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3  Lower staff turnover  

Small Investment Yields BIG Return 

Supporting your breastfeeding employees saves money.  

1  Breastfeeding employees miss work less often 

 Formula feeding moms have 3 times as many one-day absences 

from work to care for sick children in the first year of life than 

breastfeeding moms. 

 For every 1000 formula feeding babies, their mothers would miss an 

estimated combined total of one full year of work more than breastfeeding 

mothers, because their children are sick more often. 

  

Breastfe
d infants 

are 
healthier

2  Breastfeeding lowers health care 

costs 

 Due to healthier babies and moms. 

 Infants who receive only their mothers' milk 

for the first three months incur $331 less in 

health care costs over the first year of life.  

 Mutual of Omaha found that their newborn 

healthcare costs are three times less when 

employees participate in the lactation 

program. They save $2,146 for each 

employee! 

 Employers find that lactation support 

leads to improved staff productivity and 

loyalty, which helps retain talented 

employees.  

 Increased retention of experienced 

employees results in cost savings due to 

reduced turnover. 

 Positive image of a family friendly 

employer. 

25%

75%

0% 20% 40% 60% 80%

Percentage of Infant Illnesses 

Requiring >1 Day Maternal 

Absence from Work

Mothers of 

breastfed 

Infants

Mothers of Formula Fed Infants

59%

94.2%

0% 20% 40% 60% 80% 100%

Retention Rate for Employees of 
Companies with Lactation 

Support Programs

Companies with Lactation Support Programs

National Average

Businesses see up to a $3 return for every $1 invested in 

worksite lactation programs. 
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With the sharing of our Workforce Competency Development Plan on the agenda this month, it is a good 
opportunity to describe our bigger picture process for sending staff to continuing education opportunities.  
Our Workforce Competency Development Plan was originally developed in 2013, and was most recently 
updated in May of 2018. As a nationally accredited health department, we are required to operationalize such a 
plan that outlines how we will recruit, train, and retain qualified and competent staff. Public health is an ever-
changing field as research is constantly ongoing and recommendations and best practices are changing. It is 
imperative that we maintain staff competency and assure our work is based on evidence so we can make the 
best use of our limited resources.  
 
In addition to this plan, we also have an agency strategic plan, which includes goals around grant applications 
(you may recall seeing this presented at previous meetings). This plan is developed with participation from our 
oversight committee and the committee ultimately approves the final plan. It helps to be sure we are all on the 
same page. The grants we apply for also need to be consistent with the goals and objectives in our Community 
Health Improvement Plan, which is also reviewed with the Health and Human Services Committee. Those 
documents are available on our website. 
 
In your packet, you will see a competency assessment that staff complete each fall. There are eight nationally 
recognized domains with specific measures within each domain. Employees complete this and then throughout 
the year when they request to attend a conference they must complete a form and specify which domain(s) the 
training will help them improve on. We always focus where employees score the lowest. In addition, Kathy 
compiles this data for our entire department so we can bring in presenters who will hit on the competencies 
that are in most need of development department-wide. 
 
In regards to out of state travel, we looked back at the last nine requests. Seven of those were required of our 
grant funding source. In other words, those funds could not have been redirected. Two had more flexible grant 
funding, which also allowed us to bill the employees’ time spent at the conference, which was a net benefit to 
our tax levy. 
 
Finally, in regards to continuing education for our oversight committee, we typically seek out grant funds to 
allow us to offer two opportunities to them each year. One is our in-state annual public health conference. For 
the last several years, we have been able to obtain scholarships from the Department of Health Services to 
send one or two committee members. The National Association of Local Boards of Health, the conference we 
discussed in June, is typically offered since this is the one and only national conference specifically intended to 
develop board of health members. Donna has served on their board of directors for years and we have had 
grant funds to allow her to attend this conference when she is able. Thursday we were offering that opportunity 
to any other interested committee member. Nobody expressed interest and we are not sending anyone this 
year.   
 
We put a lot of thought into these decisions and I wanted to share that with you. 

