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Healthcare Recruiting is Tough
According to Healthecareers, over the next 12 months, 50 percent of healthcare 
employers anticipate hiring slightly more to substantially more full-time professionals 
than they did in 2017.

Here’s what we know.
Healthcare Hiring is Hot: Now more than ever, hiring in the 
healthcare industry remains extremely competitive. According 
to the U.S. Bureau of Labor Statistics, employment of healthcare 
occupations is projected to grow 18 percent from 2016 to 2026, 
much faster than the average for all occupations, adding about 2.4 
million new jobs. And our own Jobvite Recruiter Nation Report shows 
that healthcare remains one of the most competitive hiring markets.

• Jobseekers Have Changed: Research shows that Generation Y 
workers will change jobs every three to four years—and they want 
more from employment than paychecks and benefits which raises 
new challenges for recruiters looking to attract these candidates.

• Technology Has Changed: Social media, mobile technology, and 
advances in SaaS-based recruiting platforms have provided hiring 
organizations with a vast new assortment of tools to reach prospective candidates.

To compete and win the healthcare talent war, your job as a recruiter must change. 
Have you adapted to the new normal? Now is the perfect time to take stock and adopt 
fresh new approaches to finding and hiring the best candidates.

Here’s a look at seven of the top “sins” that healthcare recruiters commit today, along 
with valuable recommendations for correcting bad habits and putting you on a healthy 
hiring path.

Healthcare is expected 
to add approximately 
2.4 million new jobs 
between 2016 and 2026.

Source: U.S. Bureau of Labor Statistics
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1. “I can find them, but can’t  
engage them.” 

Today’s candidates—especially nurses, physicians, clinical staff, administrators, and 
bioscientists —are relatively easy to find, but difficult to lure away from where they are 
already employed. Passive candidates are a difficult group to connect with, so you have to 
really understand what motivates them, draws them in, and target them at the right place 
and right time, which means having the right tools in hand.

Consider these options:
• Think Like a Marketer: First, make sure you understand your target candidates. 

Doctors have very different perspectives and needs than lab technicians. Then, 
test different messages to each audience. You can do that through newsletters and 
personalized emails that send them to a web page that shares details about your 
culture, values, and benefits that will pique their interest. 

• Monitor Ongoing Communication with Prospective Candidates: They key word 
here is ongoing. Keep the communication going over time. Your goal is to effectively 
sway qualified candidates to apply and eventually accept a position, but you can’t do 
that unless you know how and when you’ve interacted with them, and the best way to 
drive a positive response.  

• Leverage a Candidate Relationship Management (CRM) System: Strong 
relationships with candidates are vital to ensuring their ongoing loyalty and interest. A 
robust CRM can provide you with the tools and insights you need to build and nurture a 
talent pool today and for years to come.
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If you’re not setting metrics for success, tracking sources, 
and reporting your results, then you’ll have a hard time 
understanding why you’re successful at hiring the right 
candidates (or why you’re not successful). And that, 
of course, means you won’t be able to justify further 
investments—investments that will make your job easier.

5 Key Metrics  
of Recruiting Success
1. Time to fill: how long it takes to fill an 

open position

2. Quality of hire: look at an employee’s 
productivity, tenure, scale, and impact

3. Cost per hire: this links recruiting effort to 
cost savings for your organization

4. Sourcing channel: shows your most 
productive sources of candidates

5. Retention: turnover rate for a position 
and costs of replacing the employee

With the right technology, you can demonstrate the real 
value potential at stake and show your executives proven 
ROI, so you can continue to receive support and resources 
for recruitment and hiring programs. To ensure you have the 
right information accessible for fast decision-making, look for 
recruiting technology that allows you to:

• Report on Sourcing Success: Real-time analytics 
will tell you which sources provide the highest quality 
candidates—and which might not be worth further 
effort or expense. By sharing reports with executives 
and administrators regularly, you can make the case for 
investing in the programs that deliver the best talent.

• Embrace and Share Metrics: These reports should 
reflect the status of your efforts across any channel, any 
time period, or any position. When you have visibility into 
your recruiting from many different angles, you know 
where you stand, where bottlenecks are, and you can 
course correct as needed.  

• Prove the Bottom-Line Impact: The right technology 
will help you track your savings and other benefits. If your 
new social recruiting and employee referral programs 
have eliminated $250K in annual agency fees, then report 
it. If you’re consistently shaving four weeks off your 
time-to-hire process thanks to a new CRM system, then 
document it. It’s difficult to argue with hard numbers.

