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Rather than relying on education, credentials, or past experience, a skills-based 

strategy recognizes that there are many ways to acquire knowledge and ability. 

Skills-based hiring practices help employers identify and articulate the skills 

needed in a role, and then recruit and evaluate candidates based on those skills.

What Is Skills-Based Hiring?

Uses credentials
(e.g., degrees, work 
experience, etc) to assume 
skill level.

Uses competencies 

abilities a person needs to 

attract candidates with the 
skills needed.

in the job listing

prioritization.

Distinguishes 

between required and 
preferred competencies 
(i.e., skills)

Unintentional bias in the 
job listing

away.

Inclusive and 
non-gendered language 
in the job listing 
attracts a wider pool of 

Uses unhelpful interview 
questions
(e.g., “what are your 
strengths and weakness”)

Uses behavioral and 
situational interview 
questions
that focus on relevant 

assessment 
(e.g., a personality test) 
or no assessment at all

Uses a work-based 
assessment 

tasks and tests their level of 
competency
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Are you struggling to hire and keep employees? Covid-19 has dramatically changed the labor market 
as we know it. To adapt, small businesses must change the way they recruit and hire employees.

Using inclusive, skills-based hiring practices will help your business access a wider talent pool, hire 
faster, reduce the cost of employee onboarding, and retain employees.

Why Use Skills-Based Hiring?

42% more responses: Job descriptions that use gender- neutral language lead to 42% 
more responses  and a two-week faster hiring time than those that use masculine- language  (e.g., 
assertive, dominant, competitive).

5x better hiring: Research shows that hiring for skills is 5x more predictive of job 
performance than hiring for education and 2.5x more predictive than hiring for work experience.

2.5x more engagement: Workers who strongly agree that the job description was a 

Increased equity: Women tend to apply to jobs only when they meet 100% of the job 
requirements, while men will apply if they meet 60%. Similar gaps exist for candidates of color.

Improved retention: Employees who pass a pre-hire job test have higher retention.

Skills-Based

Skills-Based Vs. Traditional Hiring:

EFFECTIVE

OUTDATED

Traditional
Uses various forms of skills assessments 
to discover and highlight candidates with 
the best skills match for the role.

• Predicts job performance
• A lot less biased
• Faster time-to-hire
• Better candidate experience
• Higher employee retention

Prioritizes education and work experience 

on-paper 

• Can’t predict job performance
• Prone to biases
• Typically slower
• Candidate ghosting
•

1. Hunter, J. E., & Hunter, R. F. (1984). Validity and utility of alternative predictors of job performance. Psychological Bulletin, 

96(1), 72–98. 

2. ZipRecrutier. Removing These Gendered Keywords Gets You More Applicants.

3. Gaucher, D., Friesen, J., & Kay, A. C. (2011, March 7). Evidence That Gendered Wording in Job Advertisements Exists and 

Sustains Gender Inequality. Journal of Personality and Social Psychology. Advance online publication. 

4. 

5. Skillful, Rework America Alliance, A Markle Initiative

6. The New York Times. Is Blind Hiring The Best Hiring. 

https://psycnet.apa.org/doiLanding?doi=10.1037/0033-2909.96.1.72
https://www.ziprecruiter.com/blog/removing-gendered-keywords-gets-you-more-applicants/

chrome-extension://efaidnbmnnnibpcajpcglclefindmkaj/https://www.hw.ac.uk/uk/services/docs/gendered-wording-in-job-ads.pdf
https://www.theatlantic.com/magazine/archive/2014/05/the-confidence-gap/359815/

https://www.nytimes.com/2016/02/28/magazine/is-blind-hiring-the-best-hiring.html 3



Your Roadmap For Hiring New Employees

Write an inclusive, 
skills-based job 
listing (page 6)

Source from a 
talented and 

diverse 
applicant pool 

(page X)

You Are 

Here

Conduct a skill-based 
screening to identify the 

(page X)

Implement skills-based 
on-boarding to get new hires 
up-to-speed and to get them 

started on the right foot (page X)

Interview your candidates 
using inclusive, 

skills-based interviewing 
practices (page X)
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Job Listings 
& Candidate 
Recruitment



Reflection Worksheet

Write down 2-3 examples of credentials you’ve used on job postings in the past, and reframe each 
one as a competency instead.

Example: 
Credential: Minimum 4 years of experience working in the banking industry
Competency: Thorough knowledge of banking and financial services
Credential #1:
Competency #1:

Credential #2:
Competency #2:

Take a moment to reflect. Why do we begin this series discussing job descriptions?

