future that includes hybrid work. INTENDED TO RETURN TO THE
OFFICE BEGAN THE PROCESS

Many workers want to continue working remotely, at least part-time. As a result,

organizations are scrambling for ways to strengthen a company culture that’s

different than it was before. They want to create belonging and foster inclusion

— especially for diverse talent — within a hybrid workforce and in an age where

psychological safety is particularly threatened.

k 2022 WORKPLACE REPORT
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The Great Resignation made employee retention
an urgent business matter

One in four American workers quit their jobs in 2021, with over 4 million leaving

In August alone. The rise in resignations has created unprecedented challenges
for talent acquisition professionals, managers, and teams scrambling to fill
INn the gaps.

When positions stay open longer, fatigue sets in for those picking up
the slack, which can lead to an erosion of morale, a potentially
toxic workplace culture, and even more resignations.

53%

54%

49%

OF RESPONDENTS
EXPERIENCED AN
INCREASED EMPLOYEE
QUIT RATE THIS YEAR

ENCOUNTERED A
LONGER-THAN-USUAL
HIRING PROCESS

SAW STRONGER-THAN-
USUAL COMPETITION
FOR TOP CANDIDATES
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https://www.cnbc.com/2021/10/14/1-in-4-workers-quit-their-job-this-year-according-to-new-report.html

Building your action plan

So, what can we do to prioritize thriving workplaces in 20227 Keep reading for actionable
advice on how to make work a place people actually want to be.In this report, we’ll highlight
the following 4 key initiatives:

w @ T2

Initiative 1 Initiative 2 Initiative 3

Boost the employee Build a cohesive, Nurture employee
experience with employee hybrid workplace where and manager well-being
recognition and growth people feel included by preventing burnout

opportunities. and connected. before it starts.

(o

Initiative 4

Lean on continuous

performance management
to boost overall business
success.
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Initiative 1

Boost the employee experience with
recognition and growth opportunities

THE EMPLOYEE EXPERIENCE IN 2022

With people spending most of their waking hours at work, they want to be part of
a healthy culture where they feel recognized, supported, and have opportunities
for growth. In short, they’re looking for a positive employee experience.

And, with the Great Resignation in full swing, companies need to focus on the
employee experience to ensure their business can thrive.

Kazoo’s 2021 research revealed that employee experience is only a mid-level
priority for most companies and it’s way past time to bump it to the top of
the priority list.

In fact, research shows that employee experience is the factor driving
employee retention.

COMPANIES RANKED THE
EMPLOYEE EXPERIENCE AS
A 6 OUT OF 10 PRIORITY
OVER THE PAST YEAR

2022 WORKPLACE REPORT



Initiative 1

Boost the employee experience with WHAT COMPANIES HAVE DONE TO
recognition and growth opportunities ATTRACT AND KEEP TALENT IN 2021

GAIN A RETENTION ADVANTAGE

WITH RECOGNITION

o)
49%

ADDED FLEXIBLE SCHEDULING
When it comes to efforts to increase retention, Kazoo’s 2021 survey & REMOTE WORK OPTIONS

revealed that 3 out of 5 businesses relied heavily on increased

. . o 5

financial compensation 39 /O
IMPROVED

However, recent research shows that employees are actually seeking BENEFITS & PERKS

relational investment more than financial incentives.

Our data reveals that only about 30% of respondents are leaning into
improved recognition and rewards. Companies who make that a priority
stand to gain a huge advantage over the competition.
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https://www.mckinsey.com/business-functions/people-and-organizational-performance/our-insights/great-attrition-or-great-attraction-the-choice-is-yours?cid=eml-web

Initiative 1

Boost the employee experience with
recognition and growth opportunities

WHY RECOGNITION MATTERS COMPANIES WITH
EFFECTIVE RECOGNITION

PROGRAMS REGISTER A

When it comes to recognition, 63% of those who are “always” or
“usually” recognized say they’re “highly unlikely” to leave their jobs in
the next 3-6 months, while a lack of recognition is consistently cited by
employees as the #1 reason for leaving their jobs.

