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Today’s healthcare professionals have increasingly higher standards 
for job satisfaction. However, research indicates that traditional 
engagement strategies are unable to rise to the challenge.

A progressively more selective workforce—one with an 
average tenure of only 3.9 years–means the pressure is on 
for organizations to provide a superior employee experience.1 
Unemployment in the industry is at 2.2 percent, the lowest rate 
in nearly fifty years, and this trend is expected to continue.2 
The Bureau of Labor Statistics predicts that overall healthcare 
occupations will increase by 18 percent from 2016 to 2026, with 
healthcare adding more jobs than any other occupational group.3  

This growth presents exciting opportunities for practitioners, 
patients, and organizations alike. In such a competitive market, 
however, it can feel like an uphill battle for healthcare leaders to 
build, and just as importantly keep, the top-quality teams they need. 

It is now understood that employee engagement adds massive 
value–and that a lack of it hurts productivity, profitability, morale, 
and more. As a result, business leaders are investing heavily in 
creating fulfilling work environments. However, much of this effort 
appears to be falling short: US organizations collectively spend 
over $720 million per year on employee engagement, yet only 34 
percent of employees report feeling engaged in their roles.4

With engagement directly tied to organizational success and client 
safety, healthcare leaders cannot rely on practices that have worked 
in the past.5 It is time to re-approach engagement at each phase of 
the employee lifecycle, from identifying the best candidates through 
gathering team feedback and every step in between. 

The need to engage 
healthcare employees has 
never been greater.

The average healthcare 
employee has a tenure of 
only 3.9 years1

PA R T  I :  I N T R O D U C T I O N

US organizations 
collectively spend over 
$720 million per year on 
employee engagement, 
yet only 34 percent 
of employees report 
feeling engaged.4

This guide will outline the key strategic shifts that 
enable healthcare leaders to better engage their 
staff, driving measurable improvements in clinical 
and financial outcomes. Progressing through 
the four main stages of the employee-employer 
relationship, we will explain the need for each of 
these changes and best practices for implementing 
them within your organization.
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Clinical Outcomes: Better employee engagement correlates  
with better outcomes in safety, technical quality, length of stay, 
and readmissions.6

Recent studies prove the impact of staff engagement on safety 
and quality of care. A 2016 study demonstrated a strong positive 
relationship between total engagement score and total patient 
safety score.7 In addition, businesses in the top quartile of 
employee engagement have 58 percent fewer safety incidents 
than those in the bottom quartile.8

Patient Satisfaction: Companies in the top quartile of employee 
engagement have 10 percent higher customer ratings.9

The language of healthcare has changed: Patients are now 
selective consumers with a vast range of options for spending 
their healthcare dollars. Patients are increasingly aware that a 
holistic, team-based approach is the best way to address health 
and will readily seek a new organization if they feel they do not 
have the right care team.

Productivity: Highly engaged teams are 21 percent 
more productive.10

Employees perform at their highest level when they feel supported 
and satisfied in their work environment. Increasing engagement 
reduces absenteeism by up to 41 percent, ensuring that the 
organization can run as smoothly as possible.11

Financial Performance: Estimates vary on the costs of employee 
turnover, ranging from 21 percent12 to 150 percent of an 
employee's salary.13

Why Redesign 
Your Employee 
Engagement Strategy?

Staff  Engagement Impacts Every Par t  of  
Your Organization

Businesses in the top 
quartile of employee 
engagement have 58% 
fewer safety incidents 
than those in the 
bottom quartile.8

PA R T  I :  I N T R O D U C T I O N

There are a number of reasons why organizations 
with disengaged teams are 16 percent less 
profitable.14 In addition to the cost of replacing 
lost staff, low satisfaction (and resulting attrition) 
can cause unit closures, inability to accept new 
patients, and higher utilization of costly per diem or 
temporary staff.
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Estimates vary on the costs of 
employee turnover, ranging 
from 21 percent to 
150 percent.13

Engagement efforts fall short 
when leadership
focuses on current fads or 
one-time events, rather than 
seeking out real challenges 
and opportunities.

