
Welcome! We’re so happy to see you!

June 3, 2026



Thank You for your Leadership – HCC Executive Committee

Candace Burns
Director of Workforce 
Development,
Dana-Farber Cancer Institute

Kristin Driscoll
Executive Director of 
Workforce Development,
Mass General Brigham

Joanne Pokaski
Assistant Vice President of Workforce 
Planning & Development,
Beth Israel Lahey Health

Geoff Vercauteren
System Director of Workforce 
Development,
Tufts Medicine



1. Coffee, Pastries, and Conversation      9:00 – 9:30 AM
      Please enjoy networking and then find a seat to help us begin the meeting promptly at 9:30 AM

2. Welcome from the DFCI Team      9:30 – 9:35 AM

3. Announcements & Updates      9:35 – 10:15 AM 

4. Internal Mobility Best Practices      10:15 – 10:55 AM

5. Wrap up & Announcements      10:55 – 11:00 AM 

6. Networking & Departure       11:00 – 11:30 AM

Today’s Agenda





DONNA WANG, PHD, LICSW
Professor of Social Work, School of 

Health and Behavioral Sciences

RICARDO LORENZANA
Vice Chancellor, Partnerships and Dean, 

School of Extended Education

TODAY’S SPEAKERS ARE...



UMass Global Overview

Master of Social Work Program 

Why Partner with us?

Q&A

UMASSGLOBAL

TODAY’SAGENDA





UMASSGLOBAL





MSW PATHWAYS

STANDARD ADVANCED 
GENERALIST

WHO: Bachelor’s Degree NOT in 
Social Work

TIME TO COMPLETION: 2 Years
(69 Credits)

PRACTICUM: 1000 Hours

UMASSGLOBAL

ADVANCED GENERALIST/ 
ADVANCED STANDING

WHO: Bachelor’s Degree in
Social Work from a CSWE
accredited program

TIME TO COMPLETION: 1 Year
(39 Credits)

PRACTICUM: 600 Hours



MSW 
CURRICULUM

The MSW program is dedicated
to fostering human and

community well-being through a
person-in-environment

framework,
a global perspective, and 

respect for diversity.

The curriculum is
grounded by the 2022 CSWE 

Educational Policy and 
Accreditation Standards

ETHICAL AND 
PROFESSIONAL 

BEHAVIOR

ADEI IN 
PRACTICE

ADVANCE 
HUMAN RIGHTS

PRACTICE 
INFORMED 
RESEARCH

POLICY 
PRACTICE

UMASSGLOBAL



COMPETENT SOCIAL WORK PRACTICE
Gain the skills needed for leadership and 

clinical practice roles.

LCSW LICENSURE PREPARATION
Covers key licensure topics including ethics, 

human behavior, diversity, assessment, 
diagnosis, and intervention. CSWE-accredited 

program accepted in most states.

CUSTOMIZE YOUR DEGREE
Choose three electives aligned with your 
professional interests and career goals.

EMPLOYER-BASED FIELDWORK
Complete required MSW fieldwork hours within
your hospital or behavioral health organization.

BENEFITS OF 
EARNING A 

UMASS GLOBAL 
100% ONLINE 
MSW DEGREE

UMASSGLOBAL



“I’m so thankful to UMass Global for giving me
a chance at being enrolled here, by way of an
academic program through
my employer, allowing adult learners to have a
real chance to succeed. I have so much
gratitude for my incredible academic advisor
here at UMass Global.”

Alexis H.
Master of Social Work

UMASSGLOBAL





STRATEGIC WORKFORCE DEVELOPMENT
No cost to the organization to participate

UMass Global partners with organizations to strengthen
talent pipelines, improve retention, and support long-term

workforce growth through accessible, career-aligned
education.

UMASSGLOBAL



Improve employee retention and 
engagement through meaningful 

education benefits

Upskill and prepare for future workforce
needs from within your existing workforce

The program is delivered 100% online for 
employees to maintain full-time employment 

while completing their coursework.

