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ABSTRACT

The impact of the COVID-19 pandemic on healthcare providers is
well documented and has resulted in significant pressures from a health
human resources perspective with many point-of-care providers taking
extended leave or moreover, leaving the healthcare sector altogether. As
part of a larger Health Human Resources (HHR) strategy at Sunny-
brook Health Sciences Centre (Sunnybrook) in Toronto, Canada, a
time-limited interprofessional working group titled Supporting Team
Sunnybrook (STS) was created. The working group was created to fo-
cus on staff retention to respond to ongoing concerns by leaders with
regard to staff leaving the organization at an increased rate as doc-
umented by our organization’s decision support team. Anecdotally,
many staff cited their decision to leave the organization as a conse-
quence of the pandemic. As no staff retention committee had been
formally created at our organization, STS was established to engage all
staff members while addressing and resolving current feedback, con-
cerns, suggestions and issues. The objective of our working group was
to review published literature, establish themes from this review, and
align these themes to priority themes brought forward by staff through
a number of data capture activities. Data capture activities included re-
viewing existing survey data, new survey data and meetings with staff
members. Analysis of the data resulted in the identification of five key

consensus areas (priority themes): Staff recognition, wellbeing, grow
at Sunnybrook, leaderful leaders, and communication. Our team cre-
ated five corresponding working groups with the aim to create short-
and long-term goals, as well as time sensitive and sustainable opera-
tional activities that would contribute to improved staff retention at
our organization. Outcomes from our work provided two key learn-
ings to leaders on their ongoing work to retain staff which were the
importance of: (1) engagement across all roles, professions including
non-clinical team members and support staff and (2) broad commu-
nication on the outcomes of our working group to demonstrate that
that their feedback was taken seriously and acted upon.

RESUME

Limpact de la pandémie de COVID-19 sur les prestataires de
soins de santé est bien documenté et a entrainé des pressions impor-
tantes du point de vue des ressources humaines en santé, de nom-
breux prestataires de soins de santé prenant des congés prolongés ou
quittant carrément le secteur des soins de santé. Dans le cadre d’'une
stratégie plus large en matiere de ressources humaines en santé (RHS)
au Sunnybrook Health Sciences Centre (Sunnybrook) & Toronto, au
Canada, un groupe de travail interprofessionnel & durée limitée intitulé
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Supporting Team Sunnybrook (STS) a été créé. Ce groupe de travail a
été créé pour se concentrer sur la rétention du personnel afin de répon-
dre aux préoccupations constantes des dirigeants concernant le taux
de départ croissant du personnel de 'organisation, comme I'a docu-
menté 'équipe d’aide 4 la décision de notre organisation. De maniére
anecdotique, de nombreux employés ont indiqué que leur décision de
quitter organisation était une conséquence de la pandémie. Comme
aucun comité de rétention du personnel n'avait été officiellement créé
au sein de notre organisation, le STS a ¢t mis en place pour impli-
quer tous les membres du personnel tout en abordant et en résolvant
les commentaires, préoccupations, suggestions et problémes actuels.
Lobjectif de notre groupe de travail était d’examiner la littérature pub-
liée, d’établir des themes a partir de cet examen et d’aligner ces themes
sur les thémes prioritaires proposés par le personnel par le biais d'un
certain nombre d’activités de saisie de données. Les activités de capture
de données comprenaient 'examen des données d’enquéte existantes,

Keywords: Retention; Human health resource; Leadership; Human capital

des nouvelles données d’enquéte et des réunions avec les membres du
personnel. Lanalyse des données a permis d’identifier cinq domaines
de consensus clés (thémes prioritaires) : la reconnaissance du person-
nel, le bien-étre, 'épanouissement a Sunnybrook, le leadership et la
communication. Notre équipe a créé cinq groupes de travail corre-
spondants dans le but de créer des objectifs & court et a long terme,
ainsi que des activités opérationnelles durables et sensibles au temps
qui contribueraient & améliorer la rétention du personnel dans notre
organisation. Les résultats de notre travail ont permis de dégager deux
enseignements clés pour les dirigeants dans le cadre de leur travail con-
tinu de fidélisation du personnel, & savoir 'importance des éléments
suivants: 1) engagement de tous les roles et de toutes les professions, y
compris des membres de I'équipe non clinique et du personnel de sou-
tien, et 2) une communication élargie sur les résultats de notre groupe
de travail afin de démontrer que leurs commentaires ont été pris au
sérieux et qu'il y a été donné suite.

