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Introduction and Purpose
Training and development of the workforce is one part of a comprehensive strategy toward agency quality
improvement. Fundamental to this work is identifying gaps in knowledge, skills, and abilities through the
assessment of both organizational and individual needs, and addressing those gaps through targeted training
and development opportunities.
This document provides a comprehensive workforce development plan for the City of Middletown Health
Department (CMHD). It also serves to address the documentation requirement for Accreditation Standard
8.2.1: Maintain, implement and assess the health department workforce development plan that addresses
the training needs of the staff and the development of core competencies.
In addition, this plan addresses the training needs discussed through the Mission, Vision, Values and Goals
from the Strategic Plan and the department’s 5 year plan approved by the City of Middletown Board of
Health, as well as, the City of Middletown Quality Improvement Plan. This plan also explains how the CMHD
will incorporate the nationally recognized and recommended Public Health Core Competencies among our
staff. The CMHD Workforce Development Plan is adaptable to meet the ever changing needs and priorities
set forth by the department and serves as a guide for agency workforce development efforts.

Workforce Development Policy




All new employees shall complete training within provided deadlines
All employees must obtain approval from their supervisor prior to attending training, this includes requests for
funding
All new and existing CMHD employees must complete National Incident Management System (NIMS) training to
competently and confidently respond to any multi-hazard incident.

Background
The City of Middletown Health Department has the need for an organized training program which will
strengthen our infrastructure, as well as support and sustain a capable and qualified workforce. This plan will
assist us to retain current employees, prepare the workforce for all-hazard emergencies and invest in the
future leaders of this organization with a sustainable professional development program.

Contributors
The following team members contributed to the authorship of this document:
1. Nancy McKillop, PHAB Coordinator, Primary Author
2. Jackie Phillips, MPH, BSN, RN, Health Commissioner
3. Carla Ealy, Director of Environmental Health
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Agency Profile
Mission & Vision
Values

Strategic
Priorities

The “Mission” of the CMHD is to promote and protect the health and well-being
of all Middletown residents. Our “Vision” is to have a connected and healthy
community in which to work, live and play.
Our “Values” include Unity, Respect, Healthy Lifestyle, Kindness and Education.
Unity: A healthy Community with a strong sense of unity among its members. A
desire to belong and help one another is necessary for all to feel safe, connected
and invested.
Respect: Respect for all people and property encourages community members to
feel valued and welcomed. Differences should be expected and embraced.
Healthy Lifestyle: Adequate opportunities to live a healthy lifestyle include access
to comprehensive wellness and preventative health care, substance abuse
prevention and treatment, nutritious foods, safe clean neighborhoods, parks,
trails and recreational activities for all ages and physical abilities.
Kindness: Regular kind and caring interactions among members are essential in
order to foster compassion and empathy.
Education: Access to health information and opportunities for education improves
awareness of healthy behaviors, health promotion and available resources.
Our strategic priorities and associated goal statements support our mission to promote
and protect the health and well-being of all Middletown residents and contribute to
providing the highest quality public health services to our community. We have 3 strategic
priorities: #1 Increase Staff, #2 Prevention & Response and #3 Comprehensive Health Plan.
All of these priorities are designed to help us fulfill our mission and vision, as well as, meet
the goals we have laid out in our Community Health Improvement Plan. This workforce
development plan will greatly help with our first strategic priority to increase our staff by
standardizing our training programs for all new hires in our department. The CMHD aspires
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Governance

