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About



● Transportation Licensure Requirements: Lack of a dedicated Bus Driver Trainer makes 
licensing new hires difficult (Mineral County SD). Districts with dedicated training staff 
struggle to keep training timelines on track because drivers frequently leave for for outside 
industries offering higher compensation and better benefits.

● Logistical Barriers: Sending candidates to other towns or counties for training is cost-
prohibitive for part-time/substitute/trip driver applicants.

● In-Bus Environment: Increasing student behavior issues are impacting driver Retention.
● Community Constraints: Severe lack of local housing for candidates moving into the areas.
● Incentive Gap: Current incentive structures are primarily focused on certified staff, leaving 

non-certified roles behind. Many districts have been forced to eliminate incentives due to lack 
of funding.

● Recruitment Challenges: High turnover and a lack of candidate interest in
part-time positions, primarily due to limited hours and inadequate salary and
benefit packages.

● Budget Concerns: Most districts are facing Reductions in Force, due to
budget deficits and a lack of anticipated funding.

The Current Landscape
Our Challenges



Proactive Strategies
Expanding the Pipeline

● Decreased Barriers: State-level reduction of ParaPro testing scores (from 460 to 455) to increase 
the qualifying pool.

● Community Mobilization:

○ Direct outreach to parents for substitute, part-time, temporary, and volunteer roles.

○ “Hero to Educators” program. (Mineral County)

○ Critical Labor Shortage hires (welcoming back retired experts).

● Schedule Flexibility: 3 out of 4 schools (Mineral County) and 5 out of 6 communites/schools (Nye 
County) have transitioned to a 4-day work week to improve work-life balance. 



Marketing & Outreach
The “Everywhere” Approach

● Digital Presence: LinkedIn, Indeed, Handshake, Facebook, Instagram, EdJoin, Frontline/K12jobspot, 
and District Websites.

● State Partnerships: Coordination with Employ NV (DETR).

● On-the-Ground Efforts:

○ Local and regional job fairs.

○ Presence at community events (e.g., Armed Forces Day Parade in Mineral County).

○ Flyers in local businesses and lobby job boards.

○ "Did You Know" boardroom displays featuring wages and benefits.



Our Competitive Edge
Total Compensation

Health & Wellness

100% District-covered Medical, 
Dental, Vision, and Life 

Insurance for the employee.

Retirement Security

100% District-paid PERS 
(Public Employees' Retirement 

System). 

Workplace Culture

Highlighting the "Why" through 
videos and success stories of 

our students.



Visual Insights
Jamboard Images/Notes



District: 
Mineral County SD: 4% Vacancy Rate / 94% Retention Rate

Nye County SD: 7.9% Vacancy Rate / 83.4% Retention Rate

Eureka County SD: 5.18% Vacancy Rate / 96.7% Retention Rate

Elko County SD: 14% Vacancy Rate (Bus Drivers)

Current Classified Vacancy
& Retention Rates



Questions?



We welcome any feedback, 

suggestions, and support to assist 

us with solving the challenges in 

recruiting quality candidates to join 

our rural districts.

Thank you for 
your time and 
consideration!
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