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-oreword

“At American Nurses Enterprise, we represent the voices of
more than 5 million nurses across the country — and we know
that strong healthcare systems begin with a resilient,
supported workforce. Workforce development remains a top
priority for us. This report highlights both the urgency and the
opportunity before healthcare leaders: to reimagine how we
attract, support, and retain the clinical talent that is vital to

delivering high-quadlity care for all.”

— Jackie Hilton, Chief People and Culture Officer, American Nurses Enterprise

Atthe American Nurses Enterprise (ANE), we know that the strength of our healthcare
system begins with the strength of its workforce. Attracting, supporting, and retaining
this essential talent — especially nurses — remains one of the most urgent challenges
facing hedlthcare leaders today.

The nursing shortage continues to strain hospitals and health systems across the
country. Without meaningful and sustained action, this gap threatens the quality of

care we can provide to the communities we serve.

That's why American Nurses Enterprise is proud to partner with LinkedIn on this timely,
data-driven report. With input from talent leaders nationwide, this research offers a
clear-eyed look at the realities of today’s healthcare hiring landscape — and more

importantly, it highlights actionable strategies that are working.

Inside, readers will discover how forward-thinking organizations are meeting the
moment: investing in nurse well-being, creating pathways for career advancement,

and building cultures where clinical talent can thrive. These steps don't just support

individual professionals — they help institutions recruit and retain the people who are

vital to patient care.

We hope this report serves as both a resource and a call to action as we work
together to close the talent gap in healthcare.



https://www.linkedin.com/in/jackie-hilton-sphr/
https://www.linkedin.com/company/american-nurses-association/

hlielelVelilely Relieflikely won't come anytime soon. The U.S. Bureau of Labor Statistics projects
that healthcare jobs will grow much faster than the average for all occupations with

about 1.9 million job openings per year until 2033.

The number of job posts for nurses on LinkedIn has surged in recent months,
jumping 14 times between the summer and the fall of 2024. Currently, nurses are

AddreSSing Symptoms 'iS Ot the the second most in-demand job on Linkedin.

While fewer nurses are leaving the profession than they were in the years following

CO re Of W h Ot h eO]t h CO re the Covid-19 pandemic, nursing shortages are expected to remain a problem in

the years ahead.

O rg O n iZO t-i O n S d O — b Ut to d O y, Meanwhile, healthcare organizations are struggling to find allied health

professionals — such as radiologic technologists and phlebotomists — to fill open

h eO] 'th CO re e m p] Oye r‘S O r‘e positions, jeopardizing their ability to deliver quality care. LinkedIn InMail messages

from recruiters to healthcare workers surged 33% last year, another indication that

fO C-i n g tro U b]'i n g Sy m ptO mS Of employers are facing talent shortages.

“Leaders I'm talking to are saying we should have been paying better attention to

'th e'i r OW n these allied roles,” says Yvette Hansen, Director of Talent Acquisition and DEIB at
* Baylor White Health. “We should have been recruiting for these groups,

going to the high schodls, and starting ot thatlevel five years ago.”

An aging population and rising life expectancy are fueling robust demand for nurses and

other clinical talent, even as the broader labor market cools. According to LinkedIn data, ‘ N urses are the 2nd mOSt in_de ma nd
hedalthcare in the U.S. has seen one of the largest increases in labor market tightness over }/ . .
job on LinkedIn

the last six years compared to other industries.
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Introduction

It doesn't help that the podl of active healthcare job seekers appears
to be less than robust, with nearly half (48%) of clinical workers
saying that staying in their current job is their top career goal, and
38% of nurses saying the same, according to new LinkedIn survey
data. Attrition rates for healthcare workers overall have fallen 32%

compared with last year, LinkedIn data shows.

