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FOREWORD

The Bay Area Regional Health Inequities Initiative (BARHII) is pleased to offer this Organizational Self
Assessment Toolkit for use in local health departments throughout the nation to assist in their development of a
greater capacity to address health inequities.

The context for this toolkit might require some perspective. For starters, why “health inequities,” when the term
“health disparities” is used much more widely in the United States? The elimination of health disparities, for example,
is one of two overarching goals of Healthy People 2010. The United States, however, appears to be alone in the use
of the term “health disparities.” The World Health Organization, using language more common in Europe, Canada
and global public health organizations, has urged that all member states “. . . develop and implement goals and
strategies to improve public health with a focus on health inequities . . . (and) to take into account health equity in all
national policies that address social determinants of health.”!

What is the difference, and why does it matter? The Oxford English Dictionary defines disparity as “the quality of
being unlike or different,” while inequity is “the lack of equity or justice; unfairness.” What we see in the distribution
of preventable illness and premature death is not mere difference, but rather patterns that reflect underlying social
inequities. BARHII, for example, produced a report, Health Inequities in the Bay Area, documenting that people who live
in poor neighborhoods in the nine-county San Francisco Bay Area can expect to live on average ten years less than
people who live in affluent neighborhoods. These social inequities have been well documented in the United States
and elsewhere, and explored in the award-winning Public Broadcasting System seties, Unnatural Causes: Is Inequality

Making Us Sick?*

Moreover, approaching “health disparities” one disease or population at a time, which characterizes much of public
health funding and programs, restricts public health practice to clinical management and prevention or targeted health
education. When public health practice focuses on social determinants of health, on the other hand, it ceases to be
about one disease or one population. When trying to reduce asthma hospitalization rates among African American
children, for example, providing improved clinical management, teaching children and parents about medications and
avoiding triggers can be tailored; however, when the focus is on ports, trains, buses and trucks as sources of diesel
air pollution, it is no longer specific to individuals with a health condition—it is about the people who live in the
neighborhoods most subject to those conditions, and all the health problems that emerge from them.

The challenge of health inequities requires an understanding of how underlying social inequities shape the
conditions that affect our health. Inequities based on class, race and gender in the distribution of power and
resources, and in the priorities of institutional policies and practices, define the ways in which social determinants
of health contribute to health inequities, and to the strategies local health departments would employ to confront
them. The work of the Ingham County, Michigan, health department, which is particularly noteworthy in this regard,
engages staff at all levels in constructive dialogue about how these larger social forces define the terrain in which
public health must now negotiate.’

This is the direction in which BARHII and others are trying to move public health practice. A renewed
understanding of the social etiology of disease, and how social determinants of health contribute to an inequitable
distribution of the burden of disease, require a collective re-thinking of the mission and practice of public health.
They also pose a major challenge to the public health workforce, often led by individuals trained in bio-medical

! Sixty-second World Health Assembly Recommendations, Reducing Health Inequities Through Action on the Social Determinants of Health, World Health
Organization, May 22, 2009

* See, for example, Commission on Social Determinants of Health, Closing the Gap in a Generation: Health Equity Through Action on the Social
Determinants of Health, World Health Organization, 2008; Richard Wilkinson and Kate Pickett, The Spirit Level: Why More Equal Societies Almost Abhwvays
Do Better, Penguin Books, 2009; John D. and Catherine T. MacArthur Foundation Research Network on Socioeconomic Status and Health, Reaching for
a Healthier 1ife: Facts on Socioeconomic Status and Health in the U.S., www.macses.ucsf.edu ; Commission to Build A Healthier America, Beyond Health Care:
New Directions to a Healthier America, The Robert Wood Johnson Foundation, www.commissionhealth.org/; California Newsteel, Unnatural Canses: Is
Inequality Making Us Sick?, www.unnaturalcauses.org; Bay Area Regional Health Inequities Initiative, Health Inequities in the Bay Area, www.barhii.org ;
Alameda County Public Health Department, Life and Death from Unnatural Canses: Health and Social Inequality in Alameda County, www.acphd.org.

* Doak Bloss, Initiating Social Justice Action through Dialogne in a 1ocal Health Department: The Ingham County Experience and Beyond in Richard Hofrichter and
Rajiv Bhatia (eds.), Tackling Health Inequities Through Public Health Practice, Oxford University Press ( Feb. 2010)



sciences, and to the financing, structure and culture of local health departments. This Toolkit is therefore intended
not so much to provide measures along some arbitrary standards of progress, but rather to encourage a dialogue
among senior managers and staff in local health departments to re-examine their collective understanding of and
ability to address the underlying causes of health inequities.

We hope this Toolkit will contribute to the growing momentum urging public health toward a greater focus on
social determinants of health and health inequities. On a global scale, the publications and pronouncements from
the World Health Organization and important research and practice emerging from Canada and the European
Community, and in the United States, the Health Equity and Social Justice Strategic Direction Team of the National
Association of County and City Health Officials INACCHO) and its Local Health Department National Coalition
for Health Equity* and the powerful influence of Unnatural Causes: Is Inequality Making Us Sick? are important forces
helping to shape this new direction for public health. This Toolkit coincides roughly with the launching of national
public health improvement processes, including the credentialing of the workforce and accreditation of state and
local health departments. Accordingly, we hope this Toolkit can contribute to the integration of the link between
social justice and health into our mission, practice and forms of accountability. We understand that not all local health
departments are in the same situation, or have equal resources to expand the scope of their work. The Toolkit should
therefore be used in a manner that reflects local circumstances as the legitimate starting point for dialogue and change.

Bob Prentice, PhD

DirecTOR

BAy AREA REGIONAL HEALTH INEQUITIES INTTIATIVE (BARHII)
SEPTEMBER, 2010

* Local Health Department National Coalition on Health Equity, National Association of County and City Health Officials, www.naccho.org/topics/
justice/coalition.cfm
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EXECUTIVE SUMMARY

The mission of public health is to assure optimal health and wellness for all people. Within the current public
health paradigm, we are doing our best to improve health overall and address health disparities. However, egregious
gaps in health outcomes between populations persist. A growing body of evidence links significant differences in
health outcomes to race, neighborhood of residency, educational attainment, income, and other social factors. Past
and present policies and practices in each of these arenas play a critical role in people’s lives and health outcomes,
and often hamper public health efforts. How can a policy make people sick? What role do we have as local health
departments (LHDs) in addressing issues such as racism and neighborhood conditions? How does our structure and
workforce fit into the work that needs to be done in these arenas?

The prospect of addressing societal challenges may seem overwhelming for local health departments, yet the
impact of these challenges on health is undeniable. Examples of these challenges include current and historical
local, state, and national policies that have segregated communities based on race. As a result, people of color are
more likely to live in lower income, less safe, inner-city neighborhoods that lack access to resources like high-quality
public transportation, fresh fruits and vegetables, and safe places to walk and play. These neighborhoods tend to
have schools with lower quality education for their children, resulting in fewer opportunities for advanced education
and well-paying jobs. People with lower-paying jobs are less likely to have good health coverage or access to health
promotion resources. The data consistently show that people who live in these conditions suffer worse health
outcomes in chronic and infectious diseases, injury, and as a result of disasters and emergencies. Clearly, we must
address these societal conditions if we are to reverse the trend of health inequities. This new paradigm of public
health seeks to continue providing necessary individual services while also acknowledging and addressing these
underlying causes that often stem from policy decisions. As this is a new direction for many LLHDs, the Bay Area
Regional Health Inequities Initiative (BARHII), a collaboration of eleven local health departments in the greater
San Francisco Bay Area, developed the Organizational Self-Assessment for Addressing Health Inequities
Toolkit (Toolkit). This Toolkit provides public health leaders with tools and guidelines that help identify the skills,
organizational practices and infrastructure needed to address health equity and provide insights into steps LHDs can
take to ensure their organization can have an impact on these negative policies. The Organizational Self-Assessment for
Addressing Health Inequities (Self-Assessment) is intended to serve an LHD in the following ways:

¢ Serve as the baseline measure of capacity, skills and areas for improvement to support health equity-focused
activities;

¢ Inventory the presence of a set of research-based organizational and individual traits that support the ability
to perform effective health equity-focused work;

*  Provide information to guide strategic planning processes and/or the process of developing and
implementing strategies that improve capacities;

e Serve as an ongoing tool to assess progress towards identified goals developed though the assessment process.
gomng prog g g

To provide a framework for the Self-Assessment, a matrix of organizational and staff competencies needed to
address health inequities was developed. This matrix identifies the skills and capacities at both the organizational and
individual levels that support an LHD’s ability to address health inequities. The Toolkit includes a compendium of
instruments that address various elements of the matrix and the guidelines to help LHDs determine if, when, and
how to carry out the Self-Assessment. Each tool is designed both to provide information for an assessment at an
organizational level and to provide an opportunity for executives, staff, community agencies and other local partners
to reflect upon their experiences in addressing health inequities in partnership with LHDs.

The Toolkit includes the following instruments:

1. Staff Survey—An online survey tool designed for LHD staff at all levels of the agency to complete. This tool
addresses most of the elements included in the Matrix.

2. Collaborating Partner Survey—An online survey tool that provides an opportunity for other agencies,
organizations and groups that work with the LHD to share feedback and insights regarding health equity work.



3. Staff Focus Groups—TFacilitated group discussions that are designed for in-depth exploration of elements of
the matrix and to gain further information on specific issues informed by the staff survey.

4. Management Staff Interviews—Individual interviews with members of an LHD’s senior management/
leadership team to allow an LHD to further develop an in-depth sense of its organizational strengths and
areas for improvement related to addressing health inequities.

5. Human Resources Data System Worksheet—A worksheet that can be used to summarize important data
gathered during the Internal Document Review and Discussion phase of the assessment. This sheet succinctly
illustrates how responsive the HR system is to the diverse needs of the population served by the LHD.

These tools can be found in Appendix I.

The development of the self-assessment tools was informed by an extensive review of public health and
organizational development literature, as well as a review of existing organizational and cultural competency
assessment tools. Guided by the literature review, a team of consultants and BARHII’s Internal Capacity Committee
worked together to create indicators for each element of the matrix, and then created survey and qualitative
instruments to measure these indicators systematically across an organization. Finally, the self-assessment was pilot
tested at the City of Berkeley Public Health Division in 2008 and the tools were further refined based on the pilot
experience and feedback from staff at that LHD.

In addition to the instruments themselves, the Toolkit contains an implementation guide with information, tools,
resources, and bibliography to help LHDs:

*  Assess whether they are ready to conduct the Self-Assessment;

*  Prepare for the self-assessment;

¢ Complete the necessary steps for implementing the self-assessment; and
¢ Engage with the results of the self-assessment in an action-oriented way.

The Self-Assessment requires commitment on all levels of the LHD, dedicated staff, in-kind resources, and
time. Appendix 17 provides information on time, resources and other investments required to implement the Self-
Assessment. A summary of the key lessons learned from the piloting of the Self-Assessment can be found in

Appendix X.

LHDs are increasingly seeking ways to do more to address health inequities. This self-assessment can be a key
component in improving LHDs’ capacity to partner with communities, agencies and organizations to achieve health
for all.

Vi



BACKGROUND AND INTRODUCTION

e Background of BARHII's Organizational Self-Assessment

e Framework: Workforce Competencies and Organizational
Characteristics for Addressing Health Inequities

e Purpose of the Self-Assessment
¢ Introduction to the Self-Assessment Tools

e Definitions of Key Terms and Concepts



Background of BARHII'S Organizational Assessment

In the mid-1990s, the public health directors and health officers of several San Francisco
Bay Area health departments gathered to determine whether the disparities in health outcomes
among residents in their communities would better be addressed with a regional approach.
Issues such as transportation, housing, air and water quality were readily identified as ideal
issues that call for a regional solution. In reviewing the health outcomes of communities
throughout the Bay Area, it became clear that specific communities appear to consistently
experience health inequities based on social determinants such as race, educational attainment,
neighborhood conditions, and other characteristics. Because contemporary public health
programs were not designed to address social determinants, the public health officials decided
to form the Bay Area Regional Health Inequities Initiative (BARHII).

BARHII is a collaboration of eleven local health departments (LHDs): Alameda, Berkeley,
Contra Costa, Marin, Napa, San Francisco, San Mateo, Santa Clara, Santa Cruz, Sonoma
and Solano. The mission of BARHII is to transform public health practice for the purpose
of eliminating health inequities using a broad spectrum of approaches that create healthy
communities. Four committees (Internal Capacity, Community, Data, and Built Environment)
were formed to begin to determine ways that individual health departments could work on a
regional level to improve community health.

The Internal Capacity Committee (ICC), comprised of seasoned public health workers
serving as administrators, managers and program coordinators/planners, was charged with
identification of professional development and systems changes necessary to “transform”
public health. The ICC’s initial task in developing these strategies was to construct a matrix
of organizational and staff competencies that LHDs need in order to adequately address
health inequities (discussed in next section). Using this matrix, the ICC developed the
Organizational Self-Assessment for Addressing Health Inequities (Self-Assessment). The
Self-Assessment is a key initial step for health departments ready to engage in a critical review
of their organizational ability to address health inequities.

The development of the Self-Assessment included the following phases:

1. Identification of skills and capacities at the organizational and individual levels that
support an LHD’s ability to address health inequities.

2. Verification and expansion of these skills and capacities through a review of available
literature, as well as a review of existing organizational and cultural competency
assessment tools.

3. Specification of each skill and capacity into a measurable indicator.
4. Development of a set of assessment tools to measure each indicator.

Pilot-testing and refining the tools at a member LHD.

1. Background and Introduction



Framework: Workforce Competencies and Organizational Characteristics
for Addressing Health Inequities

BARHIT’s Internal Capacity Committee (ICC) identified the skills and capacities at both the
organizational and individual levels that support an LHD’s ability to address health inequities.
These indicators were grouped into domains and two matrices were developed: one for staff
skills and competencies and a second for organizational competencies. (See Appendix I1)

An extensive vetting process was conducted to finalize the matrices. This included
clarification of each item, review of public health and organizational development literature
to validate the item, and the creation of a glossary of definitions highlighting those indicators
essential to address health equity. A “Roadmap” illustrating this process is included in
Appendix I11. See Appendix X1 for an annotated bibliography of sources reviewed.

The Matrix of Workforce Competencies and Organizational Characteristics for Addressing
Health Inequities describes the nine domains of organizational characteristics, as well as
nine domains of skills and abilities that LHD staff should possess to effectively address
health inequities (see Exhibit 7). The matrix, included in Appendix 11, became the basis for the
instruments and protocols contained in the Self-Assessment Toolkit.

EXHIBIT 1
Organizational Characteristics Workforce Competencies
e |nstitutional commitment to addressing health e Personal attributes such as passion, self-reflection
inequities and listening skills
e Hiring to address health inequities e Knowledge of public health framework (e.g.
e Structure that supports true community partnerships Ten Essential Services, public policy development,

advocacy, data)

e Understanding of the social, environmental, and
structural determinants of health

e Knowledge of affected community
e Leadership

e Collaboration skills

e Community organizing skills

®  Problem solving ability

e Cultural competence and humility

e Supporting staff to address health inequities
e Transparent and inclusive communication

e |Institutional support for innovation

e Creative use of categorical funds

e Community-accessible data and planning

e Streamlined administrative process

1. Background and Introduction 3



Purpose of the Self-Assessment

The Self-Assessment is designed to:

e Provide LHDs with a comprehensive set of information from a variety of sources
about strengths and areas for improvement with respect to skills and capacities that
support institutional capacity to address health inequities;

*  With results in hand, stimulate internal dialogue about how an LHD can build its
capacity to address health inequities and optimally align its functioning with goals to
reduce health inequities; and

*  Guide strategic planning and other organizational development activities based on a
broad set of information about current capacity to address health inequities.

*  Provide ongoing measures to assess the LHD’s progress towards identified goals
developed during the assessment process.

The Self-Assessment is not designed to:
* Serve as a community needs assessment; or

e Evaluate cultural competency, quality of care or be used in a setting providing only
clinical services with no community engagement component; or

*  Plan or evaluate the effectiveness of health department programs (i.e. achievement of
outcomes).

The Organizational Self-Assessment for Addressing Health Inequities is fundamentally
designed 7o provide information for reflection, discussion, planning, and organizational development.

Introduction to the Self-Assessment Toolkit

The Toolkit includes a compendium of instruments that address various elements of the
Matrix of Workforce Competencies and Organizational Characteristics for Addressing Health
Inequities. Where appropriate, different instruments are used to assess multiple dimensions of
a single indicator. These instruments can found in Appendix 1.

The Toolkit was pilot tested in 2008 at the City of Berkeley Public Health Division
(BPHD). The 100 staff of BPHD and approximately 50 collaborating partners were invited
to participate in the Self-Assessment. Because the process as well as the instruments were
being pilot tested, it is not possible to provide an accurate estimate for the elapsed time for the
implementation of the Self-Assessment and the analysis of the data. Rather, time estimates
for each step in the Self-Assessment are provided in staff hours. The tools and guidelines were
further refined based on the pilot experience and feedback from staff at BPHD. The important
Lessons Learned from the BPHD are included in Appendix X.

Each instrument is designed both to provide information for an assessment at an organizational
level and to provide an opportunity for executives, staff, community agencies and other local
partners to reflect upon their experiences in addressing health inequities as a partnership.

The following summarizes the purpose, key elements and audience for each instrument
included in the Toolkit.

1. Background and Introduction



Staff Survey

The Staff Survey, designed for LHD staff at all levels of the agency to complete, is the most
in-depth instrument in the Toolkit, addressing most of the elements included in the Matrix of
Workforce Competencies and Organizational Characteristics for Addressing Health Inequities.
This instrument is administered online to all staff of the LHD using a web-based survey, though
it can be offered in hard copy to any staff without online access.

Collaborating Partner Survey

This survey provides an opportunity for other agencies, organizations and groups that work
with the LHD to share feedback and insights regarding their partnership with the LHD and
the extent to which it facilitates efforts to address health inequities and the social determinants
of health. This instrument is administered online using a web-based survey, though it can be
offered in hard copy to any partners without online access.

Staff Focus Groups

These focus groups are designed for in-depth exploration of elements of the Matrix that are
informed by the Staff Survey and Collaborating Partner Survey results and are more suited to
discussion and conversation, such as elements of the organizational culture that support skills and
practices critical for addressing health inequities. To ensure inclusion of a breadth of perspectives,
participants for the focus groups are randomly selected within various strata of the organization.

Management Interviews

Individual interviews with members of an LHD’s senior management/leadership team allow
an LHD to further develop an in-depth sense of its organizational strengths and areas for
improvement related to addressing health inequities.

Internal Document Review and Discussion

This provides guidelines for extracting information from key internal documents, work
products and data systems, and engaging in critical thinking about what those data sources
indicate about existing capacity and action steps for improving capacity. Key data can be
summarized using the Human Resources Data System Worksheet (see Appendix I).

Glossary: Definitions of Key Terms and Concepts

A glossary containing definitions of key terms and concepts relevant to health inequities
is provided as a background reference for this assessment, and represents the shared
understanding of these terms by those that developed the assessment. It can be provided to all
staff and collaborating partners participating in the assessment to minimize confusion about
what is meant by these terms. In the online versions of the survey tools, the glossary can be
accessed on every page. This was written as plainly as possible to address varying levels of
education of LHD and collaborating partners’ staff. For each term a definition is provided
followed by a tangible example of each concept. The example is za/icized to highlight the subtle
differences between these terms. These can be found in Appendix 1.

1. Background and Introduction 5
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This Toolkit contains information, tools and resources designed to:
e Help LHD decision-makers assess whether their organizations are ready to conduct the
Organizational Self-Assessment for Addressing Health Inequities and whether it will be
useful to them;

*  Enable executive staff to prepare their organizations for the Self-Assessment;

*  Guide the implementation team at LHDs through the necessary steps for completing
the Self-Assessment;

*  Provide analysts and consultants with the tools to analyze the Self-Assessment findings;
and

*  Offer ways for leadership and staff to engage together with the results of the Self-
Assessment in an action-oriented way.

Section Ill examines the capacity an LHD should have in place before beginning the Self-
Assessment and provides recommendations on the preparation that will help the organization
get the most out of the experience.

Section IV provides specific instructions and recommendations for implementing each of
the five Toolkit components: the Staff Survey, the Collaborating Partner Survey, the Staff
Focus Groups, the Management Interviews and the Internal Document Review and
Discussion. For each component you will find:

* The purpose of the component, what information it will provide, the advantages and
the challenges/limitations associated with it.

e The resources and estimated staff time necessary for completing the component;
* A step-by-step implementation checklist; and
* Information and guidelines to help make key logistical decisions about implementation.

This section also provides recommendations on the selection of components based on the
individual needs of each LHD. Key tips from the Berkeley PHD pilot are also included.

Section V helps staff interpret the findings from the Self-Assessment and use the
information to move the organization toward action that will increase capacity to address the
root causes of health inequities in your community.

Appendix | contains all of the Self-Assessment instruments to be implemented at an agency.

Appendix Il contains the Matrix of Workforce Competencies and Organizational
Characteristics for Addressing Heath Inequities, which forms the framework of the Self-
Assessment.

Appendix Ill contains a “Roadmap” linking the Matrix of Workforce Competencies and
Organizational Characteristics for Addressing Heath Inequities to the Self-Assessment Toolkit
instruments.

Appendix IV includes sample communications with Self-Assessment participants to serve as
models for the LHD.

Appendix V includes a time and materials budget for an at-a-glance summary of the
resources required for implementation of the Self-Assessment.

Appendix VI includes a worksheet to document actionable ideas that come out from
reflection and discussions about the findings from the Self-Assessment.

Appendix VIl offers guidelines for managing and analyzing the data yielded by each
instrument in the Toolkit.

2. How to Use this Guide



Appendix VIl provides a sample of tables for summarizing the data collected by the Toolkit
instruments. While LHDs will likely want to customize how they present findings to staff and
others, these tables provide an initial process to help organize and systematically view the Self-
Assessment data.

Appendix IX provides details for copying, launching, and managing online surveys on Survey
Monkey, as well as for downloading survey data once it is collected.

Appendix X includes the key lessons learned from the pilot implementation of the
Organizational Self-Assessment for Addressing Health Inequities.

Appendix Xl contains an annotated bibliography of the sources reviewed and utilized in the
development of the Self-Assessment.

2. How to Use this Guide






Getting Ready: Preparing Your
Organization and Staff for the Self-Assessment
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The process of Self-Assessment does not occur in isolation from the ongoing work of your
agency, nor is it an end in and of itself. LHDs wishing to implement the instruments in this
Toolkit must first prepare the organization and staff in a way that will allow the agency to get
the most out of the Self-Assessment. The survey tools are designed to capture the depth and
breadth of the LHD’s experience, capacities and staff skills addressing health equity in the
public health setting. The executive leadership and project team should have in mind a clear
goal for implementing to the Self Assessment and how results will be used.

Is your organization ready to take the Self-Assessment?

The following checklist is designed to help you judge whether you can benefit from the Self-
Assessment and make use of its findings:

[ ] You have begun to have conversations about health equity and root causes of health
inequities across all the strata of your organization. Prior to involving community
partners in the Self-Assessment, you should also have developed relationships and
begun these conversations. This Self-Assessment assumes that the participants of each instrument
have had at least an introductory exposure to the key concepts and terms related to the social
determinants of health. This Self-Assessment process should not be undertaken without first engaging
staff and community partners in some preliminary conversations about these concepts.

(] The leadership of your LHD is committed to engaging in this comprehensive Self-
Assessment exercise, is open to feedback from all levels of staff and of collaborating
partners, and intends to translate the findings into action.

[ ] Your LHD is prepared to invest the time required to complete the necessary steps of
the Self-Assessment. The time that it takes an LHD to complete the self-assessment
will vary depending on the scale of the assessment that the LHD chooses to undertake
as well size of the LHD. Berkeley Public Health Department piloted the entire
assessment process with its 100 staff and approximately 50 community partners.

[ ] The self-assessment explores issues of social inequality and can bring to the surface
tensions that may exist in an LHD or in a community. Exploring these issues can create
expectations that LHD leadership will address the concerns that have been raised.
LHD leadership is prepared to address this likelihood and will take the time to plan its
response.

(] You should be clear as an organization why you are undertaking this effort, how you
plan on using the results, and how it fits in with other organizational initiatives.

[ ] You have the staff capacity to manage the implementation of the Self-Assessment
and the organizational capacity to communicate effectively with staff and community
partners.

(] You have the staff capacity and technological resources to administer an online survey
and import the results.

(] You have the staff capacity and technological resources to perform quantitative and
qualitative data analysis of survey responses, or have the financial resources to engage a
consultant/contractor to do so.

(] You have a partner at a colleague organization or neighboring LHD who can facilitate
focus groups, adapt focus group questions and conduct interviews with members of
your staff, or you have the financial resources to hire a consultant/contractor to do so.
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Preparing for the Self-Assessment

Once you have determined you are ready to take on the Self-Assessment, the preparation
you do with your staff will further influence the impact of the exercise. The following are
recommendations for creating and maintaining a constructive context around the Self-
Assessment:

[] Lay the groundwork for the Self-Assessment by communicating clearly to all staff why
your LHD is undertaking this effort, what it will entail from staff, and how you intend
to use the results.

(] Determine which components (or instruments) of the Self-Assessment you will
undertake. A more thorough discussion of this is provided in the next section.

[] The timing of the Self-Assessment should coincide with or follow a staff-wide event,
such as screenings and discussions of the film seties Unnatural Canses,’ to garner
momentum and help staff make connections between the Self-Assessment effort and
other work of the agency. To avoid over-loading participants, be mindful of other large
agency efforts such as other surveys in which staff or community partners are being
asked to participate.

[] Plan the implementation of the entire Self-Assessment; avoid large time lapses between
activities and ensure that the logistics of the process run smoothly.

[ ] Take advantage of the Self-Assessment’s potential for sparking dialogue, and create
opportunities for conversations about health equity and the assessment activity and results.

