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There’s no doubt about it — 2018 is a challenging time to be in healthcare
talent management. The talent gaps have made it extremely difficult to
recruit and retain talent for leadership and individual contributor roles alike.
This comes at a time when the people receiving care are more empowered
than ever. They have a wealth of information at their fingertips to research
where and how they want to receive care and can provide instant, public,
and anonymous feedback on their experiences. It’s not just important to have
skilled professionals employed by your healthcare organization — employees
need to be top-tier healthcare professionals who will provide quality outcomes.
As we head into the new year, some key trends are taking shape to address the
unique challenges you’re facing. Here, we will look at the trends affecting healthcare
talent management, focusing on three key areas your organization will need to
master to be successful in 2018 and beyond: recruitment, employee engagement,
and leadership development.
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Recruitment
HealthcareSource® software
and solutions can help you meet
your 2018 recruitment goals,
from building a talent pipeline and

Recruitment
The skilled labor shortage is a challenge for talent acquisition professionals everywhere — but arguably more so
for those in the healthcare industry. The aging population is putting increased demand on already understaffed
healthcare organizations. At a time when more healthcare talent is needed, experienced workers are retiring at

nurturing candidate relationships to

alarming rates — 10,000 or more baby boomers are retiring each day. And 55 percent of the RN workforce is

determining cultural fit and using

over age 50 and approaching retirement age. The increased demand for healthcare services and the number

data to source smarter:
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of healthcare professionals retiring is creating an ever-widening talent gap. There simply aren’t enough qualified
healthcare professionals available to occupy new roles, let alone backfill them, causing 33 percent of hospitals
to have a vacancy rate greater than 10 percent. As traditional recruiting strategies have proven to not be
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• Position Manager

®

enough, we’ve seen the following emerging trends in healthcare recruitment.

• Recruitment Marketing

SM

1. Employer Branding: Great healthcare workers can choose where they work, and can easily research

• Recruitment Optimization

SM

what it’s like to work at your organization. In fact, 75 percent of job seekers consider an employer’s
brand before even applying for a job. Because of this, more healthcare organizations are working to
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• Staff Assessment
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• Job Board
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build strong employer brands to attract and engage top-tier talent. According to our own research,
50 percent of senior care hiring managers are using one or more social media channels to promote
and/or manage their brands. To create a successful, positive employer brand, begin internally. Gather
employee feedback to make sure your organization is one where people want to work, and research
what employees and candidates are saying about your company on review websites and social media
channels. Address any issues to be sure employees are perceiving you as the brand you want to be.
Then, promote your employer brand throughout your recruiting materials, from your website and social
media channels to your job postings and candidate outreach emails.

2. Talent Pipelining: Great healthcare candidates are hard to come by. With more open roles than there
are people to fill them, it’s even more important that you’re always on the lookout for great talent —
even if you don’t have a role for a given candidate right away. When your employer branding does its
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job to drive great candidates to your career site, allow candidates to opt into your talent network
if they don’t see a position that interests them. Also, add other candidates you come across while
sourcing, working with agencies, or networking. Doing this will allow you to create a talent pipeline
for future roles, well before you need to fill them. Whenever a new position opens, it’s an opportunity
to add to your talent pipeline with applicants, sourced candidates, and contingent staffing agency
candidates to make sure you always have access to talent.

3. Talent Nurturing: Once you’ve built your talent pipeline, it’s important to organize, manage, and
maintain relationships with your active and passive candidates. Candidate relationship management
tools can help you send branded emails and nurture campaigns to targeted talent or to your entire
talent network. You can build their interest in your organization through personalized emails, talent
newsletters, and in-person events. This allows you to stay top of mind and establish an ongoing
relationship with those candidates, so you can convert them into applicants and hires.

