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1. Context of Change
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Big Picture Context of Workforce: Poll Results - National
Reverse Site Visit for PHIG Recipients May 2024

In one word, what do you see on the horizon in the
next 3-5 years for your health department?
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What changes have we seen in County of

San Diego Public Health Services?

Retirement of our Public Health Officer 2024
Recalibration Effort FY 24-25

Board of Supervisors

County, Agency and Departmental Leadership and Structure
New Public Health Officer

New Public Health Lab

Retirements ‘
Budget Shortfall |
Grants Ending iz -
Moves to New Location . v
Return to Office ) 70
Integration MCS ‘\; h
Organizational Structure il
New County Culture

Be Kind

Be Curious
Be Bold
Do the Right Thing
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2. Grounding in Public Health Accreditation

GEO.W ELDRIDGE'S HARBOR CHART.
BRANFORD

COoNN, BRANFORD.

NAVTEAL MILLE
»

P )

SATVTE LS
* " X

AUTRORRLID oo PYSLISAID
- ~

4 9"»:2«\

Standards

& Measures for s Jos "
Reaccreditation o Sy ada -

e o Mgt Mo any iy o Aow b
v Ltnapn s Sy Punt




What does PHAB require of PHS to

maintain national accreditation status?

Standards

& Measures for
Reaccreditation
Version 2022

Domain 8 162

AR Stndard s 193
Measure 811 A: 164

. | Standard 8.2 167
Measure 821 A: 18

Measure 82.2 A: 1”2

Measure 82.3 S: s

Key requirements:
Maintaincompetentpublic health
workforce

Supply of qualified workforce
Trained and competent workers
LHD tocollaborate with others on
development
Encouragingtudentsto enter public
health to meet staffing needs
Recruitmentand hiring

Develop capabilities

To o Do o Io I»

STANDARD 8.1

Encourage the development and recruitment of

qualified public health workers.

Maintsining a competent public health workforce requires & supply of
qualified public heakh workers sufficient o meet public health neads.
Az public hestth workers retire or seek other employment opportunities,
newly trained public health workers must enfer the field Trained and
competent workers are needad in swch diverse areas as epidemiclogy,
health education, community health, public health lsboratory science,
public health nursing, environmental public health, and public health
administration and management.

Every health department has & responsibility to collaborate with others
fo encourage the development of a sufficient number of public health
students and to encoursge qualified individuals fo enter the field of public
health to meet the staffing needs of health depariments and other public
health onganizations. Recruitment and hiring efforts should seek to develop
& workforce with the necessary capabilities that reflects the characteristics
and demographics of the populations sered.




Measure 8.1.1 A Continued

MEASURE 8.1.1 A: Guidance Humb?r of Examples Dated Within
MNarrative description Current process

Required

c. Collaborate with other For required element c:
organizations to build the pipeline The description will describe efforts to build the pipeline for future workers. Working with youth organizations, libraries,
of public heaith workers. ommunity groups, elementary or high schools, schools or programs of public health, or Dther related academic and

Educa’rmnal prngrams (e.g., puhllc health nursm ichealthts ! vealth-informatics, health

participation in a career fair, or develupmen’r or ma




MEASURE 8.2.1 A: Guidance Number of Examples Dated Within
Marrative description 5 vyears

Documentation 2

2. Impact of implementing the he intent of this requirement is to describe outcomes from implementing the workforce development plan. The description
workforce development plan. cpuld include successful or unsuccessful implementation, including what was learned based on the implementation. It could
gescribe, for example, how efforts to address workforce capacity and capabilities have translated into improved organizational
operations (e.g., improved employee satisfaction or increased the ability of the health department to administer contracts,
apply for grants, or communicate effectively). The outcomes could also relate to interventions in the community or how
communities are being served (e.g., enhancing the ability of the health department to work with populations of higher risk, or
strengthening health promotion activities in the community).

MEASURE 8.2.1 A: Guidance Humb?r of Exumqles Dated Within
Narrative description Current process

DeCtumentation 3

3. The process for developing \e intent of this requirement is to describe efforts to develop future managers or leaders. The process could include policies
management or leadership skills or processes that provide a continuum of support for the future workforce. The health department could describe, for example,
as part of succession planning. opportunities for staff to build leadership or management skills by being responsible for tasks of increasing complexity;
rofating through other positions or serving in those positions in an interim or acting basis; or conducting assessments of
anagement skills (e.g., 360 degree evaluations where staff are assessed by their peers, the individuals they supervise,

and those they report to) and providing coaching where appropriate. The process could also describe deliberate efforts to
strengthen skills that could include, for example, negotiation skills, strategic management, emotional intelligence, adaptive
leadership, change management, intercultural or intergenerational management, collaborative intelligence, handling conflict,
coaching and mentoring skills, communications skills for managers, leadership styles, effective networking, and leading teams
and collaborations. The process could also describe training and development opportunities offered to staff, such as, executive
management seminars or programs, graduate programs in leadership or management, or participation in national or state-
based leadership institutes.

