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We Are All in  
This Together

It goes without  
saying – if there is  
a steady stream of 
departures from  
your organization, 
focusing on employee 
engagement and  
retention is the most 
critical initiative.

At a recent gathering of aging services executives, Sean Huyett,  
CEO of Westminster Canterbury of Lynchburg, posed the question, 
“Is anyone not having a recruitment crisis?” He explained that he  
assumed that recruitment was a significant issue throughout the 
industry, but he wanted to see if there were exceptions. As Sean 
expected, everyone in the room was having recruitment problems.

Discussing growth potential at First Choice Home Health and  
Hospice, Judith Trumbo, CEO of Virginia Mennonite Communities, 
shared their recruiting challenges. She suggested that this would be 
an area that Senior Options could provide more support. She asked, 
“How can Senior Options help?” Challenge accepted, Judith. 

Throughout the Senior Options Network, staffing pressures  
affect our patient care, our sustainability, and our ability to grow.  
Our organizations are sophisticated in marketing and  
selling our services; we are less competitive when it comes  
to marketing and selling employment opportunities.  
This isn’t a criticism – it’s food for thought. How do we become more 
proactive and candidate-centered in our employee recruiting activity?

We all wish there were a magic bullet we could deploy to find  
the right people. There are many resources on the topic with  
countless suggestions. You’ll find several of the most applicable  
ones highlighted in this article. In addition, we’ve polled leaders 
throughout the Senior Options Network and asked them to share 
their best-recruiting practices.
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Typically, leaders devote most of their 
time to managing their operations 
inside their agencies. That makes 
sense. However, to foster growth, the 
leader must also develop positive 
working relationships and network 
outside of the agency. Encouraging 
our leaders to be visible in the  
community allows us to put a friendly, 
caring face with the organization. 
When leaders share stories of how 
staff members have positively  
impacted a patient, or how an  
employee has just become an LPN, 
it shows we are aware of the powerful 
and compelling impact our staff 
members have on those we serve; 
it also shows how we support their 
professional growth. 

It is particularly important for home 
health and hospice leaders to network 
with nursing and vocational schools. 
If possible, offer to speak to some 
nursing classes. Talk about your 
mission as well as opportunities for 
positions and advancement. Offering 

clinicals, internships, or shadowing 
experiences to health care students 
also provides a path for students to 
get to know your organization and 
team members. Volunteers can also 
become new staff members.

Networking in the greater community 
does not need to be done every day, 
or even every week, but it does need 
to be done regularly. Our leaders can 
help build the image of their agency 
as a great place to work by being 
visible in the greater community. 

“Masonic Village’s excellent reputation 
for providing superior care within our 
community and surrounding areas 
naturally draws staff to our agency. 
We ensure candidates are a good fit 
in the Masonic culture and mission. 
Professional connections also foster 
the opportunity to attract excellent 
talent!” Justin Wolgemuth, President, 
Ashlar Home Health, Home Care 
and Hospice.

Networking &  
Relationships

Senior Options Focus on  
Recruitment & Retention
Senior Options has focused on  
Recruitment & Retention 
Strategies for its Partners. Our 
Fall 2018 Operations Retreat 
featured a day-long seminar 
on employee engagement and 
leadership by Michele Holleran, 
President and CEO of Holleran 
Research and Consulting.   
  

Senior Options  
Leadership Series
In addition, through the Senior 
Options Leadership Series, we 
are focusing on staff recruitment 
and retention as well. These 
webinars are available on the 
Senior Options Partner Portal. 
Campus leaders are welcome 
to attend any of the leadership 
series webinars at no charge:

 • On-boarding: Creating a  
Welcoming Experience for  
Employees Joining Your 
Agency

 • Recruitment Strategies
 • Networking
 • Social Media
 • Recruiting Home  

Health Aides
 • Start with Why
 • Managing Expectations
 • Creating a Positive Work 

Culture
 • Giving Feedback

In addition to the above,  
Senior Options has a wealth  
of resources to help your  
administrators support their 
teams on the Partner Portal.

“Our best recruiting of professional staff (RN’s) comes 
from word of mouth and our reputation in the  
community. Word is spreading about our restructured 
and more formal on-boarding process. Employees feel 
more prepared and have a better understanding of 
First Choice and their role.”

