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“Train people well  
enough so they can leave.  

Treat them well enough,  
so they don’t have to.”

– Sir Richard Branson

COVID-19 turned the world upside down, and possibly changed the future of work forever. One outcome is the act of radical 

introspection by the workforce, who are asking – some for the first time – if their jobs are adequately meeting their needs. No 

time in recent memory has such a large percentage of the workers collectively reevaluated priorities, deciding how they want 

to work and whether they will remain in the workforce at all. This has created many impactful trends affecting how business is 

conducted, including The Great Resignation and The Great Retirement..

In many cases, today’s workers want different things from their jobs. As the priorities of the workforce shift, action is being 

taken: An estimated one in five workers plan to quit their jobs in 2022, making talent cultivation and retention key priorities. 

A global study by ADP Research Institute® in April 2022, revealed a stunning reluctance to return to the traditional pre-

pandemic workplace. Of 32,000 workers surveyed from 17 countries, 64% said they would consider looking for a new job if 

required to return to an office full time. What was once considered a perk in many professions, has now become the norm, with 

a predicted 70% of people working remotely at least five days a month by 2025 (Forbes). This statistic is much higher among 

Health Information Management (HIM) professionals, who have become progressively accustomed to a hybrid model, working 

at least part of the week remotely. 

Paradoxically, Gallup® reported in April 2022, that employee engagement is declining. Lack of in-person interactions with 

colleagues and leaders can create a loss of camaraderie and connectedness, ultimately resulting in disengagement from work. 

It takes innovation and creativity to solve the challenges of a workforce that overwhelmingly prefers remote work yet is feeling 

disconnected because of it. 

Stay Interviews and Professional Development are highly effective tools that bring stability to your workforce by enhancing 

connection and providing growth opportunities.

Stay Interviews
Stay interviews are not a new concept but came to prominence during the current Great Resignation. It is a highly effective tool 

that leaders can use to create a culture of open and intentional connection among team members, especially those who work 

remotely. Stay interviews help you understand each employee’s “why” and the aspirations that give them purpose. Actively 

listening to honest feedback with an open mind and collaborating with your employees to find solutions will foster solid, long-

lasting relationships and promote longevity. Stay interviews will reduce the number of exit interviews and the cost associated 

with backfilling lost talent. Finally, stay interviews create honest and psychologically safe relationships, inspiring mutual trust 

between employees and their leaders.
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What is a Stay Interview?

• An informal, friendly conversation that 

places the employee at its center

• Non-punitive, positive, exploratory, and 

collaborative 

• Focuses on the employee’s motivation 

to remain with the organization

• Reveals ways to improve the work 

experience

• Provides an opportunity to actively 

partner with the employee to achieve 

their career goals

• Direct opposite of an exit interview

Stay Interview Tips 

• Send team members a few starter 

questions to prepare for the conversation 

ahead of time

• Ask standard, structured questions using 

an informal and conversational approach; 

most stay interviews take less than half 

an hour

• Create a sense of psychological safety 

that encourages free speech without fear 

of retaliation 

• Be prepared to listen and accept the 

feedback provided; it is critical to know 

what employees enjoy about their work 

and what could be better, including areas 

where you can improve as a leader

• Stay interviews should ideally happen 

periodically throughout the year and not 

be tied to performance season 

Stay Interview Benefits

• Fosters a culture of transparency and 

excellence

• Heightens employee engagement

• Opens career development 

opportunities 

• Develops stronger relationships

• Results in longer tenure

Sample Stay Interview Questions

What do you look 
forward to when you 

start your work  
each day?

What keeps you 
working here?

What do you like 
most AND least about 

working here?

What type of future 
do you see for yourself 

here?

If you could change 
something about your 
job, what would it be?

What would make 
your job more 

satisfying?

How do you like to be 
recognized?

Tell me about your 
professional goals. 

What do you want to 
acheive?

What talents are not 
being used in your 

current role?

What skills would you 
like to learn/develop?

What motivates (or 
demotivates) you?

What can I do more 
of or less of as your 

leader?

What can I do to best 
support you?

What might tempt you 
to consider leaving?

How would you 
rate your level of 

engagement?  
(1 low engagement –  
5 high engagement)

Stay interviews will go a long way toward creating a better employee experience and a culture where people feel connected to their 

leaders in a changing and often uncertain world. 
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Professional Development
Investing in the professional development of your workforce is one of the smartest business decisions you can make. It is a highly 

effective strategy that allows you to draw upon your existing talent pool to create customized solutions to your staffing needs. 

Providing development opportunities to team members gives them a heightened sense of control over their destiny, creating 

greater loyalty by showing that you view them as key contributors to your organization’s success. 

Whatever challenges you face, whether losing valued employees to other organizations, struggling to find HIM talent in a competitive 

marketplace, or facing attrition in an aging workforce, HIM academies are a great way to develop the talent you need. 

A common thread that runs through stay interviews conducted by AMN Healthcare Revenue Cycle Solutions is the desire for 

professional growth. Many coders interviewed report that they will change jobs if necessary to find growth opportunities. One trend 

we have observed is the significant number of outpatient coders that wish to become skilled inpatient coders. If your stay interviews 

reveal the same, an academy might be an excellent option to cross-train your staff. 

When weighing the pros and cons of creating your own curriculum to upskill your staff, it is essential to factor in the significant 

investment of time and the cost of labor required to produce a top-notch learning product. Should you explore a vendor partnership 

and leverage their expertise to cross-train and upskill your HIM workforce, it’s important to remember that not all vendor-created 

academies are equal. Some still rely on outdated and unengaging PowerPoint slide-based learning, while others are piecemealed 

together from various learning products, created by a vendor over time that lack continuity and focus. 

