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My background

ÅaŀǎǘŜǊΩǎ 5ŜƎǊŜŜ ŦǊƻƳ /ƻƭƻǊŀŘƻ {ǘŀǘŜ ¦ƴƛǾŜǊǎƛǘȅ ƛƴ 
Organizational Performance and Change

Å19+ years in a Migrant/Community Health Center as the VP of 
Human Resources ςone of the responsibilities was recruiting 
all types of staff, including professional staff ςPhysicians, 
Dentists, Pharmacists, Psychologist, Nurse Practitioners, 
Dental Hygienists, and Physician Assistants

ÅRecruited for both rural and urban areas
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STAR² Center

Solutions, Training, and 

Assistance for Recruitment and 

Retention

www.chcworkforce.org

http://www.chcworkforce.org/


Partnership: PCAs, PCOs, 

BPHC





Current Resources
Self 

Assessment 
Tool

Best Practice 
Form

Newsletter Data Profiles!

http://forms.logiforms.com/formdata/user_forms/68725_123124/327585/
http://www.chcworkforce.org/create-best-practices
http://visitor.r20.constantcontact.com/manage/optin?v=001mviBI9VtTvI9luQrjUW5eSQw2QxiLefWsjV3ZiaDkUKJpv5bIxNy8594vwYus-xzJvLQ90Z7fdN-g4BJzFKD84hYX7QjJBHe_wPLW0Knvmk=
http://www.chcworkforce.org/contact-us






2016 Training
ÅHot TopicsMonthly Webinar 

Series

ÅR&R IssuesVideo Tutorials

ÅPCA ConferencesState & Regional 
Trainings

ÅPCAs, CHCs, CliniciansAdvisory Groups

http://www.chcworkforce.org/training


Regional Training

for the individual



Å Phone

Å Email

Å On-Site

Personalized Technical Assistance



Next Steps

Go Online

ÅReview Your Profile & User Guide

ÅComplete Self-Assessment Tool

Call Us

ÅSchedule Call for Profile Review

ÅRequest TA from Workforce Expert



Å303-916-6439

Åann@annhoganconsulting.com

Ann 
Hogan

Å844-ACU-HIRE

Åinfo@chcworkforce.org

STAR² 
Center



Importance of a Recruitment Plan 
Policy 
ÅKeeps you focused, consistent, organized and coordinated

ÅOutlines a plan for your actions and can provide protection 
from risk  

ÅNeeds continuous review and updates

ÅCvI/Ωǎ ŀǊŜ ǊŜǉǳƛǊŜŘ ǘƻ ƘŀǾŜ ŀ wŜŎǊǳƛǘƳŜƴǘ tƭŀƴ

ÅEveryone in the organization should be included in 
Recruitment

ÅRecruiting is not an event but a continuous process
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6 Elements of a Recruitment Plan 
Policy
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No Discrimination

Philosophy / Responsibility

Where to Advertise

Fair & Equitable Selection

Application Process

Selection Process



1. No Discrimination

ÅEmployment Laws 

ÅMake sure your processes align with the Employment Laws

ÅAll Interviewers are aware of laws and policies

ÅNever assume that Interviewers know what to ask or how to 
ask questions

ÅHave a Interview Guide available   
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Employment Laws

ÅTitle VII of the Civil Rights Act of 1964
ÅRace 

ÅColor

ÅReligion

ÅNational Origin

ÅSex

ÅThe Pregnancy Discrimination Act of 1978
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%ÍÐÌÏÙÍÅÎÔ ,Á×Ó #ÏÎÔÉÎÕÅÄȣ

ÅThe Age Discrimination Act of 1967

ÅTitle 1 of the Americans with Disabilities Act of 1990

ÅThe Genetic Information Non Discrimination Act of 2008

ÅLilly Ledbetter Fair Pay Act 

ÅFamily Medical Leave Act 

ÅState and/or Local Laws ςthese may 
take precedence over Federal Laws 
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2. Philosophy and 
Responsibility
ÅQuality services to hiring managers

ÅConsistent and systematic process

ÅUtilize a variety of recruitment tools to be successful

ÅInclude your Mission and Values

ÅHire the best candidate
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What does the position really 
require?
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Education

Decision 
Making 

Responsi-
bilities

Abilities

Knowledge 

Skills

Physical 
Demands



Advertising

ÅImportance of where you place your Advertisement 

ÅTarget your Advertisements

ÅMake them consistent

ÅDirect them to your website

ÅMake sure you someone to speak to them                                                                        
in the evenings or during the lunch hour

