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May 1, 2002

2001 WORKFORCE PLANNING SURVEY RESULTS

South Carolina State Government Workforce Issues

The strategic direction for South Carolina must adjust to the changing dynamics of the State’s citizenry and the subsequent impact on the public’s needs and expectations of government services and how they are delivered.  Meeting these needs and expectations will impact the strategic planning, management, and development of the state government workforce.  

In an effort to collect pertinent workforce planning information from the agencies of State government, the Budget and Control Board’s Office of Human Resources asked each of the state’s agencies for information about current and future workforce needs. Agency Workforce Planning Surveys were distributed to the agencies to collect information for individual fiscal years in 1998-99, 1999-00, and 2000-01.

The data collected from the 1998-99 survey assisted in the initial identification of issues that required additional clarification or specification.  As a result the 1999-2000 survey was more reflective of the broader spectrum of issues that require attention in workforce planning.  The responses to the 2000-01 survey have begun our measure of trend analysis.

The following is a summary of the collected information from the most recent survey with comparisons and trends noted where applicable.

Survey Summary

A.
How significant are the following issues to your agency when recruiting qualified candidates for positions?

In FY 00-01, 45 of the 49 agency representatives reported that the compensation their agency was willing to offer is a significant or very significant recruiting issue; limited personal services funds was cited as a problem in 45 of the 49 agencies. In FY 99-00, 50 of the 53 agency representatives told us: “The compensation my agency is willing to offer qualified candidates” is a significant or very significant recruiting issue; limited personal services funds was cited as a problem in 43 of the 52 agencies responding to this question. In the FY 98-99 Workforce Planning Survey agencies reported that compensation related issues were the most significant obstacles when attempting to recruit qualified candidates; only a few agencies reported that budget limitations had a negative impact on recruiting. Difficulty in attracting qualified candidates due to limited personal services funds appears as a somewhat significant problem for all three reporting years. 

The competitiveness of pay ranges for positions and the lack of established career growth opportunities within an agency remain a concern for 80% of agencies. 

B.
How significant are the following factors to your agency when you attempt to retain good employees?

Ninety-one percent (91%) of agencies reporting for FY 00-01 responded that limited personal services funds had a negative impact on the retention of good employees. This percentage is a significant upward change from the 79% experiencing this problem in FY 99-00. 

The compensation that agencies are willing to pay good employees is once again reported as the most significant factor affecting retention. Lack of established career growth opportunities also was cited by a significant number of respondents all three survey years as affecting retention.

The importance of work environment received significant attention in all three survey years. In the FY 99-00 survey, an unpleasant work environment was ranked as the third most important retention factor; this year, 33 out of 48 responses to this question indicate that the work environment has a somewhat significant or very significant influence on retention of good employees.

C.
Please indicate your agency’s success rate in hiring applicants to whom job offers were made during FY 00-01.

More than 95% of offers accepted by
FY 00-01 percentage
FY 99-00 percentage

Agency internal candidates
83
77

Other state agency candidates
67
67

Non-state government candidates
44
41

D.
Please indicate the following information regarding level of qualifications for new hires in your agency for FY 00-01.

The structure of this question was substantially changed from the previous year’s survey, rendering any trend analysis difficult.  The responses to this question will be compared to future year’s surveys to provide analysis.

E.
Please indicate how often those selected for jobs in your agency lacked the following preferred qualifications.

The percentage of new hires who lack preferred qualifications continues its overall decline among reporting agencies.  Computer skills are the only exception to this trend.

Preferred Qualification Lacking at Least Somewhat Frequently
FY 98-99 percentage
FY 99-00 percentage
FY 00-01 percentage

Job content experience
43%
20%
19%

Necessary educational requirements
37%
10%
6%

Computer skills
11%
18%
17%

Management or supervisory skills

24%
21%

F.
Please indicate how important it is for your agency’s current employees to develop the following additional skills.

In a change from the FY 99-00 results, customer relations skills (cited as important by 88% of respondents), communications skills (cited by 81%), interpersonal skills (cited by 79%), and team skills (cited by 79%) have supplanted computer skills (cited by 72%) as most important skills. In addition to the first four skills mentioned above, there was a 10% increase in the number of responding agencies citing analytical and organizational skills as very important. The number of reporting agencies finding management skills very important decreased by almost 10% to 52%.

G.
To what degree has your agency experienced critical shortages in the following occupational code categories during FY 00-01?

More than ninety percent of responding agencies cited use of the occupational code categories of Administrative Services (AA00), Fiscal Services (AD00), Human Resources (AG00), Administrative/Program Management (AH00), and Information Technology (AJ00). Three of these five widely utilized categories, Administration Services, Human Resources, and Administrative/Program Management, are reported to have experienced no significant shortages during FY 01-01. Other widely used categories (more than 80% of reporting agencies citing usage) with no significant shortages during FY 01-01 are Supply, Property, and Procurement (AC00), and Public Information Services (BC00).

Code Category
Percent of Responding Agencies Using Category
Percent of Responding and Using Agencies Experiencing at Least Significant Shortages

Administrative Service (AA00)
98
0

Administrative/Program Management (AH00)
98
0

Human Resources (AG00)
94
2

Fiscal Services (AD00)
92
9

Information Technology (AJ00)
92
25



Status of High Use Class Code Categories

Ninety-two percent of responding agencies cited use of the Information Technology (AJ00) category. Twenty-five percent of responding agencies that cited use of this class category experienced significant shortages of employees in this category FY 00-01. Thirty-seven percent of responding agencies cited use of the Nursing Services (EA00) category. Eighteen percent of responding agencies that cited use of this class category experienced significant shortages of employees in this category FY 00-01. 

Other “high use” occupational code categories reported as experiencing significant shortages by at least 9% of those agencies that use the category are Building, Grounds, and Laundry Services (KA00) – used by 55% of reporting agencies; Fiscal Services (AD00) – used by 92% of reporting agencies; Trades Services (KA75) – used by 62% of reporting agencies; Engineering Services (HD00) – used by 52% of reporting agencies; and Social Work Services (GB00) – used by 17% of reporting agencies. 

H.
 If you anticipate critical shortages in any state classes within the next three years, please list each of  those classes below (please use the same occupational code categories used in questions 29-76 above).

Responding agencies again list anticipated shortages in the Information Technology (IT) field as a major concern (IT accounted for 60% of the responses) 
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In the FY 98-99 survey, Engineering Services and Human Services were listed as expected critical shortage areas. They were not listed as such in the FY 99-00 survey, but these classification categories have reappeared as a concern in FY 00-01. In addition, Trades Services, Building, Grounds and Laundry Services, Communication Services, and Social Work, which were projected to be critical shortage areas during the three years following the FY 99-00 survey, were not cited by a significant number of reporting agencies in the current survey.

I.
If you anticipate that some state classes will no longer be needed in your agency within the next three years, please list each of those classes below (please use the same occupational code category.

There were nine responses to this question for FY 00-01. Three of the occupational codes fall within the administrative services category and two within the library services group. Agencies responding to the FY 98-99 and FY 99-00 survey also anticipated that the administrative services category would no longer be needed.

J.
If you anticipate that entirely new state classes will be required in your agency within the next three years, please list them below and explain the competencies required by the new class that will differentiate them from existing classes.

Respondents in all three survey years suggest occupational codes related to consumer business, such as retail sales and theater manager; a class for specialized Bachelor of Nursing (BN) nursing skills; and a class for paralegals. Newly added this year are categories for planetarium manager or physicist, interpreter, and an IMAX projectionist. The new class of web developer suggested by several agencies in FY 98-99 and FY 99-00 does not appear this year.
K.
 From a recruitment perspective, what are the five most difficult positions to fill in your agency? Please list each of those classes below (please use the same occupational code categories used in questions 29-76 above) and the specific job title. Please give a reason why each of these positions is hard to fill.  

For the third successive year, Information Technology positions were designated as the most difficult to fill (27% of FY 00-01 responses). Non-competitive compensation was mentioned by 78% of respondents citing IT positions as hard to fill; 61% of agencies responding to this question provide non-competitive salaries as the only reason IT positions are hard to fill.

Positions in Nursing Services, Fiscal Services, and Engineering Services were also reported as particularly hard to fill in both FY 99-00 and FY 00-01. Almost 15% of the responding agencies reported that counseling positions were hard to fill in FY 00-01. While required skills and educational or professional qualifications vary over all the difficult to fill positions (e.g., applicants for clerical positions must be able to type and spell, accountant applicants must have the required number of undergraduate hours to sit for the CPA exam, social work applicants must be licensed), agencies report a lack of qualified candidates and compensation related issues as the main reasons these positions are hard to fill. The same reasons were reported in the FY 99-00 and FY 98-99 surveys. 

L.
 If your agency were to do the following, how significant do you believe the impact would be on recruiting hard to fill positions?

