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Executive Summary

European healthcare systems all face a common challenge:
attracting and retaining their healthcare workforce to meet
patients’ health needs. Shortages in healthcare professionals
are observed in hospitals across Europe, with location variations
in the profiles and specialties particularly under pressure.

Health regulators, from Governments to local authorities, all have a role to play in
finding solutions to better support the sector’s attractiveness and review HR guidelines,
including benefits. Cross countries initiatives are emerging to address the topic (WHO,
Magnet4Europe).

Public and private healthcare organisations regularly state that the ability to attract and
retain talent is their top strategic focus for the next years.

What criteria or attributes do healthcare professionals across Europe use to select one
hospital as an employer versus another? What key levers make them stay?

BearingPoint conducted a European survey of 300 healthcare professionals from 6
countries (Germany, France, Ireland, Norway, UK, Sweden) to better understand the
factors that most influence their career choices.

Even though the healthcare sector remains attractive to younger generations by offering
a strong sense of purpose, there are clear barriers to address, specifically on work
conditions. Defining a purpose, revamping a hospital’s brand image, and targeting
recruitment actions aligned with future employees’ needs are important but not enough.

Recruitment is not the only challenge. Overall employee satisfaction levels and a
hospital’s ability to communicate a clear value proposition for its employees remains
critical to sustain long term commitment and motivation.

What is it that makes a hospital “shine inwardly and outwardly”? Top hospitals
manage not only to recruit and retain their employees, but also engage them in the
longer term through innovative organisational practices.

Our European health experts have shared their views and expertise from BearingPoint
healthcare consultants. We conducted a qualitative analysis through interviews with
Executives from various healthcare organisations.

Shining inwardly and outwardly requires a cultural and organisational transformation. Best
practices from the most attractive organisations across Europe can be summarised

in 6 components that support a virtuous circle of employees’ recruitment — retention —
engagement. Happy and engaged employees remain the best brand ambassadors.
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Focusing on employee
wellbeing and sustainable
working conditions

Patient first model of Fostering employee
care and organisation empowerment with
modern management

What makes the difference
to “shine inwardly and
outwardly”?

ST e oo B = ons manage not
only to recruit and retain their
employees, but also engage
them in the longer term through

StUd a rOGCh and methOdOIO ® Additional insights were provided by consultants and . . . .
y pp gy advisors with direct experience of supporting European Innovqtlve OI'gCI nlsqtlonql

hospitals in planning and delivering of their operational

This study covers 6 countries; Germany, France, Ireland, Norway, strategies. p rc' cti ces .

UK, Sweden - and uses both quantitative and qualitative analysis:

® A quantitative survey was conducted with 300 healthcare StUdy bias
professionals across countries to understand better their

attractiveness and retention criteria: ® The study focuses on common operational levers that can
— 300 respondents, equally shared across the 6 countries. be used by European hospitals to differentiate themselves,

— Healthcare professionals: half doctors (mostly medical from cultural to organisational and technological

specialists) and paramedical staff (76% nurses and 19% transformations. Compensation and benefits cannot be
healthcare assistants). denied as being a key area for improvement to attract
healthcare professionals and better value the work

— All working within hospitals: 70% from public ) ) ) )
done in most countries. However, it has voluntarily not

organisations and 21% from private-for-profit

. i been included in the analysis as being mostly driven by
organisations and 9% from private non-profit ) )
" ) ) regulation bodies or Governments and barely hospitals
organisations; half of them coming from small-medium

th lves.
public hospitals (100 to 499 beds). emselves

Quantitative analysis are shared on a European-based

A qualitative analysis was conducted through a dozen area and not with a country focus considering the panel
interviews with Executives from leading public and private size.
healthcare organisations across Europe, such as Volvat

Medical Center in Norway, Capio S:t G6ran’s Hospital

and the hospital in Landskorna in Sweden, the Bordeaux

University Hospital in France.




1.1. European hospitals currently face
a common challenge of workforce
shortages

As the scale and complexity of demand for healthcare services The healthcare professionals we surveyed expressed concerns
is increasing, European hospitals are finding it difficult to recruit about the overall lack of resources in their departments: with
and retain adequate staff to respond to the challenge. Today, over 60% stating that the number of doctors, nurses, and
the World Health Organisation’s 53-member European region is healthcare assistants is insufficient to meet patient care (Figure
short of an estimated 1.8 million health workers'. 1). The shortfall of nurses appears to be the most critical (72%
of respondents), followed by the lack of health assistants and
doctors (62% and 61%, respectively).

Figure 1: Perceptions about the lack of doctors, nurses, and healthcare assistants Public sector only

The number of doctors/nurses/healthcare assistants in my department is sufficient to meet the needs of the
patients we care for

Doctors 9 7 15% strongly disagree
e > 36% agree/strongly agree

Disagree/strongly disagree 61% Agree/strongly agree 38%
Nurses 20% 5% 26% strongly disagree
27% agree/strongly agree
Disagree/strongly disagree 72% Agree/strongly agree 26%
W h m u St E u o e CI n Healthcare 20% strongly disagree
I . 16% 5% SRS )
assistants 37% agree/strongly agree

Disagree/strongly disagree 62% Agree/strongly agree 36%

I I . I
O S p I tq S reVCI m p ' Strongly disagree Disagree Agree . Strongly agree
[ | 9
ro o S I t I o n The scarcity of healthcare professionals in the hospital sector the issue: based on findings from a recent cross-sectional study
u is affecting the quality of care, availability of services, and conducted as part of the EU-funded METEOR Project?, 9% of

employee satisfaction. About 50% of healthcare professionals doctors and close to 14% of nurses indicated an intention to exit
surveyed stated that staff levels are insufficient to deliver the the professions or leave Europe. They cited low job satisfaction,
desired levels and quality of patient care. Staff will often have increasing depersonalisation, and emotional exhaustion as the
to compensate vacancies with a heavier workload, potentially primary reasons.

leading to stress, fatigue, burnout and overall job dissatisfaction.
This then contributes to a higher turnover rate, exacerbating

1) Health Policy Watch, “Europe Is Struggling to Keep its Health Systems Afloat”, September 2023
2) METEOR project shows EU hospital clinicians ready to quit as retention issues continue - Hospital Healthcare Europe




NHS (UK) doctors leaving their professions
or moving abroad. Research published in the
British Medical Journal (BMJ) outlined that 4

Figure 2: Perceptions about the quality of care, given current staffing conditions.

We can deliver desired levels and quality of patient care with the

staff available to us

in 10 junior doctors in the UK plan to leave
the NHS. A third (33%) said that they planned
to work in another country within the next 12
months, with Australia and New Zealand the
most favored destinations (42% and 20%,
respectively), followed by the Middle East
(9%), Canada and Europe (excluding the UK)
(9%), and the US (5%). Poor pay and working
conditions were cited as the top reasons for
junior doctors wanting to quit the UK'’s health
service.

Agree / strongly agree 47%

. Strongly disagree
‘ Disagree
. Agree

‘ Strongly agree

Disagree / strongly disagree 52%

Figure 3: The scope of healthcare services resources challenges across selected European countries

United Kingdom

® NHS England is operating with 154,00 fewer
full-time staff than it needs (equivalent to
12% of current workforce), a number that is
forecasted to increase to 570,000 by 2036 .

® NHS funding for 2024-25 faces a 1.2% real-
terms cut compared to previous year ¥

® 4in 10 junior doctors plan to leave the NHS

Sources: NHS, 2023-2024

Ireland

® 15,000 additional healthcare workers (+10% "
of total) will be needed by 2035 ’

® 43% of physicians and 51% of nurses received
their training outside of Ireland

® 7 out of 10 doctors are at high risk of burnout
- NCHDs and Public Health Doctors are at the
highest risk

® 3 out of 4 nurses are considering leaving their
work area

Sources: Nuvo Healthcare, 2024,
Department of Health, 2024

France

® 30% of public hospital practitioner positions are vacant

® 163 emergency departments (20% of total) have closed at
least once during 2023 due to staffing shortages

® 10% of the 460 French maternity facilities are experiencing
‘partial closure’ due to staffing shortages, sacrificing pre- and
post-natal activities to focus on childbirth.

Sources: DREES, 2022; FHF, 2023

Norway

® Nurses represent over 30% of the total
shortage in health and social services

® 23% of individuals with healthcare-related
degrees are employed outside of the
healthcare industry

® 1in 2 physicians does not intend to, or is
uncertain about, remaining in its current
hospital within the next two years.

Sources: Norwegian Directorate of Health, 2022;
Sykepleierforbund N, 2023, Ramboll, 2023

Sweden

® All of Sweden’s regions state that they lack
midwives, doctors with specialist expertise,
nurses, and specialist nurses

®  1in 5 doctors consider leaving the medical

’ profession due to high overload

® 10% of nurses are working outside of
healthcare

Sources: Swedish National Board of Health and
Welfare, 2021-2022; Swedish Medical Association,
2022, The National Health Comptetence Council,
2024

Germany

® The number of hospitals has fallen by over
20% since 1991. At the same time, the
number of beds has decreased by 25%

® 8% of nursing positions in clinics are unfilled

® 75% of clinics expect this situation to worsen
Sources: Journal of Health Organization and

Management, 2022; European Journal of Health
Economics, 2022

1.2 Paradoxically, the healthcare
sector remains attractive for younger

generations

Although there is a shortage of healthcare professionals across
Europe, young Europeans remain attracted to the sector.
According to a recent study from IPSOS for Clariane Foundation,
healthcare is the 3rd most attractive sector for young
Europeans, behind luxury and education®. The sense of purpose
associated with the work, contributing positively to society, and a
passion to help others are quoted as the main motivations
(Figure 4).

In recent years the Covid-19 pandemic has brought
unprecedented attention to the sector, highlighting the critical
role of healthcare professionals in society. This increased visibility
and recognition may have inspired more people to consider
careers in healthcare. For example, in the United Kingdom,

the number of people applying for nursing courses has risen

by almost a third (32%), according to statistics from university

admission services. “

Although the sectors’ overall attractiveness is clearly positive, the
main motivation drivers must be balanced with key challenges
including heavy workload, facing diseases and death daily and
the irregularities of working hours (Figure 4).

This leads us to question the gap between younger generations’
expectations and hospitals’ current attractivity issues. While
attracting applicants to the profession may not be a challenge,
hospitals still need to ensure that younger, newer employees stay
in their line of work longer-term. This is especially true given that
younger generations are now statistically more likely to change
professions.

Figure 4: Main expectations when choosing a profession and perceived constraints for healthcare professionals,

according to young Europeans

Main expectations of young Europeans when choosing their profession

Good balance between private and professional life 60% @

Interest in the job, fullfilment 56% @
The atmosphere, work relationships 50% @

Job's alignment with personal values 48%

Remuneration 47%

@ Positively associated
with the healthcare

sector

Negatively
associated with the

healthcare sector

Main constraints for healthcare professionals, according to young Europeans

Workload 39%

Having to cope with disease, pain, death 37%

Variability of work schedules 34%

Source: Fondation Clariane & IPSOS

3) Ipsos Study for Clariane Foundation, https://www.ipsos.com/fr-fr/pourquoi-les-jeunes-europeens-plebiscitent-les-metiers-de-la-sante-et-du-soin
4) Department of Health and Social Care, 2021, “Nursing applications in England up by over a third to 48,830”



1.3. Successful recruitment strategies
are the foundation to attract talented
healthcare professionals and future

generations

While studies show that younger generations are more focused
on their work-life balance and finding a job that is of interest to

them, this might differ slightly for active healthcare professionals.

Building an efficient and effective recruitment strategy therefore

Understanding the motivators and barriers for target

recruitment groups to tailor action plans to deliver the

right actions

requires both a focus on targeted actions and on specific

recruitment target group needs.

key motivational levers and barriers to working as healthcare
professionals. To enhance their recruitment capabilities, hospitals
must not only communicate their strengths, but also the actions

Our study asked active healthcare professionals about the

they are taking to address their weaknesses (Figure 5).

