
AMNHealthcare.com

Sponsored by:

Four Reasons Why Healthcare Providers Need RPO Expertise

The Growing Crisis in  
Healthcare Talent Acquisition



AMNHealthcare.com
2

The Growing Crisis in Healthcare Talent Acquisition 
Four Reasons Why Healthcare Providers Need RPO Expertise

1 Bernstein AB, Hing E, Moss AJ, Allen KF, Siller AB, Tiggle RB. Health care in America: Trends in utilization. Hyattsville, Maryland: National Center for Health Statistics. 
2003. 
2 2015 Survey of Registered Nurses: Viewpoints on Retirement, Education and Emerging Roles. The Center for the Advancement of Healthcare Professionals, AMN 
Healthcare. 2015. http://www.amnhealthcare.com/industry-research/survey/2015rnsurvey/
3 Blavin F, Shartzer A, Long SK, Holahan J. Employer-Sponsored Insurance Stays Strong, with No Signs of Decay under the ACA: Findings through March 2016. Health 
Reform Monitoring Survey, Urban Institute Health Policy Center. 2016.
4 BLS Job Openings and Labor Turnover Survey. Retrieved February 15, 2017, from https://www.bls.gov/jlt/
5 Mathews AW. Health-Care Providers, Insurers Supersize. Wall Street Journal, Sept. 21, 2015. 

Talent acquisition professionals at healthcare provider organizations face enormous 
pressures. Macro-forces are driving demand for healthcare services – and 
unprecedented shortages of healthcare workers. The key demand drivers are:

•  An aging population will need more healthcare. People who are 65+ experience three 
times as many hospital days compared to the general public. That ratio goes up to four 
times as many for people 75+.1

•  The clinical workforce is getting older, too, and more practitioners are retiring or moving 
to a part-time schedule.2

•  The strong economy means more people have jobs with health insurance and money 
for copays and deductibles.3  

•  Shortages exist across the board for nurses, physicians, and allied health professionals 
in virtually all specialties. The gap of unfilled healthcare jobs continues to grow.4 

•  Healthcare industry consolidation is creating large, sophisticated delivery networks 
that demand top quality practitioners and professionals with skills to work in this new 
healthcare environment.5

•  The competitive talent acquisition environment in healthcare is itself magnifying the 
demand by offering many new employment opportunities to practitioners, whether they 
are seeking new jobs or not.

These trends have translated into an expanding need for hospitals and medical facilities 
to increase staffing. The requisitions for those positions land on the desks of talent 
acquisition specialists, who then must seek to fill openings with high-quality candidates in 
the most competitive healthcare jobs market to date. 

On the following pages are four reasons why an advanced partnership approach 
to talent acquisition with workforce solutions experts is necessary in the super-
heated environment of healthcare staffing that exists today – and will continue for the 
foreseeable future.  
These reasons include: 
1. The cost of unfilled jobs is high. 
2. Healthcare talent acquisition is becoming very sophisticated. 
3. Talent-acquisition units at healthcare organizations are overloaded. 
4. Healthcare organizations are not adequately investing in recruiting. 

The pressure is building. Introduction:
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Workforce is the biggest single cost by far for hospitals, health systems, and other 
healthcare facilities. Labor costs total more than half of overall budgets; in 2015, 
they accounted for approximately 54% of total operating revenue for hospitals and 
healthcare systems, according to Fitch Ratings.6  

Worsening shortages of healthcare professionals are increasing the costs and 
operational complexity for healthcare providers, resulting in increased time-to-
fill, vacancies, and other problems. Cost-per-hire is a constant struggle in the 
healthcare industry, aggravated by stubborn vacancy rates and by the increasing 
challenge to find candidates who match an organization’s quality demands and 
cultural character. Unfilled positions can impact productivity and add to revenue 
loss; bad hires can lead to rising turnover costs, team member dissatisfaction, and 
productivity loss.

In healthcare, the rate of open jobs is dramatically worsening.  From 2012 to 2016, 
the RN vacancy rate of 12.5% or greater increased nearly eight-fold, while the 
vacancy rate of 10% to 12.4% increased six-fold.7

Overall, the gap of unfilled jobs in healthcare stands at an unprecedented high. 
The number of job openings in the healthcare industry stood at an all-time high in 
December 2016: 1.1 million. Job hires for the month were about half that number, 
according to the U.S. Bureau of Labor Statistics.8 This includes both clinical and 
nonclinical jobs. 

Related to the high rate of job openings in healthcare is the long duration of time 
to fill those jobs. In 2015, the average time-to-fill an RN vacancy was 82 days, 
with a range of 54 to 109 days, depending on the specialty.9 Many nursing jobs, 
especially in rural markets, rely on relocating hires, which can extend start dates 
even further. 

