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CLA is the 8th largest accounting firm in the US, experienced in delivering integrated wealth
advisory, digital, audit, tax, consulting, and outsourcing services to help our clients turn
challenges into opportunities.

60+ years in business
8500+ employees
CLA exists to 130+ locations
create opportunities — S2+ billion revenue
for our clients, our people, 16 industries

and our communities. 20 service capabilities
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CLA exists to

create opportunities —

for our clients, our people,
and our communities.
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The information herein has been provided by
CliftonLarsonAllen LLP for general information
purposes only. The presentation and related materials,
if any, do not implicate any client, advisory, fiduciary,
or professional relationship between you and
CliftonLarsonAllen LLP and neither CliftonLarsonAllen
LLP nor any other person or entity is, in connection
with the presentation and/or materials, engaged in
rendering auditing, accounting, tax, legal, medical,
investment, advisory, consulting, or any other
professional service or advice. Neither the presentation
nor the materials, if any, should be considered a
substitute for your independent investigation and your
sound technical business judgment. You or your entity,
if applicable, should consult with a professional advisor
familiar with your particular factual situation for advice
or service concerning any specific matters.

CliftonLarsonAllen LLP is not licensed to practice law,
nor does it practice law. The presentation and
materials, if any, are for general guidance purposes and
not a substitute for compliance obligations. The
presentation and/or materials may not be applicable
to, or suitable for, your specific circumstances or needs,
and may require consultation with counsel,
consultants, or advisors if any action is to be
contemplated. You should contact your
CliftonLarsonAllen LLP or other professional prior to
taking any action based upon the information in the
presentation or materials provided. CliftonLarsonAllen
LLP assumes no obligation to inform you of any changes
in laws or other factors that could affect the
information contained herein.




Agenda and Objectives

Labor market update

Insights on the hot topics of "Attracting & Recruiting, Hiring, and Retaining
Top Talent within Nonprofits"

Inventive practices for building a culture that attracts top talentin a
competitive market

Recognize opportunities to implement alternative staffing strategies to
support business operations and reduce stress on your teams
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Economic Data — The Foundation
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US Wages and Salaries Growth — 7.25%
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TRADINGECONOMICS.COM | U.S. BUREAU OF TCONOMIC ANALYSIS

Best Practice: Employees and candidates also know this information. Increases less than 7.25% may cost you much more in
productivity, morale, turnover, theft, etc. Consider your risks.
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Job Openings by State

State job openings rates, March 2023, seasonally adjusted
Total U.S. job openings rate: 5.8%

Il 5.9°: and above
B 5.3% to 6.8%

[l 5.79% to 6.29%
Hover over a state to see data. [fls5.4% to5.6%
Hover over legend items to see states in a category. 5.3% and below

Source: U.S. Bureau of Labor Statistics.
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Civilian Unemployment Rate

Civilian ployment rate, onally adjusted
Click and drag within the chart to zoom in on time periods
— Total —— Men, 20 years and over —— Women, 20 years and over — 16 to 19 years old
—— White —— Black or African American — Asian —— Hispanic or Latino
Percent
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Hover over chart to view data.

Note: Shaded area represents recession. as determined by the National Bureau of Economic Research.
Persons whose ethnicity is identified as Hispanic or Latino may be of any race

Fertility rate, total (births per woman) - United States

(1) United Nations Population Division. World Population Prospects: 2022 Revision. ( 2 ) Census reports and other statistical
publications from national statistical offices, ( 3 ) Eurostat: Demographic Statistics, (4 ) United Nations Statistical Division.
Population and Vital Statistics Reprot ( various years ), ( 5 ) U.S. Census Bureau: International Database, and ( 6 ) Secretariat of the
Pacific C ity: Statistics and Di graphy Pr
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2023 National Business Trends

Number of Respondents = 1167 \ Report Cut: National

14. How satisfied are you with your current effo Recruit L = Onboard __Retain

recruit, onboard, and retain employees 2 #or ot aar ot G of %ok

? onses | Responses | Responses | Responses | Responses | Responses

Not at all satisfied K 11.65% 30 2.59% 65 5.62%
Somewhat dissatisfied 366 31.58% 141 12.18% 290 25.06%
Neither satisfied nor dissatisfied 186 16.05% 240 20.73% 189 16.34%
Somewhat satisfied 379 32.70% 502 43.35% 452 39.07%
Very satisfied 93 8.02% 245 21.16% 161 13.92%
15. Which job groups are the most challeng_lhg toyou Recruitment ‘ Onboarding Retention

