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Executive Summary 
Purpose The workforce development plan is intended to ensure a competent workforce is prepared to 
achieve the Los Angeles County (LAC) Department of Public Health (DPH) mission, goals, and strategic 
priorities. It encourages continuous learning for all workforce members as well as helps meet the public 
health accreditation documentation requirements for Domain 8: Maintain a Competent Public Health 
Workforce.  

LA County Public Health Workforce serves the 
largest population of any county in the US, with 
over 10 million residents across 4,085 square 
miles. DPH serves the entire County through 
more than 30 program and services, including 
clinical services in eight Service Planning Areas.  

Public Health Demands LAC DPH is charged 
with a broad and demanding range of 
responsibilities including but not limited to 
conducting disease outbreak investigations, regulating healthcare facilities, emergency preparedness and 
response, and ensuring access to health affirming resources among a diverse population. A skilled and 
diversified workforce prepared to sustain traditional public health operations and face new frontier issues 
and societal changes occurring in LAC will be vital to build an equitable and effective future public health 
system.  

Current Situation As we emerge from 
the COVID-19 response, DPH turns its 
attention toward the recovery phase, to 
ensure the DPH workforce is able to 
engage in continuous learning and skill 
development and accelerating essential 
public health programming. The priority 
during the COVID-19 pandemic was 
crisis response, emphasizing health and 
safety, essential services, and the 

virtualization of work. The need for new workforce skills quickly and dramatically accelerated during this 
time.  In addition to developing new skills, DPH now has the opportunity to develop processes, norms, 
and infrastructure to build bench strength, clarify succession planning and develop the next level of 
leaders. Cross training staff will be critical to ensuring a workforce that is readily capable of flexing roles. 
According to the 2022 DPH Employee Engagement survey many members of the workforce experienced 
burnout and exhaustion as they struggled to meet rising demands. Another challenge is managing the 
transfer of essential skills and organizational knowledge of the retirement-ready (age ≥ 62 year) and aging 
(age ≥ 50 years) workforce members. Lastly, DPH is challenged to continue to provide exemplar services 
amid uncertain and limited public health funding in the US.  

Training Needs A Public Health Accreditation Board requirement is to perform an assessment of DPH’s 
current collective capacity and capability against an adopted core competency set to identify gaps and 
future needs. The Division of Organizational Development and Training adapted the 2021 Core 
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Identified Training Needs - PH WINS (September 2021) 
 

Competencies from the Council on Linkages between Academia and Public Health Practice (Council on 
Linkages) to guide development of educational opportunities and strategies. Two assessments were used 
to identify DPH’s needs. The Public Health Workforce Interests and Needs Survey, or PH WINS, is a 
nationally representative survey containing public health workforce data from government entities 
created by the deBeaumont Foundation and the Association of State and Territorial Health Officials 
(ASTHO). DPH PH WINS respondents were asked to rate the day-to-day importance of their own 
proficiency with 25-26 skill items.  

Training needs identified differed 
depending on the supervisor status 
(frontline vs. supervisor/managers). 
The second assessment was the DPH 
Employee Engagement Survey used to 
identify areas in need of improvement 
to provide a better workplace for 
employees. Areas for improvement 
included providing opportunities for 
learning and growth, improving 
immediate supervisor support of staff to attend learning opportunities offered within DPH, and 
opportunities for career advancement at DPH.  

Goals outlined below address the current and anticipated gaps in capacities and capabilities identified in 
the two needs assessments and the current DPH Strategic Plan.  

 

Implementation of the workforce development plan is a broad sweeping effort. A detailed plan 
(appendix C) addresses DPH priorities and supports the achievement of the goals and objectives. 

 

 

Goal 1 - Recruit and retain highly skilled workforce members. (Aligns with Strategic Priority 1 and 
5)

Goal 2 - Provide professional development opportunities to DPH workforce to develop leaders, 
enhance skills, and support employees to achieve their career goals. (Aligns with Strategic Priority 
5)

Goal 3 - Foster organizational infrastructure and culture aligned with DPH core values for 
workforce development. (Aligns with Strategic Priority 1,2 and 3)

Goal 4 - Create a workplace culture that embraces and applies diversity, equity, and inclusion 
(DEI) principles. (Aligns with Strategic Priority 1)

Goal 5 - Prepare workforce to respond to public health emergencies. (Aligns with Strategic Priority 
3 and 5)

Non- Supervisors-Permanent Staff 
(n=659) 

Supervisor/Managers/Exec - 
Permanent Staff (n=282) 

1. Domain 7: Budget and 
Financial Management (54%) 

1. Domain 7: Budget and 
Financial Management (54%) 

2. Domain 8: Change 
Management (47%) 

2. Domain 8: System and 
Strategic Thinking (35%) 

3. Domain 8: System and 
Strategic Thinking (42%) 

3. Domain 5: Community 
Engagement (33%):  
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Introduction and Purpose 
The Los Angeles County (LAC) Department of 
Public Health’s (DPH) mission is to advance 
conditions that support optimal health and well-
being for all.  

