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Message from the Administrator 

The Health Resources and Services Administration’s (HRSA’s) mission is to improve health and achieve health equity through access to quality services, a skilled health workforce, and innovative programs.  The key to our success is our people. 

I am happy to say that your responses to the 2010 Federal Employee Viewpoint Survey clearly showed that 
you are engaged in this most important work. Over 80 percent of you like what you do, and more than 90 
percent of you look for ways to do your job better. You are dedicated and willing to do what is required to 
get the job done and you understand how important your work is to health care across our Nation. 

We value our workforce and working with you, and as we collectively work to make HRSA an employer of 
choice, we’ll be looking for everyone’s great ideas about how we can strengthen and address areas of con-

“Together, HRSA

leadership and employees will 

forge new

human capital

successes to

improve our

mission

accomplishment 

and delivery.”


cern for HRSA employees. Your contributions and participation are essential to the success of this effort.

This Human Capital Strategic Plan provides a blueprint and platform for working together to address exist-
ing and future challenges and making our workplace and workforce the best that it can be.  The human capital goals focus on five areas critical to strengthening our capabilities: enhanced employee develop-

ment; competitiveness in the recruitment market; a strong leadership cadre and performance culture; and, robust employee engagement.  The goals and objectives build on the good work we are already doing in managing our most valuable resource - people.

Thank you again for the dedication you clearly display in your work here at HRSA.  I am committed to implementing the Human Capital Strategic Plan and look forward to your active participation in realizing our goals. Together, HRSA leadership and employees will forge new human capital successes to improve our mission accomplishment and delivery.

Mary K. Wakefield, PhD, RN

Administrator 
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Introduction 

Created in 1982, the Health Resources and Services Administration (HRSA), an agency of the U.S. Department of Health and Human 
Services, is the primary Federal agency for improving access to health care services for people who are uninsured, isolated, or medi-
cally vulnerable.  HRSA’s work is focused on the fulfillment of its mission, to improve health and achieve health equity through 
access to quality services, a skilled health workforce, and innovative programs.    HRSA supports more than 10,000 grants and has 
an annual budget of more than $7 billion.  A few of HRSA’s key programs and objectives focus on Health Centers, Ryan White 
HIV/AIDS program, Scholarships and Loan Repayment, Rural Health Care, Maternal and Child Health, Donation and Transplantation, and the Health Workforce. 

Health Centers.  Health Centers provide comprehensive, high-quality health care including medical,

dental, and behavioral health services.
Ryan White HIV/AIDS program.  This year, more than 530,000 people living with HIV/AIDS will 
receive needed medical and dental care, life-sustaining medications, and support services through the Ryan White HIV/AIDS Program.
Scholarships and Loan Repayment.  National Health Service Corps clinicians, pursuing health 
careers, receive scholarships or student loan repayments in return for agreeing to serve in medically underserved areas.

Rural Health Care.  Approximately 50 million U.S. residents reside in rural communities and HRSA’s State Offices of Rural Health and rural community-based grant programs serve to improve access to quality health care services in rural areas.

Maternal and Child Health.  About 60 percent of women who give birth each year in America 
receive services through programs funded by the HRSA Maternal and Child Health Bureau.

Donation and Transplantation.  HRSA’s programs extend and enhance the lives of individuals with 
end-stage organ failure for whom an organ transplant is the most appropriate therapeutic 
treatment.

Health Workforce.  HRSA’s programs help to build the training infrastructure that produces

clinicians prepared to provide essential primary health care services. 
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HRSA Vision -

Healthy Communities, Healthy People

HRSA Mission -

To improve health and achieve health equity through access to

quality services, a skilled health

workforce, and

innovative programs. 
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Strategic Direction 

The health care environment is constantly changing, and HRSA must be ready to respond to emerging trends and challenges which build on successes and address new challenges in emerging operations and workforce needs.  HRSA will need a workforce that is skilled, motivated, efficient, accountable, results focused, and diverse. Through the strategic planning process, HRSA will build a systematic approach to ensuring that workforce is in place.  The key drivers for HRSA are: 


Programmatic changes - HRSA programs have changed over the years and will 

continue to do so as demographics, policies, technology, patient expectations, 

and other factors evolve.  These changes will impact HRSA’s workload, staffing 

needs, and potential need for new skill sets.  HRSA will address these changes 

and make necessary adjustments to maintain quality, goal-oriented programs. 


Volume of grants  - The recent changes in the health care system have increased 

the number of funding announcements, applicants, grant awards, and monitor-

ing requirements for HRSA in administering grant programs. 


Transparency and Accountability - The Federal workplace and policies are 

changing as it moves toward greater transparency, both from employees and partners within the Federal government, and from constituents outside of the Federal government. 


