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As a leader in a healthcare setting, you understand the significance 
of high-functioning teams and how they represent the very 
best way to attain excellence in performance, innovation, and 
employee satisfaction. While it has long been true that teams 
are the vital backbone of all healthcare settings, their importance 
and responsibility have only increased over the last decade. This 
increase can be attributed to a number of factors: 

• Increasing care complexity and specialization
• Aging demographics
• Workforce shortages
• Regulatory scrutiny
• Increased consumer demand
• Declining reimbursements
• Value-based purchasing

The challenging, changing, and often chaotic world of healthcare 
demands teams that consistently work at peak performance. 
Paul M. Schyve, MD, senior advisor to the Joint Commission on 
Accreditation of Healthcare Organizations, writes: “Our challenge  
is not whether we will deliver care in teams, but rather how well we 
will deliver care in teams.”1 This backdrop suggests the need for a 
wider discussion about forward-thinking solutions for developing 
successful teams that create positive outcomes for both 
patients and, ultimately, your organization. 

Exceptional Patient Care Starts 
with a Coordinated Team 

1Schvye, P. M. (2005). The changing nature of 
professional competence. Joint Commission Journal of 
Quality and Patient Safety, 31(4):185–202.

2Makary, M. A. (2016). Medical error–the third leading cause 
of death in the US. British Medical Journal, 353: i2139.

Our challenge is not 
whether we will deliver 
care in teams, but rather 
how well we will deliver 
care in teams.”1

- Paul M. Schyve, MD, Senior Advisor to   
  the Joint Commission on Accreditation of 
  Healthcare Organizations 

In an eight-year study 
from Johns Hopkins 
Medicine, a third of 
deaths were linked to 
medical errors. The study 
indicates that many of 
these errors may be the 
result of a breakdown 
in team process and 
coordination.”2

I N T R O D U C T I O N
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There are many types of teams in healthcare. The chart below provides a brief description. 

I N T R O D U C T I O N

Type Description

Interdisciplinary Teams Involved in the direct care of the patient or resident, the interdisciplinary team usually 
includes therapists, nurses, nursing assistants, and social workers.

Coordination Teams Coordination team members are responsible for day-to-day operations and include   
department heads, managers, and supervisors.

Contingency Teams Formed for a specific problem or time-limited event, contingency teams include a 
variety of members from a variety of teams.

Support Teams
Support teams include individuals who provide services to patients or residents. 
They are charged with helping facilitate a positive healthcare experience for both 
patients and their families.

Administrative Teams Administrative teams are made up of executive leaders who have 24-hour 
accountability for the overall function and management of the organization.

Virtual Teams Virtual team members are located in a variety of locations and use technology as 
their primary communication method.

Meet the Team

Who's Doing What?

Today, patients are rarely cared for by a single 
physician but instead receive care from an 
interdisciplinary team of professional caregivers.3 
Interdisciplinary teams are foundational to quality 
care and bear responsibility for assessment, 
delivery, monitoring, and evaluation of patients. A 
specific example of the shift in care-delivery models 
from primary care to interdisciplinary teams is the 
implementation of the Patient Directed Payment 
Model (PDPM) on October 1, 2019, by the Centers for 
Medicare and Medicaid (CMS). This new model of care 
for Medicare patients in post-acute settings mandates 
the interdisciplinary team to function as both a care-
delivery and case-management team while ensuring
the patient receives high-quality care throughout their 
post-acute stay—up to and including the necessary 
resources upon discharge. Responsibilities of the 
interdisciplinary team also include the management 
and coordination of care-delivery resources such as 
clinical and therapy within limited financial constraints.

Coordination teams are comprised of care providers 
and staff who work together to keep patients and their 
families informed and ensure that referrals and care 
transitions take place in an effective manner. The goals 
of a coordinated care team are two-fold: improving 
health outcomes by ensuring that care from a variety 
of providers is delivered in a coordinated fashion, and 
reducing healthcare costs by eliminating redundant tests 
and procedures. CMS cites the Program for All-Inclusive 
Care to the Elderly (PACE) as an example of this type of 
team. PACE teams monitor the care of frail elders and 
ensure they receive the most appropriate level of care.4 

The individuals who make up coordination teams 
are often diverse in age, experience, education, and 
professional ranking.

