Workforce Planning 101

What |s Workforce Planning?

Workforceplanningis havingthe right numberof peoplewith theright skills workingin
therightjobsattheright time. This definition coversa procesghatassistsagency
leadershipn makinghumanresourcelecisionshasedn anagency'snission,strategic
plan,budgetaryresourcesanddesiredob knowledgeandskills. Workforceplanning
addressethe personnetequiremenbf a strategigolan. Workforceplanningis a strategy
andsetof procedure®y which the State'duture humanresourceneedsareassessedThe
primary steps are to:

- analyzethe currentworkforce,

- identify futureworkforceneeds,

- establisnthegapbetweerthe presentandthefuture,

- andimplementsolutionssotheorganizatiorcanaccomplishits mission,goals,
andobjectives.

Why Are Workforce and Succession Planning I mportant?

Workforceandsuccessioplanningenableanorganizatiorto proactivelyplanfor and
addresshangesn theworkforce. Theprocesgprovidesanawarenessf workforce
compositiomnow andin thefuture. It alsoencourageanorganizatiorto more
effectivelyandspecificallydevelopexistingandnewly hired staff. Workforceplanning
alsoensureshatrecruitmentesourcesremoreefficiently andeffectivelyusedandhelps
maintainandimproveagencydiversityprofiles.

What |'s Succession Planning?

Successioflanningis animportantsubsebf workforceplanning. Its goalis thesame,
butits focusis specificallyon havingtheright leadershipn placeat everylevel of the
organization.lIt involvesdevelopinga "talentpool” of employeewith the skills,
attributes andexperienceo fill specificpositionsandensurecontinuity of leadership.
Successiomplanningis futurefocused. It is atool to combatthe potentiallossof
institutionalknowledgedueto employeestetirementspromotions andgenerakttrition.

Successiomplanningis not pre-selection.Havinga successioplan meanghat
employeediaveaccesdo theresourcesieededo developandbe consideredor
promotion therebygiving thema competitiveedgebut not guaranteeinghema
promotion. Our "Merit System“ensureshatcivil service permanengppointmentsand
promotionsarebasedn meritandcompetitiveexams.



Workforce & Succession Planning Overview

Context and Trends:

California's238,000stateemployeesvork in approximately200agencies.Stateagencies
rangefrom afew with a singleemployeeo the Departmenof Correctionsand
Rehabilitationwith 65,865employees. Thediversemissionsof stateagenciesneanthat
somestrugglemorethanothersto attractandretainqualified personnel.lt is widely
expectedhatall stateagenciesvill facedifficultly whenthe BabyBoom Generation
beginsto retire.

BabyBoomers—thosbornbetweerl945and1955—compriseapproximately47
percentof the stateworkforceand70 percentof managerssupervisorsCEA'sand
exemptpersonnef. Within the nextfive years,over30 percenbf stateemployeewill be
eligible toretire. Thatproportionis evenhigherwithin specifichiring categories.
Without adequatlanning,stateagenciesnaybe left without adequatelyprepared
replacementso continuemeetingthe need=f Californians.

California and Other States:

California’'sStatewide Wor kforce Planning Program was established within the
Departmenbf PersonneAdministrationin 2007to provideresourcesndconsultatiorto
departmentinterestedn workforceplanning. Theunit functionsasa clearinghousef
informationfor Californiastateagenciesit conductgresentationsgndassistsagencies
throughouthe workforceplanningprocess.Programstaff alsocoordinatethe Wor kfor ce
Planning Ad Hoc Group, establishedn 2008. Thisgroupallows participantdrom
variousstateagenciego shareknowledgeandexperienceboutworkforceplanningat
quarterlymeetings’

Despiteits successeshe StatewideWNorkforcePlanningProgramis limited in its
resourcesandperhapsnoresoby thevoluntarynatureof workforceplanningin
Californiastateagencies.In California,thereis no requirementhatstateagencies
developworkforceor successioplans. Therefore the programcanonly assisthose
agenciesvhosedirectorschooseo participate.

Unlike otherstatesthereis no centralizedepositoryof workforceplansor administrative
oversightof this function. We do notknow how manyof the state'snearly200agencies
haveworkforceplans,andhow many—orwhich specifically—donot.

Many stategequireagencieso reportspecifiedinformationto centralizedvorkforce
planningprogramsand/orto preparevorkforceplans. Since2000,the Stateof Georgia
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hasmandatedhatits agenciepreparenvorkforceplansandthattheysubmitannual
updatedy May 31st* The Commonwealthof Virginia hashada similar requirement
since2003° The Stateof lowa hasimplementedseverainitiativesregardingworkforce
planningsince2000. lowa requiresall agencieso haveworkforceandsuccessiomplans,
andto submitannualupdates.

Eachyearsincel1989,the Stateof New York'sDepartmenbdf Civil Servicehasproduced
anannuaWorkforceManagemenReport! Thesereportsdocumenthedemographicsf
the stateworkforceandserveasa valuabletool for eachstateagencyto planfor the
change®ccurringwithin its own workforce. Thereportallowsadministratorand
policymakergo compareworkforcestatisticsacrossandwithin agenciesandanalyzes
trendswithin critical classificationsuchaspublic safety,informationtechnologyand
"caring" professions.Thereportalsocontainsa onepageprofile of eachstateagency.

Calm Beforethe Storm:

In its May 2009reporttitled, "A Tidal WavePostponedThe EconomyandPublicSector
Retirements,theCenterfor State& Local Governmen€Excellencallustratesthatthe
economiadownturnhadthe effectof delayingretirementor manypublic employees.
Accordingto this survey,84% of humanresourcesnanagerseportedemployees
delayingretirementdueto theslumpingeconomy.

Californiais seeinganincreasen retirementslespite economidorcescompellingstate
personneto delayretirement. Accordingto dataprovidedby CalPERSretirements
increasedy 2.7 percentbetweer2007and2008. Between2008and2009,retirement
increasedy 17.7percent.

Basedon dataalreadyavailable,it is likely thattheincreasen retirementdetweer?009
and2010will befar greater. Typically, the highestnumberof retirementsoccurin the
monthof January.FromJanuary?2009to January2010,retirementsncreasedy 30.9
percent;from February2009to February2010retirementsncreasedy 22.9percent.

Theeconomiaddownturnhastemporarilydelayedthewaveof BabyBoomerretirements,
butit iswidely expectedhatretirementswill increasedramaticallyastheeconomy
improves. Many otherstateshavebeenworking with theiragenciedor severalyearsto
preparefor this dramaticchangean their workforce. With thelargeststateworkforcein
thenation,animpendingwaveof retirementsanda correspondingncreasaen demand
for relatedservicesstateagenciedavea brief opportunityto prepareo meetthe needs
of Californiansin thecomingyears.
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State Workforce by Age and Level
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