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Introduction

This report outlines the summary results from the Tools Project commissioned by the Ministry of Health, where 29 public health organisations (including organisations represented by some members of the Te Uru Kahikatea Sector Reference Group) offered their feedback on a list of proposed tools to support organisations with their workforce development and to ready themselves for the implementation of the generic public health competencies(GPHCs).   
Structure of this report

1. Part one shows the tools organisations thought should be prioritised for development. 

2. Part two is the summary results of all the feedback based on the questions organisations were asked:

· Relevance of the tools to their organisation.

· The priority for developing and delivering the tools, including identifying the very top three tools for development.   

· How the tools should be offered; hard copy, electronically, online. 

· What assistance, if any, should be offered to support implementation of the tools? 

3. Part three outlines the comments provided on two additional tools:

· A resource for tertiary training organisations to integrate the GPHCs into existing and new qualifications in public health

· A resource for professional bodies and discipline representative bodies to integrate the GPHCs into discipline specific competencies and qualifications.

Appendix one is the full table of results of which tools should be prioritised for development. 

The participating organisations
The following organisations provided feedback on the proposed tools: 

	Maori NGOs
	NGOs
	Pacific NGOs
	PHUs

	3
	Large 
	1
	Large
	2
	Medium
	4
	Large

	5
	Medium
	3
	Medium
	2
	Small
	2
	Medium

	1
	Small
	3
	Small
	
	
	1
	Small


Two MOH Portfolio Managers also provided comments. 
Methodology

The TUK sector reference group provided comment through a face to face meeting.  The two MOH portfolio managers and the remaining organisations received electronic copies of the feedback documents, completed the forms in their own time and returned the forms either electronically or hard copy.  Most organisations were then interviewed by telephone to discuss and clarify their comments. 

Recommendations

It is recommended that the tools be packaged and, over time, the packages expand to include other tools and resources, including those not already mentioned in this document.  The packages may eventually look similar to the following.  Note that the tools with the highest priority for development, based on the feedback from organisations, are in red.  
GPHC package
A generic public health competencies resource explaining the purpose, benefits, implications, risks, etc.  (Tool number 16)

WFD package for organisations – electronic and hard copy versions, support with MOH portfolio manager support 
1. How to develop a culture of learning in your organisation?  (Tool number 7.)

2. Guidelines on how to develop an organisational workforce development plan.  (Tool number 6.)

3. A self assessment tool to enable staff to determine their own learning needs.  (Tool number 10.)

4. How to align organisational policies and standards with the GPHCs.  (Tool number 3.)

5. Workplace orientation and induction based on the GPHCs.  (Tool number 13.)  Modify the workplace based training manual into an orientation resource for organisations. 

WFD training package – provide training
1. Equipping managers and governance boards to strengthen their roles as advocates for improved public health practice and workforce development in New Zealand.  (Tool number 8.)

2. Guidelines on how to implement workplace based training on the GPHCs for supervisors, managers, mentors and workforce.  (Tool number 14.)  This training could be offered in conjunction with the Integrated Competencies Framework for Organisations (currently in development) or could link to any sector based promotional workshops for GPHC package. 

3. How to develop integrated performance management and recruitment policies and processes, based on the GPHCs.  (Tool number 9.)  This training could be offered in conjunction with the Integrated Competencies Framework for Organisations (currently in development)

Other resources

How to develop an annual plan.  (Tool number 2.)

Part One
Ratings for priority development

Organisations were asked to rate which of the tools should be prioritised for development.
First priority  - number of votes
	Votes
	Tool
	Type of organisations

	9
	Guidelines on how to develop an organisational workforce development plan.
(Tool number 6)


	3 x Large PHU

1 x Large Maori NGO

1 x Large NGO 

2 x Medium Maori NGO

2 x Small Pacific NGO

	6
	A generic public health competencies resource explaining the purpose, benefits, implications, risks, etc.

(Tool number 16)
	2 x Large PHU

1 x Medium Maori NGO 

1 x Small Maori NGO

1 x Small NGO 

1 x Small PHU



	5
	Equipping managers and governance boards to strengthen their roles as advocates for improved public health practice and workforce development in New Zealand.  
(Tool number 8)


	1 x Large NGO

1 x Large Maori NGO

2 x Medium Pacific NGO 

1 x Small NGO



	4
	How to develop a culture of learning in your organisation.
(Tool number 7)
	1 x Medium NGO

1 x Medium Maori NGO

1 x Small NGO

1 x Large NGO


Second priority – number of votes
	Votes
	Tool
	Type of organisations

	3
	How to develop an annual plan.

(Tool number 2)


