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 ` Executive Summary

Missouri hospitals provide access to lifesaving care 24-7. This is possible when hospitals have qualified staff with 
the right skills, in the right place, providing high-quality care for Missouri’s six million citizens. Missouri’s 
challenges in building and maintaining the hospital workforce persist with vacancy rates reaching all time highs. 
The Missouri Hospital Association’s 2017 Annual Workforce Report underscores the need for additional effort in 
workforce planning and investments among all stakeholders.  

This year’s report finds staff nurses 
with the highest vacancy statewide 
at 15.9 percent, a 6.7 percent increase 
from last year. Staff nurse vacancy is 
the highest it has been in the 16-year 
history of this survey. What is most 
concerning is staff nurses make 
up the largest number of hospital 
employees in Missouri. According to 
the survey, Missouri has 30,613 staff 
nurses working in hospitals and 5,773 
vacant staff nurse positions. 

Last year’s report demonstrated 
increased turnover and decreased 
vacancy for the majority of surveyed 

positions. This year’s data illustrate a health care workforce shortage that is shifting from high turnover to high 
vacancy. These increased vacancies — in 31 out of 36 surveyed positions — can be the result of newly created 
positions, increased demand for health care services, retirements or promotions. With demand expected to grow, 
increased vacancy rates are a cause for concern and can have an effect on access to health care.

Reports from throughout the nation indicate that Missouri is not alone in its health care workforce challenges. 
However, recruitment and retention strategies can vary significantly nationally, statewide and regionally. 

New strategies must emerge as delivery model changes, regulatory and policy limitations, and a growing patient 
population, require a larger, more highly skilled hospital workforce. One size will not fit all.  Hospitals must 
meet the workforce demands of today while positioning their organizations for tomorrow. All stakeholders — 
government, academia and employers — must continuously collaborate to identify innovative policy solutions and 
strategic investments to best deliver the health care workforce of the future.

The statewide and regional data in the report can be helpful in shaping workforce planning by providing a 
benchmark, and an opportunity to evaluate workforce collaborations and investments. Additionally, the report 
provides a fresh perspective on the status of the workforce, while illuminating opportunities to adapt and innovate 
to meet growing demand.
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FIGURE 1: Staff Nurse Trends in Missouri
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 ` Reviewing 
the 
Landscape

“Health care

created more jobs 

than any other 

sector in 2016, 

helping to drive 

total annual job 

growth to

 2.2 million.”1
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FIGURE 2: Missouri’s Combined Employee Turnover 
For 36 Hospital Positions Surveyed By Workforce 
Development Region

Several driving factors continue to impact the health care workforce in Missouri, 
including the following.

 ` sicker patients with increasing behavioral health needs and other chronic diseases

 ` an aging patient population

 ` growing patient populations in size and diversity

 ` new types of positions created by requirements in the Affordable Care Act

 ` managing a multigenerational workforce with varying views on work-life balance

 ` retirement of baby boomers from health care professions

 ` regulatory and policy constraints preventing health care workers from practicing 
to the full extent of their training

 ` increased access to technology through telehealth, electronic health records and 
online job boards

 ` limited capacity of nursing schools

 ` a large uninsured population

Of the 36 hospital occupations surveyed, nine 
show a turnover rate of more than 15 percent. 
Combined turnover among all professions surveyed 
has decreased statewide from 18 percent in 2015 to 
16 percent in 2016 (Figure 2). Continuing a trend 
seen in previous years, the highest turnover positions 
align with three categories — entry level career 
pathway positions, and high stress and high demand 
professions (Table 2). Turnover in these positions 
could be the result of churn in the workforce — where 
an employee moves from one hospital to another or 
within a hospital by moving into another role on a 
career pathway. Housekeepers, licensed practical 
nurses, medical assistants, pharmacy technicians 
and unlicensed assistive personnel are examples of 
potential career pathway positions (Figure 3).
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Collected January 2017

