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Do you want employees who are trained to lead, follow and
“make mission?” Look no further. Hire a Veteran!
Central Ohio has an unprecedented need and opportunity to
capture, leverage and strengthen the workforce by hiring Veteran
talent. For many reasons, hiring Veterans is an economic
development imperative. Their skill sets, mindsets and values
provide the soft and hard skills necessary in the workforce - they
are just what Ohio needs!
Employers’ return on investment for hiring Veterans is cost
savings, increased productivity and reduced absenteeism. Hiring
Veteran talent also dramatically improves the quality of life for
Veterans and their families - another way a grateful nation can
give back.
The dropping Veteran unemployment rate to 2.8% in October
2018 (Department of Labor) coupled with the emergence of
research over the last decade about Veteran-hiring, is evidence
that employers nationwide understand the business case for and
are hiring Veterans in record numbers.
Due to the tight labor markets across the nation, many large
employers and several state governments are actively recruiting
Veterans and their spouses. Ohio’s employers need to eﬀectively
compete for this talent now and become “Veteran-Ready.”
How, you ask? This paper summarizes the literature on how
employers benefit from hiring Veterans and the most eﬀective
strategies used for becoming “Veteran-Ready.” Sections include:
I. Veterans Strengthen the Workforce.
II. Gaps in the Veteran Employment Cycle.
III. Workforce Gaps: Shortages, the Opioid Epidemic,
Skills and In-demand Jobs.
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IV. Availability of Veteran Talent.
V. Misperceptions and Myths About Veterans.
VI. Veterans Strengthen Communities.
VII. The Opportunity.
VIII. Solution-based Approach.
Note: The term “Veteran” represents those who currently serve and those
who have served, whether or not they served in combat. This includes the
opportunity to hire military spouses and support military families.

I. Veterans Strengthen the Workforce
“They’re a team player ... they’re loyal to a cause greater
than themselves ... they’re a responsible citizen ... that’s the
kind of person we want working for us.”
- Former President George W. Bush
The Society of Human Resource
Management Foundation champions
the hiring of Veterans through
education and engagement of human
resource professionals. From their
perspective, they suggest that the
business care for hiring Veterans is:
• A workforce with coveted core
competencies that consistently fall
within the top 10 employer desired
attributes, including leadership,
teamwork, critical thinking, problemsolving and working under pressure.
• Enhanced brand recognition for the
organization which translates into
increased market share.

Syracuse University’s Institute for
Veterans and Military Families
reports that companies with strong
Veteran-hiring initiatives have:
• An attrition rate (at GE) 7%
lower for Veterans than nonveterans.
• Lower employee absenteeism
among Veterans (at TriWest)
than non-Veterans. (1)
Fewer than 5%
of Americans have a direct
tie to Iraq and Afghanistan
war Veterans. (3)
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• Increased talent attraction and retention.
• Increased customer attraction and retention.
• Opportunities for tax credits. (2)
Multiple research studies cite the value of hiring Veterans
In a 2013 study of Veteran
hiring, performance and
turnover found that on
average, Veterans perform at
higher levels and are less
likely to turnover than nonVeterans.
For a company of 1,000
employees with 25 percent
Veteran new hires, cost
savings amounted to
$325,000 per year.

A 2017 SHRM study found that,
“integrating and engaging Veterans
in the workforce can add substantial
value to an organization, including
improved performance and
productivity, a more flexible and
strategically focused workforce,
and increased diversity.” (4)

Studies at
the
Syracuse
University
- CEB Corporate Leadership
Institute of
Council (7)
Veterans
and
Military
Families (IVMF) report that Veterans
bring in-demand skills that are
strengthened by military service.
The most important skills cited by
employers for workplace success
includes:
• Professionalism/work ethic
• Teamwork/collaboration
• Communicating eﬀectively
• Critical thinking/problem solving

