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National Center for Health in Public
Housing (NCHPH)

* The mission of the National Center for Health in
Public Housing (NCHPH) is to strengthen the
capacity of federally funded Public Housing
Primary Care (PHPC) health centers and other
health center grantees by providing training and a
range of technical assistance.

* The National Center for Health in Public Housing -
(NCHPH) is supported by the Health Resources and Tr?'”'ﬁg a’;d Research and | Outreach and
Services Administration (HRSA) of the U.S. Asescistr:r:ie Evaluation Collaboration
Department of Health and Human Services (HHS)
under gra nt number U30C509734, a National Increase access, quality of health care, and improve health outcomes
Training and Technical Assistance Partner (NTTAP)
for $2,006,400and is 100% financed by this grant.
This information or content and conclusions are
those of the author and should not be construed as
the official position or policy of, nor should any
endorsements be inferred by HRSA, HHS or the U.S.

Government. NCHFR

National Center for Health in Public Housing




Health Centers Close to Public

Housing

1,373 Federally Qualified
Health Centers(FQHC) =30 $..
million patients -

458 FQHCs In or Immediately

Accessibleto PublicHousing % 7 ¥
= 5.7 million patients = '
108 Public Housing Primary a .

Care (PHPC) =911,683
patients

Source: UDS 2021
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Public Housing Demographics

m?.
1“'(7-7. 6
)

1.5 Million 2 Persons

- 38% Disabled 52% White ey
Residents Per Household e
D0, =
43% Afr_iccln— 26% Latinx 19% Elderly 36% Children 32% Female Hec:_ded
American Households with

Children

e Source: 2022 HUD Resident Characteristics Report

NCHFA

National Center for Health in Public Housing



https://pic.hud.gov/pic/RCRPublic/rcrmain.asp

Learning Objectives

* Describe challenges to retain competent staff in health
care settings.

* Explore strategies to improve staff retention in
primary care.

* Engagein a promising practices discussion to improve
staff retention.

*
I \Lr & ' ‘ ‘B
National Center for Health in Public Housing




To what extent are staffing shortages a problem for the following roles at your organization?

Major/Moderate (Scale: Major, Moderate, Minor, Not at all a problem)

B Global (%) U.S.Only ) [l Outside U.S. (%)

Physicians 66

AdvanGed practice provide s N 59

(e.g., Nurse practitioners,

Physician assistants) _ 66

Statistically significant differences are noted in orange
Base: Global—951; U.S. only — 570; Outside U.S. — 381
NEJM Catalyst (catalyst.nejm.org) © Massachusetts Medical Society




Nearly 4026 of Health Care Organizations Turn Away Patients Regularly
How often does your organization currently turn away patients because of staffing shortages?

Global (%) U.S. Only (%) Outside U.S. (%)
Never 23 .21 28
Almost never 25 24 26
A few times a year E 10
A few times a month 13 13
Weekly 8 8

A couple times a week 9 4

7
Daily 1 - 15 6

Statistically significant differences are noted in orange
Base: Global—951; U.S. only — 570; Outside U.S. — 381 (may not total 100 due to rounding)
NEJM Catalyst (catalyst.nejm.org) © Massachusetts Medical Society




Staffing Shortages Are Widespread for Clinical Roles
To what extent are staffing shortages a problem for the following roles at your organization?

Major/Moderate
Scale: Major, Moderate, Minor, Not at all a problem
(Full breakout can be found in the appendix)

M Global %) [0 US.Only %) [l Outside US. (%)

84
Nurses 88

Physicians

Advanced practice providers
(e.g., Nurse practitioners,
Physician assistants)

Clinical leaders

Executives

Statistically significant differences are noted in orange
Base: Global —951; U.S. only — 570; Outside U.S. — 381
NEJM Catalyst (catalyst.nejm.org) © Massachusetts Medical Society




Exhaustion and Burnout Are Widespread for Clinicians
To what extent is exhaustion and burnout a problem for the following roles at your organization?

