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OBJECTIVES

. Understand the impact of recognition
on co-worker engagement and team
morale

. ldentify the most impactful forms of
recognition

. Learn actionable strategies to recognize
achievements regularly

. Leave with tools to build a culture of
appreciation with your teams
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CO'WORKER « Definition & Impact
REGOG N ITI O N - Forms of Recognition
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lon IS the practice of

workers f

Ng and appreciating co-
or their conftributions,

achievements, and efforts within an
organization.

Deloitte




IMPACT OF
RECOGNITION

* |Increases levels of engagement and
lowers furnover

« Co-workers who do not feel adequately
recognized are twice as likely to say
they'll quit in the next year (Gallup)

« Enhances productive

« Creates a more positive work
environment

« Can aid in conflict resolution™

What gets recognized gets repeated
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When people feel valued and
recoghnized, they relate to feedback
as a contribution
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When people don’'t feel valued and
recoghnized, they relate to feedback
as an attack




FORMS OF RECOGNTION

« Public recognition or acknowledgment via an award, certificate or

* Private recognition from a boss, peer or customer (includes day to day
interactions)

« Receiving or obtaining a high level of achievement through evaluations or
reviews

« Promotion or increase in scope of work or responsibility to show trust
 Monetary award such as a trip, prize, or pay increase
« Personal satisfaction or pride in work

Gallup, 2024

UCI HR
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Think back to a time you were
recognized at work. Who was it from,

what form of recognition was it and
what made it meaningful?




WHAT WE KNOW

« Recognition matters

« Co-workers want a relationship with their manager or employer that is
personalized, flexible, and customized.

 They want to feel appreciated and valued for what they do.

« According to Deloitte, 85% of professionals want to hear “thank you” in day-to-
day interactions.

WHAT THAT MEANS FOR US
« We need to help co-workers feel seen and valued for their contributions

* The first step to creating a culture of recognition is through everyday
iInferactions—these often have the greatest impact at the lowest cost.

UCIHR 12



UCI Human Resources

Empower People Success

EFFECTIVE RECOGNITION | = "helfiooklie

How to provide it




ATTRIBUTES OF EFFECTIVE RECOGNITION

Authentic: Feels genuine, real and heartfelt

Meaningful: Highlights the value of the work and the
person doing it.

Motivating: Taps info what matters most to the
individual

UCIHR 14



HOW TO EFFECTIVELY RECOGNIZE CO-
WORKERS

BE AUTHENTIC

* Ensure your compliments are genuine and heartfelt

BE TIMELY

« After a co-worker turns in high-quality work, recognition should immediately follow
BE SPECIFIC

* Provide clear details and examples to avoid vague compliments. Do not leave them with
questions

«  We want the behavior to happen again, so be specific!
FOCUS ON THE PROCESS
« Recognize the time, effort and creativity involved, not just the result

SHARE THE IMPACT
« Explain how their actions positively impacted the team or organization’s results
« Show how their actions align with and exemplify the core values

UCI HR
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BUILDING A N
RECOGNITION | © 200 e ™
CULTURE




Ovur co-workers need to hear,
regularly, that what they do matters,
and that they matter.




DAILY INTERACTIONS

REGULAR CHECK-INS

« Conduct frequent check ins to understand their
feelings about work, challenges, and growth
opportunities

PERSONAL CONNECTIONS

« Learn about co-workers' lives, interests, and career
goals to show genuine interest and support

RESPECT

« Respect co-workers' time by starting and ending
meetings on time

« Avoid contacting them outside of work hours.
« Acknowledge feedback
SUPPORT DEVELOPMENT

« Provide regular feedback, development
opportunities, and help co-workers advance in their
careers

UCIHR 18




HOW TO PERSONALIZE
RECOGNITON

People want to be recognized for the things we
don't see. Following these steps help managers
see what matters most to their people:

v Encourage co-workers to share recent work
accomplishments they're proud of

v Ask questions to uncover the effort and
challenges behind their achievements.

v Acknowledge and amplify their
accomplishments by reflecting back what you
heard.

v' Remember the things that matter to your co-
workers so you can use them in the future

Littlefield, 2020




PERSONALIZING RECOGNITION

Ask Direct
Questions

What is the best recognition you have ever receivede

What do you want to receive recognition fore

What type of recognition do you prefere What are you most
comfortable withe

From whom would you like to receive recognitione

What makes you feel valued by me, the team and the organizatione

How can we build a culture that encourages and values recognitfion
and praise as a feam?e

20



DEVELOP RECOGNITION RITUALS

SUGGESTED RITUALS

Ask your team to share their small victories of the week. This helps them reflect
on their progress and celebrate together.

Start daily huddles or team meetings with tfeam member shoutouts for their
contributions. This fosters a sense of appreciation and connection.

After completing a project, take time to reflect on what was achieved, what
was learned, and what team members are proud of. This helps acknowledge
efforts and maintain motivation.

Work with your team to align praise and recognition with the institutional
values. Connectsrecognition to a broader purpose and culture

UCIHR 21
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KEY TAKEAWAYS « Recognition Maftters




KEY TAKEWAYS

RECOGNITION SHAPES CULTURE

« |t strengthens both team and organizational
culture in powerful, lasting ways.

SMALL ACTIONS, BIG IMPACT

* Managers can foster a culture of recognition
with minimal effort but meaningful results.

