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[bookmark: _Toc110210647]Introduction and How to Use this Playbook
This playbook is a result of the discussions during the July 28, 2022, Rural Cafe Community of Practice event on Mental Health Strategies and Situation Reporting. During the meeting local health department representatives weighed in on two questions:
1. What can you do to take care of yourself at work?
2. What can you do to take care of your colleagues at work?
CoP attendees continued to build on the ideas of their peers throughout the session, yielding more than 40 suggestions—both currently in use and aspirational—to support the long-term wellbeing and mental health of staff. With this in mind, this document is organized these ideas into three sections: 
[image: ]
This playbook is not meant to be exhaustive, as it primarily captures and packages ideas generated by Community of Practice attendees. Rather, local health departments can consider using it as a starting place to refresh existing strategies and implement new approaches designed to support workforce resilience, mental health, and wellbeing. This document also includes several spotlight boxes on setting healthy boundaries and strategies and practices individuals in leadership or supervisory positions can adopt to promote mental health and wellbeing at work. For additional mental health strategies and techniques not discussed during the Community of Practice event, you can also refer to Section 2 of the Emergency Staffing Standard Operating Procedure document. Additional resources may also be found in the Year 2 Rural and Frontier Local Health Department COVID Workforce Capacity Building Project Resource List.








Do you have questions about any of these strategies, instructional how-to’s or plug and play content? Submit a request for additional technical assistance: LHD TA Request Survey (deloitte.com)
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Do you have questions about any of these strategies, or want to discuss how to implement them with a peer local health department? Submit a request for additional technical assistance: LHD TA Request Survey (deloitte.com)
[bookmark: _Toc110210648]Individual-Level Strategies
Below are some strategies your local health department peers currently use or would like to use to take care of themselves at work.
[bookmark: _Toc110210649]Setting Boundaries 
· Create a wellbeing checklist and review it routinely to determine if you need to make any adjustments to your workday


If you would like to develop a personalized checklist to regularly assess how you are taking care of yourself, look no further! Below is an example of some of the criteria you can use to prepare a checklist that feels right to you:
Personal Wellbeing
· Number of working meals (eating lunch/dinner at desk)
· Number of days personal activity goal achieved (e.g., reading, exercise, knitting)
· Number of nights with sufficient sleep
Work Demands
· Number of days unplugged
· Number of hours worked while on vacation
· Number of days scheduled vacation time was cancelled
Engagement
· Number of days feeling energized
· Number of days with sufficient professional and personal balance
Setting healthy boundaries between work and the other demands of life is easier said than done. As you consider what works well for you or brainstorm with colleagues, you can ask and answer the following questions:
· Are you an early bird or a night owl?
· What time do you typically start working and end working?
· What are your off-limits hours?
· Do you like having video on or off for virtual meetings?
· What is the best way to reach you for regular work stuff and more timely/urgent needs (e.g., email, Teams, text/call, Skype)?
Preparing a Wellbeing Checklist & Setting Boundaries

· Identify ways to distance oneself from work when you are not working (e.g., hobbies, time with family, time with friends)
· Determine a time to put phone down/close your laptop, and communicate your off-limits hours accordingly
· Use time before or after work to focus on wellbeing
· Postpone additional work until the next day when possible
[bookmark: _Toc110210650]Making a Plan
· Proactively plan out work with stopping points/breaks 
· Put walking/stretch breaks, lunch breaks, and other protected time in your calendar
· Identify different locations to take breaks to further recharge and focus
· Use resources available to you (e.g., Employee Assistance Program)
[bookmark: _Toc110210651]Blowing off Steam and Introducing Movement
· Use breathing techniques such as 4-7-8 (inhale for 4 counts, hold for 7 counts, exhale for 8 counts)
· Develop an exercise routine in tune with what your body needs
· Take 10-minute walks or stretch breaks during the workday
· Stand while working or alternate body positions
· Introduce humor as stress relief
[bookmark: _Toc110210652]Team/Small-Group-Level Strategies
Below are some strategies your local health department peers currently use or would like to use to support the mental health and wellbeing of their colleagues.
[bookmark: _Toc110210653]Team Bonding 
· Out-of-office activities such as hikes, ski trips, or barbecues
· In-office activities such as potlucks or trivia
· Discuss non-work topics during the day
· Sharing emojis or memes to boost morale and foster connection
· Develop a “Celebrate Us” spreadsheet or “fun” channel on Microsoft Teams to share favorite foods/treats, favorite books/movies/music/tv show, hobbies, relaxation activities
[bookmark: _Toc110210654]Proactively Checking in with Colleagues
· Ask someone how they are doing when they seem stressed or overwhelmed
· See the whole person—ask how someone’s family is/take an interest in their life outside of work
· Invite others to join walking breaks or lunch breaks
· Set up group check-ins in addition to one-on-one sessions
[bookmark: _Toc110210655]Organization-Level Strategies
Below are some strategies your local health department peers introduced or would like to introduce across their organizations.
[bookmark: _Toc110210656]New/Updated Policies and Practices




