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THE POST-ACA ENROLLMENT HEALTHCARE STAFFING MARKET: 
THE IMPLICATIONS OF AN OUTCOME-BASED CARE MODEL

Last year, when the first major provisions of the Patient Protection and Affordable Care Act (ACA) mandates 

began to take effect, the United States experienced one of the most significant health policy changes since 

the creation of Medicare in 1965. 

With many economic factors – chronic disease drastically affecting the health of the U.S. population, 

the pressure of rising healthcare costs, baby boomers enrolling in Medicare, and technology and data 

becoming increasing available – acting as the drivers behind many major reforms, the ACA is pushing 

healthcare providers towards a new business model designed around the continuum of care. 

This transition from fee-for-service healthcare to an outcome-based model has had major implications 

for healthcare organizations and medical providers. Now that the first phase of the ACA has been in effect 

for a full year, these implications are beginning to take shape through a number of changes in staffing 

strategies and emerging hiring trends.

AMBULATORY/OUTPATIENT CARE

The primary goals of the Patient Protection and Affordable Care Act are to make healthcare accessible 

to all, help the American population become healthier as a whole, and give them the tools needed to 

maintain their well-being. These initiatives, along with an emphasis on lowering costs, have all contributed 

to the shift from inpatient to ambulatory/outpatient, non-emergent care. 

In fact, this trend has led healthcare organizations like AdvantageCare Physicians to reevaluate the way 

they provide care. As Joe Zeitlin, MD, CMO of AdvantageCare Physicians, notes:

For instance, now that 30 million Americans have access to the insurance needed to cover wellness visits 

and pay for preventative care, they don’t need to resort to emergency room visits to receive care for minor 

health issues – resulting in a general rise in demand for health services outside of a hospital setting.  

To ensure this outpatient care is provided – especially to underserved populations – the federal agency, 

The Centers for Medicare & Medicaid Services (CMS), has changed the way it pays hospitals for services 

provided to patients with Medicare and Medicaid. Now, rather than paying for the number of services the 

hospital provides, the agency is incentivizing hospitals to provide services of a higher quality and value 

in an effort to reduce readmission rates, engage in preventive care, and eliminate unnecessary hospital 

stays for procedures that can be done in an outpatient setting.
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One of the macro trends in healthcare today – driven in part by the ACA, 
new technologies, and new competition in the healthcare environment 
– is a shift from healthcare being a supply-driven industry to one that is 
increasingly being shaped by consumer demand. 

http://www.acpny.com/
http://www.cms.gov/


This transition from a fee-for-service model to an outcome-based care model that focuses on the overall 

health of the U.S. population has ultimately incentivized healthcare providers to open ambulatory/urgent 

care and community health centers, which are more profitable businesses with higher margins. In fact, 

according to the American Hospital Organization, the trend towards outpatient care is something the 

country is already experiencing. For example, total inpatient admissions for U.S. hospitals fell from 35.76 

million in 2008 to 34.40 million in 2012. Meanwhile, total outpatient visits rose from 624 million to 675 

million over the same period. It has also been forecasted by Sg2, a healthcare analytics firm, that through 

2017 outpatient volumes will grow by 17%, while inpatient discharges will decrease by 3%. This is a trend 

that has also been reflected in the number of outpatient care centers that The Execu|Search Group has 

worked with from 2012-2014. For example, during that time period, the firm experienced a 65% increase in 

the number of clients offering outpatient care. Furthermore, when specifically looking at the hospitals that 

Execu|Search has partnered with over the past two years, the number of them that run outpatient care 

centers has grown by 49% since 2012.

For healthcare organizations interested in taking advantage of this trend, it’s important to have the 

right staff in place to ensure the facility can meet the demand for care. “Since community health and 

other ambulatory care centers typically have less staff on hand, building a cohesive team of care 

providers and non-clinical personnel is critical for success,” says Kelly Mattice, Vice President of The 

Execu|Search Group’s Healthcare division. “While the most efficiently-run organizations have robust 

clinical teams consisting of a physician, advanced practitioners, nurses, and medical assistants, in such 

a complex healthcare environment, it’s also very important to have at least one experienced practice 

administrator on staff. They will leverage their operational expertise to oversee the strategic plan, 

facilitate policy making, and maintain office systems to ensure the practice’s needs are being met.”

