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agers and directors take what was learned and imple-
ment these new practices within their organizations. 
They clearly outline the challenges and benefits that 
come with transitioning from traditional hiring practices 
and implementing new ones. A clear takeaway from 
these follow-up interviews is that it takes time for HR 
directors and recruiters to gain support for new tac-
tics within their organizations. Adoption of skills-based 
hiring does not happen overnight. It requires careful 
planning, sunsetting old models of thinking, and work-
ing one-on-one with hiring managers. 

Section one of this report overviews the basic tenets 
of skills-based hiring for those who are unfamiliar with 
the practice. Section two presents case studies on 
each company interviewed to better understand their 
progress implementing skills-based hiring. These or-
ganizations represent a wide range of industries and 
company sizes, but each is implementing skills-based 
hiring in their own way. The report concludes with an 
overview of common themes that appeared in each 
case study and suggests next steps for the UpSkill Or-
lando initiative based on these learnings. 

Introduction
Learning the concepts of skills-based hiring is one 
thing. Implementing them is entirely another endeavor. 
From 2020-22, the Orlando Economic Partnership (the 
Partnership) taught the tactics of skills-based hiring to 
human resource (HR) directors, recruiters, and man-
agers at more than 71 Orlando companies. In 2022, 
the Partnership followed up with a handful of those in-
dividuals to understand the successes and challenges 
that come with changing practices around recruitment, 
hiring, and onboarding in their organizations. 

This report, the fourth in the Re-Imagining series, pres-
ents interviews with leaders at Second Harvest Food 
Bank, Orlando City Soccer Club, Stax, and Tupper-
ware as case studies on their experiences implement-
ing skills-based hiring. The companies interviewed 
for this report each sent a representative to four days 
of virtual training on skills-based hiring – hosted and 
taught by the Partnership with support from The Mar-
kle Foundation’s Skillful initiative. Their case studies 
highlight what happens within companies once man-
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SECTION 1
SKILLS-BASED 

HIRING REVIEW 
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This section provides a quick overview of the main 
tenets and benefits of skills-based hiring. The entire 
process, including tools and resources to implement 
the method, is outlined in the first skills-based hiring 
report and taught in a multi-day series from UpSkill 
Orlando. The series covers everything from writing 
more inclusive job posts, to designing skill-based 
interview questions, to onboarding with preferred and 
required skills in mind to creating a skills-based career 
pathway for existing employees. 

EMPLOYER OUTCOMES 
IMPLEMENTING SKILLS-
BASED HIRING

Re-Imagining Orlando’s Talent Supply
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Why do job posts typically require bachelor’s degrees 
or years of experience in the first place? They act as 
filters. They come across as stand-ins on a resume for 
the skills and abilities employers hope to find in their 
new hires and automated candidate tracking systems 
use them as such. These filters have an unintend-
ed effect: they disproportionately remove women 
and people of color from the candidate pool. To 
remedy this, employers should write clear job descrip-
tions that use tasks and competencies as a means of 
judging talent, rather than relying on degrees or years 
of experience. The skills-based hiring process offers 
a framework for writing clear job descriptions and re-
moving bias from the hiring process, making it a win-
win tactic for employers and employees. 

This report does not suggest higher education is no 
longer necessary or that individuals should stop pur-
suing degrees. A bachelor’s degree is one avenue to 
gain the skills and knowledge required to perform a 
job. Skills-based hiring is a methodology for writing 
better job descriptions that attract the right talent with 
the skills needed for the job. In the Orlando region 
alone, removing a bachelor’s degree requirement 
would open the candidate pool to 750,000 working 
adults without a four-year degree.(1)

1 Analysis of US Census Bureau, American Community Survey, 2019 data for 
the population 25-64, and labor force participation rate from February 2022.

Overview
Skills-based hiring is a strategy that involves changing 
workforce management from top to bottom. It starts 
with a clear job description and ends with a profes-
sional development outline that improves retention 
and employee satisfaction. The most important piece 
of this process is the job description and related job 
post. It requires a different mindset—one that encour-
ages employers to evaluate an individual’s skills and 
abilities instead of background, and rethink job de-
scription requirements.