[] Communicate Self-Assessment results and next steps back to staff and collaborating
partners in a timely manner, and involve staff from all levels of the agency as well as
collaborating partners in any action planning that follows the Self-Assessment.

® California Newsteel, Unnatural Causes: Is Inequality Making Us Sick?, www.unnaturalcauses.org
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Important Implementation Considerations

The implementation of the self-assessment requires a committed effort of time and
resources. A timeline and implementation plan need to be developed prior to the launching of
the assessment. The plan should take into account all of the resources required to carry-out
the necessary steps to successful completion of the assessment: review and refinement of the
assessment tools, communication and promotion of the assessment process, implementation,
and analysis of the assessment results. The following section outlines detailed implementation
requirements and timelines for each assessment tool.

It is recommended that the LHD identify a project coordinator and organize one or more
implementation teams to oversee and conduct the assessment exercise. The team should
include staff members representing various functions and areas of the agency. The size of the
team will vary with agency size, but 47 people should be large enough to share the workload
and small enough to be nimble and responsive.

Suggested membership of the implementation team include:
(] A member of the senior leadership team to expedite decision-making;

[ ] Staff from different agency sites so that all areas of staff have a “personal
ambassador” on the implementation team and have a familiar face to approach with
questions;

Someone whose position is integrally involved in other health equity activities and
projects, providing continuity with related organizational efforts;

Someone who is recognized agency-wide as a person who can help get things done, is
persistent, and not easily ignored,;

O 0O O

A person with epidemiology or other analysis background who helps organize and
guide the analysis of responses; and

[ ] Someone with web/internet experience who can lead survey tool creation and
manipulation.

The assessment tools are designed to capture the depth and breadth of the LHD’s
experience, capacities and staff skills addressing health equity. While the completion of all
of the tools will provide your LHD with the most useful information for understanding and
planning to build capacity to address health inequities, the unique circumstances of each
LHD will dictate which instruments are most appropriate to implement. The Staff Survey will
provide information with the most breadth about the organizational practices and culture. The
Collaborating Partners Survey will provide your organization with the best information about your
ability to work effectively with partners outside the organization to address health inequities.
The remainder of the instruments deepen the understanding that the survey results can yield.

The implementation team may decide to eliminate, re-word or re-order questions to meet
the LHD’s situation. It is recommended that before selection of instruments and tailoring
questions, the LHD project team identify the domains and indicators most relevant to the
LHD’s mission. The “Roadmap” in Appendix 111 can assist in selecting the instrument and
editing the questions. Tailoring the self-assessment tools and questions may require additional
time and resources, which should be added to the LHD’s timeline and implementation plan.

16
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Staff Survey

I. Purpose

The Staff Survey is administered to staff members to determine the LHD’s capacity to
address the root causes of health inequities from the perspectives of staff throughout the
agency. In addition to providing information for an organizational assessment, the survey gives
staff an opportunity to reflect on their own experiences in addressing health inequities through
their work in the department. The Staff Survey is the backbone of the Toolkit, and should be the first
instrument administered. The findings of the survey can stand alone to inform action planning,
and can also be used to inform decisions on which elements of the Staff Focus Group and
Management Interview protocols to prioritize for further investigation.

In order to streamline the survey distribution and data management processes, the
instrument was designed using Survey Monkey, an online survey tool.

Advantages: The Staff Survey is inclusive of all staff levels and perspectives, is efficient to
administer and monitor, and does not require data entry because the online survey responses
can be automatically downloaded into a database. It is the best way to get a large amount of
information from a large number of people. Responses can easily be tracked and reminders
sent to participants who have not yet completed the survey. Another benefit of an online
survey is that data are automatically collected and ready to be exported for data management
and analysis without data entry.

Challenges and Limitations: As with any large survey, it is unable to capture contextual
information for individual responses, and its one-size-fits-all approach may mean that across
all agency sites and programs, not all staff will find all questions relevant or framed just right
for the way they do their work. Additionally, the data management and analyses required for
exploring the survey’s findings require a skilled analyst and may be time consuming,

Use the staff survey to:

The Staff Survey is the most in-depth instrument in the Toolkit and addresses most
of the elements included in the Matrix of Workforce Competencies and Organizational
Characteristics for Addressing Health Inequities. The specific domains addressed by the Staff
Survey include:
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Organizational Characteristics Workforce Competencies

e Institutional commitment e Personal attributes

e Hiring to address health inequities e Knowledge of public health framework (e.g. Ten
e Structure that supports true community partnerships Essential Services, public policy development,

e Support staff to address health inequities advocacy, data)

e Transparent and inclusive communication e Understand social determinants of health

e Institutional support for innovation *  Community knowledge

e Community accessible data & planning * Leadership

e Streamlined administrative process ¢ Collaboration skills
e Community organizing
e Problem solving

e Cultural competency/humility

Il. Implementation

Staff Time and Resources

The table below shows the estimated investment required for implementing the Staff Survey.
Note that it may take 2-3 weeks from the time the survey link is distributed to get all staff to
complete the survey and multiple reminders will likely be necessary.

Survey Implementation Task Estimated Staff Time

Convening Implementation Team/Survey Preparation Leadership and Selected Staff 5-10 hours per person

Leadership, Implementation

Communicating with Staff Team and Managers

5-10 hours per person

Selected Implementation Team

Managing Survey - 8-12 hours
Completing the Survey All Staff 20-45 minutes per person
10-15 hours for data
management;
15-40 hours for data
Data Management and Analysis Analyst analysis, including

qualitative analysis of
open-ended survey items;
this may vary depending
on size of LHD

Additional Resources Needed:
*  Subscription to online survey tool
*  Computer and Internet access for staff

* In-house expertise and resources or external consultant for survey administration and/
or data analysis

Implementation Plan
The checklist below provides recommended steps for implementing the Staff Survey:

(] Review and Preparation of the Staff Survey
The Implementation Team should review the Staff Survey to modify as needed. It is
recommended that you administer the entire Staff Survey instrument. However, if
the circumstances of your LHD do not warrant using all the questions, the Roadmap
in Appendix 111 provides guidelines to help you determine which questions would be
most appropriate to the needs of your LHD. It suggests a set of core questions to

include in the Staff Survey and illustrates how survey questions correspond to the
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Matrix of Workforce competencies and Organizational Characteristics elements.
Once the survey questions have been selected, the survey must be prepared in the
online survey tool of choice. BARHII will proved a copy of a ready-to-use tool on
SurveyMonkey which can be copied and edited. One Implementation Team member
should be in charge of coordinating the survey.

[ ] set Goals and Develop Implementation Plan
The Implementation Team should set a response rate goal and develop an
implementation plan to reach that goal. The implementation plan should include steps
to inform all staff members of the Staff Survey and incentives to help encourage more
staff members to participate in the survey.

It is important for LHD leadership to convey that this is a priority effort and that staff
have explicit permission to spend time on the survey.

Berkeley Pilot Experience: Ideas for Increasing Staff Survey Response Rates:

[ ] Administration of the Staff Survey
(Coordinated by one Implementation Team Member) Recommendation

e Compile a list of all staff members and their email
addresses.

e The lead executive or public health official sends
an introductory email or letter before the online
survey is administered to share the purpose of the

assessment being undertaken and to convey the
importance of staff participation. See Appendix IT”
for a sample introductory letter from a public health official inviting staff members
to participate in the survey.

* External consultant or selected staff member administers the survey online.
SurveyMonkey is one suggested current online survey provider that is easily
accessible, user friendly, and inexpensive. Appendix IX provides an administration
guide for SurveyMonkey.

* To maintain confidentiality if a unique link is used (see below for explanation),
external consultant or selected staff member monitors the survey responses and
sends reminders to staff members who have not completed the survey. LHD
leadership and implementation teams should not be provided with the responses
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or response status of any individual staff member. If a generic link is used, all
responses are anonymous.

*  After reaching the completion rate goal, external consultant or selected staff
member begin the data analysis and management. SurveyMonkey analysis offers
the ability to provide summary reports, trend analysis, and basic visual formats
to present data in a customized format. Further analysis may be required using
another program. Also, qualitative data will require a more in-depth analysis than
SurveyMonkey can provide. It is recommended that the response data be exported
into SPSS (or other data analysis software package) for data management and
analysis.

See Appendix V11 for technical guidelines on how to manage and analyze Staff Survey data.

lll. Key Considerations

Survey Links
When administering online surveys, there are generally two types of survey links that can be
used: a generic link or a unique link.

Generic Link: When a generic link is provided, staff members will all receive the same link.
Every time the link is clicked, a blank survey uploads no matter what computer or email account is
being used.

Advantage: Using a generic link will allow staff members to forward the link along
to other colleagues. With a generic link it would be impossible to enter a survey that
has already been started by someone else. Generic links allow staff to be entirely
anonymous, even to the survey administrator, so staff may be more forthcoming,

Disadvantage: Since a blank survey uploads when a generic link is clicked, staff
members would not be able to revisit a survey they have already started. They would
have to complete the whole survey in one sitting, Also, the person monitoring the
survey will not be able to follow-up with non-responders since all responses received
from the generic link will not be tied to individual email addresses. Thus, it will not be
known who has and has not responded. Another disadvantage is that it possible for a
single individual to answer the survey more than once, which could skew the results.

Unique Link: A unique link is provided to each staff member.

Advantage: Using a unique link, the person
monitoring survey responses can track
who has not yet responded and follow-up
with them 1r.1d1v1dually if necessary. SFaff links to administer the survey, make sure
members will also be able to save their to continue stressing that the unique link
unfinished surveys and revisit their link CANNOT be forwarded from person to

If your department decides to use unique

later to finish. person, even for purposes of promoting

the survey. Instead, the implementation
team could provide sample emails for
supervisors and managers to send to

Disadvantage: The unique link cannot
be forwarded, as it corresponds only to

the staff member it is sent to. With a their staff as reminders to follow their
unique link, there’s a risk that some staff own link or how to get it if lost. Be
members will still forward their link even aware of the survey management risks
if instructed not to, and staff members using the unique link option.

using the same link could view and
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overwrite each other’s responses. Survey information is not entirely anonymous, since
the administrator can track responses tied to staff names.

Berkeley Pilot Experience with Survey Links

Staff Follow-up

After the survey is closed, staff should be notified of the final response rate, thanked for
their time and participation, and informed about next steps in the Self-Assessment. If an
incentive was offered, prizes should be awarded promptly. Timely follow-up is both respectful
of staff input and encouraging of further dialogue and participation among staff.
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Collaborating Partner Survey

I. Purpose

The Collaborating Partner Survey provides an opportunity for other agencies, organizations
and groups that work with the LHD to share feedback and insights regarding their partnership
with the LHD and how it facilitates public health approaches, strategies and activities that help
address health inequities and the social determinants of health.

Advantages: This survey allows the LHD self-assessment to benefit from the perspectives
of outside agencies and organizations. As with the Staff Survey tool, an online survey tool,
such as SurveyMonkey, 1s an efficient way to reach many partners, and eliminates the need for
data entry. Additionally, this survey includes many open-ended questions to allow partners to
contextualize their responses and provide detailed information about how the LHD does or
can address the root causes of health inequities.

Challenges and Limitations: Because some collaborating partners may not have access to
the online survey format, be prepared to offer a paper version that you can mail to those
participants, if you have the capacity to manually enter and analyze the data. Because of the
rich information solicited by the open-ended questions integrated into this survey, a moderate
amount of qualitative analysis will be required, which is more time consuming than an
exclusively quantitative questionnaire.Moreover, keep in mind that some collaborating partners
may not be comfortable with survey-taking and that a more open-ended discussion might be
more productive.

Questions in this survey included the following elements of the Matrix of Workforce
Competencies and Organizational Characteristics for Addressing Health Inequities:

Organizational Characteristics Workforce Competencies
e Institutional Commitment e Community Knowledge
e Structure that supports True Community Partnerships e Community Organizing
e Transparent and Inclusive Communication e Cultural Competency/Humility

e Community Accessible Data & Planning

Il. Implementation

Staff and Community Partners’ Time and Resources

The table below shows the estimated investment required for implementing the
Collaborating Partner Survey.

Survey Implementation Task Who Estimated Staff Time

Convening Implementation Team/

Survey Preparation Leadership and Selected Staff 2-5 hours per person

Leadership, Implementation Team

and Managers 2-8 hours per person

Identifying and Communicating with Partners

Selected Implementation Team

Managing Survey i 8-12 hours
Completing the Survey Selected Partners 15-25 minutes per person
6-8 hours for data management;
10-12 hours for data analysis,
Data Management and Analysis Analyst including qualitative analysis of

open-ended survey items; this may
vary depending on the number of
participants

22
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Additional Resources Needed:
*  Subscription to online survey tool

e In-house expertise and resources or external consultant for survey administration
and/or data analysis

Implementation Plan

The preceding table shows the estimated investment required for implementing the
Collaborating Partner Survey:

[ ] create an Implementation Team

[ ] Review of the Collaborating Partner Survey

The Implementation Team should review and tailor the Collaborating Partner Survey
to modify any language that is not relevant or clear in the context of your community
and your work with the partners receiving the survey. It may be useful for the team to
consider the reading level of the potential respondents. While a glossary of key terms
is available for survey participants, many of the questions are related to complex Public
Health ideas and functions. BARHII will proved a copy of a ready-to-use tool on
SurveyMonkey which can be copied and edited. See Appendix IX for guidelines on using
SurveyMonkey.

(] identifying Partners

Management staff and the Implementation Team should select collaborating partners
to participate in the survey. See Key Considerations below for identifying partners.

(] Administration of the Partner Survey

* The public health official should send an
introductory email or letter before the online Recommendation
survey is administered to share the purpose of
the assessment and to convey the importance
of the partner’s participation. For a sample
introductory letter from a public health official
inviting collaborating partners to participate in
the survey, see Appendix 11,

¢ An external consultant or selected staff member
administers the online survey tool.

* To maintain confidentiality, an external consultant or selected staff member
monitors the survey responses and sends weekly reminders to partner
representatives who have not completed the survey.

o SurveyMonkey offers limited quantitative analysis. It is recommended that after
reaching the completion rate goal, an external consultant or selected staff member
exports all responses into SPSS for data management and analysis. Qualitative data
will require additional analysis. See further discussion under Staff Survey section

(page 20).
* After the survey is closed, community partners should be notified of the final

response rate, thanked for their time and participation, and informed about next
steps in the Self-Assessment.

See Appendix V11 for technical guidelines on how to manage and analyze partner survey data.
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lll. Key Considerations

Survey Modality

Online Survey: The survey can be created using an
online survey provider such as SurveyMonkey. A link should Recommendation
be sent to each survey participant through an email
distribution.

Advantage: Online surveys are easier to administer
and monitor. Responses can easily be tracked

and reminders sent to participants who have not
yet completed the survey. Another benefit of an
online survey is that the data are automatically

collected and ready to be exported for data
management and analysis without data entry.

Disadvantages: The risk of sending an online survey with a large distribution list is
that your email may be classified as junk mail and the recipient may never see the
email. If you find that this is the case, try sending a generic link through a personal
email or send a paper survey. Another disadvantage of the online method of survey
administration is that those without regular, private access to a computer and the
internet may not be able to respond to the survey and cannot have their perspectives
heard. Based on your list of desired survey respondents, you may decide to make a
paper survey available to mail to those who cannot participate online.

Identifying Community Partner Organizations to Participate in the Survey

The following criteria for selecting community-based organizations, community groups and
other public agencies to invite to participate in the Collaborating Partner Survey aim to ensure
that a variety of external perspectives are included and that the responses are as relevant and
useful as possible to the LHD.

All community partners included in the Self-Assessment should:
*  Work with communities most affected by health inequities;

*  Provide critical services or advocacy efforts for the LHD and/or the communities
served by the LHD;

* Have a basic understanding of public health functions; and
* Have a pre-existing relationship with the LHD.

In considering the particular individuals who will complete the survey, include a relevant
cross section of staff from organizations, from line staff to senior management as well as a
set of individuals carrying out varying roles within organizations and groups with less formal
structures.

24
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Additionally, selected organizations and groups should represent a variety of:
*  Sizes (large, medium, small)

*  Populations served (consider race/ethnicity, geography, age spectrum, and other
community characteristics)

e Issues addressed:
- Health focused vs. non- health focused

- Specific service/issue areas such as communicable disease, mental health,
transportation, environmental justice, health care access, substance abuse, violence
and injury, housing, etc.

*  Sectors and organization types:
- Academic
- Advocacy
- Direct service
- Community-based
- Public
- Private/business
- Neighborhood associations
e Levels of partnership with the LHD
- Former (not collaborating with the LHD but has in the past)
- Minimal (networking/information shating only)
- Some (activity coordination/cooperative)

- Extensive (collaborative partnership, or funded by the LHD)

Survey Links

When administering online surveys, there are generally two types of survey links that can be
used: a generic link or a unique link. For more details, see discussion on page 20 in the Staff
Survey section.
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Staff Focus Group

I. Purpose
The Staff Focus Groups are designed to explore issues
that are more suited to discussion and conversation

than a survey, such as elements of organizational culture o Facilitate discussion about

that support skills and practices critical for addressing organizational culture and
health inequities. The focus groups also can be used to other matters difficult to
get deeper and more contextualized information about capture in a survey.

some of the same elements of the Matrix of Workforce e More deeply explore issues
Competencies and Organizational Characteristics for identified by the staff survey.
Addressing Health Inequities addressed or assessed in the e Provide a safe space for

Staff Survey. staff to talk with each other
about organizational factors
affecting their ability to
contribute to health equity

. - . work and elevate their
capacity to address the root causes of health inequities. toeclind o e atieniien 6

The richness of this qualitative information adds depth, LHD leadership.
context and clarity to the Staff Survey findings and can
be used to further explore issues raised in the survey.

Advantages: The focus groups offer a way to
elicit in-depth information about staff perceptions,
experiences, knowledge and ideas about the LHD’s

Challenges and Limitations: Because focus groups are most effective with relatively
small numbers of participants, some voices and perspectives may be missed. However, in
combination with the Staff Survey, this is a minimal concern. The large amount of qualitative
data generated by the focus groups is time-consuming to analyze and must be done by
someone with experience and skill in synthesizing such content.

The specific elements addressed by the focus groups include:

Organizational Characteristics Workforce Competencies
e Institutional commitment e Personal attributes
e Hiring to address health inequities e Knowledge of public health framework (e.g. Ten
e Structure that supports true community partnerships Essential Services, public policy development,

advocacy, data)
e Understand social determinants of health
e Community knowledge
e Leadership
e Collaboration skills
e Community organizing
e Problem solving
e  Cultural competency/humility

e Support staff to address health inequities
e Transparent and inclusive communication
e |Institutional support for innovation

Il. Implementation

Staff Time and Resources
The table on the following page provides an estimate of the investment required for
implementing the Staff Focus Groups.
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Focus Group Implementation Task Who Estimated Staff Time

Reviewing focus group protocol
and customizing to reflect
survey findings and LHD priorities

Facilitator, with assistance from

Implementation Team member 10 hours

Facilitator, with assistance from | 1 hour to manage and randomize staff

selecting and Scheduling Staff Implementation Team member lists, 2 hours to schedule

2 hours per focus group, plus travel

Preparing for and Facilitating Focus Groups Facilitator time if necessary

Participating in the Focus Group Selected Staff 90 minutes

15-20 hours; this will vary depending

Qualitative Data Analysis Analyst/Consultant on the number of focus groups

Additional Resources Needed:

*  Private meeting room, possibly off-site (but nearby), in which to conduct the focus
groups.

*  Optional: Digital recorder to record interviews and funds for a professional
transcription service.

* If not trading facilitation services with a colleague organization/neighboring LHD,
funds to secure a consultant to facilitate the focus groups and analyze the data.

*  Refreshments for participants.

See below for additional discussion regarding third-party facilitation for staff focus groups and analysis of focus
group data.

Implementation Plan
The checklist below provides recommended steps for convening Staff Focus Groups:

[ ] Determine an Appropriate Facilitator
The facilitator chosen to implement this component of the Toolkit should have
experience in leading focus groups, and should have knowledge of public health
practice, social determinants of health and health inequities. To ensure a safe
environment for staff participants, it is strongly recommended to have an individual
external to the LHD facilitate the focus groups. If resources are not available to hire a
consultant, one cost-saving solution is to partner with a neighboring LHD that would
also like to engage in the Self-Assessment, and find an appropriate staff member in
each LHD to facilitate the focus groups of the partnering LHD.

Another option for minimizing costs is to hire a consultant to facilitate the groups and
provide transcripts of the focus groups with any identifying comments removed, so
that the analysis of these qualitative data can be performed by internal LHD staff with
the capacity and skills to do so.

[ ] Review and Customize the Focus Group Protocol
The Implementation Team or a subset should review the protocol to ensure that the
language and questions are relevant to the LHD, and to prioritize questions based on
Staff Survey findings and other agency needs. Use the Roadmap in Appendix 111 to
help guide the customization.
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(] Determine the Number of Focus Groups to be Held
The number can vary with the size of your LHD. If possible, more than one focus
group should be held to provide a broad set of perspectives. In the pilot, the City of
Berkeley Public Health Division conducted one focus group with management level
staff and two with program-level staff.

[ ] Designate a Coordinator/Liaison
Select a member from the Implementation Team to serve as a coordinator and liaison
to work with the facilitator.

This coordinator/liaison will be responsible for:

* Compiling a contact list of all staff with their name, email and phone contact
information, job title, and agency site or division, as applicable.

*  Creating stratified “pools” of staff from which the facilitator can randomly select
focus group participants; each pool should be constructed based on similar staff
level and include staff from a mix of program areas, sites, and racial/ethnic
backgrounds to provide as diverse a voice as possible in each group.

* Providing the facilitator/consultant with contact and other relevant information
about the staff in each pool so that the facilitator can directly select focus group
participants without sharing identities with the Implementation Team.

*  Assisting the facilitator with securing a focus group site as needed.

* Providing the facilitator with the focus group protocol and any background
information about the LHD and the Self-Assessment that would be relevant to
their role as facilitatot.

[ ] Communicate with Staff about the Focus Groups
As with the survey, it is important that staff understand this to be both an agency
priority and an approved use of their time. After the facilitator is selected and the
agency is ready to implement the focus groups, the the public health official or lead
executive should send a communication to all staff announcing the focus groups,
discussing their purpose and why they are important, and making explicit that staff
members have permission to use work time to participate in the group if they
are contacted by the facilitator, and in fact are strongly encouraged to do so. See
Appendix I for sample staff communications about the focus groups.

[] select the Focus Group Participants
To maintain confidentiality and a safe space for focus group participants to be candid,
management and program-level staff should participate in different focus groups.
In addition, the facilitator should be the one to select the actual staff members that
will participate in the focus groups. From the stratified pools of potential staff, the
facilitator will randomly select 8-10 people to make up each group. One easy way to do
this is to assign each person in each pool a consecutive number, and then use an online
random number generator, such as http://www.randomizer.org to randomly select
8-10 numbers from each pool.

[ ] schedule and Conduct the Focus Groups
The facilitator finds times that work for the selected participants, works with the
Implementation Team Liaison to secure a site for the confirmed group time, and
conducts the groups. The groups should be scheduled for 90 minute sessions and
refreshments should be provided.

28 4. Implementing the Self-Assessment Tool



(] Thank the Staff for their Participation
The facilitator should follow up with participants to let them know their time and
participation was appreciated. See Appendix 117 for sample thank you letters to email
the participants after the focus groups.

See Appendix V11 for technical guidelines on managing and analyzing Staff Focus Group data.

lll. Key Considerations

Selecting Staff

The Staff Focus Groups are important not only in their ability to capture rich, contextual
qualitative data beyond the capabilities of a survey, but also it is an opportunity to give direct
meaningful voice to those with the least power in the organization. Random selection of
participants by a neutral facilitator helps protect against selection bias. It can also facilitate
inclusion of a more diverse set of views from across the department that can help produce
a more accurate assessment. Ensuring that the levels of staff that are least often involved
in decision-making are most represented in the focus groups is a way to increase equity of
participation in the Self-Assessment and elevate the insights and experiences of these staff in a
way that might not otherwise happen.

Emphasize Confidentiality

Because the issues and experiences discussed by staff in the focus groups are often
sensitive and personal, it is of utmost importance to establish clear confidentiality guidelines
and communicate them clearly to the staff participating, Let them know all the ways that
their identities will be protected, from the random selection by an external facilitator to the
anonymous nature of the notes captured in the groups.

It is also important for staff to know who else is in the room with them. Especially in
larger LHDs, staff may not all know each other and may assume that management level staff
members are in the room with them. Start by asking people to introduce themselves and their
positions so that a tone of equality can be established in the room and people can feel more
comfortable sharing information that they may not normally share at work.
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Management Interviews

I. Purpose

The interviews with senior management staff
members provide another opportunity to collect Use management interviews to:
in-depth information about an LHD’s organizational
strengths and areas for improvement related to
addressing health inequities, this time from the
perspective of those in leadership and decision-making
positions.

Advantages: The interviews provide an opportunity
to explore with management and leadership staff how
the LHD’s processes, structures, and culture influence
its capacity to address the root causes of health
inequities. As with the focus groups, this qualitative
information adds depth, context and clarity to the
Staff Survey findings and can be used to further
explore issues raised in the survey.

Challenges and Limitations: Because the interviews
will be conducted with a relatively small numbers of
staff, some voices and perspectives may be missed. However, in combination with the Staff
Survey and focus groups, this is of minimal concern. The large amount of qualitative data
generated by the interviews is time-consuming to analyze and must be done by someone with
experience and skill in synthesizing such content.