As a result of this shift towards outpatient care, healthcare organizations either looking to transition into this 

field or expand their current practice can expect to experience steep competition for top candidates. 
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In the current healthcare environment, you can be one of five urgent care 
centers in a 20-mile radius, and you’ll be competing with all of them for the 
same candidates, notes Kelly.



“To make matters more challenging, these healthcare professionals know they are in a position to be very 

selective when job searching, and are very willing to take their talent elsewhere if they feel their needs aren’t 

being met by their current employer,” notes Kelly.

Since a healthcare organization cannot provide high quality, patient-centered care without the support 

of a cohesive team of satisfied employees, there has never been a more critical time than now to ensure 

the right strategies are in place to attract and retain talent. “Your ability to set yourself apart from other 

healthcare employers will be directly correlated to your success as an organization,” says Kelly. “It’s important 

to cultivate a culture where every employee, regardless of their role and tenure within the organization, 

feels like the organization has their best interests at heart.” To attract and retain top talent, Kelly suggests:

MAKING OFFERS 
MORE QUICKLY

OFFERING
COMPETITIVE

SALARIES

OFFERING
TUITION

REIMBURSEMENT

ALLOWING FLEXIBLE 
SCHEDULING

PROVIDE
CONTINUOUS

TRAINING
AND FEEDBACK

In a job market where top candidates are receiving multiple offers, moving the hiring process 
along quickly will help employers avoid losing a qualified candidate to a competitor.

With demand so high, but the supply of healthcare professionals so limited, compensation 
can make all the difference between an offer being accepted or rejected and even losing a 
current employee to another organization that is willing to pay more. Employers should put 
their best offer forward first and offer current employees raises when possible. To do this and 
entice top talent, it’s important to be educated on market rates and offer compensation that 
is competitive with these trends. For example, a recent study by The Journal of the American 
Medical Association found that in an ambulatory care setting, male nurses make $7,678 more 
than their female counterparts on average. If employers are cognizant of these issues and can 
eliminate any pain points in the hiring and salary review processes, they may find more offers 
being accepted while their turnover rate decreases.

For practices needing to hire physicians, offering tuition reimbursement as part of a benefits 
package can help the organization set themselves apart from competitors when attracting 
top talent.

Giving employees the opportunity to coordinate their own schedules based on their unique needs 
can help give a healthcare facility an edge over other organizations that are stricter about shifts. 

It’s always important to consistently provide training and feedback to employees of all levels to 
ensure continued growth and employee satisfaction; however, this is especially vital for newly 
licensed nurses who are still developing their skills. In fact, according to RN Work Project, 41% 
of newly licensed nurses planned to leave their first nursing job within 3 years, 26% planned to 
leave within 25 months of starting, and 18% planned to leave within 13 months. Amongst the 
various reasons for these early departures, the most common were poor management, stressful 
work, and wanting experience in another clinical area. Keeping the lines of communication 
open with all employees – especially healthcare professionals just starting their careers – can 
help employers remove barriers towards employee retention, combat the talent shortage, and 
therefore, ensure they can provide patients with a high level of care. 
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On the other hand, there are also a number of reasons why healthcare professionals would want to pursue 

new opportunities in outpatient care. To start, the Bureau of Labor Statistics projects that hospital hiring is 

expected to slow down over the next decade, while overall healthcare employment will grow significantly 

faster. With hospital employment only expected to grow by 17% during that time period, hiring at outpatient 

facilities is expected to comprise a large portion of the overall healthcare growth rate of 29.4% – making it an 

excellent time to consider opportunities outside of a hospital setting. 

However, job growth is not the only reason why healthcare professionals will want to pursue a career in 

outpatient care. According to Kelly, “Not only do these centers offer much more manageable caseloads, 

less severe complications with patients, and more opportunities to gain experience with a wider patient 

base, they also allow you to implement the full scope of care, from assessment to care planning to 

follow-ups.” Additionally, ambulatory care and community health centers are great settings for recent 

nursing grads to launch their careers. “Many of these facilities are open to different nursing backgrounds, 

and are willing to take on and train new grads – something hospitals and other sub-acute care facilities 

may not have the time or resources to do,” says Kelly.  

