APPENDIX F
Workforce Measurement Targets

Metrics to Manage to and Monitor Plan

Short term

· Annual turnover, time to fill/ vacancies data is captured through the Workforce survey instrument

· HR tool kit is distributed to 100% of the APHL membership

· Laboratory leader profiles result in a recruitment strategy that targets candidates defined by the profile data

· Four new laboratory leaders will participate in a pilot mentor program

· A workforce oversight committee is established in first quarter

· A professional paper that promotes the PHL paper is be published in a professional journal

· Five core leadership courses are delivered in a distance format

· Professional marketing pieces are published to generate awareness and interest in public health laboratory careers; Website clicks increase after each distribution event

· Three leadership forums and 2 new lab director orientations are delivered

Mid Term

· Annual data on turnover/time to fill vacancies is reduced, year by year

· Recruitment practices are implemented that result in 4 qualified candidates

· A minimum of 2 graduating fellows are placed in a permanent laboratory position

· Epidemiology statistics are collected that demonstrate the economic value of the public health laboratory –laboratory specific

· Electronic portal is implemented that provides member access to a library of statistics, job opportunities, HR tool kit, course offerings, orientation materials, leadership resources, etc

· A 3 tiered program is developed to reach elementary, middle school and undergraduate students via on site presentations

· Tuition reimbursement/subsidy is available for 3 to 5 laboratory science students

· Internship programs exist in 20% of all member laboratories

· A comprehensive complement of core curriculum is available in multiple delivery formats

· An increase in annual leadership forums and development opportunities occurs 

· Evaluation tools and surveys result in positive satisfaction scores

· Participation rates in programs and use of workforce products will increase and include management levels two levels deep in the laboratory environment

· APHL’s consulting services will be contracted no less than once a month

Long Term

· Pool of qualified candidates are tracked and contacted on a quarterly basis resulting in a progressive increase in capacity year over year

· The number of open vacancies is reportable and reduced

· Recruitment practices are implemented that result in 20 qualified candidates

· The gap between clinical and public health laboratory salaries narrows

· The Center co-sponsors leadership institute programs for laboratory leaders

· All laboratories have active succession plans in force

· Assessment instruments are conducted no less than bi-annually to collect and aggregate input from members and stakeholders to inform structure, content and process improvements

· Partnerships result in an increase of available education programs and funding sources

·  Student enrollments of students into science based disciplines increases
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