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Factors Impacting Clinical Staffing

Staffing Shortages

About 100,000 nurses have left due
to the pandemic, workplace violence
Aging Patient Population or better opportunities in other

industries’
Increased Demand

- Expected nurse shortage of 195,400
Focus on Chronic Disease by 20311

Management . .
U.S. nursing schools rejected 92,000

qualified applicants due to a lack of
teaching staff?

Elder Care Management

1 https://www.modernhealthcare.com/labor/healthcare-workforce-shortages-2024-physician-nurse-staffing-hrsa

Ongoing Attrition
Burnout & stress
Misaligned compensation

Lack of feedback to identify
areas of improvement

Lack of career development




Long-Term Care / Home Healthcare Trends

Tailwinds

« Home Healthcare is the highest growth sub-
industry within healthcare

. 18.2% YoY growth

Headwinds

* Compensation and benefit limitations can
make it difficult to retain staff

*  Average Nursing Home turnover rate of 53.3%'"

Healthcare Staffing Mandate




Nursing Guidelines
Home

. What: In April 2024, the Biden Administration finalized a
Staffl n staffing mandate to regulate care hours for nursing home

residents, impacting 15,000 nursing homes nationwide
Mandate

Why: To hold nursing homes accountable for providing
safe and high-quality care

Where: Applies to Medicare and Medicaid Certified long-
term care facilities

 Who: Total Nurse Staffing Standard of:
o  3.48 hours per resident day (HPRD)
o  Will be required to have an RN onsite 24/7

 When: Phased in over three years (five years for rural
facilities)




Industry Impacts & Responses

€

Patient Access

If nursing homes
cannot attain
adequate staffing,
patient access could
be limited in order to
meet HPRD ratios

e

Staff Development

Organizations will
need to focus more
on staff development
to retain staff. This
includes training
programs, and
growth paths

Compensation

Other healthcare
facilities (hospitals,
etc) which can afford
to pay nurses more
will create pressure to
ensure competitive
compensation for staff

Iy

Margin Pressures

Financial margins
will face pressures
with additional costs
being added to
support staffing and
retention efforts



Hiring Trends for 2025

Contract vs Hired Labor

Temporary labor will always have a
place in healthcare, but the demand

Competition for Talent has declined leading to reduced rates International Labor

Wide range of talent within Surveys indicate that traveling * International labor will likely be
healthcare positions have decreased by 22% looked to fill gaps, particularly by
compared to 2023 home health organizations

There are limits on the number of
work visas issued

Focus on retention & career path

development Budgets for temporary staff are being

Constant monitoring of industry repurposed to funds efforts to recruit

compensation & benefit nd retain permanent emol
benchmarks is key and retain permanent employees

Need to be aware of poaching by
organizations who can afford
greater incentives



https://www.modernhealthcare.com/nursing/-travel-staffing-agencies-medical-solutions-incredible-health

Intersection with Finance

Cost Containment

Position Management & Approval

* Lack of strong controls around position
approvals can lead to unnecessary hires

= Ensure the proper approvals occur and are
documented

= Equip decision makers with supporting
information

= Ensure the investment can be supported
through increased revenue and/or
productivity

Overtime Management

+ Drive down overtime by gaining visibility into
projected overtime

» Combine incurred time plus scheduled time

* Empower managers and give them the ability to
adjust schedules before overtime is incurred



Intersection with Finance
Efficiency

>~

Manage Volume Trends

« Seasonal volume variations in some healthcare
settings will impact workforce plans

+ Gain insight into trends by leveraging:
= Historical data
» Scheduled appointments

* Modeling will allow for insight into anticipated
dips and spikes for workforce demand

= Get head starts on workforce augmentation

= |dentify the right time to scale back to reduce
costs

e

Analyze Productivity

» Leverage productivity metrics to understand
optimal staffing levels

* Productivity Indicators:
= Patient volumes & throughput
= Patient satisfaction feedback
» Documentation adherence

= Care quality (reference value-based
programs)

* Incorporate productivity metrics with HR &
Finance data to generate meaningful analysis for
optimal decision making
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Poll Question

Are you measuring Productivity today?