For healthcare professionals interested in pursuing a career at one of these facilities, there are certain 

personality traits that you can highlight to set yourself apart from other job seekers with a similar 

medical background. For example, since many of these centers are opening in underserved locations, 

several patients might be new to insurance and/or unfamiliar with some of the procedures. As a result, 

healthcare providers specifically look out for skills that indicate the new hire will work well with this 

population, including attributes like strong communication skills, a patient disposition, and bilingual 

speaking skills. 

HOSPITAL 
EMPLOYMENT ONLY 
EXPECTED TO GROW 

BY 17% OVER THE 
NEXT DECADE
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THE RISE OF THE NURSE PRACTITIONER AND PHYSICIAN ASSISTANT 

Now that the country has gone through two open insurance enrollment periods, healthcare organizations 

across the nation are no doubt feeling the impact the law has had on their hiring needs – particularly for 

physicians. However, due to combined factors such as the unprecedented number of insured Americans  

(including those with chronic conditions) and the increased volume of the aging population needing care, 

the supply of physicians in the marketplace cannot meet the demand. This shortage is expected to reach 

critical levels by 2022, according to The Association of Medical Colleges, with 45,000 primary care doctors and 

46,000 specialists and surgeons needed across the country. With the wave of baby boomer retirement among 

doctors, finding physicians to fill these positions might prove to be even more challenging than estimated. 

To prepare for and combat this shortage, many healthcare organizations have begun to focus on a new model 

of team-based care that focuses more heavily on advanced practitioners to provide primary care. In fact, from 

2013 to 2014, The Execu|Search Group experienced a 20% increase in demand for nurse practitioners (NPs) 

across the New York City Tri-State area, while job orders for physician assistants (PAs) increased by 21% during 

that time period. As the physician shortage worsens, these numbers are only expected to grow.

20% INCREASE 
IN DEMAND 
FOR NURSE 

PRACTITIONERS (NPs)

21% INCREASE 
IN DEMAND 

FOR PHYSICIAN 
ASSISTANTS (PAs)
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Utilizing this team-based care model might be especially beneficial for health centers located in rural 

and inner-city areas, where the physician shortage is especially prevalent and doctors have to divide their 

time between different clinics. In fact, since medical professionals like nurse practitioners and physician 

assistants primarily work to maintain patient health, rather than cure disease, they’ll keep patients out of 

the more expensive hospital systems and specialty clinics by providing preventative care and education 

about how to live a healthy life – a main goal of the ACA. 

This growing shortage of physicians has specifically increased the demand for advanced practitioners in 

practices, hospitals, urgent care facilities, and community health centers – giving NPs and PAs looking for 

their next opportunity a selection of places to choose from. Nurse Practitioners, depending on the state they 

practice in, might even have the autonomy to oversee a satellite office or a clinic without the direct presence of 

a physician. While the 19 states that currently allow this consist of many rural areas where physicians are scarce, 

the recent addition of Connecticut to this list may encourage other, more urbanized states to follow suit. 

“As an advanced practitioner in an outcome-based care model, you are critical to the delivery of care,” says 

Kelly. “Our clients rely on their NPs and PAs to support their physicians in getting patients the care that they 

need, and as a result, are often very selective with whom they choose to entrust with this responsibility.” 

Because of this responsibility, advanced practitioners can expect to be compensated accordingly. For 

example, in a recent CareerBuilder study on the fastest-growing, highest-paying jobs in healthcare, the 

online job board noted that with median hourly earnings at $45, nurse practitioners and physician assistants 

are two of the highest paying healthcare specialties.  

To take advantage of these hiring trends, there are certain skills that NPs and PAs, or RNs and other medical 

professionals considering getting their master’s degree to become an advanced practitioner, can emphasize 

to enhance their marketability. While strong clinical skills are certainly important, job seekers also need to show 

prospective employers that they have the personality traits needed to take on the responsibility that can come 

with being an advanced practitioner. For example, being a team player, possessing excellent communication 

skills, and having strong critical thinking skills are all qualities that employers look for in candidates when hiring. 