During the Rural Café Community of Practice meeting on 7/28, many local health department representatives described how important it is for leaders and supervisors to model behaviors that encourage others to prioritize their mental health and wellbeing. Some additional behaviors leaders/supervisors can model include but are not limited to:
· Demonstrate commitment to work-life balance—take breaks, use vacation time, sign off and do not continue monitoring work emails, etc. 
· Facilitate regular one-on-one and small-group wellbeing check-ins
·  Provide recognition and appreciation
·  Be vulnerable and let others know when support is needed
If you are in a supervisory/leadership position in your organization, consider what you are already doing—and what more you might like to do—to model wellbeing practices.
If you are not in a supervisory/leadership position in your organization, consider how you might be able to elevate these ideas to your supervisors/leaders (e.g., during your next check-in, at your next team meeting, at an All Hands Meeting).
Leadership/Supervisor Spotlight

· Formally institute walking breaks, extended lunches, and/or flexible working schedules
· Require use of vacation time
· Provide pay outside of sick time when colleagues are out with COVID-19
· Proactively discuss wellbeing in all-staff meetings, particularly as COVID-19 response ramps up again alongside ongoing operations
· Routinely invite local mental health professionals to facilitate group check-ins
· Develop a Mental Health and Wellbeing Champions program
· Use frequent program reports to discuss workload and re-allocate work as needed
· Use available space in office to create a recharge room with comfortable furniture, soft lighting, and wellbeing reading materials
[bookmark: _Toc110210657]Appreciation
· Recognize staff contributions in small and large-group settings (e.g., Team Meetings, All Hands Meetings, awards ceremonies)
· Create a staff birthdays/milestones spreadsheet 
· Set aside time to celebrate birthdays, baby showers, wedding showers, and work anniversaries 
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[bookmark: _Toc108520947]Concepts of Operations 

[In this section, LHDs should add description of additional high-level steps, process, and expectations that senior leaders will take immediately following an incident.]

Staffing for surge events can be especially challenging due to unpredictable work locations, types of personnel needed, potential disruption of infrastructure (i.e., roads, child/elder care, phone/internet, food establishments, etc.). However, documenting processes and procedures will minimize staff and organizational risks as well as maximize the potential for reimbursement if funds become available.

When an incident disrupts normal operations and necessitates the reassignment of existing staff or the onboarding of new personnel to support continued operations, there are several considerations which should be addressed. The individual(s) responsible for human resources and finance activities will need to coordinate closely with [Jurisdictional Name] leadership to ensure the appropriate measures are taken to protect the health and wellbeing of existing staff, identify the appropriate sources and types of additional personnel needed, and support the onboarding and assignment of new personnel to mission critical activities. 

In the initial meeting between Human Resources, Finance, and [Jurisdictional Name] leadership the following should be discussed: 

· How will expenses related to the response activities be tracked?

· What existing contracts allow for response activities (See Appendix B: Staffing & Budgeting Tools)? 	Comment by Grimm, Sophia: LHDs, later in the process we will release Appendix B. 

· What existing contracts could be amended to support response activities (See Appendix B: Staffing & Budgeting Tools)?

· How will staffing levels be monitored and projected (See Appendix B: Staffing & Budgeting Tools)?

· What knowledge, skills, and abilities do staff need to support key response activities? 

· Who is responsible for providing JITT to staff? 

· Who is responsible for demobilizing staff? 

· What, if any, new or additional equipment do staff need to complete their assigned duties? 

Leadership should also review: 

· The pre-deployment email soliciting staff to support response activities. 	Comment by Grimm, Sophia: LHDs, later in the process we will release a template pre-deployment email template. You’ll want to link to it here when it’s available.  

· Policies related to:

· Staff overtime (e.g., required pre-approval) 

· Staff paid time off (e.g., policies that permit or limiting the use of PTO, or policies that temporarily postpone use it or lose it PTO)

· Safety and liability (e.g., Workman’s Compensation). 

Following the review of these policies for all applicable types of personnel (e.g., staff, volunteers, and contractors) that may be utilized in the response should be communicated clearly to each surge staff member and their associated management. 

[bookmark: _Toc108520948]Recommended Internal Policies (Pre-Incident)

[This section is optional and can either be deleted or built out further to address the specific emergency staffing policy gaps in your jurisdiction.]

