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Executive Summary

Michigan Health Council (MHC) has been engaged in healthcare workforce development for
over eight decades, with the mission of ensuring the future of the healthcare workforce.
Challenges in this space are by no means new. An aging population and healthcare workforce
and looming concerns over global pandemics and population health crises have only increased
the pressure on supply and demand, exacerbating healthcare workforce shortages and
impacting access to care and health outcomes.

MHC developed the 2025 Michigan Healthcare Workforce Plan to address long-standing and
evolving challenges. Supported by the Michigan Health Endowment Fund, this effort aims to
guide the implementation of data-driven solutions to our state's healthcare workforce
challenges.

The Workforce Plan is built upon a strategic framework consisting of four key pillars:

1. Grow Interest in Healthcare Careers — Expanding career readiness opportunities for
students through enhanced K-12 career development, increased job shadowing and
observation experiences, and targeted student engagement programs.

2. Improve Access to Healthcare Education — Removing barriers to healthcare education by
expanding collaborative programs, increasing the availability of healthcare apprenticeships,
and improving transfer pathways to make healthcare education more accessible and
affordable.

3. Increase Experiential Education Capacity — Addressing the shortage of clinical placement
sites and educators by expanding the use of alternative training sites, supporting and
incentivizing clinical faculty and preceptors, and collecting data to better understand and
utilize clinical capacity.

4. Explore Recruitment and Retention Strategies — Encouraging partnerships that build local
talent pipelines, improving access to career development opportunities for all healthcare
workers, and better understanding turnover using data.

Resources supplementing the Workforce Plan include the Michigan Healthcare Workforce Index,
providing a scope of Michigan's healthcare workforce shortage for 36 occupations; an online
workforce initiatives database; and occupation briefing webpages to provide key Michigan-
specific data and insights on each occupation.
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This Workforce Plan has been informed by extensive data analysis and research and intends to
serve as a starting point. The next step is for stakeholders to engage in conversations around
each of these pillars to review the proposed solutions and improve upon them. MHC aims to
foster collaboration between healthcare employers, educational institutions, associations,
workforce organizations, and policymakers. These partnerships will strengthen existing
relationships and create new opportunities through the shared mission of growing a healthy,
resilient, and capable healthcare workforce across Michigan. This Workforce Plan reflects MHC
and the Health Fund's commitment to this critical goal.

Resources Created to Supplement the Workforce Plan

Michigan Healthcare Workforce Index

A comprehensive index that assesses the "health” of 36 healthcare
occupations in Michigan.
www.mhc.org/index

Initiatives Database

A centralized database where the public can access ongoing healthcare
workforce initiatives in Michigan and nationwide.
www.mhc.org/initiatives

Occupations Occupation Highlights

2 Webpages with comprehensive information on healthcare occupations,
v Y A including current workforce data, legislation, career pathways, and more.

www.mhc.org/occupations
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Introduction

Healthcare is the largest industry in Michigan. Despite having over 660,000 healthcare providers
(Linskey, 2023), our state is experiencing a healthcare workforce shortage. Additionally, the
shortage of healthcare providers is exacerbated in some areas of the state, as the distribution of
healthcare providers in Michigan closely mirrors the distribution of the population. Most
Michiganders live in the lower half of the Lower Peninsula, while Northern Michigan and the Upper
Peninsula are significantly less populated (Murembya, 2020; U.S. Census Bureau & Michigan
Center for Data and Analytics, Michigan Department of Technology, Management & Budget
[DTMB], 2024). These areas have shortages of mental health providers, primary care providers
(Rhyan et al., 2023), dentists, and emergency medical services (EMS) providers, in particular
(Michigan Department of Labor & Economic Opportunity [LEO] & Michigan Office of Rural
Prosperity [ORP], 2024). There are several factors contributing to the shortage.

Fewer Michiganders are enrolling in postsecondary education and health and healthcare-
related programs (Causey et al., 2025). However, many healthcare occupations require at least
an associate degree to practice. More graduating high school students are turning to jobs and
careers that do not need a degree, and rising tuition costs discourage some of them from
pursuing higher education if it comes at the cost of borrowing money to do so (Binkley & The
Associated Press, 2023).

Michigan's population is older than the national average (U.S. Census Bureau, 2023). The baby
boomer generation is reaching retirement age and becoming senior citizens (Rowe et al., 2016).
Just as the general population of Michigan is aging and retiring from the workforce, so are
healthcare workers. In the third quarter of 2021, 24 percent of Michigan's healthcare workforce
was 55 and older, and 5.9 percent was 65 and older (Linskey, 2023, p. 21). Some occupations are
older than others. Of particular note is Michigan's Physician workforce; 13 percent were 65 and
older in 2023 (MHC Insight, 2024, p. 38).

We are poised to have a population primarily comprised of the baby boomer generation (i.e., the
retirement-age population), and the current and future working-age populations of the
healthcare workforce are not large enough to replace those retiring. We will have more
individuals who need care but fewer healthcare providers available to treat them. This will result
in less access to care and will likely affect certain areas of the state more than others.
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Michigan Healthcare Workforce Index

The Index is a first-of-its-kind, comprehensive index that assessed the "health” of 36 healthcare
occupations in Michigan. MHC Insight ranked and compared occupations not to conclude that
some occupations are better than others, but rather to help decision-makers quickly understand
the current state of individual occupations and the collective healthcare workforce across a
range of factors. The first step in this process is creating a shared understanding of what current
data tells us about our workforce:

1.Nearly all occupations analyzed will
experience a shortage between now
and 2033.

2.Population health statistics point to
the need for a more robust
behavioral health workforce.

3.Building more career pathways
could help individuals in high-
growth, low-wage occupations stay
and advance in the healthcare

The Index helps inform

workforce.

4.Growth in the diversity of healthcare discussions on the
practitioners is essential to better best ways to bUI'd
healthcare outcomes for the -
population. While some occupations MIChIgCIﬂ'S healthcare
are relatively more diverse, many of workforce ca pOCity.

these occupations are lower-wage

earning.

We encourage decision-makers to use the Index as one of many tools to help inform how to
invest limited time and resources for maximum impact. The insights and analysis gleaned from
the Index are the key initial phase in informing discussions about the best ways to build
Michigan's healthcare workforce capacity — the primary goal of the 2025 Michigan Healthcare
Workforce Plan.
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To create the Index, MHC analyzes labor market information at the occupation level with 65
occupations, using specific Standard Occupational Classification (SOC) codes to provide more
contextualized information. MHC collapsed several occupations with similar educational
requirements (such as physicians or behavioral healthcare occupations) into groups to produce
a clearer picture of the supply of professionals for these occupations. These occupation groups
combine data for occupations with similar skill sets, educational attainment, and experience
requirements. Once the occupations were condensed, data for each occupation (or group of
occupations) was pulled from Lightcast, the Association of American Medical Colleges (AAMC),
and the Accreditation Council for Graduate Medical Education (ACGME). The input variables
included a measure of current employment (2023 jobs), projected employment (2033 jobs), 2023-
2033 openings, 2022 median wage, 2012 median wage, and 2023 turnover. In addition,
education supply data was pulled from IPEDS, with additional qualitative confirmation occurring
through the review of each educational institution’s website for up-to-date program specifics.
These input variables were then combined to create four final ranking variables — Growth,
Shortage, Wage, and Turnover.

Each occupation was then ranked from 1to 36 on each ranking variable. These rankings were
then summed by occupation (e.g., Dentists — #28 Growth, #2 Shortage, #11 Wage, #1 Turnover =
42), and re-ranked so that occupations with the smallest overall sum were highest (or
"healthiest”) on the list.

Initiatives Database

Over the past two years, MHC has been building a database of healthcare workforce initiatives
both in Michigan and nationwide. With so many initiatives working to better the healthcare
system across a wide variety of challenges, occupations, and geographical spaces, the goal of
MHC Insight’s healthcare workforce initiatives database is to provide a centralized location
where users can connect with those addressing similar challenges, learn from existing programes,
and help inform policymakers about work in their regions.

-~

Q. 300+ 100+

Michigan Nationwide
Initiatives Initiatives
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To create the database, MHC developed a process for finding and showcasing healthcare
workforce initiatives. First, initiatives had to fit the criteria for one of three goals: recruitment
(developing more healthcare professionals), improvement (improving the quality of current
professionals and their services), or retention (retaining current healthcare workers). Next, a plan
to search for initiatives by organization type was developed. Such organizations included health
systems, professional associations, educational institutions, etc. The initial search was primarily
Internet-based, reviewing organization websites and using statewide health associations to
direct us to initiatives. The search collected standard information for all initiatives, including
name, healthcare organizations involved, geographic scope, healthcare professions impacted,
and others.