This document provides the DPH workforce 
development plan to ensure a competent 
workforce and to embrace continuous learning 
for all workforce members. It also meets the 
public health accreditation 
documentation requirements 
for Domain 8: Maintain a 
Competent Public Health 
Workforce. 

This plan describes the 
workforce development and 
training needs that support 
the achievement of the DPH 
mission, vision, values, and 
strategic priorities from the 
DPH Strategic Plan and the 
DPH Performance 
Management and Quality 
Improvement Plan. The plan 
includes the adopted public 
health core competencies for 
DPH public health 
professionals. 

 

 

 

 

 

 

 

 

 

Agency Profile  
Location and Population Served  

With land mass of 4,085 square miles, Los 
Angeles County serves the largest population of 
any county in the US, with over 10 million 
residents that account for nearly 27% of 
California's population. DPH serves the entire 
County through more than 30 programs and 
services, including clinical services in eight 

Service Planning 
Areas. LAC is adjacent 
to the neighboring 
counties of San 
Bernardino, Ventura, 
Kern, and Orange.  

 

 

 

 

 

 

Funding Sources 

DPH operates with 
various funding 
streams, including the 

Net County, federal and state grants, and 
partnership grants such as the Service 
Employees International Union (SEIU) Local 721 
training funds. 

Organizational Structure 

DPH is organized into five Bureaus and the 
Executive Office. The five Bureaus include 
Disease Control, Health Protection, Health 
Promotion, Substance Abuse Prevention & 
Control and Operations Support.  
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DPH Strategic Plan 

Vision: Healthy People in Healthy Communities 

Mission: Advance conditions that support 
optimal health and well-being for all 

Values:  

Equity: We collaborate with public, private and 
community partners to ensure just systems, 
policies and practices eliminate gaps in health 
outcomes and lead to optimal health. 

Inclusivity: We honor the dignity and worth of 
all people and create welcoming environments 
that invite and sustain meaningful engagement 
with people and organizations that represent 
diversity in experience, thought, and culture. 

Collaboration: We promote, nurture, and honor 
partnerships with our employees, community 
partners and residents to strengthen our 
capacity to accomplish shared goals. 

Accountability: We act with transparency and 
integrity as responsible stewards of public 
funds. 

Compassion: We treat each other and those we 
serve with respect, kindness, humility, and 
empathy. 

Quality: We utilize state-of-the-art science, best 
and promising practices, and continuous 
improvement to maintain and enhance program 
efficiency and efficacy. 

Innovation: We embrace new approaches to 
address challenges that are too complex to 
solely rely on proven practices. 

Leadership: We are recognized throughout the 
field for our innovative programming and 
community-driven strategies that transform 
systems, policies, and practices. 

Strategic Priorities 2018-2023:  

• Strategic Priority 1: Policy and 
institutional change to ensure equitable 
and just distribution of resources and 
opportunities 

• Strategic Priority 2: Health Agency 
integration that fosters healthy people 
and healthy environments 

• Strategic Priority 3: Data accessibility, 
scientific excellence, and innovation 

• Strategic Priority 4: Communication 
channels that inform, educate, and 
empower Los Angeles County residents 

• Strategic Priority 5: Investment in our 
staff 
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Workforce Profile 
Category Number/ 

Percentage 
Total # of employees:  

Permanent 
 
4,224 

Gender  
Female 

Male 

 
73.5% 
26.5% 

Race* 
 

American Indian 
Asian/Pacific Islanders  

Black  
Filipino  

 Hawaiian or Pacific Islanders 
Hispanic  

Two or More  
White 

 
 

0.3% 
22% 
16% 
10% 
0.02 % 
32% 
1% 
17% 

Age 
<20 

21-29 
30-39 
40-49 
50-59 

>60 

 
 0.02%  
 6% 
 22% 
 28% 
 29% 
 15% 

Supervisor Status* 
Supervisor 

Line Staff 

 
19% 
75% 

Aging workforce 
Retirement ready (currently 

62 years old+) 
Ageing population (currently 

50 years old+) 