At the time this SOP was last updated, the following policies to support emergency staffing for an incident response had not been created:

· [Requirement to articulate in the position description that all employees are considered essential and must report to work following an emergency or disaster and that employees may be reassigned to support response activities.

· Human Resource policies should be developed to address how personnel will be reassigned and if compensations adjustments will be considered for employees in response roles. 

· Expedited hiring policies should be developed that include components for professional and criminal background checks, verification of licensure for professionally licensed personnel (e.g., nurses, physicians, EMTs), and mitigate or resolve any employment conflicts that might exist (e.g., contractors brought on as employees).

· Policies for surge staff should explicitly address status of the employee, relevant employment terms, expected duration, termination procedures and changes in staffing status (e.g., volunteers transitioning to paid status, temp staff moving to full time, etc.). 

· Policies may need to be amended or created at the time of the disaster or emergency to ensure funding used to support surge staffing is consistent with any guidance specific to the source funding, especially cooperative agreement, or grant funds. These addendum policies would ensure any funding constraints or requirements are accounted for during the response (See Appendix B: Staffing & Budgeting Tools).



[bookmark: _Toc108520949]Workforce Wellbeing Promising Practices 

Prioritizing wellbeing helps sustain a healthy workforce and environment and prevent staff burnout. Maintaining workforce wellbeing can have positive effects on staff, especially during times of emergency.  

Promising practices to consider are included below. When choosing strategies to adopt consider the type of disaster, location of staff, and what has historically been well received by staff. Wellness activities should not be required but rather encouraged by leadership. Leadership should also regularly model taking time off and communicate to staff that one cannot take care of others if they do not take care of themselves.

[Optional: Cite Organizational Policies]

Workforce Wellbeing Promising Practices 

· Encourage staff to take paid time off or other leaves of absence as needed.

· Provide a self-assessment to gauge burnout levels and signify needed rest/paid time off.

· Support flexible working schedules when possible.

· Support telecommuting when possible.

· Conduct team-building activities:

· Team lunches/dinners/potlucks

· Coffee socials

· Birthday celebrations

· Casual Fridays

· Walking breaks

· Piñata

· Plant a seed/plant together

· Provide access to mental health professionals.

· Host trainings/workshops on interpersonal communication. 

· Conduct mental health and wellness staff trainings.

· Encourage mindfulness exercises.

· Leadership models activities / behaviors that support wellness.

· Consider the skills, interests, and family/personal needs of your response personnel when assigning them to positions.

· Consider instituting no meeting days.

· Encourage line staff (non-management) to meet and have time to decompress together (lunch, walking break, or another social event).  

· Consider how to compensate staff fairly given the additional roles, responsibilities, level of effort needed to complete response operations. 

 

[bookmark: _Toc108520950]Roles and Responsibilities

The following entities support recruiting, onboarding, preparing for deployment, and managing deployed staff (e.g., permanent employees, temporary employees, contracted staff, or volunteers). 

[To complete this section LHDs should: 

1. Update the name for the positions/departments/agencies listed below to match your district’s nomenclature. 

2. Identify additional entities with roles and responsibilities for recruiting, onboarding, preparing for deployment, and supporting deployed staff.

3. Work with identified entities to review their proposed activities and ask them to articulate additional activities they perform throughout the emergency staffing process.]

[bookmark: _Toc108520951][County/District/Town/City]

[bookmark: _Toc106195703][bookmark: _Toc108520952][Leadership (I.e., Board of Health)]

· Determine whether to hire new staff and seek additional approval as needed.

· Determine Salary and Benefit Levels. 

· Approve telework or alternate work locations for extended durations. 

· When appropriate delegate hiring authority to the Health Department Administrator.

[bookmark: _Toc108520953][Leadership (I.e., Commissioners/Mayors/Township Trustees)]

· Determine which agencies/departments own emergency support functions and other specific response operations.

· [bookmark: _Toc106195704]Approve emergency funding, raise spending authority, and approve overall budget.

· Determine whether vacation/PTO time roll over amounts can be increased or cashed out because staff are unable to take time off. 

[bookmark: _Toc108520954]Human Resources and/or Administrator 

· Provide guidance and interpretation of Personnel Rule [link to rule(s)] for Inclement Weather and Administrative Closures. 

· Provide guidance and interpretation of Collective Bargaining Agreements [link to Agreements]

· Provide assistance to the Communications Office and Departments as they develop internal communications to ensure they are consistent with rules, collective bargaining agreements, and past practices. 

· Manage pay and benefits for disrupted employees as well as compensation adjustments for non-routine work.

· Handle compliance questions related to travel, relocation, remote-work and temporary employees.

· Handle layoffs, terminations, and reduced schedules.