« Recognition is not costly, it's free, when done
right.

CONSISTENCY MATTERS

« Recognition should be regular, personalized,
authentic, and timely to be fruly effective.

ot
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Kay Lopez, DNP, RN, CCRN UCI] Human Resources

Director of Medical Surgical Telemetry Services
Empower People Success



Our values

I/-

Embrace human moments

every interaction. Through genuine

empathy and optimi ement,

te aspa
patients and colleagues feel truly
, heard and valued.

Our behaviors

See the whole person

Look to understand each person's
unique circumstances, needs and
strengths beyond their role or
medical condition.

Build genuine relationships
Practice active listening, respond
with vulnerability and genuine
curiosity about others’ experiences.

Share an optimistic outlook
Assume a positive approach to our
work, finding opportunities even

in challenging situations.

Confidently step up

Each of us takes action from our
individual role to advance our
mission of excellence, achieving
more together.

Generously support each other
Show up for co-waorkers with
resources, knowledge and
encouragement because their

success is ours too.

Celebrate shared achievement
Recognize and elevate wins to
acknowledge how our collective
efforts create meaningful impact.

UCI Health

Build tomorrow together

We champion a forward-thinking

nment where cur

xploration, v

ges into opportunities that

Collaborate to innovate

Reach out and be open to varied
perspectives that help us better
understand the whole picture.

Try new things

Approach problems with
curiosity and explore creative
solutions to improve outcomes.

Discover daily

Grow your personal impact in
small and large ways through
everyday curiosity and
professional development.

UCI HR



Meaningful Recognition

American Association of Critical Care Nurses (AACN) standard Meaningful
Recognition: “tfeam members should be recognized for the value they bring to an

organization, and there should be systems in place to recognize nurses in an
individualized and meaningful way”

» Acknowledging what is relevant to the work they do
» Expressing why their action / behavior made a difference
» Delivering in a way that is meaningful to the recipient




Healthy Work
Environment (HWE)

> HWE were associated:

> 28% to 33% lower odds of job i
dissatisfaction, burnout, or intent & 4,
to leave IV %

> 8% lower odds of an adverse £ w
patient harm (Lake, 2019) z U :

% :umral;:::nate §'
» Having a highly engaged nursincr:; - s ki
workforce helps to improve quality

S
outcomes and the patient
experience (Demspey & Assi, 2018) Nursing visio®
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Staff Engagement & Meaningful Recognition in Acuity-Adaptable Unit Produces Quality Outcomes

Kathryn Kay Lop
Impact

Having a highly engaged nursing workforce helps to improve
guality outcomes and the patient experience

Meaningful recognition is a component of the American
Association of Critical Care Murses [AACN) Healthy Work
Environment (HWE). Murses are recognized and recognize others
for the value that each person brings to the unit and to the
organization

The cardiovascular surgical unit {CV5U) is an acuity-adaptable,
primary nursing care unit. Acuity-adaptable units:

+  Allow the patients to recover in one room throughout
their stay from admission to discharge

. Improves nurses’ workflow, patient comfort, and
overall patient experience

s

Ty T

L L

)NP, RN, CCRN; Angela Gillies BS

kkalopez@hs.uci.edu: agillies@hs.uci.edu

*  (Cardiac surgery patients have a specific clinical
pathway for recovery. Having dedicated registered
nursesljRNJ and physician teams in cardiac surgery
from admission to discharge allows the patients

continuity of care, active communication, trustin
relationships and the knowledge and skill to care for
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— - — RS e e
— . — o ; =
[=m] - . . e T TH T TS e —
LLil ) - ) se===. B -
e = [ =] - e — [ =]
= [ = ] [ - ] - o — [ = ]
il ju_i) m i) — T L=}
- - . - f — = -
(== L L r ] [wn] — 55
[=m] | - .| o — =
Lmaa| I - L ¢ — =]
] o - i -
| &3] - e ——_ L=
e ) - . e ) =
s - - — . -
— =
Days Snce Last Pt
Harm Fvent Fatbent P Talivie
fhigher is better) Falls HAR CLARSE CALITI M MRSA
132 149 2073 132 230 382 1716
18] 33 258| 171 18] w08 821
ardiovascular Surgical Tele - DH&4 E| 53] | 920 1250] 1a1] 1338

these patients, anticipating any complications The
guality of nursing care and anticipation of

complications lead to best patient outcormes and a
good patient experience.

The CVSU creates a Healthy Work Environment with
an engaged work force using a shared mental model,
setting expectations of competency, collaboration,
and compassion, while recognizing the contributions
of each staff member.

—— . .
— —— — Flexibility, adaptability &
teamwork
% & % % = Interprofessional collaboration
g e g - = Transparency
m *  Hybrid nurse
& £ — Competencies and skills of
- critical care & medical-surgical
1 = Train to specific patient
g8 " 88 "8 population

Shared Mentzl Model, [Manges, 2020)

UCI Health

= Gallup Staff Engagement
Mean 2021: 4.40

= Gallup Staff Engagement
Mean 2023: 4.44

= 1124 days since last Central
Line Bloodstream Infection
{CLABSI)

= 1454 days since last
Catheter Associated Urinary
Tract Infection [CAUTI)

= Zero Hospital-Acquired

Pressure Injuries since

opening in 2020

Scan QR
code for
References

N, RN, CCRN-CS
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Application to Other
Settings

Acuity-adaptable units allow the nurses to
create meaningful relationships with their
patients and provide the best patient care.

