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Greetings AASA community! I am honored
to be writing my first president’s message for
the Cutting Edge. I want to start off by
thanking Megan Berlinger for her amazing
service as
president.
She focused
her
presidency
on member
engagement
and did a
remarkable Figure 2: Unsplash
job.
Increasing our social media presence had a
notable impact. The feedback has been
extraordinary!
As for what your current board is up to…they
are off to a quick start! Wendy Webster, Tim
Roach, Jason Quinn and Greg Kharabadze,
your regional representatives, have been
gathering information and are in the
beginning stages of planning the mid-year
retreats. The regional representatives have
also been partnering with Joellen, as
membership chair, to great success! Megan
is getting ready to launch new content in the
toolkit, and Heidi Gibbs has been a rock star
with the social media.

Greg Kharabadze
Southern Region Representative

Wendy Webster
Midwest Region Representative

Tim Roach
Western Region Representative

Jason Quinn
Chair of Education Committee

Christal Moore

Not to be left out, Lonn McDowell is quickly
reining in a new
sponsor. Christal
Moore and
Jonathan Radin
have begun the
process of laying
out our
education plan
for the year;
tedious but
important work!
Dan Ott is
sharpening his
pencil and
Figure 3: Unsplash
getting to
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work on our annual budget. And you can
clearly see from another outstanding Cutting
Edge, Bess Wildman continues her hard
work of making sure we all know what is
going on with AASA.
In this edition of the Cutting Edge, I offer
some quick highlights. Christal provides a
great recap of this year’s annual meeting.
And be sure to check out the SpineSearch’s
article. They are growing! We always enjoy
celebrating the successes of our sponsors.
Jason Quinn has a great book review in
“What’s on My Nightstand.” And don’t miss
the new member highlights—be sure to
reach out and welcome the new members to
the AASA!
Please share your department happenings
with us via Twitter (@AASA1org). We want
to promote the amazing accomplishments
you make possible in your own institution!
I personally want to wish everyone a
wonderful holiday season. Enjoy your time
with family and friends!

For those of you who missed Steve
Marsh’s webinar Next Steps:
Creating a Positive Workplace
Culture in Health Care, we
recommend you check out the
slides and maybe even reach out to
get copies of Steve “stay interview”
questions. This webinar was a
follow up session from Steve’s
presentation at the annual meeting
and was intended to build upon
the tips and insight he shared.

Best,
Rebecca Napier

The Webinar dug into the steps he
has taken at The Medicus Firm
and gave some great ideas about
how we can improve culture at our
own organizations.
Keep an eye out for more great
webinars coming soon. Visit
www.aasa1.org for the most up-todate information.
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What’s on my nightstand…
Jason Quinn

The Checklist Manifesto by Atul
Gawande
The Checklist Manifesto is a
must-read for anyone living or working
in an environment that requires many
tasks and/or task(s) crucial for success.
Dr. Gawande has an incredible ability to
relate the importance of a checklist by
telling animated stories from his
experience as a physician and describing
how a checklist would have improved or
did improve the outcomes of his
patients. I’ve used the concepts from The
Checklist Manifesto on practically a daily
basis at work as well as frequently in my
personal life. It’s one of the best, short
reads in my library.
Tailspin by Steven Brill
I’m only about a quarter of the
way through Tailspin. It is a fascinating
book about how America got to where it
is today by looking into the people and
forces behind fifty years’ worth of a
trend. The book discusses a variety of
trends that have led to today’s economic
and political landscape. The most
captivating part of this book in my
opinion, is the authors’ ability to display
how some of the smartest and most
savvy people have looked at the systems
in America and exploited the portions to
their advantage. While the author
further explains how that exploitation
leads to selfish gain and what people can
and are doing to fix it today I have
gained a whole new appreciation for
people’s ability to exploit processes
simply by focusing their knowledge of
the system and each one of its
components. Relating these concepts to
Healthcare and Business in general has
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been an enjoyable exercise for me
personally and professionally.
Thinking, Fast and Slow by Daniel
Kahneman
This is a slightly slower read, but it’s
interesting in that its author, Daniel
Kahneman takes the reader on a journey
through his exploration of the scientific
concepts and research he has conducted
throughout his very successful career.
The overarching concept is that there are
two ‘types’ of thinking and within those
thinking constructs, there are ways for us
to manage ourselves and our ability to
think and speak in superior ways. My
wife gave me this book in hopes it would
help me to slow my mind down at times
and potentially reduce stress. While she
had the best of intentions, the book is
much more about what we can and can’t
control in everyday situations. Situation
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like being called out in a meeting by a
colleague to being asked very difficult
questions by someone in power and how
in the moment, we can slow certain parts
of our minds down and develop habits to
give more thoughtful and appropriate
responses as opposed to ‘knee-jerk
reactions’ or rambling until we recall the
best response possible. This is a great
read for folks who would like to be more
methodical in urgent and stressful
situations.

