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My background

Aal adSNXQRa 5S3aANBS FTNRY /[ 2f 2N
Organizational Performance and Change

A 19+ years in a Migrant/Community Health Center as the VP @
Human Resourcesone of the responsibilities was recruiting
all types of staff, including professional stafPhysicians,
Dentists, Pharmacists, Psychologist, Nurse Practitioners,
Dental Hygienists, and Physician Assistants

A Recruited for both rural and urban areas

© Ann Hogan Consulting, LLC



STAR? Center

Solutions, Training, and
Assistance for Recruitment
Retention

www.chcworkforce.org

Association of Clinicians for the Underserved STAR2CENTER
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http://www.chcworkforce.org/

Partnership: PCAs, PCOs,
BPHC

Association of Clinicians for the Underserved STAR2CENTER
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RESOURCES TRAINING  ASSISTANCE

RESOURCES

This resource center serves as your one-stop
shop for tools, manuals, research, and any other
workforce-related resources you may need. Use
the search function below, or dheck out the pre-
packaged bundles for information on workforce
hot topics. Can't find something you're looking
for? Contact us today and we'll help you find it!

NOW OFFERING BUNDLES

STAR Center staff have compiled Resource
Bundles based on commen recruitment and

retention issues.

Select a Bundle below to
view articles, tools,
websites, events, and
multimedia resources
related to the selected Ll

topic

Best Practices

Add your own Best Practice example to our

Resource Center! Fill out with details of

something your Health Center has done well to

el p others who may be facing similar workforoe

challenges.

STAR*CENTER

SOLUTIONS TRAINING AND ASSISTANCE
FOR RECRUITMENT & RETENTION

INSTRUCTIONS

ABOUTUS CONTACTUS ?

Make a selection from one or both of the drop-down menus and dlick 'submit’ to review the

resources that are included in the categories you selected. Alternatively you can "select All" to view

acompletes list of STAR? Centar resources

COMNTENT TYPE

TOPIC -

Self-Assessment Tool

This from the Assoc
Clinicians for the Underserved will help you
identify your workfiorce challenges and offer

ion of

strategies that may improwve your success with

provider recruitment and retention.

vm

SEE ALL

Data Profile User Guide

The STAR® Center released individual
recruitment & retention data profiles to the
nation's community health centers. This

SErves as a companion to the confidential
profiles and offers data description and national
benchmarks.

Association of Clinicians for the Underserved
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Current Resources

Self |
Assessment Beségﬁtctme
Tool Forr

Newsletter Data Profiles!