 
10% 
 
44% 

Supervisors among 60+ age 
group* 

Supervisor 
Line Staff 

 
 
17% 
76% 

*Does not total 100% due to data file missing 
status 

 

 

 

 

 

The following is a list of licenses currently held 
by Public Health staff: 

 

Types of Licenses 
• American Board of Internal Medicine - 

Infectious Disease 
• American Board of Preventive Medicine - 

Occupational Medicine 
• American Board of Preventive Medicine - 

Public Health & General Preventive 
Medicine 

• American Board of Psychiatry & 
Neurology 

• Clinical Lab Technologist 
• Clinical Laboratory Scientist 
• Clinical Microbiologist Scientist 
• Clinical Nurse Specialist 
• Dentist 
• Diagnostic Radiologic Technology 
• Environmental Health Technician 
• Licensed Clinical Social Worker 
• Licensed Vocational Nurse 
• Nurse Practitioner 
• Occupational Therapist 
• Occupational Therapy Assistant 
• Pharmacy Technician 
• Physical Therapist 
• Physician and Surgeon 
• Psychologist 
• Public Health Nurse 
• Registered Environmental Health 

Specialist 
• Registered Nurse 
• Registered Pharmacist 
• Veterinarian 
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Learning Culture
DPH encourages a culture of both individual and 
organizational learning. The Division of 
Organizational Development and Training (ODT) 
is a dedicated unit within DPH that provides 
educational opportunities to build a skilled and 
competent workforce. ODT offers many 
development approaches, such as in-person and 

virtual training, online learning platforms, 
discussion groups, and expert speaker series to 
promote a culture of continuous learning.   

The following infrastructure has been created 
to support individual and organizational 
learning.

 Description 
Department of Public Health 
University (DPHU)department of 
Public Health University (DPHU) 

It is a strategy that aims to create a centralized, comprehensive 
workforce development environment that provides DPH employees 
with open and easily accessible information about learning 
opportunities offered by DPH.  
 
DPHU consists of three specialized institutes that offer workforce 
development resources, including employee onboarding, mandatory 
training, technical training, leadership development, emergency 
preparedness training, professional growth opportunities, and 
career advancement resources. An A-Z online catalog is available to 
DPH that houses mandatory and non-mandatory training.  

Learning Management System - 
TalentWorks earning Management 
System-Talent Works  

TalentWorks is a Learning Management System (LMS) that houses 
and tracks all training for Los Angeles County employees. Employee 
transcripts and training reports are also generated through this 
system. 

Learning Platforms 
         Udemy Business Udemy for Business is an online library of over 4,00 on-demand 

training courses on various topics provided to all permanent county 
employees through the LA County Human Resource Department 
and Los Angeles County University (LACU).   

        LinkedIn Learning LinkedIn Learning is an online repository of 16,000 online on-
demand courses open to any LA County Resident with an LA County 
Library Card. DPH employees are encouraged to use this learning 
platform to enhance their professional skills.  

Mass Announcements 
 Training Thursday An electronic newsletter containing both mandatory and non-

mandatory training opportunities for DPH staff.  The newsletter 
circulates via email every first Thursday of the month. 

Director’s Briefing The weekly DPH Director’s Briefing broadcast includes training 
opportunities for DPH staff.  
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Policies
 

Policies associated with workforce development 
comply with regulations and rules set by federal, 
state, local, and departmental governing bodies. 
They outline areas such as mandatory training, 
individual educational attainment, job-related 
skills development, workforce wellness, 
workplace safety and environment, and work 

schedule and location. Policies are maintained 
on the DPH intranet site Policies & Procedures 
page, Los Angeles County Code of Ordinances, 
Los Angeles County Fiscal Manual, Los Angeles 
Interpretive Manual, and Los Angeles County 
Employee Handbook.