“Central to the business case
for hiring veterans is that
these individuals make up a
skilled workforce that has
been found to be
4 percent more productive
and 3 percent less likely to
turn over than the overall
civilian workforce.
Veterans have much more to
oﬀer companies than fulfilling
diversity and inclusion
initiatives.”
- Robin Erickson, Ph.D., VP
Talent Acquisition Research for
Bersin by Deloitte. (6)
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• Ethics/social responsibility
The skills that are strengthened or enhanced by military
service include:
• Work ethic/discipline
• Teamwork
• Leadership and management
• Mental toughness
• Adapting to diﬀerent challenges
• Professionalism (5)
From 2013-2014, VetAdvisor and
the IVMF at Syracuse University
“Recruiting Veterans improves
conducted a survey of over 1,200
the organization’s brand value,
Veterans to evaluate and quantify
and is the best way to say ‘thank
Veteran retention. Nearly all of
you’ to the people who risked
the employers surveyed as a part
their lives for us.”
of this survey by monster.com
- Lauren Chess,Colonial Life and
(99%) believed that:
Accident Insurance Company (7)
• Veterans performed their
jobs with equal or greater
proficiency compared to
non-Veteran workers.
• That compared to non-Veteran workers, Veteran employees
displayed more purpose and direction in their professional
trajectories. (8)
They also found that employers hired Veterans because they
were the best qualified of the candidate pool (68%) because of
the Veteran’s prior work experience in the military and in
positions post-service (59%). A majority of employers identified
the following as factors influencing their retention of Veterans: (8)
• Strong leadership qualities and personal integrity (73%)
• Flexibility to work well in teams or independently (67%)
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• Ability to learn new skills and concepts related to the job
(65%)
• Ability to set and achieve goals (72%)
• Ability to allocate and manage resources well (70%)
• Recognition of problems and implementation of solutions
(60%)
• Ability to persevere in the face of obstacles (68%) (8)
Companies also generally gain
enormous goodwill from
customers and a boost in their
public image when they commit
to hiring military Veterans. (9)

Veterans are a key part of the
American workforce and
valued for their tremendous
work ethic and integrity. They
are team players who know
how to get the job done -

America is proud of its armed forces.
The U.S. military has consistently
garnered the highest confidence rates
of any government institution for
decades. According to the 2018
Gallup Poll, 74% of all Americans
have a great deal or quite a lot of
confidence in the military. (11)
Despite this level of confidence in the
institution, barriers and challenges are
commonplace when hiring and
retaining to Veterans.

attributes that cannot easily be
taught but are essential to
business success.
Business across the country
understand these values and
are recruiting Veterans at
record levels.
Veterans in the Workplace,
US Chamber of Commerce,
November 2016 (10)
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Other characteristics of Veterans that strengthen the
workforce
In 2012, IVMF published the list below
of Veterans’ skills and attributes. They
include:

Veterans are ranked as the top
three recruiting target for
companies, underscoring the
commitment to and investment in
Veterans being made by American
businesses.

