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Your goal as a healthcare recruiter is to find the right candidates for the right roles at your 

organization at the right time. Easy, right? If only it were that simple…

It’s important to recognize that the talent landscape is rapidly shifting for healthcare recruiters. 

Market forces are placing increased pressure on health systems as they struggle to meet 

requests for services and care for the 20 million additional Americans who now have health  

coverage1 since the signing of the Affordable Care Act. The demand for qualified talent, meanwhile, 

is rapidly outpacing the available supply. Clinical professionals are retiring at greater rates than 

ever, accelerated by the mass departures of baby boomers from the workforce, and enrollments 

in nursing and medical residency programs aren’t at parity with those volumes2. Additionally, 

traditional healthcare organizations must compete for talent not only with each other, but with 

the 11,800 urgent care facilities and retail clinics that are also operating in the U.S3. 

The U.S. is slated to face a considerable shortage of healthcare talent over the next several 

years. By 2022, the Bureau of Labor Statistics4 projects there will be 1.2 million fewer 

nurses in the U.S. than the country needs, while a report from the Association of American 

Medical Colleges5 projects that by 2025, physician demand will overtake supply by between 

46,000 to 90,000 doctors, with a potential shortfall of 31,100 primary care doctors and 31,600 

surgical specialists. Healthcare recruiters must be prepared to meet these challenges or their 

organizations risk facing tangible, negative impacts related to patient care, revenue, and cost. 
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Recruitment Marketing Can Help
Although the fundamentals of recruiting haven’t changed, the ways you interact with 

and source talent must. Today’s candidates behave less like job seekers and more like 

consumers, and you need to treat them accordingly. In other words, you need to find  

new ways to attract, source, and engage with candidates. 

Recruitment marketing is more than just a buzzword. At its core, it’s everything a recruiting 

organization does to find and attract candidates before they even submit their applications. 

Recruitment marketing combines facets of both recruiting and marketing to help you optimize 

your talent acquisition practices. One simple way to think about it is to consider the connection 

between marketing and sales. At most organizations, marketing is responsible for managing 

branding efforts and supporting sales by generating, engaging, and nurturing leads. Marketing 

doesn’t close deals, but instead ensures there’s a steady pipeline of leads for the sales team, 

creating awareness and need as well as warming the prospects until they are ready to make 

a purchasing decision. Sales, on the other hand, must further qualify those leads and guide 

them through the buying process to convert the prospects into customers. 

It makes sense, then, that recruitment marketing and talent acquisition work together in 

the same way. The goal of recruitment marketing is to build and maintain branding, and to 

generate and engage leads — in this case candidates — to provide talent acquisition with 

a strong talent pipeline. Talent acquisition, similar to sales, must continue to qualify those 

candidates while moving them through the recruiting process, with the goal of converting 

them into hires.

The goal of recruitment marketing is to help you attract, source, and engage with candidates during the 
pre-application stage of the recruiting funnel in order to build a strong talent pipeline.
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http://www.healthcaresource.com/products/recruitment-marketing.html
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By leveraging practices like content marketing, email campaigns, search engine optimization 

(SEO), job broadcasting, and candidate relationship management (CRM), you will be able 

to build and maintain a consistent employer brand to attract and source talent — including 

passive candidates — to drive applications to your hard-to-fill positions. 

Implementing a recruitment marketing strategy today is easier than ever. Thanks to 

recruitment marketing software, like that from HealthcareSource®, you can use one  

system to implement all of your talent acquisition marketing activities, and then you can 

access data and analytics to make sure you are getting the most out of your program. 

4 Key Components of Recruitment Marketing
You don’t expect successful salespeople to wait around for leads to contact them, especially 

in a competitive market, so why should it be any different for recruiters? 

Using technology to execute a successful recruitment marketing strategy incorporates four 

key components designed to help you build a steady talent pipeline: candidate attraction, 

sourcing, engagement, and optimization. 

Candidate Attraction
To build a talent pipeline, you need to start by attracting candidates to your 

organization — both those who are actively seeking employment and, more importantly,  

those who aren’t — while providing them with reasons to apply to your open positions. 

Think about the last time you bought a car. Did you purchase the first one you saw from the 

first dealer you visited? Probably not, especially if you didn’t truly need a new car but wanted 

to take stock of your options anyway. Instead, you likely researched different automakers, 

read reviews, and narrowed your search down to a few specific models before you ever 

visited a dealership. 

Most candidates today take a similar approach to finding work; even if they’re not actively 

looking for a new job, they’re constantly seeing what organizations are out there and what 

opportunities are available. Before actually applying, however, candidates want to learn as 

much as they can about your healthcare organization. 

