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Human Resources as a Strategic Partner for
Health and Human Services
Introduction
Health and human service leaders oversee a broad and diverse portfolio of programs and services for all
people in need of additional supports—enabling a strong foundation for a sustainable future. They are
also responsible for the staff that administers and provides these programs and services by creating an
environment conducive to effective workplace practices that ensure sustainable client outcomes. As a
result, maintaining a stable, competent, well-trained workforce to support a health and human service
system in these modern times is critical. While many people with a variety of skills need to be a part of
the executive team, none may be as important as the Human Resources (HR) department in its role to
influence the direction of the organization; execute HR functions such as recruitment, selection, hiring,
and onboarding; influence structure and culture within the organization; and develop talent.
The National Collaborative for Integration of Health and Human Services at APHSA (National
Collaborative) sought to determine whether and to what extent HR is an effective strategic partner for
leaders in health and human services (H/HS) by conducting a national electronic survey in the fall of
2015.

Background
Previously, in the spring of 2013, APHSA’s National Workgroup on Integration (subsequently renamed
the National Collaborative) conducted a national self-assessment of both state and local health and
human service agencies using the Health and Human Services Maturity Model for Integration. This
survey was intended to ascertain whether H/HS programs were effectively integrating the wide range of
available resources on behalf of their clients. The results were captured in our report, On the Road to a
21st Century Business Model.1 While we found many instances of successful integration, it was clear that
there were areas where most H/HS programs were falling short in leveraging some of their most critical
assets to achieve the goal of integration. Chief among these was the effective use and modernization of
today’s workforce.
To take this work to the next level, the National Collaborative established the Workforce Committee.
The committee’s charter was to more fully understand how effective the HR department was in
supporting the leaders in leveraging the competencies and skills of the H/HS workforce. We were
1

In the spring of 2013, NWI conducted a survey of more than 50 H/HS leaders from 28 states and 25 county and cities to determine
where H/HS organizations stand today relative to the key features of APHSA’s Business Model for Horizontal Integration of H/HS.
Jurisdictions self-assessed their organizations’ maturity of the key features relative to the four different levels of maturity (see the
H/HS Integration Maturity Model v1).

http://www.aphsa.org/content/dam/aphsa/pdfs/NWI/On%20the%20Road%20to%20a%2021st%20Century%20Business%20Mo
del_Sept%202013.pdf
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interested in further examining certain HR topics; in particular, how effective HR was in supporting
professional development, supervision, recruitment, working conditions, and performance
management. We also sought to understand the challenges faced by today’s H/HS workforce regarding
the use of technology and the extent to which the workforce was able to stay current with this rapidly
evolving field. This scan was done in the fall of 2014 to assess, among other issues, agencies’ readiness
to address critical organizational issues that enable leaders to create and maintain a thriving workforce.
Using this information, the Workforce Committee developed a framework to further define HR as a
strategic partner and more clearly convey HR’s opportunities and roles within H/HS. This analytical
framework is outlined below. With this framework as the foundation for further inquiry, the committee
conducted a second survey in the fall of 2015, Human Resources as a Strategic Partner for Health and
Human Service Leaders. This report presents the results of that survey.

Framework for HR Roles/Functions

Develop
Talent
Execute
HR Admin
Functions

Influence
Culture

HR as a
Strategic
Partner

Influence
Direction

Execute the HR Administrative Functions—by creating trust in the administrative operations of HR,
engaging leadership in the development of job descriptions that support the overall goals of the
organization, and recruiting, hiring, and onboarding new employees; providing benefits and
compensation for staff, and conducting analysis of capacity as well as giving employees access to their
own data through a Human Resource Information System (HRIS);
Develop Talent—by creating employee development and training opportunities for increased
organizational performance as well as opportunities for leadership and promotional experiences;
Influence Culture (the values, beliefs, traditions and norms)—by engaging employees in the
development of a culture that encourages innovation, teaming, and results; and
Influence Direction—by participating as a full member of the Executive Team to influence the direction
of the organization.
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Goals and Objectives of the 2015 Survey
The goal of the most recent survey, Human Resources as a Strategic Partner for Health and Human
Service Leaders, was to identify how effective HR currently is in enabling leaders of health and human
services to achieve their desired outcomes for a safe and healthy community. The objectives were to (1)
assess the current status of HR within health and human service agencies at both the state and local
levels, (2) identify best practices and highlight where these best practices are taking place, and (3)
identify opportunities within the HR field where technical assistance may be of assistance in helping
H/HS leaders achieve their goals.

