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Claude Moore’

The Claude Moore Charitable Foundation CHARITABLE FOUNDATION

Recognized for developing programs and partnerships, the Foundation aims to increase academic
competence and encourage leadership abilities to increase opportunity for all Virginians.

Middle School

In early 2020, the Foundation committed to

Early engagement of young

learners and their develop a model to expand the Claude
/ i d High School .
Q Efé‘fﬁéfectaﬁ?%ﬁféﬁrﬁnZ?tea% g oenee Moore Scholars Program in a scalable,
available Enroliment of students in health sciences CTE programs

to earn dual enrollment credit and certificates/licenses SUStalnabIe Way-
9 / as appropriate

The health sciences workforce highway

Community College

S . 4 , P y _ , enables continuous learning, beginning

ansition to community college to continue student's Certificate or License (potentially)

education and build upon previously earned credit, W|th ea r|y engagement in m|dd|e SChOOI and

working towards an Associate’s degree or other On/off ramp between school and work . . . .

license/certificate - 9 continuing throughout with professional
education.

Associates Degree
Certificate or License (potentially)

On/off ramp between
school and work:

4-year University@ : PB helors D
/ achelors.Degree * “Your community”

Transition to university 9 P On/offramp betvieen school and work * Improved quality of life

Continuation of training to earn advanced
degrees (such as a Master's or Doctorate) and
specialize in their field of choice

Destination:

Advanced Education

to continue student’s
education and build Stronger economy
Better health

up(:jr.'ltprewli)'usl{ earnzd On/off ramp between
credit, working towards a school and work

Bachelor's d
achelor's degree - Advanced Degree /

Meaningful careers



10.Southside Virginia (2 School Systems)
11.Southwest Virginia (2 School Systems)
12.Tidewater (3 School Systems)

WaNOmRWNRH

2021 - 2022 Claude Moore Scholars Regions

Crater Area (1 School System)
Greater Richmond (1 School System)
Greater Roanoke (6 School Systems)
Northern Neck & Middle Peninsula (14 School Systems)
Northern Shenandoah Valley (1 School System)
Northern Virginia (4 School Systems)
Peninsula (4 School Systems)
Piedmont (7 School Systems)

South Central (1 School System)

I



Community &
Socilal Services
Occupations

5th fastest growing occupation
group in Virginia

Projected 1-year growth (1.2%)
is faster than all other
occupations (1%)

Projected shortfalls over next
10 years:

Counselors, social workers,

Occupation Employment in Virginia
Community and Social Service Occupations 80,000

78,000

76,000

74,000

Current

74,340 72,000

wswAholdw3

70,000

68,000
2017Q1 2018Q1 2019Q1 2020Q1 2021Q1 2022Q1

— Historical Forecast

Source: JobsEQ®,Data as of 2021Q4,The shaded areas of the graph represent national recessions.

Marriage & family therapists, counselor (rehab, substance abuse,
behavioral disorder, and mental health), social workers, social and
human service assistants, community health workers, community and

social service specialists P n/g EORG

UNIVERSIT

<

Source: JobskEQ, 2021 Q4




: Middle School
Proposed Solution: Cr engagement o young lamers
and their parents/caregivers to
— — educate a.n‘d pron.iote the @ High School
H e a I t h S C I e n C e S H I g h w a y SppOTUN bl Enrollment of students in health sciences CTE programs to
: earn dual enrollment credit and certificates/licenses as
to Support Economic f

Development —

N PCerﬁﬂcate or License (potentially)

On/off ramp between school and work

@ Community College

ﬁhe health sciences workforce highway enableh

. . ) . ) Associates Degree | Transition to comfnunity colleg.e to continue studgnt‘s .
continuous learning, beginning with early cotfess or ticwss 24l i by ek M ors oo
engagement in middle school and continuing I—
throughout with professional education. It also schoal and Work
- On/off ramp between school and work
facilitates on and off ramps as students P .
- Bachelors Degree
transition between school and work and /

i i i > Destination:
contribute to the economlc_d_evelopment in ) +vesr ey Q rmmm“ e
\ local communities. J

