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LEGAL CAVEAT 

The Advisory Board Company has made efforts to 

verify the accuracy of the information it provides to 

members. This report relies on data obtained from 

many sources, however, and The Advisory Board 

Company cannot guarantee the accuracy of the 

information provided or any analysis based 

thereon. In addition, The Advisory Board Company 

is not in the business of giving legal, medical, 

accounting, or other professional advice, and its 

reports should not be construed as professional 

advice. In particular, members should not rely on 

any legal commentary in this report as a basis for 

action, or assume that any tactics described herein 

would be permitted by applicable law or 

appropriate for a given memberôs situation. 

Members are advised to consult with appropriate 

professionals concerning legal, medical, tax, or 

accounting issues, before implementing any of 

these tactics. Neither The Advisory Board 

Company nor its officers, directors, trustees, 

employees and agents shall be liable for any 

claims, liabilities, or expenses relating to (a) any 

errors or omissions in this report, whether caused 

by The Advisory Board Company or any of its 

employees or agents, or sources or other third 

parties, (b) any recommendation or graded ranking 

by The Advisory Board Company, or (c) failure of 

member and its employees and agents to abide by 

the terms set forth herein. 

The Advisory Board is a registered trademark of 

The Advisory Board Company in the United States 

and other countries. Members are not permitted to 

use this trademark, or any other Advisory Board 

trademark, product name, service name, trade 

name, and logo, without the prior written consent 

of The Advisory Board Company. All other 

trademarks, product names, service names, trade 

names, and logos used within these pages are the 

property of their respective holders. Use of other 

company trademarks, product names, service 

names, trade names and logos or images of the 

same does not necessarily constitute (a) an 

endorsement by such company of The Advisory 

Board Company and its products and services, or 

(b) an endorsement of the company or its products 

or services by The Advisory Board Company. The 

Advisory Board Company is not affiliated with any 

such company. 

IMPORTANT: Please read the following. 

The Advisory Board Company has prepared this 

report for the exclusive use of its members. Each 

member acknowledges and agrees that this report 

and the information contained herein (collectively, 

the ñReportò) are confidential and proprietary to 

The Advisory Board Company. By accepting 

delivery of this Report, each member agrees to 

abide by the terms as stated herein, including the 

following: 

1.  The Advisory Board Company owns all right, 

title and interest in and to this Report. Except 

as stated herein, no right, license, permission 

or interest of any kind in this Report is intended 

to be given, transferred to or acquired by a 

member. Each member is authorized to use 

this Report only to the extent expressly 

authorized herein.   

2.  Each member shall not sell, license, or 

republish this Report. Each member shall not 

disseminate or permit the use of, and shall 

take reasonable precautions to prevent such 

dissemination or use of, this Report by (a) any 

of its employees and agents (except as stated 

below), or (b) any third party. 

3.  Each member may make this Report available 

solely to those of its employees and agents 

who (a) are registered for the workshop or 

membership program of which this Report is a 

part, (b) require access to this Report in order 

to learn from the information described herein, 

and (c) agree not to disclose this Report to 

other employees or agents or any third party. 

Each member shall use, and shall ensure that 

its employees and agents use, this Report for 

its internal use only. Each member may make a 

limited number of copies, solely as adequate for 

use by its employees and agents in 

accordance with the terms herein.  

4.  Each member shall not remove from this 

Report any confidential markings, copyright 

notices, and other similar indicia herein. 

5.  Each member is responsible for any breach of 

its obligations as stated herein by any of its 

employees or agents.  

6.  If a member is unwilling to abide by any of the 

foregoing obligations, then such member shall 

promptly return this Report and all copies 

thereof to The Advisory Board Company. 

HR Advancement Center 
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Worksheet to Propose New Goal for Picklist 

 

Name:_________________________________ 

Title: __________________________________ 

Department: __________________________________ 

This goal supports the following pillar:  

(please circle) 

A. Customer Service 

B. Financial 

Stewardship 

C. Care Quality 

D. People 

Name of goal:  _____________________________________________________________________________________ 

Description of goal: 

__________________________________________________________________________________________________

__________________________________________________________________________________________________

__________________________________________________________________________________________________

__________________________________________________________________________________________________ 
 

Benchmarked against what target?  