The initiatives database, which showcases about 300 Michigan initiatives and just over 100
nationwide initiatives, is available at www.mhc.org/initiatives. By clicking on an initiative, users

maly view a brief description of the activities, the organizations involved, the healthcare industry
category, healthcare occupations impacted, workforce development focus, and workforce
issues addressed.

Users can submit their healthcare initiatives if they are not yet included in the database.
Additionally, MHC highlights different initiatives across Michigan to share some of the impactful
work happening across the state.

Occupation Highlights e

MHC created webpages highlighting data and information
about healthcare occupations. The pages include recent

relevant legislation, wage information, common job titles,
employment statistics, career pathways, and specific
statewide initiatives. They were designed to inform
policymakers, career counselors, and students, while
providing the most up-to-date data about the status of
healthcare occupations in Michigan, along with vital

information for individuals interested in pursuing these
occupations as a career.
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Starting from the 36 occupations presented in the Index, MHC combined occupations that were
of a similar educational background or career pathway (e.g., Physicians or EMTs/Paramedics).
Then, an occupational overview was created, describing the skills, knowledge, and abilities
required and developed in this career. Recent relevant legislation that might affect the
occupation's required skill set or personnel was detailed, followed by several labor market data
points. These include a race/ethnicity breakdown, a sex categorization, trends in the number of
job postings over time and job posting locations, typical advertised job titles, and recent hourly
wage rates. The occupation’s Index ranking was included, as well as a few of the statewide
workforce development initiatives from the MHC initiatives database. Finally, a career pathway
illustrating the educational and training requirements was included to provide an overview of the
steps needed to become credentialed in this occupation.



Pillar 1;: Grow Interest in
Healthcare Careers

This pillar will discuss the Michigan
Department of Education
requirements around a career

development model and some
current aspects of K-12 education
that support healthcare career
development.

Career planning and exploration have become essential components of our education
systems today. Despite the lack of resources and support for school counseling, the demand
for early assessments, aptitude testing, planning conversations, and guidance has only
intensified. Employers are eager to develop a consistent and qualified stream of workers to
meet the increasing demand for healthcare and health-related services. Early access points in
the education system for career navigation can assist in preparing students for future
healthcare careers.

This pillar will discuss the Michigan Department of Education (MDE) requirements around a
career development model and some current aspects of K-12 education that support
healthcare career development. These aspects include exploring career pathways and
experiential and extracurricular activities for students traveling down these career pathways.

Employers are eager to develop a consistent and qualified
stream of workers to meet the increasing demand.
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Recommendation 1: Support consistent
implementation of the Michigan Career
Development Model

Traditionally, School Counselors have been the primary resource for student career planning and
navigation. However, Michigan’s School Counselor shortage is one of the worst in the country
(French, 2023), which impacts districts’ reach and ability to provide adequate career resources.
As a result, school districts are relying more heavily on tools and resources to supplement the
essential yet limited role of the Counselor. While there are several tools and resources available
today geared to supporting career exploration, gaps remain.

Fully implement the Michigan Career Development Model
through public-private partnerships

Michigan schools should provide robust opportunities for career education to prepare students
for their futures. These opportunities must include preparing for postsecondary education or
work, developing professional or soft skills, and developing a plan to achieve personal and
career godls. Although the Michigan Department of Education (MDE) created a statewide
framework for student career education, there are gaps in reach and scope. Not all school
districts implement this framework universally, leaving some students falling through the cracks. A
more coordinated and comprehensive approach to preparing students for their careers is
necessary to bridge the gap from education to career.

The Michigan Career Development Model (MCDM) framework, created in 2018 by Public Acts 229
and 230, prioritizes career awareness (elementary), career exploration (middle school), and
career preparation (high school) activities for all K-12 students in Michigan public schools (MDE,
2018). The MCDM is designed for students to be able to answer: “Who am |? “Where am | going?”
"How will | get there?" and “Who can help?” (MDE, 2024, p. 1) To achieve this, the MCDM provides
a series of targets to guide the types of career activities that must take place during a student'’s
academic career.

2025 MICHIGAN 1
HEALTHCARE WORKFORCE PLAN



MDE advised districts to “use their school improvement team to implement this model” (MDE,
2018, p. 5) but intended for “the content and form of the career development education” to be
entirely up to districts (MDE, 2018, p. 36). As a result, there is variation in how each district has
integrated the MCDM. Some Intermediate School Districts (ISDs) have the capacity to connect
with local employers and community resources to provide robust career activities and
experiences. Other ISDs mainly rely on digital career navigation platforms (such as Xello), where
students work through self-assessments and explore career information independently. Due to
the variation in MCDM instruction and the amount of funding available at the school district level,
students have differing levels of career education and support from district to district.

In December 2024, the MCDM relaunched with revised targets and an expanded Reference
Guide. While the new Reference Guide provides examples of career activities that will meet the
outlined targets (MDE, 2024), inconsistencies remain in the ability of districts across the state to
fund the activities and connect with community partners. A clear plan for funding the MCDM is
necessary for the broad statewide success of this program. Through public-private partnerships
such as state appropriations and investments from healthcare employers, implementing the
MCDM could be a useful strategy for providing Michigan students with more career awareness,
exploration, and preparation opportunities. We recommend that MCDM be fully and consistently
implemented in all public K-12 schools to improve the career education that students receive,
ultimately preparing them for work in healthcare and health-related professions after
graduation.

Expand existing opportunities to meet MICDM targets for career
awareness, exploration, and preparation

As part of a full implementation of the MCDM,
existing opportunities and resources that build CAREER
, CHOICE
career readiness could be expanded
throughout the state as a way for districts to
fulfill MCDM targets for career awareness,
exploration, and preparation. Michigan HOSA,
Career and Technical Education (CTE), job
shadowing, and career pathways content are -‘ﬁ%

avenues worth considering to expand
students’ healthcare career readiness.
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Michigan HOSA

Many students are preparing for the future by participating in extracurricular activities, groups,
and clubs. One of the longest-standing activities in Michigan is HOSA-Future Health

Professionals. Michigan HOSA (MI HOSA) has been working with schools for over 25 years and has
grown to serve just over 7,950 students in the 2024-2025 school year. HOSA is a “viable solution
to health industry shortages” (HOSA-Future Health Professionals, n.d.) because it equips future
healthcare workers with tools necessary for the workplace, like leadership, technical, and
communication skills through competitive events, according to Samantha Pohl, Associate
Director of MI HOSA.

Figure 1: Michigan HOSA

Expand Middle School Chapters Chapter__l\_([ap

Only three percent of Michigan participants were middle l _

schoolers during the 2024-2025 school year, according - _. '_:\U,—l

to Pohl. Many educators believe middle school is the best ST . /ftv;

. s . . /e
time for individuals to start exploring careers (Association E y ¢ " &

for Career and Technical Education & Career Cruising, v F l~
2018; Field, 2022). Expanding MI HOSA to middle schools i
is an opportunity to increase exposure to healthcare
careers for students during their formative years. Adding
middle school chapters in areas with an existing high
school chapter could be the first step, increasing the

longevity of students' participation in the program.

Each blue square represents one
Michigan HOSA chapter (Ml HOSA, n.d.)

Expand to Unrepresented High Schools

HOSA participation in high school focuses on teaching students skills and knowledge they may
use in a future healthcare career. HOSA alumni who choose to work in healthcare in their
hometowns will ultimately increase their regions’ healthcare workforce capacity. However, few
HOSA chapters exist in areas with the greatest workforce needs (LEO & ORP, 2024; Poverty
Solutions at the University of Michigan, 2022; Rhyan et al., 2022; Rhyan et al., 2023). Most schools
affiliated with MI HOSA are in and around southeastern Michigan (see map above) (Ml HOSA,
n.d.). The priority for high school chapter expansion will be in areas of the state that are currently
underrepresented and often rural.
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Employer Engagement

Engaging employer partners will be critical to grow MI HOSA. The costs associated with

membership and travel for competitions are common barriers to entry for new chapters. Local

employers should be engaged and encouraged to sponsor the new chapters, thereby reducing

costs. Employers can benefit from this partnership by gaining access to students who are

interested in health science careers and who live in their area. By investing in students’

healthcare career exploration and achievement, employers can assist in the early career

development of potential future employees.

