Human Resources Environmental Assessment Review

Current
Trends and Issues Characterized By: 
   

1. Health Care Reform Related 

· Change in payment methods 

· Emergence of new community health focused care models 

· Consolidation of providers 

· Movement to employed physicians 

· Increased consumer engagement in delivery and purchasing of care

Trends and Issues Characterized By: 
   

2. Shifting Demographics 

· Impacts corporate both as provider of care and an employer 

· Aging Population: 

· Increased demand for care particularly in terms of maintenance of chronic conditions and end of life care 

· Staffing challenges due to older workers exiting work force  with needs for replacement to maintain expertise and productivity not necessarily at a 1:1 ratio 

· Multiple Generational Workforces: unprecedented convergence of four generations in the workforce each with different definitions of and expectations about work and the work environment that have to be managed and addressed.

· Racial / Ethnic Diversity: increasing growth amongst various racial and ethnic groups will require cultural competence in both care delivery and employment practices. 

3. Accelerated Pace of Change 

· Demand for new modalities and approaches to work increased 

· Time to process new information and changing practices decreased 

4. Labor Supply and Demand 

· Anticipated shortages of incumbents for critical positions based on: 

· Current levels of enrollment in physician, nursing and various allied healthcare academic / training programs. 

· Development of “new jobs” for which there are not academic / training programs. 

5. Technological Advances 

· Constantly emerging new technologies, particularly the electronic health record (EHR), will require new learning and re-learning.  

· Ability to manage and work through virtual communities enhanced through leveraging Web 2.0 (and beyond) technologies. 

6. Corporate Specific 

· Shift from holding company to operating company results in: 

· A constantly evolving operating model particularly as expressed in the goal of corporate.

· Attention to the alignment of work across system through adoption of both standardized and adaptable systems and resources. 

· New areas of care, e.g., home health, bring the potential for a greater unionized workforce, making the development of competencies consistent with the corporate Philosophy and Approach on Labor Relations essential. 

Future
In addition to the above listed trends and issues, HR leadership used the planning to examine the new developmental model that will guide Corporate’s transformation to an organization poised for success in the healthcare reform era.

Compounding Dynamic  

Lastly, leaders recognized that overlaying the affect of all of these environmental trends and issues is a dynamic that will compound the complexity of managing and supporting people through this time. Developmental change in an organization is rarely, if ever, a discrete process. Unlike purchasing the newest version of Microsoft Office or the latest iPad model, organizations do not shift from one state of being to another overnight. 
There exists a period of overlapping between the two states in which individuals are having to both operate in and let go of one state of being while learning and embracing how to operate in the emerging state of existence. 
In the specific case of the “New Normal,” individuals throughout our system of care will have to be assisted with conceptualizing, engaging, and driving our transformation into this new model of care in which much of what we know of healthcare – financing, care delivery, relationships with other providers, relationships with other community partners – has the potential to be radically different than that which exists today. Add to this dynamic that corporate already contains a plurality of organizations, each in different stages of development, and the need for deliberate, well-planned management and engagement of all our people is even more evident.  

People Management Implications for Corporate  

With the environmental concerns made clear, HR leaders next turned their attention to determining the specific implications that this environment will have on the approaches necessary to manage and support our people effectively. Primary among these implications were the following: 

· New Workforce Skills and Competencies: The emerging healthcare mode of operation will require new capabilities from the members of the corporate workforce. Among them are the ability to: 

· Innovate and be creative to produce greater efficiencies and enhance effectiveness. 

· Learn and adapt to the use of new technology – managing this skill is of particular concern with a multi-generational workforce with varied levels of familiarity and comfort with computers and automated systems. 

· Lead and manage new models and arenas of care delivery that are outside of the traditional hospital base and focus on maintaining health rather than just treating illness. 

· Address the needs of an increasingly diverse population in a culturally competent manner. 

It is important to note that all of these competencies must be acquired both by identifying and attracting new workers that possess these capabilities and by developing them in those who are currently in our workforce. 

