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Mission:
• CHCW provides quality health care through service and education.
Vision:
• All people in our region should enjoy access to affordable and
appropriate health care.
Workforce of 346.21 FTEs
served

28,415 Patients
with

132,175 Visits
across

6 service sites in Yakima and Kittitas Counties

A Workforce Pandemic Journey

A global pandemic
forced us to reevaluate everything:
• How we work
• How we play
• How we eat
• How we breathe
• How we shop
• How we politic

The Toll
• Prolonged Crisis Management: How sustainable is this
for the wellbeing of healthcare workers?
• Risk of Work: Frightening new virus shut down the
world; I am at risk. Am I placing my family in danger?
• Moral Injury: Hero to Villain
• Moral Dissonance: I am angry that I have to help you
die because you wouldn’t get vaccinated yet I chose this
field because I care.
• Home Life: My family is experiencing the same stressors
as everyone else; fear, school and work closures, loss of
employment, masks, political upheaval, etc.

An Evolution
Early Pandemic: I am proud of the work I do. I am
making a difference in this unprecedented time.
Mid Pandemic: I am grateful to still have my job when
so many are losing theirs. I am still proud of my work.
Later: Now I am tired, angry – do I even want to be in
health care any longer? Is my employer doing enough
for me?

“THE GREAT RESIGNATION”
• National workforce shortages
• Organizations like fast food and
retail up the salary game
• Burnout + Competition +
Contemplation of What is
Important = Turnover
• Challenges retaining team
members and recruiting new staff
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Who is leaving CHCW and why?
% Turnover by Position Group 2019

% Turnover by Position Group 2020
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Top 5 Reasons:

% Turnover by Position Group 2021
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NACHC Workforce Survey Key Findings
 High rates of workforce attrition: 68% of health centers report losing 5-25% of their
workforce in the last six months, and 15% of health centers report losing 25-50%.
 Nurses represent the highest ranked category of workforce loss. This is followed by
Administrative Staff, Behavioral Health Staff, Dental Staff, and more.
 Competition from other employers and pandemic stress are the most common reasons for
staff departure: A majority of health centers rank one of these as the top reasons for leaving
reported by staff.
 65% of respondents believe employees that left for better financial opportunities at
competing health care organizations received up to a 25% increase in salary.
 92% of health centers say they would have experienced additional turnover without funding
and other benefits from the American Rescue Plan.
 97% of health centers say that additional federal funding to allow the provision of salaries
commensurate with those of competing employers is a top policy priority.
Source: Current State of the Health Center Workforce: Pandemic Challenges and Policy Solutions to Strengthen the Workforce
of the Future, National Association of Community Health Centers (NACHC), February 2022

Looking Beyond the Pandemic…
Crucial Questions:
• What did we learn during the past two years about ourselves, our organization and our community?
How has life changed for our team? How do we step up to support them in their new reality?
• What COVID-19 initiatives worked? What didn’t work? What’s worth keeping?
• How will CHCW evolve in a “next normal” to remain relevant, sustainable and continue serving our
communities in the way they want/need to be served while also looking out for our workforce? What
will set us apart? How will we innovate?
• How do we best support the well-being of our current workforce? How do we keep them engaged?
• Where/how will we find new talent?

Commitment and Investment in WORKFORCE
Wellbeing

Development
Market Competitive
(Compensation & Benefits)
JEDI

WORKFORCE WELLBEING
Consistent and Frequent
Communication:

Pick Me Ups:

• When people don’t know,
they fill in the blanks and
when they do, it is usually
worse than reality.
• All-staff huddles, emails,
meetings
• Two-way…Listen!!

Flexibility:

• Policy Exceptions (EIT)
• Work Modifications (remote
work, flexible hours)
• Meet them where they’re
at…Listen and Act!!

Formalized Wellness Program:
•
•

Strategic Plan Initiative
Create something more intentional

• Thankful Bonuses
• Treats, Fun Events &
Food Trucks
• Extra Holidays

Workflow Efficiencies:
•
•
•
•

Supportive Technology
(Scribes, EHR, etc.)
Ensure function at the
top of licensure/skill set
Again, listen and involve
people who are doing
the work
The every day

DEVELOPMENT
Investment in training and development of team members:
• Tuition Assistance/Conference Attendance
• Training Centers/CHC “Universities”
• Onboarding Practices
• Development plans for all as part of evaluation process
Grow your own:
• Residency Program

 61% practice in Washington State with over half of those in
Central Washington
 75% practice in Washington and Oregon

 36% practice in rural or HPSA sites
• Behavioral Health Internship/Fellowship
 83% employed serving underserved populations
 33% obtained employment at CHCW
• Pipelines through partnerships with learning institutions

Compensation & Benefits
Compensation:
 Keeping up with the market outside of healthcare
for team members with transferable skills
(administrative, IT, etc.)
 Keeping up with the market inside of healthcare
 Offered Sign on Bonuses for positions not typically
eligible
Relevant benefits package:
 Menu of options allowing employees to
individualize benefits to meet their needs
 Adapt to changing environment, for example
supported a LTC policy option with mandate
 Dependent Premiums
Ask your workforce what they want; go out and negotiate.

Justice
Equity
Diversity
Inclusion

Apply a JEDI lens throughout to ensure we are creating
an inclusive and welcoming workspace for all:
Culture/Environment
Recruitment, Hiring and Promotion Practices
Leadership, Board and Provider Diversity
Policies and Procedures
Care Delivery to Achieve Health Equity
Training and Education

