Recruitment of Vocational Rehabilitation Counselors

Introduction
Vocational Rehabilitation Counselors (VRCs) play a pivotal role in empowering individuals with disabilities to achieve meaningful work and lead fulfilling lives. This personal and professional autonomy is accomplished through individuals with disabilities exercising control and choice in their lives. Their expertise lies not only in counseling but also in fostering inclusive workplaces, advocating for equitable opportunities, and connecting individuals to resources.
Qualifications and Skills for Vocational Rehabilitation Counselors
Recruiting highly skilled VRCs requires clarity about the qualifications and personal attributes necessary for the role. Prospective candidates should demonstrate a combination of educational achievements, practical experience, and personal qualities.
Minimum Educational Requirements
Typically, VRCs are required to hold a master’s degree in fields such as:
· Rehabilitation Counseling
· Psychology
· Social Work
· Human Services
Note: Many states have revised their educational qualifications for entry level positions.
Certifications
While not always mandatory, licensure or certifications such as Certified Rehabilitation Counselor (CRC) credentials can significantly enhance a candidate's profile.

Key Skills
Successful VRCs possess a mix of hard and soft skills, including:
· Interpersonal Communication: The ability to connect empathetically with clients and communicate effectively with employers.
· Analytical Thinking: Assessing clients' abilities and developing customized rehabilitation plans.
· Legislative Knowledge: Understanding of laws such as Workforce Innovation and Opportunity Act (WIOA), the Americans with Disabilities Act (ADA) and other state regulations.
· Adaptability: Navigating diverse challenges and tailoring solutions for each case.
Strategies for Recruitment
Recruiting Vocational Rehabilitation Counselors demands a targeted and comprehensive approach to ensure the acquisition of qualified, dedicated professionals.
VR TAC QM Assessment Tool  https://www.vrtac-qm.org/focus-areas/program-performance-qm/vr-program-administration-management/hr
R&R Survey of SVRAs efforts    https://www.csavr.org/resources 
[bookmark: _heading=h.5yqn0mv06t01]Directors Forum  https://www.csavr.org/resources 
Minnesota VRS Presentation  https://www.csavr.org/resources 
Recruitment and Retention Strategies (Jerde) https://www.csavr.org/resources 
Recruitment and Retention Drs. Herbert and Yoon https://www.csavr.org/resources 

Targeting Educational Institutions
Collaborating with universities and colleges that offer programs in rehabilitation counseling or related fields can yield a steady pipeline of fresh talent. Hosting job fairs, offering internships, and conducting campus recruitment events are effective strategies.
CACREP-RSA Award List  https://www.vrtac-qm.org/focus-areas/program-performance-qm/vr-program-administration-management/hr

Utilizing Digital Platforms
Job postings on specialized online platforms like LinkedIn, Indeed, or niche boards for rehabilitation professionals can reach a broader audience. Social media campaigns can also enhance visibility.
SVRAs Recruitment Platforms
CSAVR Query – Use of social media for recruitment
Writing compelling ads that illustrate the mission-oriented focus (NC-G)

Providing Competitive Incentives
To attract and retain top talent, VR agencies must offer attractive salaries, benefits, and opportunities for professional development. Highlighting the impact-driven nature of the role can also appeal to individuals passionate about making a difference in the lives of others.
Ensuring that recruitment practices are inclusive and non-discriminatory is vital.  
VR TAC QM Assessment Tool  https://www.vrtac-qm.org/focus-areas/program-performance-qm/vr-program-administration-management/hr
2021 SVRA Salary Repository  https://www.csavr.org/operations-and-personnel
CRCC Salary Report 2021
https://crccertification.com/wp-content/uploads/2022/06/2021-Salary-Report-FINAL.pd
Recruitment and Stay Bonuses: Idaho VR Example.   https://www.vrtac-qm.org/focus-areas/program-performance-qm/vr-program-administration-management/hr
Use the PIMS Job Board to post openings

Challenges in Recruitment
While the demand for VRCs is growing, organizations often face challenges in attracting the right candidates.
Shortage of Qualified Candidates
The specialized nature of the role means there may be a limited pool of individuals who meet the required qualifications and experience.
The Top 6 Things That Employees Want in Their Next Job (Gallup)  and other articles on Recruitment Strategies:   https://www.vrtac-qm.org/focus-areas/program-performance-qm/vr-program-administration-management/hr
High Turnover Rates
Burnout and the emotionally intensive nature of the work can contribute to higher turnover, making retention as important as recruitment.  (See the Retention materials.)
Geographical Barriers
In rural or underserved areas, finding qualified professionals willing to relocate or work in those locations can be a challenge.
Competition
Organizations must often compete with hospitals, schools, and private practices for skilled counselors, necessitating unique and compelling recruitment incentives.

Recommendations from the CSAVR/TAC QM Pilot Project
· Dedicate resources (internally & externally) to the Recruitment Process.
· Adopt a hybrid work policy
· Develop a plan to make your salaries more competitive in relation to your state’s labor market.
· Review position requirements and update where needed.
· Provide multiple avenues for professional growth.
· Enhance employee engagement 
· Utilize teams for process improvements


See PowerPoint Presentation summarizing the Results and Recommendations of the CSAVR Recruitment and Retention Pilot Project below and recommendations from the Penn State University (Herbert and Yoon) study.
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Comprehensive System of Personnel Development
CSPD

he vocan)onal rehabilitation services portion of the Unified or Combined State
Plan must describe the procedures and activities the State agency will undertake
to establish and maintain a comprehensive system of personnel development
(CSPD) designed to ensure an adequate supply of qualified rehabilitation
personnel, including professionals and paraprofessionals, for the Designated
State Unit. Including:

The plan for recruitment, preparation, and retention of qualified
personnel, including personnel from minority backgrounds and
personnel who are individuals with disabilities, in coordination
with institutions of higher education and professional
organizations.
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Recruitment & Retention Pilot Project

e Guided Assessment: facilitation of an assessment process with the agency’s
leadership team to identify specific factors within their organization and externally
that are contributing to the attrition of staff and the related difficulties of recruiting
new staff to fill vacancies

e Work Plans: based on the data obtained from this assessment, assist the
leadership team in identifying priorities and developing a multi-year work plan to
address identified factors contributing to this problem.

e Coaching: provide ongoing guidance and coaching to the work team in the
agencies charged with implementing the work plan.

e Evaluation: development of evaluation protocols to measure the progress of
implementation of the work plan and assist in modifying the plan based on
additional data and feedback.

e Outcomes: evaluation of outcomes and assisting agency leadership in
developing strategies to sustain the change effort.
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Top Strategies to Recruit-Retain
Counselors (Herbert)

1. Benefits (retirement options, health insurance, tuition, and leave
time)
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Average Salaries for
Counselors-Herbert

= Baccalaureate level counselors $41,572.00
= Master’s level counselors $45,748.00

= Master’s level counselor-supervisor  $54,722.00
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