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Dr. Hassan M. Abdulhaqq, Director of HR, AHRC Nassau

Dr. Hassan M. Abdulhaqq a Human Resources Executive, professor and keynote speaker who led 
amongst the largest global & Domestic, Not for Profit and financial institutions to success for more than 
25 years. He now serves as the Director of AHRC Nassau, a Long Island based not-for-profit 
organization with $250 million in revenue. With 25 years of experience in the field of human resources 
and a passion of teaching since childhood, Dr. Hassan M. Abdulhaqq became a professor where he 
taught business courses for many institutions, such as Columbia University, New York University, Stony 
Brook University, Webb Institute, and more. He holds a Doctorate in Business Administration. He is a 
captivating Motivational Speaker who travels nationally to corporations, higher education institutes, and 
other not-for-profit organizations. Dr. Hassan M. Abdulhaqq’s successes have been acknowledged 
globally as he won two bronze Stevie Awards for the American Business Award Human Resources 
Executive of The Year in 2014 and 2017. Long Island Business News named him one of Long Island’s 
50 Most Influential Men in 2012. Dr. Abdulhaqq is a Diversity Officer of Organizational Development 
Network of Long Island and a member of the National Black Masters of Business Association.
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Introduction
Direct Support Professionals (DSPs) play a critical 
role in helping to encourage and prepare people 
receiving services to lead independent, meaningful 
and full lives. Attracting talent in this competitive 
and labor stressed environment is challenging when 
agencies have a competitive compensation budget 
and even more challenging without. This session will 
provide strategies and ideas on how to recruit and 
retain DSP’s during these challenging times. 
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Recruiting for Nonprofits
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70% of all nonprofits have no formal recruitment strategy whatsoever

The current pipeline of qualified individuals for DSP work is not keeping pace with the 
demand due to low wages, stressful working conditions, and high vacancies.

Nonprofits usually have tight budgets that lead to lower compensation, but nonprofits 
assume that candidates are passionate about the cause and will still seek opportunities.

Hiring qualified staff within nonprofit budgetary constraints is one of the greatest 
organizational challenges.
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Smartphones

Branding

Social Media

Advertisement



Talent Acquisition 
Professionals deserve Love

HR/Talent Acquisition professionals 
deserve love. We deserve love for 
changing people’s lives for brining them 
into our organizations. We deserve love 
for doing a great job at work and feeling 
satisfaction and recognition for our work. 
We deserve love for innovating, changing 
the narrative from downright negative to a 
positive experience.  
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Self 
Motivation 
and being 
Strategic is 
the Key to 
Changing the 
Narrative 
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In HR and Talent Acquisition we 
don’t always get (enough) 
unexpected love from our 
stakeholders (especially hiring 
managers and senior leaders). 
However, we all must understand 
that we must self-motivate 
ourselves every day. To be able to 
do this, first- we need to shift the 
thinking in the role we play as 
Trusted Advisors (a consultant and 
strategic Talent Acquisition expert) 
and then we need to start asking 
for the love even if it’s not offered. 



Attract with 
Smartphones

• Quick apply
• Text recruit
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Text blasts to DSP 
candidates

Text candidates 
interview 

reminder/wish them 
luck

Follow-up with a 
Text message after 

scheduled interview



Attract 
with 

Brand Strategy
Micro-targeting

 local job boards, job fairs, career fairs
Stronger DSP testimonial approach

 “in their own words”
Ensure diversity and geographic 

representation
Emphasize rewards & benefits package
Develop, write, and design trifold 

brochures
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Attract with 
Creative 
Advertisements
Digital Campaigns, 
Brochures 
and 
Sign-on Bonus
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Know Your Strategy before you begin!!

• Once you’ve got your goals established, it’s easier to know which social media avenues to take 
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WHAT DO YOU HOPE TO ACHIEVE 
THROUGH SOCIAL MEDIA?

THE FIRST KEY TO A SUCCESSFUL SOCIAL 
MEDIA CAMPAIGN IS ESTABLISHING THE 

GOALS YOU WISH TO MEET.