4. Recruiting for Cultural Fit: When you attract the best talent on the market, you can hire the best
talent on the market — and remember that cultural fit is just as crucial as skill fit. You wouldn’t want
to hire someone without a passion for serving the elderly to work in a skilled nursing facility, and
you wouldn’t want to hire someone who can’t handle high-stress situations to be an emergency room
surgeon. Behavioral assessments can be a strong predictor for fit so you can identify candidates with
the qualities that match your organizational culture. Assessment data can be paired with structured
interview questions to better understand the individuals you are choosing to bring into the organization.

5. Candidate Experience: It’s crucial to provide a positive candidate experience in order to keep candidates
engaged throughout your recruitment process — and interested in a role with your organization.
Everything from your pre-applicant experience and application, to your interview process, offer stage,
and onboarding process must be considered. Take a walk in your candidates’ shoes to make sure
it’s easy to find and apply for your open roles. Ensure that your interview process goes smoothly for
your candidates by developing behavioral interview questions ahead of time, and assigning them to
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your interview team. Pre-close candidates so the offer stage goes off without a hitch, and build off the
excitement of an accepted offer by seamlessly transitioning candidates to your onboarding stage. Even
once you decide not to pursue a candidate further, it’s important to communicate quickly and respectfully
so they will consider your future opportunities, and speak positively about your organization.

6. Data-Driven Recruiting: With finite resources, healthcare recruiters need to make their time and budgets
stretch. To optimize your recruitment process for the best possible results, it’s important to analyze the
outcomes of your recruitment activities and use the data to make improvements. For instance, you should
understand the effectiveness of different job postings and sourcing channels so you can put your limited
resources into those that perform the best. Many organizations have also found it useful to compare
their own recruiting metrics against industry benchmarks. In doing so, they can make informed decisions
about where they can make the biggest impact on their improvement efforts.

State of Leadership Development 2015: The Time to Act Is Now
Nursing Shortage Statistics
3
2016 National Healthcare Retention & RN Staffing Report
4
The 2015 Employer Branding Study
1
2
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Employee Engagement
You need to engage your
employees and reduce turnover.
Commit to doing better in 2018 —
with HealthcareSource solutions
that can help make a difference:
• Performance Manager

care for your patients, residents, or clients. Research has shown that 85 percent of engaged hospital
employees display a genuinely caring attitude toward patients, while only 38 percent of disengaged
employees do. Because of that, it’s no surprise that every 1 percent increase in employee engagement,
5

by 0.25 percent. What’s more, engaged employees are also more likely to stay with their current organization,
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allowing you to retain the talent you’ve worked so hard to recruit. The reality is, healthcare organizations have
a 30.3 percent first-year turnover rate, and the median turnover rate for direct care staff in skilled nursing
7

care centers is 43.9 percent. When only 33 percent of all remaining workers are engaged, organizations
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• Compensation

Engaged employees feel more connected to their jobs, and will go the extra mile to provide great quality

increases an organization’s overall HCAHPS rating by 0.33 percent, and patients’ willingness to recommend
®

• Leadership Assessment
• NetLearning

Employee Engagement

9

are beginning to look to the following trends to reverse that harrowing statistic.
SM

7. Employee Onboarding: Employee engagement starts from day one, and an effective employee
onboarding program helps set the stage for the rest of your new hire’s employment. Onboarding should
be more than filling out tedious employment forms and showing your new hire where the restroom is
located — it’s important to make them feel welcome. Tell them how excited you are to have them join
your team, and introduce them to key teammates who can help them settle in. Also use this time to set
expectations with your new hire, including sign-off on the job description. Your new hires should know
exactly what they’re responsible for and what’s expected of them.