Workforce Development 
Areas 

Policy/Procedure Authority Group Responsibility 

Learning and Education Mandatory Training for Workforce 
Members 

-29 Code of Federal Regulations 
(CFR) 1602.31 and 29 CFR 
1602.14  
-Board Of Supervisors Policies  
-Cal/OSHA – Title 8 Regulations  
-DPH-HR Policies  
-Human Resources, Compliance 
Management, and Organizational 
Development and Training 

Tuition Reimbursement Program -LAC Code Title 5, Section 5.52 
BOS and/or CEO, Organizational 
Development and Training 
  

Education Leave CSC Rule 16.02, MOU 
Travel/Training Authorization - LAC Administrative Code, 

Chapter 5.40,  
- LAC Fiscal Manual: Chapter 13 
- LAC Travel Policy, Finance 

MOUs – $1.5M Training Fund Department of Human Resources 
Continuing Education (CME, CEU, 
CHES, all others) 

Policy 701  

Wellness and Safety Ergonomics Policy 915 
Workplace Violence Prevention Policy 902 
Cal/OSHA Within Mandatory Training Policy 

Work Environment Just Culture Policy 118 
Diversity -LAC Ordinances 5.10  
Anti-Bullying and Abuse Policy 750 

Work Schedule and 
Location 

Alternate Work Schedule Policy 774 
5/40 and 9/80 FLSA -LAC Code, Section 6.12.020 (A) 

Interpretive Manual 
Telework program Policy 782 
Work Week Work Hours  -LAC Code, Chapter 6.12 
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Workforce Development Programs

The Division of Organizational Development and 
Training (ODT) supports the vision of “a skilled 
and effective workforce” by coordinating and 
providing learning opportunities to all DPH 
employees. ODT delivers the fundamental 
knowledge and skills needed to excel as an 
effective Public Health Worker (e.g., New 
Employee Orientation, New Supervisor 
Orientation). ODT also coordinates emergency 
preparedness training and learning 
opportunities to assure operational readiness 
and timely response to public health 
emergencies (e.g., FEMA courses, Standard 
Emergency Management System (SEMS), and 
facilitates opportunities for professional 
development (e.g., leadership development, 
microlearning lessons).    

Partners  

ODT partners with other DPH programs to 
deliver workforce development programs, many 
of which offer profession-specific training to 
their program staff as well as the entire DPH 
workforce. Some of the divisions/programs that 
provide/offer training include Emergency 
Preparedness Response Division, Nursing 

 

 

 

Administration, Medical Affairs, Environmental 
Health, Public Health Information System, and 
Risk Management Department.  

LAC-DHR Programs  

Los Angeles County Department of Human 
Resources (DHR) provides countywide training 
and organizational development services, 
including Executive Leadership Development 
Program, Management Development Program, 
New Supervisor Development Program, 
Emerging Leader Program, Labor, Employment & 
Education Law courses for 
supervisors/managers.  

Joint Labor-Management Million Dollar 
Training Committee 

The Joint Labor-Management Million Dollar 
Training Committee (JLMC) is a collaborative 
effort between SEIU Local 721 and the County of 
Los Angeles. The Committee was established 
through contract negotiations with the purpose 
of allocating $1.5 million annually to fund 
training to mitigate workforce reductions and 
displacement of permanent SEIU Local 721 
represented employees. The Committee has 
collaborated to fund many comprehensive and 
innovative programs designed to develop and 
enhance the job skills and career prospects of 
Local 721 members. 
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Future Workforce  
Looking towards the future of the workforce 
calls for assessing DPH’s current environment 
and the changing landscapes from within the 
Department and to the reaches of global events 
and conditions. While COVID-19 is resulting in 
less-severe morbidity and lower mortality, it 
remains a pervasive threat. Ongoing COVID-19 
response work must become integrated into the 
daily functions of DPH. One lesson from the 
COVID-19 pandemic and other infectious disease 
outbreaks is that early detection, intervention, 
and mitigation of individual outbreaks is an 
easier and less costly strategy than managing the 
consequences of an entrenched pandemic. 
Expanded data access and interoperability to 
enable data driven decision making and 
advanced analytics to explain, predict and 
prevent disease spread will be vital.  

In addition to infectious diseases outbreaks, DPH 
will need to continue to address the opioid 
epidemic, the growing mental health challenge 
as well as public health crisis caused by heat, 
natural disasters, and weather-related events. 
The crisis of inequity will be paramount topic to 
address. COVID-19 morbidity and mortality in 
Los Angeles County highlighted the vast 
disparities among the different communities in 
Los Angeles County.  

 

 

 

To respond effectively to these public health 
challenges as well as be prepared for new and 
emerging health priorities DPH will need to focus 
on an expanded workforce, with the capabilities 
and diversity of staff required to meet DPH’s 

goals. DPH workforce must also have the 
flexibility, capacity, and cross-cutting 
competencies to mobilize and respond to acute 
emergencies, be they large infectious disease 
outbreaks or natural disasters. The workforce 
will need to be skilled at supporting new 
capabilities in data analysis and decision science, 
as well as critical IT enhancements as DPH moves 
towards implementing sophisticated and data-
enabled networks. 