Figure 5: Hospital workers’ levels of satisfaction with the main criteria expressed by young Europeans when choosing an employer

Strengths to build upon

The medical or nursing expertise required  75%
for my role is aligned to my interests

My job allows me to take initiative 70%

My team life is punctuated by meetings / g0,
team rituals that enable us to share day-
to-day difficulties

I am motivated by the meaning/ 68%
purpose of my job

Most essential
expectations when
choosing a profession

Work-life
balance

Interest
in the job,
fulfillment

Atmosphere,
work
relationships

ob’s alignment
with personal
values

Remuneration

Weaknesses to address

35%

48%

46%

47%

35%

My workload is well balanced

I am satisfied with the frequency of
weekend work

The administrative or logistical tasks
[ do in my job, do not prevent me
from providing care or supervising
care teams

Levels of staff are sufficient or deliver
desired levels and quality of patient
care

I do not see higher pay and greater
benefits as a key area of improvement

Beyond targeting different employee groups, hospitals can
tailor their actions to their specific local needs to better meet
recruitment targets:

Large public hospitals such as University Hospitals

are often amongst the largest employers in a region.
Their challenge is often more to retain and engage their
employees as opposed to attracting them. The research
activity of university hospitals also make them more
attractive than others to foster healthcare professionals’
expertise

Local small hospitals in rural / isolated areas will have
to support future healthcare professionals to move into

the region. Recruitment strategies must focus more on

attracting healthcare professionals into the area through
stronger connections with future graduates or providing financial
or material support to help them move in the area.

® Hospitals in city centres with high property costs (e.g.
London) can also provide financial assistance for healthcare
workers who can't afford the standard rates to seek
subsidies.

The choice of recruitment actions and the channel to deliver
them depends on the employer’s recruitment targets. Actions can
range from: communication through the right channel, leveraging
employees as brand ambassadors, training future workers, etc.

1



Successtul recruitment
practices across Europe

R T R S e e o (e Creating new entry and career development

routes to increase the pool of potential

image
candidates
Brand image needs to align with hospital’s purpose and a shared vision across all of its
employees. What is the hospital’s mission? What do we want to achieve for the community,
our patients and our employees? A strong brand image, highlighting a patient-centric

Creating new entry routes to hospitals is a strategic approach to broaden the pool of
potential candidates, thereby addressing talent shortages and enhancing diversity.
Career transition programs, apprenticeship programs, and return-to-work programs can
source candidates that would have not applied otherwise. Additionally, recognising
credentials from alternative education programs, such as online courses or international

approach, areas of expertise, values, and career development prospects, can help
hospitals differentiate themselves from competitors to attract new employees. Effective
communication including targeted messaging addressing specific recruitment needs (profile,

health specialty), and leveraging multiple channels, including digital platforms, are key. TN TR [ eIl TR 0 TS e ST 2T el el

North Lincolnshire and Goole NHS Foundation Trust (United Kingdom)” - Creating
a new apprenticeship route to facilitate recruitment. The trust faced challenges

in hiring healthcare support workers, particularly from areas with diverse levels of
deprivation and a range of educational backgrounds. To tackle this issue, it widened

Les Hospices Civils de Lyon (France)® — Launching a recruitment campaign based
on staff testimonials. Faced with recruitment difficulties, in 2024 Les Hospices civils de
Lyon (HCL) launched a communication campaign named “Ici je peux” (“here I can”). Using
posters in major metro stations and posts on social networks, the campaign featured real

stories of seven HCL employees, showcasing their professional growth and work-life balance, eIt peton el FEiKes i) gy Hiiele)n @ Celse GEma e Pesemiins, i

programme encourages people to explore the possibility of healthcare assistant roles
through a redesigned apprenticeship route, combined with clear career pathways. This
included use of the Care Certificate and science qualifications for staff to transition into
Band 5 trainee nursing associate and assistant practitioner roles over 18 months to 2

and testifying to the diversity of professions, skills and career aspirations that can blossom
within the organisation. To tailor the message to its audience, the HCL had previously
surveyed its 24,000 agents to understand their views and expectations from their employer.

years.

Building relationships with medical and healthcare
training establishments

Simplifying the hospital’s recruitment process

Participating in schools” events and/or delivering training at these schools (tailored to

address the specific skills and knowledge areas that are relevant to the hospital) provides
an opportunity to interact directly with students, understand their needs and aspirations,
and showcase the hospital’s work and culture. Furthermore, providing financial support to

A clunky and long hiring process can increase the risk of candidates moving on to another

opportunity. Collecting and analysing data on delays and interviewees’ feedback can help
prioritise areas for improvement in the process. At the very beginning of the process, clear
job descriptions reduce time spent on screening unsuitable applicants. Next, to accelerate
decision-making, hospitals should consider leveraging technology to automate activities
including screening resumes, scheduling interviews, and sending follow-up emails. Finally,
hospitals may opt for more reactive recruitment strategies, like job fairs which include “on
the spot” interviews, for high-priority profiles.

students through work opportunities at the hospital for several months serves as a powerful
recruitment tool. Students who have a positive experience are more likely to consider a long-
term career with the hospital. This strategy, therefore, not only helps meeting immediate
recruitment needs, but also contributes to building a robust talent pipeline for the future.

University Hospitals of: North Norway, Oslo, Akershus, Haukeland, Stavanger and St.
Olavs (Norway)¢ — Developing partnerships with health schools to support nursing
education. In Norway, specialised nursing education positions allow nurses to combine
clinical work with further education or specialisation in various fields. These positions offer

a salary from the hospital, enabling nurses to accrue seniority-based salary and pension
benefit. They are typically organised through partnerships between healthcare institutions
and educational establishments. Upon completing their education, nurses commit to serving

CHU de Nantes (France)?® - Organising job fairs to speed up recruitment. Regularly,
the CHU de Nantes organises job fairs where candidates have short, one-on-one
interviews with recruiters, after which an offer employment can be made. This alternative
process significantly reduces the time taken from interview to job offer. In October 2023,
around 100 positions in a variety of areas such as administrative, technical, and care,

filled using thi thod.
in a clinic at the hospital for a period ranging from 1 to 3 years. were e Lsing this metho

12 5) HCL, Lancement de la campagne “Ici je peux!” Communiqué de presse du 18 mars 2024, https://www.chu-lyon.fr/sites/default/files/publication-presse/Ce%20lundi%2018%20mars%2C%20les%20 7) https://www.nlg.nhs.uk/news/apprenticeships-helping-us-to-grow-our-own-staff/
HCL%20lancent%20la%20campagne%201C1%20]E%20PEUX%20%21.pdf 8) CHU Nantes, Communiqué de presse, Le CHU Nantes recrute
6) St Olavs, https://www.stolav.no/fag-og-forskning/utdanning-og-kompetanseutvikling/ta-en-utdanningsstilling/#:~:text=Hva%20er%20en%20utdanningsstilling%3F,0g%20pensjon%20i%20denne%20 https://www.chu-nantes.fr/cp-le-chu-de-nantes-recrute-des-postes-de-soignants-a-pourvoir-des-aujourdhui-et-pour-cet-ete-au-job-dating-organise-le-16-avril

perioden



Supporting relocation and entry

Taking a holistic and employee-centric approach to recruitment can mean providing support and
resources to help new hires to relocate, settle, and transition into their roles smoothly. This can
include assistance with finding housing and understanding local amenities, financial support (in
the form of an entry bonus, for example), and/or implementing a comprehensive onboarding
program.

Region Norrbotten (Sweden)® - Offering travel and accommodation for nurses and
dental practitioners in low-density regions. To attract healthcare professionals to regions

in northern Sweden with lower population density, the public sector entity, Region Norrbotten,
offered free travel and accommodation for nurses and dental practitioners, as well as their
families, during the summer of 2023. The offer was sent to 66,000 nurses and 6,000 dental
professionals, resulting in a significant number of applications. This initiative aimed to address
staffing vacancies in healthcare, primarily in northern Sweden during the summer season, while
also encouraging people to permanently move to and start working in Norrbotten. It was also
a way of facilitating relocation, particularly considering the housing shortage in certain parts of
Norrbotten.

Waterford University Hospital (Ireland)
To attract and ease the transition and process of moving regions or countries, the hospital put
supports in place for their incoming employees with their integration into the local community.

They offer assistance in finding childcare and schooling for children of the incoming employees,
offer assistance in finding housing for them. They also set up appointments with some of the
local banks to ensure they have all the appropriate things are in place to start their work. These
supports are invaluable to the incoming employees because of it means they can place better
focus on their clinical duties, and less times on some of the time consuming / stressful activities
associated with moving house. This ensures an smoother and easier transition into their new
working life.

Retaining interns with target value proposition

Ensuring that successful trainees remain within an organisation is a key component of an
effective recruitment strategy. To do so, hospitals can help them feel part of the organisation
with package of support designed around their needs. This could include training programs,
workshops, mentorship programs, wellness services, and open communication channels. By
improving the employee experience organisations aim to motivate trainees (or interns) to stay
and grow within the organisation.

Centre Hospitalier Intercommunal de Créteil (France)' - Developing a smartphone App
for interns. The Centre Hospitalier Intercommunal de Créteil (CHIC) has developed InternApp, a
mobile application that aims to facilitate the integration of interns into their hospital and make
their life easier during their internship semester. InternApp gives them access to essential tools
for their professional practice, including a directory of all hospital departments, as well as useful
calculators including for creatinine clearance, BMI, gestational age, blood calcium levels, etc.
Hospital management can send interns information directly by push notification. Initial results
have been very positive: the application has already been downloaded more than 400 times, and
a survey carried out among interns revealed that this tool is very useful to them on a daily basis.

9) https://www.svt.se/nyheter/lokalt/norrbotten/gratisboende-och-fri-resa-till-norrbotten-nu-raggar-regionen-sjukskoterskor-i-hela-landet
10) Interview with Liz Moran, Waterford University Hospital
11) https://www.chicreteil.fr/actualites/internapp-lapplication-des-internes-du-chic-a-ete-primee-lors-du-salon-santexpo-2021-de-la-fhf/

Welcoming new entrants with an efficient
onboarding program

Numerous studies have indicated that novice nurses often experience a sense of being
overwhelmed as they transition from being students to assuming their new role'. Well-
structed onboarding programs that include presentation sessions, facility tours, and the
provision of user-friendly documentation, help new entrants understand their roles, the
hospital’s culture, and expectations. In addition, developing mentorship programs to pair
new hires with experienced staff members who can provide guidance and support can be
particularly beneficial. Regular check-ins during the initial months can also help address
any issues or concerns promptly.

Universitdtsklinikum Hamburg-Eppendorf (Germany)'® — Developing an ambitious
onboarding program to improve the retention of new recruits. During the first 2-5
working days of each month, new employees at the Universitatsklinikum Hamburg-
Eppendorf (UKE) get to know the organisation, tasks, goals and vision during induction
days. Experts from all areas of the UKE provide an overview of the complex structures
and tasks of the UKE in a pleasant atmosphere. The seminars, lectures and workshops
are mainly interprofessional and interdisciplinary. After the organisation-wide induction
days, individual, workplace-related induction are provided. For the latter induction plans
can be personalised to an individual Personal or standard induction plans are made
available for this purpose.

Leveraging healthcare professionals as
ambassadors

Having existing employees directly “spread the word” about an organisation is one of
the most effective recruitment strategies. This is also a great demonstration of trust
in the organisation and engagement. It can take the form of encouragement to
attend recruitment events and/or policies to support referrals (e.g. financial
incentives).

12) De Vries, N., Lavreysen, O., Boone, A., Bouman, ., Szemik, S., Baranski, K., ... & De Winter, P. (2023, June). Retaining healthcare workers: a systematic review of strategies for sustaining power in the

workplace. In Healthcare (Vol. 11, No.
13) https://www.uke.de/karriere/index.html

13, p. 1887). MDPL.