Staying put tops the list of career goals for nurses
and clinical talent

Nurses
1. Stayin my currentrole at my organization
2. Transition to remote roles within healthcare 34%
3. Explore certifications in different clinical specialties 23%
Other Clinical Talent
1. Stayin my current role at my organization
2. Develop expertise in emerging fields 19%
3. Transition to non-clinical roles in healthcare 17%

Source: LinkedIn Healthcare Survey 2025,

“We have many areas where we have less than one applicant per
opening,” says Rachel Hawksworth, Vice President of Talent Acquisition
at HCA Healthcare. “There probably won't ever be enough supply to
meet the demand unless the educational systems start really
expanding and broadening their offerings to get more clinical talent in

the pipeline.”

How can healthcare organizations stand out from the crowd? What
recruitment strategies are the most effective for sourcing healthcare
candidates? How can healthcare employers do a better job addressing

burnout and ensure that their top talent remains on board?

To getthe answers, LinkedIn surveyed nearly 400 HR professionals,
over 400 nurses, and over 100 dllied clinical professionals at mid-to-
large U.S.-based healthcare organizations. LinkedIn also gathered
insights from talent executives at leading healthcare employers across
the country and from leaders at the American Nurses Enterprise, which
is comprised of three foundational pillars — the American Nurses
Association, the American Nurses Credentialing Center, and the

American Nurses Foundation.

Among our findings: HR pros are significantly underestimating the value
of pay in attracting nurses and other clinical talent; successful
healthcare recruiting teams are increasingly deploying recruitment
technology thatstreamlines and automates the recruitment process;
and nurturing nurses’ innovative side can be a valuable retention tool.

Read on to learn about the latest healthcare hiring trends and best
practices for attracting, recruiting, and retaining nurses and other
clinical talent.

17%

Healthcare workers are 1/%
more likely to prioritize job
security over non-
healthcare workers,
according to LinkedIn data.


https://www.linkedin.com/in/rachelhawksworth/
https://www.linkedin.com/company/hca/
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The remedies every
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needs to ease the
talent shortage




Saying yes: Top factors that influence accepting a job offer

Section 1
Other

Nurses Clinical Talent
92% Pay / Salary 90%
69% Work Schedule 73%

66% Benefits Package 69%

' '}
|n Gn UncertC”n econOmy’ 59% Employment Type (full or part-time) 49% \
pay matters more than ever. 6% Commete Distance -

55% Job Location 59%

51% Work Location Flexibility 54%

Given the extremely tight healthcare labor market, healthcare recruiters don'thave

much room for error. To rise above the competition, they'll need a strong handle on

Source: LinkedIn Healthcare Survey 2025.

what healthcare professionals are looking for these days — and compensation is the

clear frontrunner.

Salary ranks as the No.1 most influential factor when considering a job offer for both

nurses and other clinical talent, with nine out often of both groups citing salary in It's mcreosmg]y lmportant for us to remain

LinkedIn’s survey. In fact, compensation, as well as other types of practical workplace competitive by equipping our recruiters with
considerations, like work schedules, commute distance, and benefits packages, are e\/eryth]'ng they need to talk ﬂuenﬂy about
much more importantto hedlthcare job seekers today than less tangible factors like our compensation and our benefits”

¥

an employer’s workplace culture and its leadership. Vﬁo?%e]] H(:‘xksw.o.r tt.h
or Ialen cqguisition

HCA Healthcare
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Similarly, when deciding to look for a new job, seven out often (68%) nurses
and 66% of other clinical talent cite better salary and benefits as motivation.