Interdiscipl inary Teams

Coordination Teams

³World Health Organization. (2018). Being an effective team player. World 
Health Curriculum. Retrieved from https://www.who.int/patientsafety/ 
education/curriculum/who_mc_topic-4.pdf
4 Centers for Medicare and Medicaid. (2016) Quality Strategy Plan. 
Retrieved from https://www.cms.gov/Medicare/Quality-Initiatives-Patient- 
Assessment-Instruments/QualityInitiativesGenInfo/Downloads/CMS- 
Quality-Strategy.pdf
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Support and administrative teams are often found in 
quality control and are charged with the responsibility 
of monitoring quality outcomes, infections, falls, 
admissions and discharges, patient and employee 
satisfaction, workers’ comp, financials, and staff 
retention and turnover.

When organizations and managers are geographically 
separated, it’s common for team members to work 
together in a virtual environment. Using video, mobile 
apps, and text-based messaging independent of time or 
location, virtual teams have a huge impact on healthcare 
delivery. The use of virtual teams continues to increase, 
so leaders will need to find ways for these teams to 
connect and build rapport. While some believe that team-
building activities are a waste of time for virtual teams, 
studies suggest otherwise. A meta-analysis of studies 
on team development found team-building activities 
based on specific team needs were the keys to success.5 
Various online resources are available to help guide 
virtual team building.6

Suppor t  and Administrative Teams

Vir tual  Teams 

Although the process of care delivery has evolved over 
the last few years, the disappointing outcomes from 
some healthcare teams indicate an additional need for 
education and support. In a study of patient safety in the 
operating room, up to 70 percent of errors were attributed 
to poor team dynamics and dysfunctional teams.7 In 
an eight-year study from Johns Hopkins Medicine, a 
third of deaths were linked to medical errors. The study 
indicates that many of these errors may be the result of a 
breakdown in team process and coordination.8

 

I N T R O D U C T I O N

Teamwork Works

By contrast, research documents positive aspects 
of high-performance teams when education and 
support are provided.9 Research also identifies 
high-performing teams as a core component of high 
reliability organizations.10 Another study on the value 
of team education saw increased patient satisfaction 
as well as improved employee morale and job 
satisfaction.11 A meta-analysis review of research 
outcomes from healthcare teams provided with 
intentional support, training, and education identified a 
15 percent increase in patient satisfaction, a 19 percent 
reduction in medical errors, a 34 percent improvement 
in clinical outcomes, and a 15 percent improvement in 
financial outcomes.12

As you can see, the value of teamwork is vital in 
healthcare delivery as it can have an immediate and 
positive impact on patient safety and results. But 
knowing the value of teamwork in medical care is 
merely the beginning—putting together a team that 
thrives in every situation is your next step.

In a study of patient safety in 
the operating room, up to 70 
percent of errors were attributed 
to poor team dynamics and 
dysfunctional teams.3

5 Klein, C., DiazGranados, D., Salas, E., Le, H., Burke, C. S., Lyons, R. & 
Goodwin, G. F. (2009). Does team building work? Small Group Research, 
40(2): 181–222. 
6Scannell, M., Abrams., M., &Mulvihill, M. (2011). Big Book of Virtual 
Teambuilding Games: Quick, Effective Activities to Build Communication, 
Trust and Collaboration From Anywhere! New York: McGraw-Hill.
7 Christian, C. K., Gustafson, M. L., Roth, E. M., Sheridan, T. B., Gandhi, T. K., 
Dwyer, K., Zinner, M. J., et al. (2006). A prospective study of patient safety 
in the operating room. Surgery, 139(2): 159–173.
8 Makary, M. A. (2016). Medical error–the third leading cause of death in 
the US. British Medical Journal, 353: i2139.
9 Gast, I., Schildkamp, K., & van der Veen, J. T. (2017). Team-based 
professional development interventions in higher education: a systematic 
review. Review of Educational Research, 87(4): 736–767.
10 Baker, D. P., Day, R., & Salas, E. (2006). Teamwork as an essential 
component of high reliability organizations. Health Services Research, 
41(4): 1576–1598
11 Salas E. & Rosen, M. A. (2013). Building high reliability teams: progress 
and some reflections on teamwork training. BMJ Quality and Safety, 22(5): 
369–73.
12World Health Organization. (2018). Being an effective team player. World 
Health Curriculum. Retrieved from https://www.who.int/ patientsafety/

Contingency teams may include managers, supervisors, 
and other organizational representatives charged with 
the implementation of mandated changes. Examples 
of the work this team does include implementation 
of new regulatory guidelines, development of policy 
and procedures, planning of new construction and 
remodeling, and execution of strategic vision and plans.

