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Building an Organization  

By: Patricia Bolivar Public Health PhD Student at Walden University 

The rate of employee retention in the laboratory has decreased in the last few years at the Los 

Angeles County Public Health Laboratory. The first wave of exodus of scientist seemed to have 

happened when changes in administration took place in 2007, and again when administration 

changed a year ago, we had the second wave of personnel retiring, changing jobs, transferring to 

another public health laboratory, or changing jobs for a non-laboratory department within the 

Los Angeles County Public Health Program. The laboratory organizational culture is in need of a 

leader, who motivates the staff, encourages a personal connection to work, and develop 

employee’s skills and talents as fundamental to employee’s engagement and higher productivity 

(Fernandez, 2007). Employee engagement in the laboratory can be improved and the sense of 

mission and passion cultivated where more employees are willing to work above and beyond the 

call of duty. 

1. Focusing on employee engagement the elements in the LAC-PHL that are strengths 

and the elements that need to be changed are: 

 

STRENGTHS 

 

NEED TO BE CHANGED 

 

 Experienced administration team 

 Qualified, dedicated employees 

  State of the art facility and equipment 

 Grants and financial resources available 

 Safe location  

 Competitive salaries and benefits 

 Research capability 

 Part of the Laboratory Response 

Network Reference laboratories 

 Active Bioterrorism Response Unit  

 CDC sponsored and financed programs 

 

  

 

 Micromanagement approach  

 Administration communication with 

employees  

 Interest in the employees skills and 

needs such as section rotation 

 Employee empowerment for 

participation in decision making 

 Career advancement opportunities 

 Available resources to all sections to 

get the job done 

 Orientation on how to contribute to the 

mission and vision of laboratory 

 

2. Explain how you would change your organization to improve it in employee 

engagement. What obstacles stand in the way of this change? If you selected 

employee engagement, explain how you would promote greater engagement among 

your organization’s employees.  
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Raising the morale of the workforce and the working environment are key items in my opinion 

that need to be examined and implemented to achieve change, and develop a team that is highly 

engaged in the organization. First, a personal connection between administration and the 

employees must be established. Besides departmental meetings, supervisor’s meetings, I believe 

general meetings at least twice a year with administration where employees can voice their needs 

and concerns must be established for open communication. Since promotions are not feasible due 

to financial constrains, a system of employee recognition, educational advancement 

opportunities, collaboration with coworkers, input in decision making, and challenging tasks 

must be implemented and put into practice. 

Supervisors of some laboratory sections do not provide development opportunities available for 

everyone or open communication which causes lost of interest and participation in planned 

activities and waste of resources. Building on people talents and skills makes an employee more 

interested in routine testing and activities. Administration should focus more attention and 

energy on retaining talented employees and keeping them actively engaged in their work (Frank, 

2004). I would allow the employees to decide the laboratory sections they would like to work, 

instead on just by administration assignment, and offer rotation, and cross-training to other 

sections available. 

Building good relationship with the employees is essential, as is regularly communicating 

expectations, clarification and measurement (Fernandez, 2007). I would organize social activities 

and groups interaction to brainstorm on ways to recognize employees’ contributions in different 

areas not just work performance, but to develop an organization culture that nurtures heart, mind, 

and soul. 

 

My logic model for the employee engagement program planning for the Los Angeles County 

Public Health Laboratory describes the issue, identifies the need and assets of the organization 

that are related to the issue, and specifies why certain results are desired (W.K. Kellogg 

Foundation, 2004).  
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Los Angeles County Laboratory Employee Engagement Program 

PROGRAM STATEMENT: Gain an insightful view of strategies and practices needed to 

increase employee’s engagement in the organization by implementing personal attachment, 

loyalty, and sense of mission and passion.  

PROGRAM GOAL: Increase retention of bright, dedicated, and productive employees who are 

engaged in heart, mind, and soul to the organization 

 

 

STRATEGIES ASSUMPTIONS 

 

Develop emotional engagement, 

communication, recognition, empowerment, 

and involvement in decision making of the 

employees at all levels. 

 

 

Administration will encourage and support the 

need to change management approach in order to 

increase employee retention by developing 

employees engagement strategies 

 

 

 

Influential Factors Problem or Issue Desired Results (outputs, 

outcomes, and impact) 

 

Desired  involvement in 

reaching decisions 

affecting all staff 

Strong interest in 

increasing employee 

retention 

Collaboration with 

coworkers 

Opportunities for career 

advancements  

Financial support for 

continuing education 

Senior management 

vision 

 

Administration involvement in 

personal connection with 

employees affecting employee 

retention 

Decreased employee 

engagement in decision making 

 

Improve relationship  of 

Administrative personnel  and 

employees 

Communication increased 

Decision involvement  

Personal connection to work  

Contribution recognized  

Career advancement 

opportunities available to all 

levels and units 

Effective performance 

management  

Clarity about how employees 

contribute to results 

Laboratory Staff Needs/ Assets 

Engagement 

Recognition 

Good supervision 

Effective communication 

Clarity 

Input into decision making 
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