• Entrepreneurial attributes.
With strong self-eﬃcacy and a
high need for achievement, they
are comfortable with autonomy
and uncertainty, and make
eﬀective decisions in the face of
- Hiring Our Heroes, U.S. Chamber of
dynamic environments.
Commerce Foundation. (9)
• High levels of trust. They have
a propensity toward an inherent
trust and faith in co-workers, and in organizational leadership. The
academic literature broadly supports the finding that in organizations
where trust between co-workers - and between employees and
leadership – is strong, organizational performance is enhanced.
• Adept at skills transfer across tasks and contexts. They readily
facilitate knowledge/skills transfer between disparate tasks and
situations.
• Advanced technical skills. Not only do military veterans (on
average) have more advanced exposure to high-technology relative
to their age-group peers, but they also make the most of that
knowledge by eﬀectively leveraging knowledge across disparate
work-related tasks.
• Comfortable and adaptable in discontinuous environments. They
are able to act quickly and decisively in the face of uncertainty and
change.
• High levels of resiliency. Military Veterans exhibit high levels of
resilient behavior as a consequence of their military experience.
Veterans (generally) develop an enhanced ability to bounce back
from failed professional and/or personal experiences more quickly
and more completely, as compared to those who have not served.
• Advanced team-building skills. As compared to those who
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have not served in the military, Veterans are
more adept with regard to 1) organizing and
“Transitioning military
defining team goals and mission, 2)
members bring with them
defining team member roles and
invaluable skills,
responsibilities, and 3) developing a plan
experiences and traits,
for action. The academic research supports
such as precise
the notion that Veterans will enable highcommunication, individual
performing teams in an organizational
accountability, impeccable
setting.
execution and natural
• Strong organizational commitment and
leadership.
loyalty to the civilian workforce. For the
organization, this strong sense of
Military recruiting is much
organizational commitment can contribute
more than corporate social
to reduced attrition and is often reflected in
responsibility …
the Veteran employee’s work product.
• Cross-cultural experiences. They 1) have
It’s a smart business
more international experience, 2) speak
decision that harnesses
more languages more fluently, and 3) have
the amazing skills and
a higher level of cultural sensitivity as
compared to age-group peers who have
talents of Veterans to
not served in the military. The cross-cultural
create successful
experiences characteristic of Veterans
outcomes for the company
represent a competitive advantage for the
and the individual.” (6)
company.
• Experiences and skills in diverse work
- Bill Sebra, president,
settings. They are (on average) highly
Futurestep North America.
accepting of individual diﬀerences in a
work-setting, and exhibit a high-level of
cultural sensitivity with regard to such diﬀerences in the context of
workplace interpersonal relationships. (12)
The opportunity for hiring managers is to identify relevant positions that
leverage these characteristics and place Veterans in them.
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II. Gaps in the Veteran Employment Cycle
“As [service members] return home and transition back into
civilian communities . . . we ought to make it a priority to
help them channel their experience, ethos, and desire for
personal challenge into continuing to make a diﬀerence.
Their strengths are our strengths, the steel of America’s
national character.”
- General Martin E. Dempsey, November 2013
“For organizations to eﬀectively
transition from “Veteran-Friendly”
to “Veteran-Ready,” hiring
managers and HR professionals
need to have a deeper
understanding of the institution
and the people who've served
within its ranks.”
- Justin Constantine, From At Will to
We Will, USMC retired (1)

Because most Americans are
civilians - including HR
professionals, hiring managers
and corporate leaders - they have
little to no:
• Exposure to the military
• Knowledge about the skills that
are acquired during military
service
• Knowledge about how military
acquired skills might apply to
employment outside the military
(13)

An October 2017 survey of nearly
1,000 executives by Los Angelesbased and global HR consulting and
executive search firm Korn Ferry
showed that:
• 69% of their organizations do not
provide training to hiring

“The

speed of hiring
Veteran talent often
overshadows the
placement of Veterans in
the right roles.”
- Jason B Montgomery,
Manager Randstad
Sourceright Veteran
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managers on Veteran-specific hiring
practices,
• 66% do not have clear recruitment
messaging directed at Veterans, and
• 63% do not have Veteran hiring outreach
programs in place. (13)
Veterans struggle with employment
because:
• The military has its own language that
employers and recruiters don't
understand.
• The civilian world only sees tactical
training, marketing our nation's
strength. The routine business side of the
military isn't glamorous and therefore not
highlighted. This compounds the
confusion and misunderstanding of what
our Veterans actually do.
• Employers don't understand the complex
organizational structure of the military and
therefore do not know which job is best
for that transitioning Veteran. (13)
Other fundamental disconnects in the
Veteran employment cycle: (14)
• Immediate value the Veteran brings to the
company may not be obvious.

