
Strategic Workforce Plan A
Addressing the Healthcare Workforce: “A Job for Healthcare Leaders”



ICEBREAKER – NAME 
THAT TUNE

Think about your favorite 
song and why it’s your 
favorite.  You may
1) sing or speak a few lyrics, 
2) hum, whistle, or tap the 

tune, or
3) play the intro on your 

phone of your favorite 
song; and tell us why it’s 
your favorite.



Developing and Effective 
Strategic Plan 



Strategic Workforce Planning 

• This is one of the most powerful tools CHCs can use to achieve their 
operational objectives within an increasingly  competitive market. 

• Strategic workforce planning sets HR up to identify talent needs 
associated with the organization's future goals and establish a strategy to 
ensure the organization has the right mix of talent, technologies and 
employment models to reach these goals.

• Healthcare workforce planning is a process of forecasting the staff your 
organization will need in the future to be able to provide the highest 
quality of care and operate with maximum effectiveness.



Why is workforce planning important?

REACH FINANCIAL 
OBJECTIVES

IMPROVE EMPLOYEE 
EXPERIENCE 

PROMOTE 
COLLABORATION 



•1.1 Offer Financial Support and other incentives to expand health workforce education and training opportunities
•1.2 Increase diversity, inclusion, and representation in the health professions
•1.3 Invest broadly in health occupation education and training
•1.4 Use evidence-based and innovative techniques to retain the existing workforce 

Goal 1
Expand the Health Workforce to Meet Evolving 

Community Needs

•2.1 Improve the geographic distribution of health care workers 
•2.2 ensure Distribution of health profession in high demand Goal 2

Improve the Distribution of the Health Workforce to 
reduce Shortages  

•3.1Provide health professional development opportunities 
•3.2 encourage integrated, collaborative health care 
•3.3 Strengthen workforce skills for the future of health care 
•3.4 Promote evidence-based healthcare practice 

Goal 3
Enhance Health Care Quality through Professional 

Development, Collaboration and Evidence informed 
Practice  

•4.1  Use data to monitor and forecast health workforce needs
•4.2 Advance health workforce knowledge through research and evaluation Goal 4

Develop and Apply Data and Evidence to Strengthen 
the Health Workforce

U.S. Department of Health and Human 
Services 2021: Strategic Plan Framework 



It’s more important than ever for CHCs to plan for the 
future because the demand on the healthcare system has 
never been so high. Healthcare workforce planning should 
be part of comprehensive strategic planning for 
organizations because of these current challenges:

o Healthcare reform is expected to bring millions more patients into the 
system.

o The U.S. population is aging, creating a perfect storm where baby boomers 
need more care and healthcare professionals from this generation are 
retiring.

o Rapid technological advances are changing role functions.
o Regulatory constraints are increasing.

Why Healthcare Workforce Planning is Important 



The CHCs of the future, led by todays and tomorrow workforce, will 
continue the promise of providing health and healing to those in need.  
However, this commitment will extend beyond the traditional walls of the 
hospital and focus on better coordinated, patient centered care that 
advances the health of the community.  
Numerous workforce challenges face the health care field today, 
including: 

• Regional workforce shortages 
• Increasing diversity and inter-generational differences 
• Rapid technological advances, including the us of telehealth 
• Regulatory constraints 
• Changing and new workforce roles 
• Changing and growing consumer/patient demand of care

The Current Health Care Landscape 



Building the 
Business 
Case for 

Workforce 
Development 

Key steps for the board of directors, CEOs, and 
executive leaders to take in building the case for 
continued workforce investment include:

• Prioritize workforce planning development 

• Support culture of engagement and trust among 
current workforce 

• Communicate effectively with staff about how 
national health care challenges are shaping the 
organization and emphasize the critical role they 
play in that transformation 

• Understand patient and community needs that 
impact your workforce needs

• Who is the care team needed to address 
patients’ needs?

• Identify long-term workforce goals and the 
investment needed to achieve them, 
understanding that a return on investment 
may not be achieved in the short term. 



4 Basic 
principles of 
workforce 
planning 

Right 
people 

Right 
skills 

Right 
place 

and time 

Right 
cost 



7-Steps in the strategic workforce planning 
process 

1. Assess objectives 
2. Analyze workforce 
3. Identify skills gaps 
4. Anticipate future issues 
5. Develop an action plan 
6. Implement the action 

plan 
7. Test and monitor the 

plan 



Remote Workforce Planning 

Strategic workforce planning prepares companies 
to respond to continuous and inevitable changes 

in the workplace. It also ensures business agility in 
times of crisis, such as the Covid-19 pandemic, 

which has already altered the way people around 
the world live and work.