The cost of unfilled healthcare jobs is high.1

6 2016 Median Ratios for Nonprofit Hospitals and Healthcare Systems, Special Report. Page 10, Chart: Nonprofit Hospital and Healthcare System Overall Medians. Fitch 
Ratings, 2016. 
7 2016 National Healthcare Retention & RN Staffing Report. NSI Nursing Solutions, Inc., 2016. http://www.nsinursingsolutions.com/Files/assets/library/retention-institute/
NationalHealthcareRNRetentionReport2016.pdf
8 Job Openings and Labor Turnover Survey: Multi-Screen Data Search. US Bureau of Labor Statistics. Retrieved February 17, 2017, from https://data.bls.gov/cgi-bin/
dsrv?jt

RN VACANCY RATE 2012 2013 2014 2015 2016
Less than 5% 59.5% 48.3% 41.0% 34.3% 28.1%

5.0% to 7.49% 23.8% 14.7% 20.5% 25.7% 23.4%
7.5% to 9.9% 11.9% 18.9% 17.9% 15.7% 15.6%
10.0% to 12.49% 2.4% 11.2% 10.3% 10.0% 14.1%
Greater than 12% 2.4% 7% 10.3% 14.2% 18.8%
Source: NSI Nursing Solutions, Inc.
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One study showed that in the first half of 2016, hiring to fill any job in the 
healthcare services industry took an average of 49 days.10 That is more than 
the average for any industry except financial services, and doesn’t include the 
onboarding or credentialing process. Demand for healthcare support, such as 
nursing assistants, physical therapy assistants, home health aides, and nonclinical 
jobs is rising rapidly, too. Healthcare support jobs are expected to increase by 
23% between 2014 and 2024, according to the U.S. Bureau of Labor Statistics 
Employment Projections.11  

The growing gap of unfilled clinical and nonclinical jobs is a serious economic and 
quality challenge for the healthcare enterprise. The interconnectivity of physician 
staffing, nurse staffing, patient outcomes and experience, and enterprise financial 
performance have been well-documented.12 The rising importance of patient 
satisfaction in relation to reimbursements is yet another critical factor for talent 
acquisition in healthcare. 

Seasonally adjusted, full-year average as of December 31, 2016. Numbers in thousands.  
Source: Job Openings and Labor Turnover Survey, Bureau of Labor Statistics, U.S. Department of Labor
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Talent acquisition processes in healthcare are similar to other industries, except 
for one important difference: when sourcing and hiring healthcare professionals, 
the health and safety of patients is paramount. Even for nonclinical job hiring, 
patient experience is always an important influence. When such considerations 
are added to the impact of workforce shortages in the healthcare talent acquisition 
environment, it is apparent why excellence in healthcare staffing and workforce 
solutions are so critical today and in the future.

Past reactive methods of hiring in healthcare – filling needs through want ads, 
a rolodex, word-of-mouth, telephones, and email, or the modern equivalent of 
these – will not work in today’s war for talent, as the competitive healthcare talent 
environment has often been called. An evolution from reactive talent acquisition to 
optimized talent acquisition is necessary – and has been clearly outlined by Bersin 
by Deloitte in its Talent Acquisition Maturity Model.13  

Healthcare talent acquisition is becoming very  
sophisticated.2

Optimized Talent Acquisition
Strategic Enabler of the Business • Ability to Predict 

External Forces & Remain Agile • Investment in New TA Products &  
Services • Recruiter Training Builds Strategic Skills

Integrated Talent Acquisition
Full Integration with HR & Talent Management • Strong Employment Brand • 
Successful Social Media Campaign • Active Pipeline of Candidates • Robust 

TA Programs (e.g., Diversity, Alumni, Employee Referral)

Standard Operational Recruiting
Processes & Technology Standardized Across the Organization • Beginning to 
Establish Strong Relationships with Hiring Managers • Effective Assessment of 

Candidates against Job Requirements

Reactive Tactical Recruiting
Recruiting is Often Done Locally by HR Generalists Who Are “Order-Takers” for Hiring 

Managers • Positions Are Posted on an As-Needed Basis • Minimal Hiring  
Compliance Standards Met; No Real Processes Defined
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Source: Bersin by Deloitte

Talent Acquisition Maturity Model
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This model follows the logical progression through four levels, ranging from 
reactive recruiting, where orders for positions are simply posted as needed, to 
optimized talent acquisition, where sourcing has become an enterprise strategic 
focus based on data-driven need forecasting and innovative processes. Optimized 
talent acquisition is a strategic partnership at the enterprise level, rather than 
just a service. It includes synergistic relationships with hiring managers, effective 
assessment procedures and metrics to measure candidates, potent social media 
campaigns, robust use of multiple channels and networks to engage candidates, 
and the largest possible candidate database.