The challenges in Veteran
employment are broad and
span the entire life cycle
from talent identification,
recruitment and hiring, onboarding and integrating, all
the way through
engagement and retention.
Most programs to help
Veterans transition to the
civilian workforce do not
actively connect
job-seeking Veterans with
employers.
Transition is a complex
process, not a single event,
which means that a
comprehensive
solution set is
required.
- 2017 SHRM Report (4)

• A communication and culture gap between Veteran job
seekers and employers.
• Many civilians paint with a broad brush when thinking about
Veterans’ experience, assuming everyone is a trigger puller.
© Copyright 2019. LtCol (Ret) Kathy Lowrey Gallowitz. Vanguard Veteran. All Rights Reserved.
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Most are not aware that in the military there are jobs in all
areas such as administration, HR, transportation, logistics,
safety, engineering, food service and much more.
• Lack of military service member preparedness for finding
civilian employment. Resumes are often written in military,
instead of civilian terminology.
• Military job codes may not easily translate to civilian job
classifications.
• Stigma related to mental health concerns and ongoing service
commitments (National Guard and Reserve components).
• Barriers stemming from credentialing and licensing
requirements.
• Service members think of themselves as a Soldier, Sailor,
Airmen, Marine or Coastguardsmen instead of a person
having a bag full of skill sets.
• Service members have a primary job as well as secondary job
and tertiary responsibilities. They often don’t think about
these.
• Financial instability and slow Veteran acclimation to civilian life
and the workplace.
“Employers continue to report that successful engagement of military
talent is a high priority in meeting their talent acquisition and
performance management goals.”
- Admiral T.L. McCreary, President military.com , V.P. Monster Worldwide.

© Copyright 2019. LtCol (Ret) Kathy Lowrey Gallowitz. Vanguard Veteran. All Rights Reserved.

12

Despite Veteran unemployment figures, HR professionals
continue to be challenged to: (2)
• Source candidates with a military background,
• Translate military occupational skills (MOS),
• Create eﬀective outreach programs, and
• Help Veterans transition to the civilian workplace.

III. Workforce Gaps: Shortages, the Opioid Epidemic,
Skills and In-demand Jobs
Shortages
The labor market is tight across the nation,
not just in Ohio. The U.S. Department of
Labor reported in July 2018 that May was the
third straight month in which there were more
job openings than job seekers. (15)

There are an
estimated 6 million
jobs unfilled
nationwide because
employers can’t find
workers with the
right skills. (15)

The National Federation of Independent Businesses reported in
June 2018, that 36% of business that were hiring, could not find
a worker to fill a posted job opening. (15)
A 2016 national SHRM study found that:
• 2/3 of surveyed organizations hiring full time employees are
having a hard time recruiting for job openings
• 84% reported applied skills shortages in job applicants over
the last year, like
• Critical thinking and problem solving (45%)
• Professionalism and work ethic (43%)
• Leadership (35%)
• Written communication (29%)
• Teamwork and Collaboration (28%) (16)
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In the Columbus region, employers
face mounting challenge to fill
thousands of promised jobs. (15)

“What employers look for is
how to think critically, how to
be creative, think in a team
and work with technology in
every kind of job.”

For instance, in July, 2018 there
were 37,000 job openings in Central
- Lisa Patt-McDaniel CEO of
Ohio. In one recent month,
Workforce Development Board
employers sought more than 1800
of Central Ohio
truck drivers, 1100 R.N.’s, 1600
salespeople, and 750 software
engineers according to the Ohio
Department of Jobs and Family Services. (15)

“In my 52 years of staﬃng and recruiting at Dawson, I have never seen
a more competitive hiring landscape in our market.”
- Mr. Philip Freeman, Sr. V.P. Dawson Career Center in Central Ohio
Columbus Business First (17)

Opioid epidemic
To make matters worse, the opioid epidemic greatly impacts the
availability of workers.
In February 2018,
National Institute on
Drug Abuse at the
National Institute of
Health, reported that
Ohio was among the
top five states with the
highest rates of
opioid-related
overdose deaths. (18)