Recognition is absolutely key to building a connected, committed LOWER TURNOVER RATE.
workforce. It improves satisfaction and happiness, fosters a sense of
camaraderie, communicates to workers that their contributions are
highly valued, and makes the difference in employee retention.
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https://www.surveymonkey.com/curiosity/employee-recognition-and-retention/?zd_source=hrt&zd_campaign=5503&zd_term=chiradeepbasumallick

Initiative 1

Boost the employee experience with
recognition and growth opportunities

ONLY

Top performers want to grow into the best version of themselves. In

fact, when choosing between similar jobs, 60% will opt for the one with OF COMPANIES
stronger professional development. SURVEYED ARE

They’re looking for an organization and a manager who will value their USING DATA FOR
personal career goals, help them define and develop their skills, and EMPLOYEE GROWTH
care deeply about their potential as a team member. Employees whose OPPORTUNITIES
managers serve as coaches and partners rather than standard “bosses”

HELPING YOUR EMPLOYEES GROW

are happier, more engaged, and more likely to stick around.
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https://www.brighthorizons.com/newsroom/millennials-seek-financial-stability-from-employers

Initiative 1

Boost the employee experience with
recognition and growth opportunities

WHY GROWTH MATTERS

53%

SAY THEIR COMPANY

DOESN'T OFFER SUFFICIENT
GROWTH OPPORTUNITIES TO
MAKE THEM STAY

When work feels like a dead-end, your employees get frustrated

and feel unfulfilled with their work. Their engagement starts to decline,
they check out, and begin searching for more exciting opportunities
elsewhere.

09%

take on new challenges. They need to see that you’re willing to nurture, SAY THEY WOULD BE
MORE SATISFIED WITH

THEIR JOBS IF THEIR SKILLS
WERE BETTER UTILIZED

To keep top talent, your team needs a chance to develop new skills and
prioritize, and invest in their personal career advancement.

In short, great workers who aren’t allowed to grow, will go.
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https://rlc.randstadusa.com/press-room/press-releases/your-best-employees-are-leaving-but-is-it-personal-or-practical
https://rlc.randstadusa.com/press-room/press-releases/your-best-employees-are-leaving-but-is-it-personal-or-practical

Initiative 1 takeaway
WHAT YOU CAN DO?

Make employee recognition peer-to-peer. For many employees, their peers
see more of their daily contributions, giving them more opportunities to get a
pat on the back from someone who truly understands their work. Recognition
from peers can feel more authentic than top-down recognition, which
sometimes comes across as obligatory.

Give employee recognition in real time. Just like feedback, recognition is
always better to give while the subject is still fresh on your mind. Giving timely
recognition ensures good work doesn’t get lost on a to-do list and makes a clear
connection in the recipient’s mind between the outcome and their behavior.

Offer learning and development opportunities. As we mentioned, access
to growth opportunities is the fastest-growing reason people leave jobs. But
growth doesn’t always have to be a promotion. Many employees consider a
lateral move just as valuable as an upward one. When given opportunities to
develop new skills, qguality employees jump at the chance.

2022 WORKPLA‘



Initiative 2

Build a cohesive hybrid workplace

/4%

OF CFOS EXPECT TO SHIFT
SOME PORTION OF THEIR WORKFORCE
TO REMOTE WORK PERMANENTLY

NO OFFICE, NO PROBLEM

50%

OF PEOPLE SAY THEY WON'T

It’s been a long time coming, and the pandemic drove it home: The future of

work is hybrid. RETURN TO JOBS THAT DON'T OFFER

. . " . . SOME LEVEL OF REMOTE WORK
Location-agnostic positions are now an expectation rather than an alluring

exception. In a recent study of those who recently accepted jobs in a new

city, 90% were not required to relocate. 75 O/O

The research is clear — the majority of workers prefer hybrid or remote work, OF PEOPLE WERE EQUALLY OR MORE
PRODUCTIVE WHEN WORKING FROM

and they are willing to make big changes in order to attain it.
HOME DURING THE PANDEMIC