Agency Action
Percent of Responding Agencies That Believe the Action Would Have at Least a Somewhat Significant Impact


FY 00-01
FY 99-00

Increase entry level hiring rate agency is willing to offer
78
88

Modify recruitment processes to create a larger applicant pool
51
58

Expand career paths for positions within the agency
65
65

Adopt more flexible work rules within the agency
33
80

Expand benefits to employees
73
73

Provide additional training and development opportunities
70
69

Decrease job related travel requirements
7
10

In the FY 1998-1999 survey, reporting agencies stated that those internal actions would make the hiring process for hard to fill positions less difficult.

M.
 If the State Office of Human Resources were to do the following, how significant do you believe the impact would be on recruiting hard-to-fill positions?

More than 75% of responding agencies responded that providing more flexibility and accountability for agencies to hire over the midpoint would have at least a somewhat significant impact on recruiting for hard-to-fill positions; this result corresponds closely to the FY 99-00 response. The number of agencies responding that offering Career Fairs highlighting employment in State government positions and helping agencies develop internal applicant pools for hard-to-fill positions would have a somewhat significant impact on recruiting hard-to-fill positions was approximately 50% in both FY 99-00 and FY 00-01. In the FY 98-99 survey, reporting agencies responded that the following OHR actions would aid hiring and recruiting efforts for hard-to-fill positions: a move to market-driven compensation, delegation of more authority to agencies, development of an applicant pool, and continuation of the State Career Fair.
N.
 Please indicate to what extent your agency is using the following compensation-related techniques to help to recruit and retain employees in hard-to-fill positions.

Technique
Percent of Responding Agencies Using at Least Somewhat Frequently


FY 00-01
FY 99-00

Differential hiring rates for hard-to-fill positions
41
37

Hiring up the mid-point in the salary range.
49
37

Pay increases for additional skills developed
42
40

Retention increases
20
16

Performance increases
58
63

O. To what extent does your agency use the following succession planning practices?

Agency Planning Practice
Percent of Responding Agencies Using at Least Somewhat Frequently


FY 00-01
FY 99-00

Provide occupation-related training programs
52
40

Cross-training programs
26
25

Identification of potential leaders from among current employees
43
38

Internal promotions for critical positions
65
62

Mentoring programs
13
4

Job rotation opportunities
2
2

Formal leadership development programs
30
21

Agencies responding to the FY 98-99 survey listed continuing education programs, cross-training programs, internal promotions, identification of potential leaders, and mentoring programs as the most frequently used succession planning practices.

P. To what extent does your agency use the following retention practices?

The four retention practices used by a significant number of the responding agencies are shown in the table below. 

Agency Retention Practice
Percent of Responding Agencies Using at Least Somewhat Frequently


FY 00-01
FY 99-00

Flexible work schedules
70
57

Training and development programs
67
58

Performance pay increases
51
62

An employee recognition program
48
40

The majority of retention practices are used infrequently by most of the responding agencies as the table below illustrates.


Percent of Responding Agencies Using Somewhat Infrequently or Not at All

Agency Retention Practice
FY 00-01
FY 99-00

Telecommuting
87
83

Career-pathing
66
62

Performance related bonuses
61
52

Tuition assistance program
60
42

Retention increases
49
62

Cross-training with other positions
40
40

In the FY 98-99 survey agencies responded with many of these actions when asked about innovative retention practices. However, the question was not presented in a way that allowed for implementation documentation, and multiple responses from each agency were allowed.  The current question will allow for trend analysis from this point forward.

Q.
 If your agency were to do the following, how significant do you believe the impact would be on retention of employees?

Almost all responding agencies (89%) agreed that improving the level of compensation to employees would have a significant impact on retention. This level of agreement echoes the response from the FY 1998-1999 and FY 99-00 surveys.

Impact of Suggested Agency Retention Practice
Percent of Responding Agencies Saying Practice Would Be at Least Somewhat Significant


FY 00-01
FY 99-00

Improve the level of compensation to employees
91
94

Create career paths for more employees
84
78

Provide additional training and development opportunities
76
78

Create or expand a continuing education program
67
62

Create or expand tuition assistance
59
52

Offer more flexible work schedules
54
73

Offer telecommuting
26
40

In the FY 98-99 survey, agencies found the top three initiatives above, plus offering more flexible work schedules effective. These top three have remained as the highest percentage responses over the last three fiscal years.

Telecommuting was mentioned by only one agency responding to the FY 98-99 survey. In FY 99-00, telecommuting was perceived as having a very significant impact on retention by only three out of the 52 responding agencies; in FY 00-01, telecommuting is perceived as having a very significant impact on retention by none of the responding agencies. In both of the last two years, the majority of agencies reporting are unsure of the impact of this practice.

R.
Please indicate to what extent the following work environment factors are present for employees in your agency.

In both FY 99-00 and FY 00-01, almost all the responding agencies agreed that the following work environment factors are present for agency employees:

Employees know what is expected of them at work.

Employees have the materials and equipment they need to do their work correctly.

Employees have the opportunity to do what they do best each day.

Employees receive recognition or praise for doing good work.

Employees indicate that supervisors, or someone at work, care about them as individuals.

Employees receive encouragement at work for individual employee development.

The mission/purpose of the organization makes employees feel their job is important.

Employees believe that their associates (or fellow employees) are committed to doing quality work.

Employees have had opportunities to learn and grow within the past year.
Responding agencies are less sure that employees believe their opinions are valued. In both FY 99-00 and FY 00-01 a significant number of responding agencies report that employees do not receive feedback on their progress at least every six months, and are unsure whether employees receive feedback on their progress at least every six months. 

S1.
Please indicate the significance that the geographic location of your agency’s offices plays on the recruitment and retention of employees. (Agencies with a single geographic location only) 

S2.
Please indicate the significance that the geographic location of your agency’s offices plays on the recruitment and retention of employees. (Agencies with multiple geographic locations only)

In both FY 99-00 and FY 00-01, responses from agencies with a single geographic location were mixed: about half of the agencies reported that rural areas do not limit the number of qualified applicants for positions while the other half reported that rural areas do limit the number of qualified applicants. In both FY 99-00 and FY 00-01, more than half of responding agencies with multiple geographic locations reported that rural areas limit the number of qualified applicants for positions In FY 98-99, an aggregate 42% of agencies with both single and multiple locations responded that rural areas limit the number of qualified candidates.

In FY 00-01, both responding agencies with a single geographic location and responding agencies with multiple geographic locations reported that when nearby metro area salaries are significantly higher than the agency can offer, there is a somewhat significant impact on recruitment and retention of employees. In FY 98-99, an aggregate 32% of agencies with both single and multiple locations responded that when nearby metro area salaries are significantly higher than the agency can offer, there is a somewhat significant impact on recruitment and retention of employees.
T.
Please indicate the extent to which your agency uses the following practices to ensure that the  importance and value of a diverse workforce are incorporated in selection decisions.

Practice
Percent of Agencies Using Frequently


FY 00-01
FY 99-00

Targeting specific groups when recruiting to ensure a diverse applicant pool.
69
78

Creating diverse selection committees.
52
56

Applying top-level commitment to diversity in the hiring process.
88
88

These practices shown in the table above were among the methods agencies responding to the FY 98-99 used to ensure that the importance and value of a diverse workforce are incorporated into selection decisions.

U.
Please indicate the degree to which your agency is involved in the following workforce planning processes.

Workforce Planning Process
Actively or Extensively Involved
Not Involved at All


FY 00-01
FY 99-00
FY 00-01
FY 99-00

Targeted recruitment efforts for certain positions within in the agency.
60
64
11
16

Use of strategic partnerships with universities, colleges, technical schools or professional associations to identify potential employees.
60
52
9
22

V.
Please indicate the frequency with which your agency uses the following workforce planning processes.

Workforce Planning Process
Percent of Agencies Using at Least Somewhat Frequently
Percent of Agencies Using Not at All

Fiscal Year
00-01
99-00
00-01
99-00

Analysis of the hiring process within the agency to ensure effectiveness and efficiency.
76
76
2
10

Analysis of data related to the age, gender or diversity of the agency’s current workforce.
41
63
18
16

Analysis of data related to the competitiveness of agency compensation strategies.
57
65
11
14

Analysis of employee recruitment and retention patterns related to geographic location of positions.
23
22
23
45

Analysis of data from exit interviews from former employees to determine patterns among those who separate from your agency.
65
65
6
14

Conduct employee satisfaction or agency policy surveys to solicit input on the work environment.
26
24
20
71

Creation of human resource development plans for agency employees. 
33
37
22
20

Creation of management development programs.
43
47
15
14

Implementation of leadership development programs for selected employees.
46
56
11
8

Creation of formal cross-training programs for employees to enhance workforce flexibility.
17
22
19
20

Development of succession planning process for employees in critical positions.
15
25
26
33

Conducting workload analysis for job groups.
22
29
24
27

Conducting analysis of job requirements for the purpose of assessing changes in needed skills, education or training.
41
39
13
22

Conducting assessments related to the impact of changes in technology and their impact on jobs.
38
41
19
20

Career path development to identify career progression opportunities for employees.
22
24
17
22

Career planning activities to assist employees in identifying their career interests and potential growth possibilities.
4
8
35
31

Inclusion of a Human Resources section in your agency strategic plan.
62
61
11
24

Identification of a regular schedule of workforce planning activities for your agency.
24
25
33
31

The workforce planning processes practices shown in the table above are representative of the methods reported by agencies responding to the FY 98-99 survey.

