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Agenda for webinar

• Introduction
• Topic 1: Recruitment & Retention

• Panel Discussion
• Group Discussion

• Topic 2: Training and Continuing Education Topics
• Panel Discussion
• Group Discussion

• Topic 3: Career Development Information & Accessibility
• Panel Discussion
• Group Discussion



About the survey
• This survey was conducted in October and November 2023 by CCSME on behalf 

of the Maine Behavioral Workforce Development Collaborative. 
• It was distributed via email from CCSME, AdCare, the Alliance, and the Rural 

Behavioral Health Workforce Center.

• Intended respondents
• Individual members of the workforce including clinical and peer support roles
• Leadership representatives from behavioral health organizations or other 

organizations employing staff in behavioral health roles



Total responses

ANSWER CHOICES RESPONS
ES

Total N Number who completed
survey

Individual member of the behavioral 
health workforce in a clinical or peer 
support role

67.22% 285 158

Leader at a behavioral health organization 
or other organization employing staff in 
behavioral health roles

18.87% 80 28

Both 13.92% 59 32

TOTAL 424 218



Organizational responses –
Recruitment and Retention
Responses provided by organizational leaders

Presenter
Presentation Notes
The first set of questions was directed towards those who identified themselves as being in an organizational leadership position at a behavioral health agency or an organization employing staff in behavioral health roles – including both clinical services and peer support/recovery coaching services. Overall, these questions focused around topics related to recruitment, retention and professional development of staff from the organization/employer perspective.



0% 10% 20% 30% 40% 50% 60% 70% 80% 90% 100%

None of the above

Internships/practicums

Onboarding/trial period

Paid training

Licensing

Professional memberships

Other (please specify)

What types of opportunities do you offer for prospective 
employees or folks seeking to enter the field?

Other:
• On-the-Job Training 

• Volunteer experiences & free training opportunities

• Clinical ladders of development

• Tuition reimbursement

• Apprenticeship 

1

36

33

43

22

10

7

N = 57

Presenter
Presentation Notes
Out of 57 total responses, paid training opportunities were the most common opportunity offered for prospective employees, followed by internships and practicums and onboarding or trial periods. A little less than half offered licensing. Some other responses included on the job training, volunteer experiences, apprenticeship, tuition reimbursement or clinical ladders of development



What other 
types of 
benefits 
does your 
organization 
offer?

• Over 65% of respondents said their 
organization provides the following:

• Flexible hours
• Family or parental leave
• Paid educational opportunities
• Employee Assistance Programs
• Paid professional development

• 19% offer student loan repayment assistance
• Less than 10% offer help with criminal 

records appeals or paid volunteer 
opportunities

N = 57

Presenter
Presentation Notes
We also asked broadly about other types of benefits offered. Other offered benefits mentioned included insurance and retirement, other wellness benefits, tuition reimbursement,  and assistance accessing workforce development funds 




0% 10% 20% 30% 40% 50% 60% 70% 80% 90% 100%

None of the above

Regular supervisory check-ins

Training checklist

Educational opportunities

Other (please specify)

What steps do you take to acclimate employees to the day-to-
day operations of their positions beyond orientation?

Other:
• Standard Operating Procedures
• Group supervision
• Shadowing
• Peer mentoring (with small incentive for 

staff mentors)
• In-house MHRT-C training

0

54

51

42

18

Answered: 56

Presenter
Presentation Notes
Thinking about retention, we asked about steps an employer might take to help prepare and acclimate their staff to their role. Almost all respondents reported providing regular supervisory check-ins, and a training checklist. Many provide educational opportunities related to the role, and other responses indicated steps such as a set of Standard Operating Procedures, group supervision, shadowing, peer mentoring (with a small incentive for staff mentors), and in-house MHRT-C training.


We will dive more into this in our topics discussion later on, but given that most organizations rely on regular supervisory check-ins as a tool for orienting employees, it is interesting to consider what type of training those supervisors receive in order to provide that service.