ÅLƴŎƭǳŘŜ ŀ άƘƻƻƪέ ƛƴ ȅƻǳǊ ŦƛǊǎǘ ǎŜƴǘŜƴŎŜ
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3. Where to advertise

ÅNational Health Service Corps

ÅNACHC Web site

ÅAAFP Events or other Job Fairs

ÅState employment websites

ÅProfessional Journals

ÅNewspapers may be useful in rural areas

ÅRetired Military websites 

ÅMedical Residencies 
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Where to advertise

ÅMedical and Dental Schools

ÅSocial Media 

ÅDirect mail to candidates

ÅStaffing companies or recruitment firms

ÅSpeak with the Star2Center for Training and Technical 
Assistance
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Where to advertise

ÅFishing Magazines

ÅHunting Magazines

ÅBiking Magazines

ÅOutdoor Magazines

ÅJournals outside of Professional Medical or Dental Journals

ÅLook around at why people live where you live ςwhat attract them 
to the surrounding area?

ÅInternally Advertise ©
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Active verses Passive 
Recruitment

ÅActive Recruiting:  People actively seeking out a new position or 
organization

ÅThey account for 25% of the workforce

ÅPassive Recruiting:  People not actively seeking a new position or 
ƻǊƎŀƴƛȊŀǘƛƻƴ ōǳǘ Ƴŀȅ ōŜ ǿƛƭƭƛƴƎ ǘƻ άŜȄǇƭƻǊŜέ ŀ ƴŜǿ ƻǇǇƻǊǘǳƴƛǘȅ ς
άƛŦ ǘƘŜ ǊƛƎƘǘ ƻǇǇƻǊǘǳƴƛǘȅ ŎƻƳŜǎ ŀƭƻƴƎέ ǘƘŜƻǊȅ 

ÅThey account for 75% of the workforce and it is higher for physicians

©
 A

n
n

 H
o

g
a

n
 C

o
n

su
lt
in

g
, 
L

L
C



Brand All Communications 

ÅConsistency 

ÅAccuracy

ÅProfessional
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Linkedin

ÅLinkedin

ÅLargest professional network on the internet 

Å380 million members

ÅInexpensive to advertise and you can target your audience
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Facebook

ÅIt is not just for personal use anymore

ÅShowcases your Health Center 

ÅEasy to attract people to FB pages

ÅAbsolutely free to post jobs or you can advertise for a fee
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Sample FB ad
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Twitter

ÅNot just for celebrities

ÅEasy to get the word out about your 
organization

ÅNeed to establish followers to be effective
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Google +

ÅFasts growing business online marketing tool

ÅBuild your network

ÅPost updates that feed to you followers
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Look Inside - Current Staff

ÅEveryone looks outside to recruit

ÅYou have recruiters in place currently ςmany of them

ÅBonus for recruiting

ÅPeople like to work with individuals they already know and 
trust

ÅIs your current staff at least satisfied? Utilize this information

ÅwŜƳƻǾŜ ǇŜƻǇƭŜ ǘƘŀǘ ŀǊŜƴΩǘ ǎǳǇǇƻǊǘƛǾŜ ƻŦ ǘƘŜ ƻǊƎŀƴƛȊŀǘƛƻƴ
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4. Fair and Equitable 
selection of 
applicants 

ÅKnow what the duties are that are required

ÅPlan the interview ςPhone and Onsite

ÅWho is on the interview team

ÅWhat training does the team need

ÅStructure interview to address those duties

ÅBehavioral interviewing  - STAR Method 

ÅTake notes

ÅBe fair and consistent

ÅBe a little informal 

©
 A

n
n

 H
o

g
a

n
 C

o
n

su
lt
in

g
, 
L

L
C



Site Visit - Recruiting

ÅStructure the day 

ÅEveryone needs the agenda and involve the staff 

ÅWelcome the entire family 

ÅInformation on schools and community

ÅLet them meet with other providers on site

ÅLocal tour of hospital 

ÅCommunity tour 

ÅSet up a visit to the schools if they have children

ÅIt is an organizational effort 
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5. Application Process

ÅOnline advertising

ÅImportance of word of mouth

Å²Ƙŀǘ ŘƻŜǎ ƛǘ άƭƻƻƪ ƭƛƪŜέ ǿƘŜƴ ǎƻƳŜƻƴŜ ŎƻƳǇƭŜǘŜǎ ŀƴ 
application to your organization?  Is it easy or painful?