Transition to university to - « Improved quality of
continue student's life

education and build upon Onyoff B s SHONGe: Beonoi
previously earned credit, sc’h,{;:)l ;fg’v’vork o 9 y

working towards a + Better health
Bachelor's degree + Meaningful careers

® Claude Moore |
@7 SCHOLARS Deloitte. psvnced o

Continuation of training to earn advanced

degrees (such as a Master's or Doctorate) and
A HEALTHCARE EDUCATION PROGRAM specialize in their field of choice




amazon

Overview: Amazon Tech Talent Pipeline
TECH-TALENT PIPELINE

KEY POINTS:
« Initiative will help to produce an additional 31,000 technology graduates over the next 20 years

« 11 universities are expected to share a total of $961.5 million in state funding over the next two
decades for the expansion of their degree programs and construction of new facilities

» The funding will be awarded on an annual basis and is subject to the universities meeting certain
enrollment and fundraising targets set by the state

» Partners are subject to performance-based agreements to be negotiated with each public community
college, four-year college, and university across Virginia that wants to participate

« State funding will be provided to recruit faculty, address capital needs, and provide ongoing
enrollment support

ADDITIONAL INFORMATION:

 https://www.nvtc.org/ThemeDev/Insights/Tech Talent Initiative Workforce Development.aspx
(shared from Tammie)

« https://hgnova.com/assets/pdfs/NOVA Higher-Ed.pdf

« https://www.insidehighered.com/news/2019/11/08/virginia-pledges-1-billion-computer-science-
degree-expansion



https://www.nvtc.org/ThemeDev/Insights/Tech_Talent_Initiative_Workforce_Development.aspx
https://hqnova.com/assets/pdfs/NOVA_Higher-Ed.pdf
https://www.insidehighered.com/news/2019/11/08/virginia-pledges-1-billion-computer-science-degree-expansion
https://www.insidehighered.com/news/2019/11/08/virginia-pledges-1-billion-computer-science-degree-expansion

amazon
TECH-TALENT PIPELINE

Program Design: Amazon Tech Talent Pipeline

The overall program includes five components: (1) a K-12 tech-
talent pipeline initiative; (2) a community college program; (3)
bachelor’s-level education; (4) master’s-level education; and
(5) a tech internship program for higher education students.

v

Tech Internship
Program for
Higher Education
Students

Master's-Level
Tech-Talent
Education in

Statewide

Bachelor’s-Level Northern Virginia
Statewice TRch-Istant Indicates particularly
COMmUgEY wRUSEROn relevant to CMS
Strengthening College Tech- program
the K-12 Talent Education
Tech-Talent
Statewide

This investment will enable the
Commonwealth to provide
ongoing professional
development to current and
future teachers; create, curate,
and disseminate high-quality
curriculum and resources;
support summer and after-
school programming for
students; and facilitate
meaningful career exposure
and work-based learning
opportunities in high-demand
fields

State leaders will collaborate
with the Virginia Community
College System (VCCS) and
community college leaders
to craft performance-based
community college tech
talent programs that will
complement the bachelor’s-
and master’s level tech-
talent education programs

Copyright © 2020 Deloitte Development LLC. All rights reserved.

Performance-based tech-talent
investment fund through which
7 higher education institutions
across Virginia can receive
startup funds for faculty
recruitment, state capital
investment (where required),
and enrollment funding
necessary to expand the
number of bachelor’s degrees
they confer annually in
computer science and closely
related fields (e.g., computer
engineering)

These performance-based,
master’s-degree-level
investments will be provided
on a dollar-for-dollar matching
basis for philanthropic funds
raised by George Mason
University for its Arlington
campus and Virginia Tech
University for a new graduate-
level Innovation Campus
expected to be located in
Alexandria

The State Council of Higher
Education for Virginia (SCHEV)
will develop a higher education

program to ensure that all

students in baccalaureate
programs in computer science
and related fields have access

to high-quality work-based
learning, such as internships,

apprenticeships, research
experiences, and cooperative

education programs



What Do We Mean By “Healthcare Workforce

L 4

Continued
Professional
Education

Advanced
Degree from
Universities

Bachelors
Degree from

Certificate/ Universities

Associates
Degree from

K-12 «
Education Community
(including CTE Colleges
Programs)

Throughout the pipeline:

Work-based learning opportunities (e.g., internships, apprenticeships)

Stackable credentials (e.g., degrees and certificates)

Virtual learning

Professional and career development (e.g. application & interview prep)

Mentorship

Copyright © 2020 Deloitte Development LLC. All rights reserved.

Pipeline”?