0% 10% 20% 30% 40% 50% 60% 70% 80% 90% 100%

None of the above

Paid higher education (i.e. secondary
degrees)

Paid continuing education (i.e. for license
renewal, etc.) or paid time for continuing…

Paid conference attendances/memberships

Interprofessional networking with other
agencies

Community service

Internal learning management system (e.g.
Relias or other)

External online training programs

Other (please specify)

What types of professional development 
opportunities do you offer to staff?

Other:
• In-service training

• Tuition reimbursement
• External training for special topics

5

19

44

36

17

9

30

29

8

Presenter
Presentation Notes
We asked more specifically about professional development opportunities offered to staff (again, from employer perspective)

The most common responses were:
Paid continuing education
Paid conference attendance or professional org memberships
Internal or external learning management/online training programs (things like Relias or similar services)
A limited number reported paid higher education opportunities for staff

Only 5 respondents indicated that their organizations do not provide any of these professional development opportunities.



Most common reasons staff provide for leaving:
Common themes across all levels:
• Financial concerns
• Career advancement
• Workload and stress
• Organizational factors
• Transition to private practice
• Geographical or life changes

Entry level:
• Time constraints – lack of time to maintain a 

recovery coach position
• Documentation requirements

Supervisor level:
• Better opportunity for career advancement
• Moving up in employment level
• Staffing stress

Management level:
• Retirement
• Changing career path/advancement
• Challenges meeting state contracted requirements
• Need for more structured agency 11

Presenter
Presentation Notes
This question asked what the most common reasons both peer support staff and clinical staff provide for leaving their positions, across entry level, supervisor level, and management level positions. 

There were similar concerns cited across both peer support and clinical roles, as well as entry-level, supervisor and management levels. These included financial concerns, limited opportunities for career advancement, workload and stress, dissatisfaction with the organization, transition to private practice (primarily clinical staff), or personal life changes. 

A few specific concerns were cited across the levels of experience. At entry level, respondents noted that workload stress and documentation requirements were reasons, as well as time constraints to maintain a recovery coach position specifically. 

At the supervisor level, common reasons were related to looking for opportunities for career advancement or promotion. 

At the management level, life changes such as retirement, changing career paths were more common, as well as challenges related to program administration. 


Common themes across all levels:
Financial concerns
Low wages, better financial opportunities elsewhere
Career advancement
Limited opportunities for advancement
Workload and stress
Stress/burnout
Organizational factors
Lack of support
Unhappy with work culture
Transition to private practice
Geographical or life changes
Moving
Retirement
Changes in personal circumstances



Open-ended: What other types of staff retention strategies has your 
organization used successfully?
• Flexibility

• Operating hours, schedules and remote 
work options

• Project choice- allowing staff to work on 
projects aligned with their interest

• Fostering a supportive culture
• Valuing kindness, respect, work-life 

balance priorities
• Strategies to observe and address signs of 

burnout
• Clinical support and crisis debriefing

• Wage & Benefit Improvements, Incentive Programs
• Higher wages, merit increases, retention 

bonuses, health benefits, compensation 
adjustments, and increased leave time

• Employee recognition and engagement
• Recognition programs, employee of the 

year awards, and regular feedback and 
evaluation contribute to a positive work 
environment. 

• Implementing regular surveys, feedback 
sessions, and an open-door policy for 
communication 

• Wellness initiatives & camaraderie 
building activities

• Clinical Ladder and Educational Reimbursement
• Implementing clinical ladder programs and 

educational opportunities/reimbursement

12

Presenter
Presentation Notes
In an open-ended question of what type of staff retention has been used, several themes emerged:
Flexibility in schedule and assignments when possible
Intentional development of a supportive staff culture
Wage & Benefit improvements – increase wages, leave time, improved benefits
Employee recognition and engagement – developing programs to recognize staff, provide feedback and support, seeking staff input and feedback, and offering staff wellness initiatives and outings for team building and morale
Developing a clinical ladder for staff to advance their positions and supporting staff education and training


It’s interesting to look at these successful strategies because in many ways, these positive suggestions are the counterpoints to the reasons staff provide for leaving – a supportive, positive work culture where people have opportunities for growth and wages & benefits that can truly support them.



