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It’s all about the
quality of
experience!

“The moment we recognize that
the self is not something
ready-made, but something in
continuous formation through
choice of action, the whole
situation clears up.” John Dewey

Today, we will:

- Consider recruitment and onboarding
through a lens that considers the emotional
journey into the field

- Identify practical strategies for recruiting,
onboarding, and retention

- Share innovative ideas for personally
engaging current and potential employees



In the last session, we discussed
designing onboarding systems which:

Includes organizational, manager, and coworker welcoming

d @ Provides information about the mission/vision, values, and
culture of the program
: . Clearly explains roles, responsibilities, and expectations
p “ Encourages social connections and a sense of belonging

"™ Prioritizes open communication and accessible support

Involves the new employee in meaningful work from the
beginning

Cesario & Chambel, 2019; Godinho et al., 2023; Patel & Mohanty, 2023



Key
practices:

- Intentionally
structured schedule
for onboarding

- Scaffolded training
- Shadowing
- Mentoring

mission of
the

having a mentor

that does a great job
and provides

connection as well
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4¥ . affolded
raining

Practicing
collaborative
documentation as
new EIS begins
observation of
service delivery with
EIS Coach/EIS Team
Lead

Give staff time
to complete
state modules

Having a clear
schedule for
new staff

Structured
training
program
helps.
Shadowing
helps.

Align

agency

How do onboarding requirements align with or

hinder recruitment and retention?

Introduction

to agency and

program
mission
o
meet with
Scaffolded their team  Frequent
Tt credentialing
training soon after meetings with
= new staff
starting
: starting all ECI
having Having staff providers to have
a shadow other basic understanding
EIS's and of all roles (intake,
mentor 2P evaluators, service
B providers EIS &
Therapist, Case
Mgmt) whether they
will take part or not
plan out
schedules so
they know
what to ini
expect new staff get to meet training
with CEO, COO, Chief manual
Development Officer, o
and Chief Programs easily
officer to hearabout  ~ accessible

Scheduling with
new employees so

they know what will

happen each
day/each time
period of the day.

the mission of the
agency and roles of
departments

mentors better to
have slightly lower
workload to be able
to spend the time
needed with new
employee

online
trainings/webinars
can b
overwhelming/rushed

Juggling too many
priorities (both
seasoned
employees and new
staff)

e Hinder
retention/application

but also difficult to
complete later

Small agency
so less staff
available for
mentoring

Not having access
to agency cell
phone before

Juggling too
many things
to give proper
time needed
for training
staff

Pressure to push
staff out into field
before they are
ready due to staff

L ' shortage
starting to provide
services.
Lack of access to
therapy staff with due to state
i hard

experience, which
can increase the
training time or lead
to putting them out
there before they
are properly trained

to individualize the
time allowed before
picking up new
clients after NEO

Lots of agency
expectations
in training.

So much
information flooded
at staff in the early
weeks that then
gets lost when staff
are finally out doing
the work

Req. webinar
training of extra
hours- It has been
expressed that staff
learn more from
hands on training
instead of hours and
hours of webinars.

often need to get
the new employee
out quickly (hired
for a need), so
learning could be
rushed



- Almost 40% reported being likely or very likely
to leave the EI/ECSE workforce in the next 5

' years. More than 25% reported looking for a
Accordlng to new job outside the EI/ECSE field in the last 6
the National months.
Institute for - Nearly one-fifth of EI/ECSE Related Service
Providers reported severe or potentially
Ea rIy dangerous stress levels.
Education - Many reported a need for more and stronger
supports.

Research .
(N 1= ER, 2024) compensation was too low.