Yes or No




Alison Jones

AVP Strategic Workforce Development,
MultiCare Health System
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Urgent cares

5.7 Billion

Net Revenue

@k Industry 27,000 Employees
L0l Not-for-profit Community Based 2,000 Physicians
Healthcare System

| .

—} Location 14

?E Tacoma, Washington Hospitals
5:! 45
J—

MultiCare £3




Poll Question

What do you use for Workforce Planning today?
Nothing
Excel
Part of our ERP Solution

Stand alone solution




Where we started...

A manual process of pulling the data into excel

A A B C D E F G H ] ] K L M o P qQ R s T u
1 Includes Departments that are not in Labor Lytics and those that are Fixed Float Pool Need 12% Mon Prod

2 Turnaver

3 PRNs 805 Bedside RN Headcount - more information needed to access need, but minimal

4 Stat Name WorkdaylO&Description TagasFloatPool | Emp FTEs OpenReqs Target Negotive Close Regs

5 Fied 10001-1005 Access Services ED (blank) 6.85 165 219 069

& Fieed £110001-1026 Admin Hospital (blank) o719 079 RN/LPN/Resident HC  FT/PT  PRN Total PRN % of Ees Float FTEs Non Prod

7 Fimed 10001-1089 Call Coverage (blank) 0.00 0.00 1,001 217| 32 249 12.9%

& Fixed 1100011203 Environmental Services (blank) 15.80 300 23.00 020 1,002 | 249) 54 303 17.8%)

O Fixed 110001-1211 Facilities Management (blank) 9.80 1002 022 1,003 189 47| 236 19.9%

10 Fixed 510001-1289 Hosgital Care Management (blank) 7.10 7.07 003 1,004 92 32 124 25.8%

11 Fixed 10001-1290 Hospital Social werk (SW) (blank) 340 290 610 0.20 1,005 570) 84 654] 12.8%

12 Fixed £10001-1308 Imaging Admin (blank) 1.00 1.00 000 1,006 776 149 925 16.1%

1% Fined 5 10001-1315 Incident Management / (blank) 0.00 0.00 1,007 378 83 61| 18.0%!

14 Fied 0001-1474 Nursing Admin. (blank) 460 260 513 207 90,037 265/ 33 298 1L1%]  40.35  15.23% Al Skill Mix

lilﬂﬂd 0001-1481 Nursing Residents l[blanhr 000 975 975 1,008 1162] 222 1334) 16.0%; 304 2.62%

16 Fixed 710001-1482 Nursing Resource (bank) 13.10 600 431 1479 1,009 251 s2] 303 17.0% 255 10%

17 Fimed = 10001-1483 Nutrition Services (blank) 895 290 1275 090

18 Fixed £110001-1662 imaging Nurses (biank) 125 137 012

19 Fined 10001-1711 Security Services (ibiank) 14.60 310 1348 422 Bv Fridav we need to have our Inventory undated to reflect our new taraets and volumes. We
20 Fixed £110001-1724 Sterile Processing (blank} 12.90 200 1514 024 Add in the International RNs that are coming from Manila 2024
21 Fiead 510001-1732 Supply Chain OPS » (blank) .00 876 024 Identify how many TTP we will need in each specialty for 2024
27 Fined 10001-1756 Trauma + (blani) 1.00 o8 012 Identify how many of each RN specialty we will need for 2024
23 Fued = 200141003 Access Services Core (lank) 7.63 781 018 Identify how many of each RN Float pool specialty we will need for 2024
24 Fiund 50004-1483 Nutrition Services (biank) 595 6.40 0.45 Identify how many PRN RNs we will need for 2021
5 Fieg £110002-1003 Access Services Core (biank) .76 266 010 Forecast how many FTEs in each of the other job familyfrole we will need in 2024
26 foend - 10002-1005 Access Services ED. (blank} 8.90 163 1116 064 Touch base with Mary Bridge to see when they will start increasing staffing for new hospital |
27 Fimed 110002-1026 Admin Hospital (blank) 6.00 100 822 1.2
25 Fixed 10002-1088 Call Coverage (blank) 0.00 0.00
29 Fixed 1100021106 Central Telemetry (blank) 1.50 a89 339
30 Fixed 110002-1133 Coffee Shop (blank) 280 295 0.15
31 Fixed 10002-1203 Environmental Services (blank) 32.00 100 3379 079
2 Fined 100021211 Facilities Management (blank) 10.00 10.00 0.00
43 Elund AN TE Ui el P Mt Ihinnbh . van waea v



