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One source suggests turnover rates 

average about 25 percent for home care 

workers, while other data pegs the 

average annual home care turnover at 

200 percent or more per year. Data for 

Washington State suggest that about half 

of all home care workers leave their jobs 

every year.
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Data for Washington State suggest that 

about half of all home care workers leave 

their jobs every year. High rates of home 

care worker turnover have negative 

effects on providers, the state, and 

consumers. The cost of replacing workers 

is high (with the average cost of turnover 

estimated at $981 to $6,368).
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Shortages in Caregivers

Licensing and Training
• Cost of Training

• Time of Licensing

Wages and Benefits
• Typically LTC is an entry level position

• In many cases no benefits come with LTC jobs

• In many cases schedules are pushed to 

extended shifts

High burnout rate among LTC Workers



Recruiting
• Generational Differences

Training

Getting Properly Trained Employees

Keeping Employees Engaged
• Socialization

• Pay Scale

Scheduling

Call Outs



LTCF will help you recruit and can save 

you money.
• LTCF will advertise for you

• LTCF will prescreen

• Give you a list of potential employees to call and 

interview

However it will take more time, and 

time is of the essence when it 

comes to getting employees.



 Where to get employees
• Word of mouth

• Your current Employees

• Craigslist

• Indeed.com
• Care Net

 Follow up:
• Text candidate ASAP

• Ask them to respond in some way

• Prescreening Questions

• Schedule Interview

 Interview
• In person if possible

• Confirm the appointment

• Have a list of prepared questions

• Look for character – “You can train skills, you cannot train character”.



Why did you choose this type of work?

Why did you leave your last job or why 

do you wish to leave your current job?

How was your attendance on the last job?

What do you feel are your greatest 

strengths/weakness?

 Name three characteristics that you 

value in other people.



Call References
• Professional References

• I ask 3 Questions

 Did they work for you (confirm dates)

 Were they reliable (listen)

 Would you rehire them if you had the opportunity

Welcome
• New hire paperwork.

 Policies and Procedures/Employee Manual

 On boarding of Computer Programs and Apps

 Gift



Home Specific Orientation



 NAR/HCA/CNA
 Getting Trained Employees
 Long Term Care Foundation

• Free Training

• Can use as an incentive
• Can graduate pay as courses are 

completed

“If what you are doing is fair, and it 

makes sense – then it will be accepted 

and you and your organization will be 

respected”





Events
• Christmas Party (Just For Staff)

• Open House (Invite & Pay Key Staff)

• AFHC Chapter Meetings

• Conferences

• Staff Meetings

• Recognition





Reviews
• People like to know where they stand
• Annually at a minimum
• Objective

Pay
• Is it fair
• Is it consistent
• Is it reviewed

Thank You
• Gift Cards
• Break out of the facility
• Starbucks
• Scrubs



CG 1, 2, 3
• CG1 Goal to work alone

• CG2 On their way

• CG3 Trained Caregiver

You need to be a CG3

 to get promoted

This process lets you

 know who will be

 staying.



Upward Mobility
• Give employees something to reach for

• Always (if possible) promote from within

• Match pay with duties and responsibility

Gifts
• Starbucks or Scrubs



Employees like a consistent schedule
• Predictable

• They can plan

• Less likely to get burn out

• Shows you care and are organized



 Call Outs
• Attendance Bonus $75 for not calling out (Paid 2 

times/month)
 Must fulfill their scheduled hours

 If they call out they can still get a the bonus if:
 They have PTO to cover the shift

 They have a Dr’s Note showing they were indeed sick

 On Call
• Our leadership team each takes “Weekend Call”
• They get $100 for being on call plus paid for time if they 

have to go in

• They take all phone calls for both homes 1 WE/Mo
• They find coverage or cover for call outs

• They only contact the providers if they have a problem 
they cannot handle



What to do when someone “Calls Out”
• Keep a record of call outs

• Use it in employee’s review

• Replace employees with high call out or poor 
performance

Getting other employees to cover shifts
• Offer an “Emergency Shift Bonus”

• Swing by that shift and bring them a Starbucks

• Send them a thank you with a gift card

“Replace from a place of strength”



All Industries Suffer Challenges
Business Looks for Creative Solutions
You Must Be Purposeful
You Must Be Strategic
You Must Be Tenacious

Employees bring challenges, but they also 
can make you money when you are 
speaking at some conference somewhere 
having fun!

“It is your business, you run it.”
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