Key Takeaways: Recruitment & Retention

Retention: Flexible, supportive 
work environment with 
opportunities for growth, 
wage & benefit improvements

Paid training opportunities for 
staff entering field are 
common

Most agencies provide 
professional development 
opportunities such as paid 
continuing education, 
conference attendance, etc. 

May be opportunity for 
agencies to offer other 
benefits, onboarding tools to 
assist in recruitment and 
retention

Presenter
Presentation Notes

Some key takeaways from this section;

Staff Retention – flexible, supportive work environments with opportunities for growth, fair wages and benefits, and opportunities to improve those benefits are key

In terms of professional development and training opportunities, paid training opportunities 



Panel Questions

1. What other ideas do you have to advance recruitment and retention?

2. Supervisors and Management tend to leave for similar reasons, yet entry 
level employees seem to leave for very different reasons. What factors do 
you think contribute to this difference?

3. Which benefits have the biggest impact on which level of employee – entry-
level, supervisor, management?



Training topics
Questions directed to individuals and employers about professional development 
needs

Presenter
Presentation Notes
These questions were primarily directed to individual members of the workforce (both clinical and peer support), although one question was directed to employers



Please rank the top 5 training topics that you need to get 
work/be certified/maintain certification

0% 10% 20% 30% 40% 50% 60% 70% 80%

Ethics

Supervision

Motivational Interviewing

Evidence-based Practices

Cognitive Behavioral Therapy

Peer Support Training

Workplace resilience

Working with diverse populations

Professional development/career mentoring

Ranked as 1st or 2nd priority

Ranked as 1st or 2nd priority

Presenter
Presentation Notes
We asked individuals to prioritize the top 5 topics they need to get work and/or get and maintain certification

Leading answers were ethics, peer support training, supervision, and evidence-based practices.



Please rank the top 5 training topics that you need to be 
successful and feel good about the work you do

0% 10% 20% 30% 40% 50% 60%

Ethics

Supervision

Motivational Interviewing

Evidence-based Practices

Cognitive Behavioral Therapy

Peer Support Training

Workplace resilience

Working with diverse populations

Professional development/career mentoring

Ranked as 1st or 2nd priority

Ranked as 1st or 2nd priority

Presenter
Presentation Notes
Next we asked them to rank topics that they need to be successful in their roles

Overall, responses were similar to the previous question, with supervision, ethics, peer support and evidence-based practices all at the top, but there was more of a range here with greater responses for working with diverse populations and professional development/career development topics



If more trainings were to become available, what topics would be of 
interest or greatest use to you?

0 0.5 1 1.5 2 2.5 3

Mental health

Co-occurring conditions (mental health and substance use)

Evidence-based practices

Integration of behavioral and physical health

Substance use disorder

Conflict management

Supervision

Leadership

Navigating Social Determinants of Health

Working with legally-involved or previously incarcerated individuals

Group facilitation

Legal/compliance

18

• Weighted average 

Presenter
Presentation Notes
We asked individuals what other topics would be of greatest interest or use. The rankings shown here are a weighted average of responses, with higher number indicating greater interest

Training topics with the highest level of endorsement were: Mental Health, Co-Occurring Conditions, Evidence-Based Practices, Integration of behavioral physical health, and substance use disorder – highlighting a continued need to offer training related to core aspects of practice and providing services across the behavioral health continuum. 

These topics were followed by categories of leadership, supervision, and conflict management, indicating a need for workforce development opportunities. 

Other areas of high interest were working with legally-involved or previously incarcerated individuals, navigating social determinants of health, legal/compliance topics, and group facilitation. 

Not shown on this slide, 
Financial/budgeting and data analytics, marketing and community outreach have low interest levels, with a majority expressing disinterest.
Grant writing and legal/compliance topics show moderate interest, with a mix of responses across categories.