(The target must be based on a benchmark, industry standard, or specific baseline) 

__________________________________________________________________________________________________

__________________________________________________________________________________________________ 
 

Frequency of measurement:  A. Monthly 

B. Quarterly 

C. Semi-Annually 

D. Annually 

 

Results must be reported by a third-party automated system. Please provide reporting details:  

(i.e. who is responsible for reporting this to Human Resources, and from which system results are generated)  

__________________________________________________________________________________________________

__________________________________________________________________________________________________

__________________________________________________________________________________________________ 
 

The following leaders will include this goal in their evaluation:  

Name:  _____________________ 

Name:      _____________________ 

Name: ______________________ 

 

Department: _____________________ 

Department: _____________________ 

Department: ______________________ 

                                 ðFOR HR ONLYð 

 

Approved?               Yes                      No  
  

Date: _________________________________________ 

 

Name:  _____________________ 

Name:      _____________________ 

 

Title: _____________________ 

Title: _____________________ 

Source: Washoe Health System, Reno, NV; HR Advancement Center interviews and analysis. 

The following senior leaders have approved this goal: 
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Leaderôs Guide to Setting Targets 

Source: HR Advancement Center interviews and analysis.  

Setting the right targets for goals is tricky: you want the target to be challenging enough that it inspires people to improve 

performance, but you donôt want it to be so high that people give up. This guide starts with a few important definitions 

and then explains three principles to keep in mind when youôre helping your direct reports set targets: Respect 

Absolutes; Require Equal Challenge, Not Equal Improvement; and Make Sure Individual Targets Add Up. 

Defining Levels of Goal Achievement 

Every goal should have three levels of goal achievement:  

Å Threshold: You can think of the threshold goal level as the baseline. It should be a number most people are 

able to hit. A good rule of thumb is that 80% of people across the organization should hit their threshold goal 

levels. 

Å Target: This is the goal level you really want the person to hit. It should be challenging, but attainable. About 

50% of people across the organization should hit it. 

Å Stretch: This goal level should represent a real challenge. In fact, you should expect just 20% of people across 

the organization to hit it. 

Respect Absolutes 
 

There may be some metrics for which your organization has set a non-negotiable threshold. For example, there 

will be 0 wrong-site surgeries, or 100% compliance with receiving the flu vaccine. In those cases, setting targets 

is easy: the threshold, target, and stretch goal levels are whatever your organization has pre-defined. 

 

But for most metrics, youôre expected to work with your direct reports to set reasonable threshold, target, and 

stretch goalsðthat will make sure you hit your goals. 

1 

Require Equal Challenge, Not Equal Improvement 
 

Itôs tempting to give all of your direct reports the same targets in order to be fair. But the reality is each of your 

direct reports is starting from a different place. You should expect more improvement from people with low 

performance on a metric than people with high performance. This is for two reasons: First, these people need 

aggressive targets because theyôre currently not meeting the mark. Second, itôs easier to improve when thereôs 

lots of room to get better, than when youôre already performing well. 

 

How do you know whether a personôs current performance on a metric is poor or strong? If the person is working 

on a goal that you have, tooðfor example, employee engagement or patient satisfactionðthe first question you 

should ask is how the person is performing compared to your target goal. If the personôs performance is below 

your target, the threshold, target, and stretch goal levels should all be set higher than the personôs current 

performance. But if the person is currently above your target, he or she is already doing pretty well. The target 

should be to maintain performance and the stretch should be to improve. These guidelines are spelled out in the 

chart on the next page. 

 

 

2 
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Leaderôs Guide to Setting Targets 

Source: HR Advancement Center interviews and analysis.  

Guidelines to Determine Whether Direct Report Needs to Improve or Maintain Performance on Metric 

If your direct reportôs performance on the metric isé 

éAbove your target, 

then set goal level to: 

Threshold 

Target 

Stretch 

éBelow your target, 

then set goal level to: 

Improve performance 

Improve performance 

Improve performance 

Maintain current performance 

Remain above your target  

Improve performance 

If the person needs to improve performance, the next thing you need to figure out is how much they need to 

improve. You have three different options, depending on the data you have available: 

 

1. If you have benchmarks for the metric, consult with the vendor. The vendor should be able to tell you 

how much improvement is reasonable to expect, given the personôs starting percentile in the benchmarking 

database. 

 

2. If you donôt have benchmarks, use the Target Setting Calculator. If you donôt have benchmarks for the 

metric but do have historic data for the metric, you can use the HR Advancement Centerôs Target Setting 

Calculator, available by typing the toolôs name into the search bar on advisory.com. This Excel-based tool 

suggests appropriate threshold, target, and stretch levels based on standard deviations from the  

historic data.  