· Identify responsible parties for cross training, succession planning, and shifting of operations to alternate locations.

· Support rapid onboarding (i.e., paperwork and training) of new staff to ensure compliance with [Jurisdictional] policies / requirements. 

· Determining the salary level and benefits of a new position.  

· Equitable and Culturally Responsive Practices[footnoteRef:2] [2:  Harvard Business Review “6 Best Practices to Creating Inclusive and Equitable Interview Processes”  ] 


· Remove gendered language, jargon, and idioms that can make potential candidates feel excluded from job descriptions.

· Include organizational Diversity, Equity, and Inclusion (DE&I) statement within job descriptions. 

· Include an accommodation statement to ensure those with disabilities can participate 

· Enable virtual interviews and provide video interview best practices to all candidates ahead of time[footnoteRef:3] [3:  Harvard Business Review “9 Tips for Mastering Your Next Virtual Interview”] 


· Leverage partnerships with advocacy groups for recruitment

[bookmark: _Toc108520955]Finance Department

· Establish an administrative/human resources code for tracking personnel time specific to the response.

· Produce expenditure report for the response including staff time and consumable resources. 

· Retain expense and expenditure documentation for potential state or federal reimbursement funding post disaster.

· Provide oversight and guidance of expenditure of funds related to emergency response staffing (e.g., available fund to hire staff or contractors).  

· Ensure funding used to support surge staffing is consistent with any constraints of the source funding, especially cooperative agreement, or grant funds.

· As needed, request contract amendments to allow for response activities. 

· Assist in forecasting available funding to support staffing levels and anticipated duration.

· Assist HR and Contract leads in negotiating staffing contracts, per applicable organizational policies.

[bookmark: _Toc108520956][bookmark: _Toc106195705]Health Department [Or Lead Response Agency]

· Develop or modify position descriptions. 

· Recommend salary/pay level based on scope of work.

· Collaborate with Human Resources to post and recruit for the position.

· Determine essential functions that will continue, and which nonessential functions should be discontinued during the response. 

· Solicit volunteers from partner agencies in coordination with Emergency Management and Public Health Emergency Preparedness. For example [List Appropriate Partners]. 

· Provide regular updates to the Board of Health and Commissioners.

· Coordinate with other administrative [i.e., departments, programs, or agencies] to ensure normal essential services are continuing without interruption.  

· Equitable and Culturally Responsive Practices 

· Standardize interviews for all candidates to avoid unconscious bias in interview facilitation[footnoteRef:4] [4: Linked In Talent Blog “10 Ways to Reduce Interviewer Bias”] 


· Don’t rely on referrals for recruitment as data shows that it leads to a more homogenous workforce. Rather, leverage uniquely positioned partners and organizations to recruit a diverse workforce.

· Establish and maintain partnerships with community organizations, advocacy groups, local colleges, and universities (including HBCUs, Hispanic-Serving Institutions, Tribal Colleges and Universities, etc.) to build a more inclusive recruitment pipeline.

· Consider capability and potential rather than experience since diverse populations often do not have the same opportunities to obtain the experience that might be listed as a prerequisite on a job description even if they are equally as capable of doing the job.

· Build awareness within your organization of why diversity benefits an organization[footnoteRef:5] [5:  Harvard Business Review “Why Diverse Teams Are Smarter”] 


[bookmark: _Toc108520957]Risk Management / Director of Nursing / Infections Disease 

· Provide subject matter expertise on [State]-OSHA’s protections rules for all positions. 

· Provide information on workman's compensation and liability protection for paid and volunteer staff (See Appendix A: Authorities and References).

· Assist with the identification of and evaluation of employee health and safety hazards for all positions. 

· Advise on appropriate engineering and administrative control, and Personal Protective Equipment (PPE) to limit exposure to hazards for all positions. 

· Distribute appropriate PPE to staff and provide advice on which PPE to purchase.

· Monitor overall health and wellness of staff during a response, including monitoring for outbreaks. 

· Recommend appropriate vaccinations based on response activities and assist staff in acquiring vaccines as needed. 

[bookmark: _Toc106195706][bookmark: _Toc108520958]Information Technology Department

· Provide hardware and software technology support to all staff.

· Provide hardware and software technology to new staff.  

· Assist in determining what information technologies may be required to support the response. 

[bookmark: _Toc106195707][bookmark: _Toc108520959]Emergency Management or Public Health Emergency Preparedness Program

· Support the identification, onboarding, pre-deployment, and deployment of emergency staff.

· Liaise between jurisdictional leadership, EOC staff, and other response partners to help determine staffing needs and request assistance. 

· Provide or support staff trainings on emergency response activities and functions. 

