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• Facilitate a “catch-and-keep” process for talent recruitment, engagement, and retention

• Communicate the financial and operational impact of  employee turnover in healthcare

• Engage existing employees with short-term and long-term management strategies

After this presentation, you will be empowered to:



“The only thing worse than 
training your employees and 
having them leave is not 
training them and having 
them stay.” 

Henry Ford, Founder, Ford Motor Company



It takes an average of  42 
days to fill an open 
position and 6-8 months 
to reach full productivity.

These recruiting and 
onboarding costs range 
between $2,792 and 
$4,425 per employee.
Source: Investopedia 



HEALTHCARE

Hospitals are patient-centric environments that rely on patient satisfaction and 
safety scores to remain operational.

Hospitals remain open and operational 24/7 regardless of weather events, utility 
outages, and other catastrophes. 

Hospitals serve an immunocompromised population that remains vulnerable during 
their stay.

Patients are oftentimes incapable of self-preservation during a fire and need 
assistance from hospital employees to evacuate.

Hospitals are served by distributed energy and specialty systems unique to 
healthcare.

Hospitals are highly regulated environments frequented by federal and local 
surveyors, inspectors, and other agencies.

NEARLY EVERYTHING ELSE

Most building types serve profit-centric businesses with large variations in customer 
satisfaction. 

Most buildings operate within scheduled business hours and selectively close at the 
owner’s discretion.

The population in other building types is assumed to be generally healthy and 
capable of self-treatment and care.

Employees and visitors in other building types are assumed to be capable of self-
preservation during a life-threatening event. 

Most buildings are served by standard, packaged equipment with no or limited 
special considerations.

Other building types have far fewer regulatory requirements than healthcare, and 
they are not routinely surveyed for accreditation.

The Difference in Healthcare



It’s especially critical that 
healthcare facilities hire and 
retain qualified team 
members to serve their 
patients and buildings.



ENGAGED AND TRAINED

Engaged.

An engaged employee takes ownership of  their work 
responsibilities, is accountable for their performance, and serves 
as an ambassador for the organization’s mission.

They’re unlikely to leave for $1.50 more per hour.

Trained.

A trained employee is empowered to confidently make decisions 
close to their work without second-guessing or relying on others 
to remain productive with their time.

They make fewer mistakes and are more vigilant with their 
performance quality compared to untrained employees.

DISENGAGED AND UNTRAINED

Disengaged.

A disengaged employee underperforms and blames others for 
their performance. They’re unlikely to perform tasks or work 
hours beyond minimum expectations.

They’re hunting for their next job while on the clock at this one.

Untrained.

They’re more likely to make mistakes that adversely affect patient 
safety. They oftentimes have a false sense of  confidence about 
their work performance. 

They are less productive and efficient than their trained 
counterparts.

Let’s state the obvious.



• Partnership with Human Resources

• Talent Pool Pipeline

• Intentional and Continuous Employee Engagement

• Competitive Compensation and Benefits Package

What’s important to success?



Catch and Keep Process

Career PathOnboardingScreening 
and Hiring

Recruitment 
Strategy

Job 
Descriptions



Specific.
Competencies are detailed 
enough to clearly convey 
expectations.

Current & Accurate.
Align current job activities 
with what is described in the 
job description.

Job 
Descriptions



Inclusive.
Remove unnecessary barriers 
like education or experience 
requirements that could be 
preferences.

Standardized.
Use similar language and 
repeat competencies in 
multiple job descriptions as 
applicable.

Job 
Descriptions



Collaboration.
Facilities support functions 
differ greatly from clinical 
functions, so it’s helpful to 
include someone with detailed 
knowledge of  the work.

Attention.
Pay attention to attention. 
Where do qualified candidates 
search for open job 
opportunities? Where do they 
go for industry information? 
Answers to these questions 
inform the recruitment 
strategy.

Keys to 
Recruitment 

Success



ONE: 
Reach out to SkillsUSA and 

local trade schools with 
open job positions.

TWO: 
Partner with local trade 

schools to develop a talent 
pipeline.

THREE: 
Partner with SkillBridge to 
develop a talent pipeline.

FOUR: 
Post open job positions in 

trade publications. 

FIVE: 
Participate in public and 
college job fairs with HR 
and FM representation.

SIX: 
Engage industry listservs 
and job search engines to 

post current opportunities.

Recruitment 
Strategies



Skills Assessment.
Include skill-based interview 
questions or a standard 
assessment that identifies the 
candidate’s proficiency level 
compared to the job 
requirements.

Skills Transfer.
Seek out skills that can be 
transferred into the job 
opportunity. For example, a 
veteran likely has mechanical 
and leadership training that 
can be transferred into 
facilities management.

Keys to 
Screening & 

Hiring Success



Building Orientation.
Create job aids to help new 
employees find room locations, 
tools, parts, and more so they can 
optimize their time when assigned 
work orders or other tasks.

Terminology.
Overcome language barriers by 
providing job aids that explain 
department-specific jargon, 
acronyms, and initialisms. A new 
employee can unnecessarily waste 
a lot of  time if  they don’t 
understand the industry or 
hospital language.

Onboarding



Contact List.
Develop a quick reference sheet 
that includes who to contact for 
specific information – HR, IT, 
Security, EVS, etc.