Background and context

The impact of the COVID-19 pandemic on healthcare
providers is well documented and has resulted in significant
pressures from a health human resources perspective. The pub-
lished literature provides powerful insight into the resulting im-
pact of the pandemic on point-of-care health care providers,
particularly on their well-being, which is defined as their psy-
chological and mental health [1]. Moreover, staff well-being
relates to the downstream retention impact of the healthcare
workforce [2,3], resulting in healthcare providers leaving the
profession at an increased rate. As part of a larger Health Hu-
man Resources (HHR) strategy at Sunnybrook, a time-limited
working group was created titled Supporting Team Sunny-
brook (STS), to focus on maintaining the current function-
ing workforce. The working group was created to focus on
staff retention to respond to ongoing concerns by leaders with
regard to staff leaving the organization at an increased rate,
as documented by our organization’s decision support team.
The STS goal was implemented with the aim of engaging cur-
rent staff in creating retention strategies to inform an oper-
ational work plan that could immediately address workforce
pressures.

Retention literature focuses primarily on nurses [4], but
in our work at Sunnybrook, our aim was to focus our ini-
tiative on all team members and professions, in both clini-
cal and non-clinical roles. Phillips et al. [5] indicate that hav-
ing adequate access to resources, proper leadership training,
and sufficient staffing levels are all beneficial to retaining staff
at healthcare organizations. Zaheer et al. [6] state that posi-
tive workplace connections, strong team building, and auton-
omy all contribute to staff retention. Autonomy refers to less
controlled motivation and more independent (self-directed)
motivation, with the latter aligning with personal values as
well as occupational and personal commitment [7]. In addi-
tion, work-life balance, educational assistance and aids, and

financial incentives are integral to retention strategies within
organizations [8].

The core value of STS was based on the ‘Wisdom of Crowds
[9]. This belief highlights the importance of leadership and
bringing together the ideas and concepts from a variety of indi-
viduals across Team Sunnybrook, hence our decision to engage
as many staff members as possible as part of our data capture
activities. Having input from all team members provided STS
with the opportunity to explore a wide range of perspectives,
insight and feedback. The inclusion of diverse perspectives was
fundamental to the methodology chosen, as each Sunnybrook
team member has a different story to share as well as unique val-
ues that are important to them. Finally, the initiative was driven
by a number of agreed-upon principles that that core team dis-
cussed as important to them to guide our work together. These
principles included confidentiality, transparency, open commu-
nication, inclusion, acting and always looping back; these prin-
ciples guided all decision making.

Supporting Team Sunnybrook had a number of pre-
determined goals. These goals determined the purpose and
strategy behind STS as well as the process used to inform our
data gathering process. The goals included: 1. capturing qual-
itative and quantitative internal and external existing data; 2.
reviewing the published literature on staff retention in health
care; and 3. creating with key stakeholders an action plan
that was inclusive of Team Sunnybrook, including learners and
non-clinical roles. The goals would culminate in creating an
operational short-term and long-term work plan that linked
to Sunnybrook’s Workforce Optimization Framework (WOF)
(Fig. 1).

The aim of this paper is to share the experience of our team,
as well as our learning reflections on this initiative through a
leadership lens. These learnings can be generalized to all health
professional roles across the healthcare system both locally and
more broadly.
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JF BUILDING TEAM SUNNYBROOK

® LEADERSHIP FOR THE ENTIRE SYSTEM

* Advocating for our teams
* Planning broadly, solving locally

© MODELS OF CARE

* New Roles
* Team Configurations
* Acuity Based Staffing

® RE-THINKING OUR SCHEDULING

* Master/Flexible Schedules
* Resource Teams

HEALTH HUMAN
RESOURCES

© RECRUITMENT

* Bringing the best to our teams

* Finding new people through all avenues
* Renewing Orientation and Onboarding

© RETENTION

* Once you’re here, we want you to
stay and grow with us

* Leading in recognition and wellness

* Your health is Sunnybrook’s health

© SUCCEEDING

« Setting ambitious goals and using
evidence to achieve them

28 Sunnybrook

HEALTH SCIENCES CENTRE

Fig. 1. Sunnybrook’s workforce optimization framework titled building team sunnybrook ©2022.

Process

Institutional ethics review was not required for this project as
determined by the Sunnybrook Health Sciences Ethics Review
Self-Assessment Tool (ER-SAT) and confirmed with the Ethics
Office.