Respondents
The survey was sent to health and human service CEOs in each state as well as to leaders of the local
health and human service agencies who are members of APHSA. These leaders (or a member of their
executive team who heads the HR function) were asked to respond on behalf of their organization on
how they viewed the HR function within their agency. They were asked not to have the HR staff
complete the survey because we were interested in knowing how this function was viewed by leaders
who actually use HR or recognize the need for using HR in a more strategic way.
Sixteen state agency leaders (56%) and 13 local agency
leaders (44%) responded to the survey. Of the 29 total
respondents, 69 percent of state respondents and 15
percent of county respondents were from stateadministered states. Nearly three-quarters (almost 70%) of
both the state and local respondents had more than 1,000
employees within their agency. Close to 77 percent of the
state and local respondents were in union agencies and 69
percent of respondents were in civil service agencies. (Note:
In many situations, respondents were both civil servants and
members of a union).

Chart 1

Respondents

44%
56%

The location of the HR function within the state and local
responding agencies varied widely. Twelve (12 of 16) state
agencies have this function within their agency, while only
States
Counties
four had HR support outside their agency. The HR function
was more evenly divided at the local level between being
located within the agency (6 out of 13, or 46%) and outside the agency (the remaining 7, or 54%).

Findings Related to the Framework for HR Roles/Functions
1. To move toward a generative H/HS organization capable of advancing practice and achieving
outcomes by virtue of comprehensive partnerships among H/HS agencies and external
partners, HR will need to play an even greater strategic role in the future if health and human
service CEOs are to have a significant impact on capacity building in their workforce.
There is little differentiation in ratings among the four functions in the Framework with .3 of a point
separating the highest rated function (Executing on the HR Admin Function) from the two lowest rated
functions (Influencing Direction and Influencing Culture).
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The respondents rated the four functions within the “Framework for HR Roles/Functions” using a scale
of 1 to 5, with 1 equating to “Not Effective,” and 5 equating to “Very Effective,” as outlined below. At
best, all functions in the framework are seen by H/HS leaders, on average, as not quite “effective.” This
means there are many opportunities for growth in all the functions if new and effective relationships
were to be forged between the leaders of H/HS and the HR department.

Chart 2

Framework for HR Roles/Functions
INFLUENCING DIRECTION

2.7

INFLUENCING CULTURE

2.7

DEVELOPING TALENT

2.8

EXECUTING ON THE HR FUNCTION

3
1
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2
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3
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3.5
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4.5

5
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2. “Executing on the Human Resource (HR) Admin Function” was universally viewed by survey
respondents as the highest rated function of the four identified in the “Framework for HR
Roles/Functions”.
It is no surprise that, in general, the survey results indicate that HR appears to be more effective relative
to the compliance/regulative function of “Executing on the HR Admin Function”— This function includes
the following components (1) hiring the right staff to work with children and families, (2) assuring an
appropriate mix of benefits for the workforce, (3) using data to assist with staffing needs, and (4)
handling compensation issues. Executing on the HR Admin Function was rated highest at 3.0 (States=3.1,
Counties=2.8) by all respondents (See Chart 2 above). Such a score of 3.0 translates into the
respondents believing that their respective HR staff was, on average, effective in handling the four
compliance areas mentioned previously. Because this function is fundamental to operating an effective
organization, it is reassuring to know that, overall, this is a solid body of work in most agencies.
The 2015 survey respondents scored the other three vital HR functions as less than effective; i.e.,
Developing Talent at 2.8 (slightly less than effective), Influencing Culture at 2.7, and Influencing
Direction at 2.7 as shown in Chart 2 above. Considering the ratings for each of these 4 functions, H/HS
leaders and their HR colleagues have many opportunities to test out innovations that can provide a
strong foundation for the future – HR leading the way on the development of new job analysis processes
to ensure the right people are onboard to carry out the direction of the agency; providing training
programs that require application of new knowledge as a component of a return on investment of
training dollars; implementing plans to improve the overall environment within the organization as the
result of staff surveys to name just a few.
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Findings Within The Four Functions
The following sections highlight in detail the results of the survey related to each function and identifies
additional specific findings where opportunities for growth may occur to support the critical relationship
of HR to the leaders of H/HS.