Working 
Number of 
Employees

Number 
of Vacant 
Positions

Employee 
Vacancy 

Rate

Total 
Employee 

Separations

Employee 
Turnover 

Rate

Nursing & Medical      
Unlicensed Assistive Personnel (UAP)                                             7,014 533 7.1% 2,329 30.9%
Nurse Anesthetist - Certified Registered (CRNA) 266 6 2.2% 19 7.0%
LPN - (Non-I.V. Certified) 388 38 8.9% 70 16.4%
LPN - (I.V. Certified) 1,478 155 9.5% 301 18.4%
Nurse Practitioner (R.N.) 1,183 152 11.4% 81 6.1%
Nurse Specialist - Clinical (R.N.) 86 8 8.5% 7 7.4%
Nurse - Staff (R.N.) 30,613 5,773 15.9% 5,221 14.3%
Physician Assistant 151 26 14.7% 24 13.6%
Behavioral Health Nurse (R.N.) 557 78 12.3% 136 21.4%
Nurse - Obstetric (R.N.) 957 34 3.4% 143 14.4%
Diagnostic Imaging      
CT Technologist R.T. 571 41 6.7% 57 9.3%
Magnetic Resonance Imaging (MRI) Technologist R.T. 320 22 6.4% 41 12.0%
Mammography Technologist R.T. 246 5 2.0% 19 7.6%
Nuclear Medicine Technologist R.T. 276 26 8.6% 32 10.6%
Radiology Technologist R.T.R 1,558 215 12.1% 203 11.5%
Sonographer - Cardiac/Echo Technician 307 39 11.3% 42 12.1%
Sonographer - Ultrasound Technologist 307 82 14.9% 82 14.9%
Sonographer - Vascular Technologist 240 25 9.4% 21 7.9%
Laboratory      
Medical Laboratory Technician MLT 811 48 5.6% 110 12.8%
Medical Technologist M.T. 1,176 90 7.1% 156 12.3%
Therapies      
Occupational Therapist 805 104 11.4% 120 13.2%
Occupational Therapy Assistant - Certified (COTA) 182 16 8.1% 25 12.6%
Physical Therapist 1,429 217 13.2% 120 7.3%
Physical Therapy Assistant - Certified (PTA) 564 52 8.4% 47 7.6%
Respiratory Therapist - Certified 700 42 5.7% 94 12.7%
Respiratory Therapist - Registered 1,804 237 11.6% 252 12.3%
Speech Pathologist 459 52 10.2% 50 9.8%
Pharmacy      
Pharmacist - Clinical 895 37 4.0% 60 6.4%
Pharmacist - Staff 581 42 6.7% 54 8.7%
Pharmacy Technician - Certified 903 77 7.9% 205 20.9%
Surgery      
Surgical Technician - Non-Certified 765 138 15.3% 126 14.0%
Miscellaneous Hospital Based Positions      
Clinical Informatics Specialist (R.N.) 65 1 1.5% 6 9.1%
Medical Records Coder 479 15 3.0% 51 10.3%
Project Manager - I.T. 37 4 9.8% 4 9.8%
Housekeeper 3,205 359 10.1% 976 27.4%
Dietician 435 17 3.7% 1 0.2%
Clinic & Physician Practices – Hospital-Affiliated     
Nurse - Staff (R.N.) 5,350 576 9.7% 595 10.0%
Licensed Practical Nurse (LPN) 1,850 143 7.2% 322 16.2%
Nurse Practitioner (R.N.) 936 96 9.3% 80 7.8%
Medical Assistant - Certified 1,303 76 5.5% 121 8.8%
Medical Assistant - Non-Certified 922 96 9.4% 179 17.6%

TABLE 1: 2017 Missouri Survey Highlights

Data include Missouri hospitals only, not Kansas or Illinois.
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Career pathway positions allow low-wage workers to advance in a structured, planned 
progression from an entry-level position to more advanced career opportunities, after 
obtaining new educational credentials and demonstrating new competencies. 

There is tremendous potential for health care employers to work in partnership with 
educators to train and recruit entry-level staff and provide pathways to other careers. 
Career path systems allow employers to retain talented and committed employees, while 
supporting professional development, mentorship and collaboration across the entire 
health care team. A pathway system can support advancement of front-line health care 
workers by developing the skills they need to improve care delivery while building a 
sustainable career. 