Questions in the interview protocol are intended to measure the following elements of the
Matrix of Organizational Characteristics and Workforce Competencies for Addressing Health
Inequities:

Organizational Characteristics Workforce Competencies

e Institutional commitment e Personal attributes
e Hiring to address health inequities e Knowledge of public health framework (e.g.
e Structure that supports true community partnerships Ten Essential Services, public policy development,

advocacy, data)
e Community knowledge
e Collaboration skills

e Transparent and inclusive communication
e Institutional support for innovation
e Community accessible data & planning

e Streamlined administrative process ¢ Cultural competency & humility

Il. Implementation

Staff Time and Resources
The table on the following page shows the estimated investment required for implementing
the Management Interviews.
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Management Interviews Implementation Task Estimated Staff Time

Reviewing focus group protocol
and customizing to reflect
survey findings and LHD priorities

Leadership and

Implementation Team SUE

1 hour to manage and
randomize staff lists,
2 hours to schedule

Facilitator, with assistance from

Selecting and Scheduling Staff Implementation Team member

1 hour per interview, plus

Preparing for and Conducting Interviews Facilitator travel time if interviews are
in-person
Participating in the Interview Selected Management Staff 1 hour
Qualitative Data Analysis Analyst/Consultant 10-12 hours

Additional Resources Needed:

*  Private meeting room/office, possibly off-site (but nearby), in which to conduct the
interviews. Interviews can also be conducted over the phone.

*  Optional: Digital recorder to record interviews and funds for a professional
transcription service.

* If not trading interview services with a colleague organization/neighboring LHD, funds
will be needed to secure a consultant to conduct the interviews and analyze the data.

See below for additional discussion regarding third-party interviewing and analysis of interview data.

Implementation Plan
The checklist below provides recommended steps for conducting the Management Interviews:

[ ] Determine an Appropriate Facilitator
As with the Staff Focus Groups, the individual chosen to implement this component
of the Toolkit should have experience conducting interviews, and should have
knowledge of public health practice, social determinants of health and health
inequities. It is strongly recommended to have an individual external to the LHD
conduct the interviews, either in person or by phone. If resources are not available to
hire a consultant, one cost-saving solution is to partner with a neighboring LHD that
would also like to engage in the Self-Assessment, and find an appropriate staff member
in each LHD to interview staff from the partnering LHD.

Another option for minimizing costs is to hire a consultant to conduct the interviews
and provide transcripts of the focus groups with identifying information and
comments removed so that the analysis of these qualitative data can be performed by
internal LHD staff with the capacity and skills to do so.

[] Review and Customize the Interview Protocol
The Implementation Team or a subset should review the protocol to ensure that the
language and questions are relevant to the LHD, and to prioritize questions based on
Staff Survey findings, focus group themes and concerns, and other agency needs. The
Roadmap in Appendix 111 can assist in customization.
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[ ] Determine the Number of Interviews to be Conducted

The number can vary with the size of your LHD and leadership team. Staff members
with the administrative and budgetary authority to make changes in your LHD should all
be considered. In general, it is not necessary to conduct more than 10-12 interviews; if
this number represents an overwhelming proportion of your LHD’s senior management
staff, then fewer may be selected. If your leadership team is extremely small, on the other
hand, the Implementation Team may choose to add additional staff with management
responsibilities to the list of potential interviewees.

[ ] Designate a Coordinator/Liaison
Select a member from the Implementation Team to serve as a coordinator and liaison
to work with the interviewer.

This coordinator/liaison will be responsible for:

*  Compiling a contact list of all senior management staff with names, email and
phone contact information, job titles, and division, as applicable, from which the
interviewer can randomly select interview participants.

* Assisting the interviewer with securing interview locations as needed.

* Providing the interviewer with the interview protocol and any background
information about the LHD and the Self-Assessment that would be relevant to
their role as interviewer.

[ ] Communicate with Staff about the Interviews
Although management staff members are likely to be highly aware of the ongoing
Self-Assessment, it may still be helpful for the public health official or lead executive
to communicate that their participation in the interviews should be prioritized. This
communication can also alert staff of the individual that will be contacting them to
schedule the interviews.

[ ] Select the Interview Participants
To maintain confidentiality and a safe space for interviewees to be candid, the
interviewer should be the one to select the actual staff members that will participate in
the interviews. One easy way to randomly select interviewees is to assign each person
from the pre-screened list of potential participants a consecutive number, and then use
an online random number generator, such as http://www.randomizer.org to randomly
select the appropriate number of participants from the list provided.

[ ] Schedule and Conduct the Interviews
The interviewer finds times that work for the selected participants, decides with
the interviewee if a phone or in-person meeting would be best, and conducts the
interviews as arranged. Staff should allow one hour for the interview. The interviewer
should record the interviews with a digital recorder, if possible, or take notes as close
to verbatim as possible during the interview.

[] Transcribe the Interviews

A professional transcription service is the easiest way to obtain a full transcript of
each interview. If costs are prohibitive, then the external partner who conducted the
interviews should transcribe the responses from the taped interviews.

See Appendix V11 for technical guidelines on managing and analyzing the interview data.
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lll. Key Considerations

Strategic Selection of Questions

The interview protocol included in Appendix I contains more questions than can be
discussed within the suggested interview length of one hour. Before conducting the interviews
at your LHD, it is important to prioritize the questions that will add the most value to your
Self-Assessment given your own needs and context, and communicate clearly to the consultant
or partner who will conduct the interviews about your goals for the interviews.
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Internal Document Review and Discussion

I. Purpose

Although much of the Self-Assessment is
dedicated to generating new information from e Answer key questions about institutional
staff and partners about the LHD’s capacity to commitment and capacity to address
address health inequities, the LHD’s internal health inequities.
documents, work products, and data systems e Provide a venue for various staff from
contain rich information about many aspects of across the agency to engage in critical
the LHD’s capacity. Compiling key data from thinking about how organizational
a selective, strategic review of these materials documents and work products might

show evidence of addressing the root

can help the LHD further identify areas of . =
causes of health inequities.

particular strength, identify where to focus on
building capacity and provide benchmarks for
tuture assessments. Somze of the most salient data gathered during this phase can be summarized using the
Human Resources Data System Worksheet included in Appendix 1

Advantages: A systematic review of internal documents and data provides concrete evidence
of an LHDs institutional commitment. Discussions of the data and observations yielded by
this review offer an opportunity to invite critical thinking from a variety of staff about existing
capacity and action steps for improving capacity.

Challenges and Limitations: Compiling all materials and information listed in this section is
time-consuming and may not yield consistently relevant or useful information. This process is
best completed with strategic modifications and selectivity to ensure that your LHD’s priorities
are served.

This tool addresses the following domains of the Matrix of Organizational Characteristics
and Workforce Competencies for Addressing Health Inequities:

Organizational Characteristics Workforce Competencies

e |nstitutional commitment to address health inequities e Personal attributes (reflecting diversity of community)
e Hiring to address health inequities e Knowledge of public health framework
e Structure that supports true community partnerships e Understands the social, environmental and structural
e Support staff to address health inequities determinants of health
e Creative use of categorical funds e Community knowledge
e Community accessible data & planning e Leadership

e Cultural competency and humility

Il. Implementation

Staff Time and Resources

Staff time required to review existing documents and data depends significantly on the items
chosen and prioritized by the LHD, as well as on the number and groupings of staff convened
to discuss the information compiled in such reviews.

Implementation Plan

Implementation of the Internal Document Review and Discussion can vary greatly based on
LHD priorities and, therefore, has the most room for customization. The steps suggested here
provide a broad framework for engaging in a review and discussion of existing internal materials
and should be modified to fit the needs of your LHD.
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Internal Document Review Guidelines

The following questions are meant to identify priority areas of your inquiry into
existing documents and materials at your LHD. Because time and staff resource
constraints likely will not allow for full review of all possible materials, a deliberate
prioritization of the following lines of inquiry will help narrow the review activities. The
following questions explore the institutional commitment to addressing health inequities.
Select the questions that are the most timely, relevant, and useful to your agency.

Guiding Principles Address Health Inequities

1.

Do the mission, vision and values reflect an institutional commitment to addressing
health inequities?

Do the LHD goals, strategies, plans and benchmarks support the concept of health
equity as a goal of public health practice and a basic social right?

Does the LHD integrate addressing root causes of health inequities into the
institution’s employee orientation, workforce development, program development and
performance monitoring activities?

Does the LHD integrate the public health framework (e.g. essential services, strategic
partnership development, policy-development, policy advocacy and community
organizing) into the institution’s employee orientation, workforce development,
program development and performance monitoring activities?

Budgetary practices reflect commitment to address health inequities

5.
6.

Do budget allocations reflect commitment to address health inequities?

Does the LHD make efforts to cross-fund and use categorical funding creatively to
address health inequities?

Does the LHD have sources of stable funding that are not “siloed” or issue-area-
specific?

Plans and procedures are in place to assure culturally competent service delivery

8.

10.

Does the LHD integrate cultural and linguistic competence-related measures into
internal audits, performance improvement programs, client satisfaction assessments,
and outcomes-based evaluations?

Are conflict and grievance resolution processes culturally and linguistically sensitive
and capable of identifying, preventing, and resolving cross-cultural conflicts?

Is an ongoing cultural competency training program established and promoted for the
workforce at all levels to enhance self-awareness, cultural awareness, knowledge, and skills?

Program planning and service delivery prioritize needs of the community

11.

12.

13.

Does LHD communicate health information and data effectively and respectfully to
the public, combining technical accuracy with community accessibility, taking into
consideration health literacy levels, language, and cultural norms of the community?

Do internal program plans and LHD-funded projects:

a. Use approaches that focus on the strengths and assets of community residents
rather than just on their needs and issues?

b. Seem responsive to changing demographics and emerging community health issues?

Are flexible work hours options provided to allow employees to work with
communities at times that are convenient for community members?
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Human

Resources policies and practices demonstrate that the LHD values a culturally

and socio-economically diverse workforce and recruits, hires, and retains employees
with the appropriate qualifications from a variety of disciplines for addressing the root
causes of health inequities

14. Job Descriptions

a.

Are County Classifications written so that the educational requirements do not
eliminate candidates with the experience, skills and qualities needed to do health
equity work in a local health department?

Is there a process in place to review job descriptions through a health equity lens?
Is there language in all job descriptions that addresses experience working with
people who are culturally different from the applicant?

Do job specifications include individual skills and competencies for addressing
health inequities?

Do job requirements reflect experience working with communities most affected
by health inequities and appropriate language capacity?

15. Testing Procedures

a.

16. Do

o go®

&

Are multiple choice tests used? (If so, re-evaluate the use of multiple choice testing
as it may disproportionately disadvantage certain groups from being hired. Work
with Human Resources to collect data on the people who pass or do not pass
multiple choice tests in the County by race/ethnicity and possibly income and
educational level.)

If multiple choice testing is used, who develops the questions? (Counties should
look critically before purchasing questions from testing services. If there is bias
built into the structure of the testing service and its writers, the questions will
invariably be biased as well. This will result in the elimination of individuals who
may actually be the right fit for health equity work.)

Recruitment Procedures reflect the following?

Recruit for competencies appropriate to addressing the root causes of health inequities?
Recruit for multi-disciplinary expertise?

Have formal and open processes to recruit prospective employees?

Have application procedures that are easy to understand and accessible to a broad
range of people?

Routinely advertise when their examinations are open? If so, are diverse and
accessible forms of media used to notify the public?

Are “informal” recruitment strategies used within LHDs to recruit prospective
employees? (Are these informal channels likely to generate the broadest range of
applicants or are they mirrors of the individuals who are doing the recruiting?)

Are educational pipelines used for recruitment? (If so, do these pipelines produce
the types of individuals who have the characteristics needed for health equity work?)

Does LHD have formal practices established to “grow its own” workforce? Some
of those practices might include:

¢ FPormal internship opportunities;

*  Partnerships with community-based youth development programs to establish
mentoring opportunities; and

*  Recruiting and training people from within the client/community population.

36

4. Implementing the Self-Assessment Tool



17. Do Retention Practices reflect the need to achieve the following?
Retain staff that reflects the diversity of the population served by the LHD.

b. Ensure that all staff members are compensated in a fair and equitable fashion
based on experience and responsibility, and that all staff earn a living wage.

Leadership positions reflect the diversity of the population served by the LHD.

d. Have procedures to help staff that reflect the diversity of the population served by
the LHD gain the experience needed for promotional opportunities.

(] Identify Sources of Data

Informed discussions of most of these questions will require an examination of
existing hard copy documents such as reports, research findings, strategic plans,
proposals, written polices and protocols as well as publications, and community
planning and public education materials. Investigating some of these questions

may require the extraction of data from financial systems, human resources/payroll
systems, client indexes and other electronic applications. While some documents and
data systems identified below may not deal explicitly with health inequities, all of them
contain important information about the overall capacity of an LHD to address the
underlying factors that influence community health and wellbeing,

In this step, identify which internal documents and data sources will contain the most
relevant information for answering the questions you have prioritized. The documents
and data sources that may be reviewed in the Internal Document Review and
Discussion include, but are not limited to:

1. Strategic Plan/Organizational Statements

Budget Documents

Human Resource Policies/Practices

Job Specifications/Classification/Recruitment Materials
Research/Briefings

Public Information/Education Materials

Orientation and Training Materials

Performance Plans

e e SN C

. Communication Plans
10. Proposals
11. Program Reports

[ ] Designate Reviewers
After identifying the types of documents and data to prioritize for review, designate the
person or group of people who are best positioned to investigate each. For example,
Program Managers may be best positioned to evaluate the relationship of their budgets
to activities that address root causes of health inequities, while Human Resources staff
may be able to most easily extract data about workforce diversity.

[l create Timeline for Review
In order to keep the review activities aligned with the other instruments of the Toolkit
and to preserve momentum and relevance, develop a timeline for reviewers to
complete their assigned activities that is coordinated with other Toolkit activities and that
will allow for timely discussions that can inform the processing of other Toolkit findings.
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(] Conduct the Review
As you review each data source, identify the ways in which the reviewed material
answers the question at hand, as well as observations about the information for group
discussion.

[ ] Convene Discussion Groups
The information gained by the Internal Document Review and Discussion is meant
to provide the basis for rich discussion. Form one or more groups of no more than
10 staff members to discuss and analyze the the results of the Internal Document
Review. Including relevant staff from all levels of the organization in these discussions
will provide an opportunity for a broad set of perspectives, including those not always
heard in strategic discussions, to inform the interpretation of these findings. Use the
findings along with the other information obtained through the Self-Assessment to
develop priority areas for action.
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AFTER THE SELF-ASSESSMENT: Reflecting on the
Results for Action
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Once all Self-Assessment data have been analyzed and formatted into tables (see Appendix
V1II), they should be used to inform action-oriented discussions within your LHD. After
carefully reviewing all findings, the executive leadership team should engage in a discussion
about the results and their implications. Then, further discussions and action planning should
include staff representing a variety of levels and locations within the organization. The process
considerations and discussion questions below are suggested to help LHD staff stimulate
dialogue, reflect on Self-Assessment findings, and make actionable next steps for how the
organization can do more in the future. (See Appendix 171 for an action planning worksheet).

There are many ways to meaningfully involve staff in the reflection and action planning process.
Including staff members who represent a cross-section of the organization allows you to:

Maintain the participatory momentum of the Self-Assessment;

Benefit from the diversity of wisdom and experience that staff from all over the
organization bring to the table;

Create buy-in for organizational change or new initiatives with a wider base of
champions; and

Establish new relationships and communication channels within the organization.

Berkeley Pilot Experience: Using the Results for Action

In creating opportunities for staff other than the executive leadership team to reflect on the
Self-Assessment results and consider potential action for the LHD to take, keep the following
considerations in mind:

All staff can be leaders.

Be mindful of organizational hierarchies and power dynamics, and create safe spaces
for authentic discussions and ideas to emerge.

Communicate clearly to staff that you convene for reflection and planning so that the
context, scope and purpose of their discussions are understood. It is important that
people are not given a false sense of authority over decisions that are not within their
control.

The following is a list of reflection questions to help your LHD make meaning out of the
Self-Assessment results and translate them into action:

What surprised you?

What confirmed what you already suspected?

What challenged your perceptions of your LHD?

What do you want to know more about, where could your understanding go deeper?

What was glaringly missing that you had expected to see?
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*  Given these findings, what do you see as your role in the process of making change?

*  What additional support or resources might you need to successfully fulfill your role in
the change process?

*  When reviewing the results, did you find any of your personal values supported or
challenged?

*  Who else should be brought into the review and discussion process about how to make
change in your LHD based on these results?

*  What implications do you see these results having for how your LHD could do its
work in a way that more effectively addresses social determinants of health/root
causes of inequity?

* Based on these results, what opportunities exist to build upon for action?

*  What potential barriers do you foresee to undertaking change? What are some
strategies to address these barriers?

e What is your communication strategy for sharing the results, implications and plans for
next steps?

*  What is the scale, pace, and sequencing of action steps that the department could
undertake to make change?

*  What conversations do you want to have with:
- each other;
- other members of the department; and
- people outside the department.

*  For non-management staff: Are there any questions or considerations you would like to
direct to the executive or management team?
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Glossary of Key Terms

Many of these terms represent related ideas. The terms are often used interchangeably and it
can be difficult to know when to use each one. To assist you in completing the survey, we have
provided the definitions below. The #alicized sections contain examples that highlight the subtle
differences between these terms.

Health Disparities

Health disparities are ““. . .differences in the ... burden of diseases and other adverse health
conditions ... that exist among specific population groups in the United States.”® The United
States is perhaps the only country that uses the term health disparities. Its emphasis is on
differences—it does not consider the relationship to patterns of social inequalities. The term
health disparities will not be used in this survey.

A local health department that addresses health disparities focuses on specific diseases and populations,
such as high asthma rates among African Americans. Interventions focusing on this would be culturally
competent clinical care, health education and case management. This approach does not address the
underlying causes of poor air quality and sub-standard housing conditions in neighborhoods. It also
wgnores the effect of the history of housing segregation by race in which people of color were forbidden
[from living in the same neighborhoods as whites and how being forced to live in lower income areas of
the commmunity also may have exposed children and community members to poor air quality and other
neighborhood conditions that contributed to the community’s high asthma rates.

Health Inequities

Health inequities are differences in health status and death rates across population groups
that are systemic, avoidable, unfair, and unjust.” These differences are sustained over time and
generations, and are beyond the control of individuals. These differences follow the larger
patterns of inequality that exist in society. This is different from the term health disparities,
which emphasizes that differences exist, but does not consider their relationship to patterns of
social inequalities. The term health inequities will be used throughout this survey.

A local health department addressing health inequities targets the health issues facing the community
it serves, while at the same time working to address the inequities in the social and environmental
conditions that contribute to the differences in illness and injury. For example, in addition to providing
individuals with WIC vouchers, a local health department also works with a coalition to advocate for
equal access to affordable, healthy food in low-income neighborhoods.

Social Determinants of Health
The social determinants of health are the conditions in which people are born, grow, live,

work and age® (e.g. air quality, schools, parks, job and housing conditions, etc.). This term does
not address how or why these conditions are inequitably distributed throughout society.

A local health department can address the social determinants of health by collaborating with
community partners and other public agencies to influence decisions governing land use, transportation,
edncation, housing, employment and other social factors that affect health. An example of this wonld
be to work with land use planners to create a new walking path. The path will provide an attractive
opportunity to be physically active. However, if the underlying social conditions that have led to
segregated neighborhoods or poverty are not addressed, this path may not be used by members of the
community equally and health inequities could continue.

¢ National Association of Chronic Disease Directors, http:/ /www.chronicdisease.org/i4a/pages/index.cfmrpageid=3447).
" Wotld Health Organization, Concepts and Principles for Tackling Social Inequities in Health, prepated by Matrgaret Whitehead
and Goran Dahlgren, 2006.

8 Wotld Health Organization, Commission on Social Determinants of Health, Closing the Gap in a Generation: Health Equity
Through Action on the Social Determinants of Health, 2008.
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Root Causes of Health Inequities

The root causes of health inequities are the underlying social inequalities that create different
living conditions. Discrimination based on class, race/ethnicity, immigration status, gender,
sexual orientation, disability and other “isms” influence the distribution of resources and
power. Past discriminatory practices are reinforced in the policies and practices of institutions
that define the context of our daily lives. This in turn creates an unequal distribution of
beneficial opportunities and negative exposures, resulting in health inequities.

A local health department can address the root causes of health inequities by working to identify and
change its own policies and practices that contribute to inequitable social and environmental conditions.
1t can also challenge other institutions to do the same by demonstrating how their policies and practices
adpantage or disadvantage particular populations. Examples of this include funding practices in

public education and public transportation that unfairly advantage residents living in higher income

neighborhoods. A local health department can also build the ability of its service population to challenge
unfair institutional policies and practices.

Institutional or Structural Racism is a root cause of health inequities. It is a system of
power that has created widespread historical and persistent barriers that keep people of color
from having equal access to opportunity, information, resources, and power. This system is
maintained and preserved by formal and informal practices and policies that benefit some
groups of people while disadvantaging others.’

An excample of this wonld be the long-term effects of racist institutional policies such as federal housing
and bank-lending policies and practices that denied people of color homeownership opportunities while
at the same time expanding them for lower income whites. In the US, home ownership has been a
primary method for creating wealth and expanding opportunities, such as affording college education,
that increase the potential to secure higher paying jobs. Institutions, policies and structures in society
decrease the odds for people of color to have long, healthy lives. Local health departments can identify
and address the ways they and other institutions may be maintaining institutionalized racism.

LHDs can ensure that people of color in the conmunity they serve have the opportunity to influence the
department’s planning and decision-mafking. 1ocal health departments can also recruit and retain staff

with ethnic backgrounds representative of the communities they serve at all levels, and particularly in
management positions.

Class refers to the level of wealth, power, and status of a person or group. A root cause of
health inequities is the persistent inequality between different classes. Some people do not have
the same access to resources important for good health as others, such as well-paying jobs,

health insurance, safe and healthy home and work environments, quality housing, healthy food,
and educational opportunities.

A local health department can intentionally recruit and retain staff from poorer class backgrounds. It
can constder life excperience as well as education level in the hiring process and support these staff to
develop the professional qualifications that are needed to advance within the organization. It can work
with community partners to adyocate for employment with a living wage, benefits, and health insurance,

and for universal health care coverage. It can also produce data that show the link between income and
wealth on health status.

? Camara Phyllis Jones MD, MPH, PhD, Levels of Racism: A Theoretic Framework and a Gardener’s Tale, American
Journal of Public Health Vol 90 (2000) :1212-1215.
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Social Justice

Social Justice refers to social, economic, and democratic fairness and equality. All people
are able to participate fully in society; have equal access to resources, public goods and life

opportunities; and are free from discrimination on the basis of race, gender, class, sexual
orientation, and other factors.

A local health department can address its own policies and practices that contribute to unfair
social and environmental conditions as well as challenging other institutions to do the same. 1ocal
health departments can also prepare and share data that demonstrate unfairness in exposures and

opportunities, which builds the case for needed change. They can also build the ability of the affected
group to challenge unfair institutional policies and practices.

(These definitions of key terms and concepts should be distributed with each instrument.)
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Staff Survey

This survey is to help our Local Health Department (ILHD) assess our overall capacity for addressing health
inequities. While some questions do not deal explicitly with health inequities, all questions contain important

information about our overall capacity as an organization to impact the factors that influence community health and

well being, including institutionalized racism and social and environmental factors.

This survey is anonymous—your responses will never be linked to you individually. This is not a test, and no survey
response will be used against individuals, programs or departments.

Your honest responses on this survey are truly valuable.
Thank you for your time!

Please refer to the definitions of key terms and concepts relevant to this survey with which you were supplied.
While these terms may be familiar to you, we ask that you read the definitions provided so that all staff have a
common understanding of the major concepts underlying this assessment.

(In the online version, there will also be a link to these definitions at the top of each page of the survey so that the participants can
reference them at any time during the survey if needed.)

There are six sections of this survey:

A.

B
C
D

Introductory Questions
Health Department Planning And Policies
Collaboration Within Your Local Health Department

Collaboration With External Partners & Policy-Makers To Address the Environmental, Social, and Economic
Conditions that Impact Health

Collaboration With Community Groups to Address the Environmental, Social, and Economic Conditions that
Impact Health

Supporting Staff to Address the Environmental, Social, and Economic Conditions that Impact Health

The questions in each of these sections help build a picture of how our LHD is doing in the five key areas in order
to effectively address the environmental, social, and economic conditions that impact health.
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Section A. Introductory Questions

First, please tell us a little about yourself. We’d like to get a sense of where you are situated in the organizational
structure at our Local Health Department (LHD).

1.

48

Which best describes your position in the LHD?
[] Administrative staff
[] Front line staff
[] Supervisor (not senior management)
[] Senior management level /unit or program lead
[] Leadership team
[] Other (please describe):

What program unit do you work in?

How long have you been working in the public health field?
(Please enter the number of months only if it has been less than one year. Otherwise, answer in years only.)

Years Months

How long have you been at [LHD]?
(Please enter the number of months only if it has been less than one year. Otherwise, answer in years only.)

Years Months

How long have you been in your current position?
(Please enter the number of months only if it has been less than one year. Otherwise, answer in years only.)

Years Months

Do you work directly with community residents in your current position?

[ ] Yes [ ] No

Do you supervise staff members who work directly with community residents?

[ ] Yes ] No

In the populations served by [LHD] what are the top 5 disproportionately and unjustly distributed health issues?
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9. Please list what you think are the most important environmental, social, and economic conditions that impact
health among the populations that the LHD serves.

10. In your opinion, how much does [LHD] focus on addressing health inequities?
(Check only one box.)

[] There is no focus on health inequities at all.

[] There is not enough focus on health inequities.

[] There is about the right amount of focus on health inequities.

[ ] There is too much focus on health inequities.

[ ] I don’t know.

Section B. Health Department Planning and Policies

We would like to know whether your LHD’s mission, vision and values clearly communicate an organizational
commitment to addressing health inequities.

Please answer the following questions based on your own impressions of your LHD’s organizational principles, even
if you don’t know exactly what they say.

Mission, Vision and Values

11. Does the [LHD]’s vision statement demonstrate a commitment to addressing health inequities?
(Check only one box.)

[ ] Yes
[] No
[] T don’t know whether the vision statement addresses health inequities

[ ] T don’t know whether [LHD] has a vision statement

12. Does [LHD]’s mission statement express a commitment to addressing health inequities? (Check only one box.)
[ ] Yes
[] No
[] T don’t know whether the mission statement addresses health inequities
[] T don’t know whether [LHD] has a mission statement
13. If [LHD] has an organizational statement of values or principles, does it contain a commitment to addressing

health inequities? (Check only one box.)

