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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

Change



ÁRetirement of our Public Health Officer 2024

ÁRecalibration Effort FY 24-25

ÁBoard of Supervisors

ÁCounty, Agency and Departmental Leadership and Structure

ÁNew Public Health Officer

ÁNew Public Health Lab

ÁRetirements 

ÁBudget Shortfall

ÁGrants Ending

ÁMoves to New Location

ÁReturn to Office 

Á Integration MCS

ÁOrganizational Structure

ÁNew County Culture

What changes  have we seen in County of 

San Diego Public Health Services? 



2. Grounding in Public Health Accreditation

Nautical Map



What does PHAB require of PHS to 
maintain national accreditation status?

8

Key requirements:
Å Maintain competent public health 

workforce
Å Supply of qualified workforce
Å Trained and competent workers
Å LHD to collaborate with others on 

development
Å Encouraging students to enter public 

health to meet staffing needs
Å Recruitment and hiring
Å Develop capabilities 



Measure 8.1.1 A Continued
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3. Continuum:  Leveraging PHIG Investments

Balboa Park 

San Diego, CA



Pipeline: 
Website with 

student internship 
portal and 

collaborations 
supporting 
recruitment

Academic Health 
Department: 

Research collaborations, 
input on local curriculum

Live Well Center for 
Leadership and Innovation: 

Collaboration across HHSA with 
{5{¦Σ tŜƻǇƭŜΩǎ {ǳŎŎŜǎǎ 

Subcommittee, Working Groups on 
Internships, Career Fairs and 

Workforce Development

Fellowships and 
Internships: 

California Department of Public 
Health (MOU)

Formal Collaborations: 
21 Memoranda of 

Understanding/Agreement and 
Program Letters of Agreement with 

universities and colleges

Recruitment Events: 
Panels, Speakers, Careers in 
Health and Human Services, 
Meet the People, workshops, 
Alumni efforts, STEM career 
fair (e.g., MOAs/MOUs with 

UCSD, SDSU, CSUSM)

Residents: 
MOU with UCSD for Preventive 
Medicine Residents and Family 

Medicine Residents

Resources and 
Strengths Test: 

Distribution of SBM Books, 
Identification of employee 
Strengths, Strengths Based 

Management and 
Leadership

Continuum of Workforce Development and Training Efforts 

in County of San Diego Public Health Services: 

Leveraging PHIG Investments

Onboarding Training: 
Revamped New Employee 

Orientation Program, Evaluation 
of NEWP, Customer Service 

H.E.A.R.T. initiative and training



Public Health 101: 
Concepts and History, 

PHS Response to 
Outbreaks, Data 

Literacy, Blood Borne 
Pathogens and 

Emergency Response 
Training

Knowledge Transfer: 
Managers Resource Packet 

including Managers Manual, 
Program Operations Manuals, 

Policies

FEMA Training: 
National Incident 

Management System, 
Incident Command 

System 100, 700 and 
800 online training 

FEMA website

Employee Engagement: 
Surveys, Video, Polling, Focus 

Groups, Action Plan, Impact Plans 
and Seminars

County and HHSA Training: 
Orientation, The Knowledge Center 
and Learning Management System, 

new pilot mentorship program

Leadership and Management 
Development: 

Great Leaders Academy, Regional 
Training Center, DISC, Insights, 

Coaching, 360s, Strengths Based 
Management training, Leadership 
Survey, and Succession Planning

Sustain, Recognize 
and Retain: 

H.E.A.R.T. Awards, 
Newsletter, annual all-
staff, branch impact 
plans, Stay and Exit 

Interviews

Continuum of Workforce Development and Training Efforts 

in County of San Diego Public Health Services: 

Leveraging PHIG Investments

Wellness: 
County, HHSA and PHS efforts, PHS Wellness 

Plan, Committee, Executive Champion (safety, 
connectedness, work-life balance, meaning, 

recognition)