 

Sue 

Workforce Development/Continuing Education Process 
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Background, Introduction and Purpose 
The issues Wood County Health Department faces mirror the national concern of a widening 
gap between the Public Health system’s charge to improve the health of populations and the 
capacity of the public health workforce to meet that challenge.  Critical challenges facing the 
public health system are an aging workforce, workforce shortages, deep funding cuts, and 
greater demands on the public health system to support its broad mission to prevent new and 
emerging disease, promote healthy lifestyle behaviors, and protect the environment from 
hazards.  In order to meet these demands, it is imperative that local public health agencies have 
a comprehensive workforce development plan that provides a roadmap to address these 
challenges.   
 
Another driving force for the development of a comprehensive workforce development plan is 
the Public Health Accreditation Board’s (PHAB) identification of standards and measures 
around Workforce Development Plans as a requirement for national voluntary accreditation.  
According to PHAB, an accredited health department “must maintain, implement, and assess 
the health department workforce development plan that addresses the training needs of the staff 
and the development of core competencies.” This plan strives to achieve the requirements 
identified in PHAB version 1.5. 
 
Wood County Health Department (WCHD) employees are the driving force behind all of our 
work and accomplishments. Our staff is our greatest asset and our leadership embraces lifelong 
learning so all employees can continue to develop and excel in their work. Fundamental to our 
work is identifying gaps in knowledge, skills, and abilities through the assessment of both 
organizational and individual needs, and addressing those gaps through targeted training and 
development opportunities. 
 
It has been through the adoption and assessment of core competencies that we have identified 
the learning needs of employees.  The WCHD management team believes that a capable staff 
is required to perform essential public health services and to be prepared for emerging new 
diseases and events. We continue to provide information to the Wood County Health and 
Human Services Committee to increase their knowledge and understanding of why continued 
investment in public health learning is so vital and important.  

 
The purpose of the WCHD Workforce Development Plan (WDP) is to ensure a systematic 
process is in place for WCHD professional staff to identify individual competency strengths and 
areas for improvement as compared to national standards, and to institute corrective actions to 
fulfill improvements.  This will ultimately ensure that staff are using a continuous quality 
improvement (CQI) process to enhance their skill sets. 
 
The goal of this workforce development plan is to assure a competent, skilled, and dynamic 
professional public health workforce who systematically pursue opportunities to increase their 
skill sets so they can contribute to the goals of the WCHD Strategic Plan, and ultimately improve 
the quality of public health services and programs offered to the residents of Wood County. 
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History of Workforce Development Work within the WCHD 

 2006-Current:  WCHD staff involved in Preparedness Related Competency Assessment 

and other Related Training; documentation of training on individual transcripts (WI-

TRAIN transcript feature) 

 2010 to current: WCHD developed an agency strategic plan that outlines four major 

goals (one is to strengthen the WCHD workforce competency and capacity) 

 2011-Current: WCHD staff working in the Maternal and Child Health Program annually 

completed a competency assessment within the Secure Public Health Electronic 

Records Environment (SPHERE); trainings staff participate in throughout the year to 

build their competency are entered into SPHERE as well 

 2012: WCHD staff completed an electronic competency assessment tool; this tool was 

developed and released by the Wisconsin Center for Public Health Education and 

Training (WICPHET) and completed statewide by public health professionals; as results 

are released, training opportunities are sought to build on the competencies indicating 

the highest need for further development 

 2013: Updated Workforce Competency Development Plan to include an annual cycle of 

workforce competency assessment, identification of priority training needs, 

documentation of training completion and competency re-assessment; updated 

professional job descriptions to incorporate core competencies 

 2014: Additional technical updates 

 2015: Revamping of public health competency assessment, creation of workforce 

development workbooks 

 2016: Revisions and alterations to the workforce development workbooks 

 2017: Development of the emergency preparedness and performance management 

competency assessments 

 A focus of 2018 and beyond will be on laying out a foundation for WCHD becoming a 

Trauma Informed Care facility. 

 An additional focus will be for WCHD to align itself with Public Health 3.0. 