The most effective HIM academies leverage cutting-edge technology, expert oversight, and practical application to ensure successful 

outcomes. They must be specifically designed for the modern adult learner and customizable to fit the client’s needs.

For instance, expert oversight and practical application are both important components of any successful professional development 

program, but they are critical in HIM education, especially coding education. Without these, the learner will not be successful, no 

matter how good the educational content. 

The presence, or absence, of expert oversight and practical application is the acid test when comparing the value of academies.

Questions to consider: 

• Are learners given the opportunity to experience real patient records with the oversight  

of an expert auditor/mentor? 

• What is the learner to auditor/mentor ratio? 

• What is the duration of the practicum? 

• How are quality and productivity benchmarks defined and measured? 

• Does reporting provide clear insight into the learner’s progress and struggles? 

• Is a knowledge gap remediation plan in place to help learners who struggle  

with concepts? 

Below is a sample outline of what a well-developed academy should reflect in helping you making this important decision. You 

will note the sample academy is divided into two distinct multipurpose phases. This academy can be used to upskill experienced 

outpatient coders into proficient inpatient coders or train relatively new coders. 
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Phase 1, Theory: Provides the learner with interactive online education, complemented by educators who conduct weekly 

sessions and offer open office hours. 

Phase 2, Practicum: Transforms the learner into an apprentice by placing them virtually in a hospital environment to experience 

actual inpatient records. Auditors/mentors carefully review all coding, provide feedback, and ensure quality and productivity 

standards are met

Academy Phase 1 Phase 2 #Modules #CEUs Notes

ICD-10-CM 
&  
ICD-10-PCS 
Academy

Theory:  
18 weeks

Practicum: 
3-6 months

34 AHIMA: 95
ACDIS: 95
AAPC: 91.5

Phase 1: Online interactive learning modules, expert mentorship, 
pre-academy assessment, knowledge checks, cumulative mid-term & 
final assessments, weekly group education sessions, and office hours 
with educators.

Phase 2: A directed precticum that allows the learner to apply newly 
acquired knowledge by coding live patient records in an inpatient 
hospital environment. A Mentor/Auditor will review the learner’s 
coding, provide constructive feedback, and drive performance to 
meet industry-standard quality and production metrics.

Apprenticeships
The apprenticeship model is centuries-old and has been utilized in many professions, from the trades to the fine arts. It’s 

interesting to note that the apprenticeship concept is alive and well in the United States in 2022. 

The Department of Labor (DOL) has a Registered Apprenticeship system described as “innovative work-based learning and 

post-secondary earn-and-learn models that meet national standards.” According to the DOL, there are 400,000 registered 

apprenticeships nationwide in more than 1,000 occupations, and apprentices earn an average starting salary of $50k per year 

while earning a credential equivalent to a two- or four-year degree. In addition, the DOL notes that “for every dollar spent on 

apprenticeship, employers get an average of $1.47 back in increased productivity”. 

However, apprenticeships were not widely embraced in the HIM community until the recent past due to labor costs, lack of 

auditor-mentor resources, and a general lack of understanding of the concept. 

Client-partners willing to host apprentices are investing in the future of the HIM profession and are afforded many benefits. 

This arrangement enables apprentices to apply what they have learned in the virtual classroom setting to actual patient records 

and affords our client-partners a creative solution to the shortage of quality talent in the labor marketplace:

• First choice of top-performing academy students for temporary placement or direct hire

• Insight into students’ performance week-over-week for informed hiring decisions

• Learners who are up to date on cutting-edge industry knowledge and are refined of previous “bad coding habits”

• Skillsets that are objectively vetted through audits and established accuracy thresholds

• Reduced ramp-up time due to familiarity with hospital systems and processes

For HIM apprentices who are learning a new skill set, this hands-on experience is priceless. Client-partners who host apprentices 

have a low-risk opportunity to hire great talent and make a lasting investment in their organization. 

Next Steps
Leading a team in the modern workplace presents significant challenges and opportunities, beginning with the concept 

itself. In many cases, the workplace is no longer a physical space where people congregate but rather a virtual one without 

geographic boundaries. 
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Team members and their leaders can live hundreds, or thousands of miles apart and rarely meet in person. While this provides 

greater flexibility for employers and employees, the intangibles of human connection can be lost. Whether you think of it as 

“the whole is greater than the sum of its parts” or call it synergy or the creative spark, losing this is costly to an organization. As 

leaders, it is your responsibility to ensure your team stays genuinely connected to one other. 

Now that stay interviews have provided greater insight into your team members and their motivation, it’s time to act.

Immediate action will send a clear message to your team member that you value them and will take steps to help them succeed. 

Examples include:

• Understanding and adapting your team member’s preferred communication style

• Adjusting workload

• Recognizing the team member in a way that meets their language of appreciation

• For an action item requiring more time, you can provide updates to let the team member know it’s on your radar

Stay interviews are not a one-and-done but a periodic conversation that lets employees know their leader cares about their well-

being and goals. It also sends the important message that they are being heard. 

For those who choose to invest in the professional development of their workforce, AMN Revenue Cycle Solutions is your partner 

of choice in cultivating a culture of collaboration to shape the future of HIM. Our cutting-edge, interactive HIM education is 

tailored to meet your goals and initiatives. Created by nationally recognized subject matter experts, and supported by expert 

oversight and mentoring, AMN Revenue Cycle Solutions is expressly designed to fit the modern learner’s needs.

AMN Healthcare is changing the way HIM professionals 
learn in the reimagined workplace. 

Learn how we can partner today to help you achieve 
your talent development and staffing goals. 

Scan for more information.  
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