Populations engaged throughout pipeline:

. Students: K-12, Community college, Universities
. Adult learners

. Displaced workers

. Professionals

. Military populations and veterans

. Ex-offenders

VA Area Health Education Centers that support for health career
education, advancement, pipeline development and job
placement; led by VHWDA

AHECs

Governor’s “Get Skilled, Get a Job, Give Back” initiative that gives
G3 financial support to low- and middle-income students for
community college

Retraining initiative to support unemployed and displaced workers

Accelerators

Virginia to combat COVID-19 job losses; supported by coalition of leading
Ready .
businesses
State-led Growth and Opportunity program with regional offices;
GO Virginia launched by business leaders to drive private-sector growth and
foster regional collaboration
Health

A program with the Community Colleges where MFA is a partner

2020 pilot program led by Del. Austin and Cynthia Lawrence with
3 public school systems and 5 employers; currently have state
funding, with future funding flows TBD

Roanoke
Pilot




BLUE RIDGE
PARTNERSHIP FOR
HEALTH SCIENCE
CAREERS

A regional collaboration of educators,
employers and economic development
professionals committed to raising the
rigor and aligning health sciences
education to meet the employment needs
for the Health & Life Sciences industry.




Blue Ridge Partnership for Health Science Careers

Executive Committee

Career Pathways Coordinator + Project Manager

Finance Student Joint Academic Talent Pathways IT/Analytics
Sub-Committee Engagement Cqmmunlc- Planning Task Force Task Force
Task Force ations Task Task Force
Force
Fiscal  Career Public Dual Employment «  Workforce
Planning Exposure Relations Enrollment Onboarding Analytics
io ‘I('rgt'.”'a * Career Works closely Accreditation Training and * Remote
pplication ' : .
Support with Student Curriculum Retention Services

Claude e  Career Engagement Path
Moore Grant Mentoring Task Force
Private Educational

Equipment
Philanthropy quip

Clinical

Instruction

Carilion Clinic’s Enterprise Project Management Office (EPMO) is supporting the establishment of the BRPHSC.



Human Services Leaders from Across Virginia Convened in Richmond to Focus on
Workforce Challenges and Solutions

40+ 1

Workshop participants Existing and prior Elected state official Potential solutions discussed
Secretariats in attendance

| Humasy Sphvicgs

Note: not all participants pictured

Strategic Investment Initiatives for Virginia’s Human Services Workforce 12



Executive Summary

Claude Moore and Deloitte convened Human Services leaders from across Virginia to understand
current challenges and identify a variety of solutions.

Virginia’s Human Services field is
facing a critical shortage of workers
while experiencing a historic
increase in Human Services
needs.

To maintain and improve service
delivery, grow the workforce, and
develop and retain the dedicated
staff already in the field, a cross-
sector champion is necessary to
galvanize momentum across
multiple stakeholder groups.

Key Challenges to
Overcome

Agencies and organizations struggle
to recruit and retain enough
qualified staff. Factors include:

» Compensation inequities

» Regulatory barriers

» Worker burnout and secondary
trauma

» Worker safety
» Limited public exposure of the field

 Lack of educational and defined
career pathways

This report details the key workforce
challenges the Human Services field
must overcome.

Prioritized
Recommendations

This report recommends changes
that impact the following areas:

* Resources

* Recruitment
* Retention

* Regulation

Recommendations are assigned to
Virginia’s executive office,
legislators, regulators, and
employers (public and private),
state agencies, and philanthropic
and community organizations to
overcome Human Services
workforce challenges.

Strategic Investment Initiatives for Virginia’s Human Services Workforce 13



Why Now: State and Local Government Workforce Pipelines Are Suffering—Including the
Human Services Field

National Statistics

In state & local government in the US, the job
opening rate is 5.6%. This 1.8% increase
from March 2020 is more than the 1.1%
increase over the 13-year period from 2007-
2020.1

Employees are leaving at the same rate they
are being hired, at 1.9%.2

From January 2020—to January 2022,
government lost more than 600,000
workers—more than manufacturing, wholesale
trade, and construction combined.3

In a 2021 survey of state and local government
agencies, 38% said their retirement-eligible
employees are accelerating retirement
plans—the highest percentage since 2009.3

Virginia ranks 37th lowest in the country for the
number of psychiatrists, psychologists, licensed
social workers, counselors, therapists and advanced
practice nurses specializing in mental health care
per population.4