Labor Management — Where we started

« MultiCare needed to build a foundation to create a sustainable
workforce
» We needed to align the data in a meaningful way
 We needed to understand our workforce gaps
« We needed to be able to create a strategic plan
« Today our focus is on the regulatory and compliance laws that
are coming in 2025
 Missed Meals
« Staffing Plans



Wo/rl-<d\ ay. MultiCare £1

Driving better HR
and Financial
Performance

3




When organizations focus on ensuring that their
workforce is

well-utilized, engaged, and developed,

the financial benefits will naturally follow
because of effective management




Position Management Effectuate Strategic Workforce Planning
* Identify Accurate Talent Demand
» Assess Current Talent Gaps and Surpluses
»  Optimize Workforce Structure
» Support Succession Planning

H R A Strong Organizational Culture Enhances Effectiveness
* Boost Morale and Retention
* Increase Productivity

Pe rfo rm a n ce * Drive Business Outcomes

« Strengthen Brand and Reputation

Health Equity & Belonging Promote Retention
 Ensure Equity and Fairness
* Foster Diverse Perspectives
» Build a Respectful and Inclusive Environment




Financial

Performance

Position Management
* Improve Resource Allocation

 Closed over 1500 Requisitions

* Reduced Labor Costs
+ Contract Labor
« Over Time
+ Sign on & Relocation Bonuses

Sustainable Growth

Productivity
« Enhance Employee Engagement
* Improve Operational Efficiency
*  Promote Continuous Improvement

169.7M YTD Cost Avoidance
12.4M YTD Cost Savings
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Financial
Performance

'




Strategic
Workforce
Planning



Demand and
Supply Trends

Link to file:

Volume Based R12 W
orkforce Gap Report
by Job_Profile - RN
Acute August 2024 .xlsx

Sum of FTE
(Frozen) - Held  Sum of Sum of Sum of R12
for Workforce  Current R12 Workforce

Sum of Program - Workforce Turnover Gap w/
Row Labels Actual FTE Resident Gap FTE FTE Turnover

1BU00S 137.95 0 31.00 14.89 45.89

1BUOD6 187.55 14.6 36.47 22.08 58.55
1BU0O7

57.05 0 27.21 10.23 37.44

1BU008 166.95 0.9 38.24 21.29 59.53

1BUO11 57.4 8.85 10.54 8.42 18.96

1BUO12 297.845 1.7 4512 47.36 92.47
IBUO17

572.57 13.65 76.97 80.60 157.57

1BU023 295.18 0 5.99 40.88 46.87

|BUO24 11.2 0 0.7 1.48 2.19
I1BUO2S

29 0 0.28 0.00 0.28

1BU030 7 0 5.70 0.99 6.69

IBUO34 6.95 0 0.84 0.00 0.84
I1BUO38

736.9 25.85 111.59 82.54 194.14

1BUO41 148.88 5.5 11.52 14.25 25.77
1BUO42

0 0 0.00 0.00 0.00

Grand Total 2686.325 91.05 402.18 345.01 747.19




= MultiCare £3

Accounts

Time

Levels

Versions
Currencies

Display As
Account Attributes
Level Atributes
Dimension Attributes
Dimensions
Calculations