1V



MEASURE 8.2.2 A:

Required
Documentation 1

1. A comprehensive policy or set
of policies that demonstrate a
supportive work environment,
which must address, at
minimum, one provision of each
of the following:

a. Employee wellness.

b. Work-life balance.

c. Employee recognition.

d. Inclusive culture.

Dated Within
5years

Guidance

Number of Examples
1 policy or set of policies

The intent of this requirement is to provide policies that build a supportive work environment for staff that goes above and
beyond state or federal laws. Documentation of examples affecting just one employee (e.g., a recognition of just one worker)
would not be appropriate.

For required element a:

A policy could include, for example, health screenings and risk assessments, flu shots, exercise programs, nutrition
information, stress reduction methods, employee assistance programs, tobacco/other substance use cessation programs,
healthy food or physical activity policies or programs, or other efforts to create a culture of health and wellness. The policy
could also address measures taken to support employees during public health emergencies to address the additional stress
that can result from response. Documentation could be part of another plan or procedure (e.g., continuity of operations or
surge plan).

For required element b:

A work-life balance policy could include, for example, telecommuting, flexible schedules, allowing staff to bring children to
work, or breastfeeding/lactation support. This policy could be part of a broader employee wellness policy, if that wellness
policy contains provisions related to both work-life balance and other aspects of wellness.

For required element c:

An employee recognition policy could describe processes to recognize staff through, for example, a newsletter, employee of
the month program, employee honor roll, recognition letter, or regularly organized recognition lunch.

For required element d:

Fostering an inclusive workforce could focus on building an authentic workplace, which creates a welcoming and open-
minded environment that nurtures individual expression of thoughts or feelings rather than conformity. A policy could include,
for example, listing pronouns in email signatures, requiring unconscious bias training for all employees, acknowledging
holidays of all cultures and providing employees the flexibility to use paid time off for those days, or establishing an inclusion
council or employee resource group.



Guidance Number of Examples Dated Within
2 examples (narratives of 5 years

examples are acceptable)
Dofumentation 2

2. Efforts taken to improve the Examples could address improvement efforts in areas including, for example, work-life balance, employee recognition,
work environment or improve employee wellness, or staff inclusion.

employee satisfaction. Efforts could include, for example, completed QI projects, revised policies or procedures, staff events, new or revised
At least one example must communication methods from leadership, or other activities to build a supportive workplace.

demonstrate taking action as a At least one example will be based on the results of a staff assessment, which could be through a formal mechanism (e.g., a

resuit of staff feedback or worker staff-wide survey) or an informal cne (e.g., an employee suggestion box).

satisfaction assessment. i o
The second example could also be based on employee feedback or could demonstrate improvement efforts identified through

other methods, such as the regular review and updating of supportive workplace policies or analysis of retention rates.

In a centralized state, the state health department could include examples related to staff serving local jurisdictions.




3. Continuum: Leveraging PHIG Investments

H @ Centers for Disease
s Control and Prevention
Public Health

Infrastructure Grant
Program




Continuum of Workforce Development and Training Efforts
In County of San Diego Public Health Services:

Leveraging PHIG Investments

Formal Collaborations:

Academic Health Fellowships and Onboarding Training:
2L Memoranda of . Revamped New Employee
Department._ PrLcJ)n?:%Sfqué?gﬁiefgﬂéinﬁith Internships: Orientation Program, Evaluation
Research collaborations, gram -etie d of NEWP, Customer Service
input on local curriculum universities and colleges

H.E.A.R.T. initiative and training
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Pipeline: Live WellCenter for Residents: Recruitment Events: Resources and
Website with  Leadership and Innovation: vouU with UCSTor Preventive P aNels, Speakerareersin Strengths Test:
student internship Collaboration across HHSA with  Medicine Residents and Family ~ Health and Human Services, o '
portal and {(5{'s tS82Lf 5Qa { dxeddhaResidents Meet the People, workshops, Distribution of SBM Books,
collaborations Subcommittee, Working Groups on Alumni efforts, STEM career Identification of employee
supporting Internships, Career Fairs and fair (e.g., MOAs/MOUs with Strengths, Strengths Base«
recruitment Workforce Development UCSD, SDSU, CSUSM) Management and

