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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
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Tell us about 
yourself!



COMMUNITY AGREEMENTS

• Respectfully engage
• Be present 
• Listen with respect
• Trust intent
• Acknowledge impact
• Provide grace



CONTEXTUALIZING

Source: Dr. D-L Stewart, Radical Insights

Diversity asks, 'Who is in the room?'

Equity responds, 'Who is trying to get in the room but can't? Whose presence in the 
room is under constant threat of erasure?'

Inclusion asks, 'Has everyone's ideas been heard?'

Justice responds, 'Whose ideas won't be taken as seriously because they aren't in the 
majority?'

Diversity asks, 'How many more of [pick any minoritized identity] group do we have 
this year than last?'

Equity responds, 'What conditions have we created that maintain certain groups as 
the perpetual majority here?'

Inclusion asks, 'Is this environment safe for everyone to feel like they belong?'

Justice challenges, 'Whose safety is being sacrificed and minimized to allow others to 
be comfortable maintaining dehumanizing view?'

– Dr. D-L Stewart

https://www.radicalinsightsllc.com/
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What does JEDI-B 
mean within your 

health center?



BEST PRACTICES AT HEALTH CENTERS



BEST PRACTICES AT HEALTH CENTERS

• 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

• Consider hiring practices that eliminate bias

• Integrate 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



BEST PRACTICES AT HEALTH CENTERS
Creating a JEDI-B Statement

Source: Saban Community Clinic

Saban Community Clinic values the diversity of 
the people it hires and serves. Diversity at 
Saban means fostering a workplace in which 
individual differences are recognized, 
appreciated, respected and responded to in ways 
that fully develop and utilize each person's 
talents and strengths. We are an Equal 
Opportunity Employer. We do not discriminate 
on the basis of race, religion, color, sex, age, 
national origin, gender identity, sexual 
orientation, or disability.

Building a diverse workforce to serve our 
community is a central element to providing the 
highest quality, patient-centered care. A range 
of backgrounds and perspectives leads to a 
variety of ideas, knowledge, and approaches 
from which decisions are made. A medical staff 
reflective of the patient population results in 
improved access to care, patient-provider 
communication, patient satisfaction, and health 
outcomes.

Source: Denver Health

https://www.sabancommunityclinic.org/
https://www.denverhealth.org/for-professionals/careers/diversity-and-inclusion


RESOURCE HIGHLIGHT

Click here to access the 
Free DEI Statement 

Template!

Free DEI Statement Template

https://www.cultureally.com/dei-resource-hub/free-dei-statement


BEST PRACTICES AT HEALTH CENTERS
Establishing a Task Force to Lead JEDI-B Work

Source: Building an Inclusive Organization Toolkit: Callen-Lorde Profilee

The Callen-Lorde DEI/Anti-Racism Committee Activities

• Micro-aggressions 
training (all staff)

• Conducted needs 
assessment looking at 
DEI within the 
organization (focus 
group & staff survey)

2016

• Full needs assessment & 
recommendations made 
available to guide DEI & 
anti-racism work

• Conflict resolution 
training (all 
management)

2017
• Intercultural 

development inventory 
(IDI) trainings (senior 
management)

• Anti-racism two-day 
training (all 
management)

2018

•Power and intersectionality 
training

•Professional boundaries training
•Conflict resolution training (all 

staff)
•Anti-racism two-day training (all 

staff)
•Mentorship program
•Posting a Chief People Officer

2019

https://clinicians.org/wp-content/uploads/2020/09/Callen-Lorde-Profile-9.29.20.pdf


INCLUDING JEDI-B IN 
COMPREHENSIVE WORKFORCE PLANNING



RETENTION PLANNING
Key Areas

Mission

Compensation 

Benefits

Work Schedule 

Career Paths 

A
ll co

n
n

ected
 to

 
JE

D
I-B

!



MISSION
Turning the Mission Inward

Mission
Inspire health, wellbeing, and humanity in 
our community, through all of life’s stages.

Vision
We envision a healthy community with 
access to regular and ongoing health care. 
As we expand our reach and bring cultural 
responsiveness into the community, we 
strive for exceptional, trustworthy care 
that empowers our patients, decreases 
routine visits to emergency rooms, and 
creates healthier families overall. 

Source: Tepeyac Community Health Center

https://www.tepeyachealth.org/about
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Turning the 
mission inward…



FOCUS ON COMPENSATION
A Compensation Plan Must Be…

Equitable

Competitive

Effective

Sustainable

Equitable and effective
compensation structure 

defines a sustainable
approach to total 

compensation that is 
competitive and 

attractive to potential 
and current staff and 

maintains fairness.



ELIMINATE PAY INEQUITIES
• Conduct regular pay audits

• Maintain transparency and fairness
• Move to stop using salary history
• Create equitable, inclusive, and fair salary 

ranges
• Post in job announcement
• Stick to it!

• Understand the importance of pay equity and 
transparency in the retention and recruitment 
of different workforce generations

COMPENSATION



STAR2 CENTER RESOURCE HIGHLIGHT

Click here to access the 
Pay Equity White 

Paper!