W1.
How many Hispanic employees does your agency currently employ?

Six of the 45 responding agencies identified more than 10% of their employee population as Hispanic. 

W2.
What is the average educational level of your Hispanic employees?

Educational level
Number of agencies reporting that level

More than 16 years
9

16 years
3

13 to 15 years
9

12 years
5

less than 12 years
0

W3.
What percentage of your Hispanic employees speaks English as a second language.

Percentage
Number of agencies reporting that percentage

76% to 100%
7

51% to 75%
1

26% to 50%
3

11% to 25%
0

0 to 10%
12

X.
How important is it for your agency to provide the following services because you have Hispanic employees?

Service
Percent of Responding agencies rating service at least somewhat important 

Document translation
5

A liaison between Hispanic employees and supervisors
5

Cross-cultural understanding
48

Safety training in Spanish
5

Quality training in Spanish
5

On the job skills training in Spanish
5

PROGRESS TOWARDS COMPLETION OF PREVIOUS RECOMMENDATIONS
Progress Towards Completion of Previous Recommendations

Recommendations made in the 2001 Workforce Plan were separated into those initiatives best performed at the agency level and those best performed at the central state government level.  The statewide initiatives are primarily activities conducted at the Budget and Control Board’s Office of Human Resources and are thus easily tracked.  A major initiative for the next fiscal year will be the institution of tracking mechanisms for agency specific efforts.

A review of previous recommendations for statewide initiatives reveals that many of them have been implemented or are in various stages of implementation.  The following is a list of recommendations and actions or activities underway to implement them.

1. Conduct a review of regulations and policies that inhibit flexibility in work arrangements with a goal towards allowing state agencies maximum flexibility in establishing work arrangements.

The Office of Human Resources has recently completed an exhaustive review of all statewide human resources-related regulations and policies.  This review, while not originally intended for the purposes stated here, gave OHR an opportunity to examine policies that were limiting agency flexibility in a number of circumstances and to streamline the rules and regulations concerning South Carolina state government employment.  These revised regulations became effective July 1, 2001.

2. Promote the sharing of workforce resources between agencies, ensuring that statewide policies and regulations are not a hindrance to appropriate innovations.

The aforementioned regulations review served to facilitate this process, as agency input was requested and received at various points within the review process, and modifications were made as necessary.  OHR also sponsored, in conjunction with the local chapter of the International Personnel Management Association (IPMA), a “policy swap” where agencies were encouraged to share internal policies with other agencies in an effort to disseminate best practices and innovative practices.

3. Provide agencies with “model” tools for employee satisfaction surveys, environmental scans, exit interviews, and applicant tracking.

OHR produced the “Workforce Planning Agency Data Resources Toolkit” to provide agencies with examples of tools for each of the purposes stated in the recommendation.  This product was mailed to each agency and is available on OHR’s web site.

4. Provide workforce planning training and development opportunities for the agency human resources community.

OHR developed a training course specifically designed to introduce the basic concepts of workforce planning.  This course is available to state agencies and has been delivered multiple times.  

5. Continue to promote the use of the Alternative Dispute Resolution (ADR) process to effect early resolution of workplace disputes.

OHR continues to promote ADR, sponsoring training in the concepts for agency human resources personnel and OHR staff, and training our own internal consultants to be mediators.

6. Encourage and promote the use and development of agency-specific reward and recognition systems.

OHR continues to promote the use of reward and recognition systems, specifically touting their viability in these economically depressed times.  We have developed a model that we share with requesting agencies.  OHR also continues to be an advocate for the relevancy of these programs to the mission of agencies.

7. Expand the use of the OHR Internet web site as a communication mechanism for agencies and the public.  Implement “Frequently Asked Questions” (FAQ) area, spotlight best practices, etc.

The OHR web site has been greatly expanded.  The overall look and feel of the site was redesigned with the goal of putting more relevant and easily retrievable information on the site.  In addition, a comprehensive effort is now underway to put FAQs on the web site.  A number of topic area FAQs are already available; many more will follow.  The newly designed web site has been cited by an external review group for its excellence.

8. Encourage the development of employee training and development plans that are linked to the agency’s strategic plan and mission.  Promote the Certified Public Manage (CPM) program as a viable vehicle for employee development and career progression.

OHR has redesigned the CPM program to focus on the development of core competencies required for effective public sector management.  This redesign included an extensive marketing campaign that included the development of new promotional materials and presentations to different appropriate groups of decision makers.  The program will create a cohort group of similarly experienced managers, with a demonstrated set of core competencies specifically geared toward state government management.  This redesigned program is now underway, with expansion plans already under consideration.

9. Continue to promote the use of automated systems to capture training and development activities and costs for state employees; promote the use of the HRIS Training Module.

This is an on-going cooperative effort between OHR and individual agencies as appropriate.  OHR is approaching this effort with a goal towards being the central repository of training information for state employees.  We are in the process of standardizing the information codes used to identify training courses to ensure consistency, and have worked with agency training professionals to promote the viability of our systems and the potential use of  this training information. 

In addition OHR has developed an approach to training using standard personal computer software that allows for individualized, self-paced, training over the Internet.  This approach has already been used to in-house training of human resources consultants, and shows promise for broad usage in other potential areas such as new employee orientation, and specific skill development.

10. Conduct the Annual Workforce Planning Survey reporting feedback to the agencies and serving as the central repository for workforce planning information.  Continue to update the Workforce Planning Toolkit with appropriate tools and components.

The Survey is now in its third iteration, having undergone modifications with each version to better meet information needs.  Summaries of the findings from each version have been prepared and given to agency and government leaders.  Research is on-going to ensure that South Carolina’s remains on the leading edge of workforce planning, and the resources in the Toolkit are updated accordingly.

RECOMMENDATIONS

Recommendations 

The following recommendations are presented for state government and agencies to consider.  As many workforce planning-related initiatives are currently underway in state agencies, these recommendations are in no way intended to impede the progress of those efforts.  This process is an evolving one in South Carolina state government and government entities in general.

Each year we will ask agencies to report on current or projected workforce planning efforts that have been undertaken.  We will be the central repository and clearinghouse for this information and will ensure that all agencies have access to the initiatives of other agencies.  The following list was generated from the Annual Workforce Planning Surveys and is separated into those that are best implemented at the agency level and those that would benefit from a central state government approach.

This is a strategic effort.  While all of these recommendations will not be implemented immediately, we encourage agencies to establish timeframes for implementation, incorporate workforce planning goals within the strategic goals of the agency, and proceed apace to address the critical workforce issues that confront South Carolina state government.

Agency Recommendations

The following recommendations pertain to activities that would benefit individual agencies in their effort to perform effective workforce planning.  These recommendations are the result of best practice research or procedures that have been reported as effective by agencies using them.  There is no prescribed one place to “begin” a workforce planning effort.  The key is to have a coordinated approach towards the effort and to ensure that it is aligned with the strategic goals of the agency.

Specific recommendations:

· Use automated systems to maintain current data and project future workforce needs.  Data maintained should include recruiting, pay practices, turnover, and the demographics involved in each.  Ensure that required and any desired optional data are timely entered into the statewide HRIS maintained by OHR.

· Appoint an employee of the agency as a workforce planning “champion” for the agency, initiating and focusing workforce planning efforts for the agency.  This “champion” will also interact with representatives from other state agencies and the Budget and Control Board to promote workforce planning best practices and share approaches and experiences.

· Identify specific goals for measurement and data collecting activities.  Conduct benchmarking and research projects to provide measurements and external data for agency specific issues to supplement internally gathered information. 

· Offer informational sessions regarding career information and potential paths for employees.

· Establish clearly defined career paths for individuals within agencies, where appropriate, allowing employees to accurately project potential growth within the state government system.

· Conduct periodic employee surveys and establish systems to respond to concerns raised.  Respond to issues raised on Annual Workforce Planning Survey.

· Develop individual training and development plans for each employee of the agency.  Ensure coordination between the individual plans and the strategic plan and mission for the agency.  Consider the Certified Public Manager (CPM) program, the Associate Public Manager (APM) program, Public Professional Development (PPD) program, and other appropriate training opportunities offered by the Budget and Control Board as vehicles for employee development and career progression.

· Where feasible, establish employee/team reward and recognition programs that recognize numerous types and levels of employee accomplishments of value to the agency.

· Implement and promote flexible work policies and programs.

· Broaden recruitment activities to ensure inclusion of minority institutions and publications.  Consider diversified team approaches to applicant pool development. 

· Identify agency-specific critical positions and develop succession plans to address potential turnover.

· Implement or expand the use of Alternative Dispute Resolution practices to minimize potential employee grievance situations.

· Develop and implement a meaningful exit interview process to provide data for recruitment and retention issues.  Develop mechanisms to deal with issues raised.

