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Leadership Development
Everyone is doing it….is it effective?

Academic Medicine, Vol.93, #2/February 2018
“Leadership Development Programs at Academic Health Centers: 

Results of a National Survey”

94 respondents (58% of AAMC member institutions) 
93 providing leadership training

Difficult Evaluating 
Impact

Content variable, 
rarely based on a 

specific 
competency model

Significant 
investment of time 

and money 

Conclusions :



Our Story…

Do we need leadership development
OR

Healthy department development?



Does this look familiar?
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First Step: Department Assessment
What do we want?

Healthy 
Trust-
Based 
Culture

Effective decision 
making

Productivity
Less energy on 

politics, confusion, 
anxiety

Multiplier effect on 
good strategies

Competitive 
Advantage

Clarity & Alignment

Sense of 
Community, 
Connection, 
Camaraderie



Starting the Process…

Identified 
Leadership Team & 

Coach

Collaboratively created a 9-month 
development plan based on work by 

Patrick Lencioni

If we do need help, we want a 
coach (not a consultant)



How did our Coach support us?

Discovery

Self-reflect 
where we are 

today 
(strengths) 

vs. where we 
want to be 

Learning

Development 
of focused 

group learning 
with interactive 

discussion, 
exercises & 

development 
plans

DiSC
Assessment

Coach to 
Plan

Reinforced 
new skills

Checked our 
progress

Held us 
accountable

May 2017 September 
2017

December
2017



Team Charter Components

PURPOSE

VALUES

MISSION

VISION CURRENT STATE

STRATEGIC 
ANCHORS 

RALLY CRY

TEAMING AGREEMENTS

1. Why do 
we exist?

2. How do 
we behave

3. What do 
we do? 

What is 
our 

aspiration?

4. How will 
we 

succeed? 

5. What is 
most 

important 
right now?

6. Who will 
do what, 
when?

Where do 
we stand? 

How do we 
need to work 

together? 

PLANS

Cascading Communication & Monitoring Plan



What are we focusing on to become 
healthy?

Vulnerability,
Without fear of repercussions

Silence = Disagreement

Clarification; Buy-In

Attainment of 
Commitments

Collective Outcomes



Purpose

September 2017 Retreat

A Team 
Charter Mission Vision Values Strategic 

Anchors
Deliverables & 
Project Plans



Our Vision
Health. For All of Us. 

Our Mission
To be recognized as leaders in the field of Social 

Emergency Medicine by passionately promoting health for 
anyone at any time in any place through innovative 

Emergency Medicine.



Our Core Values

Serve with compassion
Be passionately engaged

Value our differences
Put “We” before “I”

Shared Accountability



Strategic Anchors
Attract and retain a diverse population of the best & brightest trainees, faculty/staff and 

promote their wellness and development

Provide access to excellent clinical care – both time sensitive and preventative

Provide innovative education about population health & social emergency medicine with the 
goal of inspiring & developing future leaders

Ensure interdisciplinary collaboration & mentorship

Maintain a rigorous, forward thinking research agenda



Sample Score 
Card



How we use our Score Cards
Review at weekly leadership team meetings

Each team members “checks-in” & priorities are ranked 

Meeting agenda  
based on 
priorities

Scorecards are posted 
Update 

scorecards as 
needed



Great Meetings 

Administrative

Daily Check-in

Tactical

Weekly 
Leadership 
Meetings

Real-time 
agenda 

Current Issues

What’s most 
important 

now?

Strategic

Ad Hoc Topical

Competitive 
Threat

New 
Opportunity

Developmental

Quarterly 
Off-Site retreats



Being smart is easy…
We already have the expertise…

Strategy – Marketing – Finance – Technology



Being a healthy department is harder… Minimal Politics
Minimal Confusion

High Morale
High Productivity

Low Turnover

Success = Smart + Healthy 





Leadership 
Development & 
Training for Success

Dr. Bruce Adams
Louis Burton



Peter Drucker: 
Culture Eats Strategy for Breakfast



Kotter's Change Management Model



Eight Step Change Model

Build a 
guiding 
team

Create a 
vision for 
change

Remove obstacles / 
communicate

Empower 
action

Create 
short-

term wins

Don’t let 
up

Make 
change 
stick

Create 
urgency





PreState: UTHSA DEM Timeline

• September 2012 – Center of Emergency Medicine
• May 2013 – New Department Status, Residency Starts
• August 2014 – Louis Burton Joins the Team
• February 2015 – Chinnis Retreat / DiSC communication
• April 2016 – 1st Limited 360o with JohnPress
• Summer 2016 – Nadir

§ Retention / Turnover/ Staffing Crisis
§ Impaired Provider
§ Tough next 6 months
§ Lost 4-5 faculty – all in mostly core

• Fall 2016 –
§ Directors Retreat
§ Addition by Subtraction



Organizational Alignment: 
Big Daddy Lipscomb

“I just wrap my 
arms around the 
whole backfield and 
peel 'em one by one 
until I get to the ball 
carrier… Him I 
keep”



Leadership Consultation

• Ascendte Advisors
§ Tim and Tova Johnpress

• DEM Senior Leadership Team
• Improve Communication
• Strengthen Leadership Team
• Assist Team to Reach Next Level



Goals for the Workshop

• Provide a clear and honest perspective 
regarding leadership strengths and areas for 
growth

• Identify “unlocking moves” to be a more 
effective leader

• Begin creating a personal leadership 
development plan



Consultant Tools

• Leadership Circle 360 Assessment
• Personal Leadership Development Tool
• One day On site Training
• Two Session Follow On (conference call)
• Closing Session (conference call)
• Chair and Administrator Team Assessment



Creative vs. Reactive

Creative Leadership Competencies 
lead to highly effective leadership

üRelating
üSelf Awareness
üAuthenticity
üSystems Awareness
üAchieving

Reactive Leadership Tendencies 
limit effectiveness, authentic expression

üControlling
üProtecting
üComplying

©Tim JohnPress 2012-2018 All rights reserved on all content in this presentation 



CREATIVE DIMENTIONS REACTIVE DIMENTIONS

©Tim JohnPress 2012-2018 All rights reserved on all content in this presentation 



~.36LQ	
=	

.8
8

.29 /

Is Change Possible? (15 
mos.)  

~	1.22LQ	
=	

.6
6

.80 /

©Tim JohnPress 2012-2018 All rights reserved on all content in this presentation 



Results

• Identifying Individual Leadership Profiles 
§ Reactive
§ Creative

• Plan to Move Individual to Creative
§ Breaking Down Barriers
§ Preparing to Change
§ Practice In Team Settings
§ Follow-up




