
Resource 1 Home Care Staffing 

RAPID TALENT DEPLOYMENT 
SYSTEM 
Clinical level recruit m ent  t o t he Hom e Healt h & 
Hospice Indust ry

                                                                                                  

Everyday, 10,000 Americans turn 65 
and 90% plan to age in-home.

Are you ready?

The only system that solves the hiring problems for Home Health & 
Hospice Providers that need Top 15% clinical talent for Nursing, Therapy, 

and Medical Social Work in the Hom e Healt h & Hospice Indust ry.   
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Hir ing t he best  resources for  hom e care and hospice is m ission cr it ical now  m ore 
t han ever . Wit h t he grow ing populat ion of  individuals t urning 65 everyday, 
providers st ruggle t o obt ain and m aint ain a well-t rained st af f  able t o provide t h is 
level of  care. The challenges facing t hese agencies include: 

In 2018 the American Association of Critical Care Nurses (AACN) reported a 3.7% increase 
in enrollment of entry-level baccalaureate programs in nursing. This growth is still 
insufficient to meet  projected demands. 2018 BLS data has shown that in the U.S. there is 
1 home health RN to every 500 Medicare eligible individuals. This alarming figure directly 
affects the 181K RN's working today, leading to longer hours and conceivable burnout.  

SUPPLY

COST

Agencies who face staffing shortages often make the mistake of relying heavily on 
overtime for existing clinicians, expensive contractors, and filling gaps with costly 
travelers. These arrangements are temporary and very expensive. On average, a 13- 
week travel assignment costs $35,360 ($68 bill rate x 520 hours). This cost doesn't 
include mileage reimbursement, training and orientation.  

TOP RECRUITING CHALLENGES IN HOME HEALTHCARE 

QUALITY

Relying too much on non-niche staffing agencies can lead to unqualified candidates and 
disruptions in the workforce. Focusing on job boards and non-specialized internet 
recruitment sites have proven to be ineffective. Only 8% of online candidates are active 
and qualified, which makes competition extremely fierce. Taking steps to attract the 
other 92% will result in improving your bottom line.      

REGULATION

With the upcoming changes to the Patient-Driven Groupings Model (PDGM), providers 
anticipate increased utilization of LPN's and PTA's. Furthermore, another key challenge of 
this change will be the elimination of the service code that paid additional money for 
extra therapy visits above a certain threshold. Steps should be taken now to ease into 
this new and distinctive model. 
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THE IMPACT OF PDGM ON HOME HEALTH 
AND WHAT IT MEANS TO YOU   

CHANGES TO REGULATION WILL CHANGE YOUR STRATEGY 

Because the senior citizen population is projected to rapidly increase, employment 
within the home health industry is also expected to rise 36% by 2028, which comes 
out to over 1 million jobs. That 's not likely to be a seamless transition, considering 
that over 60% of Definitive Healthcare survey respondents said "finding and hiring 
qualified staff " is one of the greatest challenges facing their organizations.

New paym ent  m odel: PDGM will divide the standard 60-day episode into 
one of two 30-day periods. 

Elim inat ion of  t herapy t hresholds: PDGM will remove therapy thresholds 
as a primary determinant of reimbursement. 

Increased claim s: The number of claims and Requests for Anticipated 
Payments submissions are expected to nearly double under PDGM, which 
will affect your need for more staff. 

Paym ent  groupings: PDGM will increase the number of payment groupings 
and unique case mix potential from 153 to 432. 

OASIS assessm ent s: Although Outcome and Assessment Information set 
will remain on a 60 day cycle, there will be two payment periods within that 
cycle instead of one. 

Low Ut i l izat ion Paym ent  Adjust m ent s: LUPA's will undergo a major 
change where each Home Health Resource Group will have its own LUPA 
visit threshold  (2-6 visits) and the LUPA count will reset every 30-day 
payment period. 

Diagnoses: Approximately 40% of the diagnoses allowed for under PPS will 
not be accepted as primary diagnoses under PDGM. If providers don't get 
new diagnoses codes right, they will be denied immediately. 



CHALLENGES FACING HR AND HIRING MANAGERS

Growing demand of in-home healthcare clinicians is adding pressure 
to agencies to fill the gaps. 

