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The Future of Healthcare 
Occupations
Despite the sluggish or energetic nature of our economy, the healthcare sector is one 
that job seekers would be wise to consider in 2018 and the years to come.

Employment of healthcare occupations is projected to grow 39 percent from 2014 to 2024, 
much faster than the average for all occupations, according to the Bureau of Labor 
Statistics.  Physicians and scientists do their best work when supported by the most skilled 
and motivated PAs, nurses, admin, and IT sta�.  Janitorial, Food Services, and other support 
sta� all have a role in making healthcare organizations run competitively. 

The ability to wield tools and invest in technologies to streamline their process is essential 
in order to manage a large workforce.
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Chapter 1: Technologies For 
Healthcare Recruiters
For recruiters across all industries, mobility is becoming the forefront of recruitment. No 
longer are job seekers content with applying for jobs on their laptops and desktops; they 
want to be able to access and apply for jobs on their smart phones and tablets. Text 
alerts are the future of recruiting, and job-seekers want to be informed when a new 
position becomes available the moment it becomes available.

Mobility is extra important in healthcare because job hours are not your typical 9-to-5. 
Anything that needs to be filled out, read, or downloaded needs to be optimized for mobile.

Start with your Jobs page 

Creating specific pages geared toward the many levels of healthcare jobs is important when 
you’re hiring for specific jobs with even more specific qualifications. You want to make the 
search process as easy as possible for job seekers, so they find you and not the other guys.

When jobs are more defined, those job seekers applying will be more targeted, which will 
eventually decrease the amount of resumes recruiters will have to shu�le through on a 
daily basis.

Here are a few examples of good Careers page design:

 Apple Movio

 Facebook Helpscout

 Hubspot Intercom

 Airbnb Foursquare

 Digital Telepathy  Spotify

What do they have in common?

  They all tell the company's story in an attractive and inspiring way for the potential 
applicants.

  They provide a clear answer to the question: Why should I work here, what's in it for 
me? They use photos, videos and testimonials to show how a normal work day 
looks in their company. Realistic employee testimonials are the strongest 
endorsement for any company.

  They inspire others to be part of their mission, goals and culture by presenting the 
company's personality, core values and authentic mission statement.

  They have a sleek design, user friendly and easy-to-use UI.

Invest in an ATS

An applicant tracking system (ATS)
handling of recruitment needs. An ATS can be implemented or accessed online on an 
enterprise or small business level, depending on the needs of the company and there are 
also free and open-source ATS

An ATS is very similar to 
designed for recruitment tracking purposes. In many cases they filter applications 
automatically based on given criteria such as keywords, skills, former employers, years 
of experience and schools attended.  

This might seem obvious, but investing in an applicant tracking system (ATS) will save 
recruiters and hiring managers an extensive amount of time. In order to maintain large 
candidate pools, recruiters need to be able to track, qualify, and hire best-fit candidates 
for each position.

According to a 2016 
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  Jobvite

  BrassRing/Kenexa
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candidate pools, recruiters need to be able to track, qualify, and hire best-fit candidates 
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me? They use photos, videos and testimonials to show how a normal work day 
looks in their company. Realistic employee testimonials are the strongest 
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  They inspire others to be part of their mission, goals and culture by presenting the 
company's personality, core values and authentic mission statement.
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An applicant tracking system (ATS)
handling of recruitment needs. An ATS can be implemented or accessed online on an 
enterprise or small business level, depending on the needs of the company and there are 
also free and open-source ATS

An ATS is very similar to  customer relationship management
designed for recruitment tracking purposes. In many cases they filter applications 
automatically based on given criteria such as keywords, skills, former employers, years 
of experience and schools attended.  

This might seem obvious, but investing in an applicant tracking system (ATS) will save 
recruiters and hiring managers an extensive amount of time. In order to maintain large 
candidate pools, recruiters need to be able to track, qualify, and hire best-fit candidates 
for each position.

According to a 2016 survey, the top ATS systems by market share are:
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  Jobvite 

  BrassRing/Kenexa
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What do they have in common?