Contingency Teams
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Part II: Solutions

As a team leader, you always want to inspire your people and set 
them up for success. At the very core of any highly effective and
cohesive team is belief in each other and the pursuit of common 
purposes and goals. Let’s discover effective techniques to ensure 
that all of your team members are committed to predictably and 
reliably moving forward toward the same mission and goals.

Healthcare teams
provided with 
intentional support, 
training, and education 
identified a 15 percent 
increase in patient 
satisfaction, a 19 
percent reduction in 
medical errors, a 34 
percent improvement 
in clinical outcomes, 
and a 15 percent 
improvement in 
financial outcomes.”12

6 Essential Steps to Building Highly  
Effective Teams

Step 1: Identifying Your Team's Strengths 

Step 2: Creating a Team That's Primed to Succeed 

Step 3: Setting Clear Team Goals 

Step 4: Facilitating Better Team Communication 

Step 5: Managing Conflict 

Step 6: Building a Team That Plays Well Together

12World Health Organization (2018) Being an effective 
team player. World Health Curriculum. Retrieved 
from https://www.who.int/patientsafety/education/
curriculum/who_mc_topic-4.pdf
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13 Adair, J. E. (2007). Develop Your Leadership Skills. Philadelphia, PA: Kogan Page Limited. 

Leadership expert J.E. Adair defined a model that helps us understand the various needs that enable effective 
teams to function.13

By looking at the team needs identified in the chart, it 
is evident that numerous team processes must occur 
before a team becomes effective. An essential step is 
identifying the individual strengths needed by the group 
and assessing each team member’s strengths and how 
they contribute to the group as a whole.

When forming a team, the leader is responsible for 
creating a shared purpose, engaging team members, and 
ensuring the group continues to progress. Common team 
member roles include:13

• Thinker 
• Achiever 

The Thinker role is process-oriented and talented in 
gathering and analyzing information, observing team 
dynamics, and finding solutions to problems. Get the best 
out of your Thinkers by offering clear expectations, goals, 
and structure. A Thinker may struggle to implement their 
grand plans, but a Thinker/Doer combination will keep the 
team moving.

Step 1

Task Needs Defining the task, planning, allocating work and resources, controlling quality and tempo of 
work, checking performance against plan, and adjusting plan

Group Needs
Setting standards, maintaining discipline, building team spirit, encouraging, motivating, giving 
sense of purpose, appointing roles, ensuring communication within the group, and training the 
group

• Carer
• Doer

Identifying Your Team's Strengths

The Achiever strives for results and wants to get things 
done. Achievers are high in enthusiasm, often become 
impatient with delays, and may challenge assumptions. 
Achievers want to be challenged and do well in a 
leadership role. They will drive the team to bigger and 
better outcomes.  

The Carer is often recognized for their sense of empathy. 
They work toward building team spirit and gaining 
agreement and are also notable for their abilities to ease 
tension and foster positivity. Keep Carers at their best by 
clearly outlining their tasks and responsibilities. They may 
be hesitant to share ideas or conflicting opinions for fear 
of disrupting team harmony, so encourage them to speak 
up and affirm their value to the team.

Doers want to be active. They get bored with too much 
discussion and work hard to finish the task. They often 
find satisfaction with creating a to-do list and then 
checking items off as they are completed. In their effort to 
complete tasks, they may lean toward the easiest solution 
rather than the best solution, but partnering them with a 
Thinker is a good strategy for avoiding this tendency.
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An initial step for effective team development is 
to present team members with the opportunity to 
identify their area of strength (they may have more 
than one) and identify how they will commit to using 
that strength in one of the team roles. If the team 
is strong in one role or a gap exists in another role, 
team members should look to their next identified 
strength to use in other roles. There may be times 
when the team is skewed to one or two roles and 
a gap cannot be filled with existing members. Your 
role is to bring balance to the team by recruiting 
within the organization or hiring individuals with the 
strengths represented by the gap. 

