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Burn Procedures 583 520 667 730 724
Wounds 10894 12894 14191 15881 16979
Wound Admits 295 377 399 336 374
Wound Procedures 800 1088 1946 2448 2333
Hand Trauma 891 1274 1603
Total Visits 21676 23689 26399 27235 28811
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L E S S O N S  L E A R N E DL E S S O N S  L E A R N E D

• Peer interviews allow the current staff to develop a 
feeling of ownership toward their unit and protect 
their culture. 

• Utilizing a peer-interview process for hiring has 
helped our advanced burn and wound clinic hire 
and retain high-performing nursing staff.  

• When staff are an active part of the hiring process, 
it creates a commitment to choosing candidates that 
result in a competent and cultural fit.  

S I G N I F I C A N C E  S TAT E M E N TS I G N I F I C A N C E  S TAT E M E N T

• Hiring the “right” candidate contributes to a lower 
cost of onboarding, decrease in turnover, and leads 
to higher employee morale. Peer interviewing 
has been identified as a hiring best practice. Peer 
interviewers protect the culture of a unit by selecting 
only high-performing applicants. 

D ATA  S O U R C E D ATA  S O U R C E 

Population
• Analysis of five years of burn center nurse retention 
rates.

• Peer interviewing for the burn unit was 
implemented in 2016. It has since become standard 
practice for the entire facility. 

Peer 
interviewing is 

an instrumental 
part of 

recruiting and 
retaining staff

Popu l a t i on  and  Resu l t sPopu l a t i on  and  Resu l t s

Results – Retention
•  In 2015, we began with a three-month high of 46% 
RN rolling turnover. 

• Our current annual rolling RN turnover rate is 7.5%. 
• This rate is well below the facility goal of 16% or less.  

PEER PEER 
INTERVIEW INTERVIEW 
PROCESSPROCESS

•  Peer Interview Panel is comprised of only high performing 
employees.

•  Peer Interview Panel consists of 3 employees per interview.
•  Interviewers attend a peer interviewing course offered by the 
facility.

•  A standardized question tool is utilized for all interviews.
•  Each interviewer scores the applicant individually.
•  Final decision to extend an offer to the candidate must be 
unanimous.

•  No candidate is offered a position unless a peer interview is 
performed.