Reusable Reports

WFP - MultiCare Health System Reports / Vacancy Rate by cost center

1BU7
> i Cost_Center 8

Jan-2024

Target Paid Budget FTE Actual FTE

= MultiCare £3 WFP - MultiCare Health System

1BUoY7

Custom Calculation

Cost_Center

Cost_Center (Robup)
10006-1003 Access Sves
10006-1005 Access Svcs ED
10006-1011 OP Therapy
10006-1013 Acute OT_PT_ST
10006-1083 Birth Car
10006-1106 Central Telemetry
10006-1110 Chemical Dependency 08 Unit
10006-1169 CT Scan
10006-1177 Diabetes Svcs
10006-1192 Emergency Dept
10006-1203 Exwironmental Swcs
10006-1256 G4 Special Procedures
10006-1289 Hospital Care Mgmt
10006-1290 Hospital Social Work
10006-1291 Hospital Supervisors
10006-1294 Hospitality

Reports / Vacancy Rate by cost center

0.00
000
000
0.00
0.00
0.00
000
0.00
000
000
o000
0,00
000
0.00
0.00
oo

250
2010
1338
1nn
450
12108
7860
1235
1965
1550
1308

500

On-Demand
Reporting

200.00%
-200 00N
-200 00%
200 00N
-200.00%
200.00%
200 00N
-200.00%
-200.00%
200 00N
-200.00%
200.00%
+200.00%
-200.00%
-200.00%

-200.00%



trategic
ecruitment Plan

= i WFP - MultiCare Health System Dashboards Workfarce Planning v
ultiCare ¥ 9

IBU All v Cost_Center All v Jo

Leadership Dashboard Time Aug-2024 v Level Tople

Executive Summary Recruitment ; Turnover System Scorecard Workforce Leakage Position Management Provider/APP FTE Growth
UESHOGHIG UATE 1S UIATE HIGHTY 40 (ENECT WIET 15 COTMENTY 11 G0 SFSIBIS Of (BCUTS WITT WUIKGEY, LAICUBLONS 816 COMECH8Y UBNNea 85 01 11 G81E DI U518 PUIL LEDOTYULS UALE 15 TEITESIE0 GINEERTy.
ALL Open Requisitions (FTEs) FT/PT vs. PRN Hires Hires (Headcount) Pending Hires (Headcount)
Worklonue Plannineg (A s, Acluals (Ju1 2024 a2
24k 1.1k
24k 0.0% 1.1k 00
520
®
@ PerDiem @ Regular
=- Aug-2024 -~ - Jul-2024 2 - Jul-2024 ~ =~ Aug-2024 ~
Year over Year Hires Last Month Net Hires Year over Year Net...
1,000 i . 400 2,000
826 826
742 480
54526 503 300
492 520477 i 475 — 473
. 425 Fi 429" #A57 443 i 37430
= 500 i 2511 qemrs - 28 417 2 a0 397 widiti = 1,000 702
o ]
Jul 2022, a20 i 27 ol 202 1o\ - 202 i b ; i 2 ) 0 2023,2024
ul 2022, Aug2022, Sep2022, Oct2022, Nov2022, Dec2022, Jan2023, Feb2023, Mar2023, Apr2023, May2023, Jun2023, Jul 2023, 3
Jul2023  Aug2023 Sep2023 Qct2023 Nov2023 Dec2023 Jan2024 Feb 2024 Mar2024 Apr2024 May?2024 Jun2024  Jul 2024 Jul 2024
@ Previous Year Net Hire*
@ Previous Year* @ Current Year @ Current Month @ Current Year Net Hires

- Jul-2023 - Jul-2024 ~ = Jul-2024 ~ = FY2024 ~




Strategic
Workforce
Programs

40% of our Workforce
Gap is filled by
Workforce Programs

= NAR - NAC

m Nurse Tech

Hired

= MA

= Sterile Processing

» Pharmacy Tech = Phlebotomy

» Transition to Practice m International RN




MultiCare £ wES

Forecasting & New T E—
Hospital Staffin 3.04%

wegith Syviem

11k 1.3k 6790 8.50 -114.1

Demand and

(Frozen) -Held Sumof  Sumof SumofR12

for Workforce Current R12 Workforce
Su pp | y Trends Sumof  Program- Workforce Tummover  Gapw!
Row Labels Actual FTE Resident Gap FTE FTE Turnover - »
.