The Cardiovascular Surgical Unit has had 8

DAISY Award Honorees since opening in April
2020 for the Excellent patient care that they
give.

Association of California
Nurse Leaders




Embracing human moments: Building
genvuine relationships




AN Own our
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2t Excellence

= Nurse Excellence
Preceptor of the Year

= See the whole person

= Build Genuine
Relationships

= Confidently step up

= Generously support
each other

UCI HR



DAISY Award Honorees

atulate Our late Oy S
o The DAISY — SY Award -. = R— . ;

FOUNDATION™

T onoree!
DAISY Honoree June 2020

WCL Mealyy

.-

= N 7 _ . | }“ #I

RAORDINAR® %a__‘ .
N .

NURSES INTERNAA‘ " JINARY MURSES
- L

RY OF J. PATRICK b7 ALLY N
; ; 3 INTERNATION . . HONORING NURSES |
oundation.or d NES s 7 )
AISYF \ PAT_I?ICK BAR \ IN MEMORY OF J. PA

r)ngrﬂtulufe OU!' |f1 £ www.DAISYfoun
' DAISY Awarg
* Honoree!

Morgan Lawrence
Clinical Nurse =
Cardiovascular Surgical Unit { The DAISY

The DAISY Award was established by the DAISY Foundation in memory of J. Patrick Bames
who died at 33 of ITF, an aufo-immune disease. The Bames Family was awestruck by the clinical
skills, canng and compassion of the nurses who cared for Patrick, o they created this national
award to say thank you to nurses everywhere

Link to nomination forms:
b
= ‘t https://www.surveymankey.com,/r/TISVQPL

UCI HR




Celebrate shared
achievement

Happy 1 year anniversary CVSU!

Lopez, Kathryn
; To ACC - CVSU Staff

Cc Caceres, Alessandra; Jeremiah, Gaston; Gonzalez, Hector; Tran, Katie; Rezende Camarge Portes, Pedro; Par

Happy 1 year anniversary CWSU!!
We went through a three-hour tenuous CDPH survey a year ago today and were licensed to open &
I am so proud to be part of this CVSU family.

Let’s see some of our accomplishments this year:
- We opened up the first acuity adaptable primary care unit
- Started a fully functional unit practice council
- Have the most awesome Retention and Recruitment Committee that brings happiness to the organiz
- Had a Murse Exemplar — Preceptor / Mentor 2020
- Had our first Daisy Award Winner
- Housed the first implanted LVAD patient in Orange County
- Had three LVADs on the unit all at the same time
- Adopted our first family
- Piloted Masimo Radius, Masimo Univision 360, Sonifi Digital Whiteboard & Responders
- Implementing Integrative Nursing into our daily lives
- Taught and discharged many happy hearts

| am so excited to see what is to come! Happy anniversary team!




Interdisciplinary collaboration:
Generously Support each other

Kudos

Today, EVS recognized DH44 as the highest scoring unit for June
HCAHPS cleanliness at 87.5% and DH76/78 was also recognized for
their score of 84.6%. Kudos to these teams!

* EVS highest HCAHPS
* Friends of Float Pool
Award




EMPLOYEE ENGAGEMENT REPORT | UCI 2021 012
DIRECT | ANOTADO LOPEZ, KATHRYN | ALL - ALL | AUG 09, 2021 - SEP 11, 2021

Mean Percentile Rank - Gallup

Engagement Mean Change (Recast) Overall Respondents Engagement Index
, % Engaged: 66% Not Engaged: *
4.40 T +0239 - 33 Actively Disengaged: *
|
Last Mean Mean Percentile Rank - Company Overall
Respondents Current Mean (Recast) Current Topbox Gallup Overall Current Mean
Q00: On a five-point scale, where 5 means extremely
satisfied and 1 means extremely dissatisfied, how
satisfied are you with your organization as a place to ! - 3.88 - - -
work?
Q01: | know what is expected of me at work. 32 472 4.47 T2 70 441
Q02: | have the materials and equipment | need fo do -
32 463 347 66
my work right. m -
Q03: At work, | have the opportunity to do what | do
32 4.06 72
best every day | 469 | [ 72 [ 405
Q04: In the last seven days, | have received
30 3.38
recognition or praise for doing good work. - - - -
Q05: My supervisor, or someone at work, seems to
32 4 .06
care about me as a person. - - - -
QO06: There is someone at work who encourages my
development. 32 4.50 429 - -
QO7: At work, my opinions seem {o count. 32 42 359 4 86 360
Q08: The mission or purpose of my organization
makes me feel my job is important. 32 - 4.00 - - -
Q09: My associates or fellow employees are =
commited to doing qualty work. 2 L 455 | 406 6 40
Q10: | have a best friend at work. 31 384 435 39 54 344
Q11: In the last six months, someone at work has
taked o me about my progress. 2 E E=d = =
Q@12: This last year, | have had opportunities at work
to leam and grow. 2 RN 4.24 N T 380

UCI HR




Build tomorrow together: Discover daily

Kickoff October 2022

AMERICAN ASSOCIATION
of CRITICAL-CARE NURSES

Decreasm
Coronary ESUrglcm Site Infection post

Focused Educatio vpass Graft through

>SlAcademy UC Irvine Health

AMERICAN ASSOCIATION
of CRITICAL-CARE NURSES

UC Irvine Health

Preclinical and Post Clinical Data
CABG SSI Rates
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EMPLOYEE ENGAGEMENT REPORT | UCI 2023 Q12