Expand access to affordable education 
through tuition savings for employees and 

eligible family members

Support career advancement in high-
demand, high-need roles

KEY VALUE 
FOR YOUR

ORGANIZATION

UMASSGLOBAL



Cohort model available for 
employee groups with additional 

discount options

Monthly professional development 
webinars + two customized 

trainings annually

Turnkey marketing and 
communication resources for 

internal promotion

PARTNERSHIP 
ADVANTAGES

UMASSGLOBAL



Massachusetts 
Resident 

Scholarship

Partner 
Scholarships

Available to all employees, 
spouses, and dependents!

Cohort-Based 
Partner 

Scholarships

EXCLUSIVE SCHOLARSHIP OPPORTUNITIES

25% OFF
TUITION

30% OFF
TUITION

33% OFF
TUITION

UMASSGLOBAL



HOW IT WORKS
Establish a partnership agreement —
no cost to your organization to participate

Promote the benefit internally using
provided turnkey materials

Employees apply and enroll with a 30% 
tuition scholarship

UMass Global supports students every step 
of the way

UMASSGLOBAL



Scholarship Partner Agreement

Project Timeline

NEXT STEPS
1

2

UMASSGLOBAL



DONNA WANG, PHD, LICSW
Professor of Social Work, School of 

Health and Behavioral Sciences 
donna.wang@umassglobal.edu

RICARDO LORENZANA
Vice Chancellor, Partnerships and Dean, 

School of Extended Education 
lorenzan@umassglobal.edu

Q&A

mailto:donna.wang@umassglobal.edu
mailto:lorenzan@umassglobal.edu
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DRAFT      For Policy Discussion Only

Questions and Contact Information

Contact Information:

Michael Kelleher
Project Manager 
EOHHS 
617-953-1393
michael.w.kelleher3@mass.gov

mailto:michael.w.kelleher3@mass.gov
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CPI Changes Overview
CPI PROGRAM OVERVIEW

Current Changes

NOTE: Federal requirements for supervised practical training are 16 hours, Massachusetts requires 21 hours currently and CPI more formally 
acknowledges the 21 hours of supervised training as part of the competency curriculum. 

Meeting Federal CNA Training Regulations 
for Curriculum
Training organizations are currently responsible for meeting federal CNA 
training regulations under 42 CFR 483.152 to develop curriculum.

Training Materials Developed Independently by Each 
Organization 
Today, training organizations are responsible for curriculum delivery, often 
leveraging textbooks or third party LMS solutions with the state support 
available upon request

Knowledge Exam Tests Federal Regulations Competencies 
Current exams provided via D&S test on competencies related to the federal 
regulation curriculum requirements.

Time Intensive New Program Approval Process
Current approval process to become a DPH approved CNA training program 
requires multiple documents and has many requirements  

75 Minimum Training Hours Required 
Training organizations are currently responsible for meeting the federal 
regulations of 75 training hours, with 16 hours of supervised practical training*.

Massachusetts Standardized, Enhanced, CNA-HHA 
Curriculum Competency Framework
Massachusetts has developed an enhanced state curriculum that combines 
HHA and CNA competencies and adds additional modules to ensure 
preparedness. – DPH Memo Issued 4/1/2026

New Content Supported via Learning Management System
Learning modules for didactic content developed and aligned to the new 
competencies;, available for free on an LMS and available in Spanish and 
Haitian Creole.

Revised Knowledge Exam to Test Consolidated CNA-HHA 
Curriculum Competencies
Revised exam will include additional questions related to the new curriculum 
competencies in addition to the federal regulations.

Streamlined New Training Program Process Approval
Streamlined application for new program process approval enabled by 
standardized curriculum requires less documentation.

87 Minimum Training Hours Required
Training organizations will be responsible for meeting the state’s requirement 
of 87 training hours, with 21 hours of supervised practical training. 