1BU00S 137.95 0 3100 1489 4589
1BU006 187.55 14.6 36.47 22.08 58.55
1BU007
1.0 o 21 102 a1 - Aug2024 - Aug2024 v - ug2024
e Link to file: 1BU00S 166.95 0.9 3824 2129 59.53
Monthly FTE Based on Volume / Target
1BUD11 574 885 1054 842 18.96
Volume Based R12 W 1BUD12 297.845 207 4512 4736 92.47 15 .
orkforce Gap Report 1BUD17 5128 2 L
b J b P f.I RN 572.57 1365 76.97 80.60 157.57 ,: i 0 (//.
) , 09 X i
0 ronle 1BUD23 295.18 0 599 4088 46.87 | I, (ST
Acute August 2024 xlsx 1BU024 12 0 ot 148 219 Sep7023 0ct2023 Ces2)? Jan 2024 Feb 2074 Mar 2024 Apr 2024 May 2024 Jn2024 2024
1BUD2S @ FIE Pald CalculatedWororce Pan:
20 0 028 000 028 EPad Caculbicd Wordocs anig)
1BU030 7 0 570 099 669 - Augr2023 - Jul2024
1BUO34 6.95 0 084 000 0.84
1BU038
736.9 2585 111.59 82.54 194.14
1BU041 148.88 5.5 11.52 1425 25.77
1BUD42
0 0 000 000 0.00
Grand Total 2686.325 91.05 402.18 345.01 747.19




Higher

Retention

Employee Turnover

30

All -
Employes 20

Employee Turnover

25

RN Only

20

27.27 26.88 26.6
—_— 25 66 2599 2587 = N
— 2558 2512 24.79 24.59
20.96 20.86 2093 7 202 B
20.57 20.50 20.37 20.18 10.83 19.64
Aug2023  Sep2023  Oct2023  Nov2023 Dec2023  Jan2024  Feb2024  Mar2024  Apr2024
-+- Tumnover(Workforce Planning)  -+- Turnover w/ PRN(Workforce Planning)
=~ Aug-2023 - Jul-2024 -~
) 22.91 22.83 —
23.37 5 = 2 2140 2045
- 19.72 19.64 19.88
14.93 14.71 14.79 14.21 14.20
- g:29 13.42 12.98 12.81
AUg 2023  Sep2023  Oct2023  Nov2023 Dec2023  Jan2024  Feb2024  Mar2024  Apr2024

=== Turnover(Workforce Planning) === Turnover w/ PRN(Workforce Planning)

=~ Aug-2023 - Jul-2024 ~

NSI Benchmarks

FT/PT + PRN Reduction
ALL Employee 20.1%

23.18 22.96 RN 17.6%
g e 21.22
5 : FT/PT
18.6
L 18,24 5 ALL Employee  16.8%
. RN 14.3%
May 2024 Jun 2024 Jul 2024

18.41 18.37 18.00
RN FT/PT Below
11.93 11.89 11.56

Benchmark

May 2024 Jun 2024 Jul 2024



Engagement-

Work/Life
Balance

WORK / LIFE BALANCE

Worked through a day/shift
without any breaks.

78%

Positive
3% 1

2023 Results

« 52 Business Units

17,247 Respondents

* Response Rate 70%

* 3% increase — 517 Employees
felt they can now take their
breaks



Position
Management



Leadership Dashboard Level Cost_Center

Executive Summary Recruitment Turnover System Scorecard Workforce Leakage Position Management rovider/APP FTE Growth
refect in our system of record vithin Workdy, 5 of the date of dato pu
Position Managem... Employed Hire FTE Open FTE Future FTE Frozen FTE ariance

Worktorea s rring (g 2 “ Weriorce Fanving (i 2008) Wosdezen Plnning (. 2001) Workoree Plarring g 2074
76.22 5070 9.60 1.65 0.00/( 14.27 .
e . ° ° ® e ®
= Aug-2024 v = Aug-2024 v =~ Aug-2024 v = Aug-2024 v = Aug-2024 = Aug-2024
Budgeted Variance to Budget Pending Terms Hire Ahead (3mo) Contingent Worke! Productivity Index