Act ion  I tems

• Identify the roles currently represented 
on your team.

• Determine your team’s strengths as well 
as performance gaps and create a plan 
to fill them, bringing on additional team 
members if needed.

Growing Together

Step 1 (continued)
Identifying Your Team's Strengths
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Significant barriers to team development are always an 
issue. Some common examples of these barriers are:

• Silo mentality
• Staff turnover
• Leadership gaps
• Lack of time

To build a high-functioning team, you’ll need to 
conduct an assessment that includes questioning, 
interviewing, and data collection. Focus groups can 
help you identify performance gaps and build a case for 
obtaining educational resources, improving productivity, 
increasing engagement, and boosting morale.

The assessment should elicit information that can lead 
to appropriate resources for both the team as a whole 
as well as individual team members.

Questions that should be asked regarding team 
performance:

• What is the team’s goal?
• What are the team’s key tasks?
• What training has already taken place? Has it 

been successful?
• What are the most pressing performance issues?
• What training will produce the maximum results?
• Are there upcoming changes in the organization 

that are relevant to your team?
• Are there discrepancies between the 

organization’s expectations and the results 
delivered by the team?

• What common themes arise in employee 
appraisals and development plans?

• What are the team’s key tasks?
• What training has already taken place, and has it 

been successful?
• What are the most pressing performance issues?

When conducting the assessment, your organization may 
discover that the list of team needs is quite lengthy. In 
consideration of organizational resources, it’s prudent to 
prioritize the needs of the team for maximum impact. Ask 
yourself the following questions to guide this process:

• Who needs training?
• What training do they need?
• Why is it important?
• How will the training be delivered?
• Do we have the expertise in-house or is an outside 

resource required?

Act ion  I tems

• Complete a thorough team assessment.   
• Create an action plan for team 

development.

Creating a Team That's Primed to Succeed

Step 2

• Excessive workloads
• Lack of a defined vision
• Different communication styles
• Conflict

• What training will have the maximum results?
• Are there upcoming changes in the organization 

that are relevant to your team?
• Are there discrepancies between the 

organization’s expectations and results delivered 
by the team?

• What common themes arise in employee 
appraisals and development plans? 



10Building High Performance Teams

Act ion  I tems

• Carefully define your team goals with 
input from all team members using a 
S.M.A.R.T. framework.

• Monitor your development and share 
your progress with the team at bi-weekly 
or monthly status meetings.

Another key component of a successful team is having 
an established goal. In my work as a leadership and 
team consultant, this is an often-overlooked area of team 
performance. When inquiring as to the goal of the team, I 
generally get a variety of answers, most of them specific to 
the individual team members rather than the team itself.

S.M.A.R.T Thinking

Developed in 1981 by George T. Doran, the S.M.A.R.T. 
framework is designed to ensure that goals, whether 
personal, team-based, or organizational, are fully understood 
and can actually be attained. Research supports goal setting 
using the S.M.A.R.T. framework, demonstrating that it can 
lead to improved overall performance compared to teams 
who do not use the framework.14

Under this framework, your goals should be:

• Specific – Objectives are clearly defined, ensuring 
everyone knows what they are working toward.

• Measurable – There is a clear way of 
determining whether or not the goal has been 
attained (and preferably some means of 
tracking progress along the way).

• Achievable – While it’s great to dream big, 
setting a goal that is impossible for your team 
to achieve will inevitably lead to low morale

• Relevant – Goals should build toward your 
organization’s mission and vision; if you’re 
setting meaningless goals, your team will 
quickly lose the motivation to achieve them

• Time-bound – This is one is critical. Set a 
deadline with checkpoints along the way. This is 
one is critical. Set a deadline with checkpoints 
along the way. If you have a goal without an end 
date in mind, there’s a good chance your team is 
going to tire themselves out trying to work toward it. 

Setting Clear Team Goals

Step 3

Teams must have goals. There could be one, three, or five, 
depending on your team and organization, but your team 
members should be able to articulate the goals they are 
working toward. How can all members of a team head in 
the same direction if they don’t know what that direction is?

