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Jon Boba, managing director in Pearl Meyer’s Chicago office, talks about successfully
navigating the current talent issues in the seniors housing industry.

Q: What changes have you seen in seniors housing in the
past year?

Jon: With companies operating on razor-thin margins and continuing to battle significant
frontline labor shortages, they arelooking at new and more efficient operating models. As
the focus on “middle-market” product increases, we are seeing greater emphasis and
sophistication placed on data-driven analysis, leading to mor e customization and “ala
carte” offerings. Increased streamlining and a data-driven focus on service offerings helps
capital-constrained companies manage costs, while still aligning mor e closely with
customer actual needs and wants.

| think we will continue to see thisun-bundling from the traditional “all-in” pricing model
because this approach helps address labor shortages by allowing facilities to staff
accordingly and provide a more efficient and less wasteful purchasing model. At the same
time, the resident-specific approach itself can be a selling point to seniors and families
looking to customize their respective amenities and service offerings.

Q. You mentioned frontline worker shortages, are there
other retention issues in seniors housing?
Jon: Retention is an issue both at the property and corporate level in today’ s talent-

constrained market. In particular thereisa significant and growing talent crunch for
executive directors. From middle management on up, seniors housing providers need to
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attract, incentivize, and reward professionals who can help identify and resolve the current
oper ational issues challenging the industry. Firmsthat can continue to provide market-
competitive compensation, an opportunity for growth, and an empowering, growth-
oriented platform, will continueto outperform and win the increasingly challenging battle
for talent.

It isimportant to remember that market-competitive pay isonly step one. If you want to
attract and retain theright people, you need to demonstrate that you areinterested in their
professional development so that they can continueto grow with the company. If you have
a sharp property director, should they be considered for the executive ranks, and if so,
how can you assess the skillsthey still need to acquire and/or develop to best preparethem
for the next step?

When wor king with our clients, we not only design tailored and integrated compensation
programs, but we also work with them on the creation of performancereview metrics, and
an approach to leader ship development and succession plans designed to help their team
reach its highest potential and outperform at all pointsin theindustry cycleaswell asin
their own human capital cycle.
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