 
Plan Assumptions 

 WCHD will make every attempt to recruit employees who reflect the ethnic, language, 

and cultural aspects of the communities it serves 

 The WCHD WDP seeks to enhance staff competencies and skills necessary to address 

health department priorities and achievement of the goals and objectives of the WCHD 

Strategic Plan. 

 All employees will be provided an orientation and training to support their role in the 
agency. 

 All new employees will be paired with one or more experienced staff mentors during the 
orientation period. 

 All employees will complete all required emergency preparedness training within six 
months of employment. 

 Management staff will conduct annual competency assessments, schedule training, and 
assist staff in the development of annual performance goals. 
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Mission 
Maximizing quality of life across the lifespan 
 
Wood County Health Department Strategic Plan 
The WCHD Strategic Plan 2015-2020 has identified the following goals to focus on: 

 Maintain accreditation 

 Strengthen our brand 

 Maintain a passionate, competent workforce 

 Build capacity 
 
Three of the four goals include workforce development-related strategies. These strategies 
include: 

 Complete a formal review and update of the strategic plan annually. 

 Annually, provide at least one quality improvement training for all staff. 

 Annually, budget for continuing education for all staff. 

 Maintain policies that support workforce retention on an ongoing basis (e.g. 
Distinguished Public Health Employee Award, flexible scheduling, wellness policy, jeans 
days/months, luncheons). All policies will be reviewed by the Trauma Informed Care 
team to assure they are trauma-informed. 

 Annually, the Quality Council will conduct a staff culture survey and make 
recommendations for improvement to appropriate team leads. 

 By December 31, 2018, at least one Trauma Informed Care training will be held for all 
staff. 

 On an ongoing basis, continue to serve as a host site for at least six student/interns 
annually. 

 
WCHD Training Roles and Responsibilities 

Who Roles & Responsibilities 

Health and Human 
Services Committee 

Ultimately responsible for ensuring resource availability to implement 
the workforce development plan.  

Health Officer  Responsible to the Health and Human Services Committee for 
workforce strategy, priority setting, establishment of goals and 
objectives, and establishing an environment that is conducive and 
supportive of learning. Identifies high potential employees as part of 
agency succession planning.  

Human Resources  Provide guidance to the Health Officer regarding workforce 
development and assist in creating a culture that is conducive and 
supportive of learning.  Works with managers to find appropriate 
training/development opportunities for staff.  Provides guidance to 
managers with coaching, mentoring and succession planning.  
Responsible for informing supervisors of workforce development 
needs, plans, and issues.   
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Managers Responsible to the Health Officer for all employees within their 
teams. Supports, coaches, and mentors employees to assure that 
appropriate training resources and support structures are available 
within the team. Ensure that individual and agency-based training 
initiatives are implemented. Works with employees to develop an 
individualized learning plan and supports the implementation of the 
plan (i.e. time away from work, coaching, opportunities for 
application of learning, career advancement). Identifies high 
potential employees as part of agency succession planning.  

All Employees Ultimately responsible for their own learning and development.  Work 
with supervisor to identify and engage in training and development 
opportunities that meet their individual as well as agency-based 
needs.  Identify opportunities to apply new learning on the job.   

 

 
Training Strategy 
Training will be made available in a variety of formats, including but not limited to online 
modules, video presentations, in-services, seminars, and conferences. Staff will be notified 
when trainings are scheduled. Staff members are encouraged to pursue academic course work 
and are eligible to apply for tuition reimbursement under the Wood County Career Advancement 
policy. Ongoing monitoring to assess for emerging areas of public health concern occurs by all 
staff. Training needs and curriculum will be adapted and updated as needed to address any 
gaps or need. 
  
Process/Implementation  

1. Each employee will have an individual workforce development plan in an Excel 

workbook.  The workbook includes their performance evaluation and training goals, 

questions asked during performance reviews, their public health competency 

assessment, and their training options to help them reach their training goals. 

2. Each supervisor will maintain an electronic copy of their employees’ workbooks and 

assure competency assessments are completed according to timeline. 