Learning Culture

Funding

Workforce
Policies

to operate with a full complement of health professionals who will provide us the
opportunity to take an important step in pursuit of our goal to improve overall wellness,
patient education and develop an impactful para-medicine program.
We are a department of city government, as well as, an independent political subdivision
of Middletown. The Board of Health is appointed by the City Council and is comprised of 7
health professionals and lay persons; along with the Mayor, as the non-voting President of
the Board. We are a City Health District within the State of Ohio and the Board answers to
the Director of the Ohio Department of Health. As a district within the State of Ohio, we
meet the Ohio Laws & Rules Standards yearly. Article 5 Section 1 of the Middletown, Ohio
Code of Ordinances states that each member of the council will serve without
compensation for a term of five (5) years from the date of appointment.
http://codes.ohio.gov/oac/3701-36-03
The City of Middletown Health Department encourages continued personal and
professional improvement and growth by providing access to online, local, regional, state
and federal public health and environmental health programs and training. There are
many benefits of a cultivated learning culture in an organization. By creating an open
learning culture our goal is to improve efficiency, productivity, employee satisfaction,
decrease turnover, empower our team members, accountability, ease in succession and
role transition and enhanced ability for team members to embrace change. Typical
learning activities include: classroom instruction, independent study, e-learning, project or
task force assignments, internal and external training, on the job training, presentation
opportunities and attending conferences. Continuing education is provided to CMHD
employees at no cost. The City of Middletown mandates employee formalized customer
service training for every new hire, as well as, administrative training to familiarize all new
city employees with the city’s technology and share the expectations in customer service
for our residents and patrons. This City of Middletown Workforce Development Plan
combined with the culture of learning embraced by the City of Middletown creates a
culture where learning and growing is rewarding while accomplishing our goals of quality
and performance improvement.
The City of Middletown Health Department is funded through three (3) primary sources of
revenue. The General Fund Subsidy accounts for 45% of 2018’s budget. The various local,
state and federal grants account for 5% and the revenue collected from fees and services
provided by the CMHD generate the remaining 50%.
Funding support for training initiatives is available through the general fund or through
grant monies within individual programs. Prior to utilizing any funds to attend a training or
conference, CMHD employees must obtain written approval and Board of Health
approval.
Annual completion of 18 CEU’s are required for each Registered Sanitarian. Each
continuing education credit shall pertain to one or more of the following topics: ethics,
public health principles, and registered sanitarian’s responsibilities. Credits may be earned
in these topics or at other pre-approved programs available for continuing education
credit. The Ohio State Board of Sanitarian Registration assists CMHD team members in
coordinating approved continuing educational programs sponsored by health care
licensing boards, commissions or associations. Continuing education credits earned for the
purpose of license health may be counted to fulfill the two-hour continuing education
requirement.
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10 Essential PH
Services

Annual completion of 24 CEU’s every two years are required for the Director of Nursing. Of
the required CEU’s 1 CEU must pertain to Ohio law, while the remaining CEU’s must
relevant to medical and nursing interests and/or emergency practices.
1. Monitor health status to identify and solve community health problems
2. Diagnose and investigate health problems and health hazards in the
community
3. Inform, educate, and empower people about health issues
4. Mobilize community partnerships and action to identify and solve health
problems
5. Develop policies and plans that support individual and community health
efforts
6. Enforce laws and regulations that protect health and ensure safety
7. Link people to needed personal health services and assure the provision
of health care when otherwise unavailable
8. Assure competent public and personal health care workforce
9. Evaluate effectiveness, accessibility, and quality of personal and
population-based health services
10. Research for new insights and innovative solutions to health problems
Provided by CDC Public Health Professionals Gateway
https://www.cdc.gov/publichealthgateway/publichealthservices/essentialhealthservices.html

These public health core competencies have been fully imbedded in the CMHD’s
new position descriptions and will be considered in all future hires. Current staff
will continue to work to integrate these service expectations into their everyday
work. See Appendix H for an example of a CMHD position description that includes
these services. All position descriptions have been updated and are available for
review on the H drive. H:\Health\NANCY\PERSONNEL FILES\JOB DESCRIPTIONS
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Links to other
agency plans

The CMHD Workforce Development Plan is a fluid document that has been in the
development stage for several years. This can be seen by the objectives set into motion in
the Strategic Plan, which was aligned with our Community Health Improvement Plan,
which came from the discoveries of our Community Health Assessment. See Strategic
Priorities paragraph above. Each plan works hand in hand with each other and our efforts
to improve the department, our efficiencies and the service we provide to the community.
Strategic Plan: The City of Middletown Health Department (CMHD) Workforce
Development Plan supports and is aligned with the department’s Strategic Plan, Quality
Improvement (QI) Plan and Performance Management Plan. One of the goals of the
CMHD Strategic Plan is to increase staff. That strategies within the Workforce
Development Plan streamline and standardize how we orient, train and develop these
potential team members, while at the same time, provide standardization and
development for our current employees.
Quality Improvement Plan (QI): The CMHD QI Plan helps to guide and direct our efforts to
encourage and provide QI training for our team. The QI plan was established to foster a
culture of Quality Improvement by creating a structure for QI activities to be implemented,
tracked and shared. Goals to conduct QI training align with the Workforce Development
Plan Training Schedule.
Performance Management Plan: The Performance Management Plan aligns with the
Workforce Development Plan, Strategic Plan and Quality Improvement Plans by following
the same structure of standardization in orientation, accountability and development. The
Performance Management Plan strengthens our department by ensuring each employee
knows what is expected of them, as well as, how they can elevate themselves within their
current position and what attributes are key in other positions at the CMHD they may be
interested in as their career progresses. Our Performance Management Plan includes
measures related to the Workforce Development Plan which helps our department create
accountability and ownership.








