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* National Cooperative Agreement awarded in 2014
 Funded by the Bureau of Primary Healthcare

* One of 21 National Training and Technical Assistance Partners
(NTTAPs)

* Produces FREE Resources, Training, and Technical Assistance

www.chcworkforce.org
Contact us: info@chcworkforce.org



http://www.chcworkforce.org/
mailto:info@chcworkforce.org

N’ ACU STARQNT&R

9 MO AsSOCIATION OF CLINICIANS
g oo A e e - SANS SOLUTIONS TRAINING AND ASSISTANCE
= FOR THE UNDERSERVED ~  pop RECRUITMENT & RETENTION

LEARNING OBJECTIVES

* Understand and communicate the
impacts of JEDI-B issues and
concepts on the health center
workforce and patients.

« Effectively inform and support an
organizational JEDI-B initiative with
retention and wellness in mind.

» Learn practical strategies for
implementing JEDI-B principles
within healthcare organizations,
including addressing disparities,

fostering an inclusive culture, and
promoting patient-centered care.
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* Respectfully engage
 Be present

« Listen with respect

* Trustintent
 Acknowledge impact
* Provide grace
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A Mississippi
Health Center
“The Health Center Movement traces

its roots in the United States back to
the Civil Rights Movement, Migrant
Workers Movement, and President
Lyndon B. Johnson’s “war on poverty”
in the 1960s. Leaders including Dr. H.
Jack Geiger, Dr. Count D. Gibson Jr.,
Dolores Huerta, Cesar Chavez,
President Jimmy Carter, Senator
Edward M. Kennedy, and many others
paved the way for the successful health
center model that serves over 28
million people today.”
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Source: NW Pulse WI;I'-H ATFOREWORD BY H. JACK GEIGER


https://www.nwrpca.org/news/580691/Living-the-Legacy-CHCs-Honoring-Their-Origins-Through-Justice-Equity-Diversity-and-Inclusion.htm




JEDI-B:
Justice
Equity

Diversity
Inclusion
Belonging
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(Social) Justice: An analysis of how power, privilege, and oppression impact the experience of our social
identities. It reflects a society, community, and institution mutually shaped to meet the needs of all groups
through full and equal participation and creates physically and psychologically safe and secure spaces for all.

Equity: Actively working to identify and eliminate barriers that have prevented full participation across
differences in culture and circumstance It reflects processes and practices that both acknowledge that we
live in a world where everyone has not been afforded the same resources and treatment while also working
to remedy this fact.

Diversity: Having a variety of social identities (sex, race, gender, class, religion, ability, health, ethnicity,
migration history and many others) that spend time in shared spaces, communities, institutions or society.

Inclusion: Creating environments in which individuals and groups feel welcomed, respected, supported, and
valued by eliminating practices and behaviors that marginalize. An inclusive climate embraces differences
and offers respect in words and actions so that all people can fully participate in the organization’s
opportunities.

Belonging: At work, belonging takes the form of employees actively wanting to bring their true selves to
work because they know it will be celebrated and admired.

Sources: Brandeis University, Rutgers University, &
Workhuman



https://www.brandeis.edu/diversity/resources/definitions.html
https://nbdiversity.rutgers.edu/dei-committee-good-start-guide
https://www.workhuman.com/blog/deib/
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A just workplace will:

‘ Embrace a culture of openness

‘ Prioritize pay equity

‘ Create fair decision-making processes

‘ Involve managers in organizational justice efforts

‘ End unfair treatment in the workplace

Source: ChartHop


https://www.charthop.com/resources/blog/dei/organizational-justice-fairness-workplace
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An equitable workplace may have:

‘ Pay parity up and down the org chart
‘ A widely diverse executive team

Accessibility and accommodations for employees of all
abilities

‘ Fair and equal access to learning and development opportunities

Source: Workhuman



https://www.workhuman.com/blog/deib/
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A diverse workplace may have:

Employees from diverse backgrounds and experiences

Recruitment strategies aimed at increasing

underrepresented groups and higher gender diversity

Diverse teams where employees feel accepted and
valued for their unique contributions

Source: Workhuman



https://www.workhuman.com/blog/deib/
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An inclusive workplace may have:

‘ A strong sense of physical and psychological safety
‘ Flexible work options

Employee Resource Groups (ERGs) for employees with similar
experiences to connect

‘ Celebrations of diverse holidays and traditions

Source: Workhuman

STAR?CENTER

SOLUTIONS TRAINING AND ASSISTANCE
FOR RECRUITMENT & RETENTION


https://www.workhuman.com/blog/deib/
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Overview of cultural humility

Example questions to help reflect on the concept of cultural humility in our
personal and professional lives:

 How does the notion of cultural humility connect with your work in building
authentic and sustained relationships across differences?

 What is my professional responsibility to build the skills and approaches
connected to operating with cultural humility and what is the cost to me
personally or to those that | work with if | don’t operate from a place of

cultural humility?
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BELONGING

Feeling

INCLUSION

Action

Source: Workhuman



https://www.workhuman.com/blog/deib/
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Belonging at work can look like:

Peer-to-peer recognition for unique
contributions

Social opportunities to connect with
colleagues

Frequent check-ins between leaders and
employees

Source: Workhuman



https://www.workhuman.com/blog/deib/




Oklahoma s ranked the worst state

::’e;‘::ne After a state law banning some lessons on race,
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Oklahoma Lawmakers File 40 Antl-
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At least 50 percent of OKlahomans ThiS new Oklahoma executive
orara 1 Order narrowly defines ‘woman’

of critical race theory statewide

In Oklahoma, Native American
Oklahoma state Sen. Nathan Dahm has filed a bill that would b| WOIMEN struggle to access
departments from implementing critical race theory statewide emergency Contraception
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JEDI-B AS A SPACE FOR HOPE
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WHERE WE ARE NOW:
WORKFORCE



Source: Unsafe,

Unheard, Unvalued:

A State of Inequity
Report

Across races and ethnicities,

85% of all
Americans

want to work where they feel a sense
of community and connections with
those around them.



https://www.stateofinequity.wearehue.org/
https://www.stateofinequity.wearehue.org/
https://www.stateofinequity.wearehue.org/
https://www.stateofinequity.wearehue.org/
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 1in 4 BIPOC report they have not had the same opportunities and chances to succeed as
any other person within their company.

« 1in3Black, 1in 3 Latine, and 2 in 5 LGBTQIA+ BIPOC have changed career direction or
industry due to lack of mobility or career growth.

 BIPOC are 2x as likely to consider leaving their employers due to the emotional burden
related to their race at work.

* Indigenous Americans are 3x as likely.
 34% of LGBTQIA+ employees have left a job due to treatment by their employer.

* Disabled working people were significantly less likely to be employed as managers,
directors, or senior officials, or to be employed in professional occupations (27.2%
compared to 34.5% for non-disabled people).

Sources: The Journey to Equity and Inclusion, Unsafe, Unheard, Unvalued: A State of Inequity Report, LGBT People’s Experiences of Workplace
Discrimination and Harassment, & Neurodiversity in the Workplace



https://shrmtogether.wpengine.com/wp-content/uploads/2020/08/20-1412_TFAW_Report_RND7_Pages.pdf
https://www.stateofinequity.wearehue.org/
https://williamsinstitute.law.ucla.edu/publications/lgbt-workplace-discrimination/
https://williamsinstitute.law.ucla.edu/publications/lgbt-workplace-discrimination/
https://mydisabilityjobs.com/statistics/neurodiversity-in-the-workplace/
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Respect & Emotional Wellbeing R e

« 33% of Black workers do not feel respected or valued at work (compared to 18% of
White workers).

 1in 3 BIPOC report feeling fatigue related to racial tensions or issues at work.

« 1in 4 BIPOC report they have felt unable to speak out against discrimination they’ve
experienced or witnessed based on their race/ethnicity.