3. The Emergency Preparedness and Performance Management competency 

assessments are completed via Survey Monkey and aggregate data is captured, rather 

than individual data. These results will guide staff training for the year. 

4. At each performance review in the fall, the employee, along with their supervisor, will 

discuss and identify up to three training goals for the upcoming year.  At least one of the 

goals must be focused on developing one of the lower-scored competencies in the 

competency assessment completed by the employee. 

5. The supervisor will assist the employee in identifying competency based training content 

and curricula available from recognized institutions.  If none are found, the agency will 

create trainings internally. 

6. The employee will request to attend trainings through the supervisor, and complete a 

training voucher that is signed by their supervisor and given to the Office Manager to 

track for budgetary purposes. 

7. The completed training plan will be reviewed during the employee’s annual performance 

review.   
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8. The agency Office Manager will compile agency wide competency assessment data that 

is non- identifiable, to report to the Health Officer. 

 
Resources for training 
The WCHD budget has line items dedicated to funding training for all employees. In addition, 
many of our State and Federal funders allow allocations for training and travel costs as it relates 
to the specific grant.  

 
As mentioned above, limited tuition reimbursement is available for employees who wish to take 
formal course work.  

 
Many trainings are available in an online format and WCHD employees are encouraged to take 
advantage of these opportunities. We work with the Northcentral Wisconsin Healthcare 
Emergency Readiness Coalition (HERC), the Wisconsin Division of Public Health, and Wood 
County Emergency Management to coordinate preparedness trainings and drills.   
 
Barriers for Training 
The biggest barrier for employee training is time constraints. As much as is feasible, required 
trainings will be available online, during all-staff meetings or on predetermined training dates. 
Employees are encouraged to work with their supervisor to assess priorities and workloads to 
get required activities completed. 
  
Training Evaluation 
A variety of methods will be used to evaluate training that has occurred. Participant surveys, 
pre-and post- tests, and trainer evaluations are some methods can be utilized to evaluate 
learning.  

 
Training Documentation and Reporting  
WCHD Voucher for Professional Development will be used by employees requesting to attend 
training. The voucher will be completed by the employee and given to the employee’s 
supervisor who will approve the training. The voucher then goes to the Office Manager who 
enters the training into the WCHD Continuing Education spreadsheet. For training provided 
internally, the Office Manager will circulate a sign-in sheet and will enter the training for each 
employee present into the Continuing Education spreadsheet.   
 
Depending on the nature of training employees attend, they may be asked to write a short report 
giving a summary and evaluation of the training. Staff may also be asked to present information 
during a staff meeting or hold a staff training on the topic.  
 
Progress improvement will be measured by workforce assessments utilizing the public health 
core competencies and the public health emergency preparedness assessment tool. New 
baselines may need to be established as tools are updated or replaced. 
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WCHD Workforce Demographics 

 

Category Number 

Total Number of Employees 33 

Number of Full Time Employees 21 

Number of Part-Time Employees 12 

Primary Professional Disciplines/Credentials 
Health Officer 

Environmental Health/Communicable Disease Supervisor 
Office Manager 

Nutrition/Lactation Program Supervisor 
Community Health Planner/Health Promotion Supervisor  

Clerical/Administrative Support  
Public Health Nurse 

Registered Sanitarian 
Environmental Health Assistant 

Health Educator 
Health Educator/Nutritionist 

WIC Peer Counselor 
Health Screener 
Dental Hygienist 

 
1 
1 
1 
1 
1 
5 
5 
2 
3 
4 
4 
1 
2 
2 

Estimated Number of Employees <5 Years from Eligible Retirement (ages 
55+): 

Management 
Non-Management 

 
0 
4  

Estimated Number of Employees Currently Eligible for Retirement (ages 62+): 
Management 

Non-Management 

 
1 
0  

 
Future Workforce 
WCHD employees participate in career events at several of the schools in our community to 
promote health and public health careers. The WCHD is a clinic site for many academic 
institutions. The experiences offered cover a broad range including observational, full semester 
and occasionally a multi-semester practicum/capstone placement. We host nursing, dietetic, 
health education, and masters of public health students and interns.  Students are surveyed pre 
and post clinic to gauge interest in public health. 
 