Community Health Assessment (CHA) H:\Health\NANCY\PHAB\CHA 2018
Community Health Improvement Plan (CHIP) H:\Health\NANCY\PHAB\CHIP 2018
Quality Improvement Plan (QI) H:\Health\NANCY\PHAB\QUALITY IMPROVEMENT PLAN
Performance Management Plan (PM) H:\Health\NANCY\PHAB\PERFORMANCE MGMT PLAN
Strategic Plan (SP): H:\Health\NANCY\PHAB\STRATEGIC PLAN
Cultural Competency Plan (CCP): H:\Health\NANCY\PHAB\CULTURAL COMPETENCY
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Workforce Profile
Introduction
Current
workforce
demographics

This section provides a description of our current and anticipated future workforce needs.
The table below summarizes the demographics of our current workforce as of 03/27/2018.

`

# or %

Total # of Employees:
# of FTE:
% Paid by Grants/Contracts: (BCMH)
Gender:

Female:
Male:
Race:
Hispanic:
Non-Hispanic:
American Indian / Alaska Native:
Asian:
African American:
Hawaiian:
Caucasian:
More than One Race:
Other:
Age:
< 20:
20 – 29:
30 – 39:
40 – 49:
50 – 59:
>60:
Primary Professional Disciplines/Credentials:
Leadership/Administration:
Nurse:
Registered Sanitarian/EH Specialist:
Epidemiologist:
Health Educator:
Dietician:
Social Workers:
Medical Directors:
Other:
Other:
Retention Rate per 5 or 10 Years; 2014-2019

8
5
1
7
1
0
8
0
0
2
0
6
0
0
0
0
1
2
4
1
3
2
2
0
0
0
0
1
0
0
33%

Employees < 5 Years from Retirement:
Management:
Non-Management:

0
1
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Future
Workforce

In taking into account our current workforce profile, showing a 33% retention rate
and close to 50% of our small health department team being over the age of 50, it is
crucial the we recognize the need to include leadership succession planning,
program/position specific expertise and development plans to assure that
capabilities are maintained for the future.
US Census data quick facts estimates show a 0.3% growth in Middletown’s
population from the July 2018 Census. Anticipated growth, at this time is minimal, so
our immediate goals are to align our future workforce with our strategic plan; which
would include a full time RN and/or social worker.
Our population is 52.7% female and our median age is 37.8 year’s old with an
average income of $39.138 compared to the State which is $52,334. With these
numbers in mind, we would like to increase our touchpoints with our residents and a
full time RN and/or social worker would enable us to achieve that goal.
We have elevated our education standards in recruiting and minimum qualifications
for the PHAB Coordinator position; making it necessary to hold a BA. This could
present future challenges with only 17% of the City of Middletown’s population
having a degree. We will continue to evaluate our current workforce and future
workforce needs annually in sync with reviewing our other HD plans to make any
necessary changes as we move through opportunities and challenges impacting our
community.
The CMHD is in the process of developing a standalone Nursing Director position in
the Health Department. Position qualifications, expectations and goals are in the
process of development along with recruiting efforts. This position is currently held
by Jackie Phillips, Health Commissioner.
As staff members retire or resign, the CMHD posts the position, interviews qualified
candidates, and recruits top local and regional public health staff. Competitive
salaries and benefits assist in the recruitment process. The City of Middletown is an
equal opportunity employer. The CMHD also makes the department accessible to
public health students looking for interviews and internships. This accessibility
promotes public health as a career choice and provides valuable service learning
opportunities.
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Competencies & Education Requirements
Core
Competencies

The City of Middletown Health Department is in the process of revamping the competency
set that best fits our small team. We have choose to use the Council on Linkages Core
Competencies for Public Health Professionals which is considered to be the national standard
for guiding development of our current and future workforce. By the end of 2020, the CMHD
will implement the resources and tools and conduct survey’s to determine the success
and/or opportunities that reside with our current team in order to identify and better
understand our development needs, improve performance and enhance the community we
serve.
These competencies were developed to serve as a base set of skills recommended for the
practice, education and research of public health. The Core Competencies are designed to
help public health agencies/departments develop workforce development strategies and
improve performance. These competencies reflect various skills of general public health
professionals.