· Allocate a significant percentage of the personal services budget to training and development.  A 1% goal is a minimum amount from which to begin.  Best practice research conducted by OHR staff indicates that progressive organizations set targets ranging from 3%-10%.

· Consider the use of intra-agency approaches to recruiting and retention, such as team interviewing techniques for employee selection and employee referral programs.

· Consider partnerships with educational institutions to pursue internship opportunities to increase the exposure of the agency and state government to another set of job seekers.

· Participate in the State Government Career Fair and other available career fairs.

· Seek internal and external customer feedback to identify workforce planning, training, and development, and other workforce needs.

· Develop with key agency leaders an agency-level workforce plan to support the agency’s strategic plan, to include diversity, succession, retention, and any other critical workforce planning needs of the agency.

· Identify best performers and seek input and referrals from them for vacancies that occur with the agency.

· Review compensation practices within the agency to clarify if internal practices are precluding the flexibility provided by broader based classifications and compensation regulations.

· Review flexible pay options within the agency to identify if lack of funds, failure to utilize flexible programs, or statewide systemic issues are precluding the payment of competitive wages.

Statewide Recommendations

Statewide recommendations presented here require the coordination of a centralized approach.  The Office of Human Resources approaches each of these situations with the goal of enhancing state government’s stature as an employer, both for recruiting applicants and retaining those components of our employment system that are critical to its success.  Many of these recommendations are presently underway; others will require continued attention to ensure that efforts are sustained.  OHR will pursue these and other recommendations that may arise with a spirit of cooperation with the agencies and our leaders.

Specific recommendations to consider:

· Develop alliances with higher education, technical colleges, and high schools to develop internship potential and to better promote the positive image of state government employment and public service.  Special emphasis should be given to “hard-to-fill” disciplines, directing students towards career opportunities that present excellent hiring possibilities

· Continue to organize and coordinate state government career fairs.

· Provide assistance in hiring/interview teams for positions as specified by agencies as needed 

· Develop and provide an orientation session for Human Resources Managers to provide education on the workings of the state systems and procedures.

· Provide workforce planning training and development opportunities for the agency human resources community.

· Expand the use of the OHR Internet web site as a communication mechanism for agencies and the public.  Implement the “frequently asked questions” (FAQ) area, spotlight best practices, etc. 

· Conduct a review of regulations and policies that inhibit flexibility in work arrangements with a goal towards allowing state agencies maximum flexibility in establishing work arrangements.

· Encourage use of employee training and development plans that are linked to the agency’s strategic plan and mission.  Promote the Certified Public Manager (CPM) program, the Associate Public Manager (APM) program, the Public Professional Development (PPD), program, and the other developed curricula as viable vehicles for employee development and career progression.

· Encourage and promote the use and development of agency-specific reward and recognition systems.

· Provide agencies with “model” tools for employee satisfaction surveys, environmental scans, exit interviews, and applicant tracking.

· Promote the sharing of workforce resources between agencies, ensuring the statewide policies and regulations are not a hindrance to appropriate innovations.

· Continue to promote use of the Alternative Dispute Resolution process to effect early resolution of workplace disputes.

· Continue to promote the use of automated systems to capture training and development activities and costs for state employees; promote the use of the HRIS Training Module.

· Conduct the Annual Workforce Planning Survey, reporting feedback to the agencies and serving as the central repository for workforce planning information.  Continue to update the Toolkit with appropriate tools and components.

SUMMARY

Summary

Overview

The workforce of South Carolina state government has never been faced with more critical issues than now.  From economic downturns resulting in fewer hiring opportunities, to the impact of retiring “baby boomers,” to the lure of current employee retention, retirement, and voluntary separation incentives, to the hiring of “x-generationers,” the problems facing State government as an employer have never been more complex.  The time has never been more appropriate for workforce planning to emerge as an integral component in the strategic planning efforts of the State.  Workforce planning is important because the knowledge, skills, and abilities required to serve the citizens of South Carolina are rapidly changing, and because it is essential to recruit, develop, and retain the workforce required to meet those changing requirements.

The workforce planning process as defined for South Carolina state government is a continuous process, beginning with an analysis of the current workforce, identification of future needs, development of action plans for appropriate recruitment, retention, and development activities, and lastly an evaluation of the progress of efforts.  We envision this process as a never-ending cycle, with the potential for a myriad of concurrent activities underway simultaneously.

This year’s data presents a picture of conflicting views.  The state’s overall number of employees has dropped from 71,503 on July 1, 2000, to 67,195 on July 1, 2001.  This reduction, a probable combination of agency restructuring (the Medical University Hospital Authority separated from state government on July 1, 2001 reducing state numbers by approximately 2,000 employees), and agency reactions to budget reductions (reductions-in-force, voluntary separation programs, retirement incentive programs, hiring freezes, etc.) have potentially skewed patterns and trends that were reflected in previous years.  Where previous years’ data showed a growth in the number of female state employees, this year’s data shows a reduction.  Where previous years’ data showed an increase in the number of employees in their first year of state employment, this year’s data reflects a precipitous drop from 7,829 to 713.  With the decline of new employees coupled with the number of separation options made available to longer-term employees, it has never been more important to focus on the development and retention of the resulting workforce.
Assessment of the Current Workforce

An assessment of the current state population demographics results indicates that South Carolina as a state has grown in population over the last 10 years, and reveals that population has aged.  The state population is primarily white, with blacks and other minorities comprising approximately 30% of the total population.  While our education statistics still rank below national averages for both overall educational attainment and college and university graduates, the figures do reflect an increase from data collected in the 1990 census.  These education figures have an impact upon State government as they represent the primary pool of applicants from which State government draws for potential employees.

South Carolina state government is the largest single employer in the State and its workforce reflects the overall state population, with whites comprising the majority, and black and other minorities comprising approximately 35%.  Female employees outnumber males 57% to 43%.  The state government population is also aging, with the majority of workers ranging from 45-49 years of age.  The fastest growing segment of the workforce is found in the 50-54 years of age category.  A salary level review reveals that 62% of state government employees earn salaries between $15,000 and $35,000 per year.

The public sector is affected by the same supply and demand dynamics as the private sector: an aging workforce, a decline in the number of people entering the workforce, increasingly complex jobs, and increasingly competitive salaries.  All of these factors combine to create a seemingly shrinking pool of qualified applicants for state government.  The surveys used to identify workforce planning issues for state government reveal that state agencies are currently dealing with all of these issues.  State agencies report a number of initiatives in place to address the scarcity of interested applicants, with activities such as career fairs, targeted recruiting, and more extensive salary negotiations topping the list.  Agencies are reviewing the projected workforce needs of their strategic plans, creating better defined career paths for existing employees, and providing developmental activities to equip current employees to meet the projected needs.  Agencies are also pursuing retention-related activities, striving to hold on to the valuable human resource investments already made in the workforce.  In short, agencies have begun to embrace the concept of workforce planning, albeit often out of necessity, and have begun to incorporate many of the workforce planning options available.

Identification of Future Needs

Only after a prudent review of strategic plans can agencies discern an accurate picture of their future workforce needs.  The human resources component of the Malcolm Baldrige criteria provides an excellent template from which future workforce needs can be assessed and evaluated.  A core concept in the Baldrige criteria recognizes that “an organization’s success depends increasingly on the knowledge, skills, and motivation of its workforce.”  South Carolina state government promotes a Baldrige-based performance excellence approach as a means of supporting quality-based leadership and management of state government.

The myriad of services that state government is called upon to provide for the citizens of the state demand that state government continue to attract, motivate, and retain the best workforce available to accomplish its strategic goals.  This can only be accomplished by a strategic projection of the required characteristics of that workforce, and developed plans for its maintenance.

Development Plans for Recruitment, Retention, and Development

Research has shown that workforce planning as a process is most effectively conducted at the individual organizational level.  This does not, however, negate the need for an overall governmental approach to identified issues.  Inter-agency cooperation and shared agency resources can provide a much broader-based solution to many of the issues that arise when performing workforce planning activities.  Central state government also has an obvious role to play.  The Budget and Control Board has responded with a number of initiatives: 

· The Certified Public Manager Program, a nationally accredited and recognized credential, has been redesigned to reflect the changing requirements of public employment managers.  This program is now an intensive 18-month curriculum designed to foster both personal and collaborative growth, as class members progress through as a cohort participating group.  The first class of the redesigned program has begun, with a list of potential class members awaiting the next class’s beginning.

· The APM Certification program addresses the critical knowledge and skills needed by new and experienced supervisors.  Recent revisions consolidated the curriculum to three core courses for a more efficient use of time, while maintaining a focus on developing skills essential to sound supervisory practices.
· The Public Professional Development (PPD) is a new certification developed for professional/technical staff to enhance their ability to work with teams, gain presentation skills, and manage priorities.

· A class specifically oriented towards promoting the concepts of Workforce Planning is offered both as an open-enrollment offering and as an in-house program.  This class provides an overview of workforce planning, its purpose, methods used, and resources available.  Participants gain insight into their next steps toward development of an agency plan.