Small to mid-size organizations, HR's duties range from handling employee 
relations, processing payroll, adjusting benefits, training, nurturing company 
culture, recruiting, interviewing, and hiring staff across all departments. In many 
agencies, the HR department is also limited in resources to perform normal 
day-to-day duties.     

RECRUITING THE RIGHT CLINICIANS 
REQUIRES HR's FULL TIME ATTENTION
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Locating the right candidate for non-healthcare positions is already like finding a 
needle in a haystack. Trying to target experienced, trained home healthcare 
clinicians with specific qualifications is even more difficult. In order to be a home 
healthcare provider, clinicians must complete training and complete the 
certification process in many states. Placing clinicians without proper training is 
more likely to lead to burnout, loss in morale, or voluntary resignation.     

* Reports show that as many as 75% of employers have hired the wrong 
candidate, and each bad hire costs a company $17,000. If unfamiliar with the 
home healthcare niche, HR and hiring managers can negatively affect the 
company's bottom line as well as hinder their plans for  long term successful 
placement. 

The good news is that these challenges are not HR's fault. Healthcare staffing is 
tough, and home healthcare staffing is brutal, to say the least. Many organizations 
have very limited bandwidth for recruiting, especially for mid-size and smaller 
agencies. Recruiting in many industries is an additional job function. Partnering 
with a specialized home health staffing group will significantly increase the odds 
of finding that qualified clinician for the right position.  

* Based on the Harris Poll survey on behalf of CareerBuilder sample of 2,379 hiring managers and human resources professionals.
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THE EXISTING RECRUITMENT MODEL IS 
BROKEN AND OUTDATED

The root cause of this problem is that standard methods used to recruit are broken. 
Whether you are doing this yourself or using someone else to recruit nurses, 
therapists and medical social workers for your agency, the process is the same.

Placing ads in the press, on social media sites and job boards that look like every 
other advertisement and hope that the right candidates find your job posting and 
apply.

Approaching candidates actively looking for a job who have posted their resume 
on a job board. These candidates are more financially motivated and less 
interested in the overall opportunity. Expect a lukewarm commitment which often 
results in wasted time and missed interviews. 

Sending non-targeted emails to candidates on databases who may not be working 
in the relevant setting often results in waiting for replies from dated resumes that 
may not have updated contact information.

Calling candidates who have old resumes stored in databases where the contact 
info may not be updated or the candidate may get irritated by receiving a cold call, 
thus damaging your reputation with the candidate community. 

POSTING ADVERTISEMENTS 

JOB BOARD DATABASES 

DATABASE RESUME SOURCES

DATABASE COLD CALLING



THE PROBLEMS WITH TRADITIONAL 
RECRUITING METHODS 
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Cold calling success rates are dictated by the skill set of the person making 
the calls. These days most candidates screen and/or do not answer 
unsolicited phone calls. It can take 7-8 attempts just to get their attention. 
An inexperienced external or internal recruiter at this level can greatly 
damage your success rate and reduce your success rate to 5% connect 
rate. This means that recruiters are giving up and it is highly unlikely that 
they are talking with the Top 15% of the Home Health and Hospice market.

More than 30% of average recruitment companies databases are out of 
date which means low probability of accessing the Top 15% of the Home 
Health and Hospice nursing, therapy, and medical social worker candidate 
market.

Recruitment consultant working on commission are incentivized to focus 
on easy to fill roles. On average, they need to work on 8 jobs to fill 1, 
reducing the priority to fill your vacancies. 

Recruitment companies have access to the same job boards, made up of 
the most available, but not necessarily most qualified candidates, which 
means you are getting the same candidates everyone else is rejecting. 
Besides, the Top 15% of the market are not looking.

During a vacancy, your team is cracking under the pressure and strain of 
covering for a missing role. This can lead to increased staff turnover and 
decreased efficiency as team members get frustrated and morale declines. 
This impacts patient care and valued referral sources. 
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SOLVING THE MEDICARE HOME HEALTHCARE 
STAFFING PAIN POINTS

Searching and recruiting top healthcare professionals for your organization is 
laborious and very exhausting, but it is essential that the right candidate is 
recruited and placed the first time.  