SPECIFIC FINDINGS FOR EXECUTING ON THE HR ADMIN FUNCTION
3. HR needs to continue to build trust in the administrative operations of this basic function.
HR has basic key components it must perform to align the recruitment, onboarding, development, and
retention of a competent workforce capable of achieving organizational goals. When executed well,
these key components provide the foundation for a strong H/HS system capable of responding to
needed changes in client and community needs. Executing on these key components will generate
confidence in HR’s ability to be a strategic partner to the H/HS leadership by:


Providing health and human service leaders with effective recruitment of staff who have the
needed knowledge, skills, and abilities to support the overall goals and objectives of the
organization.



Ensuring hiring and onboarding procedures to orient new employees clearly communicate the
mission and vision of the H/HS leadership to the next generation of leaders.



Providing expert advice on compensation as well as helping to ensure that employees have a
competitive compensation structure, coupled with market-driven benefits to position the
agency as an employer of choice.



Ensuring decisions are based on accurate and timely data derived from an effective Human
Resource Information Systems (HRIS), thus enabling a workforce that understands leadership’s
rationale on issues of critical importance.

Of the four components within Executing on the HR Admin Function (Staffing, Benefits, Compensation,
and Data Analysis), the two highest overall rated components are those that ensure benefits are
adequate for and understood by staff, and that there is effective HR staffing operations to support the
recruitment and hiring of the H/HS workforce. (See Chart 3 below).
Chart 3

HR Components within Executing the HR Admin Function
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Benefits. Part of HR’s role is to ensure staff benefits are comprehensive and competitive within the
market from which the agency is seeking staff.


Ensuring the understanding and administration of benefits for staff was the highest rated
component of the four listed under this function at 3.6 and the highest rated item in the entire
survey. There was little differentiation between state (3.7) and county (3.4) responses on this
component.



While both state and county respondents indicated that the determination of benefits usually
fell outside the purview of their specific organization, they indicated that this was usually done
by others using surveys to ensure benefits were competitive in the marketplace (item rating at
3.7); and cost effective and comprehensive (item rating at 3.4).

Impact on the success of the organization—Addressing the basic needs of all employees by
making sure they understand what they are entitled to as a new or established employee will
influence the way in which the organization is viewed both internally by those already employed
and externally by those who may be new applicants for the agency. Ensuring the understanding
and provision of a strong benefit package can further position the organization to be an
employer of choice.

Staffing. A second role for HR is to facilitate the right mix of HR personnel by supporting the recruitment
and hiring of the H/HS workforce. It is a threshold requirement of all HR functions.
The staffing component within “Executing on the HR Admin Function”, with an overall rating of 3.1
(slightly more than effective), was seen by state respondents (3.3, or more than effective) and county
respondents (2.8, or less than effective) quite differently.


This may be related to where the HR function is located, i.e., local agencies may perceive having
less control over staffing decisions because the HR department is outside of their agency.
Without further analysis, the answer is beyond the scope of this survey.

We found that two of the activities within the staffing component - recruitment (overall item rating at
3.6, between effective and mostly effective) and hiring (overall item rating at 3.5) - were the highest
rated items.


This proved true for both the state and county respondents.



