CRITICAL SUCCESS FACTOR:  QUALITY

STAFF DEVELOPMENT

What should be the Network’s approach to effective succession planning, including all types of positions?  How does VISN 2 determine what types of positions get priority focus from the organization?

	Demographic assessment
	Benchmark with private sector

	Target difficult to recruit
	Create benefits re:  Leadership positions

	Identify skills needed and potential for home grown
	Identify recruitment cycle

	Identify interest through IDPs and goals
	Identify employees with Leadership potential

	Re-engineer positions
	Empower the managers to be proactive

	Involve unions
	Traineeship program

	Identify programs, connect to mission
	IDPs should be employee based, not supervisor driven

	Bridge between current and future
	Facilitative managers (coaching/mentoring)

	Leadership training NOW
	Mapping expected vacancies

	Target external candidates with sold orientation
	Re-evaluate organizational structure

	Identify specialized positions
	Preceptor/mentor program

	Encourage IDPs for Nursing
	Utilize core competencies of HPDM

	Ensure coverage for adequate training
	Career development educational process for staff

	Managers need group dynamics
	Collaboration across Carelines

	Cross training in areas of interest
	Co-op students

	Standardize Upward Mobility programs across Network
	


How does our Network maintain a supportive environment that contributes to the well-being, satisfaction and motivation of staff?  What suggestions can be provided to improve the staff environment?

	Goalsharing
	Nutritious food

	Reward and recognition
	Educational $s

	Satisfaction surveys
	Increase communication, sell change

	Ergonomics
	Incorporate values of clinicians

	Employee Wellness efforts
	IDPs, HPDM

	Celebrate birthdays, anniversaries
	Recognize employees for community service involvement

	Personalize the work
	Teach managers personal positive reinforcement skills

	Leadership needs to be physically evident
	Humor used appropriately

	Better promotion of physical well-being
	Identify where we are applying “Management Code”

	Time off awards
	


What staff development needs would be required to successfully surpass the 90th percentile nationally for prevention and disease screening, clinical interventions and veteran outcomes (how do we determine these needs)?

	Phone/in-person reminders before appointment
	Determine what the providers need to be successful

	Educate the staff and patient
	Focus on missed targets

	Posters on prevention
	Make compliance by patients easier

	Survey the staff to identify needs
	Look for o/s literature:  waiting room, each provider

	Use of the intercom for reminders
	Specific training for Continuous improvement process

	Clinical reminders- ease of use
	Patient education through clinical reminders

	Disease management champion
	Customer Service for key triage staff

	Cross Careline involvement
	Makes CARES mandatory

	Group sessions for patient education: individual patient awareness, accountability, responsibility (could be run by RNs on restricted duty)
	Veterans Wellness: give patient questions, prompts to ask MD

	Preventive algorithms on-line for all PCPs
	Teach staff proper terminology:  not “providers”, but “clinicians”

	At time of Flu shot, inquire re:  diabetic eye exam and schedule
	


