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5 Must-Use Strategies for 
Corporations Looking to 
Attract and Hire Women
Returners



Companies in the 
top quartile for 
gender diversity are 
more likely to have 
financial returns 
above their industry 
medians.

Successfully hiring women looking to return to 
work after taking time off has unique challenges. 
But those challenges are often outweighed by 
the talent in this amazingly underutilized talent 
pool. We know. We’ve seen the talent and 
talked with the companies that have hired 
them.

Our partners consistently tell us how dedicated 
these women are and the invaluable skills, 
knowledge, and unique perspectives they bring

to their teams. But it does take some time and effort to get the hiring process right. 

Here are the 5 things you should have in place to ensure that your organization is 
attracting and hiring returners.

1. Implement a formal program for hiring returners and give it a name. This 
requires a specific landing page on your website that describes your program 
and explains the value your company places on women returners.

Provide a special form on your landing page where returners can provide 
information about themselves and a copy of their resume or a link to their 
LinkedIn page. Make it clear that their resume doesn’t need to be perfect as 
returners tend to worry more than the average candidate that their resume is 
not perfect.

2. Promote your program within local mom groups, advertise and post 
information about your program on Facebook, Instagram, and Nextdoor. 
However, our data shows returners typically aren’t on LinkedIn so you can likely 
skip that platform. You can also hold events at local libraries or in the office. 
Most returners belong to social groups and word will spread quickly if you are 
doing things right.

3. Recognize that returners tend to undervalue their worth to the workplace. 
They’ve been out of work for a period of time and often don’t feel that
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their experience is as valuable as it used to be. This is obviously not true, but 
recruiters need to know this during the sourcing, screening, and interviewing 
process. Understand that returners are often capable of much more than what 
they are communicating on their resume and during interviews.

This may not seem vitally important in the short term, but in the long term, 
hiring returners at the appropriate level means they are able to fully contribute 
to their teams and are placed at the correct level for future promotions.

4. Teach recruiters that logical and appropriate gaps in a resume are not a 
negative. Very talented individuals take time off from their career for a variety 
of reasons. And their talent and dedication don’t simply disappear. It takes 
special attention and training for recruiters to recognize this. As a result, it may 
make sense to train and designate specific recruiters to manage the hiring 
of returners.

5. Understand that research shows that women typically don’t apply for a 
position unless their resume is a near perfect match. This is even more true 
with women returners. This means that the messaging on your landing page 
and throughout the verbiage about your program must reinforce the idea that 
returners are welcome and that a resume isn’t the only criteria used to 
evaluate returner talent. Make them feel comfortable applying to your 
program.

6. Strategy number six is a bonus. If you don’t have the time or resources to put 
strategies 1 through 5 in place, Women Back to Work can help. We’ve been 
placing returners at leading companies for years. Simply open up one or more 
of your contract positions to our recruiters and WBW will get to work sourcing, 
screening, and submitting qualified returner candidates. 
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Hiring returners takes a unique approach. But done right, it can provide valuable 
talent to any organization. Interested in learning more? 

Visit womenbacktowork.org.