[ ] Yes
[ ] No

[] T don’t know whether the organizational statement of values addresses health inequities

[ ] T don’t know whether [LHD] has an organizational statement of values

Appendix I: The Self-Assessment Toolkit 49



For each of the following statements, please indicate the response that most closely describes your LHD:

14. I think [LHD] as an organization demonstrates a commitment to addressing the environmental, social, and
economic conditions that impact health.

[] No [[] Moving in that Direction (] Yes [] Don’t know

15. I think [LHD] as an organization demonstrates a commitment to working with external partners, policy-makers,

and community members to address the environmental, social, and economic conditions that impact health
inequities.

[ ] No [] Moving in that Direction [ ] Yes [ ] Don’t know
16. To the best of my knowledge, there are program units within [LHD] whose work plans explicitly have strategies
that address environmental, social and/or economic conditions that impact health inequities.
[ ] No [] Moving in that Direction [ ] Yes [ ] Don’t know
17. 1 think we have strategies in place in [LHD] to advocate for public policies that address environmental, social
and/or economic conditions that impact health inequities.
[] No [] Moving in that Direction [ ] Yes [ ] Don’t know
18. I think most staff members at [LHD] demonstrate a commitment to addressing the environmental, social, and
economic conditions that impact health.

[] No [] Moving in that Direction [ ] Yes [ ] Don’t know

Strategic Planning

The next section of questions relates to strategic planning documents and processes at your Local Health Department.
We are interested in knowing whether the strategic planning documents explicitly address issues related to health
inequities, and whether strategic planning processes deliberately include a variety of community or staff perspectives.

19. Does [LHDJ’s strategic plan include an explicit commitment to addressing health inequities?

[ ] Yes
[ ] No

[] T don’t know whether the strategic plan addresses health inequities
[] T don’t know whether there is a strategic plan for the whole LHD
[[] Not applicable: There is not a strategic plan for the whole LHD

20. If your program unit has its own strategic plan, does it specifically describe efforts to address health inequities?

[ Yes, it does [] No, it doesn’t [] No strategic plan [] T don’t know
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Please indicate the degree of community and staff input into strategic planning at your LHD:

21. In your experience, what role(s) do community leaders, residents and community based organizations play in

strategic planning? (Check all that apply.)
[l Contribute input in the beginning of the strategic planning process
[] Review strategic planning documents and give feedback
[] Maintain active involvement throughout the strategic planning process
[ ] Participate in the decision-making of the strategic planning process

[] Collect feedback from larger groups of community members and communicate

the feedback to [LHD)]
[] None
[ ] Don’t know
[] Other (please describe)

22. In your experience, what role(s) do community leaders play in program planning and delivery? (Check all that apply.)
[] Contribute input in the beginning of the planning process
[] Review program planning documents and give feedback
[] Maintain active involvement throughout the planning process

[] Collect feedback from larger groups of community members and communicate

the feedback to [LHD)]
[] Participate in the decision-making of the strategic planning process
[] Other (please describe)

Program Planning

The questions in this section are designed to help us understand to what extent health inequities considerations are
included in program planning, and whether program planning includes the perspectives of community members and
other partners.

23. How much does program design reflect a general understanding of the environmental, social, and economic
conditions that impact health?

[ ] None [ ] Some (] Alot [ ] Don’t Know

24. How much are all levels of staff involved in program planning?

[ ] None [ ] Some (] Alot [ ] Don’t Know

25. What groups outside of [LLHD], if any, are usually involved in program planning processes? (Check all that apply.)

[[] Community members/residents [] Other private institutions

[[] Community-based organizations [] Other non-profit organizations
[] Faith-based organizations [] Businesses

[ ] Academic institutions [] None

[] Other public agencies [ ] Don’t know

[] Other (please specify)
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The Ten Essential Services of Public Health provide a guiding framework for the responsibilities of local public
health systems. The following set of questions focus on how each of the essential services can contribute to
addressing health inequities experienced by residents of your health department’s community. For example, health
status monitoring could be used to document health inequities and track progress in closing health gaps among
different groups in the community.

Your response should indicate the extent to which you think that your work in each area contributes to addressing health
inequities. For those that do not describe any part of your job, please choose “IN/A.”

Please indicate how much you agree or disagree with the following statements:

N/A: this Strongly Strongly Don‘t

component is not Disagree Disagree Neutral Agree Agree  Know
relevant to my job 1 p 3 4 5

26. My work has a role in monitoring health ] ] ] ] ] ] ]
status and tracking the conditions that
influence health inequities.

27. My work contributes to diagnosing, ] ] ] ] ] ] ]

investigating and protecting people from
health problems and health hazards that

disproportionately impact vulnerable

populations.

28. My work has a role in informing, educating ] ] ] ] ] ] ]

and empowering people from populations

that dispropotrtionately experience poor

health outcomes to act collectively in

improving their health.

29. My work has a role in mobilizing community ] ] ] ] ] ] ]
partnerships and action to identify and

address the conditions that influence health
inequities.

30. My work contributes to developing policies ] ] ] ] ] ] ]
and plans that support individual and

community health efforts to address the
conditions that affect health inequities.

31. My work has a role in applying the enforce- ] ] ] ] ] ] ]

ment of laws and regulations that protect

health and ensure safety in order to reduce
health inequities (e.g. environmental justice).

32. My work has a role in linking people from ] ] ] ] ] ] ]

populations disproportionately experiencing

poor health outcomes to needed personal
health services and assuring the provision of
health care when otherwise unavailable.
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Please indicate how much you agree or disagree with the following statements:

N/A: this Strongly Strongly Don‘t

component is not Disagree Disagree Neutral Agree Agree Know
relevant to my job 1 2 3 4 5

33. My work has a role in assuring a competent, ] ] (] (] (] (] (]
culturally sensitive and diverse public health
workforce that can effectively address health
inequities.

34. My work has a role in evaluating the effec- ] ] ] ] ] ] ]
tiveness, accessibility, and quality of health

services provided to populations expetienc-
ing disproportionately poor health outcomes.

35. My work contributes to and applies new ] ] ] ] ] ] ]

insights, innovative solutions, and the

evidence base to address health inequities and
community conditions that influence health.

Section C. Collaboration within your Local Health Department

The purpose of this section of the survey is to better understand what aspects of your LHD make internal
collaboration possible and how different kinds of collaboration within the organization function.

Please indicate how much you agree or disagree with the following statements:

Strongly Strongly Don‘t

Disagree Disagree Neutral Agree Agree  Know
1 2 3 4 5

36. 1 know how the work of other parts of [LHD] contributes to ] ] ] ] ] ]

addressing health inequities in our community.

37. I collaborate with staff in other programs within [LHD] ] ] ] ] ] ]
to address the the environmental, social, and economic
conditions that impact health.

38. There is support from management within [LHD] for ] ] ] ] ] ]

collaborations between programs addressing health inequities.

39. Staff at all levels have the opportunity to become leaders in ] ] ] ] ] []
the work [LHD] is doing to address health inequities.
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40. What role do you have in making decisions that affect your program unit’s efforts to address health inequities?

(Check only one box.)

[ ] T have no decision-making role.

[] There are opportunities for me to give input, but I don’t have a role in seeing that my input is
incorporated into the decision.

[] T have an active role in major decisions affecting my program unit’s efforts to address health
inequities.
[ T have primary decision-making power for my program unit.

[] Addressing health inequities is not a focus of my program unit.
[] Other:

41. What role do you have in making decisions that affect department-wide efforts to address health inequities?
(Check only one box.)

[] T have no decision-making role.

[] There are opportunities for me to give input, but I don’t have a role in seeing that my input is
incorporated into the decision.

[] T have an active role in major decisions affecting [LHD’]s efforts to address health inequities.
[] T have primary decision-making power for [LHD].

[] Addressing health inequities is not a focus of [LHD].

[ ] Other:

Please indicate the response that best describes your experience regarding the transparency of decision-making at
your LHD:

42. When a program level decision is made that affects you and your job tasks, do you know why it was made?

(] Always [] Usually [] Sometimes [] Rarely [] Never

43. When a department level decision is made that affects you and your job tasks, do you know why it was made?

[] Always [ ] Usually [ ] Sometimes [] Rarely [ ] Never

The next set of questions is about the culture of your LHD with respect to learning,
In my experience ...

Strongly Strongly Don‘t

Disagree Disagree Neutral Agree Agree  Know
1 2 3 4 5

44. Staff are encouraged to learn about ways to address the ] ] ] ] ] ]
environmental, social, and economic conditions that impact
health from one another.

45. Staff are encouraged to learn about ways to address the ] ] ] ] ] ]
environmental, social, and economic conditions that impact
health from external sources.

46. Staff are encouraged to be creative in addressing new ] ] ] ] ] []

challenges.
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Section D. Collaboration with External Partners & Policy-makers to Address the
Environmental, Social, and Economic Conditions that Impact Health

The questions in this section are to help us learn about the extent that your LHD collaborates with other public

agencies, institutions and with community-based organizations on the underlying conditions that impact health

inequities. Section E will ask questions about your work with community groups and community residents.

To what extent does your LHD collaborate with public agencies, institutions or community-based organizations
on the following issues?

Public Community-Based
Agencies Organizations

47. Availability of quality affordable housing [ ] None [ ] None
[] Some [] Some
(] Alot (] Alot

[ ] Don’t know [ ] Don’t know
48. Community safety and violence prevention [ ] None [ ] None
[ ] Some [ Some
] Alot ] Alot

[ ] Don’t know [ ] Don’t know
49. Recreation opportunities, parks and open space [ ] None [ ] None
[ ] Some [ ] Some
[ Alot [ Alot

[ ] Don’t know [ ] Don’t know
50. Land-use planning [] None [ ] None
[ Some [ Some
[ Alot [ Alot

[ ] Don’t know [ ] Don’t know
51. Quality public education [] None [ ] None
[ ] Some [ ] Some
(] Alot (] Alot

[ ] Don’t know [ ] Don’t know
52. Community economic development (e.g. job creation, business [ ] None [ ] None
development, etc.) ] Some (] Some
(] Alot (] Alot

(] Don’t know (] Don’t know
53. Racial justice [] None [ ] None
[] Some [] Some
(] Alot (] Alot

[ ] Don’t know [ ] Don’t know
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To what extent does your LHD collaborate with public agencies, institutions or community-based organizations
on the following issues?

54.

55.

56.

57.

58.

59.

Arts and culture

Transportation planning and availability

Environmental justice

Food security

Early childhood development and education

Youth development and leadership

Public
Agencies

[] None
(] Some
(] Alot
[] Don’t know

[] None
(] Some
[ Alot
[] Don’t know

[ ] None
[] Some
(] Alot
[] Don’t know

[ ] None
[] Some
(] Alot
[] Don’t know

[ ] None
[] Some
(] Alot
[ ] Don’t know

[] None
[] Some
(] Alot
[] Don’t know

Community-Based

Organizations

[] None
[ ] Some
[ Alot
[] Don’t know

[] None
[ Some
[ Alot
[] Don’t know

[ ] None
[] Some
(] Alot
[] Don’t know

[ ] None
[] Some
(] Alot
[] Don’t know

[ ] None
[] Some
(] Alot
[ ] Don’t know

[] None
[] Some
(] Alot
[] Don’t know

The following questions are about your work with external partners (e.g., other public agencies, institutions and

community-based organizations)

Please indicate how much you agree or disagree with the following statements:

Disagree Disagree Neutral

Strongly Don’t

Agree Agree  Know

60. [LHD] has trusting relationships with external partners.

61. I believe that [LHD]’s external partners really represent the

56

interests and needs of local community residents.

2 3
[] []
[] []
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Section E. Working with Communities to Address the Environmental,
Social, and Economic Conditions that Impact Health

This section focuses on [LHD]’s collaboration with residents of [LHD’s jurisdiction]. We are interested in knowing
how much staff feel they know about the health issues, concerns and inequities experienced by those living in

the community served by [LHD]. We also want to learn how collaboration with community groups and residents
takes place in the everyday work of staff in your LHD and how this work addresses the environmental, social, and
economic conditions that impact health.

Please indicate how much you agree or disagree with the following statements:

Strongly Strongly Don't

Disagree Disagree Neutral Agree Agree  Know
1 2 3 4 5

62. I am familiar with information sources that can help me ] ] ] ] ] ]
identify and learn about major concerns in the community
I serve.

63. I am familiar with the major health inequities affecting ] ] ] ] ] ]
residents in the community we serve.

64. I am familiar with the strengths and resources of the ] ] ] ] ] ]
community we serve.

65. I am familiar with the demographic composition of the ] ] ] ] ] ]
community we serve.

66. Part of my job is to bring the community’s voice into the ] ] ] ] ] ]
LHD decision-making processes.

67. Part of my job is to bring the LHD messages to the ] ] ] ] ] ]
community.

68. I have influenced how [LHD] has provided resources to ] ] ] ] ] ]

community residents and groups to address the environmental,
social, and economic conditions that impact health.

69. When LHD’s priorities don’t match the priorities of a ] ] (] (] (] (]
community group we’re working with, I know how to resolve
such a conflict.
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The following questions are about your work with community-based groups.
70. Do you work with community groups (e.g. groups made up of community members rather than institutions or
agencies within the community) as part of your job at [LHD]?
(1 Yes  (If yes, respondent answers guestions 71-76.)
[ No  (If no, respondent skips to guestion 77,)

71. For each of the following questions, please answer section b for each type of community group that you
mark in section a.

What types of community groups do you work with as part of your job at [LHD]?

b. Does your work with this community group address the environmental,

a. (Check all that apply.) social, and economic conditions that impact health?

[] Groups that advocate for improved living [] No
conditions [] Moving in that direction

(] Yes

[] Neighborhood groups [ ] No
[[] Moving in that direction

[ Yes

[[] Faith-based groups [] No
[] Moving in that direction

(] Yes

[ ] Youth development/leadership groups [] No
[] Moving in that direction

(] Yes

[[] Community members not affiliated with an [] No
organization or group [[] Moving in that direction

[ Yes

[] Other (please specify) [] No
[] Moving in that direction

(] Yes

72. If you checked that you worked with “other” community groups in the matrix above, please specify:
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Please indicate how much you agree or disagree with the following statements:

Strongly Strongly Don‘t
Disagree Disagree Neutral Agree Agree Know
1 2 3 4 5
73. 1 have trusting relationships with my community ] ] ] ] ] ]
partnets.
74. 1 believe that my community partners really represent the ] ] ] ] ] ]

interests and needs of local community residents.

Please indicate the response that most accurately describes your LHD:

Moving in that

Direction Yes

75. We have strategies in place to mobilize community groups to address ] ] ] ]
health inequities.

76. We have strategies in place to support the work of community groups ] ] ] ]
advocating for public policies that address health inequities.

77. There are strategies in place to minimize barriers to community ] ] ] ]
participation (e.g., it is possible to provide money for child care and
transportation to residents attending community meetings, etc.)

78. |LHD] makes deliberate efforts to build the leadership capacity of ] ] ] ]
community members to advocate on issues affecting the environmental,
social, and economic conditions that impact health.

79. [LHD] is open and responsive to community stakeholders’ feedback on ] ] ] ]
its work.
80. [LHD] has provided resources to community residents and groups to ] ] ] ]

support their self-identified concerns and needs in respect to addressing
the environmental, social, and economic conditions that impact health.
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Please indicate the response that most accurately describes your LHD:

Moving in that

Direction Yes

81. [LHD] sets standards and expectations for how we work with the ] ] ] ]
community.

82. [LHD] assesses its work against benchmarks that are set for how we work 7] ] ] ]
with the community.

83. [LHD] plays an active role in developing, maintaining and supporting ] ] ] ]
networks in the community.

84. [LHD] creates and distributes oral and written information that ] ] ] ]
is appropriate for the cultural, linguistic and literacy needs in the
community.

85. [LHD] collects and shares data in a manner that is appropriate for the ] ] ] ]

cultural, linguistic, and literacy needs of the community.

86. [LHD] is able to adapt to new communities and changes within the ] ] (] (]
populations we serve.

87. Does [LHD] provide trainings to build the capacity of community leaders to address the environmental, social,
and economic conditions that impact health? (Check only one box.)

[ ] Yes
[ ] No
[ ] I don’t know
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Section F. Supporting Staff to Address the Environmental, Social,
and Economic Conditions that Impact Health

In this final section of the survey, we’d like to know about how you are supported as a staff member of [LHD], and
how you could be more supported in addressing health inequities in your work here.

Supporting Staff in Addressing Health Inequities through Training

88. Since you have been working at [LHD], have you ever received training about the different ways public health can
address the environmental, social, and economic conditions that impact health? (Check only one box.)

[ ] Yes
[ ] No

[ ] I don’t remember

89. Since you have been working at [LHD], have you ever received training or any mentoring or guidance on any of

the following topics? (Please check all that apply.)
[] Ten Essential Services of Public Health
[ ] How to evaluate the work you do
[[] How to understand and use data to further your work
[] Program planning
[ ] How to conduct assessments of community needs and strengths

[[] How to research, understand and develop policies that impact the social, economic, and physical
conditions that impact health

[ ] How to advocate for and/or support external partners and community groups advocating for
policies that address the social, economic, and physical conditions that impact health

[ ] How to organize communities to advocate on their own behalf to improve the social, economic and
physical conditions of their neighborhoods.

90. Is flexible and/or paid time available to allow staff to attend community meetings and otherwise engage with
community residents outside normal business hours?

[ ] Yes
[ ] No
[ ] I don’t know
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Supporting Staff in Addressing Health Inequities through Professional Development Opportunities

Have you been encouraged to use the following professional development opportunities to
FURTHER YOUR UNDERSTANDING OF HEALTH INEQUITIES?

91.

92.

93.

94.

95.

96

62

Mentoring/coaching

Tuition reimbursement for a
relevant class or certification

A formal professional
development or training
program on the topic of the
environmental, social, and
economic conditions that
impact health

Professional membership or
journal subscription

Conferences, trainings,
workshops

Other (please specify)

(Check only one.)

[ ] Yes

[] No

[ ] Don’t Know

[] Not Available to Me

[ ] Not Applicable/LLHD does not offer this

[ ] Yes

[ ] No

[ ] Don’t Know

[ ] Not Available to Me

[] Not Applicable/LLHD does not offer this

[ Yes

[ ] No

[ ] Don’t Know

[] Not Available to Me

[] Not Applicable/LLHD does not offer this

[] Yes

[] No

[ ] Don’t Know

[] Not Available to Me

[] Not Applicable/LLHD does not offer this

[ ] Yes

[ ] No

[ ] Don’t Know

[ ] Not Available to Me

[ ] Not Applicable/I.HD does not offer this

(] Yes

[] No

[ ] Don’t Know

[] Not Available to Me

[] Not Applicable/T.HD does not offer this

If Yes, have you used this type

of opportunity to BETTER
UNDERSTAND HEALTH INEQUITIES?

[ Yes
[] No
[] Not yet, but I plan to

[ ] Yes
[] No
[] Not yet, but I plan to

[] Yes
[] No
[] Not yet, but I plan to

(] Yes
[] No
[] Not yet, but I plan to

[ ] Yes
[] No
[] Not yet, but I plan to

(] Yes
[] No
[] Not yet, but I plan to
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97. If you checked “other” for the previous question, please specify what other professional development
opportunities you have been encouraged to use:

98. Have you provided mentoring or coaching to other staff to support them in addressing health inequities?
(Check only one box.)

[] Yes, as part of my job
[] Yes, informally
[] No

[ ] T don’t remember

Supporting Staff in Addressing Health Inequities through Time for Reflection

Please indicate how much you agree or disagree with the following statements about the opportunities you have
to reflect on addressing health inequities in your work:

Not Applicable Strongly Strongly Don‘t

to My Job  Disagree Disagree Neutral Agree Agree Know
Function 1 2 3 4 5

99. I have opportunities to talk with my ] ] ] ] ] ] ]

supervisor(s) about the impact of our work
on the environmental, social, and economic
conditions that impact health.

100. Within my unit we have engaged in group ] ] ] ] ] ] ]

discussions about how our work could address
one or mote of the environmental, social, and
economic conditions that impact health.

101. I subsctibe to a listsetv, online discussion ] ] ] ] ] ] ]
group, e-mail list, or other web-based source for
learning about developments on the topic of
health inequities on an ongoing basis.
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For the next set of questions we are interested in learning about your personal knowledge and experience related to

various aspects of the environmental, social, and economic conditions that impact health.

Please indicate how much you agree or disagree with the following statements:

Strongly Don‘t

Disagree Disagree Neutral Agree Agree Know
3 4 5

102.

103.

104.

105.

106.

107.

108.

109.

110.

111.

112.

113.

114.

64

I understand what the environmental, social, and economic
conditions that impact health are.

I could explain the environmental, social, and economic
conditions that impact health to my co-workers.

Being aware of my own beliefs, values and privilege helps me
understand others’ perspectives.

I believe it is important to understand the beliefs and values
of the residents and community members served by [LHD].

I have taken steps to enhance my own cultural humility,
cultural competence, and/or cultural understanding
(for example through trainings, self-reflection, personal
relationships, etc).

I regularly have personally meaningful interactions and have

learned from people of different cultures and backgrounds
from my own.

I feel my work environment is supportive of many different
cultural perspectives.

In general, [LHD] programs are structured to address the
environmental, social, and economic conditions that impact

health.

Staff I interact with at [LHD] are comfortable talking about
race and racism.

Senior management at [LHD] is comfortable talking about
race and racism.,

Staff I interact with at [LHD] are comfortable talking about
class and classism.

Senior management at [LHD] are comfortable talking about
class and classism.

I work with a culturally diverse staff.
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For the set of questions below, we are interested in knowing how you think your LHD is doing with respect to hiring
and keeping a diverse staff at all levels of the organization.

Please indicate how much you agree or disagree with the following statements regarding the recruitment, hiring,

and retention of diverse staff at your LHD:

115

116.

117.

118.

119.

120.

121.

122.

123.

124,

125.

[LHD] actively recruits culturally diverse management and

leadership staff members.

Culturally diverse management and leadership staff members

remain long-term employees of [LHD].

Culturally diverse administrative staff members are actively
recruited.

Culturally diverse administrative staff members remain long-
term employees of [LHD].

[LHD] actively recruits culturally diverse staff to provide
direct client services.

Culturally diverse direct service staff members remain long-
term employees of [LHD].

When appropriate, minimum requirements for positions are
flexible, allowing for relevant community experience in place
of educational degrees.

Individual staff members’ efforts to address health inequities
are considered in performance reviews/evaluations.

When forming interview panels for the hiring of new staff,
attention is paid to how the make up of the panel could
enhance the recruitment of a more diverse workforce.

Interview questions are designed to gain insight into an
applicant’s capability to address health inequities in the
performance of their program responsibilities.

Staff of diverse ethnic, racial and cultural backgrounds are
equitably promoted throughout [LHD].
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Please indicate how much you agree or disagree with the following statements about the cultural relevance
of public health programming at your LHD:

Strongly Strongly Don‘t

Disagree Disagree Neutral Agree Agree  Know
1 2 3 4 5

126. A range of culturally appropriate program delivery models ] ] ] ] ] ]
are planned and implemented at [LHD].

127. Assessments of the cultural and linguistic needs of the ] ] ] ] ] ]
community we serve are conducted periodically.

You're almost done!

This information is optional, but will help us understand more about the distribution of experiences and attitudes
across your LHD with respect to health inequities work. Your responses are anonymous and confidential.

128. What is the race or ethnicity that you primarily identify with? (Please check only one.)
[ ] African American/Black
[ ] Asian
[ ] Caucasian/White
[] Latino/Hispanic
[ ] Middle Eastern
[ ] Native American/Alaska Native
[ ] Pacific Islander/Native Hawaiian
[] Biracial/Multiracial/Other (please specify):

Thank you!
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Collaborating Partner Survey

This survey is to help the [LHD] to assess our overall capacity to address root causes or health inequities: the
systematic, avoidable, unfair and unjust differences in health status and death rates across population groups. While
some questions do not deal explicitly with health, all questions contain important information about the [LHD]’s
capacity as an organization to impact factors that influence community health and well being, including institutional
racism and social and environmental conditions such as access to healthy, affordable food, safe neighborhoods, quality
education, jobs, etc.

The [LHD] is interested in getting your perspective as a community resident, representative of a community
organization, community group or other public or private agency serving the community about our capacity to
address the underlying conditions that impact health inequities.

A glossary of key terms has been made available to you to review before and during the survey. These terms may
be familiar to you; the glossary provides a point of reference for all participants to have a common understanding of
the major concepts used in the survey. This process is intended to assess how well the LHD is prepared to address
the underlying causes of health inequities, and therefore, will deal with many topics that are not always associated with

public health. When you are answering the questions in this survey, please keep that in mind.

This survey is anonymous; your responses will never be linked to you individually. No survey response will be used
against individuals, groups and organizations. Findings will have no effect on any contract, staff resources or other
relationship you have with the [LHD] currently or in the future. If you have concerns about the confidentiality of
your responses, or you have other questions about this assessment, please contact [name, phone and email.]

There are 57 questions; the survey should take between 20 and 30 minutes.

Your honest responses on this survey are truly valuable.
Thank you for your time!
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About You

First, please tell us a little about yourself as well as your work with [LHD] and in the community.

1. Which of the following best describes your organization, group, or institution?
[ ] Academic institution/school
[[] Community-based organization  (Please answer question 2, below)
[ Community group/coalition  (Please answer question 2, below)
[] Public agency
[ ] Faith-based organization
[ ] Private sector business
[ ] Tam a community member/resident unaffiliated with an organization

[] Other (please specify)

If you selected CBO or community group/coalition above, please also answer question 2.
If not, please skip to question 3.