The vision, mission, values, or expectations of your 
organization will inform your team goals. For example, if the 
vision of your organization is to provide the highest quality 
of care, what is the team doing to achieve this vision? How 
is it measured? If patient satisfaction scores are used as a 
data point, how does the work of the team impact patient 
satisfaction? Is patient satisfaction going up or down?

As a leader, you need to clearly articulate the team’s goals. 
Put them in writing in a S.M.A.R.T. goal format. Have an 
action plan, review your progress, and stick with it!

14 Lawlor, K. B. & Hornyak, M. J. (2012). SMART goals: how the application of 
SMART goals can contribute to achievement of student learning outcomes. 
Developments in Business Simulation and Experiential Learning, 39: 259–267.
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Another overlooked step essential for high-performing teams 
is education for team members on ways to communicate 
effectively with each other. Individuals in organizations, 
representing varying disciplines and departments, can 
naturally have a bias toward their individual perspective or 
area of expertise. Communication is a common gap in team 
performance, often resulting in dysfunctional teams, non- 
productive meetings, and lack of positive outcomes.

Healthcare is a 24/7 operation, and gaps in communication 
are inherent to the setting—often with dire consequences for 
both patients15 and organization. One study estimated that 
U.S. hospitals waste over $12 billion annually as the result of 
miscommunications between healthcare providers.16

Based on decades of experience working with both high-
performing and under-achieving teams, I recommend the 
following for improving team dynamics.

Making Meetings More Productive

Meetings facilitate communication and decision making. 
Every work team conducts meetings where most, if not 
all, of the important decisions and issues are discussed. 
Properly managed, meetings can improve decision making 
and increase the efficient use of your team’s time. When 
you’re setting up a meeting agenda, consider the following:

• Priorities – What absolutely must be covered?
• Results – What do you need to accomplish at 

the meeting?
• Participants – Who needs to attend the meeting 

for it to be successful?
• Sequence – In what order will you cover the topics?
• Timing – How much time will spend on each topic?

Once you’ve set your agenda, send it out to the team.
While everyone may not review it before the meeting, a 
shared agenda gives your team the opportunity to adequately 
prepare—and removes an excuse from those who don't. Lastly, 
it’s important that you stick to your agenda. Too many meetings 
get scheduled with the best intentions, only to be derailed by 
unnecessary rabbit holes.

Facilitating Better Team Communication

Step 4

Act ion  I tems

• Focus on improving communication 
throughout the entire team.

• Ensure everyone on your team speaks up 
and participates.

15 Lawlor, K. B. & Hornyak, M. J. (2012). SMART goals: how the application 
of SMART goals can contribute to achievement of student learning 
outcomes. Developments in Business Simulation and Experiential Learning, 
39: 259–267.
16 Agarwal, R., Sands, D. A., Schneider, J. D., & Smaltz, D. H. (2010). 
Quantifying the economic impact of communication inefficiencies in U.S. 
hospitals. Journal of Healthcare Management, 55(4): 265–82.
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Conflict is part of the team environment and should be 
expected, but how it is managed impacts the success or 
failure of the team. Conflict isn't necessarily a bad thing. 
In fact, healthy and constructive conflict is a component 
of high-performing teams.17

Team members should learn to disagree without being 
disagreeable. Conflict arises from differences between 
people—the same differences that often make diverse 
teams more effective than those made up of people with 
similar experiences. Team members must be open to these 
differences and not let them rise into full-blown disputes.18

The following steps can assist in managing team conflict:

1. Acknowledge the conflict.
2. Discuss the impact of the conflict on team 

dynamics and performance.
3. Agree to a cooperative process in resolving the 

conflict and putting the team first over individual 
wants and needs.

4. Agree to communicate. People involved need to 
talk about the issue and discuss their feelings. 
This can be done by dividing team members into 
smaller discussion groups representing different 
sides of the issue. Small groups are often much 
more conducive to discussion and sharing of 
opinions and feelings.

5. Once all the parties understand the various 
perspectives, the team must make a decision or 
decide on a course of action. 

If the team is still not able to come to a decision, a 
process for decision-making (such as voting) may be 
needed. I’ve found that if 80 percent of the team agrees 
on a course of action, it’s probably the right one.

