
 
 

Recruitment and Retention Strategies to Build and Support the 
Workforce 
 
About Technical Assistance Briefs. The MCH Evidence Center provides ongoing technical 
assistance (TA) to Title V agencies related to the emerging evidence base, strategies, and 
measures related to many topics interconnected with National Performance Measures and 
other critical topics in MCH. Technical Assistance Briefs are an outcome of these TA sessions 
that are designed to act as conversation starters in thinking about programs that can be 
developed to address issues that affect women, infants, children, adolescents, youth, families, 
and communities. These briefs are not meant to be comprehensive; full analyses of the NPM 
topic areas are provided in Evidence Analysis Reports. 
 
The Center makes these customized briefs available during TA and on the program website to 
identify evidence-based/informed strategies, promising practices, examples of ESMs from the 
field and peer-reviewed resources. Please contact us if you would like us to develop a similar 
report for topics that you are working on. 
 
Initial Query for this Brief. What are some concrete steps that agencies/organizations (or 
hiring managers) can take to recruit and retain BIPOC staff, especially in leadership 
positions?  What can lower-level staff do to advocate for these actions to be taken? 
 
Top Resources 
 
Williams-Rajee D. Equity, Diversity and Inclusion in Recruitment, Hiring and Retention. Kapwa 
Consulting for the Urban Sustainability Directors Network. (2018).  
This 13-page toolkit that provides strategies, tools, and case studies of practices to recruit, hire, 
and retain diverse employees; addresses bias and institutional racism; and provides tips for 
successfully fostering a diverse and inclusive workplace. 
 
University of Washington. Diversity and Inclusion Toolkit.  
This web-based resource provides guidance and resources related to the six steps of 
recruitment and retention: (1) developing position descriptions; (2) recruitment of applicants; 
(3) the application review and interviewing process; (4) creating an onboarding plan; (5) 
welcoming new staff; and (6) retaining new hires. 
 
Evidence-Based/Informed Summaries of Strategies 
 
Beasley MA. Beyond Diversity: A Roadmap to Building an Inclusive Organization. University of 
Connecticut. (2017). This study summarizes previous research; provides evidence-informed 
best practices for hiring managers and senior leadership that focus on readiness, recruitment, 
and retention (the 3Rs). 
 

https://www.mchevidence.org/tools/npm/evidence-reports.php
mailto:mchevidence@ncemch.org
https://www.usdn.org/uploads/cms/documents/usdn-equity-in-recruitment_hiring_retention.pdf
https://careers.uw.edu/channels/diversity-inclusion-toolkit/
https://diversegreen.org/wp-content/uploads/2021/01/BeyondDiversity_Report_060517-1.pdf


 

Strategies Found in Popular Literature 
 
Hiring for Diversity: The Guide to Building an Inclusive and Equitable Organization 1st Edition 
(Monograph available for purchase at Amazon; First 29 page of book available in Google 
Scholar). 
 
Carnahan B. 6 Best Practices to Creating Inclusive and Equitable Interview Processes. Harvard 
Business School. (2021). 
 
Knight R. 7 Practical Ways to Reduce Bias in Your Hiring Process. Harvard Business Review. 
(2017). 
 
MacArthur HV. Hiring for the Future: A Playbook for Building a Diverse, Inclusive and Equitable 
Workforce. Forbes Media, LLC. (2021). 
 
Video Trainings 
 
Hodge T, Anantachai T. Equity Starts Before Hire: A Look at Equitable Approaches to Hiring and 
Retention. Association of College and Research Libraries STS Equity, Diversity, and Inclusion 
Task Force (2021; 41 minutes). 
 
Career and Internship Center, University of Washington. Equitable Hiring Practices. (2021; 55 
minutes). 
 
Summary of AMCHP Presentation on Diversity 
 
This presentation will be available in archived format; see Session 5 on the Region IV: 
Resilience, Equity, Diversity, and Inclusion Learning Sessions Landing Page. 
 

