
 
 

HUMAN RESOURCES COMMITTEE AGENDA 
 

 
 
 
 
 
 

July 15, 2011 
 

 
The Human Resources Committee of the Board of Directors of the Cook County Health and Hospitals System will 
meet on Friday, July 22, 2011 at the hour of 7:30 A.M. at 1900 W. Polk Street, in the Second Floor Conference 
Room, Chicago, Illinois, to consider the following: 
 

   Time/Presenter 
   (times are approximate) 
 

I. Attendance/Call to Order 7:30/Chairman Lyne 
 
 

II. Public Speakers 7:30-7:40 
 

III. **Report from System Chief Human Resources Officer 7:40-8:25/Deborah Tate 
 

 

 
IV. Action Items 
 

A. Any items listed under Sections IV and V  

V. Closed Session Items 8:25-9:30 
 

A. Proposed salary offers 
B. Discussion of personnel matters 
C. Update on labor negotiations 
D. Discussion of litigation matters 
E. **Report from System Chief Human Resources Officer 

 
Closed Session 
Motion to recess the regular meeting and convene into closed session, pursuant to the following exceptions to the 
Open Meetings Act: 
  

5 ILCS 120/2(c)(1), regarding “the appointment, employment, compensation, discipline, performance, or dismissal 
of specific employees of the public body or legal counsel for the public body, including hearing testimony on a 
complaint lodged against an employee of the public body or against legal counsel for the public body to determine its 
validity,”  
 

5 ILCS 120/2(c)(2), regarding “collective negotiating matters between the public body and its employees or their 
representatives, or deliberations concerning salary schedules for one or more classes of employees,” and 

 

 
5 ILCS 120/2(c)(11), regarding “litigation, when an action against, affecting or on behalf of the particular body has 
been filed and is pending before a court or administrative tribunal, or when the public body finds that an action is 
probable or imminent, in which case the basis for the finding shall be recorded and entered into the minutes of the 
closed meeting.” 

 
 

VI. Adjourn     
 
 
Committee Members: 
Chairman:   Lyne 
Members:  Board Chairman Batts (Ex-Officio) and  
   Directors Carvalho, Golden and Ramirez 
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CCHHSCCHHS
Employee Performance Management 


Program


Proposal Document
(Non-Union Employees)( p y )
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Ideation Team


Name Department


Tiffany Dotson HR, Learning and Development
Gladys Lopez HR Operations ProvidentGladys Lopez HR Operations, Provident
CaTanya Norwood Pharmacy
Cally McKinney Nursing Education
Jackie Boone Nursing
Donna Hart HIS
Manny Estrada Cermak
Linda Steadman DPH
Miriam Gonzalez Multi-Cultural AffairsMiriam Gonzalez Multi-Cultural Affairs
Denise Gilbert Nursing
Katherine Mourikes HR, Consultant
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Design Principles g p
 Aligned with Vision 2015 (staff development goal)g ( p g )


 Performance indicators must be SMART Performance indicators must be SMART


D i th i t f ti t t dDrive the improvement of a patient centered 
culture 


 Leads to the improvement of patient/client quality 
outcomes


5 Simple and efficient







Philosophyp y


Strengthen Individual Accountability


Achieve Excellence in Quality System-WideAchieve Excellence in Quality System Wide


CCultivate Employee Engagement


6







Accountabilityy


Accountable for Self and Others


Goal Alignment Across the SystemGoal Alignment Across the System


Raise the Bar Through Job Enrichment
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Excellence in Quality System-Widey y


 Improve Patient/Client Outcomes Improve Patient/Client Outcomes


Operate in Continuous Survey Readiness ModeOperate in Continuous Survey Readiness Mode     
(ex. Joint Commission)


Strive to Exceed Regulatory Requirements             
(ex. IDPH)


Optimize Clinical Outcomes to Achieve Maximum 
Pay for Performance ReimbursementPay-for-Performance Reimbursement
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Cultivate Employee Engagementp y g g


Build a Framework for Growth and Developmentp


Create a Coaching and Mentoring CultureCreate a Coaching and Mentoring Culture


Reward Success
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The Performance Management 
Cycle


Monitoring
Continuous Coaching and Feedback


Planning
Set Mutually Agreed Upon SMART Goals


Manager EmployeeRecognition


Developing
Employee Development Everyday


Manager Employee  Recognition 
& Rewards


Traditional and Non‐Traditional
p y p y y


Evaluation 
Fair Process/No Surprises


Mid‐year/Annual







Next Stepsp


July
• Board approval 
of concept


August
• Develop 
training for 


September
• Develop 
Implementation 


Oct – Dec
•Roll out PM 
training


Jan 2012
•Performance 
Mgmtp


• Communicate 
to leadership


g
each PM phase


• Identify 
facilitators


p
strategy
• Change 
management


• Communication 
plan


training 
system wide


Mgmt          
GO LIVE


plan


11







Engagement SurveyEngagement Survey 
Action Plans 
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Areas of Focus


Two unfavorable areas identified system wideTwo unfavorable areas identified system-wide 
were:
 Senior Management is not trust worthy and 


does not care about the well being of 
employees


 Performance Management – People are not Performance Management People are not 
rewarded for their jobs; the most qualified 
are not promoted; people are not paidare not promoted; people are not paid 
based on their performance
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Focus Groups


Focus groups were conducted with employees g p p y
around the two unfavorable areas:


 If senior management was trustworthy and 
cared about employees well being, what 
would it look like?