Association of Clinicians for the Underserved STAR2CENTER


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

Health Center Recruitment and Retention Data Summary

Health Center Recruitment and Retention

HOCS000000: GENERIC HEALTH CENTER, INC. Trend Summary
10 MAIN ST| ANYTOWN, USA 12345 (compared to prior year profile)
Descriptive Attributes HOCS000000: GENERIC HEALTH CENTER, INC.
Health Canter Organization Service Area
Number of Sites 4 FQHC Uninsured Penetration 51% Trend Measure pem— Currentyear Trend Trend% (ot ev)
Medical Users 8,921 FQHC Medicaid Penetration 20%
% Non-Paticnt Service Revenue 708 § Gramices serving areo 13 1] NHSC MD,DO Placement / current MD staff___| [ @] [Laew] % |
Special Pop Focus (majority of patients)? No Total Pop in SA 153,434 2) NHSC NP, PA,CNM Placement / Current Staff 29% ) 5%
Any Grant Conditions? No Total Low Income Pop in SA 84,840 3) NHSC MD,DO Vacancy / Current MD Staff 18% 3%
EHR Installed/In-Use? Yes % Medicaid Pop 31% 0 | @) wrisc e pa, b vaceney [ current start | [0 a0 o
PCMH Recognition? No % Uninsured Pop 15% 2 : = - = -
Grantee Meadical HPSA Score 18 % Low Income Pop 55% 2 5| Ratio of avg. Pay permed FTEamemamis | [ s ] 22
CHC MHC[] WO [1 PH [ Urban % of S.A. pop coverad by a PC HPSA % &' | E) NHSC Dentist Placement / Current Staff FTE 3%
g 7) NHSC Dentist Vacancy / Current Staff FTE T 0%
ES 8) NHSC Psych,LCSW Placement /' Staff FTE _ o
- - 5] NHSC Psych, LCSW Vacancy / Current Staff FTE | o
,Fr'l v 10) Langu: Focus (% Best Served nonenglish 2% 1%
L . ‘\ 11) & Year Avg Profit/Loss (as % Expenses) 4% 3%
1) Months per senior Admin staff (CEO/CMO) [ 318 ] 280
2] Patient Panel per Med provider FTE 710 724
3] Visits per FTE - PC MD,DO 2776 2,745
4] Ratio of Visits per PC Team FTE to MGMA mix 6% 1%
5] % NonPhysician providers of Med prov. FTE) 39% 42%
&) Primary Care Clinical Support Ratio 226 223
5 | ZLAdmin support Ratio - Medical 0.99 101
@ | 3) Dental clinical Support Ratio 112 116
]
3 | 9] vear-end Staff Count per FTE - PC MD,DOs 118 128
© | 10) ear-and Staff Count jper FTE - PC NP,PA,CNM 137 117
3
11) Avg Tenure Months/ staff count - PC MD £l 70
12) Avg Tenure Months/ Staff Count - NP.PACNM | | a0 Il as
:t: 1) NHSC MD,DO Placement / Cusrent MD Staff 0% ) NHSC Dentist Placement / Current Staff FTE 0% 13) clinical Quality - Diabetes (HhAlc<a%) [ s [ am
o | & [pINHSC NPPACNM Placement / Current Staff 0% 7) NHSC Dentist Vacancy / Current Staff FTE % 14 clinical Quality - Hypertension (controlled) sa% 3%
'QD T B) NHSC MD,DO Vacancy / Current MD Staff 0% 8) NHSC Psych,LCSW Placerment / Staff FTE % ividi _ 105
o 8 % o 7 % —_—— —
2 | © punsc e on cum vacancy / Current staff 0% 9) NHSC Dsych LCSW Vacancy / Current Staff FTE 0% 15) vearand peychiaurEs peychologit per FTE Cowm e ey
= | 2 ) Ratio of Avg, Pay per Med FTE to MGMA m 89% 10) Language Focus {% Best Served nonEnglish) % 2
‘39 3 11)4 Year Avg Profit/Loss {as % Expenses) 7% 17) Vear-end LESW per FTE [ 28 132 145
1 i J1) Primary Care MD/DOs per 100k Pop 33 4) Dentists per 100k Pop.
L 5 % ) % Non-MD providers (wgt by peoductivity) 2% 5) Population Density |pop/sq.mile)
) specialist MD/DOs per 100k Pop. 144 6) % Limited English Proficiency What Now?
|1} Months per Senior Admin staff (CEO/CMO) 9) Year-end Staff Count per FTE - PC MD,DOs »  Review profile and note any blue flagged data points as potent ial areas of interest,
- |21 Patient Panel per Med provider Fie 10) Year-end Staff Count per FTE - PC NP,PACNM 135
2 L Vesits per FTE-PCMD.00 11) Avg Tenure Months/ Staff Count - PC MD *  Access the Profile User Guide and Data Paint Bundle in the Resource Center for more details on specific data points and
& = T [ — e what they mean.
Plsp {12) Avg Tenure Mos Staff Count - NE,!
% ap! [13) Clinical Quality - Diabetes (HbAlc<8%) *  Review the blue flagzed data points and supplementary matenizls with your workforce team to unpack the numbers and
3 | § [l Primary Care Clinical Support Ratio 14) Clinical Quality - Hypertension {controlled) Identify specific issues ta Imprave your warkfores program.
|2 = 5 = e . g
O | & |72 Admin Support Ratio - Medical 15) Year-end staff individusals per FTE-Dentists *  Contact STAR® Center staff to further discuss your prafile and/or schedule Technical Assistance.
3 | Dental Clinical Support Ratio 158 16) Year-end Psychiatist Psychologist per FTE o info@chewarkforce.ors or (844)ACU-HIRE
| 17) Year-end LCSW per FTE
1) Violent crime rate per 100k Pop I ) % Fop vith Non-Mcdical Use of Pain Meds « Search the STARZ wabsite cheworkforce.org) for touls and training related to your specific workforce ssuss
3) % Pop with lllicit Drug Dependence/Abuse

Association
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Measure Centile Distribution Across Health Centers***

Flag Threshold(s

<=0.14 or >=0.89 /

23%

37%

50%

65%

79%

1.1

1.4

1.8

2.1

2.6

Association of Clinicians for the Underserved
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2016 Training

AHot Topics

AR&R Issues
APCA Conferences

APCAs, CHCs, Clinicians

Association of Clinicians for the Underserved STAR2CENTER
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http://www.chcworkforce.org/training