Technology advances - The use of technology can help HRSA meet the needs 

identified.  However, the emerging demands for new technology or using tech-

nology in new ways will require learning new ways of communicating, providing 

information, and processing grants. 
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HRSA has committed to ten Principles in its Strategic Plan to guide the 

organization in carrying out its mission.  Six of the ten guiding principles directly address the workforce and how they work.  They form the platform for human 
capital strategies. 


Value and strengthen the HRSA workforce and acknowledge our HRSA col-

leagues as the critical resource in accomplishing our mission.


Strengthen the organizational infrastructure, and excel as a high performing

organization.


Maintain strong fiscal and management systems.


Encourage innovation.


Focus on results across the population, by using the best available evidence, 

monitoring impact, and adapting programs to improve outcomes.
Partner with stakeholders at all levels from individuals, families and communi-

ties to organizations, states, and tribal organizations.

Use place-based strategies to promote and improve health across communities.


Build integrated approaches to best meet the complex needs of the populations

served.


Harness technology to improve health.


Operate on the fundamental principles of mutual respect, dedication to our mis-

sion, and the well-being of the American people as our top priority.
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HRSA’s Workforce

The HRSA workforce has two components:  1) Federal General
Schedule and Wage System employees and 2) U.S. Public 
Health Service Commissioned Corps employees.  Driven by a 
passion for public service, these men and women administer 
programs that improve access to quality care, strengthen the 
health workforce, build healthy communities, and improve 
health equity.

The HRSA Workforce exhibits the following core competencies as employees perform their work: 

Communication


Collaboration/Partnering


Customer Service


Results Orientation


Self Management


Flexibility/Resilience


External Awareness

HRSA is proud to have a highly skilled and dedicated 
workforce of more than 1,800 employees (made up of Federal General Schedule and Wage System employees, and U.S. Public Health Service Commissioned Corps employees), 84% of whom are working in the Washington metropolitan area. The Federal workforce is diverse: 72% of the workforce is women and 48% are minorities.  Most of the workforce (69%) have a bachelor’s degree or higher.  Employees work in a variety of jobs including health care, grants management, and        administrative occupations.   




The majority of HRSA’s workforce is employed in the following occupations:

·   Nurse/Medical Officer/Public Health Analyst

·   Pharmacist

·   Dental Officer

·   Program Management

·   Grants Management

·   Program support functions such as Information 
  Technology/Accounting/Program Analyst.
The U.S. Public Health Service Commissioned Corps - The 
Corps is an elite team of more than 6,500 public health pro-
fessionals dedicated to delivering the Nation’s public health 
promotion and disease prevention programs and advancing 
public health science. Driven by a passion for public service, 
these men and women serve on the frontlines in the Nation’s 
fight against disease and poor health conditions. As one of 
America’s seven uniformed services, the Commissioned Corps 
fills essential public health leadership and service roles within 
the Nation’s Federal government agencies and programs. 

5

[image: image7.jpg]



Human Capital Strategic Plan

One of the keys to an organization achieving its mission is an

effective Human Capital Strategic Plan along with a plan for implementation. Human capital strategic plans focus on an integrated approach that ensures human capital and service delivery programs, policies, and practices are linked to the organization’s overall missions, strategies, and goals. They also drive continuous improvement in organizational and individual capabilities and competencies.

This plan is the result of a planning process that includes 
setting strategic direction, analyzing the workforce needs, 
developing goals and objectives, action planning, and imple-
mentation and monitoring progress. A workforce and work-
load assessment of current HRSA staffing will contribute 
to the human capital planning with recommendations on 
changes to the level and skills of the staff in order to increase 
efficiency and accomplish the agency’s mission.  Other major 
inputs to the planning process are the HRSA Strategic Plan, 
the results of the 2010 Employee Viewpoint Survey, bureau is-
sue identification, best practice suggestions and action plan-
ning in response to the Employee Viewpoint Survey, customer 
surveys, HRSA workload analysis, and workforce competency 
modeling.


Human Capital Strategic Plan Goals

The Human Capital Strategic Plan Goals are aligned to ad-
dress the key business drivers and support the HRSA Strategic Plan Goals and Guiding Principles through attracting, recruit-
ing, and hiring a diverse and talented workforce; promoting continuous learning; developing leaders; strengthening a 
performance-based culture; and enhancing employee en-
gagement and satisfaction.

“Human Capital Strategic Plans drive

continuous improvement in

organizational and individual

capabilities and competencies.” 
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Goal I: Plan for and Align the Workforce 

Plan for, hire, and retain a highly qualified and diverse workforce 
equipped with the competencies needed to deliver the mission. 