– Donna Selby, Administrator,  
First Choice Home Health & Hospice
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Remove the Work  
from Your Job Ad

One of the things we’ve noticed 
is that job ads often read like job 
descriptions. A job ad is not a job 
description. The job ad is designed 
to attract attention and then engage 
the reader to take further action. 
In the Senior Options Recruitment 
Strategies webinar, we provided a 
template for a compelling job ad. 

In the sea of competition, how do you 
stand out? Here’s an idea. First, do 
your research. Go on Glassdoor.com 
and Indeed.com and find out what 
people are saying about working 
at other senior care organizations in 
your market. Then use that information 
to formulate your copy. Here’s a step 
by step:

1. Go to Glassdoor’s home page, 
type in the job you’re hiring for, 
add your location and search. 

2. Click on a company in the left 
column, then click on their  
reviews. You will find them in  
the tab above the company 
description. Scroll through the 

reviews and read the “Cons” 
section. Look through a couple 
of companies until you have a list 
of cons that come up repeatedly.

3. Now, turn these “cons” around and 
use them in your ad. For instance, 
if everyone complains about being 
micromanaged, include “Tired of 
being micro-managed?” If the 
chief complaint was working for a 
difficult manager, you could open 
your ad with “How would you like 
to work for a manager who cares 
about you and your career?”

Another effective strategy is to frame 
your job ad to reflect why people 
want to work at your organization. 
No one knows what it’s like to work 
at your company better than your 
employees. Ask them what they like 
about the company location, what 
is different about working for your 
company, what they love most, and if 
there is anything specific they would 
enjoy telling potential hires about the 
company. 

Monitor Your Online Image
Another important recruiting 
strategy is to be aware of  
Glassdoor comments and  
ratings about your organization. 

According to Glassdoor, “A job 
applicant will read six reviews 
before applying. Bad reviews 
go a lot further than a great job 
description. Reviews can deter 
a great candidate simply by 
having a few poor reviews on 
job boards. Get your employees 
to rate your company on these 
job boards. Get positive reviews 
from past candidates who did 
have a great experience.”

“Yes, there will be  
negative feedback on 
these sites. But the  
takeaway for employers 
is your score for ‘would 
they would recommend 
you as a place to work 
to a friend.’ If an  
employer is honored 
enough for an employee 
to refer a friend, then 
you have one of the key 
pieces to be considered 
an employer of choice.” 

– Judy Carson
Director of Human Resources 

and Compliance,  
Westminster-Canterbury on 

Chesapeake Bay

Tired of being  
micro-managed?

We’re Hiring
M O R E  I N F O
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Your 
Website

“Since we’re in a candidate-driven 
marketplace, differentiating 
your organization as an  
employer of choice is critical. 
Having an engaging ‘careers’ 
page on your website can make 
the difference. Identify your 
target audience and understand 
what they are looking for in a 
career. For example, do they 
want to make a difference in 
people’s lives, are they looking 
for a work/life balance, or are 
they primarily looking for top 
pay and great benefits? Tailor 
your message that resonates 
with your ideal prospective 
employees.”

– Tony Coccitto
Vice President of  

Eklego Workforce Solutions  

According to LinkedIn, 59% of potential job applicants will visit your 
organization’s website. The career section should be clearly visible 
on the home page. Westminster Canterbury Richmond provides an 
excellent example of this. “Careers” is one of the four main section 
choices on their home page. Visitors can easily click through and 
find out about job postings, 
benefits, and employee 
programs. Future employees 
can also view four different 
videos, such as ‘Make a  
Career out of Caring’ and 
‘We Love our Nurses.’ 

When it comes to job posts 
on your website, experts 
advise to keep them fresh.  
If your ad has run for over  
15 days, many candidates may assume that the job has been filled or 
that they are too late to apply. Running multiple ads and interchanging 
them will gather more applicants and keep your ad fresh on job 
boards and your website. Finally, as you look at your website from a 
recruiting standpoint, make sure there is a page titled explicitly for 
Home Health and Hospice on your website.
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Look up the company’s website

Update their resume

Read online articles about  
the company

Update their  
LinkedIn Profiles

Talk to employees
about the job

59%

46%

34%

27%

26%

Brand  
Awareness

After hearing about the job, they don’t apply 
right away. Instead they . . .