The basic elements of skills-based hiring are: 
• Remove credential requirements when possible

• Use competencies specific to the job

• Reduce bias and increase diversity
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The benefits of skills-based hiring for employers:

Fill jobs quickly
Skills-based hiring encourages hiring managers to 
take extra time to clearly define the role and asso-
ciated competencies or tasks. When implemented 
correctly, this streamlines the hiring and onboard-
ing process because candidates have a very clear 
idea of what the role entails. 

Retain talent
Employee turnover can be one of the biggest ex-
penses in an organization. The Center for Ameri-
can Progress found that it can cost a business 
up to 21 percent of a person’s salary to replace 
them. Again, skills-based hiring results in clear-
ly defined expectations for the candidate upfront 
and encourages capability tests during hiring, thus 
aligning an employee’s expectations to what the 
job entails. 

Diversify the talent pipeline
There are racial disparities in the United States and 
Orlando when it comes to educational attainment. 
Only 24 percent of Orlando’s Black population 
has a bachelor’s degree or higher, compared 
to 35 percent of the white population.(2) Skills-
based hiring addresses these disparities directly 
by using tactics that open the talent pool to individ-
uals who may have the necessary skills to perform 
the job but lack a college degree. 

A more in-depth explanation of these benefits can be 

found in the Upskill Orlando report, Re-Imagining Or-

lando’s Talent Supply, Skills-Based Hiring for Up-

ward Mobility.(3) 

2 US Census Bureau, American Community Survey

3 https://orlando.org/l/skills-based-hiring-report/

1

2

3

https://orlando.org/l/skills-based-hiring-report/
https://orlando.org/l/skills-based-hiring-report/
https://orlando.org/l/skills-based-hiring-report/
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The following case studies are based on interviews 
with hiring managers, directors, and vice presidents 
at four different Orlando-based companies. These 
individuals are responsible for finding talent for their 
organizations, which range from local nonprofits to 
global, Fortune 500 companies. What ties these 
individuals together is their efforts to champion skills-
based hiring within their organizations

EMPLOYER OUTCOMES 
IMPLEMENTING SKILLS-
BASED HIRING

Re-Imagining Orlando’s Talent Supply
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Tupperware
At Tupperware, a conversation about skills-based hir-
ing involved staff from across the organization and 
across borders, reflective of the fact that Tupperware 
is a global Fortune 500 company. Ana Villanueva, se-
nior recruiter for North America, and Alberto Islas, se-
nior recruiter for Latin America, are both based in Mex-
ico City. Emily Park, social impact specialist, Cherisse 
Stover, senior manager of the Tupperware Brands 
Foundation and social impact, and Roderick Fields, 
vice president of global business services, are based 
at Tupperware’s headquarters in Orlando. 

Tupperware recently implemented a skills-based hir-
ing pilot program to measure its impact on the diversi-
ty of their managerial candidate pool. The company’s 
Global Business Services division oversees the Talent 
Acquisition (TA) team, which is responsible for finding 
talent at the manager level and above. Once HR and 
hiring managers receive approval to hire for a specif-
ic role, the process moves on to the TA team, where 
recruiters like Ana and Alberto collaborate on building 
the job description with the hiring manager. 

“During this conversation about the job description, we 
can discuss the specific competencies that might be 
necessary for the role and introduce new tactics such 

as skills-based hiring to the conversation,” Ana says.   

Ana and Alberto are part of a group of roughly six re-
cruiters overseeing the skills-based hiring pilot pro-
gram. 

“Each of us identified a position to test the approach 
on. We, along with the Diversity & Inclusion Champi-
ons from each local HR team, created a skills-based 
job description and are trying to measure if we saw 
an increase in candidate diversity,” Ana says.  “Then 
we will all come back together to discuss what worked 
and what didn’t.” 

Alberto says he saw an 80 percent increase in the 
diversity of candidates applying for the role he 
chose. In the end, the candidate Tupperware hired 
identified as a diverse candidate.

“These numbers are only from one test case, but, 
overall, it has been such a great experience working 
on this,” Alberto says. 

In Ana’s case, this information has been harder to 
measure. “Not all candidates want to or care to dis-
close their personal demographic information,” she 
says. 