On August 10, 2016, the Hannah Report
cited that members of the Ohio Small
Business Council were having trouble
finding employees who could pass a
drug test. Just behind that issue is
workers who don’t have the “soft skills,”
which they said included such things as
showing up to work on time.
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Skills ‘gaps’
In Ohio, businesses cite the ‘skills gap’ as a barrier to talent
acquisition. (19)
According to a survey conducted by the Ohio Department of
Education and Governor’s Oﬃce of Workforce Transformation
between the months of September and December 2017, a clear
disconnect exists between the skills
employers value and the skills being
Two-thirds of military
addressed in school. Employers say
Veterans wish to
workers lack the following skills:
pursue a civilian
• Work ethic
career that diﬀers
• Teamwork & collaboration
from their military
• Creativity & innovation
occupation. (1)
• Digital technology
• Oral and written communication
• Critical thinking & problem solving
• Professionalism
• Learning agility (19)
The good news?
Soft skills are strengthened
by military service.
(20)
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Hard Skills

(20)

Do military skills transfer to the civilian sector?
The U.S. military is the
largest vocational
training cater in the
world. Military jobs are
categorized into more
than 7,000 occupational
specialty codes, with
nearly 9 in 10 directly
linked to similar and transferable civilian occupations. Often, jobs
in the military are identical. (21)
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Only 14% of the active
duty military are combat
specialists. About 80 % of
the jobs in the military are
noncombat occupations,
and those include roles
found in the finance,
logistics, administration,
broadcasting, human
resources, healthcare and
engineering sectors. (21)
With thousands of military
occupational codes, trying
to find the “best-fit” job is
confusing and can make
recruiting challenging.

Share of Veterans employed by industry:
Government 21.8%
Manufacturing 12.7%
Professional and business service 10.8%
Retail Trade 8.2%
Education and Health services 8.2%
Transportation and Utilities 7.4%
Self-employed, unincorporated 6.35%
Construction 5.8%
Leisure and Hospitality 3.4%
Other Services 3.5%
Wholesale Trade 2.6%
Information 1.8%
Agricultural & related industries 1.8%
Mining, quarry, & oil, gas extraction .9%
Source: Bureau of Labor Statistics, 2016 average at
www.bls.gov/news.release/pdf/vet.pdf

Regardless, Veterans are ideally-suited to serve in the top ten indemand occupations in Central Ohio:
#1 Registered Nurses
#2 Customer Service Representatives
#3 Oﬃce clerks, general
#4 Nursing Assistants
#5 General and Operations Managers
#6 Licensed practical and Vocational Nurses
#7 Accountants and Auditors
#8 Maintenance and Repair Workers
#9 Computer System Analysts
#10 Truck drivers, heavy and tractor trailer. (23)
While theory and practice suggest that military Veterans can
meet the demand for a skilled and committed civilian workforce,
employers struggle with understanding and implementing
© Copyright 2019. LtCol (Ret) Kathy Lowrey Gallowitz. Vanguard Veteran. All Rights Reserved.
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strategies to attract, assimilate, retain, and advance Veterans.

These struggles are mostly based on misunderstandings,
misperceptions, and a lack of actionable strategies that enable
employers to become “Veteran-Ready.” (9)
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IV. Availability of Veteran Talent
Prevalence of Veterans in Ohio:
• 830,000 Veterans call Ohio home (6th largest state by
population)
• 67,000 are women
• 450,000 Veterans are currently in the labor force
• 135,000 Veterans are in Central Ohio (about 15% of the total
Veteran population)
• 29,000 serve in the Guard and Reserves
• 25,000 Student Veterans are in the University System
• 6,000 serve at Wright Patterson Air Force Base
• 10,000 Servicemembers return to Ohio each year
Data provided by the Ohio Department of Veterans Services and
Columbus 2020 in 2018