2. What does the agency you work/volunteer with primarily do? (Check all that apply.)
[] Health advocacy/policy
[] Other advocacy/policy
[ ] Research
[ ] Private business
[ ] Direct health care/social services
[ ] Other direct services
[] Other (please specify)

As a reminder, neither your name nor your organization will be associated with your responses, and nothing you share
in this survey will impact your current or future contracts or MOUs with [LHD].

3. How long has your organization/group worked with [LHD]? (Check all that apply)
[ ] Not currently working with [LHD]
We have worked with [LHD]:
[] 1 year or less
[] 1-5 years
[] 5 years and above

4. Our relationship with [LHD] has been primarily one of:
[] Not currently working with [LHD]
[] Networking or sharing information
[l Coordinating activities
[] Cooperating with/assisting [LHD]
[] Other

5. If other, please describe:
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6. In your community, what are the top 5 unevenly and unfairly distributed health issues?

7. What would you describe as the leading environmental, social, and economic conditions that impact the health
issues you identified above?

Remember, the glossary of terms is available for you to refer to throughout the survey.

Please indicate how much you agree or disagree with the following statement: (Check only one box.)

Strongly Strongly Don‘t

Agree Agree  Neutral Disagree Disagree Know
5 4 3 2 1

8. My organization’s/group’s work with [LHD] addresses the ] ] ] ] ] ]
environmental, social, and economic conditions that impact
health in some way.

Please indicate the response that most accurately describes the awareness in [locale/community name]
with respect to health inequities. (Check only one box per statement.)

Moving in that Don‘t
Yes Direction No Know
9. I think there is a general awareness of the environmental, social, and ] ] ] ]
economic conditions that impact health among organizations or groups
like mine in [locale].
10. Addressing the environmental, social, and economic conditions ] ] ] ]

that impact health in [locale]’s communities is a high priority among
organizations or groups like mine in [locale].

Has your organization or group been a part of collaborations with [LHD] to address any of the following issues?

My organization’s / group’s work with [LHD] addresses...

Moving in that

Yes Direction
11. Availability of quality affordable housing. ] ] ] ]
12. Community safety and violence prevention. (] (] (] (]
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My organization’s / group’s work with [LHD] addresses...

Moving in that

Yes Direction
13. Recreation opportunities, parks and open space. ] ] ] ]
14. Land-use planning, ] ] ] ]
15. Quality public education. ] ] ] ]
16. Community economic development (e.g. job creation, business ] ] ] ]

development, etc.).

17. Racial justice.

18. Arts and culture.

19. Transportation planning and availability.
20. Environmental justice.

21. Food security.

22. Early childhood development and education.

OO o oo g
OO o oo g
OO o oo g
OO o oo g

23. Youth development and leadership.

24. Please list or specify focus area:

Please indicate how much you agree or disagree with the following statements: (Check one box per statement.)

Strongly Strongly Don‘t

Agree Agree  Neutral Disagree Disagree Know
5 4 3 p 1

25. [LHD] should play a significant role in addressing the ] ] ] ] ] ]
environmental, social, and economic conditions that
impact health.

26. 1 think [LLHD], as an organization, demonstrates a ] ] ] ] ] ]
commitment to addressing the environmental, social, and
economic conditions that impact health.

27. [LHD] staff members that I have worked with demonstrate ] ] ] ] ] []
a commitment to addressing the environmental, social, and
economic conditions that impact health.

28. [LHD] staff I interact with understand residents’ major ] ] ] ] ] ]

concerns in our community.

29. [LHD] staff I interact with understand the major causes of ] ] ] ] ] (]
health inequities in [locale].
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Please indicate how much you agree or disagree with the following statements: (Check one box per statement.)

Strongly Strongly Don‘t

Agree Agree  Neutral Disagree Disagree Know
5 4 3 2 1

30. [LHD] staff I have interacted with are familiar with the ] (] (] (] (] (]
strengths and resources of residents and community
institutions.

31. [LHD] staff I have interacted with advocate on behalf of the ] ] ] ] ] ]
community within [locale] and have influenced how resources
have been made available to support community residents and/
or community institutions in addressing community concerns.

32. T have trusting relationships with the [LHD] staff I work(ed) ] ] ] ] ] []
with.

Please indicate how much you agree or disagree with the following statements: (Check only one box per statement.)

Don’t
Always  Sometimes Never Know
33. [LHD] holds community meetings that are welcoming, comfortable and ] ] ] ]
familiar to community members.
34. [LHD] provides food and childcare at the community meetings it holds. ] ] ] ]
35. The community meetings that [LHD] holds are scheduled at times that ] ] ] ]

are generally convenient for community members (meetings are held in
the evenings, on weekends, etc.).

Please indicate how much you agree or disagree with the following statements: (Check one box per statement.)

Strongly Strongly Don't
Agree Agree  Neutral Disagree Disagree Know
5 4 3 2 1
36. [LHD] values input from community residents. ] ] ] ] ] []
37. [LHD] values input from organizations like mine. ] ] ] ] ] ]
38. [LHD] is responsive to the priorities of the community. ] ] ] ] ] ]
39. [LHD] communicates openly and honestly with community ] ] ] ] ] []

members and partners.

40. When [LHD] program decisions do not reflect community
input, it is clear why those decisions were made.

[
[
[
[
[
[

41. [LHD] has provided resources to community residents and ] ] ] ] ] []
partners to support their concerns and needs for addressing
health inequities.
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Please indicate how often you find the following statements about PLANNING at [LHD] to be true.
(Check only one box per statement.)

Don’t
Always Sometimes Never Know
42. Organizations like mine are invited to participate in the [LHD] planning ] ] ] ]
processes.
43. Organizations like mine are meaningfully involved in the [LHD] ] ] ] ]
planning processes.
44. |LHD] informs the people and groups it works with about the results ] ] ] ]

of community input into planning,

45. In your experience, what role(s) do leaders from the community in [locale] play in [LHD] program planning and
delivery? (Check all that apply)

[] Provide input in the beginning of the planning process
[] Review program planning documents and give feedback

[] Collect feedback from larger groups of community members and communicate the
feedback to [LHD]

[] Maintain active involvement throughout the planning process as appropriate
[[] Participate in the decision-making of program planning and delivery
[] Other (please describe)

46. In your expetience, what role(s) do other governmental/public agencies in [locale] play in [LHD] program
planning and delivery? (Check all that apply)

[_] Provide input in the beginning of the planning process
[] Review program planning documents and give feedback

[] Collect feedback from larger groups of community members and communicate the

feedback to [LHD]
[] Maintain active involvement throughout the planning process as appropriate
[] Participate in the decision-making of program planning and delivery
[] Other (please describe)

Please indicate the response that most accurately describes the [LHD]. (Check only one box per statement.)

Moving in that Don‘t
Yes Direction No Know
47. |LHD] creates and distributes oral and written materials that are ] ] ] ]
appropriate for the cultural, linguistic, and literacy needs of the
community.
48. [LHD] collects and shares data in a manner that is appropriate for the ] ] ] ]
cultural, linguistic, and literacy needs of the community.
49. [LHD] provides trainings to increase the knowledge and skills of ] ] ] ]

community leaders to address the environmental, social, and economic
conditions that impact health.
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Please indicate the response that most accurately describes the [LHD]. (Check only one box per statement.)

Moving in that

Yes Direction

50. [LHD] plays an active role in developing, maintaining and supporting ] ] ] ]

networks in the community.

51. [LHD] builds the leadership capacity of community members to advocate [ ] ] ] ]
on issues affecting the environmental, social, and economic conditions
that impact health.

52. [LHD] helps community members and community-based organizations ] ] ] ]

assume leadership roles.

53. [LHD] is able to adapt to new communities and changes within the ] ] ] ]
populations living within [locale].

54. |LHD] works with non-health-focused networks in the community to ] ] ] ]
address issues that can impact health.

You are almost done; hang in there!

Because you may have worked with multiple areas of the [LHD], please be as specific as possible in this section.

55. What has been positive about the collaboration between [LHD] and organizations/groups like yours?

56. What has been challenging about the collaboration between [LHD] and organizations/groups like yours?

57. What do you think should change about the way [LHD] collaborates with organizations/groups like yours?

Thank you for your time and feedback!
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Staff Focus Group Protocol

(Prior to participating in a focus group, staff members should be provided with the list of key terms on page 44 in order to be
able to ground the focus group discussion in these shared meanings relevant to health inequities.)

Introduction and Overview

Thanks for coming today to talk with us about various aspects of the [LHD] related to health inequities. We really
appreciate your willingness to give your time. My name is . This is . We are with [organization], a
company that does strategic planning, research and evaluation for nonprofit and public sector organizations. I'm first
going to go over a few details before we start. If you have any questions, feel free to ask them as they come up.

As you know, [LHD] is undergoing an assessment process to determine its ability to successfully reduce health
inequities in our community. Our main purpose today in this group is to learn from you about the elements of the
organizational culture and structure that you find support or interfere with the agency’s ability to address health
inequities. We are also interested in exploring the personal characteristics you think people at [LHD] need in order to
enable the organization to address the environmental, social, and economic conditions that impact health.

* Role of facilitator and note taker. I will be leading the conversation today and my colleague [#ame| will be

taking notes during the conversation. We’ll get into a few guidelines for how you can help us to do our jobs in
just 2 moment.

¢ Confidentiality. Everything you tell us today will be kept strictly confidential. Your answers will not be linked
to your names when we provide information to the leadership here at [LHD]. In our report of these focus
groups, some quotes will be used, but we will never link those quotes to individuals.

Ground Rules for the Group
I'd like to outline a few ground rules for the conversation:

e There are no right or wrong answers. We want to hear what each of you think and feel about your experience
doing the work of the [LHD].

¢ Please speak one at a time—this will help the note taker capture everyone’s thoughts and opinions.

¢ If you agree with what someone says, speak up, rather than nodding your head or gesturing in some other
way. This helps [name] capture agreement in her notes.

¢ We would like to record this session so that your thoughts can be accurately captured. If you have a concern
about this, please say so now.

Please take a minute now to review your handout that gives definitions of health inequities and related terms.
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Do you have any questions before we begin?

1. To start, can everyone go around and share with us your name and what you do here at [LHD]?

2. Today we’re meeting to discuss [LHD]’s capacity to address health inequities. Why do you believe that health
inequities should be an area of concern for your health department?

Transition Statement:
First, let’s talk some about how [LHD] supports staff to be involved in addressing health inequities:

3. What has [LHD] done to help staff at various levels learn about and develop skills to address the environmental,
social, and economic conditions that impact health?

Probes:

a.

Can you describe formal orientation, training, workshops or conferences you have received at [LHD] or
externally at other agencies or associations that [LHD] has sent you to?

Discuss whether [LHD] has a regular discussion or work group addressing health inequities and what role
you and other staff have played in it.

4. How well-equipped are you and other staff to address the environmental, social, and economic conditions that
impact health?

Probes:

a.

What are some key skills and characteristics needed in staff and [LHD] to address the environmental,
social, and economic conditions that impact health?

(If not mentioned) Some of the skills that have been identified are in relation to community organizing,
developing strategic partnerships, developing and advocating for public policies to address the
environmental, social, and economic conditions that impact health, compiling and sharing data,
evaluation, assessment, etc.

(If not mentioned) Some of the characteristics identified as important for addressing health inequities are
listening, humility, creativity, the ability to be a team player and understands power dynamics, etc.

Can you share whether and how you’ve seen these skills in action? Maybe you have examples of how you
have demonstrated these qualities, or you’ve seen them in co-workers.

Do you think most people really understand what the environmental, social, and economic conditions
that impact health are? Give more detail.

What other training and help from [LLHD] do you think is needed for staff to be more effective in
addressing the environmental, social, and economic conditions that impact health?

What more could be done in your work to address the environmental, social, and economic conditions
that impact health if you had the support of [LHD]?

How well did [LHD] training and discussions help you in the work you and other staff do to address the
environmental, social, and economic conditions that impact health? How has your work been impacted as
a result?

5. How do you feel about the work [LHD] and you do to address the environmental, social, and economic conditions
that impact health?

Probes:

a.

How important do you feel this work is? What priority does it take over other work [LHD] does?

b. How do you think other staff feel about the importance of this work?
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6. When you or other staff have ideas about improving the [LHD]’s mission and work, what processes are in place to
bring them to the attention of decision-makers?

Probes:
a. Give an example of how, when and how often [LHD] includes staff input and feedback on planning
activities.

7. How welcoming and supportive is [LHD] to new ideas and programs to address root causes of health inequities?

Probes:
a. Give an example of LHD’s response to a new idea.

b. Can you describe the attitude that [LHD] and the leadership have toward trying new things?
How does [LHD], leadership and staff cope with projects that fail?
d. How does LHD and leadership handle differences in opinion?

e. How do the reactions and attitudes of leadership staff members impact staff performance?

Transition statement:
Let’s move to talking about some of the work that [LHD] is doing around health inequities:

8. Can you describe any [LHD] work toward addressing the environmental, social, and economic conditions that
impact health that has been successful?

Probes:
a. What challenges, barriers and strengths and resources led to success? How has the work addressing the
environmental, social, and economic conditions that impact health been enriched by that experience?

9. Can you describe any [LHD] work toward addressing the environmental, social, and economic conditions that
impact health that has failed?

Probes:
a.  What challenges, barriers and strengths and resources led to failure? How has the work addressing the
environmental, social, and economic conditions that impact health been enriched by that experience?

Transition Statement:
Now let’s talk about how [LHD] culture is in relation to issues of diversity:
10. Can you describe the diversity in [LHD]? Be sure to include all levels of staff.

Probes:
a. By diversity, we generally mean people of different genders, religious, national, cultural, ethnic and racial
backgrounds. In [locale], what might be other groups that should be considered?

b. Does [LHD] staff and decision makers reflect the diversity of the people in [locale],? Can you describe
how this is so?

c.  Describe how [LHD]’s recruitment, hiring and promotion practices promote or discourage diversity.
11. Are there serious internal discussions of the impact of racism, classism, sexism and other “isms” on health
inequities at [LHD]?

Probes:
a. Describe the comfort level of staff with these discussions.

b. If these types of discussions have not occurred, why is that?
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Transition Statement:
Lastly, let’s talk some about [LHD]’s work with the community:

12. Describe how [LHD] works with community residents, community organizations and groups in addressing the

environmental, social, and economic conditions that impact health.

Probes:

a.

g

In what ways do you build on community strengths in your work with the community? (For probes, keep
in mind that asset-based approaches include considering the strengths of individuals, associations and institutions in the
community, and adding resources and support where needed to bolster these strengths.)

What type of community organizations does [LHD] work with? What do they do?

What role does the community play in addressing the environmental, social, and economic conditions that
impact health?

How valuable are these roles in the work to address the environmental, social, and economic conditions
that impact health?

In what other ways do you think that community residents, organizations and groups should be involved
in this work?

Has [LHD] provided resources and training to build the capacity of these partners to do this work? Please
describe what has been done and whether it had a positive impact on community residents, organizations
and groups’ performance in addressing the environmental, social, and economic conditions that impact
health.

What is challenging about working with community residents, organizations and groups?

Transition Statement:
As we’re wrapping up our discussion, let’s hear any remaining ideas you may have about [LHD]’s work to address

health inequities:

13. Given your knowledge of current and future program areas, do you have any suggestions for [LHD] to improve

and expand its work toward addressing the environmental, social, and economic conditions that impact health?

14. What more can [LHD] do to improve its ability to address the environmental, social, and economic conditions
that impact health?

Thank you so much for your time today.
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Management Interview Protocol

(Interviewer: Prior to each scheduled interview, interviewees should be provided with the list of key terms [can be found on
page 44 as well as the interview questions in order to give them time to reflect on questions and find answers.)

Thank you so much for taking the time to speak with me today. As you know, these interviews are part of an
organizational Self-Assessment that [LHD] is undertaking to assess its capacity to address the environmental, social,
and economic conditions that impact health in [locale]. The interviews will help us get a more complete, in-depth
sense of [LHD]’s strengths and areas for improvement related to addressing health inequities.

Before we get started, I want to assure your confidentiality in this process. I will be reporting feedback only as overall
themes and insights that emerged from all our interviews. Nothing you say in this interview will be attributed to you
personally, and nothing you tell us would be used against any person or program. The purpose of the assessment is to
help [LHD] define areas of particular strength, identify where to focus on building capacity and provide benchmarks
for future assessments. So, I hope you will feel free to be honest and candid in this conversation. The interview
should take about 60 minutes. Do you have any questions for me before we begin?

First, please tell me a little about yourself.

1. How long have you been in your current position?

Years and Months

2. How long have you been at [LHD name]?
Years and Months

3. How long have you been working in the public health field?

Years and Months

(Give a copy of the vision, mission, values and/or statement of principles to interviewee.)

Transition Statement:

We’re going to begin by talking about the overarching guiding principles and planning processes for the department.
This includes things like the mission, vision, and values statements, strategic planning, succession planning, and
program planning,

Mission, Vision, and Values
(Read aloud the agency’s mission statement, vision and values. If they already do include health inequities, then focus the
questions/probes on how it was entered in discussion.)

4. Based on [LHD]’s vision, mission and values statements, do you think there is a commitment to address health
inequities? How is this commitment demonstrated?
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Goals, Strategies and Benchmarks / Strategic and Succession Plans /Accessible Data and
Informed Planning

5. Does [LHD] engage in department-wide strategic planning?

a.

b.

If so, on what schedule?
Who is involved in the process?
(If not mentioned in previous answer) Are staff at all levels involved in the process?

(If not mentioned in previous answer) Are community representatives formally involved in planning?
(Probe: What segments of the community are involved? (CBOs, residents, etc.) How are they involved?)

(If a strategic plan is in place) Does the strategic plan discuss health inequities explicitly? Are there specific
strategies and objectives for addressing health inequities? What are those?

(If not mentioned in previous answer) Are there specific strategies and objectives for addressing the social,
economic, and environmental conditions that influence health—areas that public health hasn’t been
traditionally involved in such as public education, land-use, and economic development? Can you describe
those strategies?

6. Do individual programs or units do their own strategic planning? (Interviewee may only be able to comment on her/his own
program or unit. If so, rephrase questions to reflect this change)

a.

b.

£

If so, on what schedule?
Who is involved in the process?
(If not mentioned in previous answer) Are staff at all levels in the program or unit involved in the process?

(If not mentioned in previous answer) Are community representatives formally involved in the program or unit
planning? (Probe: What segments of the community are involved? (CBOs, residents, etc.) How are they
involved?)

(If a strategic plan is in place) Does the strategic plan discuss health inequities explicitly? Are there specific
strategies and objectives for addressing health inequities? What are those?

(If not mentioned in previous answer) Are there specific strategies and objectives for addressing the social,
economic, and environmental conditions that influence health—areas that public health hasn’t been
traditionally involved in such as public education, land-use, and economic development? Can you describe
those strategies?

7. How does [LHD] manage community input into planning processes?

]

i

How does the department get community input?

Who from the community is asked for input?

At what point(s) in planning processes does the department seek community input?
What impact on the final planning products does it have?

Do community leaders have opportunities to give feedback on, or influence changes to existing programs
and planning?

How is community input communicated to [LHD] staff?

How does [LHD] communicate back to the community how their input was used?
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8.

10.

11.

Does [LHD] conduct assessments on the conditions that influence health (such as housing, education, economic
opportunity, or parks and recreation opportunities)?

If so, on what schedule?
b. Who is involved in the process?

c. Is the assessment conducted internally or externally (through a third-party evaluator/consultant)?
(Probe: How do you decide which data you can use for planning purposes? How do you decide on the
appropriate uses and limitations of data for planning purposes?)

d. Does [LHD] link data on these social, economic, and environmental conditions to health outcomes or use
these data to make the case for their importance in public health?

e. Does [LHD] collect specific data on health inequities in the populations its serves?

f.  How is this data shared with the community? How do you assure that the data-sharing is appropriate for
the cultural, linguistic and literacy needs of the community?

. Is there a process for regularly assessing [LHD]’s strengths and areas for improvement in its work to address

health inequities (such as a SWO'T [Strengths, Weaknesses, Opportunities & Threats] analysis, organizational
assessment, or strategic planning process)?

a. If so, on what schedule?
b. Who is involved in the process?
c. Is the assessment conducted internally or externally, such as by a third-party evaluator or other consultant?

Does [LHD] regularly evaluate or reflect on its capacity, commitment and efforts to address health inequities? Is
there a formal process for evaluation and reflection? Please describe the process.

Does [LHD] have a written succession plan for its leadership?

a. If so, are commitment to addressing health inequities and cross-departmental collaboration explicit parts
of the succession plan?

b. Does the succession plan include strategies and benchmarks for ensuring/promoting diversity in [LHD]
leadership?

c. How is the succession plan shared? How is it implemented?

Transition Statement:

Now, I’d like to ask you some questions about the organizational culture of [LHD].

Cultivating Organizational Culture of Learning/Professional Development

12.

13.

80

Would you say [LHD] has a culture that encourages learning, growth, and change?

a.  (Probe: How are staff encouraged to challenge assumptions and the status quo? How does [LHD] give
positive incentives for feedback? Are there repercussions if staff make a mistake, etc.?)

b.  What types of risk-taking does [LHD] successfully encourage? (i.e. hiring people without traditional
qualifications, advocating for public policies that address the determinants of health, etc.)?

c. Are there any other examples of how it does/does not foster a learning culture?

a.  Would you say the attitudes and expectations within [LHD] encourage diversity (Probe: Consider multiple
types of diversity such as class/class identity, gender, etc.). How is this evident?

b.  What types of diversity does [LHD] successfully encourage?

c.  What could [LHD] do to change the attitudes and expectations it conveys to encourage other types

of diversity?
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14. a. Does [LHD] intentionally recruit employees with class or racial/ethnic backgrounds reflective of the
communities it serves?

b. Do managers receive training in managing a diverse workforce?
Do human resources staff receive training relevant it hiring diverse staff?
d. How are staff members who reflect the community supported to gain the qualifications necessary to

advance in [LHD]?

15. Does [LHD] provide opportunities for staff feedback about strategies and efforts to address health inequities? In
what ways is staff input encouraged or supported?

a.  (Non-senior leadership)
* How is the feedback used?

 Can you give an example of a time you have given feedback? What was the result of the feedback you
gave? How were the results communicated back to you?

b.  (Senior leadership)
¢ How is the feedback used?

* Can you give me an example of what happened when a lower level staff member submitted an idea
in the past? (Ask as a theoretical if it hasn’t happened in the past.) What happens to that idea? Who else is it
communicated to? How is it considered? What was the result? How was that result communicated back
to the person who gave that input?

Value cultural and linguistic diversity

16. How do you include the strengths and assets of people from diverse cultural and class backgrounds in the
programs and initiatives undertaken by the department?

a. Can you describe some specific examples where this has happened?

* (Probe:) In what ways do you validate or include these strengths? How are resources directed to build on
those strengths?)

* (If answer only refers to this in terms of program planning and service delivery, Probe:) How is this integrated into
department-wide strategic planning and initiatives?

Transition Statement:
These next few questions are about decision-making at [LHD].

Participatory and Transparent Decision-making Process

17. How are staff from multiple levels of the department involved in making major decisions? (Probe: Please think
about different types of decisions: strategic, programmatic, structural, etc. In what ways are staff involved in
decision-making?)

18. Can you share some ways that this multi-level involvement from staff has enhanced the department’s ability to
address health inequities?

19. a. Do you think [LHD]’s values are consciously brought into decision-making processes? Can you give an
example?

b. When this happens—when the [LHD]’s values are intentionally applied to decisions—what is the impact
on work addressing health inequities?
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Transition Statement:
Now we’re going to move on to questions about how [LHD] works with communities to address health inequities.

Community Capacity Building

20.

21.

22.

Does [LHD] have strategies to help community members and CBOs assume leadership roles, advocate for public
health concerns, and influence the local health department? (Probes: What strategies does [LHD] use to build the
capacity of community members and CBOs? What does community leadership look like? How has this led to
community-driven advocacy? What has changed as a result?)

Has [LHD] established alliances with community groups that are working to improve conditions that influence
health status such as housing, economic development, or living wages? (Probe: Please describe [LHD]’s alliances
with formal and informal community groups. Regarding whatever is mentioned: What is the desired impact of this
work on health inequities?)

What strategies does [LHD] have to increase community awareness about health inequities and their root causes
in [locale]?

Streamlined Administrative Processes and Funding

23.

24,

25.

a. How does [LHD] provide administrative and logistical support for involving community members in
decision-making and planning? This includes the arrangements for community meetings in terms of
locations, hours, childcare, physical environment, etc.

b. What barriers make it difficult for community members to participate in [LHD] decisions? What can
[LHD] do to address these?

c. How does [LHD] arrange meetings so they are welcoming and familiar to community members (i.e.
providing food, ensuring that the times and venues of the meetings are community-friendly, etc.)?

a. Does [LHD] have flexible processes for acquiring funds and services to work with community members
(including stipends and sub-contracts)? Please give an example [of this flexibility i/ “yes,” or of when
this would have been helpful 7 “#0.”] What are the challenges in using [LHD] funds in working with
community members?

b. How does [LHD] use categorical, grant, and other funding to support work to address health inequities?
(Probe: What strategies and practices have been used to maximize available funds to conduct and support
this work?)

Does [LHD] seek feedback from community members about the barriers and facilitators of community
participation? How? Can you give me an example of how [LHD] has responded to such feedback?

Staff knowledge of community issues and resources

20.

27.
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How do you stay aware of community issues as well as community resources and strengths? If interviewee supervises
staff who work with community, also ask: How do you ensure that your staff stays aware of community issues as well
as community resources and strengths?

In what ways do you build on community strengths in your work with the community? (For probes: Keep in mind
that asset-based approaches include considering the strengths of individuals, associations and institutions in the
community, and adding resources and support where needed to bolster these strengths.) If interviewee supervises staff
who work with community, also ask: How do you ensure that your staff build on community strenths in their work?
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Finally, I have some questions about workforce development.

Workforce development

28. What steps has [LHD] taken to cultivate a public health workforce that is prepared to address health inequities?
Probes:

(Efforts to inform, train and educate all current staff on new skills needed to address underlying conditions of health inequities
will be addressed in the following question.)