· Workforce Planning presentations have been made to agency leadership and human resources directors, training directors, and quality directors at each of their respective conferences to raise awareness of workforce planning.

· Workforce Planning will be a focus of the upcoming Agency Directors Organization conference, and agencies will be asked to identify a “workforce planning champion” to coordinate agency efforts.

· We continue to participate in career fairs presented by state colleges and universities and private sector companies to maintain a presence with those considering state service as a career option.

· Plans have been made to focus the Human Resources Advisory Committee’s efforts towards the development of a succession plan for the human resources’ community

As a clearinghouse of information and repository of information regarding individual agency efforts, the Budget and Control Board’s Office of Human Resources can respond from a central state government perspective to issues that are best approached from that level.  The Budget and Control Board is committed to providing appropriate solutions to issues which require a statewide approach.

Conclusion

Workforce planning efforts in South Carolina state government have been underway for a number of years.  Efforts designed to address the status of women in the workforce, specific classification studies designed to better align salaries with potential competitors, and retention studies designed to determine turnover reasons are all examples of initiatives undertaken to address workforce issues.  Individual agencies have performed environmental surveys, responded proactively to potential problem situations, and have utilized workplace flexibility options to respond to workplace issues.  These efforts, while important, primarily have been initiated in isolation and undertaken to address individual situations.  

An examination of statewide demographic data combined with the individual agency data collected via the Annual Workforce Planning Survey is the central state government effort towards the collection of information pertaining to all the disparate workforce planning efforts.  The results of this examination have provided a road map for both central state government and individual agencies to follow to respond to identified issues.  It has also served to create a repository and clearinghouse of workforce planning initiatives that will serve as a reference source for future efforts.

South Carolina’s workforce planning process will require continuous attention and evaluation.  The Budget and Control Board’s Office of Human Resources will serve as a facilitator for this effort and will foster an environment in which the open sharing of workforce planning concepts and initiatives will be the norm.  The challenge for South Carolina state government is to build upon these efforts and incorporate the concepts and tenets of workforce planning into the daily processes of the management of state government. 

� EMBED Excel.Sheet.8  ���








PAGE  
1

[image: image2.wmf]Expected Critical Shortages - Three Year Projection

0

5

10

15

20

25

30

35

Information

Technology

Nursing Services

Fiscal Services

Engineering

Services

Human Services

Law Enforcement

& Public Safety

Prof & Therapist

Services

99-00

00-01

_1071641263.xls
Sheet1

		49

		1		2%		11		22%		21		43%		31		63%		41		84%
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		43		AJ00 Information Technology		6		5		9		11		13		4		48		12.5%		10.4%		18.8%		22.9%		27.1%		91.7%		22.9%		25.0%

		57		EA00 Nursing Services		3		5		3		2		5		30		48		6.3%		10.4%		6.3%		4.2%		10.4%		37.5%		16.7%		18.2%

		73		KA00 Building,Grounds and Laundry Services		1		3		3		6		13		21		47		2.1%		6.4%		6.4%		12.8%		27.7%		55.3%		8.5%		9.3%