« 67% of BIPOC report no mental health resources or trainings are available at their
employers.

« 75% of Indigenous Americans report the same.

* Nearly 1in 5 BIPOC do not feel safe mentally or emotionally at work (they are 1.5x as
likely to feel this way compared to White Americans).

 1in 5BIPOC report they are not comfortable being fully themselves at work.

« 38% of LGBTQIA+ employees reported experiencing harassment at work.

Sources: The Journey to Equity and Inclusion, Unsafe, Unheard, Unvalued: A State of Inequity Report, & LGBT People’s Experiences of Workplace
Discrimination and Harassment



https://shrmtogether.wpengine.com/wp-content/uploads/2020/08/20-1412_TFAW_Report_RND7_Pages.pdf
https://www.stateofinequity.wearehue.org/
https://williamsinstitute.law.ucla.edu/publications/lgbt-workplace-discrimination/
https://williamsinstitute.law.ucla.edu/publications/lgbt-workplace-discrimination/

BIPOC are more likely to leave their employer
when health and well-being are not prioritized’

85%

Latine

73%

0/ . 69% BIPOC
0 =

of Americans would leave a job
where their employer does not
prioritize mental and emotional
health and well-being.*

Source: Unsafe,
Unheard, Unvalued:
A State of Inequity

Report



https://www.stateofinequity.wearehue.org/
https://www.stateofinequity.wearehue.org/
https://www.stateofinequity.wearehue.org/
https://www.stateofinequity.wearehue.org/
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* Currently, the average wealth for White families is 6x that of BIPOC families and 8x that
of Black families.

 1in 4 BIPOC report they are not paid fairly in a comparable way to their colleagues at
their level.

* The sentiment doubles among South Asians to 2 in 4.

* BIPOC report being 3x as likely to
have faced financial hardship due to
their race/ethnicity.

 BIPOC are 2x as likely to report
experiencing job loss due to
discrimination related to their
race/ethnicity.

Source: Unsafe, Unheard, Unvalued: A State of Inequity Report



https://www.stateofinequity.wearehue.org/
https://www.stateofinequity.wearehue.org/
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https://chcworkforce.org/wp-content/uploads/2022/02/Pay-Equity-Checklist-Final.pdf
https://chcworkforce.org/wp-content/uploads/2022/02/Pay-Equity-Checklist-Final.pdf
https://chcworkforce.org/wp-content/uploads/2022/02/Pay-Equity-Checklist-Final.pdf
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Pay Equity White Paper

Establishing Pay Equity Principles to Advance
Workforce Financial Wellness

STAR? CENTER

WHITE PAPER 2023

Thie project is supported by the Health Resources and Services Administration (HRSA) of the US. Department of Health and
Human Services (HHS) as part of an award totaling $707.964 with O percentage financed with non-governmental sources. The
contents are those of the author(s) and do not necessarily represent the official views of, nor an endorsement, by HRSA, HHS, or
the U.S. Government. For more information, please visit HRSA.gov



https://chcworkforce.org/web_links/pay-equity-2023/
https://chcworkforce.org/web_links/pay-equity-2023/
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Are we addressing the problem?

« 84% of employees report their company has not addressed the mental or

emotional impact of discrimination on its employees of color since June
2020.

* 1in 5 workers (all races/ethnicities) report their employers have not done
a good job of providing resources supporting the emotional or mental
health of historically marginalized groups.

 More than 3 in 4 BIPOC report their employer has not made meaningful

progress on building a more equitable environment for employees of color
since June 2020.

Source: Unsafe, Unheard, Unvalued: A State of Inequity Report



https://www.stateofinequity.wearehue.org/

JEDI-B INITIATIVES:
IMAPCT ON RETENTION



HOW JEDI-B CAN IMPROVE THE

WORKPLACE
Makes Work More Facilitates Helps People Build
: Workplace )
Meaningful Ea New Skills
airness

« Working « Confidence in the « Exposed to a
environment that organization wider range of
allows all workers « Deeper trust and opinions, ideas,
to thrive commitment and skills

« Employees are « Greater e Increased
happier and more likelihood of curiosity
productive staying « Equitable

opportunities

Source: Eightfold Al


https://eightfold.ai/wp-content/uploads/DEI_and_Talent_Retention.pdf
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When employees feel like they belong at work they are...

