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STAR² CENTER

• 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


HEALTH CENTER PROGRAM

“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.”

Written by: Helen Rhea Vernier, ACU’s Training Specialist, for NW Pulse.

It’s Roots & History

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


THE ROLE OF THE BOARD
Community Health Centers (CHC)

• Selection, review, and dismissal of Chief Executive 
Officer (CEO) or Executive Director (ED)

• Adopt policies for financial management

• Review personnel policies and procedures 

• Establish policies for conduct at CHC

• Evaluate CHC activities

• Assure CHC operates in compliance with Federal, 
State, and local laws and regulations

• Guide strategic and organizational planning

• Determine mission and purpose

• Enhance and support public image

Source: CHAMPS CHC Board Roles & Responsibilities

http://champsonline.org/tools-products/chc-board-resources/chc-board-roles-responsibilities


A health center with a full 
tank identifies workforce as 
an essential organizational 

issue, invests in appropriate
operational and staffing 

resources, and has some key 
features…

WORKFORCE IS THE FUEL
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HRSA’S FOCUS ON WORKFORCE
Advancing Health Center Excellence



CHC WORKFORCE EXPECTATIONS
HRSA

• Comprehensive Workforce Plan

• Recruitment & Retention

• HP-ET Plan / Strategic Workforce Plan

• Workforce Development

• Staff Satisfaction Survey (100% CHC 
participation, 85% all-staff 
participation at each CHC)

• Needs Assessment Survey (completed)

• Readiness to Train Assessment Tool 
(completed)



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 Comprehensive Workforce Plan Definition

about:blank
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CHC WORKFORCE CHALLENGES

• “The Great Resignation”

• Individuals leaving the medical field

• Rising cost of living (inflation, gas prices, etc.)

• Housing shortages

• Competition from other healthcare orgs. 

• Lack of change, resistance from leadership

• Need for flexible work schedules

• Finding qualified candidates, getting candidates to interview

• Difficulty maintaining competitive salaries/lack of compensation equity

• Burnout, compassion fatigue, moral injury/distress, other mental health/wellness struggles

• Not enough emphasis or meaningful change in the area of justice, equity, diversity, and 
inclusion (DEI)

Topics to Consider



THE CHANGING WORKFORCE LANDSCAPE
The Great Resignation

• Resignation rates are highest among mid-career 
professionals

• Resignations rates are highest in the healthcare 
and tech industries

Workforce professional should focus on:
• Taking a data-driven approach and quantify 

the problem
• Identify root causes and make needed 

changes
• Develop comprehensive workforce plans

tailored to the health center’s needs

Sources: Harvard Business Review; U.S. Bureau of Labor Statistics

https://hbr.org/2021/09/who-is-driving-the-great-resignation
https://www.bls.gov/news.release/jolts.nr0.htm


PROVIDER & STAFF SATISFACTION
Issues to Address

• Staffing: most commonly mentioned factors 
are a lack of training and a lack of 
partnership between support staff and 
providers

• Work load: often exacerbated by staffing 
issues

• Management: need for better “facility flow” 
and infrastructure, lack of power to make 
improvements, not heard by management

• Financial considerations: salaries not 
competitive

• Scheduling/vacation: inflexible schedules, 
lack of work/life balance



• Multi-generational staff – Gen Z, Millennials, Gen X, Baby Boomers 

• Succession planning 

• Baby boomers retiring / others leaving healthcare

• Compensation Equity – not just a living wage, BUT a thriving wage 

• Think about regular pay audits, not using salary histories, posting salary ranges

• Hybrid Workspaces – no longer an option, but an expectation

• Think about policies, legal requirements, stipends

• Pathway Development

• Prepare the next generation of mission-driven staff

• Create training programs

And, so much more…

THE CHANGING WORKFORCE LANDSCAPE
Topics of Importance



Mission

Compensation 

Benefits

Work Schedule 

Career Paths 

RETENTION PLANNING
Key Areas



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



Mission is the Bridge

It underscores all retention and 
recruitment planning, lays out 
the values of the organization, 

and drives the work and 
services offered by the health 

center to its community, 
patients, and employees.



FOCUS ON COMPENSATION
What is a Compensation Plan?