Woderee Plavirg A

arring (g 2 Vo e lonving

69.60 7.65 1.80 1.80

=+ Aug-2024 v - Aug-2024 ~ - Aug-2024 v - Aug-2024 v = Aug-2024 v

Werderes Flanvin

2 Planring (hug 2024)

105.53%

~ Aug-2024

Job Target FTE Budget vs. Current

ACCOUNTS!
JOB TYPE (6L)

TARGET PAID TOTAL F. VARIANCE EMPLOYED FTE FUTURE FTE OPENFTE FROZEN FTE HIRE AHEAD (3M0)
CNA/MA 739 154 510 0.00 0.75 0.00
Management 126 026 1.00 0.00 0.00
RN 4911 936 3255 090 6.30 0.00
Supervision 253 053 2.00 0.00 0.00
Technical 1062 147 645 075 1.95 0.00
Technical Fixed 531 m 3.60 0.00 0.60 0.00

= Aug-2024 -

Monthlyf:;EBasedonVoiumelTarget Closed 1500 RequiSitionS

1991 7818 7507 7390 7399 ek a2
i A

* 50

Lowm w  w  w g ‘ $140M Cost Avoidance

hug2023 Sep 2023 0ct 2023 Nov 2023 Dec 2023 Jan 2024 Feb2024 Mar 2024 Apr2024 May 2024 Jun2024 Jul2024

® FTE Paid Caleulated(Workforce Planning)

= Aug-2023- Jul-2024 v




Vacancy Rate
& Net Hires

Vacancy Rate
20
11.74 11.42
# 10
0
Jan 2024 Feb 2024

Year over Year Net H

2,000
' 1,638
= 1,000 702
U .
2023, 2024

@ Previous Year Net Hire*
@ Current Year Net Hires

=~ FY2024 -
3 3 i . 3 3
Mar 2024 Apr 2024 May 2024 Jun 2024 Jul 2024 Aug 2024

@ ‘vacancy Rate(Workforce Planning)

=- Jan-2024 - Aug-2024 ~




Float Pools

 |Local Float Pools

» Daily Coverage (non-productive time)
« PTO
- EIB

» System/Regional Float Pools

* Long Term Coverage
« FMLA
* Vacancy

Identified FTEs
down to
Specialty



Contract Labor

Volume Trend

| /\Contraot Labor

L Eloat Paols \& PRN

/\/




Reduction of Contract Labor

4.4M Cost Savings YTD
RN Agency % of Total RN Hours

excluding RN Precepters
16.0%
14.0%
12.0%

100% —
%

80%

6.0%
4.0%
e ——

20%

00%
04/20 05/04 05/18 06/01 06/15 06/29 07/13 077 08/10




0T Cost Trend
20-

o
=]
2
Qo =
S0
0
o

(=]
-1

Jur202 Aug 023 Sep 2023 Oct 2023 Nov2023 Dec 2023 Jn 204 Feb 2024
= 005t 0T Workforce Planning)

= Jul-2023 - Aug-2024 v

Mar 2024

Apr 2024

May 2024

Jun 2024

2024

Alg 2024




Signh on
Bonuses &
Relocation
Costs

Prior Year

$29.7M Cost
Avoidance

Identified New Plan
$8M Cost Savings

IBUICost Center Sign on Bonus

IBUO3E
IBUO1T
IBUO12
IBUD23
IBU008
1BU024
IBUO0G
1BUO41
IBU00S
1BU034
IBU029
IBUO30
IBUD11
IBUODY
1BU042
Grand Total

A ]

$
$
$
$
$
$
$
$
$
$
$
$
$
$
$

7,434,057.17
6,886,757.77
4,668,104.99
2,271,221.66
2,148,655.18
1,976,049.15
1,945,406.91
1,641,179.16
1,132,026.63
1,073,535.83
981,414.00
481,638.26
703,060.00
561,481.78
10,000.00

33,914,588.49

Relocation

$ 1,675,351.14
$ 1,986,819.95
$ 1,231,518.38
$ 471,000.00
$ 462,781.02
$ 583,000.00
$ 490,000.00
$ 176,270.08
$ 296,967.76
$ 157,000.00
$ 195,000.00
$ 465,000.00
$ 75,000.00
$ 191,000.00
$ 20,000.00
$ 8,476,708.33