	2 x Medium Maori NGO

1 x Medium PHU

	3
	How to develop integrated performance management and recruitment policies and processes, based on the GPHCs.
(Tool number 9)


	1 x Large Maori NGO

1 x Medium Maori NGO

1 x Small NGO

	3
	Self assessment tool to enable staff to determine their own learning needs.
(Tool number 10)


	1 x Medium NGO

1 x Medium Pacific NGO

1 x Small NGO

	2
	How to develop a culture of learning in your organisation.
(Tool number 7)


	1 x Small Pacific NGO

1 x Large PHU

	2
	How to align organisational policies and standards with the GPHCs.
(Tool number 3)


	1 x Medium Maori NGO

1 x Small Pacific NGO

	2
	Guidelines on how to implement workplace based training on the GPHCs for supervisors, managers, mentors and workforce.
(Tool number 14)


	1 x Large NGO

1 x Small Maori NGO


Third priority - number of votes
	Votes
	Tool
	Type of organisations

	3
	Self assessment tool to enable staff to determine their own learning needs.

(Tool number 10)


	1 x Large NGO

1 x Large PHU 

1 x Small Pacific NGO

	2
	Guidelines on how to develop an organisational workforce development plan.

(Tool number 6)


	2 x Medium Maori NGOs

	2 
	Equipping managers and governance boards to strengthen their roles as advocates for improved public health practice and workforce development in New Zealand.  

(Tool number 8)


	1 x Medium Maori NGO

1 x Small Maori NGO

	2
	How to develop integrated performance management and recruitment policies and processes, based on the GPHCs.

(Tool number 9)


	1 x Large NGO

1 x Small Pacific NGO

	2
	Workplace orientation and induction based on the GPHCs.

(Tool number 13) 
	1 x Large NGO

1 x Large PHU


Part Two

The full results 

The following pages show the summary results from the feedback process. The numbers in the table are the aggregated results of how many organisations ranked the specific tool against each question. 

1.  Tool – How to develop a strategic plan
	Relevance of tools
	Essential
	Relevant
	Less relevant

	
	12
	8
	6

	Priority for delivery
	Top
	Medium
	Least

	
	10
	7
	6

	How it could be offered 
	As training
	Hard copy
	Both

	
	2
	8
	14


General comments

· This is essential core business and should already be addressed for each organisation.
· Largely irrelevant for PHUs as they already do this. 

What assistance, if any, should be offered for implementation

· Training (prioritising Maori and Pacific NGOs) through practical workshops, with on-call/on-line mentoring and support for advice, feedback. Potentially use trained portfolio managers.
· Use formal review dates and require/facilitate content update. 

· Training on understanding strategic planning and district planning; not how to do it, but what it is, why have it, what impact does it have and understanding the broader context within which staff work. 
· Implement a process for national comparability and assistance on how to review implementation of a strategic plan.

2.  Tool – How to develop an annual plan

	Relevance of tools
	Essential
	Relevant
	Less relevant

	
	16
	6
	2

	Priority for delivery
	Top
	Medium
	Least

	
	13
	4
	6

	How it could be offered 
	As training
	Hard copy
	Both

	
	2
	9
	13


General comments

· This is core business and should already be addressed for each organisation.

What assistance, if any, should be offered for implementation

· Training (prioritising Maori and Pacific NGOs) through practical workshops, with on-call/on-line mentoring and support for advice, feedback. Potentially use trained portfolio managers.

· Include critique and feedback process and regular reviews so content remains relevant.

3.   Tool – How to align organisational policies and standards with the GPHCs 
	Relevance of tools
	Essential
	Relevant
	Less relevant

	
	14
	10
	3

	Priority for delivery
	Top
	Medium
	Least

	
	13
	11
	2

	How it could be offered 
	As training
	Hard copy
	Both

	
	2
	8
	17


General comments

· Ensure that important aspects are included in policies, for example, what the organisation intends to do about staff self assessment, ensuring staff have understanding of “what is public health”, etc.

· Need to align and integrate all business documents with the GPHCs and tools to do so would be useful.

· This would be a good checks and balance tool. 

· Would put this tool into our quality framework and use it as an assessment tool.

· This may be difficult for PHUs as they already work within the DHB structure which has existing policies, thus may have little flexibility. 