When your employee turns in their letter of resignation, you likely ask yourself, "Why are they leaving?" There are several 
appropriate reasons for turnover, such when a staff member moves, changes careers, or finds they truly weren’t the right 
fit for the role. Yet more commonly, individuals leave because of dissatisfaction with their coworkers, their manager, or the 
work environment as a whole.

Despite a growing investment in staff engagement, the industry still faces significant roadblocks to improvement:

Though deeply ingrained in the healthcare world, these obstacles can be overcome through an intentional focus 
on employee experience. It all begins with making four fundamental changes in our language, thoughts, and 
actions surrounding employee engagement.

W h e r e  A r e  H e a l t h c a r e  O r g a n i z a t i o n s  M i s s i n g  t h e  M a r k ?

PA R T  I :  I N T R O D U C T I O N

• Thinking of engagement as “soft” or about feelings. 
Engagement is often considered to be a subjective, 
immeasurable factor. In reality, it directly translates into 
the behaviors that determine organizational success. 

• Focusing on short-term solutions instead of a 
long-term strategy. Engagement efforts fall short 
when leadership focuses on current fads or one-
time events, rather than seeking out real challenges                                
and opportunities.   

• Neglecting opportunities before and after an 
employee’s first 90 days. Attempts to engage staff 
typically begin at hiring and taper off within a few 
months. As we will discuss, this work can and should 
take place over a longer span of time. 

• Assuming that technical skills translate to effective 
leadership. Many organizations focus solely on the 
technical aspects of management, providing insufficient 
training in emotional intelligence and skills that        
foster engagement.
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PA R T  I I :  S O L U T I O N S

With an understanding of these changes and how to apply them, leaders across settings of care can better unlock their 
organizations’ human potential. Continue reading to uncover proven strategies for reapproaching each of these steps and 
learn how MedBridge's complete employee engagement solution can provide the tools your people and organization need 
to thrive.

The solution to low employee engagement in healthcare is a multi-pronged approach to fostering a positive employee 
experience. Each solution presented on this section corresponds to a stage of the employee lifecycle—adding up to a 
comprehensive shift that will help your organization evolve toward your goals.

Shifting the Paradigm: Four Solutions for 
Cultivating an Engaged Healthcare Workforce 
Across the Employee Lifecycle.

Drawing in people who are passionate about
your organization

The Old 
Employee Lifecycle

Recruit Attract

Hire Select

Onboard 
and Orient

Inspire 
and Align

Retain Engage

The New 
Employee Lifecycle

Choosing candidates with the right skill set
to thrive in the role

Positioning new hires for long-term success

Actively improving employee experience on
an ongoing basis
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With a strong employer brand, you’ll draw in individuals 
who aren’t just looking for a job but who instead want a 
career with your specific organization. Candidates who 
are attracted rather than recruited feel lucky to have been 
selected and are more likely to perform at their highest 
level. They are committed to the organization before they 
even have the job offer in hand.  

What does successful attraction look like? A recent 
encounter sums it up perfectly. I met a bus inspector who, 
during a two-hour flight, spent the bulk of time talking 
about how much he enjoyed working at his company. 
The company caught his eye through its reputation for a 
positive work environment and low turnover rate. Further 
motivated by feedback from friends at the company, he 
actively pursued a role there—and two years and three 
applications later, he achieved his goal. Now, he says he 
will “never leave.”

Even if you don’t yet have a line of applicants eager to 
work at your organization, you can do much more than 
passive recruiting. These strategies will help convey to the 
public what makes your healthcare organization unique, 
attracting people who are excited for the opportunity to be 
a part of it.

One of the most important steps in this process is to 
write job postings that go beyond the role description and 
minimum requirements. Entice candidates by speaking to 
what motivates them. In healthcare, most individuals are 
driven by a desire to  “help people,” so let them know how 
your organization does that so well. 

Clearly define your organization’s mission, values, and 
purpose, as well as how each employee fits into them. This 
approach will not only drive in the right candidates; it will 
foster a culture where your current employees will want to 
be ambassadors for your brand—and there’s no attraction 
tool more powerful than that.

Shift #1: Recruit   ͢   Attract

Evolve by:  Building Your Employer Brand

Ta k e a w a y s

Remember that employee experience 
begins even before the selection process. 
Instill potential talent with excitement 
about your organization, and you’ll start 
building a positive relationship right away. 