Competencies:
 Analytical/Assessment Skills
 Policy Development/Program Planning Skills
 Communication Skills
 Community Dimensions of Practice Skills
 Public Health Sciences Skills
 Financial Planning and Management Skills
 Leadership and Systems Thinking Skills
The Core Competencies can be accessed on the Public Health Foundation website:
http://www.phf.org/resourcestools/Documents/Core_Competencies_for_Public_Health_Professionals_2014June.pdf

Discipline-Specific Competencies: With a set of general public health core competencies in
place, the City of Middletown Health Department (CMHD) plans to adopt discipline specific
competencies in each appropriate program. The purpose of that goal is to establish
meaningful competencies that apply closely to job descriptions. The CMHD falls in/under the
City of Middletown’s policies and procedures. We are currently working with The City of
Middletown’s Human Resource Department who will coordinate with the Civil Service
Commission to allow/approve our recommendations regarding these competencies.
CE Required By Discipline: Many public health professionals require Continuing Education
(CE) credits to maintain a certification or licensure. The City of Middletown Health
Department encourages employees to complete the necessary CE credits in order to stay upto-date on current public health trends and data. Ohio public health licensures and their
associated CE requirements are shown in the table below.
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CE Required
by Discipline

Licensures held by staff, and their associated CE requirements, are shown in the table below.
Discipline

Ohio CE Requirements (as of 03/27/2018)

Nursing
Registered Sanitarian
Health Educator (CHES/MCHES)
Certified Public Health Practitioner
Physician
Social Worker (LSW, LISW, MSW, etc.)
Dietitian (RD, LD)

Board of Health Members (Ohio)

24 contact hours every 2 years
18 CEUs per year
75 CECH every 5 years
50 hours every 2 years
100 hours every 2 years
30 hours every 2 years, 3 in ethics
75 CPEUs every 5 years by the Commission
on Dietetic Registration (CDR), 50 CPEUs
every 2 years by the Ohio Board of Dietetics
(OBD).
2 contact hours each year

Training Needs
Introduction

This section provides an overview of The City of Middletown’s identified training needs
as well as a description of the barriers/inhibitors to closing these gaps. Training needs
identified through an online training needs assessment and through commissioner,
director and administrator development needs discussions as they relate to CMHD
workforce gaps.

11 | P a g e
Created January 2018/Revised August 2019

Competencybased training
needs

In June of 2019, the CMHD began conducting the PHP Competency Assessments by
Tier for each of our full time employees. Participants were directed to complete the
assessment commiserate to their level of responsibility.
Public Health Foundations CMHD
Level of Responsibility
Assessment Breakdown (v.2014)
No
Supervisor/
Executive/
Public Health Role
Supervision
Director
Leadership
Tier I
Tier II
Tier III
Amanda M.,
Administration/Support/Inspections
Joyce M.,
(Registrar, Deputy Registrar,
Nancy M.,
Administrative Assistant, Sanitarian)
Janay M.
Environmental Director
Health Commissioner

Results

Recruitment &
Retention

Development
Needs

Carla E.
Jackie P.