Project team

The project team consisted of a core team as well as a larger
STS team. The small, focused core team included a number
of leaders who varied in their roles and experience, including
leaders from nursing, allied health, organizational development
and human resources. The core team was voluntarily recruited
through an invitation to the members of our leaders’ forum.
The leaders’ forum is held monthly to connect all leaders (for
example, professional leaders, managers and directors) across
the organization. The core team was asked to lead the initia-
tive as part of their contribution to the larger HHR strategy.
The core team was responsible for generating a scope of work,
foundational activities, organization and taking leadership on
multiple “working groups”. Each member within the core STS
team volunteered to lead or co-lead one of the five working
groups (staff recognition, wellbeing, grow at Sunnybrook, lead-
erful leaders, and communication), in which each investigated
and assembled ideas and corresponding strategies to improve
staff retention at Sunnybrook. The core team members com-

municated the progress through weekly virtual meetings, which
allowed for further team input, suggestions, and unique per-
spectives.

Alongside the core team, there was a complimentary larger
group of Sunnybrook team members. The larger team was vol-
untarily recruited from across the organization through an invi-
tation posted on our internal organization’s website. The larger
team was involved in key milestone activities, including partic-
ipating in Discovery Week and ensuring that the action plan
resonated with what was heard across the organization among
their peers and colleagues.

The diversity presented within both groups was a remark-
able asset [10], as each member brought a unique perspective
and ability to connect within the larger Team Sunnybrook com-
munity. Sunnybrook is an expansive health care facility within
Toronto, Ontario, Canada, with over 10,000 staff members
across multiple campuses, making networking, diversity and
inclusion a key component of STS. The ability to discuss re-
tention with a wide range of Sunnybrook staff members was
pivotal as part of the data collection process, specifically during
discovery activities.

Data sources

A multi-pronged approach was used to inform the work con-
sisting of two data sources: existing and new data.
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Existing Data. When exploring existing data, informal exit
interviews and published literature from the Canadian and in-
ternational healthcare sectors were reviewed. These conversa-
tional exit interviews were conducted by managers or profes-
sional leaders when a staff member was leaving the organiza-
tion. A literature review was conducted by the project team
using key search terms related to health human resources and
retention using published databases. In addition, generalized
themes from the organizational engagement survey were shared
with the team. The engagement survey was an online survey
sent across the entire organization, focusing on the experience
of what it is like to work at and be a part of Team Sunnybrook.
A variety of topics were explored, such as staff stress levels, the
significance of collaboration, and areas the organization can im-
prove upon in order to support its team members. The existing
data was voluntarily shared with the project team from human
resources as well as from leaders, managers and directors at our
organization.

New Data. Discovery Week was a period of time designated
for the Supporting Team Sunnybrook (STS) members to facili-
tate informal conversations with their peers and colleagues. The
aim was to understand the staff’s experience of working at Sun-
nybrook, their perceptions of staff well-being, and gather ideas
for how to make an impactful difference for staff wellbeing,
recognition, and retention. Each member of the STS team, of
both the core and larger group, was asked to facilitate a con-
versation with at least five peers and colleagues to receive their
input. Four key questions guided the conversation, which were
“What do you like about your role at Sunnybrook?”, “What
makes you consider leaving your role at Sunnybrook?”, “What
can we change immediately and in the long term?” and “On the
recent engagement survey, the teams identified they want recog-
nition. What does recognition look like for you?” The four key
questions were determined by the larger group in one of the
earlier brainstorming meetings when deciding what informa-
tion would be important to create an operational plan. When
facilitating these conversations, the STS team members con-
ducting the conversation were asked to prompt their colleague
for specific details within each of their narratives so that ideas
included specific activities that could inform a work plan.

Data analysis

Data were analysed using thematic analysis, which is appro-
priate for introductory studies [11]. The responses were inde-
pendently reviewed and analyzed by two team members, which
began with in-depth reading of all the responses received dur-
ing Discovery Week. This was followed by the two members
manually coding and grouping codes into priority themes with
related activities. The core team met to review the identified
priority themes linked to accompanying activities. The find-
ings were discussed in detail to achieve consensus. This was
followed a prioritization exercise. This exercise reviewed each
ideated within each priority theme to determine which should
be prioritized based on an impact-effort matrix exercise [12].
For example, which activities we could complete right away, es-

sentially termed ‘low hanging fruit’ versus activities that might
take a longer time to accomplish and require increased resources
beyond the scope of this project.

The data gathered from both existing and new data sources
were shared with the larger STS team. The members of the
larger STS team were asked if the data captured resonated with
what they heard and observed throughout the organization, in-
cluding contextual information.