Pay Equity Checklist

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


STAR2 CENTER RESOURCE HIGHLIGHT

Click here to access the 
Pay Equity White 

Paper!

Pay Equity White Paper

https://chcworkforce.org/web_links/pay-equity-2023/
https://chcworkforce.org/web_links/pay-equity-2023/


FOCUS ON BENEFITS
Think Outside the Box

Speak with the workforce about what they need/want!

Think 
about 

EQUITY

Be 
INCLUSIV

E

Be 
FLEXIBLE

Be 
CREATIVE



FOCUS ON BENEFITS
Think Outside the Box

• Does your healthcare plan include transgender care?
• Does your leave include maternal and paternal leave? Is it paid?
• Is holiday leave flexible and does it include people of different 

backgrounds and belief systems?
• Do you offer mentorship programs? If so, is it specific to BIPOC 

and other underrepresented/diverse groups?
• Are training programs offering students what they need?
• Does your leave policy define family broadly? (ex: bereavement 

leave)
• How much emphasis is put on continuing education and career 

ladders? Are you looking at it from a DEI lens?
• Do your benefits take into account parents (especially single 

parents)?
• How important is work-life balance in your benefits package?
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Inclusive Benefits



WORK SCHEDULES
Flexibility is Key

A no or low-cost strategy for staff retention and recruitment is work schedule 
innovation. Adequate clinical coverage and on-call coverage is the highest priority 

for health centers, but this is not always best achieved with traditional full-time 
schedules. There are many advantages to part-time, flexible, hybrid, or remote 

schedules. 



CAREER PATHS
Make Them Available and Accessible

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



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



RECRUITMENT PLANNING 
Key Areas

Community

Team 

Priorities

Budget

Recruiting 
Firm 

Advertising

Social 
Media

Interviews

Contracts

Onboarding



RECRUITMENT ADVERTISING 
Applying the JEDI Lens

• Transparency

• Commitment to JEDI

• Check for Bias

o Gender Decoder, Textio, LinkedIn
Source: CultureAlly

• Ensure Accessibility/Readability

• Leverage Niche Boards

• Clarify the Process

• Encourage Applicants

https://gender-decoder.katmatfield.com/
https://textio.com/
https://www.linkedin.com/pulse/speech-text-transcription-made-easy-free-ana-melikian-phd/
https://www.cultureally.com/blog/7-tips-inclusive-job-posting


• National Hispanic Medical 
Association

• National Black Nurses 
Association

• National Association of Hispanic 
Nurses

• National Medical Association

• Out Professional Network!

Resource: Building an Inclusive Organization Toolkit

RECRUITMENT ADVERTISING 
Advertise for Diverse Candidates 

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


• Chronically Capable

• Diversity Jobs

• Diversity for Social Impact

• Job Board LGBT

• Remote Woman

• Gradient Spaces

RECRUITMENT ADVERTISING 
Advertise for Diverse Candidates 

Source: CultureAlly

https://www.wearecapable.org/
https://www.diversityjobs.com/
https://diversity.social/
https://www.jobboard.lgbt/
https://remotewoman.com/
https://docs.google.com/forms/d/e/1FAIpQLSfXiM300BPg5mL_zaZssWBueTPUaNdbFbl2QljAk9o2SCHhVw/viewform
https://www.cultureally.com/blog/9jobboards


JOB ANNOUNCEMENT TIPS

• Use positive language – not problem-focused language
• Answer the WHY? questions
• Explain your patient population
• Include your mission
• Avoid language that connotes a burnout environment
• Show that your health center values its workforce
• Include a salary range
• List your benefits
• Add a diversity, equity, and inclusion (DEI) statement
• Avoid gendered language 
• Make it personal
• Employ a user-friendly application process 



RECRUITMENT INTERVIEWS 
Be Intentional About JEDI

Be consistent

Try to put the candidate at ease

Value substance over style

View the interview as a two-way conversation

Hold off on making comparisons

Make sure your decision-making process is inclusive

Source: Arts Midwest

https://artsmidwest.org/resources/ideas/interviewing-best-practices-for-inclusive-hiring/


RECRUITMENT INTERVIEWS 
Be Intentional About JEDI

Source: University of Washington

• Ensure every committee member has participated in an implicit bias training.
• Agree, as a committee, what the hiring process will look like to work against bias.
• Create evaluation criteria that reflects the job posting and avoids bias (e.g. “ideal” candidate 

qualities, education bias, etc.).
• Utilize a Candidate evaluation matrix to ensure all committee members agree on criteria by 

confirming expectation and definitions.
• Before the interview, identify and define the most important competencies for this specific 

position.
• Questions matter. Develop interview questions to assess each candidate’s qualifications.
• Include diversity, equity and inclusion (DEI) questions for the interview and confirm components 

of a “quality” answer for each question.
• Ensure you are auditing and mitigating your bias throughout the interview process (e.g. 

questioning assumptions or conclusions made, considering your privilege, etc.).
• Utilize the Candidate evaluation form to minimize bias and assess each candidate equitably.
• After the interview, debrief immediately and deliberately.
• Identify strengths first for every candidate.
• Review and confirm criteria has remained consistent throughout the process.

https://hr.uw.edu/diversity/hiring/checklist-for-interviewing-hiring-committees/
https://hr.uw.edu/diversity/dei-related-trainings/trainings-for-hiring-managers/
https://hr.uw.edu/diversity/wp-content/uploads/sites/23/2020/07/candidate-evaluation-criteria-matrix-20200727.docx
https://hr.uw.edu/diversity/hiring/tools-for-evaluating-applicants/
https://hr.uw.edu/diversity/hiring/candidate-evaluation-form-tips-and-guidelines/


JEDI Questions to for an Interview

• How has your background and experience prepared you to be effective in 
an environment that holds diversity, equity, and inclusion as core to our 
mission and values?