What assistance, if any, should be offered for implementation

· One to one training with on-call support, using a facilitator or consultant who provides examples of how this can be achieved. 

· Include critique and feedback process and regular reviews so content remains relevant.

· Train portfolio managers so they can assist and support providers. 

4.  Tool – How to integrate the GPHCs into internal staff competencies 
	Relevance of tools
	Essential
	Relevant
	Less relevant

	
	18
	7
	2

	Priority for delivery
	Top
	Medium
	Least

	
	13
	12
	0

	How it could be offered 
	As training
	Hard copy
	Both

	
	3
	4
	16


General comments

· It is important to ensure this does not duplicate existing processes and staff training. 

What assistance, if any, should be offered for implementation
· One to one training with on call support, using a facilitator or consultant who provides examples of how this can be achieved. 

· Include critique and feedback process (use trained portfolio managers) and regular reviews so content remains relevant.

· Use practical workshops that allow participants to integrate the work with support. 
5.  Tool – How the GPHCs make a difference to your public health service goals 
	Relevance of tools
	Essential
	Relevant
	Less relevant

	
	14
	11
	3

	Priority for delivery
	Top
	Medium
	Least

	
	12
	11
	3

	How it could be offered 
	As training
	Hard copy
	Both

	
	4
	4
	16


General comments

· This may help to grow a greater depth of understanding in organisation.

· It would be good to see how the GPHCs will lift the practice of staff and also life the game of the organisation. 

· Ensure this includes guidelines on how the GPHCs can assist a service to function, with staff development and also to build capability.

· Provide a self assessment tool for organisations to measure progress.

What assistance, if any, should be offered for implementation

· Easy access to facilitated training with on call support, include a process for review and critique.  For example, a mechanism to share with other providers for comparisons and feedback. 

· Include this in contract documentation and ensure MOH portfolio managers are trained to use and provide advice on the tool. 

6.    Tool – Guidelines on how do develop an organisational workforce development plan 
	Relevance of tools
	Essential
	Relevant
	Less relevant

	
	20
	5
	2

	Priority for delivery
	Top
	Medium
	Least

	
	13
	10
	1

	How it could be offered 
	As training
	Hard copy
	Both

	
	1
	6
	18


General comment

· It is essential to have a workforce development plan. 

· We would use this tool to review and adapt our existing workforce development plan. 

What assistance, if any, should be offered for implementation
· Use seminars and workshops to facilitate training and provide on-call support.  

· Ensure there is the ability to obtain feedback on draft plans, for example, from an appointed consultant, other providers or MOH portfolio managers.
· Provide a simple guideline or sample plan, what it should look like, for example, what content should be included, what to consider for future workforce needs, etc.

7.  Tool – How to develop a culture of learning in your organisation
	Relevance of tools
	Essential
	Relevant
	Less relevant

	
	12
	11
	4

	Priority for delivery
	Top
	Medium
	Least

	
	9
	12
	3

	How it could be offered 
	As training
	Hard copy
	Both

	
	6
	4
	10


General comment

· The MOH is not the appropriate body to facilitate this, but the MOH could allow for this in service contracts and use external expertise. 

· This will strengthen a culture of shared values of sector.

· To encourage staff into training, we need to know what training is available.  A central repository of training information would be very useful.  

· This needs to consider and include advice and solutions for organisations that function within a wider organisational culture, for example PHUs. 

What assistance, if any, should be offered for implementation

· Ensure facilitated training is provided using case study examples, guest speakers, “how to change direction” documents, etc., with on call consultant support.
· Invest heavily in all levels of the organisation for this, from governance to receptionist, in providing opportunities for learning, through a range of mechanisms.

8.   Tool - Equipping managers and governance boards to strengthen their roles as advocates for improved public health practice and workforce development in New Zealand  
	Relevance of tools
	Essential
	Relevant
	Less relevant

	
	16
	9
	2

	Priority for delivery
	Top
	Medium
	Least

	
	12
	11
	3

	How it could be offered 
	As training
	Hard copy
	Both

	
	6
	5
	15


General comments

· This is essential as governance boards must have greater breath of knowledge of public health and its effectiveness. 

· It would be good to use champions amongst the sector to promote boards’ acceptance of this training.  Use good examples of where a board’s understanding and promotion of public health is making a difference to the organisation’s successes.   

What assistance, if any, should be offered for implementation
· Use motivational/credible speakers to come to board meetings and present.