ÅAre you mobile ready?? 

Å²Ƙŀǘ ŘƻŜǎ ƛǘ άƭƻƻƪ ƭƛƪŜέ ƻƴŎŜ ǘƘŜȅ Ƨƻƛƴ ǘƘŜ ƻǊƎŀƴƛȊŀǘƛƻƴΚ
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After the Interview

ÅFollow up with every applicant

ÅBe timely

ÅCommunication is a must
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6. Selection Process

ÅHow is the selection going to be determined

ÅRate each applicant based upon the same criteria

ÅKeep a spreadsheet 

ÅConduct second interviews or screen initially by phone if 
needed

ÅBe timely and get back to everyone

ÅHow much of the position requires what skills

ÅPersonality verses technical skills
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Opportunities

ÅDo you have a in house 
referral program in place?

ÅWhat does your site visit entail?

ÅIs your web site up to date?

ÅDo you brand all of your materials?  

ÅWhat data can do you share with candidates?

Å!ǊŜ ȅƻǳ ƳŀǊƪŜǘƛƴƎ ȅƻǳǊ IŜŀƭǘƘ /ŜƴǘŜǊ ƻƴƭȅ ǿƘŜƴ ȅƻǳ άƴŜŜŘέ 
to?  
Or is it a continuous process

ÅDo you have testimonials from your current staff
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Contracts

ÅPhysicians expect a contract

ÅPhysicians usually have it reviewed by Attorney

ÅInclude:

ÅExpectations

ÅPay

ÅBenefits

ÅTermination Clause ςfor both them and you

ÅScope of work

ÅNotification clause ςǿƘŀǘ ƘŀǇǇŜƴǎ ƛŦΧΦΦ ©
 A

n
n

 H
o

g
a

n
 C

o
n

su
lt
in

g
, 
L

L
C



Negotiations

ÅMake sure applicant knows the basics (pay, benefits, CME 
ŜǘŎΦΧύ ōŜŦƻǊŜ ǘƘŜȅ ŎƻƳŜ ŦƻǊ ǎƛǘŜ Ǿƛǎƛǘ

ÅKnow what you are willing to negotiate

ÅHave everyone agree on what can be negotiated

ÅIdentify those individuals that are allowed to negotiate with 
the provider
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National Health Service Corps

ÅUp to $120,000 (MD and DO)

Å3 year commitment 

Å6 year if part-time

ÅApplication due in August

ÅApproved NHSC site ςProfessional Shortage Area

Åhttp://www.nhsc.hrsa.gov/loanrepayment/studentstoservicep
rogram/index.html
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J-1 Visa 

As a physician who wants to work in a medically 
underserved area of the United States, 
under which bases may I apply for a waiver 
recommendation?
You could apply for a waiver of the two -year home -country 

physical presence requirement 
through the request of an Interested U.S. Federal 

Government Agency or through the request 
of a designated State Public Health Department or its 

equivalent, also known as the Conrad State 30 Program . 
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https://travel.state.gov/content/visas/en/study-
exchange/student/residency-waiver/ds-3035-faqs.html



Compensation/Pay Incentives

ÅYears of Service Incentives

ÅProductivity Incentives

ÅPay increases

ÅPay caps

ÅPatient Satisfaction Incentives

ÅCare Team Incentives

ÅDeveloping a Provider Incentive Programs that Pass Muster 
under IRS and Other Regulatory Standards   www.nachc.orgon 
myNACHC ςwritten by Michael B. Glomb, Esq. Fieldsman 
Tucker Leifer Fidell LLP  January 2016 
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Performance Management 

ÅPerformance reviews ςFormal and Informal

ÅWhat should be included in the review

ÅTimeliness of reviews

ÅIncluding Data or Statistics in the Review

ÅWho should and how should the review be administered

Å360 degree evaluations  

ÅSMART goals 

ÅShould outcome of review be tied to compensation?
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Retention Strategies
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RETENTION
DEFINITION

Å the act of keeping someone or something;

Å the act of keeping extra liquid, heat, etc., inside the 
body;

Å the ability to keep something
ÉMerriam Webster
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CURRENT RESPONISIBILITIES

Å SAFETY PROGRAM

Å COMPLIANCE PROGRAM

ÅQUALITY PROGRAM

ÅMAINTAINING EMR

Å FQHC REQUIREMENTS

Å JOINT COMMISSION OR AAAHC

Å PATIENT SATISFACTION
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