WELCOME
NEW AASA MEMBERS
Several new members have
joined the AASA since our
national meeting. Please
encourage others to join.
Deneen Blow,
Rutgers New Jersey Medical
School

The Case for Goal Setting
Jonathan Radin

Lauren Budesa,
Penn Medicine

Katie Castello,
I strongly believe that we could all be more
intentional in our reflections and
prioritizations. I am not just referring to a
strong, though misplaced commitment to

Medical University of South
Carolina

Julie Crimmins, University of
North Carolina, Chapel Hill

Matthew Drohan,
Emory Healthcare

Blair Feldman,
Stanford University

Katie Golob,
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reduce the number of Oreo’s we consume or
the number of days we take care of our
bodies. I am referring to a focused reflection
on what is important in your life and what
do you want the coming year to be for you to
consider it a success. As Simon Sinek
describes in his book, Start with Why,
finding the reason why you do what you do
and what is really important to you is critical
for your development as a leader.

Virginia Commonwealth
University Health System

Meagan Howard,
Vanderbilt University Medical
Center
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The intentionality of this exercise cannot be
underestimated in its importance. I have
always marveled at those individuals that
can do this with ease. I think that many of
us struggle with this type of intentional
reflection because we are uncomfortable
about what the results my yield. Are we fully
prepared to accept that our goals may have
been lost? That we might have “failed” to
accomplish what we told ourselves was
important at the beginning last year? In
fact, there may be more value in the selfevaluation if we can learn from these
changes in priorities. Where our priorities
and goals to lofty? Not lofty enough? Was
there something that came in as more
important throughout the year that required
us to pivot our priorities? Only with our
willingness to be self-reflective and
understand what happened can we become
more effective in the process and how we go
through our days. The main point is that we
cannot be so afraid of admitting our failure
that we are not willing to analyze what
factors contributed to our results.

Figure 6: Unsplash

It is important to understand that goal
setting and review are equally valuable.

Only a willingness to be self-reflective on
both ends of the process can result in real
personal growth. What follows is a couple of
easy steps you can take in the start of the
new year that I hope will be useful. It comes
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down to answering a few questions at the
beginning and end of the year. It should be
noted that it is not necessarily important to
do this at the beginning or end of the
calendar year. Pick a date that is important
to you and that you can commit to. Maybe it
is your birthday or an anniversary, just
choose one that you can stick with.

and find a goal in each area of the three
subject areas and then find easy, medium
and hard to accomplish components or goals
for each. It would look something like this.
Easy

Medium

Hard

Personal
Relationship

Goal Setting
To start this process, I find that it is
important to categorize my goals into a
matrix. The first three categories are based
on the achievability of each goal. Three
seems like a reasonable number. I think
about it in terms of goals that are easily
achievable, moderately achievable or
challenging. The next grouping is based on
areas I have defined as priorities in my life. I
set a goal for each level above based on
personal, professional and relationship.
These are the areas that define my why. For
me Personal is usually about my health,
fitness or other outlets. This year, focusing
on my photography and my creative outlets
is very important. I always dabble but I
want to make it a priority. The other area
for me is Relationships. I want to be very
purposeful in my ability to be the best father
and husband I can. I also see areas that I
can be a better friend to those that are close
to me. My third category is Professional.
This is a broad heading but I like to pick
something specific that I want to work on in
my professional life. One that seems to
always be on my list is to improve my ability
to stay organized. It may also include
another type of professional objectives. I try
and stay away from things that are simply
listed in my job description. This is more
about how I am going to perform and maybe
a few things I want to accomplish outside of
my job description.
The next side of the matrix is based on the
perceived ease of achieving each goal. I try