 

3. If you donôt have benchmarks, estimate expected improvement based on performance by the 

personôs peers. Another way to set reasonable threshold, target, and stretch levels for metrics that you 

donôt have benchmarks for is to consider performance by the personôs peers. How much improvement have 

you seen before from other people who have had similar starting points?  
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Leaderôs Guide to Setting Targets 

Source: HR Advancement Center interviews and analysis.  

Make Sure Individual Targets Add Up 
 

Since you adjusted the targets for individual direct reports to represent an equal challenge, you need to do a little 

math on the back-end to make sure everything still adds up to match your overall target.  

 

To do so, youôll want to calculate the weighted average of your direct reportsô targets and compare that weighted 

average to your target. If you do the calculation and find your direct reportsô targets donôt add up to your target, 

you need to either adjust their targets or change yours. 

 

The weighted average calculation takes into consideration the differences in ñsizesò of the areas your direct 

reports oversee. The measurement of ñsizeò to use in the weighted average calculation depends on the type of 

metric. For example, you might weight the targets for turnover by the number of staff overseen by each direct 

report. Whereas for nursing productivity, youôd weight the targets by the typical number of patient-days for the 

areas overseen by each direct report. 

 

An example weighted average is shown below. The same general equation works for other metricsðyouôd need 

to replace ñNumber of RNs Overseenò with the appropriate measurement of ñsizeò for the metric. 

3 

Weighted average by number of staff overseen: An example in this category is calculating appropriate targets 

for RN engagement. Your target should align with the weighted average of your direct reportsô averagesðeach 

weighted by the number of RNs they oversee. In the below example, Direct Report 3 oversees the most RNs and 

therefore more heavily influences the Directorôs RN engagement goal.  

Example:    

 

Directorôs Target: Department RN engagement: 44%. 

 

Direct Report 1ôs Target: Unit RN engagement: 38%. 

. 

Direct Report 2ôs Target: Unit RN engagement: 43%. 

 

Direct Report 3ôs Target: Unit RN engagement: 49%. 

 

                      
(Direct Report 1ôs Target  

x Number of RNs Overseen) 

Total Number of RNs Overseen by Direct Report 1, 2, and 3 

 

(Direct Report 2ôs Target  

x Number of RNs Overseen) 

(Direct Report 3ôs Target  

x Number of RNs Overseen) 
Ó Directorôs Target  

 

+ + 

(38% x 50 RNs) 

50 + 40 + 60 

 

(43% x 40 RNs) (49% x 60 RNs) 
= 44% 

 

+ + 
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Schneck Medical Center Performance Evaluation:  

HR Generalist  

Source: Schneck Medical Center, Seymour, IN.   

Evaluation Date: ____________________  Evaluation Period: ____________________ 

Employee Name and #:  

Department:  Human Resources 

Position Title:  HR Generalist 

Grade:  P10 

Exempt? (Check box) Ç    

Hourly? (Check box) Ç    

Performance Ratings 

3 = Exceeding (Teach) Employee often exceeds performance expectations 

2 = Achieving (Lead)  Employee meets performance expectations 

1 = Needs Development Employee requires further development to meet expectations 

 

Core Job Duties and Performance Expectations Rating 

1 Administers all Schneck Medical Center benefit plans. 

a) Coordinates benefit plans education programs no less than quarterly. 

b) 

Completes all required actions regarding employee benefit plans including enrollments, 

termination, collections, changes and communicates with payroll and vendors as 

evidenced by audits and feedback. 

c) 

Coordinates and manages the benefit annual enrollment process by 12/20 of each year 

and hosts the annual benefits fair. 

d) 

Reconciles and processes benefit billings no less than once a month and audits benefits 

bi-annually. 

1 Core Job Perf Average 

Evaluator Comments:  
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Schneck Medical Center Performance Evaluation:  

HR Generalist  

Source: Schneck Medical Center, Seymour, IN.   

2 Coordinates all employment offers and employee changes. 

a) 

Coordinates new hire process, including wage assignments and job offers-makes offers 

within 24 hours of wage approval. 

b) 

Maintains position ID dictionary in Meditech software for management of all positions.  

Audits position ID dictionary annually. 

c) 

Coordinates employee changes including processing and tracking of forms, 

communication with affected Directors and payroll timely as evidenced by feedback. 

2 Core Job Perf Average 

Evaluator Comments:  

3 Completes requested salary survey reviews. 

a) 

Completes salary survey review by accurately calculating and identifying wage variances 

within 60 days of survey receipt. 