Regional Training
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for the individual

Association of Clinicians for the Underserved




Personalized Technical Assis

A Phone
A Email
A OnSite

Association of Clinicians for the Underserved




Next Steps

AReview Your Profile & User G
AComplete Selssessment Tool

ASchedule Call for Profile Revie
ARequest TA from Workforce E

Association of Clinicians for the Underserved STAR2CENTER



A 3039166439
Aann@annhoganconsulting.co

A 844 ACLHIRE
Ainfo@chcworkforce.org

Association of Clinicians for the Underserved STAR2CENTER
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Importance of a Recruitment Plan
Policy

A Keeps you focused, consistent, organized and coordinated

A Outlines a plan for your actions and can provide protection
from risk

A Needs continuous review and updates

ACvIi/ Qad I NB NBIldZANBR (2 KI @S

A Everyone in the organization should be included in
Recruitment

A Recruiting is not an event but a continuous process
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6 Elements of a Recruitment Plan
Policy
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1. No Discrimination

A Employment Laws
A Make sure your processes align with the Employment Laws
A All Interviewers are aware of laws and policies

A Never assume that Interviewers know what to ask or how to
ask questions

A Have a Interview Guide available
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Employment Laws

A Title VII of the Civil Rights Act of 1964

Race

Color

Religion
National Origin
Sex

A The Pregnancy Discrimination Act of 19
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%l DI T Ui AT O | A¥F

A The Age Discrimination Act of 1967

A Title 1 of the Americans with Disabilities Act of 1990
A The Genetic Information Non Discrimination Act of 2008
A Lilly Ledbetter Fair Pay Act

A Family Medical Leave Act

A State and/or Local Lavesthese may

take precedence over Federal Laws
O

© Ann Hogan Consulting, LLC




2. Philosophy and
Responsibility

A Quality services to hiring managers
A Consistent and systematic process
A Utilize a variety of recruitment tools to be successful

A Include your Mission and Values
A Hire the best candidate

© Ann Hogan Consulting, LLC




What does theposition really
require?

Physical

Demands Education

@)
|
|
=
_ Decision 2
Skills Making S
G
S
I
3
Responsi -

Knowledge bilities

Abilities




Advertising

A Importance of where you place your Advertiseme
A Target your Advertisements
A Make them consistent *
A Direct them to your website

A Make sure you someone to speak to them

In the evenings or during the lunch hour
ALY Of dzRS | aK221¢ AY

©ann Hogan Consulting, LLC



3. Where to advertise

A National Health Service Corps
ANACHC Web site

A AAFP Events or other Job Fairs
A State employment websites

A Professional Journals *
A Newspapers may be useful in rural areas +
A Retired Military websites

A Medical Residencies *.

© Ann Hogan Consulting, LLC



Where to advertise

A Medical and Dental Schools
A Social Media

A Directmail to candidates
A Staffing companies or recruitment firms

A Speak with the Star2Center for Training and Technical
Assistance
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Where to advertise =

A Fishing Magazines

A HuntingMagazines

A Biking Magazines

A Outdoor Magazines

A Journals outside of Professional Medical or Dental Journals

A Look around at why people live where you liverhat attract them
to the surrounding area?

A Internally Advertise
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Active verses Passive
Recruitment

A Active Recruiting: People actively seeking out a new positio
organization
They account for 25% of the workforce
A Passive Recrgiting,: People not acgively seeking a new POSitic
2NHIFYAIL'lILTUA2Y o0dzi Yl e 0S @gA(
GAFT OGKS NAIKGOG 2L NIdzyAade O
They account for 75% of the workforce and it is higher for physic

© Ann Hogan Consulting, LLC



Brand All Communications

A Consistency
A Accuracy
A Professional
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Linkedin

A Linkedin

Largest professional network on the internet

380 million members

Inexpensive to advertise and you can target your audience

© Ann Hogan Consulting, LLC



Facebook

Allt is not just for personal use anymore
A Showcases your Health Center
A Easy to attract people to FB pages

A Absolutely free to post jobs or you can advertise for a fee
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Sample FB ad

|ﬁ Like 88 Comment A Share

98 Jon Drogheo
3 42 mins » Social Distribution - &

High quality #MedicalAssistants; looking for a
rewarding and positive culture to achieve your career
goals. Join one of Denver's Top Work Places for 2016
and enrich your career with this new opportunity.