		38		AD00 Fiscal Services		0		4		8		15		17		4		48		0.0%		8.3%		16.7%		31.3%		35.4%		91.7%		8.3%		9.1%

		75		KC00 Trades Services		0		4		5		6		15		18		48		0.0%		8.3%		10.4%		12.5%		31.3%		62.5%		8.3%		9.1%

		67		HD00 Engineering Services		3		1		3		7		11		23		48		6.3%		2.1%		6.3%		14.6%		22.9%		52.1%		8.3%		9.1%

		62		GB00 Social Work		1		3		0		1		3		40		48		2.1%		6.3%		0.0%		2.1%		6.3%		16.7%		8.3%		9.1%

		70		JC00 Law Enforcement and Public Safety		0		3		4		5		8		27		47		0.0%		6.4%		8.5%		10.6%		17.0%		42.6%		6.4%		7.0%

		45		BB00 Research and Statistical Services		1		2		3		4		14		24		48		2.1%		4.2%		6.3%		8.3%		29.2%		50.0%		6.3%		6.8%

		44		BA00 Communication Services		1		2		4		5		10		26		48		2.1%		4.2%		8.3%		10.4%		20.8%		45.8%		6.3%		6.8%

		74		KB00 Food Services		1		2		3		4		9		29		48		2.1%		4.2%		6.3%		8.3%		18.8%		39.6%		6.3%		6.8%

		58		EB00 Professional and Therapist Services		1		2		3		1		3		38		48		2.1%		4.2%		6.3%		2.1%		6.3%		20.8%		6.3%		6.8%

		60		ED00 Laboratory Services		1		2		0		0		7		38		48		2.1%		4.2%		0.0%		0.0%		14.6%		20.8%		6.3%		6.8%

		71		JD00 Security Services		0		2		1		2		8		34		47		0.0%		4.3%		2.1%		4.3%		17.0%		27.7%		4.3%		4.7%

		82		Unclassified		0		2		2		4		28		12		48		0.0%		4.2%		4.2%		8.3%		58.3%		75.0%		4.2%		4.5%

		59		EC00 Personal Care and Support Services		0		2		2		2		3		39		48		0.0%		4.2%		4.2%		4.2%		6.3%		18.8%		4.2%		4.5%

		69		JB00 Health and Safety Regulation		1		0		1		1		8		36		47		2.1%		0.0%		2.1%		2.1%		17.0%		23.4%		2.1%		2.3%

		40		AG00 Human Resources		1		0		1		10		33		3		48		2.1%		0.0%		2.1%		20.8%		68.8%		93.8%		2.1%		2.3%

		39		AE00 Legal Services		0		1		2		5		24		16		48		0.0%		2.1%		4.2%		10.4%		50.0%		66.7%		2.1%		2.3%

		49		BG00 Media and Graphic Services		1		0		1		1		19		26		48		2.1%		0.0%		2.1%		2.1%		39.6%		45.8%		2.1%		2.3%

		50		BH00 Records Management		0		1		0		3		17		27		48		0.0%		2.1%		0.0%		6.3%		35.4%		43.8%		2.1%		2.3%

		68		JA00 Investigative and Support Services		0		1		2		7		10		28		48		0.0%		2.1%		4.2%		14.6%		20.8%		41.7%		2.1%		2.3%

		61		GA00 Human Services		1		0		7		4		6		30		48		2.1%		0.0%		14.6%		8.3%		12.5%		37.5%		2.1%		2.3%

		52		CB00 Education/instructional Services		1		0		2		2		12		31		48		2.1%		0.0%		4.2%		4.2%		25.0%		35.4%		2.1%		2.3%

		55		CE00 Arts, History and Museum Services		0		1		1		2		6		38		48		0.0%		2.1%		2.1%		4.2%		12.5%		20.8%		2.1%		2.3%

		76		KD00 Transport Services		0		1		1		4		4		38		48		0.0%		2.1%		2.1%		8.3%		8.3%		20.8%		2.1%		2.3%

		56		CG00 Public Broadcasting		1		0		1		1		5		40		48		2.1%		0.0%		2.1%		2.1%		10.4%		16.7%		2.1%		2.3%

		53		CC00 Alumni/Developmental Services		1		0		0		1		3		43		48		2.1%		0.0%		0.0%		2.1%		6.3%		10.4%		2.1%		2.3%

		64		HA00 Geographic and Mapping Services		0		1		1		1		1		44		48		0.0%		2.1%		2.1%		2.1%		2.1%		8.3%		2.1%		2.3%

		81		LE00 Natural Resource Services		0		1		1		0		2		44		48		0.0%		2.1%		2.1%		0.0%		4.2%		8.3%		2.1%		2.3%

		79		LC00 Earth Sciences		0		1		0		0		1		46		48		0.0%		2.1%		0.0%		0.0%		2.1%		4.2%		2.1%		2.3%

		35		AA00 Administrative Services		0		0		5		13		29		1		48		0.0%		0.0%		10.4%		27.1%		60.4%		97.9%		0.0%		0.0%

		41		AH00 Administrative/Program Management		0		0		3		11		33		1		48		0.0%		0.0%		6.3%		22.9%		68.8%		97.9%		0.0%		0.0%

		37		AC00 Supply, Property and Procurement		0		0		1		9		31		7		48		0.0%		0.0%		2.1%		18.8%		64.6%		85.4%		0.0%		0.0%

		46		BC00 Public Information Services		0		0		3		5		30		9		47		0.0%		0.0%		6.4%		10.6%		63.8%		80.9%		0.0%		0.0%

		42		AI00 Executive Assistance		0		0		0		5		26		17		48		0.0%		0.0%		0.0%		10.4%		54.2%		64.6%		0.0%		0.0%

		36		AB00 Postal Services		0		0		0		5		16		27		48		0.0%		0.0%		0.0%		10.4%		33.3%		43.8%		0.0%		0.0%

		48		BE00 Grants Administration		0		0		2		1		16		29		48		0.0%		0.0%		4.2%		2.1%		33.3%		39.6%		0.0%		0.0%

		47		BD00 Printing Services		0		0		0		2		13		33		48		0.0%		0.0%		0.0%		4.2%		27.1%		31.3%		0.0%		0.0%

		54		CD00 Library Services		0		0		2		0		9		37		48		0.0%		0.0%		4.2%		0.0%		18.8%		22.9%		0.0%		0.0%

		65		HB00 Planning Services		0		0		1		1		7		39		48		0.0%		0.0%		2.1%		2.1%		14.6%		18.8%		0.0%		0.0%

		66		HC00 Administrative Planning Services		0		0		1		1		6		39		47		0.0%		0.0%		2.1%		2.1%		12.8%		17.0%		0.0%		0.0%

		51		CA00 Academic Administration		0		0		0		3		4		41		48		0.0%		0.0%		0.0%		6.3%		8.3%		14.6%		0.0%		0.0%

		63		GC00 Pastoral Services		0		0		0		2		4		42		48		0.0%		0.0%		0.0%		4.2%		8.3%		12.5%		0.0%		0.0%

		77		LA00 Agriculture/Animal Services		0		0		0		1		4		43		48		0.0%		0.0%		0.0%		2.1%		8.3%		10.4%		0.0%		0.0%

		72		JE00 Emergency Preparedness		0		0		0		2		1		44		47		0.0%		0.0%		0.0%		4.3%		2.1%		6.4%		0.0%		0.0%

		78		LB00 Recreation/Tourism Services		0		0		0		0		3		45		48		0.0%		0.0%		0.0%		0.0%		6.3%		6.3%		0.0%		0.0%

		80		LD00 Forestry Services		0		0		0		0		2		46		48		0.0%		0.0%		0.0%		0.0%		4.2%		4.2%		0.0%		0.0%

		h		If you anticipate critical shortages in any state classes within the next three years, please list those classes below using the codes found in section G. above and in the compensation manual
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		83		K05				AA00 Administrative Services DMV Classes

		83		E08				AA50 Administrative Specialist II

		87		N08				AC05 SUPPLY PROP. & PROC. SUPPLY SPECIALIST III

		85		L04				AD00 Fiscal Services Auditors and Sr. Accountants

		84		E24				AD00 Fiscal Svcs Acct/Fiscal Anal i II III

		83		R20				AD10 Fiscal Services Auditor III

		84		R20				AD12 Fiscal Services Auditor IV

		85		R20				AD15 Fiscal Services Audits Mgr. I

		84		H95				AD20 Fiscal Services Accountant/Fiscal Analyst I

		83		E12				AD22 Accountant/Fiscal Analyst II

		83		H91				AD28 Accounting/Fiscal Manager I Director of Accounting

		86		R36				AE20/AE30 Attorney II & III

		84		N08				AG35 HR TRAINING SPECIALIST

		83		N08				AGO5 HR HR SPECIALIST

		84		L24				AH10 ADMINISTRATIVE/PROGRAM MGT ADMINISTRATIVE COORDINATOR I

		87		R36				AH45 Program Manager (Pharmacy Board)

		83		H15		1		AJ All

		87		F05		2		AJ00 Info Technology all in series except operators/clerks

		83		H18		3		AJ00 Information Technology

		83		L04		4		AJ00 Information Technology (Generally most positions)

		84		K05		5		AJ00 Information Technology All Classes

		83		R28		6		AJ00 INFORMATION TECHNOLOGY APPLICATION ANALYST

		83		E24		7		AJ00 Information Technology Info Const I, II

		86		L12		8		AJ00 Information Technology Information Resources I

		83		H24		9		AJ05 Applications Analyst I

		85		D10		10		AJ05/AJ07 APPLICATIONS ANALYST I/II APPLICATIONS ANALYST I/II

		84		J02		11		AJ07 Applications Analyst

		83		N12		12		AJ07 Information Technology Applications Analyst II

		85		R44		13		AJ07 Information Technology Applications Analyst II

		84		H24		14		AJ08 Applications Analyst II

		86		R44		15		AJ08 Information Technology Senior Applications Analyst

		84		D10		16		AJ10/AJ12 INFORMATION TECH MGR I/II INFORMATION TECH MGR I/II

		84		N12		17		AJ12 Information Technology Information Technology Manager II

		83		P32		18		AJ12 InformationTechnology Mgr. II--Chief Information Officer

		87		R44		19		AJ28 Information Technology Data Entry & Control Clerk I

		85		H24		20		AJ33 Information Resource Coordinator

		86		H24		21		AJ42 Information Resource Consultant I

		83		H95		22		AJ42 Information Technology Information Resource Consultant I

		86		D10		23		AJ42/AJ45 INFO RESOURCE CONS. I/II INFO RESOURCE CONS I/II

		87		H24		24		AJ45 Information Resource Consultant II

		85		H63		25		AJ45- Information Resource Consultant II

		83		H67		26		AJ45 Information Resource Consultant-MultiMedia Programmer

		85		P32		27		AJ45 Information Resources Consultant--Hardware Maintenance

		86		P32		28		AJ45 Information Resources Consultant--Web Master

		84		P32		29		AJ65 Data Base Administrator--Software Developer

		87		H67				BA 65 FTS Technician III-Transmitter Operators/NTS Technicians

		85		K05				BAOO Communication Services Communication Specialist

		84		H15				BB All

		86		F05				BB00 Research & Stats Serv Statisticians I-III

		85		N08				BH10 RECORDS MGMT. RECORDS ANALYST I

		86		N08				BH30 RECORDS MGMT. RECORDS ANALYST II

		83		H63				CB05- Education Associate-Education Associate II and Education Associate III

		85		H15				CC All

		84		H91				CE90 Arts Coordinator II Media Arts

		84		H67				CG25 Produstion Manager III-Our producer director series

		85		H67				CG30 Production Manager IV-Our producer director series

		86		H67				CG45 Broadcast/Eng Maintenance Technician III-Maintenance Engineers

		87		J12				Child Psychiatrist

		83		J16		1		EA 10 Nursing Services Licensed Practical Nurse

		83		J04		2		EA** Series - All Nursing Classes

		83		J12		3		EA10 Licensed Practical Nurse

		83		N04		4		EA10 Nursing Services License Practical Nurse

		84		N04		5		EA20 Nursing Services Registered Nurse

		84		J16		6		EA20 Nursing Services Registered Nurse I

		87		N12		7		EA20 Nursing Services Registered Nurse I

		84		J12		8		EA20 Registered Nurse I

		85		J16		9		EA30 Nursing Services Registered Nurse II

		83		J02		10		EA30 Registered Nurse

		83		R36		11		EA30 Registered Nurse II

		85		J12		12		EA30 Registered Nurse II

		85		J04				EB Series - All classes in the series - especially Pharmacists and Therapists

		86		N04				EB50 Professional & Therapist Svcs. Physician II

		84		L04				GA00 Human Services GA40 Human Services Specialist II

		83		L12				GA00 Human Services Human Services Spec. I and II

		83		H73				GA00 Human Services Specialist II Counselor I, Disability Examiner I, Psychologist I

		83		L24				GA30 HUMAN SERVICES HUMAN SERVICES COORDINATOR I

		86		N12				GA80 Human Services Chief Psychologist

		85		N12				GB65 Social Work Social Worker III

		84		L12				GBoo Social Work Social Worker III

		85		F05				HA00 Geogr & Mapping Serv all in series

		87		P32				HA30 GIS Manager--GIS Manager

		83		R44				HC10 Administrative Planning Services State Appraiser I

		84		R44				HC20 Administrative Planning Services State Appraiser II

		86		J04				HD Series - Eng/Assoc. Eng. Classes

		83		R04				HD00 - Engineering Services (Engineer Associate)

		83		F05				HD00 Engineering Services Energeering/Geodetic Tech I-III

		84		F05				HD00 Engineering Services Eng/Assoc Eng I-IV

		85		R36				HD60/HD65 Engineer/Associate Engineer I & II

		84		R36				JA20 Investigator IV (Pharmacy Board)

		83		D10				JA60/JA65/JA70 CRIMINALIST/SR. CRIMINALIST FORENSIC CHEMISTS

		83		H47				JC00 Law Enforcement & Public Safety Law Enforcement Officer I JC10

		86		K05				JC00 Law Enforcement and Public Safety Law Enforcement Officer I

		87		D10				JC20/JC30/JC40 LAW ENFORCEMENT OFF. II/II/IV LEO II/III/IV BOMB TECH/PILOTS

		87		N04				JD30 Security Services Correctional Officer I

		84		H18				KA00 Building, Grounds & Laundry Services

		85		H47				KA00 Building, Grounds & Laundry Svcs Building & Brnds Spec I, II & III KA05,KA10 & KA15

		84		J04				KB Series - All Nutrtitionist Classes

		85		N04				KB15 Food Services Food Service Suprv. III

		84		H47				KC00 Trades Services Trade Speclst IV & V KC40 & KC50

		84		H63				KD15-Mechanic III-Auto Maintenance Technician II and Auto Maintenance Technician III

		83		E04				na

		84		E04				na

		85		E04				na

		86		E04				na

		87		E04				na

		83		E20				no critical shortages

		83		H71				NONE

		83		R16				none

		83		R12				None Anticipated

		86		J12				Psychiatrist

		85		L12				Teachers Special Education and those who work with at-risk students
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		91		J02		Actuary Predict insurance trends

		91		L24		AD15 SKILL LEVEL WILL PROBABLY BE THE SAME BUT THE PERSON WILL WORK INDEPENDENTLY OF THE DAY TO DAY FISCAL AREA

		91		J04		Interpreter - used for interpreting spanish and other languages for our LEP customers.

		91		H67		Marketing/Sales-we still lack a class in state government for individuals who sell.

		91		N08		NURSING STAFF BSN (LICENSED)

		92		J04		RN III - Specialized nurse with required bachelors degree

		91		E20		Paralegal (Refer to 1999-2000 survey; please consider)

		91		H95		Planetarium Manager Physicist or Astronomer

		93		H95		Projectionist IMAX Projectionist

		92		H95		Theatre Manager IMAX Theatre Manager





radio_text

		106		P32		Allow use of private funds to award bonuses. Provide parking for all employees at no cost. Provide ability to develop special contract employees that allow departments to negotiate benefits and creative pay or bonus options.