Virginia local social service departments have an
average vacancy rate of 15%, more than
double the average for jobs in Virginia overall.5 6

In Virginia, there are only 14 child and
adolescent psychiatrists available per 100,000
children below the age of 18.7

A large and disproportionate number of Virginia’s
licensed BH professionals are at or nearing
retirement age (61% of Psychiatrists are age 55
or older).8

Strategic Investment Initiatives for Virginia’s Human Services Workforce
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Key Functions of Human Services

According to Virginia Association of Local Human Services Officials (VALHSO), Human Services are defined as a broad array of services that are
delivered to the public by local government and which may include but are not limited to:

Health, Behavioral Health, Social Services, Parks & Recreation, Libraries, Housing and Neighborhood Revitalization, Children's Services,
Juvenile Justice and Adult Corrections and other such functions.

Human Services
Key Roles16

Behavioral Health Social Services

- Behavioral health supports Virginians’ well-being
through the assessment, diagnosis, treatment,
and prevention of mental iliness, substance
use, and other addictions.

- Social services include vital programs that support those
in our society with critical needs— including financial
assistance, Medicaid, food security, foster care, adoption,
and housing programs.

Juvenile Justice & Adult Corrections Children’s and Student Support Services in Public Schools

- Juvenile Justice prepares court-involved youth to
be successful citizens.

- Students may be supported by school counselors,
psychologists, and social work and health
professionals.

- Corrections operate facilities, probation, and parole
offices to provide care and supervision to inmates
and returning citizens.

Strategic Investment Initiatives for Virginia’s Human Services Workforce 15



Virginia Stakeholder Insights: Overarching Themes

Across stakeholder interviews and survey responses, leaders voiced that Human Services
organizations are more constrained than ever to recruit and retain satisfied workers.

Recruitment has never been
harder

Leaders reported historic workforce

vacancies and a more challenged
recruiting environment, receiving

fewer and less qualified applicants

than in the past.

Retention is challenged by
a multitude of factors

Secondary trauma, high
workloads, low pay, inability to
compete with higher paying
and more flexible agencies,
limited budgets, and increased
violence have all contributed to
poor retention.

Regulations hinder talent acquisition

Federal, state, and professional licensing
rules have all impacted employers’

Collaboration is key Licensing and
certification processes

Integrating with schools, can be improved

public safety, and other

abilities to access a willing and able sister agencies is critical The administrative burden for
workforce. to Human Services licensing and QMHP
success in the community. requirements can sometimes
hinder services.
Unintentional administrative Thereis a lack of The System is struggling to
burden educational incentives & provide needed integrated
_ _ effective degrees support services
A “regulation snowball” intended to
increase quality of care has resulted There is an opportunity to One stakeholder noted: “When people
in staff spending more time create employer-education are part of a system, they are
completing compliance requirements relationships to foster impacted by systemic breakdowns that
than with their cases and people they engagement and career ultimately influence their ability to do
are serving. This has also pathways through all levels of their job well.” The System can
the educational system. increase worker impact by integrating

additional support staff. resources to elevate efficacy.

Strategic Investment Initiatives for Virginia’s Human Services Workforce
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Virginia Stakeholder Survey Insights Highlight the Need for Change
We heard from 60+ Human Services stakeholders detailing their workforce challenges and ideas.

Respondents were asked to prioritize the challenges

Respondents noted recruitment (86%) and retention (78%) as critical threats to

that the Human Services workforce faces:

1. Compensation

2. Professional hazards impacting staff (e.g., burnout,

secondary trauma)

3. Benefits and programs to support employees

Themes that emerged as inhibitors to
recruitment and retention include:
+ Compensation

 Workload, burnout, and mental health
* Lack of training

4. Elevated public perception (e.g., nursing) « Licensing

* Benefits (health insurance cost)

* Lack of public understanding and respect
* Worker safety

* Telework

service delivery. Further, 95% reported having current vacancies.

(Key roles identified as
suffering recruitment and
retention challenges include
family services workers,
licensed staff, degreed
staff, direct care workers,
child and adult protective
services, and

\administrative roles.

\

J

L)

\fo] £=1e][]
Quotes:

“The job is starting to feel impossible, and it is hard for workers to feel job satisfaction.”
“Itis as if there is no monetary incentive to work.”

