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WELCOME!
Congratulations on your appointment to the Training Action Council (TAC).  The Management Action Council (MAC), the Communications Action Council (CAC), Physician Action Council (PAC), Recognition Action Council (RAC), Socialization Action Council (SAC), the Standards Action Council (STAC) and the Do It Groups (DIG) are the key groups within your organization responsible for assisting executives implementing and leading the organization to a new and improved culture.  It is an honor to have been selected by your president to be a member of one of these councils.  This is an important moment in the history of your organization and in your career development.  A tremendous trust has been placed in you by your chief executive, and a great deal of responsibility for the success of The Uncommon Leader in your organization is yours.  

All members of these councils should read the following documents as part of their initial orientation:

•
Management Action Council (MAC) Guide
•
Socialization Action Council (SAC) Guide
•
Communication Action Council (CAC) Guide
•
Training Action Council (TAC) Guide

•
Recognition Action Council (RAC) Guide

•
Standards Action Council (STAC) Guide

•
Physician Action Council (PAC)

•
Do It Groups (DIG) Guide
The purpose of this TAC Guide is to help you prepare for your responsibilities as a TAC member and a New American Hospital (NAH) leader.  Included in this packet you will find suggestions and ideas which have proven successful with other organizations who have gone through The Uncommon Leader (TUL) program.  Look upon this packet of information as a set of guidelines to help you do your job as a TAC member.  Feel free to embellish and improve upon these ideas.  Remember, our goal is excellence.  Your creativity and leadership will be essential to the program’s success.

PURPOSE & GOALS OF TAC

To become a New American Hospital requires a great deal of training and new skills development on the part of everyone in the organization.  Our experience is that the TAC adds significant meaning to each application of The Uncommon Leader.  

The TAC has been established as a separate group from the MAC to enable the MAC to focus on its own responsibilities.  Since TUL brings a tremendous number of new skills to the organization, people will understandably need opportunities to learn and practice the new skills and processes.  Training provides the formal and “safe” environment within which people can learn the processes.  Without appropriate training initiatives, the Uncommon Leader will not be as successful as is should be within your organization.  TAC members should understand that successful implementation of The Uncommon Leader is dependent upon implementation of all program elements and behavior change by members of the organization.  Management House assumes no responsibility for incomplete implementation on the part of the client organization.

Our experience is that many organizations need additional support and talent in order to provide the extensive level of training required by TUL.  Thus, the birth of the TAC;  a temporary team of skilled trainers dedicated to providing training in any aspect, as needed and identified throughout the TUL course.  

MEMBERSHIP

TAC SIZE & MEMBER CHARACTERISTICS

The TAC is comprised of 10 - 16 members depending on the size of your organization.  Larger organizations, let us say in the range of 200 + beds will need the full 16 trainers.  Medium sized organizations of the 100 - 200 bed range will need 12- 16 trainers, and smaller organizations in the range of less than 100 beds may need between 8 -12 trainers.  In any case, you may choose to expand the number of trainers if you feel that you can handle the larger number of people and that more trainers are needed. 

In choosing TAC members, look first to those invited to attend the TUL Classroom sessions.  If the number of qualified and available people from this pool is less than adequate, look to the first line supervisory and Associate populations.  There is no reason why an Associate cannot become a part of the TAC team even during the first round of TAC selection.  One does not have to attend the TUL Classroom sessions in order to become a TAC member.  TAC members in attendance at TUL classroom sessions can create TAC training curricula and train the balance of the TAC on how to delive the curricula.  Management skills and experience are not needed in order to effectively train others.  In some cases, it may be more effective to have Associate trainers for Associate training sessions on such topics as the DIG process and DIG Chair training.  This is known as the "credible communicator" concept—wherein  a co-worker/peer communicates training to other co-workers.  The credible communicator concept has proven to be a rapid and effective means of training.  More effective than training provided by management.  

Associates many be involved in the first round of TAC membership, and certainly should be selected for participation in the second round of TAC membership.

The demands on trainers will be greatest during the first 12 months of TUL.    Following this period of time, your organization will determine what the minimal level of training per Associate is for each year and a training schedule, including course listings, will be created to accommodate the training needs of the organization.  