HR’s ability to provide the needed analysis of current staffing capacity and the ability to
determine future needs was rated lowest (overall item rating of 2.5, midway between effective
and less than effective).2

2

When we examine the data analysis component later in this report (rated overall at 2.5), it is no surprise that this individually rated item
(analyzing current staffing capacity and determining future needs) is less than effective. HR cannot provide an analysis of the organization’s
workforce issues if the system is not set up to capture the needed data.
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Impact on the success of the organization—Bringing the right people onboard at the right time
is critical for the effective operation of H/HS. Developing job descriptions that encompass the
requisite knowledge, skills, and abilities needed within the organization is essential if a H/HS
organization is to meet the ever changing needs of the people it serves.
However, if the capacity to conduct rigorous analysis of the workforce by utilizing a strong HRIS
system—for both current and future needs—is less than wholly effective, as indicated by the
respondents to our survey, then the organization’s leaders are significantly constrained from
moving forward to implement best practices or advance workforce partnerships on behalf of
those being served.

Compensation. The third component within “Executing on the HR Admin Function” was compensation.
HR’s role here is to ensure competitive compensation for the workforce and monitor equity issues.


This component was rated overall as less than effective (2.5) and was characterized by
respondents as being the result of collective bargaining or civil service constraints.



There was some difference between the State (2.3) and county (2.7) respondents on their
overall ratings relative to their respective views on how effective HR handles the always delicate
topic of compensation.



County respondents described processes related to compensation as outdated and/or too
regulative as to be nimble in the current environment.



Both state (2.3) and county (2.1) respondents found that HR was “less than effective” in being
able to put in place a compensation adjustment program to correct significant internal and
external pay equity issues.

Impact on the success of the organization—The inability of HR to influence decisions on options
that provide adequate compensation based on different pay drivers (performance, knowledge
of work, culture, technology) or to adjust current salaries due to internal or external inequities,
seriously undermine the leaders of H/HS organizations’ ability to compete in the marketplace
within an increasingly educated and technologically advanced applicant pool.

Data Analysis. The fourth component within “Executing on the HR Admin Function” is to conduct
analysis of capacity (personnel and non-personnel resources) as well as to provide employees with
access to their own information (i.e. salary history, benefits enrollment, promotions, etc.) through a
Human Resource Information System (HRIS).
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Of the four components of “Executing on the HR Admin Function” (Staffing, Compensation, Benefits,
and Data Analysis), Data Analysis was one of the two lowest rated at 2.5. This component included items
that referenced the need for data analysis by the leadership to assess and then decide on staffing and
performance issues as well as items referencing data needed by the staff on their own employment
status related to compensation and benefits.


HR’s capability to analyze personnel data had the greatest disparity between overall state (2.9)
and county (2.1) ratings relative to how effective respondents thought their HR was in using
data analysis. The most noteworthy difference between state and county perspectives was with
regard to the relative accessibility to their HRIS. States rated their staff’s accessibility to HRIS at
3.2, whereas counties rated their staff’s access to HRIS at significantly less than effective at
1.9—more than a 50 percent difference in perspectives.



Additionally, states were better able to report quickly and accurately on organizational capacity
(3.1) and recruitment and retention data (3.3) compared to counties (2.3 and 2.2, respectively).



The disparity was less pronounced between states and counties in terms of their data analysis
capabilities in two areas: their ability to report quickly and accurately on performance (2.5 and
2.2, state and county, respectively) as well as their ability to use data to influence decisionmaking in terms of staffing (2.2 and 1.8, respectively).

4. The use of an effective Human Resources Information System (HRIS) for data analysis to
support all the HR functions (Executing on the HR Admin Function, Developing Talent,
Influencing Culture, and Influencing Direction) was one of the two lowest rated components
within “Executing on the HR Admin Function”.
Considering how important it is, for both staff and management, to have access to data and make good
use of it to support decision-making, this finding is a major concern.

Impact on the success of the organization—Developing and implementing effective HRIS
systems does not appear to be a priority for H/HS. Having the ability to access data to support
decision-making for both staff and management as well as in setting the direction for the
organization is essential and yet, it has a less than effective perception by the vast majority of
respondents relative to the HRIS’s use and access.
Leaders who partner with HR to improve their staff’s data analysis capabilities and significantly
increase access to a robust HRIS will position H/HS to proactively address organizational and
workforce issues.
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SPECIFIC FINDINGS FOR DEVELOPING TALENT
5. Developing talent within the organization is critical to the retention of the workforce, but was
rated at “less than effective.”
When organizations focus on developing and managing talent, they ensure HR has the necessary
knowledge, skills, and abilities to support the goals and objectives of the organization, increase the
capacity to implement best- and evidence-based practices, and improve performance toward outcomes.
In turn, each of these strategies positively influence the retention of the workforce.
There are many ways to effectively develop talent (training, professional development plans, supporting
supervisors who then coach their staff, etc.) and HR’s role can be varied depending upon the structure
and resources of the organization.