These results provide valuable insights for training program development, allowing for a targeted approach based on the perceived needs and preferences of the respondents. It's evident that topics related to leadership, supervision, mental health, and conflict management are particularly crucial for the surveyed audience.




If offered, what technical assistance topics would be of interest or greatest 
use to your staff?
• Answered: 51

0% 10% 20% 30% 40% 50% 60% 70% 80% 90% 100%

Supervision
Substance use disorders

Recruitment/retention/workforce development
Conflict management

Managing team dynamics
Leadership

Co-occurring conditions (mental health and substance use)
Evidence-based practices

Group facilitation
Working with legally involved or previously incarcerated individuals

Strategic planning
Integration of behavioral and physical health

Grant writing
Legal/compliance

Marketing/community outreach
Financial operations/budgeting

Program management/work plan development
Building a learning collaborative

Community mobilizing
Data analytics

Other (please specify)
Other:
Crisis management & De-escalation 

27
26
25
25
25
24
24
22
19

18

17
16
15
14
14
12
12
10

9
7
2

Top 5
1. Supervision
2. Substance Use Disorders
3. Workforce Development
4. Conflict Management
5. Managing team dynamics

Presenter
Presentation Notes
We also asked organizational leaders/employers what topics they felt would be of greatest interest or use to their staff. Interestingly, 4 of the top 5 choices related to management and supervision skills for the workplace – supervision, workforce development, conflict management, managing team dynamics – as opposed to more specific peer support or clinical topics.



0% 10% 20% 30% 40% 50% 60% 70% 80% 90% 100%

Training required for certification/licensure

Other professional development

1 - Basic Knowledge
2- Essential Knowledge (functional application of knowledge/skill)
3- Advanced (Superior knowledge, advanced application of knowledge/skill)
4- Expert knowledge (thought leader, systems designer)

Considering your highest ranked responses above, what levels of 
trainings do you find you need more of, or better access to?

7
49
87
14

9
38
74
22

Presenter
Presentation Notes
Across all types of professional development, respondents are looking for more training to support the application of knowledge and skills to their work. The highest responses were seeking advanced knowledge across topics, followed by essential knowledge related to the application of skills. This highlights an opportunity for providers of professional development to ensure that their offerings include a component of skill development or application and that they are offering a range of training types to include both basic knowledge and more advanced, expert knowledge. 





What training or other resources would be most helpful to you in your 
professional development?

Interest in training 
for peer support 
and recovery 
coaching.
Training related to 
peer support in 
crisis response
Training related to 
recovery group 
facilitation like 
SMART Recovery 
and AA

Peer Support 
& Recovery 
Coaching

Specific therapy 
styles and 
techniques like DBT, 
EMDR, IFS, and 
alternatives.
Motivational 
Interviewing
Trauma training, 
certifications, and 
trauma-based 
modalities.
More advanced 
level mental health 
and substance use 
disorder treatment 
topics

Specialized 
Clinical 
Approaches 
and EBPs

Need for ethics 
training, especially 
to fulfill continuing 
education 
requirements.
Interest in legal and 
compliance topics.

Ethics and 
Legal 
Compliance

Interest in 
advancing careers, 
program 
management, 
exploring new job 
opportunities, and 
creating non-profit 
organizations.
Interested in free 
education for 
recovery coaches
Leadership and 
supervision training

Career 
Advancement 
Opportunities

Learning about 
collaboration with 
other systems, 
especially when 
facing resistance or 
challenges.
Interest in training 
on documentation 
for case 
management –
applying for SNAP, 
benefits

Collaboration 
and 
Engagement 
with systems

Engaging clients 
with long-term 
recovery.
Perinatal mood and 

anxiety disorders.
Working with 
unhoused/housing 
insecure 
populations
Working with 

incarcerated 
individuals for 
advocacy

Specific 
Population 
Focus

21

Presenter
Presentation Notes
Also noted:
National Recommendations Adoption:
Desire for agencies to adopt national SAMHSA recommendations for peer support.