The point is that you may want to think about rotating TAC members onto and off of the TAC every 9 - 12 months in order to avoid training burnout, and to provide a continuous growth opportunity to as many people within the organization as is possible.  Becoming a member of the TAC will be a growth opportunity as TAC members become "expert" in their area of training, no matter how significant, simple or complicated the training topic is.  It is also an opportunity to gain self confidence in group settings as presentation of training topics requires front and center stage.  Those who are not yet confident enough to become TAC members should be considered for a future TAC need.

The number of members on the TAC is greater than the number of members on any of the other councils (MAC, SAC, RAC, etc.).  However, the functioning of the TAC is different from the operation of the other councils.  

The entire TAC does not need to meet routinely as do the entire membership of other councils.  Rather, the TAC Chair and Co-Chair should meet routinely to review the training needs, plan for implementation, problem solve, etc.  Then, a subset of the TAC, being the actual trainers, will meet with either the TAC Chair or Co-Chair, depending on how you decide to structure your training teams, in order to receive their training assignments.  

Because the training needs for TUL are so great, and because they generally come at compressed times in the TUL course, many trainers are needed in order to avoid “overload” and thus ineffective training for the organization.  Hence, 8 - 16 trainers in total are initially to be identified.  As the training efforts wind up following TUL Session I, then down after TUL Session III, and then resurge after Session IV, you may want to rotate members on and off the TAC after the initial wave of training is conducted.  Look to your training calendar to determine when appropriate council membership rotation could occur.

Only the people who are comfortable speaking in front of a group of people, who are articulate, who fully embrace the NAH philosophy, and who can apply the principles of what they are teaching to a variety of work situations within the organization (i.e. can customize the examples to the audience relieving the message) can successfully handle this assignment.  Also, consider including people from various shifts to be trainers.  Delivery of training to the evening, night,or week-end shift is easier if there is a trainer on that shift.

TAC members must also be in good standing with the organization and be willing to commit extra time and effort to this assignment.  If you enjoy having “fun” and helping others to learn the new skills and systems, then this is the job for you!  

Every training situation requires specific room set-ups and personal training skills in order to make the training effort effective.  Details on how to plan and execute effective training sessions are explained in this TAC Guide.

A Chairperson and Vice Chairperson for the TAC should be identified and named by the president.  The Chairperson has the ultimate responsibility for the success of the TAC.  Extraordinary leadership, coordination and attention to detail, and a love for teaching are required for both of these positions. 

TAC CHAIRPERSON

The TAC Chair is also an active member of the MAC.  As a member of MAC, the TAC Chair will be continually informed as to the progress and direction of TUL and therefore can better coordinate training needs that derive from each TUL session.  This relationship also provides for a more complete flow of information from the MAC to the TAC and vice versa.

TAC VICE CHAIRPERSON

The Vice Chairperson acts on behalf of the Chairperson in his/her absence, is responsible for taking minutes or notes for the council meetings, and will eventually move to the Chair’s role at the time of membership rotation.  Because the role of the TAC spans the entire organization, the TAC Chair may decide to assign some functions of the Chairperson directly to the Co-Chair.

MEMBERSHIP ROTATION

There are two time periods when rotation of TAC members would seem to be most appropriate:

1.
If a TAC member was not fulfilling his/her responsibility to the council. This should rarely, if ever, be the situation.  However, it is best to replace a troubled council member as soon as possible.  Otherwise, the mission of the TAC may be jeopardized.

2.
At the conclusion of the first wave of great training needs, just prior to the Continuous Improvement Training, you may wish to rotate several of the TAC members.  Conducting training sessions is a great deal of work, and “TAC burnout” can occur.  Participation in the TAC should be seen as a privilege or honor afforded to those who have earned additional recognition as a leader.  This allows various people to rotate in and out of the TAC, add to their personal development, and be recognized more widely by others in the organization.  


Note:  Do not rotate the entire TAC at the same time.  Choose 2 or 3 TAC members to rotate off the TAC being replaced by 2 or 3 new TAC members after the first 6 - 7 months of training. Then rotate the next  2 - 3 TAC members off the TAC in the following few months, and so on.  Gradual rotation of the entire TAC allows for some degree of continuity on the TAC at all times.

As the formal TUL sessions are completed, you may want to review the loose-end training needs that still exist, work that remains undone from the TUL course, and determine how these needs will be met.  

TAC MEMBERS’ ACCOUNTABILITY

In terms of TAC responsibilities, all TAC members are responsible to the TAC Chairperson for their performance.  They are responsible to their regular supervisor as well for all other work and responsibilities. 