HR can lead and sponsor development opportunities from its department or serve as a liaison to
other departments whose responsibility it is to conduct these tasks.



Most important, however, is HR’s role in understanding the goals, values, and expected
performance needed to be able to thread these through all development initiatives within the
organization.

As noted earlier, developing talent is the second highest rated function within the framework of HR
roles, with an overall rating of “less than effective” at 2.8. With the exception of HR understanding the
technical skill requirements for roles throughout the organization (overall item rating of 3.3), all other
items within this function were rated as “not at all or less than effective” by state and county
respondents.
While states and counties indicated developing training opportunities for staff (2.9) and supervisors (2.8)
were almost at the “effective” level, establishing measures to know if they are making progress and
getting a return on investment for training dollars was viewed as being ‘less than effective” (2.1). Again,
this low rating related to measures is another area where there is a low priority on data analysis that
would quantify progress toward achieving outcomes.

6. With regard to developing talent, 70 percent of all respondents said their organizations had a
staff development plan (SDP) in place (Chart 4), but only 16 percent rated them as “mostly to
very effective” in building staff skills and knowledge.
The tools needed to support staff development include
individual staff development plans, performance evaluation
programs, career ladders, and training programs with an
associated tracking system. The following graphs provide a
picture of how these tools are used within H/HS organizations.
Of particular note, using effective SDP’s can provide the
workforce with an opportunity to identify growth opportunities
and develop a plan to achieve goals. As noted above in Finding
#6, there is a major disconnect between the presence of an SDP
and its practical application on a day-to-day basis in terms of
the workforce.
Other tools are similarly rated. For example, almost 70 percent
of state and local respondents have a career ladder, but of

Chart 4

Staff Development
Plans
30%
70%

Yes

No

11

those who have a career ladder, only 21 percent are linked to the SDP. And state and county
respondents are equally divided in terms of whether the SDP is outside of the performance evaluation
process.
Training is one of the most effective retention tools available to HR and almost 78 percent of state and
local respondents indicated that training is provided by HR (Chart 5).
7. Tracking mechanisms to know the effectiveness of
training programs are lacking.

Chart 5

General Training
Provided by HR

Of those H/HS organizations with general training programs, 85
percent provide training on performance management and 90
percent provide supervisory training. The tracking mechanisms
to produce data for analysis were rated at 2.3 by states and 1.9
by counties and strongly suggests there is no way to know how
effective these training programs are.

22%

8. Significantly, only 29 percent of H/HS organizations
with training programs offer the development of
project management skills (See Chart 6).

78%

This was a topic identified in previous National Collaborative
surveys as essential to the effective operation of an H/HS
Yes
organization. When major projects are initiated or contracted
externally, staff must have effective project management skills
to track and monitor them. Without the requisite capacity to do
this work, resources—both personnel and financial—are potentially compromised.

No

9. Supervisory and performance management training is recognized as critical and provided by
the majority of HR training programs (See Chart 6).
On the other hand, both supervisory and performance management training were two areas where the
vast majority of respondents said their HR provided training. This, too, is of critical value to the H/HS
organization and is indicative of the high priority placed on these areas by both management and HR.
Chart 6
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10. Technology training is lacking in most H/HS organizations (See Chart 7).
While utilization of technology is widely considered an essential and fundamental skill to getting a job
and staying employed in other sectors, H/HS has not emphasized this skill to be either developed or
maintained in its workforce. Only 27 percent of state and county respondents offer training on
technology and of those who do, only the MS Office Suite is supported. Computer literacy and social
media training were rated the lowest of the technology training opportunities provided and GIS training
was not provided at all.
Chart 7
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Impact on the success of the organization—Often the development of the workforce takes a
back seat when it comes to resource allocation because the delivery of client benefits and
services are first and foremost in the minds of those who have the responsibility to allocate
those resources. However, building a strong foundation with a well-trained and supported
workforce will enable the effective delivery of those benefits and services.