Workforce Development Plan: 
Future Skills, Core Competencies Survey, 

PH WINS, Annual Training Strategy, 
Training Champions Working Group, 
promotion, dashboard - tracking and 
reporting, Framework for Training 

Standards and Evaluation, Passport to 
Training, promotion of training from CDC 

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



A. Wellness
B. Engagement
C. Pipeline 
D. Retention
E. Leadership
F. Training 

Coronado Bridge, 
Coronado, CA

4. Six Examples from PHS 
    People 1 st Strategy 



Flower Fields 
Carlsbad, CA 

A. Wellness

¦Φ{Φ {ǳǊƎŜƻƴ DŜƴŜǊŀƭΩǎ 
Report on Workplace 
Mental Health & Well -
Being (2022)

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


INTERACTIVE QUESTION: 

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

La Jolla Beach

La Jolla, CA
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Fostering Positive and Healthy Work Environments

Most health 
departments 
participating in 
PHIG said their 
workplaces are 
not engines of 
well-being with 
only 2% saying 
we got this in 
May of 2024. 



1ST EVER PHS WELLNESS PLAN
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Six Proposed Goals
1. To ensure protections and safeguards are documented and in place to promote 

safety, security and protection from harm.

2. To institutionalize the fostering of connection and community in the workplace 

starting with examination and sharing of best practices.

3. To have PHS staff report that they have good work-life balance 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 

organization and that their work matters and makes a difference.

5. To have PHS staff report that they believe they have job satisfaction, including 

opportunities for growth, learning and a sense of accomplishment.  

6. To encourage and promote personal dimensions of wellness. 



WHAT DOES PSYCHOLOGICAL SAFETY 
LOOK LIKE?



Wellness Plan

Å Wellness Champion
Å County and HHSA Wellness Efforts
Å Lunchtime meditation, yoga, Zumba
Å Fresh farm stand food truck
Å Weekly Wellness Emails
Å Health Promotion Planning Working Group
Å Executive Champion
Å Recognize and reward staff for being prepared for 

emergencies (e.g., FEMA training)
Å Workplace Violence Preparedness and Active 

Shooter training
Å Develop a micro-learning on psychological safety
Å Mental Health First Aid Training

Å Promote EAP Program Services
Å Promote the Speed of Trust, and other trust 

promoting books (5 Dysfunctions of a Team)
Å Walking Club
Å EAP Seminars on Wellness Topics
Å Potluck lunches to build social cohesion and 

foster belonging
Å Partner with San Diego Project Heartbeat and the 

City of San Diego to bring in-person, hands-on 
training on hands-only CPR, proper use of our AED 
and information on cardiac arrest

Å HHSA Emergency Procedure Guide
Å Recognition Committee

Self-Rated Mental 
Health of PHS Staff 

Source: PH WINS 2024 

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


2022 ï 2025 Workforce Wellness Seminars

Á Collaborative Communication 
Á Components for Great Communication 
Á Dealing with Challenging People
Á Disrupting Negative Thoughts
Á Making Meetings Effective
Á Managing Priorities to Maximize Your Day
Á Motivating and Energizing Employees
Á Overcoming Burnout 
Á Performance Management
Á Practical Productivity 
Á Thinking Traps
ÁWorkplace Trauma for Managers

Sample Seminar Topics



2014
HHSA 

issued a 

trauma-

informed 

services 

policy.

Timeline: Trauma -Informed and Wellness

2015

All HHSA departments, including 

PHS, hosted focus  groups  on 

how to integrate a trauma-

informed approach into policies, 

facilities, etc.

PHS developed annual action 

plan advance trauma-informed 

services integration.

2015 - 2017

A consultant did a walk-

through review of common 

areas of our main building, 

clinics and medical therapy 

units and made 

recommendations for how to 

make the facilities optimally 

trauma-informed. 20162016

The PHS H.E.A.R.T. Team 

added the Trauma-Informed 

effort to its charter and its 

annual work plan included 

both Customer Service and 

Trauma-Informed.

2016 
Branches began developing 

impact plans  for trauma-

informed services

PHS required all PHS staff to 

complete the 8-hour Mental 

Health First Aid.