Ensuring a diverse slate of candidates for hiring man-
agers is an important step to inclusion. To do this, Tup-
perware’s pilot program aims to have at least 25 per-
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cent of its long list of candidates self-identify as female 
or a person of color. Tracking diversity information, 
both for prospective and current employees, can be a 
challenge for any company. There are legal hurdles in 
place to protect one’s privacy. Some countries also le-
gally restrict collection of specific self-identifying data 
entirely.

“We just implemented Workday, which is a market 
leader in human capital management (HCM) systems, 
and they are just starting to pivot to help companies 
track employee consent about the information we can 
and cannot keep related to their personal information,” 
Roderick says. “This process is a lot of working with 
lawyers and, at the end of the day, it comes down to 

Each of us identified a position to test the 
approach on. We, along with the Diversity & 
Inclusion Champions from each local HR team, 
created a skills-based job description and are 
trying to measure if we saw an increase in 
candidate diversity. Then we will all come back 
together to discuss what worked and what 
didn’t.” 

“

ANA Villanueva
Senior Recruiter for North America 

Tupperware

ALBERTO Islas
Senior Recruiter for  
Latin America 
Tupperware

EMILY Park
Social Impact Specialist 
Tupperware

what information an individual is willing to share and 
give consent to.” 

While technology comes into play when Tupperware 
measures diversity, technology also directly influences 
the pool of candidates included at the early stages of 
the recruitment funnel. 

“LinkedIn is our main recruiting tool, but we have to 
ask ourselves if this is the most diverse tool for recruit-
ment,” Cherisse says. “Does it get our postings in front 
of diverse populations?” 

Overall, while skills-based hiring is designed to in-
crease diversity in a company’s candidate pool, there 
are challenges to quantifying the exact change. Initia-
tives such as requiring a diverse slate of candidates 
and auditing what population a job post reaches are 
additional ways that large corporations implement di-
versity, equity, and inclusion (DEI) into hiring practices. 

Roderick also recommends that companies do a fun-
damental audit of job descriptions and catalog how 
roles have changed over time, especially with the in-
troduction of new tools and technology. While a job 
might have the same title that it did 20 years ago, it’s 
possible the skills and requirements of that job are fun-
damentally different. 

“Writing job descriptions to cover every possible skill is 
not the answer,” he says. “We shouldn’t require appli-
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Key Takeaways: Measuring the diversity 
of a company’s workforce is not an easy 
task. There are many facets of diversity 
that an individual may choose or not 
choose to share about themselves. But 
the benefits of increased diversity are not 
in question. Piloting skills-based hiring 
is one avenue to finding a more diverse 
workforce.

cants to have niche skillsets coming into a job if those 
are only going to be used five percent of the time.”

Tupperware’s focus on improving diversity, equity and 
inclusion practices is critical to the company, especial-
ly as it transforms and expands the reach of the brand 
like never before. Skills-based hiring is a fundamental 
change in its business model that will continue engag-
ing various departments in the process.  

“We started our journey learning about skills-based hir-
ing from a social impact perspective and shared those 
practices with the TA team,” Cherisse says. “Educating 
more individuals in HR on how to write a skills-based 
job posting will help the process along.” 

When asked what advice they would share with their 
peers when it comes to skills-based hiring, the feed-
back was motivational, grounded in business funda-
mentals, and included some recent history. 

“Try it on a job posting you’ve had open for a long 
time,” Emily says. “You might realize the process isn’t 
as daunting as you thought it would be.” 

Roderick focuses on the benefits increased diversity 
brings to any organization, but especially on global 
sales. “You should want insights on your team from 
those people who represent your target market. Diver-
sity internally increases your ability to meet your cus-
tomers’ demands,” he says. 

