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POLICY
The Critical Staffing Incentive Program may be used as an incentive for additional scheduled shifts when
there are a significant number of open positions. The openings may be caused by unfilled positions, LOAs
or staff who are non-functional while completing orientation. Each role must be dealt with separately (i.e.,
on a position-by-position basis, not open positions combined across jobs).

The Critical Staffing Commitment Program may also be considered for colleagues who work 72 hours or
less per pay period and are willing to be prescheduled for an additional FTE commitment. Individual
departments/cost centers are eligible for this program when an operational gap of at least 20% has been
established and at least one of the following conditions are present:
Limited qualified applicants for new positions. Review with HR Recruitment.
Programmatic changes such as new program or approved expansion of the existing area.
At or above budgeted volume (averaged) for the previous 30 days AND no known anticipated volume
reduction for the next 30 days

The Critical Staffing Shift Change Program may also be considered when there is a disproportionate
number of openings on off shifts (shifts ranging from 1500-0730). It may also be used when the expertise of
a tenured staff member is required on another shift with less experienced staff members. Individual
departments/cost centers are eligible for this program when an operational gap of at least 20% has been
established for the identified off shift. This incentive is available for any eligible colleague who is willing to
leave their usual day shifts to move to a more difficult to staff shift. Colleagues who currently rotate between
shifts may be considered for a commitment to move to the straight off shift. For those colleagues who rotate,
the difference between the number of hours they currently rotate and the number of hours they commit to
work straight eves or midnights would determine the incentive amount.
Application of Policy
This Policy generally applies to all employees of Trinity Health Corporation (Trinity Health) Ann
Arbor, Chelsea, Livingston, Oakland and St Mary Mercy Livonia, unless specifically excluded by the terms
of a collective bargaining agreement or the Employees have employment contracts or agreements.
SCOPE
This program applies to non-exempt, hourly paid staff only.

PROCEDURES
A. Critical Staffing Incentive Program
1. Incentive dollars are paid according to the Incentive Schedule below.
2. Incentive hours are paid for the actual hours worked and are not affected by scheduled PTO
taken during the pay period.
3. Incentive eligible shifts may be canceled at the discretion of the management.
4. Colleagues must work all regularly scheduled hours to be eligible for incentive hours. If any
Unscheduled PTO is taken during the pay period, the colleague will forfeit Incentive Pay.
5. Management will use discretion in pre-approving incentive shifts, considering attendance and
performance patterns.
6. Critical Staffing Incentive will be used as a short-term crisis measure, not a long-term strategy.
Program length is normally limited to three (3) pay periods.
7. Management will oversee bonus dollars in the department’s current budget.
8. Prior to utilizing the Critical Staffing Incentive Program, manager/department should ensure the
job code for employee, is set up for incentive pay.
9. Departments may have additional procedures for critical staffing incentive.
10. Approval for Critical Staffing Incentive Program use must be obtained by appropriate site Senior
Leadership.
11. Incentive Schedule

Grades

SEMI

WMI

Hourly Premium

305-313
314-333, and
Nursing Structure

WM07-WM16

$10.00

WM17-WM43

$25.00

12. The incentive amount is paid in addition to the employee’s regularly scheduled rate.

B. Critical Staffing Commitment Program
1. Eligible roles are determined using the Operational Gap assessment as outlined in Appendix section 1
and will be validated with the accountable nursing director and the CNO prior to implementation.
2. Incentive amount will be paid based on Commitment Incentive Schedule below, based on a 4-week
commitment and adjusted based on role operational gap.
3. Manager assures accurate payment through the payroll system.
4. The incentive will be paid as a lump sum at the end of the 4-week period. Colleagues who fail to meet
the entire 4-week commitment will forfeit the incentive payment.
5. This incentive is available for fixed colleagues who are regularly scheduled 72 hours per pay period or
less and are willing to increase their FTE on a prescheduled basis in a minimum of 4-week increments.