So how do you create awareness, attract candidates, and eventually get them to apply to 

your jobs? Leverage recruitment marketing practices to develop and maintain a compelling 

employer brand, while strategically distributing your job postings to increase visibility and 

candidate interest.

During the initial research stage, candidates need to be able to find out about your healthcare 

organization and the types of positions you have available. For this reason, you want your 

jobs and information about what it’s like to work at your organization to appear at the top of 

search engine results when, for example, an experienced RN starts to investigate the market 

to see what new opportunities may be available. Use recruitment marketing software to help 

increase your organic search engine rankings by optimizing your website, career pages, and 

individual job postings, so they’re the first links candidates find. Additionally, recruitment 

marketing software can help you increase brand awareness by posting job advertisements 

to social media sites like Twitter, Facebook, and LinkedIn, where you can use content to 

http://www.healthcaresource.com/products/recruitment-marketing.html
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tell candidates about your organization, while also encouraging them to apply. Finally, you 

can ensure you’re targeting the right audience for your open positions by posting your jobs 

according to job family, job type, location, and more. 

Sourcing
While the purpose of attraction is to get talent to come to you, sourcing is about proactively 

identifying potential candidates who have the backgrounds you are looking for, regardless 

of whether or not they are actively on the job market, in order to bring them into your talent 

pools. Even if you’re doing an excellent job attracting talent to apply to your positions, you 

can’t rely on inbound applications alone to feed your pipeline, especially for hard-to-fill or 

highly specialized positions. To meet your healthcare organization’s talent demands, you  

need to strategically source both active and passive candidates. 

With recruitment marketing software, you can streamline your sourcing operation’s efficiency 

by centralizing different activities that may be occurring throughout your talent acquisition 

process. For example, you may be posting jobs both manually and automatically through your 

applicant tracking system (ATS), while also sourcing candidates from LinkedIn or a database 

service like Monster.com. A recruitment marketing system allows you to consolidate your 

sourcing activities in a single place, channeling your results into a common database. Once 

candidates have been sourced, you have the ability to organize them into proprietary talent 

pools that you can search for current or future talent needs. 

By housing your sourcing capabilities and candidate information in one system, you can build 

a pipeline of strong candidates for your high-volume or hard-to-fill roles, before there’s even 

an open requisition — something that can’t be done easily, if at all, through an ATS. 

Candidate Engagement
Returning to our car buying analogy, what happens if you’ve done your research and 

identified the car you want, but your dealership is out of stock? Do you give up and try 

elsewhere? If the dealer is serious about earning your business, they’ll keep you engaged 

until new stock arrives. When it comes to recruiting, you can apply the same logic. 

Once candidates enter your pipeline, it’s essential to keep them engaged until there is a 

specific job for them to apply for. This is especially true for candidates you’ve identified  

within your talent pools who may be a great fit for future openings, or who have skills that  

are in high demand. A failure to garner interest in your positions will cause your pipeline 

to lose talent over time, as candidates pursue other opportunities. Luckily, recruitment 

marketing practices can help you keep their interest by employing strategies to boost and 

maintain candidate engagement.

You can use recruitment marketing software to build talent networks that candidates can join 

to stay connected to your healthcare organization. Since out-of-sight is often out-of-mind, 

talent networks help you stay relevant by keeping candidates up-to-date on items of interest 

and even notifying them when their ideal positions become available. Additionally, sending 

branded recruiting emails to specific candidates, or your entire talent network, allows you to 

connect with your talent pool as often or as infrequently as needed. 

Talent networks aren’t the only way to engage with candidates, though. The prevalence of 

mobile technology has dramatically shifted how candidates interact with potential employers, 
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and some studies show that more than half of all candidates visiting careers sites do so using 

mobile devices6. No matter how strong your candidate attraction and sourcing strategies are, 

you’re missing out on a huge portion of the candidate population if you’re unable to engage 

them on mobile platforms. Recruitment marketing software can help solve this by letting 

you create responsive landing pages and career sites that make it simple for candidates 

to engage with your brand through any internet-enabled device, whether mobile, tablet, or 

desktop. These pages can even be customized to highlight specific opportunities or target 

certain roles, depending on your hiring needs. 

Of course, you can’t only expect to engage with candidates on your home turf. Recruitment 

marketing software provides the capabilities to integrate your career site and job postings 

with social networks in order to reach candidates where they already are online. 

Optimization
Recruitment marketing can add tremendous value to your talent acquisition operations by 

improving your healthcare organization’s ability to attract, source, and engage with talent  

before they apply, but that’s just the beginning. Take advantage of recruitment marketing 

practices to optimize your recruiting processes by using data and analytics to understand 

their overall effectiveness. Remember, you can’t manage what you don’t measure.