The TAC Chairperson is an active member of the MAC and thus is responsible to the MAC Chair for his/her performance in this area. The MAC chair is typically responsible for reporting directly to the organization’s chief executive.
TAC RESPONSIBILITIES

TAC RESPONSIBILITIES DURING TUL

ROLE DEFINITION & BUDGET GUIDELINES
As a team, the Chairperson for the SAC, MAC, RAC, TAC, PAC, and CAC should meet with the organization’s president to review and clearly understand one another's mission, role and responsibility in the organization change effort.  This may also be a good time to discuss budgetary guidelines set for carrying out each council’s role.

The proposed budget guidelines for the TAC are directly related to the size of the TAC.  Training supplies such as flip charts, acetates, markers, overhead projectors, screens, etc. will be needed for the TAC training teams.  In addition, some discretionary recognition, reward and reinforcement funds should be allocated for a periodic pizza party or planning session where refreshments will be needed.  There will definitely be times when the TAC is under pressure to get a great deal of work done, and therefore should be able to celebrate when the achievement is finished.  The TAC budget is usually small due to the nature of the work.  Depending on how much equipment is needed to be purchased, the budget would range from $1000 - $2500. 

STRUCTURING TRAINING ASSIGNMENTS
There are several ways to structure training assignments.  Because of the span of training that must be done, and the various relationships that trainers have with some departments, you should consider one of two primary structures for delivering the training, or create a new way that better fits your organization.  The following training models are offered for your consideration: 


A.  Training teams are assigned by topic.  This structure aligns specific training teams with specific topics of training.  The assigned teams are responsible for handling all training needs for the entire organization as they relate to a particular topic.  For example, a team of trainers may be assigned to deliver DIG training to the entire organization.  These specific trainers will not be responsible for any other training topics, but will be the resident experts on DIG training and will commit themselves to delivering that training to the identified audience(s).  


This is a good approach in that it creates “expert trainers” in particular topics.  It may be too much to expect that all trainers can become “expert” in all topics that they are to deliver training on.  Thus, assigning topics within which certain people will become “expert” makes good sense.  


Further, if you choose this model, you may wish to consider assigning specific departments to each trainer.  This means that assigned trainers are responsible for delivering specific training to specific departments, and problem-solving whatever gets in the way of the training initiative.  The end result is a more accountable system for assuring that training is occurring, and if it is not, exactly which trainer and which department manager is to be held accountable.


This model also makes it easy to rotate trainers as you rotate topics where training is needed.  Remember, maintain a listing of the master trainers in each of the topics for which training is to be delivered.


B.  General, all-purpose trainers.  Choose a cadre of trainers at the outset 


(8 - 16 people) and train them all in every area where training is to be delivered.  The result will be an army of trainers competent in all training delivery needs.  You may also choose to assign this “master trainer” to a particular department, thus making them responsible for all TUL training needs for the department(s) they are assigned to.


This approach works well if you have enough people who are confident enough in a wide range of skills.  Personal competency is required in order to be confident in the classroom.  Generally, it is difficult to find a large group of people confident and competent enough to handle the entire organization in this model.  Choose the model that works best for your organization.  

PREPARATION FOR TRAINING INITIATIVES

There are four areas of attention to be addressed prior to launching any training initiative.  They are:



1.  Administrative Support



2.  Trainer Preparation Needs



3.  Effective Mediums



4.  Feedback Mechanisms

Each of these areas will be covered in some detail.

ADMINISTRATIVE SUPPORT
Administrative support includes sending the communication or invitation to attend the training session, to the intended audience.  This communication should include the start and finish time for the training session, location, supplies to be brought, whether attendance is “required” or not, and how to sign up.  It is easier for everyone involved and more effective if 24 hour registration is available.  This can be accomplished via a recording machine on a telephone.

Record keeping is important during the TUL course.  Required record keeping includes information on who attended which training session(s).  Time off for training may become somewhat of a barrier for some department managers for various reasons, some legitimate, and some not.  To identify where barriers to training are occurring, a roster of who attends which topics of training is to be kept by the Training and Education department, or in lieu of a T & E Department, the TAC is to collect the information from each of the training events and forward it to the MAC for centralized record keeping.  This list serves several purposes.