1.4 Recruitment is not enough.
Retaining and engaging are hospitals’
top challenges for a successful
employee value proposition

Recruitment strategies are the key pillar in attracting the right
talent, mainly led by HR professionals across the organisation
with some support from healthcare professionals on targeted
actions (such as participating in the interview process, providing

testimonials, etc.)

However, our studies shows that 32% of respondents are not
motivated by the meaning / purpose of their job due to their
current work conditions, with a similar picture across doctors,
nurses or healthcare assistants.

Figure 6: Meaning / purpose of the job as a source of motivation for current hospital professionals

“I am motivated by the meaning/purpose of my job in the context of my current working conditions”

Agree / strongly agree 68%

6% Doctors:
14% G
72% agree/
strongly agree

Nurses and
healthcare
assistants:
64% agree/
strongly agree

Disagree / strongly disagree 32%

Recruiting talented healthcare professionals and well-known
medical doctors is a major lever to attract patients from the
locality and beyond. It therefore helps a hospital shine from

a brand image and attractivity perspective. However, the
virtuous “attractivity circle” only works with deeper cultural
and organisational changes, that are supporting employees’

motivation.

Employee value propositions including innovative practices
around work conditions, culture and management make the
difference to retain and engage employees in the longer run and
motivate them to become tomorrow’s brand ambassadors.

. Strongly disagree
Disagree

Agree

. Strongly agree

While US “Magnet hospitals” stand apart with a
dedicated certification, European hospitals work hard
to provide the best proposition to satisfy and engage
their employees

The concept of Magnet Hospital was initiated in the USA in

the 1980s, recognising hospitals showing gold standards in
terms of nursing and innovative practices. Magnet Hospitals are
certified by the American Nurses’ Credentialing Center (ANCC)
as institutions where Nurses are empowered to transform the
hospital’s organisation towards better patient care. As of March
2024, 581 hospitals (9.7% ) in the US are designated Magnet.

14) https://www.nursingworld.org/organisational-programs/magnet/find-a-magnet-organisation/

Internationally, the magnet hospital concept has inspired top
healthcare organisations and nations. Magnet4Europe has been
established by the EU to improve patient safety and overall

healthcare worker wellbeing. There are currently over 60 hospitals,

across 6 countries: Belgium, Germany, Ireland, Norway, Sweden,
and United Kingdom'™ participating.

In parallel, the WHO Europe’s member states have agreed on a
“Health and Care Workforce Framework for Action 2023-2030" to
guide national strategies. The framework’s first and central pillar,
“Retain and Recruit”, includes policy actions related to medical
training, working conditions, working hours, health, wellbeing, and
remuneration of healthcare workers.

What makes the difference to “shine inwardly and
outwardly”? Top organisations manage not only to recruit

and retain their employees, but also engage them in the
longer term through innovative organisational practices.

15) https://www.magnet4europe.eu/at-a-glance.html
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Making the difference by
engaging your headlthcare
professionals through
long-term cultural and
organisational changes

Based on the “voice” from 300 healthcare professionals across
Europe, our experts have selected top components for a
successful strategy to create the “attractivity virtuous circle” :

Hospital Attractivity Virtuous Circle

Modern management model
fostering empowerement

Shining inwardly....

Satisfying and engaging
through cultural and




2.1. Patient experience at the heart
of the strategy and organisation

A patient-centered care organisation contributes to
job satisfaction and staff engagement

Many hospitals have been progressively improving their
strategies and ways of working towards a more patient centered
care model. Patient Experience Leaders and Departments are
now appointed in most innovative organisations to drive this
approach. Hospitals are increasingly adopting more collaborative
and innovative approaches to improve patient pathways.

To improve employees’ daily routines, hospitals have sought to
reduce employees’ administrative and logistical tasks to focus
more on patient care. Positive outcomes have been achieved with
patient pathway improvements, from “technical” care to patient
support and wellbeing (taking time to announce a diagnosis,
offering families and carers support, informing patients on their
pathways, increasing palliative care, etc).

Patient-centered care is deeply rooted in hospital’s culture and
employees’ value. However, organisations and management
models are not always following as expected. Patient centered
organisations foster a positive work environment'®:

® When patient experience is at the heart of the institution’s
culture and management practices, healthcare
professionals find their work more meaningful and
rewarding, enhancing their job satisfaction

® Patient centered care model also fosters collaboration and
teamwork, which is key for employee engagement through
daily organisational improvements

® Focusing on patient care and safety also helps align with
employees’ values, which can lead to reduced levels of
workplace related stress and emotional exhaustion

However, as demonstrated by our survey results there is still a
willingness from healthcare professionals to go further in that
area.

Figure 7: Time available to provide satisfying patient support beyond technical care

“I have sufficient time in my job to provide satisfying patient support beyond technical care”

Agree / strongly agree 49%

Disagree / strongly disagree 47%

. Strongly disagree
‘ Disagree
‘ Agree

‘ Strongly agree

16) Association between person-centred care and healthcare providers’ job satisfaction and work-related health: a scoping review, NCBI, 2020

Healthcare professionals would like to spend more
time caring and supporting patients, beyond
“technical” care

Half of the respondents of our study said they have not enough
time to provide patient support beyond technical care: 47% of
healthcare professionals are dissatisfied with the time available to
provide patient support beyond technical care.

Figure 8: The burden of administrative and logistical tasks

Administrative and logistical tasks are still considered
as a burden for doctors, nurses, and healthcare
assistants alike

Administrative and logistical tasks are considered a burden for
52% of respondents, preventing them from providing care or
supervising care teams; and therefore, considered as non-valuable
use of time. This issue is highlighted slightly more strongly
amongst doctors (compared to nurses and healthcare assistants).

Furthermore, 38% of respondents find that patient pathways
are insufficiently organised. The answers do not vary significantly
based on country or professional categories.

“The administrative or logistical tasks I do in my job, do not prevent me from providing care or supervising care teams”

Agree / strongly agree 46%

Doctors: . Strongly disagree
42% agree/
strongly agree \L . Disagree
. Agree
Nurses and
healthcare . Strongly agree
assistants:
50% agree/

strongly agree

Disagree / strongly disagree 52%
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Successful practices
across Europe illustrate
that patient experience
is at the heart of
hospital strategies and
organisations

Transforming the model of care and organisation
by focusing on patient experience

Leading hospitals manage to design and deploy their patient centered strategy within their
organisation through an overall transformation journey.

Landskrona hospital (Sweden)'”: The hospital in Landskrona is one of several hospitals in
Sweden that has established a mobile care team to deliver health services in patient homes.
Instead of bringing the patients to the healthcare, this initiative brings the healthcare to the
patients. It could mean that some patients receive intravenous antibiotics at home, or that
wounds are sutured at the nursing home instead of at the hospital. The initiative has received
positive feedback from healthcare professionals, patients and families.

Listening to the “patient’s voice” and driving a continuous feedback culture within healthcare
services is key to this transformational journey. Most advanced models also include patients as
partners within their transformational projects: they are involved in the project’s governance
and collaborate to continuously improve services.

Hopitaux Universitaire de Genéve (Switzerland)'®: developed a 3P Programme (Patients,
Professionals and Public) to foster a partnership culture within the organisation and together
with patients. Patients are involved in workshops to collaborate on projects, events, trainings
etc

The Universitdtsklinikum Hamburg-Eppendorf (UKE, Germany)': promotes its campaign
“Better Together. For Life.” (German: “Gemeinsam besser. Fiirs Leben”) by featuring employees
sharing their everyday work experiences through posters, postcards, and online platforms.
These authentic stories demonstrate how work and personal life can harmonise. The
emphasis on flexible working hours and support during life changes is notable. Additionally,
the UKE tailors its recruitment efforts to specific target groups, offering benefits like flexible
work hours and telecommuting. Internally, employee and managerial input shape the UKE's
strategy, contributing to the success of recruitment efforts.

Fostering teamwork and collaboration towards a
better patient experience and patient pathway
value proposition

Several hospitals have led multidisciplinary collaboration programs using design thinking
methodologies centered on patient pathways, engaging healthcare professionals from
across services and organisations to focus on one single goal: better quality care outcomes.
Supporting tools such as EHR can also help standardise clinical practices across the
organisation.

Volvat Medical Center (Norway)?: Volvat is currently implementing a unified EHR system
(Electronic Health Record) across all clinics in Norway. The new EHR streamlines operations,
granting staff efficient access to comprehensive patient information and ensuring seamless
coordination of care across different locations. Standardisation of clinical practices
guarantees consistency and accuracy in documentation, bolstering patient safety and
satisfaction. Moreover, a new EHR system acts as a medical administration tool that will
help Volvat automate, coordinate, streamline and manage all practices across the country.

Lean management methodologies and tools can enable healthcare professionals to
focus on priority tasks and the patient first. They can help remove tasks in processes that
are considered low value, either through automation, simplification or delegation focus time
and effort on maximising value for the patient.

The National Institute for Cancer (France)?': has led a national pilot program with seven
French Hospitals using Lean management approach to improve cancer care pathways with
poor prognosis. This methodology helped improve patient outcomes by reducing treatment
and diagnosis delays through better coordination between healthcare professionals and
innovative practices. The projects were welcomed by healthcare professionals as focusing
on patient first, removing daily inefficiencies and fostering teamwork bringing together
stakeholders from private and public structures as well as primary care.

Partnering with staff to drive innovation on
patient centered care

As in most innovative organisations, some hospitals have developed programmes
dedicated to innovation management and services for continuous improvement of
care practices as well as testing — developing and large-scale deployment of initiatives /
technology.

AP-HP (Paris hospitals, France)?%: have built an internal service dedicated to the
daily improvement of services organisations: a Fablab. This Fablab service fosters a
design thinking approach within the hospital and for the benefits of all: user testing,
fast prototyping, design workshops etc. It is now used by 7 hospitals within the group.

22 17) Source: Interview with Sara Petersson and Jonas Tensgmar, the hospital in Landskrona
18) HUG, Patients Partenaires, https://www.hug.ch/patients-partenaires
19) UKE, https://www.uke.de/patienten-besucher/qualit%C3%A4t/zufriedenheit/index.html

20) Interview with Linda Vibeke Kayser and Helene Ness Hansen, Volvat Medical Center
21) https://www.e-cancer.fr/Institut-national-du-cancer/Appels-a-projets/Appels-a-projets-resultats/COORDIMP2022
22) https://www.hospitalia.fr/A-la-decouverte-d-Hephaistos-le-Fablab-de-I-Hopital-Bicetre_a3228.html
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Meeting patient and staff expectations by

staying at the forefront of new technologies for
service delivery, such as Al

Across most industries, using Al on patient relationship management is starting to rise
within many service providers and will become a standard expectation from users®.

Al can considerably help improve patient experience through: collecting feedback,
better care follow-up consultations, personalising diagnosis and treatment, accelerated
telemedicine, etc. Healthcare professionals from university hospitals have been using
Al for several years on research projects; it is now revolutionising patient pathways and
patient relationship management.

While regulation on data access and ethics are a challenge, hospitals should seek
to stay at the forefront monitoring technological use and sharing practices through
benchmarking initiatives.

Imperial College Healthcare NHS Trust (London, UK)?: The Imperial College
Healthcare trust have developed a tool using natural language processing to analyse
patient feedback so that it can be used within patient-centred service improvements.
Valuable free-text patient feedback is collected through a standard test (Friends and
Family Test (FFT)) across the NHS but often a lack of resources means it has not been
possible until now to analyse it fully. The tool can process 6000 comments and provide a
thematic analysis in 15 minutes versus the four days this requires if carried out manually
by the patient experience team. This project has been recognised by several awards for
innovation and technology in the UK and is now being scaled up across the country.

University Hospital Galway (Ireland). Patient Feedback Project collects real-time
feedback from patients and families using tablets and QR codes at the point of care.
The feedback is then analysed and shared with the relevant staff and managers, who
can use it to make improvements and resolve any problems. The project also allows
patients and families to express their gratitude and appreciation for the care they
received.