Partnering with advocates to increase agency capacity to address the environmental, social, and economic
conditions that impact health?

Pipeline programs to increase diversity of potential [LHD] workforce?

Partnering with local universities and schools of public health?

Influencing curricula?

Hosting internships/field placements/student research related to health inequities?
Efforts to recruit from community?

Efforts to provide mentorship and support professional development to give people with non-traditional
qualification the knowledge and skills to be promoted at a management level (i.e. coaching, paid classes
and training)?

Efforts to change promotional practices to increase diversity of [LHD] workforce at all levels?

Other?

29. Does [LHD] provide support such as training and/or coaching, continuing education/conferences for staff to

learn about health inequities and addressing the social determinants of health?

What are some of the topics covered?

How does [LHD] relay its commitment to addressing health inequities to new employees?
(Probe:) Is this covered in a formal orientation?

Does [LHD] implement in-house trainings?
Are these trainings required?

What segments/levels of staff are involved?

Those are all my questions. Do you have anything else to add about [LHD]’s capacity to address health inequities?

Thank you for your time.
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Human Resource Worksheet

1. Please fill in the demographic breakdown for the six largest racial and ethnic groups in the community [LHD]
serves. Please be as specific as possible (i.e., “Vietnamese” or “Hmong” instead of simply “Asian”).

For excample, African Americans may represent 25% of the population served by ILHD, but account for only 10% of staff overall and
only 5% of senior leadership.

Racial/Ethnic Racial/Ethnic Racial/Ethnic Racial/Ethnic Racial/Ethnic Racial/Ethnic

Group 1: Group 2: Group 3: Group 4: Group 5: Group 6:

Racial/Ethnic Group:

Percentage of Area Served
by LHD (e.g., County):

Percentage of LHD’s
overall staff:

Percentage of LHD’s
senior leadership:

Percentage of LHD’s
management/ professional staff:

Percentage of LHD’s
line/para-professional staff:

Percentage of LHD’s
administrative/clerical staff:

2. As you review the Human Resources Data System, does LHD staff reflect the communities served? If so, at what
levels in the organization?

Please list any observations:
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Identifying Public Health Competencies for Eliminating Health Inequities

What are the characteristics of a local health department that can effectively address health inequities?

Institutional Commitment
to Address Health
Inequities

Hiring to Address Health
Inequities

Structure that Supports
True Community
Partnerships

Support Staff to Address
Health Inequities

Transparent & Inclusive

Communication
(community, staff,
partners, etc.)

integrate public health
and health equity into
workforce and program
development

decision making is
inclusive

institutional commitment
to primary prevention

institutional commitment
to addressing health
inequities

clear vision, goals and
benchmarks

succession plan provides
for continuity of vision
and promotes new
leadership

strategic plan and
mission statement
address health inequities

institutional practices
reflect stated
commitment to address
health inequities

Institutional Support for

Innovation

e supports innovation
(thinking outside box)

e time for reflective
thought

e time to plan

® Human Resources
operations develop
and promote job
specifications and
qualifications that
reflect the skills and
characteristics desired to
address health equity

e Human Resources
operations’ incorporate
social justice principles,
seek diversity, reflect
the populations served,
expand language
capacity, build the
workforce’s capacity to
address health inequities

® Human Resources
operations’ provide
living wages, schedule
flexibility and continuing
education

diversity at all levels of
organization

Creative Use of
Categorical Funds

categorical and other
funding sources are
creatively braided or
interwoven to provide
a continuum and are
sustained over time

non silo-ed ongoing/
stable funding

community partnerships
are welcome and
supported

structured to act

collaborates with

other agencies and
stakeholders to amplify
health equity

addresses the needs of
community residents
such as child care,
refreshments, etc.,

to promote their
participation

Community Accessible
Data & Planning

e data and needs
assessments are
accessible to community

* integrated data are used
for planning

* mentors staff

e strongly supports
professional growth

e consistent supervision to
reinforce practice

e required training for all
new permanent staff

Streamlined
Administrative Process

e administrative processes
are flexible and promote
ease of use

transparent
communication

communication is multi-
directional

solicits and uses
community input

decision making is shared
with community partners
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What are the skills and abilities needed by local health department staff
to effectively address health inequities?

Personal
Attributes

Knowledge of Public
Health Framework

Understand the Social,
Environmental and
Structural Determinants
of Health

Community
Knowledge

Leadership

life-long learner

self-reflective

reflects the diversity of
the population that is
served

passionate

creative and innovative

perseverant

active listener

Collaboration

Skills

employs good
interpersonal skills

“team” player

shares power

trusts partners

e communicates well
across disciplines

prepares program plans

understands / uses data
in a systematic approach

takes a systems approach

understands PH core
functions and services

conducts evaluation
conducts assessments

develops, analyzes and
advocates for policies

organizes community

Community
Organizing

inspires community
involvement and
ownership

inspires and builds trust

develops & promotes
community leadership

develops & promotes
community networks

values/elicits input
and feedback from
community

e understands and applies
social justice principles

understands underlying
causes of health
inequities

understands connection
between race, class,
gender and health

Problem Solving
Ability

e uses negotiation and
conflict resolution
e willing to take risks

e |earns from failure

builds on strengths and
assets of self and the
community

works well and is
comfortable with
diversity

comfortable working in
communities

knowledgeable about
community issues &
resources

understands current
immigration patterns and
issues

Cultural Competency
Humility

respects cultures and
demonstrates cultural
humility

appreciates that diverse
perspectives and roles
are necessary to promote
public health issues

communicates effectively
across cultures

interprets data effectively
across cultures

works well within

the LHD and in the
community and serves as
liaison between the two

engages, mobilizes,
coaches and mentors
others

understands and
navigates power
dynamics

“politically astute”:

is committed to
understanding diverse
interest groups and
power bases including
but not limited to City
and County officials,
State and Federal policy
makers, leaders within
organizations and the
wider community, and
the dynamic between
them, so as to lead
the organization more
effectively.
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The following document demonstrates the process by which the original matrix developed into assessment tools.

It can assist in determining instruments and questions to include in your LHD’s assessment process. Review the
Domain and Element columns to prioritize those that your LHD wishes to assess. The table illustrates the question

numbers from each of the instruments that correspond to a given element. Elements and questions considered to be
the most pivotal have been bolded. It is recommended that these elements and/or questions minimally be included

in your assessment.

Matrix Element

Major Domain

Integrate public health purpose and
health equity into workforce and
program development

Instrument

Staff Survey

Question Number

16; 23; 26-35; 100

Staff Focus Group Protocol 3;5
Management Interview Protocol 6e-f; 28-29
Internal Document Review Guidelines 3

Decision making is inclusive

Staff Survey

21-22; 24, 40-41

Management Interview Protocol

5b, ¢, d; 6b, ¢, d; 7; 15; 17;
18

Institutional commitment to primary
prevention

Staff Survey

18

Management Interview Protocol

5f: 6f; 8d

Institutional commitment and
practices address health inequities

Staff Survey

11-12; 13-14; 15-16; 17,
18-20

Staff Focus Group Protocol

8;9

Collaborating Partner Survey

26-27

Management Interview Protocol

4; 5e, f; 6e, f; 9; 10

Clear vision, goals and benchmarks

Staff Survey

11, 81-82

Management Interview Protocol

4, 5e, f; 6e, f; 9-10

Internal Document Review Guidelines ~ 1-2
Succession plan provides for continuity of ~ Management Interview Protocol 1
vision and promotes new leadership
Strategic plan addresses health Staff Survey 19; 21
inequities Management Interview Protocol Se, f; 6e, f
Internal Document Review Guidelines 2
Mission statement addresses health Staff Survey 12
inequities Management Interview Protocol 4
Internal Document Review Guidelines 1
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Major Domain Matrix Element Instrument Question Number

HR develops and promotes job Staff Survey 121-122; 124-125
specifications and qualifications that .
reflect skills and characteristics needed e [T ety i s
to address health inequities Internal Document Review Guidelines  14; 16a
HR policies incorporate social justice Staff Survey 115-116; 117-118;
principles, seek diversity, reflect the 119-121; 124125
lati d, dl .
popu'a |ons.serve expa'n ang'uage Management Interview Protocol 14; 16; 17
capacity, build workforce’s capacity to
address health inequities Internal Document Review Guidelines ~ 14b, d; 15; 16¢, d, f, h; 17a,
b, c d
HR operations provide living wages, Staff Survey 90
flexible scheduling and continuin .
. 9 9 Management Interview Protocol 28; 29
education
Internal Document Review Guidelines  13; 17b
Diversity at all levels of organization Staff Survey 114-115; 116-117;
119-120; 125
Staff Focus Group Protocol 10
Management Interview Protocol 13; 14
Internal Document Review Guidelines ~ 17; Human Resources
Worksheet
Community partnerships are welcome  Staff Survey 22, 76-77, 78; 79-80; 87
and supported
HPP Collaborating Partner Survey 41; 42-43; 50
Management Interview Protocol 20-21; 23-25
Structured to act Staff Survey 75-76
Staff Focus Group Protocol 8:9
Management Interview Protocol 23-25

Internal Document Review Guidelines  3; 5

Collaborates with other agencies and Staff Survey 47-59; 71
stakeholders to amplify health equit
Pty quity Staff Focus Group Protocol 4a; 12

Collaborating Partner Survey 11-24; 54
Management Interview Protocol 21

Addresses the needs of community Staff Survey 77, 80

residents (child care, food, meetin .

! (chi © ng Collaborating Partner Survey 33-35; 41

space, refreshments, etc.) to promote

their participation Management Interview Protocol 23

Internal Document Review Guidelines 13
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Major Domain

Matrix Element

Mentor staff

Instrument Question Number
Staff Survey 91; 98

Staff Focus Group Protocol 4d

Management Interview Protocol 28

Strong support for professional growth

Staff Survey

45, 89; 91-92; 93; 96; 101

Staff Focus Group Protocol

3

Management Interview Protocol 14d; 28-29
Internal Document Review Guidelines ~ 3; 10; 17d
Consistent supervision to reinforce Staff Survey 91; 98; 99
practice Management Interview Protocol 27
Required training for all permanent Staff Survey 88-89
staff Staff Focus Group Protocol 3;4d, f
Management Interview Protocol 29
Internal Document Review Guidelines  3; 10
Transparent communication Staff Survey 42-43; 69; 79
Management Interview Protocol 79; 15

Communication is multi-directional

Staff Survey

21; 24-25; 36-37; 38;
40-41; 44

Staff Focus Group Protocol 6
Collaborating Partner Survey 39; 40; 42-44
Management Interview Protocol 5,6;7;15; 17

Solicits and uses community input Staff Survey 21-22; 25;79
Staff Focus Group Protocol 6,12

Collaborating Partner Survey

36-37; 42-43; 44-45; 46

Management Interview Protocol 5,6;7, 23,25

Decision making is shared with Staff Survey 21-22; 66

community partners Staff Focus Group Protocol 12
Collaborating Partner Survey 43; 45
Management Interview Protocol 7d

Support for innovation (think outside  Staff Survey 46

the box) Staff Focus Group Protocol 7
Management Interview Protocol 12

Time for reflective thought Staff Survey 99-100
Management Interview Protocol 10

Time to plan Staff Survey 99-100

Creative use of categorical funding Management Interview Protocol 24
Internal Document Review Guidelines 6

Non-siloed ongoing/stable funding Management Interview Protocol 24
Internal Document Review Guidelines 7

Ye]

2
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Matrix Element

Instrument

Question Number

Major Domain

Community Accessible Data Staff Survey 85
Collaborating Partner Survey 48
Management Interview Protocol 8f
Internal Document Review Guidelines 11
Administrative processes are flexible and Staff Survey 77, 80
promote ease of use Management Interview Protocol 23-29
Wants to continuously learn Staff Survey 101; 106
Management Interview Protocol 9-10
Ability to self reflect Staff Survey 104; 106
Management Interview Protocol 10
Reflects the diversity of the Staff Focus Group Protocol 10b
population that is served Management Interview Protocol 14

Internal Document Review Guidelines

17, Human Resources

Worksheet
Passionate Staff Focus Group Protocol 5
Humble, perseverant, listening skills Staff Focus Group Protocol 4a
Creative and innovative Staff Focus Group Protocol 4a
Management Interview Protocol 12
Prepares program plans Staff Survey 30; 89
Management Interview Protocol 6
Understands and uses data Staff Survey 8; 26; 89
(Data for program planning) Management Interview Protocol 8
Internal Document Review Guidelines ~ 12b
Takes a systems approach Staff Survey 36; 47-59
Staff Focus Group Protocol 4a
Understands PH Core Functions and Staff Survey 23; 26-35
f:s::c:;aels:;]r;l;:;Iat:(:r:::uai‘:::st them Staff Focus Group Protocol 4a
Evaluation skills Collaborating Partner Survey 49-52; 54
Assessment : -
Policy Internal Document Review Guidelines 4
Advocacy

Community Organizing

Understands and applies social justice
principles

Staff Survey

9; 102-103; 110-113

Staff Focus Group Protocol 2; 11
Understands underlying causes of Staff Survey 9
health inequities Staff Focus Group Protocol 2,1

Collaborating Partner Survey 7

Internal Document Review Guidelines 3
Understands connection between Staff Survey 110-113; 123
race, class, gender and health Staff Focus Group Protocol 2; 1
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Major Domain

Matrix Element Instrument Question Number
Builds on strengths and assets of self  Staff Survey 64; 68; 78
and the community Staff Focus Group Protocol 12
Collaborating Partner Survey 30
Management Interview Protocol 16; 27-28
Internal Document Review Guidelines  12a
Works well and is comfortable with Staff Survey 107
diversity Management Interview Protocol 14
Internal Document Review Guidelines ~ 8; 9; 10
Comfortable working in communities Staff Survey 60
Staff Focus Group Protocol 12
Knowledgeable about community Staff Survey 62-65
issues and resources Staff Focus Group Protocol 12
Collaborating Partner Survey 28-30
Management Interview Protocol 26-27
Internal Document Review Guidelines 12
Understands current immigration Staff Survey 65; 86
patterns and issues Internal Document Review Guidelines 12
Works well within the LHD and in Staff Survey 60; 66-68; 69
;';:vi:r:’:ntl:‘:ittzvind serves as liaison Collaborating Partner Survey 31
Can engage, mobilize, coach and Staff Survey 28-29; 98
mentor others Staff Focus Group Protocol 4a, b
Understands and navigates power Staff Survey 69
dynamics Staff Focus Group Protocol 4a, b
Politically astute Staff Survey 69
Staff Focus Group Protocol 4a, b
Good interpersonal skills Staff Survey 107
Staff Focus Group Protocol 4a, b
Team player Staff Survey 37,73
Staff Focus Group Protocol 4a, b
Collaborating Partner Survey 32; 39-40
Knows how to share power Staff Survey 68
Staff Focus Group Protocol 4a, b
Collaborating Partner Survey 41; 45
Trusts in partners Staff Survey 60; 73
Cross disciplinary communication skills  Staff Survey 37
Collaborating Partner Survey 39
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Major Domain

Matrix Element Instrument Question Number

Ability to inspire community Staff Survey 28-29; 78-79

involvement/ownership Staff Focus Group Protocol 4a, b; 12
Collaborating Partner Survey 50-51
Management Interview Protocol 20

Ability to build trust Staff Survey 60; 73
Staff Focus Group Protocol 4a, b
Collaborating Partner Survey 32

Ability to develop and promote Staff Survey 78; 87

leadership of community Staff Focus Group Protocol 4a, b; 12
Collaborating Partner Survey 49; 51-52
Management Interview Protocol 20

Ability to develop and promote
community networks

Staff Survey

47-59; 75-76; 83

Staff Focus Group Protocol 4a, b; 12
Collaborating Partner Survey 50
Management Interview Protocol 21

Negotiation and conflict resolution Staff Survey 69

skills

Willing to take risks Staff Focus Group Protocol 7
Management Interview Protocol 11

Able to learn from failures Staff Focus Group Protocol 9

Cultural respect and humility

Staff Survey

104-107; 110-111

Management Interview Protocol

16

Internal Document Review Guidelines ~ 8-10
Appreciates that diverse perspectives  Staff Survey 106; 123
::‘;I:‘:I:::::: necessary to promote Staff Focus Group Protocol 1
Management Interview Protocol 14; 16; 17
Internal Document Review Guidelines  8-10; 17
Effective cross cultural communication  Staff Survey 84,107
Collaborating Partner Survey 47
Internal Document Review Guidelines ~ 8-11
Interprets data to diverse audiences Staff Survey 84
Collaborating Partner Survey 47, 48
Internal Document Review Guidelines 11
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Staff Survey

This is a sample email sent to all internal staff of the LHD to ask for their participation in the Staff Survey. This sample email
can be used if the Staff Survey is to be conducted using a unique-link protocol.

Subject line: Online Staff Survey: Assessing [LHD Name]’s Capacity to Address Health Inequities

Dear [LHD Name] staff,

As you know, [LHD Name] is engaging in an organizational Self-Assessment to determine its capacity
to address the root causes of health inequities. An important part of this process is an agency-wide
survey of all staff members. These surveys are completely confidential; none of your responses will
be linked to you individually.

Please click here to enter the survey, or enter this link into your browser:
[Survey link]
*Please complete the survey by 5 pm on [Day, Date].*

If you would like to return to your survey to finish at a later time or change any responses, you

can do so at any time within the survey period by following the original survey link from *YOUR
OWN EMAIL ACCOUNT.* Each staff member has their own unique link to the survey, so
it is important that you do not forward your survey link to others or use a co-worker’s link
to access the survey. Your responses will be saved each time you click the “next” button on each
survey page, so if you need to leave the survey before you complete it, just hit “next” at the bottom
of the last page completed and close the browser. You will be taken automatically to the page where
you left off when you come back to the survey.

Thank you very much for taking the time to complete this survey. Your perspective on this
important topic is valuable and appreciated! Prizes will be given out for high completion
rates: [include incentive details].

If you have any questions at any time, you may ask any member of the implementation group:
[names of staff members].

If you have any trouble accessing the survey or have any other questions, please contact [name of
survey administrator] at [email] or by phone at [number].
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Lhis is a sample email sent to all internal staff of the ILHD to ask for their participation in the Staff Survey. 1his sample can

be used if the Staff Survey is to be conducted using a general-link protocol.

Subject line: Online Staff Survey: Assessing [LHD Name|’s Capacity to Address Health Inequities

Dear [LHD Name] staff,

As you know, [LHD Name] is engaging in an organizational Self-Assessment to determine its capacity
to address the root causes of health inequities. An important part of this process is an agency-wide
survey of all staff members. These surveys are completely confidential; none of your responses will
be linked to you individually.

Please click here to enter the survey, or enter this link into your browser:
[Survey link]
*Please complete the survey by 5 pm on [Day, Date].*

The survey should take 30—45 minutes to complete. It is important that you complete the survey in
one sitting, If you leave the survey before completing it, you will need to start the survey again from

the beginning,

Thank you very much for taking the time to complete this survey. Your perspective on this
important topic is valuable and appreciated! Prizes will be given out for high completion
rates: [include incentive details].

If you have any questions at any time, you may ask any member of the implementation team:
[names of staff members].

If you have any trouble accessing the survey or have any other questions, please contact [name of
survey administrator| at [email] or by phone at [number].
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Collaborating Partner Survey

This is a sample letter to alert community partners to the Self-Assessment process the LHD is undertaking, and to the upcoming
survey they will be asked to participate in. 1t should be signed by the public health official or lead executive at 1.HD or, if that is
not feasible, it can be signed by other members of senior management/leadership staff.

Subject line: [LHD] Survey

Greetings! You are receiving this email because you are someone who works with [LHD name].
[LHD] is currently working on assessing our capacity to address health inequities/disparities and the
social determinants of health, such as income and education. As a representative of a community
group, community-based organization or public agency serving the [local place name] community,
we would very much like to get your perspective on how well-prepared you believe we are to address
health inequities in our community.

In the next few days, we will be contacting you with information on completing an on-line survey
about the [LHD]. The answers will be completely confidential. We know you are very busy and
appreciate you taking time to complete the survey to help us do a better job of reducing health
inequities in [local place name] and helping EVERYONE live long, healthy lives.

If you have any questions, please feel free to contact anyone you work with at the health department
or [designate point person from the implementation team].

Thanks again for your help.

Sincerely,

[Name], Lead Executive/Public Health Official

Signatories can include other leadership staff
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his is a sample invitation to take the online Collaborating Partner Survey that should be used if the survey is to be conducted
using a unique-link protocol.

Subject line: [LHD name] Survey

Dear [firstname],

As you have been informed in a recent email from [Lead Executive/Public Health Official], [LHD] is
currently working on assessing its capacity to address health inequities/disparities and the social
determinants of health such as income and education and is asking for your participation in the
form of a brief survey. The goal of the Collaborating Partner Survey is to gather perspectives from
a broad range of community groups, community-based organizations and other public agencies that
may partner with [LHD] on public health approaches, strategies and activities that help address health
inequities.

Let me assure you that your name and organization will never be linked to your responses, and
your participation has no impact on your current or future work with [LHD]. The analysis of
survey results will be conducted by a contractor/staff member with no direct influence into any
contract/agreement between [LHD] and your organization.

*Please complete the survey by 5 pm on [Day, Date].*

Please complete this questionnaire at your earliest convenience by following this link:
[Survey link]

The survey should take you no more than 15 minutes.

If you would like to return to your survey to finish at a later time or change any responses, you

can do so at any time within the survey period by following the original survey link from *YOUR
OWN EMAIL ACCOUNT.* Each participant has their own unique link to the survey, so it

is important that you do not forward your survey link to others or use anyone else’s link to
access the survey. Your responses will be saved each time you click the “next” button on each
survey page, so if you need to leave the survey before you complete it, just hit “next” at the bottom
of the last page completed and close the browser. You will be taken automatically to the page where
you left off when you come back to the survey.

Thank you very much for taking the time to complete this survey. Your perspective on this
important topic is valuable and appreciated!

If you have any questions or concerns, please do not hesitate to contact me at [phone number]| or
[email address].

Thank you again for your participation.

Sincerely,

[Name]
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Lhis is a sample invitation to take the online Collaborating Partner Survey if the survey is to be conducted using a general-link
survey protocol.

Subject line: [LHD name] Survey

Dear [firstname],

As you have been informed in a recent email from [Lead Executive/Public Health Official], [LHD] is
currently working on assessing its capacity to address health inequities/disparities and the social
determinants of health such as income and education and is asking for your participation in the
form of a brief survey. The goal of the Collaborating Partner Survey is to gather perspectives from
a broad range of community groups, community-based organizations and other public agencies that
may partner with [LHD] on public health approaches, strategies and activities that help address health
inequities.

Let me assure you that your name and organization will never be linked to your responses, and your
participation has no impact on your current or future work with [LHD]. The analysis of survey
results will be conducted by a contractor/staff member with no direct influence into any contract/
agreement between [LHD] and your organization.

*Please complete the survey by 5 pm on [Day, Date].*

Please complete this questionnaire at your earliest convenience by following this link:
[Survey link]

The survey should take you no more than 15 minutes.

Thank you very much for taking the time to complete this survey. Your perspective on this
important topic is valuable and appreciated!

If you have any questions or concerns, please do not hesitate to contact me at [phone number]| or
[email address].

Thank you again for your participation.

Sincerely,

[Name]
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Staff Focus Groups

This is a sample email to inform staff of upcoming focus groups.

Before specific staff members are invited to participate in a focus group, the Public Health Official or another leadership staff
menber involved with the Self-Assessment process should email all staff to enconrage their participation in the focus groups and
assure them that it is an approved use of their time at work. This email is also an opportunity to remind staff of the LHDs
commitment to the Self-Assessment process and provide follow-up from the survey component, creating momentum for staff
participation.

Subject line: Staff Focus Groups: Assessing [LHD Name|’s Capacity to Address Health Inequities

Dear staff,

As you may recall, our [LHD] is participating in an organizational Self-Assessment process to
determine our capacity to successfully reduce health inequities in our community. In [month] there
was an on-line Staff Survey that was designed to assess some aspects of our capacity, and [X%] of
staff completed the survey, which is a GREAT response rate.

The next phase of the assessment involves staff focus groups that will be conducted by [description
of who will be facilitating the groups]. They will be contacting randomly-selected staff that represent
all classification levels to participate in these focus groups. Supervisors will be allowing their staff
release time to participate in the focus groups. Staff will be paid for their time as regular work time.

Your participation in the focus group is voluntary. Information you share in the focus groups will be
kept confidential. Common themes among participants will be shared in a report. Any statements
quoted in the report will not be linked to any individual.

Please let me or one of the other members of the assessment team know if you have any questions
[names].

Thanks again for all of your thoughts and input in this important assessment that will allow us to
better do our work.

Sincerely,

[Name of Lead Executive/Public Health Official or other leadership staff]

Appendix IV: Sample Communications for Self-Assessment Toolkit Participants 103



Lhis is a sample letter sent by the focus group facilitator—not an internal 1.HD staff member—*to invite staff to participate in
the Staff Focus Groups.

Subject line: Staff Focus Groups: Assessing [LHD]’s Capacity to Address Health Inequities

Dear ,

As you know, [LHD name] is undergoing an assessment process to determine its ability to address
the root causes of health inequities.

An important part of the assessment process involves conducting focus groups with staff members.
The focus groups will explore the elements of the organizational culture and structure that you

may find support or interfere with the agency’s ability to address health inequities. We are also
interested in learning about the personal characteristics and skills you think people at [LHD] need

in order to enable the organization address the root causes of health inequities. To provide for the
most comfortable environment in which to speak freely, managers and non-management staff will
participate in different focus groups. All of the information we collect in the focus group will be kept
CONFIDENTIAL. The information we collect from all the focus groups will be combined and the
report will only focus on the themes that emerged from the combined information. No comments or
themes will be linked to specific participants. Your input is very important to this assessment process
and we hope you will participate.

[Introduce self and describe role as outside facilitator], and I would like to invite you to participate in
a focus group. The focus group will last 90 minutes and will be held in [location].

