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STAR² CENTER

• National Cooperative Agreement awarded in 2014
• Funded by the Bureau of Primary Healthcare
• One of 22 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


LEARNING OBJECTIVES

1.Understand the components 
of a comprehensive 
workforce plan.

2.Identify the benefits of 
developing strategic staff 
development opportunities 
and plans.

3.Comprehend the elements of 
action plans.



LET’S HEAR FROM YOU!

menti.com
8683 6918



APPLYING THE JEDI LENS



STAR2 CENTER RESOURCE HIGHLIGHT

Click here to access the 
Building An Inclusive 
Organization Toolkit!

Building An Inclusive Organization Toolkit

https://chcworkforce.org/web_links/building-an-inclusive-organization-toolkit/


Leadership needs to 
reflect the 

organization’s values in 
its day-to-day actions

Alignment of a health 
center’s mission with 
the beliefs and values 

of its workforce is 
critical



“[A lens is simply a] 
framework to guide 

decision-making policies, 
procedures, programs, or 
decisions that are being 

considered.”

Source: Albright College

WHAT DOES IT MEAN TO APPLY A LENS?
JEDI & Wellness

https://www.albright.edu/wp-content/uploads/2021/12/DEI-Lens-Document-for-Policies-2021-final.pdf


COMPREHENSIVE WORKFORCE PLANNING



COMPREHENSIVE WORKFORCE PLAN
Definition & Components

A comprehensive workforce plan describes the process for which a health 
center assesses the needs of its patients and community while identifying 
strategies for building and sustaining its capacity to support those needs 
through qualified personnel that embody mission-driven, equitable, and 

inclusionary values.

Vision Assessment Retention Recruitment Development Action Plan

Click here to access the STAR2 Center’s Comprehensive Workforce Plan Definition.

https://chcworkforce.org/web_links/comprehensive-workforce-plan/


COMPREHENSIVE WORKFORCE PLAN 
Why Is It Important? 

Track Successes

Identify Opportunities 

Innovate with Data

Ensure Alignment with Goals



COMPREHENSIVE WORKFORCE PLAN 
Write It Down & Review It!

Review and update the 
Retention and Recruitment 
Plan periodically along with 

general health center 
strategic planning. 

Optimally, an annual review 
is recommended.



COMPREHENSIVE WORKFORCE PLAN 
TEMPLATE

Instructions

Template

Action Plan

https://chcworkforce.org/wp-content/uploads/2022/10/CWP-Instructions-Template-Action-Plan-Final.docx


CWP TEMPLATE
Instructions

How to Use Tool

Rationale for Each Element

Benchmark Data

Examples



CWP TEMPLATE
Template

Modify and Save as Your 
Own Plan

Main Body of 
Document – MS Word

MS Excel Candidate 
Tracking Form



CWP TEMPLATE
Action Plan

Keep track of gaps 
and opportunities

Identify strategies 
for improvement

Create a timeline for 
completion



Retention 
Plan

Recruitment Plan

Assessment

STAR² COMPREHENSIVE WORKTEMPLATE



RETENTION PLANNING
Key Areas

Mission

Compensation 

Benefits

Work Schedule 

Career Paths 



RECRUITMENT PLANNING 
Key Areas

Community
Team 

Priorities
Budget

Recruiting 
Firm 

Advertising
Social 
Media

Interviews
Contracts

Onboarding



WORKFORCE DEVELOPMENT



CAREER PATHS VS. CAREER LADDERS

Career paths encompass varied forms 
of career progression, including the 

traditional vertical career ladders, dual 
career ladders, horizontal career 

lattices, career progression outside 
the organization and encore careers.

Career ladders are the progression of 
jobs in an organization's specific 
occupational fields ranked from 

highest to lowest based on level of 
responsibility and pay.

Source: SHRM; 
Images: Flaticon

https://www.shrm.org/resourcesandtools/tools-and-samples/toolkits/pages/developingemployeecareerpathsandladders.aspx
https://www.flaticon.com/


Disclose skills and competency-based career paths/ladders

Determine the required skills and competencies to reach 
various roles or career stages

Identify available training and professional development 
resources for employees to gain those skills

Clearly and consistently communicate that information to 
employees

CAREER LATTICES



UPSKILLING

CROSS SKILLING

RESKILLING



UPSKILLING, CROSS SKILLING, & 
RESKILLING
Exploring Different Skill-Building Strategies

Source: Gloat

https://gloat.com/blog/upskilling/


The only way to prepare your 
organization for the future of 

work is by putting skills at 
the center of your strategy.