Assessment Results: Following the completion of the assessments, we were able to
take the data and identify areas of opportunity across the City of Middletown Health
Department as a whole, and provide our employees the opportunity to identify their
own individual competency gaps. The assessment results were used to provide an
overview of strengths and improvement opportunities at the department level.
Because the department is so small, employees had to be very comfortable with
sharing their strengths and opportunities and forthcoming in identifying gaps in their
competencies. All team members, regardless of Tier are held to the same Core
Competencies (see pg.9). A total of 6 employees have taken the assessment to date.
This is the full complement of our department’s staff. Overall, 63% of the public health
professional staff at the City of Middletown Health Department scored greater than
70% on the Core Competency Assessment. The overall average score for the CMHD was
72%. The CMHD team has the greatest opportunity to improve in the Analytical and
Assessment area, followed by Public Health Services. There is also room to grow in
Policy Development/Program Planning Skills. The department scored highest in
Communications and Cultural Competencies.
Recruitment & Retention Needs: While we do not have any employees immediately
approaching retirement, there is a significant need to encourage future public health
workers. A more formalized approach to internships would be beneficial to recruiting
and retaining new qualified employees. Retention strategies must be reconsidered in
order to retain the millennial workforce. Succession planning and mentoring could also
be improved in order to retain the experience and knowledge help by current staff.
Professional & Career Development Needs: In order to plan and track professional
development, each employee should have an active performance plan. Directors and
supervisory staff should discuss career goals and interests with employees annually
and assist them in finding development opportunities to reach those goals and as
important, excel in their current roles. Performance plans are housed in the CMHD
Performance Management system and each employee’s personnel file.
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Barriers &
Opportunities

Health Equity
Training Needs

Barriers & Opportunities: In creating and executing this plan, we have identified a few
significant barriers, and at the same time opportunities to improve development,
accountability and engagement. The major barrier we faced and are still finding ways
to maneuver through is to differentiate our department’s procedures and policies
from that of the City’s existing structure. All departments within the City of
Middletown follow the same policies and procedures. Introducing PHAB and the
accreditation requirements, which our department’s Health Commissioner,
Environmental Director and Accreditation Coordinator find hugely beneficial, is a
difficult sell in that it requires time and consideration by department heads that would
not have to otherwise assist or approve Health Department materials. In addition,
some Health Department employees who are very resistant to change and additional
responsibilities can be barriers to success. Change is difficult, and that lesson is learned
over and over through the accreditation process. However, through this process we
have identified countless opportunities to improve existing procedures and policies
that will forever improve the efficiency, accountability, service and engagement of
current and future CMHD staff.
CLAS Assessment: In 2019, the CMHD conducted an online survey with Stratis Health
CLAS Standards Assessment
http://www.culturecareconnection.org/navigating/assessment.html regarding knowledge of
the Culturally and Linguistically Appropriate Services (CLAS Standards). In summary, it
was found that most of the CMHD staff were unaware of the existing CLAS Standards.
80% of participants reported having “not heard of CLAS” prior to taking part in the
assessment. Only two participants indicated that they were “familiar” with CLAS
Standards and used them in their everyday work. The need for CLAS Standards
throughout the CMHD is evident by these findings. See Appendix F for CMHD’S Cultural
Competency Plan and Assessment Results.

CMHD encourages a supportive work environment. However, CMHD staff and City of
Middletown staff may not be aware of all policies and benefits afforded to them as an
employee of the City. A process to share information regarding these policies and
benefits could increase awareness and utilization and therefore increase employee
satisfaction and retention.

Barriers &
Solutions

Formal Workforce Development meetings were held with the CMHD leadership and
accreditation staff to gather information regarding needs, barriers and solutions. To
view meeting minutes, see Appendix (C). A common theme throughout the discussion
was funding. To work around this barrier, the CMHD has identified free, online or
internal trainings available for team members. Additionally, a list of commonly needed
trainings and a list of resources to find them can be provided for leadership. Informal
trainings such as; job shadowing may be used in lieu of formal training out of the
budget’s appropriations.
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Goals & Objectives
Goal
Provide professional development to all team
members

Integrate public health competencies into the
CMHD workforce

Introduce cultural competency ideals to the CMHD
workforce

Encourage education and development of qualified
future public health workers

Objective
-Establish professional development goals with
individual performance plans by October 2020
-Hold individual performance plan/development goal
reviews between employees and their managers
annually
-Support employees in identifying and participating in
ongoing education efforts
-Provide and promote training opportunities
-Update all new employee orientation materials to
include professional development
-Update each applicable position description within
the CMHD to include the PHP Core Competencies by
March 2020
-Incorporate training to educate team members on
the Core Competencies the CMHD has chosen to
guide the department to in our efforts to identify
professional development needs and training plans.
-To have all team members understand the why
behind cultural competency awareness and
incorporate these competencies into their everyday
work.
-Continue to work with local public health education
programs to provide internship opportunities within
the CMHD
-Host 1 public health intern by the end of 2020
See Appendix J for Miami of Ohio internship survey from
intern hosted at CMHD in 2018 & 2019.