Managing Conflict

Step 5
High-performing teams are proactive in managing 
conflict by: 

• Dealing with conflict immediately—Avoid the 
temptation to ignore it.

• Being open—If people have issues, they need to be 
expressed immediately and not allowed to fester.

• Practicing clear communication—Articulate 
thoughts and ideas clearly.

• Practicing active listening—Paraphrase, clarify, 
and question.

• Practicing identifying assumptions—Ask yourself 
"why" on a regular basis.

• Refusing to let conflict get personal—Stick to 
facts and issues, not personalities.

• Focusing on actionable solutions—Don't belabor 
what can't be changed.

• Encouraging different points of view—Insist on 
honest dialogue and expression.

• Avoiding blame—Encourage ownership of the 
problem and solution.

• Demonstrating respect—If the situation escalates, 
take a break and wait for emotions to subside.

• Keeping team issues within the team—Talking 
outside the group allows conflict to build and 
fester instead of dealing with it directly.

Act ion  I tems
• Help foster a culture of constructive conflict 

within your team. Reinforce the group’s 
commitment to shared goals, and provide 
feedback and reward the group as a team.

• Develop a clear approach to conflict resolution, 
especially when it pertains to team decisions.

17 Lencioni, P.  (2002). The Five Dysfunctions of a Team. San Francisco, CA: Jossey-Bass.
18 Mindtools. (2018). Resolving team conflict. Retrieved from https://www. mindtools.com/community/pages/article/newTMM_79.php
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One of the easiest and least expensive ways of 
developing high-performance teams that produce 
positive outcomes for your organization is to incorporate 
simple team-building activities into your meetings, off-
site sessions, or educational workshops. These activities 
promote a better understanding of team dynamics and 
learning styles, encourage the learning of individuals’ 
personal stories, and serve as reflection on team 
challenges and successes.

One example of a team-building activity is an icebreaker 
at the start of a meeting. It can be something as simple 
as asking each member of the group, “If you could go 
anywhere and do anything you wanted for one day, what 
would it be and why?” Icebreakers help re-center the brain 
on a positive activity and invite team members to learn 
more about each other. They can also add a touch of 
humor and help build camaraderie.19

Engage team members in the shared responsibilities 
of identifying team-building activities and leading the 
activities on a scheduled basis.

Team-building activities can serve to reinforce the 
strengths of individual team members and demonstrate 
how they contribute to the team dynamic—they're a great 
way of improving communication, morale, motivation, and 
productivity. They also help employees or new teams get 
to know each other better. In the end, good team-building 
exercises will help your team work more cohesively and 
happily and set your team up for success.

Building a Team That Plays Well Together

Step 6

Act ion  I tems

• Assign each team member the responsibility 
of developing a team-building exercise.

• Every three months, schedule an off-site 
event at a place of the team’s choosing.

19 Chlup, D. T. & Collins, T. E. (2010). Breaking the ice: using ice-breakers and 
re-energizers with adult learners. Adult Learning, 21(3–4): 34–39. 
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Your team is charged with ensuring quality of care, improving 
customer satisfaction, and achieving financial  outcomes. They 
may also lead change for new construction, strategic visioning, 
policy updates, and regulatory compliance. Research clearly 
indicates that teams don’t just happen but must be developed 
intentionally through education and training of team processes 
and effectiveness. There are often gaps in team performance 
related to a variety of factors, including a lack of resources, silo 
mentality, and organizational support. Teams should
be assessed and held accountable for their outcomes and 
impact on organizational success.

Simple approaches can improve team performance, such as 
incorporating team-building activities and setting a meeting 
agenda. Based on team assessment and identified needs, 
your organization may need to seek the help of outside 
resources for key development strategies. Combined, these 
actions will allow you to develop a high-performing team that 
works well together.

Next Steps

Teamwork Structure Evaluation

1. What is the responsibility of the team?
2. What is the goal of the team?
3. How are goals measured?
4. Do the stated goals meet the organization’s 

expectations for improving patient care and 
positively impacting the bottom line?

5. What actions have been taken toward 
developing organizational teams?

6. Are your teams routinely assessed for their 
performance?

7. Does your team demonstrate a mix of 
strengths and perspectives?

8. What are the team’s training needs?
9. Are team members held accountable for the 

team’s work?
10. Does your team have a structure for 

communication and conflict management?
11. Are individual team members held 

accountable for their team behaviors?