· Provide ongoing support and advice on how to apply this tool. 

· Use facilitated training/workshops as required.

· Could use key messages in contracts and in service provision, and require governance to know it and back it. 

· Develop a specific appropriate training package that targets iwi governance boards.

9.   Tool - How to develop integrated performance management and recruitment policies and processes, based on the GPHCS
	Relevance of tools
	Essential
	Relevant
	Less relevant

	
	17
	7
	3

	Priority for delivery
	Top
	Medium
	Least

	
	16
	6
	3

	How it could be offered 
	As training
	Hard copy
	Both

	
	6
	6
	13


General comment

· This could be part of MOH contacts.
· This would be very useful and we would use this tool to align existing policies and organisational documents with the GPHCs.
· This should be done after the GPHCs have been put in place. 

· This could assist providers, particularly PHUs, to recruit and retain appropriate staff.

What assistance, if any, should be offered for implementation

· Ensure training workshops are provided for MOH portfolio managers and providers on how to use tools. 

· MOH portfolio managers could facilitate and mentor process.  Alternatively, use a nationally available consultant to support training. 
· Also need a critique and feedback process. 

10.   Tool – Self assessment tool to enable staff to determine their learning needs 
	Relevance of tools
	Essential
	Relevant
	Less relevant

	
	9
	15
	2

	Priority for delivery
	Top
	Medium
	Least

	
	10
	16
	0

	How it could be offered 
	As training
	Hard copy
	Both

	
	5
	11
	10


 General comment

· If an organisation has an existing similar tool, it could use the new tool to cross check its current practice. 

· PHUs have generic job descriptions that are not aligned to service plans. This is a problem as job descriptions ought to articulate the essence of the job role. Need to somehow align job descriptions with what a person is doing in their job. 

· This links to professional development plans. 

What assistance, if any, should be offered for implementation

· Provide practical training through workshops on how to use the tool, with a nationally available consultant available to assist. 

· Provide as resource (and checklist) for both managers and staff.  Ensure both staff and managers are involved in process. 

11.  Tool – How to integrate GPHCs into job descriptions
	Relevance of tools
	Essential
	Relevant
	Less relevant

	
	8
	15
	4

	Priority for delivery
	Top
	Medium
	Least

	
	6
	14
	6

	How it could be offered 
	As training
	Hard copy
	Both

	
	3
	14
	9


What assistance, if any, should be offered for implementation

Provide practical training on how to use the tool, with templates available. 

The availability of coaching/advice would also be very useful. 

12.  Tool – How to use the GPHCs to construct job interview questions
	Relevance of tools
	Essential
	Relevant
	Less relevant

	
	6
	11
	10

	Priority for delivery
	Top
	Medium
	Least

	
	6
	12
	8

	How it could be offered 
	As training
	Hard copy
	Both

	
	3
	15
	7


What assistance, if any, should be offered for implementation

Provide training and practical help on how to use tool and sample(s) that can be modified. Interview questions should align with core aspects of job descriptions.

13.  Tool – Workplace orientation and induction based on the GPHCs
	Relevance of tools
	Essential
	Relevant
	Less relevant

	
	8
	13
	6

	Priority for delivery
	Top
	Medium
	Least

	
	6
	13
	7

	How it could be offered 
	As training
	Hard copy
	Both

	
	1
	12
	13


General comment

Monetary recognition for completion would be an incentive to complete.  

What assistance, if any, should be offered for implementation

· Generic public health introduction training modules, workbooks, on line learning tools would be very useful.  This would need to include training on how to use any relevant tools.

· It would also be beneficial to provide practical help if needed, including templates/samples that can be modified and used.

14.   Tool - Guidelines on how to implement workplace based training on the generic public health competencies for supervisors, managers, mentors and workforce
	Relevance of tools
	Essential
	Relevant
	Less relevant

	
	10
	12
	5

	Priority for delivery
	Top
	Medium
	Least

	
	9
	15
	3

	How it could be offered 
	As training
	Hard copy
	Both

	
	2
	9
	15


General comments

It would be good to scope providers’ ideas about how to do this as part of development.

What assistance, if any, should be offered for implementation

· Provide training (workshops) on how to use the tools and an advisor who can come to the workplace, watch and assist.  
· Offer structured training packages and facilitate sharing of resources across services.