Current Environment 
Much of our DPH workforce is reaching the 
traditional retirement age. Four hundred forty-
three (10%) are 62 years old (retirement ready) 
and 1,862 (44%) are 50 years old generally 
considered an aging population. DPH will need to 
plan to pursue retention as well as transfer of 
essential skills and organizational knowledge 
from these workers to their replacements.  

The priority during the COVID-19 pandemic has 
been crisis response, emphasizing health and 
safety, essential services, and the virtualization 
of work. The need for new workforce skills 
quickly and dramatically accelerated during this 
time. As progress is made against response 
efforts, DPH turns their attention toward the 
recovery phase, to ensure the DPH workforce is 
preparing for and shaping the “new normal”. 

Some of the challenges we are facing include the 
workforce experiencing burnout and exhaustion 
as they struggle to meet rising demands. During 
the 2022 Employee Engagement Survey 81% of 
respondents answered that they had been 
assigned to work on COVID‐19 response in the 
past two years. Many of the workforce members 
continue to serve on the ICS COVID-19 response 
and, more recently, on the monkeypox response 
and resuming their pre-COVID public health 
responsibilities. DPH leadership understood the 
massive undertaking the workforce was involved 
in and introduced COVIDWELL time. In the 
recovery phase it will be important to continue 
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to invest in well-being/wellness efforts to attract 
and retain staff.  

Additional challenges include a need for more 
critical talent. The pandemic revealed gaps in 
skills in our DPH workforce. During the 
pandemic, many learned on the job. Now, during 
the recovery, we have an opportunity to develop 
processes, norms, and infrastructure to build 
bench strength, clarify succession planning and 
train the next level of leaders. Cross training staff 
will be critical to ensuring a workforce that is 
more readily capable of flexing roles. 

LAC DPH entered the pandemic after decades of 
declining public health funding in the US, with 
most of its funding coming through federal 
grants that limit discretionary spending.  Of LAC 
DPH’s COVID-19 funds, over $1.8 billion must be 
spent by June 2023. Because most COVID-19 
relief funding provided during the pandemic has 
not been renewed, LAC DPH must rely on County 
funds to deliver services as the pandemic 
continues to evolve or face considerable budget 
shortfalls.

Competency and Educational 
Requirements

The Division of Organizational Development and 
Training uses a three-level competency 
framework to ensure that staff have the tools to 
perform their job duties effectively.  

Competency-based learning is centered on 
whether a learner can demonstrate mastery of a 
set of predetermined competencies or skills 
necessary for successful job performance. 
Competency-based learning does not rely on 
time spent in training or completing a sequence 
of courses in a program, but rather on a 
proficiency in set skills. Learners demonstrate 
this mastery by engaging in learning stretch 
exercises, on-the-job activities, and real-world 
experiences that align clearly with a set of 
competencies. Usually, the learner’s mastery is 
measured through multiple assessments, and 
the learning is personalized and learner specific.   

Competency frameworks are designed to reduce 
the worker’s performance gap and increase job-
specific performance. Job descriptions, like in 
Civil Service rules, describe the work an 
individual is expected to perform. In contrast, 
the competency framework relies on shared 
characteristics and behaviors demonstrated at 
different levels of organization.   

 

 

 

 

 

 

  

Professional Competencies 
Discipline-specific competencies that require 
licensures, certification, or specialized 
training 
Public Health Core Competencies 
Competencies identified by the Council on 
Linkages that are necessary to perform public 
health duties of the workforce.  
Organizational Competencies 
Broad strategic competencies that apply to 
all staff align with the organization’s mission, 
vision, and operational tenets. 

 

Professional

Public Health 
Core

Organizational
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Professional Competencies/Continuing 
Education  

Multiple public health-related disciplines require 
continuing education (CE) for an ongoing license 
to practice. The Department encourages and 
supports employees pursuing licensure and 
those licensed or certified as part of their 
assigned roles and responsibilities. The 
employee is responsible for obtaining the 
necessary CE to maintain required licensures 
and/or certifications. 

Public Health Core Competencies 

The Council on Linkages between Academia and 
Public Health Practice (Council on Linkages) 
ensures a well-trained, competent workforce by 
developing a set of Core Competencies for Public 
Health Professionals. Utilizing workgroup 
partnerships between academia, public health 
agencies, and national organizations, the Council 
on Linkages developed skills reflecting 
foundation or cross-cutting knowledge for public 
health practice.  These core skills or 
competencies are necessary to perform the 10 
Essential Public Health Services.    