Training Schedule
The CMHD training schedule can be found in Appendix (A). This training schedule will be used by all CMHD team
members to maintain training requirements. Requirements vary on position description and responsibility. All required
training is listed with expected completion dates based on date of hire or mandated City, State or Federal
requirements. The schedule will be review annually and maintained by the Accreditation Coordinator.

Training Resources
Training is provided through a variety of channels as outlined below. City training will be announced and
tracked by the City of Middletown Human Resource Department. Assigned CMHD training will be
available through online training courses, ODH, Train.org, The Health Collaborative, OSU, FEMA and job
shadowing.
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Implementation & Monitoring
Introduction

This section provides information regarding communication, evaluation, tracking
and monitoring/review of the plan. Tracking and evaluation is necessary for quality
improvement purposes and completion of the performance plans. Just a training
requirements vary across employee position descriptions, so does the method and
extent of evaluation and tracking.

Communication

Support from CMHD leadership and staff will be crucial to ensure the
implementation and execution of this WDP. The WDP will be located in the shared H
Drive on the CMHD’s intranet under policies and procedures. This drive is shared
and accessible by all CMHD team members regardless of position or tier. Team
members will be informed of upcoming training opportunities through leadership
and/or during monthly staff meetings. This plan will also be a recommended
orientation resource for all new team members. The Accreditation Coordinator will
be responsible for training communication efforts.

Training
evaluation

All tracking of professional development will be completed by the individual team
members and reviewed by the Accreditation Coordinator. At the completion of a
professional development activity, team members will upload completion records,
certificates, summaries, etc. from the activity if applicable. These activities will be
reviewed during annual performance plan reviews. These annual reviews will serve
as the formal evaluation of each team member’s professional development
activities and, provide an opportunity to set development goals for the upcoming
year. The CMHD QI/PI Council developed an Individual Development Goal (IDG)
form for all CMHD team members to use annually as a companion document to
their City Performance Review. This IDG gives the team member an opportunity to
share their own personal opportunity areas they have identified.
See Appendix G for IDG.

Tracking

The Human Resource office of the City of Middletown tracks all City mandated
training and are available at the team member or department director’s request. All
training completed as directed or mandated by the CMHD, will be tracked internally
and filed in the employees personnel file located on the H Drive and in hard copy
form in their personnel file located in the CMHD. CMHD internal tracking will be the
responsibility of the team member and Accreditation Coordinator. Each team
member has a training record file located in their personnel file and on the H Drive
that will be reviewed quarterly by the Accreditation Coordinator. Training
evaluation surveys are available and will be used as needed to gain insight on the
effectiveness of the training provided by the City and the CMHD. See example
training record in Appendix (C). See example training evaluation form in Appendix (B).
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Roles &
responsibilities

Review &
Maintenance

The Accreditation Coordinator is responsible for the maintenance and updating of
the WDP. Any revisions or updates must be approved by the CMHD Health
Commissioner and may need approval by the City of Middletown Human
Resource Department depending on the level of change. Some team members of
the CMHD are Civil Service Employees, while some team members are At Will
employees. Changes made to the Civil Service Employees job descriptions,
discipline policies and performance must be approved by the Civil Service
Commission. All changes impacting these team members will go through the
process of approval from the Civil Service Commission. All changes impacting the
At Will team members of the CMHD will be approved by the Health Commissioner
and as needed the CMHD Board of Health. All revisions to the CMHD WDP will be
noted on page 2.
The CMHD WDP will be reviewed annually by the Accreditation Coordinator and
Health Commissioner. During review, the plan will be evaluated for compliance
with the State and the City. The plan will be reviewed for execution and
completeness by the CMHD team. Lastly, the plan will be reviewed for relevance
based on changes to Public Health, Accreditation and City, State or Federal
recommendations and/or requirements.
A listing of all goals & objectives, along with their progress is posted in the HD and
is included in the Appendix. See Appendix I for Goal & Objective Progress.
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City of Middletown Workforce Development Plan