Have job requirements discouraged you from applying to jobs in the past? How could these 
requirements be reframed?



Reflection Worksheet
Choose two or three competencies to define.

What competencies could you have included in your job postings to attract a more diverse set of 
applicants?

How has your understanding of writing job postings evolved? What steps will you take to update 
your job postings in the future?



Step-By-Step Checklist: 
How To Write Job Listings

Identify the occupational skills (aka: competencies) required for the job. 

Identify the foundational competencies 
required for the job. 

Distinguish between required and preferred competencies.

Narrow the job listing down to no more than 10 competencies.

Review for credential requirements, and remove where possible.

Check your job description for bias.

Include an inclusivity statement Here’s an example:

How To Determine Preferred vs. Required Skills
SKILL TRAINABILITY

Trainable

Preferred:

Preferred:

Preferred

Required:

Preferred:

SkillsEngine
Skillful Job Posting Generator 

https://builder.skillsengine.com
https://generator.skillful.com
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Comparison:

Traditional Job Listing Skills-Based Job Listing
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Job Listing Template

Title:

Company Overview: 

Job Summary: 

Required Skills:

Preferred Skills:



Step-By-Step Checklist: 
How To Recruit Candidates

Review Your Past Applicants

Build Your Own Local Pipeline

•

•

Before You Begin

(Optional, But Encouraged)

•
•
•
•
•

https://www.mightyrecruiter.com
https://www.jobscore.com
https://www.seekout.com
https://opportunityatwork.org
https://www.google.com/url?q=https://www.dcnetworks.org/&sa=D&source=docs&ust=1688062572774542&usg=AOvVaw13-RbdTuSdCTmbCqLKv_Pf

https://www.mightyrecruiter.com
https://www.jobscore.com
https://www.seekout.com
https://opportunityatwork.org
https://www.google.com/url?q=https://www.dcnetworks.org/&sa=D&source=docs&ust=1688062572774542&usg=AOvVaw13-RbdTuSdCTmbCqLKv_Pf
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Post Your Job Listing Online.
Expand your sourcing channels by posting on as many job boards as possible, with an emphasis 
on diversity-focused job boards. Here are a few suggestions to get your started:

Ready To Start Hiring?

Share Your Job Listing With Local Community Groups
Reach a more diverse set of candidates by sharing your job opening with local community groups 

Kitchen, or a neighborhood church.

Look For Candidates Outside Your Industry
Expanding beyond the target role or industry opens up huge pools of talent exposing new ways 

that could translate into a role as a salesperson or executive assistant.

• Disabled: 

• Veterans: Veteran Recruiting, Hire Purpose

• Criminal records: Honest Jobs

• LGBTQ: 

• Black and Hispanic: 

system, direct applicants to apply 

wherever that may be, instead of 
applying on each individual platform to 

application in the job listing.

• Female: 

• Immigrant and refugee:

• Local Universities: 

• Local Residents: 

https://www.gettinghired.com https://www.google.com/url?q=http://recruitdisability.org/&sa=D&source=docs&ust=1688063420564843&usg=AOvVaw2u7JWQzP0YiJXex1SoHF48
https://www.hireautism.org/

https://veteranrecruiting.com https://hirepurpose.com

https://www.outforundergrad.org/become-a-sponsor https://pink-jobs.com/

https://www.honestjobs.com/

https://campuspride.jobs/ https://outandequal.org/

https://www.pdnrecruits.com/
https://www.jopwell.com/careers https://diversity.com/

https://www.ihispano.com/ https://www.blackcareernetwork.com/
https://www.blackcareernetwork.com/ https://www.blackjobs.com/
https://jobboard.hlpa.com/main/clients/products

https://jobboard.hlpa.com/main/clients/products

https://fairygodboss.com/ https://powertofly.com/ https://www.careercontessa.com/ https://themomproject.com/

https://www.google.com/url?q=https://ampliorecruiting.com/&sa=D&source=apps-viewer-frontend&ust=1688147271369899&usg=AOvVaw3cY926VHntLQOuuG2NzBNf&hl=enhttps://www.upwardlyglobal.org/

https://joinhandshake.com/employers/

https://dcworks.dc.gov/
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Tools & Resources 
For Writing Job Listings & Recruiting Candidates

Get Help Writing Your Job Listings 
& Identifying Competencies

• Skillful Job Posting Generator (Free)
• SkillsEngine (Free)
• O*Net (Free)

Local DC Job Boards:
• Local Universities: All of the local colleges 

and universities (including Howard 
University and University of the District of 
Columbia) use the platform Handshake for 
job listings. It is free to join.