Creating a culture that’s geared toward helping remote and hybrid workers
thrive is absolutely essential to the future of your organization. And, the
more location-agnostic jobs you offer, the more likely you are to fill them

with top performers.
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https://resumelab.com/career-advice/professional-development
https://owllabs.com/state-of-remote-work/2020
https://owllabs.com/state-of-remote-work/2020
https://www.mckinsey.com/business-functions/people-and-organizational-performance/our-insights/great-attrition-or-great-attraction-the-choice-is-yours?cid=eml-web
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Initiative 2

Build a cohesive hybrid workplace

KEEPING PEOPLE CONNECTED

If the future of work is hybrid, what does that mean for our sense of
connection and belonging? Connection is more than seeing someone in
the office or having a conversation around the water cooler. Connection
contributes significantly to an employee’s overall sense of happiness,
their desire to be productive, and helps them maintain a high level of
engagement in their work.

When people feel connected to their colleagues, their managers, and
their company, they feel engaged, productive, and have a positive
employee experience. Plus, employees with a deep sense of belonging
take 75% fewer sick days — that’s a win-win for everyone.

2022 WORKPLACE REPORT


https://rlc.randstadusa.com/press-room/press-releases/your-best-employees-are-leaving-but-is-it-personal-or-practical
https://owllabs.com/state-of-remote-work/2020
https://www.forbes.com/sites/rebeccafraserthill/2019/09/16/belonging-at-work/?sh=769dd15b4ab8
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Initiative 2

Build a cohesive hybrid workplace

HOW TO INCREASE CONNECTION

A recent survey noted that 40% of U.S. workers feel emotionally and physically
isolated at work. Now, let’s be frank — it can be hard to create connection in a

hybrid work environment, but it’s not impossible.

If you’re looking to increase connection at your company, start by creating a
culture where expressions of care are modeled and encouraged, especially in
the manager/employee relationship. Encourage managers to build a sense
of continuity with their direct reports by checking in with them regularly and
reminding them of how their unique contribution is making an impact.

When employees are connected both to people and purpose, there’s potential
for real belonging.

59%

2022 WORKPLACE REPORT


https://hbr.org/2019/02/the-surprising-power-of-simply-asking-coworkers-how-theyre-doing
https://hbr.org/2019/02/the-surprising-power-of-simply-asking-coworkers-how-theyre-doing
https://hbr.org/2019/02/the-surprising-power-of-simply-asking-coworkers-how-theyre-doing

Initiative 2

Build a cohesive hybrid workplace

Companies with
higher diversity scores
generate 2.3X greater

cash flow per employee,

MAKING PEOPLE FEEL INCLUDED

Building a culture of connection and inclusion takes work and intention - and are 6X as likely to
especially in a hybrid setting. Making sure all workers — especially those who be innovative when
bring diversity to our teams — experience true belonging and psychological compared to less diverse
safety is critical to overall business success. companies.

While diverse workers add unmatched value in perspective, many don’t
experience meaningful connections at work. As a result, they’re more likely to
leave. Black workers are 30% more likely to leave than their white counterparts
with one in three saying they’re planning to leave in the next two years. In large
part, this is due to decreased feelings of personal safety and belonging.

k 2022 WORKPLACE REPORT
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https://www.kazoohr.com/resources/library/psychological-safety-at-work
https://www.kazoohr.com/resources/library/psychological-safety-at-work
https://www.talentinnovation.org/_private/assets/BeingBlack-KeyFindings-CTI.pdf

Initiative 2

Build a cohesive hybrid workplace

HOW TO SUPPORT INCLUSION IN YOUR WORKPLACE

There are many inroads for taking action, but the wisest plan is to start with listening.

Consider: Start:

Surveying employees on psychological Celebrating a diverse set of holidays
safety, feelings of inclusion, and connection

Assembling employee listening groups Including pronouns and

conducted by trained HR professionals iInclusive language

Ensuring diversity at each level of Implementing hiring practices that
leadership; more diversity means better reduce bias (think removing names
perspective and deeper insight from resumes and including skills tests)

Once you have clear takeaways, act on what you discover. Employees are watching for change.