Major/Moderate
Scale: Major, Moderate, Minor, Not at all a problem
(Full breakout can be found in the appendix)

B Global (%) | US.Only ) [l Outside US. (%)

Nurses

Physicians

Advanced practice providers
(e.g., Nurse practitioners,
Physician assistants)

Clinical leaders

Executives

Statistically significant differences are noted in orange
Base: Global—951; U.S. only — 570; Outside U.S. — 381
NEJM Catalyst (catalyst.nejm.org) © Massachusetts Medical Society




Staffing Shortages and Unsustainable Workloads Are the Biggest Causes of Exhaustion
and Burnout
What are the two biggest contributors to clinical exhaustion and burnout at your organization?

M Global ) [7] US.Only ) [l Outside U.S. (%)

Staffing shortages 60

Unsustainable workloads 50

Administrative burden
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Inefficient workflows
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Lack of leadership engagement
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Poorly functioning teams

Inadequate time off
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ry
S
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£

Covid-19 protocols/restrictions

-J o

Concerns about job loss or wage loss

AWh

Statistically significant differences are noted in orange
Base: Global — 951; U.S. only — 570; Outside U.S. — 381
NEJM Catalyst (catalyst.nejm.org) © Massachusetts Medical Society




Pay Incentives Have Boomed for Nurses
How has the use of incentives (e.g., signing bonuses, retention bonuses, and salary increases) for the
following roles in your organization changed from prior to the Covid-19 pandemic?

Increased Dramatically/Increased Somewhat
Scale: Increased dramatically, Increased somewhat, Stayed the same, Decreased somewhat, Decreased dramatically
(Full breakout can be found in the appendix)

B Global (%) [ US.Only %) [l Outside U.S. (%)

58
Nurses 71

Advanced practice providers
(e.g., Nurse practitioners,
Physician assistants)

Physicians

Executives

Clinical leaders

Statistically significant differences are noted in orange
Base: Global—951;U.S. only — 570; Outside U.S. — 381
NEJM Catalyst (catalyst.nejm.org) © Massachusetts Medical Society




Pay Incentives Have Limited Effectiveness in Alleviating Health Care Workforce Turnover
How effective are incentives (e.g., signing bonuses, retention bonuses, and salary increases) at alleviating

health care workforce turnover?

Global (%) U.S. Only (%)

Extremely effective =~ 4 3
Very effective
Moderately effective
Slightly effective

Not at all effective

Statistically significant differences are noted in orange
Base: Global —951; U.S. only — 570; Outside U.S. — 381 (may not total 100 due to rounding)
NEJM Catalyst (catalyst.nejm.org) © Massachusetts Medical Society

Outside U.S. (%)
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Recruiting Clinicians and Employees: A Wide Range of Effective Approaches
What do you consider the three most effective approaches to recruiting health care clinicians
and employees?

M Global (%) [ US.Only ) [l Outside U.S. (%)

Wage incentives (e.g., signing bonuses,
retention bonuses, and salary increases)

(LR
NN

48
Flexible scheduling 52
41
34
Professional development opportunities 20
56
34
Improved work-life integration 38

[
@

Alignment of personal values and
organizational values

:

(-]
‘f
W
~

Leaders who effectively engage and
empower their teams

w |
ww
=R

Reduced administrative burden

>
=]
I,z
wu

Excellent benefits plan (e.g., 22
including childcare programs) 19

More vacation/time off

Personal resilience programs
(e.g. mindfulness, stress reduction)

:
w -
I qu

-]

Statistically significant differences are noted in orange
Base: Global—951; U.S. only — 570; Outside U.S. — 381
NEJM Catalyst (catalyst.nejm.org) © Massachusetts Medical Society




Retaining Clinicians and Employees: Financial and Nonfinancial Approaches Are Effective
What do you consider the three most effective approaches to retaining health care clinicians
and employees?

B Global (%) [ US.Only 5 [l Outside US. (%)

&

Wage incentives (e.g., signing bonuses,
retention bonuses, and salary increases) 53

o+
~

Flexible scheduling 51

Improved work-life integration 40

Leaders who effectively engage and 35
empower their teams 39

Professional development opportunities 22
53

Alignment of personal values and
organizational values
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Statistically significant differences are noted in orange
Base: Global —951; U.S. only — 570; Outside U.S. — 381
NEJM Catalyst (catalyst.nejm.org) © Massachusetts Medical Society




Recruiting Clinicians Is Difficult
How difficult is recruiting the following roles at your organization?