6. Commitment Incentive Schedule
SEMI Pay
Grade
305-313

314-333,
and
Nursing
Structure

WMI Pay
Grade

Shift

WM07WM16

0700 Monday 1900 Friday

WM17WM43

>20%
Operational Gap
$100 per every 0.1
increase in FTE per
pay period

>30%
Operational Gap
$120 per every 0.1
increase in FTE per
pay period

>40%
Operational Gap
$140 per every 0.1
increase in FTE per
pay period

1900 Friday –
0700 Monday
(weekend)

$120 per every 0.1
increase in FTE per
pay period

$140 per every 0.1
increase in FTE per
pay period

$160 per every 0.1
increase in FTE per
pay period

0700 Monday 1900 Friday

$200 per every 0.1
increase in FTE per
pay period ($25/hr)

$240 per every 0.1
increase in FTE per
pay period ($30/hr)

$280 per every 0.1
increase in FTE per
pay period ($35/hr)

1900 Friday –
0700 Monday
(weekend)

$240 per every 0.1
increase in FTE per
pay period ($30/hr)

$280 per every 0.1
increase in FTE per
pay period ($35/hr)

$320 per every 0.1
increase in FTE per
pay period ($40/hr)

C. Critical Staffing Shift Change Program
1. Eligible roles and shifts are determined using the operational gap assessment as outlined in Appendix
section 1 using data for the targeted shift. Findings and recommendations will be validated with the
accountable director and the CNO prior to implementation.
2. Incentive amount will be paid based on Shift Change Incentive Schedule below, based on a 4-week
commitment and adjusted based on role operational gap for each 4-week agreement.
3. Payment is prorated for staff who work less than a 0.9 FTE.
4. Manager assures accurate payment through the payroll system.
5. To be eligible for this incentive program, identified colleagues must commit to a 4-week time frame. (In
some cases, colleagues may commit to a longer time frame depending on the individual unit needs and the
payment would be likewise prorated.)
6. Colleagues will be paid shift differential for all hours worked on evenings or nights in accordance with
SJMHS policy.
7. The incentive will be paid as a lump sum at the end of the 4-week period. Colleagues who fail to meet the
entire 4-week commitment will forfeit the incentive payment.
8. Shift Change Incentive Schedule
SEMI Pay
Grade
305-313

WMI Pay
Grade
WM07WM16

>20% Operational
Gap ($2.5/hr)
FTE
Bonus
1.0
$400
.9
$360
.8
$320
.7
$280
.6
$240
.5
$200

>30% Operational
Gap ($3.75/hr)
FTE
Bonus
1.0
$600
.9
$540
.8
$480
.7
$420
.6
$360
.5
$300

>40% Operational
Gap ($5/hr)
FTE
Bonus
1.0
$800
.9
$720
.8
$640
.7
$560
.6
$480
.5
$400

SEMI Pay
Grade
314-333,
and
Nursing
Structure

WMI Pay
Grade
WM17WM43

>20% Operational
Gap ($5/hr)
FTE
Bonus
1.0
$800
.9
$720
.8
$640
.7
$560
.6
$480
.5
$400

>30% Operational
Gap ($7.5/hr)
FTE
Bonus
1.0
$1,200
.9
$1,080
.8
$960
.7
$840
.6
$720
.5
$600

>40% Operational
Gap ($10/hr)
FTE
Bonus
1.0
$1,600
.9
$1,440
.8
$1,280
.7
$1,120
.6
$960
.5
$800

Appendix
1) Operation Gap Equation
a) Twenty percent or higher operational FTE gap with normal/budgeted volume and acuity OR less than
twenty percent operational FTE gap with volume above budget.
b) Operational Gap is defined utilizing the following equation:
i)

(Orientees not functioning + open positions + LOAs + Filled positions but not started) –
preassigned/contracted First Choice/NRP divided by total number of budgeted staff FTEs = %
operational FTE gap.

c) Operational gap must be calculated by role to determine program eligibility by role. The open positions may
not be combined across roles.
d) RN calculations include Nurse Coordinator(s)/Shift Coordinator(s), excludes EC, CNL, and nurse manager.

RESPONSIBLE DEPARTMENT
Further guidance concerning this Policy may be obtained from the Human Resources Department.
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