As you consider what you’ve learned, review this list of questions to identify potential gaps in your teamwork 
structure. By recognizing and addressing these issues, you’ll be well on your way to helping your team thrive.
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MedBridge offers a comprehensive solution for Leadership and Non-Clinical Professional Development. A subscription to 
MedBridge empowers your organization with:

MedBridge’s library of 1,000+ video-based courses 
includes numerous clinician resources on leadership 
and non-clinical professional development. Presented 
by Dr. Linda Shell and other industry-leading experts, 
our leadership course library includes leadership 
management, soft skills training, and our popular 
SurThive Leadership series. Like all MedBridge 
courses, they are optimized for adult online learning 
and viewable on any device using our Clinician Mobile 
App— resulting in a streamlined, cost-effective solution 
for driving professional development.

MedBridge provides an all-in-one platform for empowering your staff, engaging your 
patients, and improving quality of care. We believe that education is the most effective 
way to improve lives, and we’re proud to partner with organizations like yours to move 
healthcare forward every day. 

Learn More about MedBridge's Leadership and Non-Clinical 
Professional Development Solution

Explore our courses on leadership 
and non-clinical professional 

development, including the following 
presented by Dr. Linda Shell:

• SurThive Leadership: Becoming a 
SurTHRIVE Leader

• SurThrive Leadership: Role of the 
Leader in Guiding Change

• Employee First Culture and the 
Changing Workforce

• Building Powerful Teams

Develop the skills needed to become an effective 
healthcare leader with MedBridge's Leadership 
Certificate Programs.

Develop the skills needed to 
become a leader who makes 
a significant difference in the 
challenging and changing world 
of healthcare.

Master advanced leadership skills 
for leading strong and effective 
teams while improving staff 
retention, patient outcomes, and 
financial success. 

MedBridge: Your Go-To Resource for 
Leadership and Non-Clinical Professional Development

Best-in-Class Continuing Education MedBridge Leadership Certificates

Leadership Skills for the 21st 
Century Work Environment

Advanced Leadership Skills 
for the 21st Century Work 
Environment

Comprehensive Leadership 
and Non-Clinical 
Professional Development 
Solution

https://www.medbridgeeducation.com/h/leadership-nonclinical-professional-development
https://www.medbridgeeducation.com/courses/details/surthriveleadership-becoming-a-surthrive-leader-linda-shell-rn
https://www.medbridgeeducation.com/courses/details/surthriveleadership-becoming-a-surthrive-leader-linda-shell-rn
https://www.medbridgeeducation.com/courses/details/surthriveleadership-role-of-the-leader-in-guiding-change-linda-shell-rn
https://www.medbridgeeducation.com/courses/details/surthriveleadership-role-of-the-leader-in-guiding-change-linda-shell-rn
https://www.medbridgeeducation.com/courses/details/employee-first-culture-and-the-changing-workforce-linda-shell-rn
https://www.medbridgeeducation.com/courses/details/employee-first-culture-and-the-changing-workforce-linda-shell-rn
https://www.medbridgeeducation.com/courses/details/hip-stability-and-fall-prevention-john-ohalloran-pt
https://www.medbridgeeducation.com/courses/details/building-powerful-teams-linda-shell
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Dr. Linda Shell is an advanced practice nurse, consultant, and educator with a passion 
for developing leaders, delivering quality care, and challenging the status quo of 
long-term care.

As principal of lindashell.com, she collaborates with organizations on education, 
leadership development, building resilience, fall prevention, dementia programming, 
and sleep improvement.

Dr. Shell has served on various boards, including LeadingAge of Minnesota and the 
Minnesota Gerontological Society. She has been instrumental in the development 
and delivery of numerous leadership programs across the country and facilitates 
Leadership Academy for LeadingAge of Minnesota. She also serves as adjunct 
professor of nursing at Bethel University in St. Paul.

As author of the proprietary, evidence-based SurTHRIVE Leadership learning platform, 
she has touched the lives of thousands of leaders through many local, state, and 
national conferences. She is known for her engaging and inspirational style.

Linda M. Shell, DNP, MA, BSN, MA
A B O U T


