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The Little Rock Regional Chamber is working to achieve alignment between labor supply and industry demand within our 
region’s key industry sectors as part of our continued efforts to grow and strengthen the workforce in Central Arkansas.  
Toward that end, we conducted a supply/demand analysis informed by Emsi labor market analytics and a focus group 
discussion with regional healthcare employers.   
 
This document shares the results of that discussion and analysis in order to provide the region’s leaders in government, 
business, non-profit and education with a data-driven assessment of our region’s healthcare workforce.  This 
assessment is intended to inform labor market investment, policy, and training and curriculum strategy for our region 
moving forward. 

 
 
 
 
 
 
 
 

LABOR VOLUME AND CAPACITY 
RNs 
 There is a labor shortage of nurses 

nationwide which is creating 
competitiveness among local hospitals 
recruiting from each other and driving up 
labor costs. 

 Mandates for nursing/patient ratio 
requires fewer patients per nurse which 
creates a need for more nurses when 
there’s already a staffing shortage. 

 Not enough nurses are pursuing advanced 
education to become teachers, and the 
legislation change requiring an MSN to 
teach has resulted in a teaching shortfall 
and, therefore, an educational capacity 
deficit.  Making it worse, the rate of pay 
for the teachers is too low. 

 There is not enough clinical space to 
accommodate the demand of those 
wanting to enter the occupations. 

 Traveling nurses garner higher wages, 
especially after natural disasters, and pull from existing workforce causing labor retention challenges. 

 Hospitals are moving away from hiring LPNs and are focused primarily only on RNs. 
Medical Assistants / Nursing Assistants / Medical Technologists  

 Finding qualified medical assistants is a challenge. 

 The coursework for nursing assistants is primarily geared toward long-term care. 

 Turnover for nursing assistants has been as high as 65% in some instances – a simulation training environment 
could be helpful for these positions. 

 Finding Medical Technologists is also a huge issue – there just aren’t enough and retirement for many of them is 
looming.   

PROJECTED JOB GROWTH  - LITTLE ROCK MSA 
 Change in Jobs 

2018 – 2025 
2017 Median 

Hourly Earnings 

Registered Nurses 783 $29.81 

Home Health Aide 631 $9.83 

Medical Assistant 335 $14.81 

Nursing Assistant 276 $12.09 

Pharmacy Technicians 225 $13.98 

Massage Therapist  176 $13.77 

Nurse Practitioners  150 $46.47 

Physicians and Surgeons  144 $42.32 

Physical Therapist  143 $37.05 

Pharmacist  126 $56.90 

Licensed Practical and 
Licensed Vocational Nurses  

113 $19.62 

Dental Assistant  101 $15.73 

Speech Language Pathologists  77 $30.84 

Clinical Laboratory 
Technologist and Technicians  

74 $25.42 

Radiologic Technologist  67 $23.27 

Physical Therapist Assistant  63 $27.98 

Phlebotomist  59 $13.65 

 

HEALTHCARE OCCUPATIONS IN LITTLE ROCK MSA 

42,610 Jobs 
Jobs increased by 2,941 over the last 
5 years and are projected to increase 

by 3,882 over the next 5 years. 

1.37 Concentration 
Regional job concentration is 1.37 

times the national job 
concentration. 

$21.77/hr Median Earnings 
Regional median earnings are 

$2.40/hr below the national median 
earnings of $24.17/hr. 
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Other 

 In certain fields, like radiology, the government is requiring additional certifications, and it is difficult to get the 
older, experienced demographic to go back to school.   

 Finding mental health technicians is tough – local facilities are currently having to pay RNs to do that work. 

 
SHORT-TERM, IN-DEMAND SKILLS 

Soft Skills 

 Customer service skills are in demand across all occupations. 

 Behavior training and emotional intelligence training are 
essential.  People are going into nursing for the money and not 
for the desire to “take care” of patients, so training on the 
patient-care side is becoming critical.   