Expanding MI HOSA by opening additional chapters will allow more middle and high school

students statewide to participate. Districts can use Ml HOSA participation as an MCDM middle

school career exploration activity and as a high school career preparation activity (MDE, 2024).

Career and Technical Education

One avenue for students to explore healthcare careers is
through participation in Career and Technical Education
(CTE). CTE prepares students for the workforce through
four components: classroom instruction, technical skills

training, work-based learning, and leadership
opportunities (MDE, n.d.-a). High school CTE participants
can earn industry-recognized certifications or
credentials, receive college credit, connect with local
employers, and develop workplace readiness skills (MDE,
n.d.-b). Participation in CTE meets MCDM high school
targets, like career preparation and building a talent
portfolio (MDE, 2024).

®

What is a “"CTE
entity”?

A CTE entity is an
overarching term for a
system that offers CTE
programs, such as a local
school district, an ISD
consortium, or an area
career center (MDE,
OCTE, n.d.).

Students’ access to CTE opportunities is not equal across the state. Not every ISD offers health-
related CTE programming (MDE, Office of Career and Technical Education [OCTE], 2024). There
are also inequalities in the types and variety of Health Sciences CTE opportunities offered to

students. Decisions on what courses to offer and how many, especially regarding any courses

that lead to a credential, are often determined by the number and educational/experiential

backgrounds of each CTE program's instructors.
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Employer-led collaboratives (ELCs) may support the success of CTE. ELCs are regional
partnerships among industry-specific employers that identify talent demand and challenges.
Regional healthcare employers may consider convening to provide input on CTE credential
offerings that meet their workforce needs.

ELCs can guide the healthcare career development of local students by identifying the CTE
credentials that are most important to growing their local workforce. As a result, employers and
their surrounding CTE entities can work toward creating more courses that lead to particular
credentials. The employer partners can also consider contributing funding toward hiring more
CTE instructors. Ultimately, employer-led initiatives may be critical to changing the landscape of
CTE instruction and developing the healthcare workforce.

The Health Sciences CTE program at Ontonagon
Area School in the Upper Peninsula only offered
one CNA credentialing course in 2023-2024. In
comparison, a Health Sciences CTE program

serving more students, Kent Career Center in
Grand Rapids, offered seven diverse
credentialing courses that same school year
(MDE, OCTE, 2024).
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Best Practice Spotlight: ReadyCT

ReadyCT is a collaborative whose mission is to "“advance academic excellence and
career-connected learning for all public school students in Connecticut through
collaboration with business, civic, and education leaders” (ReadyCT, n.d.-c). ReadyCT
offers several programs that focus on connecting classroom instruction to careers.
One such program is their Career Pathways program, in which an advisory board
comprising business and school leaders, teachers, education organizations, and
students informs classroom lesson instruction. Students gain employability skills and
have the opportunity to earn industry-recognized certifications. Industry employers
benefit by developing a homegrown workforce with specific skills and talent that
meets their needs (Hartford Foundation for Public Giving, 2024; ReadyCT, n.d.-b;
ReadyCT, n.d.-a). During the 2023-2024 school year, over 2,700 students participated
in one or more work-based learning experiences through the 230+ businesses
partnered with ReadyCT. Of special note, 600+ students participated in paid work
experience (ReadyCT, 2025).

Job Shadowing

Some employers are recognizing the importance of job shadowing and are prioritizing
engagement with high school students. Job shadowing allows students to understand the
realities of a healthcare professional’'s work and is a common activity for those involved in CTE
(MDE, n.d.-c). Since individuals can learn a lot about a potential career by shadowing a
professional (Kent ISD, n.d.), encouraging students to participate in job shadowing or
observational experiences should be a priority for high schools. Job shadowing is an activity that
can fulfill the career clusters and pathways target in the MCDM for middle and high school
students (MDE, 2024). However, opportunities are not equally accessible for all individuals, as a
statewide system for job shadowing and observation experiences does not yet exist.
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Best Practice Spotlight: Discover Covenant

Covenant HealthCare launched a program in summer 2024 for recent high school
graduates living in the Saginaw area to get exposure to the different healthcare
careers offered at the health system. According to Christin Tenbusch, Director of Care
Experience and Organizational Development, and Jill Jarvis, Manager of Clinical
Development and Education, Discover Covenant employed 15 high school grads from
June to August to shadow a preceptor in a different department each week.
Participants were assigned departments based on their interests. At the end of the
program, participants learned about the available gateway positions at Covenant.
Several of the participants were hired in entry-level roles in their favorite departments.
The program will return this summer and hopes to accept more participants (Michigan
Health & Hospital Association [MHA], 2025).

A School Counselor, teacher, parent, or individual may organize the job shadowing experience.
However, with the current lack of statewide organization in this process, finding and organizing
an experience can be complicated and time-consuming. The organizer needs expertise in this
area to do it successfully, or they need to have a personal connection to the employer who can
help them coordinate the placement.

Healthcare employers, regardless of size, can offer equally
beneficial job shadowing opportunities. Shadowing in various

healthcare settings will allow individuals to experience the @
variety of jobs and lifestyles a healthcare career can offer. What is
However, smaller sites may not have the staff time to market "ACEMAPP"?
and organize these experiences.

ACEMAPP is an

Expanding Job Shadowing and Observation online platform
A statewide database could improve students' access to for healthcare
education,
compliance, and
recruitment.

healthcare job shadowing and observation opportunities
across the state. Such a database could allow all types of
employers to post their offerings so students can find and sign

up for relevant opportunities in their area.
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Best Practice Spotlight: ACEMAPP in Georgia

ACEMAPP is one product currently being used to organize and facilitate job
shadowing and observation experiences. Using ACEMAPP to arrange these
experiences for high school students and others looking to explore healthcare has
gained traction in Georgia. In 2024, 2,650 individuals arranged and participated in an
experience across 39 organizations. However, in Michigan, the numbers are
significantly smaller: 210 individuals across 12 organizations.

More than 80 hospitals and healthcare employers in Michigan already use ACEMAPP
to arrange student clinical education placements. Expanding the offerings available
to those looking for jolb shadowing opportunities should become a priority. Many of
these employers are affiliated with doctors' offices and non-acute care facilities,
where they can also begin offering experiences from these locations.

By utilizing a central system, schools will have a tool to aid students in finding and coordinating
opportunities. It will also benefit healthcare employers by providing an efficient process to
introduce their organizations to potential employees.

Pathways Content

Developing career pathways is growing in popularity as a solution to grow and retain the
healthcare workforce. Career pathways reference the steps and actions needed for individuals
to prepare for a specific healthcare career. They can be implemented to target and grow
specific demographic representation in professions with low diversity or those that do not reflect
the populations or communities they serve (Taylor et al., 2019).
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Types of Career Pathway Programs

@ Navigation pathway program: Provides resources and information about

d ¢ entering a career pathway and opportunities to exit and reenter the pathway.

Intervention pathway program: Aims to facilitate an individual's start,
continuation, or reentry into a career pathway.

Education-based pathway program: Facilitates career advancement by

,
O

Es=Ss)
=!=

shortening required education or training programs.

Employer-led pathway program: lllustrates and guides new or current

u”u’%ﬁo

employee career advancement within an organization.

Pathways are a powerful tool in career navigation, and exploring career pathways is a building
block of the MCDM (MDE, 2024). Existing healthcare career pathways and content are disjointed,
and available information is often conflicting. Each program has different activities, scopes of
support, and definitions of occupation trajectories. This lack of cohesion leads to duplication of
efforts, inefficiencies in growing the healthcare workforce, and missed collaboration
opportunities. A new healthcare career pathway resource could be developed that is accessible
statewide and includes all of the parts of a pathway for every healthcare career. An online tool
like this could expand available information and resources to students, their parents, and School
Counselors.

Healthcare stakeholders provide resources on healthcare careers through navigation pathway
programs; however, there is no universal pathway structure. Industry and education stakeholders
may consider collaborating to create a shared definition of pathways. Their decisions will guide
the development of future tools and resources for exploring healthcare careers.
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Recommendation #2: Launch a
communications campaign

When students consider careers in healthcare, some picture nursing, pharmacy, or medicine and
work in a hospital as their limited options. Stakeholders may consider investing in a campaign
targeted toward students, parents, educators, and School Counselors. The campaign will
highlight the value of healthcare careers and the opportunities they provide. Sparking interest in
the full breadth of healthcare careers will be critical to growing the workforce. A large
collaborative and financial investment will be needed to fully implement this kind of campaign.

