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Aspirus Keweenaw Hospital
205 Osceola Street; Laurium, MI  49913

 25-bed critical access hospital providing ED, ICU, 
OB, MS, Surgery and Swing Bed services

 Recreational destination for snowmobilers, ATV, 
extreme backwoods skiing, hiking, fishing, and 
camping.

 Two local universities with ADN and BSN 
programs
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Presenter
Presentation Notes
Agile & Innovative Care Delivery
Pandemic showed a strong infrastructure that we needed to leverage in new and different ways.
Shortened orientation to get RNs on the floor quicker.
RNs traditionally cross-trained to 2 departments as a condition of employment. Already had a foundation with integrated staff between departments.
Identify ways to mobilize staff in the right roles to deliver high quality and safe care.
Cultural refocus centered on common goal
Expand labor pool by designing programs that are flexible and appealing to students. Additional support roles could infuse flexibility.




Nursing Students → Student Nurse Interns
• Enhance clinical skills and critical thinking to fill in gap 

from novice to experienced nurse
Significant gap seen in Spring of 2020 with cancellation 
of clinical rotations 

• Direct pipeline for future RNs 
• Potential short-term conversion to Nursing employees 

prior to graduation to support RN staff – modern day 
Graduate Nurses

What population can we capture?

Presenter
Presentation Notes
We need them. We want them. 
Students are our future.
Continue their growth and development clinically while they were adding knowledge academically



Workforce Development 

Nurse 
Intern

Nurse  
Tech I

LPN

Nurse  
Tech II

Nurse 
Residency

Presenter
Presentation Notes
Nurse Intern Curriculum
Virtual and simulation learning was the *new way* of doing things
Needed to focus on giving the Interns the clinical experience that the schools could no longer support
Learning Events: Clinical Skills, Critical Thinking/Decision Making, Department Engagement
Mock Codes: Responding to Emergencies
Shadowing: Learn care across the continuum


Nurse Interns
Increased the number of Nurse Intern programs to 3, 10-week cohorts
Spring, Summer, and Fall
Learning experiences while partnered with RN
Nurse Technician 
Assistive personnel position that grows experience
Increase exposure to critical thinking and decision making 
Streamlines onboarding process once RN license is issued
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rn • Student nurse 

who has 1 year of 
school remaining 

• 10-week program, 
temporary 
employment 

• Hourly wage with 
no differential 

• Non-Productive; 
Student Training 
Budget 

• Partner to the RN 
with direct 
supervision for 
nursing tasks

• Experience 
multiple 
departments to 
identify interest
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I • In last year of 
nursing school or  
following 10-week 
internship

• Hourly wage with 
differential 

• Hired by 
department in 
productive FTE 
budget

• Partner to the RN 
with direct 
supervision for 
nursing tasks, 
learn nursing skills

LP
N • LPN license, in 

nursing school for 
RN

• Hourly wage with 
differential 

• Hired by 
department in 
productive FTE 
budget

• Teams up with RN; 
responsible for  
assessment, 
medication 
administration, 
basic acute and 
swing bed care

• May complete IV 
therapy 
competency 
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II • RN graduate, 
does not yet 
have a license

• Hourly wage 
with differential 
greater than a 
Tech 1

• Hired by 
department in 
productive FTE 
budget

• Onboarding to 
RN role with an 
RN preceptor



Reimagining the Learning Approach

e-Learning 
• HealthStream Modules
• Case Studies
• Activities to apply clinical knowledge and policy to scenarios

Virtual Classroom
• Create a forum for refection, storytelling, and goal setting 

In-person Learning Event
• Hands-on skills, small groups
• Facilitator guides for replicating learning events

Nurse 
Residency

Presenter
Presentation Notes
Nurse Residency
42% of RN workforce have less than a year experience
Targeted effort to bring in new graduates to feed pipeline
Aligning curriculum with known gaps from student to experienced nurse and specialties  
Participants in nurse residency have a two-year retention rate of 80% (as of 7-29-19)

Program Objectives
Supportive learning environment 
Targeted content from gap analysis
Understanding provider orders, intravenous line care, medication safety 
Forum for development of critical thinking through case studies
Coach on communication, delegation, team building, and other professional development skills
Hands on learning events to support application of knowledge 

Challenges:
Logistics of new night shift RNs; onsite vs virtual approaches; time zone adjustment
Buy-in when it impacts scheduling
Incorporate into talking points for next slide – use next slide as the visual
More than a nurse, more than a job, introducing life-long learning and set the stage for development of the career ahead






• Upskilling during the pandemic created capacity for multiple care team roles
• Cultural acceptance of flexible roles and teams difficult to maintain
• Frequent re-evaluation needed
• Shifting to a recruitment mindset challenged staff and leaders
• Rely on trusted practices (Leader Rounding, safety huddle, etc.)
• Engage the team in continuous change
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Challenges & Lessons Learned
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