 

MEDIUM-TERM, CHANGING SKILLS 
Technology 

 Technology skills related to patient check-in and communication are changing.  The average age of a patient is 
58, so in 10 to 20 years, the patient needs will be different, so the technology and the skills to manage that 
technology will need to shift accordingly.   

 New technology within the industry makes it harder to implement teams, which changes the type of candidates 
who apply.  Technology is changing the entire dynamic from team to individual.  Even inventory jobs and supply 
chain – it’s all more automated. 

 Telemedicine is a rising trend – especially, the lower priced procedures are moving out of the ER and into 
telemedicine.   

o Telemedicine is creating a shift in occupational opportunities for those who don’t want to work bedside, 
exacerbating the supply shortage in bedside occupations which are currently the hardest to retain. 

Leadership 

 Expectations of physicians are shifting.  The new expectation is to “work at the top of your license” and shift 
lesser responsibilities down to other personnel/positions.  That expectation then continues downward with a 
general understanding that you will rely on others to do more.   

 Internal leadership training is needed and is essential for workforce retention and engagement. 
Other 

 Community health and preventative health are emerging and expanding.  Employers see homecare models in 
the future and are looking for partnerships in that arena.  New graduates can’t work immediately in the field 
doing home health.   

 

LONG-TERM, CHANGING SKILLS 
Interpersonal / Teamwork / Critical Thinking 

 Interpersonal skills will remain essential.  Technology is a double-edged sword; it can eliminate jobs, but it also 
takes away the personal touch, which is the essence of healthcare.   

 Healthcare needs to become a customer service industry and those skills need to be integrated into the 
standard healthcare curriculum. 

 Personal communication skills and team building will become increasingly important within education and 
training as those skills have diminished among younger demographics due to the rampant reliance on 
technology. 

 Critical thinking will be crucial.  Skilled candidates will need to know more than how to use the technology.  It 
will be more important to understand the mechanics and thought processes behind the technology and to 
understand the “why” of things. 

“With the increased move to electronic 
record keeping and computers, you actually 

have to remind people there’s a patient in 
the room – especially with millennials.”  
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Diversity 

 As the healthcare industry 
becomes increasingly more 
customer service focused, it needs 
to also become more culturally 
sensitive.  

 The future workforce will need 
diversity education not just on 
religion, gender, and everything 
else it entails, but on 
understanding their own bias and 
how it affects patient care. 

 The workforce itself needs to be 
more diverse and reflective of the 
population it serves, especially in 
smaller more rural areas.   

 Retaining diverse talent will also be a challenge.  Connecting employees to the community will be essential.   
Big Data 

 Data and predictive analytics is the future.  There is a shift to pay-for-performance metrics and data specialists 
within the industry will be critical. 

 Data will take a much larger role in the future workforce, but it needs to be balanced with personal medicine.  
DNA and genetics will be bigger components of that work. 

 Data analytics will also have a role in how hospitals negotiate financial collection issues.  

 The healthcare industry will also need computer coders.   

 Wellness programs will also take a larger role with analytics tracking cohort improvements. 
Other 

 The way education is being taught will be critical.  It shouldn’t be completely automated even though it could 

be.   

 The health literacy of the population is an increasing concern.  There is a gap between what patients know and 
what they should know.  Patients must have some accountability for their own health.  Examples:  patients not 
taking their drugs, or not taking them properly, or not filling out paperwork appropriately.  There need to be 
places for patient education.    

 

FINDING QUALIFIED CANDIDATES & TALENT ATTRACTION 
 Cost of Living in Little Rock is a competitive advantage for recruiting talent – marketing needs to take place to 

educate on the cost of living vs. wage rate. 

 The insurance reimbursement formula in Arkansas is a competitive disadvantage to recruiting doctors and 
surgeons.  Texas is the largest competition. 