11

No Recognition for Previous Training & Experience
Currently, direct care workers with overlapping training and experience must 
restart the full CNA training program to obtain certification

Bridge Training Programs (HHA and PHCAST) 
Developing shortened CNA training pathways for existing HHAs or PHCAST to 
recognize prior training and experience to attain CNA certification

https://www.mass.gov/info-details/dph-advisory-memo-new-certified-nurse-aide-cna-curriculum-framework
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Internal Mobility Best Practices

Joanne Pokaski, AVP Workforce Planning and Development
June 3, 2026
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Workforce Development 23

Beth Israel Lahey Health System
Workforce Planning and Development

Good for our Communities
• Jobs with a purpose
• Career opportunities at BILH

Good for Employees
• Support
• Skill building
• Grow careers at BILH

Good for BILH
• Keep talented employees here, who know their way 

around and like our culture
• Find creative ways to fill roles and retain new hires 

in a very challenging hiring environment
• Our patients receive culturally competent care from 

a workforce that looks like them across all roles

OUTSIDE IN

IN
S

ID
E

 U
P
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Workforce Development 24
For more information on these programs, visit WPD’s Sharepoint site.  To ask questions or meet with an advisor, email careerdevelopment@bilh.org

One on one career 
and academic 

advising

Career
Advising

Free English classes 
for employees with 

limited English 
language skills

English 
Classes

Monthly webinars on 
career development 
and financial literacy 

topics

Online 
Webinars

Pipeline training 
programs into high 

demand jobs at BILH 
with guaranteed job 

placement for 
successful 
completers

Training to 
New Roles

Programs to jump 
start employees’ 

pursuit of nursing 
and allied health 

careers. 
Pre-college math and 
other college courses

Education 
Support

All BILH employees can access career and academic supports offered by the BILH Workforce Planning 
and Development Team. Some of the benefits BILH offers include:

BILH Workforce Planning and Development 

https://bilh.sharepoint.com/sites/BILH-Talent-Development/SitePages/Workforce_Development.aspx
mailto:careerdevelopment@bilh.org


25

Boston Children’s Hospital-Internal Mobility & 
Employee Services

Oona Harrington, Director Workforce Development & Training
Tricia Lopez, Senior Education & Career Coach 

June 2026
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Mission: Employee Services & Internal Mobility
Our mission is to empower employees, through partnership and guidance, to take 

ownership of their career growth by providing pathways, tools, and support that enable 
reflection, informed decision-making, internal mobility, and long-term development.

What we do

• Explore and understand career 
options and pathways

• Clarify role requirements, education, 
credentials, and timelines

• Reflect on strengths, interests, and 
readiness

• Navigate internal opportunities with 
informed support

How we help

• We focus on career navigation, 
education and development 
coaching

• We guide, ask the right questions, 
and connect employees to resources

• We do not do the employee’s work 
on their behalf

Internal Partners

• Benefits/Total Rewards
• Talent Management 
• Employee Led Groups
• HR Business Partners
• Talent Acquisition

Employees’ role

• Reflect on interests, strengths, and 
goals

• Engage with resources and guidance 
provided

• Take ownership of next steps at an 
appropriate pace

• Understand expectation and 
participate actively in the process
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Our program supports vertical and non-linear career development and progression in all areas of the 
Hospital. Here are some of the major areas of focus for incumbents and how we support 

Supporting Career Progression

Non-Clinical - Clinical
• Nurse Pathfinders
• College Partnerships
• Vocational Training Program 

referrals
• Soft-skill building through 

internal resources
• Provision of Labor Market 

Information on Nursing and 
Allied Health Career Paths

Entry – Mid Career

• Career Development Assessment 
& Interest Inventories 

• Exploration though Informational 
meetings

• Soft skill building through 
internal & external resources

• Provision of role data and 
qualifications

• Coaching for career development 
conversations with leaders

Frontline - Administrative

• Career Development 
Assessment & Interest 
Inventories 

• Vocational skill building 
through internal and external 
resources and college partners

• Exploration though 
Informational meetings

• Provision of role data and 
qualifications
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Career Development Delivery: Options for 
Incumbent Workforce

How our mission shows up in 
practice

Our support model puts our 
mission into action by helping 
employees take ownership of 
their career growth, offering 
the right level of guidance at 
the right time – from self-
guided resources to 1:1 
coaching.