However, perhaps the most important quality that advanced practitioners should emphasize on interviews is 

confidence. “While you will report to a physician, many of your day-to-day responsibilities require a strong sense 

of autonomy,” notes Kelly. “When you are acting as a primary care provider in lieu of a doctor, you need to have 

the confidence to make decisions on behalf of your patient’s wellbeing.” In other words, the patient needs to 

be able to trust that their advanced practitioner knows what they are doing. However, this isn’t to say that one 

shouldn’t refer to a doctor when necessary. “As an advanced practitioner, especially working in a remote office, 

you need to know where your limit is and have the confidence to ask for help,” advises Kelly. 
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To help manage the demand for primary care and ensure patients can be seen 
more quickly, many of our healthcare clients have begun hiring more nurse 
practitioners and physician assistants,” says Kelly. “While these advanced 
practitioners work under the supervision of a physician and follow established 
protocols, they can take on clinical tasks that physicians may not have the time for, 
ensuring waiting times are reduced and the facility can operate more efficiently.

http://www.careerbuilder.com/share/aboutus/pressreleasesdetail.aspx?sd=12/9/2014&siteid=cbpr&sc_cmp1=cb_pr857_&id=pr857&ed=12/31/2014


RISING NEEDS IN MANAGED LONG TERM CARE

In terms of hiring, Managed Long Term Care (MLTC) organizations are exhibiting some of the most 

rapidly-increasing needs. The demand for these professionals from healthcare providers is growing as a 

result of the ACA’s implementation and its resulting efforts at preventing rehospitalization and ensuring 

better long-term care – a trend that insurance companies such as Humana expect to continue as more 

emphasis is placed on long-term care.

Since many mandates in the ACA are aimed at making the American 
population healthier as a whole, care that is provided in the home is 
becoming an integral component of managing our medical and long-
term care needs,” says Karen Katter, Director of Humana at Home’s Care 
Management Network. “As a result, in the years to come, we’re expecting to 
see more use of technology and a greater emphasis on care management, 
which will ultimately make the delivery of care in the home more of the 
norm for select patient populations.
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Last year, for example, a number of states made the decision to move nursing home residents to managed care 

organizations, where those with chronic diseases and long-term conditions could receive proper treatment 

in the comfort of their own homes. This move, as well as many other recent changes, helped reduce patient load 

in hospitals and resulted in a spike in demand for managed long-term care professionals throughout the country. 

“Due to these growing needs, employers and candidates alike have to approach the MLTC job market 

with a strategy,” says Kelly. “There is a significant skills gap in this area, so employers have to adjust their 

expectations when searching for qualified candidates, while candidates must focus on acquiring the skills 

and experience necessary for these positions if they want to land a position.” 

For example, according to Kelly, employers should consider a candidate even if they have an extensive 

employment history with numerous organizations. Since the demand is so high for MLTC-experienced 

professionals, many candidates have a number of opportunities available to them at all times, and have 

garnered experience at a number of organizations as a result. While this may seem like “job-hopping,” 

which is often looked down upon in other industries, straightforward MLTC experience is hard enough 

to come by that hiring managers should not pass over an otherwise great candidate for it. Likewise, 

employers are starting to realize that the job market is currently very candidate-driven, and waiting too 

long to make an offer could result in the loss of a stellar candidate.

Employers should, therefore, focus heavily on attraction and retention strategies in order to ensure the 

right candidates are applying to their jobs and that top talent stays within the organization. In such a 

candidate-driven market, the organizations that win the candidate are the ones that employ the attraction 

and retention strategies outlined earlier in this whitepaper.



Job seekers looking to work in MLTC organizations, on the other hand, should do their best to remain 

professional and gain as much experience as possible. If employed, putting in enough time at an organization 

to gain thorough experience and show future employers longevity on their resume is a candidate’s best bet; if 

unemployed, picking up valuable skills like UAS proficiency and perhaps taking on temporary work are great 

ways to show hiring managers their initiative and adaptability in an ever-changing field. 