Reality check: What motivates clinical
talent to find a new job vs. what HR pros

Also ranking high on their list are desire for remote work, work-life balance, think are motivators (T 1
and scheduling flexibility. _
Given high inflation and an uncertain economy, it makes sense that nurses cher
and dllied health professionals want a bigger paycheck. But surprisingly HR Clinical
fossi Is sonificant] g fimate the 4 ; Just 30% Nurses Talent HR Pros
cantly underestimate the importance of pay: Jus .
professiona sspm yu ; i imp pay: Ju o Cultivate strong
say that salary is key to attracting talent. Better salary and benefits 68% 66% 30% . ; ..
partnerships with hiring
LinkedIn’s data underscores just how important it is to offer competitive Amore ﬂex‘%ﬂe "‘{_ork 38% 23% 23% managers
ocation
salaries and bonuses. Healthcare recruiters who can’t compete with deep-
pocketed rivals on the salary front should go out of their way to explain their Better work-life balance 52% 39% 18% In a complex field like healthcare,
organization’s other benefits, such as employer retirement plan Seeking more scheduling 08% 97% 999 recruiters must go above and beyond to
contributions, health insurance, and daycare reimbursements. flexibility understand the rO]_es they are recruiting
s . ) Burnout in current role 23% 29% 19% for. To dosso effectively, they should
It's hard not to focus on the hourly rate, soit’s importantto take the time to communicate frequently with hiring
explain the value of your overall compensation package,” says Brenda Change clinical Z?::;t?:; 19% 7% 57% managers both before and after hiring
. - decisi de.
Welch, Director of Talent Acquisition at South Shore Health. Betierwonpiaos culture o7 - -~ - ecisions are maade
) . . environment " g ° “Talent acquisition partners are expected
But while ddllars and cents are important, recruiters should be careful not to i i
Career advancement 17% 14% 34% to have a deep understanding of their
(] (] (]

overemphasize compensation at the risk of turning off candidates, notes
Baylor's Yvette Hansen. Nurses, she adds, might hesitate to accept a job if
they believe higher pay comes with significantly heavier workloads or is
meant to offset a less than desirable workplace culture.

“It's a fine line we have to walk,” Yvette says. “While we want the talent and
we want to retain the talent, we also want to be respectful and not signal

that we're trying to ‘buy’ someone.”

opportunities

Source: Linkedin Healthcare Survey 2025,

client groups, and frequent
communication and follow-up with hiring
managers,” says Brenda Welch, Director
of TA at South Shore Hedlth. “If a new hire
struggles, we look back to see what could
have been done differently andleam

from the experience.


https://www.linkedin.com/in/brenda-welch-shrm-cp-58b3771/
https://www.linkedin.com/in/brenda-welch-shrm-cp-58b3771/
https://www.linkedin.com/company/southshorehealth/
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Beyond perks: Focusing on work-life
balance gives hospitals a hiring edge

Also ranking high on the priority lists of nurses and other clinical talent
are jobs that offer flexible work schedules and work-life balance,
according to LinkedIn’s survey — and forward-thinking healthcare

organizations are getting the message.

Mercy, for instance, launched a program that gives nurses the option to
choose their own hours and work locations. Modeled after the system

used by ride-share companies like Uber, nurses make their selections
using an app that lists available shifts and pay rates. The upshot: Nurse
staffing at Mercy increased by 20% in two years with a 94% fill rate.

South Shore Health is emphasizing work-life balance in its conversations
with candidates. Taking a job at South Shore Health, rather than
commuting to Boston to work for notable competitors, could save some
nurses a significant amount of commuting time — time they could

instead devote to their families and personal lives.

“It's the value of your ime and the value of your health,” Brenda says.
“The value of being home to unpack backpacks, getthat five-mile run
in with your dog, or finish up classes towards your BSN degree. Our job
as talent acquisition partners is to articulate this value to our
candidates.”

Show what it’s really like to work at your org
with authentic employer branding that reflects
your culture

Employee-centric pdlicies will have limited impact on recruiting, unless

you raise awareness with powerful, authentic employer branding.

“It'simportantfor people to know what they're signing up for,” says
Wanda Cdle-Frieman, Senior Vice President of Talent Acquisition at
CommonSpirit Health. “Especially when they're not sitting at their

computers every day and they're actually in our hospitals serving our
people — we want a really clear, transparentemployee value

proposition.”

One way to win over nurses and clinical talent is by showcasing
authentic employee stories. Baylor features its own people inits ads. In
one compelling video, a team member tells the story of his journey from
anesthesia tech to nurse leader and how Baylor’s tuition assistance

program set him up for success.

“You won'tsee models in our campaigns,” Yvette says. “Our very own
employees are sharing why they came here, why they call this place
their home.”