Mean Percentile Rank - Gallup

Engagement Mean Trended Mean (Recast) Overall Respondents Engagement Index
’ 444 % — Engaged: 76% ot Engaged: *
} Change From Last Mean: 0.08 76 47 Actively Disengaged: *
*14.36|4.44 |
istri i Mean Percentile Rank -
Respondents | cduency Distribution CurrentMean  Change (Recast)

H1E2 3EH4E5 Gallup Overall

Q00: On a five-point scale, where 5 means extremely
satisfied and 1 means extremely dissatisfied, how 7 1:0% 2:0% 3:9% 4:26% 5:66% 457 42037

satisfied are you with your organization as a place to I
work?

Q01: | know what is expected of me at work. 47 S ——— 0.10

02: I h the material d i tl dto d D T G d-F0E ST

ﬁy kaar:;em e materials and equipment Ineedtodo w o m
S:s:i:ejtta sc;rzyl have the opportunity fo do what Ido e s e Dos
i?:‘;g r'}:'; i}::hnet:?sptr;?s\;etr-]a? Ez?ng: 32‘;3 :ﬁgi‘fe‘j 40 1:5% 2:0% 3:26% 4:35% 5:35% - N 2043 -
anor::arl;qgui,ﬁeer:;szr&]z:s st,)c:]rTieone atwork, seemsto . 1:2% 2:0% 2:9% 4:35% 5:54% - -0.07 -
S::;D?n?; t|5 someone at work who encourages my a7 . 1:2% 2:2% 3:9% 4:26% 5:62% - 003 -
QO7: At work, my opinions seem fo count. 47 I —————— - 0.11 -
ﬁgﬁ;;’pﬂz T;Z‘lilr?]: i}fbpii?rﬁzz ;L:Ey organization 47 1:0% 2:2% 3:6% 4:26% 5:66% - N +0.20 -
?oori;nrtz:fszgigzzglfiﬂﬁ; ir_nplovees are 47 1:0% 2:2% 3:2% 4:23% 572% 0.08 m
Q10: | have a best friend at work_ 42 B e 398 002 63
::;:kL:d T{, t?:e I;;ztoﬂlx mm;gftl;gr :Sogeone at work has 46 1:0% 2:0% 3:15% 4:22% 5:63% - 002 -
::;1; a ;h; (Ija;lt_;fiér, I have had opportunities at work 46 . 1 w - 0.04 -
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Engaged Staff: Quality Patient Outcomes

Chandra Broadwater, [7- 1st
MPH, MFA, CPHQ
and s

Healthcare culture and systems transfor..
8mo -« Edited + ®

4 3 What an incredible testament to our committment
] - to patient safety and high reliability at UCI
Health. Kudos to Kay Lopez DNP, RN, CCRN and
o her team!

— = .‘-‘-__-_‘-'--.‘ What does 1,103 days (now 1,104!) of being

CLABSI-free mean?

T it

1311 days without Central Line Associated Bloo
Infection (CLABSI)

1689 days without Catheter Associated Urinary Tract Infection =~ @ g
(CAUTI)

cal Telemetry Nursing
8mo - ®

+/ It means less time for our most vulnerable
= patients spent in the hos|

d : i home with their loved ﬂns.i:.al and mere time at
stfream -

+/ It means our coworkers prioritize safety and
align best practice on a daily basis.

Celebrating 3 years without a CLABSI. That's

4 years without a Hospital Acquired Pressure Injury (HAPI)

UCI HR



CVICU 2021

EMPLOYEE ENGAGEMENT REPORT | LICI 201 Q12

Engagement Change Mean Percentile Rank -

Q12 Mean Total N Mean (Recast)  Gallup Overall R

The Gallup Q12 Score represents the average, combined score of the
12 elements that measure employes engagement. Each element has 46 3.72 * 038 - Engaged: 2%
consistently been linked to betler business outcomes.

Last Mean

Total M Current Mean Cument Topbox
(Recast) Gallup Overall Current Mean
C00: On a five-point scale, where 5 means extremely
salisfied and 1 means exitremely dissatisfied, how a5 196 4.24 ag 40 284
salishied are you with your organizabon as a place 1o
work 7
C01: | know what s expected of me at work 46 450 4.68 57 52 441
Q02: | have the malenals and equipment | need to do a6 415 432 a8 a5 404
my work rght
Q03 Al wk,.l have the opportunity fo do what | do i 417 448 a7 48 405
Cx04: In the kast seven days, | have received x
44 as2
recognition or prase for doing good work - - - 3.39 I
I— —
: Iy SUPETVISON, Of SOMEONE 31 WOk, SEems 0 "

care about me as a person 46 - 412 - - 4 lli.’
Q06 There s someone at work who encourages my 46 267 415 26 28 178
development
QOT: Al work, my opinions seem to count 46 - 382 20 - 360
C08: The mission or purpose of my onganization .

