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Introduction

 Identifying and nurturing future leaders is key 
to long-term organizational success.

 Senior leaders play a critical role as mentors 
and coaches

 By modeling desired behaviors and values, 
senior leaders set an example.

 Mentorship and active involvement help 
nurture emerging leaders

 The importance of talent recognition and 
effective staff training is discussed.
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Why is this important?

Employees who 
receive high 

quality 
recognition are 

65% less likely to 
be job

searching
45%

well recognized 
employees are 

less likely to 
move 

companies after 
2 years

1 out of 5
Feel 

performance is 
managed in a 

motivating way

Leadership and 
management 

can cost around 
200% of their 

salary to
replace

22% of 
employees feel 

they get the
right recognition 
for the work they 

do

Technical role 
replacement 
costs 80% of 
their salary

2024 Gallup research shows that when employees know and use their strengths, they are more engaged 
(nearly six times more), have higher employee performance and are much less likely to leave their 
company.

Success

Unleash True Potential

What people Know
Technical and/or professional 

information needed to successfully 
perform job activities.

Who people ARE
What people have DONE

Educational and work achievements 
needed to successfully perform job 

activities.

What people CAN DO
A measurable cluster of behaviors and 

tasks performed on the job.

Knowledge Competencies

Experience

Personal 

Attributes

Personal dispositions and motivations
that relate to trust, job satisfaction or

failure.

Identifying High Potential Employees

o Use multiple evaluation methods: performance reviews, personality assessments, 
and peer reviews.

o A multi-dimensional approach helps pinpoint employees with leadership
potential.

o Ask yourself these questions:

o Do you measure everything? Just because you can, should you?

o Can the employee influence the metricdirectly with the work they do?

o Do any of those measurements focus on the employees' greatest abilitiesand 
contributions?

o Are they future and growthfocused? Do you discuss them on a regular basis?
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Fixed Mindset

• Avoids challenges

• Gives up easily

• Sees effort as fruitless

• Ignores useful negative feedback

• Feels threatened by the success of

others

Achieves less than their potential

Growth Mindset

• Embraces challenges

• Persists in the face of setbacks

• See effort as a path to mastery

• Learns from criticism

• Finds lessons & inspiration from the success

of others

Reaches ever higher levels of achievement

 A supportive environment motivates employees to improve.

 Creating a high development culture is key in retaining top talent.

 Encouraging ongoing training, knowledge sharing, and recognition of 
achievements is key to a culture of continuous improvement.

Do you have an effective training program? Let’s walk through what
that looks like.

Talent Recognition and Training

Implementing Effective 
Training Programs
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Technician Training: Evolution

Past:

• Hired based on previous experience in optometry/ophthalmology
• Supervisor classroom training for 2 weeks
• Followedwith observingdifferent techs for hands on training
• Reactive vs. proactive mentality
• No formal training in plan - “sink or swim mentality”

Present:

• Hire for character, train for skill
• All clinical staff starts as a technician and learns the basic skills: screening, OCT testing, and setting up injections and 
managing patient workflow

• Streamlined standardized training process.
• Train on delivering unparalleled patient experience along with technical skills
• Educational coordinators conductthe training
• Classroom and practical exercises (train for success mentality)
• Hire every 2 weeks despite “the need” for additional techs

Tech 
Training 
Program

 4 weeks of training

 Practical and classroom 

training

 Department observations

 Hard skills & soft skills

 O3s with supervisors

First Week
Onboarding

 Practice Introduction, Why? Culture, Mission, Patient

Experience Training

 Meet the CEO & Managing Physician

 Tour of the main office

 General information about portals, parking, scrubs, etc.