Scope, strategies and outcomes

Existing Data. Published literature from both the Cana-
dian and international healthcare sectors identified key themes.
These included autonomy, equity, mentorships, relationships,
support system, strong leadership, diversity, and culture, as well
as career and educational development [5,6,8].

Data from the engagement survey uncovered the overall
strengths and areas of improvement of Sunnybrook as an em-
ployer. Respondents indicated that they were proud to work at
the organization and would apply here again; however, they did
indicate that workload was heavy.

Data from the informal exit interviews aligned similarly to
findings from the engagement survey. However, other themes
captured included the desire for more flexibility in scheduling
as well as more opportunities for professional development.

New Data. Creating new data collection methods was a piv-
otal component of the process in order to attain the current
perspective of our team members. These new data collection
strategies included broad engagement through email awareness
and unit huddles, focused engagement by peers and colleagues
from the larger STS team, practice council collaboration, leader
engagement, and a planned Discovery Week. It was integral
to engage as many team members as possible to ensure that
our outcomes represented a unified strategy representative of
all voices at our organization. Over 250 responses were received
during Discovery Week. The responses represented all roles, de-
partments and campuses across the organization. The responses
were collated and bucketed into priority themes. Five priority
themes were identified that resulted in five corresponding work-
ing groups, with the fifth (communication) established to en-
able the original four priority themes. The five priority themes
were: staff recognition, wellbeing, grow at Sunnybrook, leader-
ful leaders and communication (Table 1).

Priority theme 1: staff recognition

Recognition and acknowledging Team SunnybrooK’s dedi-
cation and commitment was one of the fundamental compo-
nents of Supporting Team Sunnybrook. This led to the cre-
ation of a working group directly focused on the development
of strategies for improving recognition across the organization
that could be leveraged by leaders, both formal and informal.

Prior to creating strategies for staff recognition, the members
of the working group explored existing initiatives for recogni-
tion across the organization and discussed the feasibility, effec-
tiveness, and inclusiveness of both existing and potential strate-
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Table 1
Five priority themes identified.

Priority Theme Quote

Priority theme 1: Staff Recognition
notes, and badge protectors.”

Priority theme 2: Wellbeing

“Sometimes the small things make a big difference. For example, useful giveaway things like a good quality pen, sticky

“Other opportunities for mental health support given that we cannot change our current benefits”

“Create a mental health library and increase resources”

Priority theme 3: Grow at Sunnybrook “The ability for self-advancement”

“Support staff to grow and expand career”
“Encourage leadership to foster their creativity”

Priority theme 4: Leaderful Leaders

“Encourage change, new ideas and a learner mindset. Be passionate about what you do. Advertise what kind of education
the hospital is looking for (specific courses that are useful for a certain profession ... Make more education happen on

site. Mentor/train those with management potential.”

Priority theme 5: Communication

“Staff become more pessimistic when things change. If management doesn’t show how they have tried to change things

then staff don’t speak up the next time because they know the results. When we explain what the working group is about

we've noticed a response of incredulity; things will not change from many we've talked to.”

“Many surveys ... Is anything going to come from this? What’s the point?”

gies. One key feature for the creation of new recognition strate-
gies was ensuring that the recognition was both meaningful and
equitable to all staff. While gathering information, it became
apparent that staff felt recognition can quickly evolve into a
contest of popularity rather than merely recognizing individu-
als for hard work and dedication. This concern was at the fore-
front of the working group’s discussions and was also prevalent
when analyzing the new data found during Discovery Week.

The team was inspired to create a staff recognition toolkit.
The goal was to assemble a variety of accessible resources, which
managers could use to recognize their staff member’s dedica-
tion and efforts on a regular basis. The working group created
a staff recognition toolkit, which was shared with the Human
Resources (HR) Team to be integrated with future recognition
initiatives. Some of the resources included in the toolkit were
newly developed thank-you and recognition cards, sharing mo-
tivational quotes, and unit recognition boards. The working
group developed a vision of providing each manager in the or-
ganization with a basket that included these resources. Since
meaningful recognition was at the forefront of the working
group’s discussion, initiatives such as encouraging managers to
meet with each team member and providing staff with regular
performance reviews were also shared with HR as a part of a
potential staff recognition toolkit.

Alongside the initiatives presented within the staff recogni-
tion toolkit, the working group prototyped a poster, which was
a visual representation of how managers can show appreciation
and recognition of their staff. The poster included a variety of
ways to recognize staff, and detailed the importance of contin-
ued recognition within the workplace.

