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ABC’s of nurse recruitment
AIN APR, 1974

Edin Hof{man

Acquir an effective nurse recruiter
Nsg gualification requirementss] wlsle] A do] g& Adold, FFHHz ADL 2z gL Adog
Nsg Deptg W28  glojof o},

Buget
Nsg Dept goal, dlA3FE turn over, W4 EAA S, Nsg labor market trends, media costss] &2 #q]
Sxd A&E Fo, 4584 FEF recrvitment programe] = A G A AL bugetdh Aol o}

Convey a’positive image
AEA ] w18 maximum 7] H S A F5l2 health care agency 24, & o= “poing” salaniesSt benefits
G a2EY 284494 Fx, b5 employer= 4, adse} literatures] 4] positive imageE 7=tk

Develop strong internal recruitment resources
staffmembered] 98t =& FmA-E Zi= AL encourage o o] FHEdd, F5AE FHLS =9

© minimum tenureg 998 oozt r B Aok Fo

Encourage promotion from within to fill leadership positions.

243 F-33]7] bestqualified candidateS olA staff growthol AAE W5 L84 2.2 &
7 @

Foster a climate of openness
employee relations} Nsg practice problems2 T = zA7 &, turnover FAF o2 Txrtrlde] sa2¢ &=
AA 7 A9 opendls £HE =4

Generate effective advertising
F:4-9 employer S]sle] #AHq AFE o) 3
ZE b 2 &8 A recruitment advertising agency

e
ah

e
2

=& professional standardsE El= @A 2

3¢ A%E 2ES 24 A9k

Heed the advice of advertising experts concerning the selection of media copy development, timing, and
general strategy for placing advertisement

Immediately respond to employment inguiries with a personal letter
SEA Fod HAE wE] gFe Ao F wgEn, ALE R, 2F5E glE brochurer} &b of
A Ih EH g 7] g Fo benefits, housing, 2 o A7 A8 = Aotk regular intervalg
Zx Agsle dAg. '

Judge the effectiveness of your nurse recruitment elforts in terms of the “average cost per hire”
284 BF felht o] 2k WA 3 ALY e £8%F Frlets Aotk 2 employer
4 previous resulte} ¥ w % 7] % indexz: o] 23t Aoldh, Nsg labor morketd &jmgls wisl, Nsg
practices} education®] A%, SR =xe A, AHZAAD 4] ohf uigt HET o] To] P
A9l

Keep records
journal newspaper, S8 AAFe] BE JEHE A Fe Soh

CHstztE W27TE Ml 4 5(9,1025) S #idrs 27



Learn recruitment resources
turnover FA <k employment, tenure(2A427)E B o 24 2uAY £ Toldg AR AT
¥+ recruitment resources3- <ofok Ein=
Maximize the use of these resources
health care agenciess} Nsg A= zy 45 best3l 3r] 984 local newspaper® & z}A o]z},
Negotiate with other health care agencies
Offer assistance to out-of-state applicants
3 FANGL AYY Aoz, AWPoE B¢ F JIEE 54E Fo
Promote positive public relations
Nsg association conventionss] o] % positive public relationg &2
“openhouse” £-& F8le] 9 staffmemberdl potential candidatessl =k
Query terminating staff members
ARAd g 5 TAE 4.
Reward exceptional performance
Aol gol ANAE A 24
Schedule regular performance

ol 43w ¥ E staffmembere] 7] A A G job ZH L agreed <= &

A

s

779 progressE assess3lm, £
E AzH schedule
Tell your nurse recruitmentives and advertising agency
staffing situations] 8% = FA H5e sl 37 agencys Nrafl & bAoA el o]},
Understand the hidden costs of inadeguate or in appropriate staffing
overtime, over work, poor pt care, poor morale, turnover Z=s.gh 7 224 8 staffing? hidden costs
o] &
Vitalize your orientation, inservice, and continuing education prograr
Work, with school and college guidance counselors and conduct “career day™ programs
X-ray your staffing and scheduling patterns :
7 stalf members] &=t WA= H439 cared ZHFox § 2= 9k staffing, scheduling patterns
EAEE 3
Yield to comstructive criticism

A A EA S staffing pattern #Z2-¢ 15 AAH e Aol AL F) g
Zero in on a vnifying theme(st 2z $9slL themed] 7] 28 Savp)
Nsg2 practicedlx Wj& 4 9= A2, 49 B2 o] unifying themed] 7R o= wi= Ao

=N
# 3, brochures, Qbdd =t FelFAL B5AE BAHR 2ol JFL mA 2 glel AL programe] o] A

T SAE

28 rslzis HI27TRA ® 4509, 10835) £3 TS



Departmental-personnel department eollaboration®

Department
supervision(line)

Personnel-employment
specialist(staff)

1. Prepare requisition outlining specific qual-
ifications of employees needed to (i1l specific
positions. Help create reputation that will attract
applicants. [First step.]

2. Imlerview and select from candidates scree-
ned by Personnel. Make specific job assiguments
that will utilize new employees’ highest skills to
promote maximum production. [Fifth step.]

3. Indoctrinate employees with specific deta-
ils regarding the sections and jobs where they
are to be assigned-safety rules. pay, hours, “our
customs.” [Seventh step.]

4, Instruct and traim on the job according to
planned training program already worked out
with Personnel. [Eighth step.]

5. Follow up, develop, and rate employee job
performance, decide oz promotion, transfer, lay-
off, or discharge. [Ninth step]

6. Hold separation #nfervierv when employees
leave—determine causes. Make internal departm-
ent adjustments to minimize turnover. [Eleventh
step.]

1. Develop source of qualified applicants from
local labor market. This requires carefully plan-
advertise

ned community relations, speeches,

ments, and active high school, college, and tec-
hnical school recruiling. [Second step.]

2. Conduct skilled interviews, give sciemiific
tests, and make thorough reference checks, etc.,
using requisition and job description as guides.
Screening mugt meet company standards and co-
nform with employment laws. [Third step.]

3. Refer best candidates {0 supervisors, after
physical examinations and qualifications for the
positions available have heen carefully evaluated.
[Fourth step.]

4, Give new employees preliminary indoctrin-
ation about the company, benefit plans, general
salety, first aid. shift hours, etc. [Sixth step.]

5. Keep complele record of current performa-
nce and future potential of each employee.[Tenth
siep.]

6. Diagnose information given in separation
interviews, determine causes, and take positive

steps to correct. [Twelfth step.]

*From Pigors, P., and Myers, C.: Personnel administration, ed. 7, New York, © 1973, McGraw-Hill
Book Co., p.35. Used with permission of McGraw-Hill Book Co.
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