8. Goal Setting: Early on, define goals so that each employee knows how they’re being evaluated.
This will ensure that employees understand how to prioritize their tasks and how their success will be
measured. Employee goals should align with those of the organization to reinforce how the employee’s
work supports the organization’s mission, vision, and values. When employees know what it takes to
succeed from day one, they will be happier and more engaged — and it will show in their work.
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Employee Engagement
9. Continuous Feedback: While annual reviews are important for employee performance management,
they should not be the only time employees receive feedback. Feedback should happen regularly —
not just during annual performance reviews — so that employees are continuously improving. And
feedback shouldn’t just come from managers, either. Peers and subordinates should be able to
provide 360-feedback regarding strengths as well as teachable moments. Combined with managers’
feedback, this allows employees to get a holistic view of their performance and impact. Recording
this feedback in your performance management system eliminates the need to rely solely on memory
come annual review time. Recognition for a job well done is a powerful way to provide feedback
and improve employee engagement.

10. Employee Development: In addition to continuous feedback, help employees grow professionally
through employee development opportunities. Eighty percent of 2016 graduates expect their first
employer to provide formal training, yet only 54 percent of 2014 and 2015 graduates received formal
training from their first employer. Companies that are the most successful with employee engagement
10

create employee development plans from day one and revisit them regularly. Rather than simply
discussing performance issues, managers can build engagement by presenting those issues as
opportunities for growth. Formal learning and development programs help your employees improve
their skillsets and reach their full potential, which, in turn, helps them become more successful and
engaged in their work.

11. Compensation Management: Healthcare work can be as stressful as it is rewarding, and one of the
best ways to show employees you value them is to compensate them fairly. If your workers don’t feel
that they’re being paid adequately, they will be unhappy and the quality of their work may suffer. Put
together a compensation strategy with pay rates for varying factors, such as location, role, experience,
and company size. That way, you can both create competitive offers that entice candidates to join your
organization and adjust employee compensation as needed to reflect changing market conditions and
your employees’ professional development.
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Employee Engagement
12. Work Environment: Create a positive work environment that sets your employees up to thrive. Consider
your workplace culture, availability of sufficient supplies and equipment, interprofessional relationships
and collaboration, and work-life balance. Build a company culture in which your employees respect
and praise one another, and where every employee is willing to help another when needed. A positive
work environment ensures that your employees can focus on the people they are caring for without
being distracted by things like team bullying or poor internal communication. This will not only help you
engage and retain your current workforce, but it will also help you attract top-tier talent from healthcare
organizations that lack great work environments.

HR Solutions
Advisory Board
7
Ibid
8
American Health Care Association 2012 Staffing Report
9
State of the American Workplace
10
The Gig Experience: Unleashing the potential of your US talent and your business
5
6
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Leadership Development
Growing your employees
and developing their leadership

Leadership Development

skills will help them and your

Leadership development is a key focus area, specifically as it relates to both recruitment and employee

organization. It’s part of a

engagement. Eighty-four percent of organizations expect a shortage of qualified leaders over the next five
years. As a means of talent pipelining and succession planning, talent management professionals are starting
11

cyclical process, enabled
by the HealthcareSource
Quality Talent Suite .
SM

to realize they need to develop their own leaders from within their internal ranks. Those organizations that
have been successful have learned the impact leadership development can have on employee engagement.
Forty-nine percent of employees who were very satisfied with their direct manager were engaged, and an
astonishing 80 percent of those who were very dissatisfied with their immediate supervisor were disengaged.
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Our software, services, content, and
analytics will help ensure you hire
quality talent that will deliver quality
care, no matter what population
your organization serves. Learn
more about our solutions for:
• Hospitals & Providers
• Senior Living & Post Acute

As a result, 83 percent of organizations recognize the need to develop leaders, but only 5 percent have
implemented a plan to do so. Leadership development, in itself, will be a key trend for 2018 — specifically
13

as it relates to the following sub-trends.		

13. Holistic Thinking: Effective leadership development hinges on recruiting and engaging great talent.
Without the right people in place to begin with, any development program would fall flat. However,
a holistic talent management plan that marries recruitment and employee engagement to leadership
development will ensure the best possible outcome for your organization.