Professional

The last step in this is to really think about
(maybe even write down and/or share with a
mentor or colleague) how you plan to
accomplish these. Remembering that this is
a guidepost and not a rule book. When I
reflect at the end of the year I evaluate the
ones I was successful with while trying to
understand why and how I got the results I
did. I also look at the ones I did not
accomplish to evaluate why and how I was
not successful. Just because you do not
complete a goal does not mean you failed. I
don’t know who said it (besides my son’s
Jiujitsu professor) but there is only winning
and learning. I get far more from learning
than I do winning. Sometimes your
priorities change. Sometimes you set a goal
that was unachievable or that was harder
than you thought it would be. As long as you
are honest in yourself reflection you are
getting something out of the process.
Remember that this is an idea that works for
me, most of the time. It may not work with
your style. Regardless I hope you are willing
to give me feedback on why you think it will
or won’t work for you and how the process
goes if you try it. I am happy to discuss in
person or in one of the AASA Forums.
Happy New Year!
Jonathan Radin
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UPCOMING WEBINARS

Georgia Smith
UT Southwestern

Social Media Basics for AMC Organizations
January 21, 2019 at 3 PM EST
Nicola Hawkinson
Spine Search

Applying APP recruitment trends to your academic
institution
February 11, 2019 at 3 pm EST

SURVEY TIME
It is time for our 2018 Compensation and Departmental Perspectives Survey. This will only
take a couple of minutes and is valuable information for all of our members. Please click here to
complete this year's survey. The deadline to participate in the survey has been extended to
December 21st.
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Boston Recap
Christal Moore
This year the AASA held its 31st annual
conference in the great host city of Boston,
Massachusetts from October 20th – 23rd. We
hosted a wide array of surgical leaders from
across the country totaling one of our largest
conferences ever with over 185 attendees.
This jam-packed conference included a
community service event (#SurgeryGives),
pre-conference workshop, daily education
sessions, happy hours, and the Celia King
Dinner. This year, we added a conference app
to help inform members about the conference
and interact during the sessions.

We kicked things off on Saturday morning
with the #SurgeryGives community service
outing by completing 4 hours with the Greater
Boston Food Bank. A group of about 20
participants sorted and weighed frozen food
that would be sent out to food pantries across
the state of Massachusetts. The team sorted
over 21,000 pounds of frozen food that would
feed a family of 4 for with 17,500 meals. The
organization at the Boston Food Bank made
this one of the best community service events
yet. I believe we all left with a new
understanding of how food poverty affects our
communities.

Figure 7: Nick Carmona

The conference theme of: Revolutionize,
Reinvigorate, Reconnect was a perfect
summary of our growing conference. This
year we revolutionized the conference by
making some fun changes and revigorated the
program by continuing many of the traditions.

Figure 8: Nick Carmona
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Starting around 1pm, we kicked off the new
pre-conference workshop, Building Trust
Through Coaching & Mentoring, taught by
Angel Nix of National Institute for Leadership
and Organizational Development (NILOD).
The workshop included 30 participants who
listened to a few great tips on leadership, a
review of FIRO-B results, and interactive
session discussion our real work examples
with Angel. This session was an incredible
value-add to the participants and we are
looking forward to future partnership with
NILOD on leadership trainings.
One added revolution of the conference was
an opening welcome reception at Towne Stove
and Spirit that started at 6pm. We were able
to give our members in town on Saturday
9 of 14

night two free drinks and appetizers while
taking in a great view on Boylston Street. We
all had a wonderful time getting to know
everyone in an informal environment before
the conference kicked off.
On Sunday morning, the AASA kicked off its
opening session with a new format. The
program was set up in blocks of topic
interests. The morning session was dedicated
to Human Resources and Change
Management sessions followed by
Organizational Culture and Diversity. We
were led with discussions on dealing with
disruption faculty, taking a surgical division
from disaster to success, and herding the
unicorn of culture change. The speakers gave
us some great takeaways to use in our own
departments.