TABLE 2: Missouri’s Top 10 Professions 
With The Highest Employee Turnover

Unlicensed Assistive Personnel (UAP)                                             30.9%
Housekeeper 27.4%

Behavioral Health Nurse (R.N.) 21.4%
Pharmacy Technician - Certified 20.9%

LPN - (I.V. Certified) 18.4%
Medical Assistant - Non-Certified 17.6%

LPN - (Non-I.V. Certified) 16.4%
Sonographer - Ultrasound Technologist 14.9%

Nurse - Obstetric (R.N.) 14.4%
Nurse - Staff (R.N.) 14.3%

TABLE 3: Missouri’s Top 10 Professions 
With The Highest Employee Vacancy

Nurse - Staff (R.N.) 15.9%
Surgical Technician - Non-Certified 15.3%

Sonographer - Ultrasound Technologist 14.9%
Physician Assistant 14.7%
Physical Therapist 13.2%

Behavioral Health Nurse (R.N.) 12.3%
Radiology Technologist R.T.R 12.1%

Respiratory Therapist - Registered 11.6%
Occupational Therapist 11.4%

Nurse Practitioner (R.N.) 11.4%

FIGURE 3: The Power of an Entry-Level Health Care Role

Adapted From: The Advisory Board Company, Health Career Pathways Task Force Report, December 2016.3

Career Pathway Leads to the Middle Class 
Typical Salaries by Role

Unlicensed Assistive 
Personnel

$27K

Unit Secretary

$34K

Registered Nurse

$71K

Nurse Practitioner

$101K

Establishing career pathway initiatives 
can address skill gaps and workforce 
shortages in Missouri.

!

“Thirty-four percent 

of Missouri R.N.’s

are over the

age of 55, with

many in reach of

retirement.2 

Many of these

nurses have

been delaying

retirement but

they can’t hold

off retiring

forever.” 

– Meredith Kenyon, 
Missouri Hospital Association
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86%
of positions

surveyed

increased in

vacancy from

the previous

year.

Job Openings

From Growth From Replacement Needs
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Among the 36 positions surveyed, 31 positions increased in vacancy from last year. 
This could be the result of workers entering retirement, pursuing opportunities outside 
of the hospital setting or the tremendous growth of the health care industry. Vacancy 
rates could continue to increase without innovative investments to recruit and retain 
health professionals.

Allied health workers continue to be in high demand (Table 3). As the health care 
system shifts its focus to health improvement, occupational, physical and respiratory 
therapists will help support this strategy. Recruitment for allied health professions 
and physician extenders remains competitive, and aggressive retention strategies will 
be required to prevent turnover. Missouri has yet to expand the scope of practice for 
advanced practice registered nurses, which could result in the loss of qualified nurse 
practitioners to other states. Physician assistants are required to practice within 
30 miles of a supervising physician in Missouri. Policies that would allow these 
professionals to practice to a greater extent of their licensure could mitigate these 
departures. According to the Missouri Economic Research and Information Center, 
therapists and physician extenders comprise 4 out of the top 5 fastest growing health 
care occupations in Missouri from 2014-2024.

FIGURE 4: Top Missouri Health Care Job Openings Due To Growth And Replacement Needs, Projected 
2014-2024

Source: Missouri Economic Research and Information Center adapted from the U.S. Bureau of Labor Statistics



 ` Shared 
Pathways

Health Professions Opportunity Grant
Currently, the Missouri Department of Social Services is administering the 
second year of a five-year federal Health Professions Opportunity Grant. The 
grant provides low-income Missourians in the St. Louis, Kansas City and central 
Missouri workforce development regions with job training in health-related fields 
that are expected to either experience a labor shortage or be in high demand. 
HPOG is an example of stakeholders at the federal, state and local level working 
together to increase health care workforce opportunities throughout Missouri. 
Multiple organizations, including MHA and hospitals across the state, are 
collaboratively working to educate, recruit and train individuals along defined 
health profession pathways. 

Missouri Job Centers
Employers and potential employees aren’t always well connected within 
workforce, education and economic development programs. Through better 
collaboration, Missouri has opportunities to close gaps between the supply and 
demand. Missouri job centers work with the underemployed, unemployed and 
incumbent workers. Building stronger partnerships can produce a steady supply 
of qualified workers for our hospitals.  

Missouri job centers provide high-quality career services, education and training, 
and other services individuals need to get good jobs and stay employed. At the 
same time, they help organizations find skilled workers and access other services, 
including education and training for their current workforce.

