
Tips on the Interview Process to Aid in Capturing Key Talent

A r l i n g t o n  H e a l t h C a r e
p l a c i n g  p h y s i c i a n s  n a t i o n w i d e

sm

H CA



Whether you are making this decision on your own or have a staff to implement a process,
you are responsible for creating an atmosphere for attracting the most relevant and qualified candidates
to your open positions.

A positive, organized environment is essential in attracting top talent to your organization. The key
for a successful interviewing process is for each person who will be involved in meeting with potential
candidates to fully understand their role and how to properly execute it. We have come across negative
reactions in our experience of debriefing hundreds of candidates following their interviews. These negative
responses stem from the candidates sensing internal problems and unorganized systems — ultimately turning
them away from considering that hospital or group for their new career. It is important to have every piece
of the process in place when a potential candidate comes to interview. This will ensure that they are processed
in a timely and effective manner. Below our tips and information that will lead to a smooth interviewing process.

For a detailed brief on setting up an effective interview process, call 1.866.220.2254

It’s customary for the hospital or group to cover the potential candidates’ expenses that are involved
with traveling to interview. (ie: flight and hotel arrangements and rental car)

The interview process for physicians can be long and tedious. One way to shorten the lengthy process
is to have an interview itinerary set up ahead of time that involves all of the decision makers to meet
with the potential candidate. While the physician is interviewing you can reduce your time to hire by
inviting their spouse or significant other to research the area, housing market, schools, as well as any
benefits your organization has to offer. Involving the significant other early on in the process shows the
potential candidate your level of interest and sets the stage for your hospital as a high-class organization.

A sample of an interview itinerary should involve the following:

1.   Setting up personal time with key decision makers
2.   Community tour for candidate and/or significant other to include the following:

- Packet of information from the Chamber of Commerce.
- If cost of living is low then it’s ideal to show a comparison to other areas.
- Statistics on community safety.
- Information on the types of school systems along with key facts about each
  thriving program.
- Statistics on school systems and how they compare to national standards.
- Brochures on featured places to visit and experience in the community.
- Types of available housing along with providing a recommendation
  for a real estate agent.

Travel Itinerary
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Interview Itinerary



3. Hospital-Clinic Tour:
           - Equipment:

Confirm the type of procedures the candidate will be performing and show the candidate the 
resources and equipment of your hospital as it pertains to the position being offered. If new
innovations and technologies are in the works then this would be the opportunity to describe
those advances your hospital is planning to achieve.

           -Staff Meetings:
Make a list of 6-12 physicians, nurses and administrators you would like the candidate to meet.
It’s important to choose individuals who will make a lasting impression. Set up ahead of time with
those you’ve selected to help sell your organization. More often than not they will feel valued and
will go above and beyond to sell the organization and community.

           - CEO Meeting:
Having a potential physician candidate meet the CEO can be one of the most important
elements in the interviewing process. The CEO represents the entire organization and when
candidates believe in the philosophies and beliefs the CEO conveys a connection occurs.
This connection could be the deciding factor in choosing your position over your competitors.

4. Financial Data:
Providing compensation details can be one of the most crucial and difficult parts of the interview process.
It also tends to be avoided or improperly utilized. We recommend someone from the group to meet with
the candidate directly on this topic towards the end of the interview.  The person chosen to discuss
compensation should feel comfortable to address any concerns — ultimately selling the career opportunity.

5. Sample Contract:
The contract phase is a sensitive area and may cause anxiety to your potential hire. Providing a sample
agreement early in the interview process helps to decrease anxiety and opens up the potential employer-
employee communication process — potentially decreasing the time it takes to fill your open position.

An interviewee evaluation is a tool to use when making a decision on a candidate. When interviewing
a physician it’s common for that candidate to meet 6 to 20 decision makers within your organization.
In order to come to a conclusion, an evaluation form should be filled out by each decision maker within
48 hours after the interview. The form rates the candidates on the following:

- Appearance
- Personality
- Self-Confidence
- Attitude
- Clinical Competence
- Interest in Group
- Community Interest
- Ability to Become a Team Player
- Asked Appropriate Questions
- Overall Rating from Interview
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Interview Itinerary continued

Interviewer Evaluations



If there are any concerns with hiring the physician, we recommend talking through the issues with everyone
involved and then addressing those concerns before coming to a decision. Whether you decide to hire the
physician or decide not to, it’s important to conclude one way or the other soon after the interview. The fierce
competition within the physician market dictates to decide quickly in order to secure the candidate or to find a
new potential hire. By delaying the process, you are putting your organization at risk of losing top quality
professionals. Not making a decision has the same outcome as deciding not to hire a candidate.

