
Invest in your future – Keep the physicians you recruit 

OVERVIEW: 

 “Physicians go where they are welcomed, 

Remain where they are respected, and grow where they are nurtured.” 

Bill Leaver 

 

Why is retention so important to your organization? 

What are normal turnover rates to benchmark your organization with? 

Why do physicians leave?  What are the “Tall Tale Signs” that trouble is looming with your new recruit? 

What can you do to implement an effective Physician Retention Plan/Mentor?  What are the “must 

haves” that should be incorporated in that plan? 

Why is retention so important to your organization? 

• Looming shortage of physicians over time 

• Cost to your organization for each loss”  

• High Physician satisfaction = Higher patient and staff satisfaction = Loyalty to your organization 

• Costly to recruit a physician (Averages range from $18K to $22K per search) 

• Loss of patients who distrust the organization when their primary care physician leaves.  

Patients want lifelong relationships with their providers.  When a provider “knows their patient”, there 

is better care. 

• Looming Shortage of Physicians – Recruiting that well trained, perfect fit for your organization 

will only become more difficult over the upcoming years.   

• Patient Access Declines 

• Lost Revenue 

When I started my career in physician recruiting, I had a clinical background, but being an effective 

physician recruiter is something that does not come naturally to all.  It’s not your medical knowledge, 

but rather it involves consistent processes, intuition and follow-up, as well as full support by your 

organization.  It’s an ever evolving process, but truly worth it if it’s done right, with the support that is 

needed.  Here’s some stats to show everyone how turnover effects an organization. 

National Turnover rates – There is not a whole lot of statistical benchmarking information out there.  

Turnover could be through retirement, moves, dis-satisfaction, etc.  But all forms of leaving is 

incorporated into that number.  Dreyer uses Cejka’s annual survey.  It appears to be the only survey with 



a large “N” participation.  This would be wonderful to pull out of our annual survey for ASPR as the 

“experts”.  For 2010, the national turnover rate that was reported was 6.1% 

Why do physicians leave?   

Income is rarely an important factor in job satisfaction 

On the other hand, feeling inadequately compensated is correlated with unhappiness at work 

High workload and long hours are associated with job dissatisfaction 

Stress on the job, loss of autonomy and lack of interpersonal collaboration correlate well with job 

dissatisfaction 

The opposite is true – good working relationships among staff, colleagues, and supervisors produce a 

satisfying work environment 

Imbalance between one’s professional and personal life contributes significantly to job dissatisfaction 

A physicians’ satisfaction with their current position was related to their perceptions of their autonomy, 

workload, work/private life conflict, pay, and community satisfaction. In addition, all predictors except 

workload had an impact on physicians’ satisfaction with the current career. 

Do an “autopsy” on every physician who leaves – Learn from that loss.  Have a 3rd party do the exit 

interview and create a form.  Review the interview file to look over interview notes, comments from 

those who interviewed them, quality measures, etc. to see if you missed something.  We often learn 

from those who leave us.   

• Perfect those you recruit – Are they fit for your organization.  Don’t recruit a “golfer” for a 

“soccer club”. 

What can you do to implement an effective Physician Retention Plan?  What are the “must haves” 

that should be incorporated in that plan? 

 One person I learned much from (John Larson) told me that physician retention is a two part process: 

1. The first happens when there is a defined, consistent and thorough process of recruitment. 

2. The second involves a comprehensive, long-term mentoring program for both the physician and 

their family. 

a. 74% believe that mentoring reduces turnover (Source: 2010 Cejka Search and AMGA 

Physician Retention Survey) 

That information says it all.  How each organization accomplishes these two tasks may vary from 

organization to organization.   

Follow through on delivering what was promised 



Assure the new physician is a fit for the position 

Physician Orientation is key to give the new physician the tools they need to start out 

• Be consistent in what is given to physicians in orientation, however, tailor for a hospital vs 

outpatient provider.  Get feedback on orientation from the new physician and consistently 

tweak as needed.  

• The physician recruiter is often key to introductions and f/u with the new provider until they 

feel acclimated into the organization.   

Assign a Mentor, have a formalized plan, meet regularly with the physician and learn to pick up on 

early warning signs. 

Engage the physician socially within the clinic / Involve them from the start 

Tweak your plan each year.  Not every shoe fits every organization. 

 

 

 