CHERISSE Stover
Senior Manager, Tupperware 
Brands Foundation & Social Impact
Tupperware

RODERICK Fields
Vice President of Global 
Business Services 
Tupperware

Finally, Cherisse points out that most of the qualifiers 
used as filters on job postings today, such as educa-
tion requirements, took root during the 2008 recession 
when companies sought ways to automatically limit the 
number of applications they received. “These practic-
es continue to have consequences when it comes to 
equity and the ability to find the best talent,” she says. 
“It’s time to go back to the drawing board and create 
more diverse hiring practices.” 
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STAX
Parisse “PJ” Spelios is the Vice President of Talent at 
Stax, an all-in-one payments platform that became Or-
lando’s first-ever homegrown unicorn in 2022.(7) While 
the company raised millions in funding, it also grew 
rapidly in employee count and used skills-based hiring 
tactics to do it. 

PJ has led Stax’s talent initiatives since 2018, when 
the company was a 50-person operation. Now up to 
a headcount of 300, Stax continues to grow and looks 
to hire another 60 to 100 people before the year ends. 

“Our growth mindset means we operate differently 
than a large company with lots of red tape,” PJ says. 
“A large company might expect a 60–120-day time-

7 A startup valued at over $1 billion is considered a unicorn.

line to hire. At Stax, we post a position online and are 
asked the next day by managers if we have filled it 
yet.” 

Stax also recently acquired a few small companies 
without an HR department. All this growth, plus typical 
employee churn, makes every week different from the 
last at Stax. 

Similar to many companies, Stax HR writes job de-
scriptions with the help of a hiring manager from the 
relevant department. Hiring managers customize the 
description with the skills they need for each job. But, 
unlike other companies, managers provided very little 
pushback when PJ’s department removed all the ed-
ucation requirements from their job posts, which they 
did in 2022. Nevertheless, a Stax job post may still 
seek years of prior experience, which is considered a 
credential in strict skills-based hiring rules. For exam-
ple, a recent post for a Lead Software Engineer prefers 
“previous experience in a leader engineer role.” How-
ever, Stax job posts leave out education requirements. 

“We found that having extremely hard-core require-
ments closes out our candidate pool,” PJ says. “With-
out extreme requirements, we have over 500 ap-
plicants in our pipeline. Overall, when job posts 
are more relatable, people feel more comfortable 
applying.”

PJ attributes Stax’s rapid growth mindset to the lack 
of pushback she received from department managers 
about removing education requirements. With less red 
tape and a “hire quickly” attitude, Stax can easily pivot 
to try new approaches. On the other hand, growing 
quickly and expanding their talent pool meant expand-
ing Stax’s HR capabilities. 

“Everyone at the company has gotten very good at 
hiring, including managers,” PJ says. “But, they have 
regular jobs too and don’t have the time to sort through 
a large number of applicants.” 
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As part of their recent hiring sprint, Stax brought on a 
HR generalist and recruiter to a team that previously 
only included PJ. 

“If we had more resources in HR, we could do even 
more when it comes to skills-based hiring,” PJ notes.  

Since removing education requirements from job 
postings, PJ senses the diversity of their inbound ap-
plicants increased. This is without doing additional 
outbound recruitment. To uncover and eliminate any 
broader bias that may exist in Stax’s job postings, PJ 

turned to resources like gender decoder, which an-
alyzes gender bias in job ads.(8) Yet, HR professionals 
don’t have many ready-made tools for such a task at 
their disposal. 

“I want someone to be able to audit our job postings 
for bias, but I haven’t met that professional yet who 
can advise on this,” she says.

PJ advises her peers that, when it comes to imple-
menting skills-based practices, to just “go for it. You’re 
going to find great candidates if you start small, find 
success, and iterate.” 

8  http://gender-decoder.katmatfield.com/ 

Key Takeaways: Being a rapidly growing company lends itself to 
quickly trying new hiring practices. The Human Resource department’s 
capabilities also need to grow with the company, so it remains capable of 
finding the best, most diverse talent to fill open positions. 

“We found that having extremely hard-core 
requirements closes out our candidate pool. 
Without extreme requirements, we have over 500 
applicants in our pipeline. Overall, when job posts 
are more relatable, people feel more comfortable 
applying.”

“

PJ Spelios
Vice President of Talent 

STAX

http://gender-decoder.katmatfield.com/
http://gender-decoder.katmatfield.com/
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Second Harvest 
Food Bank
Krysteena Downes has been the Human Resource 
Manager at Second Harvest Food Bank of Central 
Florida (Second Harvest) for five years. In that time, 
she implemented changes related to how Second Har-
vest recruits for open positions, increasing the overall 
diversity of the organization’s candidate pool.