Despite record Veteran unemployment, talent is available:
• More than 245,000 separate annually from active service, only
10,000 move to Ohio. (1)
• More than 60% will move to a different state than the one they
claim as home. (21)
• Nearly 40% move after separating from military service. (19)
• About 41% of Veterans feel underemployed or are in lowpaying jobs. (24) Navy Veterans report being underemployed
19% more and Air Force Veterans 26% more often compared to
all U.S. workers. (25)
• Hundreds of Guard, Reserve and active-duty members
working in Ohio leave military service each year.
• Thousands of military spouses seek employment. Most have a
spotty work history because they usually move every 2-4 years.

© Copyright 2019. LtCol (Ret) Kathy Lowrey Gallowitz. Vanguard Veteran. All Rights Reserved.

19

Military Families:
• Of all men who are Veterans, 80% are either married or divorced, compared
to 58% of men who are not Veterans.
• More than 70% of women who are Veterans are either married or divorced.
compared to 60% of their civilian counterparts.
According to the 2011 Department of Defense report, Strengthening Our
Military Families
• 55% of the force is married.
• 40% have two children.
• 37% of the families live on military installations; the remaining 63% live in
over 4,000 communities nationwide.
Multiple relocations, deployments, combat injuries and the challenges of
reintegration have far-reaching eﬀects on troops and their families.
• 23-26% of military spouses are unemployed. Military spouses often have
unemployment rates three times higher than their civilian peers. (2) (22) (26)

V. Misperceptions and Myths About Veterans
Perceptions of skills and abilities
The October 2017 Edelman and Edelman
Intelligence Veterans Well Being Survey:
Education and Employment Focus reported
that 52% of employers believe that
Veterans do not possess successful career
paths. (13)

“The civilian perception of
Veterans' skills and abilities
is still one of the biggest
barriers to Veteran hiring.”
- Zachary Iscol, CEO,
HirePurpose (13)

Fifty-four percent of human resource
professionals and hiring managers say bias against Veterans does not exit
and if if does, it is positive. But, of the 22% that report negative bias, 62%
provide responses suggesting a negative view on Veterans, falling into
three categories:
1. Perceived to have PTS or another mental health issue.
2. Too rigid and lack creativity.
3. They receive preferential treatment; they are privileged and under
qualified people who don’t deserve to be there. (13)
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Misconceptions of human resource professionals:
• "I can't figure out what they know how to do from their
resumes."
• "I need someone with technical experience."
• "My positions require certain certifications and credentials."
• "Why bother? They're going to get called up (or relocate)
anyway."
• "I need someone who can lead, not just follow orders."
• "I don't have the budget for niche job sites or placement
firms."
• "I'm concerned about bringing PTSD [post-traumatic stress
disorder] into my workplace.” (2)

Stereotypes
Veterans often fight to overcome negative stereotypes and
myths, many of which are perpetuated by Hollywood movies or
sensational headlines.
Post Traumatic Stress
Due in large part to the media, many people think that most
Veterans have post-traumatic stress disorder (PTSD). However,
the numbers do not bear this out. Studies conclude that 10-20%
of post 9/11 combat Veterans have PTSD, which equates to
approximately 500,000 people. Compare that number to the 8%
of civilians in America who will experience PTSD throughout their
life (from car accidents, violent assaults, rape, natural disasters or
growing up in traumatic environments), which is approximately
26 million people. (1)

© Copyright 2019. LtCol (Ret) Kathy Lowrey Gallowitz. Vanguard Veteran. All Rights Reserved.

21

MYTH

FACT

Most Veterans are not well
educated.

The current generation of Veterans
exceeds, on average, national
norms in education and
intelligence; more Veterans seek
some post-secondary education
then do their non-Veteran peers.

Veteran behavioral health
challenges are specific to this
generation.

Today’s Veterans are no more
vulnerable to behavioral health
challenges than previous
generations; and have access to
better diagnostic and treatment
resources.