2017 - 2018

TISI team collaborated 

on a mandatory 

training  for all HHSA 

staff called Growing 

Resiliency within a 

Trauma Informed Lens.

100% of HHSA staff, including PHS, were 

required to complete 8 hours of Mental Health 

First Aid  Training.

2018 - 2019

Compassionate Leadership 

through a Trauma -Informed Lens 

issued, and HR presented at a 

senior staff meeting to launch.

PHS created a self care program for 

staff (6 psychologists to provide 

services to staff).

Å Surgeon General 

Report  on Health 

Care and Public 

Health Worker 

Mental Health 

Promoted (2022).

Å Self-Care Seminar 

Series (2022-25).

Å Jan 2025 launch 

PHS Wellness Plan.

2022 - 2025

2022

Mental Health First Aid

https://www.hhs.gov/sites/default/files/health-worker-wellbeing-advisory.pdf
https://www.mentalhealthfirstaid.org/


Measurable Results

PH WINS Question 2024 SD CA USA
1. Job satisfaction* 88.8% 84.5% 86.5%
2. Org Satisfaction 82.3% 74% 77.5%
3. Treated Fairly* 88.7% 83.1% 84.1%
4. Psychological Safety* 86.8% 81.4% 84.1%
5. Work-Life Balance* 81.3% 76.9% 81%
6. Voice Concerns without Getting in Trouble* 81.3% 75.6% 77.1%
7. I love my job* 79.3% 74.9% 76.9%
8. Happy with how much input I have in decisions that affect my work* 71.1% 68.4% 69.9%
9. Belonging in Unit* 90.8% 85.5% 87.4%
10. Belonging in Dept* 85.8% 78.5% 81.5%
11. Staying 81.8% 74.4% 75.7%
12. Leaving in 1 year 15.1% 22.1% 20.6%
13. Mental health is good, very good or excellent* 85.4% 79.9% 82.9%
14. Completely burnt out 3.5% 4.5% 3.7%
15. No symptoms of burnout* 24.3% 24.8% 28.9%
16. ΝШŸƖШůŸƖĲШƚǃůƓƣŸůƚШŸŉШĤƨƖŰŸƨƣШƣőċƣШƽŸŰќƣШŊŸШċƽċǃй57.3% 53.7% 51.8%

*Indicator of wellness included in the 5-year PHS Wellness Plan



Employee 
Engagement

ÅDepartmental Employee 
Engagement Survey 10+ years

ÅAnnual Branch Impact Plans

ÅChiefs Presentations

ÅCounty Employee Engagement 
Survey

ÅSharing best practices across 
HHSA

ÅVideo of Results

ÅPolling of Priorities

ÅFocus Groups

ÅSummary Report 

ÅAction Plan

B. Employee Engagement
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Poll Results: National Reverse Site Visit (RSV)
for PHIG Recipients May 2024



2024 Top 10 Mean Score
County Employee Engagement Survey

Question 2024 Mean 2022 Mean Percent 

Difference

I like the kind of work I do 4.37 4.38 0.34

There is at least one person at work I 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

I know how my work supports the County's vision 4.26 4.22 0.94

I 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 I have to say 4.24 4.24 0.07

I feel I 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
2024 Bottom 10 Mean Score

Question 2024 Mean 2022 Mean Percent 

Difference

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

supervisor 2.69 2.62 2.77

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

management 3.07 3.24 5.50

I feel that the flow of information from leadership stops before it reaches 

front line staff 3.15 3.28 4.06

I feel that I know enough about the work of other County departments to 

make a decision to move to another department 3.21 3.15 1.88

I believe that information flows well from leadership to front line staff 3.39 3.02 11.62

