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Background and Significance Outcomes

Karmanos Cancer Institute (KCl), a National Cancer Institute (NCI) designated Comprehensive Cancer
Center (CCC), has continually strived for the best kind of environment for their patients and for their
employees. The Clinical Trials Office (CTO) at KCI represents one of the four main pillars of KCI’'s mission
and vision (Figure 1), and is comprises more than 160 individuals employed at the Institute. CTO staff play
an important role in conducting clinical research. In clinical research, the staff perform 30% of the total
work on the trial while the physicians perform 9% (Baer, Zon, Devine and Lyss., 2011) . It was imperative
for the CTO to focus on listening to their employees to avoid future employee burnout and ensure the
success of KCI’s nationally recognized Clinical Trial Program. Engagement helps to reduce the impact of
work demands which can lead to burnout (Garcia-Sierra, Fernandez-Castro, Martinez-Zaragoza, 2016).

The employee engagement scores on the standardized survey were compared from 2017 to
2018. The overall employee engagement category was stable from 2017 to 2018. Communication
scores and the overall employee experience improved during the same time period. Table 1
summarizes these results. The three CTO focus group leaders met with the larger group of KCI
focus group leaders every few months. The CTO groups were recognized for their success in
developing departmental initiatives.

 Clinical Trials

Office Focus

Survey Category 2017 2018 | Difference

Employee
Employee  Engagement  surveys  were RIOY 3.62 3.61 -0.01
disseminated to all employees at KCI beginning Engagement
in 2016 utilizing a standardized survey. Teamwork 4.17 434 +0.17
Employee engagement extends beyond : :
Oversight and Doy 5dE Y Communication 3.16 3.30 +0.14

certification Standardization measuring employee satisfaction. Employee
of facilities, of care protocols SRTI )
e i o engagement focuses on each individual’s Overall Employee 387 400  +0.13

processes investment into their role in the workplace Experience
(Rich, Lepine and Crawford, 2010). Initiatives
from KCI senior leadership were implemented
after this initial survey was given, but scores
remained lower than desired in the survey that
Figure 1: KCl visual representation of mission. Wwas performed in September 2017. In response I m p I e m e nted P ra Ctice Ch a nges

to these scores, the KCl leadership team charged each department in March 2018 with the task of forming
focus groups comprised of high performing employees (Buxton, 2018). The CTO decided to form three

Figure 2: Composition of Clinical Trials Office Focus Groups
Table 1: Selected data points from Employee Engagement Survey from 2017 and 2018

“Your Best Chance”

Future Directions

groups that included representatives across all clinical trial departments in order to create change within All three CTO focus groups chose to work on the low scoring employee engagement
their department and the CTO overall. The CTO focus groups were comprised of members of various survey category of communication. The groups were taught techniques to assist staff to Br?sed on thfe survey results ;(;und |n. 2018, the FOCU_S ?FOEJPS hz;\]ve c.hosen carleer dedvelopmgnt a5
departments and locations that contribute to the functions of clinical trials at KCI, these departments are identify reasons for low scores. They then created 3 programs that helped improve tde area OI lconr::ern o & ﬁ:essdm 2019.|One |n|t'|:1t|v$ iee 5 CLEme x:cfunderwayulsc_?cr;
: — : : : L STENT : : . educational lunch session offered to employees. ilot session was offered to a
depicted in Figure 2. It was important for the success of the groups that no leadership staff were involved communication between the department disciplines. Below is a brief description of each _ ' eMploy P e _
ek o allow f dial bt faff Th ‘t ced to identify thei initiative employees and lead by 2 high performing focus group members highlighting the important steps
in the groups to allow for open dialogue between staff. The management team was asked to identi eir - . : ; : : D : :
. & fp " to b P - i : hg' ; o Y . _ in which a coordinator needs to take to obtain their SOCRA certification. This session was
204 . . . . . . . .
igh performers” to be a part of the groups and represent their department. The focus groups were X Monthly Newsletter: A .monthly n.e.wsletter IS now attended by about 40 staff including coordinators at satellite sites across the state of Michigan.
tasked in March of 2018 with increasing employee engagement scores quantitatively prior to an employee implemented and highlights specific departmental
engagement “Pulse Survey” that took place in June 2018. The focus groups were directed to choose one updates, staff changes, open positions, one focus
. r K : CLINICALTRIALS OFFICE .
area of concern found in the 2017 Employee Engagement Survey. The groups chose from the lowest g EWSLETTER employee from the CTO and reminders about
scoring items which were communication, career development, and compensation/benefits. The three — _ upcoming  events/special prOJect§. Sta.ff are Refe re n CeS
: : . R |7 Foc: Dina Farhat - encouraged to post the newsletter in public areas
CTO focus groups chose to work on improving communication. Focus group members were encouraged TR = St e i RS . . ..
: , . : el e e because it acts as an interdepartmental liaison and a
to voice their honest opinions and create measurable outcomes to boost morale in the CTO and create a T Ton g sy : : : :
" Cenvi ¢ for all those involved T o et ok e CONIEL, way for employees to get to know one another Bepler, Gerold (2018, October). An Academic Community Partnership. Presentation to
ositive work environment for all those involved. - e S : : .. .
P L e e | better. This initiative will be continued because Karmanos employees on Karmanos Mission and Vision, Gaylord, MI.
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Baer, A. R,, Zon, R., Devine, S., & Lyss, A. P. (2011). The clinical research team. Journal of