 What does a Performance based culture 
look like to you?  What kinds of things 
would exist?
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Employee Engagement Improvement Initiatives


Stroger Hospital


Senior Leadership Team will begin weekly 
departmental rounds to interact with staff and 
patient populationp p p


A monthly, performance-based DepartmentA monthly, performance based Department 
Recognition program will be established to 
acknowledge different departments within theacknowledge different departments within the 
hospital
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Employee Engagement Improvement Initiatives


Provident
Leadership will schedule and host 


departmental meetingsdepartmental meetings


Create detailed, meaningful and purposeful 
agendas for departmental meetings that:
Communicate and integrate relevant Vision 


2015 goals with PHCC Implementation team g p
goals 
Demonstrate integration and communication of
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Demonstrate integration and communication of 
System and Affiliate Goals







Employee Engagement Improvement Initiatives


Cermak
Monthly employee recognition – Article in the 


newsletter and lunch with COO


 “Team Huddle Concept” with physicians nurses Team Huddle Concept  with physicians, nurses 
and medics to improve collaboration among staff 
and departmentsand departments


 L d hi i d k l d i Leadership engaging and acknowledging 
employees during rounds, in parking lots etc. has 
been implemented with positive feedback from
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been implemented with positive feedback from 
employees







Employee Engagement Improvement Initiatives


ACHN
Weekly rounds by leadership at each of the 


clinics to listen to employees’ issues and toclinics to listen to employees  issues and to 
improve communication between employees 
and leadersand leaders


Nominating “Employee of the Month” at each 
of the clinics


Personal hand written note from ACHN COOPersonal hand written note from ACHN COO 
to at least two employees (monthly) for 
exemplary performance
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exemplary performance







Employee Engagement Improvement Initiatives


CORE
Conducting deeper dive focus group sessions
All level staff members to learn more about theAll level staff members to learn more about the 


data relative to senior mgmt and communication
Obtain information on the best way toObtain information on the best way to 


communicate information


Developed a staff recognition committee
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Employee Engagement Improvement Initiatives


Nursing
Leadership Rounds with staff to:
Educate on the benefits of rounds and how to conductEducate on the benefits of rounds and how to conduct 


them
Focus on two way communicationFocus on two way communication
Build accountability for achieving agreed upon 


outcomesoutcomes


Create a Clinical Excellence award
Area
 Individual
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Employee Engagement Improvement Initiatives


System
 Increase visibility and earn trust (through at least one 


of the following)
 Town Hall Meetings 
 Breakfast meetings with staff
 Scheduled open times when staff can arrange to meet with you Scheduled open times when staff can arrange to meet with you 


to personally discuss their concerns 
 Monthly communications to staff - from the office of the C Suite 


– including relevant employee engagement topics
 Intentionally get to know staff through informal ways (saying 


hello, lunch, small talk, job shadowing, etc)e o, u c , s a a , job s ado g, e c)


Rewards and recognition
21


Rewards and recognition
 Send out 3 personal notes a month to employees in your 


department to acknowledge exemplar performance







Cultivating an EngagedCultivating an Engaged 
Workforce


Leadership Forum Feedback Summary 


June 2, 2011
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CLIP OF PRESENTATION AND 
LIVE FEEDBACK
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What They Liked Most


Facilitator: Presentation was well organized, 
communicated skillfully


Topic: Increased understanding of key matters


Program content: Was just right, not too basic 
or too fast
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What They Liked Most


Overall Program Quality: The overall program g y
quality ranged from good to excellent


Management Forum: Participants liked the 
very positive take on the ideas introduced and 
hopeful that there will positive changes as a result 
of these forums. The forum showed that we care 
about our internal and external customers.  They 
found the presentation to be “fascinating” and had 
the leaders engaged in focused dialogue on how to 
engage our workforce
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What They Wanted More Of


Strategies and Follow Up: “Employee 
Engagement” is a buzz word but not sure on how 
to actually engage employees. More take home 
points in relation to implementation. More in-class 
practice with smaller groups. More detailed 
i f ti th t dd hinformation that addresses how managers can use 
these tools in their day to day work lives at 
CCHHSCCHHS.  
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What They Wanted More Of
Leadership Development: Thanks to 


everyone who addressed the need for leadershipeveryone who addressed the need for leadership 
development. More tools on implementation of 
strategies presented in the forum How to makestrategies presented in the forum.  How to make 
the process meaningful throughout the year. Use 
of best practices with limited resources to makeof best practices with limited resources to make 
positive difference


Forum Schedule: Similar programs for all staff
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Topic for Future Forums


Sexual HarassmentSexual Harassment


Positive Discipline – Holding Staff 
Accountable


Performance Improvement Model forPerformance Improvement Model for 
Managers


Tools to Help Managers Improve Their 
28


p g p
Performance







Topic for Future Forums


Disciplinary ProcessDisciplinary Process


Writing SMART Goals


Conducting Effective Meetings


Changing “County Worker” Mentality


Cultural Awareness/Diversity
29


Cultural Awareness/Diversity
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Recruitment & Talent 
Management UpdateManagement Update


July 2011







Annual House Staff Processing 







Talent Management Critical Staffing Update







Talent Management Critical Staffing Update