“INew staff] get hired until their training is up and then they leave for a job paying more for less work.”

“We have never had the number of job abandonments’ or unplanned separations as we do now.”

Strategic Investment Initiatives for Virginia’s Human Services Workforce
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The Human Services Workforce Touches All Levels of Government

Federal regulations and
nationwide compliance
Federal requirements are the

foundational parameters and
largest funding resource for the
The Regional Network of

/ \ Human Services field
State

providers (e.g., CSBs, »

private providers) can work I State leaders play a critical

together to produce better / role in regulation, funding,

outcomes for its ‘ oversight, and career

communities by investing in Reglonal pathways
its Human Services workers

5 Localities (e.g., cities and | Local
(} counties) provide direct care

of frontline services.

)/

Stakeholders at all levels of government will be instrumental in executing key strategic initiatives to address the Human Services workforce
challenges in the Commonwealth

Strategic Investment Initiatives for Virginia’s Human Services Workforce 18



Change Can Be Achieved Through Four Interconnected Strategic Pillars:

Resources, Recruitment, Retention, and Regulation

Attracting the most quaﬁfied
candidates to the field and
minimizing barriers in the
recruitment process ensures
that essential services are
provided AN

\_

—

Recruitment and retention are

inextricably bound

\

A reduction in turnover

community at large
/

Investing in retention strategies
will attract new employees and
improve organization culture

S NL

Legend

® Resources
® Recruitment
® Retention
® Regulation

° o ° - - - - - - . -
Resources Adequate resource allocations across sectors, regions, and jobs improve service to communities and providers

Regulation

Experienced Human Services

navigating compliance barriers

improves outcomes for the

A

Reducing regulatory barriers
makes it easier for staff to do

workers are strained by

\

A streamlined regulatory and
compliance ecosystem can
reduce barriers and improve
access

/

their jobs

N

/

Strategic Investment Initiatives for Virginia’s Human Services Workforce 19



Guide to the Solutions Framework

Legend

® Resources

® Recruitment
Retention

® Regulation

What philanthropic and

community support organizations

What Virginia’'s executive office can
can do improve workforce outcomes

consider initiating and leading

What state agencies
can do within their own

The following strategic initiatives and priorities for
sphere of influence

Virginia’s Human Services workforce are
— categorized among six key stakeholder groups
who can own and implement the activities

What regulators can do

to aid the workforce and
public

What efforts legislators can prioritize

What employers can do to within their
OWn processes

Strategic Investment Initiatives for Virginia’s Human Services Workforce
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Strategic Initiatives: Executive Office

Objective
The Governor and his administration have an opportunity to drive and
lead impactful, prioritized Human Services workforce development efforts

Timing

Executive Actions and initiatives can range from short- to long-term
efforts, as such the following goals can be scaled based on time available

()
<)
c

-
©

£

)

()}

Activity

Rationale

)
")
)]
0
L

T

o

<

Strategy 1

Elevate public
understanding, respect,
and financial value of
Human Services work
through public
awareness and
marketing campaigns

The public needs to
understand who Human
Services workers are,
and what they do. This
will inform citizens about
services, careers
available, and foster
increased financial value
for the field

v Recruitment

v Retention

v Job quality and
experience

Strategy 2

Examine ways to blend
and braid funding for
when EMTS or police
officers lean in for social
services work,
particularly in rural
areas where resources
are limited

Partnering for
responsibilities like joint
CPS investigations with
law enforcement, should
be more incentivized in
Virginia and can boost
smaller agencies

v' Regulatory barriers

Strategy 3

Foster information
sharing and strong,
productive working
relationships with
sister agencies,
namely public
safety

Not all agencies
fully leverage the
information sharing
and strong working
relationships with
sister agencies that
can improve service
delivery

v Job quality and
experience
v Retention

Executive Office Goals

Strategy 4

Convene business
community leaders to
find avenues for mutually
beneficial investment in
community wellness

The business community
has a need for a healthy
and strong community,
both for business and its
workforce. Investing in
communities’ social well-
being is a way to ensure
business thrive alongside
its community

v Job quality and
experience

v' Resources

v Retention

Strategy 5

Assess what technology and data
analytics needs to be updated to allow
for systems integration, reduce data
entry burden on staff, and support an
increasingly mobile workforce

