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Objectives

» Understand the changing landscape of Registered Nurse employment
across the US and within the NNEPQIN states

» Establish common understanding of issues related to Registered Nurse
retention and turnover

» Define strategies to create flexibility and competency for staffing need
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We know....

» As of Feb 2021, Registered Nurses was the fifth most-in-demand job in the
US workforce

= Growing populations of seniors requires more health services due to age-
related conditions

= Nursing's ability to effectively and empathically communicate with clients
has a heavy influence on the patient experience

= Nurses are key in patient/client education to prevent readmissions and
improve a client’s knowledge of their individual health care needs

So, why aren’t hospitals hiring nurses?

=

Cycle of issues impacting RN supply
and demand

Aging workforce
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« Insufficient staffing
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National Turnover / Vacancy data
(NSI National Health Care Retention & RN staffing Survey, 2022)

RN TURNOVER BY SPECIALTY
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» Survey data from 2021, including 272
hospitals in 32 states, covering over
580,00 health care workers

» Average costs for RN turnover is $46,100
in 2021

» National average of 27.1% turnover rate

» More than 60% have an RN vacancy
rate over 15%

» Ranges of Turnover rates based on
specialty

» Other allied health care providers range
from a low of 10% for pharmacists to a
high of 38% for PCTs

"Essentially, every five years, these
departments will turn over their entire RN
staff"

RN Supply and Demand

» Aging workforce impact of those
choosing to leave nursing:

» Average age of RN is 52 years old

» Projected overall shortage is 1.1
million nurses by end of 2022

» Nearly 32% plan to retire or leave
field altogether

» Nurses above 65 are 19% of
workforce

= Projection of over 1 million retired
by 2030

The share of U.S. nurses nearing retirement age has increased
significantly

Share of employed registered nurses in the United States by age group, 1978 and 2021
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RN Supply and Demand

= Job Satisfaction (NSI Health Care and Retention Report)
» 44% cite burnout and high stress environment contributing to job dissatisfaction

» 45% said they’ve been verbally/physically abused by patients/families within last
year

= Non-Caucasian nurses have experienced patients refusing care from them

» 32% said they’'ve experienced racism at work
= Frustration with COVID guidelines (52%) and staffing/care (47%)
» |nsufficient staffing during pandemic increased stress

» 29% wanted fo leave the profession in 2021 compared to 11% in 2020

RN Supply and Demand
= Shifting of Patient Populations
» Aging of population — by 2034, there will be 77 million people age 65 and older
compared to 76.5 million less than 18
B ®» |ncreased need for geriatric care and chronic disease care
®» |ncreased need for nurses in all settings, especially in the community/home
= Shortage of nursing school faculty
» |n 2020, over 91,000 qualified applications were turned away
» Clinical placement shortfage
= Diversity of faculty contfinues fo be a concern where shifting of the RNs have
become more diverse. Critical for recruitment, retention of students.
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RN Supply and Demand

» Salary
» |ncreased resentment of working next to fraveler nurses (86%) so why not leave?

» 75% of respondents to hospital survey said they have experienced increase use
of fravelers to address staffing gaps

= RNsleaving for higher paid fravel positions (nat'l RN salaries is $37.21/hour)
g = Nurses leaving for travel positions causes increased vacancy rates

= Pqay rates for fravelers rose 67% from Jan 2020 fo Jan 2022, with hospitals having to pay
28-32% above those to the staffing firms. Some hospitals paying $240 / hr.

» CAVEAT: Travel agencies have cut both salaries and stipends fo their nurses resulting in
some class action lawsuits (at will contracts)

= For comparison, average weekly wages (40 hr week):

[ Sle | RNwages | TravelRNpay

1416 3374 1958

New Hampshire 1505 3304 1799
1145 451 2006
National averages QKR! 3204 1613

Impact of Pandemic on nursing
employment

» Significant changes in turnover and

vacancy rates from 2010 to mid- Exhibit 1 Total monthly employment in the US nurse workferce in

sectors relative to February 2020, 2020-21

pandemic:
= Median for overall RN turnover was i
13.1 % compared 23.0% in 2021 =

» Median bedside RN vacancy rates
was 3.3% compared to 11.7% in 2021

Hospltals

Home health care

= Median turnover for ALL employees R \
with less than 1 year was 21.7% %
compared to 34.7% in 2021 10%

= Shiffing of location of employment » i g
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What about NNEPQIN states?