The Core Competencies are a set of skills and 
abilities that are built on the 10 Essential Public 
Health Services that encompass eight domains. 
The Division of Organizational Development and 
Training and Subject Matter Experts (SMEs) 
within DPH adapted the 2021 Core 
Competencies from the Council on Linkages to 
meet the department’s needs.  The newly 
released 2023 DPH Competency Framework 
(Appendix A) is an adapted version of the 
Council on Linkages 2021 Core Competencies 
that guides future competency-based 
educational opportunities. Additionally, an 
online needs assessment tool is being developed 
for DPH staff to self-assess their competency 
levels within the eight domains.  Training will be 

provided in a curated online library using 
Train.org and Regional Training Center 
resources.  This training will help close any gaps 
in public health core competencies.  

Organizational Competencies 

Organizational-wide competencies are priorities 
identified because of DPH’s core values. These 
core values are part of the strategic plan and 
align with the organization’s mission and vison.  
They have broad strategic skills that result when 
the values are put into action and applied across 
the board to all staff.  Mastery of these skills help 
move forward the organization’s goals. Examples 
of the organizational competencies are listed 
below. 

DPH Values Organizational 
Competencies 

Equity Health Equity 
Inclusivity Diversity 

Collaboration Community 
Partnership 

Accountability Fiscal Stewardship 
Compassion  Compassion 

Quality Improvement  
Innovation Creative Thinking 
Leadership Leadership 

 

DPH employees spend their first year of hire, also 
known as onboarding, completing online and 
instructor-led courses, to be introduced to the 
organizational values and competencies 
required as DPH workforce. The onboarding 
experience increases employees' knowledge of 
Department polices, standards, norms, and 
culture. It establishes, expectations for 
individual and collective effectiveness and 
success. A large set of mandatory training is 
required during the onboarding phase and 
throughout their career in DPH (Appendix B). 
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DPH-Specific Needs
PH WINS Survey

The Public Health Workforce Interests and 
Needs Survey, or PH WINS, is a nationally 
representative survey containing public health 
workforce data from government entities 
created by the deBeaumont Foundation and the 
Association of State and Territorial Health 
Officials (ASTHO). The 2021 PH WINS collected 
data on workforce demographics, public health 
employees' perspectives, workforce 
engagement, training needs, and the response 
to COVID-19. The PH WINS also provides insights 
into the strengths and weaknesses of 
government employees and is used to guide 
workforce development plans and training. 

From September to December 2021, 5,883 
questionnaires were distributed electronically 
using DPH staff emails with a Qualtrics web-
based survey link. Survey participants responded 
about the importance of each sub-competency 
domain to their position. Subsequently, the 
survey participants responded about their 
proficiency in each sub-competency domain. In 
addition to the individual's training needs, 
demographic information was also collected. A 
total of 22% or 1,120 PH WINS surveys were 
completed by DPH staff (e.g., permanent, 
temporary, contract, interns, and volunteers).  
Survey respondents identified themselves 
primarily as women, Black, Indigenous, Person of 
Color (BIPOC), between the ages of 41 and 50, 
and frontline staff (73%) with a background in 

public health. Eighty-four percent of those who 
took the survey were permanent employees 
(941 survey respondents), while 16% were on a 
temporary or contract basis (181 survey 
respondents). 

Needs Assessment based on Competencies 

PH WINS respondents were asked to rate the 
day-to-day importance of their own proficiency 
with 25-26 skill items.  The items were tailored 
to the respondent’s supervisory role. The data 
was then stratified into a 2X2 table that outlines 
the importance of the skill compared to the 
proficiency of the respondent within that skill.  
The data below represents the percentage of the 
workforce that considers the skill highly 
important to their day-to-day work but rates 
their proficiency as low.  

Training needs differ depending on the 
supervisor status (frontline vs. 
supervisor/managers); the analysis focuses 
solely on permanent staff.  Seventy percent of 
the permanent staff’s 941 surveys responses 
were non-supervisors or frontline staff, whereas 
28% were from supervisors/managers, and 2% 
executive staff.  In addition, the training needs 
differed depending on the employee’s 
supervisory role. The identified top 3 needs are 
listed below.