2022 WORKPLACE REPORT ‘


https://www.kazoohr.com/resources/library/inclusive-workplace-calendar

Initiative 2 takeaway
WHAT YOU CAN DO?

The future of work is hybrid, and the employers who learn how to create

connection, belonging, and inclusion are the ones who win the war for talent.

Here’s what to do now:

Communicate often with employees about their needs,
expectations, desires, and experiences

Offer schedule flexibility
Create opportunities for workers to interact naturally

Keep communication constantly flowing in a variety of formats

Express gratitude continuously. Workers who see that their
contributions are valued are more likely to feel connected
to their organizations.

2022 WORKPLACW



Initiative 3

Nurture employee and manager well-being
to prevent burnout before it starts

Emplovee burnout is one of the top workplace challenges companies are

facing post-pandemic. While job burnout isn’t new, the scale and intensity
of burnout facing the workforce today is unprecedented. Currently, 54% of
American workers are in a state of burnout and 550 million work days are lost

as a result.
What is burnout? What causes burnout?
According to the Mayo Clinic, “Job The problem is typically with the organization’s
burnout is a special type of work-related practices — not the employee. Factors that drive
stress — a state of physical or emotional employees to burn out include: unreasonable demands,
exhaustion that also involves a sense lack of autonomy/control for workers, value conflicts,
of reduced accomplishment and loss of a toxic work environment, systemic unfairness, and
personal identity.” inadequate levels of reward/recognition.
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https://www.kazoohr.com/resources/library/job-burnout
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Initiative 3

Nurture employee and manager well-being

to prevent burnout before it starts HOW COMPANIES HAVE
ADDRESSED EMPLOYEE WELLNESS
& BURNOUT IN THE PAST YEAR

45%

IMPLEMENTED
FLEXIBLE SCHEDULING &
REMOTE WORK OPTIONS

4 5%

In the new hybrid workplace, companies need to address existing MSERJS?\]EIIISI;V;REKS

burnout, and proactively provide mental and emotional health support WITH MANAGERS

THE STATE OF EMPLOYEE WELL-BEING

39% of HR leaders in Kazoo’s 2021 survey said employee wellhess was a
challenge for their company over the past year.

for teams to create a resilient organization.

O
32%
OFFERED
employee. Workplaces that don’t offer competitive well-being perks NEW BENEFITS

In today’s talent climate, feeling cared for is table stakes for the average

and benefits will continue to struggle with attrition in 2022. Offering
these perks and benefits promotes strongly increased morale and
greater connection to the company.
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https://www.kazoohr.com/resources/library/psychological-safety-at-work

Initiative 3

Nurture employee and manager well-being
to prevent burnout before it starts

/8%

WHY EMPLOYEE WELL-BEING MATTERS OF WORKERS BELIEVE

THEIR WORKPLACE SHOULD
HELP THEM BECOME
“NET BETTER-OFF”
During the long pandemic months, many workers reevaluated their (WHOLE PERSON THRIVING)

personal priorities. Issues of work-life balance, mental and emotional
health, social connectedness, and potential for personal growth
emerged at the top of the list.

In 2021, workers rapidly fled organizations that didn’t support OF EMPLOYEES SAY

their well-being according to those categories. For workplaces MENTAL HEALTH BENEFITS

to be competitive in 2022, employee care must be a primary point WILL INFLUENCE THEIR NEXT

of conversation. CHOICE OF A JOB

k 2022 WORKPLACE REPORT
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https://www.accenture.com/_acnmedia/Thought-Leadership-Assets/PDF-3/Accenture-Care-To-Do-Better-Report.pdf#zoom=50
https://www.shrm.org/resourcesandtools/hr-topics/benefits/pages/employers-enhance-well-being-benefits-for-a-post-pandemic-workforce.aspx

Initiative 3

Nurture employee and manager well-being
to prevent burnout before it starts

WHY MANAGER WELL-BEING MATTERS

/5%

OF THOSE WITH

Research shows that as the manager goes, so goes their team. And
today, managers are at an increased risk of burnout as the Great

Resignhation continues. BURNED OUT
MANAGERS BECOME
They’re learning to manage remote teams, navigate employee wellnhess BURNED OUT

and mental health challenges, bridge the gaps left by resigning team
members, and onboard replacements.