 Talent attraction is working well when sign-on bonuses are offered, but these same attraction incentives cause 
labor retention issues as people will leave as soon as the bonus period expires.  The result is constant movement 
between local hospitals and that movement can result in large turnover rates around 28% or higher. 

 Medical centers and hospitals are trying to create career pathways within their facilities to encourage 
employees to move from environmental, to patient care technician, then onward.  The challenge is there aren’t 
enough entry-level positions available before schooling is needed.  This internal movement is essential to 
attracting a millennial workforce. 
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 Behavioral-based interviewing and predictive index models are becoming increasing more common during the 
hiring process. 

 Recruiting primary care physicians to the region is not an issue, but recruiting specialists is very challenging. 

 There are few formal relationships with education institutions for recruiting – one with Ouachita Baptist 
University and one partnership with UA-Little Rock.  

 

ONBOARDING GAP 
 There is a tremendous gap between the conclusion of the 

education process and the ability to be work-ready.  On-the-job 
training and real-life learning is taking considerable time.   

 Simulation labs would be helpful to decrease time for 
candidates to be job-ready – there is a large opportunity with 
virtual reality and technology to increase the speed-to-market 
and address capacity issues. 

  

POLICY CONSIDERATIONS 
 Review of the education requirements to teach nursing.   

 Review of the insurance reimbursement rates in Arkansas and how it compares to neighboring states. 
 

AREAS OF OPPORTUNITY 
 Integration of customer service, interpersonal, teamwork, cultural sensitivity, and bedside behavioral training 

with healthcare curriculum in simulation labs to decrease delays due to onboarding. 

 Increase the capacity for the workforce by adding to the clinical space in the region. 

 Provide internal leadership and management training to existing healthcare employees to promote career 
advancement and upward movement. 

 Intermingle healthcare coursework within data management and computer science areas of study. 

 Provide a Patient Care Technician program locally. 

 Expand nursing assistant programs and pharmacy tech programs at the high school level. 
 

DATA APPENDICES  
1. Healthcare Occupations Data Overview (Pages 5-8) 
2. Registered Nurses Job Posting Data & Analytics (Pages 9-11) 
3. Home Health Aide Job Posting Data & Analytics (Pages 12-14) 
4. Medical Assistant Job Posting Data & Analytics (Pages 15-17) 

 

FOR MORE INFORMATION 
Kristi Barr 
Director, Workforce Development & Education 
Little Rock Regional Chamber  
501.377.6017 
kbarr@littlerockchamber.com 

 
  

“We can teach our own for two-years, 
then hire them, and it still takes 90 days 

to train them once they start.  And there 
is no guarantee they will work in our 

hospital after we teach them.” 
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DATA APPENDIX 1 – HEALTHCARE OCCUPATIONS OVERVIEW 
Healthcare Support Occupations (31-0000) & Healthcare Practitioners and Technical Occupations (29-0000) 
Little Rock-North Little Rock-Conway MSA 
Source: Emsi Data Analyst 
 

 

 

 

 

  

 

 

SUPPLY (JOBS) 
 

EXECUTIVE SUMMARY 
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DATA APPENDIX 1 – HEALTHCARE OCCUPATIONS OVERVIEW (CONTINUED) 
  

 

 

SUPPLY (CONTINUED) 
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DATA APPENDIX 1 – HEALTHCARE OCCUPATIONS OVERVIEW (CONTINUED) 
  

 

COMPENSATION 
 

DEMAND 
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 DATA APPENDIX 1 – HEALTHCARE OCCUPATIONS OVERVIEW (CONTINUED) 
 

  

 

 

DEMAND (CONTINUED) 
 

GRADUATE PIPELINE 
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DATA APPENDIX 2 – REGISTERED NURSES JOB POSTING DATA & ANALYTICS 
Registered Nurses (29-1141) 
Little Rock-North Little Rock-Conway MSA 
October 2017 – October 2018 
Source: Emsi Data Analyst 

  

 

JOB POSTINGS OVERVIEW 

 