In addition to serving as a host site for students and interns, WCHD staff are encouraged to and 
supported in accepting adjunct faculty appointments where they can help to instruct the future 
public health workforce. As of the last update to this plan, three staff, including the Health 
Officer, have appointments and are actively teaching college courses in nursing leadership, 
community health, and nutrition.  
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Succession Planning 
According to the Ohio Department of Administration’s Learning and Development Management 
Program, succession planning is defined as ‘a process that will support agencies in identifying 
critical positions, the current and future competencies and skills individuals need to be 
successful in that position, and assessment of current talent to fulfill those roles to ensure 
business continuity.  The key objectives to succession planning are: 

 Identifying significant agency business challenges in the next 1-5 years 

 Identifying critical positions that will be needed to support business continuity 

 Selecting the competencies individuals will need to be successful in positions and to 
meet identified business challenges 

 Developing a pool of talent to step into critical positions; and  

 Reviewing potential position vacancies and capturing the knowledge that individuals 
possess before departing the agency 

 
In order for succession planning to be successful it should: 

 be closely tied to the overall strategic plan of the agency  

 be championed by agency executives and senior leadership 

 ensure a process that develops key talent that is clearly defined, focused, and managed  

 clearly articulate to employees their role and critical participation in the process 
 
In summary, succession planning is future focused and ensures a process for identifying the 
critical positions within each agency and developing action plans for individuals within the 
system to assume those positions. For more information, see the WCHD Succession Plan. 
 
Working with Generational Differences: 
The health department staff are comprised of multiple generations.  This provides opportunities 
and challenges.  Recognizing the differences in generations is an important step in overcoming 
challenges in the workplace.  According to the American Management Association, there are 
four generations in the workforce today: 

 Baby Boomers (born between 1946 and 1964) 

 Generation X (born between 1965 and 1980) 

 Generation Y or Millennials (born between  1981 and the early 90’s) 

 Generation Z (born in the middle 90’s) 

 
See chart on following page… 
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A review of reports indicates the following characteristics of these different generations: 

 
Based on these generational differences, the WCHD strives to employ strategies to gain 
maximum efficiencies across generations.  Here are some examples; 

 Managers have opportunities to attend training focused on management skills across 
generations. 

 Explore new ways to compensate employees 

 Flexible schedules, time off vs. more compensation 

 New health benefits (health plan vs. wellness/fitness facilities, flexible schedules, health 
coaching) 

 Communicate across multiple modalities to reach all generations on staff (print, face-to-
face, email, text, social media) 

 Create cross-generational workgroups to provide opportunities for generational 
employees to work together and learn from and about each other. 

 

Baby Boomers Gen X Gen Y Gen Z 

 Anti-government 

 Anything is 

possible 

 Equal rights 

 Equal 

opportunities 

 Extremely loyal 

to their children 

 Involvement 

 Optimism 

 Personal 

Gratification 

 Personal Growth 

 Question 

Everything 

 Spend now, 

worry later 

 Team Oriented 

 Transformational 

 Balance 

 Diversity 

 Entrepreneurial 

 Fun 

 Highly 

Educated 

 High job 

expectations 

 Independent 

 Informality 

 Lack of 

organizational 

loyalty 

 Pragmatism 

 Seek life 

balance 

 Achievement 

 Avid 

consumers 

 Civic Duty 

 Confidence 

 Diversity 

 Extreme fun 

 Fun! 

 High morals 

 Highly 

tolerant 

 Hotly 

competitive 

 Like 

personal 

attention 

 Self-

confident 

 Members of 

global 

community 

 Most 

educated 

generation 

 Extremely 

techno savvy 

 Now! 