Peer support and recovery coaching:

Interest in additional training for peer support and recovery coaching.
Interested in training related to peer support in crisis response
Training related to recovery group facilitation like SMART Recovery and AA

Specialized clinical approaches and evidence based practices

Specific therapy styles and techniques like DBT, EMDR, IFS, sex therapy, and alternatives.
Interest in Motivational Interviewing
Interest in trauma training, certifications, and trauma-based modalities.
Interest in more advanced level mental health and substance use disorder treatment topics

Ethics and legal compliance
Need for ethics training, especially to fulfill continuing education requirements.
Interest in legal and compliance topics.

Collaboration and engagement with systems
Interest in learning about collaboration with other systems, especially when facing resistance or challenges (e.g. working with clients who are involved with CPS or are involved with other systems)
Interest in training on documentation for case management – applying for SNAP, benefits

Specific Population focus
 Engaging clients with long-term recovery.
 Perinatal mood and anxiety disorders.
Working with unhoused/housing insecure populations
 Working with incarcerated individuals for advocacy





Key Takeaways: Training Topics

Need for more 
advanced-level training 
across topics

Within agencies, leadership recognize need for 
additional training on leadership, supervision, 
and management topics

Continued need for 
ethics trainings to 
receive or maintain 
certification

Peer support and 
recovery coach training 
as an identified area of 
need

Training in evidence-based practices 
or advanced level clinical skills for 
mental health and substance use 
treatment



Panel questions

1. We see a strong need for more advanced training. How do we best address 
this?

2. Q20, Q21, and Q28 reveal that trainings on evidence-based practices are 
needed for certification, to feel good about the work one does, and are of 
greatest interest for respondents. How can organizations and CCSME 
support this pursuit of knowledge of evidence-based practices?

3. Where are the gaps or the emerging needs for training?



Finding Career Development 
Information



Where do you find information about currently available or upcoming 
continuing education programming?
• Answered: 167

0% 10% 20% 30% 40% 50% 60% 70% 80% 90% 100%

CCSME newsletter/email announcements

CCSME website

ME SUD Learning Community website

AdCare newsletter/email announcements

AdCare website

Muskie Center for Learning Website

MBHWDC website

Maine.gov webpages/eventbrite

Other partner website

Third party newsletter/email

Word of mouth

Other (please specify)

Note: Survey distributed primarily via CCSME & AdCare email list

76

36

17

80

42

16

13

52

23

56

66

35

Other:
• Recovery center
• Supervisor/Employer
• State agency
• Professional association listserve
• PESI
• University/College

Presenter
Presentation Notes
Respondents indicated that email listservs/newsletters were the most common sources to find continuing education. Word of mouth and recommendations from a supervisor or employer, were also cited frequently. 




Where do you find information about the next steps in your 
career/certification/advancement and how to achieve them?

0% 10% 20% 30% 40% 50% 60% 70% 80% 90% 100%

College/post-secondary education website

DHHS website

Other board/regulating agency website

Print publication

Supervisor/mentor/colleague

Eventbrite

Search engine

Other (please specify)

• Other:

• Word of mouth

• Professional networks

• Recovery networks

• Unknown – hard to find information

26

25

45

24

84

29

35

25

Presenter
Presentation Notes
Respondents indicated that the most common way to find out information about career advancement/certification opportunities was from a supervisor or colleague, followed by a board/regulating agency website. Several people also noted that they did not know where to find this information or found it difficult to find this information, representing an opportunity to provide clearer guidance and information for the workforce on career ladder opportunities. Several people also mentioned recovery centers or recovery networks as sources for career information – highlighting an important resource for the peer support workforce. 



What resources or tools would make it easier for you to find 
relevant training or professional development programs?

27

Centralized 
Information Hub:

Interest in a centralized, one-stop-shop platform and /or email list  where they can find comprehensive 
information about all available training programs in Maine. This includes a state listing of all trainings, updated 
websites, and a user-friendly hub.