. 46 424 26 396
makes me feel my job IS important - -
209: My associates of fellow employess are 46 402 479 ag an 404
comamtied to doing quality work
G10: | have a bes! friend al work 45 s a.To a8 52 344

G11: in the ast six monihs, someons al work has
Lalked bo me aboul my progress

Q12: This last year, | have had opporiunites al work
o learn and grow

-
on

367 - - 367
-9

45 382 4.2 3 380
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Embrace human moments: Share an
optimistic outlook

Congratulations ARIISE Finalists!

A message from the CEO Susan Huang. MD
hiris B
At UCI Health, we strive to uphold owr ARISE values — Accowntability, Respect, integrity, innowvation, Chris Porto
Service and Excellence. Each year, an ARISE Award is presented to s individuals and one team or
Team

departmaent who best exemplify our organization’s core values,
LT Hewlth Epidermiology & infection Prevention (EIR)

Thank you to everyone who has nominated a deserving co-worker for this year's ARISE Awards. it s T Lanc: Susah HUSNE. MO, Saciihie cirector, Bpilermiciogy & Ifection: Pravention

with great pleasure and pride that | announce the 2021 ARNSE Awards finalists.
COVID-19 Vaecination Leadersivp Cove Team

Team Lead: Masim Afsarmanash, MD, Chief Oparating Officer

Accountability

Carrie Mitchell

Dorathy Ong Surgical IO

Valerie Alyssa Golgtko Team Lead: Gregony Mignano, nurse manager, Surgical iICU

Respect CWICLYRAICLY BN Staff

Beffrey Wa Team Lead: Kathryn Anotads Loger, nurse manager, Surgical Step Down
Cry Tran

Cilte Demlanski The decisions were extremely difficult due to the number of putstanding nominations, and gwery
nomines should be proud of their exemplary contributions to UCI Health, Congratulations to all 316
nominees, and a special congratulations to owr finalists.

Integrity

Michelle Kim
Winners will be announced lve during the ARNSE Avwards ceremany 8t the Al Co-woiker Tonwn Hall on

Wednesday, Ot 13 61 9 a.m, Please mark your calendars and join us for this wirtual esvwent.

Stefanée Yoshii

sennifer Greenlund

UCI HR




Own our excellence: Share the reasons

Wh # Their reasons for cannulation differed.
® 00

Reason for Cannulation

Just wanted to share with you the growth that has happened this year.

> CVICU had a total of 39 ECMO patients in 2021; almost twice as many as the 22 in 2020.

ECMO patients 2021

10

u COVIDVV = Non-COVID VWV = WA

w

¥ Thirty-three percent (33%) of our ECMO patients were able to spend more time with their family.

ECMO QOutcomes
3
I I I | I

£

L

.y

January February  March April May June July August September October MNowvember December

BVVECMO mVA ECMO

= Decannulated = Expired Current

UCI HR




Build tomorrow together

“And the faces of the patients that you have saved:

LVAD

- 10 patients since program
began

- 4 patients have received heart
transplants including our first
LVAD patient

N »Collaborate o
»>Try new things

ation and UCI H R

advance patient care.




2022 Nurse Excellence Preceptor of the Year

' L

QJL\O
dm
Own our excellence

We believe personal accountability
and collaborative support drive
exceptional care. By trusting our
colleagues to lead while standing
ready to assist, we create an
environment where excellence

is both an individual commitment
and a collective achievement.

Confidently step up, Generously support each other & Celebrate shared achievement
UCI HR



Alexis received a DAISY
for sunshine therapy for
the whole family

Embrace human moments: See the whole person

e
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9 JAISYfounc




Own our excellence: Celebrate Shared
Achievement

Kay Lopez DHP, RN, CCRM (5aar) - You
Murse WManager - Cardiceascular KU (CVICLN &
Cardiovascular Sunpoad Linit [CW5LU)
ima - &

Happy Certified Nurses’ Day!!

Thank you all for your commitment to excellence and lifelong learning.

Encited 1o recedws our Cantification Plagues in CVICL W

Wi have 70% of our RS certified! Did you know:
40 AACH (American Association of Critical-Care : 5 2
Murses) Certifigd Cntical Carg BMg (CTRM| wath malbigple ¢ 75% of our CVICU staff is certified?
ceriified in sub-speciafies * 13% hold a second certification — either Cardiac Surgery (CSC) or Cardiac Medicine {CMC)
- & certifed in Candiac Surgery (CSC) and . 3 . .
. % In Cardiac Medicing |,;E,!c,:’:.:_' ' e Charity has been certified for 20 years! Awesome job Charity!!
Thank you for your commatment 10 excelencel!! * Joeis our newest certified RN - getting his CCRN last week!!

Who's naxt?

Amazing work everyone! We are so proud of you!

— - tanepen g

. AACN (American Association of Critic...
BRSO 173 858 followers

Hi Kay! We previously reposted this post
across AACN's social media channels. We
would like to request additional permission to
use these images in a 2 minute video for our
AACN Mission Statement, which is "AACN
drives excellence in acute and critical care for
nurses, patients and families." The video
would be initially for internal use, then shared
as a link on our site. It is possible that it might
also be shown at NTI Denver. Plea ...see more

Like Reply

UCI HR
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Build tomorrow together: Collaborate to
mnovate




