STRATEGIC PHYSICIAN RECRUITING
Strategic physician recruiting is essential for health systems to successfully compete and simultaneously accomplish Mission mandates. Corporate compliance issues must also be addressed. Too many organizations view physician recruiting with a “crises mentality”, responding to physician pressures to expand, physicians exiting the community or retiring, or short term developments in the external environment.

Recruiting strategically, with a longer term perspective, based on a Strategic Plan and medical staff development priorities is a more effective approach to sustaining and organization and its medical staff. A three step approach to physician recruiting can increase success, both in building market share and increasing physician retention.

Step 1: Conduct a thorough Medical Staff Needs Assessment. This assessment is essential to identifying current and future needs by physician specialty. It is also an ideal opportunity to involve the medical staff in recruitment planning. This step should include an analysis of the external environment internal trends in admissions, physician financial contribution, and medical staff composition. The outcome will be a list of needed specialties that meet community need standards and also support key clinical services.

Step 2: Compare Assessment outcomes to Strategic Plan. A variety of methods are available to connect the needs assessment to strategic planning initiatives. A matrix can be developed with physician needs on one axis and clinical services emphasized in the strategic plan on the other axis. Physician specialties that have market area support and that are also essential to developing strong service-lines are revealed by locating them on the matrix graph.

Step 3: Development of recruiting priorities. Working with the medical staff and management team priorities are then developed. Physician specialty needs are aligned with service-line needs based on the matrix. One advantage of this approach is that some specialties that may be desired strategically might not have the necessary community need for corporate compliance programs. When this occurs, other recruitment incentives might include the development of a strong service-line geared to a particular specialty.
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