A strategically designed compensation philosophy supports 
several important components of your organization:

• Strategic plans
• Budgeting and business goals
• Industry-competitive challenges
• Operating needs
• Total reward strategies that support retention of the 

company's top talent



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



FOCUS ON BENEFITS
Think Outside the Box

Speak with the workforce about what they need/want!

Think 
about 

EQUITY

Be 
INCLUSIVE

Be 
FLEXIBLE

Be 
CREATIVE



PAY EQUITY CHECKLIST

A tool that assists 
health center teams as 
they assess their pay 
equity processes and 
“level setting” salaries 
over a period of time.

STAR² Center Resource

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


WORK SCHEDULES
Flexibility is Key

As of 2019,

• Nearly one third of workers sought new jobs because current 
employer did not offer flexible work opportunities 

• 52% tried to negotiate flexible work arrangements

• 80% said that they would be more loyal to their employers if they 
had flexible work options

• About 2/3 are more productive working outside of a traditional 
office environment 
• fewer distractions and interruptions
• reduced stress from not commuting
• minimal dealings with office politics

Source: SHRM

https://www.shrm.org/resourcesandtools/hr-topics/talent-acquisition/pages/flexible-work-critical-retention.aspx


CAREER PATHS VS. CAREER LADDERS
Definitions

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/


Source: Building an Inclusive Organization Toolkit

https://chcworkforce.org/wp-content/uploads/2021/03/Building-An-Inclusive-Organization-Toolkit-3.09.21.pdf


A NOTE ON 
EQUITY

Source: Robert Wood Johnson Foundation Visualizing Health Equity: One Size Does Not Fit All Infographic

https://www.rwjf.org/en/library/infographics/visualizing-health-equity.html


Many BIPOC feel as if 
they need to work 
harder to 
demonstrate value 
and overcome negate 
stereotypes
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33% of Black 
workers do not feel 
respected or valued 
at work 

(compared to 18% 
of White workers)

Source: SHRM Together Forward @Work. The 
Journey to Equity and Inclusion

29

https://shrmtogether.wpengine.com/wp-content/uploads/2020/08/20-1412_TFAW_Report_RND7_Pages.pdf


1 in 3 BIPOC are leaving their 
employers to increase their pay

1 in 2 Black

1 in 4 Latino/a/e/x and/or 
Hispanic

2 in 5 Asians

Source: Hue. Unsafe, Unheard, Unvalued: A 
State of Inequity Report 30

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


1 in 4 BIPOC report that 
they have not had the 
same opportunities and 
chances to succeed 
compared to their White 
colleagues

Source: Hue. Unsafe, Unheard, Unvalued: A 
State of Inequity Report 31

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


BIPOC are 3x more 
likely to consider 
leaving their employers 
due to the emotional 
burden related to their 
race compared to their 
White counterparts

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

32

https://www.stateofinequity.wearehue.org/
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Assess Implement
Create a 

Culture of 
Inclusion

Ensure 
Account-

ability

Continue to 
Grow

BUILDING AN INCLUSIVE ORG TOOLKIT
STAR² Center Resource

about:blank


THE ROLE OF LEADERSHIP
Leadership Does Not Always Mean Leader



WORKFORCE TEAM
CWO – The Strategic Workforce Leader





STAR2 CENTER RESOURCES
• Self-Assessment Tool

• Health Center Provider Retention and Recruitment Template

• Pay Equity Checklist

• Financial Assessment Tool

• Strategic Workforce Planning Workbook

• Chief Workforce Officer Toolkit

• Building an Inclusive Organization Toolkit

You can find all of these resources and more by visiting: 
https://chcworkforce.org/bundle/star%c2%b2-center-original-resources/

https://chcworkforce.org/web_links/pay-equity-checklist/
https://chcworkforce.org/bundle/star%c2%b2-center-original-resources/


READY TO LEARN MORE?

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

And the STAR2 Center’s Podcast Series, 
STAR² Center Talks Workforce Success: 
https://chcworkforce.org/web_links/star%c2
%b2-center-chats-with-workforce-leaders/

https://chcworkforce.elearning247.com/
https://chcworkforce.org/web_links/star%c2%b2-center-chats-with-workforce-leaders/


STAY IN TOUCH!

Chcworkforce.org

Clinicians.org

info@clinicians.org

844-ACU-HIRE