24 23) Podium de la relation Client, BearingPoint 2024
24) https:/;www.health.org.uk/sites/default/files/2019-05/1F1%20R6%20Imperial%20Final%20report_1.pdf

2.2. A governance and management model
that fosters employee empowerment

Healthcare professionals are calling for improved
managerial competence and greater employee
participation in decision-making processes.

Research on human resource management shows that enabling
employees to contribute to organisational decision-making

brings numerous benefits, including increased work engagement,

skill development, innovation, and productivity.?

, , Every staff member should be able to challenge office
management staff on decisions and be part of creating
a solution that benefits everyone

Hospital nurse, Ireland

Our study reveals that many hospital employees harbor concerns
about their managers’ competencies as well as their own ability
to take part in their organisation’s decisions. 40% of surveyed
professionals believe that their managers are not properly
trained in team management, citing the lack of leadership
and communication skills as the main sources of discontent.
There is also a demand for more team rituals that allow staff to
share day-to-day difficulties, especially among nurses — half of
them is dissatisfied with the current situation (vs. 1in 3 doctors).

To drive employee engagement, hospitals should consider giving
staff greater autonomy in decision-making, particularly in areas
directly impacting patient care. It is about cultivating collective
intelligence by listening to what is being said, supporting
initiatives that originate from the field, and developing the
leadership skills of frontline managers whose role is to translate
the needs expressed by frontline teams into sound decisions.

Figure 9: Perceptions about management, staff autonomy and ability to share day-to-day difficulties

My manager(s) are well-trained My job allows me to take My team life is punctuated by

in team management initiative

team rituals that enable us to
share day-to-day difficulties

Agree / strongly agree 54% Agree / strongly agree 70% Agree / strongly agree 60%

Doctors:
70% agree/ T

strongly agree

Nurses and
healthcare
assistants: l
50% agree/
strongly agree

Disagree / strongly disagree 40% Disagree / strongly disagree 30% Disagree / strongly disagree 40%

25) Parent-Thirion, A,, Biletta, I, Demetriades, S., ZHOU, Y., & Gallie, D. (2020). How does employee involvement in decision-making benefit organisations? 25



Successtul strategies to
develop governance and
management principles
that foster employee
engagement

Driving employee engagement through shared

governance mechanisms

From our experience, few hospitals have managed to develop of culture of “shared
governance” where members of frontline staff are given frequent opportunities to raise
organisational issues and build solutions.

We identify three successful models that are non-exclusive and help foster the
engagement of employees. Although there is no one-size-fits-all governance model, the
one success factor common to all three models is structuring the governance around the
triangle of administrator, medical and paramedical employees. This trio has to be
leveraged across governance, from the Executive committee (top management) down to
Operational committee and project management.

The first approach consists of developing feedback mechanisms to inform the decisions
of the hospital's top management based on issues raised on the frontline. In this model,
proximity managers act as intermediaries, bringing issues to the fore and ensuring

the proper implementation of decisions made at the highest level. An example of this
approach is to conduct staff surveys to feed into the hospital’s strategic roadmap,

but also foster a feedback culture within the organisation. This type of action allows
employees to get involved in the life of their organisation without investing much time.

The second approach takes employee involvement a step further, by encouraging them
to lead transformation projects themselves and therefore developing the sense of
belonging to the organisation. In this model, employees form working groups to identify
a problem, design an action plan, work on its implementation, and communicate on

the results. This requires mutual engagement from top management (e.g. investment,
resources timing) and frontline managers (e.g. showing results). These initiatives can be
supported by internal calls for projects and taking the form of a contractual arrangement
between Director and services.

26

Figure 10: Perceptions about management, staff autonomy and ability to share day-to-

day difficulties
1. Developing 2. Supporting 3. Delegating power
feedback mechanisms internal projects closer to the field
4 ) (Initiates calls for projects\ 4 )
Bases its strategy and and sponsors working Supports the decisions
To decisions on feedback groups (giving them taken by departments
managgment from frontline staff tools, time, budget and and services
recognition)
& AN VAN J
4 Y4 N (- o N\
Frontline Acts as intermediary, Leads working groups Takes decisions .
management contributes to the ) [T s (purc.hases or equipment,
(department/ information escalation management on progress recruitment, etc) based
service level) process on field experience/staff
\_ JAN ) \requests )
: Raises problems and Forms working groups
Frontline staff proposes solutions to the | | to conduct end-to-end Directly informs the
(doctors, nurses, management (through projects (from designing decisions taken by
logistics agents) surveys or at team the action plan to proximity management
meetings for example) measuring the results)

The third approach is to delegate decision-making power closer to the frontline. At an
organisational level, this means giving departments greater responsibility, including
budget management.

CH Valenciennes (France)? - The organisation of the CH Valenciennes is based on a
decentralised managerial model inspired from the Magnetic Hospital concept. In this
model, 90% of the general management’s prerogatives have been delegated to medical
departments, which includes recruitment of staff or purchases of new equipment. In this
way, the hospital gains agility in responding to new needs, and empowers its front-line
employees by bringing them closer to the decision-making center.

The role of the hospital’s central administration , has evolved from a decision-maker into
a facilitator for the proper application of decisions taken on the field. Administrative staff
now represents only 5% of employees, compared to 30% on average in French public
hospitals. Since the inception of this model, the hospital has experienced growing activity,
strong ability to attract and retain talent (with little to no use of temporary staff) and low
absenteeism.

Tallaght University Hospital’s (Ireland)?” - Unsung Hero programme is an initiative
that recognises and rewards staff members who go above and beyond their duties

to provide excellent care and service. The programme invites nominations from staff,
patients and visitors for any employee who demonstrates exceptional performance,
attitude, teamwork, innovation or leadership. The nominations are reviewed by a panel of
representatives from different departments and roles within the hospital, who select one
winner every month, each of which go forward for consideration for an annual award.

26) CH Valenciennes, Projet d'établissement 2018-2023, https://www.ch-valenciennes.fr/app/uploads/2021/08/11.-Projet-Etablissement-2018-2023-CHV.pdf
27) Interview with Sharon Larkin, Tallaght University Hospital
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Managerial guidelines and training for successful
implementation

To support an effective governance model, frontline managers have a crucial role to

play as intermediaries (between frontline staff and top management), team leaders or
decision-makers. Several of the hospital directors we have interviewed have observed a
lack of training among medical managers, the majority of whom had not been trained in
team management during their initial studies.

European hospitals are engaging in delivering training to help support management skills
development and share common hospital’s guidelines.

CHU Bordeaux (France)?*- The University Hospital has developed medical
management training in partnership with Science Po Bordeaux. The training was listed
by the French National Hospital Association (ANFH) with a basic training course and a
deepener course which is more modular according to needs. Other components include
managerial assessments and an internal coaching unit with practice sharing groups (co-
development sessions).

Oslo University Hospital (Norway)?” - Healthcare organisations require skilled leaders,
prompting a national initiative for a joint leadership mobilisation program to attract
competent and motivated leadership candidates. The aim is to encourage more
employees to pursue leadership careers. Oslo University Hospital (OUH) is strategically
prioritising leadership training and development, and offers comprehensive leadership
development, starting from new leaders and continuing throughout their careers. The
program includes courses, workshops, seminars, mentoring groups, online learning,

and other initiatives, with content tailored both to specific clinics and applicable to all
leaders. Participants will join a permanent leadership team within their unit and a broader
leadership network across the hospital, encompassing over 1,100 leaders from diverse
fields.

Hoépitaux Universitaires de Genéve (Suisse)?® - HUG has launched a leadership
training program to introduce their management philosophy to employees with
managerial responsibilities. The training focuses on practical situations and sharing
experiences. In addition to the training, an individual support and coaching system is
available for any manager who wishes to develop interpersonal connections within their
team.

HUG has also developed an internal program, “Succession of Care-Team Leaders,”
to identify and support employees with high potential and a desire to take on new
responsibilities, preparing them for their future roles

26) Interview with Perrine Cainne, Bordeaux University Hospital

27) Leadership mobilization at Oslo University Hospital: https://www.oslo-universitetssykehus.no/om-oss/jobb-og-utdanning/arbeidsplassen-var/ledermobiliseringsprogramet/

28) HUG: https://www.hug.ch/durabilite/realisations/developpement-valeurs-manageriales

BearingPoint’s Active Manager™ methodology

Without relevant training and coaching, newly promoted managers are often found
to be lacking in the skills to manage and lead teams. New managers often end up
learning the role from their peers, or managers, who typically have come through
the same process. As a result, it is observed that front-line managers typically spend
less than 25% of their time ‘actively managing'.

BearingPoint’s Active Managers program equips managers with the appropriate
skills, tools, knowledge, experience, and confidence to build high performance
teams. Trained managers typically end up devoting between 60% and 70% of their
time to their team. Having initially tailored the approach to organisation’s context,
it combines rigorous development workshops with a coaching programme to build
a platform for success.

Typical activity Ideal activity

Active 16% € — — — — — - .

Passive 14%

Direct 13% 4 —————- '

Admin 35% € —-—-—-—-—-

P Active 70%

Passive 10%
—————— % Direct 5%
—————— » Admin 10%
Ineffective 5%

Ineffective 22%

KPI's

Performance

Performance Skills Methodology
” focus N
data to move Tailored Managerial
. L Framework
the dials that training o culture
of activity

matter

In more isolated areas or those with particular low levels of healthcare professionals, some
hospitals have developed common strategies and practices to avoid competing against each
other.

La Réunion Hospitals Grouping (France)?® — The GHT has been awarded the Human
Resources Innovation Prize for its management guidelines (LDG) project (2021, FHF3). The
four hospitals on Reunion Island drew up common guidelines for developing managerial
training, improving quality of life at work, standardising career management and skills
assessment, and boosting attractiveness. Stemming from severe pressure on human resources,
and in an island- region, the challenge was to build solidarity between hospitals, and even
complement each other, rather than compete against each other for staff. In concrete terms,
this agreement has already made it possible to secure the careers of several dozen contract
employees who have been in place for >4 years, and who have been offered permanent
contracts. Other provisions include new procedures for professional appraisal and career
progression, protocols for sensitive professions, and an internship plan (FHF, 2022)

29) Renforcer I'attractivité des métiers de la santé et du médico-social,
https://www.fhf.fr/la-fhf-en-action-renforcer-lattractivite-des-metiers-de-la-sante-et-du-medico-social
30) Price awarded by the FHF, adRHess and MNH at the 2021 edition of the Rencontres RH de la santé.
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Capturing the “voice of employees” through
efficient feedback mechanisms

Employee feedback mechanisms can take various forms, such as surveys, meetings,
events, suggestion boxes, and digital platforms. They not only help identify areas for
improvement but also engage and empower the hospital workforce, fostering a culture of
continuous improvement and shared ownership.

Birmingham Women’s and Children’s NHS Foundation Trust (United Kingdom)3'-
Holding annual listening events to share concerns and suggestions for change.
Guided by the insights gathered from staff surveys, the trust’s executive board conduct
annual listening sessions to better understand the priorities of their employees. The
knowledge acquired from these sessions informs the structure of ‘InTent’, the Trust's
yearly engagement initiative. These gatherings usually attract between 1,000 and 2,000
participants, and previous topics have included team working and resilience.

Tallaght University Hospital (Ireland)®? - A committee of Non-Consultant Hospital
Doctors has been established within the hospital, to provide a mechanism for sharing
feedback on a range of different topics. The management of the hospital maintain

the management of the hospital maintain regular and open engagement with the
committee to ensure that their concerns and views are being heard and considered. This
has contributed very positively to the morale of the NCHD’s (Non-consultant healthcare
doctor).

Sourcing innovative ideas from staff to improve
day-to-day operations

Taking inspiration from lean manufacturing concept, hospitals can implement
management mechanisms that encourage staff to identify problems and solutions in
their work area. This is not only a powerful strategy for improving operations, but also

a way to grant employees higher recognition and a sense of ownership over their work.
Ideally, this concept should be part of the organisation’s routine activities, but it can also
be used on specific occasions (transformation projects, innovation programs, etc.)