Best Practice Spotlight: MI Hospital Careers

One successful communications campaign is MHA's “MI Hospital Careers.” The
campaign promotes the necessity and availability of healthcare jobs in hospitals,
both clinical and non-clinical. It targets high school and college students while also
sharing education and financial resources that can assist those interested in gaining

the requisite education and experience to become healthcare professionals (MHA,
2023; MHA, n.d.).
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Pillar 2: Improve Access to
Healthcare Education

The following pillar will take a
deeper dive into healthcare
education, including funding and

support for learners, gaps in the
process, and recommendations to
support and expand existing work.

Encouraging students to explore healthcare occupations is an essential first step in growing
the healthcare workforce. The next is providing accessible and attainable educational
opportunities for students to receive the necessary credentials and degrees. These range from
certificates and credentials offered through CTE programs and apprenticeships to advanced
degree programs in health professions at postsecondary institutions.

Challenges exist in access and affordability, evidenced by declining enrollment across all
educational settings (Marcus, 2022; Meyer, 2023). More Michiganders are choosing to forgo
postsecondary education in general and in healthcare specifically (Causey et al., 2025).
Despite these challenges, solutions have emerged that overcome educational barriers. In
some cases, employers are becoming more active and intentional about developing their own
talent. Other efforts aim to break down geographic barriers to healthcare education by
creating innovative partnerships between institutions. The following pillar will take a deeper
dive into healthcare education, including funding and support for learners, gaps in the
process, and recommendations to support and expand existing work.
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Recommendation 1: Remove geographic
barriers to accessing healthcare education
so Michiganders can earn and learn where
they live

EPIC Consortium

One challenge of traditional postsecondary education for students is that their options are
limited to what is offered nearby unless they relocate. For instance, there are no dental hygiene
programs in Michigan north of Ferris State's in Big_Rapids (Slootmaker, 2024). The Educational

Programs in Collaboration (EPIC) Consortium is an innovative education model targeted to

improve accessibility (Michigan Workforce Training and Education Collaborative [MWTEC], n.d.-
a; MWTEC, n.d.-d). EPIC solves the issue of geographic program availability by allowing students
to complete their program-specific classroom learning online while receiving local, in-person
training to develop clinical competencies. Students pay an in-district tuition rate for their
courses, regardless of whether the college offering them is in their district (Michigan Colleges
Online & MWTEC, n.d.). In turn, the EPIC Consortium benefits participating educational institutions
because the high costs of running their programs, especially those requiring expensive
equipment, are shared equally among the colleges (MWTEC, n.d.-a).

The EPIC Consortium currently offers ten healthcare education and training programs. There is an
opportunity to expand this education model to include more healthcare occupations, which
would eliminate geographic barriers to education for many more students.

EPiC Consortium healthcare programs include:

Anesthesia Technology Medical Assisting
Community Integrated MRI Technology
Paramedicine Neurodiagnostic (EEG)
Computed Tomography (CT) Technology
Technology Radiography

Invasive Cardiovascular Technology Surgical Technology

LPN Apprenticeship
(MWTEC, n.d.-c).
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Employer and Educator Partnerships

While the entire state has a healthcare workforce shortage, the effects vary by region and
geography. Both urban and rural communities face their own set of unique challenges that can
make attracting and training talent difficult. Rural communities may lack access to nearby
postsecondary programs. Further, they may be limited in attracting outside talent to move to
their communities. Urban areas may face recruitment challenges due to a higher cost of living
and greater competition between health systems and other employment opportunities. Urban
and rural communities have realized that a one-size-fits-all approach is often ineffective when it
comes to their unique workforce needs. An emerging trend in local solutions is “grow your own”
programs.

"Grow your own" programs originally started as a workforce solution to address educator
shortages (Gist, 2022) and have been adopted by other industry sectors. Employers leverage
partnerships with local higher education institutions to access, train, and upskill talent from their
communities to fill vacancies.

Best Practice Spotlight: Henry Ford College and
Corewell Health

Henry Ford College (HFC) and Corewell Health created the Nurse Immersive Clinical

ready and stay in southeast Michigan. HFC nursing students in the program receive
tuition scholarships and temporary part-time paid positions during school, participate
in clinical placements at Corewell facilities and an “Immersive Onsite Practicum” in
their final semesters, and are guaranteed full-time employment for at least two years

after graduation. In turn, Corewell Health receives a “consistent pipeline of highly

skilled nurses who will enter their profession with customized training, a broad
knowledge base, and direct experience in the Corewell Health model of patient care”
(Henry Ford College, 2023).
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Best Practice Spotlight: Healthcare Pathways Consortium
in the Eastern Upper Peninsula

The Healthcare Pathways Consortium in the Upper Peninsula ensures students’ prior
healthcare experience counts and transfers between each educational institution.
Sault Area High School and Career Center (SAHCC), Bay Mills Community College
(BMCC), Lake Superior State University (LSSU), and MyMichigan Medical Center Sault
created the Healthcare Pathways Consortium program in the fall of 2024 (Perez,
2024). Students completing the Health Sciences CTE program at SAHCC can receive
credits that transfer to BMCC and LSSU. Students who complete their Associate of
Science in Health Science degrees at BMCC can transfer their credits to LSSU and
apply to the nursing program with preferential status in the application review
process.

Students utilizing the transfer pathways through the Consortium receive training
opportunities like internships, clinical rotations, apprenticeships, and simulation
experiences at MyMichigan Sault. Even CTE students at SAHCC participate in a day-
long job shadowing opportunity at MyMichigan Sault in two different departments to
learn about the types of healthcare professionals who work in hospitals and the job
duties they perform.

Educational partners in the Consortium say that they are no longer trying to compete
but are now supporting and promoting one another to reach a shared goal for their
organizations and community. They are in the process of trying to replicate this
solution with other programs. The consortium model is an example of an education-
employer partnership that can be replicated in other areas of the state.

Based on the case studies, there are opportunities to create and continue the expansion of
regional employer-postsecondary partnerships to increase the healthcare workforce in each
community.

Although the creation of these partnerships can seem daunting, promoting statewide guidance,
standards, and lessons learned could accelerate the growth of these promising programs. Best
practices from current programs can be gathered to create a “playbook” that may assist in
implementing regional solutions. Resources in this playbook can include examples of articulation
agreements, marketing strategies, affiliation agreements, etc.
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MHC has developed a searchable database of healthcare
workforce initiatives to highlight what exists in Michigan and
beyond. To learn more or add your own initiative, please visit

mhc.org/initiatives.

Healthcare Apprenticeships

Apprenticeships provide an opportunity for individuals who might not otherwise be able to afford
tuition or relocate near a postsecondary institution to earn a healthcare credential or degree.
The main components of a registered apprenticeship include on-the-job training from an
employer, a wage during their training that increases as their skills develop, and supplemental
education. Apprenticeships are a great asset to employers because they can tailor their
employees' training and fill gaps in the workforce more quickly. Acquiring an apprenticeship can
be an appealing choice because an apprentice does not need to pay for their education and
they earn a "portable, nationally-recognized credential within their industry” (United States

Department of Labor, Office of Apprenticeship, n.d.) at graduation.

Best Practice Spotlight: LPN Apprenticeship Program
Collaboration

Several healthcare employers are offering Licensed Practical Nurse (LPN)
apprenticeship programs as part of a statewide collaboration with the Michigan
Workforce Training and Education Collaborative (MWTEC), local Michigan Works!
agencies, and West Shore Community College. The collaboration was designed to
help employers advance their incumbent workforce, such as Nursing Assistants,
Medical Assistants, and other patient care professionals, more easily. Apprentices
complete required on-the-job training with their employers and complete the related
technical instruction online through West Shore Community College. At the end of the
apprenticeship program, students are eligible to take the national LPN licensing exam

(MWTEC, n.d.-b). According to Jan Karazim, WIN Workforce Program manager, the

first cohort launched in August 2024 with nine apprentices from long-term care,
rehab, and county medical facilities across the state. The program is prepared to
accept up to 32 apprentices for the second cohort, which starts in August 2025.
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Apprenticeships provide opportunities to grow the workforce; however, active healthcare
apprenticeship programs are not evenly distributed across the state (LEO & Michigan Center for
Data and Analytics, 2025). Starting new government-approved apprenticeship programs
requires significant effort and can be challenging for employers (Ml Apprenticeship, n.d.-b).
According to a study of employers with apprenticeship programs, 42 percent reported
challenges with the registration process and finding appropriate resources to guide them (Skills
for America’s Future, 2015, p. 5). Expanding the number of apprenticeship intermediaries and
developing a communication campaign to encourage more employers to develop
apprenticeship programs can be considered to address barriers.

