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DESCRIPTION
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shortages have been a persistent challenge in the Proactive workforce planning activities have stabilized the workforce, resulting in stabilized staffing budget

healthcare system. The Nursing Professional Practice variances and maintaining the delivery of safe, quality patient care

team at Humber River Health (HRH) identified the
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The figure above provides an overview of utilization of agency nursing hours per month at HRH. The blue line is the reported
OBJ ECTIVE monthly hours for agency nurses, while the orange line provides the various medians that were calculated over time (January
2018-September 2023).
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development opportunities to advance their careers. This figure provides an overview of the number of ICU nurses A breakdown of the costs associated with an agency RN versus
- _ . . that have been certified through the collaboration between a hospital staff RN for amount of hours worked in a year.
This, in collaboration with strategic student placement Durham College and HRH. The 37 nurses represent 86%
methods stabilized ICU staffing success rate using the accelerated ICU certification program,

iIn comparison to the historical 50% success rate achieved
through the traditional pathway at HRH.

SUMMARY OF RESULTS

This was a long-term workforce planning strategy which resulted in the elimination of agency nurse usage. Between 2021 and 2022, the organization had spent approximately
$120,000.00 in extra costs by contracting agency ICU nurses. As of 2023, through triangulation of strategic student placement and workforce planning eliminated the use of
agency staffing.
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