JOB POSTINGS VS. HIRES 
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DATA APPENDIX 2 – REGISTERED NURSES JOB POSTING DATA & ANALYTICS (CONTINUED) 
 
  

 

IN-DEMAND SKILLS 
The following provides insight into the supply and demand of relevant skills by comparing the frequency of skills present in job 
postings against skills present in today's workforce. Along with Emsi's job posting analytics, this comparison leverages Emsi's 
dataset of more than 100M online resumes and profiles. All resumes and profiles used in these comparisons have been updated 
within the last three years.  *The skills associated with workforce profiles represent workers of all education and experience levels. 

TOP HARD SKILLS 

 

TOP COMMON SKILLS 
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DATA APPENDIX 2 – REGISTERED NURSES JOB POSTING DATA & ANALYTICS (CONTINUED) 
 
  

 

TOP QUALIFICATIONS 
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DATA APPENDIX 3 – HOME HEALTH AIDE JOB POSTING DATA & ANALYTICS 
Home Health Aides (31-1011) 
Little Rock-North Little Rock-Conway MSA 
October 2017 – October 2018 
Source: Emsi Data Analyst 
 

  

 

JOB POSTINGS OVERVIEW 

 

JOB POSTINGS VS. HIRES 
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DATA APPENDIX 3 – HOME HEALTH AIDE JOB POSTING DATA & ANALYTICS (CONTINUED) 
 
  

 

IN-DEMAND SKILLS 
The following provides insight into the supply and demand of relevant skills by comparing the frequency of skills present in job 
postings against skills present in today's workforce. Along with Emsi's job posting analytics, this comparison leverages Emsi's 
dataset of more than 100M online resumes and profiles. All resumes and profiles used in these comparisons have been updated 
within the last three years.  *The skills associated with workforce profiles represent workers of all education and experience levels. 

TOP HARD SKILLS 

 

TOP COMMON SKILLS 
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DATA APPENDIX 3 – HOME HEALTH AIDE JOB POSTING DATA & ANALYTICS (CONTINUED) 
 
  

 

TOP QUALIFICATIONS 
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DATA APPENDIX 4 – MEDICAL ASSISTANT JOB POSTING DATA & ANALYTICS 
Medical Assistants (31-9092) 
Little Rock-North Little Rock-Conway MSA 
October 2017 – October 2018 
Source: Emsi Data Analyst 
 

  

 

JOB POSTINGS OVERVIEW 

 

JOB POSTINGS VS. HIRES 
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DATA APPENDIX 4 – MEDICAL ASSISTANT JOB POSTING DATA & ANALYTICS (CONTINUED) 
 
  

 

IN-DEMAND SKILLS 
The following provides insight into the supply and demand of relevant skills by comparing the frequency of skills present in job 
postings against skills present in today's workforce. Along with Emsi's job posting analytics, this comparison leverages Emsi's 
dataset of more than 100M online resumes and profiles. All resumes and profiles used in these comparisons have been updated 
within the last three years.  *The skills associated with workforce profiles represent workers of all education and experience levels. 

TOP HARD SKILLS 

 

TOP COMMON SKILLS 
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DATA APPENDIX 4 – MEDICAL ASSISTANT JOB POSTING DATA & ANALYTICS (CONTINUED) 
 
 

 

TOP QUALIFICATIONS 

WHAT IS EMSI DATA?  
Emsi data is a hybrid dataset derived from official government sources such as the US Census Bureau, Bureau of 
Economic Analysis, and Bureau of Labor Statistics. Leveraging the unique strengths of each source, the Emsi data 
modeling team creates an authoritative dataset that captures more than 99% of all workers in the United States. This 
core offering is then enriched with data from online social profiles, resumes, and job postings to give a complete view 
of the workforce.  
 
Emsi data is frequently cited in major publications such as The Atlantic, Forbes, Harvard Business Review, The New 
York Times, The Wall Street Journal, and USA Today. 