  They all tell the company's story in an attractive and inspiring way for the potential 
applicants.

  They provide a clear answer to the question: Why should I work here, what's in it for 
me? They use photos, videos and testimonials to show how a normal work day 
looks in their company. Realistic employee testimonials are the strongest 
endorsement for any company.

  They inspire others to be part of their mission, goals and culture by presenting the 
company's personality, core values and authentic mission statement.

  They have a sleek design, user friendly and easy-to-use UI.

Invest in an ATS

An applicant tracking system (ATS) is a   that enables the electronic 
handling of recruitment needs. An ATS can be implemented or accessed online on an 
enterprise or small business level, depending on the needs of the company and there are 
also free and open-source ATSs available. 

An ATS is very similar to  customer relationship management  (CRM) systems, but is 
designed for recruitment tracking purposes. In many cases they filter applications 
automatically based on given criteria such as keywords, skills, former employers, years 
of experience and schools attended.  

This might seem obvious, but investing in an applicant tracking system (ATS) will save 
recruiters and hiring managers an extensive amount of time. In order to maintain large 
candidate pools, recruiters need to be able to track, qualify, and hire best-fit candidates 
for each position.

According to a 2016 survey, the top ATS systems by market share are:

  Oracle Taleo  iCIMS

  Jobvite  ADP 

  BrassRing/Kenexa
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applicant tracking system (ATS) is a   that enables the electronic 
handling of recruitment needs. An ATS can be implemented or accessed online on an 
enterprise or small business level, depending on the needs of the company and there are 

free and open-source ATSs available. 
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of experience and schools attended.  

This might seem obvious, but investing in an applicant tracking system (ATS) will save 
recruiters and hiring managers an extensive amount of time. In order to maintain large 
candidate pools, recruiters need to be able to track, qualify, and hire best-fit candidates 

According to a 2016 survey, the top ATS systems by market share are:

 iCIMS

 ADP 

BrassRing/Kenexa

Social Media 

Social media is here to stay, and for the long term. When companies decide against 

frenzy of social recruiting. According to a  
healthcare are using their mobile devices to look for job opportunities. The same survey 
also found that 70 percent of healthcare sta�ing clients have d

Recruiters say they are using social media as a way to stay on top of trends in the 
industry, as well as to source and connect with potential candidates.

With the FDA regulating the information that is published online at social media sites , 
healthcare recruiting companies might tend to shy away from the space altogether. But if 
they do, they’re missing out on a large audience that’s looking for jobs on the social web.

What do they have in common?

They all tell the company's story in an attractive and inspiring way for the potential 

They provide a clear answer to the question: Why should I work here, what's in it for 
me? They use photos, videos and testimonials to show how a normal work day 
looks in their company. Realistic employee testimonials are the strongest 
endorsement for any company.

They inspire others to be part of their mission, goals and culture by presenting the 
company's personality, core values and authentic mission statement.

They have a sleek design, user friendly and easy-to-use UI.

applicant tracking system (ATS) is a   that enables the electronic 
handling of recruitment needs. An ATS can be implemented or accessed online on an 
enterprise or small business level, depending on the needs of the company and there are 

free and open-source ATSs available. 

customer relationship management  (CRM) systems, but is 
designed for recruitment tracking purposes. In many cases they filter applications 
automatically based on given criteria such as keywords, skills, former employers, years 
of experience and schools attended.  

This might seem obvious, but investing in an applicant tracking system (ATS) will save 
recruiters and hiring managers an extensive amount of time. In order to maintain large 
candidate pools, recruiters need to be able to track, qualify, and hire best-fit candidates 
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With the FDA regulating the information that is published online at social media sites , 
healthcare recruiting companies might tend to shy away from the space altogether. But if 
they do, they’re missing out on a large audience that’s looking for jobs on the social web.