Figure 11: Nick Carmona

Next, we had our usual changeover with a
short trip to the Westin Hotel to meet with
our surgical chairs for the joint Society of
Surgical Chairs/AASA session. This
session: “Beyond the Media: Authentic
Response to Sexual Harassment and
Misconduct, What Surgical Leaders Need
to Know in identification, response to and
creating culture to prevent” was one of our
best joint sessions. We heard from chairs,
leaders, and administrators with The Ohio
State University, University of North
Carolina-Chapel Hill, Johns Hopkins, and
Wake Forrest. We learned what stance

chairs communicated to their faculty and
the process changes they are currently
doing to prevent harassment and
misconduct. Several case studies and
personal stories were shared on the topic.
We learned
about ways to
change
credentialing,
onboarding,
and training to
reinforce a
zero-tolerance
department.
To wrap up a
jampacked
Sunday, we
ended with the
annual Celia
Figure 10: Nick Carmona
King dinner.
This year, we
tried a new type of venue in a museum.
The Isabella Stewart Gardner Museum
was just a short “Wellness” walk from the
hotel. The museum was a fantastic
location, with good people, food, and
drink. We were certainly ready to
reconnect by hearing Teri Keeler’s roast of
Rebecca Napier, incoming President of the
AASA. The “lobsta” rolls were a great way
to break in to the Boston culture! The
museum did not disappoint with the great
artwork and artifacts. Also, we learned of
the great artwork heist that took place,
and how the mystery is still unsolved!
Note, there is still $10 million-dollar
reward for information that leads to the
return of the $500 million in stolen art
that disappeared.
Monday morning kicked off a great day of
learning about Strategy/Organizational
Structure and Planning. We started with
our Richard M. Serwell Lecture presented
by Dr. Matthew Edwards. We heard about
the Wake Forest Service Line experience,
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and Joellen Buckio, Dr. Kibbe from UNC
walked us through the SOM strategic
planning process at UNC.
The conference continued the day with the
Research and Education series of
presentations looking at restructuring the
financial management of the University of
Utah. Also, we heard about creating an
alumni society in the department of
surgery, and applying translational
research in the clinical environment.
Our last day of the conference we were
able to review the clinical productivity
series where we discussed faculty

productivity models at the University of
Florida led by Lonn McDowell and Dr.
Mast. Then we learned about the
perioperative integration across the health
system from Tufts University. Our
Administrator development sessions
rounded out the conference. This year we
added some closing remarks from a
current member. Janet Heinzmann from
the University of Virginia was selected for
this recap. She did a phenomenal job
describing the benefits of the AASA, the
conference benefits, and what this
organization has meant to her as a
surgical leader. We were all left with a
feeling of purpose after her remarks;
knowing that we can revolutionize,
reinvigorate, and reconnect together.
We have already begun planning for next
year’s conference in San Francisco,
California. Please save the dates October
26th-29th, 2019. If you are interested in
participating on the planning committee,
please email me at cmoore62@jhmi.edu.
You will have another fun packed,
educational, and connected conference to
look forward.

Want an easy way to get involved with the
AASA?
How about telling members about what is on your
nightstand? Or maybe giving some advice about career
or personal development? Maybe you would rather
share the results of your last query to one of our forums
or to the members at large. Writing an article for the
Cutting Edge is an easy way to contribute and set the
time you invest to fit your busy schedule. Cutting Edge
publishes in March, June, September and December.
Please let Bess Wildman, bwildx4@icloud.com, know if
you are interested in sharing your knowledge with your
peers for one of the upcoming publications.
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The Faculty Hiring
Challenge
Nicola Hawkinson
Spine Search