PARTNERING WITH OUR EXCLUSIVE AND DEDICATED HOME 
HEALTH CARE STAFFING AGENCY BRINGS YOU RESULTS  

WE PROVIDE THE FOLLOWING ADVANTAGES

24/7 Recruit m ent  Model

Passive Candidat e Sourcing 
Exper t s 

Market  Mapping

Cost -ef fect ive alt ernat ive t o over t im e, 
cont ract ors, and expensive t ravelers
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THE SOLUTION: Hire t he Top 15% Nurses, 
Therapist s and Medical Workers in t he Hom e Healt h 
& Hospice Indust ry

Hiring the right Nurses, Therapists & Medical Social Workers within the Home 
Health & Hospice Industry is critical to your success. The Top 15% of talent in the 
market provide outstanding patient care and maintain referral partnerships -- 
They are the face of your agency.

THIS IS WHY OUR SYSTEM IS SO LASER TARGETED 
ON THESE SOUGHT-AFTER INDIVIDUALS. 

OUR RECRUITMENT PLATFORM IS 
BUILT TO SOLVE THESE CHALLENGES. 

Increased visibility on the market to attract the Top 15% 
of Nurses, Therapists, and Social Workers in the Home 
Health & Hospice Industry.

Vastly reduce the risk of a bad hire on your clinical team. 

Lower your recruitment costs. 

Fill your critical clinical roles quickly. 



RESOURCE 1 HOMECARE STAFFING:
RAPID TALENT DEPLOYMENT SYSTEM - "RTDS"

                                                                                                        8

Precision appoint m ent  analysis: We discuss and evaluate your 
needs. Identify precisely what the Top 15% looks like in your market. 

Digit al ly m ap out  t he Top 15% t arget  m arket : Using our system that 
has mapped out 92.7% of clinical professionals in the Home Health & 
Hospice industry, create an ideal candidate profile to narrow in on the 
Top 15%.

4 Touch Syst em : Within 24 hours, our automated platform will be 
activated. Over the course of the following 2 weeks, we will have reached 
out to our target audience multiple times utilizing various mediums. 
Because of our ongoing engagement efforts, we achieve a response rate 
of over 70% making it easier to narrow in on interested targeted 
individuals.  

Candidat e Shor t l ist  Present at ion : We present a select number of 
targeted candidates along with custom profiles to map their desired skill 
sets. 

Int erview  Preparat ion : Facilitating a successful interview means we 
handle the scheduling and provide you the client insights into the 
candidate's motivations. 

Coaching t hrough of fer , accept ance, resignat ion and on-boarding: 
We navigate you through the offer process, covering counter offers and 
start dates and where applicable relocation. 

OUR 6 STEP PROCESS TO DELIVER THE TOP 15% OF THE 
HOME HEALTH & HOSPICE NURSING, THERAPY & MEDICAL 

SOCIAL WORKER TALENT.



YOUR OUTCOMES: 
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Increase visibility in the market to attract Top 15% 
clinical talent for Nursing, Therapy, and Medical Social 
Work level candidates in the Home and Healthcare 
Industry. 

Vastly reduce the risk of a bad hire on your leadership 
teams means higher focus on tasks at hand versus 
retaining a new people. 

Lower your recruiting costs. Candidates retention 
increases and contribute at a higher level improving 
your return on investment.

Fill your empty business-critical roles quickly. This 
means fewer distractions and better productivity. 
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ABOUT RESOURCE 1 HOMECARE STAFFING

Resource 1 Homecare Staffing is committed to providing clinical staffing 
solutions for Medicare certified home care providers across the nation. Our 

mission is to simplify the job search and hiring process, while catering to a wide 
variety of needs or particular skill sets required by our clients.   

Alex Beaty served as Divisional Vice President at the nation's 
largest healthcare staffing and workforce solutions firm. He 
founded their Home Health Division, growing it from a 
startup to $47 million in revenue. Alex Beaty has unparalleled 
experience within the healthcare sector as a whole, and is 
personally dedicated to helping Medicare Certified Home 
Care agencies with quality staffing solutions, allowing them to 
continue operations without dealing with the negativities  
associated with employee turnover.

(888) 279-0451

alex.beat y@resource1st af f ing.com

ht t p:/ /www.resource1st af f ing.com

- Regist ered Nurses
- Licensed Pract ical Nurses
- Physical Therapist s
- Physical Therapist  Assist ant s

- Occupat ional Therapist s
- Occupat ional Therapist  Assist ant s
- Speech Therapist s 
- Medical Social Workers 

TYPICAL ROLES WE RECRUIT:

CONTACT US:
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