Technology has inhibited staff, rather
than served as an enabler. Ensuring
technology integration and access will
unlock information, save time, and
drive a culture of investing in tools that
matter. Human Services professionals
who meet patients’ needs in the field
would benefit from mobile technology
and increased data insight

v Job quality and experience
v Retention

Strategy 6

Improve connectivity
for rural staff

Rural staff may have
mobile hardware but
are still hindered by
lack of connectivity
throughout their
regions. This also has
safety implications for
home visits

v Job quality and
experience
v Retention

Strategic Investment Initiatives for Virginia’s Human Services Workforce
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Strategic Initiatives: Regulatory

Objective
The ideas and solutions below benefit the Human Services workforce
and fall under regulatory purview, which includes licensing boards

Timing

Regulatory changes can take multiple years to pursue and implement

Challenge

Activity

9
©
c
9
)
©
(-4

Strategy 1

Reinstate cross-supervision
and consider virtual
supervision for obtaining
licensure under non-
reimbursable time

Employers already short on
staff struggle to comply with
regulations that prevent cross-
supervision

v' Regulatory barriers
v Recruitment

Strategy 2

Develop interstate licensure
compacts for licensed Human
Services professionals and
reciprocity agreements for
military spouses

Social work associations are
currently pursuing a social
work interstate compact. A
compact should also exist for
all licensed Human Services
workers to minimize friction in
talent acquisition

v Regulatory barriers
v' Recruitment

Regulatory Goals
Strategy 3

Assess QMHP requirements and

distinction, including:

1) The distinction between QMHPa and
QMHPc could be replaced by cross-

training

2) Experienced QMHPs should be able

to provide supervision

3) Expand ability to be a QMHP to
more graduates and have a 3-hour
course to include other majors

Employers are restricted by strict QMHP

requirements. Streamlining the QMHP
distinction with cross-training, allowing
QMHPs to supervise staff pursuing

Strategy 4

Develop a clinically qualifying
and billable college-level
internship or provisional
licensure that is state
approved that can benefit
both the agency and the
student

Allowing for billable
internships helps both
students and employers

QMHP status, and creating a solution to

expand QMHP degree requirements
would aid employers and candidates

v' Regulatory barriers
v Recruitment

v' Regulatory barriers
v Recruitment

v Retention

v Education pathways
v Career pathways

Strategy 5

Study and activate
opportunities to streamline
processes where barriers
exist to obtaining licensure

The Commonwealth is
protected by the rules and
processes in place that ensure
licensure is legitimate. Virginia
must ensure that barriers to
entry into the Human Services
field are minimized

v' Regulatory barriers
v Recruitment
v’ Career pathways
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Strategic Initiatives: Employer (1 of 2)

Objective
The ideas and solutions below can be acted on by employers without
necessarily requiring the aid of legislative or external bodies

Timing

Within the bounds of an employer’s own processes, the below goals
could be acted on within a year
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Strategy 1

Work with Human Services

staff to identify and
implement solutions to

mitigate safety risks and

work with sister agencies

and governing bodies to fill

resource gaps

Human Services workers can be
faced with dangerous working

conditions due to the frontline
nature of their work. While
already a priority for many
employers, achieving worker
safety does not have to be
accomplished alone.

v Retention
v Job quality and experience

Strategy 2

Develop communications
including an onboarding
program and periodic
outreach that promotes
new and existing benefits
of the organization

Ensure that employees are
aware of and leveraging
existing benefits (e.g., EAP
programs, leveraging health
insurance) to increase
benefits usage

v Retention
v Job quality and experience

Employer Goals
Strategy 3

Invest in leadership
development to foster
trust-based leadership and
improved working
conditions

Ensure that leaders have the
resources and tools to serve
and support their staff can
instill a culture that focuses on
people and well-being

v Retention

v Job quality and experience
v Burnout

v Secondary trauma

Strategy 4

Convene and organize with
similar sector employers to

develop a strategy to work
collaboratively to solve
common workforce issues
that burden all stakeholders,
instead of competing for
talent

Employer collaboration can mean
information sharing and program
partnership rather than
competition over job candidates

v' Retention

Strategy 5

Cultivate an intentional
work culture that allows for
staff connection and
encourages professional
self-care

Developing a sense of belonging
amongst staff can instill
resilience, pride, and the space
to process traumatizing events
with others. Invest in resources
that support mental health for
staff

v Retention
v Job quality and experience

Strategic Investment Initiatives for Virginia’s Human Services Workforce 23



Strategic Initiatives: Employer (2 of 2)