 Logins for all applications used

 Safety training

 Compliance training

 Department Observations

 Introduction to Lean

 Patient Experience Visit

 Meet & greet with their supervisors
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Training Program-Week 2

FRIDAY - DAY 10THURSDAY - DAY 9WEDNESDAY - DAY 8TUESDAY - DAY 7MONDAY - DAY 6

8am-10am:
Review

10am-12pm:
Practice screening on 
classmates

12pm-12:30pm:
Lunch

Optional long lunch or 
independent study before 
afternoon clinic

1:30pm-5pm:
Double screen with 
technician/coordinator 
in clinic

8am-11am:
Practical exercises for 
external exam

11:30am-12pm: 
Lunch

12pm-3:30pm: 
Practical exercises for 
external exam

3:30pm-4pm: 
Review on external 
exam

4pm-4:30pm:
Independent study

8am-10am:
Observe a screener in 
clinic

10am-11:30am: 
Disease and condition 
review and/or EHR 
practice/review

12pm-1:30pm: 
Lunch

1:30pm-4pm:
EHR resources and EHR
training/mimic screening

4pm-4:30pm: 
Independent study

8am-11am:
EHR training

11:30am-12pm: 
Lunch

12pm-4pm:
EMR training/practice

4pm-4:30pm: 
Independent study

8am-10am:
Introduction to Retina

10am-11am:
Department observation 
with physician and/or 
technician

12pm-1pm:
Lunch

1pm-3pm: 
Introduction to Retina

3pm-5pm:
Department observation 
with physician and/or 
technician

Training Program - Week 3

FRIDAY - DAY 15THURSDAY - DAY 14WEDNESDAY - DAY 13TUESDAY - DAY 12MONDAY - DAY 11

8am-12pm:
Additional classroom 
education/review. If not 
needed, techs will be 
screening with another 
tech and/or practicing 
OCTs with photographer

12pm-1:30pm:
Lunch

1:30pm-5pm:
Screening in clinic with 
coordinator/technician 
and/or OCT practice 
with photographer

8am-10am:
Introduce performing 
manual blood pressure, 
audits, Google drive 
resources, and review

10am-12pm: 
Practice/Review

1:30pm-5pm:
Screening in clinic with 
coordinator/technician 
and/or OCT practice 
with photographer

8am-12pm:
Screen in clinic with 
coordinator/technician 
and/or OCT training

12pm-1:30pm: 
Lunch

1:30pm-5pm:
Screen in clinic with 
coordinator/technician 
and/or OCT training

8am-10am:
Questions and answers
followed by review

10am-12pm:
Teach different exam 
encounters and 
expectations

12pm-1pm: 
Lunch

1pm-4pm:
Practice screening
different encounters

4pm-4:40pm:
Independent study

8am-12pm:
Screening in clinic with
coordinator/technician

12pm-1pm:
Lunch

Optional independent study
before afternoon clinic

1:30pm-5pm:
Screening in clinic with 
coordinator/technician

Training Program - Week 4

 Screen with an experienced tech in clinic

 Travel to other locations with coordinator/tech to experience working in other locations

 Practice performing OCT with photographer

 One-on-one training sessions for employees that need additional training
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Implementation

 Evaluate current training program

 Discuss current struggles with employees and 
leadership

 Create/modify training program with the input
from senior & novice techs

 Specific skill set requirement

 Standardize training program

 Classroom & practical exercises before
encountering patients

 Observe different departments
(perspective, understanding, growth)

 Build redundancies

Talent Development RoadMap

Identify and understand
company objectives.

Objective

reskill ing opportunities. Are

they in the right role? Do you

have a bench?

Align talent development 
with your employee life 

cycle, mission, vision and 

values.

Align

development plans. Include 
targeted leadership 

development.

Support

Who are your key
stakeholders. Do you have 

their support?

----------

----------- Opportunity -------------
Ident ify upskill ing and

----------- -------

----------

---------

------------ Culture -------------

----

Train your team to support 
talent development and 

focus on how they impact 

program success. Then put 
your plan to work. Start 

small.

Manage
Monitor and evaluate

progress. Seek feedback for 

improvement a s needed.

Create
Create training and

Implement

Create a culture of 
continuous learning and 

growth.

“Thank You”
QUESTIONS?
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