Do not rely on recruiting alone. Instead, 
work to proactively attract individuals 
whose intrinsic drivers align with those 
required for the role. 

Speak directly to the values that make you 
unique. Create thoughtful job descriptions 
that convey the role’s purpose in the 
context of your organization’s mission.

Correct root causes of harm through 
targeted and interdisciplinary quality 
improvement efforts.

One of the most important 
steps in this process is to 
write job postings that go 
beyond the role description 
and minimum requirements.
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A subjective focus on “fit” works against your organization; instead, use 
benchmarking to remove bias and hone in on the ideal skill set for the role.

Many leaders believe that because an individual chose a career in 
healthcare, he or she is intrinsically motivated to help others—and 
further, that this drive is the most important factor in employee 
success. The reality, however, is far more complex. Different healthcare 
professionals have different motivators and thrive in a wide range of 
work environments. Understanding these individual qualities is what 
enables organizations to place the right person in the right role.

Hiring is a gamble when we rely on the process of resume review, 
interview, and perhaps shadowing. Fixating on the right “fit” is 
particularly risky, as it allows personal bias to play a significant role in 
decision making. Often, a candidate is considered a perfect “fit” because 
they are similar to the person being replaced. Before pursuing this route, 
reflect: do you really want someone who mirrors an individual who just 
left the organization? The previous employee may have performed 
well, but did they display a deep investment in the core aspects of the 
role?  More importantly, if they left because they were dissatisfied with 
the leadership, their coworkers, or the culture of the organization, their 
“identical twin” replacement will likely leave for the same reasons. 

Having an easy conversation with a candidate, having attended the 
same college, or having similar tastes in recreation understandably 
create a positive impression; however, these factors do not equate 
to successful performance, engagement, and retention. Making an 
informed decision takes much more than a gut feeling; it takes data.

Selection, unlike a focus on “fit,”  is based on data and removes 
unconscious bias. As a result, it ensures a higher level of skill-to-role 
alignment. Instead, leverage job matching: the science of carefully 
defining superior performance for each position, then using that 

Fixating on the right 
“fit” is particularly 
risky, as it allows 
personal bias to play 
a significant role in 
decision making. 

Making an informed 
decision takes much 
more than a gut 
feeling; it takes data.

Shift #2: Hire      Select

Why Make the Change?

Evolve by: Using Benchmarking to Make Data-
Driven Decisions



9

criteria to determine who is selected. This objective process includes 
an assessment of behavioral styles, tendencies, and any gaps that may 
need to be addressed. 

Before candidates take such an assessment, it is crucial to have 
identified the attributes of the ideal hire. This benchmark will indicate 
what soft skill competencies are key to the role, what behavioral 
tendencies are most beneficial, and which individual motivations 
will foster commitment to the role. A framework like the DNA 25® 
Competencies, which include resilience, futuristic thinking, developing 
others, and flexibility, can be one of the most reliable ways to gather the 
information you need. 

Take the following behavioral tendencies into account:

• How someone responds to problems and challenges
• How they influence people
• How they respond to the pace of the environment
• How they respond to rules and procedures set by others  

Make sure that any tools you use for assessing candidates are Equal 
Employment Opportunity Commission (EEOC) compliant. This will avoid 
the risk of discrimination claims by potential employees and ensure that 
the process is as fair as possible.

As in the attracting phase, stay focused on intrinsic rather than extrinsic 
motivators. Research demonstrates that when a person’s intrinsic 
passions are fulfilled on the job, they will perform at a higher level—so 
focus not only on the “how” but the “why” of the job you are seeking to 
fill. With these insights, you have a roadmap of desired attributes as well 
as targeted questions to understand the person’s alignment with the 
role, their ideal work environment, and more.

Research 
demonstrates that 
when a person’s 
intrinsic passions are 
fulfilled on the job, 
they will perform at a 
higher level—so focus 
not only on the “how” 
but the “why” of the 
job you are seeking 
to fill.

Ta k e a w a y s

Create a job match profile for the role, not the person 
leaving the role. Keep in mind that choosing the candidate 
most similar to the person formerly in the role can often 
lead to a repeat of past issues. 

