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Objectives
1. Outline the CTV PA hiring process.
2. Explain how to determine hiring criteria.
3. Describe the hiring process
• logistics & conduct interviews
• negotiation from the employer perspective
4. Interpret the chief CTV PA-to-HR collaborative
relationship and discuss basics of HR Law
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Navigating the Hiring
Process
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Budgets

• Not for profit is an IRS Tax status and does not mean
you don’t make money.
• No Margin means No Mission
• How many PAs do I really need?
• What is our volume now and in the near future?
• What type of coverage am I looking to provide?
• Where are you in the budget cycle?
• How do the numbers look?
• What are the competing priorities of the hospital?
• What is the clout of my service?
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FTE
• FTE=Full Time Equivalent
• Represents the number of hours to be worked by one FT
employee annually.
• Two part timers (.5) =1 FTE
• Think in terms of hours, not employees
• Add up the number of hours of coverage you need / expected
annual FT hours to get FTE’s needed.
• Include PTO factor
• FTE’s are budgeted, but all FTEs are not equal cost.
• Budget=Plan in dollars
• Revenues (volume) – Expenses (FTE’s)
• What is the bottom line expectation of the hospital/business in
the plan?
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Who is on the hiring team?
Department Level
• Surgeons, Administrator, Chairman, Nurse Manager, PAs
Business level
• Finance
• HR
• Recruiters

April 7, 2018

6

Building a Bench

April 7, 2018

7

Build a pipeline
•
•
•
•
•
•

Serve as a preceptor to PA students
Give lectures at your local PA programs
Attend career fairs
Attend local and national PA conferences
Post on PA forums
Leverage social media
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Mind the Gap
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Why Should You Care?
• Will represent 46% of the workforce by 2020 compared to 16%
for Gen X.
• Not self-centered, disloyal, or lazy.
• Don’t need you to be a content expert, but rather a coach and
mentor.
• Diverse, socially conscious, crave collaboration
• Expect to be kept in the loop
• Want employability and flexibility and to make a difference
Brack, J., & Kelly, K. (2012). Maximizing millennials in the workplace. UNC Executive Development, 1-14.

Myers, K. K., & Sadaghiani, K. (2010). Millennials in the workplace: A communication perspective on millennials’ organizational
relationships and performance. Journal of Business and Psychology, 25(2), 225-238.
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Establishing Hiring
Criteria
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Who are you looking for?
•
•
•
•
•
•
•

Dedicated
Passionate
Loyal
Compassionate /Empathy
Invasive mindedness
EQ
Competent
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What are the job attributes
• What are you looking to cover?
• OR only
• ICU only
• Floor only
• Combination-Remember what millennial employees want
• What are the on-call responsibilities?
• Frequency
• In-house
• Surgical only
• Patient and nurse calls
• Will the PA work with everyone or just one surgeon
• What is your competition expecting?
• Are your expectations realistic?
• Are you willing to hire a new graduate?
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How do you let others know?
• Job posting
• Verbiage often controlled by HR department with very generic job description.
• Use your network
• Write up your own description and ask your local PA programs to circulate it to
their alumni list
• Leverage your LinkedIn network by using filters and keywords that identify PAs
working in CVT.
• Put up a posting on a job board at a conference with your phone # and try to talk to
potential candidates
• Advertise on APACVS job board
• Attend job fairs
• Use social media
• Use an external recruiting agency

April 7, 2018

14

Recruiting Agencies
•
•
•
•

Convenience
Motivated by commission
Guarantees-60 days to one year
Costs
• Retained model-10% of salary upfront and 10-15% after hire $30-40,000
• Contingency-12-25% paid after hire has passed guarantee period
• Temporary to Pemanent-20-50% upcharge on the hourly rate and then a contract
buyout.
• Specialized networks
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Managing the
Interview Process
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Preparation
• Know your stakeholders and arrange all interviews for one day.
• Have your organization treat PA recruits in the exact same way they do physician
recruits.
• Have a printed agenda to give to the candidate and provide in advance.
• Confirm interview schedule with all parties and establish contingency plans.
• Identify a safe, quiet and inviting location for the interviews
• Avoid panel interviews
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Preparation
• Take the time to study the resume before the interview
• Look for differentiating factors
• Does the timeline make sense?
• How long did they stay at each previous job?
• What skills are listed-specific or general
• Know your organizational culture and values
• Understand behaviors that go along with your values
• Past behaviors are a good predictor of future actions
• Prepare behavioral interviewing techniques in order to dig deep for this evidence
• Clear your calendar and allow enough time
• Put your cell phone away
Harolds, J. A. (2014). Tips for a physician in getting the right job, part VII: behavioral questions for an executive
interview. Clinical nuclear medicine, 39(2), 164-166.
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Interview Do’s and Don'ts
• Introduce yourself
• Pay attention to professionalism and
maturity
• Establish an agenda for the meeting
• Review the candidates timeline and get
explanations for gaps
• Listen carefully to candidate answers
• Take notes
• Use behavioral interview questions
• Ask all candidates the same questions
• Look for evidence of why this person is
a good fit with your culture or why not
• Ask for questions from candidate and
evaluate the quality of the questions
• Thank them for taking the time
• Establish a follow-up plan
April 7, 2018