CVICU 2023

EMPLOYEE ENGAGEMENT REPORT | UCI 2023 Q12

Engagement Mean Trended Mean (Recast) m“lll ORI Ieonly. - CIN Respondents Engagement Index
( . . = Engagement Index is
4.19 Change From Last Mean: T + 0.46 - 22 unavailable for the curmently
"|3.73]4.19 selected scorecard.
Frequency Distribution Mean Percentile Rank -
Respondents Current Mean Change (Recast
H1E2 IE4E5 ( ) Gallup Overall
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EMPLOYEE ENGAGEMENT REPORT | UCI 2021 Q12 EMPLOYEE ENGAGEMENT REPORT | UCI 2023 012
Engagement Change Mean Percentile Rank - Mean Percentile Rank - Gall
T I e
Q12 Mean otal N Mean (Recast) Gallup Overall Engagement Index Engagement Mean Trended Mean (Recast) Overall Respondents Engagement Index
The Gallup Q112 score rep ihve average, c score of the r * = Engagement Index is
12 elements that measure employee engagement. Each element has 46 372 v 038 - _W i 4.19 Change From Last Mean: T+ 0.46 - 2 unavadable for the currently
consistently been linked o befer business outcomes. 1373|419 selected scorecand.
Last Mean Mean Percentile Rank - Company Overall Mean Percentile Rank -
Total N Current Mean Current T X
( ) opba i ¢ Respondents Current Mean Change (Recast) Gallup Overal
Q00: On a five-point scale, whene 5 means extremely Q00: On a five-point scale, where 5 means extremely
satisfied and 1 means exiremety dissatisfied, how satisfied and 1 means extremely dissatisfied. how 10 24 3 .5
3.96 424 6 40 384 ¥ 0% 2% TEN 4 5% 536N 2
salisfied are you with your ofganization as a place 1o satisfied are you with your erganization as a place o - tr034 -
work? work’?
Q01: | know what is expecled of me at work a6 450 468 a7 52 aq Q1.1 oo Wil i eomeiied of el st wink 22 1:0% 20% 30U LIRS TI% - 0.13 -
&:?2; ;:;:v’; :he malerials and equipment | need to do i 415 432 a8 45 404 @02: | have the materials and equipment | need lo do 22 1A% 2% TN 410 S 85N - 1 +0.20 -
Ty W Ly my work right.
@03: Al work, | have the opporfunity lo do what | do Q03: At work, | have the opportunity to do what | do 1 3 ¥ 5
Y a6 a17 448 a7 8 405 . Y 22 % 2% 39% £ 6% 5.50% [#32 4 +0.37 -
best every day best every day O — :
Q04: In the Last seven days, | have received i Q04: In the last seven days, | have received = — I :
" __EE I = ey & poeeparyn,  El tee ks
recognition or praise for doing good work recognition or praise for doing good work — — :
QO05: My supenisor, or Someone al work, seems o Q08: My supervisar, of someone at work, seems o 2 g % -
g 348 412 2] Sl 402 il Lo 22 % 29% 21X TP S41% 405 ++0.70 =
care about me as a person care aboul me as 8 person - —————
Q06: There is someone at work who encourages my 15 QOE6: There is someone at work who encourages my 16N, 2O IO 4-329 £:55% -
development % o 18 - 2 244 development z e — - o -
QO7: At work, my opinions seem to count a6 Ty 382 20 [ CE| 360 QO7: At work, my opinions seem to count 2 TN SIS TR AWR NS 368 + 4053 EEa
¥ makes me feel my job is important T ——
Q09. My associales of feflow employees are - Q09: M 1 sl oy " 1 . < "
: 46 4.02 429 a5 30 404 - My associates or lellow employees are % 25% 1% 4AB% 1% 5
commitied to doing quality work committed to doing quality work L — - 13 -
Q10: | have a bes! friend al work 45 3.80 370 38 52 344 Q10: | have a best friend at work 22 i % 2 5% 314% 4 0% 545% m 042 n
Q11 In the kst six months, someone al work has : . 3 Wi
45 - 367 - - 367 Q11: In the las! six months, someone Bl work has 2 10% 28% T9% 4 36% 5-50% #4005
talked to me aboul my progress talked to me about my progress R
@12: This last year, | have had opportunities at work Q12: This last h L 2
45 4921 : This last year, | have had opporunities at work 5% 20% 3 %5
toleam and grow ; e g & 2 - 2 e, I #4030 .

to learn and grow.

ncied by law. You may not

UCI HR

GALLUP



Own our excellence: DAISY Team Award

2024

Confidently step up

Each of us takes action from our
individual role to advance our
mission of excellence, achieving
more together.

Generously support each other
Show up for co-workers with
resources, knowledge and
encouragement because their
success is ours too.

Celebrate shared achievement
Recognize and elevate wins to
acknowledge how our collective

efforts create meaningful impact.

. The DAISY

L

Team Awar

FiR

1N HMEMORY OF J. PATRICK BARNES

Congratulate our DAISY Team Award Honorees!

. nm:ni-.l--m-'-mf =

UCI HR



Build tomorrow together
Early Mobilization with Verticalization Therapy in the Cardiovascular ICU (CVICU)

Phat Dang, MD; Kathryn Kay Lopez DNP, RN; Cheryl Simkins, MSN, RN; Kei Togashi, MD; Trung Vu, MD, FCCM, CVICU

v * Daily discussions

occurred during ACCM
rounds at 0800 and 2000
Therapy session goals
included length and

= 3 number of daily sessions
- based on patient’s
tolerance

Cardiovascular surgery patients are placed on
verticalization therapy while on mechanical circulatory
support to allow weight-bearing, transition to dangling
at the bedside, standing in place and ambulation.

