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Let’s 
Discuss

Significance Current 
state

Supporting 
data Solutions!



“Frontline leaders are one 
of the most powerful 
assets health systems 
have to navigate changing 
workforce dynamics 
successfully and stabilize 
their frontlines”

Source: Connection at Healthcare’s Frontline: Unlocking the Power 
of Personalized Engagement, 2024 [White paper]. Laudio.

https://laudio.com/connection-at-healthcares-frontline-unlocking-the-power-of-personalized-engagement
https://laudio.com/connection-at-healthcares-frontline-unlocking-the-power-of-personalized-engagement


What Nurse 
Leaders Provide:
Personalized 
Engagement

Source: Connection at Healthcare’s Frontline: Unlocking the Power 
of Personalized Engagement, 2024 [White paper]. Laudio.

https://laudio.com/connection-at-healthcares-frontline-unlocking-the-power-of-personalized-engagement
https://laudio.com/connection-at-healthcares-frontline-unlocking-the-power-of-personalized-engagement


Higher intention to stay

Higher RN-assessed quality of care

Lower missed nursing care

Fewer patient falls

Higher % of certified RNs

Press Ganey NDNQI Data: AONL 2024

Clinical RNs working for 

high-performing 

managers report better 

practice environments 

across settings.



Challenges



N=186



Span of Control
Majority: 

>50 direct reports

Source: AONL 2024.





Quote From Disenchanted Nurse Manager

“I don’t want to babysit other [licensed 

professional] nurses anymore and be 

responsible for everything they do, 24/7.”





Solutions



Support 
Systems

Assistant nurse managers

Admin assistance

Centralized functions, e.g., staffing, 
payroll, credentialing

Educator/CNS

Charge nurses without patient 
assignments

Evening/Night/Weekend/Holiday 
support (reduce burden of 24/7)



Flex Scheduling

4-Day 
Workweek

Remote 
Day(s)

Flexible 
Workhours



Evaluate Span of Control: It’s Not Just FTE’s



Recognition





Pathway to Excellence®: The New Standard!

“The organization uses 

support strategies to address 

the well-being needs of senior 

nursing leaders and nurse 

managers.”



Tech-Enabled Workload Reduction

PUSHing reportsPUSHing

Using predictive analyticsUsing

Automating manual processesAutomating

Adding communication methodologies for staff 
engagementAdding



Gig Nursing
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TheMercy“Bottom Line 
Playbook”to Decreasing
Premium Labor Spend
while Increasing Access
to Care.



Fewer Hospital-Acquired 
Conditions
Higher Patient 
Satisfaction

Lower Costof Care 

Shorter ERWait Times 
Shorter Length of Stay

Reduced Readmissions 
FewerComplications 
Lower Mortality Rates

About Mercy

$7.5B

44,000

2.7 million

$8 billion

2.8 million



The Primary Question
In an adult inpatient hospital unit, how does the implementation of a 
multi-generational workforce redesign (compared to a traditional model) 
affect fill rates?

P 

I

C

T

–adult inpatient

– implementation of a multi-generational workforce design

O

–adult inpatient

– implementation of a multi-generational workforce design

– traditional design



BabyBoomers
Born 1943 - 1964

Emerging Themes: Top 5 Needs by Workforce Generation
GenX

Born 1965 - 1980
GenY“Millennials”

Born 1981 - 1996
GenZ      “Zoomers”
Born 1997 – 2012

19 7 14 15
Technology 
Integration

19 7 15 19 7 14 15 13 19 7 15

NewVisionFor 
Nursing Career

Flexible 
Compensation

Work Life 
Balance

Control Over 
Schedule

KEY: 1-Auerbach (2017). 2-Buerhaus (2021), 3-Buerhaus et al. (2022) 4-Cartwright-Stroupe (2021), 5-Gaffney (2022), 6-Gorbenko, Fraze & Lewis (2016),
7-Lovejoy et al (2021), 8-MacPhee (2020), 9-McClain, Palakas, Christian & Arnold (2022), 10-Petriglieri (2019), 11-Prestia (2019), 12-Reinhardt, Leon, Amatya
(2020), 13-Schmitt (2019), 14-Schuetz & Larson (2019) 15-Scott & Kezar (2021), 16-Sherman (2021), 17-Sherman (2022), 18-Weston (2022), 19-Wong, Kost,
Fieseler (2021)

10 4 5 7 10 4 5 7 10 4 5 7 17 10 4 5 7 17

10 19 5 11 14 15 10 19 5 11 15 10 19 5 11 14 15 10 19 5 11 15

10 11 18 10 11 18 10 11 17 18 10 11 17 18

10 19 5 15 17 9 10 19 5 15 17 9 10 19 5 14 15 17 9 10 19 5 15



A Bold, New Vision: 
Redesigning the Staffing Model

Maximize flexibility to improve fill
rate and satisfaction

Choice: options and control in 
schedule & compensation

Accessfor multiple workforce 
layers and generations

Scalable, on demand technology 
integration with automation & AI



Mercy Strategies: Success to Date (FY23)

Agency
External Agency
Internal Agency

Flex
Local Float Pool

Regional Float Pool
Gig Per Diem

Core
Full Time

Part-Time / Part-Time Flex
PRN – Unit Based

Operationalized the 
Workforce Strategy

Enabling Adaptive Technologies 
to Improve Fill Rate and Manage 
Incentive Rates

Recruitment and 
Retention Strategies

Transforming the 
Workforce

Robust 
Advertising 
Campaign

Menu of 
Options

Enhanced 
Candidate 
Experience

Personalized 
Recruitment

Decreased 
Days to Fill

Reduction in 
Agency

Centralized Workforce/
Operations Team

System

Region

Sc
o
p
e

Hospital

UKG UKGMWOD



Who Are Our “Gig”Co-Workers?

Active

92%

Hired
1933

Applicants
3800

38% 33% 29%
New TransfersRehires

Mercy
internal clinicians

0.00FTE
commitment

Flat rate

+$$$

MIN required
1shift / 30days

MAX workload
<32hrs / week

Time Period: January1,2022 –October 15,2023



Unlocking Flexibility, Impact to Our Staffing Mix

67%

8%

25%

8%

23%

69%

STAFFMIX BEFORE TODAY’SMODEL

Core Staff FlexStaff

SHIFT/ HRS  OPTIONS LOCATION OPTIONSWORKFORCE LAYER

Core

Flex
+Gig

+

NEW PROGRAM

HC: 6,513
Prod Hrs: 217,928

HC: 2,161
Prod Hrs: 31,061

HC: 802
Prod Hrs: 42,345

Agency
*Includes International Agency







Recent 
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