Please let me know which of the following times you are NOT available:
[Offer up to three dates/times]

I hope very much that you will take the time to participate; your perspective is an important piece of
the assessment. If you have any questions please feel free to contact me at [phone number].

Thanks in advance for your assistance!

Sincerely,

[Facilitator name]
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Lhis sample communication is a “thank you” letter to be sent to the focus group participants after the group discussion takes
place. Because of the personal and time-consuming nature of the participation in a focus group, it is particularly important to
acknowledge individuals’ contributions to the Self-Assessment process.

Dear [participant names]:

I would like to extend my sincerest thanks to you all for participating yesterday in the staff focus
group for the [LHD]’s health inequities assessment. I really enjoyed meeting each of you, and
appreciate the time you took out of your busy day to contribute so thoughtfully to our conversation.
This assessment process has been truly enriched by each of your perspectives and insights.

If you have any questions or comments, please contact me at [contact information].

Sincerely,

[Facilitator name]
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Management Interviews

This is a sample email inviting senior management staff members to participate in individual interviews.

Subject line: Staff Interviews: Assessing [LHD]’s Capacity to Address Health Inequities

Dear [participant name]:

As you know, the [LHD] is undergoing an assessment process to determine its ability to address
the root causes of health inequities. The assessment was developed by the Bay Area Regional
Health Inequities Initiative (BARHII), a collaboration of eleven health departments in California’s
San Francisco Bay Area.

An important part of the assessment process is conducting key informant interviews with staff
members. The interviews will explore the elements of the organizational culture and structure that
you find may support or interfere with the agency’s ability to address health inequities. We are also
interested in learning about the personal characteristics you think people at [LHD] need in order
to enable the organization to address the root causes of health inequities. All of the information
we collect in the interviews will be kept CONFIDENTIAL Your input is very important to this
assessment process and we hope you will participate.

[Introduce self and describe role as outside facilitator], and I would like to invite your participation in
a key informant interview, which should be about an hour long,

Please let me know if you are available for a phone interview during the following time:
[Date and Time]

If you are not available during any of these times please suggest a time that you are available. Also,
if you’d prefer to have an in-person interview, we can arrange to meet at your office or another
convenient location.

I hope very much that you will take the time to participate; your perspective is an important
piece of the assessment. If you have any questions please feel free to contact me at [phone
number]|

Thanks in advance for your assistance!

Sincerely,

[Interviewer name]
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APPENDIX V: Time and Materials Budget for
Implementing the Self-Assessment
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Staff Survey

The Toolkit was pilot tested at the City of Berkeley Public Health Division (BPHD) in 2008. The 100 staff of the
CBPHD and approximately 50 collaborating partners were invited to participate in the Self-Assessment. To account
for the time involved in developing and modifying the implementation process, time estimates for each step in the

Self-Assessment are provide in number of hours only and not across a time-span.

The table below shows the estimated investment required for implementing the Staff Survey.

Convening Implementation Team

Leadership and Selected Staff

5-10 hours per person

Communicating with Staff

Leadership, Implementation Team and
Managers

5-10 hours per person

Managing Survey

Selected Implementation Team Member

8-12 hours

Completing the Survey

Al Staff

20-45 minutes per person

Data Management and Analysis

Analyst

10-15 hours for data management;

15-40 hours for data analysis, including
qualitative analysis. This may vary depending
on the number of survey participants.

Additional Resources Needed:

¢ Subscription to online survey tool
¢ Computer access for all staff

*  Optional: Consultant for survey administration and/or data analysis

Community Partner Survey

The table below shows the estimated investment required for implementing the Collaborating Partner Survey.

Convening implementation team, Survey
Preparation

Leadership and Selected Staff

2-5 hours per person

Identifying and Communicating with Partners

Leadership, Implementation Team, and
Managers

2-8 hours per person

Managing Survey

Selected Implementation Team Member

8-12 hours

Completing the Survey

Selected Partners

15-25 minutes per partner

Data Management and Analysis

Analyst

6-8 hours for data management;

10-12 hours for data analysis, including
qualitative analysis. This may vary depending
on the number of survey participants.

Additional Resources Needed:

¢ Subscription to online survey tool

*  Optional: Consultant for survey administration and/or data analysis
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Staff Focus Groups

The table below provides an estimate of the investment required for implementing the Staff Focus Groups.

Reviewing focus group protocol and
customizing to reflect survey findings and LHD
priorities

Facilitator, with assistance from Implementation
Team member

10 hours

Selecting and Scheduling Staff

Facilitator, with assistance from Implementation
Team member

1 hour to manage and randomize staff lists;
2 hours to schedule

Preparing for and Facilitating Focus Groups

Facilitator

2 hours per focus group, plus travel time if
necessary

Participating in the Focus Group

Selected Staff

90 minutes

Qualitative Data Analysis

Analyst/Consultant

15-20 hours. This may vary depending on the
number of focus groups conducted

Additional Resources Needed:

*  Private meeting room, possibly off-site (but nearby), in which to conduct the focus groups.

¢ Refreshments for participants.

*  Optional: Digital recorder to record interviews and funds for a professional transcription service.

+ If not trading facilitation services with a colleague organization/neighboring LHD: funds to secure a

consultant to facilitate the focus groups and analyze the data.

Management Interviews

The table below shows the estimated investment required for implementing the Management Interviews.

Reviewing interview protocol and customizing
to reflect survey findings and LHD priorities

Leadership and Implementation Team

5 hours

Selecting and Scheduling Staff

Facilitator, with assistance from Implementation
Team member

1 hour to manage and randomize staff lists;
2 hours to schedule

Preparing for and Conducting Interviews

Facilitator

1 hour per interview, plus travel time if
interviews are in-person

Participating in the Interview

Selected Management Staff

1 hour

Qualitative Data Analysis

Analyst/Consultant

10-12 hours

Additional Resources Needed:

*  Private meeting room/office, possibly off-site (but nearby), in which to conduct the interviews, if desired.

Interviews can also be conducted over the phone.

e Optional: Digital recorder to record interviews and funds for a professional transcription service.

+ If not trading interview services with a colleague organization/neighboring LHD: funds to secure a

consultant to conduct the interviews and analyze the data.
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Staff and Collaborating Partner Surveys: Analysis Guidelines

The following are rough guidelines on exporting, cleaning and preparing the data for analysis. SurveyMonkey provides
very basic analysis. It is recommended that once you have completed the survey administration, you should export

the data into software such as SPSS or Excel. Following are tips for managing and conducting basic analysis of your
data. For more detailed analysis and reporting, we recommend hiring a consultant if you do not have staff with that

expertise.

Quantitative Data

Data Management

[ ] Ensure that all variables are named and labeled correctly.

[ ] Add and recode value labels for all numeric variables:

114

All scales should be labeled in the correct order. In a five-point scale, the lowest level value should equal
1 and the highest level value should equal 5. For example, in a satisfaction five-point scale, “Not at all
satisfied” should equal 1 and “Very satisfied” should equal 5. (Note that the Partner Survey scale is
opposite, with 1 equaling “Strongly Agree.”)

All questions with an option to check all that apply will export each response option in separate variables.

When exported, value labels will appear only for response options selected by the respondent.

Example:

If a respondent selected response option 1 and 2, but did not select response option 3 then that case will
show a 1 for the first variable, a 2 for the second variable, and nothing for the third variable.

Recode all variables so anything that was selected/checked equals 1 and anything that was not selected
equals 0 (i.e. “Checked”=1 and “Not Checked”’=0) as shown in the table below.

Once you have recoded all variables for that question, check for system missing data. If a respondent did
not select any of options in that question, then all of those variables should be recoded as system missing
(i.e. 99=missing value). Make sure to declare your missing values so that the value you assign then (i.e., 99)
won’t be included in analyses.

Before Cleaning Data After Cleaning Data
Staff 1 1 2 Staff 1 1 1 0
Staff 2 2 3 =P | Staff2 | 0 1 1
Staff 3 1 Staff 3 1 0 0
Staff 4 Staff 4 99 99 99

All questions with Yes/No options should be labeled consistently. Recode values so “Yes” always equals
one (1) and “No” always equals zero (0).

Check all questions that include an “I don’t know” or “Not Applicable” option. Run preliminary

frequencies and determine if you’d like to include that option in your analysis. If not, recode all “I don’t
know” values as system missing (i.e. 88=I don’t know, 77 = Not Applicable). Make sure to declare your
missing values. You may want to include “I don’t know” and “Not Applicable” in the initial frequencies
of all variables, and then declare these responses as missing when calculating means and other statistics.

For questions that include an “Other” category, see if the response given in the string variable can be
included in one of the existing numeric categories. If so, recode appropriately.
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[] After data management, run frequencies on all variables and see if you notice any inconsistencies or
additional cleaning that needs to happen before analysis. Check for:

¢ Unexpected or counter-intuitive findings, such as consistently low ratings in an area where the agency has
done a lot of work (the scale may have exported incorrectly).

¢ Very high proportion of missing data (responses may have exported or coded wrong).

e These responses may be real, but skimming your data for these red flags first can help catch coding errors.

Data Analysis

[ ] Run frequencies for all variables. We suggest analyzing the data specific to each domain of the Matrix
separately to make it easier to translate the output into tables that group similar data.

[ ] Run cross tabs for selected variables. The Leadership and/or Implementation Teams should discuss what
data groupings would contribute to the understanding of staff responses. For example, breaking out staff
responses to certain questions by race/ethnicity, staff position, length of time at the agency, or whether they
work directly with the community may provide important context to overall findings.

[ ] If desired, run statistical tests, such as t-tests and ANOVAs for means differences and chi-square tests for
differences in proportions, to test whether differences observed in the cross tabs are statistically significant.

Qualitative Data
Data Management

[[] Make sure all string (text) variables are exported. If you notice string variables where there are no responses
from any of the respondents, check the original data to see if any responses that are actually given are missing
in the exported file. Skimming the original data for this red flag first can catch any exporting errors.

[] If aresponse is greater than 255 characters, it may get cut off when exported into SPSS. If a response
appears incomplete, check the original data.

Data Analysis
[[] Organize all open-ended responses into recurring themes to make it easier to interpret.

Throughout the survey, ratings matrices are often followed by an open-ended question asking survey
participants to explain their ratings. It may be helpful to run the frequencies of the string variables
individually by each of the preceding questions, so that its corresponding rating can contextualize each
comment. In SPSS, an alternative for analyzing open-ended responses in the context of other responses given
by the same staff member is to use the “List” function to display selected responses side by side for each
respondent.
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Staff Focus Groups and Management Interviews: Analysis Guidelines

Qualitative Data

The tips below provide suggestions for making use of the qualitative data generated by the focus groups and
interviews with management staff.

Data Analysis

[] Use the Matrix of Workforce Competencies and Organizational Characteristics for Addressing Health
Inequities as an organizing framework for the analysis. Because the focus group and interview protocols are
designed to elicit responses about personal and organizational characteristics on the Matrix, it may be helpful
to start with the list of Matrix domains at the beginning of this section and assign these domains as themes
under which to organize the responses found in the focus group and interview data.

[ ] Of course, additional themes may emerge from the focus groups and interviews that do not easily fit into
the Matrix domains; don’t force a quote or theme where it doesn’t comfortably fit. These themes that arise
organically from one or more focus groups or interviews can hold important insights about the organization
and its staff, and should be given equal consideration.

[ ] For the data for the focus groups and separately for the interviews, it may be helpful to make the transcribed
text of each session a different color. Then, for the focus group data and separately the interview data,
you can cut and paste the responses from each session into a single document organized by Matrix domain
and other categories as needed, allowing an at-a-glance view of whether a theme was repeated by several
respondents, or if a respondent had a distinct take on an issue, or if the same respondent raised the same
issue repeatedly.

[ ] After all focus group and/or interview data have been grouped into categories, do a thorough re-read of
all data to see if other ways of organizing the data come to light. For instance, something that was assigned
to a domain early on may later seem to fit better in a different category, based on other responses that were
categorized later.

[[] Once all focus group and/or interview data are organized, flesh out the themes of the responses relating to
each Matrix domain and pull out illustrative quotes that directly represent the voice, tone and meaning of the
group’s and/or interviewees’ responses on that theme.

[ ] The final step in making use of these rich qualitative data is to refer back to the Staff Survey findings and use
these data to help support, contextualize, explain or give an alternate perspective on those findings.

[ ] The Leadership and Implementation Teams should discuss the added information about staff and
organizational capacity provided by the focus groups and/or interviews. See Section V for recommendations
for reflecting on the Toolkit data and translating the information into action for your LHD.
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The tables below provide examples of how you can organize the data from the Toolkit in order to systematically review findings
and identify priority areas and next steps.

Exhibit 1: Institutional Support for Innovation

This domain includes characteristics such as:
¢ Support for innovation (think outside box)
e Time for reflective thought
e Time to plan

The items related to this domain were questions [86, 100] in the Staff Survey.

Staff Survey
No 11%
Yes 33%
Moving in that Direction 56%
Total (n=60) 100%
B. Within my unit we have engaged in group discussions about
how our work could address one or more of the environmental,
social and economic conditions that impact health. Non-management  Senior Management  All Respondents
Strongly Disagree (1) 13% 6% 12%
Disagree (2) 35% 38% 36%
Neutral (3) 20% 19% 20%
Agree (4) 27% 25% 26%
Strongly Agree (5) 5% 13% 7%
Total 100% 101% 101%
() 7 3D (88)
Average Rating (on a 5 point scale) 2.8 3.0 2.8
Exhibit 2
Staff Focus Group

e Summary of comments

— (Insert quoted responses)
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Exhibit 3

Management Interviews
_

+ Quoted responses

These tables are at the core of the technical findings. The sheer number of these tables with a thorough level of
detail can make reading the document cumbersome.

Another way to present the findings is as a technical appendix to an overall report and have the body of the report
have the simplified versions of salient tables. These are some examples of how to simplify the tables:

Example 1
One solution is to aggregate the top (or bottom) two categories of 5-point scales (Strongly disagree/disagree).

Percent Responding Agree or Strongly Agree to Institutional Support for Innovation (Staff Survey)

A. [LHD Name] is able to adapt to new communities 33
and changes within the populations we serve. (Yes)

B. Within my unit we have engaged in group discussions 48 44 48
about how our work could address one or more of
the environmental, social and economic conditions
that impact health. (Strongly Disagree/Disagree)

Etc.

Example 2

In the body of the report, ordering the findings within a theme from highest to lowest response number may help
prioritize for presentation the most prevalent issues that need follow-up. The top few most prevalent issues of all
topic areas may be a way to present the highlights without having to repeat every single survey response (again this
applies to the summary in the body of the report. A technical appendix can repeat or summarize the entire survey).

Example 3
For the main body of the report, please consider graphics to highlight main findings. The tabular information of
Likert-like questions can be presented as a horizontal, stacked bar graph.

Engaged in group discussions about addressing one or more of the conditions that impact health

[0 strongly Disagree [ Disagree [ Neutral O Agree [d strongly Agree

el
- T

Non Management 27%

0% 20% 40% 60% 80% 100%
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Getting Started with SurveyMonkey

PRICING: A SurveyMonkey account is a modest investment. At the time of the piloting of the Self-Assessment, a professional
SurveyMonkey acconnt cost was §19.95 per month or $200 per year. Go to www.surveymonkey.com for more infornation.

The checklist below provides a basic guide on how to use SurveyMonkey to implement, collect, and transfer data:

[
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Administering Surveys with SurveyMonkey

Once the design is complete, the survey is ready to be sent to participants. When distributing the survey, you must
determine the method you will use to collect responses. The method used to collect responses is also known as a
“collector”. While most people use a single collector, you may want to use multiple collectors if you are sending
your survey to different groups of people.

The following three “collector” types will determine what restrictions you will have in collecting your data,
including whether or not you can track your participants:

Web Link Collector: A web link collector collects responses anonymously through the use of a generic link.

PopUp Collector: The popup collector provides a code to generate a popup invitation on a designated
website. Unless an LHD chooses to implement the surveys through an internal intranet program, this method
is not recommended. This method was not used in piloting the Self-Assessment.

Email Invite Collector: The email invite collector collects responses that are linked to the participant
through a unique link. This collector allows the survey creator to track the status and identity of the
participants.

Anonymous Responses: Web Link Collector
The Web Link Collector must be used to post generic links, and allows for data collection to occur anonymously.

¢ On the My Surveys page, click on the Collect icon, this will then show a list of collectors that have been
created for that particular survey.

¢ Click on the first option ‘Create a link to send in your own email message or to place on a webpage’ then
create a name for this link. When finished click on Next Step.

¢ On the next page, settings and restrictions can be changed by clicking on the options (i.e. Change Settings,
Change Restrictions) located on the left side of the page. These options include settings that allow multiple
responses to surveys, display a ‘thank you’ page, and allow participants to edit their responses.

¢ Click on the Get Survey Link button. From here you have the option of copying and pasting the survey link
into emails which will be manually sent out, or the option of copying the HTML code onto a webpage so that
participants can click on the link and access the survey from the webpage.

¢ Save the Collector and distribute the survey to the participant through email or posting the link on a webpage.

Tracked Responses: Email Invitation Collector

The Email Invitation Collector must be used in order to send a unique link to each participant, which allows
tracking of the status and identity of the participants.

¢ Alist of emails and participants can be added to an Address Book that can be used later on to send out
emails. Click on the Address Book tab.

e Create a name for the Address Book and enter the contact information as needed. Make sure that the contact
information is added in the correct field order ‘Email, First Name, Last Name, Custom Data.” Each email
should start on a new line. When done click on Add Contacts.

¢ On the My Surveys page, click on the Collect icon to create a Collector. If there is already a previously set up
Collector click on the button Add New Collector.
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Click on the second option ‘Upload your own emails and have us send a survey invitation’ then create a name
for this link. When finished, click on Next Step.

On the next page, the survey creator can change settings and restrictions can be changed by clicking on

the options (i.e. Change Settings, Change Restrictions) on the left side of the page. These options include
settings that allow multiple responses to surveys, display a ‘thank you’ page, and allow participants to edit their
responses.

Click on the Edit Recipients button to add participants to the survey. Participants can be added manually

or from the Address Book. If you would like to use the Address Book to add participants, then choose the
appropriate Address Book and click Add Recipients. Participants can be added and removed as needed. When
done, click on Create Email Message.

Customize the email message.

Survey delivery can be scheduled for SurveyMonkey to send out the invitation email with the survey link.

[ ] How to Check Response Rates on SurveyMonkey

Using Response Summary, you can check response rates and analyze the survey data.

To check the Response Summary of survey, first log into the SurveyMonkey account and click on the My
Surveys tab.

The My Surveys tab will show all of the surveys currently being administered or surveys that have been
closed. Click on the Analyze icon of the survey to check response rates.

A Response Summary will appear at the top of the page, indicating the number of surveys that were started
(Total Started Survey), and the number of surveys completed (Total Completed Survey).

Total Completed Survey number includes respondents who have clicked the “Done” button on the survey
and answered a question on the survey. This does not mean that they have answered all of the questions on the survey, but
have answered enough questions that allowed them: to move throngh all of the pages on the survey and click the “Done” button.

[ ] How to Send Reminder Emails

If response rates are low, reminder emails can be sent to participants who have not answered the survey or

partially answer the survey. There is also the option of only sending reminder emails to those who have a No

Response status.

On the My Surveys page, click on the Collect icon. Click on the collector that contains the email list that
is currently being used for that survey. This will open the Message Manager, which shows a summary of
the number of surveys sent, the number of current participants, and the number of those who have not
responded to the survey.

Click on the Edit Message button on the left hand side of the page then click on the Create New Message
button. This will allow the survey creator to pick which emails to send the reminder message to.

There are multiple options for the recipients of reminder emails. Reminder emails can be sent to those who
have not responded to the survey or to those who have only partially responded but have not completed the
survey. Select the appropriate options for whom to send the reminders to.

Once you select the names to receive reminder emails, a Compose Email Message page opens. The body of
the email message and subject of the email can be customized. Click Save and Preview when done.

Select the appropriate reminder email recipients.

Appendix IX: SurveyMonkey Administration Guide 123



[ ] How to Close the Survey Once Data Collection is Done

Surveys can be closed once data collection is done by closing the Collector manually.

124

On the My Surveys page, click on the Collect icon located next to the survey title.

Click on the Open brown box icon in order to set it in the closed position. Once the survey is closed the icon
should be a brown box with a red X on top of it, indicating that it is a closed collector.

How to Export Data from SurveyMonkey to SPSS
To export data from SurveyMonkey to SPSS, multiple steps must be conducted.

How to Transfer the Survey from One Account to Another
Surveys can be transferred from one account to another
on SurveyMonkey. If Copy Survey option is chosen, this will

only copy the survey instrument itself
into another account. The data and

First the data must be exported to an Excel file. In order to do this, click on the Analyze icon on the My
Surveys page.

Click on Download Responses found on the left side of the page.

You must choose the Download format. It is recommended that you use All Response Collected Spreadsheet.
In the ‘Columns’ field choose ‘condensed’, and in the ‘cells’ field choose ‘numerical values’.

Enter the email address the survey creator wishes the data file to be sent to and click Request Download.

An email should be sent to the specified email address that was provided for the Request Download
configuration. Click on the link sent and download the data. Save the compressed file onto the computer.

Once you have downloaded the file, open the folder, and open the folder inside titled ‘Excel’. Here open the
file ‘Sheet_1". It is recommended that you rename and save this as a different file in order to preserve the
original data.

Begin to clean the Excel data sheet. The amount of cleaning in Excel will depend on the nature of the
dataset. Rows 1 and 2 contain variable labels in the data set. You must consolidate all information wanted into
Row 1, then delete Row 2. Row 1 will read as the variable label in SPSS once exported.

Open SPSS, and open a blank database.

In the blank SPSS database, open up the saved and cleaned Excel file. To do this, go to File — Open — Data.
Change the file type to .xs files, find the Excel file and click Open. The data from the Excel file should be
exported to SPSS. Check to make sure variable labels and data have been transferred correctly and save the
file as an SPSS file.

Log into SurveyMonkey. Click on the My Account tab.

Click on the Transfer Survey button located on the left side of responses from the survey will not be
the page. transferred to the other account and will
be lost. To transfer responses from the

In order to transfer the survey to another account, the survey choose the Move Survey option.

username of that account must be known. Enter the account

username the survey is being transferred to.

Select the survey to be transferred from the dropdown menu and select Copy Survey or Move Survey button.
If copying the survey to your own account to administer the survey at your LHD, choose the “Copy Survey”
option. This will copy only the survey instrument itself and not any previously recorded data. Once an option
is chosen, click on the button and the survey will have been moved or copied to the designated SurveyMonkey
account.
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APPENDIX X: Implementing the Organizational
Self-Assessment for Addressing Health Inequities:
Lessons Learned
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Key Lessons Learned from Berkeley Pilot Experience

The pilot-testing process produced invaluable information for any LHD that is considering implementing the Self-
Assessment (bold). The following are the key lessons learned:

Timing
The Self-Assessment is most appropriate when an LHD has already begun to have conversations about health

equity and root causes of health inequities. It may be less useful if used too early in an organizational change process
focused on health equity.

Leadership Commitment

Senior and middle leadership in the LHD must clearly communicate their commitment to long term engagement
on health inequities. They must express their support for the assessment process, the time involved in implementing
the assessment and to taking actions informed by the assessment to increase the department’s capacity to effectively
address health inequities.

Strong Implementation Team

The LHD needs a strong implementation team to coordinate with organization leadership and keep internal
processes moving toward implementation of the Self-Assessment. This team should utilize motivational strategies to
encourage staff participation.

Context

The Self-Assessment is one component of an LHD’s broader plan and activities to address health inequities.
This broader plan should lay the groundwork for staff to place the Self-Assessment in a larger context of the
organization’s work.

Analysis and Follow-Up

It is important that Self-Assessment lead to actions. The LHD must commit adequate resources to the analysis and
summary of assessment findings, as well as committing to the formulation of a response, recommended actions, or
action plan. The self-assessment yields a wealth of information which may be daunting if the LHD is not prepared
for and committed to using it constructively. The Self-Assessment can serve as a tool to engage staff on health equity
issues and inform future LHD activities that implement a broad health equity plan.

Prior to Self-Assessment

About three months prior to initiating the assessment, the leadership should form an “implementation team”. They

should designate a core group of staff (4-15 people, as appropriate for the size and structure of the organization)
that will coordinate with organization leadership and keep internal processes moving. Ideally there should be
representatives of most department sites and major classifications in this group so that they can promote the
assessment throughout the organization and answer questions from staff as the assessment is implemented.

About two months prior to the assessment the leadership and the “implementation team” should revise the tools to
make sure that the language and content makes sense for their department.

Beginning two months prior to launching the assessment, staff should be informed that the assessment is coming.
This is best accomplished through regular department communication strategies. For example, if a department

generally disseminates information about new projects first through meetings with upper management who then
communicate the information to their staff and down through the front-lines, that is recommended for this
assessment as well. If the department generally communicates such information through “special meetings”, we
recommend using that method for this process.
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Survey Implementation

It is important for organization leadership to prepare those that will be participating in the assessment process (i.e.,
public health department staff, community partners):

[

0
0
0
O

0
0

Communicate the purpose of Self-Assessment and why staff/partners are being asked for input. Ensure that
this communication is clear and that it penetrates all levels of the organization.

Make sure that the terms, definitions and activities referenced in the survey are familiar to the staff that will
be completing the survey so that the meanings of the responses can be interpreted clearly.

Give managers and supervisors the information, time and flexibility they need to answer staff’s questions and
to enable and encourage staff to participate.

Ensure that all staff have the time and computer access to complete the survey.

Give staff an incentive to participate while still protecting their confidentiality in the assessment process (i.e.,
all staff are eligible for raffle prizes if overall response rate reaches a certain level.)

Berkeley Case Example:

Clear instructions are critical, especially those relevant to technological aspects of the survey.

Consider the tradeoffs of various survey administration methods and be proactive about the potential
drawbacks of the chosen method.