Intermediaries

Many employers could benefit from working with an apprenticeship intermediary, a third-party
organization that sponsors an apprenticeship program. An apprenticeship intermediary handles
the development, administrative tasks, and marketing of an employer’s registered
apprenticeship program (Ml Apprenticeship, n.d.-b). Several organizations are apprenticeship
intermediaries, including the Michigan Primary Care Association (MPCA) (MPCA, 2023), the
Workforce Intelligence Network (WIN) (MI Apprenticeship, n.d.-a), and nearly every Michigan
Works! agency (LEO, n.d.-b).

More organizations could become apprenticeship intermediaries to expand the number of
organizations with healthcare apprenticeship programs in the state. These healthcare-focused
apprenticeship intermediaries would be knowledgeable in navigating the added challenges with
licensure for healthcare occupations (Lerman, 2022) when developing and maintaining the
apprenticeship standards.

Communications

To broaden awareness of registered apprenticeship programs, stakeholders may consider a
communication campaign to educate healthcare employers about the benefits of registered
apprenticeships. Michigan agencies like LEO (LEO, n.d.-c) and Michigan Works! (Michigan Works!

Association, n.d.) already have registered apprenticeship information and resources available on
their websites, but targeted communication efforts specific to healthcare apprenticeships and
sharing resources about how they can start their own programs could increase buy-in from more
employers.
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Recommendation 2: Prioritize transparency
and efficiency in healthcare education
pathways

MiTransfer Network

When students transfer between colleges, not all credits earned transfer with them. Despite this,
transferring between schools on the way to a degree is the norm in Michigan. 52 percent of
students who earn a bachelor's degree (Shapiro et al., 2017) and 40 percent of graduates with
bachelor's degrees in healthcare-related programs (Taylor, 2019) attended a community college.
The Michigan Transfer Network (MTN) is an initiative that facilitates students’ credit transfer from

one postsecondary institution to another, primarily from a community college to a
baccalaureate program. Representatives from two and four-year institutions collaboratively
lead the MTN (MTN, n.d.-a).

One of MTN's initiatives was the development of MiTransfer Pathways, which are "multi-

institutional articulation agreements” (MTN, n.d.-b) between several community colleges and
four-year institutions. Each MiTransfer Pathway identifies a set of agreed-upon major-specific
courses at community colleges that will transfer and count toward the bachelor’'s degree
requirements at participating four-year institutions. There are five healthcare and health-related
MiTransfer Pathways: Biology, Exercise Science, Psychology, Public Health, and Social Work (MTN,
n.d.-b).

Despite the progress made, gaps remain in supporting transfer students. Faculty and
administrators from Michigan's postsecondary institutions should consider expanding the
MiTransfer Pathway to include more healthcare majors. Within the established MiTransfer
Pathways and any newly created pathways, MTN leaders may also consider increasing the
number of universally accepted major-specific courses that earn credit toward a bachelor's
degree. The number of major-specific courses recognized by each Pathway varies: the
psychology MiTransfer Pathway recognizes the fewest (MTN, 2022a), and the public health
MiTransfer Pathway recognizes the most (MTN, 2022b). Overall, the expansion of MiTransfer
Pathways may be helpful in reducing the number of courses transfer students have to retake to

earn a four-year healthcare degree.
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Bridge Programs

Healthcare professionals who want to advance or change careers to another occupation usually
must return to school. When returning to school, they often need to take the same number of
courses as individuals in the same program with no healthcare experience. This creates a barrier
for current healthcare workers who must invest more time and money into their education to earn
a certificate or degree.

In response to this barrier, some postsecondary institutions offer bridge programs for healthcare
workers with prior credentials and experience to take an accelerated educational path to
another career. This also applies to students who received a degree or credential in the same
field. For example, many universities offer advanced standing Master of Social Work (MSW)
programs to students who earned a baccalaureate degree in social work from a program

accredited by the Council of Social Work Education (Council on Social Work Education, n.d.).

These programs reduce the length of the program from two years to one year. Other common
educational bridge programs include LPN-to-RN (Monroe County Community College, n.d.) and
RN-to-BSN (Oakland University, n.d.). There are also second-degree BSN programs for students

who previously earned a bachelor's degree in another major (University of Detroit Mercy, College
of Heallth Professions & McAuley School of Nursing, n.d.). Postsecondary institutions may consider
prioritizing bridge programs to facilitate the advancement of current healthcare professionals,
which will help the workforce meet our state's healthcare needs.

Best Practice Spotlight: Delta College

Delta College has a Licensed LPN/Paramedic to RN track where LPNs or Paramedics
with at least one year of full-time equivalent work experience can complete their
associate degree in nursing (ADN) in 16 months (Delta College, n.d.). Delta’s bridge
program, operating for 25 years, attracts participants from all over the state of
Michigan because of the lack of similar programs. Each year, between 20 to 30 new
students are accepted into the program.

According to Daisy McQuiston, Professor of Nursing at Delta, many of the
participants did not have initial plans to become an RN or weren't initially able to be
successful in an RN program due to life circumstances. However, McQuiston notes
that the lived experience of the LPN and Paramedic students in the program helps
them gain valuable real-world knowledge from one another because their
experiences are so rich. Furthermore, once participants are licensed RNs, their prior
healthcare experience improves the quality of nursing care they provide.
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Other healthcare professions could bridge to a nursing degree, but programs bridging these
occupations do not exist in Michigan. Nursing schools may consider creating new programs for
professionals with direct patient care experience. Such bridge programs may include
occupations that fall under the direct care workforce (Public Sector Consultants, 2021), like Home
Health Aide to LPN or CNA-to-LPN (Mount Wachusett Community College, 2024), or other
related occupations involving patient support, like MA-to-LPN (Northeast Wisconsin Technical
College, n.d.).

Although there are many bridge programs in the nursing field, there are significantly fewer for
other healthcare occupations. Degree programs in similar professions may consider
collaborating to see if they can create these bridge programs.

Best Practice Spotlight: Santa Fe College in Florida

A potential bridge program that could be replicated in Michigan is Dental Assisting
to Dental Hygiene. Santa Fe College's Dental Hygiene Bridge program, accredited
by the American Dental Association, reduces the time to become a Dental Hygienist
from two years to 15 months. The program builds on the knowledge and skills of
Certified Dental Assistants with a minimum one year of chairside experience to
prepare them to perform additional dental services, like sealants, fluoride treatment,
and X-rays.

The program also prioritizes applicants who are on active duty in the U.S. Armed
Forces or are veterans. Program graduates are eligible to sit for the Dental Hygiene
National Board and state licensure examinations (Santa Fe College, n.d.).
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Pillar 3: Increase
Experiential Education
Capacity

This pillar will elaborate on
opportunities and examples of
increasing training site options,
supporting and incentivizing

facilitators, and data analysis that
will help drive expanded
experiential education capacity in
Michigan.

The required experiential learning for students pursuing healthcare education is fundamentally
necessary to produce skilled, competent, and confident practitioners. While critical to
healthcare education, finding, arranging, and staffing these experiences is a barrier to the
growth of the healthcare workforce. The shortages of clinical education facilitators and
traditional training sites have contributed to a restricted pipeline of future healthcare
professionals. Continued collaboration between healthcare organizations and educational
institutions is necessary to support and expand the flow of students through requisite
experiential learning, especially in clinical placements and residencies. This pillar will elaborate
on opportunities and examples of increasing training site options, supporting and incentivizing
facilitators, and suggested data analysis that will help drive expanded experiential education
capacity in Michigan.

The shortages of clinical education facilitators and traditional
training sites have contributed to a restricted pipeline.
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Recommendation 1: Expand access to local
opportunities for all professions

Placing students at alternative, community-based, and medically underserved sites can
decrease reliance on acute care sites for experiential and clinical training. Schools and programs
may consider partnering with local organizations and entities to identify untapped locations
where students can complete requisite experiential learning. Each community has different
characteristics, including culture, strengths, and health needs. Educational institutions may find
new, engaging, and valuable experiences that can enhance educational outcomes and address
community needs. Programs, students, and communities can all benefit from creative
experiential learning partnerships with new sites.

