








Goals of the
New Hiring Process

o Attract and hire
exceptional new
graduate nurses

o Align residents with
CHM’s mission & values

o Incorporate current staff
and family members in
active interviewing
process

o Retain our hires




°o Prior Hiring Process

o Grad nurses applied to positions via
web hire

o Managers scheduled interviews
o Some team approach interviews

o Hired GNs throughout the year



A Better Hiring Approach

o Hire 3X per year

o Web Based Application Process

o http://www.childrensdmc.org/?id=867&sid=2
o Specific Requirements

o Applications Reviewed

o CHM Student Nurse Associates applicants



http://www.childrensdmc.org/?id=867&sid=2

® ¢ o | |[nterview Process Preparation

o Participation from Staif & Families

e Variety of staff nurses from within
hospital

e Family/patients chosen with assistance
from Director of Family Center Care
Program

e Training - ‘Interviewing Techniques’

o Workshop developed
e process & techniques
e Internal reliability b/w interview groups



0 Two Tiered Interview Process

o Initial Interview
e Customer Service Interview
e Team approach - staff nurse / family

o Second Interview
e Both managers from "units of choice’

o Matching Session



Results

o Structured, smooth & unified process
o Attracted nurses who displayed

professionalism and positive attitudes

o Truly interested in CHM

O
O
O

Decreased time for Managers
Increased staff and family involvement

Increased candidate pool

o Comprehensive view of candidate
o Make a good match
o Survey Results



Lessons Learned

o Introduce in increments
o Need support from:
e Director of Nursing
e Managers - Managers - Managers
olT
e Nurse Recruiter
e Nurses & Families
o RN license process

o We as an institution set the bar!



oo Continuing Work

o Constructing an Objective method to
use when evaluating the applications

o Adding detail to the SNA evaluation -
inclusion of peer input

o Creating a ‘Hiring Team’ not just an
‘Interviewing Team’
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Bridging the ‘Preparation to
Practice’ Gap

Susan Schultz, MSN, RN
St. Joseph Mercy Oakland
Pontiac, MI



ST. JOSEPH MERCY
OAKLAND

o 433-bed community-
based hospital serving
Oakland County since
1927

o 3000 associates; approx
800 RNs

o Affiliation with 8 nursing
schools in the area; 900+
nursing students per
academic year



THE SJMO GNRP
What is It?

o 12-month program designed to promote
transition from nursing school to
professional practice

o Open to new graduates or nurses with
limited work experience following nursing
school

o Involves all new graduates at SUMO

o Focuses on strengthening critical thinking
and professional practice skills




BACKGROUND

°e Why?...Recruitment

Jan 2007...
o SJMO had a 17% RN vacancy rate

o Southeastern Michigan had few qualified,
experienced RNs in the job market

o Most RN positions were going to be filled by new
graduates

o Competition was/is fierce
e 8 nursing programs in SE Michigan
e 35 hospitals in SE Michigan



BACKGROUND
°e Why? ... Practice & Safety

Preparedness Gap:

o New graduates are not always prepared to
assume the complex RN role in an acute
care setting

o Only 47% of hospitals report new graduates
are ‘definitely’ prepared to provide safe and
effective care

(The Advisory Board Company, 2007)



oo INCUBATION to BIRTH
April 30 - May 2, SJMO Nursing Leadership Team
2007 attended The Healthcare Advisory

Board’s Nursing Leadership Summit
May 3, 2007 Returned to SUMO
Formed a Steering Committee
Drafted a program
May 4 - 5, 2007 Completed edits, ‘fine-tuning’
May 6, 2007 Presented program to SUMO Senior
Leadership Team
May 7, 2007 Launched SUMO GNRP




COMPONENTS

o Strong connection between Affiliation Coordinator
and HR Nurse Recruiter

o Unit-based Orientation Manuals
o Preceptor Development Course
o Weekly Orientation Meetings

o Progress Report

o Monthly Support



®o COMPONENTS

o Monthly Classroom/Experiential Content
e Delegation
e Communicating with Physicians
e Horizontal Hostility
e Mock Codes
e Rapid Response Team
e Nursing Ethics

e Evidenced-Based Practice; Translation of Research
Into Practice

e Launch of an Evidence-Based Practice Project



COMPONENTS

Quarterly Evaluations
Mentoring Program
New Grad ListServ

Evidence-Based Practice Projects

> Based on lowa Model for Evidence-Based
Practice

» Includes step-by-step mentoring



X GRADUATION

o Formal invitation

o Senior Leadership, Nurse Managers
and Directors, Educators, Preceptors
and Mentors attend

o New grads present their Evidence-
Based Practice Projects



VIDEO CLIP
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RESULTS

Engagement

Grand Mean and Percentiles by Length of Service

4

Overall

Gallup 2008 scores
indicate SJMO
associates with less
than 1 year of service
have higher
engagement scores
(4.11) than SUMO
scores overall (4.02)

Less than1Yr



RESULTS

Vacancy Rates

o RN vacancy rates at SUMO
have decreased 82%, from 17%
pre-implementation to 3% post-
implementation

o 2008 national RN vacancy rate:

0)
8 . 1 A) (Johns Hopkins Nursing, 2008)



eoo| COST OF ORIENTATION

Area Weeks in # of # of Cost/
Orientation | Hrs/Wk | Grads Grad
Med 6 36* 134 $5-$10 K
Surg
Critical 12 36* 24 $10-15 K
Care

158 grads: $1.6 M in orientation costs

Prior to GNRP: 50% new grad turnover

* Plus 9 hrs Pain/Stroke Education



COST TO ATTEND /

ot COORDINATE
158 Grads attending GNRP $120K
2.5 hrs/12 sessions @$25/hr
$750/grad annually
GNRP Coordinator $5K
8-10 hrs/month

$125K

Net Savings to Organization: $675 K



LESSONS LEARNED

o Senior and mid-level management commitment
o Stay on top of issues; address them.

o Communicate this program as an opportunity for
professional growth.

o Availability of resources and tools is essential to
successful completion of evidence-based practice

projects.

http://sites.google.com/site/simonurseexcellence/



http://sites.google.com/site/sjmonurseexcellence/

oo | UNEXPECTED BENEFITS

o Early identification of practice/safety issues.

o Better understanding of how to interview new
grads.

o Ability to be highly selective in hiring process.

o Development of rich relationships/connectivity
with new grads.

o Recognition that the program’s philosophy and
components are transferable to many areas
beyond nursing.
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