3 Core Job Perf Average 

Evaluator Comments:  

4 Oversees Affirmative Action Program (AAP). 

a) 

Leads AAP implementation process with Director and assists with policy development and 

education. 

b) 

Acts as liaison with vendor and ensures compliance to established deadlines. Feeds data 

as necessary to vendor.  

c) 

Identifies recruitment resources and strategies for those protected by AAP and presents 

to HR Director. 

d) 

Monitors and reviews the search and selection process to ensure compliance as 

evidenced by observation and audit. 

4 Core Job Perf Average 

Evaluator Comments:  
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Schneck Medical Center Performance Evaluation:  

HR Generalist  

Source: Schneck Medical Center, Seymour, IN.   

5 Works with HR VP/Director to complete the HR department annual strategic goals. 

a) Completes special projects as requested by HR Director and VP by established deadline. 

5 Core Job Perf Average 

Evaluator Comments:  

Overall Job Performance Average 

Standards of Behavior Rating 

Integrity 

Compassion 

Accountability 

Vision 

Excellence 

Overall Average for Standards of Behavior  

Evaluator Comments:  

Individual  Goals 

1 

2 

3 

4 

Evaluator Comments:  

Overall Individual Goals Average 

Weighted Average of Core Job Perf, Standards of Behavior and Ind Goals 
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Schneck Medical Center Performance Evaluation:  

HR Generalist  

Source: Schneck Medical Center, Seymour, IN.   

Employee Comments 

Employees are encouraged to freely express reaction to part or all of this Performance Evaluation. An attachment may be 

added to this form should you require more space. The opportunity to document comments is indicated by your signature 

below. (Comments would be hand written by staff.) 

Confidentiality Statement 

I understand that as an employee of Schneck Medical Center, I will consistently come in contact with confidential 

information and that it is part of my job to protect this information. I understand that confidential information comes in many 

forms and from many resources. For example, it can be generated from the medical record, computer system, computer 

generated reports, hospital correspondence, conversations and daily operations. I further understand that the above 

sources may only be accessed and discussed if the information is required to perform my job duties. I also realize it is my 

responsibility to report to my supervisor and/or Human Resources any breach of confidentiality that I witness. I confirm that 

I have reviewed the Confidentiality Policy and will uphold its contents. I understand that my continued employment with 

Schneck Medical Center may be contingent upon my compliance with this policy and that violation of this policy may result 

in disciplinary actions, up to and including termination. 

Signature Date 

Employee Signature and Date ________________________________________________________________ 

Evaluator Signature and Date ________________________________________________________________ 

Director Signature and Date _________________________________________________________________ 

Area Vice President Signature and Date ________________________________________________________ 



©2014 The Advisory Board Company advisory.com 11 

Schneck Medical Center Performance Evaluation:  

Registered Nurse 

Source: Schneck Medical Center, Seymour, IN.   

Evaluation Date: ____________________  Evaluation Period: ____________________ 

Employee Name and #:  

Department:  

Position Title:  Registered Nurse Clinical Level II 

Grade:  N12 

Exempt? (Check box) Ç    

Hourly? (Check box) Ç    

Performance Ratings 

3 = Exceeding (Teach) Employee often exceeds performance expectations 

2 = Achieving (Lead)  Employee meets performance expectations 

1 = Needs Development Employee requires further development to meet expectations 

 

Core Job Duties and Performance Expectations Rating 

1 Performs patient assessment and analyzes information. 

a) Collects accurate information on patient condition per policy. 

b) 

Documents information accurately and timely as collected and completed during  

working hours. 

c) Notifies physician of critical lab results within 30 minutes per policy. 

d) Prioritizes/reports information at handoff/transition of care to next caregiver. 

1 Core Job Perf Average 

Evaluator Comments:  
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Schneck Medical Center Performance Evaluation:  

Registered Nurse 

Source: Schneck Medical Center, Seymour, IN.   

2 Provides quality nursing care in an efficient and safe manner. 

a) 

**Identifies each patient using two patient identifiers before all interventions 100% of  

the time. 

b) 

Treatment of pain to keep pain score within acceptable level as determined by 

patient/physician. 

c) Participates each shift in huddles/rounding with care team or per department process. 

d) 

**Educates/reviews/scans medications /uses identifiers/5 rights prior to administration 

100% per policy.  

2 Core Job Perf Average 

Evaluator Comments:  

3 Evaluates the effectiveness of care. 

a) Revises plans of care as the needs of the patient change. 

b) Utilizes CRT process for response to changing patient condition or department process. 

c) 

Rechecks pain levels after pain medication administration within one hour 95% of the 

time. 

d) 

Utilizes teach-back on 75% of key knowledge items to assess discharge readiness of 

patient. 

