Workforce Structure
Enabled by SullivanCotter Workforce Insights360™
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As health care organizations look for better ways to optimize care Worlforse Insighis3e0

delivery and improve performance, effectively managing the size, o _

shape and complexity of the workforce remains a key initiative. By * Maps every position into a standardized set
evaluating the size, distribution and cost of the workforce against of job families and functional hierarchies.
market benchmarks, establishing the right workforce structure can

support the restructuring of existing operations, evaluate the cost Groups each employee into an objectively-
savings associated with acquisitions, identify retirement risks, defined career stage and job level based
establish diversity objectives, and fulfill the fiduciary obligation to on a unique demographic and

manage labor expense. accountabi“ty profile.

Leveraging our proprietary SullivanCotter Workforce Insights360™ Produces workforce structure metrics for a
database and technology, we combine data-driven insights, wide range of titles, families, levels,
competitive analysis and customized design recommendations to functions and career group combinations.
inform workforce structure to support your organization’s needs.

Our Solutions

Market Data: Summarizes market practices using a standard data set across the industry. The market can
be defined broadly or include a custom group of peer organizations. Workforce size, shape and cost
metrics can be produced for targeted job title groups, job levels, job families, functional areas and career
stages. Analysis can also be performed for a specific job title or on a custom cohort definition.

Competitive Analysis: Compares your organization against health care practices using leading data. We
will provide commentary on market practices, workforce insights and advice on the implications of the
analysis in the context of your organization’s strategic objectives.

Design Recommendations: Recommends workforce size, shape and cost models which consider the
organization’s unique operating structures and complexity, functional role, experience distribution,
technology utilization, physical dispersion, management span and labor expense.

Getting It Right

Assessing the size and distribution of the
workforce is not just about reducing
headcount or creating a normal distribution.

While too many associates can create
expense challenges, too few can indicate
understaffing and impede critical initiatives.

Demographic shifts such as an aging
workforce, rising education levels, and
broader gender and ethnic representation
should influence talent strategies.

When reviewing headcount, market
practice should be placed in context with
the various roles that different functional
groups perform, such as clinical delivery,
shared services or compliance.

Career Stage and Level - Detail

Understanding the
relationship between
patient care headcount
and support headcount
can be a useful metric.

Looking to gain additional insight?
Learn more about our workforce solutions and the benefits of
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