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Performance Management and Culture of 
Quality Assessment

Source: Adapted from Ascheim, F and Hentschel, D: Leadership Development, Leading 
Change, and Performance Excellence: Connecting the Dots, 2016.

From: National Association of County and City Health Officials

Where are we on the QI Highway

• Most managers think that leadership 
nurtures a performance improvement 
culture but staff say that leaders 
sometimes to never support a nurturing 
environment related to performance 
improvement.

• Management and staff responded 
overwhelmingly that incentives are almost 
never or never in place for performance 
improvement

• And yet a QI inventory found there were 
16 active projects spanning 8 of 10 
sections.

From: Turning Point Performance Management 
System Framework, Updated by the Public Health 
Foundation, 2013.

Public Health Performance Management 
System

Highlights of the Performance Management Assessment

From: Public Health Foundation

How We Ranked on the Six Ingredients of a Quality 
Culture and Selected Focus Areas to Improve



Components of the Leadership 
Development Program

Source: Ascheim, F and Hentschel, D: Leadership Development, Leading Change, and Performance Excellence: Connecting the Dots, 2016.

Five Exemplary Leadership Practices

• Self-Awareness through the Enneagram 
personality profiler

• Five Exemplary Leadership PracticesTM

• 3600 Leadership Practices Inventory
• Leading Organizational Change
• Individual Leadership Development Plan
• One-on-one coaching
• Feedback session and sharing

• Model the Way – set an example
• Inspire a Shared Vision – envision a better future
• Challenge the Process – seek opportunities to 

improve
• Enable Others to Act – provide opportunities to 

contribute
• Encourage the Heart – recognize achievements

• Eligibility

• Application process for initial cohorts

• Sessions for Supervisors, Managers

• Frequency - offered twice per year

• Funding - federal funds, state and/or combinations of 
funding sources.

• Components

• Enneagram Personality Profiler

• 3600 Reviews

• Individual Leadership Plan

• 1:1 Coaching

• Additional Topics

• Peer Coaching and Peer Coaching Collaboratives

• Organizational Climate



Connecting the Dots: Emerging Leaders and 
Performance Excellence

Source: Ascheim, J and Hentschel, D: Leadership Development, Leading Change, and Performance Excellence: Connecting the Dots, 2016.

Leading Organizational Change

• Widen the Circle of Involvement – sought 
volunteers for the Public Health Strategic Team, 
instead of the usual players and rotation of service.

• Connect People to Each Other – have had people 
share why they want to be involved and share 
personal stories.

• Create Communities of Action – done through QI 
and LEAN learning collaboratives, implementing 
State Health Improvement Plan with Action Teams.

• Promote Fairness – all staff have had the 
opportunity to contribute to positive change in the 
agency through various initiatives.

Rating of How Engaged DPH is as an Agency
7 Leadership Participant Cohorts 



Connecting the Dots: Emerging Leaders and 

Performance Excellence

Leaders in Action

246 staff or 27% of DPH has been through the Program

10 Served as members of the QIC

24 Have taken LEAN training

13 Participated in LEAN events

14 Participated in a QI Project

19 Served as a member of the Public Health 
Strategic Team

“I have used my individual leadership plan to model the 
way by being proactive and keeping a positive attitude. I 

have seen this affect others on my team. We are all 
working on a quality improvement project and are 

excited to improve upon the work we do.” Engineer, DPH 
Drinking Water Section

PEER Coaching

“Helped me to problem solved – felt empowered”

“Will change the conversation and energy at the 

agency”

“This is a big opportunity”

“I think there is a shift happening in the agency”

“I was thinking about leaving because I felt 

complacency but this changed my whole attitude 

and I’m not looking to leave”

“This is culture change”



Leadership Program Evaluation

• Individual Participant Evaluations

• Participant Feedback Sessions

• Monitor Participation

• % of staff trained for tipping 
point/impact

• Participation by staff level and 
division

• Review data and feedback with LGH 
and adjust or add to program

• Survey data on employee/job 
satisfaction, training and engagement

• Participation in quality and 
performance initiatives



Connecticut DPH: Workforce and Satisfaction 

Survey Results

• DPH Employee Satisfaction Surveys 

• Improvements in all areas surveyed (e.g., employee satisfaction, 
professional development, and employee relationships) since 2013 but 
challenges remain…..

• Public Health Workforce Interests and Needs Survey Results

• Improvements in engagement from 2014 but…

• 30% of workers plan to leave governmental Public Health in 2018

• Opportunities to improve worker engagement: reward creativity and 
innovation; assess training needs, training to utilize technology

• Training needs in systems thinking, budget and financial 
management, and change management

Source: ASTHO/deBeaumont Foundation, May 2018



5. Measuring and Reporting Progress – Performance Dashboard



DPH Strategic Priorities: Workforce and Quality
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Succession Planning/Institutional Memory Tools

• Developing Capacity of Future Leaders
• Individual Development Plans

• Developing Employee Expertise – Supervisor’s Quick Guide

• Leadership Development training and peer coaching models

• Supervisor Training – building strong supervisory capacity

• Policies and Tools to Support Institutional Memory
• Employee separation policy and procedure that includes links to tools

• Legacy Binder

• Expert Interview Questionnaire

• File organization guidelines



Source: Yale University

Developing Employee Expertise: Supervisor’s Quick Guide Individual Development Plans



Adapted from Massachussett’s Dept of Public Health



Legacy Binders
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