Use influencers to
spread the word on
open jobs

Social media influencers are hardly the
first thing that comes to mind when
talking about healthcare recruiting. But
employers like Baylor are trying it out

and are seeing some promising results.

Baylor recently piloted a social media
campaign using influencers — including
those outside the industry — to flag
several job openings. The influencers told
their followers they’ve got a list of hot jobs
that are worth checking out. About 250
people viewed the open roles and three
applied for jobs.

“If those three applications turn into
hires,” says Yvette Hansen, Director of TA
and DEIB at Baylor Scott & W hite Health,
“this may be a redlly nice sourcing

opportunity forus.”


https://www.linkedin.com/company/mercy/
https://www.aacn.org/nursing-excellence/nurse-stories/flexible-staffing-choices
https://www.aacn.org/nursing-excellence/nurse-stories/flexible-staffing-choices
https://www.linkedin.com/in/wanda-cole-frieman/
https://www.linkedin.com/in/wanda-cole-frieman/
https://www.linkedin.com/in/wanda-cole-frieman/
https://www.linkedin.com/company/commonspirithealth/
https://www.linkedin.com/company/commonspirithealth/
https://hispanicexecutive.com/yvette-hansen-baylor-scott-white-health/
https://assets.phenompeople.com/CareerConnectResources/prod/BSWHUS/videos/CareerGrowth_March24_LinkedIn_CIS_Eduardo-1747236886473.mp4
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Section 2
A prescription for healthier hiring

Build a smarter hiring infrastructure Broaden and diversify talent pipelines

» Streamline recruitment operations * Embrace skills-based hiring practices

[here’s no one magic fiivuiiriueitindiaae | recurace emalmanily sppertuntes
* Expand referral and internship programs
re C r U ] t.l n g p ]Tl . Source: LinkedIn Healthcare Survey 2025.

Atth time, highl ful health iting t f d
What are the most effective ways to recruit clinical talent when candidates know ST A EHee S ERNECI e SR EeI G e G

, . , ) supporting employee wellness and career growth. LinkedIn’s survey found that 83%
they’ve got plenty of employment options, and they aren’t necessarily eager to leave

. . of successiul healthcare recruitment teams prioritize cultivating a positive

their currentjob? ) i
workplace culture, 74% offer mental health support, and 70% invest in career

To getthe answers LinkedIn looked at the habits of highly successful healthcare development. These efforts not only attract skilled professionals, butalso strengthen

recruitment teams. The upshot: They're scaling their impact by focusing on two core retention and long-term engagement.

areas to address today’s tight healthcare job market.

On the one hand, highly successful healthcare recruiters are building a smarter hiring
infrastructure that uses upgraded recruitment technology, including Al-powered toals,
toimprove the recruitment process and streamline workflows. In addition, they're

€ ¢ Tobe successtul, there are many strategic
referral and internship programs, and internal mobility initiatives. levers that need to be pU”ed. There's not

one magic lever that will get you the right
creating more robust, inclusive, and future-ready talent pipelines. Opplicant flow and the right talent to hire”

using diversified sourcing strategies, such as skills-based hiring, comprehensive

b}

By improving how they hire and where they find talent, these organizations are

Rachel Hawksworth
VP of Talent Acquisition
HCA Healthcare
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Tools that streamline and automate the recruitment process are essential

for boosting efficiency and reach

Investing in core recruitment systems is a key differentiator for highly
successful recruiters, helping them boost efficiency and reach. Notably,
938% of these top-performing teams use a Human Resource Information
Systemn (HRIS) and 65% use an Applicant Tracking System (ATS) to
streamline their hiring operations. In contrast, only 53% and 49% of
moderate-to-not-successful recruitment teams use HRIS and ATS,
respectively.

Less successful hiring teams are missing key
recruitment tools

B Very successful teams Moderate to not successful teams

HRIS/HRMS ATS

93%
63%

Source: LinkedIn Healthcare Survey 2025.

Highly successtul recruiting teams are also increasingly adopting Gen
Al-powered recruiting tools. While currently just 23% of healthcare

recruiting teams overall use Al tools, 45% of very successful teams do so.