• Local Residents: DC Works 

Analyze Your Job Listings For Bias
• Gender Decoder (Free)
• eploy (Free)
• Applied (Paid)
• Ongig (Paid)
• Textio (Paid)

• Disabled: Gettinghired, Recruit 
Disability, Hire Autism

• Veterans: Veteran Recruiting, Hire 
Purpose

• Criminal records: Honest Jobs

• LGBTQ: Out for Undergrad, Pink 
Jobs, Campus Pride, Out & Equal

• Black and Hispanic: Jopwell, 
Diversity.com, PDN Recruits, 
iHispano, Black Career Network, 
Black Jobs, Hispanic/Latino 
Professionals Association (HLPA)

• Female: Fairygodboss, PowerToFly, 
Career Contessa, The Mom Project

• Immigrant and refugee: Upwardly 
Global, Amplio Recruiting

Applicant Tracking Systems & 
Hiring Platforms:

• Seekout 
• Opportunity@Work 
• Mathison
• YUPRO
• Turning Basin Labs
• MightyRecruiter (Free)
• JobScore 
• DC Works (Free)

DC Internship & Apprenticeship 
Programs
• School Year Internship Program 

This Department of Employment Services 
(DOES) program partner with DC-based 
employers to provide meaningful and 
constructive work experiences for District 
youth ages 14 - 21. DOES directly pays the 
wages of youth participating in the 
program, so there is no cost to you (the 
employer). 

• Summer Youth Employment Program
This initiative sponsored by DOES partners 
with DC-based employers to provide 
enriching and constructive summer work 
experiences for youth ages 14 - 21 
through subsidized placements in the 
private and government sectors. DOES 
directly pays the wages of youth 
participating in the program, so there is no 
cost to you (the employer). 

• DCPS Career Bridge Program
This program provides high school seniors 
with the opportunity to participate in 
professional skill building and internship 
opportunities. Their wages are covered by 
DCPS, at no cost to the employer. 

https://www.gettinghired.com https://www.google.com/url?q=http://recruitdisability.org/&sa=D&source=docs&ust=1688063420564843&usg=AOvVaw2u7JWQzP0YiJXex1SoHF48
https://www.hireautism.org/

https://veteranrecruiting.com https://hirepurpose.com

https://www.outforundergrad.org/become-a-sponsor https://pink-jobs.com/

https://www.honestjobs.com/

https://campuspride.jobs/ https://outandequal.org/

https://www.pdnrecruits.com/
https://www.jopwell.com/careers

https://diversity.com/
https://www.ihispano.com/ https://www.blackcareernetwork.com/
https://www.blackjobs.com/

https://jobboard.hlpa.com/main/clients/products

https://jobboard.hlpa.com/main/clients/products

https://fairygodboss.com/ https://powertofly.com/
https://www.careercontessa.com/ https://themomproject.com/

https://www.google.com/url?q=https://ampliorecruiting.com/&sa=D&source=apps-viewer-frontend&ust=1688147271369899&usg=AOvVaw3cY926VHntLQOuuG2NzBNf&hl=en
https://www.upwardlyglobal.org/

https://joinhandshake.com/employers/

https://dcworks.dc.gov/

https://www.google.com/url?q=http://recruitdisability.org/&sa=D&source=docs&ust=1688063420564843&usg=AOvVaw2u7JWQzP0YiJXex1SoHF48

https://hirepurpose.com

https://pink-jobs.com/

https://www.upwardlyglobal.org/

https://generator.skillful.com/
https://builder.skillsengine.com
https://www.onetonline.org/

http://gender-decoder.katmatfield.com
https://www.eploy.co.uk/resources/toolbox/check-my-job/

https://www.beapplied.com/job-description-analysis-tool-signup
https://www.ongig.com/text-analyzer#/
https://textio.com/

https://www.seekout.com/
https://opportunityatwork.org/
https://www.mathison.io/
https://yupro.com/
https://www.turningbasinlabs.com/
https://www.mightyrecruiter.com/

https://www.jobscore.com/
https://www.google.com/url?q=https://www.dcnetworks.org/&sa=D&source=docs&ust=1688067192883690&usg=AOvVaw1fdzJRVm0-Il0OR3igsq_-

https://does.dc.gov/service/school-year-internship-program

https://does.dc.gov/service/mayor-marion-s-barry-summer-youth-employment-program

https://dcpsinternships.org/career-bridge-program/

13



Candidate 
Interviewing 
& Evaluation



Reflection Worksheet
Take a moment to reflect on whether you would call either candidate in for an interview and how 
the activity has altered your approach to screening.