Best Practice Spotlight: Signature Partnership Initiative at
the University of Louisville

The University of Louisville entered into a university-wide partnership with the West
Louisville community to “improve the quality of life for residents” (Cunningham et all.,
2015, p. 20). The Signature Partnership Initiative prioritized the best practice of
"community-based teaching, research, and service” (Cunningham et al., 2015, p. 20).
As a result, students in health professions and social and human services programs
completed clinical placements and service-learning at K-12 schools, community
health organizations, homeless residences, and churches, among others. The
partnership improved the relationship among the university, its students, and the
greater community (Cunningham et al., 2015; University of Louisville, Community
Engagement, n.d.).

Educational institutions have already been creative in finding some of these opportunities. These
can include nursing placements at overnight or day summer camps (Williams et al., 2024),
dietetic placements at state agencies administering child nutrition programs (United States
Department of Agriculture, Food and Nutrition Service, 2024), and rotations at adult daycare
centers and prisons (Advisory Committee on Interdisciplinary, Community-Based Linkages, 2018,
p. 14). Another type of placement that has been underutilized is long-term care (LTC), including
nursing homes, retirement communities, hospice care, etc. Institutions might prioritize placement
in LTC settings, as the demand for healthcare is growing proportionally to the percentage of
Michigan's population that is aged 65+ (Rhyan et al., 2023).
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Healthcare delivery sites that do not host experiential or clinical education opportunities should
be empowered to begin to accept students and trainees. Sites not already in partnership with
educational programs may need help starting the process of accepting students, particularly if
they have a small staff. Institutions and organizations that have successfully partnered or
provided creative experiential learning opportunities could share best practices and resources,
such as dffiliation agreement templates, for others to replicate.

Recommendation 2: Address limited
nursing clinical education facilitators

Facilitators are required to lead nursing students through experiences at clinical sites. Staffing
enough facilitators is a consistent bottleneck, especially in nursing, as Registered Nurses are the
state's third-largest occupation group by size (Linskey, 2023, p. 10). The solution to the shortage
will require creating better incentives and recognition methods that consider clinical educators’
needs.

The two main types of nursing clinical education facilitators are preceptors and clinical faculty.
Preceptors are usually employed by a healthcare facility and supervise students one-on-one
(University of Tulsa, 2024). Clinical faculty are employed by a postsecondary institution (Ownby et
al., 2012) and teach groups of up to eight students part-time or full-time (Mich. Admin. Code R.
338.103050, 2024). Michigan is experiencing a shortage of both preceptors and faculty. This has
led nursing programs at all degree levels to turn away students. One of the most reported
reasons is the faculty vacancy rate; in 2023, the national rate was 7.8 percent (Byrne et al., n.d.).
Additionally, the existing nursing faculty workforce is nearing retirement age (American
Association of Colleges of Nursing, 2024). We must prepare not only to grow but also to replace
the clinical nursing faculty workforce. Similarly, the limited supply of preceptors creates
restrictions for education and training programs on the front end, as “the insufficient number of
well-prepared clinical preceptors contributes to the inability of schools of nursing to accept,
educate, and train more students” (National Advisory Council on Nurse Education and Practice
[NACNEP], 2024, p. ).

The national vacancy rate for faculty was 7.8 percent in

2023 according to the American Association of Colleges
of Nursing (AACN).
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Facilitator Incentives

Preceptors

Incentives for preceptors are essential because they are typically expected to maintain the
same caregiving responsibilities and workloads even when taking on the extra work of training a
nursing student (Livingstone, 2024; NACNEP, 2024). Many postsecondary institutions offer
incentives to preceptors, including free continuing education opportunities, university library
access, and institutional recognition or awards (AACN & American Organization for Nursing
Leadership [AONL], 2020; Grand Valley State University, 2024; U-M School of Nursing, 2023).
Some preceptors are compensated by their employers for training_students (Block et al., 2022);

however, this is not a common practice.

While these existing incentives are important, they are not significant enough to attract a
sufficient supply of preceptors. Preceptors are vital in educating and training the future
healthcare workforce but are often under-recognized. Increasing opportunities to recognize
preceptors for their work may encourage them to continue serving as preceptors in the future
(Benny et al., 2022; Livingstone, 2024).

Faculty

Experienced nurses are in high demand, and working as clinical faculty does not usually offer
competitive wages compared to other opportunities (Falkenstern & Ridenour, 2023). Educational
institutions offer clinical faculty many of the same benefits preceptors receive (AACN & AONL,
2020) in addition to reduced tuition for themselves and family members (Grand Valley State
University, 2024) and discounts for athletic events (Michigan State University College of Nursing,
n.d.). Providing a competitive wage and better recognizing the critical role of clinical faculty in
developing the nursing pipeline are essential incentives.
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Best Practice Spotlight: Collaboration at Cleveland Clinic

The Cleveland Clinic is incentivizing and prioritizing nursing education facilitators
through innovative initiatives.

Preceptor Council

The Cleveland Clinic established an APRN Preceptor Council so preceptors could be
empowered to improve the quality and quantity of their services. Members of the
Council are encouraged to recruit nurses who they believe have the right skills to
become preceptors. Internally, preceptors provide ongoing updates and feediback
about their students. They can indicate their capacity on the internal precepting
software to choose whether to take on additional students. Preceptors are also
recognized for their efforts during performance reviews (Cleveland Clinic, 2022).

Deans’ Roundtable

The Cleveland Clinic and several northeast Ohio nursing schools created the Deans'
Roundtable Faculty Initiative to reduce the nursing faculty shortage in their region.
The Initiative encourages nurses in the area to serve as faculty and runs a
comprehensive database that matches potential faculty with teaching opportunities
at participating nursing schools (Cleveland Clinic, n.d.-c). Nurses can specify their
preferences for the types of nursing education they wish to teach, such as clinical,
classroom instruction, skills lab, etc. (Cleveland Clinic, n.d.-a). Educational
administrators post faculty positions to the database and can track applications
through the database as well (Cleveland Clinic, n.d.-b). The Initiative also offers
supplementary faculty development education, such as Continuing Nursing Education
and a faculty development program (Cleveland Clinic, n.d.-d).

Healthcare organizations in Michigan should identify what their nursing community values and
build incentives that will attract nursing education facilitators. Building a team of prepared and
skilled nurses dedicated to teaching the next generation is vital to meeting Michiganders’
healthcare needs.
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Access to Training

Providing access to training is necessary to develop the pool of existing nursing education
facilitators. MHC offers a Nurse Preceptor Toolkit, a Clinical Faculty Academy Toolkit, and a

Nurse Mentoring Toolkit (MHC, n.d.) to nursing organizations at no cost. The Nurse Preceptor

Toolkit includes topics on emotional intelligence, compassion fatigue, and preventing burnout,
which are related to some of the reasons why nurses indicate they want to leave the profession
altogether (American Nurses Enterprise, 2024). These topics are often absent from preceptor
curricula (Michigan Center for Nursing, 2024). We recommend that MCN work with other Michigan
nursing organizations to promote the utilization of the toolkits across the state and continue to
add to their offerings. Currently, the toolkits are downloadable resources but do not offer
orientation or instructional guidance on presenting them. These and other resources could be
developed into lesson plans and courses that organizations can more easily implement.

Recommendation 3: Invest in a project to
understand our state’s clinical capacity

We currently do not have a way to calculate
Michigan'’s clinical education capacity. This limits our
understanding of which occupations, regions, sites,
specialties, etc. need more support in growing their
capacity to meet the experiential learning
requirements of students studying to become
healthcare professionals. Additionally, stakeholders do
not know if their capacity-building initiatives are
making an impact.

Research is
Stakeholders mqy consider aIIocat.ing the necessary needed to inform
resources to design, develop, and implement a
research project to calculate our state’s clinical partners where
education capacity. The project would require a to prioritize their

significant investment and effort to be executed.

efforts.

However, it will inform partners with a stake in the
healthcare workforce where to prioritize their efforts.
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Pillar 4: Explore
Recruitment and
Retention Strategies

In this pillar, we discuss employee
career development opportunities,
recruitment and retention
strategies for rural communities,
and the importance of data to
inform retention initiatives.

3

Improving recruitment and retention are key strategies for healthcare employers and
organizations. The workforce capacity of Michigan’s healthcare ecosystem is not currently
equipped to meet the needs of, what Rowe et al.’s claim is, “previously unimagined numbers of
sick older persons” (2016, p. 1). Simply put, we are not producing enough new healthcare
professionals to replace those leaving.