Leadership




Continuum of Workforce Development and Training Efforts
In County of San Diego Public Health Services:

Leveraging PHIG Investments

7
Knowledge Transfer: County and HHSA Training: Employee Engagement: Wellness:
Managers Resource Packet  Orientation, The Knowledge Center Surveys, Video, Polling, Focus  County, HHSA and PHS efforts, PHS Welln:
includingManagers Manual, and Learning Management SystemGroups, Action Plan, Impact Plans Plan, Committee, Executive Champion (safe
Program Operations Manua) new pilot mentorship program and &minars connectedness, wordtife balance, meaning,
Policies recognition)

(@) A~

& w@ N7

o
Public Health 101: FEMA Training: Workforce Development Plan:  Leadershipand Management Sustain, Recogniz
Concepts and History, National Incident Future Skills, Core Competencies Survey, Development: and Retain:
PHS Response to  Management System, PH WINSAnnual Training Strategy, Great Leaders Academy, Regional H.E.A.R.T. Awards,
Outbreaks, Data  Incident Command Training Champions Working Group, Training Center, DISC, Insights, Newsletter, annual aH
Literacy, Blood Borne System 100, 700 and promotion, dashboard tracking and Coaching, 360s, Strengths Based  staff, branch impact
Pathogens and 800 online training reporting, Framework for Training Management training, Leadership  plans, Stay and Exit
Emergency Response  FEMA website Standards and EvaluatigriPassport to Qurvey, and SuccessioAanning Interviews
Training Training, promotion of training from CDC

TRAIN, Western Region Public Health
Training Center, CHEAC Training Center



4. Six Examples from PHS
People 1St Strategy

A. Wellness
B. Engagement
. Plpellne

D. Retentlon.- et

E. Leadership =~
F. Training

- Coronado Bridge,
Coronado CA
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FI ve ESSE ntia I.S Centered on the worker voice and nr:qult':.-',_thf: se five Esscn’F IH]-.‘i
support workplaces as engines of well-being, Each Essential is
fo r WO r k p la ce grounded in two human needs, shared across industries and roles.
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https://www.hhs.gov/surgeongeneral/priorities/workplace-well-being/index.html
https://www.hhs.gov/surgeongeneral/priorities/workplace-well-being/index.html
https://www.hhs.gov/surgeongeneral/priorities/workplace-well-being/index.html
https://www.hhs.gov/surgeongeneral/priorities/workplace-well-being/index.html
https://www.hhs.gov/surgeongeneral/priorities/workplace-well-being/index.html
https://www.hhs.gov/surgeongeneral/priorities/workplace-well-being/index.html




Fostering Positive and Healthy Work Environme n s —Zaamaveavm

How close is your workplace to being an "engine of well-being," per the U.S. Surgeon General?

1-20% (umm, ask me later)

_ 9
42% Most health

21-40% (just getting started) gzaﬂ t;;t'ﬁi?s .
PHIGsaidtheir
41-60% (halfway there) \r/]Vg[rléFr):;(r?]eeSS %rfe
-] mes
well-being with
61-80% (getting there) \(/)Vr;)gg;’/ct)hsi;)r/]ing
May of 2024.

81-100% (we got this)

19



1°T EVER PHS WELLNESS PLAN

1. To ensure protections and safeguards are documented and in place to pro
~ |safety, security and protection from harm.

2. To institutionalize the fostering of connection and community in the workpla
© |starting with examination and sharing of best practices.

3. To have PHS staff report that they have good vitgkbalance as defined by the
ability to juggle work and personal life responsibilities. |
- 4. To have PHS staff report that they feel a sense of pride in the mission of the&= =

- —
oo —
m—

.

= organization and that their work matters and makes a difference. e
—+=a 5. To have PHS staff report that they believe they have job satisfaction, includiz===
opportunities for growth, learning and a sense of accomplishment. e

6. To encourage and promote personal dimensions of wellness. g
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WHAT DOES PSYCHOLOGICAL SAFETY

LOOK LIKE?

Encouraged to bring their
auvthentic selves to work.

o Unafraid to ask questions.

Feel comfortable giving and
receiving feedback.

Familiar with their colleagues
outside of work.

Comfortable knowing they
can fail.