Universitdts Klinikum Heidelberg (Germany)3? — Offering employees a platform to
present and advance their own innovative ideas. At Universitdts Klinikum
Heidelberg, an annual “idea competition” was established to encourage employees to
contribute their knowledge and experience beyond their actual tasks for the benefit of
the hospital. During the application phase, ideas development workshops are offered to
all employees. Ideas with the greatest potential are selected and pitched in front of an
external jury. Winners are rewarded with financial prizes (from 1,000€ to 5,000€) and
the possibility to receive advice from a dedicated team for further exploitation of the
idea.

31) https://www.england.nhs.uk/supporting-our-nhs-people/health-and-wellbeing-programmes/nhs-health-and-wellbeing-framework/case-studies/leading-by-example-birmingham-womens-and-childrens-

nhs-foundation-trust/
32) Interview, Sharkon Larkin

33) Klinikum, Uni-heidelberg, https://www.klinikum.uni-heidelberg.de/fileadmin/jobsUndKarriere/Wechselbilder_Daten/Arbeitgeberbroschuere.pdf;
https://www.klinikum.uni-heidelberg.de/fileadmin/personalrat/Dateien/pdf_und_hmtl_Seiten/DV/DV11.pdf

2.3. Focusing on employee wellbeing
and sustainable working conditions

Poor work-life balance is the most important source of across all countries and professional categories. Those with

dissatisfaction among healthcare professionals. managerial responsibilities are less likely to complain (57%,
including 10% who are strongly dissatisfied) compared to

Work-life balance is not only considered by younger generations other roles (72%, including 27% who are strongly dissatisfied).

as a key obstacle to work in the healthcare sector, but also seems Surprisingly, workload does not seem directly correlated with

to be one of the main reasons for leaving and absenteeism. experience. According to survey respondents, the worst situation
seems to be felt amongst those with 2 to 5 years of experience,

Our study shows that heavy workload is the most prevalent at the early stage of the career. Beyond the role and potential

issue felt on a personal level among healthcare professionals, heavy tasks associated with this profile, it is also correlated with a

across all disciplines. More than 60% of respondents consider generation looking for sustainable work conditions.

that their workload is not well-balanced. This issue is shared

Figure 11: Perceptions about workload across experience level categories

“My workload (volume of activities under my responsibility) is well-balanced”

0

Disagree / strongly disagree 63% Agree / strongly agree 35%
1-2 years of . ’ . . Doctors:
experience 152 2545 g0 10% 38% agree/
Disagree / strongly disagree 70% Agree / strongly agree 30% A LIS
2-5 years of
experience 22% 55% 15% SV 4% Nses ad
Disagree / strongly disagree 77% Agree / strongly agree 20% heqlthcare
assistants:
5-10 yearsof ¢ 33% agree/
experience 2% 557 46% 7% strongly agree
Disagree / strongly disagree 47% Agree / strongly agree 53%
: 1 O y?ars Of
experience %
Disagree / strongly disagree 66% Agree / strongly agree 34%
@ stonglydisagree @) Disagree @) Agree @ Strongly agree
Healthcare professionals face specific challenges related to This has a direct impact on quality of life, potentially leading
the need to ensure continuity of service. Beyond the volume to exhaustion and burnout, but also on quality and safety
of working hours, work-life balance is also affected by on-call of care. Finally, there is an increasing demand to younger
duty and weekend work which are a source of dissatisfaction for generations in the workplace to have more opportunities
45% and 49% of respondents, respectively. Hospital employees to influence manage their own work schedule. Half of the
frequently engage in night shifts, which can sometimes extend to respondents to the survey indicated dissatisfaction with their level
more than 24 consecutive hours without any breaks. of autonomy when it came to managing their work schedule.
34) Breuer, R. M., Waitzberg, R., Breuer, A, Cram, P, Bryndova, L., Williams, G. A,, ... & Rose, A. J. (2023). Work like a Doc: A comparison of regulations on residents’ working hours in 14 high-income countries. 31

Health policy, 130, 104753.
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Figure 12: Perceptions about on-call duty, weekend work and the autonomy / flexibility in schedule planning

“I am satisfied with the
frequency of on-call duty (day
or night)”

Agree / strongly agree 46%

“I am satisfied with the
frequency of weekend work”

Agree / strongly agree 48%

“I am satisfied with the degree
of autonomy and flexibility in
managing my own schedule”

Agree / strongly agree 50%

Disagree / strongly disagree 45%

Healthcare professionals face high exposure to stress,
fatigue, insecurity, and psychological risks

Staff exposure to security risks and harmful situations occurs
“often” or “almost always” for a third of respondents in our study,
which might be considered high for a sector that is not inherently
exposed to physical danger. They are exposed to more physical
danger than most professions. Reflexs responses by patients,
fighting back / lashing out would not be uncommon in a hospital
setting, Even a simple act of a patient pulling against you can lead

Figure 13: Perceptions about health, safety, and well-being at work

Exposure to security risks and
harmful situations within the

Disagree / strongly disagree 49%

Exposure to level of stress and/
or fatique that affects my

Disagree / strongly disagree 50%

to muscle strain or injury. Beyond security risks, psychosocial risks
are also prevalent: exposure to stress and/or fatigue with adverse
effects on mental health occurs “often” or “almost always” for 51%
of respondents. Those are caused by heavy workload, long hours
and overnight shift, facing disease and death on a daily basis and
the responsibility weight. In addition, for several workforce profiles
including nurses, healthcare assistants, and logisticians, carrying
patients and heavy equipment might cause physical harm such
as musculoskeletal disorders.

Avdilability of appropriate
psycological support at work

hospital mental health

Never / sometimes 68%

Never / sometimes 47%

Never / sometimes 28%

Often / almost always / always 31%

Often / almost always / always 53%

Often / almost always / always 69%

Zoom: Verbal and physical threats in European hospitals

Cases of verbal or physical aggression by patients or relatives against hospital staff are on the rise. Staff
shortages contribute to this trend, particularly in emergency departments, which were already highly exposed
to such situations. The following figures illustrate the scale of the problem, demonstrating the need for internal
initiatives to better prevent and deal with violence within hospitals.

United Kingdom

15% of NHS staff have experienced at
least one incident of physical violence
from patients or relatives, in 2022

45% of paramedics working in the ambulance
sector have experienced physical violence, in 2022
Source: NHS England

Ireland

5,800 employees of public hospitals
were physically abused while at work in
2022.

Source: Hospital Professional News
Ireland / Health Service Executive FOI
request

Germany

7,000 incidents of violence were
recorded in medical facilities in 2022 -
a 20% increase from 2019

Source: Voice of Europe

Sweden

43% of healthcare professionals have
been threatened verbally in 2022
(vs 36% in 2018)

22% of healthcare professionals declare that physical
violence occurs in their workplace, in 2022 (vs. 18%
in 2018)

Source: Swedish Association of Health professionals

France

65% of healthcare professionals
are victims of physical or verbal
aggression each day.

Source: Ministry of Health

Norway

1in 3 nurses and caregivers have
experienced incidents of violence in
2021

Source: National Statistics Institute
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= CHU Bordeaux (France)?” - The University Hospital implemented adapted protocols
S u C c e S S fu I WO r k I I fe to react to emergency situations that arose because of absenteeism. An adapted
procedure to manage absenteeism aims to avoid calling back employees on their resting

time through replacement, subsidising, and closing beds. The objective of this change

[
I I I was to mitigate against the vicious circle of managing absenteeism by relying on other
didnce and welipeing

- Klinikum Osnabriick (Germany)3® - Thanks to a new working time model, employees
S t rCI t e g I e S can extend their daily working hours to increase leave days (compressed hours). The four-
day week is initially running as a pilot project in the stroke unit. The model is intended to
enable employees to organise their working hours as far as possible according to their
own needs so that they can better reconcile their professional and private interests. At
the same time, these models are intended to promote the health of employees — both

. c . hysicall d tally.
Refining more appropriate work lifecycles PP e

Each health service has their own approach for scheduling and rostering own worktime
management models for the organisation of working time (rest breaks, shift patterns
and roster management, etc.). Some hospitals have developed shared shared
hospitalwide guidelines, while supporting the implementation of different arrangements
within individual departments or service areas.

Providing tools to support more flexible working
models

Oslo University Hospital (Norway)3> - Oslo University Hospital is one amongst several

Although the nature of healthcare provision often requires direct contact with patients,
hospitals to have implemented extended weekend shifts for nurses, involving 12.5-hour E S < >

newer technologies which have been widely adopted in other work environments, can be

shifts every fourth weekend and some weekdays. This change has led to an increase in o )
used effectively in some healthcare settings:

the number of full-time positions. These shifts have made schedules calmer and more
predictable, contributing to a generally positive reception from managers and employees e Administrative tasks being completed remotely with tools and equipment at home
due to an improved work environment and increased compensation. (paperwork, prescriptions and documentation)

® Phone consultations or tele-expertise
Extended shifts typically include two meal breaks and at least one continuous hour-long
paid break. Some clinics report that absenteeism decreases those who are rostered to
work longer shift and fewer days found to have lower levels of absenteeism than what
is typically experienced across the healthcare sector, falling below the healthcare sector
average. Although the exact reasons are unclear, evaluations suggest that nurses feel
less stress due to a different organisation of tasks and benefit from less frequent

e Collaboration tools to access patient records, communicate with colleagues and
participate in meetings from home

Sussex Community NHS Foundation Trust (UK)3® - Sussex Community NHS
Foundation Trust has integrated flexible working into their wellbeing approach through
their wellbeing passport. This enables community nursing staff to start and finish their
work from home if required. In addition, a more compassionate approach is being
implemented around requesting short term leave. Rather than staff putting in a formal

weekend work and more time for personal life.

request they can have a conversation with their manager to discuss a short period of
flexible/agile working i.e. being at home with an elderly relative or child while they recover

Offering flexibility options on when and where to
work to adapt to employees’ preferences

from an operation or injury.

Klinikum Osnabriick (Germany)“ - The Flexpool allows employees to organise their

A hospital is a difficult environment to offer employees’ levels of flexibility in their working hours according to their own needs, so that private and professional interests can

ARG RO gEn peliEnt Gt e (Eg U 1T [PRsl IEssnte 27 Howsen sams be better reconciled. Employees in the Flexpool can decide for themselves when, where
flexibility is now expected by healthcare professionals and some hospitals have been
developing options to meet this request: part-time, compressed workweeks, remote work-

days, etc.

and how much they want to work — they may define the number of hours they want to
work or choose specific times during the day where they are available for work such as
mornings only.

Capio St Goran’s Hospital (Sweden)? - The orthopedic department at Capio S:t
Goran’s Hospital had observed a decrease in the number of employed nurses, fewer
applicants for new positions and an increased dependence on temporary nurses from
staffing agencies. In a pilot project, nurses work 80% of full-time hours while retaining
the salary of a full-time equivalent. As a result the department has increased the number
of employed nurses, decreased the reliance on higher-cost temporary nurses and, in
doing so, improved the quality of care without increasing the personnel costs.

34 35) Norwegian Nurses Organisation: https://sykepleien.no/2019/02/lyst-pa-langvakt-eller-kanskje-ikke 37) Interview with Perrine Cainne, Bordeaux University Hospital 39) https://www.nhsemployers.org/publications/flexible-working-support-staff-rising-cost-living
36) Interview with Emma Sandstrom, Capio S:t Géran’s Hospital 38) Der Flexpool, Klinikum Osnabrick, https://derflexpool.de/ 40) Klinikum, Osnabrick, https://www.klinikum-os.de/ueber-uns/aktuelles/news/detail/innovatives-

arbeitszeitmodell-klinikum-startet-vier-tage-woche-im-pflegedienst
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Offering a wide range of services that can be
tailored to employee needs

Governments and hospitals across Europe have been working to improve healthcare
professionals’ personal safety, health and wellbeing. The goal is to help healthcare
professionals prioritise their own health and wellbeing alongside patients’. For
instance, in the UK, the NHS developed a Health and Wellbeing Framework enabling
services to identify employee needs and develop action plans to address them®'.