Social Media 

Social media is here to stay, and for the long term. When companies decide against 

frenzy of social recruiting. According to a  survey by CareerBuilder, 37% of job seekers in 
healthcare are using their mobile devices to look for job opportunities. The same survey 
also found that 70 percent of healthcare sta�ing clients have data-enabled smartphones.
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Social media is here to stay, and for the long term. When companies decide against 

frenzy of social recruiting. According to a  survey by CareerBuilder, 37% of job seekers in 
healthcare are using their mobile devices to look for job opportunities. The same survey 
also found that 70 percent of healthcare sta�ing clients have data-enabled smartphones.

Here is a list of five of today’s 

 1. Engage in a dialogue.
One of the biggest benefits of social media recruiting is that it gives you a chance for 
meaningful, back-and-forth interaction. While recruiters once had to rely on posting 
ads into the void of career pages and third-party job sites, they can now use open 
positions as a way to start real conversations. Realize that most job seekers have 
come to expect some level of personal interaction from the companies they’re 
interested in. Communicating directly with potential hires via their Twitter pages or 
LinkedIn profiles is an easy way to break the ice and better assess their job suitability. 
So, keep posting ads – but also reach out, answer questions, and start conversations.

 2. Spread out your media presence.
Everyone recruits on the big three: Facebook, Twitter, and LinkedIn. But your 
recruiting e�orts shouldn’t be limited to just a few sites. You’ll reach more potential 
candidates if you establish a presence on more 
extra distance and reach out to candidates on sites like Instagram, Pinterest, 
YouTube, or Vine. You should also consider Snapchat. It works a little di�erently 
from other online platforms, but few social media recruiting tools can connect you 
more e�ectively with young people.

 3. Rebrand your corporate culture.
Social media is all about image. That means you should spend a little time on your 
employer brand, and figure out how to promote that brand on social media. To 
attract new talent, you have to present the benefits of working at your organization, 
and promote your company as a fun, energetic and caring employer. Use social 
media to share business wins or anecdotes about workplace events. Post videos 
and images of people on the job or products in action. Invite employees to post 

voice when it comes to branding yourself as a great employer.
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they do, they’re missing out on a large audience that’s looking for jobs on the social web.
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 2. Spread out your media presence.
Everyone recruits on the big three: Facebook, Twitter, and LinkedIn. But your 
recruiting e�orts shouldn’t be limited to just a few sites. You’ll reach more potential 
candidates if you establish a presence on more  non-traditional platforms
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Social media is all about image. That means you should spend a little time on your 
employer brand, and figure out how to promote that brand on social media. To 
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boards with your own content).
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showcase their work and network with recruiters and other industry professionals. 
If you’re searching for candidates, make portfolio sites like Contently
Dribbble  part of your process. Whether you’re starting from scratch or vetting 
existing candidates, online portfolios can give you greater insight into candidate 
skills and help widen your pool of potential applicants.
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Today, social media isn’t just about Facebook and Twitter. It’s also about Q&A and 
, and more. These knowledge-based, 

industry-specific sites facilitate high-level conversations that make it easy for 
recruiters to discover people who are experts in a specialized field. Many recruiters 
maintain accounts on these forums just to keep up with the latest industry news, 
and those actively seeking candidates may even follow and interact with prominent 
members who frequently solve problems. Some industry-specific forums include 
sections where you can post job listings (although it’s wise not to spam these 

By expanding your reach into these and other innovative digital venues, you’ll increase 
your chances of discovering great assets for open positions at your company.

According to Lydia Ostermeier, president of the National Association for Health Care 
Recruitment, a social media presence is essential to connecting with Generation Y in 
particular.

Skills and Assessment Testing

Another area that recruiters are starting to look toward is skills testing. One of the most 
important aspects of recruiting is pre-qualification. No longer can we rely on what’s 
written on a resume or posted on LinkedIn. Most job seekers adopt the attitude of “fake 
it till you make it,” and while that is not a new concept, some industries can’t a�ord to 
have someone “fake it.” They need qualified individuals when they start, on their first 
day. In the healthcare field this is of utmost importance.