J Do newsletter is enhancing communication within the oncology practice, 7(3), 188-192. doi:10.1200/JOP.2011.000276
o ‘ %Nomem Michigan Radia- mﬁps released the CTO Educa- . 4 4 : : : ’ * ’
r - . tion Oncology team, we woulzli< like to w;léome c;g:lo c:zproonnr:::: n(?/iaﬂic;ok Zalenqar, which provides frie,aln CTO ( F I g u re 3 . )

ERsEr e » Afternoon Walks: To ease the stress of difficult
conversations that can come with certain meetings

Purpose

Garcia-Sierra, R., Fernandez-Castro, J., & Martinez-Zaragoza, F. (2016). Relationship between job
demand and burnout in nurses: Does it depend on work engagement? Journal of Nursing
Management, 24(6), 780-788. doi:10.1111/jonm.12382

4

Sandy Sampson RN OCN McLaren Northern was
awarded the Nightingale Award during Nurse:

L)

g ; so as
pand your knowledge on variol s related to ‘
nd healthcare. This can d by every-
our i

week. Congratulations, Sandy!

KCI at McLaren Clarkston hosted a free skin

screening for the community. Ve had 41 patients
icipate. |7 patients were sent for referr:

ts on Fridays with the upcoming
get the information delivered directly to y:
If you come across any educational opport:

The objectives of the three Clinical Trials Office focus groups were to:

dermatologist and 9 re d for biopsies. that think b of interesetaroil | r redsirl:rc
hysici e Sar s aEed el And at you think may be of interest to others, please send them
physicians who participated were wondel n & Michele Lowe (16 o Liz-H

e e A in the office, CTO employees are encouraged to take
1. Encourage staff to take ownership of the department’s employee engagement scores SN T a walk outside and confront these difficulties Rich, B. L., Lepine, J. A., & Crawford, E. R. (2010). Job Engagement: Antecedents and Effects on
and culture eipnar | CoMimmcems o | together in the fresh air. A simple walk in the middle Job Performance. Academy of Management Journal, 53(3), 617-635.

of the day with fellow employees is a great way to doi:10.5465/amj.2010.51468988

2. ldentify key issues affecting staff engagement scores P e |

3. Develop plans that could be implemented by staff to mitigate these issues. T W get to I;now coworkers and foster a team-building Buxton, Barton (2018, January). Transforming Employee Engagement. Presentation to Karmanos
: : o . atmosphere. , hospital leadership on Employee Engagement, Detroit, Ml.
The ultimate goal of these groups was to improve employee engagement. ** Anonymous suggestion box: Employees are

Figure 3: Most recent CTO monthly newsletter - :
encouraged to utilize an anonymous suggestion box

to suggest new initiatives, voice concerns, and create
potential solutions in a concise way to directly
communicate with management.




	Slide Number 1