Try to develop a skills assessment.
Specify a competency:

Consider how you might assess for that competency:

Outline what the assessment for the competency will look like:



Reflection Worksheet

Look at each of these biased, traditional interview questions below. How would you update these 
questions to make them skills-based?

What’s your biggest weakness?

What was your highest level of education?

Why did you choose this career?

Record any reflections you have on these types of interview questions.
What are your strengths and weaknesses? 

Why are you a good fit for this job?

What do you enjoy doing outside of work?

Tell us about our company – what do you know?



Step-By-Step Checklist: 
How To Screen, Interview & Evaluate 

Candidates

Use A Screening Guide To Review Applications
Use a screening guide that lists the required 
skills for the job to the reviewer fairly and 
consistently evaluate candidate applications. 
Don’t work just from memory, which can bias you 
simply to replicate folks who currently hold the 

 If you are using an Applicant Tracking 
System to automatically screen candidates, 
carefully review your screening criteria and 
try to reduce your reliance on the 
automatic screening process. Automatic 
keyword searches or criteria requiring a 
4-year degree can remove top candidates 
before you have a chance to evaluate them. 

Candidate evaluation is when you use a skills-based approach to review, screen, and interview 

Step 1: Screen Your Candidates

Mask The Names On The Applications (Optional, But Encouraged)
Hiding the name of the candidate on the application helps reduce bias during the initial 
application review.

Send Candidates A Pre-Screening Assessment (Optional, But Encouraged)

resume.   Depending on the job, pre-screen assessments may enable you to quickly validate key 
skills and identify top candidates. 

• These assessments can include short answer questions, mini-tests, and work samples. You 

• Keep the pre-screen assessment short – no more than 5-10 minutes long. 

Check To Make Sure Your Interview Pool Is Diverse
Before you move on the interview step, make sure there is diversity among those you have chosen 
to interview. Research shows that the racial and gender composition of your interview pool has a 
big impact on selection. If there is only one woman or person of color in a pool, they have virtually 
no chance of being hired. Before moving on to the next step, make sure you interview at least two 
candidates for each group of focus (e.g., people of color, non-degree holders).

required skills. At this phase of the process, the only question you should focus on is: does the 

17



Choose Which Employees Will Conduct The Interviews
Your interview panel should include racial and gender diversity to help 1) communicate that you’re 
serious about diversity, 2) show candidates that there are leaders like them at the organization, and 
3) check unconscious bias of interviewers.

Step 2: Prepare Your Interview Tools

Create An Interview Guide
A skills-based interview guide helps the interviewer assess each candidate consistently and 
makes it easier to compare responses across interviews. 

• The guide should align with the required and preferred skills listed within the job description. 

• Use behavioral questions that ask how a candidate has acted in the past (e.g., “Tell me about a 
time when…”) and situational questions that ask how a candidate would respond to a 
situation (e.g., “What would you do if…”).

• Avoid asking about things outside the job scope or items that do not directly relate to a 
competency you’re evaluating. Questions like “What do you do for hobbies outside of work” 
are not inclusive and can introduce bias into the process.

• Do not include questions that could reveal information about their citizenship status, family 
status, age, ethnicity, or disability. These questions violate a candidate’s rights under the US 
Equal Employment Opportunity laws.

• See page X for an interview guide template.

Develop A Work-Based Assessment To Evaluate Ability
Work-based assessments force candidates to go beyond talking about their skills to 
demonstrating them. Consider adding some sort of simulation / work assignment as a step in the 
interview process to distinguish between top candidates. 

• Assessments during the interview process can be more involved than pre-screen 
assessments. 

• You 

• See page X for an example of a work-based assessment

Create A Candidate Evaluation Rubric
Use rubrics to evaluate and compare candidates across the interview process. The rubric should 
outline the skills interviewers should evaluate candidates on and provide benchmarks to help 

candidate’s skills align to the role. Forcing an interviewer to write out their rationale for why they 
support or do not support a candidate can help combat implicit bias.

•
the team’s capacity to train a new hire. Set this standard prior to interviewing candidates.

• See page X for an evaluation rubric template.

unintentionally screened out as interviewees select candidates most like themselves. This process 

prevents employers from hiring the best talent for the role.