Extremely Difficult/Very Difficult/Difficult
Scale: Extremely difficult, Very difficult, Difficult, Not very difficult, Not at all difficult
(Full breakout can be found in the appendix)

Il Global (%) U.S.Only (%5 [l Outside U.S. (%)

Physicians 80

Advanced ractice rovicers |EEEG—— i

(e.g., Nurse practitioners,

Physician assistants) [N &

I 56
52
I ¢

Clinical leaders

I 4
28
I

Executives

Statistically significant differences are noted in orange
Base: Global—951; U.S. only — 570; Outside U.S. — 381
NEJM Catalyst (catalyst.nejm.org) © Massachusetts Medical Society




Retaining Clinicians Is Difficult, Especially Nurses
How difficult is retaining the following roles at your organization?

Extremely Difficult/Very Difficult/Difficult
Scale: Extremely difficult, Very difficult, Difficult, Not very difficult, Not at all difficult
(Full breakout can be found in the appendix)

B Global (%) U.S. Only (%) [l Outside U.S. (%)

Physicians 71

Advanced practice provicers EEG_—— S

(e.g., Nurse practitioners,

Physician assistants) N &5

I
I

Clinical leaders

I 1
26
I ::

Executives

Statistically significant differences are noted in orange
Base: Global —951; U.S. only — 570; Outside U.S. — 381
NEJM Catalyst (catalyst.nejm.org) © Massachusetts Medical Society




Nearly a Third of Health Care Workers Will Likely or Definitely Leave Their Jobs
What is the likelihood you will leave your current job within 2 years?

Global (%) U.S. Only (%) Outside U.S. (%)
None 22 23
Slight 23 23
Moderate 24 25
Likely 18 18
Definite 13 14 11

Statistically significant differences are noted in orange
Base: Global —951; U.S. only — 570; Outside U.S. — 381 (may not total 100 due to rounding)
NEJM Catalyst (catalyst.nejm.org) © Massachusetts Medical Society
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LA MAESTRA CIRCLE of CARE

La Maestra Circle of Care s a solution-based model designed ta guide each individual and family to self-sufficiency by ensuring that their overall health and well-being needs are fully
met through compassionate care. La Maestra Community Health Centers strives to provide quality care to our patients across the entire continuum of health. As a Patient-Centered
Medical Home and through our La Maestra Circle of Care” madel we do our utmost to enhance health and the patient experience. Keeping you healthy is our ultimate goal.

Promoting Health Lifestyles

Community Health Access

Children's Health Care

Health Education & Coaching & Support Services School-based Clinics
Nutriticn & Weight Management Outreach & Health Fairs Well Child Exams
Preventien and Management of Health Cowverage Eligibilicy School Physical Exams
.y " C 0O n Diabetes, Cardiovascular Disease, & Application Assistance Immunization
- A (W h '“'[ Hypertension and Asthma Mitigation  CalFresh Application Assistance Tuberculosis Screening
oY ? Education and Early Detection of Medically Trained Cultural Liaisons ~ Allergy Clinic

Breast, Colon, & Cervical Cancer
Comprehensive Perinatal Services

Patient Transportation
Translation & Interpretation
Financial Education and SDG&E Care