A simple clerical error could mean life or death in some instances. Information handling 
is the lifeblood of hospitals and other medical o�ices, and these skills should be 
assessed before hiring someone. The consequences of hiring someone who’s not 
already fluent with these skills could be costly—not only in potential errors, but for the 
recruiter who’ll have to go back to the drawing board. Testing for such skills within the 
healthcare field has become a staple of risk management.

To avoid creating a revolving evergreen-type position, recruiters need to perform a job 
analysis to understand what attributes and skills make someone successful at the job, 
and then qualify each candidate using assessments configured to be job-relevant. Skills 
testing, discussed separately below, is one of the easiest to implement and validate.

To develop a well-rounded recruiting strategy, healthcare recruiters needs to be on the 
forefront of adopting social policies and investing in skills and assessment techniques to 
better qualify their workforce.

The final frontier of today’s social media recruiting? Online portfolios. From writers 
to web designers and beyond, many professionals use social media and sites to 
showcase their work and network with recruiters and other industry professionals. 
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forefront of adopting social policies and investing in skills and assessment techniques to 
better qualify their workforce.
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Chapter 2: 3 Ways To Reach 
Passive Candidates
As illustrated by a 2014 LinkedIn survey, only 12% of workforce members are actively 
looking for a job, but six times as many — 73% — are passive candidates who are casually 
looking, reaching out to their personal networks, or open to talking to a recruiter.

Knowing how to engage hidden candidates could transform your recruitment 
outcomes, but it won’t happen through previously “tried-and-true” channels such as job 
boards or career fairs. In short, these passive candidates won’t come to you. You’ll need 
to come to them, which will require new recruiting technology and social media 
recruiting strategies designed to entice employed candidates. Here are 3 recruitment 
solutions for reaching healthcare passive candidates.

1. Professional Networks

According to the LinkedIn Talent Solutions Global Recruiting Trends 2016 report, social 
media recruitment through professional networks is now the top recruiting channel, edging 
ahead of Internet job boards.

While LinkedIn is the undisputed leader for recruiting through social media, it’s also worth 
researching specialized professional networks. For example,  and Piazza focus 
on new college graduates. Doximity is the largest network of physicians and other 
healthcare professionals.

Avoid spamming the network with job postings. Instead, focus on contributing 
meaningfully to the online conversation and becoming a trusted member of 
the community. Your objective is to build awareness and to enhance the 
visibility of your company rather than simply generate job applications.

As illustrated by a 2014 LinkedIn survey, only 12% of workforce members are actively 
looking for a job, but six times as many — 73% — are passive candidates who are casually 
looking, reaching out to their personal networks, or open to talking to a recruiter.

Knowing how to engage hidden candidates could transform your recruitment 
outcomes, but it won’t happen through previously “tried-and-true” channels such as job 
boards or career fairs. In short, these passive candidates won’t come to you. You’ll need 
to come to them, which will require new recruiting technology and social media 
recruiting strategies designed to entice employed candidates. Here are 3 recruitment 
solutions for reaching healthcare passive candidates.
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ahead of Internet job boards.

While LinkedIn is the undisputed leader for recruiting through social media, it’s also worth 
researching specialized professional networks. For example,  and Piazza focus 
on new college graduates. Doximity is the largest network of physicians and other 
healthcare professionals.
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looking for a job, but six times as many — 73% — are passive candidates who are casually 
looking, reaching out to their personal networks, or open to talking to a recruiter.

Knowing how to engage hidden candidates could transform your recruitment 
outcomes, but it won’t happen through previously “tried-and-true” channels such as job 
boards or career fairs. In short, these passive candidates won’t come to you. You’ll need 
to come to them, which will require new recruiting technology and social media 
recruiting strategies designed to entice employed candidates. Here are 3 recruitment 
solutions for reaching healthcare passive candidates.

1. Professional Networks

According to the LinkedIn Talent Solutions Global Recruiting Trends 2016 report, social 
media recruitment through professional networks is now the top recruiting channel, edging 
ahead of Internet job boards.