Utilize motivational assessments, such as DNA 25® 
Competencies, to help ensure that intrinsic motivations 
are met. Depending on the role, you may incorporate 
additional components. 

To avoid the risk of discrimination, always use 
assessment tools that are EEOC compliant. 

https://datadome.com/assessments/dna-competencies-2/
https://datadome.com/assessments/dna-competencies-2/
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Organizations with a strong onboarding process improve 
new hire retention by 82 percent and productivity by over 
70 percent.15 However, only 12 percent of employees 
strongly agree that their organization “does a good job of 
onboarding.”16 Traditional onboarding largely consists of 
tasks to be checked off in the employee’s HR file. 

Up to 37 percent of formal onboarding programs focus 
on processes and paperwork;17 after all, accrediting 
bodies want to see that the person was properly trained 
and is technically competent. However, this is not all we 
want from an employee—we also want them to work well 
with their teammates, work their hardest to excel, and 
bring a sense of excitement to the job.

A primary issue is that onboarding is too short at most 
organizations. Research suggests that employees 
are not at full productivity until between eight months 
and two years—far longer than the standard 90 days 
allotted to orientation. In order for a person to feel fully 
engaged, they need to have a sense of self-efficacy and 
self-reliance, which takes time to gain in a new role. 
To achieve these goals, leaders must look beyond the 
existing, technically focused model to a more 
holistic one. 

Next, they discussed how they would translate those 
ideas into their work. This exercise helped spark a sense 
of personal connection that technical training cannot.

It is also beneficial to use this time to help the employee 
get to know their new coworkers beyond simply names 
and titles. Taking them around the office to introduce 
them only goes so far; think about how many people they 
will meet in the first few weeks. Go further by leading the 
group on “fun fact bingo,” a scavenger hunt, or another 
interactive activity. These early stage connections will set 
the tone for a fulfilling social dynamic, which is pivotal in 
employee success.

A sense of purpose is the strongest driver of employee 
engagement—and the performance and tenure that result 
from it. Too few employees can sum up their workplace’s 
mission, let alone personally connect with it. This is 
a solvable problem: When designing an onboarding 
program, focus on helping align the individual’s values 
and personal drivers to the organization’s “why.”

A former colleague accomplished this by instilling 
the idea that the organization was each employee’s 
own business. Each new hire was asked to envision a 
company that they owned and then explain how they 
would ensure customer satisfaction, high quality, a 
balanced budget, and employee engagement. 

Why Make the Change?

Evolve by:  Sparking Meaningful 
Connections with Your Mission

Shift #3: Onboard and Orient   ͢   Inspire and Align

Ta k e a w a y s

Show passion for your mission and your 
new hires will too. Your mission statement 
should clearly articulate the organization’s 
“why”—and it should be everywhere. Have 
all team members, regardless of role, 
assess how their work supports it. 

Use the previously established job-
matching benchmarks as the foundation 
for orientation and ongoing training. Rather 
than relying on generic practices, tailor a 
more efficient and effective program.   

Facilitate the process of introducing the 
new hire to the rest of the team in a way 
that involves learning about one anothers’ 
interests and personalities.
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Employees will only remain at your organization if they feel 
genuinely and consistently valued. Pivoting your focus from 
retention to engagement requires reapproaching the four main 
pillars of engagement: tools, connection, support, and growth.

Leaders often wait until an employee hands in their 
resignation to ask, “What would make you stay?”  We need 
to start asking this question much earlier in the employee 
lifecycle. With 52 percent of employees saying their manager 
or organization can do something to prevent them from 
leaving,18 it is clear that we are missing opportunities to 
proactively address the issue.

Preventing staff attrition centers on understanding the 
difference between two concepts: retention and engagement. 
Retention, defined Merriam-Wester as “keeping in one’s 
service by paying,” is in stark contrast to true engagement—
"having full attention, being fully occupied, focused, and 
involved.” Which would you rather be as an employee: 
retained or engaged? For most, the answer is clear. 

At the most basic level, it is important that each team 
member has the tools they need to be successful in their role. 
For example, people need to know how to use equipment 
safely, how to properly perform procedures, and where to get 
the supplies they need. As a result, it is beneficial to conduct 
frequent check-ins to identify the tools that will best serve 
your team. 