Priority theme 2: wellbeing

Team Sunnybrook’s well-being was identified as a priority
by leaders as well as respondents when strategizing how best
to improve retention among staff. The STS wellbeing working
group, in communication with Sunnybrook’s already existing
corporate wellness team, developed initiatives aimed to support
the physical and mental well-being of staff.

Together, both groups created and facilitated several strate-
gies to improve staff members’ well-being. Three initiatives
were immediately implemented with an overwhelmingly pos-
itive response. One of the largest projects was enhancing staff
lounges throughout the organization. The lounge spaces are lo-
cations where staff take breaks, and many of which have been
well used throughout the years. Providing staff with uplifted
lounge spaces can improve their overall workspace, which in
turn may improve mental and physical wellbeing to rejuvenate
them (during their shift) as they return to the care of their pa-
tients.

The wellbeing working group collaborated with the Sun-
nybrook Creative Art Therapies (CAT) department to estab-
lish two arts-based initiatives, “Art Breaks” and team Spotify
playlists. Art breaks were an initiative that provided Sunny-
brook clinical units with unique colouring books and mark-
ers that were created by the CAT department. These books al-
lowed units across Sunnybrook to colour together as a strategy
to promote relaxation, encourage breaks from the challenges
of the day, and provide opportunities to contribute to some-
thing as a team that could be displayed for everyone to see.
Another unique initiative presented was the creation of team-
specific playlists. Utilizing the Spotify platform, Sunnybrook
Team members were able to submit songs that they find moti-
vational or uplifting to create a team-specific playlist. The ini-
tiative prompted staff to reflect on their own meaningful mu-
sic, share this music with the other members of their team, and
then provided a team building opportunity as discussion about
song choices was generated when playlists were shared with the
teams. Completed playlists also served as an additional wellness
resource that was specific to individual teams. SunnybrooK’s se-
nior leadership team also participated in the initiative and sub-
mitted songs to a playlist, which the entirety of team Sunny-
brook had access to. As a complimentary activity, they invited
staff members to guess which songs they selected.

The third initiative was the creation of a dance break ini-
tiative called SunnyMoves. This consisted of a small team of
staff volunteers who traveled across the organization and en-
couraged staff members to join in a brief dance break at the

S104 B. Dupe, S. Mitron, L. Hughes et al. / Journal of Medical Imaging and Radiation Sciences 53 (2022) S100-S106



local unit or work space. This uplifting group focused on the
joy of dance and freedom of expression, harnessing laughter and
music. Although the well-being of staff has always been a prior-
ity of Sunnybrook, the pandemic elevated and emphasized the
importance of wellness as integral to retention strategies [13].

Priority theme 3: grow at sunnybrook

Grow at Sunnybrook comprised two priority areas of career
pathways and professional development. This working group
focused on improving personal and professional investment
and growth. The aim was to encourage staff to stay at Sunny-
brook and provide opportunities for career growth within the
organization.

Ideas identified included understanding how Sunnybrook
could support personal and professional development for its
staff through a combination of current and new programming.
The ideas brought forward focused on offering pragmatic op-
portunities to staff that focused on experiential placements,
projects and career growth. For example, these included cre-
ating specialized career interest pathways, embedding a profes-
sional development goal setting exercise as part of onboarding,
a formalized mentorship program, as well as creating second-
ment opportunities for staff to ‘try’ out other roles within the
organization.

Evident from our discussions was that staff were unaware of
the current robust offerings at Sunnybrook as part of our orga-
nizational development and leadership portfolio. As a result, a
fifth working group was created to focus on communication, in
particular to communicate the work of this initiative as well as
to improve communication plans for all the themes that were

identified.

Priority theme 4: leaderful leaders

The Leaderful Leaders working group aimed to impact
how leaders throughout the organization lead their teams. The
working group focused on integrating strategies to enhance
leadership competencies and bringing awareness to existing de-
velopmental opportunities. This also included how leaders rec-
ognized and acknowledged the dedication and commitment of
staff. Having a strong and supportive senior leadership team
was identified as a fundamental component for ensuring Team
Sunnybrook feels recognized and supported. These feelings of
support contribute to overall staff wellbeing and retention. Re-
spondents noted, “You join an organization but you leave a man-
ager”.