The success of these initiatives requires organisation-wide engagement from offering
arange of carefully selected services, which are tailored to various employee needs, to
putting employee well-being at the heart of management practices.

Building an effective approach starts by taking into account all aspects of employee’s
wellbeing (physical, mental, social, financial, environmental support, safety) to deliver a
holistic approach through diverse services:

..in order to offer a holistic strategy
Including all wellbeing aspects.... employee wellbeing through diverse
types of services

\\:;f‘l 07 Institutional policies on
o Wt management and key medical
insurance benefits
Physical Safety at
health work o
Managers training on red flag
Py o identification and standard
) =) practices
B i
Mental Finsmeisl Education and prevention
health wellbeing services on all health and
wellbeing at work
I: :-_*l)-"-"
an T Personalised services at
T key moments in the
Social Environmental employee journey
wellbeing support

Tallaght University Hospital in Dublin (Ireland)“? - The University Hospital has
multiple ongoing initiatives which aid in looking after the health and wellbeing of their
employees.

They have had a health and wellbeing officer whose duties include conducting a yearly
survey to assess the wellbeing of the wider workforce and capture any concerns that may
exist. TUH provides its staff with access to an on-site psychologist two days per week.
Employees can refer themselves or be referred to occupational health. TUH is one of only
two hospitals in Ireland offering the service, and it is something which has been greatly
received by their employees.

£41) NHS Health and wellbeing framework strategic overview, 2021
42) Interview with Tallaght University Hospital, Sharon Larkin

Waterford University Hospital (Ireland)* - Feedback mechanisms put into place in Irish
Hospitals have identified that health professionals working evening or night shifts, struggle to get
access to healthy nutritious meals. Some hospitals, including Waterford University Hospital have
made additional arrangements to have hot meals deliered to the hospital when these services
are not available. This demonstrates their strong commitment to their employees wellbeing and
satisfaction. The service has been extremely well received by those within the hospital.

The first step to define the right list of support services is to understand employees’ health
and wellbeing needs, both leveraging available data (e.g. causes of absenteeism such as
musculoskeletal condition or mental health, regular staff poll) and through qualitative
interviews with staff / management. The objective is to segment your population into specific
profiles (or personas) based on age, physical and mental health needs and values, including:

® Nurses with recurring night shifts facing both mental and financial stress

® Managers requiring coaching to identify red flags amongst their staff

® Healthcare professionals with young families struggling with work-life balance
® Health conscious, social and active employees

® Employees with chronic disease

® Employees returning to work after long term absence: parental leave, illness, etc

Vestre Viken Hospital Trust (Norway)“ - Vestre Viken is prioritising the wellbeing of

newly graduated doctors through a pilot initiative featuring group supervision sessions to

prevent burnout. These sessions delve into essential topics such as psychological safety, stress
management, self-care, work-life balance, and peer support. Senior consultants from the hospitals
are also engaged as co-supervisors, promoting knowledge exchange and best practices, thereby
nurturing a comprehensive approach to physician development and welfare

The second step is then to define the scope of health and wellbeing support based on the
organisation’s values and specific issues around attracting/retaining staff; these are key to
develop a holistic strategy for wellbeing aspects covering: Physical health, Mental health,
Environmental aspect, Social wellbeing, Financial wellbeing, Diversity and Inclusion.

Maidstone and Tunbridge Wells NHS Trust (UK)“> - The MTW have introduced a specialist in-
house staff psychological team who offer support for staff who are struggling with work or personal
problems. There are also dedicated wellbeing lounges which offer staff a safe space to go to relax
and recharge, have a hot drink and snack, chat with the wellbeing team about issues worrying
them and get self-help advice on topics including stress management and sleep hygiene.

Staff can take part in a range of free wellbeing activities including free ear acupuncture sessions,
art therapy workshops, chair acupressure massage and Kettle bell classes. Some of these activities
are provided by staff themselves in their free time as they recognise the value of these activities
on their own wellbeing. For example, approximately 20 staff have trained as auricular ‘ear’
acupuncture practitioners.

43) Interview with Liz Moran, University Hospital Waterford
44) Vestre Viken Hospital Trust: https://wwwyestreviken.no/om-oss/nyheter/leger-far-bedre-oppfolging/
45) NHS Trust ramping up initiatives to support staff health and wellbeing - Hospital Times
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Once services are selected and offered to employees, communication is key. It is
important that all employees, including those on different work patterns, are aware of the
services and supports available to them. Strategies to raise awareness include:

® Strong communication leveraging all channels: email, leaflets, posters and the
employee platform as well as proactively encouraging specific employees to
access the services

® Specific training for managers on the services available

® Identification of wellbeing ambassadors within the organisations in all services/
departments, responsible for responding to day-to-day wellbeing issues and
driving continuous improvement measures.

Universitdtsklinkum Heidelberg (Germany) - Heidelberg University Hospital (UKHD)
attaches great importance to the wellbeing of its employees and has implemented
various strategies and offerings in the area of occupational health management (OHM).

With a team of more than five experts in the field of occupational health management,
UKHD offers its own health-promoting services, individual advice and refers employees to
other internal services. It also supports employees re-integrating into the workplace after
a long period of incapacity for work.

UKHD also offers an app with a digital information service for all employees. In
addition to central company news, the app also contains groups on specific topics (e.g.
sustainability & climate protection, fitness, healthy & safe at work, care).

2.4. Standing out with modern and innovative

services

Adoption of new technology plays a pivotal role
in elevating the working experience of hospital
professionals

Many organisations overlook technology as a key enabler for
improved employee engagement. Recent cross-industry research
found that 63% of frontline workers are “excited about the job
opportunities technology creates”, and that technology ranks
third among 12 factors that reduce workplace stress“6. When
people are unhappy with their work technology, they are over
twice as likely to consider leaving their job in the next year,

and less than half as likely to recommend their employer to
prospective employees.”’

’ ’ We need to invest in newer technology and phase out

older equipment and technology at a faster pace.
Hospital Doctor, UK

Among our survey respondents, 66% are satisfied with the quality
and availability of equipment (including furniture and laboratory,
surgical or diagnostic equipment) within their hospital. When it
comes to IT and communication tools, the satisfaction levels drop
to 55%.

Figure 14: Satisfaction regarding the quality and availability of equipment and IT tools

“I am satisfied with the quality and availability of
equipment within my hospital (laboratory/surgical
diagnosis equipment, furniture, etc.)”

Agree / strongly agree 66%

“I am satisfied with the quality
and availability of IT and
communication tools”

Agree / strongly agree 57%

Disagree / strongly disagree 34%

Hence, while there is a real opportunity for hospitals to better
engage their workforce through the use of technology, most

have considerable ground to cover. Our qualitative data shows
that the level of IT maturity and the pace of new technology
investments varies widely across surveyed hospitals. For some, the
next priorities should be to upgrade basic hardware (computers,
networking equipment, etc.), invest in core clinical systems

such as electronic medical records (EMRs), and integrate new
patient engagement tools (patient portals, teleconsultation /

Disagree / strongly disagree 42%

telemonitoring tools, etc.) to meet patient demand for more
digital engagement. For others, cutting-edge technologies can

be leveraged to further reduce time devoted to administrative

or logistical tasks, facilitate team collaboration, or equip
professionals with data-driven insights. By identifying relevant use
cases and experimenting to identify those with the most positiive
impact, hospitals can lay the groundwork for a more patient-
centred experience for health professionals.

46) Microsoft Work Index, 2022: “Technology Can Help Unlock a New Future for Frontline Workers”

47) Salesforce, 2021: “New Research Shows Employee Satisfaction Boosted by Superior Work Technology”
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Professionals perceive the highest value in
technologies that can simplify administrative work or
improve bed management and capacity planning.

When asked about the types of solutions and innovations that

would significantly improve their job satisfaction, our respondents
selected tools to simplify administrative tasks (45%) and solutions

Figure 15: Which of the following solutions do you think would significantly

Solution Examples
Tools to reduce / simplify =~ ®  Automated Data Entry EHR systems
administrative tasks ® \/oice recognition software

® RPA software for billing procedures

to improve bed management and capacity planning (42%) as
their top priorities, significantly above decision-making tools for
medical practice (26%) and telehealth technologies (23%) that
hold the 3rd and 4th position.

improve your job satisfaction at your hospital?

% of respondents who perceive high impact
45%

45%

45%
Tools to improve bed ® Real-time bed management system 42%
management gnd ® Smart hospital beds 48%
capacity planning

37%
Decision-making tools ® Knowledge platforms 26%
for medical practice ® Al risk-prediction models 21%

30%
Remote medical care ® Teleconsultation software 23%
and assistance via ® Telemonitoring tools 21%
telehealth tools

25%
Tools to support medical ® Augmented reality glasses 2
and nursing procedures ® Medical robots for minimally invasive 15%

procedures
27%
: ) : 19%

Collaborative tools ® Videoconferencing tools

® Schedule management tools

Logistics/stock ® Asset tracking system
management tools to

. ® [nventory management software
reduce time spent on

logistics
Training and teaching ® E-learning platforms
tools ® Surgical simulators
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16%
21%
19%
19%
19%
14%
15%
12%

Il Al respondents (n = 300)
I Nurses & healthcare assistants (n=150)
Doctors (n= 150)

Successful practices
in delivering innovative
services for staff

Amidst the myriad of technology options that are gaining maturity, hospitals need to
take a proactive approach to identify priority solutions that meet their context and level
of maturity. Involving employees in selecting, prioritising and testing new use cases is key
for success, not only to make sure that the chosen technology meets their needs, but also
to complete a first step in the change management process.

The most important challenge for hospitals is to build a coherent roadmap to select and
prioritise solutions that are identifed has having the most positive impact.

The use cases suggested below were highly ranked in our survey to improve the
experience of healthcare professionals and patient pathway outcomes.

Prioritising direct patient care by automating
administrative processes.

Robotic Process Automation (RPA) can automate repetitive, data-heavy tasks such
as appointment scheduling, billing, and data entry, allowing healthcare professionals
to prioritise direct patient care. Artificial Intelligence (AI) can enhance this further by
generating medical reports, extracting key information from discharge summaries, or
using voice recognition to dictate patient notes.

Leading Irish University Hospital - One of Ireland’s leading hospitals has recently
implemented a digital rostering system which has significantly improved employee
experience when it comes to organising shifts, time off etc. What was previously a slow
and laborious system is now updated in real time for hospital workers. Not only has
this improved employee experience by it being much easier to choose which shifts they
might work, but it also means they can direct more of their time and energy towards
their clinical work.
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Improving bed management and capacity
planning with IoT
Real-time bed management systems provide instant visibility of bed availability,

facilitating efficient patient distribution. This not only ensures timely patient placement
but also improves patient outcomes by reducing the length of stay and enhancing

operational efficiencies. Smart hospital beds, equipped with Wi-Fi-connected technologies,

centralise data, and allow remote patient monitoring, reducing staff trips to each room
and ensuring safer patient-care environments. The NHS in the UK is a prime example of
this, investing £68m in Bed and Capacity Management Systems (eBCMS) to alleviate
waiting list waits and delays in patient transfers and discharges.

Providing decision-making support on clinical
practice with AI or augmented reality

Several solutions can considerably help doctors in their daily practice:

Supporting clinical decision-making with AI for diagnosis

Machine learning algorithms can analyse various types of medical data, including from
CT-scans, MRI, echocardiography, or genomics, to assist in diagnosing diseases. For
example, RapidAl, a leading solution for stroke care decision, is operational in over 2,200
hospitals and has received approval in more than 100 countries*.

Many solutions are now relatively mature and have demonstrated a positive impact on
diagnosis precision and speed, allowing professionals to deliver better medical care in a
timely manner.

Mater Misericordiae Hospital (Ireland)“® - The radiology department in the Mater
Misericordiae Hospital in Dublin, Ireland deployed an Al-assisted software in 2023 to
facilitate the diagnosis of pathologies from CT scans.

