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“Create an extraordinary work 

experience inspiring our 

associates to create an 

extraordinary care experience”
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Levers of Transformational Change

1. Evidence-Based Advancement* Decisions

2. Closed-Loop Process Control for Consistent Quality of Hire

3. Personal Responsibility for Career Literacy (and IDPs)

4. Pull System to Balance Supply-Demand with Analytics

5. Standard Taxonomy of Occupations to Leverage Job Data

*Note: Advancement includes hiring and promotion. It is the task of filling a position from 

inside or outside the organization.
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1. Evidence-Based Advancement Decisions

• Evidence of cognitive skills               task performance

• Evidence of behavioral skills               GB & patient loyalty

• Evidence of occupational skills               clinical outcomes

• Evidence of personal responsibility for career development 

and progress

• OTE parallels the clinical discipline of evidence-based 

medicine

PREDICTS

PREDICTS

PREDICTS
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2. Closed-Loop Process Control for 

Consistent Quality of Hire Outcomes

• Process controls anchored in job performance

• Job performance based on supervisor rating of 

performance

• Performance based on clinical outcomes, teamwork, 

patient loyalty, and guiding behaviors

• Scientific validation of OTE processes reduces variation 

and improves compliance
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Supervisor Feedback
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3. Personal Responsibility for Career Literacy 

with Extraordinary Supports for Development

• Defined expectations for evidence of career literacy 

communicated to education and community partners

• Evidence-based process for: (1) self-understanding, (2) 

career exploration, (3) career decisions, and (4) action

• Evidence-based outcomes: career portfolio of 

assessments, plans, and progress
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4. Pull System to Balance Supply-Demand 

with Workforce Analytics

• Goal: right person, right skills, right behaviors, right 

place, at the right time

• Clear requirements defined for “Quality of Hire”

• Clear Taxonomy of occupations to enable planning

• Strategic workforce planning and analytics drive a 

proactive talent system

• Clear schedule of quarter-by-quarter hiring 

communicated to education and community partners
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5. Standard Taxonomy of Occupations to 

Leverage the Nation’s Best Job Data

• Standard Occupational Classification (SOC) codes as 

the taxonomy

• O*NET the nation’s largest database for job 

descriptions, competencies, and wages

• ACT Job Pro database the world’s largest empirical 

database on job skills

• Easy to cross-walk to local job descriptions
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MISSION:  Collectively act as caretakers of the West 

Michigan health care labor shed.  We all draw from the same 

pool of workers, therefore we must all work together to build the 

quantity and quality of workers in the pool.  To act as joint 

caretakers we must forecast needs, communicate our 

requirements, solve regional problems, and work collaboratively 

with our talent supply-side partners to improve our workforce 

and education systems.

VISION:  Create an adequate pipeline of qualified, 

competent and compassionate health care workers to meet 

the needs of the region for the next 15 years.
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www.ncrcadvocates.org
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www.ncrcadvocates.org
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NCRC

Personal Skills 

Assessments

Career 

Coaching
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Tom Karel, VP Organization Talent & Effectiveness

Saint Mary’s, Grand Rapids, Michigan

kareltl@trinity-health.org

616-685-6362 office phone

Mike Stebbins, Human Resources Manager

Trinity Cadillac, Cadillac Michigan

mstebbins@trinity-health.org

231-876-7323 office phone
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