  

https://www.amazon.com/Hiring-Diversity-Inclusive-Equitable-Organization/dp/1119800900/ref=sr_1_1?crid=2GTCX4007OVLN&keywords=hiring+for+diversity+arthur+woods&qid=1656348034&sprefix=hiring+for+diver%2Caps%2C98&sr=8-1
https://books.google.com/books?hl=en&lr=&id=ZX40EAAAQBAJ&oi=fnd&pg=PR1&dq=equitable+hiring+practices&ots=iteLflglQE&sig=IVqBo-zBUPXUrte2P_hJ_apUOaE#v=onepage&q=equitable%20hiring%20practices&f=false
https://books.google.com/books?hl=en&lr=&id=ZX40EAAAQBAJ&oi=fnd&pg=PR1&dq=equitable+hiring+practices&ots=iteLflglQE&sig=IVqBo-zBUPXUrte2P_hJ_apUOaE#v=onepage&q=equitable%20hiring%20practices&f=false
https://www.hbs.edu/recruiting/insights-and-advice/blog/post/6-best-practices-to-creating-inclusive-and-equitable-interview-processes
https://hbr.org/2017/06/7-practical-ways-to-reduce-bias-in-your-hiring-process
https://www.forbes.com/sites/hvmacarthur/2021/03/18/hiring-for-the-future-a-playbook-for-building-a-diverse-inclusive--equitable-workforce/?sh=12a5a5161dd6
https://www.forbes.com/sites/hvmacarthur/2021/03/18/hiring-for-the-future-a-playbook-for-building-a-diverse-inclusive--equitable-workforce/?sh=12a5a5161dd6
https://www.youtube.com/watch?v=uYcheTnEXYw
https://www.youtube.com/watch?v=uYcheTnEXYw
https://careers.uw.edu/videos/equitable-hiring-practices/
https://www.mchevidence.org/learning/region-4-health-equity.php
https://www.mchevidence.org/learning/region-4-health-equity.php


 

 

 
 

 

  
 
 

 



 

 
 
Most of us probably understand that acting as an ally is important in making people with 
traditionally marginalized identities feel included and supported.  
 
But it’s not just about our individual actions: Research shows allies don’t just influence one 
person at a time. They inspire others to act as change agents, too, creating a culture of 
acceptance and support.  
 
Here’s an example “I want to be explicit in why I'm moderating this -- allyship is everyone's 
work, and it's largely the work of people with privilege to support and advance those with less 
privilege. As a white, straight, cis woman, it's critical that my allyship is informed by the groups 
that I aim to support. But it’s also important that I do the work myself so that the burden of 
promoting equity doesn't fall on those with less privilege, as it often tends to.” 
 

 
Part of the reason for this is there’s a gap between our good intentions and the actions we take:  

• While a majority of employees think of themselves as allies, relatively few white 
employees are performing basic allyship actions, such as advocating for racial equity or 
mentoring women of color.   

• Over the past year, with renewed commitments to allyship, even more white employees 
see themselves as allies. But, our 2021 data shows that white employees still aren’t 
taking these basic allyship actions 

 



 

Actions:  

• Educate themselves about the experiences of women of color 

• Publicly give credit to women of color for their ideas  

• Work to confront discrimination when they see it  

• Advocate for new opportunities for women of color 

• Mentoring women of color 
 

 
 
The actions under each strategy fall under the framework for the types of allyship actions we 
can take – individual, interpersonal, and structural. 

• Individual allyship: Our actions to educate ourselves, model inclusive behavior, or 
change our mindset 

• Interpersonal allyship: Our actions to support, surface issues or push for changes 
through our day-to-day interactions with others 

• Structural allyship: Our actions pushing for change in norms, policies, or systems. A 
quick note on structural allyship actions: The following strategies are based on practices 
and policies that can create more inclusive workplaces. While every idea on the list 
might not be feasible for your company, it’s likely that some are.If you’re a leader, you 
might have the ability to institute or encourage these practices yourself. If you’re earlier 
in your career, these are suggestions to ask about or advocate for. This type of bottom-
up advocacy is crucial in using your privilege to support and advance those with 
traditionally marginalized identities. In other words, it’s how you practice allyship to 
drive structural change. 

 



 

 
 

Using this lens looks like: 
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https://www.mchevidence.org/