Safety & First Aid Education
ENT Clinic

Women's Health Care

Food Security & Well-being
o> - Healthy Choices Food Pantry Additional Health Services Gynecological Services
.:'r ‘:‘ “Jardin de la Vida” Community Help with Alcohol and Substance Use  Obstetric/Perinatal Care
e "f. Garden Problems Family Planning & Counseling
~ ﬁ' ) ¢ Addictions reatment Mammography & Biopsy
flna) {':: v cing & tunit *  Case Manag " Endometrial Biopsy, Colposcopy,
o o= For All Ages — c Cryo and LEEP
) = Generations Center for ppOrT taroups
~ Youth and Older Adults Ro-cniry Serviccs cgcw  Mental & Behavioral
. Generation Canter [ . - nhanc re Managemen .
- neration Conter fur Icn;:t-ge?}zrra‘!:zzi PI’OET::;._BN Chronic Care Management (CCM) E'::::’Siﬁ';f;:;n Services
s = Culture & Healing through Art Home Health Visits Individual and Group Therapy
- o -
; — Onsite Specialty Care PS}'ChIatrIC Evaluation
- o Economic Empowerment Teleheal dwp Medication Management
- [l Financial Literacy Classes Digical Radiol
":. ~ Microcredit Loan Program for Woemen Regt:lil Pharm ogy& Dis Owal Health Care
o) o Job Training and Placement Laborato S:Yvica pensary General & Pediatric Dentistry
Q Computer Liter Aoy Oral Hygiene Education
'i" il mpy acy Mabile Clinic 78!
T i i Teeth CleaningWhiteni
-~ v Job Readiness Training ; . ) g\ ng
Chiropractic Services Crowns, Amalgam & Resin Fillings
Diabetes Clinic '

Safe & Healthy Housing
Affordable Housing Assistance
Therapeutic Transitional Housing
Environmental Health

Liver Clinic/FibroScan

Adult Health Care

Fluoridaticn and Sealants
Pulporomy & Root Canal Therapy
Partial & Complete Dentures
Mobile Dental Services
Extraction & Oral Surgery

. \‘\é.f' Health Screening
. Immigration Physicals
Legal Advocacy & Social Minor Procedures

Services STD Testing and Counseling Vision Care

Eye Exams for Children & Adults

Services for Victims of Crime, Senior Centers of Excellence e o e

?0"!;3;?‘3 ielence & Human Teen Health Care Glaucon':. & Retinopathy Testing
rafficking =st

Immigration Application Assistance Glasses and Contact Lens Fitting

Referrals and Counseling Mobile Vision Services

Refugee Resettlement Program Optometry

Other Health, Social Services &

Support Programs Informarion Revised - 8-16-2022
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Annual Number of La Maestra Patients and Visits

Unduplicated Patients Patient Visits
50,000
50,000
200,000
150,000
100,000
50,000
1]
008 2010 2011 2012 2013 2014 2015 2016 2017 2018 2019 2010 2021 2022 2013 2009 2010 2011 2012 2013 2014 2015 2016 2017 2018 2019 2020 2021 2022 2023
¢ 21 Sitesin 4 San Diego communities: City ¢ More than 55 languages and dialects

Heights, El Cajon, National City, Lemon Grove spoken by 790+ employees

La Maestra Community Health Centers 2023



Retention Challenges & Employment Trends

Trends Noted:
Competition from Hospitalsand Larger Health Centers
Remote staff moved to other cities and states during COVID, or to rural areas

Great Resignationin 2021

“Quiet Quitting” in 2022 (Minimal performance, not engaged)

“Career Cushioning”in 2022-2023 (Constantly tracking other job opportunities
while at current job)

“Quiet Hiring” in 2023 (Managers tasking star employees with additional roles
without increased pay versus hiring additional staff)

Post-COVID work-related stress reported by 3 out of 6 employees according to the
America Psychological Association (APA).

87% of Americans concerned aboutinflationand 7 out of 10 employees concerned
that their pay will not be sufficient to meet increased expenses

https://www.aihr.com/blog/hr-trends/

La Maestra Community Health Centers 2023
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Current State of the Health Center Workforce

NACHC

Recent Survey by NACHC

68% of health centers reported losing 5-25% of workforce
15% of health centers reported losing 25-50% of workforce
Highest Ranking Reasons:

Competition from Larger Health Care Organizations; Post-Pandemic Stressors;
Searching for Professional Growth; Childcare Issues; Left Healthcare Industry;
Vaccine Mandate; Potential Infection Exposure

Job Categories with Highest Turnover Rate:
* Nurses

Administrative Staff

Behavioral Health Staff

Dental Staff

https://www.nachc.org/current-state-of-the-health-center-workforce/

La Maestra Community Health Centers 2023
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Employee Turnover Rates