THE INCREASING IMPORTANCE OF TEMPORARY STAFFING 

In a continued effort to lower costs, acute care facilities and ambulatory/outpatient facilities alike are 

relying more than ever on temporary staffing.  In fact, The Execu|Search Group has seen a 39% increase in 

temporary job orders from healthcare clients year over year from 2013 to 2014. “Our clients are continuing 

to see the value in utilizing temporary staffing,” says Kyle Mattice, President of The Execu|Search Group’s 

Temporary Health Services division. “There are many benefits to taking on temporary employees; for 

example, many clients have come to us with multiple temporary needs during taxing periods, such as 

during the HEDIS/QARR review process and EHR implementation, and are continuing to do so whenever 

they have project-based work or experience a spike in demand.” 

These sporadic increases in demand are typical of 

the healthcare industry, which is prone to some of 

the most dramatic seasonal shifts in workload and 

subsequent staffing needs; for example, the need 

for healthcare professionals usually spikes during 

flu season, when clinicians are needed to administer 

vaccines and care for those who have contracted 

the virus. Hiring healthcare professionals on a temporary basis allows facilities to acquire the help they 

need during these spikes in order to maintain quality of care without going over budget. 

This is also a benefit of utilizing locum tenens staffing and travel healthcare professionals, such as nurses 

and therapists. These positions bring in qualified healthcare professionals from around the country on 

temporary assignments, giving healthcare facilities a wider range of candidates to choose from and 

healthcare professionals more opportunities throughout the nation. Ultimately, this gives both employers and 

job seekers greater flexibility, and helps prevent staffing shortages whenever and wherever needs occur. 

In addition to helping internal staff manage workflow while preventing excessive spending, locum tenens, 

travel nursing, and temporary staffing in general help bridge the skills gap – something that has been 

growing wider in the industry as of late. According to Kyle, “temporary assignments provide the perfect 

opportunity to integrate new grads and train employees for longer-term opportunities. They also help 

with meeting appropriate staff levels and, in newly-opened facilities, testing and discovering what the 

appropriate staff level is.” 
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Furthermore, giving a candidate this opportunity to work on an assignment or short-term basis allows 

an organization to assess their personality fit and ultimately decide if the candidate aligns with the 

facility’s values and culture. This opens the door for temporary-to-permanent hiring, which helps both the 

employer and the employee make an informed decision on the next step before actually taking it – which, 

of course, is important for both parties. In fact, candidates are putting more importance than ever on 

cultural fit when selecting a company to work for, which makes temporary staffing a great trial period prior  

to committing to a long-term role. 

Of course, while long-term roles may be the ultimate goal for some, many also opt to make a career out 

of temporary work; taking a number of temporary assignments rather than committing to one long-term 

role offers a number of benefits, including greater flexibility with scheduling, as well as the ability to climb 

the acuity ladder. In order to work in an acute care setting, for example, many must first gain experience 

through rehab centers and adult day care centers before reaching the coveted hospital position. 

 
A FOCUS ON TECH-SAVVY EMPLOYEES  

In today’s digitalized world, advances in technology can have a profound impact on how not only care is 

provided, but how data is used to measure clinical outcomes. With the goal of utilizing this technology to 

improve the quality of care, achieve better outcomes, and lower costs, the Health Information Technology 

for Economic and Clinical Health (HITECH) Act is promoting the use of Health IT across the industry. While 

many of these Health IT mandates, including Electronic Health Records (EHRs) and modifications to the 

HIPAA Privacy & Security Rules, have already gone into effect, they are expected to continue to transform 

the healthcare landscape in the years to come. 

For example, in the beginning of 2014, the Federal Health Information Technology Coordinator set a 

2017 goal for EHR interoperability, which will require and incentivize most healthcare providers to be 

able to use their systems to send, receive and use “a common set of electronic clinical information at 

the nationwide level” to ensure all clinicians can manage the continuum of care for any given patient. 

Furthermore, healthcare IT reform has also created new opportunities in telemedicine and telehealth, 

which further give healthcare providers a means of transitioning to an outcome-based care model by 

allowing patients and medical professionals to remain connected in order to better evaluate and manage 

care remotely. In fact, according to RNCOS Business Consultancy Services, the global telemedicine 

market is expected to experience a compound annual growth rate of 18.5% until 2018. 