Objective
The ideas and solutions below can be acted on by employers without
necessarily requiring the aid of legislative or external bodies

Timing

Within the bounds of an employer’s own processes, the below goals

could be acted on within a year
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Strategy 5

Promote innovative thinking among
staff by holding working sessions to
develop and prioritize creative
solutions for workplace challenges

Including staff in the development of
solutions will incorporate staff
feedback into culture and program
changes. Creative solutions that are
developed alongside staff ensure staff
have the variety they seek in their
work and are invested in the
organization

v Recruitment

v Retention

v Education pathways

v’ Career pathways

v Job quality and experience

Strategy 6

Ensure that organizational models
support staff supervision, training, and
development

Itis important to understand if employers
are utilizing proper organizational
models, including where supervisors
have the bandwidth to support staff, and
how to support employer change

v Retention
v Job quality and experience

Employer Goals

Strategy 7

Implementa career development plan,

including developing pathways to allow for

career progression in direct care rather

than into administrative work. Additionally, re-

evaluate pay scales to reward employees

based on performance and length of service

For those considering Human Services

careers, understanding career pathways is

essential. For those in the field,
understanding a path forward is key to
retention

v Recruitment

v Retention

v Education pathways
v’ Career pathways

Strategy 8

Establish internal peer and clinical
support resources, modeled after
public safety

Staff operating in traumatic
environments need clinical support
resources to ensure they can process
work events. Public safety has
invested in group therapy, peer groups,
and mental health counselors to
support their staff

v Retention
v Burnout
v Secondary trauma
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Strategic Initiatives: Legislative and Funding

Objective
The ideas and solutions below cannot be acted on by employers
alone and call for legislative priority and engagement

Timing

Considering the processes that drive legislation, legislative
efforts can take varying spans of months or years to complete

Activity

o
("]
c
S
whd
]
(2

Challenge

Strategy 1

Establish creative
solutions such as grants
and state funding to
support supervision for
licensing and
development

Employers would be
more willing to hire
employees pursuing
licensure if they were
subsidized for hiring
nonbillable staff, and
would also serve to
expedite licensure

v' Recruitment

' v Retention

v Education pathways

* v/ Career pathways

Strategy 2

Provide funding to
implement shift
differential pay for less
desirable shifts

Employers struggle to staff
off-hour shifts, and not all
can afford to pay shift
differential pay as an
inventive

v' Recruitment
v' Retention

Strategy 3

Provide appropriate
funding levels for local
Human Services
departments

The current funding
formula’s low match rate
leaves some less-
resourced jurisdictions
struggling to provide
appropriate compensation
and adequate resources

v Agency funding
v' Compensation
inequities

Legislative Goals

Strategy 4

Expand educational
stipend programs beyond
foster care and prevention
to broader Human
Services careers

While educational stipend
programs like Title IV-E do
exist, the scope of
qualifying Human Services
careers is too limited

v Recruitment

v Retention

v Education pathways
v’ Career pathways

Strategy 5

Provide incentives for local
governments to develop
student loan repayment
programs

Funding student loan
repayment programs state-
wide would both relieve
and incentivize Human
Services students

v Recruitment

v Retention

v Education pathways
v’ Career pathways

Strategy 6

Expand SB1395, which
provides that threats of
death or bodily injury to
health care providers is a
Class 1 misdemeanor, to
include all Human
Services workers.

Just as health care
workers experience verbal
and physical threats in the
workplace, so too do
Human Services workers

v Retention
v Job quality and
experience
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Strategic Initiatives: State Agency (1 of 2)

Invest in comprehensive
compensation studies and act
on results by adjusting pay

Benchmarking Virginia’s Human
Services wages against peer
states, as well as with other
fields, will inform necessary pay
adjustments. Acting on findings is
needed to drive workforce
development

v' Recruitment
v' Retention

Invest in a study of Human
Services job classifications and
reassess alignment between
job duties and skills,
education, and experience
required

Having a standardized
reference point of ideal entry
requirements for Human
Services positions will serve as
a guide where current
requirements exceed or differ
from actual needs

v Education pathways
v’ Career pathways
v Regulatory barriers

Agency Goals

Complete a benchmarking
study to assess existing
challenges (e.g., fingerprinting)
to entering the field