		106		K05		Centralize the recruiting process

		106		H47		Continue to support legislation to approve greater annual, merit and other pay-related increases; continue to support full-funding of legislatively mandated salary increases; continue to support expanded benefits for state employees.

		106		N04		Current Budget Constraints limits the Agency to a degree on compensation related ideas.

		106		N12		No response at this time.

		106		H67		Our main problem for our hard to recruit positions is money.

		106		H15		We currently do #99, #100, #101.

		106		H95		With sufficient funding, we could offer competitive salaries and dip into a pool of applicants currently out of our reach.

		110		H63		Address differences in school district pay versus state agency pay.

		110		E20		Allow agencies to reclassify position within the agency

		110		K05		Delegate all compensation issues to the agencies.

		110		R36		Delegation for all classes. Delegate temporary salary adjustments, equity pay request and education and experience equivalencies.

		110		U12		Increase overall applicant referrals. Provide contacts within OHR to assist with this.

		110		H67		Job Fairs have been limited in success for us. Pay related issues would be of more interest.

		110		H91		Lobby for additional personal services money for exisiting employees, (we are reluctant to hire new employees at significantly higher salaries than those already on board)

		110		P24		Market data analysis on class series provided at regular intervals

		110		R12		Need to look at job duties and responsibilities of Claims Analyst I positions (AD65) state wide. SAF Claims Analyst I has a tremendous amount of responsibility and complex issues, more so than others at different state agencies in the same classification

		110		N12		No suggestions at this time.

		110		H47		Support legislation to approve greater annual, merit and other pay-related increases; support full funding of legislatively mandated increases; delegate authority to allow agencies to approve salary increases for equity purposes and to hire above the mid-

		110		L12		The budget crisis is the major concern at this point in time.

		123		N12		No response at this time.

		123		L12		Our mentoring program has just begun and we are utilizing the CPM program.

		123		R44		Succession planning document for TERI employees

		123		J02		Support APM, CPM and Executive Institute Programs.

		123		H91		Temporaray reassignment (with increased pay) to higher classed positions; informal mentoring teams for special projects (to develop additional skills)

		123		L04		The agency has enhanced its management development program to identify potential future leaders for the agency.

		134		J02		Agency has begun teleommuting program in regional offices and will expand to central office next year.

		134		R52		Casual Fridays, birthday afternoon off, Christmas shopping 1/2 day

		134		N12		None to report at this time.

		134		H47		The university continues to restructure positions from full- to part-time to retain employees.

		134		R36		We are currently establishing an employee reward and recognition program as part of the agencies strategic plan.

		134		L12		We continue to add new programs that address retention. Plans exist to begin many programs, but budget cuts will delay progress.

		134		H91		We do not have a formal career-pathing program but we have several tiered classifications in which staff have upward mobility opportunities. We also encouragestaff imput on improving the workplace environment.

		134		R12		We provide individual benefit packages to all employees each January showing dollar amount of all state benefits in addition to their annual salaries; TQM work culture; work flow teams; open door policy; casual dress except for days visitors are in the o

		142		E12		Budget Reductions restrict using most of the above

		142		N12		None at this time.

		142		U12		Offer onsite Child Care.

		142		H91		Reduce some of the employees workload; provide them with assistants.

		142		H47		The university continues to seek legislative support to approve and fully fund consistent and greater annual and merit pay plans and expanded benefits for state employees.

		142		L12		We already utilize flexible schedules in most departments.

		7		E08		As this is a small agency with approximately 90% of the workforce in clerical, we experience no obstacles when recruiting for Administrative Specialist positions.

		7		H95		Budget cuts have significantly impacted the future employment security of state employees. Whether true or not, many people consider working for state goverment to be a trade off of job security for less pay and reduced future promotional opportunities.

		7		L04		Employee benefits and retirement plan.

		7		H47		Lack of funding for (not the willingness to offer) competitive salary offers and competitive fringe benefits.

		7		J02		Lack of funding for tuition assistance program.

		7		N12		No other issues at this time

		7		R44		RIF will have long-lasting effect on recruitment

		7		H91		staff activities, benefits and programs offered

		7		L12		The current budget crisis is greatly impacting our ability to provide competative compensation to employees.

		7		K05		We are unable to attract quality applicants because we are not competitive and we do not have the money to be competitive.

		14		K05		Again, we are not competitive.

		14		R44		Continued budget cuts breed insecurity

		14		J12		Maintaining internal equity, with available personal service funds.

		14		N12		No other factors at this time

		14		J02		Other perks from private market, sign on bonuses, stock options.

		14		H95		State budget cuts will have significant impact upon the future career of our employees. We will lose good staff members because they believe their future employment is in jeopardy. There has beem a loss of security and trust.

		14		H47		The lack of significant legislated funding for salaries to remain competitive through meaningful annual and merit increases

		14		L12		We are closely watching our retention rates by department in order to track the impact of internally developed programs.
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								comp		exp/degree

		94		K05								A00-Administrative Services-We use these classes in our DMV offices. Salaries not competitive and working at the counter at a DMV office is very stressful.

		94		R60								AA00 - Competitive salaries

		96		E24		1						Acct/Fiscal Mgr I Dir of Fiscal Systems Salary and specific expertise

		94		H95		2						AD Fiscal Services) Lack of qualified applicants. Also, lack of experience with state accounting system.

		95		R60		3						AD00 - Competitive salaries

		94		D05		4						AD00 Cannot match private sector compensation

		95		L04		8						AD00Auditors () Low applicant pool with degrees willing to accept salary agency can offer.

		94		E12		5						AD22 Accountant/Fiscal Analyst II

		95		E12		6						AD25 Accountant/Fiscal Analyst III

		96		E12		7						AD28 Accounting/Fiscal Manager I

		94		R28		1						ae ATTORNEY I: COMEPNSATION OF WAGES FROM THE PRIVATE SECTOR IN COMPARISON TO STATE GOVERNMENT.

		95		R12		2						AE00 Attorney II & III 1) inability to compete with private sector salaries 2) lack of workers compensation insurance experience

		94		E20		3						AE00 Seeking prior appellate, federal & state court experience.

		96		R36		4						AE20/AE30 Attorney II & III - compensation & competition with private sector

		95		E24		1						ah Program Mgr II Dpty Adj Gen for SO Salary and specific expertise

		94		E24		2						ah Program Mgr II EPD Director Salary and specific expertise

		95		R36		3						AH45 Program Manager I (Nursing Board & Pharmacy Board) - compensation & competition with private sector

		94		H67		4						AH45, Information Resource Consultant, Multimedia Programmer-Lack of Candidates

		97		H63		5						AH50-Office of Technology-Requires very broad technology and education background; hard to compete with public education salaries.

		95		E16		6						AH55 - high level position which requires very specific knowledge and experience such as knowledge of investments or the ability to issue State Debt. Very difficult to attract candidates with all the requisite skills and compete with salaries being offer

		95		H95		1						AJ (Information Resources) Lack of agency funding to allow us to recruit above the entry level applicant.

		95		P24		2						AJ 00 Entire seriesCompetition with private industry; lack of competitive salary

		96		R60		3						AJ00 - Competitive salaries

		98		U12		4						AJ00 - Information Technology - Applications Analyst. Starting salary is too low.

		97		U12		5						AJ00 - Information Technology - Information Resource Consultants. a) Starting Salary too low. b) Lack of individuals with cabling/network experience.