Source: 

https://www.linkedin.com/showcase/senior-options-llc/
http://senioroptions.net
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Social Media

Social media sites like Facebook and LinkedIn can serve both as marketing 
and recruitment strategies. Several of our Senior Options partners are 
using these online resources to recruit for open positions. It is essential 
to post more than just job ads. Content can include informative articles, 
special recognition or mission moments. 

The key to Facebook and LinkedIn is getting followers, so it is vital to find 
the social media mavens on your team. They can help you build your  
followers by reaching out to their contacts. Last, including short video 
clips, will attract more views and improve the results of the job posting. 

“We have started using our Facebook account as a place to post 
positions to try to reach people who might not be actively looking 
on Indeed.” 

– Brooke Rivera, Administrator  
   St. John’s United Home Health & Hospice

“For our office and aide staff, we tend to get a lot from using 
social media; however, word of mouth also helps us with these 
positions as well.” 

 – Donna Selby, Administrator  
    First Choice Home Health & Hospice

“We utilize our  
testimonial videos at 
internal and external 
recruitment events and 
of course on our social 
media and website.  
We also have videos 
from our community 
outreach events.  
Younger generations 
coming into the  
workforce are very  
focused on the social 
responsibility of  
employers and those 
events and the videos 
that tell the stories  
behind them show  
candidates that  
working at WCR is not 
only rewarding for the 
work they do every day, 
but for the impact they 
can have on the greater 
community while  
working here.” 

– Windley Gravatt,  
Vice President of  

Workforce Services 
Westminster  

Canterbury Richmond 

“We use social media to show that people are 
happy working here. That’s important to me.” 

– Rachel Jordan, Administrator  
Westminster-Canterbury at Home

http://senioroptions.net
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1. The complexity of on-line  
applications and the time  
commitment needed to complete 
them is a deterrent. A simpler  
and shorter on-line preliminary 
form makes it easier for more 
candidates to apply. 

2. Our organizations need to make 
the hiring and interview process  
as friendly as possible. Though  
this advice seems basic, think 
about how many senior living 
organizations roll out the red  
carpet for prospective residents – 
the welcome, the setting, the  
refreshments, and the conversation. 
Then consider the attention we 
pay to our home health and  
hospice referral sources. Maybe 
some of these activities could be 
applied to how we market our 
employment needs.

3. Providing the applicant with a 
quick response is also necessary. 

According to the MYCNA.com and 
HealthHire study, the top reason 
frontline caregivers chose to work 
for a provider is because it was the 
first place that offered them a job. 
The same study found that texting 
was preferred over email when 
communicating with a potential 
employee. The study also stated 
that 50% of aide-level applications 
were submitted after 11 p.m. so 
those applications would be 
reviewed first thing in the  
morning by the potential employer.

4. Listen to the candidate and see 
what is important to him or her.  
A career path? Less stress?  
The mission? When you talk  
about the organization, focus on 
what is essential to the candidate. 
For home health and hospice,  
we focus on patient-centered  
care – can we implement a parallel 
practice for employee-centered 
recruiting?

Candidate  
Experience

Improving the job candidate’s experience is a key recruitment strategy, and 
one we can impact readily. Here are some ideas:

28% 37% 87%
Caregivers who reported  
that the most important  
factor when interviewing  
with an employer is that  
they feel comfortable  
while they are there.

Caregivers who say  
they are asked if they’d like 

something to drink.  
Make the interview  

experience better than  
your competitors.

Caregivers would be  
MORE INTERESTED in  
working for you if given  
a chance to  meet and  

interact with your 
 existing caregiving team.

Source: Senior Living Smart Webinar by MyCNAjobs.com and HealthHire, “Get competitive.”

