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Strategy and the Healthy Eating Healthy Action 
Implementation Plan.

Community development principles form the basis of 
project development, and community participation at 
all levels is paramount.

The strategic direction of the organisation remains 
unchanged and is based on the World Health 
Organisation five strategies for healthy communities 
cited in the Ottawa Charter.

•	 �Building healthy public policy

•	 �Strengthening community action

•	 �Creating supportive environments

•	 �Reorienting health services

•	 �Developing personal skills

Emerging public health issues

•	 �Reorienting primary health care to take a population 
health approach and to engage with communities in 
a meaningful way

•	 �Responding to needs identified by the community 
and taking a community development approach to 
health-risk issues such as violence, alcohol, smoking 
and physical activity and healthy eating

•	 �Ensuring inequalities in health and health outcomes 
frameworks are used in programme planning and 
implementation

•	 �Taking a wh–anau approach to programme delivery 
rather than an individual approach in client-based 
programmes

•	 �Investing in evaluation and research to provide a 
sound evidence base for programme planning

•	 �Building capacity of the workforce to respond to the 
above issues

Part B 
Workforce Profile
Staff appointments reflect the multicultural nature of 
the community and the enrolled population of the 
local PHO. Over 25% of staff is resident within the 

local community with others living in surrounding 
suburbs and the wider region. They currently number 
22 FTEs working across three office locations and 
comprise:

•	 �Manager

•	 �Manager Community Projects & 2 FTEs including 
Injury Prevention Programme Leader

•	 �Office Manager and Administrator

•	 �Team Leader and 10 Community Health Workers, 
two of whom are Diabetes Specialist Community 
Health Workers

•	 �Health Promotion Co-ordinator and 4 FTE

•	 �Short-term casual staff as required for project work.

Workforce Issues for the NGO are related to the 
tension between the desirability of long-term planning 
and its short-term funding arrangements. In common 
with other NGOs it also receives funding from a variety 
of sources making contract delivery more complex. 
This impacts on workforce planning and development 
as it makes staffing requirements more difficult to 
anticipate beyond the immediate need. In addition the 
organisation’s funding arrangements has a limiting 
effect on the extent to which the organisation can 
direct its work. For example it would like to do much 
more local research to support its work and have more 
funding available for programme evaluation. This 
would make future programme planning more 
evidence based and targeted. The organisation is keen 
to grow and increasingly set its own objectives, 
particularly in response to health issues identified by 
the community, rather than responding exclusively to 
the needs of funders. Workforce development will be 
an important part of this growth

Because of the focus on reducing inequalities staff 
need more training around the use of reducing 
inequalities frameworks. Staff at leadership levels for 
community health and health promotion projects also 
need to strengthen their project management skills.

Recruitment tends to be complex because of the 
funding driven nature of the organisation and because 
the pool on which it recruits its staff is small there is 
usually a gap between the desired skill set and those 
on offer. The need for cultural competencies often 
outweighs the need for public health and related skills 
as these are more easily developed with appropriate 
education and training.

The organisation is part of the Te Wana quality 
programme which addresses a wide range of 
competencies and standards including workforce 
development. The accreditation programme will take 
three years to complete.

In common with other NGOs it is hard for the 
organisation to meet the market when offering salaries 
to attract and retain staff. However, the organisation’s 
commitment to helping staff achieve work-life balance 
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and its family friendly policies means that staff 
turnover is low. For example staff have a greater than 
usual flexibility around accommodating their family, 
church, community, study and related responsibilities. 
In addition, staff are attracted to the organisation 
because they have a personal stake in the work and 
community health outcomes, and know they are highly 
valued for their cultural competencies and community 
networks.

A board governance structure comprises mandated 
representatives of the key community ethnic groups, 
two GPs, a representative of the education sector and 
a member of the PHO board. Funding from the DHB 
enables the board to play an active role in the NGO’s 
activities. Board members are active in their 
communities and bring a wealth of insight and 
leadership to the organisation.

Key service areas include

•	 �Personal health services to referred patients. These 
services include health information, education, and 
case managed referrals to relevant agencies.

•	 �A Smoking Cessation programme currently under 
development.

•	 �The Getting Started programme. A physical activity 
and healthy eating programme that caters for 
working people as well as those available during the 
day by providing day time and ‘after hours’ activities.

•	 �An “Active Families” programme, currently in 
development and led by the Health Promotion  
Co-ordinator, in conjunction with other PHOs, the 
DHB and other stakeholders to increase activity  
and improve nutrition for children and their  
families/wh–anau.

•	 �A tobacco control plan, currently in development.

•	 �The Healthy Kai programme to deliver improved food 
and hygiene grades and increased healthy food 
choices for local food outlets. It encourages the 
public to purchase healthy takeaway foods.

•	 �Ongoing community projects such as Women’s 
health initiatives and participation and leadership  
of local networks.

•	 �The M–aori Forum provides a means for local M–aori 
to identify and address health issues for M–aori.

•	 �Injury Prevention work and delivery of the new  
STIR (Safe Travelling in Restraints) scheme to  
enable low-income people to access and safely 
install affordable child restraints.

