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DESCRIPTION

LESSONS LEARNED
Nursing workforce planning is essential in supporting stability in
healthcare organizations. Humber River Health (HRH) prioritizes By comparing the number of vacancies and LOAs against the fill rate, the Workforce Planning

strategic workforce planning to ensure that inpatient units Manager was able to adjust NRT hiring practices accordingly.

operate seamlessly. The Nursing Resource Team (NRT) was
intended to support day-to-day staffing requests due to

sick calls. However, other factors such as unfilled vacancies
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SUMMARY OF RESULTS

Workforce planning meetings promoted visibility on organizational shortages. By adjusting hiring practices within the NRT in accordance with vacancy and LOA rates, the NRT
enhanced their ability to meet unit needs. For example, in June 2023, an additional 15 NRT nurses were hired in response to an increased demand for nursing staff. With an 81% fill
rate in July 2023, preliminary findings have determined that the onboarding of additional staff has been beneficial in meeting unit needs despite shortages (Figure 2).
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