“Always speaking positively about 
our workplace and organization – 
make people want to work here 
and do business with us. When 
interviewing, listen carefully to what 
people say about their needs” 

– Rachael Buttler  
Westminster Canterbury at Home

“Sometimes I market our  
organization as a stepping stone in 
pursuit of an ideal job. I know we 
are not everyone’s career choice 
and by acknowledging that and 
offering to write recommendations 
and complete field studies and 
internships, our employees tell 
their friends who are looking for 
the same. I have no problem with 
helping an employee to build skills, 
give experience and encourage 
growth toward the next challenge. 
We need to acknowledge employees 
don’t stay in jobs for 45 years. Our 
incentive program offers $100 to our 
employees and $100 to the  
referral, howeer, I believe what sets 
us apart is assisting with the growth 
of our employees. 

– Michelle Narramore 
Administrator  

Warm Hearth at Home

“I look for experience, however,  
I also look at people skills and  
personality. When working in 
hospice, I want an individual with 
a warm, loving spirit.”

– Shnea Walker 
Hospice Administrator 

McGregor Hospice

http://senioroptions.net
http://MYCNA.com
http://MyCNAjobs.com
https://www.healthhire.com/healthhire/
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Job Design  
& Benefits

“PayActiv allows McGregor to be a friendlier employer to both new team members and long-tenured employees. 
It provides new employees access to a portion of their earned hours to help during the transition to their new 
job. For current employees, it gives access to earned, but unpaid hours to help reduce financial stress when 
they have an emergency and need cash now, but are a couple of days away from payday.” 

– Ann Conn, Chief Operating Officer, McGregor Home

Recruiting is not the only challenge, 
we are also reflecting on how we can 
make our positions more desirable. 
We know many nurses do not want 
to be on-call or have weekend duty. 
Hiring bailor or on-call nurses to cover 
nights and weekends allows full-time 
nurses to have time for themselves 
and their families. Designated staff 
or PRN staff also help preserve 
weekends for full-time staff. Growing 
your agency allows for these options 
and divides call responsibilities and 
PTO coverage over more people.  
It also demonstrates that your agency 
is successful and sustainable. 

Using licensed practical nurses (LPNs) 
is also be an excellent way to extend 
patient care and support registered 
nurses (RN). Westminster Canterbury 

at Home (WCAH) assigns LPNs to 
work with each RN case manager to 
meet the demand for nursing care 
among hospice and home health  
patients. Most of the LPN’s working 
are enrolled in a program to become 
RNs. Our tuition assistance benefit 
and Resident Scholarship Funds  
are also support professional growth 
as well as helping to meet the  
ever-growing demand for RNs. 

Organizations are looking to make 
benefit packages more attractive. 
Most hospitals are using sign-on  
bonuses to attract nurses. In our 
field, employee referral and retention 
bonuses are common, and work by 
rewarding an employee who refers a 
new hire at the time of employment 
and again in the future. 

Our paychecks are typically on a  
two-week cycle. So if an employee 
has an unexpected expense, it can 
be difficult waiting for a paycheck. 
PayActiv is a program where an 
employee can access earned wages 
before the paycheck is issued. The 
concept is based on the idea that 
people get into a downward spiral 
with late fees, interest fees, and  
predatory loans, which keep the 
employee from financial wellness. 
PayActiv charges the employee  
$5 a month to access up to half of 
their earned paycheck. 

This program is relatively new to 
senior care and senior living, and it 
has pros and cons, but may become 
something employees look for in a 
new employer. 

http://senioroptions.net
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Conclusion
We hope that this white paper will be a helpful resource to you and your organization as you 
further your mission. Thank you to those of you throughout the Senior Options Network who 
shared your best practices and recruiting ideas with us for this paper. 

Additional Resources

LeadingAge Center for Workforce Solutions https://www.leadingage.org/promising-practices

GlynnDevins, Developing your Employee Brand, Presented at LeadingAge Virginia by Sharon 
Brooks and Molly White, 6/7/18 

www.MyCNA.com

Senior Living Smart Webinar by MyCNAjobs.com and HealthHire, “Get competitive.”

PHI https://phinational.org/

Eklego Workforce Solutions https://eklegoworkforce.com/

http://senioroptions.net
http://senioroptions.net/index.php/our-partners/
https://www.leadingage.org/promising-practices
http://www.MyCNA.com
http://MyCNAjobs.com
http://HealthHire.com
https://phinational.org/
https://eklegoworkforce.com/
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