• Don’t talk about yourself beyond the
introduction
• Ask or allow discussion about statushealth, marriage, children, religion,
disability
• Self-identify with the candidate
• Discuss or negotiate salary beyond
general terms
• Make any comments that can be used
against you if you decide not to hire
the candidate.
• Forget to document and communicate
your findings
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WIFM?
• This is dating, not a hostage negotiation. You are courting them as much as they are
looking to impress you.
• The EVP is the “what you get back for what you put in”.
• Salary, benefits, schedules, colleagues, clientele, support structure, recognition,
career development opportunities, education, perks, etc.
• Give examples of the above.
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Be honest and Set Expectations
•
•
•
•
•
•

Don’t sugar coat portions of the job.
Don’t generalize or skip over important details.
Give a realistic estimate of how long credentialing will take.
Understand the value of human capital and avoid wasting it.
Let the candidate spend time with their potential future teammates.
Be sure to explain what you expect from them and at what pace.
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WAYMISH ?
• HR is your friend, and will keep you out of trouble.
• They will guide you on hiring, orientation, documentation, performance
management, discipline.
• They know the law, but so should you.
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Know your local, state and federal laws
• Employment at will? Right to work, special protections, etc
• Under the employment at-will doctrine, both the employer and employee can
terminate an employment relationship at any time without consequence. The
employment relationship can be terminated for any reason or no reason at all. The
employer cannot, however, terminate an employee for an “illegal” reason, such as
termination based on discrimination against certain protected classes such as sex,
gender, race, religion or national origin; violation of the Americans With Disabilities
Act; and termination in violation of the Age Discrimination in Employment Act.
So, employers can terminate employees who do not have a written employment contract
for any non-discriminatory, non-retaliatory reason.
• FLSA
• FMLA
• ADA
• Accommodations
https://www.mcrazlaw.com/getting-your-terms-right-right-to-work-vs-at-will-employment/
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Re-booting a PA Service
• Change is hard, uncomfortable and necessary
• You worked really hard to fine tune your service, it was kicking on all cylinders, and
then…..
• You got a new surgeon
• The chairman got replaced
• The hospital was acquired
• The hospital lost a lot of money and needs to do layoffs
• The competition upped their salaries and you lost two of your best PAs, and more
are thinking of leaving
• Etc.
• How will you lead through this change?
• Study change management concepts-Kotter’s eight steps
• Acknowledge that change is hard, but the status quo can never continue
• Manage expectations, over-communicate the vision, recruit champions
McAlearney, A. S., Hefner, J. L., Sieck, C. J., & Huerta, T. R. (2015). The journey through grief: insights from a qualitative study of
electronic health record implementation. Health services research, 50(2), 462-488.
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“Management is
doing things
right;
leadership is
doing the right
things.”
Peter Drucker

Earn the right to lead
• Recognize your leadership style
• Authoritarian-Less communication and consultation, more top-down
• Democratic-Guidance and encouragement with active participation
• Laissez-Faire-Some direction, but then hands off and not actively participating
• Leadership Competencies
• Organizational Awareness
• Motivate and Inspire
• Develop and coach team members
• Communicate effectively
• Influence in the absence of authority
• Managerial courage
• Authenticity
Lewin, K. (1951). Field theory in the social sciences. New York, NY: Harper & Row.
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Bi-directional Leadership
• Middle management is difficult
• Must learn to manage up and down
• Please many masters-clinical and administrative
• Hold information until it is ready to be communicated
• Bring the front-line PA perspective to the leadership
• Even harder when promoted from within
• Loyalties
• Jealousy
• Challenges to your authority
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Performance Management
• Know your progressive discipline policy
• Document religiously and build the case
• Use the probationary period wisely
• Never wait for the annual appraisal to express your concerns
• Frequent and ongoing feedback
• Performance plans with metrics
• Know the difference between employee appraisals and medical staff evaluations
•
•
•
•
•

Coach and mentor
Give recognition and create a culture of recognition between team members
Highlight positive behaviors and teamwork
Seek and act on feedback on your own performance-360 degree
Develop emotional intelligence skills and conflict resolution techniques
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In Summary
•
•
•
•
•
•

Develop awareness of hospital budgets and finance
Understand the practical and legal implications in hiring.
Establish and maintain a pipeline of future talent to build a deep bench.
Learn how to leverage HR partnerships.
Know who you are looking for.
Hone your interviewing techniques to identify talent and make sure that they want to
join your team.
• Realize the value of human capital and how your leadership will make the difference
in retaining those who you bring on board.
• Grow your leadership competencies and learn how to develop a followership.
• Be an authentic leader and give back!
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Thank You
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