THEMSELVES

The bad news? 45% of employees say their manager seems burned out.

The good news? It doesn’t have to be that way.
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https://media.predictiveindex.com/wp-content/uploads/2021/07/10094204/2021_People_Management_Report-1.pdf
https://media.predictiveindex.com/wp-content/uploads/2021/07/10094204/2021_People_Management_Report-1.pdf

Initiative 3

Nurture employee and manager well-being
to prevent burnout before it starts

HOW TO SUPPORT MANAGER WELL-BEING

o /%

We know managers are at an increased risk of burnout with 59% saving they

feel overworked. Since managers are critical to the employee experience at OF COMPANIES
your company, making sure they’re taken care of should be a top priority. OFFERED INCREASED
TRAINING AND
In our study, 67% of companies offered increased training and resources for
’ RESOURCES

managers to help them navigate the past year. This is a great start!

FOR MANAGERS

To help managers navigate the new hybrid workplace, all organizations

should look to offer better resources — especially for new managers — like
modeling or mentoring opportunities, seminars and learning & development,
or providing help in soliciting feedback from their reports.

k 2022 WORKPLACE REPORT
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https://www.benefitnews.com/news/how-managers-can-protect-themselves-from-burnout
https://www.benefitnews.com/news/how-managers-can-protect-themselves-from-burnout
https://www.kazoohr.com/resources/library/talent-retention-managers-role

Initiative 3 takeaway
WHAT YOU CAN DO?

Demonstrate to employees that you value them as whole people. Many
workers left what they felt were merely transactional jobs in 2021 for
workplaces that offered them a sense of care, connection, and understanding.
Think of how your company can start to look after your employees by offering
the care they crave.

Offer flexible scheduling. Hybrid work is the name of the game. Find ways to
offer flexible schedules that allow employees to integrate their work into the rest
of their lives. Flexible schedules are a valuable perk and a retention-saver in this
competitive talent market.

Offer benefits that meet the needs of employees. Benefits are more than
just medical and dental care. Companies that truly care for their employees
well being are offering benefits in a number of categories such as physical
health, emotional and mental health, financial health, career pathing, and
social connection.
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to boost overall business success

Initiative 4
Lean on continuous performance management

THE FUTURE OF PERFORMANCE

MANAGEMENT 5'] O/O

Our research revealed a key differentiator between companies OF COMPANIES WITH
that experienced greater business success in 2021 versus their A MORE CONTINUOUS
contemporaries who experienced the same or less business PERFORMANCE MANAGEMENT

success — continuous performance management.

PROCESS HAD GREATER
Companies who train managers to be coaches and lean into BUSINESS SUCCESS IN 2021

continuous performance management stand to gain a huge
edge in 2022.

k 2022 WORKPLACE REPORT
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Initiative 4
Lean on continuous performance management

to boost overall business success

WHAT IS CONTINUOUS PERFORMANCE

MANAGEMENT

If your company still does annual performance reviews, you’re not doing
continuous performance management.

Continuous performance management is based on the simple idea that
performance happens year-round — which means management should, too.
A continuous approach to performance management bring three important
qualities to the process that are lacking in traditional approaches: it’s
ongoing, timely, and multi-directional.

» Goals are set and tracked year-round
» Managers and employees meet weekly to discuss progress and blockers
» Feedback and recognition are given when they count — in the moment

k 2022 WORKPLACE REPORT
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Initiative 4
Lean on continuous performance management

to boost overall business success 5 6 (y
O

WITH AN ANNUAL OR NO REAL
PERFORMANCE MANAGEMENT
PROCESS SAW DECREASED OR

THE BUSINESS IMPACT OF CONTINUOUS

PERFORMANCE MANAGEMENT FLAT BUSINESS GAINS IN 2021
In our study, 51% of respondents who reported greater business success | 2 /()
in 2021 use “a more continuous performance management approach, with OF SUCCESSFUL COMPANIES

INVESTED IN TRAINING

regular 1-on-1s and check-ins.” On the flip side, 56% with an annual or “no
THEIR MANAGERS

real” process saw decreased or flat business gains in 2021.