= Nurse to population ratio by state:
= For comparison:

= Highest Nurse to Pt ratios are in the District of Columbia (16.74) followed by South
Dakota and North Dakota at 15.95 and 15.16 respectively

= |owest are Utah, Georgia and Texas with 7.26, 7.31 and 7.47 respectively

= New Hampshire: 9.36 employed RNs for every person in state (26™)

Maine: 10.56 employed RNs to every person in state ( 13™)

= Vermont: 11.21 employed RNs to every person in state (91)

Nurse Burnout

» Joint Commission published a pre-pandemic safety brief related to

nurse burnout

» Emergency Care Research Institute (ERCI) identified nurse burnout

and it'simpact on patient safety as #3 in a top 10 list of patient
safety concerns

» Record setting resignation rates between 2021-2022
= Organizational Impact on Nurse Burnout

& The Great Resignation
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Panel Discussion:

®» A shift from recruitment to retention

Retention Strategies: Onboarding at MMC
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Orientation at MMC

ORIENTATION PHASES GUIDELINE

PHASE 1 (24 hours) - Early inductions, admissions, free time
PHASE 2 (96 hours)- Labor low risk, admissions

PHASE 3 (72 hours)- C/S, OR procedures towards end

PHASE 4 (40 hours)- Circulating Week

PHASE 5 (72 hours)- Labor, low & high risk

PHASE 6 (72 hours)- Labor/CS, deliveries with minimal back up
PHASE 7 (36 hours)- Labor/CS, deliveries with full back up
*RESOURCE- first 2 shifts off orientation

Pt
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Mentorship Program
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Orientation at Concord Hospital

CONCORD HOSPITAL

The Family Place

Matemity | Gynecology | Pediatrics

Our Philosophy

% We believe that the birth process is a normal, healthy life event.

in promoting a healthy outcome.

<+ We believe that women have a significant influence in healthcare decision
making and need to be informed and education in order to make these
decisions.

4 We believe that women's healthcare needs are unique and change

thrauehous each women’s lifetime.

4 We believe that women live in families that are sel-defined and can include
members who are not related by blood or marriage.

+ We believe a family-centered philosophy and delivery of maternalnewborn
care is important in assisting families with the childbearing experience.

% We believe that the birth process may occasionally require medical assistance

2/3/2023



The Family Place
| Matenity | Gynecology | Pediatrics

Orientation checkin

Staff Name: StartDates

e Family Place

Orientation at Concord Hospital

[ coNcorp HosPITAL

The Family Place

| Materity | Gynecology | Pediatrcs
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YOUR OPINION
COUNTS:

The suggestion
box/display board was
brought to you by L&D’s
Transformation
Committee, bringing
forward a way for staff to
have input for our unit!

Giving staff a voicel

Retention Strategies: Staff Engagement

POSTER PROJECT:
ITHI FORUNM ACCEPTANCE

o
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Staff Engagement: The Stay Interview

[stay Interview
» Puyrpose Employee; Date:
Length of service @ CH:
®» Risk vs. Benefit Length of service on FP/Pedi:
= Data
» C HAN G El 1. What do you look forward to when you come to work each day?

2 What do you like most about your role on the FP/Pedi?

4. If you could change something about your job on TFP/Pedi and within the organization, what would it be?

=

Staff Engagement: The Stay Interview

Reasons to Stay
120%

100%
80%
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40%
20%
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Team Job Culture Continuity of care Provider Relationships
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Staff Engagement: The Stay Interview

70%

60%

%
50%
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10%
0%

Floating Pay

Reasons to Leave

On Call Experience Work-Life Balance

/ Survey

Retention Strategies: Recognition

How do you like to receive recognition?

Answered: 82 Skipped: O

Other (please
specify)

0%  10% 20% 30% 40% 50% 60% 70% 80% 90% 100%

Who do you like to receive recognition from?
Answered: 82  Skipped: 0
Manager
Director
- [
Other (please
spec
0% 10% 20% 30% 40% 50% 60% 70% 80% 90% 100%
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Recognition Survey: What does
recognition mean to you?
confidence staff Gives appreciation
/ happyh;;zrtmeans making differenceticed
recognized appreciated positive
person
toldhard work Workfee makes goes
sometimessee people team saying
worth  job someone s recognition patients
things helpsgood jobthank good knoweffort
praise Recognition means way go Wayput
job well  Feeling valued
Retention Strategies: Recognition
MaineHealth t t \! E