 Full technology 

 Like face to 

face 

 Healthier 

 Only know 

terrorism 

 Financial 

awareness 

 Entrepreneurial 

 Job hop 

 Respect older 

generations 

 Crave honesty 

from leaders 

 Seek vision 
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Capacity Building 
Budget restraints, staff skill sets, time, and resources can make it difficult to complete projects 
that go “above and beyond” the normal WCHD operational capacity. To fulfill such gaps the 
following have been strategies have been implemented: 

 Partnerships with local community foundation to support Population Health Fellows 
 Strong relationships with local Universities to become host sites for student/intern 

experiences 
 WIC program serves as an Registered Dietician educational site 
 Participate annually in the Area Health Education Center internship program 

 
Work/Life Balance 
Wood County Health Department leadership strives to create a positive and supportive work 
environment that is conducive to work/life balance.  This is accomplished by: 

 Implementation of a flexible scheduling policy that allows employees to propose non-
traditional work schedules. 

 Implementation of a wellness policy that allows employees to combine breaks with lunch 
to create a longer period of uninterrupted time to engage in physical activity or other 
activities that promote overall health and wellness. 

 Allowing casual Fridays throughout the year and extended periods of casual dress as 
incentives for a job well done. 

 Allowing social events in the workplace, such as baby showers, potlucks, and other 
events for special occasions. 

 Having a monthly luncheon to honor a specified team of employees for the work that 
they do. 

 Supporting employee utilization of the Employee Assistance Program during work time 
to help employees through challenging and stressful times. 

 Support for breastfeeding moms. 

 Assessment of organizational climate. 
 
Employee Recognition 
Wood County Health Department has the Distinguished Public Health Employee Award that 
serves to encourage and recognize outstanding job performance.  This award is provided to one 
employee annually based on nominations from peers.  Nominees are evaluated on the following 
areas: 

 Displays a positive attitude towards the Wood County Health Department, its policies 
and procedures 

 Any outstanding duties performed  

 Team work and commitment to the department  

 Attitude towards co-workers, colleagues, clients, and visitors 

 Strives for improvement  

 Extraordinary job performance 

 Exemplary punctuality and attendance 

 Shows initiative  

 Appearance/grooming standard 

 Fulfilling the mission of the Wood County Health Department—To maximize the quality 
of life across the lifespan by promoting health, protecting the environment, and 
preventing disease and injury.  

 Contributions toward achieving the goals in the Health Department Strategic Plan 
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 Demonstrates leadership 

 Creativity/Innovation 
 
Those employees selected to receive the awards receive: 

 A framed certificate. 

 A gold star to be hung on door or wall. 

 Their name added to the “Distinguished Public Health Employee Award” plaque.   

 Individual photograph to be placed in plaque. 

 A congratulatory letter from our Health Officer. 

 Distinguished Public Health Employee Award article in the Public Health Press. 

 A gift, to be determined by the Selection Committee and Supervisory Staff, will be given. 

 One-half day (4 hours) off with pay to be used within two months of receiving the award. 
 
In addition, employees are annually recognized for years of service (in 5-yr increments) every 
December.  On a monthly basis, employees are acknowledged for their support to the 
department as part of a luncheon in their honor. 

 
Adopted Competency Frameworks 
Nationally Accepted Public Health Competencies:  The WCHD recognizes the Council on 
Linkages Core Competencies for Public Health Professionals as the benchmark for basic skills 
required of all WCHD professional staff. The Core Competencies for Public Health 
Professionals (Core Competencies) are a set of skills desirable for the broad practice of public 
health.  They reflect the characteristics that WCHD staff need to possess in order to protect and 
promote health in the community.  The Core Competencies address the following key 
dimensions of public health practice: 

1. Analytic/Assessment 
2. Policy Development & Program Planning 
3. Communication 
4. Cultural Competency 
5. Community Dimensions of Practice 
6. Public Health Sciences 
7. Financial Planning and Management 
8. Leadership and Systems Thinking 
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To make these competencies meaningful for staff, the full assessment has been downsized to keep 
the eight dimensions, with a reduced number of competencies in each dimension.   
 
