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It’s hard to find and retain employees as economy improves     
August 27, 2015 12:00 AM!
 
By Eddy Wang / Pittsburgh Post-Gazette 
Since the Great Recession, the American economy has regained its footing: the unemployment rate is near a seven-year low and 
job openings haven’t been this numerous since 2001. 
 
But those positive trends are making it even more difficult for recruiters and companies looking to fill positions. 
“Finding great, qualified individuals is as challenging today as it has ever been,” said Andrew Sassaman, branch manager of 
Robert Half Pittsburgh, a staffing company that helps more than 1,500 people find jobs annually. 
 
One of Mr. Sassaman’s primary responsibilities is to keep a pulse on the Pittsburgh job market. He said that in the past six years, 
the Steel City’s unemployment rate has bettered the national rate, while the number of job openings has seemed to mirror the 
national average. 
As a consequence, Pittsburgh is an especially difficult place to make quality hires. 
 
“For a company that’s looking to find great, qualified individuals, you need to do something to differentiate yourself from the 
pack,” he said. 
 
According to Mr. Sassaman, the best way for companies to stand out is by offering better wage and benefits compensation than 
their competition. Corporate culture, tuition reimbursement, and flexible work schedules are important factors, too. 
 
Companies looking to hire should first talk to their own people. 
 
According to a 2014 study by Jobvite, a company that sells recruiting and referral software, recruiters rate referrals as the highest 
quality source of hires. The love goes both ways: Jobvite also reported 4 in 10 job seekers have found their “favorite or best” job 
through personal connections. 
 
Robert Half is no exception. Although the staffing company does find job candidates through social media and job boards, it fills 
the majority of its positions through referrals. 
 
“Great people know great people,” noted Mr. Sassaman. 
 
Mr. Sassaman said companies that offer less wage and benefits compensation than their competition are at-risk of losing valuable 
employees. 
 
For the gaming industry, retaining employees has been a long-standing challenge. 
The employee quit rate for the “arts, entertainment, and recreation” industry — which includes casinos — was at 28.8 percent in 
2014, according to the U.S. Bureau of Labor Statistics. Compare that to the finance and insurance industry, where the quit rate 
was 12.8 percent for the same time period. 
 
Craig Clark, general manager of the North Shore’s Rivers Casino Pittsburgh, said that while his casino’s employee turnover rate 
currently is at 20 percent, it has been declining over the years and is lower than most casinos. 
Mr. Clark said casino employees often quit because they don’t realize how labor-intensive the hospitality industry can be. Rivers 
Casino is open 24-7, including weekends and holidays. 
 
To help reduce turnover, Rivers Casino has developed a wide arsenal of hiring avenues, which include internships, a tuition 
reimbursement program for employees who want to learn new skills, and job fairs. 
Mr. Clark said the casino sends weekly job post emails to 60 organizations, including Life’s Work in Uptown and the Urban 
League of Greater Pittsburgh in Downtown, and it hires dealers from the casino’s own table games dealer training programs. 
 
Reducing turnover is also a priority for Allegheny Health Network, which is part of the health care and social assistance industry, 
with an 18.8 percent quit rate in 2014. 
Marge DiCuccio, chief nursing officer of Allegheny General Hospital, said the network is using more resources upfront to hire new 
nurses who will stay. 
 
“The biggest waste of [our] time is when we thought [new nurses] had the attributes, go through orientation, and leave a month 
later because they are not a good fit,” said Ms. DiCuccio. 
 
New nurses at AHN go through a longer job application process than experienced nurses. 
While experienced candidates go straight to one-on-one interviews with human resources and hiring managers, new nurse 
candidates first have to advance through a panel interview that consists of hiring managers and nurses in leadership positions.!