•	 �A Road Safety event and child restraint Checking 
Clinics ensure that the community has access to 
information, advice and resources to keep 
themselves and their children safe on the roads.

•	 �Two of the local secondary schools participate in a 
carefully planned health promotion programme that 
addresses healthy eating, increased levels of activity 
and a health promoting school environment.

•	 �A BCG vaccination clinic is held twice monthly.

•	 �Window displays, pamphlets and a personal 
response to health related enquiries The "Guide  
to Health Services in the Ward" is updated and 
distributed to health providers and other community 
organisations annually.

•	 �A newsletter describing updates in services of the 
organisation and raising awareness on key local 
health campaigns and issues. This is distributed 
twice per year.

Step 2
Set a clear goal or vision for your workforce plan
Workforce development goal for the next 3-5 years

To have a workforce with the capacity and capability to provide excellent health promotion, health education and 
community development services in culturally appropriate ways as a strong, future-focussed platform on which to 
improve the health of our communities.
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Step 3
Set clear objectives, strategies and actions for achieving the vision/goal.
This workforce development plan has a three year focus. Each objective will have an action plan developed 
detailing responsibilities and timeframes.

Objectives Strategies/actions Implementation

Develop a 
recruitment and 
retention strategy

•	 �recruit locally to provide local solutions to local issues

•	 �assess vacancy and identify competencies needed in team

•	 �adjust job description prior to recruitment

•	 �promote the rewards of working in the community and the 
potential for innovation/development in the role

•	 �explicitly target recruitment to reflect the community in which the 
organisation operates

•	 �recruit staff who have demonstrated competencies in working 	
with M–aori and Pacific communities

•	 �target recruitment to people who understand the public health 
environment and have leadership potential.

•	 �provide clear and supportive induction/orientation on appointment

•	 �involve employees directly in work-related decisions which 	
affect them

•	 �involve staff in strategic and operational planning with a health 
outcomes focus

•	 �recognise and affirm individual and organisational successes

•	 �consider succession planning, including leadership development

•	 �recruit people who are attracted to the organisation because they 
have a stake in the success of the work as it relates to community 
health outcomes.

•	 �ensure funding agreements include dedicated training and 
workforce development budgets. 

Projected 
timelines

Priorities

Measurable 
actions

Identify how the 
training/learning/
education needs of 
the workforce will 
be met

•	 �on recruitment identify training and development needs and 
promote available public health training opportunities to meet 
these needs.

•	 �on recruitment set individual training plans.

•	 �provide time off and financial support for training and development

•	 �create opportunities for networking with others in the public health 
field (the need for this will be specified in job descriptions)

•	 �review performance appraisals to establish training and individual 
workforce needs

•	 �negotiate training as part of the performance review process

•	 �identify opportunities for flexible learning/competencies 	
eg, programme planning and evaluation

•	 �develop relationships with public health training providers

•	 �prioritise M–aori health gain and reducing inequalities in the 	
training mix.

•	 �prioritise Pacific health gain and reducing inequalities in the 	
training mix.

•	 �identify training that will benefit the individual and the organisation 
including leadership development and project management.

•	 �involve board members in strategic planning to develop the skills of 
the whole organisation

•	 �design and develop programmes in partnership with other 
agencies.
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Objectives Strategies/actions

Meet professional 
development and 
career progression 
needs

•	 �prioritise relevant public health competencies for ongoing professional development

•	 �support individuals to progress their programme competencies

•	 �encourage all staff to maximise opportunities to meet existing and future community 
health needs

•	 �ensure all staff have an employment contract

•	 �ensure all staff develop and extend their cultural competencies

•	 �identify and promote opportunities for team members to access quality peer support

•	 �develop opportunities for individuals from other fields or sectors to reorient into 	
public health

•	 �set an agreed training/professional development budget for team/service areas

•	 �make financial assistance available for attendance at appropriate workshops/seminars/
conferences/summer schools/internships

•	 �ensure performance appraisals include culturally appropriate support and assessment

•	 �update all job descriptions annually to reflect the dynamic nature of people’s roles.

Create a healthy 
and supportive 
workplace

•	 �encourage and support change, innovation and creativity	
�provide an environment that promotes the health and wellbeing of all staff

•	 �recognise and provide for changing work-life balance requirements of staff

•	 �develop a culture that values employees and promotes trust between staff

•	 �foster collaborative working and encourage constructive relationships

•	 �develop a workplace environment that is supportive of and responsive to the needs 	
and aspirations of M–aori staff

•	 �develop a workplace environment that is supportive of and responsive to the needs 	
and aspirations of Pacific staff

•	 �develop a culturally aware environment that is supportive of, and responsive to, the 
increasing diversity of the workforce

•	 �set personal health objectives for all staff

•	 �value family and have flexible work hours that help staff to meet family obligations

•	 �provide an open and friendly working environment supported by a strong organisational 
framework

•	 �value diversity at staff events eg, foods of all cultures

•	 �acknowledge and support cultural practices like powhiri and the use of karakia in 
everyday situations

•	 �involve kaumatua and other community leaders in functions and events

•	 �ensure healthy workplace policies are actioned eg, healthy food choices at meetings.




