
For public health accreditation (per domain 8, version 1.5) an agency Workforce Devel-
opment (WFD) Plan is required to be updated every 5 years.  This plan addresses the 
collective capacity and capability of  CDPHôs workforce, addresses gaps in capacity, 
and defines strategies to address these gaps.  It also includes an assessment of staff 
competencies, training schedules, and a plan to address barriers to achievement in 
closing the gaps.   
 
CDPH first developed its plan in 2012, and underwent a plan update process during 
2016 and 2017 to create the 2018 WFD Plan.   
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CDPHôs vision statement (pictured right) reflects CDPHôs commitment to making 
ñChampioning Workforce Developmentò a priority.    
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CDPH  has recognized a need for more guidance from state and national public 
health sources on conducting a WFD plan refresh based on the PHAB standards and 
measures, version 1.5. We share our journey to help others approaching the 5-year 
revision process.  
 
Next steps include communication of this plan to staff and stakeholders, implementa-
tion of the action plan, and an annual review of the plan and implementation efforts.  
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Vision
By 2020, Cobb & Douglas Public Health will be an 
acknowledged leader among health departments in the 
United States.

In order to continuously improve our effectiveness and the health of 
our communities, we will work internally and with community 
partners to:

Å Demonstrate significant improvement on key health and safety indicators
Å Achieve operational excellence by exceeding local public   

health system performance expectations
Å Champion workforce enhancement

To achieve these ambitious goals, we will engage, respect and value 
our staff and partners, thereby creating healthier lives and healthier 
communities.

 
Here are some WFD trainings and improvements that have been implemented since 
the plan has been revised:  

*Increase and provide a lump sum salary bonus for all eligible employees 

*Career ladder implemented for specific positions  

*Tuition Reimbursement doubled to a maximum of $1500 per fiscal year 

*Employee Referral Program implemented  

*Implemented Shining Star Award for employee recognition 

*Employee Intranet was revamped via SharePoint to improve user-friendliness  

*New Customer Service Class offered 

*New training series for Administrative Professionals 

*2 New Health Centers opening in Smyrna and Acworth/Kennesaw 
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CDPH shares the following lessons learned for revising WFD plans: 
ß Adapting ASTHOôs WFD Plan Toolkit provides support for a thorough revision pro-
cess. 

ß Utilizing the Council on Linkage Core Competencies is helpful, yet cumbersome so 
we decided to change the review cycle to coincide with the 5-years revision cycle. 

ß Engage all stakeholders early in the process. 
ß Using a WFD Committee is helpful for implementation.  
ß Leadership support is needed for implementing goals and objectives, especially if 
they will require additional resources.  

ß Use Individual Performance Review Plans to improve lowest competencies by tier. 
ß Ensure alignment with other plans, and PHAB domain 8 requirements.  
ß Close feedback loop to staff after gathering data. 

Cobb & Douglas Public Health (CDPH), located in the northwest suburbs of Atlanta, 
GA, serving a population of approximately 900,000, was the first Georgia Health Dis-
trict to achieve  public health accreditation (accredited May 15, 2015).  
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This work would not have been possible 
without the support from: 
ß Dr. Jack Kennedy 
ß Emily Frantz 
ß Workforce Development Team: 

§ Carla Lario, WFD Trainer 
§ Valerie Crow, Communications 
§ Lisa Harteau, HR Recruiter 

§ Jean McIntyre, Admin Support 
§ Karla Ayers, Clinical Services 
§ Agnes Brown, Development Office 
§ Lynette McLeod, Community Health 
§ Marissa Williams, Environmental 
Health 

§ Rebecca Henson, WIC 
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The CDPH WFD Strategic Initiative (reflected below) is one of five Strategic Initiatives 
tied to the CDPH Strategic Plan. Goals and objectives for this initiative were selected 
based on results of the Core Competency Gap Analysis, Employee Satisfaction Survey 
and the Strategic Planning process (SWOT analysis).   
 

We used the Association of State and Territorial Health Officials (ASTHO) WFD Plan 
Toolkit as a guide for several key steps in updating the WFD Plan: 

ß Identify a Lead 
ß Garner Leadership Support 
ß Create a WFD Team 
ß Conduct an Environmental Scan/Gap Analysis 
ß Establish Organizational Competencies 
ß Conduct Training Needs Assessment 
ß Write the Plan 
ß Implement and Monitor the Plan 
ß Evaluate and Update the Plan 

Plan Alignment 
This WFD Plan directly links to CDPHôs Strategic Plan and Performance Man-
agement System, the Balanced Scorecard, by supporting the ñEmployee 
Learning & Growthò goal. CDPH recognizes that its workforce contributes to-
wards the success of each of the other 3 perspectives.  
 
Within the ñEmployee Learning & Growthò perspective, key performance 
measures, such as employee retention rates and satisfaction rates, help us to 
understand how well we are doing and identify areas for future improvement.  
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CDPH assessed and developed a training curricula 
based on the eight (8) Public Health Core Competen-
cy Domains, from the Council on Linkages Core 
Competencies for Public Health Professionals, which 
include:  

                    
Public health workers are classified in three tiers re-
flecting stages of public health career development. 
Tier 1 (Entry level), Tier 2 (Management), Tier 3 
(Leadership). 
 
In 2016, 157 out of 341 employees responded to the 
survey (46% response rate).  The lowest scoring core 
competency domains for each tier were used to iden-
tify improvement  
opportunities  
and were integrat-
ed into the CDPH  
Training Schedule.  
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CDPH has conducted an Annual Employee Satisfac-
tion Survey since 2009.  The 33-question survey is 
administered through SurveyMonkey, and responses 
are collected quantitatively (on a 5 point Likert scale 
where 0 = òNot Satisfiedò and 5 = òVery Satisfiedò) 
and qualitative via comment boxes. The qualitative 
responses are analyzed via a SWOT analysis lens 
to form SMART goals aimed at improving employee 
satisfaction.  
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