· Manage and recruit volunteers (e.g., MRC & CERT) 

· Implement or support the implementation of Incident Command System (ICS) principles and practices as appropriate. 

[bookmark: _Toc108520960]State Partners Agencies, Organizations 

[bookmark: _Toc108520961][bookmark: _Toc106195712]Office of the Governor

· Coordinate with [Emergency Management, Public Health or EOC] using a remote liaison or sending a representative to the EOC to gather and disseminate information. 

· Gather information regarding the support activities of response organizations and provide a briefing to [Emergency Management, Public Health, or EOC] appointed contact via email, phone, or by participating in coordination calls. 

· Help amplify community safety messages on social media accounts and though other communication channels. 

· Assist in the identification or acquisition of available funding for the response. 

· Deploy national guard when appropriate to provide surge support. 

· Guide legislation for emergency response, including employee and volunteer specific legislation. 

[bookmark: _Toc106195713][bookmark: _Toc108520962][State] Office of Emergency Management

· Coordinate and facilitate emergency planning with state emergency support functions and local emergency services agencies and organizations. 

· Support the procurement of necessary supplies and equipment (e.g., PPE, response staging or operations areas, etc.) to protect the health and safety of staff and to support staff operations. 

· Facilitate state and/or regional coordination calls. 

[bookmark: _Toc106195714][bookmark: _Toc108520963][State] Office of Public Health 

· Support statewide situational awareness of public health threats that impact communities and staff. 

· Provide contact tracing, health education, and other surge support to local health departments. 

· Support the identification of volunteers / volunteer organizations who can provide surge support. 

· Provide technical assistance and training to local health department staff as needed.  

· Support ordering of PPE to protect staff and other resources. 

· Provide guidance on quantities and types of staff needed to support the response. 

· Provide or assist in identifying funding sources that may support the hiring of surge staff. 

[bookmark: _Toc108520965][bookmark: _Toc106776378][State Volunteer Organization(s)]

· Coordinate with [Emergency Management, Public Health or EOC] using a remote liaison or sending a representative to the EOC to gather and disseminate information.

· [bookmark: _Toc108520966]Gather information regarding the support activities of member organizations and provide a briefing to [Emergency Management, Public Health or EOC] appointed contact via email, phone, or by participating in coordination calls. 

· Help amplify community safety messages on social media accounts and though other communication channels. 

[State Health Association]

· When reasonable, provide legal consultation.

Provide support with research and the identification of promising practices. 

Help amplify community safety messages on social media accounts and though other communication channels. 

Support the identification of volunteers / volunteer organizations who can provide surge support. 

Provide technical expertise and guidance related to threat and hazard response during public health emergencies. 



[bookmark: _Toc108520967]Federal Agencies 

[bookmark: _Toc108520968]Centers for Disease Control and Prevention (CDC)

· Provide guidance on surge staffing for public health emergencies. 

· Manage grant and cooperative agreement funds that may support surge staffing for public health preparedness activities or public health emergency responses. 

· Provide guidance on the types and use of Personal Protective Equipment for LHD personnel during emergencies. 

[bookmark: _Toc108520969]Federal Emergency Management Agency (FEMA)

· Provide logistics support for and provision of Personal Protective Equipment for LHD staff and community healthcare providers, through the State Emergency Management Agency.

[bookmark: _Toc108520970]Other Essential Partners

[bookmark: _Toc106195718][bookmark: _Toc108520971]Regional Health Care Coalitions 

· Create plans, policies, and procedures for the augmentation of staff and support for LHD operations during public health emergencies. 

[bookmark: _Toc108520972]Local Chamber of Commerce 

· Provide assistance utilizing donated funding or recruiting staff or volunteers

[bookmark: _Toc108520973]Local Businesses and Faith Based Organizations

· [bookmark: _Int_PpofCez7]Provide donated supplies, equipment, and recruitment assistance to LHD during emergencies.

[bookmark: _Toc108520974]Colleges and Universities

· Provide support with research and the identification of promising practices. 

· Help amplify community safety messages on social media accounts and though other communication channels. 

· Support the identification of volunteers / volunteer organizations who can provide surge support. 

· [bookmark: _Appendix_B:_Staffing]Provide technical expertise and guidance related to threat and hazard response during public health emergencies.
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Resource List

				Overview and How to Use this Resource List: We will update this list of resources periodically through the end of December 2022. You can sort the resource list by focus area by selecting the down arrow at the bottom right of each column title in row three. We have provided a brief description of each resource to help you determine what is most applicable to your interests and needs. If you would like to include additional resources, please email Connor Grigg (cgrigg@deloitte.com) and Dalia Namak (dnamak@deloitte.com). 