Top Top Top JOP
WORK WORK WoOrRk  WORK
PLACES  PLACES PLACES PLACES

The Dexver Posi
denverpost.com

Job Opening: We're looking for a Medical
Assistant in US-CO-Lakewood

social.icims.com

iy Like 8 Comment #» Share
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Twitter

A Not just for celebrities

A Easy to get the word out about your
organization

A Need to establish followers to be effective
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Google +

A Fasts growing business online marketing tool
A Build your network

A Post updates that feed to you followers
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ook Inside- Current Staff =

A Everyone looks outside to recruit
AYou have recruiters in place currenglynany of them
A Bonus for recruiting

A People like to work with individuals they already know and
trust

Als your current staff at least satisfied? Utilize this information
AwSY2@0S LIS2LX S OKIOG FNByYyQli a
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4. Fair and Equitable
selection of
applicants

A Know what the duties are that are required

A Plan the interviewc Phone and Onsite
Who is on the interview team
What training does the team need

A Structure interview to address those duties
A Behavioral interviewing STAR Method

A Take notes

A Be fair and consistent

A Be a little informal
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Site Visit- Recruiting

A Structure the day

A Everyone needs the agenda and involve the staff
A Welcome the entire family

A Information on schools and community

A Let them meet with other providers on site

A Local tour of hospital

A Community tour

A Set up a visit to the schools if they have children
Alt is an organizational effort
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5. Application Process

A Online advertising

A Importance of word of mouth

A2 KO R2Sa A0 aaft221 tA1S¢ oK
application to your organization? Is it easy or painful?

A Are you mobile ready??

A2 KIFG R2Sa A0 afz221 tA1SE 2y
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After the Interview

A Follow up with every applicant
A Be timely
A Communication is a must
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6. Selection Process

A How is the selection going to be determined
A Rate each applicant based upon the same criteri
A Keep a spreadsheet

A Conduct second interviews or screen initially by phone if
needed

A Be timely and get back to everyone

A How much of the position requires what skills
Personality verses technical skills

© Ann Hogan Consulting, LLC



Opportunities \ $ ¥,

A Do you have a in house %o
referral program in place?

A What does your site visit entail? e
Als your web site up to date?
A Do you brand all of your materials? f
AWhat data can do you share with candidates? “us®
Al NB @2dz YINJSOAyYy3 ézdwél-t
to?
Or is it a continuous process

A Do you have testimonials from your current staff

o
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Contracts

A Physicians expect a contract
A Physicians usually have it reviewed by Attorney

AInclude:
Expectations
Pay
Benefits
Termination Clause for both them and you

Scope of work
Notification claus& ¢ KI i KI LILISYy &8 AFTXODD
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Negotiations

A quev sure applicar)t knows Athe l?asicAs (pay,vbenefifs, CME
SUOPXUVL O0ST2NB UKSe 02YS F2NJ

A Know what you are willing to negotiate

A Have everyone agree on what can be negotiated

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

AUp to $120,000 (MD and DO)

A 3 year commitment

A 6 year if paritime

A Application due in August

A Approved NHSC siteProfessional Shortage Area

A http://www.nhsc.hrsa.gov/loanrepayment/studentstoservicep
rogram/index.html
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J1 Visa

As a physician who wants to work in a medically
underserved area of the United States,
under which bases may | 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

https://travel.state.gov/content/visas/en/study
exchange/student/residencwaiver/ds3035fags.html
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Compensation/Pay Incentives

&,

A Years of Service Incentives

A Productivity Incentives

A Pay increases

A Pay caps

A Patient Satisfaction Incentives
A Care Team Incentives

A Developing a Provider Incentive Programs that Pass Muster
under IRS and Other Regulatory Standards\w.nachc.orgn
MyNACHG written by Michael B. Glomb, Esq. Fieldsman
Tucker Leifer Fidell LLP January 2016
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http://www.nachc.org

Performance Management

A Performance reviews Formal and Informal

AWhat should be included in the review

A Timeliness of reviews

AIncluding Data or Statistics in the Review

AWho should and how should the review be administered
A 360 degree evaluations

A SMART goals

A Should outcome of review be tied to compensation?

.8 .8 oK
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Retention Strategies




RETENTION
DEFINITION

A the act of keeping someone or something;

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

A the ability to keep something
E Merriam Webster
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CURRENT RESPONISIBILITIES

A SAFETY PROGRAM

A COMPLIANCE PROGRAM
A QUALITY PROGRAM

A MAINTAINING EMR

A FQHC REQUIREMENTS
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A JOINT COMMISSION OR AAAHC

A PATIENT SATISFACTION