In this pillar, we discuss employee career development opportunities, recruitment and
retention strategies for rural communities, and the importance of data to inform retention
initiatives.

Simply put, we are not producing enough new healthcare
professionals to replace those leaving.
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Recommendation 1: Prioritize access to
career development for all workers at
all stages

Retaining healthcare workers is a challenge. A perceived lack of career growth and
advancement opportunities is a top reason for dissatisfaction at work and turnover (DeCarbo,
2024). Career development can result in increased job satisfaction and prepare an organization
for its future needs (Wilkes & Bartley, 2007). While some healthcare organizations provide career
development support and opportunities to their employees in an effort to retain staff, offerings
vary depending on the organization’s size and financial resources. We highlight three different
career development strategies: employer-led career pathways, mentoring, and alternative work
opportunities.

Employer-Led Career Pathways

One career development strategy is the promotion of employer-led career pathways, such as
career ladders and lattices, which illustrate and guide employee career advancement within an
organization. Career ladders are specialized pathways of progressively higher or more advanced
positions that individuals can work towards, hold more responsibility, and earn higher wages.

Clinical ladder programs (CLPs) develop bedside nurses' clinical and professional expertise
(Moore et al., 2019). Nurses move up the clinical ladder by demonstrating their skills,
competencies, and independence, and attaining higher levels of education. Typically, CLPs are
used to retain nurses by recognizing their development and encouraging them to continue
growing in their careers (Bitanga & Austria, 2013). Some CLPs compensate nurse participants for
advancing up the ladder (Moore et al., 2019), like MyMichigan Health (MyMichigan Health, n.d.)
and Corewell Health (Corewell Health, n.d.). Ultimately, nurses participating in CLPs benefit from

greater recognition from their organizations and increased opportunities for growth and
development (Bitanga & Austria, 2013; Reich et al., 2020).

Apprenticeships can be part of a career ladder when they are developed by organizations to
upskill their staff into higher positions. See Pillar 2 for a discussion of apprenticeships.
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Similarly, career lattices move employees through various jobs within an organization; however,
some jobs within the lattice may be lateral or less advanced but provide diversity in types of roles
and responsibilities (EDSI, n.d.). Employer-led career pathways offer prospective and incumbent
workers the opportunity for recognition and upskilling, improving workforce growth and retention
(Prince & Mills, 2003).

Historically, healthcare employers have offered career pathways to entry-level employees
(Frogner & Skillman, 2016) and nurses (Van Camp & Chappy, 2017), as they have an especially
difficult time retaining these professionals. However, there is an opportunity for employers to
develop career pathways for all healthcare workers, regardless of their current occupation.
Healthcare employers can consider building defined pathways for advancement across all
stages of careers.

Best Practice Spotlight: Select Medical - Go Anywhere
With Us

One healthcare organization dedicated to career development opportunities is
Select Medical. Select Medical runs critical illness recovery hospitals, inpatient
rehabilitation hospitals, and outpatient rehabilitation centers in many states, including
Michigan (Select Medical Corporation, n.d.-b). The company created an internal
platform called "Go Anywhere With Us” to promote employee career development

(Select Medical Corporation, n.d.-a). The platform allows employees to explore

potential career paths and options, access training and educational resources, and
more. It also contains a feature for employees to build a profile listing their career
goals, skills, special interests, and accomplishments. The profile is then shared with an
HR representative and the employee’s supervisor so they can outline a professional
development plan, provide support, and define a path toward achieving an
employee's career goals (SelectMedicalTV, 2022).
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Mentoring

Mentoring is a career development strategy where a more experienced employee is paired with
a newer, less experienced employee. The mentor is a familiar face that the mentee can go to for
professional advice and help adapting to the workplace. Research indicates that mentoring
builds a mentee's bond to their organization. It can help them feel more supported and valued
and reduce their stress. These feelings can increase their commitment to an organization and
lower their levels of burnout (Cavanaugh et al., 2022; Fleig-Palmer & Rathert, 2015). Mentorship
participation can also increase job satisfaction and organizational commitment for mentors
(Ghosh & Reio, 2013).

Mentorship is a significant part of nurse residency programs (NRPs). NRPs are paid programs for
newly licensed nurses that guide them through the transition from graduation to the workforce.
Healthcare organizations implement NRPs to improve newly licensed nurses’ retention and
increase their clinical and professional readiness (Sutor & Painter, 2020; Van Camp & Chappy,
2017). Defined mentorship relationships between residents and experienced nurses are critical to
an NRP's success. Nurse mentors "model professionalism and instill confidence in the new nurse”
(Chant & Westendorf, 2019, p. 5) throughout the program.

Alternative Work Opportunities

Effective career development models offer creative solutions to match workers with jobs that fit

their current needs and lifestyles. Prioritizing the retention of experienced workers, even in a new

or different capacity, is more important than ever. Within the next ten to 15 years, over one-third
of the active physician and nursing workforce is likely to retire (GlobalData Plc, 2024; Haddad et

al., 2023). This will not only contribute to the shortage of healthcare professionals but will deplete
valuable institutional knowledge.

There may be an opportunity to encourage older healthcare professionals to stay in the
workforce for a few more years if employers intentionally and carefully accommodate the unique
needs of this age group. It is time for employers to explore offering non-traditional retirement
plans such as part-time work and phased retirement and promote different healthcare career
paths for employees approaching retirement. Potential opportunities include dedicated faculty
positions, mentoring support, and precepting.

2025 MICHIGAN 39
HEALTHCARE WORKFORCE PLAN



Flexible Work Arrangements

Flexible work arrangements (FWAs) are a creative solution to organizational turnover. An FWA
varies from the typical nine-to-five schedule in that there is often a set of core hours with built-in
flexibility (flex hours) in parts of the day, such as at arrival or departure times. Other FWAs include
part-time schedules, PRN (on-call) schedules, and job sharing (where two or more employees
make up one full-time role) (U.S. Office of Personnel Management, n.d.). FWAs may be desirable
for employees seeking work-life balance, such as parents with young children and individuals
caring for an older family member (Workplace Flexibility 2010, Georgetown University Law
Center, 2006). In many circumstances, FWAs appeal to older workers who may seek a less
strenuous schedule as they prepare for retirement, manage age-related health issues, or care
for a loved one. This schedule would allow for direct patient care during core hours and the
option to supervise younger employees during flex hours. Healthcare employers open to FWAs
are desired workplaces (Kossek et al., 2014, p. 5).

Encore Careers

The aging healthcare workforce means more older workers are pursuing “encore careers,” which
refer to a jobs or career interests pursued during the later working years (Freedman, 2008). Often,
it means an employee chooses to change their career pathway instead of retiring or continuing
in their current work.

One potential encore career pathway for experienced healthcare professionals is transitioning
from providing patient-centered care to teaching. There is a shortage of clinical nursing
facilitators in Michigan and nationwide. See Pillar 3 for more information. Employers may consider
encouraging some of their nurses nearing retirement to take a clinical educator position at their
organization to support the nursing programs at their partner schools.
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Recommendation 2: Encourage practice in
rural communities

Rural communities face unique challenges in hiring and retaining healthcare professionals. There
are shortages of providers, particularly in behavioral health (Rhyan et al., 2022), primary care
(Rhyan et al., 2023), and emergency medical services (EMS) (LEO & ORP, 2024). Additionally,
Michiganders have lowered access to certain types of medical care in these areas as entire
hospitals and specialty units are closing (Mack, 2019; Orgera et al., 2023; Sager, 2024).

"Grow Your Own" Programs

One strategy to bolster the healthcare workforce in rural areas is to develop “grow your own”
programs. These programs are partnerships between local postsecondary institutions and
employers. In such partnerships, the local institution provides the required healthcare education,
and the employer provides the clinical training, often also contributing to the cost of an
individual's education. See Pillar 2 for more information and examples. "Grow your own”
programs allow organizations to develop and hire a workforce from their surrounding
communities so they can rely less heavily on attracting candidates to relocate. Hiring individuals
who complete “grow your own” programs may also eliminate the barrier to finding housing that
outside candidates may face, as they likely already live in the area.