While LinkedIn is the undisputed leader for recruiting through social media, it’s also worth 
researching specialized professional networks. For example,  and Piazza focus 
on new college graduates. Doximity is the largest network of physicians and other 
healthcare professionals.



2. Social Networks

Jobvite’s 2015 Job Seeker Nation Study found that among job seekers who use social 
media, more use Facebook (67%) and Twitter (45%) than LinkedIn (40%). While it may feel 
strange to do your social media recruitment alongside funny cat videos and humorous 
hashtags, it’s worth it. In fact, with the right social media recruiting strategy in place, even 
the unlikeliest platforms can be used to engage passive candidates.

With this type of social recruiting, you can get your organization in front of passive 
candidates who would never get to know you through job boards or other 
recruitment-focused channels.
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2. Social Networks

Jobvite’s 2015 Job Seeker Nation Study found that among job seekers who use social 
media, more use Facebook (67%) and Twitter (45%) than LinkedIn (40%). While it may feel 
strange to do your social media recruitment alongside funny cat videos and humorous 
hashtags, it’s worth it. In fact, with the right social media recruiting strategy in place, even 
the unlikeliest platforms can be used to engage passive candidates.

With this type of social recruiting, you can get your organization in front of passive 
candidates who would never get to know you through job boards or other 
recruitment-focused channels.

Don’t be afraid to think outside the box when developing your social recruiting 
strategies. Do your research and find out where your ideal candidates like to 
hang out, then look for ways to engage them that by making the most of the 
platform’s unique capabilities.
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2. Social Networks

Jobvite’s 2015 Job Seeker Nation Study found that among job seekers who use social 
media, more use Facebook (67%) and Twitter (45%) than LinkedIn (40%). While it may feel 
strange to do your social media recruitment alongside funny cat videos and humorous 
hashtags, it’s worth it. In fact, with the right social media recruiting strategy in place, even 
the unlikeliest platforms can be used to engage passive candidates.

With this type of social recruiting, you can get your organization in front of passive 
candidates who would never get to know you through job boards or other 
recruitment-focused channels.



3. Passive-candidate Portals

A dedicated portal can be the perfect complement to your passive talent acquisition 
strategies because it o�ers a way to stay connected to candidates who aren’t ready to apply 
for a position. 

With these new portals, you can capture the interest of people who may not be ready to 
apply for a job today, but might be tomorrow. It helps you to give candidates a quick and 
easy way to show they’re interested in working for your company, someday.  You can also 
group candidates into talent pools based on criteria like job function, and personalize what 
you share with each group in scheduled newsletters.

iCIMS Connect is an example of a passive candidate portal. Instead of scaring candidates 
away by requiring them to submit a resume or apply for a job, this type of portal lets 
candidates stay connected to your company by sharing professional details from their 
social media profiles. 

3. Passive-candidate Portals

A dedicated portal can be the perfect complement to your passive talent acquisition 
strategies because it o�ers a way to stay connected to candidates who aren’t ready to apply 
for a position. 

With these new portals, you can capture the interest of people who may not be ready to 
apply for a job today, but might be tomorrow. It helps you to give candidates a quick and 
easy way to show they’re interested in working for your company, someday.  You can also 
group candidates into talent pools based on criteria like job function, and personalize what 
you share with each group in scheduled newsletters.

iCIMS Connect is an example of a passive candidate portal. Instead of scaring candidates 
away by requiring them to submit a resume or apply for a job, this type of portal lets 
candidates stay connected to your company by sharing professional details from their 
social media profiles. 
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strategies because it o�ers a way to stay connected to candidates who aren’t ready to apply 
for a position. 

With these new portals, you can capture the interest of people who may not be ready to 
apply for a job today, but might be tomorrow. It helps you to give candidates a quick and 
easy way to show they’re interested in working for your company, someday.  You can also 
group candidates into talent pools based on criteria like job function, and personalize what 
you share with each group in scheduled newsletters.

iCIMS Connect is an example of a passive candidate portal. Instead of scaring candidates 
away by requiring them to submit a resume or apply for a job, this type of portal lets 
candidates stay connected to your company by sharing professional details from their 
social media profiles. 