In 2023 overall Turnover Rate at La Maestrawas 8%

From March 2020 through December 2022 Turnover Rate was 24%
Reasons for Resignations:

10% Moved out of State

20% Didn’t see Opportunities for Advancement

20% Childcare and Caregiver Issues

30% Compensation

20% Health Issues (themselves or family members)

The Great Resignation is not over according to World Economic Forum

Most want higher wages, two-thirds desire more fulfillment from the workplace:
https://www.weforum.org/agenda/2022/06/the-great-resignation-is-not-over

https://www.pewreseach.org/shortreads/2022/03/09/majority-of-workers-who-quit-a-
job-in-2021-cite-low-pay-no-opportunities-for-advancement-feeling-disrespected/

La Maestra Community Health Centers 2023


https://www.weforum.org/agenda/2022/06/the-great-resignation-is-not-over
https://www.pewreseach.org/shortreads/2022/03/09/majority-of-workers-who-quit-a-job-in-2021-cite-low-pay-no-opportunities-for-advancement-feeling-disrespected/
https://www.pewreseach.org/shortreads/2022/03/09/majority-of-workers-who-quit-a-job-in-2021-cite-low-pay-no-opportunities-for-advancement-feeling-disrespected/

La Maestra’s Retention Strategies

Talent Management Program Initiated in 2017- Doctoral Research Study
Findings Led to Formation of “La Maestra’s Learning Pathways Career Center’

)

* La Maestra’s TM program starts with recruitment, orientation, training,
evaluation, career counseling for retention, advancement, certification

* Robust Orientation for New Hires Promotes Retention

* Promoting Organizational Culture and Opportunities for Impact

* In-House Career Center for retention, advancement

* Robust Employee Benefits

* In-house Residency Programs

* Establish In-house training programs

* Develop pilot programs with local colleges/universities: MA-LVN-RN

e J-1visa and H1B programs and other Immigration Options for Foreign
Providers

e Teaching Health Center Graduate Medical Education
(THGME)/Accreditation

* The Nurse Corps Scholarship and Loan Repayment Program

* National Health Service Corps (NHSC)

La Maestra Community Health Centers 2023



La Maestra’s Retention Strategies

Analyzed Turnover Rates & Exit Interviews

Staff Surveys (details in following slides)
Staff Interviews

Collaborations with Educational Institutions to Create Pathways for Employees
Developed more In-house training programs (MA, Pharmacy Tech, Peer Counselors,
Medically Trained Cultural Liaisons, SUDS Counselors, Referral Clerks, MFT’s, LCSW'’s
Community Health Workers,....)

Identified & Supported Staff’s Areas of Interest to Avoid Burnout (Ex: Primary Care RN
works 1 day/week in Specialty Clinics)

Flexibility in Schedules and Hybrid Workforce Options where feasible — Benefit
National Bureau of Economic Research
https://www.nber.org/system/files/working papers/w28731/w28731.pdf

Enhance Workplace Experience (purpose, belonging, inclusion)

Analyzed & Adjusted Wages/Benefits — Board Support

La Maestra Community Health Centers 2023


https://www.nber.org/system/files/working_papers/w28731/w28731.pdf
https://www.nber.org/system/files/working_papers/w28731/w28731.pdf

Employee Survey Data

Methodology - Likert Scale Survey to measure employee interest in advancing their education
- Questions followed by choices of “Strongly Agree”, “Agree”, “Not Sure”, “Disagree”,
“Strongly Disagree”

Questions focused on: Desire to Advance Career; Effect of Pandemic on Desire to Seek New
Career; Interest Level in Furthering Health Career at La Maestra

Surveys sent out via SurveyMonkey and by Attachments to Email
790 Staff (including 110 Providers)

* 187 (37%) Responded to Survey Initially, No Providers Responded
* Majority of Respondents From Entry Level Positions

* 41% ldentified Desire to Study Pathway to Nursing (MA, LVN, RN)
* 20% Identified Desire to Move Laterally

* 39% of Respondents Lacked Sufficient Resources to Decide (but indicated the desire to
further their training)

La Maestra Community Health Centers 2023



Employee Interviews

Gathered Additional Qualitative Data from Follow-Up Individual Career
Counseling, and by Department:

* Current Level of Education;

* TrainingCompleted/ Certifications/ Licenses Earned;

* Best Fit Learning Modalities;

* Resources Need to Address Adverse SDOH to Establish Clear Pathway to
Learning

Amended Employee Evaluation Process to Capture Employee Goals:
https://blueavocado.org/hr-and-employment-issues/better-performance-
appraisals/

Future Goals Identified
Lessons Learned

La Maestra Community Health Centers 2023
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Career Center Formation

Useful Tools for Formation of Career Center:

* Trainingof Career Coaches & Job Readiness

* Where Does Career Center Best Fit in the Organization?
* Markle Foundation Career Coach Training Online

https://markle.org/career-coach-skills-training/

 Rework America Alliance Job Progression Tool — lateral and vertical moves

https://markle.org/alliance/

Career Counseling keeps employees engaged, promotes retention

Career Counseling promotes inclusivity, feeling of belonging

Career Counselingis a benefit for employees

La Maestra Community Health Centers 2023
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Career Coaching Resources

Career Coaching Resources
https://jobprogressions.mckinsey.com

U.S. Department of Labor, Employment & Training Administration
https://www.dol.gov/agencies/eta/program-areas

NACHC’s Care Teams Digest 2023: Workforce Recruitment & Retention
https://myemail.constantcontact.com/NACHC-s-Care-Teams-Digest--

Workforce-Recruitment-and-
Retention.html?so0id=1133130721399&aid=TnnL9XQpQkY

Career One Stop
https://www.careeronestop.org/ResourcesFor/CareerAdvisor/career-
advisor.aspx

La Maestra Community Health Centers 2023


https://jobprogressions.mckinsey.com/
https://www.dol.gov/agencies/eta/program-areas
https://myemail.constantcontact.com/NACHC-s-Care-Teams-Digest--Workforce-Recruitment-and-Retention.html?soid=1133130721399&aid=TnnL9XQpQkY
https://myemail.constantcontact.com/NACHC-s-Care-Teams-Digest--Workforce-Recruitment-and-Retention.html?soid=1133130721399&aid=TnnL9XQpQkY
https://myemail.constantcontact.com/NACHC-s-Care-Teams-Digest--Workforce-Recruitment-and-Retention.html?soid=1133130721399&aid=TnnL9XQpQkY
https://www.careeronestop.org/ResourcesFor/CareerAdvisor/career-advisor.aspx
https://www.careeronestop.org/ResourcesFor/CareerAdvisor/career-advisor.aspx

“Soft Skills” Development

Career Coaching Resources

According to the Talent Management Association majority of organizations
report a “soft skills” gap among workforce in:

communication, collaboration, time management, critical thinking,
managerial skills, adaptability, teamwork, and problem-solving

e Misinformation from Social Media

Affects organization’sservice delivery
Affects abilityto develop employee growth, affects retention

Reskilling, Upskilling, and Soft Skills Need to be Addressed
Collaborationswith Educational Partners

Soft Skills:
https://blueavocado.org/?s=Talent+Management+soft+skills

Bridging the Skills Gap:
https://d22bblimj4tvv8.cloudfront.net/83/74/450e8cb644188b984d6528
d43d58/2018-skills-gap-whitepaper-final-web.pdf

La Maestra Community Health Centers 2023


https://blueavocado.org/?s=Talent+Management+soft+skills
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https://d22bbllmj4tvv8.cloudfront.net/83/74/450e8cb644188b984d6528d43d58/2018-skills-gap-whitepaper-final-web.pdf

Employee Pathway Development

Through Collaborations

Examples from La Maestra:

* Learning Pathways from Staff Interviews resulted in trend analysis,
opportunities, resources to reduce SDOH barriers

Career Development Resources though Collaborations with:

* Universities— certifications, degrees, network development

« Community Colleges — certifications, degrees, network development
e College of Continuing Education — certifications, “soft skills”

* Pilot Programs — courses at worksite, subsidized hours for courses

* Health Center Coalition Programs — subsidized by employer

In-house Training Programs
* Registered Apprenticeship Programs
* https://www.apprenticeship.gov/apprenticeship-industries/healthcare