Best Practice Spotlight: MiREACH

One opportunity similar in scope to “grow your own" programming was Michigan Rural
Enhanced Access to Careers in Healthcare, or MIREACH. MIREACH was a grant-
funded program led by the Michigan Department of Labor and Economic
Opportunity. It “[supported] employment and training programs in healthcare
occupations serving rural populations” (LEO, n.d.-a). The MIREACH program funded
training and education expenses for individuals wanting to become rural healthcare
professionals in in-demand occupations, such as Medical Assistants, LPNs, and
Substance Abuse and Behavioral Disorder Counselors. MIREACH ended in January
2025. By the end of the grant, over 500 new healthcare workers and incumbent
workers advanced into new positions in rural areas, exceeding the initial goal of 400
(Jemerson, 2025). Stakeholders may consider replicating or reintroducing this as a
program due to its success.
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Rural healthcare employers in Michigan may be encouraged to formalize partnerships with local
postsecondary institutions to develop “grow your own"” programs. “Grow your own" programs
can attract new individuals from surrounding communities to become healthcare professionals.
Additionally, individuals who participate are likely motivated to stay working in their communities
after they complete their programs.

MIDOCs and Rural Track Residency Programs

One strategy to improve advanced practitioner recruitment and retention in rural communities is
developing and expanding residency opportunities.

Rural Track Programs
In 2022, the Accreditation Council for Graduate Medical Education (ACGME) created the Rural
Track Program (RTP) designation. Teaching hospitals can receive increased funding from

Medicare for participating in new RTPs or adding more rural clinical training sites to their
residency programs. Thus, RTP residency programs accredited by the ACGME currently have a
unigue opportunity to fund and train more residents (American Medical Association, 2022; Hardy,
2023). Rural track programs (RTPs) are residency programs in which residents spend more than
50 percent of their training at rural sites but also train in urban settings (ACGME, n.d.; Association
of American Medical Colleges Center for Health Justice, 2023). Some Michigan medical schools
and healthcare organizations have already established RTPs and similar programes.

Best Practice Spotlight: Pine Rest Rural Track Residency

Pine Rest Christian Mental Health Services offers a Rural Track Psychiatry Residency in
partnership with Michigan State University's College of Human Medicine. Residents
spend most of their first two years completing rotations at Pine Rest in Grand Rapids.
They relocate to Traverse City for their last two years, providing outpatient psychiatric
care at clinics in the surrounding area in year three and inpatient care at Munson
Healthcare in year four (Pine Rest Christian Mental Health Services, n.d.).
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MIDOCs
The MIDOCs program is a strategic partnership of four medical schools — Central Michigan

University College of Medicine, Michigan State University College of Human Medicine, Wayne
State University School of Medicine, and Western Michigan University Homer Stryker M.D. School
of Medicine — that aims to improve access to primary care in rural and urban underserved areas
of Michigan (MIDOCs, n.d.-a). MIDOCS has added 160 medical residency slots in primary care
and other high-need specialties (Emergency Medicine, Internal Medicine, Pediatrics, General
Surgery, Family Medicine, and Psychiatry) (MIDOCs, n.d.-b) since 2019, according to Amy Hoge,
MIDOCs Executive Director. The MIDOCs residencies include rotations at hospitals and
community-based sites such as federally qualified health centers (FQHCs) and community
mental health agencies (MIDOCs, n.d.-b). Some of the residency programs qualify as RTPs.
MIDOCs residents commit to practice in a rural or urban underserved area in Michigan post-
residency and can receive loan repayment of up to $150,000 (MIDOCs, n.d.-c).

The MIDOCs program is an innovative approach that creates and expands existing residency
training programs in traditionally underserved communities across Michigan. This model could be
replicated for other occupations that utilize residency training, such as pharmacy. Additionally,
resources, tools, and expertise could be shared to expand into new sites or schools and possibly
new programs over time. Stakeholders looking to expand or replicate this model should note
that it requires an investment from and collaboration between federal, state, and local partners.

Employer and Community Partnerships

Many challenges affecting the recruitment and retention of healthcare professionals are
intensified in rural communities. One of the main challenges is the shortage of housing (LEO &
ORP, 2024). Healthcare workers interested in taking a position in a rural area can experience
difficulty finding affordable and available housing near their jobbs. Some organizations even
report losing job candidates due to the lack of housing (Beggin, 2018). Furthermore, it sometimes
takes clinicians who relocate to rural areas months or years to find housing suitable for them and
their families (Stermer, 2023). Other significant challenges include the cost of and access to
reliable childcare (Ryznar et al., 2021) and transportation (Taub, 2024).

Although these challenges do not have easy fixes, they should not be ignored. Rural healthcare
employers looking to improve recruitment and retention may consider partnering with their
surrounding communities to identify any and all community support services for their employees
to utilize.
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Recommendation 3: Understand turnover

Understanding turnover is critical to improving employee retention and reducing the high costs
associated with it to both patients and organizations. One study estimated that “the average
hospital turned over 106.6 percent of its workforce” over the past five years (NSI Nursing
Solutions, Inc., 2024, p. 5). Research also suggests that staff turnover can reduce the quality of
patient care in long-term care (Shen et al., 2023) and hospitals (Peng et al., 2023), among other
settings.

Conducting Michigan-specific research about turnover is a key next step. The average turnover
rate across all Michigan healthcare occupations in 2023 was 50 percent. However, some
occupations' turnover rates are even higher, such as Nursing Assistants (92 percent), Home
Health and Personal Care Aides (87 percent), and Dental Assistants (68 percent) (MHC Insight,
2024, p. 12). Such research could discover potential barriers to retention and how they differ
across healthcare settings.

It is important to identify the nuances of the issues from workers' perspectives. Concentrating on
what current workplace initiatives are impactful and what are not from the employee
perspective could be helpful. Findings will allow employers to invest in effective retention
solutions for their workforce moving forward.

Figure 3: Michigan Healthcare Turnover

@ Percentage Turnover
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Nurse Turnover

Although the turnover rate for Michigan Registered Nurses
(RNs) was 28 percent, RN turnover comes at a large cost to
Michigan’s healthcare ecosystem. RNs were the largest
healthcare occupation by size in 2023 (MHC Insight, 2024, p.
24), the financial investment to become a nurse is significant,
and the average cost of each RN turnover at a hospital was
estimated to be over $56,000 in 2023 (NSI Nursing Solutions,
Inc., 2024, p. a). One study often cited when referring to the
national rate of newly licensed RN turnover at hospitals is by
Brewer et al. (2012), which estimated that 43.4 percent leave
their position within the first three years of hire (p. 12).
However, this estimate was made over a decade ago and
did not track whether the RNs left the profession altogether
or simply took a nursing job at another organization. This
study is worth replicating to provide Michigan-specific and
time-relevant updates to this data.

®
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o 88

In 2023, the
average cost of
each RN
turnover at a
hospital was
estimated to be
over $56,000.

Best Practice Spotlight: Workplace Violence Study

The Michigan Nurses' Study, led by a research team at the University of Michigan,

aimed to better understand the current landscape of RNs and the challenges they

have faced in their workplaces (Medvec et al., 2023). The study, conducted in 2022

and replicated in 2023, illuminated the issues of workplace violence in healthcare

(Bailey, 2024). Although fewer sampled nurses in 2023 reported experiencing

workplace abuse or violence, the amount of nurses affected by these events (43.4

percent) is exceptionally high. Nurses who experience workplace violence have an

increased likelihood of leaving their positions (Friese et al., 2024). This study could be

replicated to understand the implications of workplace violence related to job

retention further. With additional data, policymakers and leaders in healthcare can

initiate policy change to improve employee retention and job satisfaction.
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Conclusion

Michigan is quickly approaching a tipping point where healthcare services will be even more in
demand due to an aging population. Simultaneously, the number of necessary healthcare
providers will be limited in future years due to a declining interest in healthcare careers and a
disjointed system for entering and staying in healthcare jobs. While these statistics are alarming,
there are countless opportunities to overcome barriers and build a stronger healthcare
workforce.

Answers lie in the targeted recommendations in the four pillars of the Workforce Plan: growing
interest in healthcare careers, improving access to healthcare education, expanding experiential
education capacity, and exploring recruitment and retention strategies. With these pillars as a
roadmap, stakeholders can establish collaborations, implement creative ideas, and work toward
solutions. Focusing on investments from multiple stakeholders will continue to be critically
important. Additionally, the unique geography of Michigan must remain at the forefront of
discussions.

The barriers to developing Michigan's healthcare workforce are complex, and swift action is
needed. Both regional approaches involving every sector and statewide solutions should be
prioritized. As Michigan ages and workforce shortages continue to grow, there is an urgency to
collaborate and invest funding in creative solutions.
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