‘ 3x more likely to feel people look forward to coming to work

9x more likely to believe people are treated fairly
regardless of their race

‘ 3x more likely to say their workplace is fun

‘ 5x more likely to want to stay at their company a long time

Source: Workhuman



https://www.workhuman.com/blog/deib/

JEDI-B INITIATIVES:

IMAPCT ON STAFF
WELLBEING




WHY JEDI-B MATTERS
The Wellbeing Case

* [Improved wellbeing and productivity

» Addressing systemic injustices
exacerbated by the COVID-19
pandemic

* Enhance feelings of
inclusion and belonging

» Increase staff longevity, mental T
health, and engagement
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Inclusive and diverse recruiting, hiring,
training, engagement, and promotion

Move beyond a one-size-fits-all solution

Consider the impacts of microagressions
and homogenous internal work culture

Talk to your staff!
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* Finances are the biggest source of
stress for adults in the U.S.

« Addressing pay inequities is an
important part of supporting overall
staff wellbeing.

* Investing in inclusive benefits can
also help address your workforce'’s
financial stress.

Source: Open Source Workplace & STAR? Center



https://opensourcedworkplace.com/news/creating-a-culture-of-wellness-for-your-team
https://chcworkforce.org/wp-content/uploads/2022/08/Mental-Health-Compensation-Equity-Factsheet-2022.pdf

JEDI-B INITIATIVES:
IMPACT ON PATIENT
CARE & OUTCOMES
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» Black and Hispanic patients are significantly less likely than white patients to be
prescribed opioids for similar types of pain.

 American Indian/Alaska Native and Black women are 2x and 3x more likely,
respectively, to die from pregnancy-related causes than white women nationally.

 Among Black women with a college degree or higher, the pregnancy-related
mortality rate is 5x higher than that of white women with a college degree.

* Health care providers spend less time in appointments, provide less education
about health, and are more reluctant to perform certain screenings with patients
who have obesity, compared to thinner patients.

« Women in same-sex relationships are 25% less likely to receive Pap tests and
mammograms than women in different-sex relationships, even after controlling
for sociodemographic characteristics, health insurance coverage, smoking status,
and self-rated health.

Sources: BulletPoints


https://www.bulletpointsproject.org/cultural-humility
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Patient Ca re & Outcomes FOR THE UNDERSERVED FOR RECRUITMENT & RETENTION

* More engaged clinicians and staff lead to improved outcomes.

* Increased diversity in the healthcare workforce helps reduce or eliminate
racial health disparities.

« JEDI-B-informed staff and programs increase accessibility to care and
build trust with the community.

* Organizations with JEDI-B training for staff have improved treatment
adherence, increased patient trust and engagement, and reduced
healthcare costs.

« JEDI-B training can help teams function more effectively, reducing
conflicts and improving the patient experience.

Sources: Healthcare IT News, Regis College, & OneView



https://www.healthcareitnews.com/news/dei-patient-education-improves-engagement-lowers-costs
https://online.regiscollege.edu/blog/dei-training-in-health-care/
https://www.oneviewhealthcare.com/blog/how-diversity-equity-and-inclusion-initiatives-can-lead-to-better-patient-outcomes/

THE PATH FORWARD: LEADERSHIP’S ROLE
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JEDI-B Improves the Workplace for Everyone

THE CURB-CVT EFFECT

“When the nation targets
support where it is
needed most—when we
create the circumstances
that allow those who
have been left behind to
participate and contribute
fully—everyone wins.”