14. Succession Planning: At some point, your leaders will vacate their positions, whether due to retirement,
internal promotion, resignation, or termination. The amount of notice you’ll receive will vary based on
the circumstances, but identifying and transitioning to a replacement can be a daunting task regardless.
More organizations are beginning to prepare for this with succession planning. Evaluate your current

• Contingent Staffing

workforce to determine which leadership positions may be vacated soon, who could move into those
positions, and where you may have leadership talent gaps. By looking ahead, you’ll be one step ahead
when a transition occurs.
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Leadership Development
15. Leadership Assessment: Best-in-class organizations assess both incoming leadership candidates and
individual contributors for the skills and values required of great leaders. This allows you to understand
each candidate’s strengths and opportunities for improvement. Nobody is perfect but, if you know your
employee’s shortfalls, you can help them cultivate stronger leadership skills. This is an important trend
for both existing leaders, as well as high-potential employees who can move into leadership roles as
they become available. Identifying and developing internal candidates with strong leadership potential
well before you need them, even at the point of hire, will help you be prepared when a leader vacates
their position and will allow for upward mobility.

16. Career Pathing: When you know an employee has leadership potential, work with them to determine
suitable career paths based on their interests and your organization’s needs. In this manner, your
employees will be constantly evolving in their careers, and you can quickly backfill leadership positions
from internal candidates. In addition to shortening your time-to-fill, internal candidates often outperform
external candidates in leadership positions. The American College of Healthcare Executives reports
that Chief Executive Officers promoted from within produced stronger shareholder returns and stayed
nearly two years longer than those hired from outside the organization. Planning for career pathing gives
healthcare organizations the opportunity to identify strong internal candidates and develop them into
successful leaders, rather than gambling on external candidates they hardly know. As an added bonus,
employees who feel they have a future at your organization are more likely to be engaged.

17. Training and Development Planning: Along with leadership assessments and career pathing, it’s
important to develop a training and development plan for each of your employees. This will set them
on the path toward success and help them reach their full potential. Not to mention, it also ensures
the best quality of care for your patients or clients. Measure each employee’s development progress
with regular evaluations to determine additional opportunities for development. With ongoing
development opportunities, your succession planning and career pathing can come to fruition.
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Leadership Development
18. Mentoring and Coaching: More organizations are beginning to coach employees to improve their skill
sets and mentor them toward success. This gives each leader, and potential leader, a personal champion
to provide continuous feedback and internal support. It also builds strong internal relationships which,
in turn, help the employee feel more connected to the organization so that they are more likely to stay
and reach their full potential. The biggest healthcare talent management trends revolve around the talent
shortage, as well as the need to attract, engage, develop, and retain top-tier talent — including both
individual contributors and leaders. The current state of talent management isn’t going to get better
anytime soon.

State of Leadership Development 2015: Time to Act is Now
Enhancing Employee Engagement: The Role of the Immediate Supervisor
13
Ibid
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2018 Trends
Your organization’s success depends upon viewing the talent management challenge — and solutions —
holistically across the entire talent function. Recruitment, employee engagement, and leadership development
are deeply connected, and you need to invest in all three simultaneously to build a quality workforce. Open
roles will need to be filled through a combination of internal and external candidates. Those hires will need to
be engaged and developed to provide great care now — and as future leaders.
Healthcare organizations that have begun implementing these talent solutions have seen huge gains,
and we hope that they will have a similarly positive impact at your organization.

Learn more about moving your workforce
forward with these strategies and more in
2018 at www.healthcaresource.com

HealthcareSource
100 Sylvan Road, Suite 100
Woburn, MA 01801

About HealthcareSource

800.869.5200
solutions@healthcaresource.com
www.healthcaresource.com

software, services, content, and analytics enable more than 3,500 healthcare organizations and staffing agencies to ensure quality patient care

HealthcareSource® is the only comprehensive talent management suite designed specifically to support the healthcare talent ecosystem. Our
by recruiting, retaining, and developing quality talent — both employees and contingent staff. HealthcareSource has been recognized for their
award-winning healthcare talent management solutions, having earned the exclusive endorsement of the American Hospital Association (AHA).
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