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894 inpatient beds

Ranked as the No. 11 hospital in the
nation by U.S. News & World Report
for 2015-16 and ranked. No. 1 in
Ilinois and the Chicago metro area.
Earned Magnet status, the gold
standard for nursing excellence and
quality care.

Received a Hospital Safety Score of
“B" from the Leapfrog Group in
Spring 2015. (‘A" in Fall 2014)
Earned the National Research
Corporation "Consumer Choice
Award" for the Chicago market for
the 15t consecutive year in
2014/15 along with recognition as
Chicago area's "most preferred”
hospital.

Named a Leader in LGBT Healthcare
Equality in the Healthcare Quality
Index report compiled by the Human
Rights Campaign in 2014.

An Introduction to our Nurses
2014

Close to 2200 Nurses Employed at NMH
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w
etor! ﬁ *

o 1 2 2 4 0 &
Research

[cATEGO

[CATEGOD

Bedside Care Education

Exceed benchmarks for nurse-
sensitive quality indicators and
overall nurse engagement
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12 Research Studies
25 Publications
98 Presentations

875 Nursing Students
8 Core School Affiliations
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Advanced Practice

183 Advanced Practice
Registered Nurses.
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L The Size of Nursing at NMH

* Nursing at NMH is a key driver of organizational performance.
* NMH nurses represent 41% of the workforce

NMH Workforce by Job Category

= Nursing
B Allied Health-Mental Health
B Administrative and Clerical
Faciltes-Materials-EVS,
B patient Care Support
= Imaging and Radiclogy
= professional
Management
Food Services

Other
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. A New Operating Model For a Growing System

RELATIONSHIPS

— Patient
— Employee

Exceeding Our Patients
Expectations

— Physician

RELIABILITY
— Safe
— Timely
— Effective
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L Engagement Drive Outcomes

Gallup research shows that more highly engaged teams have better
performance to nine key metrics compared to less engaged teams
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L FY12 to FY13 RN Employee Engagement

* Decreases in nurse employee engagement occurred across the 6
dimensions of the engagement survey from FY12 to FY13.

* NMH nursing was underperforming the Magnet hospital norm benchmark
in all dimensions.

Engagement by Dimension
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“Outcome Variable = Questn: Al al.| am satsfied wih my job.
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L Digging a Little Deeper

* Nursing is a key driver of organizational performance

* Nurses have been impacted by change from within
nursing and organization-wide

* A focus on efficiency has affected reliability and
relationships
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L Quantitative Analysis

* RN engagement decreased from 74 percent favorable to 71 percent favorable

Percent favorable decreased for 15 out of 16 engagement questions from Fy12 to Fy13
31% of RN survey responses came from 4 areas: ORs, NICU, ED & MICU

~ From Fy12 to Fy13, overall grand mean engagement in these 4 areas has decreased

Least favorable RN engagement questions:

— Over the past year, I've had the opportunity to participate in decisions that affect my work environment

~ Employees here receive recognition for a job well done
~ This organization makes it possible for employees to directly contribute to ts success
 Correlation analysis has revealed the following:

~ Engagement grand mean is not significantly correlated with overtime worked

~ Engagement grand mean is significantly correlated with turnover rate (higher turnover, lower engagement)

~ Engagement grand mean is significantly correlated with % full time RN (greater % full time, higher
engagement)

— Engagement grand mean is not significantly correlated with manager tenure

— Engagement grand mean is significantly correlated with Clinical Coordinator tenure <1 years (new clinical
coordinators, lower correlation)
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Strategy, Structure & Process to Drive Outcomes
Strategy:

Clinical /
Resource
Coordinator

Unit Engagement Committee Members
(Interdisciplinary membership)
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L Selecting Leaders based on Strengths

* Character & Leadership Qualities Personal Capab s
« Demonstrates optimism/positive attitude « Problem solves/wants to tackle challenges
+ nspires and motates others + Willing to takes risks and challenge the status quo.

« Deals well with ambiguity * Innovates
« Supports others in risk taking

* Adapts to change

Champions change

Gathers and assimilates information

« Builds relationships/strong interpersonal skils « Learns quickly from success and failure

* Shows concern and consideration for others

« Displays honesty and integrity

« Isastrong role model .

Practices self development/improvement
Listens

+ Communicates powerfully and broadly
* Translates messages for darity

* Connects emotionally with others

Is open to others’ ideas
Respects others

« Pursues excellence:
* Provides effective feedback and development
- Takesinitative
« s personally accountable
* Develops others « Follows through

« Practices indlusion and values diversity Handles difficult conversations/confrontations

Practices self-discipline and consistency

Collaborates and fosters teamwork

Actsin the tear's best inerest
« Ismotivated by the success of others

Additional considerations/question to ask yourself:

« Would | want to go fishing with this person? (Is this person someone others enjoy hanging around/working with?)

* Would trust this person to babysit my kids? (Is this person responsible and reliable? Is he/she a role model?)

+ Dol picture this person leading/managing a team later down the road? (What s this person's leadership potential in the future?)
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Providing Leaders with the Education & Tools

Developing SMART Goals S

Project planning Developing accountability

mechanisms
Pulse survey

Identifying barriers & problem solving
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Improving RN Engagement: Owned at all Levels
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+ Oversees and of it
+ Identifies opportunities to solicit team feedback / seeks to ensure decision transpare

~ Identifiessppertuities o mvlve uni team mambers s ko decsons. resource aleation,budget laning, et
- C hanges / emphasizes

+ Owns division engagement and RN engagement

+ Oversees and of plans

+ Identifies opportunities to solicit team feedback / seeks to ensure decision transparency

+ Identifies opportunities to involve unit team members in key decisions: resource allocation, budget planning, etc
o

+ Facilitates SLC engagement to develop and implement systematic engagement initiatives

+ Oversees the development and implementation of area based impact plans
+ Identifes opportunities to solicit team feedback / seeks to ensure decision transparency
- C hanges / emphasizes

+ Owns service line employee engagement

« Facilitates the development and implementation of area based impact plans.
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+ Identifies and escalates opportunities to managers
Clinical Coordinator + I seen as the area go to / faciltator

+ Owns unit employee engagement

+ Sets annual unit engagement goal

+ Responsible for developing and implementing area based impact
plans to improve team engagement

+ Proactively identifies opportunities and develop impact plan for
improved team engagement

+ Responsible for individual engagement
+ Sets annual engagement goal
+ Participates in area based impact planning

Key Points:

+ Engagement owned at every level

+ Each level has an engagement goal

+ Seek opportunities to involve all
levels in decision making.

+ CCs own unit engagement

Next steps:

+ Deep dive into unit engagement to
develop a better understanding of
drivers

+ Unit sets (quarterly) goal; develops
and implements an impact plan
based on goal

+ Feedback from managers / CCs for
oversight process.
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Outcomes: NMH Engagement Performance to Magnet
Nurses

* NMH has exceeded the Magnet standard for employee engagement,
outperforming the benchmark across all dimensions
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The Voice of our Nurses
100 Most Frequent of 8573 Words in the 2014 NMH Comments
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L Engagement Strategy

Best practices at our organization

Best practices:

* Engagement initiatives must be meaningful to the individual units

« Engagement must be owned by the interprofessional team

* Physician recognition is a key component of nurse engagement

* Nursing leadership and medical leadership partnering to drive engagement
— CNE / CMO leadership and accountability structure

* Provide other forums to voice concerns (town halls, staff meetings, mailbox,
etc)
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