The software is used on an ‘always-on’ basis, where it is continually running in the
background during imaging to assist in identifying pathologies. The use of this software
has resulted in quick diagnosis, as well as freeing up of valuable times for clinicians
involved.

Vestre Viken Hospital Trust (Norway)*>° - The hospitals in Vestre Viken, Norway, are
using artificial intelligence (Al) in X-ray analysis. Since implementing Al for this purpose
last fall, the hospitals have been able to considerably reduce patient waiting times, saving
over 100 days of waiting time since the launch in August 2023. The Al technology has
the potential to analyse 39,000 patients annually at the Vestre Viken facilities, and its use
has also saved the hospital 15 doctor consultations per day, improving resource utilisation
and finances. Vestre Viken now plans to further expand the application of Al technology,
including using it for the assessment of multiple sclerosis patients.

48) RapidAl, 2024: “RapidAl to Enter ISC 2024 Showcasing Extensive Research and Unparalleled Industry Leadership”
£49) https://www.aidoc.com/about/news/mater-hospital-ai-deployment/
50) https://wwwyestreviken.no/fag-og-forskning/bildediagnostikk/kunstig-intelligens/

Supporting medical procedures and/or learning with augmented reality.

Augmented reality tools, like AR glasses, can overlay patient data or surgical plans onto
the real world, providing doctors with invaluable insights during procedures. This not only
improves the quality of care but also enriches the learning and working experience for
medical professionals.

Universitdtsklinikum Regensburg (Germany)®' - Virtual reality (VR) glasses are used to
support dental students in learning, diagnostics and later also in patient treatment. The
team at the Polyclinic for Dental Prosthetics at the University Hospital Regensburg (UKR)
wants to follow this innovative path and is testing the VR prototype in student teaching
for the first time.

Accelerating remote medical care and
assistance via telemedicine

Telemedicine and online patient portals enhance patient and provider engagement

by extending care beyond physical boundaries. These solutions foster superior virtual
treatment programs, improving patient outcomes and provider experiences. Through
reducing the need for hospitalisation and accelerating discharge, they also help reduce
congestion in hospitals and hence staff pressure. Features like virtual group therapy,
instant messaging, and homework assignments extend care beyond scheduled sessions.

I,
-

51) https://www.ukr.de/newsroom/detail/virtuelle-reise-durch-mund-kiefer-und-zaehne
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2.5. Supporting the development of
medical and care expertise to support
career development pathways

When done well, staff development programmes can
both increase employee commitment and help close
specific supply gaps.

While factors like salary, benefits, and working hours play a crucial
role in employee retention, investing in staff development shows
employees that the organisation is supportive and forward-
thinking. Research demonstrates a positive correlation between
training, promotion opportunities, and levels of motivation
among nursing staff.>? Healthcare organisations taking proactive
steps to promote learning and opportunities to move between
roles will increase their ability to both retain staff and sustain
levels of commitment.

In addition to improving employee satisfaction, hospital
employers can develop a learning and career development
pathways that will allow them to close specific skills gaps.
“Upskilling” strategies can be designed to help professionals
acquire rare and valuable clinical specialisations or move into
leadership roles. Meanwhile, mobility (or “reskilling”) programs
can support individuals to transition into new roles, including
areas where the availability of skilled resources does not meet
demand. Finally, “cross-skilling” strategies — which aim to support
those who want to acquire expertise outside of their core domain
without switching position — can be used to develop the agility of
staff and thus better respond to situations of absenteeism.

Figure 16: Main benefits of “upskilling”, “reskilling” and “cross-skilling” strategies

k/( )\ Upskilling

Become better at current role

/( )) Reskilling

Transition into a new role

<_8_’ Cross-skilling

Enlarge knowledge perimeter

® Improving engagement ® Improving engagement ® Improving engagement

® Filling high-level roles (clinical
experts, managers, ...)

® Maintaining up-to-date skills

While career pathways do exist, organisations
often fail to actively support them.

European health systems have a long history of providing
education programs and formal accreditations to support a
variety of pathways across and within clinical departments.
Beyond proposing reimbursement schemes for eligible

® Filling short-staffed roles (e.g.
emergency room nurses)

® Developing multi-skilled individuals / teams to
provide ready access to demand for additional
capacity in periods of high demand / to
maintain capacity despite absenteeism

educational activities, such as Ireland’s training support scheme
for non-consultant hospital doctors offering allowances between
€1,250 and €2,500 per year,> governments also contribute to
the creation of entirely new roles, as illustrated by the widespread
development of Advanced Nurse Practictioner.

52) Baljoon, R. A, Banjar, H. E., & Banakhar, M. A. (2018). Nurses’ work motivation and the factors affecting It: A scoping review. International Journal of Nursing & Clinical Practices, 5(1), 277.
53) HSE National Doctors Training & Planning (2023). NCHD Training Support Scheme: Guidance Document for Employers & NCHDs.

Zoom: the development of Advanced Nurse Practitioners (ANP) in Europe

As of today, 11 European countries have formally established legislative recognition and established specialised
training programs for advanced practice nurses. After receiving specialised training in their chosen area

of practice, Advanced Nurse Practitioners (ANP) can diagnose and treat patients with a higher degree of autonomy
and are sometimes allowed to prescribe medication (depending on the country). Thus, they are well positioned to
address workforce gaps and alleviate the mounting pressures on healthcare services.

United Kingdom Ireland France
e Formal accreditation since 2017 e Formal accreditation 2017 ® Formal accreditation since 2016
® Requires 2-3 years of clinical ® Requires a MScin Advanced ® Requires 2-3 years of clinical

experience and a Master’s

years)

® 4,900 ANPs (2% of registered
nurses)

nurses)

Our survey results show that during the early stages of their
careers’ approximately 2/3rds of healthcare professionals are
satisfied with their career development prospects. But satisfaction
drops to 60% for those with 2 to 5 years of experience, and 55%
for those with 5 to 10 years — suggesting the employers are not

Practice (-2 years)
Degree in Advanced Practice (-2 e 420 ANPs (1% of registered

experience and a Master's Degree in
Advanced Practice (2 years)

® Restricted to 5 specialties, including
emergencies

® 2,000 ANPs (<1% of registered nurses)

providing ongoing career development opportunities. The level of
satisfaction with career prospects was lower for nurses and
healthcare assistants (59%) than doctors (68%), regardless of the
stage of their career..

Figure 17: Satisfaction regarding career development across experience level categories

“I'm satisfied with my career development and/or prospects”

experience 68% agree/

Disagree / strongly disagree 30%

Agree / strongly agree 65% strongly agree

2-5 years of 7% 53% 5% 02
experience % Nurses and

Disagree / strongly disagree 40%

Agree / strongly agree 58% healthcare
assistants:

B 59% agree/
5-10 years of 9% 45% 10% ’ |g
experience strongly agree

Disagree / strongly disagree 45%

Agree / strongly agree 55%

. Strongly disagree ' Disagree . Agree ‘ Strongly agree
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The perceived lack of organisational support for career

development is illustrated by the fact that more than half of our S u C C e S Sfu I t rq i n i n g CI n d

survey respondents consider that time dedicated to internal Figure 18: Satisfaction regarding the time dedicated to internal

training is insufficient. Hospitals face numerous competing e e ezt

priorities, with patient care always taking precedence. Releasing “There is sufficient time for in-house training of C q re e r d eve I O m e n t
employees from their duties for training is particularly difficult, younger staff by healthcare professionals”

although it is a necessity to unlock career progression and

- |
mobility. Agree / strongly agree 44% St rq te g I e S

Developing tools and services to communicate
existing career development options.

Career pathways should be easy to navigate so workers can explore options, identify
requirements needed to qualify for a role, apply for and complete the relevant training,
and then actually transition.

Disagree / strongly disagree 55%

In the nursing field, career ladder programs are often used to provide a clear path for
nurses to advance their career within the organisation. These programs typically consist
of several levels reflecting increasing nurse competencies and responsibilities, with
specific criteria and expectations that nurses must meet to qualify and advance. This
could range from demonstrating clinical excellence, pursuing continuing education,
participating in quality improvement projects, mentoring other nurses, or assuming
leadership roles.

In addition, hospitals can implement personal career counselling services to aid their
staff in their professional development. Obviously, managers and HR staff members have
a key role to play in supporting people’s career paths. To do this, they must have a good
knowledge of existing options and be trained in skill assessment and career guidance
practices. Some of the hospitals we have interviewed went a step further by structuring
dedicated career counselling units.

For hospitals who already propose a wide range of career support services, one challenge
may be the need to encourage uptake by making them clearly visible and accessible

to all employees. Internal communication campaigns through digital and/or physical
channels can effectively increase awareness about relevant services among employees.
Another solution is to create a digital “one-stop-shop” that directs employees to be
redirected to the right contact point according to their own career ambition.

CHU de Bordeaux (France) - The CHU de Bordeaux is a large French hospital that
provides its employees with numerous career support services spread across different
units (one for training programs, one for career mobility, one for health-related
adaptations, etc.). To make better use of these services, it decided to create a single
digital platform that dispatches employees’ career-related requests to the right contact
point within the organisation. The system requires new staff — with cross-disciplinary
skills and a thorough knowledge of the various services — to manage employee requests.
As our interviewee noted, the first level of support remains the local manager, who can
then turn to relevant units or to the digital platform.

54) Interview with Perrine Cainne, Bordeaux University Hospital



AP-HP, Paris Hospitals (France)®” - Based on a regulatory framework put
Structuring and diversifying the trqining value in place in 2020, APHP has deployed 12 cooperation protocols that open

g | 5 certain activities previously carried out solely by doctors to paramedical
pl’OpOSItIOI"I to Support eémployees career staff. This includes, for example, the monitoring and adjustment by nurses of

pqthwqys. anticoagulant treatment for patients on anti-vitamin K. The implementation

of these protocols is conditional on the delegate completing a training course.
To effectively support career development aspirations, hospitals need to provide high- While performing the new activity, the delegate is entitled to a bonus of €100
quality training programs, whether they are created in-house or based on partnerships per month.

with external institutions. Ideally, each learning program can lead to a higher-level
qualification, such as a degree.

Hospitals often provide tuition reimbursement or scholarships for employees who

are willing to pursue advanced certifications. The most effective education programs

are paid for upfront and fully by the employer, so no individual incurs debt. To further
accommodate the educational pursuits of their employees, hospitals should offer flexible
work schedules including part-time work, flexible shifts, or even paid time off for study
and exams. Some hospitals also partner with universities to offer onsite classes or online
courses that are tailored to the needs and schedules of working doctors, nurses and
healthcare assistants.

University College London Hospitals NHS Foundation Trust (United Kingdom)® -
UCLH has funded a nursing career development program that provides nurses with the
necessary support and guidance to transition into different roles within the organisation,

be it in a different ward, hospital, or specialty that demands unique skills. Over 250 nurses
have successfully transitioned into new roles at UCLH through this program. The
program not only assists staff in realising their career goals but also aids in staff
retention.

Centre Hospitalier Sud Francilien (France)>® - In response to a shortage of hospital
porters, the Centre Hospitalier Sud Francilien (France) has designed a 1-month training
program to help logistics agents move to a stretcher-bearer position. The program also
extended to on-the job training opening the door for individuals to become healthcare
assistants or drivers at a later stage. The program had a great success, to the point where
the hospital had to put up posters on the premises saying: “we are not recruiting any
longer”.

Assigning responsibility for task from doctors to
nurses.

Most European healthcare systems — including the 6 countries that fall within the scope
of this study — established a regulatory framework that allows tasks to be reassigned from
doctors to nurses. This can include the provision of medical care in the field of diagnostics,
as well as prescribing medicines. Expanding nurses’ scope of practice allows them to
further develop their skills and gain increased autonomy and responsibility in their roles,
leading to increased job satisfaction.