3 Core Job Perf Average 

Evaluator Comments:  
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Schneck Medical Center Performance Evaluation:  

Registered Nurse 

Source: Schneck Medical Center, Seymour, IN.   

4 Collaborates and coordinates nursing care/services. 

a) 

Rounds/active communication with physicians of assigned patients each shift or as 

condition changes. 

b) Knowledgeable of code status plan of each assigned patient. 

c) Utilizes strategies to reduce readmission/complications on each assigned patient. 

d) 

Performs medication reconciliation at point of admission and at all appropriate time points 

on each patient at 95%. 

4 Core Job Perf Average 

Evaluator Comments:  

5 

Identifies and meets the expected outcomes of the healthcare consumer/ 

situation/department. 

a) 

Department goals for customer service scores are met through active participation in 

service strategies. 

b) 

Unit specific quality/efficiency/service/financial goals are met through active participation 

in individual goal attainment. 

c) 

Integrates current evidence based knowledge into practice by active participation in UBC 

activities. 

d) 

Utilizes active listening and collaborative communication with peers/patients/care team to 

facilitate care/service. 

5 Core Job Perf Average 

Evaluator Comments:  

Overall Job Performance Average 
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Schneck Medical Center Performance Evaluation:  

Registered Nurse 

Source: Schneck Medical Center, Seymour, IN.   

Standards of Behavior Rating 

Integrity 

Compassion 

Accountability 

Vision 

Excellence 

Overall Average for Standards of Behavior  

Evaluator Comments:  

Individual  Goals 

1 

2 

3 

4 

Evaluator Comments:  

Overall Individual Goals Average 

Weighted Average of Core Job Perf, Standards of Behavior and Ind Goals 
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Schneck Medical Center Performance Evaluation:  

Registered Nurse 

Source: Schneck Medical Center, Seymour, IN.   

Employee Comments 

Employees are encouraged to freely express reaction to part or all of this Performance Evaluation. An attachment may be 

added to this form should you require more space. The opportunity to document comments is indicated by your signature 

below. (Comments would be hand written by staff.) 

Confidentiality Statement 

I understand that as an employee of Schneck Medical Center, I will consistently come in contact with confidential 

information and that it is part of my job to protect this information. I understand that confidential information comes in many 

forms and from many resources. For example, it can be generated from the medical record, computer system, computer 

generated reports, hospital correspondence, conversations and daily operations. I further understand that the above 

sources may only be accessed and discussed if the information is required to perform my job duties. I also realize it is my 

responsibility to report to my supervisor and/or Human Resources any breach of confidentiality that I witness. I confirm that 

I have reviewed the Confidentiality Policy and will uphold its contents. I understand that my continued employment with 

Schneck Medical Center may be contingent upon my compliance with this policy and that violation of this policy may result 

in disciplinary actions, up to and including termination. 

Signature Date 

Employee Signature and Date ________________________________________________________________ 

Evaluator Signature and Date ________________________________________________________________ 

Director Signature and Date _________________________________________________________________ 

Area Vice President Signature and Date ________________________________________________________ 
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OSF HealthCareôs Standards of Performance 

 Source: OSF HealthCare, Peoria, IL. 
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OSF HealthCareôs Standards of Performance 

Source: OSF HealthCare, Peoria, IL.  
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OSF HealthCareôs Standards of Performance 

Source: OSF HealthCare, Peoria, IL.  
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OSF HealthCareôs Standards of Performance 

Source: OSF HealthCare, Peoria, IL.  
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OSF HealthCareôs Standards of Performance 

Source: OSF HealthCare, Peoria, IL.  
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OSF HealthCareôs Standards of Performance 

Source: OSF HealthCare, Peoria, IL.  
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OSF HealthCareôs Standards of Performance 

Source: OSF HealthCare, Peoria, IL.  
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OSF HealthCareôs Standards of Performance 

Source: OSF HealthCare, Peoria, IL.  
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OSF HealthCareôs Standards of Performance 

Source: OSF HealthCare, Peoria, IL.  
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OSF HealthCareôs Standards of Performance 

Source: OSF HealthCare, Peoria, IL.  
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OSF HealthCareôs Standards of Performance 

Source: OSF HealthCare, Peoria, IL.  
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MedStar Healthôs SPIRIT Values 

 Source: MedStar Health, Columbia, MD. 
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MedStar Healthôs SPIRIT Values 

 Source: MedStar Health, Columbia, MD. 