Many organizations started encouraging remote 
work to ensure the safety and wellbeing of 

employees during the crisis, but remote work is 
now the new normal.

Companies must adapt their business strategies to 
the remote work model to enable employees to 

work productively, and to meet their goals.



Organizational Strategic Plan:
Ensuring your Strategic Plan addresses Changes in 

Healthcare Landscape



Changes in 
the Healthcare 

Landscape

Increased Digital Health and 
Use of Artificial Intelligence (AI)

Consumer-centered model

Workforce Engagement 



Strategic 
Planning

Current State vs Future State

Gap Analysis

• Goals and Objectives
• Strategic Initiatives

Strategic Priorities



Workforce Planning

SKILL SET ASSESSMENT WORKFORCE 
ENGAGEMENT

EMPLOYEE WELL-BEING



Activity 1
Workforce Planning 

Evaluation Assessment 
Tool



Understanding and Addressing the 
Business Need






Current Workforce profile 

Determining future workforce needs

Close any gaps 

Forecasting 



Obtaining buy-in

SHARE INFORMATION WITH EMPLOYEES OPENLY COMMUNICATE ANY WORKFORCE 
PLANNING INFORMATION/DATA THAT COULD 

AFFECT JOBS AND SCOPE OF RESPONSIBILITIES

IDENTIFY STAKEHOLDERS 



• Workforce planning enables businesses to respond more 
strategically and nimbly as leaders see needs develop, 
whether due to changes in their industry, organization or 
the working population at large. 

• It also ensures workers have the relevant skills and 
knowledge needed to be a good fit for and excel in their 
position.

How does workforce planning improve 
productivity?



Are short-term goals as
important as long-term vision? 

• Extensive research has indicated that short-term goals 
are just as important as long-term ones. Without the 
former, there is a higher chance of failure in meeting the 
ultimate objective.

• Many HR organizations and consulting companies 
primarily focus on strategic workforce planning and 
suggest a blueprint around that. At the same time, they 
must not overlook the organization’s immediate 
requirements, which can be the need of the hour.

• If there is a challenge in addressing the short-term 
business requirements, it will derail its long-term 
strategy. Effective resource capacity planning addresses 
the short-term and medium-term requirements of 
workforce planning. 



• Workforce optimization is an ongoing process of matching 
workforce supply with the changing workforce demand to 
increase billable utilization. 

• It requires centralizing information from various systems for 
decision-making. It uses all aspects of the complete workforce 
management life cycle and provides valuable insights into the 
workforce’s performance based on customer experience.

• It is a business strategy that balances customer satisfaction, service 
levels, resource allocation, operational costs, and other key 
performance metrics for a business to get the best performance 
out of the employees.

What is Workforce Optimization?



Let us take a hypothetical situation in an organization where :

• Three different projects are running with different start and end dates.

• For two projects, the end date cannot be extended. However, the third project has some 
flexibility with its timeline.

• There are three different categories of resources based on their skillset.

• Some of the selected resources can play the role of a project manager along with their 
primary skill.

• We have ten resources in each category, and all are deployed in the projects with a 
certain amount of loading.

• Many resources are partially available and have some spare capacity.

At this stage, the firm gets a new order for which there is additional work of ten resources 
in each category for six months duration (Billable work for thirty FTEs for six months 
period). The work requires two project managers on a full-time basis for the duration of the 
project. However, the remaining activities can be carried out on an hourly basis.

A Workforce Planning Example



1. What happens at the end of six months? Is there visibility of more projects or any other strategic work? If not, 
the company has to let go thirty newly hired employees. How will it impact the brand image of the company?

2. Is it possible to hire so many new employees within such a short notice period? Will you be forced to 
compromise on quality that can impact the delivery?

3. How does the organization maximize its profit from this new initiative?

4. Are we fully utilizing the capacity of the existing workforce with this quick decision? If not, can we adjust the 
current workforce’s allocation and get maximum utilization out of them?

Is it a cost-effective solution?