Program support staff take a competency assessment that has been created by WCHD that directly 
fits their roles and responsibilities. The Office Manager completes an individual competency 
assessment as well, as duties for this role do not closely align with general public health 
competencies. 
 
In addition, all employees complete an emergency preparedness and performance management 
assessment each year. These assessments have been created within the department to gauge 
knowledge and comfort level in these areas.  They have been written to allow for succinct indication 
of knowledge in the topic area, requiring them to identify answers to the statements, rather than an 
ambiguous response of agreement.  The assessment results guide training in those areas for the 
year. 

 
Tiers  
The Core Competencies are presented in three tiers, which reflect stages of public health career 
development: 

 Tier 1 – Entry Level. Tier 1 competencies apply to public health professionals who carry out 
the day-to-day tasks of public health organizations and are not in management positions. 
Responsibilities of these professionals may include basic data collection and analysis, 
fieldwork, program planning, outreach activities, programmatic support, and other 
organizational tasks. 

 Tier 2 – Program Management/Supervisory Level. Tier 2 competencies apply to public 
health professionals with program management or supervisory responsibilities. Specific 
responsibilities of these professionals may include program development, implementation, 
and evaluation; establishing and maintaining community relations; managing timelines and 
work plans; and presenting arguments and recommendations on policy issues. 

 Tier 3 – Senior Management/Executive Level. Tier 3 competencies apply to public health 
professionals at a senior management level and to leaders of public health organizations. 
These professionals typically have staff who report to them and may be responsible for the 
major programs or functions of an organization, setting a strategy and vision for the 
organization, and building the organization’s culture. 

The organization of the Core Competencies into three tiers provides guidance in identifying 
appropriate competencies for public health professionals. The individual competencies within the 
tiers build upon each other, describing desired skills for professionals at progressive stages of their 
careers. Public health organizations are encouraged to interpret the tiers and adapt the 
competencies in ways that meet their individual organizational needs.  

 
Public Health Preparedness Capabilities 
The Wood County Health Department (WCHD) staff competency relative priority Preparedness 
Capabilities is assessed utilizing an internally developed survey (appendix D).   
 

Continuing Education Requirements by Discipline   

Multiple public health-related disciplines require continuing education for ongoing licensing/practice. 

Licensures held by staff, and their associated CE requirements, are shown in the table below. 
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Profession License/Certification Wisconsin CE Requirements 

Nursing (RN) None 

Registered Sanitarian (RS, REHS) 24 Continuing Ed Units every 2 years  

Health Educator (CHES/MCHES) 75 Community Health Ed Hours every 5 years  

Dietitian (RDN) 75 Continuing Professional Ed Units every 5 years by the 
Commission on Dietetic Registration (CDR) 

 
 

Wood County Health Department Assessment Results 
 
Public Health Core Competencies Methodology and Results 
In previous Workforce Plans the Wisconsin Local Public Health Department and Tribal Health 
Center Workforce Needs Assessment conducted by the Wisconsin Center for Public Health 
Education and Training was used as the assessment tool.  This service is no longer offered by the 
University. Competency assessments are now completed annually with results compiled by the 
Office Manager and shared with the management team for continuing education planning purposes. 
 
PH Core Competency Gap Analysis 

Rank Tier 1 Tier 2 Tier 3 

1 Community 
Dimensions of 
Practice 

Communication Skills Policy Development/ 
Program Planning 

2 Communication Skills Leadership/Systems 
Thinking (tied below) 

Financial Planning 

3 Public Health 
Sciences 

Policy Development/ 
Program Planning 
(tied above) 

Communication Skills 

4 Cultural Competency Cultural Competency Community 
Dimensions of 
Practice 

5 Policy Development/ 
Program Planning 

Analytical/Assessment 
Skills (tied below) 

Leadership and 
Systems Thinking 

6 Analytical/ 
Assessment Skills 

Community 
Dimensions of 
Practice (tied above) 

Public Health 
Sciences 

7 Leadership and 
Systems Thinking 

Financial Planning Analytical/Assessment 
Skills 

8 Financial Planning Public Health 
Sciences 

Cultural Competency 
Skills 

 

Implementation 
The personal and professional development of our employees is a top priority. From the first day as 
an employee to the last the WCHD is committed to providing the support and training employees 
need to be successful in the current and future roles.  
 