Objectives: 


Conduct competency assessment survey based upon competency models and use 

data for workforce planning, training needs assessment, development plans, and 

succession management. 


Clearly define and communicate organization structures and responsibilities and 


expectations.  Standardize and integrate position information including position 

descriptions, performance standards, and job announcements to reflect current roles, 

responsibilities, and competency requirements. 


Use strategic recruiting methods and incentives to hire top talent from a variety 

of backgrounds and to achieve the best fit of essential experience and com-

petencies including specific experience in community, state, or Federal public 

health care or in the area of grants management. Maximize use of hiring au-

thorities, compensation flexibilities, and student hiring paths including participa-

tion in the Presidential Management Fellow Program. 


Reduce time to fill/hire. Engage with the Department’s Human Resources Office 

to develop an approach that streamlines hiring and facilitates the best recruiting 

approach and certification selection criteria. 
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Goal II: Support Continuous Learning 

Build organizational expertise and foster professional growth to support the emerging health care environment through adaptive and state-of-the-art training and development. 

Objectives: 


Conduct training needs assessments and provide training and development op-

portunities to close competency gaps and improve program execution. Assure 

the development and use of Individual Development Plans tailored to employee 

and program needs and discuss plans during the performance management 

process. 


Leverage resources to increase training opportunities in key competency areas. 

Use internal learning workshops, open house showcases and rotation programs, 

etc, to share information and provide experiential learning. 


Enhance HRSA workforce’s capabilities to use technological and social media to 

communicate with customers, stakeholders, partners, and other HRSA bureaus 

and offices. 
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Goal III: Build Leadership Bench Strength 

Ensure leadership continuity and instill leadership skills to support the HRSA mission. 

Objectives: 


Assess individual leadership competency gaps for new and veteran leaders.


Review, redesign, and implement manager training, development, and peer group support for new and veteran leaders.  En-

hance leaders’ ability to generate high levels of employee motivation and commitment.


Develop an HRSA leadership development program focused on building a highly competent leadership pool at entry, mid, and

senior management levels.

HRSA Leadership

Competencies:


Leading People


Decisiveness


Strategic Thinking


Leveraging Diversity


Influencing/

Negotiating 
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Goal IV: Strengthen the Performance Culture 

Create a results-oriented performance culture with a clear connection between organization goals and employee performance expectations and recognize employee contributions to mission. 

Objectives: 


Review employee and leader performance plans to ensure they are results-focused and align with and support current orga-

nization missions, goals, and performance metrics.  Ensure that all employees understand how their work contributes to the 

mission and adds value and how they will be held accountable. 


Provide updated performance management process and performance communication training, including standards develop-

ment, performance discussions, dealing with poor performers, and recognizing good performance for employees, supervisors, 

and managers at all levels. 


Recognize differences in performance in a meaningful way.  Ensure that HRSA leaders use performance feedback, incentives, 

rewards, and recognition systems to drive creativity and innovation and create a results-oriented performance culture. 
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Goal V: Improve Employee Satisfaction 

Assess and increase employee satisfaction through enhancements in internal communications, collaborations, and by supporting wellness programs and work-life flexibilities. 

Objectives: 


Increase options for use of work-life balance and wellness programs including 

Alternative Work Schedules, teleworking, and wellness facilities. 


Enhance HRSA’s commitment to internal communication for new hires and vet-

eran employees through a variety of media and venues.  Ensure that open and 

clear communication and involvement of staff in the decisions that affect their 

work is a leadership value and performance expectation. 


Continually gather and utilize information about current and exiting employees’ 

views of the workplace through a variety of methods including surveys and focus 

groups.  Engage employees and management officials collaboratively in timely 

action planning to address issues and continuously improve results.  Recognize 

recommendations that are implemented, particularly those that achieve desired 

results. 


Provide opportunities for participation in professional seminars and conferences. 
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Human Capital Strategic Plan Action Planning and 
Implementation 

In order to fully realize the human capital strategic goals, HRSA will use an implementation plan to provide an action planning 

framework for managers and human capital professionals to report and communicate about progress on the strategic goals.  The plan will incorporate many of the initiatives and best practices from the 2010 Employee Viewpoint Survey Analysis and gap closure strategies identified in the Competency Assessment Report.  The implementation process will assess progress based upon critical success measures, recognize accomplishments and best practices, and provide flexibility for bureaus and offices to tailor actions to meet mission-specific needs.  HRSA will work collaboratively and in partnership with established management and planning processes to ensure that goals are supported and achieved. 

The success of the Human Capital Strategic Plan and the implementation of its objectives will depend upon the commitment and contribution of all HRSA staff.  Together, HRSA leadership and employees will forge new human capital successes to improve our mission accomplishment and delivery. 
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