Enhanced 
Accessibility and 
Awareness:

Increased accessibility to training opportunities, especially for in-person sessions. Respondents suggest more 
free webinars, weekend trainings, and improved marketing to raise awareness of available options.

Agency-Sponsored 
Trainings:

Some respondents prefer that the training offerings come directly from their agencies instead of relying on 
external sources. They emphasize the importance of having the information easily accessible within their 
organizations.

Financial Support: Some respondents mention the need for grants or funding support to cover the costs of costly trainings. 
Financial assistance is seen as a facilitator for individuals seeking professional development.

Professional 
Licensing Support:

A desire for support in navigating professional licensure requirements is mentioned, including a hub on the 
Maine DHHS website that tracks accomplishments and provides reminders.

Networking 
Opportunities:

Respondents express interest in networking opportunities, both online and in physical newsletters, to collaborate 
and share information about recovery resources and educational opportunities throughout the state.

Collaborative 
Efforts:

Collaboration between organizations and agencies is emphasized, and respondents express interest in 
collaborative efforts that consolidate educational opportunities.



Key Takeaways: Career Development Information

Email lists most common 
method for learning about 
training opportunities, 
followed by word of mouth

For information on career 
advancement and 
certification, supervisors are 
most common resource

Need for more centralized 
information on training, 
licensing, and workforce 
development

Need for training and 
education that is accessible in 
terms of schedules, cost, time, 
and location, with in-person 
and virtual options



Panel Questions

1. How can we make training and professional career development more 
accessible?

2. We see a strong preference for email lists. How do you/your team use email 
lists? How can these emails/announcements be more engaging, relevant, 
and targeted to different audiences?

3. Respondents indicated that supervisors, mentors, and colleagues are the 
largest source of information about next steps in careers, certification, and 
advancement. How can we formalize this information and ensure consistent 
info is available for all employees?



What else 
would you 
like us to 
know?

• Work-Life Balance, Flexibility & Virtual 
Opportunities

• Financial Considerations
• Systemic Changes
• Challenges in the Field
• Access to Training and Education
• Advancement Opportunities
• Specific Training Needs

30
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Presentation Notes
Work-Life Balance and Flexibility:
Several respondents mentioned the importance of flexibility in work hours and schedules. This is particularly crucial for individuals facing challenges such as disability or other personal circumstances. The need for virtual work options, especially for individuals with disabilities, was highlighted. Some mentioned challenges related to childcare and the preference for virtual training opportunities
Financial Considerations:
The need for livable wages and financial support, including bonuses and incentives, was highlighted. Some mentioned that financial constraints limit their ability to access certain training opportunities.
Systemic Changes:
Calls for systemic changes were noted, including the integration of mental health and substance use services, livable wages for all, and addressing the broader social determinants of health. For example, housing emerged as a significant concern for some respondents. This includes personal struggles with housing, as well as the need for more resources and support for clients facing housing insecurity.

Challenges in the Field:
Issues such as burnout, high productivity expectations, and difficulties with clients or state regulations were mentioned. Some suggested that the state needs to be more responsive to the needs of those working in the field.
Access to Training and Education:
Access to affordable and relevant training was a recurring theme. Respondents expressed appreciation for affordable training options and suggested making information about available trainings more accessible
Advancement Opportunities:
The desire for career advancement opportunities and support for professional development was expressed. Some mentioned the challenges in finding suitable training and education.
Supportive Workplace Culture:
A positive and supportive workplace culture was identified as a key factor in staff retention. Elements such as kindness, respect, and open communication contribute to a healthy work environment.
Specific Training Needs:
Respondents expressed interest in various types of training, including those related to specific mental health and substance use disorders, trauma, leadership, and more.
Advocacy and Networking:
Some respondents used the opportunity to advocate for changes in the system and express their personal goals. Networking and building connections within the recovery community were also mentioned.

Overall, these responses provide valuable insights into the challenges and aspirations of individuals working in the mental health and substance use field. They underscore the importance of addressing systemic issues, providing support for career growth, and ensuring a healthy work-life balance.
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