Veterans suffer disproportionately
from Post Traumatic Stress (PTS).

While Veterans do experience PTS,
their susceptibility to PTS is no
greater then the average person.

Due to combat induced PTS,
Veterans are a liability and can
break at any moment.

There is no data that confidently
links PTS with a propensity for
violence.

Veterans get Traumatic Brain Injury More than 1.7 million mild TBIs
(TBI) in combat and are permanently occur in the civilian community;
damaged.
most patients with mild TBI
experience no long-term effects.
Veterans can only follow orders.

Military service requires the ability
to lead others, to think critically and
independently, to make decisions,
be creative and problem solve.

National Guard and Reserve
employees have unpredictable
schedules.

Weekend drills, annual training and
deployments are usually scheduled
well in advance, (at least months)
unless there is a national disaster or
emergency.

Sources: Ohio Department of Veteran Services Employer Training, 2018 (27),
Constantine, Justin, From We Will to At Will (1)
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To retain Veterans, employers must do
more to:
• Help their nonveteran employees, especially
human resource professionals and hiring
managers, understand military service and
structure.
• Provide training that underscores the value
proposition of Veteran workers and dispels
views of preferential treatment.
• And, with all employees, companies must
help Veteran workers recognize long term
opportunities for growth and career
progression.
Veterans in the Workplace, November 2,
2016, Hiring Our Heroes (10)

VI. Veterans Strengthen
Communities
Every year, more than 245,000 Veterans
return to communities across the country,
willing and eager not just to reintegrate into
civilian society, but, as the Veteran Civic
Health Index shows, to strengthen it.
Military service strengthens communities by
volunteering, voting, engaging in local
governments, helping neighbors, and
participating in community organizations.
And, they do so at higher rates than their
non-veteran counterparts. (28)
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VII. The Opportunity
There are 21 million Veterans
in America, including more
than 2.7 million who have
deployed since 9/11.
The HR professional - as a
catalyst for organizational
change - has the opportunity
to design and implement
initiatives to create a work
environment that is not simply
“Veteran- Friendly,” but truly
“Veteran-Ready.”
That marks the distinction
between the role of advocate
(statements to promote and
support) and architect (taking
action to employ well-thoughtout strategies directly tied to
measurable business goals).
(2)

Mr. Phil Dawson, Sr. VP. Dawson Career
Center in Central Ohio, recommends
sourcing and hiring practices during tight
labor markets that are ideally-suited for
Veteran-hiring approaches:
• “Identify candidates before you are ready
to hire. It’s important to hire the right
candidate, once you find someone you
like, hire them immediately,
• Be a more flexible when selecting
candidates. You may be missing out on
some incredible employees who are
talented and eager to learn just because
they don’t explicitly match all your
qualifications.
• Consolidate hiring strategy to more
efficiently processes and eliminate
lengthy timelines. Be ready to make an
offer.
• Be more creative with your recruiting

The No. 1 differentiator of
strategy and think outside the box to find
organizations that do well
the solutions to your workforce needs.”
hiring military is how they
engage with and support their
Columbus Business First, November 2, 2018 (17)
local military communities,
whether it's through employee
resource groups or working with other Veteran service
organizations. Being involved in the lives of military families is one
© Copyright 2019. LtCol (Ret) Kathy Lowrey Gallowitz. Vanguard Veteran. All Rights Reserved.
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of the best recruiting and
retention tools. (24)