with regards to recruitment, onboarding, and # of % of #of 9% of #of % of
retention? : | Responses | Responses | Responses | Responses | Responses | Responses
Senior management 302 25.88% 79 6.77% 98 8.40%
Middle managers 402 34.45% 107 9.17% 234 20.05%
Professional staff (non-managers) S8y 49.96% 131 11.23% 412 35.30%
Skilled production workers 555 47.56% 142 12.17% 409 35.05%
Unskilled production workers 360 30.85% 112 9.60% 355 30.42%
Entry-level office workers 307 26.31% 79 6.77% 269 23.05%
Entry-level non-office workers 239 20.48% 84 7.20% 220 18.85%
Experienced workers (25+ years of experience) 257 22.02% 41 3.51% 161 13.80%
Service Workers 259 22.19% 76 6.51% 207 17.74%
Other 50 4.28% 17 1.46% 36 3.08%
None 47 4.03% 81 6.94% 57 4.88%
Source: 2022 Employer Associations of America (EAA) — 2023 National Business Trends
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Attracting & Recruiting GREAT Talent
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Compensation & Benefits - #1 starting point

Composite Cost of Living Index
2022 Annual Averages

Individual Organisational
Examples Examples

Self-
actualization

Esteem needs

Affiliation/
Belongingness/Social needs

Safety/Security needs

Basic Physiological needs

Source: https://meric.mo.gov/data/cost-living-data-series Maslow’s Hierarchy of Needs
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Compensation & Benefits - #1 starting point

How Much is Enough in Washington?

The Self-Sufficiency Standard calculates how much income families of various compositions
need to make ends meet without public or private assistance, varied by county.

The Self-Sufficiency Standard Varies By County

Self-Sufficiency Standard (Hourly)
$1612-51956 [l s19.65-521.32 [JJ] s21.54-s24.07 [ s24.20-s28.10 [J] 520.11-s3750

connc, IR
Av
‘ N

Source: University of Washington - 2020
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Location, Location, Location

Best Practice: Candidates want remote work, and they will sacrifice a lot to get it. Consider your options carefully. Look around.

‘m ©2023 CliftonLarsonAllen LLP 15
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Mission, History, and Leadership Team

MISSION VISION Dell Technologies Company History

ow

!

Does this deeply align with the candidate’s purpose and why?

‘m ©2023 CliftonLarsonAllen LLP 16




Hiring Referral Programs -

HAVE YOUR EVERCARE
PEOPLE cALL

Key Factors for Creating a Successful OUR PEOPLE!

Employee Referral Program
Identify hiring priorities Communicate all necessary
y 9P details to the workforce
clearly
Organize a question-answer
session with employees
Explain how the incentive or
rewards system works

Key Steps involved in launching an
Employee Referral Program

You & EverCare -

- We've got a great thing going. We want to work

with more people like you. Let your good friends
in'on our good thing & refer them to EverCare.
ail

\:

"‘ \ REGISTERED NURSES * PHYSICAL THERAPISTS

[ ‘home care and/or managed care experience required

— o

Establish key policy parameters

y policy p: s UP. No connection?

you HOO'IE‘ X YOU UP. No problem.
WELL 0C You can enjoy a few cool

perks for each qualified

For every referral you make that leads to a successful hire, referral, even if we

you'll get to pick one of the items below: decgncliomova

forward with the referral.
$500 Cash

‘Go ahead and get yourself something nice!

Set goals and allocate

resources
Training on the technology
platform

5
qual e
A Night for Two | L

Botsford Briar Bed & Breakfast, Beacon (botsfordbriarcom) A SIVEAwayiy
S Donerf Roundhouse foundhomsebeacon omrcoman)

Choose the right technology
platform
Post-go-live support
Monitoring the performance
of the program

Identify common challenges

Day of Fun with the Kids

Giftcertificates for family fun at The Castie in Chester,
to caich a movie, and to bow a few frames.

$500 Donation

to charity of your choice.

Visit Human Resources for more details or to complete an Employee Referral Form.
st oot it MRt -

Aoptcat e b posing. Piase o Ho e taks. g e o

Best Practice: Do you include residents in your referral programs? What about partners/”trusted advisors”?

&ilA' ©2023 CliftonLarsonAllen LLP

Leadership Engagement & Ownership

LEADERSHIP LESSONS from EXTREME OWNERSHIP
1. Extreme Ownership

2. No Bad Teams, Only Bad Leaders IR
. Believe
. Check the Ego OWNERSHIP
. Cover and Move How

U.S. NAVY
SEALS
LEAD avo WIN

. Prioritize and Execute
. Decentralized Command

3
4
5
6. Simple
7
8
9

. Plan
10. Leading Up and Down the Chain of
Command.