So what does all this mean? Continuous performance management sets 5 8 %

your company apart as one that sees the value in ongoing relationships, and

invests in employee growth and development. It makes the difference when ol ey ellimetadnlls solullE

_ . _ _ L | INCREASED COMPENSATION
it comes to building connections with workers, monitoring and nurturing BUT MADE NO CHANGES TO

their well-being, managing performance in a hybrid workplace, and ensuring THEIR MANAGEMENT PRACTICES.
an optimized, individualized employee experience.

k 2022 WORKPLACE REPORT
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Initiative 4 takeaway
WHAT YOU CAN DO?

Establish a policy of weekly 1-on-1s between managers and employees. This
casual yet productive conversation holds space for real-time goal-tracking,
feedback, and relationship-nurturing.

Shift from annual to quarterly performance reviews. Although 1-on-1
conversations happen on a weekly basis, it’s still important to take a high-level
look each quarter. During quarterly Check-lns, managers and employees review
key takeaways from their weekly 1-on-1s, assess employee growth over time,
and identify development opportunities.

Institute quarterly goal cycles. When goals are set in shorter bursts, they're
less likely to be forgotten. Shorter-term goals tend to be more realistic,
supply opportunities to celebrate incremental wins, and allow managers to
navigate challenges as they appear and not employee progress as it unfolds.

2022 WORKPLACW
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Going
forward

There’s great hope that
2022 will be a year

iIn which companies
prioritize the employee
experience, and as a
result, start to thrive more
than ever before.

Those that nimbly meet the needs of employees (managers included)
are sure to attract top performers and retain them.

Those who prioritize the following will see remarkable results
by this time next year:

Support employee well-being

Foster connection, belonging, and true inclusion

Encourage empathetic, continuous performance management

Build a company culture that embraces the dynamics of
the hybrid work model

Boost the employee experience through recognition and
iIncreased growth opportunities

2022 WORKPLACE REPORT



If you've taken Kazoo’s Employee Experience Assessment, you know it can help you

take your organization from surviving to thriving.

The process of improving the employee experience and helping your organization
thrive isn’t linear - it’s an ongoing evolution. One that makes us more resilient, better
leaders, better colleagues, and better humans.

Kazoo helps companies like yours:

Boost employee experience

Prevent employee burnout

Promote diversity, equity and inclusion in your workplace
Build cohesive culture

Keep your team connected, whether working from the office or at home

vV vv VvV VY

Support employee well-being

Learn more about how we can help at kazoohr.com.

k 2022 WORKPLACE REPORT
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https://www.kazoohr.com/employee-experience/assessment
https://www.kazoohr.com/

We believe companies flourish when their employees are both
aligned and inspired. This only happens when employees find
meaning and growth in the work itself, and when employees feel
appreciated by and connected to their colleagues and company.

Helping people-first
companies create amazing

employee experiences.
To achieve this, companies need to turn outdated approaches

to performance management, recognition, and engagement on A".
their heads. They need to adopt a new way that’s continuous, 1aNZ @
manager- and employee-led, and people-first.

HITACHI

Inspire the Next

LY

KAISER
PERMANENTE

We believe this vision is not just possible
— It’s critical to the future of work. And,
it’s made possible by Kazoo.

patagonia

/

Ve

info@kazoohr.com www.kazoohr.com 1-877-44-KAZOO



https://info.kazoohr.com/demo-request.html
mailto:info%40kazoohr.com?subject=
https://www.kazoohr.com/
https://www.facebook.com/KazooHR
https://www.linkedin.com/company/kazoohr/
https://twitter.com/kazoo_hr