 
 
 

 
 
 

Non- Supervisors-Permanent Staff (n=659) Supervisor/Managers/Exec - Permanent Staff 
(n=282) 

Domain 7: Budget and Financial Management 
(54%) 

Domain 7: Budget and Financial Management 
(54%) 

Domain 8: Change Management (47%) Domain 8: System and Strategic Thinking 
(35%) 

Domain 8: System and Strategic Thinking (42%) Domain 5: Community Engagement (33%):  
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Employee Engagement Survey

Spring of 2022, the DPH workforce was 
encouraged to participate in the department-
wide Employee Engagement Survey. The survey 
was launched using Survey Monkey and 
sponsored by DPH management and LA County 
unions. Its effort was to enhance working 
conditions and the results were to be used 
towards the promotion of equity in DPH and 
identification of areas in need of improvement 
to provide a better workplace for employees. A 
total of 2,926 surveys were completed for an 
overall response rate of 44% among a workforce 
of permanent, temporary, intern, and volunteer 
employees.  Respondents mostly identified as 
female (68%), between 40-49 years old (23%), 
Hispanic/Latino (30%), full time permanent 
employees (76%), non-supervisor (69%), public 

health professional (41%), and employed with LA 
County for less than 5 years (34%).  

Sixty-one present agreed or strongly agreed that 
their position provides them with opportunities 
for learning and growth, 17% disagreed or 
strongly disagreed, and 16% neutral. Seventy-
four percent agreed or strongly agreed that their 
immediate supervisor support their ability to 
attend learning opportunities (e.g., trainings, 
webinars, courses, and conferences) offered 
within DPH, 6% disagreed or strongly disagreed, 
and 13% were neutral. Twenty-three percent 
disagreed or strongly disagreed that they have 
opportunities for career advancement at DPH 
and 16 % indicate they are planning to find a job 
outside of LA County.

Workforce Development Goals and 
Implementation 
The workforce development goals are to 
enhance the LAC DPH workforce through 
effective and innovative organizational 

development strategies to advance conditions 
that support optimal health and well-being for 
all.

Goal 1 - Recruit and retain highly skilled workforce members. (Aligns 
with Strategic Priority 1 and 5)
•Strategy 1.1: Foster development of future DPH workforce by offering quality learning 

opportunities to gain experience in DPH through programs such as internship, 
residency, and fellowship programs.

•Strategy 1.2: Partner with local universities, colleges, and schools to work together to 
develop the current and future public health workforce. 

•Strategy 1.3: Integrate recruitment and retention strategies into succession planning. 

Goal 2 - Provide professional development opportunities to DPH 
workforce to develop leaders, enhance skills, and support employees 
to achieve their career goals. (Aligns with Strategic Priority 5)
•Strategy 2.1: Use DPH Core Competencies as a tool to identify gaps and areas of 

learning and development.
•Strategy 2.2: Develop learning opportunities and programs for DPH supervisors, 

managers, and emerging leaders to effectively lead. 
•Strategy 2.3: Provide learning opportunities and programs that are equitable, 

accessible, relevant, and engaging.
•Strategy 2.4: Advocate for and leverage funding that support equitable Public Health 

workforce development and learning opportunities. 
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Plan Implementation and Tracking 
Development of the workforce is a broad 
sweeping effort. Ongoing discussions and 
collaboration ensure that the Workforce 
Development Plan aligns to the DPH Strategic 
Plan. The Plan implementation encompasses the 
five goals and their strategies (Appendix C). A 
department-wide workgroup will be established 
to support and guide the plan’s activities. The 
workgroup members will be comprised of staff 

from multiple levels, various disciplinary fields, 
and key groups in DPH. They will be the touch 
point for DPH divisions and programs to 
implement actions, track progress, and provide 
feedback and input on current future state and 
needs of workforce development. Regular 
convening of the workgroup and status updates 
will maintain the momentum to achieve existing 
workforce development goals and seed the 
planning of future ones. 

 

Goal 3 - Foster organizational infrastructure and culture aligned with 
DPH core values for workforce development. (Aligns with Strategic 
Priority 1,2 and 3)
•Strategy 3.1: Enhance ongoing efforts that promote a workplace culture that is just and 

supports and advances equity. 
•Strategy 3.2: Promote wellness programs and activities for the DPH workforce. 
•Strategy 3.3: Sustain initiatives that recognize ongoing employee contribution and 

efforts.
•Strategy 3.4: Modernize department-wide systems and infrastructure to enhance 

workforce development efforts.
•Strategy 3.5: Foster a continuous learning culture that promotes professional 

development and quality improvement. 