Decision Trees.
Provide clear guidelines for who 
to contact to make which 
decisions and what decisions each 
position can independently make 
and implement. This guidance will 
save time and improve 
productivity in the future.

Onboarding



Upskilling.
Upskilling existing and new 
employees helps them become 
more efficient and productive at 
work, reducing time and costs.

Proficient Operation.
When staff  are trained to become 
proficient in equipment operation 
and maintenance, they mitigate 
risk of  premature failures and 
recurring repairs, which positively 
impacts the bottom line.

Career Growth



Tiered Model.
Stratify job descriptions to create 
multiple levels within one job 
title. Base the levels on 
experience and specific skills.

Bridges.
Develop position bridges that 
build new skills required for the 
new position. For example, how 
can a general maintenance 
technician develop into a plant 
operator or a plant operator into 
a manager?

Career Growth



Succession Planning
Begin training and mentoring staff  replacements 
as early as possible – this process could take years. 



Manager’s Toolbox
Soft skills training is just as important as technical 
skills training. 



Personnel Management

• management and leadership styles 

• conflict resolution skills

• progressive disciplinary action 
training

• intentional, proactive employee 
engagement skills 

• peer-to-boss transition

Manager’s Toolbox



Finance

• operating budget and capital planning 
training for new managers

• procurement and contract 
management skills

• accounting treatment

• negotiation skills

Manager’s Toolbox



Communication Skills

• how to lead a meeting

• public speaking and presentation skills

• project management and change 
management training resources

Manager’s Toolbox



Engagement Today
How can you engage and retain your current team 
members?



1. Toxic corporate culture (10.4x more important 
than compensation in predicting turnover)

2. Job insecurity and reorganization (3.5x)

3. High levels of  innovation (3.2x).

4. Failure to recognize performance (2.9x)

5. Poor response to Covid-19 (1.8x)

Source: Inc.com (2022)

Top 5 Predictors of  
Employee Turnover



1. Lateral job opportunities (2.5x more 
important than compensation in 
predicting retention)

2. Remote work options (1.5x)

3. Corporate social events (1.3.x).

4. Predictable schedules for frontline 
employees (1.2x)

Source: Inc.com (2022)

Top 4 Actions to 
Boost Retention



What will cause an employee to disengage? 

• They’re not receiving enough information 
from management.

• They’re unaware of  potential consequences 
(don’t know what they don’t know).

• Their manager has no backup plan or 
contingency when plans fall through.

• Too many opinions in the mix can lead to 
mediocre results and indecisiveness –
who is leading the team?

Disengaged Danger



People achieve the extraordinary under 
extreme circumstances. 

Managers often use emergencies to push 
employees to their limitations.

Emergency or New 
SOP?



Most people are willing to put in the extra effort 
when an end is in sight. They can endure 
troubling and extreme times if  a limit is defined 
for them.

Don’t give a false sense of  hope. 

Rather, commit and lean into the changes        
and make provisions for them.

Manage 
Expectations



Good for the employee; good for the business.

Empower employees by giving them control and 
opportunities to be creative and constructive. 

Relinquishing decisions to employees   
demonstrates that you trust them, and            
when they meet your expectations, they      
complete the circle of  trust.

Autonomy & Trust



Schedule time for team members to recognize 
each other, or the everyday business will prevent 
it from happening.

Block off  the first 5 minutes of  team meetings   
for peer-to-peer accolades. Lead by example     
the first few times.

Reserving celebrations to the beginning            
and end of  projects only allows for                   
the excitement and purpose to get                    
lost from point A to B.

Celebrate the Little 
Wins, Too



Employees establish hours when they are 
unavailable unless it’s an emergency. For 
example, don’t call or email me from 7-8 
am or 6-8 pm because that’s family time.

Vacation is paid time OFF.

Respect vacation hours the same way 
that you want your employees to respect 
the workplace. This time is sacred. It’s 
earned. And it’s critical to employee 
wellness.

Unplug & Restore



Sad. American. Desk. Lunch. Encourage 
each other to take breaks – preferably 
outside and moving around. The keys to a 
power lunch are autonomy and 
detachment.

p.s. Mental vigilance increases up to      
20% after a restorative work break.

Banish SAD lunches.



When you over-communicate, someone 
could get annoyed, but when you under-
communicate, mistakes happen. 

Err on the side of  clarity.

Make the implicit explicit by providing 
context, details, examples, etc.

Document and distribute expectations.

Communicate



Repeat information often. By the time you’re 
tired of  talking is when others finally hear you.

Disseminate information from management 
meetings to the team. Don’t let the 
communication stop at the initial meeting.

Communicate Again 



Overview

• Employee onboarding and training are more critical 
in healthcare than in most other industries.

• Healthcare facilities leaders should partner with 
Human Resources during the recruiting, hiring, and 
onboarding process.

• Disengaged and untrained employees are a 
significant financial and safety risk to patients, 
visitors, and staff.

• Engagement and training is a continuous process 
regardless of  the employee’s title or tenure.



Thank You

LinkedIn
www.linkedin.com/in/lindsey-brackett

Email
lbrackett@legacy-fm.com

mailto:lbrackett@legacy-fm.com