11. Decisiveness and Uncertainty
12. Discipline Equals Freedom — The
Dichotomy of Leadership

<4

Lean East”

Best Practice: A) Leaders must own the hiring of key leaders in the organization. What if the CEO of an organization you
respect, called you and offered to spend time getting to know you — would you listen?
B) Build your bench, constantly, before you need it.

&ilA' ©2023 CliftonLarsonAllen LLP
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Technology Matters =
A LOT!

Recruitment technology solutions

recruitment
technology
solutions

5 Signs Your Business Needs an Applicant Tracking System

@) (%) ® i) (=)

Your business High employee Exhausted HR Hiring during
is growing turnover staff pandemics
4y TRLENTLYFT

Google

€]
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Diversity, Equity, Inclusion

Have we looked around the room lately? https://youtu.be/h1YHal6ZA2k

€]
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Leadership and Board Alignment & Education

a4

Best Practice: Discuss and review team compensation annually. Conduct wage studies every 2 years — compare and share
©2023 CliftonLarsonAllen LLP

with the Board.

21
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2000: Th

2000 QB Draft Class

Hiring GREAT Talent

Nope | haven't forgot
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Organized, Formal, and Informal Hiring Processes

Dress code Conversation Setting

Formal
Interview

Informal ”

Interview

Best Practice: Have a balanced approach — include BOTH informal and formal. Grab a meal together — start strong!

&ilA' ©2023 CliftonLarsonAllen LLP
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Low Stress, Easy, Fun Hiring Process

https://youtu.be/-HrPr61QNac

€]
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Cast a wide net! a,.

PERSONNEL l & Y

“It seems you hop from job to job.”

Best Practice: Re-evaluate every skill/experience as a potential barrier to talent pool. Create Critical Success Factors based on
Competency, Chemistry, and Competency

&ilA' ©2023 CliftonLarsonAllen LLP

I 4

25

Barriers to Entry

How many of your organizations currently require vaccination?
How many of your organization’s currently pre-hire test for Marijuana?

How many of your organizations include no cost transportation (bus passes/bridge
passes, etc.) to employees in need?

Do candidates “need” “experience” within specific industries (such as senior living)
in certain roles?

Review and revise education requirements.
Non-compete agreements — FTC proposes a ban (1/5/23)

“Noncompetes block workers from freely switching jobs, depriving them of higher wages and better working
conditions, and depriving businesses of a talent pool that they need to build and expand.”

&ilA' ©2023 CliftonLarsonAllen LLP
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Transparent, Genuine Communication w/Timelines

Core
Values

Vision &

Mission

Honest

Relationships

Building

Trust

Htechnofunc

Authentic
Leadership

www.technofunc.com

Self

Awareness

Openness

Ethics

Best Practice: Call every candidate that didn’t get the job, thank them, and ask them to please reapply in the future.
Communicate the hiring timeline, follow the timeline, follow up.

€]
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Talent is at a PREMIUM — be reasonable and fair

€]
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Understand and empathize with candidates’ risks

What’s happening in the industry?
How does the organization make money?

Contracts?
Is the organization financially sound? Growth? Risk of purchase?

What are the organizations other obligations?
Why do | want to make less and work just as hard? “Non-Profit Mission”

What issues are being inherited? Legal?
Do | like the leadership team, and willing to entrust them with my career?

Headline: High Staff Turnover at U.S. Nursing Homes Poses Risks for Residents’ Care
A new study highlights the persistent problems caused by an unstable work force, an underlying threat that may have led to staggering death tolls in the pandemic.

New York Times Headline — March 2021:

“Other industries with hourly pay receive 21-25 applicants per job compared to 13-15 applicants for senior living.”
Jacquelyn Kung, CEO Activated Insights/Great Place to Work. 2022 NIC Conference

m ©2023 CliftonLarsonAllen LLP 29
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Growth

Personal and professional goals are broken
down into three time-based categories:

Short-term Long-term Lifetime
These are goals that Long-term goals Any goal that takes you
you can complete take anywhere from five years or more to
within a few months a year to five years achieve is considered a
to a year. to complete. lifetime goal.

m ©2023 CliftonLarsonAllen LLP 30
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Assessments are Invaluable!