The prerequisites and perimeter of task delegation varies from one country to another. In
many cases, a specific diploma may be required for nurses to take on tasks traditionally
performed by doctors. However, for some tasks, it may be possible to provide nurses with
quick, targeted training.

48  55) https://www.uclhcharity.org.uk/case-studies/story/a-support-service-for-nurses-to-develop-in-their-career 57) AP-HP, 12 protocoles de coopération, https://www.aphp.fr/contenu/12-protocoles-de-cooperation-locaux-ont-ete-signes-lap-hp
56) Interview with Mathilde Labourier, Lois Giraud & Bilel Moumni, Centre Hospitalier Sud Francilien
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2.6 Acting as a responsible employer
by aiming for a more sustainable

model of care

Climate disruption is adding pressure on overall
healthcare resources with high risks for healthcare
professionals’ workload

The healthcare sector is both a key contributor and a victim

of climate disruption, as is shown in the BearingPoint report
published in May 2023 “Vers un modele de soins résilient et
durable”® (Towards a sustainable model of care). Greenhouse
gases from the global health system account for 4.4 % of global
greenhouse emissions. This is more than the emissions generated
by all bar four counties. In parallel, health systems also suffer the
consequences of climate change given its impact on the overall
health of populations and increased risk of exposure to extreme
temperatures, pathogens and pollution, leading to additional
pressure on institutions and consequently healthcare
professionals to fulfil their care mission. As attested by the
World Health Organization, in Europe, environmental factors
(damage to the environment, loss of biodiversity, etc.) that could
be avoided or eradicated cause 1.4 million deaths per year, which
is at least 15% of all deaths globally.

Zoonotic infectious diseases (Ebola, Zika, Covid) are also growing
with dramatic consequences for health services.

Alongside other stakeholders in the health value chain, hospitals
have a big role to in on transforming the care model into one
focused on prevention and within the “One-Health” approach®°.

The trauma of the Covid-19 pandemic on all European healthcare
professionals has led many hospitals to develop their resilience
strategy in the face of health risks related to climate change.
They consider that healthcare professionals would simply not
accept another crisis without better preparation.

Recent regulations have been introduced for
organisations across Europe, aiming to standardise
and enhance the quality of their sustainability
reporting.

The EU Corporate Sustainability Reporting Directive (CSRD) is
now mandatory for EU Companies that fulfill specific criteria:

1. Companies that fulfill two out of the three following criteria:

over 250 employees; over €50 million in annual turnover;
over €25 million in their balance sheet total. This will bring
the total qualifying for CSRD to over 7,000, compared to
1,400 under NFRD.

2. Publicly-listed companies. This will affect roughly 200
hospitals who were previously exempt from NFRD.

This Directive will directly impact healthcare organisations across
Europe and the entire healthcare value chain. Understanding the
mandatory social, environmental an governance requirements,
and the situation for hospital suppliers and partners, will be a
differentiator in the future.

Patients, local communities and employees expect
hospitals to be role models in demonstrating
environmental and social responsibility

European hospitals have started many initiatives to tackle
environmental sustainability, from ad hoc carbon reduction
initiatives (e.g. drug procurement, waste management, catering,
transportation, greenery within hospital grounds etc) to resilience
and local environment and health initiatives.

The Green Deal is the European Union’s ambitious plan to make
Europe the first climate-neutral continent by 2050. It aims to
transform the economy and society by reducing greenhouse gas
emissions, enhancing biodiversity, promoting circular economy,
and ensuring a just and inclusive transition for all.

Health care procurement accounts for a significant share of public
spending and consumption, and thus has a large environmental
and social footprint. By adopting green and sustainable
procurement practices, health care providers can reduce their
negative environmental impacts and enhance their positive
contributions to the environment, health, and society.

Patients and communities also expect hospitals to be role
models from a social value perspective, both in their employment
policies and practices in terms of their patient - user care. This
includes developing equal opportunities within the work place

58) The “One Health initiative” is promoting a multidisciplinary and holistic approach on all health aspects: human health, animals and ecosystems/biodiversity

59) BearingPoint, 2023, “Vers un modéle de soins résilient et durable”

and supporting diversity and inclusion regarding gender equality,
ethnic and cultural diversity, disabilities, LGBTIQ+ rights and
others; as well as safety and wellbeing. It also relates to hospitals’
added value for local communities, for instance by engaging in
community organisations addressing wider social and health
issues.

Leading hospitals have sustainability focused goals
embedded in their strategies

The younger generation is strongly engaged in aligning their
values with their actions, particularly in their day-to-day
activities and more specifically at work. Employees expect
more than communication initiatives. Environmental and social

engagements must be rooted in hospitals’ employer policies,
culture delivering concrete results from daily medical and caring
practices to management and governance guidelines.

A key success factor lies in including sustainability at the heart
of the hospital’s strategic and management masterplan.

This enables a focus on driving activities against the expected
benefits and fostering the steering of the roadmap by a dedicated
manager, directly attached to top management.

Transforming the model of care towards a more “prevention
based” model is also key. For instance, leading hospitals are
taking action on “eco conceived patient pathways”, involving all
healthcare professionals in changing their protocols of care to
reduce carbon emissions; or those addressing social inequalities in
health and care processes.




Successtul strategies
to develop a sustainable
care model

Making sustainability a core part of a hospital’s
strategy; and demonstrating leadership on
environmental and social actions

Hospitals that stand out position sustainability as one of their top strategic ambitions.

They adopt a holistic approach which considers environmental, social and governance
aspects, led by a dedicated department. This approach relies on orchestrating actions into a
roadmap with a long-term perspective, i.e. “What must we do to achieve our 2050 vision to
be an organisation that improves the lives and wellbeing of our patients, communities and
employees?”.

Universitdtsmedizin Heidelberg (Germany)® - maintains an Equal Opportunities
Department, which is active in three areas of gender, work-life balance and diversity.

® Inthe area of gender, various support programs and incentive systems are offered to
create gender balance at all career levels

® Inthe area of work-life balance, for example, a daycare center is offered to all
employees.

® Inthe area of diversity, the company participates in the Diversity Charter. Furthermore,

a staff member training focused on for international recruitment, integration and anti-
racism is available to all employees.

From that vision and strategy, hospitals can define a CSR Strategy including clear HR policies,
management guidelines, actions transforming the model of care, social and environmental
support initiatives to the community, etc.

Several hospitals encourage their staff to engage in iinitiatives that embed a culture of
sustainability in the organisation, and foster a sense of community. This can be achieved
through a range of means including gamification.

Manchester University NHS Foundation Trust (MFT), UK ¢'- has signed up to a new
employee engagement initiative (called JUMP) using gamification to encourage staff to
engage in positive behaviours such as saving energy, commuting using low-carbon transport
options and reducing their waste outputs. Participants track their activity and earn “Green
Points” for each positive action on an online platform and smartphone app. Staff who

60) https://www.klinikum.uni-heidelberg.de/organisation/zentrale-einrichtungen/chancengleichheit-und-gleichstellung/
61) https://www.edie.net/manchesters-nhs-foundation-trust-launches-gamification-staff-behaviour-change-scheme/

perform the most “green” actions per month are awarded with a gift voucher for a high street
shop or local cinema . Department teams also compete with the winning team able to choose
a donation to an MFT charity of their choice. In total, the Trust has pledged to make £1,000
worth of donations within its first year.

Universitdtsklinikum Essen (Germany)®? - runs a variety of sustainability initiatives. Within
the medical domain, the UME adopts refill systems for sterile pipette tips, resulting in a
remarkable 65% reduction in plastic waste. Simultaneously, beyond clinical confines, the UME
introduces reusable containers for takeaway food, significantly minimizing its plastic
footprint. Moreover, an ingenious app incentivises eco-conscious commuting—whether by
cycling, using public transport, or walking—rewarding employees with bonus points
redeemable for discounts on meals and beverages at the canteen

Transforming the model of care by involving
healthcare professionals in the development of
sustainable patient pathways

Staff engagement on sustainability starts by educating and training healthcare professionals
with a comprehensive educational program. This enables a better understanding of a
hospital’'s own greenhouse gas emissions across the workforce.

Then Hospitals can bring healthcare professionals together to identify sustainability
opportunities in day-to-day practices, at each step of a standard patient pathway.

This analysis can include:

® Social perspective: How can I change the care protocol to drive equality of access for
all patients and users? How can I leverage and support local community initiatives?

® Environmental aspects: At each step, what opportunities from applying the product
lifecycle methodology? What alternative protocols can reduce carbon emissions without
changing the quality of care?

® Preventative focus: For each pathway, how can we switch the model towards a more
preventative one? For instance by educating patients, communities, supporting primary
carers and providing tools; or a more systematic risk assessment or set of diagnostic
initiatives to reduce the need for acute care treatments.

CHU Bordeaux (France)%: - has launched an initiative to empower and encourage healthcare
professionals to develop more care protocols with a greater focus on sustainability, proposing
specific actions to reduce the environmental impact in daily practices. The initial results,

along with the methodology and best practices, have been compiled into “Sustainable units
guidelines.” This document is available to hospital employees and other French hospitals
interested in adopting a similar approach.

AP-HP (Paris Hospitals, France)® - has initiated a study involving healthcare professionals
and sustainability experts to develop an innovative method for evaluating the carbon
footprint of patient pathways. This method primarily focuses on accurately assessing the
carbon footprint of medical devices and drugs used throughout patient pathways.

62) https://nachhaltigkeit.ume.de/projekte/
63) Interview with Perrine Cainne, Bordeaux University Hospital
64) The Shift Project, 2023. From: https://theshiftproject.org/wp-content/uploads/2023/04/180423-TSP-PTEF-Rapport-final-Sante_v2.pdf
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Preparing for the future by defining a resilience
policy against local and global health risks

Hospitals can play a role in population health, for instance by strengthening and
modernising the surveillance, observation, and prevention systems related to the
environment. It also means training healthcare professionals in the management of
specific local diseases.

Kongsberg Hospital, Vestre Viken Hospital Trust (Norway)® - The Government

aims to reduce broad-spectrum antibiotic use by 30% compared to 2012 levels. Despite
challenges faced by many Norwegian hospitals in meeting this target, Kongsberg

Hospital has made significant strides towards reaching this national objective, boasting
one of the most substantial reductions in antibiotic consumption nationwide. Focusing

on the emergency room, where 85% of antibiotic prescriptions originate, Kongsberg has
implemented comprehensive training and guidance for emergency room staff to optimise
antibiotic prescribing practices proactively. This approach, considered more effective than
post-administration corrections, has led to notable reductions in antibiotic consumption
per patient-day, highlighting the effectiveness of departmental interventions.

An effective approach to resilience requires the definition of a strategy and procedures
for resilience and adaptation, covering the entire organisation of care services (staff,
processes, infrastructure, capacity etc.). Regular emergency practice exercises at the
operational level are also important to train stakeholders to identify and mitigate against
major risks. Many organisations are developing plans to cope with extreme climatic
events (e.g., heatwave plan, health crisis capacity plan) and implement preventative
actions on diseases related to climate changes (e.g., zoonoses).

Conclusion

Revitalising a hospitals’ employee value proposition is a long transformation journey. However, successful
practices across Europe show that addressing these six dimensions with small steps can help make the
difference to shine “inwardly and outwardly” and can create an environment where your own employees
are your best brand ambassadors.

Younger generations are more outspoken in challenging the classic hospitals’ organisational and
governance models. They search for better working conditions, flexible time management, collaborative
management and an institutional culture that is aligned with their individual values of patient centricity
and societal impact.

Fostering a culture of innovation and technological advancements such as Al serve as platforms
to accelerate this transformation and improve the overall employee experience. It is now all about
assessing organisation’s maturity level and employees’ various needs in relation to these six

components to build up the right offering in a structured roadmap.

Hospitals managing to work through progressive changes with a clear vision towards the future will
stand out in their recruitment and retention results.

wyvestreviken.no/om-oss/nyheter/kongsberg-sykehus-er-blant-de-beste-i-landet-pa-reduksjon-av-antibiotikabruk/
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