How to Prepare for the 
Future: Cultivating 

Strategic Partnerships



Potential Partners

ACADEMIC 
INSTITUTIONS  

HIGH 
SCHOOLS

FOUNDATIONS STATE HEALTH 
DEPARTMENTS

PROFESSIONAL 
ASSOCIATIONS



Developing 
Partnerships

• Meet with Potential Partners
• Invite Potential Partners to the 

Health Center
• Speak at Community Events
• Provide Volunteer Opportunities



Filling the 
Pipeline/Enhancing 

Recruitment

• Succession Planning
• Employees as 

Ambassadors
• Adopt Best Practices 

from other Industries
• Leverage Social Medial



Starts with Notification of Selection

Formalized In-person Orientation

Periodic Check-ins

“Helping Hands”

Onboarding Employees



Retaining 
the 

Workforce

• Understanding the Impact of 
Organizational Culture

• Mentoring

• Training 



Understanding 
Success



Evaluation 

Once you implement the strategic 
workforce plan, evaluate your efforts 
in order to ensure you are 
accomplishing your strategies, 
closing staffing and competency 
gaps, and efforts are benefiting 
internal and external stakeholders 
and the organization as a whole.



• Is the plan accomplishing its goal?
• Have conditions changed so that strategies need to be 

revised?
• Are assumptions that were made about supply and 

demand when the SWP was developed still valid? 

Questions to ask yourself 



Evaluate the 
Strategic 
Workforce 
Plan

• An explicit link between skill improvement and 
organization performance

• An increase in the quality and performance of hires
• Testimonial evidence from employees and 

management expressing employee development 
is relevant and encouraged

• Indications of integrated work unit coordination 
and communication

• Feedback from managers and staff about the 
effectiveness of workforce planning and the return 
on investment

• Reduced cycle times from job candidate 
requisition to hire

• Percentage of key positions filled by internal 
candidates who participated in succession 
management programs



Continuous 
Improvement 
• What the organization learned from undergoing the 

workforce planning process

• How the organization will implement what was 
learned

• Which strategies worked well and which strategies 
did not work as well

• What key staff played major roles in the workforce 
planning effort

• Process and structural improvements brought about 
by the workforce plan's strategies that enhanced the 
organization's ability to accomplish its goals

• Ensuring that workforce planning is integrated into 
the strategic plan

• Ways to accommodate greater organizational 
efficiency



Incorporate Updates 

Document every change made to the strategic 
workforce plan, including the reason for the 
change. Rather than overhaul the plan itself, 
add an appendix to the workforce plan with 
each new change. The following organizational 
changes may indicate that your plan needs to 
be updated:

• Changes to the organizational structure

• New or updated strategic plan

• Changes in major policy/law/code



Incorporate 
Updates 

Workforce planning should be formally 
undertaken every three to five years or as major 
organizational changes arise, whichever is sooner. 
However, the workforce plan should be evaluated 
on a continual basis to ensure that the strategies 
are still effectively meeting the organization's 
needs. Consider the following continuous 
activities:

• Preparing annual reports of the workforce 
plan to share with management

• Reviewing your organization's workforce 
profile, created in Phase 2 Step 1, on an 
annual basis to address new priorities and 
adjust strategies to maximize results; and

• Collecting data on customer satisfaction 
and organizational progress to measure 
how workforce planning contributes



TA Request Form

https://chcams.org/chcams-ta-request-form/



	Strategic Workforce Plan A
	ICEBREAKER – NAME THAT TUNE
	Developing and Effective Strategic Plan 
	Strategic Workforce Planning 		
	Why is workforce planning important?
	U.S. Department of Health and Human Services 2021: Strategic Plan Framework 
	Why Healthcare Workforce Planning is Important 
	The Current Health Care Landscape 
	Building the Business Case for Workforce Development 
	4 Basic principles of workforce planning 
	7-Steps in the strategic workforce planning process 
	Remote Workforce Planning 
	Organizational Strategic Plan:�Ensuring your Strategic Plan addresses Changes in Healthcare Landscape
	Changes in the Healthcare Landscape
	Strategic Planning
	Workforce Planning
	Activity 1�Workforce Planning Evaluation Assessment Tool
	Understanding and Addressing the Business Need
	Forecasting 	
	Obtaining buy-in
	How does workforce planning improve productivity?
	Are short-term goals as�important as long-term vision? 
	What is Workforce Optimization?
	A Workforce Planning Example
	Is it a cost-effective solution?
	How to Prepare for the Future: Cultivating Strategic Partnerships
	Potential Partners
	Developing Partnerships
	Filling the Pipeline/Enhancing Recruitment
	Onboarding Employees
	Retaining the Workforce
	Understanding Success
	Evaluation 
	Questions to ask yourself 
	Evaluate the Strategic Workforce Plan
	Continuous Improvement 
	Incorporate Updates 
	Incorporate Updates 
	Slide Number 39
	Slide Number 40

