




Our Philosophy, because you need to have one… 
• We don’t just recruit talent. We create pathways into the workforce.

What does that look like? 
• Hiring for potential: Hire understanding that you will likely need to teach
• Investing in growth: Hire knowing it’s a rental and you want your security deposit back…
• Creating clear career pathways: Start talking about the next job… now. 
• Embedding that expectation:  Easy for me to say, but create that expectation among 

your program leadership.  

A Big Agency needs a lot of people in a lot of different 
places doing a lot of different things……



Recruitment Incentives
• Hiring bonuses for hard-to-fill positions

• Uses $ from vacant positions.  
• Justified as a control on over time…
• Can vary by position need, length of vacancy, or degree requirements.

• Employee referral incentives
• Existing employees can earn a $ bonus if they make a referral and those staff last for 

an agreed upon time (6 months, for example)

When They Are at the Front Door…

Recruiting Management 
Daily recruitment updates from the Recruiting Team

• 15 minute “Huddles” first thing in the AM
• Outcome reporting as a KPI from the HR Team. 

The innovation isn't the hiring bonus. The innovation is treating vacancies like a business problem 
that gets reviewed every day



Retention Investments
• Year-end incentives and mid-year increases when financially feasible

• Built into the annual budget
• Recognition of employee contributions: 

• 100 Little Victories program
• Professional development opportunities: 

• Like this!!!
• Support for graduate education

• Work with schedules and tuition reimbursement to build careers to 
facilitate…

• Advancement/Internal Promotion opportunities
• 67% supervisory succession rate (supervisor positions filled by 

internal candidates)

Retention Starts on Day One



Rethink Who Belongs in Our Workforce

Really think about what we mean by “Staff”
• Is it coverage, bodies on shift?  
• Or is it task completion?  If so, can you rethink how to get those tasks done?

For example:
• We created opportunities for current and former residents to join our 

workforce as transporters and support staff.
• We created positions that reflected a skill set we needed when we 

encountered a “hire” that we liked.  
• E.g. Age out specialist, 
• Intern to staff therapist. 



Attract
• Hiring bonuses
• Referral incentives
• Community recruitment
Develop
• Internships
• Graduate school 

accommodations
• Professional development

Sum it UP:   Attract • Develop • Advance • Empower

Advance
• Career ladders
• Internal promotions
• Leadership opportunities
Empower
• Creating opportunities for current and former 

residents
• Building a workforce that reflects the communities 

we serve

The most successful workforce strategy we have found is creating an environment where people can 
see a future for themselves.