Not a typical food bank, Second Harvest employs 
people in a variety of positions ranging from ware-
house managers to culinary instructors. A private non 
profit organization, Second Harvest collects, stores, 
and distributes donated food to more than 500 feed-
ing partners in Brevard, Lake, Orange, Osceola, Sem-
inole, and Volusia Counties. This six-county area has 
a population of more than 3.7 million and 1 in 7 indi-
viduals in the region (14 percent)(4) experience food 
insecurity. Second Harvest’s operations are impres-
sive. During a single workday, its warehouse bustles 
with volunteers doing anything from shucking corn to 
packaging children’s breakfast boxes. One room over, 
students prepare hot meals in a commercial kitchen 
as part of a 16-week program that trains economically 
challenged adults for jobs in the food industry. Behind 
the scenes, the office and management staff work on 
anything from coordinating SNAP benefits and food 
delivery programs to public policy, advocacy, and re-
search. 

According to Krysteena, this wide variety of operations 
makes for a unique hiring challenge. “We primarily 
function as a food bank, but we also have a commer-
cial kitchen and need warehousing staff, staff to run 
programs, management and more. It can be harder, 
for example, to fill logistics and distribution roles when 
there is a food handling component to them.” 

4 Source: Second Harvest Food Bank of Central Florida, 2021 Feeding Ameri-
ca local-level food insecurity projections.

This uniqueness also leads hiring managers to draft 
job posts that describe the perfect, but possibly non-
existent candidate. At Second Harvest, department 
managers draft the initial job description used for hiring 
and HR reviews them to make suggestions and edits. 

“I see a lot of managers get stuck on wanting the per-
fect candidate,” Krysteena says. “Even for a food pro-
duction role, a manager might initially require in the job 
description that the candidate have at least two years 
of experience working for a nonprofit. That leads to a 
very small pool of possible applicants.” 

Once Krysteena and the hiring manager have decided 
on a job description, HR does most of the recruiting 
and initial screening of candidates. 

The skills-based hiring training gave Krysteena new 
language and tools to edit job descriptions even fur-
ther. She began to remove credential requirements 

“We primarily function as a food bank, but we also 
have a commercial kitchen and need warehousing 
staff, staff to run programs, management and 
more. It can be harder, for example, to fill logistics 
and distribution roles when there is a food 
handling component to them.”

“

KRYSTEENA Downes
Human Resource Manager 
Second Harvest Food Bank
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from jobs that do not need them. For example, a man-
ager at Second Harvest may draft a job description for 
an administrative assistant role requiring a bachelor’s 
degree and at least five years of experience. These 
requirements do not relate to the pay scale for that 
position. The median pay for an administrative assis-
tant in Orlando is $35,100 a year ($16.88 per hour).(5) 
Meanwhile, the median pay for someone with a bach-
elor’s degree in Orlando is $46,700 a year ($22.45 per 
hour).(6) 

Currently, Krysteena works with one manager at a 
time, reviewing one job description at a time. Instead 
of education levels and exact industry experience to 
signal job-fit, Krysteena focuses on what transfer-
able skills someone could bring to the position. These 
one-on-one conversations to explain the concepts of 
skills-based hiring led to the reduction of credential re-
quirements in some roles. An example of a role where 
transferable skills matter more than exact industry ex-
perience is a position providing direct assistance to 
individuals who have an immediate need for food but 
lack transportation. 

“This position answers phones to coordinate food de-
livery for people who cannot make it to a food bank,” 
Krysteena says.  “It would be a very specific ask to 

5 This is the median wage in Orlando, not at Second Harvest Food Bank. 
Source: EMSI Burning Glass, 2020 QCEW.

6 Source: IPUMS USA, 2019

require someone to have previous experience doing 
this. The closest thing might be working for a crisis 
prevention line. Instead, we must think about what 
transferable skills might be available from people 
with a customer service background, of which there 
are many of in Orlando, and not necessarily focus on 
experience staffing a crisis hotline.” Second Harvest 
looks for transferable skills and in-house training op-
portunities first to help fill existing workforce gaps.