NACCHO has compiled a resource list for these topics areas and more, accessed here: http://toolbox.naccho.org/pages/index.html. Please note that you must log into your myNACCHO account to gain access.



				Focus Areas		Name		Author		URL		Brief Description		Type (Podcast, article, website)				Key

				Administrative Preparedness		Guide for Incorporating Administrative Preparedness into Exercise 		NACCHO		https://www.naccho.org/programs/public-health-preparedness/systems-preparedness/administrative-preparedness-exercise-guide​		Tool to assist the integration of administrative preparedness concepts and activities into emergency preparedness drills and exercises		Guide						Administrative Preparedness

				Administrative Preparedness		Administrative Preparedness Legal Guidebook 		NACCHO		https://www.naccho.org/programs/public-health-preparedness/systems-preparedness/administrative-preparedness-legal-guidebook ​		Tools that help users incorporate their jurisdiction's individual laws, policies, and procedures into a formal written administrative preparedness plan		Guide						Workforce Resilience, Mental Health & Well-being

				Administrative Preparedness		Administrative Preparedness: Resources and Services		NACCHO		flyer_adminpreparedness_oct2017-updated.pdf (naccho.org)		Overview of NACCHO, administrative preparedness, and resources in the NACCHO Toolbox		Overview of Resources						Public Health Communications

				Administrative Preparedness		Fact Sheet: Authorities		NACCHO		http://toolbox.naccho.org/pages/tool-view.html?id=5239		Report with information for health departments to expedite administrative preparedness processess during an emergency. This includes guidance on health department abilities including: broad emergency declaration authorities to expedite administrative processes and procedures, engaging other authorities for streamlined procurement and personnel actions, and factors to be accounted for when planning for emergencies		Report/Guide						Health Equity 

				Administrative Preparedness		Fact Sheet: Emergency Procurement Strategies		NACCHO		http://toolbox.naccho.org/pages/tool-view.html?id=5241		Emergency Procurement
Report to assist health departments and fiscal agents in assessing day-to-day procurement capacity, capability, and understanding impact emergency has on procurement processes		Report/Guide

				Administrative Preparedness		Fact Sheet: Emergency Reporting Practices		NACCHO		http://toolbox.naccho.org/pages/tool-view.html?id=5242		Emergency Reporting
Resource identifies challenges to accurate and rapid emergency reporting and offers practices for streamlined reporting		Report/Guide

				Administrative Preparedness		Fact Sheet: Public Health Workforce		NACCHO		http://toolbox.naccho.org/pages/tool-view.html?id=5240		Understanding administrative factors affecting adequate staffing during emergency response and workforce strategies to mitigate them		Report/Guide

				Administrative Preparedness		Emergency Preparedness		CDC		https://www.cdc.gov/phlp/publications/topic/emergency.html		Central repository for emergency preparedness-related statutes, regulations, orders, reports, and legal tools intended to aid jurisdictions considering updates and clarifications to their public health emergency legal preparedness activities 		Website

				Administrative Preparedness		Emergency Management Preparedness: What is HR’s Role?		HR Daily Advisor		https://hrdailyadvisor.blr.com/2012/06/07/emergency-management-preparedness-what-is-hr-s-role/		Article detailing the role of HR in Emergency Management Preparedness		Article

				Administrative Preparedness		Summary of Pending Bills Limiting Public Health Authority: The Second Wave		The Network for Public Health Law		https://www.networkforphl.org/wp-content/uploads/2022/04/50-State-Survey-Summary-of-Pending-Bills-Limiting-Public-Health-Authority-The-Second-Wave-2.pdf		Report detailing the pending bills that would limit public health authority by state (April 2022)		Report

				Administrative Preparedness		Proposed Limits on Public Health Authority: Dangerous for Public Health		The Network for Public Health Law		https://www.networkforphl.org/wp-content/uploads/2021/06/Proposed-Limits-on-Public-Health-Authority-Dangerous-for-Public-Health-FINAL.pdf		Reporting detailing the history and current state of public health authority as well as state specific legislation limiting public health authority (June, 2021)		Report

				Administrative Preparedness		Public Health Emergency Response Guide for State, Local, and Tribal Public Health Directors - Version 2.0		CDC		https://emergency.cdc.gov/planning/responseguide.asp		Guide to help health directors prepare for, respond to, and recover from disasters		Guide

				Administrative Preparedness		Emergency Situations: Preparedness, Planning, and Response		HHS		https://www.hhs.gov/hipaa/for-professionals/special-topics/emergency-preparedness/index.html		Collection of tools and resources designed to assist emergency preparedness and recover planners in determining how to gain access to and use health information about persons with disabilities or others consistent with the Privacy Rule		Website