Make it easy for passive candidates to connect. For example, replace lengthy 
application forms with simple, one-click sharing mechanisms that pull their 
professional details from existing social profiles. Remember, because these 
candidates aren’t actively seeking employment, they’re less likely to jump 
through hoops to connect with you.
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Chapter 3: Employee 
Development and Motivation
Taking a page from the popular sitcom How I Met Your Mother, Barney Stinsen never 
steps away from any challenge thrown his way. His famous phrase, “Challenge 
accepted”, serves as a reminder that by pushing and motivating our employees, using 
triggers that they define as important, we can get the best out of our employees. By 
occasionally challenging our employees with new subject tests and follow-up training, 
we can drive them to keep improving their knowledge and keep out of a complacent rut.

Skills testing can be used not only to recruit and give training feedback to good 
employees, but also to keep data useful for making and defending sta�ing decisions 
down the road.

Good people want to be challenged, and keep improving their skills and rewards. When 
companies aren’t challenging their top talent, the top talent leaves. A trained employee 
is one of the most valuable organizational assets, and when a company’s culture is not 
employee-centric people can lose interest.

When a routine sets in, it becomes more di�icult for employees to break the mold, and 
this disengages them. In order to combat this cycle, start by identifying the important 
skills that are functional and also transferable. Motivate your entire workforce by putting 
them through several relevant skills testing exercises to create a test score benchmark 
(useful for comparative results vs. outside applicants) and for training needs assessment. 
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In doing so, you’ll be able to cross-train employees, inspire them to exceed their current 
position requirements, and gather data for useful for hiring and promotion.

10 Steps to keeping employees engaged and motivated:

Many of the following recommendations may sound like common sense, but you’d be 
surprised how many managers neglect to follow them.  They can allow you to achieve the 
Holy Grail of the work place: the ability to motivate your employees to move mountains!  
(And they’ll be happy with their jobs while they do it.)

Step 1: Clearly define your vision. Make sure that your vision is provided as a roadmap for 
your employees, and that they know each twist and turn.

Step 2: Give employees what they want and need. Don’t just assume that each and every 
one of your employees has all the tools, training, and support from supervisors they need 
–check in with them personally and find out.

In doing so, you’ll be able to cross-train employees, inspire them to exceed their current 
position requirements, and gather data for useful for hiring and promotion.
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Step 3:
regular meetings can all be used to present your vision to your employees. Make sure to ask 
questions, and if they are confused, redesign the way the information reaches them.

Perhaps the most important part of a good manager’s job is communicating e�ectively. 
Creating a culture of communication in which managers and employees share common goals 
and work together to meet them can boost a company up and even save it from the gutter.

Step 4:
planning and decision-making. That way the project becomes their baby: something 
they’re willing to fight for.

To do this, whenever possible, ask for input and use their ideas.  This way, they have a 
vested interest in seeing the project succeed.  This can not only empower and motivate 
employees, it can also lead to new and more productive ways of working that normally 
would be overlooked during more stable times.

Step 5:
great motivator. Instead of annual reviews that are quickly forgotten, o�er feedback as 

the same performance. Negative feedback should also be given a.s.a.p., so that workers 
have the opportunity to self-correct. 

If you can, schedule weekly meetings with individual employees, to provide an opportunity 
to discuss ongoing projects and issues. These meetings don’t have to take a lot of time, and 
they can build strong working relationships.

And don’t forget to say “Thank you!” for a job well done.  It’s a powerful motivator, and 

contributions is even better. In a survey by McKinsey Quarterly in 2009, praise from 
immediate supervisors and attention from company leaders were found to be just as 
important or more important than financial rewards.
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Step 6: Act fairly, respect, and create trust (don’t be a jerk). Use your judgment, wisdom, 
and experience to create a supportive environment.  When problems arise, examine the 
circumstances, understand the context, and only then pass judgment.  Respect and trust 
your team and you will get the same in return.  If you make a mistake, apologize and admit 
you were wrong.  This will allow your employees to relate to you better, and they will 
appreciate your honesty.