18



Step 3: Interview Your Top Candidates

Create An Inclusive And Accessible Interview Environment

•

• If 

Stick To The Interview Guide

Focus On What They Say, Not How They Say It

Fill Out The Candidate Evaluation Rubric Immediately After The Interview

Conduct A Debrief Session

Remember: Do Not Ask Personal Questions

should not 

•

•

•

•

•

•

•

19



Candidate Screening Guide Template
Instructions for use: Use the template below to organize your initial resume/candidate screening 
process. Fill in the required competencies. The screening guide should only screen for 
competencies/skills that are required (not preferred skills).

It might be helpful to add the definition of each competency for reference. Each person reviewing the 
applications/resumes should use a screening guide to review the resume. 

Each reviewer should add a check mark if they have a competency, question mark if they might, and X 
mark for competencies they are missing in the boxes next to the competencies. Then the reviewer 
should decide if the candidate will proceed to the next round.

[First Required Competency] - [Competency definition]

[Second Required Competency] - [Competency definition]

[Third Required Competency] - [Competency definition]

[Fourth Required Competency] - [Competency definition]

[Fifth Required Competency] - [Competency definition]

[Sixth Required Competency] - [Competency definition]

Applicant Name: Date:

Reviewer:

[First Required Competency] - [Competency Definition]

[Second Required Competency] - [Competency Definition]

[Third Required Competency] - [Competency Definition]

[Fourth Required Competency] - [Competency Definition]

[Fifth Required Competency] - [Competency Definition]

[Sixth Required Competency] - [Competency Definition]



Interview Guide Template

Instructions for use: Use the template below to develop your interview questions. The questions should 
be the same for each candidate. Each question should focus on evaluating one specific skill. You can ask 
questions to evaluate both required and preferred skills. 

Use behavioral questions that ask how a candidate has acted in the past (e.g., “Tell me about a time 
when…”) and situational questions that ask how a candidate would respond to a situation (e.g., “What 
would you do if…”).

Question 1: Write The Question Here

Skill Being Evaluated: [Write down the skill you’re evaluating here]

Candidate’s Answer:

Question 2: Write The Question Here

Skill Being Evaluated: [Write down the skill you’re evaluating here]

Candidate’s Answer:

Question 3: Write The Question Here

Skill Being Evaluated: [Write down the skill you’re evaluating here]

Candidate’s Answer:

Write The Question Here

Write The Question Here

Write The Question Here

[Write down the skill you're evaluating here]

[Write down the skill you're evaluating here]

[Write down the skill you're evaluating here]



Question 4: Write The Question Here

Skill Being Evaluated: [Write down the skill you’re evaluating here]

Candidate’s Answer:

Question 5: Write The Question Here

Skill Being Evaluated: [Write down the skill you’re evaluating here]

Candidate’s Answer:

Interview Guide Template

Note: Repeat as needed based on the number of questions you intend to ask during the interview.

Write The Question Here

Write The Question Here

[Write down the skill you're evaluating here]

[Write down the skill you're evaluating here]



Candidate Evaluation Rubric

Hiring Position Title:

Interviewer’s Name:

Rating Scale

4 - Far Exceeds Requirements

3 - Meets Requirements

2 - Below Requirements

Highest skill set evident. Demonstrates competency accurately, 
consistently, and independently. 

Strong skill set evident. Demonstrates competency accurately and 
consistency with minimal follow-up required.

Demonstrates competency inconsistently. 

Fails to demonstrate competency. 

To download an editable version of this template, visit the Candidate Evaluation course.

Candidates

Criteria

Skill #1

Skill #2

Skill #3

Skill #4

Skill #5

Work-Based 
Assessment

Candidate 
Name

Candidate 
Name

Candidate 
Name

Candidate 
Name

Candidate 
Name
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Example Work-Based Assessment

Interpersonal skills are crucial for recruiters developing partnerships with community organizations such as 

1. Identify 3 community organizations to reachout to.

2. What department at the organization will you be contacting?

3. How will you initiate contact with the organization(e.g.,cold call, event, etc.)? 

4. What will you say when you initiate contact?

5. What approaches will you take to determine if their students or participants are 
the customer representative roles?

Position: Recruiter

Main Competency: Interpersonal Skills

Additional Competencies: Writing and process improvement

Instructions:
In order to complete this assessment, you will have 30 minutes and access to a computer with 
an internet connection to conduct research. Please provide a Word document with answers to 

during your interview.