La Maestra Community Health Centers 2023


https://www.apprenticeship.gov/apprenticeship-industries/healthcare

Employee Wellbeing Retention Strategies

(Mental, Physical, & Financial)

» Suggestions for Mental Wellbeing:

e Culture of acceptance around mental health

* Leverage mental health resources to assist employees
* Encourage Work-Life Balance (Yoga, Meditation)

* Free Mental Health Counseling for Staff (Coping Skills, Anxiety, Depression,
Dealing with Change, Transitionsin Life)

* Resources to Rental Assistance/Deferral; Hot Meals/Lunches; Access to Food
Pantry; Childcare Referrals; Housing Assistance Referrals, Behavioral Health

* YMCA collaboration for employees and their families

Enhanced Well-Being Programs for Employees (Exercise, Nutrition Counseling)
*  Counseling, Coaching, Mindfulness

. Employee Wellness Fair

. Financial Literacy Programs

. SDOH Resources

La Maestra Community Health Centers 2023



Physical Wellbeing

 Employee Health Fairs at La Maestra
* Sponsor physical wellbeingactivities at work

* Encourage healthy habits, nutrition, weight management, exercise routines and
offer Nutrition Counseling, Health Education to Employees

* Create and adaptadditional modificationsand accommodationsfor employees
with disabilities

* Flexible work schedules (childcare, family obligations)
* Hybrid remote positionspost-COVID

e SaturdaySewing Classes

* Art/Music Classes/Community Gardening

» Social Activities— Employer Sponsored (Employee Celebration, Beach Parties,
Ball Park tickets, Volunteer Opportunities)

La Maestra Community Health Centers 2023



Financial Wellbeing

Suggestions:

* Wage Comparison Analysis; Prioritize Adjustments — Board Support
* Provideresources from financial advisors (banks, credit unions)

* Financial coaching, planning

* FinFit (short-term, emergency loans)

e Cash out of sick and vacation hoursaccrued, budget allowing

* 401k employee benefits education

e Career Counselingand resources leading to certificationsand advanced
education, increasing earning potential

La Maestra Community Health Centers 2023



Promoting Employee Inclusion - Belonging

* Organizational Culture which Promotes inclusivity (groups)

https://www.turnerconsultinggroup.ca/uploads/2/9/5/6/29562979/inclusive or
g model - april 8-1.pdf

e Diversity in Workforce and supported throughoutequitable HR Policies &
Practices (continuousreview)

* Equitythrough Accessibility, Accommodation,and Code of Conduct Policies
(review continuously)

* Policies— Practices Behaviors(do behaviorsreflect policies?)
 Employee Wellness Program
NACHC’s Workforce Wellness Toolkit

https://www.nachc.org/wp-content/uploads/2023/03/Workforce-Wellness-
Toolkit-03-06-23.pdf

La Maestra Community Health Centers 2023


https://www.turnerconsultinggroup.ca/uploads/2/9/5/6/29562979/inclusive_org_model_-_april_8-1.pdf
https://www.turnerconsultinggroup.ca/uploads/2/9/5/6/29562979/inclusive_org_model_-_april_8-1.pdf
https://www.nachc.org/wp-content/uploads/2023/03/Workforce-Wellness-Toolkit-03-06-23.pdf
https://www.nachc.org/wp-content/uploads/2023/03/Workforce-Wellness-Toolkit-03-06-23.pdf

Q&A Session

National Center for Health in Public Housing
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Contact Us!

Robert Burns Jose Leon, M.D.

Program Director Manager of Clinical Quality
Bobburns@namgt.com jose.leon@namgt.com

Kevin Lombardi, M.D., M.P.H. Fide Pineda Sandoval, C.H.E.S.
Manager of Policy, Research, and  Training & Technical Assistance
Health Promotion Manager
Kevin.lombardi@namgt.com Fide@namgt.com

Chantel Moore, M.A. Please contact our team for Training
Manager of Communications and Technical Support
Cmoore@namgt.com 703-812-8822

National Center for Health in Public Housing




Thank you!
NCHPA
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