Overall, the one-by-one method of reviewing and 
compromising on job descriptions takes time and the 
changes do not come without pushback. But, when 
asked what advice she would give to someone else in 
her role considering making the same changes, Krys-
teena advises not to be afraid to do something differ-
ent and challenge the standard. 

“This process is not as hard as you might think,” she 
says, “Focus on one person at a time and you will start 
to see results.” 

So far, Krysteena has seen a larger, more diverse 
candidate pool since removing some credential 
requirements from Second Harvest’s job posts. 
Next steps for Krysteena and Second Harvest include 
teaching skills-based hiring techniques and mindsets 
to all managers as part of a larger, multiday training 
led by HR on how to be an effective manager.

Key Takeaways: Sometimes it takes 
working with hiring managers one-at-a-
time to explain the concepts of skills-based 
hiring and begin to remove credential 
requirements. Since beginning to remove 
education requirements from job postings, 
Second Harvest experienced a more 
diverse candidate pool applying for jobs.
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Orlando City 
Soccer Club
Marysol Fuhr de Blanch, Human Resources Director 
at Orlando City Soccer Club (OCSC), is a certified se-
nior human resource leader with over 15 years of ex-
perience growing organizations in the entertainment, 
retail, tech, and non-profit industries. As a certified 
change management professional who has worked 
in several start-up organizations, she is no stranger 
to implementing and driving new strategies and pro-
cesses to improve human resources practices. In her 
experience, when it comes to hiring, there is a belief 
that the best candidates must have industry-specific 
experience, and that is not necessarily true.

With two major professional teams, Orlando City and 
Orlando Pride, the Orlando City Soccer Club (OCSC) 
has established itself as one of the preeminent Clubs in 
professional soccer. Orlando City joined Major League 
Soccer (MLS) as the league’s 21st franchise and be-
gan league play in March 2015. In 2019, Orlando City 
re-launched Orlando City B (OCB) to bridge the gap 
between its successful youth development academy 
and the MLS Team.

The Orlando Pride, a National Women’s Soccer 
League (NWSL) franchise, began to play in 2016 – 
bringing professional women’s soccer to Orlando for 
the first time. 

Orlando City and Orlando Pride play at Exploria Stadi-
um, a 25,500-seat stadium built in 2017 and located in 
the heart of Downtown Orlando. 

There is a lot of talent behind the scenes that make 
any professional sports team successful. One look at 
OCSC’s open positions reveals that this is a growing 
business operation with a wide range of needs. In Au-
gust 2022, OCSC had 34 available positions including 

roles in finance, soccer operations, ticketing sales and 
service, and business intelligence.

All the job descriptions have one thing in common—a 
desire for dedication and a love of soccer. Leading off 
the qualifications section, job descriptions for open po-
sitions read, “It’s never just a job at Orlando City SC. 
It’s a way of life. We live and breathe soccer and en-
tertainment.” 

According to Marysol, the Club has been working 
through an evolution on evaluating candidates with 
entertainment and sports experience in the market. 
Convincing hiring managers to consider candidates 
without past industry experience is a smart practice. 

“There was a mindset that candidates must know 
sports, love sports, and be committed to sports 
because the job requires you to work nights and 
weekends during events,” Marysol notes. “But 
really anyone with previous experience in the 
hospitality or even retail industry would align. 
Dedicated people work nights and weekends all 
the time in many different industries. We need 
to shift our mindset to find the best talent and to 
provide opportunities for all.”

“

MARYSOL Fuhr de Blanch
Human Resources Director 

Orlando City Soccer Club
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“There was a mindset that candidates must know 
sports, love sports, and be committed to sports be-
cause the job requires you to work nights and week-
ends during events,” Marysol notes. “But really anyone 
with previous experience in the hospitality or even re-
tail industry would align. Dedicated people work nights 
and weekends all the time in many different industries. 
We need to shift our mindset to find the best talent and 
to provide opportunities for all.” 