Employees may attend training in different formats: in class, webinar, on-line training, in a single 
session or in several sessions and can earn CEU’s (Continuing Education Units) CNE’s (Continuing 
Nursing Education), Certified Health Education Specialist (CHES), etc.  
 
In addition to completing the mandated trainings, WCHD employees are strongly encouraged to 
take additional training in order to address training/knowledge gaps identified in their competency 
assessment and/or professional interests.  

65



15 | P a g e  

 

 
Review of Plan   
The WCHD Workforce Competency Development Plan will be reviewed annually by the 
management team.  
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Resources for Staff Training: 
 
TRAIN Course Search 
Employees may take additional courses to address individual competencies and capabilities by using the 
Wisconsin Department of Health Services TRAIN Wisconsin website at: https://train.org.  Once logged in, 
click on Course Search, then click on By Competencies and Capabilities.  From there, the employee can 
search appropriate courses that address their highest priority competency needs.  Employees will work 
with their supervisors to complete their Individual Staff Competency Development Training Plan. 

 
The North Carolina Center for Public Health Preparedness 
http://www.sph.unc.edu/nccphp/  
The North Carolina Center for Public Health Preparedness (NCCPHP) offers online training modules, 
training packages, courses, and certificate programs.  Train-the-trainer and face-to-face trainings are 
also available, and NCCPHP can provide technical assistance and content expertise upon request.  Most 
trainings are free and can be completed in an hour or less. 
 
Office of Public Health Preparedness and Response 
http://www.epi.state.nc.us/epi/phpr/training.html  
The Office of Public Health Preparedness in the North Carolina Division of Public Health sponsors a 
large number of trainings in public health preparedness.  A training calendar is available on their website 
at http://www.epi.state.nc.us/epi/phpr/calendar.html. 

 
Public Health Regional Surveillance Teams 
http://www.epi.state.nc.us/epi/phpr/regions.html  
Public Health Regional Surveillance teams are another source of technical assistance and subject matter 
expertise. Each of seven regional teams includes a team leader, nurse epidemiologist, industrial 
hygienist, and administrative coordinator. 
 
The North Carolina Institute for Public Health at  
The University of North Carolina School of Public Health 
http://www.sph.unc.edu/nciph/  

 
Centers for Disease Control and Prevention,  
Emergency Preparedness and Response 
http://www.bt.cdc.gov/training/index.asp  

 
Federal Emergency Management Agency 
http://www.fema.gov/tab_education.shtm  

 
United States Department of Health and Human Services 
http://www.hhs.gov/emergency/index.shtml  

 
Training by Preparedness Competency WI Western Regional Consortium 
http://www.wrpphp.org/Focus%20Area%20Trainings.htm 
 
ALSO SEE TRAINING TAB IN EXCEL WORKFORCE DEVELOPMENT WORKBOOK 
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Wood County Health Department Conference/Training Sharing Report 

Introduction   

Title of Conference/ Training 
  

Name of staff sharing 
  

Date of sharing 
  

Learning   

Main takeaways - Few things you learned from 
Conference/Training 

  

Job impact   

Summarize any job impact/practice improvement 

  

Return on training investment   

Was training worth attending?  Recommended to 
others? Why? 

  

5/15/18 SK 
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Related Documents (available on agency L:drive) 

A. Voucher for Professional Development 
B. Continuing Education Spreadsheet 
C. Workforce Development Workbook  

a. Performance Evaluation 
b. Performance Review Questions 
c. Public Health Competency Assessment Tier 1 – 3  
d. Program Support Competency Assessment 
e. Office Manager Competency Assessment 
f. Training opportunities 

D. Emergency Preparedness Competency Assessment  
E. Performance Management Competency Assessment  
F. Health Equity Competency Assessment  
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