Research has found that candidate pool development and a strategic digital and 
social media campaign are among the most influential drivers for talent acquisition 
performance. The effective use of metrics and strong relationships between talent 
acquisition and hiring managers also are critically important.14

Organizations with mature  
talent acquisition functions are:

1.3x more effective on business outcomes

2.6x more effective on talent acquisition outcomes

1.7x more likely to have effective relationships with 
hiring managers

2.6x more likely to have robust talent pools

5.3x more likely to have effective social media  
campaigns

Source: Bersin by Deloitte, 2014
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Healthcare talent acquisition is difficult in the best of times, due to the rigors of 
credentialing, intense regulatory and compliance pressures on the industry, and 
the leverage that specialty practitioners can wield. Lists of the hardest jobs to fill 
are always dominated by healthcare jobs. The most recent compilation of the top 
10 hard-to-fill jobs from the American Staffing Association included eight from 
healthcare.15  As the critical spread of unfilled healthcare jobs grows wider between 
openings and hires, talent acquisition in the healthcare industry will become even 
more difficult. 

Talent acquisition units at healthcare organizations operate under significant 
stress. Virtually no healthcare talent acquisition manager at a care provider today 
would declare that everything is running smoothly. On the contrary, pressures on 
talent acquisition are universal, though constantly shifting, throughout the industry. 
Burdens on recruitment teams at healthcare providers include:

• Mushrooming volume of job openings 
• Shrinking pool of quality applicants 
• Out-of-date sourcing practices  
• Insufficient resources for technology and social media strategies  
• Lack of preparation for nationwide candidate search 
• Inadequate hiring and training of recruiters 
• Slow time-to-hire, resulting in candidate loss 
• Lack of focus on innovation in talent acquisition  
• Inadequate metrics

It is commonplace at healthcare provider organizations today to see recruiters 
with heavy job requisition loads. Twenty-five requisitions per recruiter per month is 
reasonable; the outer range that a first-rate talent acquisition professional should 
handle is about 40 per month in peak seasons.16 However, at some healthcare 
providers, it is not unusual for recruiters to be handling many more. 

 

Talent acquisition units at healthcare organizations 
are overloaded. 3

15 ASA Skills Gap Index: Latest Top 10 Hard-to-Fill Jobs. American Staffing Association, October 12, 2016. https://americanstaffing.net/posts/2016/10/12/asa-skills-gap-
index-latest-top-10-hard-fill-jobs/
16 Recruitment Process Benchmark and Best Practice Study, Department of Personnel, State of Washington, 2009
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Pressures to achieve and maintain excellence in patient care and patient 
experience are immense today, due to a range of factors, including an older 
population needing more complex care, transition to value-based care, increasing 
industry competition, and coping with shortages of all types of practitioners. 
Patients are always the main consideration in all decision-making by care 
providers – as they should be. As a result, healthcare organizations put their 
investments in care delivery. Talent acquisition is considered an ancillary  
internal service. 

But without an aggressive investment in talent recruiting and sourcing processes 
and technology, healthcare organizations risk losing competitive advantage in 
attracting top talent. 

Human Resources budgets at hospitals are far below average outlays in business 
sectors, according to Bloomberg BNA HR Department Benchmarks and Analysis, 
and that disparity has been widening in recent years. Total median HR funding 
for organizations hovers around 1% of operating costs.17  And, talent acquisition 
is only a portion of overall HR expenditures. Meanwhile, the costs of employing 
clinical and nonclinical personnel represent the largest single expenditure in 
hospital budgets, more than half of operating costs. Hospitals and health systems 
spend very large sums on the workforce after they are hired, but very little on the 
hiring process. 

The result is that talent acquisition teams at many healthcare organizations may 
be understaffed and undertrained. And, they may lack access to leading-edge 
technology and systems to support the critical responsibility of ensuring that the 
care provider has the right people in the right place at the right time.