During the initial planning phases of outlining and creating
Team SunnybrooK’s strategy, a variety of executable activities
were uncovered. Some of these activities included; leader’s hav-
ing an open forum to listen to Team Sunnybrook’s concerns, be-
ing more present throughout the hospital by completing “walk-
arounds”, and providing education to leaders on authentic and
value-based leadership approaches. The concept of team mem-
bers having the opportunity to provide feedback to their own

managers was also explored as an activity that could be imple-
mented.

A major component of the Leaderful Leader’s working
group was ensuring that Sunnybrook leaders embody Raelin’s
four Cs of leadership [14]. These four characteristics of leader-
ship encourage leaders to be collaborative and encourage sup-
portive leadership overall. Raelin’s work describes collective
leadership where every member can enter a leadership role and
is not focused on one specific individual being labeled as a
leader; concurrent leadership which highlights the concept that
multiple team members are provided the opportunity to lead at
the same time; collaborative leadership focuses on partnership
within a team where all team members have; and all culminat-
ing to compassionate leadership, which ensures each member
of the team is respected and their dignity is maintained in the
decision making process. Using the four C’s as a foundation for
the Leaderful Leader’s working group helped develop founda-
tional strategies to ensure these leadership qualities are embod-
ied throughout Team Sunnybrook, and highlighted in leader-
ship development programs. At our organization, our Organi-
zational Development and Leadership team provides a formal-
ized curriculum that is available to our leaders whose topical
content is based on these foundational concepts [15].

Priority theme 5: communication

Throughout all the data sources as well as all the discov-
ery week discussions, respondents emphasized how important
communication regarding this initiative was to enable the pri-
ority themes 1 through 4. In particular, respondents said they
wanted to hear about the outcome of their ideas and feedback
they provided regarding retention as they felt it was a gap across
the organization. As a result, a communication plan was drafted
that included broad communication using a number of forums
to talk about actions taken on each activity and if no action
was taken why that decision was made. The communication
plan included email communication, posting on our internal
website as well as discussion at our monthly leaders forum with
a request for our leaders to include this discussion point as a
standing agenda item at their recurring staff huddles and meet-
ings.

Conclusion: Reflections and recommendations for leaders

Upon reflection, the core team inspired and promoted im-
mediate change for staff wellbeing and retention at Sunny-
brook. Prior to the creation of STS, Sunnybrook did not have
a team dedicated to strategizing retention activities within the
organization, which became increasingly necessary throughout
the COVID-19 pandemic as the health human resources short-
ages impacted the broad system. Healthcare providers faced nu-
merous challenges and were faced with unprecedented circum-
stances which ultimately affected their wellbeing and perspec-
tive on work-life as whole.

Our staff overwhelmingly engaged in this work across all
roles, departments and campuses. The response to our Discov-
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Box 1
Recommendations and learnings for our leaders.

Engaging all staff to ensure a fulsome picture of needs, insight
and perspectives represents our diverse and inclusive team

Providing a wide range of resources and supports to support
our leaders as there is no “one size fits all approach”

Ensuring a communication plan across the entire team that
includes all types of forums, for example, email, town hall,
posters etc ...

Effecting change is facilitated by ensuring that a small core
working group’s initiatives are linked to a broader corporate
strategy for sustained impact

o Communicating back, for example “closing the loop” on all
staff engagement initiatives is the most important feature of
maintaining staff’s trust and commitment to the organization

ery Week was seen as a proxy of the need of staff to share their
concerns as well as their ideas for retention. The immediate
strategies STS implemented provided a positive direction and
commitment to support our team members and let them know
their voices have been heard. Outcomes from our work pro-
vided two key learnings to leaders on their ongoing work to re-
tain staff which were the importance of: (1) engagement across
all roles, professions including non-clinical team members and
support staff and (2) broad communication on the outcomes
of our working group to demonstrate that that their feedback
was taken seriously and acted upon.

At the onset of this paper, STS was sunset, however the work
was transitioned to the organization’s Human Resources, Or-
ganizational Development and Leadership, and Wellness teams
to continue and integrate activities identified by Team Sunny-
brook as part of our sustainability plan. As part of the continued
evaluation plan of this work, the Human Resources team will
be implementing one question - “Would apply to work here
again? - as part of a more frequent engagement survey to all staff
as a proxy measure. Overall, a number of recommendations and
learning were brought forward and shared with the leadership
at Sunnybrook across a variety of domains from engagement
through to communication (Box 1) as part of an addition to
their leadership toolbox. Moreover, these learnings can be gen-
eralized to all healthcare leaders as we are faced with a complex
healthcare environment that is integrated with health human
shortages and a different philosophical perspective on work-life
balance.
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