DOMINANCE INFLUENCE
e Direct e Qutgoing
* Results-oriented e Enthusiastic
e Frm ¢ Optimistic
e Strong-willed * High-spirited
e Forceful e Lively
e Analytical * Even-tempered
* Reserved e Accommodating
* Precise e Patient
* Private e Humble
e Systematic e Tactful
CONSCIENTIOUSNESS STEADINESS
Best Practice: Use a combination of short assessments (incl. EQ) to evaluate candidates. Use this in support and context, not as rule
out tool.
@ ©2023 CliftonLarsonAllen LLP 31
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Retaining GREAT Talent

“Continuity in sports and in general is very important.
Continuity can create a margin of error that’s difficult for

other teams to catch if you do the right thing.”
Tom Brady

“The annual turnover rate among senior living workers is

currently about 85%.”
Jacquelyn Kung, CEO Activated Insights/Great Place to Work. 2022 NIC Conference

©2023 CliftonLarsonAllen LLP. CLA (CliftonLarsonAllen LLP) is an independent network member of CLA Global. See CLAglobal.com/disclaim
Investment advisory services are offered through CliftonLarsonAllen Wealth Advisors, LLC, an SEC-registered investment advisor.




Leadership, Communication, Visibility

/" GoodMamagers

EXDOSUI® - __ ,.ci0n ————— Visibility

/" Greatleaders

Forward Image €—T PrePare ————_p peverse Image
Up Productivity <—— ProtesS ™ prive Innovation
Provide Status <« Measure —————p povide Insights
Find Solutions < EM838€ ~———p Team Strengths
Resolve Issues w—T Anticipate ————_p atrack Risks
Reactive Help < Collaborate ———__, Proactive Help

KW ‘_7—-—-— Ownership —mt Accountable j

Good Managers excel at solving problems... that Great Leaders avoid.

Best Practice: Great leaders are rarely in their office. MBWA.

@ ©2023 CliftonLarsonAllen LLP 33

{ 4

n ‘Companies with an effective n Companies that provide the

new hire retention by

Compensation Retention e —
& 82%

o .25%
i % lower employee turnover

Strategies
79%

would decline a job
No offer for inaction against

unethical behavior
Retention Bonus %

Organizations with a reco nition-

focus on employee
experience to
increase retention
rich culture have o lower vo untury

turnover rate of up to

u S1% ﬁii&g’

Human res ou ce leaders udm 14
The average employee exit costs employee bu ging

16% .. 213% .

of their annuol salory

& emmaraovoroe R
3
10
A 70%
o

would leave a company
for better development
d | i

A Bonus Or Paid To Existing
Incentive Employees

For Staying In The
Same Company

Best Practice: Consider a sign on bonus AND significant retention bonuses. What is your cost of turnover? Share the equity.

{!A. ©2023 CliftonLarsonAllen LLP 34
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TOTAL COMPENSATION

[ Compensation System J

[

[ Indirect compensation J

[ Direct compensation }

[ Base pay ] [Merit pay]

[oumy ) [wese |

|

Protection Pay for Time
Programs Not Worked
* Medical insurance * Vacations
o Life insurance » Holidays
© Disability income e Sick leave
* Pension * Jury duty
© Social Security

Services and Incentive Deferred
Perquisites Pay Pay
© Recreational * Bonus ® Savings plan
facilities + Commission ® Stock purchase
e Car ® Piecerate * Annuity
* Financial planning * Profit sharing
® Low-cost or free * Stock option

meals

 Shift differential

15 REASONS WHY NONPROFIT
EMPLOYEES QUIT

BE A BOSS! MANAGE YOUR BOARD WITH WWW.SOARDDIRECTOR.CO TODAY!

1 UNDERPAID 3 POOR LEADERSHIP & &
Sy o ot ko erscg hch Poorleaders harm every member of thei team and the entive | O _|
e My nonrots igge 0 g u‘mmammwmmm el /)
et bt g oy o 0w el Leadrsi s mprove 5.

2 NO UPWARD MOBILITY »

1 POOR VISION
it f ooty o sdmemen s Ll
ey s ol il e ht g ) oor vlon makes evn he bt smloyes s ffctive
e 6 R el ey dort i e g
e A s vison sts e Grection i o

3 EXCESSIVE WORKLOADS

ey T et v e e il POOR COMMUNICATION
1013 heavie wrkioad this cancause them 10 bur out.

Poor commscation s the eness ofsecond-gucsing,
e s 2e s rensl s e
information s locked it sos axd rmors thrive

© NOT PROMOTING FROM WITHIN
g poon ¢ T et P v 12 POOR CULTURE

ing talnt within e oy
FromE it side from the unplessantnes,bad cuure is 0 bad

forcuess Sicsedl people i (o iy i
800 cultre rives long-term financil performance.