First, to identify where assistance in getting people to training is needed.  If, for example, Department A has sent 50% of their staff to DIG training, and 100% attendance is required, there is obviously a problem.  The TAC should work initially with the department manager to problem solve.  If these efforts fail, then the TAC will report the situation to the MAC who will work with the Vice President over the department manager to assure that all training requirements are met.  Should the problem persist, then it is reported to the COO or CEO on a monthly “Training Status Report.”

TRAINER PREPARATION NEEDS

Training for a number of your early training initiatives will be provided by Management House via the “DIG/MANSYS Train-The-Trainer Workshop” and TUL orientation workshop which is scheduled prior to the start of TUL.  Full explanation of the tools and system are provided at the workshop.  No training to managers or Associates is to be provided following the workshop until after the first TUL Classroom seminar is presented. 

In TUL Classroom Session I, a framework of additional information will be provided to all participants to help educate the entire TUL group on why the DIG process is important to the organization; how the DIG process will be ramped up in the organization; and what their responsibilities are as a department manager in the DIG processes.  Consequently, delaying internal DIG training until after the TUL Classroom group has heard the message of Session I will help to make your training efforts more effective. 

The exact curriculum for DIG training will be determined by the TAC.  Management House provides your organization with a copy of the acetate visuals used in the Train-The-Trainer Workshop on DIGs and MANSYS along with a well prepared DIG training manual from another New American Hospital which you can choose to use as a template for your training curriculum.  These materials will be adequate for preparation of your curriculum.  You may wish to add something special to these visuals in preparation for your training sessions.  

EFFECTIVE TRAINING MEDIUMS
Because audience(s) to which you are delivering training will vary in size, shift of work, and availability of time, a variety of communication mediums and training delivery systems will need to be used.  

Consider using a video tape for delivery of training messages whenever possible.  Video tapes are great for communicating to evening, night and weekend employees whose work loads involve frequent interruptions.  vVdeo tapes can be turned off and on to accommodate interruptions, and they do not require an inndividual to facilitate.  The down side of the video tape medium is the lack of a live person to answer questions.  Thus, a follow-up telephone call or visit with staff who are using video taped training is recommended.  In addition, any video taped training session should also be accompanied by a handout packet that includes a summary of the salient points of the training, and some check off list assuring that the core facts have been learned.  

When delivering a training session, it is best to use multiple mediums.  First, a flip chart is a must for presenting facts and capturing comments and feedback.  

A second medium is overhead visuals.  Color visuals are more effective than black and white because colors create greater visual stimulation.  However, color visuals are also more costly than black and white.  

A third medium is the blackboard and chalk.  This is less effective because it is more difficult to read, and with multiple erasures, it becomes increasingly more difficult throughout the day.  However, it is an alternative.

Video tapes for viewing as a part of the training session add another dimension, and thus break up boredom and add interest.  Be sure that the video tape is cued up in advance of the class arriving, including adjustment of the volume.

FEEDBACK MECHANISMS
Each training session should end with an evaluation that provides feedback on the session.  Primary points of interest include:  


•  Was the content easy to understand?


•  Did the presenter have command of the material?


•  Did the presenter connect with the audience?


•  Was this training worth your time and money?


•  How would you rate the overall presentation?

No one has a perfect training session the first time.  Old pros in the seminar business have had years and years of practice, so you will need to do some practicing too, but do not be discouraged by audience feedback that is less than perfect or suggests improvements.  Use each training session as a spring board for the next one.  Take the comments from your last session and make improvements.  Remember, the name of the game is continuous improvement, not necessarily perfection.  The most important evaluation comment will be, "How would you rate the overall presentation?"

TIPS FOR TRAINING DELIVERY

ROOM SET UP

The following pointers will help to improve the effectiveness of your training sessions.  Restrain from discounting any of these small items as unimportant.  Each of these little pointers will add significant value to your training efforts.

· Use a room with a high ceiling whenever possible.  Low ceilings give a feeling of being cramped, which translates to cramped thinking.  

· The room should not be overly large.  In other words, size the room to the size of your audience.  Rooms that that overly large give participants a feeling of vacany or “something is missing.”  

· Use classroom style seating with a desk or table for participants to write at.  Alternate the seats so that no one is stuck directly behind a person and thus unable to see over their head.  

· Arrange the A/V equipment in a way that will assure all participants have a good view of the screen and speaker.

· Arrive at the room 20 minutes in advance of the audience to check the A/V equipment for correct hook-up and completeness thus allowing enough time to make adjustments as needed.