Once you interview a candidate you want to move forward with, what is the next step?

The next step is to determine whether the candidate wants to move forward as well. This can be a sensitive
subject. The candidate is either taking their first opportunity out of residency or relocating their family from their
previous location, which involves some anxiety. The approach you take is key to securing your ideal candidate.

It is important to determine if the candidate has any concerns and then to open up the communication channels.
One of the questions we recommend to ask is: “If we were to make you an offer of $_____,
(describe the benefits and offer), are you ready to move forward and accept this opportunity?”
Be prepared that is rare for the answer to be yes. There are usually some areas of concern that require further
clarification. If the candidate’s initial reaction is that the opportunity is not for them, it does become difficult to
persuade them otherwise. In these cases, find out specifics and once you determine whether you can make
adjustments to meet their needs, re-qualify the candidate. If it is simply not a match it may still be relevant to
make those adjustments in order to attract the next potential candidate.

If they feel the need to continue interviewing, this is an indication that you should as well.  If they’re not ready
to “accept” the opportunity, we recommend not offering an agreement until they are ready to authorize an offer
sheet. It’s common for hospitals/groups to send out contracts in hopes they will get one back. In these cases,
those hospitals/groups hesitate to interview other candidates while they have an offer out on a candidate that
may or may not accept the opportunity. This can be a significant detriment.

Once you find your ideal candidate and the initial conversation is positive, it’s easy to forget about the other
potential candidates in the pipeline. It is essential to prevent focusing on one specific candidate — you could
lose some valuable time and viable candidates in the event the candidate chooses to accept another
opportunity. Continue to interview until you have an authorized agreement. Unfortunately, in today’s
physician market, it’s too competitive to do otherwise. There is nothing more frustrating for you to be
emotionally and financially invested with a particular candidate only later to find out the candidate had six
or seven different offers and decided to take another option with a few more dollars.

If the candidate is ready to accept, the next step is putting together an offer sheet with the terms of the offer
for their authorization. Usually, the candidate should be able to authorize and send back within a two to three
day period, if they don’t, this is another opportunity to find out their hesitancy. Once you have the offer letter
back, order the agreement contract and place a 10-day deadline.  This should be plenty of time for them to
review the agreement and address any concerns, especially if you’ve given them a sample agreement
ahead of time.
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Interviewer Evaluations continued

Discussing Next Steps After the Initial Interview



Benefits of a 10-Day Contract Deadline:

• Provides credibility to your organization.
• Decreases the opportunity for the candidate to make a number of changes
  and promotes the agreement as "standard".
• Decreases the chance of losing other viable candidates to your competition.
• Saves a significant amount of time, resources, and money with moving forward
  in the interview process.
• Increases your organization's chance of securing a top qualified candidates to start
  on your projected date.
• Decreases frustration overall by having an answer within 10 days.

The biggest obstacle we have seen when it comes to physician recruitment is the employer itself.
Processing the candidate in the right manner takes a lot of work upfront and can be a daunting task
to create an attractive atmosphere. We understand that you are already aware how your internal
administrators on staff are overworked and underpaid. Your internal recruiters at times are in charge
of 10 to 20 searches at any given time.  They are also responsible for a number of tasks in addition
to recruiting, such as: travel arrangements, quality assurance, employee retention, managing outside
recruiting firms and other special projects.

A successful organization attracts top candidates and retains them.  In order to be successful in attracting
physicians, your CEO or the person in charge of your organization must understand the importance of
streamlining the recruiting process in order for your recruiting staff to be successful.

In general, top CEO’s in any industry look to their recruiting staff and human resource department to find
solutions that will improve their recruiting process. When your ideas, suggestions and solutions are
presented under the right circumstances you will be on the path to creating a winning process and improving
your healthcare system.
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Discussing Next Steps After the Initial Interview continued

Overcoming Internal Obstacles