* Early mobilization is critical in the recovery of
cardiovascular surgical patients

* In the CVICU, our interdisciplinary team has led
early mobilization of all natient=. inclusive of

support (MCS)
Collaborate to innovate ne
Reach out and be open to varied ercutaneous
perspectives that help us better
understand the whole picture.

‘u
L
i
L]

Interdiscplinary collaboration with our multiple team members allows for patient-
focused care including early mobilization. Team Members include:
* Anesthesiz and Critical Care Medicine [ACCM)
* Cardiovascular Surgery

Verticalization therapy begins the mobilization for CV
patients. Once they can stand and march in place, patients
can qualify for transplant, including lung, heart and kidney.

Try new things
* CVICU Nurss .
* Fharmacy Approach problems with Early mobilization has allowed our CV surgery patients to
* Heart Failure curiosity and explore creative receive transplants and return to visit
* Perfusion :

solutions to improve outcomes.

Physical Therapy
Occupationzl Therapy

* Respiratory Therzpy
* Dietary

Socizl Wark

Case Manzgement

* Early mobilization is coordinated
among nursing, respiratory
therapy, physical therapy and

occupational therapy.

* Patients on mechanical
circulatory support (MCS)
devices and advanced
pulmonary interventions
including nitrous oxide ambulate
daily with this coordinated

Discover daily effort.

Grow your personal impact in
small and large ways through

everyday curiosity and UC' HR

professional development.

Verticalization Therapy:

*  Allows the patient to improve lung capacity

* Reduces deconditioning, muscle wasting, and
ventilator dependence due to bed rest.




Improving Nurse Retention through Collaborative Support during Orientation

Kathryn Kay Lopez DNP, RN, CCRN; Cheryl Simkins MSN, RN, CCRN; Angela Gillies BSN, RN, CCRN-CSC

Impact

= 2022 NSI National Health Care Retention & RN
Staffing Report (2023) stated the turnover for
staff RNs was 27.1%.

= At UCl Health, the CVICU had a turnover rate of

43%: leading cause was interdepartmental
transfers out of high-acuity unit to lower acuity.

Structured, Collaborative Support

(Team approach to onboarding)

Schedule progress meetings with
manager/supervisor, educator, orientee, and
preceptor

Identify strengths and opportunities for both
orientee and preceptor

Turn opportunities for improvement into SMART
goals and develop a plan for orientation

Collaborate on strategies to support both orientee
and preceptor on the plan for orientation

Communicate plan to charge nurses and back up
preceptors

UCI Health

43%

—

kkalopez@hs

s.uci.edu, csimkins@hs.uci.edu, agillies@hs.uci.edu

CVICU RN Turmowver

I 022

Outcomes

Agril 2013

Retention Rate with Current Onboarding Process

Qinical Kurse Hew Grasd

Application to Other Settings

Structured, collaborative approach between
unit leadership, nursing education
preceptors and new hires during the
orientation I;anc:u:ess can be applied to all
settings with newly-hired RNs.

Lessons Learned

An effective hiring process includes
screening for nurses who choose the
specialty

Establishing trusting relationships through
open communication with nursing leadership
and clinical nurse educators improves
retention

Practical Takeaways

Set expectations from initial interview
through the orientation process

Provide structured, ongoing support to
preceptors and orientees

%+ Encourage open communication and
collaboration with nurse leadership
and nurse educators

##* Strengthen staff skills for reflection

and formative and summative
feedback

AONL2024

INSPIRING LEADERS

UCI HR



Staff Engagement & Meaningful Recognition in Acuity-Adaptable Unit Produces Quality Outcomes
Kathryn Kay Lopez DNP, RN, CCRN; Angela Gillies BSN, RN, CCRN-CSC
Impa Ct kkalopez@hs.uci.edu: agillies@hs.uci.edu i i
| Outcomes Application to Other
S = e e Settings

. Having a highly Engaged nursing workforce helps to improve
guality outcomes and the patient experience

— — : -
+  Meaningful EEcognitii:un isa cu:umpopent -::]’Ir' the lﬁ.rl;nericank - e L S ]
Association of Critical Care Nurses [AACN) Healthy Worl = . — == e ] e —— T —— T H
Environment (HWE). Murses are recognized and recognize others - i L ) e - *  Acuity ada pt_able units ?"DW ,the I"I_LI[SE'.'S 1:,0
for the value that each person brings to the unit and to the - - - — o = create meaningful relationships with their
organization — [N — | — patients and provide the best patient care.
L] i) [ | — T L= )
The cardiovascular surgical unit [E:'I.I'SLI] is an acplt_ﬁrﬁadaptable, : : : : A : = The Cardiovascular Surgical Unit has had 8
primary nursing care unit. Acuity-adaptable units: = — . — e — d - o ; il
+  Allow the patients to recover in ane room throughout - i - - — DAISY Award Honorees SINCE OPENINg 1N Apri
their stay from admission to discharge = = om ow — = 2020 for the Excellent patient care that they
N  — N
. Ve,
. Improves nurses” workflow, patient comfort, and : : : — e — g
overall patient experience —— = g
*  Cardiac surgery patients have a specific clinical Mayrs Sl Lunt B
pathway for recovery. Having dedicated registered prorsitelinpap bl Palent | Reporanie [ N S —
nurses‘jRN:l and physician teams in cardiac surgery
from admizsion to discharge allows the patients
c-::lntinui of c.aréa, Ecti:.re cu:ulmdmu nicgtiﬁrlli trustin 132 143 2073 132 230 382 27126
relationships and the knowledge and skill to care for 18 33 258 171 18 108 821
these patients, anticipating any complications The = I | I I I
guality of nursing care and anticipation of ardiovascular Surgical Tele - DH&4 53] 53] | 920 1250] 141] 1338