2. “I know I should track metrics, but I 
don’t know where to start.”
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3. “Between turnover and increased 
hiring needs, we constantly need great 
candidates, but I don’t have time to 
source proactively.”

As one of the most  competitive hiring markets, healthcare recruitment presents unique 
challenges when it comes to finding, engaging, and attracting highly skilled talent. Demand 
for registered nurses, physicians, healthcare administrators, scientists and many other 
roles far outstrips supply. Plus, the turnover rate of these positions in the industry is 
generally high, roughly 38-40%. That means you need to start thinking proactively and 
creatively about finding candidates—before you think you need them.

How do you do that? Start by taking simple proactive measures like these:

• Social Recruiting: Healthcare organizations are increasingly turning to the world 
of social media to reach and engage candidates. Establish a presence on top social 
networks such as Facebook, LinkedIn, and Twitter. Learn from your existing employees 
and prospective candidates which social media sites and online communities they 
frequent and establish your presence there. Post thoughtful content that builds and 
engages your candidates—on career development opportunities, industry trends, 
anecdotes about your workplace and culture.

• Get Automated: In tight hiring markets like healthcare, it’s not just about being 
proactive, but being efficient in recruiting and hiring. Time is of the essence, particularly 
if your recruiting team is resource constrained. You need to do a lot with a little. The 
right Applicant Tracking System will help you automate hiring tasks and  manage your 
entire hiring process more intuitively and efficiently. With a few simple clicks, you can 
complete important tasks such as opening a requisition, sending a video interview 
invitation, automating job postings, or scheduling an on-site interview.



6 The 7 Deadly Sins of Healthcare Recruiting

• Engaging Campaigns: Don’t have time to create content? Engage your employee base. 
For example, run a simple video or blog series featuring employee spotlight stories. Run 
a weekly photo contest series and share it with popular hashtags to increase your brand 
visibility. Sometimes you have to sell not only the job, but also the location. Now, that 
would make for great social content.

Bottom line, use storytelling techniques to tell a narrative that appeals to your 
candidates’ career aspirations, adventurous side, and personal altruism. Such 
meaningful, targeted campaigns can allow your prospects to see what your 
company has to offer. Look for recruiting technology that makes it easy 
to create campaigns that are visually engaging. Better yet, choose a 
provider that can also help develop content.

• Employee Referral Programs: Employee referrals are the top-
rated source of quality candidates. And research has shown 
that successful employee referral programs can speed time-
to-hire by 55% over career sites, not only because you have 
more candidates applying for open jobs, but because you can 
stockpile referrals to build a talent pool that’s ready to apply. 
Happy employees can act as an extension of your recruiting 
team if you empower them with the right tools. Harness this 
power by enabling employees to easily refer their friends and 
connections using social media and other fast and accessible 
tools.

Successful employee 
referral programs can 
speed time-to-hire by 

55%
Source: Jobvite
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4. “I can’t compete for talent with big name 
hospitals and healthcare organizations.”

In a 2017 survey by SMD, 21% of surveyed healthcare recruiters cited a difficult hiring 
location as the primary factor. And the fact is, your prospective candidates very likely have 
many options for their next position. The way candidates view your company and their 
experience while learning about your brand and career opportunities is critical to your 
ability to attract and hire the best talent. You need to assess your employment 
brand in all channels—including social media—and then work on strengthening 
it. And you need to have a candidate-centric plan in place designed to deliver 
the best possible experience.

Here are a few ways to deliver a killer candidate experience and rise 
above the competition: 

• Make a Great First Impression: Your careers page is the first place 
candidates will come to understand more about your company. A 
winning career site is much more than just a bunch of job listings. 
Candidates respond to authentic, dynamic content that tells a story 
about your organization. Ensure your career page is visually appealing, 
conveys a strong story about your brand, and conveys a strong sense 
of your company culture. Similarly, make it easy to navigate your careers 
page and find the right job. Broken and outdated job links not only turn 
your candidates away, but also leave a bad impression on the organization.

of job seekers that have 
a negative candidate 
experience will likely never 
apply to the company again. 