				Health Equity 		Rural Health and Well-being in America		Rober Wood Johnson Foundation		https://www.rwjf.org/en/search-results.html?cs=content_series%3Arural-health-in-america		Collections of resources designed to help understand our rural communities' strengths, challenges, and opportunities for achieving health and well-being for all		Collection of articles, blog posts, news releases, and reports

				Health Equity 		Building Resilient Inclusive Communities		National Association of Chronic Disease Directors		https://chronicdisease.org/bric/bric-webinars/		Collection of webinar recordings on workforce resilience and health equity		Webinars

				Health Equity 		ChangeLabSolutions		Long-Range Planning for
Health, Equity & Prosperity
A Primer for Local Governments		https://www.changelabsolutions.org/sites/default/files/2020-01/CLS-BG217-Long_Range_Planning_Primer_FINAL_20200115.pdf		Guide to help local governments incorportate health equity into their long-term planning efforts		Article

				Health Equity 		Vaccine Equity		Partnering for Vaccine Equity		https://vaccineresourcehub.org/		Archive of hundreds of free and accurate educational materials to support COVID-19 and flu vaccinations in your community (inclusive of diverse populations)		Website/
Resource Archive

				Health Equity 		Health Equity Guide		HealthEquityGuide.org, A Human Impact Partners Project		https://healthequityguide.org/		Understanding health equity strategic practices and a link to a database of resources (i.e., toolkits, articles, guides, templates) to help health departments advance strategic health equity practices		Website/ Database

				Health Equity 		Stop the Spread of Racism		Colorado Department of Public Health & Environment		https://covid19.colorado.gov/stop-the-spread-of-racism		Web page with additional resources linked regarding public health communications through a health equity lens and community engagement		Website

				Health Equity 		HEALTH EQUITY ZONES (HEZ): A Toolkit for 
Building Healthy and Resilient Communities		 Rhode Island Department of Health		https://health.ri.gov/publications/toolkits/health-equity-zones.pdf		HEZs exemplify a (1) health equity-centered approach to prevention work that leverages (2) place-based, (3) community-led solutions to address the (4) social determinants of health (SDoH)		Toolkit

				Health Equity 		Using a Health Equity Lens		CDC		https://www.cdc.gov/healthcommunication/Health_Equity_Lens.html		Contains health equity considerations when communicating with the public and understanding that health equity is intersectional		Website

				Public Health Communications		Black Coalition Against COVID: Home		Black Coalition Against COVID		https://blackcoalitionagainstcovid.org/		Provides resources and examples of how to promote vaccinations and dispell misinformation		Website

				Public Health Communications		Building Confidence in COVID-19 Vaccines		CDC		https://www.cdc.gov/vaccines/covid-19/vaccinate-with-confidence.html		CDC resource hub to learn more about and reinforce vaccine confidence		Website

				Public Health Communications		Truth Check		Truth Check		https://thetruthcheck.org/		Training on encountering misinformation and media literacy. Particularly in effort to combat misinformation relating to the black community		Website/Tool

				Public Health Communications		Resources & Style Guides for Framing Health Equity & Avoiding Stigmatizing Language		CDC		https://www.cdc.gov/healthcommunication/Resources.html		Contains resources regarding public health communications through a health equity lens		Website

				Public Health Communications		Project VCTR "Vector"		Project VCTR		https://projectvctr.com/		Resource designed for health organizations by tracking, identifying, and responding to vaccine-related media conversations/misinformation across the nation. This resource updates weekly and allows users to view insights, explore deeper into data, and access timely vaccine communication best practices		Website

				Public Health Communications		Trust the Facts. Get the Vax.		Massachusetts Department of Public Health		https://www.mass.gov/info-details/trust-the-facts-get-the-vax		Provides information about the COVID-19 vaccine, its development, its benefits, and why it is safe		Website

				Public Health Communications		COVID-19 Vaccine Resources		National Rural Health Association		https://www.ruralhealthweb.org/programs/covid-19-pandemic/covid-19-vaccine-resources		Collection of tools, resources, talking points, and more		Website

				Workforce Resilience, Mental Health & Well-Being		A Toolkit for Recruiting and Hiring a More Diverse Workforce		UC Berkley		https://diversity.berkeley.edu/sites/default/files/recruiting_a_more_diverse_workforce_uhs.pdf		Strategies to hire a diverse workforce including job description tips, recruiting best practices, interview preparation, and other resources		Toolkit

				Workforce Resilience, Mental Health & Well-Being		Growing a Strong Direct Care Workforce: A Recruitment and Retention Guide for Employers		Phi National		http://www.phinational.org/resource/growing-strong-direct-care-workforce-recruitment-retention-guide-employers/		Strategies to help providers recruit and retain direct care workers and improve care delivery		Report