PERSONAL TRAINING DELIVERY

Each individual will have their own training style.  Do not try to be someone that you are not, or to copy someone's presentation style.  Be yourself.  It will be more comfortable for you and therefore more effective for your audience.   However, it is wise to study some of the pros in the field and identify presentation traits that seem effective to you.

For example, moving about the room is a presentation trait that anyone can and should use.  Do not use a podium or other obstacle to stand behind.  Podiums are acceptable only for political or religious speeches.  Otherwise, they translate into a stiff and ineffective presentation. 

Know your materials inside and out.  This means that you are able to deliver the message without using notes, but rather just the points on the visual or a few notes on the corner of the frame of the visual will be enough to guide you through your delivery.  Because it is not a "canned" presentation, this means that each time the training session is delivered it will be slightly different from the previous training session.  This variance in delivery is acceptable and expected.  It is also expected that the primary teaching points will be consistently covered in each training session, even if the way in which they are covered is different from session to session.

Avoid a monotone message.  Use varying tones, pitches and volumes in your voice.  This is best done if you think of yourself as talking to another person rather than talking to a large group of people.  Remain loose and relaxed with the group, then your voice will be normal and interesting.

Use hospital-based examples to make each point.  Deliver the point and then emphasize or personalize it with a real-life example from your organization.  When Management House training is provided for trainers several examples will be provided to illustrate each point.  You are welcome to use these same examples, however, it is recommended that you think through new examples that are specific to your organization and events that have happened to people that you know.  Examples that are personal to you and your organization are more effective than examples not directly connected to the audience.

Use humor.  Cartoons are best for injecting a little laughter in the room.  Jokes are dangerous if they are not delivered just right.  Cartoons are safe.  Feel free to use humorous personal experiences from your life to embellish a point.  It will make you more “human” to your audience.

Allow for frequent “question and answer” opportunities.  Use a variety of phrases to signal the time to ask questions.  Some such phrases are:

“Does anyone have a question on this piece?” or “Does this make sense to you?” Avoid the consistent asking of “Any questions?”

Articulate each word and speak more slowly than you would in a normal conversation.  Americans often slur their words and use slang language.  Be sure to use language appropriately and avoid slang.  You may want to practice slowing down your speech delivery and articulating your words.  Exaggeration of  articulation will not seem to be exaggerated by the audience receiving the message.  It will be heard as an articulated delivery.  To practice your articulation skills work on enunciation of the following words:


•  Scope  vs  Slope


•  Right  vs Height


•  Boy  vs  Toy


•  Mind vs Wind

HANDLING OBJECTIONS
Without exception, you will experience someone who does not agree with something that you say in your session.  Either via misunderstanding your message, or simply disagreeing with it.  Listen to the disagreement as long as the message from the person is respectfully delivered and succinct.  This will demonstrate your respect for the person and give you an opportunity to think through how to handle the objection.  Then, address the objection by first thanking the person for their comment and then going directly to your message.  Either correct yourself, if indeed you have erred, or explain the difference between your view and the opposition always giving respect to the opposition, but not backing down from your point.  

Phrases such as “with all due respect,” or "considering various points of view" are verbal  bridges you can use to include comments made by members that are contrary to what you are teaching and yet maintain control of the audience.  Should you experience a person that is consistently negative, you may wish to take an unscheduled break in the class and speak to the person privately.

TUL TRAINING FUNCTIONS
There are many training needs throughout TUL.  Most of them are identified in the module guides under the heading of "Interaction With Others"  or "Responsible Parties" where the TAC is listed. 

Many of these initiatives are directly assigned to the TAC, some are not directly assigned to the TAC but would naturally have TAC involvement, and some could possibly have TAC involvement depending on how the organization decides to carry out the initiative.  The following list of initiative titles represents Tasks which require leadership or assistance from the TAC.  Review these Tasks and talk with the appropriate Module or DIG leader to coordinate your leadership or assistance efforts.  
Task Number
                       Task Name

LD.2.4


House-Wide Roll-Out of Values Statement

LD.6.2


Implement Management System (MANSYS)

BP.5.1


Plan For Associate & Managers Training Programs

BP.5.2


NAH Training Module (Create Plan/Gantt Chart To




Carry It Off)

BP.5.3


DIG and DO—IT Training

BP.5.4


DIG Chair Training 

BP.5.5


Interview Training Module

BP.5.7


Advanced CI Methods Training

CS.1.1


Managers Guide To Success (serve as resource for 



those with questions.)

