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IMPORTANT	
  PRINCIPLES	
  OF	
  RECRUITMENT	
  &	
  RETENTION	
  
	
  

1.	
  If	
  a	
  physician	
  isn't	
  happy	
  practicing	
  in	
  our	
  community,	
  everyone	
  -­‐-­‐	
  staff,	
  patients,	
  and	
  the	
  physician	
  -­‐-­‐	
  will	
  
lose	
  in	
  the	
  end.	
  It	
  is	
  much	
  better	
  to	
  realize	
  that	
  an	
  incompatibility	
  exists	
  before	
  we	
  recruit	
  a	
  physician	
  than	
  
afterward.	
  

2.	
  If	
  we	
  only	
  can	
  recruit	
  a	
  physician	
  solely	
  on	
  the	
  basis	
  of	
  a	
  compensation	
  and	
  benefits	
  package,	
  we	
  don't	
  want	
  
that	
  person.	
  We	
  want	
  a	
  physician	
  who	
  understands	
  as	
  much	
  about	
  family	
  practice,	
  the	
  patients,	
  and	
  our	
  
community	
  as	
  is	
  humanly	
  possible	
  so	
  they	
  walk	
  in	
  with	
  their	
  eyes	
  open.	
  As	
  recruiters,	
  we	
  must	
  consider	
  
ourselves	
  ambassadors	
  for	
  our	
  community’s	
  health.	
  

3.	
  If	
  a	
  physician	
  doesn't	
  understand	
  what	
  it	
  will	
  be	
  like	
  to	
  practice	
  in	
  our	
  community,	
  or	
  doesn't	
  find	
  that	
  the	
  
experience	
  matches	
  what	
  was	
  anticipated,	
  the	
  physician	
  will	
  leave.	
  Recruit	
  with	
  eyes	
  open,	
  and	
  be	
  absolutely	
  
certain	
  we	
  can	
  deliver	
  on	
  everything.	
  

PHYSICIAN	
  RETENTION	
  

THE	
  MOST	
  ESSENTIAL	
  INGREDIENT	
  for	
  retaining	
  a	
  physician	
  is	
  choosing	
  the	
  right	
  person	
  to	
  start	
  with.	
  	
  

OTHER	
  RETENTION	
  NEEDS	
  	
  

1.	
  Good	
  communications,	
  as	
  well	
  as	
  a	
  feeling	
  that	
  they	
  are	
  heard,	
  listened	
  to,	
  and	
  respected.	
  

2.	
  Input	
  into	
  decision	
  making	
  that	
  affects	
  clinical	
  activities:	
  productivity,	
  support	
  staff,	
  and	
  call	
  
schedule.	
  

3.	
  A	
  good	
  orientation	
  to	
  get	
  them	
  started	
  on	
  the	
  right	
  foot.	
  

4.	
  Fair	
  overhead	
  payment	
  structure	
  (everyone	
  seems	
  to	
  learn	
  what	
  everyone	
  else	
  makes);	
  feeling	
  that	
  
they	
  are	
  being	
  treated	
  fairly	
  and	
  consistently.	
  

5.	
  Opportunity	
  to	
  teach.	
  

6.	
  Additionally,	
  there	
  must	
  be	
  a	
  way	
  to	
  encourage,	
  recognize,	
  and	
  reward	
  the	
  new	
  physician	
  

	
  
IF	
  IT	
  DOESN’T	
  WORK	
  OUT	
  	
  

1.	
  Exit	
  interview	
  of	
  providers	
  that	
  are	
  leaving.	
  This	
  is	
  an	
  essential	
  way	
  to	
  find	
  out	
  about	
  particularly	
  
bothersome	
  problems	
  that	
  the	
  provider	
  would	
  not	
  have	
  previously	
  identified.	
  	
  

2.	
  If	
  we	
  know	
  a	
  provider	
  is	
  leaving	
  and	
  would	
  like	
  that	
  person	
  to	
  stay,	
  these	
  factors	
  should	
  be	
  revealed	
  
in	
  negotiations	
  to	
  try	
  to	
  woo	
  the	
  provider	
  back	
  to	
  the	
  community.	
  

3.	
  Use	
  this	
  information	
  to	
  adjust	
  our	
  recruitment,	
  orientation	
  and/or	
  retention	
  plans	
  as	
  appropriate.	
  