45%

Average Al usage
across all healthcare
teams (23%)

Very Successful Moderate to
successful not successful

Source: LinkedIn Healthcare Survey 2028.

At CommonSpirit Health, recruiters use Al tools to write job descriptions
and automate other recruiting tasks so they have more time to establish
human connections with candidates. “We are pretty bullish on Al,”
Wanda says. “Our talent team has been among the first adopters.”

Gen Al-enabled recruitment technology is set to become even more
important as the healthcare field continues to advance toward greater
specialization. More than two-thirds (67%) of HR pros surveyed by
Linkedln said the nursing and critical roles they need to fill are
becoming more specidlized. Gen Al features such as personalized
outreach and optimized job descriptions can help healthcare recruiters
find the right candidates for these highly specialized roles.

£

Our team members told us,
‘We want more access to
tools that give us access to
passive candidates
because there’s less and
less active candidates
applying to jobs.”

(9

Yvette Hansen
Director of TA and DEIB
Baylor Scott & White Health.



https://www.linkedin.com/business/talent/blog/talent-acquisition/future-of-recruiting-2025
https://www.linkedin.com/business/talent/blog/talent-acquisition/future-of-recruiting-2025
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Lean on a diversified set of sourcing tactics to build your talent pool

LinkedIn research likewise highlights the importance of deploying
diverse sourcing strategies to build healthcare talent pools. This includes
promoting internal mobility, creating employee referral programs,
implementing skills-based hiring initiatives, and offering internship

programs.

More than two thirds (67%) of successful healthcare recruiters
encourage employees torefer talent, compared to 45% of less

successful recruiters.

Very successful recruiting teams

67% ®

Less successful recruiting teams

45% ®

Source: LinkedIn Healthcare Survey 2025.

South Shore Health has had success with an employee referral program
in part because of the creative way it gets the word out. During shift
changes, partners from the talent acquisition team greet nurses with
sweets and swag and encourage them to recommend a friend. Nurse
managers also keep the program top of mind in huddles and with

frequent reminders at the unit level.

Healthcare organizations are also seeing positive results from building
internal talent pipelines. In fact, 24% of successful recruiters focus on
building internal talent pipelines, compared to just 10% of theirless
successiul counterparts, LinkedIn data shows.

HCA taps its current workforce to fill open roles. The healthcare
company recently launched an upskilling program that offers free
training to existing employees so thatthey can move into new, higher-
paying jobs. Patient care technicians, for instance, might train to
become RNs. “We're giving internal talentthe opportunity to upskill and

advance in their careers,” HCA's Rachel Hawksworth says.

Offering internships or clinical rotations for students is another key
tactic. These programs not only provide valuable experience to
students, but also help organizations identify and nurture future talent.
Sure enough, 41% of successtul recruiters offer internships or clinical
rotations, compared to only 15% of less successful recruiters.

£ { Investintraining people. Before you backfill any
position, stop and look at your bench. Who's here?
\Who's been working really hard and might be
ready for that stretch opportunity?”

Brenda Welch
Director of Talent Acquisition
South Shore Health

Forge ties with
academic institutions

One way HCA is working to fill its talent
pipeline is by raising its profle at
academic institutions. The goal is to be
top of mind not only with nurses and
allied health professionals, but also with
instructors and administrators. HCA
organizes gatherings for students at its
hospitals and invites potential future hires
to sporting events.

“We're also getting some of our existing
nursing talent and otherleadership into
the schools, colleges, and universities to
have some presence and really help
grow those relationships,” says Rachel
Hawksworth, VP of TA at HCA
Healthcare. “That’s been abig win.”

13



Section 2

Striking the right healthcare candidate experience: Less transactional, more compassionate

Given the fact that nurses are often drawn to organizations that are
empathetic and caring — and turned off by those that are not — first
impressions are critical. Effective hedlthcare recruiters are going above
and beyond to ensure candidates feel valued, respected, and
supported during the recruiting process.