Technology, specifically recruiting platforms, can also 
cause a feedback loop that perpetuates the idea that 
the best talent must come from a specific background. 
OCSC uses a sports specific recruiting site to post 
their positions. This tool is described as a recruiting 
system designed specifically for sports and live events 
founded by an executive search consultant to sports 
executive recruiting. According to Marysol, the poten-
tial applicant is unlikely to know about this platform un-
less they previously worked in the sports industry. 

It’s also important to create a team that will help institu-
tionalize the knowledge of skills-based hiring. Marysol 
and her team are advocates of skills-based hiring 
and are implementing the practice across the or-
ganization.

Skills-based hiring removes barriers, enhances diver-
sity, and focuses on skills and competencies rather 
than pedigree requirements. For skills-based hiring to 
succeed, an entire organization needs to support re-
moving credential requirements and evaluating candi-
dates based on the skills they bring to a role. 

“A practice like skills-based hiring requires executive 
leadership sponsorship, a team of supporters [gener-

Key Takeaways: Using a change 
management process to implement 
skills-based hiring ensures that  
everyone in the organization is equally 
onboard with the tactics. Multiple people 
in an organization should understand 
skills-based hiring so the process is not 
lost if one person leaves the company. It 
is also appropriate to modify the process 
to fit the unique needs of a company.

ally HR] to actually implement the process, and, im-
portantly, the people who are impacted the most by 
the change [department managers] to understand the 
why and be developed to succeed in this new pro-
cess,” Marysol says. 

A clear understanding of who plays what part in the 
hiring and onboarding system is vital to success when 
it comes to changing practices. 

Throughout the process, OCSC is testing and scaling 
skills-based hiring to meet its own unique needs. In 
June 2022, the organization began advertising roles 
using a skills-based job posting. When asked what 
advice she would give others in her position, Marysol 
noted that success is based on project management 
and change management. “The most important piece 
is having a plan for bringing along the right people 
in your new system and creating a willingness to 
change,” she says.
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SECTION 3
KEY FINDINGS
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Overall, Orlando companies are in the early stages 
of implementing skills-based hiring. The companies 
interviewed for this report are some of the most 
engaged in the process; with each primarily focused 
on writing better job descriptions and bringing various 
teams onboard with removing education requirements 
from job postings. 

EMPLOYER OUTCOMES 
IMPLEMENTING SKILLS-
BASED HIRING

Re-Imagining Orlando’s Talent Supply
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Overall, Orlando companies are in the early stages 
of implementing skills-based hiring. The companies 
interviewed for this report are some of the most 
engaged in the process; with each primarily focused 
on writing better job descriptions and bringing various 
teams onboard with removing education requirements 
from job postings. 

For many (if not all) of the companies interviewed, in-
creasing diversity in their candidate pool is a main goal 
of this process. Early feedback from pilot programs 
and test cases suggest that this is exactly what is hap-
pening. 

• Tupperware ran a formal pilot with their Talent Ac-
quisition team. A group of recruiters wrote skills-
based postings for selected roles and established 
a plan to measure any increased diversity of their 
applicants. 

• Stax removed all education requirements from their 
job posts. While they may still require some previous 
industry experience, VP of Talent PJ Spelios says 
making job posts more approachable increased her 
talent pipeline with more diverse candidates without 
necessitating other outbound efforts to change the 
makeup of their applicant pool. 

• Second Harvest reduced education requirements 
from some of their job posts by focusing on trans-
ferable skills and considering realistic pay expec-
tations. Since doing this, Krysteena Downes, the 
Human Resource Manager, saw diversity increase 
in applicants. 

• Finally, Orlando City Soccer Club trained multiple 
individuals on the skills-based hiring process and 
designed a system that works for their individu-
al needs. They recently launched their first skills-
based job posting as a test case. 

Level Setting

Learnings
Through these case studies, the Partnership learned 
more about the challenges any organization might 
face when working on changing an internal process. 

• Sometimes it takes working with hiring managers 
one-at-a-time to explain the concepts of skills-
based hiring and remove credential requirements. 
Pushback in support of past methods is natural. 

• Using a change management process to implement 
skills-based hiring ensures everyone in the organi-
zation is equally onboard with the tactics. Multiple 
people in an organization should understand skills-
based hiring so the process is not lost if one person 
leaves the company.