Source: Source Social Talent, 2017

83%
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• Rethink Your Application Form: Your candidates need to be able to apply 
for positions anywhere, anytime from any device. Don’t frustrate them with 
a complicated process just to submit a resume or force them to fill out a 
lengthy form that makes them enter the same information over and over 
again, even if they have already submitted their resume. Make it easy for 
them with a simple, short, and clear application—one that’s fully functional 
from any mobile device and can accept a variety of resume formats and 
social profiles. Consider a few short screening questions, provide one-click 
uploads for resumes and cover letters, and allow candidates to complete the 
process on a variety of mobile devices.  

• Communicate, Communicate, Communicate: According to the Talent 
Board, candidates report that communication from hiring companies is 
extremely weak. Nearly half of candidates surveyed report that they never 
received any indication of the status of their application. Shocking! 
Transparent and honest communication enhances your brand. 
Leverage technology that allows for automated, yet personalized 
communication and transparency into the status of their application. 

• Make Feedback a Two-Way Street: Don’t forget that feedback 
goes both ways. Candidates are interviewing you as much as 
you are interviewing them. Those interactions are the perfect 
opportunity to solicit input about your recruiting and interviewing 
process—and use that feedback to make it better.

of recruiters cite using 
social media sites as a way 

to source for healthcare 
candidates

Source: Healthecareers, 2018

54%
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Don’t get stuck mining the same old sources for candidates. 
In the competitive healthcare market, you need to be 
creative. Test new job boards and events. Track how your 
sources perform and invest in the sources that work. Plenty 
of research shows that internal and employee referrals not 
only make your job easier, but they tend to produce longer-
lasting and more productive hires.

Do you have the tools to do a full court press for the best 
talent? A recruiting platform will help simplify the search for 
candidates. Here’s what you should look for in a recruiting 
platform if you want to make referral programs and other 
sourcing techniques more straightforward and successful:

• A Robust Set of Capabilities: You need a solid 
technology platform specifically built to give your 
recruiters the tools they need to get their jobs done—
tools that support sourcing through multiple channels, 
easy ways for job seekers to join your talent community, 
and tracking the recruiting and hiring process in real time. 

In healthcare, where the shelf life for the best talent is 
relatively short and employees are always on the run, agility 
is the art of the game. Look for technology that is mobile-
friendly, offers easy ways to collaborate and communicate 
anytime anywhere, and gives you an edge over the 
competition when it comes to engaging with talent.

• An Easy-to-Use and Intuitive Interface: Technology 
has to be easy to use in order to be functional. Look for a 
recruiting platform designed to work the way you work, 
with straightforward workflows and navigation. 

• Integrate with Your Existing Systems: Healthcare 
organizations have specific needs during the hiring 
process. The right recruiting platform takes those needs 
into consideration, and integrates key steps of the 
hiring process such as background checks, drug testing, 
licensing checks, and more. 

Big HR suites typically aren’t designed to work together 
or with other software. Instead, they are packaged 
and sold as complete solutions that require complete 
reliance on a single platform. A better bet would be 
a SaaS-based recruiting platform that offers an open 
API for integration and development that allows you to 
integrate with tools and solutions you need to get your 
job done—the right way.

5. “These sources have always delivered 
top candidates. But not anymore.”
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6. “I found the ideal candidate. It’s up to 
the hiring manager now.”

As the recruiter, you’re the expert in finding the best talent out there and then attracting 
them and compelling them to apply to your open positions. It’s a fine art. But once you’ve 
enticed them, your job is only beginning. You have a crucial role to play. Because if you 
don’t help manage the candidate experience throughout the hiring process, then you may 
simply turn out to be an endless sourcing machine. 

One of the ways you can shorten and streamline the hiring process is by supporting the 
hiring manager and helping the hiring team to collaborate and share information. For 
example, you can:

• Prepare Your Hiring Team for Interviews: Your hiring team is busy, so help them 
prepare for interviews by providing the information they need on their mobile devices. 
While on the go, they can see their interview schedule, check candidate resumes, and 
deliver feedback on candidates post-interview. 

• Collaborate and Communicate: Often, one of the biggest hiring roadblocks is time to 
feedback. Use mobile technology to your advantage and let your hiring team weigh in 
on your candidates via a mobile app that sends real time information to your recruiters, 
and makes it easy on your hiring manager. It’s a win-win.