Berkeley Case Example:
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Implementation of Focus Groups and Interviews

[] Consider the balance of power being represented in the qualitative data.

Berkeley Case Example:

[ ] Protect participants’ identities and confidentiality as much as possible.

e If feasible, ask the internal implementation team to develop large pools of staff from which focus group
participants can be randomly selected. The implementation team should generate a list of potential focus-
group participants, and participants can be selected randomly from that pool. Important considerations
include adequate representation of classifications, functions, and organizational units, and the impact of
including supervisors and supervisees in the same groups.

* A similar process should follow for the senior staff interview participants.

*  The focus groups should be held in a private space, and can even be held offsite, but nearby the
workplace for convenience.

* The interviews can be held in person in private offices, meeting rooms, or other private space on or
offsite. Phone interviews may better accommodate busy schedules that don’t allow for travel time to and
from a site outside the interviewees’ own offices.

* Participants should be offered a choice of workday and after-hours times in which to participate, to
accommodate individuals’ preferences for balancing their time and privacy. In the Berkeley pilot, we
found that all participants were comfortable participating during working hours.

Review of Existing Documents and Materials

As originally piloted, this step of the Self-Assessment was very time consuming and did not yield consistently
fruitful findings. For that reason, the original tool developed for this process is not included in the Toolkit at this
time. However, it may still be useful for an LHD to systematically examine certain institutional documents, especially
budget documents, with respect to its commitment to addressing the root causes of health inequities. Therefore,
guidelines for a selective review that reflects agency priorities are offered in the Toolkit. Any review of internal
documents, educational/community materials, proposals, budgets, and other data soutces should be done in the
context of deliberate efforts by the LHD’s leadership to reflect on the findings of such a review.
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Frequently Asked Questions & Recommendations from the Berkeley Pilot

IEMETI What steps should be taken to give people adequate notice/information/background about the project in

order to maximize participation?

Answer = We recommend that a LHD have some formal and informal basic training and discussion on issues of
health inequities at least 6 months prior to initiating the emails, regular meetings, and training;

ST What are the duties of the “implementation team””?

Answer At Berkeley, this “Implementation Team” performed such tasks as:
¢ Reviewing, adapting and approving tools
¢ Communicating pilot process and purpose department-wide

* Promoting the self-assessment among staff. This included “cheerleading/motivation” activities, clarifying tool
purpose, and being available to answer questions

¢ Communicating to staff and partners about the Self-Assessment
¢ Providing consultants with all-staff email distribution list for survey administration
¢ Identifying appropriate community partners to survey

¢ Providing focus group facilitator with names and contact information for potential focus group and interview
participants, including information about position level and organizational location to ensure an appropriate
mix of perspectives in the qualitative data

¢ Managing the internal document review process

Were there key individuals/motivators who made the project successful?

Answer The “Implementation Team” was critical to success. We recommend this group include a mix of
organizational levels and reflect the diversity of the LHD. We also recommend staff from various department sites be
represented.

Can the role of implementation be assigned to people whose jobs it is normally to collect things and
encourage participation from others? Who makes the ideal “Implementation Team” member? How critical is it that
they be already engaged in and understand health equity issues?

Answer The most important characteristic of the “Implementation Team” members was that they were effective
in motivating their peers and other staff. They needed to have positive “can do” attitudes. It was less important that
they be familiar with health equity or have “organizational power”.

T Was there a separate/different framing for people who are not familiar with “health equity” and the LHD

efforts in this area?

Answer | As we have noted, it is important that some basic training/discussion on health inequities has been
completed prior to beginning the Self-Assessment. All staff should have a basic awareness of the issues.

How often should people be reminded to participate in the survey and focus groups?

Answer = Staff received weekly email reminders to participate and numerous informal verbal reminders by
implementation team members.
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EMET What mechanisms should be used in order to be clear that the process is confidential/anonymous?

Answer Completing the on-line survey without a link to individual emails increases trust. The trade-off is that
you can’t determine which staff have completed it, so reminders can’t be given to specific staff. Having focus groups
facilitated by outside facilitators rather than LHD staff increases trust as well. Repeated assurances from leadership
that they can’t access individual responses may help increase trust.

M What incentives were used, at which stages? Were there other incentives that you heard would have
worked better?

Answer = Tor the all-staff on-line survey, Berkeley used the following incentives (since leadership staff would
not know the names of staff who completed or didn’t complete, individual incentives were not possible). The final
completion rate was 81%. With a 90% completion rate, all staff would receive a chocolate thank you and be entered
into a raffle for fifteen $10 Peet’s coffee gift cards. With an 85% completion rate, all staff would receive a chocolate
thank you and be entered into a raffle for ten $10 Peet’s coffee gift cards. With an 80% completion rate, all staff
would receive a chocolate thank you and be entered into a raffle for five $10 Peet’s coffee gift cards.

We recommend that each LHD utilize incentives unique to their staff preferences. If you don’t know what would
incentivize your staff, you should find out!

IEMEE What were the pitfalls of the project components/tools that we should be mindful of?

Answer A problem with the Collaborating Partner Surveys was that they were conducted electronically and thus
some partners without computer access were left out. Berkeley recognized this problem eatly on, but due to resource
limitations, we felt that it was better to get on-line survey feedback from partners than no data at all. We recommend
interviews and focus groups with community partners where resources allow.

A problem with the focus group was having a facilitator unfamiliar with LHDs so follow up probe questions were
often missing or off the mark. There were also too many focus group questions, resulting in less time to explore
answers more deeply. We recommend only 3-4 major questions for an hour-long focus group. We also recommend
that the focus group be taped and an experienced transcriptionist transcribe the notes where resources allow. If this
is not feasible, we recommend that a second staff person type notes on a laptop during the discussion. Focus groups
must be conducted and analyzed by individuals with skill and experience in using this qualitative assessment tool. In
inexperienced hands the results can be misleading;

ST What are the advantages/disadvantages of having focus group facilitators who are familiar with the

people/structure/environment at the individual LHD?

Answer  We recommend that focus group facilitators have a good knowledge of LHDs, but it is not necessary to
be familiar with the individual health department. They should have a basic orientation to the LHD organizational
chart and mission/vision/goals. It is important that they have expertise in facilitating discussions about racism,
poverty and other challenging subjects. If an LHD does not have access to an experienced facilitator, it is best to not
do the focus groups at all. Summarizing the salient points from key informant interviews and focus groups is critical,
time consuming, and must be done by adequately skilled and trained staff.

EMETI How much was trust an issue, and what advice do you have for creating an environment of trust with
this project?

Answer  Trust was a big issue among some staff and not for others. We recommend that LHDs ensure that the
“Implementation Team” is representative of all staff and that communications are ongoing and clear. We recommend
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that as many “safety features” as are possible are put in place (ex: anonymous surveys, external facilitators for focus
groups, etc.)

EIMETI Ace there other ways that we could have gotten honest information from staff, management,
community, etc?

Answer = One idea that was discussed was to talk with staff who recently left the LHD and with community
partners that we no longer sub-contracted with. This would remove some of the power differential, although it might
include some people who were upset with the LHD.

BT Are there key recommendations from the pilot process?

Answer It is extremely important that LHDs plan for and commit to substantive analysis of findings and use
the results to inform next steps. We would recommend a final report that includes interpretation of findings and
recommendations for action. The report should include a clear and concise “executive summary” to be distributed
internally and to community partners and others. Finally, the LHD should plan from the beginning how it will go
about developing next steps or an action plan.

ST What was the biggest challenge for Berkeley in the piloting of the Self-Assessment?

Answer The biggest challenge has been interpreting the information to build on strengths and successes as well as
identifying gaps and determining how to rectify them. We need to continue to identify mismatches between internal
and external perceptions and develop an action plan to address all of the findings.
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Allegrante, J.R., Moon, R. W, Auld, E. M., & Gebbie, K. M. (2001). Continuing-education needs of the currently
employed public health education workforce. Awmerican Journal of Public Health, 91(8), 1230-1234.

This article examined the needs of people currently employed in the public health education workforce. A panel was
created to identify skills and competences that currently employed individuals in the public health workforce needed
in order to effectively practice. The panel identified areas of critical competence that must be strengthened. These
areas include computing and technology; business management and finance; communication; strategic planning;
coalition building and leadership; evaluation; community health planning and development and cultural competence.

Amodeo, A.R. (2003). Commentary: Developing and retaining a public health workforce for the 21st century:
Readiness for a paradigm shift to community-based public health. Journal of Public Health Management Practice. 9(6),
500-503.

This commentary describes different efforts to reform the public health system and bring public health and medicine
closer together. It profiles initiatives in California that link health departments and community-based organizations
in an effort to improve community health, and recommends that further work be done in showing that community
collaborations is a necessary next step to improve the health of communities.

Andrulis, D. Delbanco, T. Avakian, L. and Shaw-Taylor, Y. Conducting a Cultural Competence Self-Assessment.

This article provides an overview and purpose for conducting an audit of an organization’s cultural competence as
well as the steps to follow in the self-assessment process. The authors identify 5 steps: Organization, Competing the
Questionnaire (included in the article), Interviews, Evaluation of Results, and Report and Action. This article will help
an organization evaluate where it sits within a “spectrum of cultural competence.”

*This article includes guestions for interviews as well as a cultural competence questionnaire.

Betancourt, J.R., Green, A.R., & Carrillo, J.E. (2002). Cultural competence in health care: Emerging frameworks and
practical approaches. The Commonmwealth Fund, 1-27.

This article underscores the importance of cultural competence strategies as a way to address the disparities in access
to and quality of health care across different racial and ethnic groups, and identifies barriers to culturally competent
care. The authors conducted site visits to an academic, government, managed care and community health care
programs to compare and contrast different models of cultural competence health care. The article includes detailed
recommendations to achieve organizational cultural competence and systematic cultural competence drawn from
research and site visits.

Brach, C. & Fraserirector, I. (2000). Can cultural competency reduce racial and ethnic health disparities? A review
and conceptual model. Medical Care Research and Review. 57, 181-217.

This article identifies nine major cultural competency techniques which form a framework for how the health field
can combat the negative health consequences that result from inadequate or no cultural competence. The techniques
are: interpreter services, recruitment and retention policies, training, coordinating with traditional healers, use of
community health workers, culturally competent health promotion, including family/community members, immersion
into another culture, and administrative and organizational accommodations. The authors posit that cultural
competency measures such as their nine techniques reduces racial and ethnic health disparities, but they note that
further experimental study must be done.
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Davies, H.T., Nutley, S.M., & Mannion, R. (2000). Organizational culture and quality of health care. Quality and
Safety in Health care. http://qhc.bmjjournals.com/cgi/content/full/9/2/111. 2006 July 18.

With authors based in the UK health system, this article gives a perspective on how health care reform is being
discussed outside of the USA. The authors assert that systemic change is necessary in order to improve the
quality of healthcare, specifically by honoring the diversity of healthcare consumers and diversity in organizational
culture. However, the authors propose that in order to revolutionize the quality of health care through cultural
transformation, more specificity is needed regarding what type of organizational culture is most desirous.

Deschaine, J., E., & Schaffer, M.A. (2003). Strengthening the role of public health nurse leaders in policy
development. Policy, Politics, & Nursing Practice, 4, 266 — 274.

This qualitative study identified and analyzed factors that affect public health nurses leaders and their ability to
influence public health policy development. Factors that were examined, included political competencies, barriers

to effective policy making, leadership support systems, and knowledge of the health policy-making process. Results
indicated support for Longest’s model of focusing on three phases of the public policy-making process. This includes
policy formulation, policy implementation, and policy modification. Recommendations from this study include
supporting growth in leadership and political competence, research skills, and preparation in policy development.

Dreachslin, J.L. (1999). Diversity leadership and organizational transformation: Performance indicators for health
services organizations. Journal of Healthcare Management, 44(6), 427-439.

Based on case study research that document strategies of health service organizations striving to achieve competitive
advantage through market positions as (racial and ethnic) diversity leaders, this article defines 5-part process and
behaviorally based performance indicators for each. Some of the indicators described in this article are are pertinent
to the Matrix of Workforce Competencies and Organizational Characteristics.

Goode, T.D,, Jones, W., & Mason, J. (2002). A guide to planning and implementing cultural competence
organizational self-assessment. National Center for Cultural Competence, Georgetown University Child Development Center, 1-6.

This article posits that in order to improve services in a culturally competent manner, tools are needed to assess
the attitudes and needs of administrators, service providers and consumers. The National Center for Cultural
Competence advocates for self-assessment as a means to accomplish this, and they outline the benefits of self-
assessment, five guiding principles of self assessment, and steps for planning and implementing self-assessment.

Handler, A., Iseel, M., & Turnock, B. (2001). A conceptual framework to measure performance of the public health
system. American Journal of Public Health, 91(8), 1235-1239.

This article presents ways to facilitate the measurement of public health system performance by using a unifying
conceptual framework. An expert panel along with the Public Health Practice Program Office of the Centers for
Disease Control and Prevention (CDC) developed this framework that consists of 5 interrelated components. These
components are mission, structural capacity, processes, macro context, and outcomes. The article concludes that such
an interconnected conceptual framework is recommended in order to provide a scientific base of the performance of
the public health system performance.

Hutchinson, K.D., & Turnock, B.J. (2000). Feasibility of linking core function-related performance measures and
community health outcomes. Center for Public Health Practice, 1-33.

This article examines the core function-related performance of Illinois local health jurisdictions in order to develop
a methodology for examining relationships between public health practice and actual community health outcomes.
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Potentially generalizable findings include:

¢ Core function-related performance is dynamic and is sensitive to changes in local health jurisdiction
leadership as well as the time cycle of the IPLAN (Illinois Project for Local Assessment of Need) process.

¢ Outcome measures that are sensitive to short-term interventions tend to be of greater value in linking local
health jurisdiction core function-related performance to health outcomes.

¢ Impact measures and short-term outcome measures will be more useful in examining links between public
health practice performance and community health outcomes than crude death rates.

The authors were unable to identify any positive association and suggest the need for further research on methods for
examining the relationship between practice and health outcomes.

This article provides an assessment of Illinois’s Project for Local Assessment of Need that links public health
agencies with community partners in community health assessment and planning;

*There is some overlap in indicators used with the broad skills areas in the BARHII matrix

Excamples: includes community input and participation, analyze for determinants of bealth problems, incorporate public
participation in planning, agency strategic plan is linked to community health action plan.

Iton, A. Transforming Public Health Practice to Address Health Inequities: Communicating with Staff. 2006
NACCHO annual conference.

This PowerPoint presentation includes the information from the Alameda County Health Status Report 2006 that
explores health inequities and provides ways for ACPHD to address those inequities.

*The presentation includes BARHII's own conceptual model of the factors influencing health inequities.

Lichtveld, M.Y., & Cioffi, J.P. (2003). Public health workforce development: progress, challenges, and opportunities.
Journal of Public Health Management Practice, 9(6), 443-450.

This article summarizes The Third Annual Public Health Workforce Development Meeting that was held in January
2003 to facilitate implementing a national action agenda to strengthen the public health infrastructure. The framework
for action consists of 6 elements which include identifying competencies, developing related curriculum, monitoring
workforce composition, providing individual and organizational incentives to ensure competency development,
designing an integrated life-long learning delivery system, conducting evaluation and research and assigning financial
support. Priorities for competency development within the field were reached due to the meeting;

Kretzmann, J. & McKnight, J. (1993). Building communities from the inside out: A path towards finding and
mobilizing a community’s assets. Institute for Policy Research at Northwestern University-Evanton, IL.

This guide examines how troubled communities within the United States have become successful with the help of
their local leaders. The authors of this guide refer to the process used for these community transformations as “asset-
based community development” in which leaders focus on the strengths of their communities and ask them what
they can do to help, in contrast to what does the community need. The guide provides summaries of lessons learned
from community building initiatives within the United States that have been successful. In addition, suggestions are
provided about what local communities can start to do to begin their own asset-based developmental changes.

Magyary, D.L., & Brandt, P. (2005). A leadership training model to enhance private and public service partnerships
for children with special healthcare needs. Infants and Young Children, 18(1), 60-71.

This article provides an assessment of a Department of Health and Human Services (DHHS) nursing training grant
model of leadership for private-public partnerships in area of children with special healthcare needs. The training
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grant’s culturally competent leadership model includes dimensions of multicultural competency, complexity of
human development and diversity, and social-political responsibility and activism. Cultural competence is a necessary
leadership quality in order for the 4 levels of health care services from the Maternal Child Healthcare Service Pyramid
model to be successful.

Mayer, J.P. (2003). Are the public health workforce competencies predictive of essential service performance? A test
at large metropolitan local health department. Journal of Public Health Management Practice, 9(3), 208-213.

This article examined the association between competency and essential service job performance within the public
health workforce. In 1999, 420 employees of local health departments participated in a cross-sectional survey. The
survey consisted of cultural, program development, analytic and communication competencies that were adapted
from a report that was an early version for the Council on Linkages competency set (this was before the 2001 official
release of the instrument). The framework for job performance measures was created using ten essential services of
public health. The Lewin group report commissioned by the Assistant Secretary of Health for Program Evaluation
of the US. Department of Health and Human Services was used as bases for four to nine items represented in each
essential service. Support for core competencies as a foundation for training program content was found, however a
larger role of other organizations, individuals and community influence was also accounted for.

*This article includes three cultural competency questions as part of their survey for competency measurement.

Mays, G. P, McHugh, M. C,, Shim, K., Perry, N., Lenaway, D., Halverson, P. K., & Moonesinghe,R. (2000).
Institutional and Economic Determinants of Public Health System Performance. Awmerican Journal of Public Health,
(96)3, 523- 531.

This article examines how the institutional, financial, and community characteristics of local public health delivery
systems affect the availability and quality of public health services. The authors use multivariate, linear, and nonlinear
regression models that showed significant effects of public health system size, financial resources, and organizational
structure on the performance of those systems. Staffing levels and community characteristics also affected
performance of selected services. The authors recommend improving performance by reconfiguring the organization
and financing of public health systems through consolidation and enhancement of intergovernmental coordination.

McAlearney, A.S., Fisher, D., Heiser, D., Robbins, D., & Kelleher, K. (2005). Developing effective physician leaders:
Changing cultures and transforming organizations. Hospital topics: Research and Perspectives on Healtheare, 83, 11-18.

The cultures of clinical care and organizational management often clash. Medical culture emphasizes autonomous,
reactive, quick decision-making that is focused on individual patients whereas managerial culture emphasizes
collaboration and pro-active problem-solving that is systems-oriented. These differences are largely a result of
different types of training and different methods of advancement in each field. This article examines how one
successful physician leadership development program promotes transformational organizational change by educating
physicians about organizational leadership. The assessed program included the components of careful curriculum
design, program monitoring, and opportunities to apply new skills in practice.

Ministry for Children and Families. Cultural Competency Assessment Tool. Vancouver Ethnocultural Advisory
http:/ /www.mcf.gov.bc.ca/publications/cultural_competency/assessment_tool/tool_index1.htm

This article is a comprehensive tool intended to assist the Vancouver region of the Ministry for Children and Families
and community based agencies of all sizes in the Vancouver area in becoming more culturally competent. The tool is
meant to be used as a way to identify strengths and weaknesses, and to develop an action plan for improvement.

*This article includes a cultural competence assessment tool.
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National Association of County and City Health Officials (20006). Tackling health inequities through public health
practice: A handbook for action. Retrieved June 30, 2007, from Alameda County Public Health Department
Website: http://www.acphd.org/ AXBYCZ/Admin/DataReports/ood_naccho_handbook.pdf

This publication provides a variety of suggested approaches to help transform the public health departmental
structures, public health practice and the inequalities in health practices due to various social conditions. The
document focuses on restructuring the culture, organization, and daily work of people in the public health field. Cases
studies and a conceptual framework are presented to help local health departments be prepared to face challenges
from a social justice perspective.

Organizational Self Assessment subset of the AIDS Education and Training Center (AETC) Cultural Competence
and Multicultural Care Workgroup. Cultural Competency Organizational Self Assessment (OSA) Question Bank.

This question bank is founded primarily on the Culturally and Linguistically Appropriate Services (CLAS) standards
in healthcare as published on December 22, 2000. The OSA subgroup reviewed hundreds of questions included in
the Department of Health and Human Services, Office of Minority Health (OMH) guide for implementing CLLAS
standards, identified questions most appropriate to AETC work, and chose a small number of questions to include in
the final version of the Cultural Competency OSA Question Bank. Questions were grouped into themes that became
the six modules in this Question Bank.

This article includes cultural competency questions grouped into six modules: Client and Community Input, Diverse
and Culturally Competent Staff, Evaluation and Data Management, L.anguage and Interpreter Services, Organizational
Policies and Procedutes, and Client and Provider Relations.

Potter, M.A., Ley, C.E., Eggleston, M.M., & Dunman, S. (2003). Evaluating workforce development: Perspective,
processes and lessons learned. Journal of Public Health Management Practice, 9(6), 486-495.

This article summarizes an evaluation of a competency based on a training course in an urban health department.
Due to the high interest in five stakeholders (public health agencies, federal funders, trainers, academic research and
trainees) The evaluation consisted of a baseline assessment of organizational capacity by agency, demographic data
on trainees, pre/post training inventory beliefs and attitude followed by post-training satisfaction survey, 9 month
post-training survey and discussion of learning usefulness and organizational impact as desired by academic research
and trainers.

Poulton, B. & McCammon, V. (2007). Measuring self-perceived public health nursing competencies using a
quantitative approach. Nurse Education Today, 27, 238-246.

Public health nurses make invaluable contributions to the field of public health. While much attention has been
paid to developing competency frameworks and theory related to public health nursing, tool development for

the self-assessment of those competencies has been neglected. This article tests a self-assessment tool for public
health nursing competencies on a cohort of nursing students in the United Kingdom. Students completed pre- and
post-program self-assessments. Results indicate significant improvements in students’ self-perceived public health
competencies after completing the program. The authors conclude that their tool is valid for self-assessment of
public health nursing competencies.

Putsch, R., SenGupta, 1., Sampson, A., & Tervalon, M. (2003). Reflections on the CLLAS standards: best practices,
innovations and hotizons.

This article investigates five public health sites to report on best practices in the field that are consistent with the
National Standards for Culturally and Linguistically Appropriate Services (CLLAS) in Health Care. Profiles of the five
sites illustrate how organizations bring CLAS standards to life through innovative community-specific practices.
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Best practices include:
¢ Community-driven programs with community control

¢ Providing linguistically appropriate care to Limited-English Proficiency (LEP) and English speaking
populations; historical and contextual diversity find many forms of linguistic expression. For this reason,
programs often consider background, life experience and culture in matching programs, providers and
patients.

e Themes of relationship and trust raised and woven into programs

Putsch, R.W. & Pololi, L. (2004). Distributive justice in American healthcare: Institutions, power, and equitable care
of patients. The American Journal of Managed Care, 10, 45-53.

This article examines the widespread inequality in the American healthcare system, which may be permitted and
supported by institutional structures, and the inequalities based on race, gender, ethnicity and poverty. Factors that
contribute to these inequalities include institutional power and cost and finance of American healthcare. Bias made in
decision making by healthcare practitioners, clinical training environments linked to abuse of patients and coworkers,
politics and healthcare provider ethnicity increase these inequalities within the healthcare system.

Scutchfield, ED, Knight, E., Kelly, A.V., Bhandari, M.W., & Vasilescu, I.P. (2004). Local public health agency capacity
and its relationship to public health system performance. Journal of Public Health Management Practice, 10(30), 204-215.

Local public health agency capacity characteristics that are related to local public health systems’ performance scores
on the CDC’s National Public Health Performance Standard Program assessment instrument were identified in this
article. A sample of 152 jurisdictions were obtained from three states performances scores from a test version of the
National Public Health Performance Standards instrument (5b) from county and city/county jurisdictions that were
matched to organizational capacity data from the 1997 National Association of County and City Health Officials
profile of health departments. Results indicated that public health agency capacities in areas of organizational
leadership, funding, and certain non-provider partnerships were significantly related to public health system
performance.

National Standards for Culturally and Linguistically Appropriate Services in Health Care. (2001). U.S. Department of
Health and Human Services Office of Minority Health.

This report outlines 14 different standards for health care providers that would support a consistent and
comprehensive approach for a more culturally and linguistically competent health care system. These 14 standards
include themes such as Culturally Competent Care (Standards 1 -3), Language Access Services (Standards 4 — 7), and
Organizational Supports for Cultural Competence (Standards 8 — 14).

Weech-Maldonado, R. (2002). Racial/ethnic diversity management and cultural competency: The case of
Pennsylvania hospitals. Journal of Healthcare Management, 47(2), 111-126.

Data in 2000 were pulled from the National Consumer Assessment of Health Plans (CAHPS) Benchmarking
Database 3.0 to examine adults enrolled in Medicaid managed care plans in 14 states. The study examined whether
race/ethnicity and language varied consumer reporting and rating of care of Medicaid managed care plans. Items
examined included global rating items such as personal doctor, health care, health plan, and specialists. Multi-items
reports of care such as getting needed care, provider communication, plan service, staff helpfulness, and timeliness
of care were also rated. Overall, adults who wete racial/ethnic and linguistic minotities reported receiving worse
care than whites. Worse care was also reported for those who were linguistic minorities compared to those who were
racial/ethnic minorities. The authors recommend that quality improvement efforts should be made in disparities in
access to cate for linguistic and racial/ethnic minorities.
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This article includes a model and framework for the Public Health Education Leadership Institute, a 15-month
professional leadership development program aimed at senior level health educators. Institute created through
collaboration among national health education professional organizations, CDC, and a school of public health.

*Many similarities to BARHII Matrix in leadership competencies, innovation, collaboration skills, cultural competencies,
communication, and staff support.

Some parallels with BARHII Matrix: in community knowledge, and understanding determinants of health inequities.

This article discusses the creation of the National Public Health Leadership Development Network (NLN), a
consortium of institutes providing a system of leadership development, and reviews the network’s creation of the
Leadership Competency Framework for core curriculum design and development of performance standards for
public health practice.

Other Resources
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