Many respondents expressed concerns that

Friedman-Krauss, A. H., Barnett, W. S., Jost, T., & Garver, K. (2024). Early Intervention and Early Childhood
Special Education National Workforce Survey Results. Research Report. New Brunswick, NJ: National Institute for
Early Education Research.



https://nieer.org/sites/default/files/2024-05/may_2024_early_intervention_and_early_childhood_special_education_workforce_needs_findings_from_a_national_survey_.pdf

e Respondents reported high levels of
knowledge across many different topics

e Some respondents reflected on the match

S between their own qualifications and what is
_ Add |t|0na| Iy, needed to succeed in the EI/ECSE field.
N the N I EER e Many respondents reported a need for more,

better quality professional development and
other supports.

Report:

e The majority (approximately two-thirds) of
respondents were not members of any
professional organization.

Friedman-Krauss, A. H., Barnett, W. S., Jost, T., & Garver, K. (2024). Early Intervention and Early Childhood
Special Education National Workforce Survey Results. Research Report. New Brunswick, NJ: National Institute for
Early Education Research.




Top 3 reasons people stay:

Find q Perceive

personal they are
reward (joy making a
and value) meaningful
in the work difference

See the
growth in

children
and
families




This work Is
an emotional
journey

« Positive emotions
increase job
satisfaction

Highly positive
experiences reduce
impact of negative
emotions and other
variables




Small Group
Reflection

Ith an emotional lens, discuss:
Vhat do you perceive the
otional journey is like for
ospective and new
ployees?

will ask each group to share out any ah-has or something
yvative that was shared.



Emotional Connections

Invest in the “emotional salary”

Three-quarters (72%) of employees say they
would stay longer at a job where they feel
supported and valued compared to a job that
pays 30% more but where they don’t feel the
same way (Macini, 2024).

Create a mindfulness of the psychological
pay to counter the psychological costs

Emotionally Engage Individuals

“If there is no emotional connection made
with a new hire during

the onboarding process,

this will result in their inability

to connect successfully with the
organization” (Bell, 2021).

Monitor the person and their progress

&

Cultivate the Emotional Environment

Leaders can build and support psychological
capital (PsyCap) (Luthans, 2007).

Hope
Efficacy
Resilience
Optimism



Consider how to excite a potential employee
« Write an attention-grabbing job description
« Be mindful of word choice

5t rateg les » Create recruitment videos
fD r » Be transparent with what job entails

recruiting

Give more ownership of recruitment and success

to employees
« Start an employee recruitment incentive program
* Include peers in the interview process




Provide personalized touches
Gt rateg T=l=  Create customized interview agendas

for

« Make them feel welcome

recruiting Optimize partnerships with Institutions of Higher

Education
« Support field experiences
« Offer to be a guest speaker in courses




Strategies
for

onboarding

Offer a personalized experience if possible
« Communicate before the first day to prepare them
« Send them some swag and/or a welcome package
« Schedule a welcome lunch on the first day
« Set up their workspace before they arrive

Prepare them for productivity expectations (to

counter stress)
« Clearly explain roles, responsibilities, expectations to make it
easier for new employee to integrate into program
 Prioritize open communication and accessible support
« Check in regularly
* Invite feedback about process from mentor and new hire



Strategies
for

onboarding

Encourage social connections and sense of
belonging

« Facilitate coworker welcoming activities

« Job shadowing

Involve employees in meaningful work from the
beginning but do it gradually

« Pair them with a buddy/mentor - delineating mentoring from
onboarding

« Share information about the culture of the environment by
allowing them to authentically experience it



Discussion

What are some of your current
practices that support the
emotional needs of prospective
and new employees?




The emotional
journey- isin
fact a journey

Loyalty

Belonging

Sense of purpose

Positive reinforcement

Psychological Capital



As we conclude this session
focused on solutions and
strategies via mindfulness of
emotional connections,
please write one GOAL that
you have for yourself in the
work you do to recruit and
onboard.

Share your goal in the chat



“People will forget what you said.
People will forget what you did, but
people will never forget how you made
them feel. ”~Maya Angelou

Thank you

for your time

Please complete the post survey link
accessible in the chat.