Appendix

Appendix A
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Training Chart (Page 1 of 3)
REQUIRED TRAINING
Title/Topic
New Employee
Training/Onboarding
New Employee
Onboarding CMHD
HIPAA Compliance
HIPPA Confidentiality
Policy
Civil Rights
Discrimination Policy
Office Procedures
Cultural Competency
Statement
A Class about CLAS
Building a Quality
Improvement Culture
CQI for Public Health:
The Fundamentals
OSU Center for Public
Health Practice CQI for
Public Health-Tool Time
Public Health Combined
Conference

Organizing at Work
Cultural Health
National Standards CLAS
2014 Core
Competencies for PH
professionals

Description
Meet with HR to review all
benefits, City policies and
City required training
Onboarding and policy
review conducted by
CMHD
Mandatory training on
patient confidentiality
Policy Acknowledgement

Audienc
e

Schedule

All new
hires & rehires
All new
hires & rehires
All Staff

Week 1

H:\Health\NANCY\NEW HIRE
INFO

Week 1

H:\Health\NANCY\HIPPA

All Staff

Annual

Policy Acknowledgement

All Staff

Annual

All CMHD office
procedures manual
Policy Acknowledgement

All Staff

Week 1

All Staff

Annual

Culturally & Linguistically
Appropriate Services
Quality Improvement
Training Webinar Hosted
by the CDC
Introduction to CQI
Fundamentals/Basics
QI/PM Council Training
hosted by OSU Center for
Public Health
Public Health Combined
Conference

All Staff

Week 1

All new
hires

Week 1

H:\Health\POLICIES &
PROCEDURES
H:\Health\POLICIES &
PROCEDURES
H:\Health\POLICIES &
PROCEDURES
H:\Health\POLICIES &
PROCEDURES
https://www.train.org/odh/c
ourse/1071864/
https://www.train.org/odh/c
ourse/1071864/

QI Team &
Leadership
QI/PM
Council

Week 4

Efficiency & Productivity
Tools
Case Study #1
Culturally & Linguistically
Appropriate Services
Focuses on the revised
Core Competencies for
PHP (Core Competencies)
released by the Council on
Linkages Between
Academia and Public
Health Practice

Annual
Ohio
conference
for PH
practitioner
s
All Staff

Day 1

Resources
City of Middletown Human
Resource Department

www.cphplearn.org

Repeat as
needed/updated
by OSU
Spring & Fall

https://osupublichealth.catal
og.instructure.com/courses/
phqi-0005
www.ohiopha.org

Week 6

www.cphplearn.org

All Staff

Week 7

All Staff

Week 7

All Staff

Week 8

https://www.youtube.com/w
atch?v=JGGvidSZvA4
https://www.youtube.com/w
atch?v=6wpcpqWSiMA
https://www.train.org/odh/c
ourse/1058507/
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ICS 100

ICS 200

ICS 700

ICS 800

PHAB

ODH Vital Statistics
Training

PHF Competency
Assessment

City of Middletown
Development Training

City of Middletown
Training

City of Middletown New
Hire Training

Introduction to the
Incident Command System
(ICS) and provides the
foundation for higher level
ICS training.
This course is designed to
enable personnel to
operate efficiently during
an incident or event within
the Incident Command
System.
Introduction & Overview of
the National Incident
Management System
(NIMS).
Introduction to the
concepts & principles of
the National Response
Framework.
Public Health Accreditation
Board Training required
prior to acceptance of
application and attendance
of ePHAB classes
Central Issuance Training
required by all front end
staff to gain access to
IPHIS.
Determine level of
knowledge and skill with
respect to each of the Core
Competencies.
Assorted training and
development classes
offered as discretionary
training to all employees of
the City of Middletown.
Training and development
classes, presentations and
guest speakers across a
variety of topics offered by
the City of Middletown
which are mandatory for
all employees.
Training for all new hires of
the City of Middletown
which covers a wide range
of topics from
administration, customer
service, technology,

All Staff

Annually/As
Needed

https://training.fema.gov/is/c
ourseoverview.aspx?code=IS100.c

All Staff

Annually/As
Needed

https://training.fema.gov/is/c
ourseoverview.aspx?code=IS200.c

All Staff

Annually/As
Needed

https://training.fema.gov/is/c
ourseoverview.aspx?code=IS700.b

Commissio
ner &
Environme
ntal Staff
Accreditati
on
Coordinato
r & Health
Commissio
ner
All FrontEnd Staff