In order for healthcare providers to successfully transition to these IT mandates, they need the 

support of tech-savvy staff and those trained in these new systems and developments. Even the 

most basic computer skills can make a world of difference between candidates and their adaptability 

for the future. However, it isn’t enough to simply hire staff who have the capabilities to keep up 

with technological changes – it’s important that the organization keeps up-to-date with recent 

innovations, as well.
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In fact, keeping up with technological advances is one of the major efforts Joe Zeitlin attributes 

AdvantageCare Physicians’ success to. “We’re transforming our practice to meet the needs 

articulated in the Health Market 2.0 cycle, which highlights three movements enabled by information 

technology,” says Joe. “These three movements are the quantified self, which empowers consumers 

to learn, measure and track activities related to their health; transparent consumer markets, which 

empowers consumer decision making; and the evolution of smart care teams which utilize the 

patient centered medical home (PCMH) model and EHR connectivity to proactively improve 

outcomes. These allow us to provide convenient and differentiated, high quality, compassionate care 

through a superior patient experience by connecting our providers and patients through a single EHR  

and patient portal.” 

Furthermore, many medical professionals currently exploring the job market are specifically looking 

to work for tech-savvy organizations that employ these strategies. Being able to use a digitalized 

system in place of stacks of paper allows healthcare employees to focus on other tasks outside 

of tedious paperwork, and in some cases, gives them the opportunity to work remotely. This is a 

benefit to both the employer and the employee, as utilizing more remote staff can also help medical 

organizations save money by allowing them to hire more employees without having to expand 

their space. 

Of course, this expectation goes both ways: while employers are expected to keep up with the pace of 

the industry’s technological changes, job seekers and working professionals must keep their skills sharp 

and their knowledge up to date as well. Most employers are looking for professionals who take control 

of their own professional development and remain relevant in the industry, which allows them to hit the 

ground running and help support the organization through the changing healthcare landscape upon 

being hired.

Tech-savvy professionals are going to be the future of healthcare, so 
healthcare organizations have to invest more time and effort in technology 
than simply complying with Health IT mandates by their deadlines,” says 
Kyle. “Employers need to be one step ahead and ensure their organization 
is utilizing the proper tools to keep patients engaged and informed, 
streamline processes, and ease the burden on staff members.
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Over the past year, the changing healthcare landscape has not only required medical facilities to build 

new staffing strategies centered on evolving business needs, but also for healthcare professionals to 

reevaluate the way they approach the job search process and which opportunities they pursue. 

From attracting and retaining talent to running facilities efficiently and in accordance with the ACA’s newly 

implemented standards, there are new “best practices” that hiring managers and employers should be 

utilizing. Likewise, healthcare professionals – regardless of whether or not they are actively job seeking – 

must also keep pace with these changes in order to be desirable to progressive organizations. 

As the way Americans receive healthcare and the manner in which that care is provided continues to 

evolve, it’s important that all medical providers – ranging from the organization as a whole to every 

individual who helps deliver care – understand the implications of the law from a staffing perspective. 

For those who are educated on emerging hiring trends and staffing strategies, the new frontier in 

healthcare provides an excellent opportunity to progress in an ever-changing and rewarding industry. 
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Though adapting to change is not an easy task, the ACA has actually created 
a great deal of new opportunities for healthcare organizations and medical 
professionals alike,” comments Kyle. “Those who are best equipped to 
capitalize on recent ACA implementations are the ones that take advantage 
of opportunities in outpatient/ambulatory care, understand the importance 
of value-based care, and are well-informed of the impact that technology 
will have on the delivery of care. If an organization doesn’t keep abreast of 
these advancements, it will be hard for them to find success in the current 
healthcare landscape – just as a medical professional who isn’t up-to-date 
will have a hard time landing an opportunity with a top organization.