• Can you recall a time when a person's cultural background affected your 
approach to a work situation?

• What have you done to further your knowledge/understanding about 
justice, diversity, equity, and inclusion? How have you demonstrated your 
learning?

Source: Duke University School of Medicine

https://medschool.duke.edu/about-us/diversity-and-inclusion/office-diversity-inclusion/what-we-do/recruitment-toolkit/inclusive-leadership-interview-questions


Integrates the 
new employee 

into the 
organization

Sets clear 
expectations

Productivity 
occurs more 

quickly

Reduces 
turnover!

NEW HIRE ONBOARDING 
Why is it Important?



Orientation Expectations Integration Culture

JEDI ONBOARDING BEST PRACTICES
What it Involves

Focus on integration not assimilation

Prepare your team

Be proactive

Keep it personal

Highlight your commitment to JEDI-B

Maintain communication

Ask for feedback and learn from it
Source: The Diversity Movement

https://thediversitymovement.com/best-practices-for-inclusive-onboarding/


STAR2 CENTER RESOURCE HIGHLIGHT

Click here to access the 
Health Center 

Onboarding Checklist!

Health Center Onboarding Checklist

https://chcworkforce.org/web_links/onboarding-checklist/
https://chcworkforce.org/web_links/onboarding-checklist/


QUESTIONS



STAR2 CENTER RESOURCES
• Recruitment & Retention Self-Assessment Tool

• Health Center Comprehensive Workforce Plan Template

• Equal Pay for Work of Equal Value White Paper 

• Financial Assessment For Provider Turnover Tool

• Building an Inclusive Organization Toolkit

• Onboarding Checklist

• Supporting Mental Health Through Compensation Equity Factsheet

• C-Suite Toolkit: Health Professions Education & Training for Recruitment and Retention

You can find all of the STAR2 Center’s free resources here

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

https://chcworkforce.org/web_links/acu-self-assessment-tool/
https://chcworkforce.org/web_links/hc-cwp/
https://chcworkforce.org/web_links/pay-equity-2023/
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/web_links/c-suite-toolkit-hpet/
https://chcworkforce.org/resources/
https://visitor.r20.constantcontact.com/manage/optin?v=001mviBI9VtTvI9luQrjUW5eSQw2QxiLefWsjV3ZiaDkUKJpv5bIxNy8594vwYus-xzJvLQ90Z7fdN-g4BJzFKD84hYX7QjJBHe_wPLW0Knvmk%3D


INTERESTED IN TRAINING ON YOUR OWN TIME?

Check out the STAR2 Center Self-Paced 
Courses: chcworkforce.elearning247.com

And the ACU & STAR2 Center Video 
webpage: www.youtube.com/channel/UCZg-
CFN7Wuev5qNUWt69u0w/feed

And the STAR² Center Podcast page: 
www.chcworkforce.org/web_links/star%c2%
b2-center-chats-with-workforce-leaders/

about:blank
https://www.youtube.com/channel/UCZg-CFN7Wuev5qNUWt69u0w/feed
http://www.chcworkforce.org/web_links/star%c2%b2-center-chats-with-workforce-leaders/


UPCOMING EVENTS: REGISTER NOW!

Diversifying the Health Center Workforce: 
Elevating Cultural Humility & Equitable Care
Wednesdays, May 29 & June 5 | 3:00-4:00PM ET
Register here: https://tinyurl.com/2mzptufw

Retention Planning: Build It and They Will 
Stay, Part 2
Wednesday, June 12 | 4:00-5:00PM ET
Register here: https://tinyurl.com/y6rsd77n

Workforce Training & Technical Assistance 
Professional Development Series
Tuesdays, March 19, April 16, May 21, June 18 | 12:00-1:00 PT ET
Register here: http://tinyurl.com/23wua23d

https://tinyurl.com/2mzptufw
https://tinyurl.com/y6rsd77n
http://tinyurl.com/23wua23d


• 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://chcworkforce.org/wp-content/uploads/2024/01/2024-Workforce-Symposium-Draft-Agenda-January-2024.pdf


tinyurl.com/3jttdtvv

SIGN UP FOR OUR NEWSLETTER!

https://tinyurl.com/3jttdtvv
https://tinyurl.com/3jttdtvv


STAY IN TOUCH!

Chcworkforce.org

info@chcworkforce.org

844-ACU-HIRE
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