“From language and terminology
diﬀerences, to changes in habits,

expectations and practices and an
Employer investment
improves job matching. To
unfamiliar corporate world, the
match Veterans’ career
adjustment to the workplace can be
interests with company’s
diﬃcult for many Veterans.
goals, and improve on the
One of the biggest ways HR can remove
job success and retention of
Veterans, employers need to
this cultural barrier is by educating the
take these essential steps to
workforce and teaching managers,
become “Veteranleaders and recruiters about military
Ready:” (13) (7)
1. Engage an executive
culture and language to encourage
level champion who will
common ground.”
advocate for Veteranhiring.
- Audra Jenkins, Chief Diversity & Inclusion
2. Be knowledgeable about
oﬃcer for Randstad North America. (24)
relationships between
(and tools to evaluate)
military skills and civilian workforce skills.
3. Improve the cultural competency of those who hire and
supervise Veterans.
4. Create high-touch, streamlined, and expedited job search
processes.
5. Conduct proactive outreach for prospective candidates.
6. Be involved in the lives of military families and visible in your
support of Veterans.
7. Oﬀer programs to help Veteran employees develop
post-military career paths.
8. Track Veteran recruitment, performance and retention metrics
to gain a deeper understanding of which strategies are most
eﬀective and oﬀer the greatest return.
9. Oﬀer workplace support, such as Veteran Employee Resource
Groups, Veteran-specific on-boarding, peer mentoring and
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military-sensitivity training for co-workers.
10. Identify and use local Veteran-specific community support
resources.
Small and Midsize Firms Are
Key
Although high-profile programs
at large corporations tend to
make headlines, small and
midsize companies are playing
key roles in placing Vets in good
positions across the country.
In Texas, Renters Warehouse is
Veteran-owned and regularly
hires Veterans. CEO Rich Drake
credits his ex-military employees
with “constantly exceeding our
clients’ expectations” and driving
the company’s success. (7)

When …[Veteran hiring] is done
right, it benefits everyone:
Veterans can access the jobs
they deserve, employers gain
committed workers and our
country becomes more
competitive in the global
marketplace.
- Hank Jackson, President and
CEO of the Society for Human
Resource Management,
November 10, 2017 (29)

The same is true of VetCor, a small home and business repair
firm in Florida, and Tilson, a midsize engineering and IT company
in Oregon. Tilson CEO Josh Broder explains that the military
ethic of placing “service above self” is
what keeps him determined to hire
These small
more Veterans. (7)
businesses exemplify
the old saying,
And yet, small businesses typically
“When there is a will,
have much fewer resources and
there is a way!”
knowledge than large corporations
about Veteran-focused hiring and
retention programs.
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VIII. Solution-based Approach
Provide “Veteran-Ready” training to Ohio’s small and
medium-sized businesses.
Benefits include:
• Heightened awareness about the value of the Veteran.
• Knowledge about eﬀective “Veteran-Ready” employment
strategies.
• Connections among like-minded businesses.
• Access to tools and resources that support the success of
Veteran-focused initiatives.
• A more productive and loyal workforce.
- LtCol (Ret) Kathy Lowrey Gallowitz

The United States asks much of its men and women in uniform,
and despite the challenges of two diﬃcult wars over nearly 20
years, Veterans have answered the nation’s call with enduring
courage, commitment and character.
When their time in uniform ends, Veterans are not finished
serving. They are ready and willing to serve in other important
ways - by bringing skills, leadership and expertise to the
workforce and civic contributions to our communities.
North Carolina, Florida, Iowa, and Virginia get it! They are leaders
among states that do some - if not all - of the following:
• Incentivize Veterans to move to, or remain in, their state.
• Train employers how to promote Veterans’ success in the
civilian workforce.
• Pass legislation to ease Veterans’ post-military transition and
reintegration.
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The most tangible ways that human resource professionals - and
every citizen - can honor the service of Veterans is to streamline
their transition into the civilian workforce.
Grateful Americans have often asked how they can best thank
Veterans. In short, employers would help Veterans (and
themselves) most by championing their placement into
“best-fit” careers.
We need to act now to bring Veteran talent to Ohio (before they
move someplace else) and create “Veteran-Ready”employers
to strengthen our workforce.

Contact:
LtCol (Ret) Kathy Lowrey Gallowitz
Vanguard Veteran, LLC
kathy@vanguardveteran.com
https://vanguardveteran.com
(270) 945-7286
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