Source: Gloat

https://gloat.com/blog/upskilling/


WORKFORCE DEVELOPMENT
Map Out the Process

Early 
Career

Milestone

Milestone

Mid Career

Milestone

Milestone

Leadership



Leadership is a skill that can 
(and should) be developed.

Source: Center for Creative Leadership (CCL)

https://www.ccl.org/articles/leading-effectively-articles/characteristics-good-leader/


LEADERSHIP CHARACTERISTICS

Integrity

Delegation

Communication

Self-Awareness

Gratitude
Source: Center for Creative Leadership (CCL)

Learning Agility

Influence

Empathy

Courage

Respect

https://www.ccl.org/articles/leading-effectively-articles/characteristics-good-leader/


MANAGEMENT VS. LEADERSHIP
Anyone Can Be a Leader



LEADERSHIP TRAINING
Why is it important?

Increases productivity

Reduces turnover

Creates future leaders

Improves risk management

Improves organizational culture

Helps change management

Builds teamwork
Source: Indeed

https://www.indeed.com/career-advice/career-development/why-is-leadership-training-important


LEADERSHIP TRAINING 
Applying the JEDI Lens

Developing 
Inclusive 
Leaders

Including 
Diverse 
Leaders



HP-ET DEVELOPMENT TERMINOLOGY

“Pathways”

“Pipelines”



HEALTH PROFESSIONS EDUCATION & 
TRAINING (HP-ET)

• Exposure to health centers

• Working with underserved population

• Developing connections with HC staff 

• Connecting with clients

• Active recruiting opportunities

• Getting to know candidates

• New hires require less time to get up to speed 



HEALTH PROFESSIONS EDUCATION & 
TRAINING (HP-ET)

• Helping to teach and shape the next 
generation

• Honing own skills

• Potential perks for preceptors (CEUs, 
additional training, designated time to 
work with students)

• Building team solidarity with current 
and future staff

• Internal opportunities for professional 
development and learning



WORKFORCE DEVELOPMENT
Justice, Diversity, Equity, & Inclusion (JEDI)

A health center’s development strategy 
should:
• Meet the needs of diverse staff 

• BIPOC, underrepresented, and historically 
marginalized groups

• Provide mentorship and talent development 
opportunities focused on the needs of each group

• Acknowledge inequities in workplace advancement

• Ensure access to leadership positions for all staff
• Experience is as important as education



• Workforce development strategy needs 
to be inclusive and equitable

• Develop an organization or system that 
is welcoming to new populations and/or 
identities

• This new presence is not merely 
tolerated but expected to contribute 
meaningfully into the system in a 
positive, mutually beneficial way

• Work to ensure diversity exists at all 
levels of the organization

WORKFORCE DEVELOPMENT
JEDI



Make It Available and Accessible

Staff are often more likely to stay with an organization if there are 
opportunities for professional growth and advancement

WORKFORCE DEVELOPMENT



CAREER PATHS
Key Steps

Disclose skills- and competency-based career paths

Determine the required skills and competencies to reach 
various roles or career stages

Identify available training and professional development 
resources for employees to gain those skills

Clearly and consistently communicate that information to 
employees



IMPLEMENTING ACTION PLANS



ACTION PLANNING
Definition & Components

Action Planning is an approach, rather than a specific method, 
which helps focus ideas and decide what steps you need to 

take to achieve particular goals. It is a statement of what you 
want to achieve over a given period of time.

Define the 
Problem(s)

Collect and 
Analyze the 

Data

Clarify and 
Prioritize the 
Problem(s)

Write a Goal 
Statement for 
Each Solution

Implement 
Solutions: The 

Action Plan
Monitor and 

Evaluate

Restart with a 
New Problem, 
or Refine the 
Old Problem

Source: Penn State Extension

https://extension.psu.edu/the-seven-steps-of-action-planning


ACTION PLAN
Definition & Components

An action plan is a documented strategy for solving a problem. An 
action plan can also be known as a statement of work or study plan.

Source: Advocates for Human Potential, Inc.