• Get Efficient: Harness the power of your employees and their networks. The right 
recruiting platform will provide you with a central place for storing all information 
about your candidates. You can easily share this with anyone in your company and 
give them tools to provide feedback to speed up the hiring process and, in some cases, 
lower the risk of a bad hire. It just might make the difference between gaining or losing 
a great candidate.
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Not really. In healthcare, the ability to quickly screen, hire, 
and onboard healthcare personnel can have a direct affect 
on your day to day operation. If you’re just thinking about 
finding candidates and streamlining the hiring process, 
then you’re missing a key piece—retaining those employees 
once they come on board. That’s where onboarding comes 
in. 

Successful onboarding is one of the most effective weapons 
in your arsenal. A well-designed onboarding program plays 
a key role in turning a new hire into a dedicated employee. 
As the recruiter, you play a critical role in ensuring a 
smooth transition.

A disappointing first day can turn into churn with 40% of 
new hires quitting after the first 45 days. As the recruiter, 
that means you’re back at square one—starting the talent 
search all over again. So it’s in your best interest to help 
ensure a positive onboarding experience.

Here are some tips for successful 
onboarding:
• Start the Onboarding Process While Recruiting: The 

onboarding process starts with the employer brand that 
you used to attract the candidate in the first place. By 
sharing detailed information about the organization’s 
goals and culture early in the hiring process, you’re more 
likely to attract candidates that are engaged with your 
organization and those candidates are much more likely 
to become productive and successful employees.

• Extend the Candidate Experience Beyond the Job 
Offer: The way that your new employee experiences 
your brand during the hiring and offer process must 
extend through the onboarding process in order to 
set them up for long term success and satisfaction. By 
teaming with HR to help manage the transition from 
candidate to employee, recruiters can ensure that the 
expectations set in the recruitment process are delivered 
on when the employee comes on board.

A disappointing first day leads to churn with 40% 
of new hires quitting after the first 45 days. 

7. “We hired the perfect candidate. 
My job here is done.”

Source: Jobvite



12 The 7 Deadly Sins of Healthcare Recruiting

The healthcare industry is notorious for the forms and paperwork to be completed 
by new hires. And the first few days or weeks can be easily consumed by this 
process. Give them an opportunity to get a head start even before their first day. 
Leverage onboarding solutions that allow them to complete tasks at the pre-
onboarding stage, ideally on mobile devices.  

• Nail the First Day and Beyond: Starting a new job is as exciting as it is nerve-
wracking. As you plan out your new employee’s first day, consider all the logistical 
details that will help them feel comfortable and welcome in their new workplace. 
As the recruiter, you have built trust with the new employee throughout the 
hiring process and you can be a familiar and reassuring presence on that first 
day. Leverage technology that can help you manage all of the logistics that go into 
onboarding a new hire and build accountability within your organization, so no ball 
gets dropped. Ensure you have visibility into your new hire’s onboarding progress, 
so you can address issues immediately and turn it into a positive experience as they 
ramp up for their role.  

5 Ways to Nail Your  
Employees’ First Day
1. Make sure their workplace is set up.

2. Give them a tour.

3. Introduce them to fellow employees and team members.

4. Ensure their supervisor is there to welcome them.

5. Assign a co-worker buddy who can show them the ropes.
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Have you seen the error of your ways?

The world of healthcare recruiting is complex and 
competitive. That makes your role as a recruiter 
more complicated. But technology can help you 
streamline the complexity. To find and attract 
the best talent, you need to replace outdated 
behaviors with new habits that make more 
effective use of today’s advanced recruiting 
tools and design a recruiting strategy that’s 
tailored to your competitive hiring environment.



Jobvite is the industry leader in recruiting software that helps 
emerging, mid-market, and enterprise companies hire top 
talent easily, efficiently, and effectively. Our comprehensive and 
analytics-drivenrecruiting platform accelerates recruiting with 
an easy-to-use Applicant Tracking System (ATS), social recruiting 
capabilities, mobile-optimized branded career sites, a recruiting 
branding solution, on-demand video screening, advanced 
analytics, onboarding, and seamless integration with other HR 
systems. Focused exclusively on recruiting software since 2006, 
with offices in San Mateo and London, Jobvite has thousands of 
customers including LinkedIn, Schneider Electric, Amway, Zappos, 
and GoDaddy. To learn more & request a free demo, visit www.
jobvite.com or follow us @Jobvite.

CONNECT WITH US

www.jobvite.com

      www.facebook.com/jobvite

      www.twitter.com/jobvite

      www.linkedin.com/company/jobvite

650-376-7200