DO YOU WANT TO…..



Social 
Media
Post 

& 
Branding



KPI
Monthly Performance 

Bonus Structure

Category A

Number of Candidates that complete orientation Points given Comments

20 or more hires                      (Temp agencies do not qualify as 
hires)

4 points Min req’d to qualify for $1,500

14 to 19 hires                           (Temp agencies do not qualify as  
hires)

3 points Min req’d to qualify for $1,000

10 to 13 hires                            (Temp agencies do not qualify as  
hires)

2 points Min needed to meet bonus 
performance standards

0 to 6 hires                                (Temp agencies do not qualify as  
hires)

0 points May result in Performance 
Improvement Plan

Category B

Interview days/Career days Points given

3 or more 4 points

1 to 2 3 points

0 0 points

Creative sourcing Hires
i.e social media strategies

3 or more 2 points

1 to 2

Positive email acknowledgements from HMs and new hires 2 points each Must be approved by Talent 
Acquisition Mgr.

Knowledge Transfer Sessions (KTS)
i.e., Info sessions with hiring managers 

related to hiring procedures and best practices, 
career development with internal candidates

3 points each Must be approved by Talent 
Acquisition Mgr.

Process Improvement
i.e., Sharing cutting edge recruitment 

strategies or latest trends with team, reviewing 
industry competition

2 points each Must be approved by Talent 
Acquisition Mgr.

Projects completed 2 points each Must be approved by Talent 
Acquisition Mgr.

Non-Performance Category

Emails, telephone calls and/or negative 
recruiter feedback regarding NOT meeting 

24-48 hour SLAs

Automatic disqualification with points for the 
month 

May lead to disciplinary action

Error rate 4 or more will be automatic disqualification with 
points for the month

May lead to disciplinary action



NOT
Orientation
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Retention
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Retention

Talent management is often focused on 
acquiring new talent at the expense of 

retaining existing talent.

• Identify top performers and engage them

• Beef up employee recognition

• Conduct stay interviews

• Find out what employees are thinking 
and feeling

• Communication and employee 
engagement 
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Consultants
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Customer Service?

• Recruiting Professionals should not 
consider themselves Customer Service 
Professionals. 

• Not a vendor
• Has “skin in the game”- is part of the 

company
• Is a partner in the COMPANY’S success
• Has the ability to say “NO” when 

appropriate 
• Are not in charge of hiring talent 
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If not 
Customer 
Service, then 
we are 
“Consultants”
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Since we are not “Customer Service” then 
we are CONSULTANTS:

• We must view ourselves and our peers as experts in 
our area of expertise.

• We must convey that expertise through deeds and 
actions, not just saying so.

• We must stay on top of our profession and trends.
• We must be willing to take a stand and back it up.
• We must be willing to back down if we have made our 

point and it is not accepted.
You will always be the “abused customer service worker“ if you 
don’t change the narrative to be perceived as a consultant. And you 
cannot gain joy from your role unless you can move beyond this.



The Move to Consultant- Order Taker or Consultant 
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The Order Taker The Consultant
• Believes everything the hiring 

manager tells them
• Proceeds with an attitude of 

“friendly skepticism” but ask the 
tough/intelligent questions

• Wants to be liked by the hiring 
manager

• Wants to get the hiring manager 
great talent 

• Will get the hiring manager what 
he/she wants

• Will get the hiring manager what 
he/she needs 

• Thinks it’s impossible/inappropriate 
to say no to the hiring manager 

• Understanding that sometimes 
saying “no” is part of what makes a 
good consultant 



Takeaways

1. The world is different now, embrace 
and be open to new approaches

2. Think beyond the role you are 
hiring for by Screening

3. Be open to unconventional talent 
pools, rethink job requirements, lead 
with a skills-first mindset

4. Invest in your Talent Acquisition 
Team



Thank you

Contact Information
• YouTube: HMA-motivations Informercials
• Email: habdul9259@aol.com
• Instagram: hma_consulting_motivations
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