When

By whom

What tasks will be done

http://toolkit.ahpnet.com/Building-a-Recruitment-and-Retention-Plan/Step-6-Develop-the-Action-Plan/Develop-the-Action-Plan-Quick-Tool.aspx


ACTION PLANS

An Action Plan should include areas for:

Gaps/Barriers

Opportunities 

Strategies for Improvement 

Timeline



When addressing 
strategies for 

improvement in your 
Action Plans, ensure 
that these strategies 

and goals are 
SMART! 

Specific

Measurable

Attainable

Relevant

Timely



OK…NOW WHAT?

• Take the 
Workforce Self-
Assessment on 
the STAR2 Center 
website

• Assess your 
results with your 
team

• Take a breath – 
you took the first 
step to building a 
comprehensive 
workforce plan!

https://chcworkforce.org/web_links/acu-self-assessment-tool/
https://chcworkforce.org/web_links/acu-self-assessment-tool/


STAR2 CENTER RESOURCES
• Recruitment & Retention Self-Assessment Tool 
• Health Center Comprehensive Workforce Plan Template
• Implementing Staff Satisfaction Surveys Infographic (New!)
• Building a Resilient & Trauma-Informed Workforce Factsheet (New!)
• C-Suite Toolkit: Health Professions Education & Training for Recruitment and Retention (New!)
• Pay Equity Checklist
• Financial Assessment for Provider Turnover Tool 
• Building an Inclusive Organization Toolkit
• Onboarding Checklist 
• Supporting Mental Health Through Compensation Equity Factsheet
You can find all of the STAR2 Center’s free resources here
Sign up for our newsletter here for new resources, trainings, Rete updates

https://chcworkforce.org/web_links/acu-self-assessment-tool/
https://chcworkforce.org/web_links/hc-cwp/
https://chcworkforce.org/web_links/staff-satisfaction-surveys-infographic/
https://chcworkforce.org/web_links/trauma-informed-workforce/
https://chcworkforce.org/web_links/c-suite-toolkit-hpet/
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


QUESTIONS



STAY IN TOUCH!

Chcworkforce.org

info@chcworkforce.org

844-ACU-HIRE



• Registration: Click here to access the registration process
• Hotel Information: Graduate Nashville – Click here to access our 

dedicated booking page!
• Draft Agenda: Click here to download the tentative agenda (January 

2024)

https://clinicians.org/conference-archives/acu-2023/
https://lp.constantcontactpages.com/ev/reg/ta9ae2s
https://www.graduatehotels.com/nashville/#/booking/step-1?group=8804458&arrive=04%2F27%2F2024&depart=05%2F01%2F2024
https://www.graduatehotels.com/nashville/#/booking/step-1?group=8804458&arrive=04%2F27%2F2024&depart=05%2F01%2F2024
https://chcworkforce.org/wp-content/uploads/2024/01/2024-Workforce-Symposium-Draft-Agenda-January-2024.pdf
https://chcworkforce.org/wp-content/uploads/2024/01/2024-Workforce-Symposium-Draft-Agenda-January-2024.pdf


https://clinicians.org/conferences/acu-2024/call-for-abstracts/

	Slide Number 1
	Slide Number 2
	Slide Number 3
	Slide Number 4
	Slide Number 5
	Slide Number 6
	Slide Number 7
	Slide Number 8
	Slide Number 9
	Slide Number 10
	Slide Number 11
	Slide Number 12
	Slide Number 13
	Slide Number 14
	Slide Number 15
	Slide Number 16
	Slide Number 17
	Slide Number 18
	Slide Number 19
	Slide Number 20
	Slide Number 21
	Slide Number 22
	Slide Number 23
	Slide Number 24
	Slide Number 25
	Slide Number 26
	Slide Number 27
	Slide Number 28
	Slide Number 29
	Slide Number 30
	Slide Number 31
	Slide Number 32
	Slide Number 33
	Slide Number 34
	Slide Number 35
	Slide Number 36
	Slide Number 37
	Slide Number 38
	Slide Number 39
	Slide Number 40
	Slide Number 41
	Slide Number 42
	Slide Number 43
	Slide Number 44
	Slide Number 45
	Slide Number 46
	Slide Number 47
	Slide Number 48
	Slide Number 49
	Slide Number 50
	Slide Number 51