In today’s healthcare world, the most frequently used tools 
are the computer and electronic health records; these are 
also leading causes of frustration for team members.  As a 
result, it is beneficial to provide ongoing training and support 
to make it as simple as possible to use these technologies.

A sense of connection in the workplace is about more than 
getting along with co-workers. Connected teams are aligned 
in the goals, values, and actions needed to accomplish the 
work at hand. In such teams, employees feel valued a
nd recognized for their part in carrying out the 
organization’s mission.

The four cornerstones of employee engagement are relatively 
well known; in practice, however, they are often approached 
in a simplistic manner or even neglected. When leaders take 
a deeper dive into the “pyramid” of employee needs, they 
unlock far greater potential for long-term tenure.

It is important to note that while these parts are organized in 
a hierarchy, a person doesn’t need complete fulfillment at one 
level before moving onto the next.

Shift #4: Retain   ͢   Engage

Why Make the Change?

1. Tools to Do the Job 2. Connection to the Team, the Leaders,  
    and the Organization

Evolve by:  Uti l izing Tailored & Ongoing 
Engagement Methods
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Focusing on this type of intrinsic motivator rather than external 
motivators like financial gain is what builds and sustains 
true engagement.

Research indicates that employee engagement levels are three times 
more strongly related to intrinsic motives than external ones.19 In fact, 
a reliance on financial incentives can even be counterproductive. A 
classic meta-analysis by Edward Deci and his colleagues highlights 
incentives' consistent negative effects, found to be stronger when 
applied to interesting or enjoyable tasks rather than those that are boring 
and meaningless.20 In short, even if external incentives contribute to 
productivity, they do not drive engagement. Rather, it is engagement 
that drives productivity. 

Employees benefit not only from a supportive peer group and a 
rewarding work environment, but also from the support of the 
organization’s leadership. Keep in mind that “leadership” extends beyond 
the employee’s frontline manager. It also includes the C-suite team 
members, who are responsible for creating a cohesive, positive culture. 
For the purpose of this guide, we will focus mainly on the relationship 
between leaders and those they directly manage.

Five of the top ten drivers of disengagement relate to the employee’s 
manager,21 making it urgent for healthcare organizations to cultivate 
stronger leadership skills. The key? Listening and responding to 
individual employees. Effective leaders are highly attentive to the needs 
of their teams, carefully assessing the best ways to motivate and 
communicate with each individual. 

An employee’s 90-day orientation period involves intensive precepting 
and frequent conversations with their manager. This attention typically 
scales back once basic competencies are confirmed; the next big-
picture conversation may not take place until the employee’s annual 
review. In this scenario, team members can feel as though their leader’s 
support has disappeared. 

Clear structures must be in place to ensure ongoing dialogue with 
each team member. While I was in a leadership position, for example, 
my team and I found great value in conducting hour-long quarterly 
meetings. In these meetings, I examined alignment toward individual 
and team goals, demonstrated my support, and gauged the need for 
development or additional tools and/or training for the job.  Sample 
questions included: 

“What do you need from me?” 
“What is going well? 
“What is the biggest challenge you are having right now?”

52 percent of employees 
say their manager or 
organization can do 
something to prevent 
them from leaving.

Research indicates that 
employee engagement 
levels are three times 
more strongly related to 
intrinsic motives than 
external ones.21

2 .  C o n n e c t i o n  t o  t h e  T e a m ,  t h e  L e a d e r s ,  a n d           
    t h e  O r g a n i z a t i o n  ( c o n t i n u e d )

3 .  S u p p o r t
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Five of the top 
ten drivers of 
disengagement relate 
to the employee’s 
manager,23 making it 
urgent for healthcare 
organizations to 
cultivate stronger 
leadership skills. Ta k e a w a y s

Check in with each employee on a regular basis 
to learn what training and support could increase 
their engagement and performance. This attention 
should continue throughout the employee’s time 
with your company. 

Provide ongoing coaching and skill development 
for leaders within your organization. This will 
allow you to assess and maximize the non-
technical leadership skills your staff and 
organization need. 

Pay special attention to ensuring that all staff 
members are comfortable using the technology 
involved in their roles, keeping in mind that this 
can be a leading source of frustration 
and inefficiency.