“When you engage with a CommonSpirit recruiter, or a leader, we
want you to understand you are locked in with human kindness,” says
CommonSpirit Health’s Wanda Cole-Frieman. “l think that’s our

uniqueness.”

How are hedlthcare recruiters bringing kindness into candidate
experience? At South Shore Health, recruiters listen closely to what
nurses have to say about their current career stage and the challenges
they may face juggling work and other priorities. They offer advice and
guidance to candidates even if the job isn't the right fit. Doing these
things creates goodwill and a pipeline of people that can be tapped
down theline.

“We invest time in speaking with our candidates and getting to hear
about their priorities, their struggles,” Brenda says, “why they're leaving
the job they have now, what theyre looking for to be different in the next
place.”

It's also important to be transparent about job requirements, including
having to work night or weekend shifts. Be respectful of candidates’
time, provide frequent updates, and share all the upfront information

they need to make their decision.

“We want to make sure thatno one ever feels like they're in a black
hole,” Yvette says. “We want to make sure that they feel like they're not
only being considered for this job, butany other job thatmight be a
good fit”

{ ¢ letcondidates know where they stand at every
step in the process. If they've applied for a job and
two days go by and they haven't heard back,
there’s something wrong.”

Yvette Hansen
Director of TA and DEIB
Baylor Scott & White Health.




Section 3

A care plan for
retaining healthcare
employees




Section 3

It's not just about wellness
anymore — bonuses, continuing
ed, and other concrete benetits
are needed too.

The Covid-19 pandemic may have passed, but stress and burnout remain a serious
problem for nurses and their colleagues, a reality captured vividly by the hit HBO Max
show “The Pitt.” Over the past few years, healthcare employers have been doubling
down on retention strategies. What's working?

Not surprisingly, offering health and wellness programs and fostering a positive
culture rank high among the most popular retention tactics used by highly successtul
healthcare organizations. But employers are also dangling more concrete benefits
like performance-based bonuses, access to continuing education, and internal
mobility programs.

Top 5 retention strategies used by very successful hiring teams
compared to other recruiting teams

P Very successful teams Successful teams Moderate to not successful teams

68% 71% 43% 57% 64% 53% 56% 53% 30%

Alm BN B

Offer recognition and
rewards programs

Offer mental health and well-

. Foster a positive work culture
being programs

61% 65% 44% 51% 45% 35%

B m Bom

Provide mentorship and
coaching programs

Offer performance-based
bonuses and incentives

Source: Linkedin Healthcare Survey 2025.

£ { My mantra is that recruitment is retention.
It's the same thing. We can'’t think in these &
compartmentalized ways about the efforts

that we're making.” Brenda Welch

Director of Talent Acquisitio

South Shore Health

n
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When asked what makes them feel supported at work, close to half of both nurses and
clinical workers surveyed cited salary adjustments. Also high on healthcare professionals’
wish list: having adequate staffing levels to ensure manageable workloads, a
collaborative work environment, flexible scheduling, and empathetic leadership.

Reality check: What makes clinical talent feel supported at
work vs. what HR pros think supports them

Other
Nurses Clinical Talent HR Pros
Regular salary adjustments 48% 47% 32%
Adequate staffing levels 38% 36% 20%
A supportive team environment 35% 26% 45%
Leadership that advocates for staff 32% 32% 21%
Regular recognition and appreciation 15% 10% 32%

Source: LinkedIn Healthcare Survey 2025.
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An “inventive” retention tool:
Fostering innovation

Some healthcare employers aren't just using standard retention tools,
theyre thinking out of the box too.

Physicians are often encouraged to use their clinical work as a
springboard for innovation and invention. Why not supportnurses and
help them be innovators too?

LinkedIn data shows that nearly 20% of healthcare workers prioritize

employers that give them an opportunity to work on innovative projects.

“We know through research thatif you work at an organization that

allows you, even a couple of hours a pay period, to work on something
that you're passionate about,” says Oriana Beaudet, Vice President of

Innovation at American Nurses Enterprise, “those individuals reported
higher resilience than their peers.”