In October 2018, I participated in AASA’s
Annual Conference in Boston. While
there, I had the opportunity to join 3
separate groups of Academic Practice
Administrators to talk about the
challenges they felt in acquiring staff.
Each group identified the same 3 issues...,
Difficulties in Sourcing, Challenges in
Recruiting, and Failure to Retain.
Here’s the thing. According to research
from the Association of American Medical
Colleges, 45% of Graduates aspire to work
in an Academic Setting, yet only 16% end
up doing so. Worse still, 38% of those who
choose Academia end up leaving within 10
years. Why is something that on the face
of it should be so easy, so difficult?
Many hiring processes start off on the
wrong foot, and never, ever recover. In my
experience, the major problems result
from failure to properly define the type of
employee needed or failing to understand
the motivations and aspirations of the
prospective hire.
Sourcing
In order to source a new employee, you
must have a clearly identified need. Are
you seeking someone to serve primarily as
clinical staff or are you seeking
department leadership? Is your need
primarily on the teaching side? Are you
looking to build out a research area or
support existing research projects? Vague
or overly broad definitions are a sure path

to failure in identifying prospective
employees.
Only by honestly assessing what you need,
can you begin to understand the mindset
and aspirations of the type of employee
you are seeking. Successful hiring is all
about the matching of employer needs and
employee aspiration.

Hiring and Aspiration
More so than any other employer, when
academia chooses to compete on the basis
of salary, it gives up most of its advantages
by forcing the prospective employee into a
purely financial decision. Great employees
and great academics are driven by
aspiration. The academic employer must
understand the aspirations that drive the
potential academic employee.
Examples of personal aspirations abound.
These include the opportunity to do
research, interesting cases, potential
tenure, teaching, title, or chairmanship
opportunity among others. The
aspirationally driven academic employee
may also be interested in unique
programs, grants and foundations,
number of beds, or institutional
reputation. Patient volume and subspecialty opportunities can attract
particularly well qualified candidates, and
act in a synergistic fashion on the
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reputation and relevance of the
institution.
One particularly powerful incentive has
proven to be the establishment of a Center
of Excellence. When properly planned and
executed, this can attract nationally
recognized leadership, funding
opportunities, as well as a full team of
instructors and practitioners anxious to
work in the Center.
The influx of Millennials (the cohort born
roughly between 1984 and 1995), and
their cultural influence makes this more
important than ever before.
Study after study confirms that
Millennials wish to be consulted and
heard. Millennials are not driven by
acquisition of things. They may want a big
home ultimately, but they’re content to
live with their parents while moving
towards that goal if that means they can
invest time in social causes and backpack
weekends with friends.
Millennials want to be a part of a team.
Does your institution implement team
approaches? Millennials want to be a part
of the solution. Millennial teams will work
long and hard to implement the team’s

solution. They have near zero interest in
being the drone who implements someone
else’s top-down solution.
Recognition matters. Insure that your
online presence is robust. Prospective
employees will certainly research you on
line. At a minimum, be certain that your
website is current and accurate. Faculty
members should all appear on the website
and LinkedIN. A Twitter feed will let you
tout the accomplishments of your
organization and faculty.
Your P/R department can play a
significant role in making your institution
look like a good career choice.
Be ruthlessly realistic in your selfassessment. Are you a national or a
regional player? What is your academic
ranking? Your hospital ranking? What are
the career growth opportunities that you
offer? What are the lifestyle
opportunities?
When the time comes, be creative in your
offer. Will you support meeting
attendance and publication? What Case
Load and Mix can you guarantee? Is
research funding available? Is there a
timeline to tenure? Does your institution
actively promote the projects of your
employees? A telephone call from the
Chairman can be a remarkably powerful
inducement.
Retention
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Employee retention is also a question of
understanding goals and aspirations. If
your retention strategy is a 3.6% annual
increase in salary, then you can expect to
suffer. Your employee can leave for any
number of aspirational reasons, or simply
because someone else offered 3.8%. On
the other hand, providing support to
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attend one particular meeting may result
in an employee whose interests feel valued
and validated. Building a pathway to
tenure can result in loyalty and
dedication.

intense as physician shortages grow.
Academic institutions can compete
successfully by paying attention to the
aspirations of prospective employees and
by demonstrating clearly that their
organizations can fulfill those goals.

Competition for physician employees is
ferocious and will only become more
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