complications lead to best patient outcomes and a

ood patient experience.
soea P P = Gallup Staff Engagement

Mean 2021: 4.40

= Gallup Staff Engagement
Mean 2023: 4.44

= 1124 days since last Central

* The CVSU creates a Healthy Work Environment with
an engaged work force using a shared mental model,
setting expectations of competency, collaboration,
and compassion, while recognizing the contributions
of each staff member.

== *  Shared mental model Line Bloodstream Infection
i —— k—3 — Flexibility, adaptability & {CL&BS”
teamwork ;
8 ﬁ @ = Interprofessional collaboration = 1454 dﬂ‘y’E since last
gy e — Transparency Catheter Associated Urinary
* Hybrid nurse Tract Infection (CAUTI
& ﬁ — Competencies and skills of ~ l[ . }
- = critical care & medical-surgical = Zero Hospital-Acquired
3 - = Train to specific patient Pressure Injuries since
{_ﬂ R !'_% F_%‘_______ f population . . !
ek il opening in 2020

U c I H ea It h code for it Association of California

MNurse Leaders
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Embracing human moments:
See the whole person

UCI HR




Meaningful recognition impacts well-being and
improves patient outcomes

Results to Date (April-May, 2025)

FY ‘24 Baseline 25 FYTD Score Pilot Implementation
(7/1/2a-3/31/25) to Date (4/1/25-5/
24/25)

Nurses Courteous and 74.3% 66.9% 88.1
Respectful

Nurses Listened Carefully 65.9% 59% 70.6
Good Communication 60.2% 54% 69.4

Between Staff

Rap|d Change PrOJect P|Iot

Facility Would 61.4% 52.6% 77.8

Nurse Leader Visits Recommend

Ctl ML ghl n, BSN, RN, RN-BC, NE-BC ~ '* l%

UCI HR




“Recognition that is meaningful to
the individual endures over time,
often lasting throughout a person’s
life, making a substantial impact

and a difference”
(Patton, 2024)



Presenter Notes
Presentation Notes
When asked about ROI – biggest Investment is time. Time to write the thank you cards, time to write the nominations, time to make the phone call to try to arrange the surprise guests, time to sit down and give honest feedback with action plans. But the return is good for everyone, for patients, for our nurses, for our team, for our organization. Everyone is recognized
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UCI Human Resources
Empower People Success

ONE CENTRAL PLACE
FOR RESOURCES

« Leader Resource Series Webpage




LEADER UCI Human Resources
RESOURCES

EMPOWERED

TO MAKE A DIFFERENCE

« Leader Resource Series webpage
dedicated to housing resources
for driving engagement

Home + How We Measure Engagement * Training Opportunities + Program & Events - Leader Resources

« Resources added after each LEADER RESOURCE SERIES THE 5 KEY DRIVERS OF
SeSSiO N Easy Solutions for Driving Engagement ENGAGEMENT
The Leader Resource Series is a solution created in —
- Always available and organized B Senchg e coabitin @ (%)
WI.I.h bUSy m O ngger Iﬂ mlﬂd opportu_nities_for professional growth and development. B

The series will help people leaders foster team
engagement in easy and impactful ways. PURPOSE

DEVELOPMENT A CARING
° hTTDS//hI’UCIedU/DOl’Tﬂel’ShID/em The series incIU{_ies ﬁve one-hour training sessions that MANAGER
powered/engagement- s s sxponi o o )
moments/index.php aiing sessions 5 optonsl but oncouraged. (. )
Each session in this series will be accompanied by ON-GOING A FOCUS ON

resources that Ieade_rs can access anynme to drive _ CONVERSATIONS STRENGTHS
engagement — both in everyday interactions, and during

those pivotal moments that matter most.

UCIHR 58



https://hr.uci.edu/partnership/empowered/engagement-moments/index.php
https://hr.uci.edu/partnership/empowered/engagement-moments/index.php
https://hr.uci.edu/partnership/empowered/engagement-moments/index.php
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THE ENGAGEMENT TEAM

Monica Shaffer
Director, Employee Experience

Kelly Shedd
Program Manager, Co-worker Experience

Lisa Kawachino
Events Analyst

Sarah Vann
Engagement Coordinator

CONTACT:
engagement@hs.uci.edu

LEARN MORE:
hittps://hr.uci.edu/partnership/empowered

UCI HR



Presenter Notes
Presentation Notes
Our engagement team is here to support YOU – and we hope you will reach out. We are so thankful for your time today! 

mailto:engagement@hs.uci.edu
https://hr.uci.edu/partnership/empowered
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EMPOWERED

TO MAKE A DIFFERENCE



Presenter Notes
Presentation Notes
UCI’s engagement campaign, Empowered to Make a Difference, is designed to do exactly that. Through numerous programs and initiatives, our employees are provided with various programs to stay engaged throughout the enterprise
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