I 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 7.27

My workload is reasonable 3.51 3.19 9.55

I feel that there are opportunities to move to different departments within 

the County 3.63 3.48 4.17

Departmental leadership values my ideas and input 3.65 3.35 8.49



Public Health Services Employee 
Engagement Survey 2024

Implications for Training
Å Fostering social connection 

and cohesion
Å Positive environment 
Å Mentoring and coaching, 

developing staff
Å Respect in the workplace

Å Lowest scores in 2024 were related to: Best friend at work (3.98) and 
leadership makes me enthusiastic about the future (3.82)

Å Also, low scoring were recognition (4.02), development (4.05), progress 
(4.05), learn and grow (4.02), equipment (4.05), and respect (4.09)



2008

2008-2016

2009

20122010 2023

2011
Å Issued adapted 

Employee 

    Engagement 

survey (Annua l).

ÅUsed survey 

results to develop 

annual impact 

plans by each 

PHS branch.

TIMELINE EMPLOYEE ENGAGEMENT

2007: PHO Introduced Gallup Strengths

ÅDiscussed Leadership 

Development books at PHS

    Sr. Managers Meetings.

ÅBegan distributing books to PHS to 

employees, as they were identified.

Å1st County Employee 

Engagement Survey 

followed by focus 

groups and action 

plan.

ÅHHSA developed ñGreat 

Leadership Academyô 

to focus on Gallup 

training.

ÅTraining proved to all 
HHSA managers.

ÅPHS developed Strength 

Committee  with 

champions from each 

branch.

ÅThis committee would 

drive the conversation at 

Sr. Managers Meetings

ÅStaff encouraged to post 

strengths at their desks.

ÅStrength-based 

Leadership 

introduced with 

review of the four 

domains structure.

ÅPHS staff asked to 

generate team 

domains and post.

ÅHHSA Executive Leadership 

obtained 2-day training at 

Gallup Center in Irvine, CA.

ÅStrengths included in 

Performance Evaluations.

Å 18 years of 
strength-
based 
management
.

Å 17 years of 
Employee 
Engagement 
survey 
results (only 
1 year 
missed due 
to COVID-
19).

Å Strengths 
Committee 
restarted, 
will begin 
review of 
books at 
upcoming Sr. 
Managers 
Meeting in 
FY25/26.

ÅRefined process for 

all staff to receive 

Strength books after 

completing the PHS 

new Employee 

Orientation Program 

(NEWP).

2022 2024-25
Å2nd County Employee 

Engagement Survey 

followed by video 

results, polling, focus 

groups and action plan.

ÅDecision to move PHS 

Employee Engagement 

Survey to every 5 

years.



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



PIPELINE: Live Well Center for 

Leadership and Innovation

Careers in Health and Human Services Week 
March 2025

Day 1: Public Health Career Fair(Noon-2 p.m.) Students and alumni from 
all majors and colleges are encouraged to attend the Public Health Career Fair, 
where they can explore various roles, interact with hiring managers, and learn 
about internships and employment opportunities.

Day 2: Interviewing and Resume Workshop(1-3 p.m.) These sessions 
focus on career-building skills. County professionals will lead a resume and 
interviewing workshop, giving participants hands-on guidance to stand out in 
competitive hiring processes. Later in the evening, the reservations-ƻƴƭȅ άaŜŜǘ 
ǘƘŜ tŜƻǇƭŜ bŜǘǿƻǊƪƛƴƎέ ŜǾŜƴǘ ǿƛƭƭ ŎƻƴƴŜŎǘ ǎǘǳŘŜƴǘǎ ǿƛǘƘ {5{¦ ŀƭǳƳƴƛ ŎǳǊǊŜƴǘƭȅ 
working at HHSA.

Day 3: County of San Diego Health & Human Services Careers Fair(3-5 
p.m.) ¢ƘŜ ǿŜŜƪ ŎǳƭƳƛƴŀǘŜǎ ƛƴ ŀƴ ƛƳƳŜǊǎƛǾŜ άIƻǿ ¢ƻέ ǿƻǊƪǎƘƻǇ ƭŜŘ ōȅ II{! 
hiring professionals. This session provides students a road map to applying for 
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



SHARE POINT SITE: INTERNAL COLLABORATION