Healthcare organizations are not adequately  
investing in recruiting. 4

17 HR Department Benchmarks and Analysis, 2015-2016. Bloomberg BNA, Arlington, VA, 2015. ISBN 978-1-63359-087-8
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For hospitals, health systems, and other healthcare providers, partnering 
with workforce solutions experts will help them achieve their workforce goals. 
Healthcare enterprises may not have the expertise, resources, or bandwidth to 
develop and implement best practices in talent acquisition, which include: 

•  Strategic workforce planning to attract, retain, develop, and engage  
qualified talent

• Technology-enabled predictive analytics of patient demand 

•  Advanced labor management practices for staff optimization and regular 
assessments of staffing against requirements 

• Synergistic relationships between talent acquisition and hiring management

•  A robust candidate database, plus continuous and diverse candidate  
pool development

•  Management of employer brand through customized social media and internet 
marketing, employee referral programs, ongoing community engagement, and 
reputation campaigns

•  Digital recruitment strategies and technologies, including customized email 
campaigns, marketing automation, personalization, online applications to 
optimize the acquisition process, and more

• Training and development opportunities for recruiters, new hires, and existing 
staff 

•  Legal and compliance programs to properly vet candidate backgrounds, 
experience, and credentials

•  Reporting and analytics – daily, weekly, monthly, quarterly reports

The above best practices are necessary to attain the high level of healthcare 
staffing that is required today and in the future, while maintaining cost-effective 
operations. If a healthcare organization cannot achieve these best practices on 
its own, then it needs to partner with experts who can achieve them. Other HR 
functions are often outsourced for the same reasons, like payroll and benefits. 
Partners have the scale and expertise that are simply easier to “rent” than “own.”

Like patient care, excellence in talent acquisition can be best accomplished by fully 
resourced and dedicated experts. The entire care delivery apparatus of a hospital, 
health system, or other healthcare organization is wholly focused on patient care. 
The same singleness of purpose should exist in the talent acquisition process in 
order to achieve strategic, optimized healthcare staffing. 

Recruitment Process Outsourcing (RPO)The Way Forward: 

A recruitment  

partnership can 

deliver the  

technology,  

advanced sourcing  
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talent-acquisition 
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to create an  

effective talent  

acquisition  

system.
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A partnership with a Recruitment Process Outsourcing (RPO) provider can 
deliver the state-of-the-art technology, advanced sourcing techniques, and 
talent-acquisition expertise needed to alleviate staffing challenges and create 
an effective talent acquisition system. An RPO team, which includes both talent 
acquisition and clinical experts, can quickly integrate into the healthcare provider’s 
existing talent acquisition and HR structure, establishing synergistic relationships 
with hiring managers and clinical managers, and delivering the results they 
demand and deserve. 

With the nation’s largest clinical database, precision patient-demand forecasting 
analytics, preeminent sourcing expertise, and advanced labor management 
capabilities, AMN Healthcare offers clients the healthcare industry’s leading RPO 
partnerships for clinical and non-clinical staffing. Some of the benefits of partnering 
with an AMN Healthcare RPO include:

•  Access to quality talent through the nation’s largest and most diverse network of 
healthcare professionals 

•  Precision sourcing and recruitment tailored to a healthcare provider’s  
specific needs 

• Dedicated teams with clinical expertise 

•  Operational scale to reduce contract labor, direct hire fees, and  
overtime spending

• Industry and regulatory expertise to mitigate risks 

•  Flexible recruitment options to minimize capital investments and shift resources 

• Best practices and precision metrics to inform workforce strategies

•  The healthcare industry’s most advanced technology for predictive analytics  
and management

A healthcare provider’s expertise is in patient care. The expertise of AMN 
Healthcare is in building the workforce that healthcare providers need to ensure 
a quality patient experience. As the leader in healthcare workforce solutions and 
staffing services, AMN Healthcare has made the investments in technology and 
talent required to produce faster results and greater efficiency for healthcare 
organizations.



AMNHealthcare.com
11
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AMN Healthcare is the leader and innovator in healthcare workforce solutions and 
staffing services to healthcare facilities across the nation. The company provides 
unparalleled access to the most comprehensive network of quality healthcare 
professionals through its innovative recruitment strategies and breadth of career 
opportunities. With insights and expertise, AMN Healthcare helps providers 
optimize their workforce to successfully reduce complexity, increase efficiency, and 
improve patient outcomes. AMN delivers managed services programs, healthcare 
executive search solutions, vendor management systems, recruitment process 
outsourcing, predictive modeling, medical coding and consulting, and other 
services. Clients include acute-care hospitals, community health centers and clinics, 
physician practice groups, retail and urgent care centers, home health facilities, 
and many other healthcare settings. For more information about AMN Healthcare,  
visit www.amnhealthcare.com. 

About HRO Today

HRO Today magazine and newsletters are read by more than 180,000 HR executives 
and leaders worldwide and cover  the latest industry trends in HR outsourcing, 
services, shared services and operations. HRO Today magazine is the  publication 
of choice for the most senior executives facing the strategic decisions about 
operational excellence. HRO Today and www.hrotoday.com offer the best content 
choices for the HR leaders seeking online information in the form of newsletters, 
webinar series and online video content. HRO Today is a product of SharedXpertise.