15.  Tool – Tools to assist recognition of prior learning and experience
	Relevance of tools
	Essential
	Relevant
	Less relevant

	
	6
	16
	6

	Priority for delivery
	Top
	Medium
	Least

	
	3
	15
	8

	How it could be offered 
	As training
	Hard copy
	Both

	
	4
	11
	9


General comment

· This would be difficult for most public health organisations to do, even with training, as they have specialist capacity links with training providers. 

· This can be subjective whether you have tools or not.

What assistance, if any, should be offered for implementation

There needs to be a central pool of assessors/auditors to provide practical help and check we get this right and maintain national consistency with its application.

16.   Tool – A generic public health competencies resource explaining the purpose, benefits, implications, risks, etc. 
	Relevance of tools
	Essential
	Relevant
	Less relevant

	
	20
	6
	2

	Priority for delivery
	Top
	Medium
	Least

	
	18
	8
	2

	How it could be offered 
	As training
	Hard copy
	Both

	
	1
	6
	20


General comments
· Show how the generic public health competencies fit with the Mecca CASP (career and salary progression).  The GPHCs and CASP levels should at least be referenced against each other. 
· Often the barrier to moving forward on things is not having supporting “package” to progress.

· This should be widely available and promoted.  

· It is essential to get a strong grounding in the GPHCs and this will help facilitate understanding and acceptance. 
· This is needed for all providers including wider DHB staff (governance) and MOH staff (include policy teams).

What assistance, if any, should be offered for implementation

· Develop a marketing package that could be shared across services and websites. 

· Develop a general training package covering the GPHCs and workforce development (tools that work together as a whole).  Support this with providing training at all staff levels and have trainers and mentors available to implement training, support and seminars to organisations.
· Perhaps set up small support networks to share ideas and discuss options to move forward.  These forums could also be used to show levels of usage and appropriateness for organisations (e.g. website forum)
· May need some facilitation at the beginning. 
· Show examples of best practice.

Part Three
Organisation were asked to comment on two additional tools.
1.  A resource for tertiary training organisations to integrate the GPHCs into existing and new qualifications in public health.
Organisations comments

· Yes, essential

· Would be helpful. Hard to recruit from different disciplines that don’t have an understanding of the GPHCs.

· Support and even ensure a clear and continuous public health pathway is achieved. 

· This is required to progress workforce development, but could be medium priority. 

· A resource would be useful to measure the existing skill base, but could also be used for those looking to extend their current skills/knowledge in this area.  This is a priority as Maori providers need staff with the basic skills and knowledge for the roles so we don’t have to spend too much time training staff ourselves.

· Very important, this should be a requirement. 

· Essential, recognising that many competencies will be further developed in practice.

· Not sure that this is really something that lends itself to being a resource.  Universities, for example, would be unlikely to find a checklist against when to review their courses very useful. 

· This needs urgent attention to ensure new graduates can “hit the ground running” when entering the workforce. 

· This is essential and is useful for determining what various tertiary programmes cover, we currently employ a wide range of staff from many disciplines.  It is difficult to clearly know what curriculum or degree content currently relate to public health; also new graduates whom we have recently employed have said they learnt very little about the public health sector or health promotion.

· Proposing that all graduates enter the workplace with some or all of the GPHCs could be a barrier to recruitment of persons with specific community/cultural skills.

· As a future strategy – yes.  However there is the current workforce to be brought up to the same level and their prior learning and experiences need to be taken into consideration for any proposed training.

· This is a good idea.  The GPHCs should be built into other courses and qualifications where practicable. 

· That would be fantastic! Would assist public health roles where tertiary training is required, but need other methods of training for those people where tertiary is not best option.
2.   A resource for professional bodies and discipline representative bodies to integrate the GPHCs into discipline specific competencies and qualifications.

Organisations comments

· It is hard to recruit from different disciplines that don’t have an understanding of the broader public health context. 

· Yes, this is essential, 

· Ensure workers know the value of the GPHCs and this will motivate them to continue/retain the learning associated with this resource. 

· Yes this is needed.  Also better alignment of universities and polytechs to the GPHCs. 

· Great to have, can be a future piece of work – medium priority. 

· A resource would be useful to measure the existing skill base but to also be used for those looking to extend their current skills/knowledge in this area.  It is important again that all staff working within the public health arena have a minimum standard of the GPHCs. 

· This should happen seamlessly and be integrated. 

· Yes, this is important.

· Not sure that this is really something that lends itself to being a resource.  Perhaps an audit tool (auditing against GPHCs) would be more useful?