Recognizing the need for closer collaboration, MHA is working on opportunities 
to strengthen collaboration between these groups to address Missouri’s health 
care workforce needs.

Rethinking the Workforce and Workplace 

Many additional opportunities exist that could 
dramatically influence the health care workforce in 
Missouri. How these opportunities come to fruition 
will depend on the stakeholders’ strategic direction 
and innovative thinking. Recruitment and retention 
are driven by an assortment of factors; therefore, 
it is ideal to have multiple targeted solutions to 
address such challenges. Some of the following 
tactics have been successful in organizations and 
may prove valuable for Missouri employers. 

Retaining 
retirees

Employee  
recognition programs

“Grow your own” 
strategies 

Workplace  
safety initiatives

Flexible 
Scheduling

Tuition 
reimbursement

Orientation  
programs

Workplace culture 
investments

Telehealth or other 
technology

Succession
planning
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Veteran’s Bridge Program
Recently, the Missouri State Board of Nursing 
approved the Air Force’s practical nurse education 
program, opening a pathway for qualified enlisted 
medical personnel to become licensed nurses in 
Missouri. Service members’ training often does not 
immediately transfer to civilian licensing. For these 
trained health care workers, obtaining a professional 
certification can lead to meaningful civilian 
employment. The Board of Nursing program will 
assist transitioning service members and veterans 
in civilian health care careers. Opportunities exist 
to collaborate with other branches of the military to 
partner in support of service members and the health 
care workforce.  

APRN Scope of Practice
Missouri law limits the scope of practice of certain 
health care professionals. Allowing these professionals 
to expand the scope of practice to the extent of their 
training could help mitigate the physician shortage, 
while limiting the advanced-practice physician-
extender brain drain from Missouri to other states. 
Although bills to eliminate various requirements 
governing collaborative practice arrangements 
between advanced practice registered nurses and 

physicians have been filed throughout the last 
few years, no compromise has yet been reached. 
Innovations in this area could help ease the workforce 
shortage statewide.   

MHA Scholarship Program
The MHA Health Institute’s Health Improvement, 
Research and Scholarship Fund is in the final 
year of funding the Missouri Hospital Employee 
Scholarship Program. The program provides 
employees of Missouri-based, MHA-member hospitals 
reimbursement for pursuing advanced education 
or training for approved certification, vocational or 
degree programs. The program enables hospitals to 
award scholarship funds based on their individual, 
priority workforce needs for any job category or 
profession. As of May 2017, 1,130 employees of 
133 Missouri hospitals have been awarded nearly 
$1.3 million to further their education.   

Although great opportunities exist in health 
professions, many potential health care workers are 
not aware of the options or benefits of pursuing these 
careers. Area health education centers serve as a 
catalyst for recruitment, retention and local support 
of health care providers in the rural and medically 
underserved counties of central Missouri. Increased 
funding and support for AHECs would ensure their 
ability to plan strategies to strengthen the workforce in 
these areas.  
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 ` Pursuing Priority Investments

Hospitals are essential to the communities they serve. And, the hospital workforce is the fuel that powers a hospital’s 
economic and social power. 

Increased workforce vacancy and turnover can negatively affect quality of care, patient safety, health care spending, 
patient satisfaction and employee engagement. Recruitment and retention aren’t exclusively local challenges or 
problems with immediate solutions. 

The road to build the health care workforce requires continuous investments, and regular targeted and timely 
recalibration. It demands innovation and collaboration at all levels — local, state and federal — with a focus on 
new, strategic investments to recruit and retain Missouri health care professionals. This report serves to encourage 
organizations to adapt their workforce planning processes to incorporate collaboration, advocacy and commitment 
in new and innovative ways. 

 ` Forging New Ground
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Methodology
A total of 142 Missouri hospitals participated in this year’s survey. The survey requested data on 36 hospital health 
care positions, and five clinic and physician practice positions. Responses are collected by Compdata Surveys. Data 
are reported as of Dec. 31, 2016. A comprehensive collection of workforce data, trends and color-coded vacancy and 
turnover maps, is available at www.mhanet.com.

Suggested Citation
Kenyon, M. & Williams, J. (2017, May). 2017 annual workforce report. Missouri Hospital Association. Available at 
http://www.mhanet.com
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