CS.2.2


Resolve & Manage Complaints (provide training if 



needed on how the new “Hot Lines” etc. systems 



operate.)

CS.6.1


Establlish House-Wide SOPs (standards of 




performance)

CS.8.1


Measure: "How Are We Doing?”

This list represents a good start to the list of work that the TAC will need to attend to, but it is not an all-inclusive list of training needs.  The TAC Chair is to read through each Module Guide and identify Tasks where potential TAC assistance will be needed.   The Standards Action Council (STAC) will be in need of a substantial amount of training support as new standards of performance are rolled out organization-wide as well as in specific areas. 

Tip:  As the TAC leader, take initiative in contacting Module Leaders and the STAC relative to upcoming training needs, and avoid waiting for Module Leaders to take the initiative to contact the TAC for assistance.  Typically the "wait 'til they call" approach results in last minute requests that are then delivered in a "last minute" style that robs the organization of the quality training that is needed.

TUL TAC GRADUATION REQUIREMENTS

The SAC is responsible for preparing the TUL graduation ceremony and social event which occurs at the conclusion of the TUL course.  Graduation is a GRAND and VERY SPECIAL event!  However, the graduation requirements established at the start of TUL must be met in order to “graduate” from the course and be awarded the CEU’s.  

A training completion requirement is recommended as a prerequisite for TUL graduation.  In other words, it would not be uncommon to expect that all TUL participants are to attend DIG Training, DIG Chair Training, and to provide documentation that 100% of their Associates attended DIG training and any other mandatory training programs that evolve out of the TUL, in order to qualify for TUL Graduation.

We recommend that the TAC adopt the requirements stated above as a starting point for training prerequisites for TUL graduation and that these requirements be forwarded to the MAC for inclusion in any publication listing TUL graduation requirements.

Given that successful training of a manager's respective departmental staff is a prerequisite to TUL graduation, it is best for the TAC to prepare monthly reports as to the number of people trained, by department, in each of the required training topics, and to distribute such reports to the respective manager and their vice president.  These training reports should begin with TUL Session III.  This report allows those departments who are running behind schedule in getting staff trained to problem-solve.
TAC RESPONSIBILITIES AFTER TUL 

The TAC goes on!  There will be some stragglers in terms of people who have not kept up on their training and still need to attend the classes.  Although the bulk of the training has been completed, there are still some leftover, undone pieces to be finished up.  Do not let them go unattended.  

The greatest bulk of TAC work that continues after TUL can be finished off in one or two months.  Establish a timeframe for completion.  However, just because your formal TUL classroom sessions have ended, it does not mean that the change process is halted.  There is still much work to be done.  The difference is that the new training needs and changes in the organization will be more directly lead by the management and executive staff.  

New managers, supervisors, and Associates will continue to join your organization.  As new members of the organization, Associates will need an orientation to the DIG process and NAH philosophy.  Both of these are training tasks that the TAC can handle.

New supervisors, managers, and executives will need a more extensive orientation to the philosophy and management style of your New American Hospital.  The TAC can prepare these training programs, or you can consult with Management House to provide you with the materials to conduct the internal training within your organization, or have your new members attend the annual Condensed TUL program for new managers and supervisors of Management House clients which is held annually.  Call Management House if you need assistance on either of these initiatives either in terms of materials or attendance at one of our sessions.

At this point, the TAC can evaluate whether or not they need to remain at such a large size.  Probably not.  We would recommend that the TAC remain in place for 6 months or so following the TUL classroom conclusion in order to handle the loose ends of the formal TUL training needs.

Undoubtably further training needs will be identified in the organization in Year 2 and Year 3 following TUL.  These training needs may be more along the lines of work redesign training, and new skills training, as well as further development of the Human Resources functions which may result in additional training for such programs as merit-based compensation programs, career development initiatives and so on.  The point is, the TAC, in conjunction with the MAC and executives are to identify what the training needs are for Year 2 and Year 3 and then prepare to deliver these training sessions internally.  By this point in time, some New American Hospitals have embraced the Task that calls for the development of a Management and Training Institute at your organization—one that delivers a full range of training including a fee for seminar sessions offered to the community as well as to your staff; training for hard to fill positions such as those in medical records and coding; along with management development sessions that can be offered to other businesses and healthcare organizations.
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