- Angela Glover Blackwell
WHEN WE DESIGN ... WE MhkE THINGS

FOR- DIGABILTIES BETTER. FOR_ENERYONE
Source: Stanford Social Innovation Review

Image Source: Sketchplanations

sketchplanatbions


https://ssir.org/articles/entry/the_curb_cut_effect
https://sketchplanations.com/the-curb-cut-effect
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“When an organization has
a dedicated DEI leader, 57%
of respondents said that
they felt more strongly that
steps taken are effective
versus 16% of respondents

when there was no top

executive or group devoted
to DEL.”

Source: SMG.


https://smg.com/blog/diversity-equity-inclusion-in-the-workplace-how-to-align-dei-efforts-with-expectations-and-drive-employee-engagement/
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BUILDING AN
INCLUSIVE
ORGANIZATION

TOOLKIT

Create a Ensure Continue to

Implement Culture of Accountability Grow
Inclusion

&AAPCHO



https://chcworkforce.org/wp-content/uploads/2021/03/Building-An-Inclusive-Organization-Toolkit-3.09.21.pdf
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How can you use data to assess needs, implement
action, and ensure accountability?

What are best practices in implementing policies

to support an inclusive environment?

How can we create a culture of inclusion and
equity demonstrated in our daily actions and

words?
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‘ Engage in JEDI-B training yourself
‘ Lead humbly and accept the results of self-assessments, etc.

Give staff time and resources to create and implement JEDI-B
programming

‘ Advocate for JEDI-B initiatives with your BOD
‘ Commit to transparency around JEDI-B progress

Source: Center for Creative Leadership (CCL)



https://www.ccl.org/articles/leading-effectively-articles/5-powerful-ways-to-take-real-action-on-dei-diversity-equity-inclusion/
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FOR THE UNDERSERVED FOR RECRUITMENT & RETENTION

 Develop a mission or vision statement around diversity, equity, and inclusion.

« Establish a task force to lead diversity, equity, and inclusion work. Provide
leadership support around task force activities.

* |ntegrate diversity, equity, and inclusion into professional development.

« Establish affinity groups to offer a safe space for people who have similar
backgrounds to share their experiences, receive support, and discuss
opportunities to address workforce challenges and needs.



BUILDING A MULTIDIMENSIONAL ACU
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Source: Unsafe, Unheard, Unvalued: A State of Inequity Report



https://www.stateofinequity.wearehue.org/
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Areas to Consider

. Ableism

‘ Fatphobia/Anti-Fat Bias

‘ Gender Inclusivity

‘ Lived Experiences

. Misogyny

. Racism/Appropriation
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Engaging Your Employees e

Do employees act engaged and come to work enthusiastic and ready to work with the
team?

* Do employees fully understand their role in the organization, and where they fit in the
agency'’s purpose and objectives?

Do employees feel they have a voice to offer ideas and express views to be included
when the agency makes decisions and will feel respected when doing so?

Do employees fully believe they can contribute as a member of the team?

Do employees have focused and clear goals and feel trusted and empowered?

* Do employees receive regular and constructive feedback and have support in
developing new skills?

Do employees receive recognition for achievement?

Do employees have strong and authentic values, and show clear evidence of trust and
fairness based on mutual respect?

Do employees have an equitable opportunity for training and development?

Source: Washington State Diversity, Equity and Inclusion (DEI) Council



https://ofm.wa.gov/sites/default/files/public/shr/Diversity/DEIMEDIA/DEI%20LifeCycle%2020190923%201420l.pdf

PRACTICES TO CONSIDER

Developing Your Employees
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* |dentify current DEI obstacles.

* Encourage cross training between divisions.

* Encourage employee memberships with external associations.

« Allow attendance at external seminars and conferences.

« Research online and in person training opportunities thru LMS.

* Provide Tuition Assistance Programs when available.

« Offer flexible schedules.

» Start a mentorship pilot in your organization and ensure you invite as many
managers as possible to be mentors.

« Monitor the success of the mentees (retention, promotion, productivity) and the
value of the relationship to both.

* Pair leaders as coaches with new employees.

* Integrate DEIl into all training and education that advances the organization’s
strategy.