				Workforce Resilience, Mental Health & Well-Being		Topic Collection: COVID-19 Workforce Resilience/Sustainability Resources		HHS		https://asprtracie.hhs.gov/technical-resources/120/covid-19-workforce-resilience-sustainability-resources/99#supporting-workers		Collection of resources about workforce resilience and sustainability during COVID-19		Website

				Workforce Resilience, Mental Health & Well-Being		How to be a Mental Health Ally		Katherine Ponte, HBR		https://hbr.org/2022/05/how-to-be-a-mental-health-ally#:~:text=Some%20of%20the%20most%20effective,help%20employees%20who%20need%20it.		Article discussing effective strategies for mental health allyship		Article

				Workforce Resilience, Mental Health & Well-Being		Mental Health First Aid for the Workplace		Mental Health First Aid		https://www.mentalhealthfirstaid.org/population-focused-modules/workplace/		Case studies and evidence on the importance of mental health in the workplace and how mental health first aid training can help. Contact information to register for mental health first aid training at the workplace is provided		Website

				Workforce Resilience, Mental Health & Well-Being		Workplace Mental Health & Wellness Resources		SHRM Foundation		https://www.workplacementalhealth.shrm.org/resources/		Collection of resources about mental health and well-being in the workplace		Website

				Workforce Resilience, Mental Health & Well-Being		Mental Health at Work		One Mind at Work		https://onemindatwork.org/learning-collaborative-series/		Summaries of discussions between employers and experts on challenges related to workplace mental health. These include opportunities for action		Reports

				Workforce Resilience, Mental Health & Well-Being		Invisible Diversity in the Workplace: Capabilities, Challenges, and Strategies		One Mind at Work		https://onemindatwork.org/report/		Summary and guide for employers interested in promoting an emerging approach to diversity and transforming the workplace to support all individuals, including neurodiverse people and those with mental health conditions		Report

				Workforce Resilience, Mental Health & Well-Being		Video Resource Library		National Alliance on Mental Illness		https://www.nami.org/Support-Education/Video-Resource-Library		Video resources on COVID-19, mental health conditions, self-care and more		Website/Video Resources



































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































https://www.naccho.org/programs/public-health-preparedness/systems-preparedness/administrative-preparedness-exercise-guidehttps://projectvctr.com/https://www.nami.org/Support-Education/Video-Resource-Libraryhttps://vaccineresourcehub.org/https://thetruthcheck.org/https://www.cdc.gov/vaccines/covid-19/vaccinate-with-confidence.htmlhttps://onemindatwork.org/learning-collaborative-series/https://www.ruralhealthweb.org/programs/covid-19-pandemic/covid-19-vaccine-resourceshttps://health.ri.gov/publications/toolkits/health-equity-zones.pdfhttps://asprtracie.hhs.gov/technical-resources/120/covid-19-workforce-resilience-sustainability-resources/99https://emergency.cdc.gov/planning/responseguide.asphttps://www.naccho.org/programs/public-health-preparedness/systems-preparedness/administrative-preparedness-legal-guidebookhttps://www.networkforphl.org/wp-content/uploads/2021/06/Proposed-Limits-on-Public-Health-Authority-Dangerous-for-Public-Health-FINAL.pdfhttps://www.networkforphl.org/wp-content/uploads/2022/04/50-State-Survey-Summary-of-Pending-Bills-Limiting-Public-Health-Authority-The-Second-Wave-2.pdfhttp://www.phinational.org/resource/growing-strong-direct-care-workforce-recruitment-retention-guide-employers/https://hrdailyadvisor.blr.com/2012/06/07/emergency-management-preparedness-what-is-hr-s-role/https://www.cdc.gov/phlp/publications/topic/emergency.htmlhttps://www.rwjf.org/en/search-results.html?cs=content_series%3Arural-health-in-americahttps://www.cdc.gov/healthcommunication/Health_Equity_Lens.htmlhttps://www.mentalhealthfirstaid.org/population-focused-modules/workplace/https://www.naccho.org/uploads/downloadable-resources/flyer_adminpreparedness_oct2017-updated.pdfhttp://toolbox.naccho.org/pages/tool-view.html?id=5239http://toolbox.naccho.org/pages/tool-view.html?id=5241http://toolbox.naccho.org/pages/tool-view.html?id=5242http://toolbox.naccho.org/pages/tool-view.html?id=5240https://diversity.berkeley.edu/sites/default/files/recruiting_a_more_diverse_workforce_uhs.pdfhttps://www.hhs.gov/hipaa/for-professionals/special-topics/emergency-preparedness/index.html