4. Growth and Development 

Each member of your organization should have ongoing 
opportunities for coaching and professional growth—and that 
includes leadership. Many healthcare organizations fail to provide 
leaders with sufficient learning resources, leaving detrimental gaps in 
these individuals’ skill sets.

It is often assumed that those promoted to leadership positions 
are already well-equipped for the role and do not require formal 
development in areas such as emotional intelligence. Investing in 
such training provides a significant return on investment, which 
should make it a top priority for today’s organizations. 

Use leaders’ assessment reports to identify which of the individual’s 
DNA 25® Comptencies are well developed and which need 
development. From there, you can assess their baseline emotional 
intelligence and actively coach them toward a higher level in these 
and other areas:

• The ability to foster productive conflict
• Creating a cadence of accountability that starts with clear 

expectations and the skills to align the team
• The ability to foster alignment and improve their 

communication and decision-making skills.  

Give your staff the tools they need 
to become more effective leaders:

• SurThive Leadership Training Courses

• Leadership Skills Certificate Program

• Advanced Leadership Skills Certificate 

Program

https://www.medbridgeeducation.com/course-catalog/details/surthriveleadership-becoming-a-surthrive-leader-linda-shell-rn/
https://www.medbridgeeducation.com/certificate-program/17725-leadership-skills-for-the-21st-century-work-environment/
https://www.medbridgeeducation.com/certificate-program/19876-advanced-leadership-skills-for-the-21st-century-work-environment/
https://www.medbridgeeducation.com/certificate-program/19876-advanced-leadership-skills-for-the-21st-century-work-environment/
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Healthcare is data-driven and our strategy for engagement 
should be as well. To learn more about your team members’ 
mindset, ask more about concrete behaviors than feelings.

So many surveys are bogged down by too many questions 
or questions that focus on “feelings about….”  Focusing 
on “how someone feels” in the moment doesn’t provide the 
objective clarity required to make real gains.  Scott Judd, the 
head of People Analytics at Facebook, explains that “simply 
asking people how long they intend to stay is twice as accurate 
at foretelling their future turnover than…predictive analytics.”22 
If the organization has done a good job of articulating the 
purpose of the survey, the anonymity of the survey, and the 
way the information will be used, employees are likely to 
provide an honest answer.

Many healthcare providers use Net Promoter Scores (NPS®) to 
measure patient satisfaction—I encourage your organization 
to use the same concept with your employees. Ask 
participants to rate behaviors such as the leader’s ability to 
listen, communicate clearly, and respond to feedback from team 
members. Action plans can then be developed to address these 
behaviors. Determining whether employees would recommend 
your organization as a place to work gives you another excellent 
baseline of employee engagement.  

Once you have the survey data, the next step is to 
understand why people answered the way they did.  
Developing your leaders’ ability to facilitate in-depth 
conversations about the data is key to understanding the 
issues behind the numbers.  

Perhaps most importantly, show employees that you 
are taking action in response to their input. An employee 
engagement survey is useless—and in fact can be 
damaging—if the organization doesn’t use it to enact 
change. When employees see that leadership is actively 
listening to their feedback and committed to making 
focused improvements, answers will be more honest—and 
each team member will know that their voice matters.

Ta k e a w a y s

Utilize employee engagement 
surveys that clearly reveal behavioral 
challenges and opportunities, 
not just “feelings.”  

Work with team members to create 
strategies for improvement, execute 
on those strategies, and most 
importantly, follow up to confirm the 
strategy is working. 

Continue conducting engagement 
surveys on a regular basis in order to 
measure progress.

Measuring Engagement: 
Optimizing Employee 
Engagement Surveys
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Putting it Together: Your Checklist for Cultivating 
an Engaged Healthcare Workforce

Attract: Draw the best candidates to your organization 
 

Don't rely on recruiting alone to find the right candidates. Instead, work to proactively attract    
individuals whose intrinsic drivers align with those required for the role.
Create thoughtful job descriptions that convey the role’s purpose in the context of your    
organization’s mission, vision, and values.