£ £ Nurses solve problems, they close gaps, and they
are the translators across care teams. By doing that
work, they're creating truly unigue and innovative
solutions that should be identified and recognized.”

Oriana Beaudet
VP of Innovation
American Nurses Enterprise

Forinstance, two nurses capitalized on what they learned caring for
patients and created SafeSeizure, self-inflating seizure pads that attach
to the bedrails of patients who have seizure precaution orders. “Nurses
are brilliant — they have practical solutions to real world problems,”
Oriana says. “They have amazing ideas on how to improve heclthcare.”

ANE supports nursing innovation by sponsoring innovation-related

events, and by offering education and aspirational content.

Healthcare employers have good reason to launch innovation programs
of their own. The payoff might justbe some life-saving products — and

loyal nurses committed to remaining at their organization.

Listen and respond to nurses’ needs and concerns

Critical to any healthcare employee retention plan is keeping the lines of

communication open, talent leaders said.

After the pandemic hit, HCA launched multiple wellness initiatives, such as

relaxation rooms where nurses can go to decompress, and access to
mental health apps. HCA also instituted a policy called “colleague
rounding,” where leaders regularly meet with their directreports who use

the forum to raise issues.

“We've put in alot of these types of practices where the intent is to get
awareness of what the issues might be and address them as quickly as
possible,” Rachel says. “l think alot of that has been working in our favor.”

Baylor conducts Tistening sessions which have led to several initiatives.
After hearing fromits employees, the healthcare system launched a
mentorship program as well as a career pathing and internal mobility tool.

éé

What nurses are looking for
is a positive and engaging
environment where they
can thrive, where they could
potentially have along
career, and that could

include moving around or
moving up.”

5

.

Rachel Hawksworth
VP of Talent Acquisition
HCA Healthcare
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Build a culture of learning

Likewise, it's hard to overstate the importance of workplace learning for
boosting retention. In fact, 59% of nursesin LinkedIn’s survey say they
want access to continuing education to support their career
development.

The best healthcare organizations foster a culture of learmning where
nurses are offered the opportunity to learn at different stages of their
careers, says Jennifer Graebe, Senior Director of NCPD and Joint
Accreditation Programs at the American Nurses Credentialing Center.

“Learning is not a one-and-done, and it’s not a one-size-fits-all,” Jennifer

says.

All too often, hospitals don't go far enough to accommodate mid-career
nurses with sufficient opportunities to pursue upskilling, and this can lead

mid-career nurses to leave.

“There's evidence to show that mid-career nurses do not feel supported.
They feel like all the support is being given to the novice nurses when
they're coming in and they're seeing that support fall off after a year or

two years,” says Jennifer.

To help nurses at every stage on their learning journey, healthcare
employers need to address two critical pain points, time and money. The
good news: More than half (52%) of healthcare organizations already
offer financial assistance for continuing education, exceeding the
percentage of nurses who say they want tition support, according to

LinkedIn’s survey.

But employers are falling short when it comes to time. While 47% of
nurses surveyed said time off or time during working hours was ‘ ‘

important for their career development, just17% of organizations are
It's about creating a culture

that says, We are going to
educate you so that you
can go anywhere, but we're
going to be so good that
you want to stay.”

accommodating them.

Career development disconnect

Nurses want career development support, but availability
of some key resources is limited

- Resources nurses need to support career development

Resources their company currently offers

Continuing education courses or certificates

55% ) 59%

Opportunities to attend conferences, workshops, or seminars

Time off or time during work hours for development

Access to tools and resources for personal and professional growth

30% S 42% -

Source: LinkedIn Healthcare Survey 2025.

Oriana Beaudet
VP of Innovation
Armerican Nurses Enterprise
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Section 3

ANE has developed programs that allow nurses to reduce the time it takes to
receive advanced degrees if they can demonstrate the skills they've mastered on
the job. “Grades mean nothing,” Jennifer says. “What we really want to see is that
learning is focused on a growth mindset and success is measured with mastery of
competencies and enhanced practice.”