		95		K05		6						AJ00 - Information Technology - We are not competitive with the private sector.

		95		D05		7						AJ00 Canot match private sector compensation

		94		N08		8						AJ00 COMPENSATION

		94		L32		9						AJ00 Shortage of qualified applicants.

		94		E16		10						AJ03 - difficult to compete with private sector salaries for these positions and maintain equity with existing staff

		97		E12		11						AJ05 Applications Analyst I

		94		H24		12						AJ05 Funding considerations and geographical location of agency

		98		E12		13						AJ07 Applications Analyst II

		95		R44		14						AJ07 Competition from private sector

		95		H24		15						AJ07 Funding considerations and geographical location of agency

		94		N12		16						AJ07 High demand. Cannot always compete with private sector salary levels.

		96		R44		17						AJ08 Competition from private sector

		96		R12		18						AJ10 Info Techn Mgr. I 1) inability to compete with private sector salaries.

		94		F05		19						AJ10 Limited applicant pools

		94		P32		20						AJ12 Information Technology Mgr. II - Chief Information Officer - the pay, training costs, lackof significant bonus system and cumbersome contract processes inhibit ability to recruit.

		95		N12		21						AJ12 Same reason as above.

		95		H71		22						AJ20 State salaries are lower than salaries in surrounding areas

		94		H18		23						AJ20 SystemsSupport Technician Salary

		96		P28		24						AJ23 Pay

		97		R44		25						AJ28 Lack of skills in this field; keying data is a dying art

		96		H24		26						AJ33 Funding considerations and geographical location of agency

		96		H71		27						AJ33 State salaries are lower than salaries in surrounding areas

		98		R44		28						AJ38 Comnpetition in the private sector

		97		H24		29						AJ42 Funding considerations and geographical location of agency

		96		H79		30						AJ45 - COMPETITIVE SALARIES

		95		P32		31						AJ45 - Information Resource Consultant II - Web Master and Hardward maintenance manager. primarily pay and bonuses/training.

		98		H24		32						AJ45 Funding considerations and geographical location of agency

		95		F05		33						AJ45 Limited applicant pools

		98		H91		34						AJ45/Information Resource Consultant II: Technical skills required in conjunction with the ability to effectively train other staff members. Excellent customer service skills required. Supervisory experience would be necessary to manage the Information T

		96		H91		35						AJ63/Database Administrator: Planning, organizing & administering the database based on the history & understanding of the agency arts programs. Ability to design & implement the ever changing Grants Office programs. Overseeing the management & integrity

		95		R28		36						APPLICATIONS ANALYST II: LOW COMPENSATION WHEN COMPARED WITH PRIVATE SECTOR. SHORTAGE OF APLICANTS IN FIELD.

		95		H67								BA 65, FTS Technican, Transmitter Operator-Lack of Trained Candidates

		96		K05								BA00 Communication Services - Poor working environment, rotating shifts and the stress of the job.

		97		L04								bb Statisticians (BB00) Low applicant pool with degrees and experience.

		97		R60								BB00 - Competitive salaries

		96		F05								BB57 Limited applicants with experience

		94		H63		1						CB05-Office of Assessment and Office of Research-Requires technical background and very specific degree.

		96		H63		2						CB05-Office of Exceptional Children-School Psychologist-Requires specific work background, certification, specific degree; entire education field exp. difficulty.

		95		H63		3						CB05-Office of School Quality-Requires very specific public education "building level" experience and we cannot compete with public education salaries.

		95		H79		1						CE 10 - COMPETITIVE SALARIES

		97		H79		2						CE05 - COMPETITIVE SALARIES

		98		H79		3						CE30 - COMPETITIVE SALARIES

		94		H79		4						CE60 - COMPETITIVE SALARIES

		96		H67								CG40, Maintenance Engineers, Lack of Trained Engineers

		94		N04		1						EA10 - Compensation

		94		J16		2						EA10 Competitive Salaries

		94		J12		3						EA10 Pay

		95		N04		4						EA20 - Compensation

		94		J04		5						EA20 - RN I - Lack of qualified applicants - Shortage of nurses -Salary -

		95		J12		6						EA20 Pay and nursing shortage

		98		N12		7						EA20 Requires licensure and experience. Cannot compete with hospitals. Somewhat high demand.

		95		J16		8						EA20 Same, location

		94		H71		9						EA20 State salaries are lower than salaries in hospitals/medical areas

		94		J02		10						EA20,EA30 Nurses, critical needs throughout the state.

		95		J04		11						EA30 - RN II - Lack of qualified applicants - Shortage of nurses - Salary

		97		J16		12						EA30 All of above

		96		J12		13						EA30 Pay and nursing shortage

		94		R36		14						EA30 Registered Nurse - compensation & competition with private sector

		97		J12		1						eb Child Psychiatrist Shortage

		98		J12		2						eb Psychiatrists Shortage

		96		J16		3						EB15 Availability

		94		L12		1						GA00 Human Services, low pay and location of agency

		96		D05		2						GA00 Inadequate job specific experience

		96		H73		3						GA30 VR Service Specialist- very few applicants do well enough on the general clerical test

				L04		4						ga40

		97		H73		5						GA40 Counselor I- must have applicants that have Master of Rehabilitation Counseling degrees

		94		H73		6						GA40 CPE Psychologist I- very few SC schools produce a Master of Psychology degree

		95		H73		7						GA40 Disability Examiner I- very few applicants do well on the critical thinking survey required

		94		L24		8						GA50 MASTERS DEGREE-FEDERAL STANDARDS

		98		J16		9						GA60, EA70 All of above

		97		N12		10						GA80 Requires doctorate, licensure, and experience. Cannot offer competitive salary.

		96		N12								GB65 Demand outweighs supply. Requires MSW, licensure, 1 year experience. Cannot offer competitive salary.

		96		P32		1						HA 30 - GIS Manager --pay, supply and demand, budget cuts

		97		P32		2						HA25 - GIS Analyst - pay, supply and demand, budget cuts

		97		F05		3						HA25 Limited applicant pools

		95		P28		4						HA25 Pay and number of qualified applicants

		94		R44								HC10 Lack of qualified applicants in applicant pool

		94		R04		1						hd Associate Engineer - Bands for class not competitive with private industry.

		96		U12		2						HD00- Engineering Services - Engineer/Associate Engineers Starting salary too low.

		94		U12		3						HD00-Engineering Services-Engineering/Geodetic Technicians a) Lack of enrollment in Techincal School Programs, b) Lack of individuals with related job experience, c) Salary too low.

		98		F05		4						HD40 Limited applicant pools

		96		J04		5						HD60 - Eng I - Salary

		97		R36		6						HD60/HD65 Engineer/Associate Engineer I & II - compensation & competition with private sector

		97		J04		7						HD65 - Eng II - Salary

		98		R36								JA20 Investigator IV (Pharmacy Board) - compensation & competition with private sector

		97		K05		1						JC00 Law Enforcement and Public Safety - We are not competitive. Lowest paid in the SE

		96		H18		2						JC10 Law Enforcement Officer I Salary

		98		P24		3						JC10 Law Enforcement Officer shortage in female and minority applicants

		98		N04								JD30 - Retention & Compensation

		94		P36		1						KA00 - Pay is too low / employees tend to move from one job to another for more pay.

		97		H47		2						KA00 Building, Grounds & Laundry Svcs - Building/Grnds Spec I: market shortage and what we can pay

		95		H18		3						KA05 Building/Grounds Specialist 1 hard to find dependable employees which is probably due to salary

		94		L04		1						kb Nutritionist (KB00) Low applicant pool of qualified candidates.

		96		N04		2						KB15 - Availability of qualified applicants

		98		J04		3						KB35 - Nutirtionist - Salary - Shortage of nutritionists

		97		P24		1						KC 30 and 40 Trades Specialist III & IV Marketable skills- electrician, plumber, heating and air conditioning; salary competition

		95		P36		2						KC00 - Competitive salary

		96		H47		3						KC00 Trades Services - Trade Speclst IV & V: market shortage and what we can pay

		97		N04		4						KC40 - Availability of qualified applicants

		97		P28		5						KC40 Pay

		95		U12								KD00- Transport Services- Mechanic I-III Starting salary is too low.

		98		H63								KD15-Very difficult to compete with salaries of all other organizations including other state agencies.

		94		P28								LB10 Low Pay and Lack of Applicants

		96		P24								LC40,LC50 Climatologist Because of qualification requirements recruitment is nationwide; salary determined by national and regional averages instead of state averages.

		94		P24								LE60 Masters degree required. This requirement often limits a diverse applicant pool.

		95		L12								Teachers, specialized skills and interest and location of the agency

		94		H91								UA21/Agency Director:Candidates would need to understand the cultural resources of the state, artistic constituency & legislative processes to support agency needs. Salary range for this position would also be a consideration.

		94		H47								UG22, UG 37 & UG52 Prof/Assoc Prof/Asst Prof - Computer Science: market shortage and what we can pay

		95		H47								UG22, UG37 & UG52 Prof/Assoc Prof/Asst Prof - Accounting: market shortage
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I

		89		L24		AA20 ADMINISTRATION CLERICAL SPECIALIST

		88		J02		AA20 Clerical Specialist

		88		H91		AA25 Admin Specialist I PM receptionist

		88		R12		AH00 Administrative/ Program Management Administrative Manager II (AH25)

		89		R12		AI00 Executive Assistance Executive Assistant II (AI20)

		88		E20		CD00 Library Services Library Specialist, Library Manger I

		88		L24		CD30 EDUCATION LIBRARY MANAGER I