Annually/As
Needed

https://training.fema.gov/is/c
ourseoverview.aspx?code=IS800.c

Prior to
application and
ePHAB training

www.cecentral.com/node/88
2

Month 1

https://www.train.org/odh/c
ourse/1024593/

All Staff (by
Tier)

TBD by CMHDHC

Open to All
Staff

Monthly
(optional)

http://www.phf.org/resource
stools/Pages/Competency_As
sessments_For_Public_Healt
h_Professionals.aspx
City of Middletown Human
Resource Department

All Staff

Quarterly

City of Middletown Human
Resource Department & City
of Middletown Law
Department

All Staff

Scheduled by HR
& Law as new
employees are
hired and groups
large enough to
hold these

City of Middletown Human
Resource Department & City
of Middletown Law
Department
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government and the
history of the City.

trainings are
formed

Appendix B (page 1 of 3)
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Training Feedback Form

Appendix B (page 2 of 3)
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Training Feedback Form

Appendix B (page 3 of 3)
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Training Feedback Form

Appendix C
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Training Record for CMHD Employees
Training Record-Employee Name Here
Title/Topic
New Employee Training/Onboarding
New Employee Onboarding CMHD
HIPAA Compliance
HIPPA Confidentiality Policy
Civil Rights Discrimination Policy
Office Procedures
Cultural Competency Statement
A Class about CLAS
CQI for Public Health: The Fundamentals
CQI for Public Health: Tool Time
Public Health Combined Conference
Organizing at Work
Cultural Health
National Standards CLAS
2014 Core Competencies for PH
professionals
ICS 100
ICS 200
ICS 700
ICS 800
PHAB

ODH Vital Statistics Training
PHF Competency Assessment
City of Middletown Development Training
City of Middletown Training
City of Middletown New Hire Training

Schedule

Completed

Evaluation Form Y/N

Day 1
Week 1
Week 1
Annual
Annual
Week 1
Annual
Week 1
Week 4
Week 5
Spring & Fall
Week 6
Week 7
Week 7

YES
YES
YES
YES
YES
YES
YES
YES
YES
YES
DNA
YES
YES
YES

NO
NO
DNA
DNA
DNA
DNA
DNA
NO
NO
NO
DNA
NO
NO
NO

Week 8

YES

NO

YES

NO

YES

NO

YES

NO

DNA

DNA

YES

YES

YES
YES
YES
YES

NO
YES
YES

YES

YES

Annually/As
Needed
Annually/As
Needed
Annually/As
Needed
Annually/As
Needed
Prior to
application and
ePHAB training
Month 1
TBD by CMHDHC
Monthly (optional)
Quarterly
Scheduled by HR
& Law

Employee Signature

Date

Supervisor Signature

Date

Appendix D
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CMHD Meeting Minutes WDP Meeting

Appendix E (Page 1 of 2)
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CMHD WDP Resources

Appendix E (Page 2 of 2)
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CMHD WDP Resources

Appendix F
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CMHD CULTURAL COMPETENCY PLAN

Appendix G
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CMHD INDIVIDUAL DEVELOPMENT GOAL ANNUAL FORM

Appendix H
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CMHD UPDATED POSITION DESCRIPTION (page 1 of 4)
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Appendix H
CMHD UPDATED POSITION DESCRIPTION (page 2 of 4)
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Appendix H
CMHD UPDATED POSITION DESCRIPTION (page 3 of 4)
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Appendix H
CMHD UPDATED POSITION DESCRIPTION (page 4 of 4)
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Appendix I
CMHD GOALS PROGRESS (page 1 of 3- posted in HD)
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Appendix I
CMHD GOALS PROGRESS (page 2 of 3- posted in HD)
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Appendix I
CMHD GOALS PROGRESS (page 2 of 3- posted in HD)
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Appendix J
CMHD INTERNSHIP PROGRAM REVIEW (page 1 of 4)
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Appendix J
CMHD INTERNSHIP PROGRAM REVIEW (page 3 of 4)
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Appendix J
CMHD INTERNSHIP PROGRAM REVIEW (page 3 of 4)
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Appendix J
CMHD INTERNSHIP PROGRAM REVIEW (page 4 of 4)
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