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Do you know the
makeup of
LTC workforce?

The COVID-19 pandemic is presenting significant challenges for many segments of the
healthcare industry, including long-term care (LTC) settings such as skilled nursing facilities
(SNFs) and assisted living facilities (ALFs), which deliver clinical and personal care services.
Maintaining appropriate staffing in senior living facilities is essential to providing a safe work

environment for healthcare personnel (HCP) and safe resident care.

As COVID-19-related staffing shortages occur due to HCP exposures, illness or need to care
for family members at home, senior living facilities must have plans and processes in place
to mitigate them, including communication with HCP about actions they are taking to
address shortages, maintain patient and HCP safety, and provide resources to assist with

anxiety and stress.

STAFFING AND THE WORKFORCE

Staffing concerns have been around since the beginning of healthcare. But how do you “fix”
them? Meeting the staffing needs of your facility is one of the biggest challenges you will
face in your day-to-day duties. Being the staffing coordinator is a job that requires much hard

work, patience and love for your facility.

Let’s look at the makeup of the LTC workforce. The average LTC worker is primarily female,
earns a lower wage and is typically age 50-plus. One in four is Black. So when you look at this
picture of your average caregiver, you must consider the many challenges they face daily.
These challenges include meeting their financial responsibilities, the time constraints of their

jobs, and the emotional and physical strain of being a caregiver.

The Long-Term Care Workforce is Predominantly Female and
Low Wage; Nearly 4 in 10 are Age 50+ and 1 in 4 are Black

Y= T T
82% 58% 38% 26%

Women Annual wages Age 50+ Black non-Hispanic
less than $30,000

Long-Term Care Workforce in 2018 = 4.5 million

KFF

SOURCE: KFF analycrs of American Community Survay, 2018 FAMLY FOLGATIN
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The senior living industry is all about healing and caring. Care team

members must be trusted advisors, show compassion, and give
reassurance and empathy. Leadership must display these qualities to

set an example for their teams and nurture a positive outlook.

We've all heard horror stories about hiring the wrong people. Maybe
that person wasn't qualified, lacked a solid work ethic or had a bad
attitude. For all those reasons and more, LTC recruiters and HR
managers must strive to hire the right person for each role. However,
doing that without the right process and safeguards in place is
nearly impossible, so we will provide some safeguards to help you

with your hiring.

PERFORMING A NEEDS ASSESSMENT

First, you will need to perform a needs assessment to identify gaps
in your staffing plan by collecting information that will allow you to
have a current inventory of your staff, their competencies and where
they are lacking. Prioritizing your facility’s staffing concerns will be
the first step in addressing your care team and their needs.

INCORPORATING RETENTION MEASURES

What are you doing for employee retention? The days when pizza
parties and cookies kept your staff motivated and loyal are gone.
Employers must consider what they can do for their employees as

much as they consider what their employees can do for them.

Adapt to the changing needs of your workforce. The needs of
employees have changed and will continue to evolve. To remain
competitive, we have to constantly reevaluate what we’re offering
them. What employees look for in a job has also changed, so don’t

be afraid to try new things, like:

» Schedules that meet their needs
* Regular feedback and recognition for their work

* Pay schedules that fit their budgets

RECRUITING WITH TEXTING

Are you using texting to recruit and hire? Many millennial and
Generation Z candidates use text as a primary means of
communication. Not only is it critical that the entire hiring process is
mobile friendly and paperless, but adopting texting as part of the
hiring process significantly enhances your ability to connect with
and acquire qualified talent. Studies demonstrate that 90% of texts
are read within three minutes, and the average response time is

three minutes as well, as compared to 47 minutes with emails. Speed

is critical in the recruitment world, and texting provides the means to

supercharge the process.

The recruitment process can sometimes be delayed by candidates’
needs, such as document requests, scheduling conflicts or offer letter

details. Texting candidates can make the process more efficient.

Additionally, texting applicants modernizes your organization and
gives you a leg up on those organizations that are still playing phone

tag with candidates.

But make sure you provide candidates with the ability to opt out of
the texting feature. As candidates move through your hiring process,
they may want to unsubscribe from texts in order to avoid additional
messaging or data charges.

EMPLOYING TECHNOLOGY

Automation is also key in reducing time to hire and creating a more
efficient recruitment process for your organization. Artificial
intelligence-enabled conversations increase the speed at which your
organization identifies, evaluates and hires a new candidate. It can
also add a much-needed human touch to the hiring process, while

also giving candidates the transparency they desire.

CONCLUSION

We are all competing for the same great people. To remain
competitive, we have to reevaluate what we’re offering employees.
Have a plan for recruitment and retention, and start with the basics
that we have outlined. This is an all-encompassing plan from start to
finish, with the goal of hiring the right person who is the right fit for

your facility and your residents.

In addition, you can use the following recruiting plan of action form
to identify opportunities for your facility to improve the hiring
process in order to lower costs, reduce turnover, and improve
staffing and quality care issues.

Sources:

http://www.planetree.org
https://www.kff.org/coronavirus-covid-19/issue-brief/
covid-19-and-workers-at-risk-examining-the-long-term-care-workforce/

http://www.ihi.org/Engage/Initiatives/COVID-19-Rapid-Response-Network-for-Nursing-
Homes/Pages/default.aspx

http://www.cdc.gov/coronavirus/2019-ncov/hcp/mitigating-staff-shortages.html

http://www.onshift.com
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RECRUITING PLAN OF ACTION

Purpose: To identify opportunities for your facility to improve the hiring process in order to lower costs, reduce turnover, and improve

staffing and quality care issues.

|dentify opportunities for improvement in hiring staff.

Evaluate your current hiring practice to identify what does
and does not work.

Are you addressing current and future needs?

Have you reviewed your needs and approaches to hiring? Are
they applicable and up to date?

Do you have a key person in charge of recruitment?

Are your facility’s wages and benefits competitive and
worthwhile?

Does the facility have an understanding of qualifications
required for all candidates?

Have you completed surveys or interviews with current staff
to gain perspective on their satisfaction as employees?

Are job descriptions up to date and accurate?

Are your marketing materials up to date and accurate?

Do you offer flexible work schedules?

Do you offer opportunities for advancement?

Energize improvement initiatives in your workforce to let
them know you’re working on hiring.

Are you offering current employees incentives to recruit new
employees?

Has the facility decided what type of advertising for
potential hires works best?
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16. Create a plan and involve all disciplines.
Have you developed flyers, ads, etc., for recruitment in the
17. o : )
community, in the media or with partners?
Do you know what agencies and organizations are in your
18. . . .
community that may have potential recruits?
Have you inquired about submitting articles to local
19. "
newsletters about your facility?
20. Are you building relationships with local partners?
Do you have a system in place to facilitate communication
21. ) ;
with previous employees that may want to return?
22 Have you sent letters to area agencies, schools, etc., asking
: to provide lunch and speak about job opportunities?
23 Have you identified websites where you can advertise job
’ opportunities?
24. What is your reputation in the community?
Have you adapted to the changing needs of your workforce
25. by offering schedules that meet their needs, recognition for
their work and pay schedules that fit their budgets?
‘FOR QA PURPOSES ONLY
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