Career Toolkit
Cornerstone
Linked-In Learning
The Learning Zone Resources

Self-guided resources

Group learning

1:1

Instructor Led Training though Talent 
Management
CV Workshops
Informational Sessions

Supported coaching services providing:
Assessment
Goal Setting
Education Pathways
Career Pathways
Job Search Preparation

https://bostonchildrenshospital.sharepoint.com/sites/hr-ld/SitePages/cornerstone.aspx
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Tools & Resources for Employee Engagement 
Assessment: Skills Surveys and Interest Inventories 

Identify Transferable Skills, Knowledge & Experience

Goal Mapping (SMART Goals) 
Assist Employees in articulating career goals

Skill Development 
Curated Courses Through On-Demand Platforms

Acquisition of Credentials, Degrees, Licensure   
College Partnerships & Tuition Reimbursement

Career Exploration Through Informational Interviews

Facilitating Networking Opportunities

Long-Term and Short-Term 1:1 Coaching 
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The Education & Career Coach provides coaching and guidance for employees 
who have identified career goals that require additional education.

• Partners with you to create achievable reach goals and learn ways to break 
goals into Actionable Steps so you can measure your own progress.

• Assists in navigating to the appropriate educational program, both 
internally and externally, while providing support throughout the 
application and enrollment process (including assistance with FAFSA, 
Tuition Reimbursement, Academic Resume and Portfolio review)

• Provides you with information, resources, and strategies for career growth
• Serves as a champion and advocate in helping you meet your education 

and career goals
• Can help you with:

• Improving your resume
• Learning how to de-construct jobs postings and determine if you meet 

the requirements and qualifications for the job
• Writing a cover letter

Tricia Lopez, Education and Career Coach 
patricia.lopez@childrens.Harvard.edu
 

Education & Career Coaching

mailto:patricia.lopez@childrens.Harvard.edu
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The Inside Track 
 Proactively encourages and facilitates upward and 

lateral movement for internal talent

 Assesses employee interests, skills, and background to 
match with potential openings

 The team works closely with hiring managers and HR 
teams including Talent Acquisition, HR Business 
Partners, and Learning & Development

 Supports employees at ALL levels

 Ensures a cross-functional approach that empowers 
employees to take control of their career development. “Boston Children’s is only as good as the people that work here, so the 

ability for our people to be able to develop their professional skills and to 
develop their career, I think, is profoundly important”

 – Kevin Churchwell, MD, President and Chief Executive Officer

Internal Mobility

Joanne Hogan, Senior IM Advisor
Joanne.Hogan@childrens.harvard.edu 

mailto:Joanne.Hogan@childrens.harvard.edu
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Building Effective Collaborative Relationships with Employees

Retention of our incumbent workforce is at the heart of our mission. Employees who seek out Career Development 
services benefit from 1:1 coaching and the coaching relationship to build engagement and empowerment in the 
process and achieve positive retention outcomes

Build trust by partnering as SMEs in Career 
Development1

Providing intentional, thoughtful 
coaching tailored to each incumbent 
empowering them through the process 

2

Navigating, guiding and supporting at 
all phases of process 3

Coaching Foundations for Positive Outcomes
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Employee roadmap

Progression through Workforce Development support is guided by employee-led reflection, engagement, and action. 
Employees are also seamlessly guided to appropriate coaching throughout the process as meets their current needs.

Intake
Orient, set expectations, 

and assess readiness Resource matching
Identify supportive 

information and tools

Activate
Design IEP, Set SMART 

Goals, guide to and 
through processes

Execute
Support sustained, goal-

aligned action

Exit
Closure, pause, or 

transition

Career exploration and development are iterative.
Employees may revisit different stops of support as they learn, refine goals, and take action.



Internal Mobility
Closing the knowledge-action gap for the incumbent healthcare workforce.