Select: Benchmark the right attributes for the role

Create a job match profile for the role itself, not the person leaving the role—choosing the candidate most similar to 
the person formerly in the role can often lead to a repeat of past issues.
Utilize motivational assessments, such as DNA 25® Competencies, to help ensure that intrinsic motivationsare 
met. To avoid the risk of discrimination, always use assessment tools that are EEOC compliant.

Inspire and Align: Help your employees understand their role within your organization

Have all team members, regardless of role, assess how their work contributes to your organization's mission.
Use the previously established job-matching benchmarks as the foundation for orientation and ongoing 
training.
Facilitate the process of introducing the new hire to the rest of the team in a way that involves 
learning about one anothers’ interests and personalities.

Engage: Empower all employees, from high-level leadership to each member of your staff

Check in with each employee on a regular basis to learn what training and support could increase their 
engagement and performance.
Provide ongoing coaching and skill development for leaders within your organization.
Ensuring that all staff members are comfortable using the technology involved in their roles.

With the solutions presented in this guide, you are ready to make the changes needed for your teams, patients, and 
organization to thrive. Keep these key takeaways in mind as you move forward in enhancing your employee
engagement strategy:

MedBridge’s industry-leading employee engagement products are proven to decrease turnover and boost employee 
satisfaction. Their onboarding, training, and career development resources directly support the objectives outlined in 
this guide—and have helped healthcare organizations achieve up to a 75 percent reduction in staff attrition.  
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An A-Z Solution for Improving Staff Retention

Across the healthcare industry, staff attrition rates are still rising year 
over year — yet many organizations aren’t prepared with a remedy. 
What is your strategy for combating staffing challenges?

MedBridge offers targeted, proven approach deepens employee 
engagement and dedication through recruiting and hiring, streamlined 
onboarding, ongoing career development, and leadership training.

Results-Driven Recruiting and Hiring Best-in-Class Onboarding

Strong Leadership DevelopmentOngoing Career Advancement

reduction in staff attrition seen by 
organizations using MedBridge.

reduction in staff attrition seen by 
organizations using MedBridge.

Learn more about the MedBridge Staff Retention Solution

• Enable new hires to achieve confidence, success, 
and job satisfaction.

• Prepare your new hires for optimal performance, 
no matter their level of experience.

• Streamline learning, foster connection and 
morale, and inspire your team towards the 
work ahead.

• Attract competent, engaged employees 
by demonstrating your organization's 
commitment to employee satisfaction, career 
development, clinical skill ladders, and strong 
leadership.

• Leverage best-in-class education, technology, 
and patient engagement solutions as strong 
selling points for potential new hires.

• Develop strong leaders and managers across 
your organization.

• Help your leaders reduce the risk of burnout, 
maximize personal influence, coach others, and 
effectively manage change.

• Empower your employees to grow their clinical 
and soft skills in a format that works for their 
busy schedules.

• Help your clinical staff to develop new 
specializations and to fortify existing areas of 
focus.

• Swiftly remedy gaps in performance.
• Foster a culture of continuous learning and 

career growth.

Boost Employee Engagement and Reduce Turnover
with MedBridge’s Staff Retention Solution

70% 99%

https://www.medbridgeeducation.com/enterprise/staff-retention-solution/
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Amy Lafko founded Cairn Consulting Solutions with the knowledge that you need 
to grow your people to grow your business. Amy focuses her work on the employee 
experience that is derived from skilled leaders and aligned teams. Whether through 
team dynamics sessions, development workshops, or consulting, Amy provides 
expertise to improve the entire lifecycle of your team. From hiring to engagement, 
she assists clients in decreasing turnover and increasing productivity and customer 
satisfaction. Amy earned her MSPT from Ithaca College and her MBA from Loyola 
University of Maryland. 

As a national speaker, consultant, and facilitator, Amy leverages over 20 years of 
professional leadership experience in several sectors of healthcare. In addition, Amy 
serves as the American Physical Therapy Association’s section of Health Policy and 
Administration Chair for the LAMP Institute of Leadership.
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Founded in 2011, MedBridge is an innovator at the intersection of healthcare 
technology, education, and patient engagement. We have helped more than 2,500 
healthcare organizations grow their business, elevate their workforce, and deliver 
exceptional patient experiences. For more information, visit medbridgeed.com.
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