Your Task:
You are going to be responsible for building partnerships with community organizations to 
develop recruitment channels to hire their participants and students for customer representative 

the following preparations:

24



Tools & Resources 
For Candidate Interviewing and Evaluation

Pre-Hire Skill Assessments
• GapJumpers (Paid) Custom assessments and masks application materials
• Pymetrics (Paid) Pre-set behavioral pre-hire assessments
• Togglhire (Free & Paid Versions) A skills assessment platform

Evaluate EEOC Compliance of Assessments
• SHRM (Paid) 
• EEOC Guidance

Mask Application Materials To Reduce Bias:

• Entelo Diversity, equity, and inclusion software that helps businesses automate sourcing, screening, 
and employee engagement.

• Diversity TalVista Applicant tracking system with a job description optimizer, redacted resume 
review, and structured interviews 

• Pinpoint Applicant tracking system with blind recruiting built in

Resources For Writing Skills-Based Interview Questions:

• Competency-Based Interviewing: Key Concepts for Managers (Indeed.com)
• Competency Based Interview Questions to Ask Job Seekers (Lever.co)

Bias Training Providers

• Managing Unconscious Bias (Free) Facebook training series
• Paradigm (Paid)

25



CASE STUDIES: 
The Case For Skills-Based Hiring

In 2013, JetBlue decided to implement a skills-based approach to hiring reservation agents.

JetBlue Switches To Skill-Based 

• The Problem: Reservation agents require extensive training before talking with customers, 
and completion rates among new hires were low.

• The Solution: Talent leaders conducted focus groups, interviews, and job shadowing to 
identify the skills most essential for success in training and on the job. They then redesigned 
their interview process to focus on a call simulation test that assesses those critical skills.

• The Impact: 25% decrease in attrition during training. Scores on the assessment also became 
good predictors of performance. JetBlue is now working to extend a skills-based approach to 
all customer-facing roles. Learn more.

representation beyond the most elite universities.

Clifford Chance Implements College-Masked Hiring

• The Problem: After reviewing a study that revealed that attending one of the UK’s elite 

decided to make a change. They knew that limiting hiring to a narrow set of universities was 
homogenizing their workforce and preventing them from reaching top talent. As one senior 
employee put it: “We’re looking for the gems and they’re not all in the jeweler's shop.”

• The Solution:
from seeing information on where a candidate went to university during the interview 
process.

• The Impact:
schools represented in its entry-level hiring program, accepting candidates from 41 
institutions. Learn more.

Intel Switches To Diverse Interview Panels

• The Problem: 

• The Solution:
at least two women and / or people of color.

• The Impact:

26



CASE STUDIES: 
The Case For Skills-Based Hiring

Airbnb Increases Women Hired In Data Science Positions

• The Problem: Despite representing 30% of applicants, in 2016, women made up only 10% of 
new data scientists.

• The Solution:

candidates.

• The Impact:
representation of female data scientists at the company rose from 15% to 30%. Learn more.

Microsoft Removes Barriers For Autism Applicants
• The Problem: Despite possessing a number of traits well suited for complex work, 90% of 

adults and 85% of college graduates with autism in the US are unemployed.

• The Solution:

The program includes explicit outreach to autism communities, awareness training for 

transition to the company.

New 

disability awareness training

• The Impact:
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About This Program

The Talent Development Technical Assistance (TDTA) initiative supports District 

businesses in adopting inclusive, skills-based hiring practices. The initiative 

business-facing tools and resources, highlighting best practices to widen the 

talent pool, decrease recruitment and hiring time, reduce costs for training and 

employee onboarding, and improve retention rates.

The TDTA is a program of the DC Workforce Investment Council (DC WIC)—the 

District’s state and local workforce investment board. The TDTA program is being 

implemented by District Bridges, a community ecosystem development 

What Is the WIC?

The District’s Workforce Investment Council (WIC) is a private-sector led board 

responsible for advising the Mayor, Council, and District government on the 

development, implementation, and continuous improvement of an integrated and 

representatives from the private sector, local business representatives, 

About District Bridges

vitality by bridging community engagement and economic development 

Founded in 2005 by neighbors in Columbia Heights, our values of relationship, 

collaboration, innovation, diversity, action-oriented, fun, story, and inclusion drive 

covering ten neighborhoods and serving over 900 businesses: Chevy Chase, 

Cleveland Park, Columbia Heights and Mount Pleasant, Lower Georgia Avenue, 
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