Peggy Yu
CEO, Stack Education   ·   Career Coach, Harvard Business School BPIC Healthcare Careers Consortium



By the Numbers

STACK EDUCATION

5 yrs
training clinical
research talent

16
academic

medical centers

200+
hours of proprietary

training content

96%
successful course
completion rate

Five years of building the clinical-research workforce — across 16 academic medical centers and counting.



THE HIDDEN BOTTLENECK

Access isn't the barrier. The gap is.

Most mobility programs invest in access to training. The real bottleneck: workers often don't know what they don't know.

Completed training
Certificate in hand

THE GAP
knowledge → action

Performs & advances
Ready to get and do the job

Recognition ≠ recall.  Passing a multiple-choice quiz isn't 
readiness to interview and get the job.

Readiness ≠ timing.  Openings don’t always arrive exactly 
when someone is ready.

The work:  keep people sharp, engaged, and progressing inside the gap — even when opportunities stall.



WHAT WORKS — TAKE THESE HOME

Closing the gap takes both sides.

Organizational
Build the conditions

Be transparent.
Bad news doesn't age well — share what you can, early.

Give tools to stay fresh.
Refreshers, networking, lunch-and-learns.

Build cohort community.
Want to go far? Go together.

Coach for accountability.
Group coaching drives action; 1:1 for the hard talks.

Individual
Own the climb

What gets planned gets done.
Schedule the growth — calendar it like a meeting.

Stay curious.
Keep feeding exposure; track goals in one place.

Self-advocate, productively.
Seek feedback, advancement, and new opportunities.

Be readable.
Make your skills legible to the next-level employer.



PROVEN MODELS

Partnerships already closing the gap.

Two models — with organizations in this room.

FULL PATHWAY

Dana-Farber Cancer Institute

Training + rotation + wraparound services

A complete on-ramp — pairing instruction with internships and 

the support that gets people to the finish line.

COLLABORATIVE PATHWAY

WCTF Research & Grant Admin.

BILH · Boston Children's · Tufts Medicine  · UMass Chan 
Medical School
Commonwealth Corporation-sponsored training that upskills 

incumbent talent across multiple organizations at once — shared 

cost, collectively building the MA research/grant administration  

pipeline.

Role-differentiated training that closes knowledge-action gaps — and builds a pipeline employers actually trust.



PARTNER SPOTLIGHT · FALL 2022–FALL 2025

DFCI × Stack: built together.

17
employees completed the program

76%
completion rate *including rotations*

77%
of completers moved into new roles

PROGRAM SCOPE

4
Cohorts

28
Weeks

How it worked:
→DFCI research leaders flagged the need
 → a joint working group designed the 
program for the department and its people 
→ the Office of Workforce Development ran 
recruitment, applications, and interviews.

DFCI invested in its people. Its people showed up.



PARTNER SPOTLIGHT · SUMMER 2024–WINTER

WCTF × Stack: built together.

27
employees completed the program

93%
completion rate

41%
of completers moved into new roles

PROGRAM SCOPE

5
Cohorts

12
Weeks

MA-based hospitals are investing in the foundation of research. And its employees are committed. 

"I was uncertain about my career 
path… I truly feel like I have found 
my calling. I love the Research 
Administration world."

Administrative Assistant III  ·  Joslin / BIDMC

"This course highlighted just how 
intricate the field is — and that it is 
forever changing with new 
processes to learn."

Program Coordinator II  ·  Boston Children’s Hospital



THE PROGRAM  

Stack Bridges

Keep talent ready when hiring stalls - and when opportunity calls. 

The Bridge keeps employees sharp, engaged, and connected until opportunities meet the ready.

Continuous learning
On-demand reinforcement so skills 
don't atrophy.

Weekly engagement
First-look job board + focused weekly 
practice.

Live events
Promptathons, office hours, employer 
networking.

Early-access pipeline
Pre-vetted candidates; engagement is 
the signal.

Partner with us.
Build research talent    ·    sponsor a cohort    ·    license our curriculum    ·    implement the Bridge



42
peggy@stackeducation.com



Thank you for coming!

June 3, 2026
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