· Redefining Work in Terms of Context and Content:  both healthcare and societal trends indicate that the next few years will need to be spent re-examining and adapting, as appropriate, such fundamental aspects of work as: 

· What it means to be a full-time employee 

· What are the more appropriate ways of defining shifts and workloads across multiple settings of care 

· How to establish a sense of work community – particularly as more virtual modes of work relationships emerge across settings and regions within our system and new entities join corporate through mergers and acquisitions. 

· Focusing Development on All Levels of Management:  recognizing that they are a key leverage point for organizational success, increased attention will need to be given to the development of front line and middle management given their responsibility for assisting staff with understanding changing work expectations, structures, and processes. In addition, additional resources will need to be channeled to development of individuals in key strategic leadership roles.

· Addressing the Accelerated Pace and Increased Order of Magnitude of Change: will require change leadership resources to assist people in successfully adapting to, accepting, and adopting change, particularly in a way that maintains trust and credibility across all organizational levels. 

· Managing New Physician Relationships: Since physicians are an integral agent in the new care delivery model, the ability to engage, support, and manage physicians, particularly the anticipated increasing number of employed physicians, will be of great importance. Areas that will be impacted by these new relationships include selection, education, development, on-boarding / assimilation, total consistent rewards and communications. 

· Managing a Diverse Workforce: will require greater capabilities in managing a multi-cultural, multi-generational workforce; attracting, supporting and retaining highly skilled, highly engaged employees; and ultimately sharing / demonstrating the value proposition of being employed by corporate. 

· Assisting corporate Employees with the New Health Care Paradigm: The next several years will provide us with the opportunity both to assist employees in learning how to best manage and navigate new healthcare system and to learn through the coordination of their care how to manage effectively the health of specific populations and communities. 

· Evolving the HR Programs and HR Systems Infrastructure: new modes and settings of care will require an HR infrastructure that is both standardized to achieve maximum efficiencies and effectiveness and adaptable to accommodate the needs of different work groups, work settings, and work relationships. This work will involve: 

· Alignment of total rewards programs with new organizational goals, outcomes, and workforce needs.  

· Modification of the recruitment and selection process to accommodate new roles that emerge – some through direct hire, some through merger or acquisition. 

· Determination of appropriate management structures to support and lead workforce – matrix vs. single direct report, more horizontal vs. hierarchical.  

· Integration of work and resources across corporate system. 

· Seamless alignment of work between national and MBO HR teams. 

· Leveraging partnerships with Mission to maintain corporate culture. 

· Alignment with other entities to impact work force composition, e.g., Physician Enterprise Management. 

Additional insights for the development of effective people management approaches that were deemed of significance by HR leaders are: 

· Culture, i.e., the environment within which the work is done – the way it is done, the way it is led and supported – will be as important to organizational success as strategy.
· Increasing employee engagement and accountability will be of critical importance. 

· Importance of careful prioritization and sequencing of work – we cannot overwhelm present systems as we are trying to develop new ones. 

· A key theme of the work is the need for reaching out to engage staff, new and diverse work groups, and communities as partners.  

· HR needs to continue to cultivate its competencies of adaptability and innovation, influence and proactively, and managing diversity in many forms (people, work settings, partnerships, etc.) to guide this work. 

· Increased speed of delivery for workforce solutions. 

· HR leaders will need to focus on how to enhance its communications efforts in order to achieve employee engagement. 

Corporate Strategic Plan Priorities 

The strategic plan priority areas serve to focus our attention on the specific areas of work that need our dedicated attention and commitment if we are to be successful in accomplishing our mission and vision. Because the success of all our work hinges on the capabilities of our people, the four primary strategies of the Corporate Strategic Plan were leading influencers on the definition of the strategic people management work articulated in this plan. These strategies are:  

· People: Corporate will cultivate and advance a culture that forms, supports, and develops the necessary talent to be a leader in healthcare practice and outcomes.  

· Quality: Corporate will be recognized as a national leader in innovative care models, person centered care and healthy communities. 

· Stewardship: Corporate will focus resources and invest to innovate and excel in improving the health of the communities it serves.  

· Growth: Corporate will grow and diversify its healthcare systems to develop the systems of care required to improve the health of the people and communities it serves. 