Openly share constructive
criticism and concerns.

Feel valued and are

Have no trouble asking for
encouraged fo contribute.

assistance.

Have mutual respect for their
colleagues and leaders.

Feel safe reporting
discrimination.




Poor | 1.2% Self-Rated Mental
Far mmm o« Health of PHS Staff

Good [NNEGEGEGEEEEN o
Very good [N 35.6%

Excellent N 13.2%

0 25 50 75 100
Source: PH WINS 2024

A Wellness Champion A Promote EAP Program Services

A County and HHSA Wellness Efforts A Promote the Speed of Trust, and other trust

A Lunchtime meditation, yoga, Zumba promoting books (5 Dysfunctions of a Team)

A Fresh farm stand food truck A Walking Club

A WeeklyWellness Emails A EAP Seminars on Wellness Topics

A Health Promotion Planning Working Group A Potluck lunches to build social cohesion and

; A Executive Champion foster belonging

Fiscal Year A Recognize and reward staff for being prepared for A Partner with San Diego Project Heartbeat and the
2025-2026 - 2029-2030 emergencies (e.g., FEMA training) City of San Diego to bring #person, hands-on

A Workplace Violence Preparedness and Active training on handsonly CPR, proper use of our AED
Public Health Services 711125 Draftlast updated 8/14/2025 Shooter training and information on cardiac arrest

A Develop a micrelearning on psychological safety A HHSA Emergency Procedure Guide

A Mental Health First Aid Training A Recognition Committee

Blue = Low cost or no cost initiatives (e.g., staff time) z 'A



https://debeaumont.org/phwins/2024-survey/

Sample Seminar Topics

Iy

:

p 5 " S S N S S SN S S S

- y

-‘};.’. - s'—t .¢A Y O VA am
ey o e |
P‘....bf':;—t I S -~ — x'h_

| —

Pr

Workplace Trauma for Managérs

2025 Workforce Wellness Seminars.

Collaborative Communication
Components for Great Communication
Dealing with Challenging People
Disrupting Negative Thoughts

Making Meetings Effective

Managing Priorities to Maximize Your Day
Motivating and Energizing Employees
Overcoming Burnout

Performance Management
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Timeline: Trauma -Informed and Wellness

B0 U N PHS HEART Team A consultant did a walk- Compassionate Leadership
— Ided the Trauma-Informed through review of common  TISI team collaborated through a Trauma -Informed Lens
‘ort to its charter and its areas of our main building, ~ on a mandatory issued, and HR presented at a
COMPASSIONATE LEADERSHIP nual work plan included clinics and medical therapy  training for all HHSA  senior staff meeting to launch.
£ th Customer Service and units and made staff called Growing ~ PHS created a self care program for
THROUGH A auma-Informed. recommendations for how to  Resiliency within a staff (6 psychologists to provide
TRAUMA-INFORMED LENS make the facilities optimally ~ Trauma Informed Lens. services to staff).

trauma-informed.

RCRCECRCICIC

A Surgeon General
Report on Health

_l ual action Branches began developing 1009 of HHSA staff, including PHS, were Care and Public
a-informed impact plans  for trauma- required to complete 8 hours of Mental Health Health Worker
informed services First Aid Training. Mental Health

Promoted (2022).
A Self-Care Seminar

Series (2022-25).
A Jan 2025 launch
PHS Wellness Plan.

T

PHS required all PHS staff to  Mental Health First Aid
complete the 8-hour Mental
Health First Aid.

- - —


https://www.hhs.gov/sites/default/files/health-worker-wellbeing-advisory.pdf
https://www.mentalhealthfirstaid.org/
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1. Job satisfaction* 38.8%
2. Org Satisfaction 32.3%
3. Treated Fairly* 38.7%
4, Psychological Safety* 36.8%
5. Work-Life Balance* 31.3%
6. Voice Concerns without Getting in Trouble* 31.3%
7. | love my job* 0.3%
8. Happy with how much input | have in decisions that affect my work* 00
9. Belonging in Unit* 00.8%
10. Belonging in Dept* 85.8%
11. Staying 831.8%
12. Leaving in 1 year 0
13. Mental health is good, very good or excellent* 85.4%
14. Completely burnt out 0/

15. No symptoms of burnout* 24.3%
16. NWY! WayYl yw ! 6 GagYat WYnwHel UYe qllqéd ¢|57.3%

*Indicator of wellness included in theyear PHS Wellness Plan
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\ ! B. Employee Engagement
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fig 8