• Companies should modify the process to fit their 
unique needs.

• The Human Resource department’s capabilities 
should grow with the company, so it remains capa-
ble of finding the best, most diverse talent.

• Technology matters. The potential exists for talent 
sourcing platforms to create a feedback loop that 
reinforce the status quo when it comes to workforce 
diversity and previous experience requirements.  

• Measuring diversity is not an easy task.  
Candidates choose what demographic information 
to share about themselves, but the benefits of in-
creased diversity are not in question.
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Made possible through the generous support of JP 
Morgan Chase & Co., UpSkill Orlando is a region-
al, skills-based talent strategy driving a pathway to 
Broad-based Prosperity®. UpSkill Orlando works to 
create upward mobility opportunities by working with 
local employers and educators together to create 
skills-based career pathways.

Part of this strategy requires a continued partnership 
with Skillfull, and initiative of the Markle Foundation, 
to teach skills-based hiring to local employers. Skills-
based hiring and actively upskilling talent are not the 
same, though they may overlap. Skills-based hiring is 
the process of writing clear, non-biased job descrip-
tions and using those descriptions to recruit, onboard, 
and develop talent. Upskilling involves identifying an 
individual’s existing skills and finding or creating train-
ing programs that take him/her to the next level in their 
career. When implemented correctly, skills-based hir-
ing leads to internal career pathway growth and up-
skilling. 

As the Partnership shares skills-based hiring with 
companies that have not heard of it before, it is also 
prepared to go a level deeper with organizations and 
their representatives who already received the train-
ing. Three out of four companies interviewed for this 
report highlighted the challenge of getting everyone 
on their teams up-to-speed with writing skills-based 
job descriptions. While a few internal champions are 
important, skills-based hiring requires entire teams to 
understand the process. 

Next Steps
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Re-Imagining Orlando’s Talent Supply

EMPLOYER 
OUTCOMES 
IMPLEMENTING 
SKILLS-BASED 
HIRING

Contact the Partnership for one-on-one 
help activating skills-based hiring in 
your organization. 

OFFERING THE PARTNERSHIP’S ASSISTANCE: 
Nisha Brice
Director, Strategic Investment & Impact
Nisha.brice@orlando.org
407.902.2441
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EMPLOYER 
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IMPLEMENTING 
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HIRING

OFFERING THE PARTNERSHIP’S ASSISTANCE: 
Nisha Brice
Director, Strategic Investment & Impact
Nisha.brice@orlando.org
407.902.2441

These case studies reveal that implementing the 
full suite of skills-based hiring tactics, ranging from 
re-writing job descriptions to preparing talent for 
promotions based on skill attainment, is a lengthy 
process. However, they also show that the best place 
to start is piloting the process with one or a few jobs and 
iterating from there. Even changing the requirements in 
a single job post to be more skills-based and inclusive 
expands the available talent pool to a more diverse 
range of candidates who have a clear understanding 
of what the job entails. 



Orlando Economic Partnership | The Foundation for Orlando’s Future | Orlando.org/Reports 21

About the Orlando Economic Partnership

The Orlando Economic Partnership is a public-private, not-for-profit economic 
and community development organization. The Partnership represents seven 
counties in Central Florida, including the City of Orlando, and hundreds of the 
region’s top private businesses.
Through the power of our partnerships, we strengthen our regional assets and 
businesses, advocate for regional priorities and write the next chapter of Orlan-
do’s story. We are injecting fresh resources and perspectives while harnessing 
the strength of the region’s culture of collaboration and innovation to create a 
new future for our diverse and growing population.

About the Foundation for Orlando’s Future
The Foundation for Orlando’s Future provides analytical insight, strategic fore-
sight and leadership development to inform and drive the region’s pursuit of 
quality job creation, economic growth and broad-based prosperity by educat-
ing and empowering community leaders.

This report was made possible through the generous contributions of

Orlando.org/Reports  |  200 S. Orange Avenue, Suite 200, Orlando, FL 32801 |  407.422.7159
The Foundation for Orlando’s Future is a core Component of the Orlando Economic Partnership