SPECIFIC FINDINGS FOR INFLUENCING THE CULTURE OF THE AGENCY
11. HR can play a pivotal role within organizations to understand and to translate the
fundamental values, beliefs, and principles undergirding the H/HS system into activities
readily understood and appreciated by the workforce.
As part of the leadership team, HR serves as the liaison to the workforce not only in understanding and
supporting the culture of the organization, but to assist in helping to communicate various aspects of it
throughout.


Eighty-five percent of both state and county respondents indicated that HR did support the
organization’s values, beliefs, traditions, and norms.
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While HR supports the organization in this regard, both state and county respondents indicated
HR’s “less than effective” capacity for actually integrating the organization’s mission and values
into the recruitment process (2.8) or for engaging the workforce (2.6) or leadership (2.7) in the
development of a culture encouraging of innovation, teaming, and achieving results.



Survey respondents indicate that HR provides guidance to supervisors relative to how best to
provide feedback on performance of staff, document that performance, and make use of a
range of feedback tools. However, as noted above, if the mission and values are not integrated
into the culture of the organization, feedback from performance evaluations may not be
accurate.

HR has the opportunity to positively affect this function in multiple ways, such as use of communication
venues, implementation of climate surveys, promotion of change management processes, and the use
of performance management tools.
12. HR minimally participates in the planning process to close gaps identified in climate surveys.
State and county respondents indicated that less than half (44%) conduct climate surveys, and, of those
who do, only 46 percent participate in a planning process to close the gaps identified in the survey; i.e.,
less than one-half of the less than one-half that engage in climate surveys.
Clearly, this is a much under-utilized tool that could provide managers with invaluable insights regarding
staff perceptions and beliefs were it employed regularly and effectively.

Impact on the success of the organization—As HR’s role is clarified within H/HS, influencing the
culture of the agency becomes critical. Often, the workforce considers HR to be a trusted
advisor and can therefore influence how the values, principles, and norms of the organization
can be carried out and supported throughout all activities. H/HS leaders should rely heavily on
their HR department to do this at each step of the transformation of their organization.

SPECIFIC FINDINGS FOR INFLUENCING DIRECTION
13. HR is not at the table to influence the direction of the H/HS organization.
HR has a critical role on the executive team not only to understand the work of H/HS and to carry out
the goals and objectives of the agency, but also to influence the direction of the agency in support of its
core values.
Viewing strategy through the lens of the workforce, HR must be able to help move the organization
toward a modern organization that supports a networked and integrated approach for outcomes and
results-based benefits and service delivery; and promotes a culture where innovation and creativity for
problem solving is the norm – OR a generative3 H/HS organization.

1.

3

Antonio M. Oftelie. The Pursuit of Outcomes: Leadership Lessons and Insights on Transforming Human Services: A Report from the 2011
Human Services Summit on the Campus of Harvard University. Leadership for a Networked World. 2011. p. 5–7.
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HR, if successful in this role, will automatically give up old ways of working, where a compliance
environment is the primary objective, to one in which change is welcomed and accepted by the
workforce.


Influencing direction was one of the two lowest rated functions within the “Framework for HR
Roles” at 2.7. This suggests that HR can do well at the tactical level (the compliance and key
process functions) within an organization, but is “less than effective” in providing strategic and
expert guidance to the leadership on a variety of workforce issues.



HR was rated “more than effective” at an overall item rating of 3.4 relative to understanding the
agency’s products, services, and relationships. This is critical to being able to carry out the other
functional work within HR’s span of responsibility. Of particular note, however, is that all other
items under influencing direction were rated at “less than effective,” with states generally rating
the remaining items slightly higher than counties.



An exception relates to HR’s role to facilitate reviews of an agency’s core values to ensure
relevance and applicability to the workforce, which was rated “less than effective” by states
(2.1) and counties (2.2) essentially the same.