Source:


https://ofm.wa.gov/sites/default/files/public/shr/Diversity/DEIMEDIA/DEI%20LifeCycle%2020190923%201420l.pdf

PRACTICES TO CONSIDER ACU .. %

Retaining Your Employees

* Consider "Stay Interviews": exit interviews occur when an employee has already decided they are ready
to end their employment. Stay interviews are a strategy to identify ways to keep a valued employee from
leaving. They can be a great opportunity to gain useful feedback to support an employee. Sample
questions:

1. What kind of work culture do you work best in?

2. What gets in the way of you being as successful as you want to be? What support do you need to
get there?

3. Do you feel connected to your team members?

4. What types of projects do you find fulfilling?

* Build trust - Be open to learning about your employee and their perspective and worldview.

* ldentify interests what does the employee want to learn and be exposed to.

 Mentors - Identify individuals that can serve as formal or informal mentors to help navigate problems.

« Check-in regularly on the experience employees are having in the workplace, and if the employee feels,
they have what they need to be successful.

* Prioritize growth and innovation.

 Create a comprehensive diversity plan and weave it into the agency culture so employees feel welcome,

potentially encouraging them to stay.

Source:


https://ofm.wa.gov/sites/default/files/public/shr/Diversity/DEIMEDIA/DEI%20LifeCycle%2020190923%201420l.pdf
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“IA lens is simply a]
framework to guide
decision-making policies,
procedures, programs, or
decisions that are being
considered.”

Source: Albright College


https://www.albright.edu/wp-content/uploads/2021/12/DEI-Lens-Document-for-Policies-2021-final.pdf
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 The complexity and sensitivity of JEDI-B work can cause resistance, out
of a desire to do it perfectly/right.

o This is a great example of a time to not let perfection be the enemy of
the good.

o You don't have to do everything exactly right the first time, or any

time, for that matter. We should all just be striving to do better with
every project.




QUESTIONS

ACU STAR?CENTER

ASSOCIATION OF CLINICIANS
FOR THE UNDERSERVED FOR RECRUITMENT & RETENTION

SOLUTIONS TRAINING AND ASSISTANCE




i

i'

|‘ ‘."-. W -
& =4 .
. i % ]
b = -"_. o
IH'- l- .-ﬂ iy
u:: A U
I-I. ' i
2

?E
Hl |

STAR2 CENTER RESOU RCES

Recruitment & Retention Self-Assessment Tool

Health Center Comprehensive Workforce Plan Template (formerly Health Center Provider

Recruitment & Retention Plan - Newly updated!)
Pay Equity Checklist

Financial Assessment For Provider Turnover Tool (Newly Updated!)

Building an Inclusive Organization Toolkit

Onboarding Checklist

Supporting Mental Health Through Compensation Equity Factsheet

You can find all the STAR? Center’s free resources here

Sign up for our newsletter here for new resources, trainings, and updates

Acu . %
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https://chcworkforce.org/web_links/acu-self-assessment-tool/
https://chcworkforce.org/web_links/hc-cwp/
https://chcworkforce.org/web_links/pay-equity-checklist/
https://chcworkforce.org/web_links/star-center-financial-assessment-tool/
https://chcworkforce.org/building-an-inclusive-organization-toolkit-3-09-21/
https://chcworkforce.org/web_links/onboarding-checklist/
https://chcworkforce.org/wp-content/uploads/2022/08/Mental-Health-Compensation-Equity-Factsheet-2022.pdf
https://chcworkforce.org/resources/
https://visitor.r20.constantcontact.com/manage/optin?v=001mviBI9VtTvI9luQrjUW5eSQw2QxiLefWsjV3ZiaDkUKJpv5bIxNy8594vwYus-xzJvLQ90Z7fdN-g4BJzFKD84hYX7QjJBHe_wPLW0Knvmk%3D

STAY IN TOUCH!

‘cworkforce.org

Info@chcworkforce.org

844-ACU-HIRE

&. 4 \CU STAR?CENTER
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