Understanding the barriers and
slowdown points to entering the
Human Services field will help
identify where candidates are
being lost in the acquisition
process

v' Regulatory barriers

Reduce the paperwork for
barrier crimes that cut out
capable, willing, and skilled
candidates

Barrier crimes, while important
in intention, may be too stringent
at current levels and prohibit
candidates who otherwise would
be uniquely qualified to thrive as
Human Services workers

v’ Career pathways
v Regulatory barriers

Create a culture of
collaboration between
licensing boards and providers

The Human Services
workforce and public would be
best served by licensing
boards and providers that
optimize resources and align
efforts, ensuring strong
communication

v Regulatory barriers

Strategic Investment Initiatives for Virginia’s Human Services Workforce 26



Strategic Initiatives: State Agency (2 of 2)

Initiate a policy and business
practices audit to address and
identify the regulations that
hinder service delivery

Prioritizing the specification of
what regulations Human Services
leaders are hindered by will allow
for a targeted action plan moving
forward

v' Regulatory barriers

Reach the potential workforce
earlier —expose middle and
high schoolers to the work

Human Services has an
opportunity as a profession to
engage K-12 students so they
are aware of the career field
and understand early, paid
career pathways into Human
Services

v Recruitment
v Education pathways
v Career pathways

Agency Goals

Collaborate with a cross-
sector network, including
philanthropic and
educational partners

Strategic partnerships
across sectors, including
philanthropy and education
can elevate the Human
Services profession within
the education system

v Recruitment

v Retention

v Job quality and
experience

v Education pathways

v’ Career pathways

v Resources

Identify and work to overcome
obstacles preventing high
school-aged students from
participating in paid internships

Exposing high school students to
the field and connecting them
with paid opportunities that lead
to education and career options
gives students an elevated
opportunity to choose Human
Services

v Recruitment

v Education pathways
v Career pathways
v' Regulatory barriers

Engage local workforce
development boards to better
collaborate across regions to share
best practices for engaging cities and
counties to determine workforce
needs

Workforce development boards can
help to increase recruitment by
facilitating partnerships among local
businesses and organizations with
similar training needs and focusing
resources on skill training for high
growth industries, such as Human
Services

v Recruitment
v Job quality and experience
v Career pathways
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Strategic Initiatives: Philanthropy and Community Support

Objective
Philanthropic and community organizations have the unique position of

being able to contribute private funds to address some of the challenges
facing the Human Services field

Timing

Taking funding levels into consideration, these strategies could be
implemented within a year

Activity
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Challenge

Strategy 1

Optimize foundation and
private funding to support both
public and private university
graduates

Foundations and private funding
sources may be open to investing
in community health issues, one
of which is lack of sufficient
specialized graduates in urban
and rural Virginia alike

v' Recruitment
v’ Education pathways
v’ Career pathways

Strategy 2

Undertake and provide
funding for assessments to
analyze the resource needs of
regional and local Human
Services providers

Given the unique characteristics
and needs of each city and
county in the Commonwealth, a
detailed assessment of the
resource gaps would provide
specific solutions accordingly

v' Resources
v' Recruitment
v' Retention

Philanthropy Goals

Strategy 3

Incentivize partnership and
coordination among Human
Services stakeholders through
grant making

A collective impact model that
incorporates a broad set of
leaders will enhance
collaboration and improve
workforce results in the
Commonwealth

v' Job quality and experience
v Resources

Strategy 4

Invest in a Human Services
data hub to promote dashboard
development and relevant
workforce data analysis

A centralized entity to develop
and publish data-driven insights
relevant to Human Services will
fosterincreased transparency
and enhanced visibility into the
current state of the workforce

v' Resources

Strategy 5

Investin public awareness
and marketing campaigns to
better elevate the public
understanding, respect, and
financial value of Human
Services work through

The public needs to understand
who Human Services workers
are, and what they do. This will
inform citizens about services,
careers available, and foster
increased financial value for the
field

v Recruitment
v Retention
v' Job quality and experience
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Human Services Leaders from Across Virginia Convened in Richmond to Focus on
Workforce Challenges and Solutions

40+ 1

Workshop participants Existing and prior Elected state official Potential solutions discussed
Secretariats in attendance

| Humasy Sphvicgs

Note: not all participants pictured
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Graphic Artist Capture of Highlights from Richmond Workshop
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