HR needs to provide expert guidance on how to link strategic planning to implementation plans.
HR also needs to be able to determine how ready the workforce is for change initiatives that
would support these strategic plans. Again, having adequate data on these issues would support
the direction setting of the organization. These items were rated “less than effective” at 2.5 and
2.4 respectively. County responses were lower than state response on these items.

While even though the item ratings were “less than effective,” HR was seen as understanding the
executive role and the needed competencies for success, which was rated at 2.9, as well as providing
guidance on the selection, development, and performance management of executives at 2.7.

Impact on the success of the organization—HR has the unique opportunity within the
organization to be a liaison between leadership and the workforce—to understand the strategic
direction of the agency thus enabling the workforce to make things happen through effective HR
tactics—executing the HR function, developing talent, and influencing the culture. To do these
effectively, HR must be at the table when developing and making plans for implementation of
strategic direction. This is an area where the leaders of the organization must have high
expectations of HR to serve in this capacity.
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Summary
This survey was able to assess the current state of HR within the H/HS agencies and provide a snapshot
of how H/HS leaders view their partnership with HR. Based upon the overall results of the survey, HR is
perceived as being effective at best in the regulative/compliance arena—hiring and onboarding new
staff and ensuring the understanding of their own benefits as they begin their career to deliver benefits
and services to those being served.
Data analysis and the systems that provide such data as it relates to workforce retention and capacity,
performance, and labor market analysis was seen as critical to decision-makers, yet inadequate to do so.
Investing in an organization’s IT infrastructure enables H/HS leaders to shape the workforce it needs to
perform at its best.
The survey also points to the importance of the partnership between HR and the organization for the
development of talent within the workforce, but this partnership is focused primarily on performance
management and supervision. While these two activities are critical to the effective operation of any
organization, the next level of work for leaders is to be more inclusive of HR and all staff in looking for
ways to link performance to overall professional development in support of the organization’s goals and
objectives.
Training was also seen as critical by the leaders in H/HS. However, the topics needed by a modern
workforce (project management, general computer literacy, or social media) were not being offered at
the levels needed for ongoing staff development.
Clearly, the culture of an organization impacts how it performs and thus, viewed by others. Being an
active participant in the development and implementation of the organization’s vision, mission, values,
goals and objectives goes a long way to impact that culture and HR needs to be at the table with those
doing this work. The results in these areas—Influencing Culture and Direction Setting as the lowest
rated functions in the Framework—should be mined for best practices of those respondents who
indicated a strong partnership with HR. This will be a focus for additional work.

Next Steps
H/HS leaders are well positioned to determine next steps to build, strengthen, and support their
strategic partnership with HR. The following activities should be considered:


Determine gaps between the H/HS respondents’ results in this report and HR’s own perception
of the work; implement a change plan to support HR as a strategic partner;



H/HS leaders, with their HR partners, should examine strategies used by other sectors on how
best to become a valued, active, and engaged member of the executive team;



Provide HR with the tools to conduct analysis of organizational capacity and to inform directionsetting of the organization;



Partner with HR to ensure that organizational values, principles, and norms are captured in
competencies used in the hiring process and reinforced throughout ongoing performance and
staff development activities;



Support HR in conducting a training needs assessment that includes assessing the technology
training needed to stay ahead of the workforce competition;
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Partner with HR in creating an environment that establishes organizational goals and objectives
along with measures to support each; implements mechanisms to track measures; and provides
strategies to improve performance on these measures (i.e., training return on investment);



Support HR’s role in establishing regular communication strategies designed to keep the
workforce informed of critical employment information, organizational initiatives, and other
issues impacting their ability to do their jobs.

H/HS leaders faces the challenge of building a strong foundation for the delivery of services and benefits
for the health and well-being of the entire community in which it operates—and HR plays a critical role
in support of this effort. HR is the face of the H/HS organization for all future members of the workforce
and, as such, has a responsibility to represent it through all its functions. Doing so in partnership with
H/HS leaders positions the agency to become an employer of choice and, most important, one that is
able to achieve what it sets out to achieve on behalf of children, families, and communities.
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