Al upskilling should be part of your retention plan too

Can offering Al upskilling opportunities to healthcare professionals improve
retention? For now, only about a third of nurses and other clinical talent said they're
actively learning or are planning to learn about Al use cases in healthcare within six
months. Nonetheless, about half of both groups believe having an Al skillset will help
them stand out in their careers.

That means healthcare organizations should be thinking about offering structured
Al raining to boost engagement and ensure that their people have the skills theyTl
need to care for patients in the future.

Looking to start the conversation about using Al with your
healthcare candidates?

Check out Al In Healthcare: Transforming Bedside Outcomes a
LinkedIn Learning course that highlights how healthcare practitioners can

develop their Al skills, implement them in their day-to-day, and improve
patient outcomes.

*Course unlocked through November 2025


https://www.linkedin.com/pulse/how-healthcare-can-prepare-workforces-age-ai-aneesh-raman-yofaf/?trackingId=7uVZRAL%2FufCpDWaSKhGd7Q%3D%3D
https://www.linkedin.com/learning/ai-in-healthcare-transforming-bedside-outcomes/welcome-to-the-ai-revolution-in-healthcare

Conclusion

Final thoughts:
A challenge and a
orivilege

These are no doubt challenging times for healthcare recruiters. With demand
soaring and supply limited, hiring has never been harder. But with a clear
understanding of the unique needs and priorities of healthcare professionals, and

the right mix of recruiting strategies, these challenges can be managed effectively.

A good way to stay focused and committed is by thinking about the vital role
healthcare recruiters play in the healthcare system. By filling much needed positions,
recruiters are helping healthcare organizations serve their communities and

ultimately save lives.

“Yes, healthcare recruitmentis challenging, but what a privilege itis,” says South
Shore Hedlth's Brenda Welch. “| feel incredibly lucky to be doing this work and
meeting the people that | meet every day. | think my team feels the same way. We
authentically care about the people that are here and the people that are thinking of

working here. And that's really what it’s all about.”




Methodology

Survey data

LinkedIn conducted a survey in February 2025, targeting 398 US. HR Professionals
from Mid-Market, Enterprise, or Large Enterprise Companies responsible for
recruiting or retaining clinical talent. Additionally, the survey included 403 US.
Nurses and 111 other Clinical Talent, currently employed (full-time or part-time) at
similar-sized companies. Respondents were sourced from a vendor panel and

qualified based on their survey responses.
LinkedIn platform insights

Platform insights for this report were derived from the billions of data points
generated by the 1 billion members in over 200 countries on LinkedIn today.

Most in-demand jobs are based on global LinkedIn data on all premium job posts
from October 1, 2024, up to and including March 31, 2025. The most in-demand
jobs are those with the highest number of job posts in the most recent quarter
(January 1 - March 31, 2025). The jobs with the fastestgrowing demand are those
with the greatest growth rate, with growth rate calculated by the share of job posts in
the most recent quarter relative to the previous quarter (October 1 — December 31,
2024). Roles with fewer than 1,000 job posts in either quarter and roles for which the
maijority of job posts come from a single company were excluded from this analysis.

To calculate year-over-year change in recruiter outreach, we compared the total
INMails sent in October 2024 against October 2023 and the volume of paid job
posts for recruiters on LinkedIn in September 2024 against September 2023. Job
functions are determined by the role the member held at the time of receiving the
recruiter-sent InMail.

Platform insights of candidate priorities are derived from LinkedIn’s Talent Drivers
survey data from January 2025, and compares the responses of over 800
healthcare workers against the responses of all other candidates in the same
timeframe.

We've calculated attrition rate as the Sum of L12M Departures divided by Average
Headcount in the L12M (i.e. the headcount at the beginning of the given year plus
the headcount atthe end of the given year divided by 2) for full-time employees. We
excluded companies with less than headcount of 15 or attrition rates of over 50%

(small companies).
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Let us show you how LinkedIn can help your organization.

Contact sales


https://business.linkedin.com/talent-solutions/cx/23/11/contact-us-healthcare?trk=heal_report_pdf
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