Julien, Jo Ann A DepartmentalEmployee A Sharing best practices acros
Engagement Survey 10+ years HHSA
A Annual Branch Impact Plans A Video of Results
A Chiefs Presentations A Polling of Priorities
A CountyEmployee Engagement A Focus Groups
Survey A Summary Report
A Action Plan

1. What should PHS focus on in the next year? VOTE FOR 1 More details

12%

’ 25%
Communication 42

Psychological Safety 21
23%

Reasonable workload 45

Leaders valuing employee's input and ideas 38

’ 13%
Infarmation en moving between departments 20 v

28%

¢ & & @& @




Poll Results: National Reverse Site Visit (RSV)
for PHIG Recipients May 2024

In ONE word, what is the most important
competency, knowledge, skill or ability needed to be
successful in a public health department right now?

pEFSIStE‘[’ICE

e minded hum|l|ty determination datalltera-:y agile engage lived staff organized storytelling

hero passion
mm management analysis building interoperability
openness €0 LéltlDr‘]S ‘ / data 'NMNOVAtION yercatility  collaborative SUper

_ literacy culturg l b l t advocacy agility flexible
skills 3\ areness Comunlcatlon eXI I I change adaptive curiosity

solution
experiences _listening m“abﬂragfw'grs empathy leadership connectivity

motivation BEcimate partnerships adaptable Panenfe compassion relationship ¢reativity innovative

relatable hiring commitment resiliency competenices informatics SYSt€mMs

. . . learnines F-D-El- I'E'l.EIHDFIShlpS
planning  navigation & thinking policy  forward Sl enablement  vision  responsible




County Employee Engagement Survey

Question 2024 Mean | 2022 Mean Percent
Difference

| like the kind of work | do

There is at least one person at work | can rely on for guidance and support 4.33 4.25 1.95
People on my team cooperate to get the job done 4.26 4.21 1.26
| know how my work supports the County's vision 4.26 4.22 0.94
| know what is expected of me on the job 4.25 4.26 0.25
The County values diversity, equity, and inclusion 4.24 4.15 2.20
My supervisor is available when needed 4.24 4.19 1.21
My supervisor listens to what | have to say 4.24 4.24 0.07
| feel | can make a difference by working here 4.23 4.25 0.50

People on my team care about me as a person 4.18 4.19 0.14



County Employee Engagement Survey

Question 2024 Mean | 2022 Mean Percent
Difference

| feel that the flow of information from leadership stops when it reaches my

supervisor 2.69 2.62 2.77
| feel that the flow of information from leadership stops when it reaches

management 3.07 3.24 5.50
| feel that the flow of information from leadership stops before it reaches

front line staff 3.15 3.28 4.06
| feel that | know enough about the work of other County departments to

make a decision to move to another department 3.21 3.15 1.88
| believe that information flows well from leadership to front line staff 3.39 3.02 11.62
| believe that information flows well from front line staff to leadership 3.4 3.18 6.55
It is safe to challenge the way things are done 3.42 3.18 71.27
My workload is reasonable 3.51 3.19 @
| feel that there are opportunities to move to different departments within

the County 3.63 3.48 4.17

Departmental leadership values mv ideas and inout 3.65 3.35 8.49



Public Health Services Employee
Engagement Survey 2024

All PHS

I know what is expected of me at work. 4.33

I have the materials and equipment I need
to do my work right.

At work | have the opportunity to do what |
do best everyday.

I have recently received praise or
recognition for doing good work.

My supervisor or someone at work seems

and cohesion i ‘ J : Wiy i _ e 3 to care about me. 424
e . ; , ' 'f, =3 : A There is someone at work who encourages
P03|t|v§ envwonment. ,. PO M |my cevelopment. 4.05
Mentonng and CoaCh|ng, 1‘ 3 S i SR 2 i " | ‘ : 1At work my opinions seem to count. 4.12
deve|0p|ng Staﬁ: . iy 2 oy A L. ;"“\ The mission/purpose of the organization

Respect in the workplace || == TR s |makes me feel my job is important.

4.05

\

4.19

4.02

4.22

My coworkers are committed to doing
quality work.

4.27

o

s gl

g B e M || 1ove 2 best friend at work. 3.98

In the last six months, someone at work has
E 4 _ talked to me about my progress.

& s This last year, | have had the opportunity at
work to learn and grow.