Even if you’ve set up protocols to help your talent acquisition team attract and source 

candidates, what good are they if they’re not producing high-quality talent? If you can’t 

discern which of your recruiting sources are most effective, you may be wasting time and 

money on underperforming activities when you could be investing those resources elsewhere. 

Since recruitment marketing software allows you to conduct all of your sourcing functions 

within a single system, you can easily track and monitor your activities to determine which 

sources provide the best results. Whether you’re sourcing candidates from social networks, 

resume databases, job boards, hiring events, or other inbound sources, recruitment marketing 

software makes it easy figure out where your candidates are coming from and which 

avenues are providing the highest return on investment. Then you can focus your time and 

budget where it counts.

With recruitment marketing software, you can analyze how recruiters are using both your 

ATS and recruitment marketing systems, to see where candidates are dropping off during 

the application process and how your hiring initiatives are performing, enabling you to identify 

opportunities for improving your entire talent acquisition function. 

How Do These 4 Components Fit Together?
Now that we’ve taken a look at the four components of recruitment marketing — candidate 

attraction, sourcing, engagement, and optimization — individually, how do they all fit together? 

Every component of recruitment marketing is important, and while they each provide real 

benefits, no single one is enough to transform your recruiting capabilities on its own. Attracting 

active and passive candidates to your healthcare organization is an important initial step 

toward building a talent pipeline, however to meet your organization’s growing talent needs, 

you need to proactively source candidates as well. Meanwhile, fostering engagement helps 

you build and manage stronger candidate relationships so you can convert more candidates 

into applicants, and optimization lets you use the data and information gathered throughout 

the process to improve your operations and maximize your results. 

Whether you’re sourcing 

candidates from social 

networks, resume databases, 

job boards, hiring events, 

or other inbound sources, 

recruitment marketing 

software makes it easy figure 

out where your candidates 

are coming from and which 

avenues are providing the 

highest return on investment. 

Then you can focus your time 

and budget where it counts.
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How Does Recruitment Marketing Software Complement 
Your Applicant Tracking System?
If you truly want to make the most of your talent acquisition efforts, it’s important to 

understand the differences between recruitment marketing software and your ATS, and how 

they can be used in tandem to form a more comprehensive talent acquisition strategy. 

Almost every ATS on the market provides basic sourcing functionality, like the ability to post 

positions to certain job boards or social platforms, however they rarely meet the full sourcing 

needs of most healthcare organizations. This is largely because the purpose of an ATS is to 

track and manage applications once they’ve been received and to ensure a consistent and 

compliant application process. Most applicant tracking systems are workflow-oriented and 

aren’t optimized for recruitment marketing’s pre-applicant functions. 

Recruitment marketing software, on the other hand, is designed to help you proactively 

source and engage candidates before they apply. In contrast to ATS, recruitment marketing 

software is specifically intended for this purpose and provides a variety of robust features that 

make it easy to execute recruitment marketing activities, all within a single software platform. 

Additionally, recruitment marketing software provides data and analytics, so you can track 

what works and fix what doesn’t to ensure you’re getting the best return on investment for 

your efforts and spend. 

Recruitment marketing software is not a replacement for your ATS, or vice versa. Instead, 

recruitment marketing can be thought of as an extension of your ATS’s sourcing capabilities, 

providing you with the tools necessary for building a talent pipeline. For example, at 

HealthcareSource, we have meticulously mapped out the talent management process and 

are integrating these key tools together for efficiency and ease of use. Both solutions add 

value to the recruiting process independently, but when integrated, they encompass the full 

talent acquisition lifecycle. 
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About HealthcareSource
With more than 3,000 healthcare customers, HealthcareSource® offers the only comprehensive 

talent management suite designed specifically to help healthcare systems grow and thrive in an 

ever-changing industry. The HealthcareSource Quality Talent SuiteSM offers talent acquisition, 

performance and compensation, behavioral assessments, learning software, and advisory 

services to enable hiring and retaining quality talent for your organization to provide quality care. 

Several HealthcareSource talent management solutions have earned the exclusive endorsement 

of the American Hospital Association (AHA). The company is privately held and consistently 

earns high marks for client satisfaction and retention. HealthcareSource has been recognized in 

Healthcare Informatics 100, Modern Healthcare’s “Healthcare’s Hottest,” Inc. 500|5000, Deloitte 

Technology Fast 500, and Becker’s “150 Great Places to Work in Healthcare” list. 
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