Grand Total

$ 9,109,408.31
$ 8,873,577.72
$ 5,899,623.37
$ 2,742,221.66
$ 2,611,436.20
$ 2,559,049.15
$ 2,435,406.91
$ 1,817,449.24
$ 1,428,994.39
$ 1,230,535.83
$ 1,176,414.00
$ 946,638.26
$ 778,060.00
$ 752,481.78
$ 30,000.00
$42,391,296.82




Poll Question

What is your biggest area of opportunity for Workforce Planning?
Improve Staff Satisfaction
Cost Containment
More informed decision making
Increased Productivity
More Efficient Staffing




Sustainable
Growth



Operating
Metrics

Inpatient Admissions (excluding psych and rehab)
2000

8000 W

7000
EEH:”:' h-\-\--\_-'.':-. e = -

5000 v
4000

3000

2000
1000

Jan Feh Mar Apr May Jun Jul Aug Sap Ot Moo Dec
) 2] 2022 ==2023 ==224




Operating
Metrics
Average Length of Stay (excluding psych and rehab)

6.80
640
560
540
480

440
Jan Feb Mar Apr May Jun Jul Aug Sep Oet Hov Dec

=20 201 2022 =23 =324



Productivity



Enhance Employee Engagement: Productivity is closely linked to
engagement. When employees understand the significance of their
roles and feel that their work aligns with their personal and professional
goals, they are more motivated and productive.

Improve Operational Efficiency: A focus on productivity allows
organizations to implement processes that streamline operations,
reduce waste, and maximize output, leading to better financial
performance without compromising employee satisfaction.

Promote Continuous Improvement: Organizations can foster a
culture of continuous improvement, encouraging innovation and
adaptability, which are essential for thriving in a competitive business
environment.



Acute Care 103.2%
PrOdUCt|V|ty Ambulatory Care 116.6%
Other 115.3%

Metrics

12 Month Rolling Productivity Trend (Acute)

10s.0%0

104.0%

102.0%
100.0%

28.0%

Productivity Index

26.0%
24.0%
22.0%

o ke A ke ke a> P> Ki'e ity a> o

Months



Key Takeaways

Workforce Planning is improving our HR effectiveness by enabling more targeted
staffing solutions via gap analysis, talent development, and engagement initiatives

Workforce Planning is improving our financial outcomes by promoting efficient use
of contract labor, savings through closing unncessary FTE and reducing spend on
new hires, and increasing productivity

Planning is a journey...the completion of this project has resulted in the beginning
of new projects that will strength the organization’s culture and engagement



Questions?




	Drive Better HR and Financial Performance with Intelligent Workforce Insights and Planning
	Factors Impacting Clinical Staffing
	Long-Term Care / Home Healthcare Trends
	Slide Number 4
	Industry Impacts & Responses
	Hiring Trends for 2025
	Intersection with Finance�Cost Containment
	Intersection with Finance�Efficiency
	Slide Number 11
	Slide Number 12
	Slide Number 15
	Slide Number 17
	Where we started…
	Labor Management – Where we started  
	Driving better HR and Financial Performance�
	When organizations focus on ensuring that their workforce is� �well-utilized, engaged, and developed, ��the financial benefits will naturally follow �because of effective management 
	Slide Number 23
	Slide Number 24
	Financial Performance
	Slide Number 26
	Slide Number 27
	Slide Number 28
	Strategic Recruitment Plan
	Strategic Workforce Programs
	Forecasting & New Hospital Staffing
	Higher Retention
	Engagement-Work/Life Balance
	Slide Number 38
	Slide Number 39
	Vacancy Rate & Net Hires
	Slide Number 41
	Slide Number 42
	Slide Number 43
	Over time
	Sign on Bonuses & Relocation Costs
	Slide Number 46
	Slide Number 47
	Operating Metrics
	Operating Metrics
	Slide Number 50
	Slide Number 51
	Productivity Metrics
	Slide Number 53
	Slide Number 54