Goal 4 - Create a workplace culture that embraces and applies diversity, 
equity, and inclusion (DEI) principles. (Aligns with Strategic Priority 1)
•Strategy 4.1: Implement organizational policies and practices that align with DEI 

principles in recruitment, retention, and workforce development. 
•Strategy 4.2:  Allocate organizational resources to align with DEI practices in 

recruitment, retention, and workforce development. 
•Strategy 4.3: Provide workforce learning opportunities on applying DEI practices in 

recruitment, retention, and workforce development.

Goal 5 - Prepare workforce to respond to public health emergencies. 
(Aligns  with Strategic Priority 3 and 5)
•Strategy 5.1: Integrate recruitment strategies to ensure hiring of workforce members 

that understand the role of and must serve as Disaster Service Workers during public 
health emergency/crises. 

•Strategy 5.2: Assess workforce skills and identify gaps to ensure emergency 
preparedness and response.

•Strategy 5.3: Develop and evaluate emergency training programs to implement 
strategies to strengthen workforce preparedness and response capability. 

•Strategy 5.4: Assess and identify operations and personnel gaps to address and align 
emergency response operations.
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Workforce Development Plan Roles and Responsibilities 

DPH Executive Office Review and approve the DPH Workforce Development Plan. Ensure resources are 
available to implement the Plan.  Encourage an environment that is supportive of 
learning and growth. 

DPH Human Resources Responsible for recruitment, hiring, and retention efforts to maintain a competent and 
diverse workforce. 

DPH Organizational 
Development and Training 
(ODT) 

Plan and implement workforce development plan’s strategies. Coordinate workforce 
development workgroup and its activities. Provide, support, and communicate 
learning, wellness, and emergency preparedness opportunities to workforce members. 
Report on required County and Department-level training. Leverage funding and 
opportunities for workforce training through net county costs, labor union 
partnerships, and grants. House staff and activities for DPH learning management 
system (TalentWorks) Administrative Coordinators, DPH University, and DPH 
Internship.  

DPH Workforce Development 
Workgroup 

Help implement workforce development goals in DPH divisions and programs. Provide 
status updates and feedback on action plan progress. Give input on workforce needs. 

DPH Center for Health Equity Guidance and collaboration on DEI efforts regarding hiring, training, and retention of 
the workforce. 

DPH Quality Improvement 
and Accreditation Program 

Guidance and assistance to DPH Divisions and Programs performing QI projects 
supporting workforce development goals. 

DPH Emergency Preparedness 
and Response Division 

Guidance and collaboration of emergency preparedness and response related to 
workforce training, Incident Command System staffing, and DPH response efforts for 
the community.  

DPH Office of Planning, 
Integration, and Engagement 

Develop DPH Strategic Plan. Collaborate with ODT to align Workforce Development 
Plan and Strategic Plan. 

DPH Operations Support 
Bureau 

Provide responsive, effective and cost-efficient administrative and financial services to 
support the mission of DPH by optimizing cost-effective and innovative information 
management and technological solutions that support the administration of Public 
Health functions. 

DPH Supervisors and 
Managers 

Ensure required training is completed by staff. Encourage opportunities for staff’s 
professional development and contribute to learning culture. Discuss and develop 
individual learning plans with staff members. 

DPH Workforce Members Complete County and Department required training. Discuss with supervisor and 
develop individual learning plan that includes learning opportunities for professional 
growth and organizational-based core competencies.  

LA County Department of 
Human Resources – 
TalentWorks and Udemy 

Maintain the County’s learning management system (TalentWorks), user groups, and 
training requirements for LA County employees. Provide support to Department 
administrators, coordinators, and registrars. Maintain Udemy for Business for LA 
County employees. 
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Communication Plan 
Dissemination of the Workforce Development 
P’s activities and progress will be communicated 
widely. Regular announcements provided to the 
workforce during DPH All Staff Meetings, from 
the DPH Director, and by the Division of 

Organizational Development and Training will be 
through email, reports, posts on the 
department’s intranet, and in live and recorded 
sessions. Status updates will be shared with DPH 
Senior Leadership for their awareness, input, 
and direction on implementation, progress, and 
outcome of activities.   
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Point of Contact  
For questions about this plan, please contact: 

Lisa Montgomery, MPH 

Staff Analyst, DPH Foundations Unit Manager 

Los Angeles County Department of Public Health 

600 S. Commonwealth Ave. Suite 700, Los Angeles, CA 90005 

213-637-3951 / lmontgomery@ph.lacounty.gov 
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