-

5 LAGK OF GAREER DEVELOPMENT
e —
m...n.mmmm.u’lommm 1 NO JOB EVALUATIONS
v v eer o s B
ko e oo ey
swengths and weaknesses and help develop |
e They 350 help revea nd reempt ny roplems.
6 NO MENTORING PROGRAM e
Lk o st g s
o et i o W INFLEXIBLE WORK SCHEDULES
by o o e =

Research shows the beneisof flexble work environments.
whichnchde les siress and bumout a5 wela improved
work-fe bance:

NO STRETCH OPPORTUNITIES

I these stetch opportun
rovided ot appaniny e maybe o MN
beyond thereadness today alowing

15| OVERWORKED
= ce output fals sharply after

3 NOREWARD OR RECOGNITION (Fa, ) i N
Appreciation i 3 fundamenta huavan ned Employees N s s and i st 10 ecl s k.
respond o ppreciion expressed toughrecognion of
ther go0d work because  cofims he work & vaed.

RESEARCH ON THIS INFOGRAPHIC WAS DONE WITH THE HELP OF THE
(PROFIT. BOARD DIRECTOR AND ELEVATID.

Top Reasons People Leave Nonprofit
[Respondents chose 2 categories]

% 0 0% 30% a0k S0 6O TN

Higher pay I

Burnout, compassion Fatiguee, of general
fatigue

Greater opportunity
‘Workload s too high

Better benefits

Oather

Sharter commute

Lower cost of living

Source: King County/DHS — May 2022




Work Life Balance + Flexibility

Best Practice: Can we think differently when scheduling? How flexible can we be?

©2023 CliftonLarsonAllen LLP 37
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~,  ‘Culture eats
strategy for
breakfast’

- Peter Drucker

Best Practice: “Float the river” with your team, it will change your bond irrevocably. FUN and FOOD are critical.

©2023 CliftonLarsonAllen LLP 38

€]




Recognition & Appreciation

PUBLIC RECOGNITION

Throw a surprise party, mention the
employee in a newsletter or on social
media, or through the office software

PRIVATE RECOGNITION
thating o Cottiste i

PROMOTIONAL RECOGNITION

Grant the employee a new title, involve
them in an important discussion, award
them an ambassadorship, or assign them a
special project.

MONETARY RECOGNITION

Give a raise, a one-time bonus, t
employees on a re

development opportunities, or gift tickets
t0 an event.

@ ©2023 CliftonLarsonAllen LLP 39

Constant Feedback — both ways

Stay Interviews vs Exit Interviews

Exit Interviews

Focusing on employee motiva-
tions to leave the organization

‘ Stay Interviews \

Learning what motivates the
employee to stay engaged

“What's going right?”

Less formal

“What went wrong?”

Formal
Reactive

Proactive

Facilitated by a direct
manager or HR

Structured & focused

One-on-one coversations

Facilitated by HR

Active Listening

Best Practice: Survey constantly (annually at a minimum). Encourage and reward data and input. Commit to transparent and open dialogue.
360 reviews are essential for management to obtain feedback.

&i l" ©2023 CliftonLarsonAllen LLP 40
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Mentorship, Development, Succession Planning

Succession Planning Best Practices

Integrate succession planning
with talent management

Measure
outcomes,
not process

Adopt a I .t Be realistic
long-term y and communicate
perspective clearly

Only 17% of promotions in senior living come from within, compared to 46% at hospitals.
Jacquelyn Kung, CEO Activated Insights/Great Place to Work. 2022 NIC Conference

&ilA' ©2023 CliftonLarsonAllen LLP 41
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Checklist _J

Atthwacting GREAT Talent Hining GREAT Talenl Retaining GREAT Talent

Compensation & Benefits Organized, formal & informal hiring process Leadership, Communication, and
Location Low stress, easy, fun, hiring process Visibility
Mission, History, & Leadership Cast a wide net Compensation retention strategies
Team Remove barriers to Entry Work life balance + flexibility
Hiring referral programs Transparent, genuine, communication with A family culture + food
Leadership engagement & timelines Recognition & appreciation
ownership Talent is at a premium, you pay for what you Constant feedback
Technology matters — a lot! get Mentorship, development, succession
Diversity, Equity, & Inclusion Understand and empathize with candidate planning

risks

Growth

Assessments are invaluable

&ilA' ©2023 CliftonLarsonAllen LLP 42
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