A Lowest scores in 2024 were related to: Best friend at work (3.98) arféhe Leadership always treats me with

4.05

5

4.02

4.09
. . . respect.
leadership makes me enthusiastic about the future (3.82) | san corfident in the Agency's finandial >
future. ’
. . The Leadership makes me enthusiastic
A Also, low scoring were recognition (4.02), development (4.05), progkgss te future. 382

(4.05), learn and grow (4.02), equipment (4.05), and respect (4.09) |overal, are you satisfied with your job? a.22




TIMELINE EMPLOYEE ENGAGEMENT

2007: PHO Introduced Gallup Strengths

7, £
Chuman st

A Discussed Leadership A HHSA developedi Gr e at A HHSAExecutive Leadership A Refined process for

Development books at PHS Leader ship Acade noptained 2-da¥ trailjing at all staff to receive A 18 yearsof
Sr. Managers Meetings. to focus on Gallup Gallup Center in Irvine, CA. Strength books after strength-
A Began distributing books to PHS to training. A Strengths included in completing the PHS based
employees, as they were identified. A Training proved to all Performance Evaluations. new Employee management
HHSA managers. Orientation Program .
20082016 2010 2012 (NEWP). 2023 A 17 yearsof

Employee
T Engagement

survey
results (only

— Y S | W A R A L I 1 year
missed due

to COVID
19).
A Strengths
Committee
2008 2009 2011 2022 2024-25 restarted,
A Issued adapted A PHS developed Strength A strength-based A 1st County Employee A 2™ County Employee will begin
Employee Committee with Leadership Engagement Survey Engagement Survey review of
Engagement champions from each introduced with followed by focus followed by video books at
survey (Annual). branch. review of the four groups and action results, polling, focus upcoming Sr.
A Used survey A This committee would domains structure. plan. groups and action plan. Managers
results to develop drive the conversation at A PHS staff asked to A Decision to move PHS Meeting in
annual impact A 2{ ]L\f/la:agerrs Mgitlngs t generate team Employee Engagement FY25/26.
plans by each air encouraged 1o pos domains and post. Survey to every 5

PHS branch. strengths at their desks. years.



C. Pipeline: SDSU Alumni/PHS Staff At The SDSU Public
Health Career Fair 2024




From Class to Career: A new career

P | P E LI N E L|Ve We” Ce nter for fair links SDSU students to County

Health & Human Services for

Leadership and Innovation potential jobs

SDSU alumni account for 52% of SD County’'s HHSA
leadership.

Careers in Health and Human Services Week s
March 2025 :

-

-

Day 1: Public Health Career FaNoon2 p.m.)Students and alumni from ;
all majors and colleges are encouraged to attend the Public Health Career F3
where they can explore various roles, interact with hiring managers, and Iear
about internships and employment opportunities.

Day 2: Interviewing and Resume Worksh{p3 p.m.)These sessions |
focus on careebuilding skills. County professionals will lead a resume and

interviewing workshop, giving participants hanrals guidance to stand out in =~

competitive hiring processes. Later in the evening, the reservaoyst € & a u

GKS tS2L)XS bSGg2N)JAyIE SOSyld gAftf O2yySOG addzRRSyla
working at HHSA.

“l want to be a social worker in a setting where | can make a meaningful impact

Day 3: County of San Diego Health & Human Services CareerG}Fiai with individuals and my community, and looking at the leadership in HHSA, | feel
p.m.)¢ KS 4588 cl OSdzf YA )/ F G834 & )f | y- AYYS NI like | can learn more about the industry and employer expectations and the !

hiring professionals. This session provides students a road map to applying f ~ SKills I need to be competitive in San Diego’s job market”
jobs within the county, highlighting the various career pathways available.

From Class to Career: A new career fair links SDSU students to County Health & Human Services for potential jobs |
News | SDSU



https://www.sdsu.edu/news/2025/03/a-new-career-fair-links-sdsu-students-to-county-health-human-services-for-potential-jobs
https://www.sdsu.edu/news/2025/03/a-new-career-fair-links-sdsu-students-to-county-health-human-services-for-potential-jobs

C. Pipeline: SDSU Alumni/PHS Staff At The SDSU Public

Health Career Fair 2024

SanDiegoCounty.gov Home
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Workforce Development and Training

Welcome to the Workforce Development website for the Public Health Services (PHS) department, in the County
of San Diego Health and Human Services Agency (HHSA). On this website, we provide:

« Information about workforce development in PHS, V 4l
« The history of workforce development in PHS, LIVE WELL

» Our strategic approach,

« Current trainings available,

« Workforce development and training resources, and
« Information about student internship opportunities.
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