· This should be the next step after the TEO resource and will likely require a different approach due to the perceived drivers. 

· This is mostly happening. 

· This is essential.  Create flexible learning for people in the workplace. This could be particularly useful for dieticians working in public health roles, medical officers of health and HPOs to ensure what we do internally compliment any external registration requirements. 

· This is good. 

· Agree, it is important that health professionals such as nursing graduates come into the workforce with a broad skill set including public health.  Nursing students are for instance now coming out for placement with providers who deliver health promotion services, etc and this is a positive step towards introducing a public health perspective early. 

· Good incentive for workers for self/professional development to continue. 

· This is important and a top priority. 

· Ideal as certain level of skills will be transferable.
Appendix one – summary of results from votes ranking the priority tools should be given for development. 
	Tools Description 
	First
	Second
	Third
	Comment

	Strategic business planning

	1. How to develop a strategic plan 
	· Med Maori NGO
	· Med Maori NGO
	
	First 1 

Second 1

	2. How to develop an annual plan
	
	· 2 x Med Maori NGO

· Med PHU
	
	Second 3

	3. How to align organisational policies and standards with the GPHCs
	
	· Med Maori NGO

· Sm Pacific NGO
	· Med NGO
	Second 2

Third 1 

	4. How to integrate the GPHCs into internal staff competencies (if any)
	· Large PHU
	· Med Maori NGO
	· Sm NGO
	First 1

Second 1

Third 1

	5. How the GPHCs will make a difference to your public health service goals
	· Large Maori NGO

· Med NGO
	· Med Maori NGO
	· Med PHU
	First 2

Second 1

Third 1

	Workforce development

	6. Guidelines on how to develop an organisational workforce development plan 
	· 3 x Large PHU

· Large Maori NGO

· Large NGO 

· 2 x Med Maori NGO

· 2 x Sm Pacific NGO
	· Med Maori NGO
	· 2 x Med Maori NGO


	First 9

Second 1

Third 2

	7. How to develop a culture of learning in your organisation 
	· Medium NGO

· Med Maori NGO

· Small NGO

· Large NGO
	· Sm Pacific NGO

· Large PHU
	· Med Maori NGO
	First 4

Second 2

Third 1

	8. Equipping managers and governance boards to strengthen their roles as advocates for improved public health practice and workforce development in New Zealand  
	· Large NGO

· Large Maori NGO

· 2 x Med Pacific NGO 

· Small NGO


	· Med Maori NGO
	· Med Maori NGO

· Sm Maori NGO
	First 5

Second 1

Third 2

	Performance management

	9. How to develop integrated performance management and recruitment policies and processes, based on the GPHCs
	· Med PHU
	· Large Maori NGO

· Med Maori NGO

· Sm NGO
	· Large NGO

· Sm Pacific NGO
	First 1

Second 3

Third 2

	10. Self assessment tool to enable staff to determine their own learning needs
	· Med NGO
	· Med NGO

· Med Pacific NGO

· Sm NGO
	· Large NGO

· Large PHU 

· Sm pacific NGO
	First 1

Second 3

Third 3

	11. How to integrate GPHCs into job descriptions
	
	· Sm NGO
	· Large NGO
	Second 1

Third 1

	12. How to use GPHCs to construct job interview questions
	
	· Sm NGO
	· Large NGO
	Second 1

Third 1

	13. Workplace orientation and induction based on the GPHCs.
	
	
	· Large NGO

· Large PHU
	Third 2

	Workplace based training

	14. Guidelines on how to implement workplace based training on the GPHCs for supervisors, managers, mentors and workforce
	· Medium Maori NGO
	· Large NGO

· Sm Maori NGO
	· Med Pacific NGO. 
	First 1

Second 2

Third 1

	15. Tools to assist recognition of prior learning and experience 
	
	· Large NGO
	
	Second 1

	Marketing and promotion

	16.   A GPHCs resource - including


	· 2 x Large PHU

· Medium Maori NGO 

· Sm Maori NGO

· Sm NGO 

· Small PHU
	
	
	First 6

	17. Resource for TEOs to integrate the GPHCs into existing and new qualifications in public health.
	· Large PHU 

· Med NGO


	
	
	First 2

	18. Resource for professional bodies and discipline representative bodies to integrate the GPHCs into discipline specific competencies and qualifications.
	· Small PHU

· Other (MOH)


	
	
	First 2
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