13



Retention Strategies: Recognition

L&D STATISTICS

Lo THE SUNSHINE
=UND

This year the Sunshine fund gifted staff with:

15 floral arrangements .
37 cards \-./‘.
2 gift cards g

15 neW baby gift bags J

d OIS e
.iﬁq,ﬂcu PAVILION
‘:“

DAISY Award

Awarded monthly to a nurse who demonstrates
exceptional caring and compassion. Patients,
families, colleagues, and visitors may nominate a
nurse. DAISY says, “Thank you!” and recognizes,
honors and celebrates why nurses became a
nurse - compassionate care and making a
difference in patient’s lives. To learn more about
the DAISY Foundation and the DAISY Award,
visit their website.

Retention Strategies: Recognition

PETAL Award

The PETAL Award recognizes, rewards, and
celebrates the special skills and compassionate
care provided by our nursing support staff. The
PETAL Award recipient demonstrates patient
advocacy, leadership, teamwork, and makes a
difference in a patient and/or family’s life.
Nominations are accepted throughout the year
and one nursing support staff is recognized each

month.

2/3/2023

14



V = (Q
‘\‘ =

>)/ 2\ CONFERENCE

aving fun!

AV
A\ VY \ N
AW HONN

CONVENTION

s !

5 W
AWHONN &
CONVENTION
2022

2/3/2023

15



Recognition: Provider Feedback

Recognition: Patient Feedback

)
|

L A
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Recognifion:

Peer 1o Peer

Recognifion:

Food for the soul!

2/3/2023
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Recognition: Having Fun!

Retention Strategies in Rural
Community Hospitals

Reasons to consider this setting:

We care for our neighbors. ,
Opportunity to deliver more 1:1 ' kJ::%en.s
care due to lower volumes and : 1’ ON'T you
acuity. : NEIGHRBOR?
Population tends to be low risk and ~‘ R iamm

low intervention. 4
More work life balance.

2/3/2023

18



Retention Strategies:
Regionalization, Collaboration and
Education.

Coastal Health Alliance (CHA), is Pen Bay Medical Center in Rockport, Maine
and Waldo County General Hospital in Belfast, Maine and we are part of the
Maine Health system. We share resources, staff, equipment, supplies,
leadership, education and more...

Cross Training of Staff (PBMC, WCGH, LH and MMC)

NRP classes offered between all 3 coastal hospitals (PBMC, WCGH, LH), staff
can attend atf any site.

Maine Health/MMC and Simulation Support (MOOSE and MOMS Programs)
Education Outreach to support our smaller hospitals.

Regional Nursing Shared Governance Committee, giving nursing a voice at
CHA.

CHA Staffing Diversion Policy to support sharing of staff across the women's
health team:s.

=T T

Education and Training to Support Staff

Sharing

Standardize Policies, Protocols, Competencies and Skills to support staff
sharing between facilities.

Provide staff an opportunity to orient to the other hospital when it is not
under stressful conditions.

Begin adding this question to your interviews with new staff. How do you
feel about floating to another hospital?

Offer staff frainings at one location and have staff attend together to get
to know each other. Then alternate the location next fime.

Knowledge is power and education will build relationships between the
tfeams.

“"Chat with Kat”"/Open Office Hours held 2 times a month.

2/3/2023
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Recognition at CHA

= Recognition at CHA includes:
Daisy Awards, RN
* Sunshine Awards, CNA

Moment to Shines

Daily Shout Outs at Admin Huddles
Positive Patient Feedback from patient experience surveys shared with staff.
Clinical Ladders for RN’s

“Med Rec, Princess of the Week”.

Lots of Food and Treafts! (i.e. ice cream social in the summer, cinco de mayo lunch
buffet, Christmas cookie swap, etc...)

Promotion through Marketing/Communications, (i.e. donor milk bank)

Celebrations and Fun!

Certified Nurses i
And

Nurses’ Week

2/3/2023
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Retention Strategy: work/life
balance/generational needs

Staff need and want work-life balance and will leave to find it

» Re-evaluate vacation / time off policies if possible
» Evaluate peek staffing needs and adjust/offer hours to meet the needs

» FEvaluate areas that flexibility can be embedded into staffing models
» Cross train to be able to recruit from a broader resource pool
» Floating across hospitals/units

» Set expectations on hire.

=T T

Closing thoughts

2/3/2023
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