SOURCES

Internal data from The Execu|Search Group

http://www.hhnmag.com/display/HHN-news-article.dhtml?dcrPath=/templatedata/HF_Common/

NewsArticle/data/HHN/Magazine/2014/Mar/cover-story-great-migration 

http://www.beckershospitalreview.com/finance/7-forecasts-on-hospital-inpatient-outpatient-volumes.html 

http://jama.jamanetwork.com/article.aspx?articleid=2208795 

http://rnworkproject.org/resource/general-work-life/ 

http://www.modernhealthcare.com/article/20150117/MAGAZINE/301179987/healthcare-hiring-boom-

will-bypass-hospitals 

www.aamc.org 

http://www.aanp.org/legislation-regulation/state-legislation-regulation/state-practice-environment 

http://www.careerbuilder.com/share/aboutus/pressreleasesdetail.aspx?sd=12/9/2014&siteid=cbpr&sc_

cmp1=cb_pr857_&id=pr857&ed=12/31/2014 

http://www.modernhealthcare.com/article/20150130/NEWS/301309955/federal-health-it-coordinator-

sets-2017-deadline-for-interoperability 

http://www.researchandmarkets.com/reports/2775117/global_telemedicine_market_outlook_2018

CLIENT QUOTES

AdvantageCare Physicians: Joe Zeitlin, MD, CMO

Humana at Home: Karen Katter, Director, Care Management Network

RGB: 188 190 192
CMYK: 0 0 0 30
Hex: BCBEC0
Pantone: Cool Gray 4c

RGB: 14 34 67
CMYK: 99 87 44 48
Hex: 002147
Pantone: 282 C

RGB: 32 129 196
CMYK: 81 42 0 0
Hex: 2381C4
Pantone: 279 C

RGB: 1 11 44
CMYK: 92 84 51 68
Hex: 2381C4
Pantone: 276 C

Blue Shade Blue Highlight Main Blue Main Gray

RGB: 224 225 226
CMYK: 11 8 8 0
Hex: E0E1E2
Pantone: 7451 C

Gray Highlight

RGB: 109 110 113
CMYK: 58 49 46 15
Hex: 6D6E71
Pantone: 424 C

Gray Shade

font: regular, medium

http://www.hhnmag.com/display/HHN-news-article.dhtml?dcrPath=/templatedata/HF_Common/
http://www.beckershospitalreview.com/finance/7-forecasts-on-hospital-inpatient-outpatient-volumes.html
http://jama.jamanetwork.com/article.aspx?articleid=2208795
http://rnworkproject.org/resource/general-work-life/
http://www.modernhealthcare.com/article/20150117/MAGAZINE/301179987/healthcare-hiring-boomwill-
www.aamc.org
http://www.aanp.org/legislation-regulation/state-legislation-regulation/state-practice-environment
http://www.careerbuilder.com/share/aboutus/pressreleasesdetail.aspx?sd=12/9/2014&siteid=cbpr&sc_
http://www.modernhealthcare.com/article/20150130/NEWS/301309955/federal-health-it-coordinatorsets-
http://www.researchandmarkets.com/reports/2775117/global_telemedicine_market_outlook_2018


New York

New Jersey

Connecticut

Massachusetts

675 Third Avenue

New York, NY 10017

212.922.1001

300 Interpace Parkway

Parsippany, NJ 07054

973.939.0900

707 Summer Street

Stamford, CT 06901

203.653.4700

303 Wyman Street

Waltham, MA 02451

781.419.9970

538 Broadhollow Road

Melville, NY 11747

631.768.8100

200 Somerset Corporate Blvd

Bridgewater, NJ 08807

908.947.3030

280 Trumbull Street

Hartford, CT 06103

959.200.4420

RGB: 188 190 192
CMYK: 0 0 0 30
Hex: BCBEC0
Pantone: Cool Gray 4c

RGB: 14 34 67
CMYK: 99 87 44 48
Hex: 002147
Pantone: 282 C

RGB: 32 129 196
CMYK: 81 42 0 0
Hex: 2381C4
Pantone: 279 C

RGB: 1 11 44
CMYK: 92 84 51 68
Hex: 2381C4
Pantone: 276 C

Blue Shade Blue Highlight Main Blue Main Gray

RGB: 224 225 226
CMYK: 11 8 8 0
Hex: E0E1E2
Pantone: 7451 C

Gray Highlight

RGB: 109 110 113
CMYK: 58 49 46 15
Hex: 6D6E71
Pantone: 424 C

Gray Shade

font: regular, medium