Step 7: Trust and verify, but also try to make work fun. Good bosses pay attention to the big 
picture and the details, and care about both the product and the employees. A good way to 
show that is be involved in the creation process, and to pay attention to what is going on.  
And remember to do this with a smile on your face. Lighten up! Making work fun really pays 

elves.

Step 8: Give special attention to high-potential employees. “Even in a tough economy, 
high-potential employees have other opportunities,” according to Douglas Klein, president of 
Sirota Survey Intelligence.  A study they conducted showed that during an economic crisis, 
employees who are anxious about their future can negatively a�ect a company. The reason is 
simple and obvious: they are less engaged in their jobs, and they may be making plans to leave.
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To keep them engaged, consider putting more resources into career development and 
training.  Or perhaps you can give them new projects that will help the company adapt to 
the changing market, grow, and develop.

Step 9: Be creative to avoid downsizing. “An employer that treats its employees as true 
partners makes every e�ort to avoid layo�s,” according to Klein. The key is for employees to 
trust that management is doing everything possible to retain them. Voluntary steps to 
reduce costs, which Klein calls “rings of defense” can be employed to avert disaster.

This step may look like a shot in the dark, but you’d be surprised how reasonable people 
can be about pay cuts and/or working overtime, as part of a crisis strategy, built with their 
own accord as a safety net during challenging times. The magic of this approach relies on 
those few words: built with their own accord.

Step 10: Implement incentive programs. No matter of what kind of business you are in, you 
should look into incentive programs. They have been shown to be highly beneficial in 
motivating employees, and a major benefit is that the cost can be based on actual 

and you’ll get rewarded” makes a positive impact on the company as a whole, with 
employees working harder to meet the target.
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Conclusion: Fast Forward 
Future: New Tools, New Mindset
While adopting these technologies and social media recruitment tools can help your 
organization engage and cultivate relationships with passive candidates, it’s also 
important to adopt a new mindset. Start seeing your mission as a marathon rather than 
a sprint. Converting the best passive candidates into applicants can take months or 
sometimes years, but the payo� is worth it. By reaching quality candidates sooner and 
earning their trust, you’ll be the first person they contact when they’re ready for their next 
career move.

The healthcare field is on the up-and-up, and recruiting within the industry is on the rise. 
Staying on top of recruiting trends is important for hiring and retaining the best talent 

best research, and for that, it needs the best recruiting team.

The healthcare and medical fields currently enjoy a very strong employment market as 
well as high expectations for continued growth. The medical field is one of the most 
highly compensated areas of practice.  Salaries and compensation are expected to rise 
further over the next ten years, as a skills shortage compounds natural demographic 
trends and an aging population. Using the tools and tips mentioned above will help you 
close skills gaps and recruit the best candidates for your healthcare company.
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About eSkill
eSkill’s medical and administrative pre-employment tests have helped healthcare 
institutions make better hiring decisions since 2003. With millions of candidates tested 
without legal challenge, eSkill is an expert advisor on selection compliance as well as 
accurate assessment.

Our healthcare assessments let you:

  Gauge your applicant’s expertise, from beginner to expert

  Fully customize online assessments by combining as many test subjects, topics and 
questions as needed into a single test for any healthcare-related job

  Test not only the medical skills required for the job, but also communication, 
computer, data entry, and many other skills.

“We use eSkill to validate the nurses’ ongoing ability to interpret various types of 
rhythm strips correctly. We have been able to change the way we teach our 
rhythm identification classes, because we now have data related to the common 
mistakes made by our sta� in rhythm identification or patient management.”

Peggy Martin
MSN, RN, BC, Clinical Development Professional,

Banner Critical Care Academy

Try eSkill for free to make successful hires by measuring candidates based on their 
actual skills and knowledge. 

I WANT TO TRY ESKILL FOR FREE!


